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Research Perspective 
 
The research on Gender friendliness of Maharashtra Police originated from a 
discussion during the 6th National Conference of Women Police-2014 at Guhati 
where it was felt that police leadership has not responded adequately to the 
recommendations of bi- annual conferences of women in police. Most of the 
delegates were of the opinion that while a few steps had been initiated, a lot remains 
to be done. It was also felt that there is no scientifically developed scale with which 
to measure gender friendliness of police department for its own women work force. 
 The proposal to develop such a scale was very interesting and was presented before 
the research committee of Center for Police Research (CPR) at Pune. It was 
gratifying that the proposal was immediately accepted. The committee was of the 
opinion that Maharashtra being one of the first states to induct women in police and 
to reserve 30% seats for them should take up the task to study the status of women 
in police uniform. 
 Detailed discussions were held about the scope of research and its methodology with 
inputs from the research committee of the Center for Police Research, academicians 
and police officers. There was unanimity that to measure gender friendliness of 
Maharashtra police for its uniformed women officers a well-researched scale was 
essential. Thereafter it could be administered a definite sample consisting of women 
constables and sub inspectors with in five to ten years of service and working at 
police stations all over the state. 
 
 
 
 
 



 

 

To design and develop a scale and to conduct a good quality research it was decided 
to avail of the services of the Department of Psychology, S. P. Pune University. Dr. 
Bhaskar R. Shejwal, Yogita Todkar & Vishal Ghule from Pune University thus 
joined the project. 
 The research on Gender friendliness of Maharashtra Police for its women officers 
has been sponsored by the Center for Police research, Pune. The research team would 
like to put on record the guidance it has received from Sh. A. V. Krishnan, Director 
Center for Police Research, Pune and the wholehearted support from officers of 
Maharashtra police. 
        

Meeran Chadha Borwankar             
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CHAPTER I 

WOMEN IN POLICE - AN OVERVIEW 
 

1.1 International Scenario about Women in Police 
 

“Countries with more gender equality have better economic growth. 

Companies with more women leaders perform better. Peace agreements that include 

women are more durable. Parliaments with more women enact more legislation on 

key social issues such as health, education, anti-discrimination, and child support. 

The evidence is clear: equality for women means progress for all.” 1 

UN Secretary-General Ban Ki-Moon 
 

The statement by the Secretary General United Nations highlights the value 

addition by women if they are made partners in governance. It has also led to the 

exploration of the idea of gender friendliness in different areas of private and public 

sectors world over including in the police departments. Gender friendliness, defined 

in detail later in the study, broadly means respecting human rights of women and 

providing them an enriching environment for their wellbeing and development. It also 

signifies social justice for them as it includes gender respect and equality that enable 

them to reach their full potentials. 
 

The concept of gender evolved significantly in the field of management and 

organizational psychology during the last century. Gender equality, human rights, 

liberty, sustainable development, and peace have of late become synonymous.         

 
1 Secretary-General's message for International Women's Day, New York, 8 March 

2014, http://www.un.org 
 
 
 
 
                                                                                                                                                     
 
 
 
 
 

http://www.un.org/
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The journey to gender equality has however been slow with well-entrenched cultural, 

political, religious traditions putting up tough resistance. 
 

Convention on the Elimination of All Forms of Discrimination against 

Women (CEDAW) was adopted by the General Assembly vide resolution 34/180 of 
 

18 December 1979 at United Nations. The convention determined to implement the 

principles set forth in the Declaration on the Elimination of Discrimination against 

Women and, for that purpose, to adopt the measures required for the elimination of 

such discrimination in all its forms and manifestations. It has 30 Articles dealing with 

steps that member nations need to undertake to eliminate gender discrimination. 

Latter has been defined as “any distinction, exclusion or restriction made on the basis 

of sex which has the effect or purpose of impairing or nullifying the recognition, 

enjoyment or exercise by women, ….of human rights and fundamental freedoms in 

the political, economic, social, cultural, civil or any other field” 
2
. 

 
The declaration on the ‘Elimination of Violence against Women’ by the 

United Nations General Assembly (1993) recognized “the urgent need for the 

universal application to women of the rights and principles with regard to equality, 

security, liberty, integrity, and dignity of all human beings”
3
. It noted that those rights 

and principles are included in the Universal Declaration of Human Rights. Gradually 

the issue of gender equality and respect has become an integral part of the Human 

Rights movement. 

 

 
2 Convention on the Elimination of All Forms of Discrimination against Women accessed at   
     http://www.ohchr.org/Documents/ProfessionalInterest/cedaw.pdf  

 
3  48/104. Declaration on the Elimination of Violence against Women accessed at  
    http://www.un.org/documents 
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All these efforts culminated in the Fourth World Conference on Women, in 

Beijing, China, in September 1995, with two weeks of debate on gender issues, 

exchange of information on good practices and sharing of experiences. More than 

30,000 people also participated in parallel forum of non-governmental organizations. 
 

The Beijing Declaration and Platform for Action (B.D. P.A.) was adopted by 

the Fourth World Conference on Women in 1995. United Nations General Assembly 

endorsed it in 1996. An unprecedented 189 countries committed themselves to the 

Beijing Platform of Action that has listed 12 critical areas of concern regarding 

gender equality and the empowerment of women and girls in the world. It was 

decided to “ensure the full implementation of the human rights of women and of the 

girl child as an inalienable, integral and indivisible part of all human rights and 

fundamental freedoms” 
4
. Currently the international community is concentrating on 

a review of Beijing+20 i.e. how to implement the commitments made at CEDAW 

and Beijing. It is taking a stock of what women have achieved in different fields and 

the efforts that states have made to enable them to do so. Law enforcement is one 

such field. 

Historically, Police departments world over have been exclusive male 

domains. Women entered Police only in 19th century for a few designated duties 

relating to women and children. Thus, their presence was extremely low and 

segregation within the department complete. Main streaming women, with all duties 

being assigned to them is a very recent phenomenon and till date confined mainly to 

developed countries or to a few developing ones. Their number is more in urban 

 
4 Beijing Declarations and Platform for Action. Adopted at the Fourth World Conference on 

Women  –  15 September 1995 
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conglomerates, though even small towns now have nominal presence of women 

police of different ranks. Gender equality and respect has thus been an issue with 

women in the traditionally male dominated police departments. 
 
UNESCO’s (2000) definition of gender equality is as below 

 

“Gender equality means that the different behavior, aspirations, and needs of 

women and men are considered, valued, and favored equally. It does not mean that 

women and men have to become the same, but that their rights, responsibilities, and 

opportunities will not depend on whether they are born male or female. Gender equity 

means fairness of treatment for women and men, according to their respective needs. 

This may include equal treatment or treatment that is different but which is considered 

equivalent in terms of rights, benefits, obligations, and opportunities” UNESCO 

(2000). 
 

Thus, though gender inequality has been an international phenomenon, 

traditional societies had more apprehensions about the need for women in police, their 

suitability to work at odd hours and working environment of police stations/units. 

However, different studies on the issue have shown that police has a very heavy 

content of routine work and that women are equally capable of responding and 

handling street crime too. Gradually their presence in patrolling, responding to 

emergencies/disasters, traffic related duties is increasing. Time taken to mainstream 

women in policing has meant that they are inducted in nontraditional police fields 

only if they show willingness and aptitude strong enough for leadership to feel 

confident to entrust them with such work. In 5
th

 Australasian Council of Women and 

Policing Conference “Women Leading Change”, 26-30 August 2007, Melbourne, 

Australia, it has been mentioned, “The role of women in the police has progressively 

evolved, but it is possible to distinguish three phases. In phase 1 women fulfilled a 

largely support role; in phase 2, a specialized 
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role and, most recently in phase 3, they aspired to an integrated role.” 
5
 The objective 

of police department therefore has to be to develop integrated role of women officers 

in the overall functioning of the organization. Bringing the attitude of gender 

friendliness will be one such psychosocial process that needs to be addressed and 

understood properly. This slow process has its critics but it is a fact that wherever 

leadership is not confident about the role of women police, they are confined to 

attending to the issues of women victims/complainant and children. 
 

Notwithstanding the slow and unsatisfactory pace of recruiting women, 

training and retaining them, their presence in law enforcement is increasing 

internationally. Common Wealth Human Rights Institution last year released a report 

on women in police in Bangladesh, India, Maldives and Pakistan under the head 

‘Rough Roads to Equality: Women Police in South Asia’, (2015), showing that the 

latest figures on women in police for Bangladesh are (4.63%), the Maldives (7.4%), 

India (6.11%) and Pakistan (0.94%); total average of about 5%. 
 

Western countries have been able to successfully recruit more women in law 

enforcement. The figures for Sweden were 28.6%, Finland 14.3%, Denmark 12.9%, 

and Norway 20% (2008 figures). The highest levels were in Estonia at 33.9% 

followed by the Netherlands at 28.9%; the lowest was Romania at 10.4% and 

Luxembourg at 10.7%. 
6
. Rosemary L Barbered in her book ‘Women, Crime and 

 

 
5 Dr. Mangai Natrajan, professor in the Dept. of Sociology at John Jay College of Criminal  
    Justice in New York. in her address to 5th Australasian Council of Women and Policing   
    Conference.  

 
6 (Rough Roads to Equality : Women Police in South Asia, (Page 7) Commonwealth Human 

Rights Institution (CHRI) 2015 
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Criminal Justice’ mentions that in 1993 women made up only 1% of police in UN 

Peace Keeping Missions, in 2012 they are 10% and UN aims to take it up to 20% 

soon. 
7
 

 
That women have an important role to play in policing is no longer doubted, 

especially as crime against women and children has gone up. Most countries 

including India have policies that such crime should preferably be investigated by 

women police. There have been studies that show that women victims and female 

visitors seeking police help have higher comfort level when they meet and interact 

with women police. A good mix of male and female police is considered healthy by 

civil society. The trend world over is thus to recruit and retain more women in Police. 
 

While developing countries are mostly at the stage, where women in police 

are expected to handle only crime against women and children or issues related to 

them, many developed countries have taken a leap forward and diverse duties are 

being given to women. Besides human trafficking has of late gained humongous 

proportion and need for women investigators has been strongly felt internationally. 

At the same time, their need during disaster management, negotiations of different 

kinds, conflict resolution, cannot be overstated. With their participative, consultative 

style, they bring unique attributes to the erstwhile harsh, dominant male police work 

culture. Women in law enforcement are gradually becoming part of core policing and 

their contribution is being recognized and appreciated. 
 

“In 1845, the first women to be hired by the New York City Police 
 

Department were called "matrons”. In 1985, Penny Harrington of the Portland 

Oregon Police Department became the first female Chief of Police (in U.S.A.). 

The under-representation of women at all levels in the modern police agency 

7  ‘Women, Crime and Criminal Justice: A Global Enquiry’, (Page 198) By Rosemary                 

 L Barberet. Routledge. 2014
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negatively impacts the culture and operational efficiency of law enforcement 

agencies throughout the country. Given the many difficult challenges facing 

modern agencies, the need to hire more women has never been more urgent.” 
8
 

 
Women police have travelled a long way from ‘matrons’ to smart and 

efficient law enforcers. Their no nonsense professional attitude to work has made 

myth of their projected soft image. They are seen patrolling on streets, operating 

airports, replying to distress calls and responding to riots with aplomb and in a 

business-like manner. The stereotype is gradually giving way to more realistic 

appreciation of their contribution to law enforcement. 
 

Substantial evidence exists and it suggests that women are as able as men to carry 

out the physical demands of police work, especially when these demands are real 

demands of police work and not ‘idealized masculine ones’ that find their way into 

physical entrance tests. 
 

Evidence also suggests that women are less likely than men to abuse their 

power, exhibit aggressive policing that attracts complaints of misconduct and engage 

in corruption (Dejong, 2013; Prenzler Fleming & King, 2010; Natrajan, 2008; Hemb, 

2008). They are likely to have better verbal skills with which to diffuse conflict 

(Hemp, 2008). 
 

Silvestri (2007) in a study that analyzed women police leaders in U.K. found 

that women leadership styles are likely to mirror transformative leadership (as 

opposed to transactional leadership, the main stay of police organizations) a very 

desirable condition for organizational change. In other words women leaders 

“demonstration of typically feminine attention to participation, consultation and 

8 (www.policeone.com/police.../87017-Women-in-Law-Enforcement-accessed on 22nd 
August, 2015 Jon Felperin is Director of The Center for Law Enforcement Training based 
in Northridge) 
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inclusion translated into transforming police organizations into those where long term, 

innovative change can occur” 
9
 

 
Women police having been excluded from the ‘boys’ club’ also tried 

networking among themselves by forming groups, meeting at regular intervals, more 

so in the West. The International Association of Women Police was established in 

Los Angeles, California USA in 1915 as an international organization 

 

“to provide professional development, mentoring, training, networking and 

recognition for female law enforcement officers and civilian support staff, as well as 

increase the numbers of women in policing” 
10

. Now IAWP has members in more 

than 60 countries and has completed one hundred years. Having joined law 

enforcement, women have through various methods tried to enhance themselves 

professionally and find voice of their own. IAWP while working for the professional 

development of its members is also actively involved against human trafficking and 

violence against women. Their mission is “to strengthen, unite and raise the capacity 

of women in policing internationally” 

 
Thus, world over there are attempts to recruit more women in law enforcement 

and to retain them. There are academic and operational researches to study work 

environment that is conducive for women contributing more to the previously male 

dominated culture of policing. There were legitimate past apprehensions that the old 

male culture shall probably suck in the female viewpoint; that latter being of special 

value needs to be nurtured and encouraged to improve policing to make it 

professional and compassionate. The task does not end with recruiting more women 

but in retaining them and giving them freedom to work          

9 Women, Crime and Criminal Justice: ‟ A Global Enquiry, (Pages 194-195) By Rosemary L    

      Barberet. Routledge 2014.” 

  10 Official web site of International Association of Women Police (IAWP) 
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and contribute. Gender discrimination in police culture needs to be eliminated and 

an equitable and just gender atmosphere be created. It has been a long and laborious 

process and there has been sustained interest in following the progress of women in 

law enforcement. It helps civil society, governments, police departments, and 

citizens to ensure fair representation of women in police and that they perform to 

their full potentials. 

 

1.2 INDIAN SCENARIO 
 
 

Independent India during mid-twentieth century saw idealism at its peak and 

leaders of the freedom struggle pursued gender equality as one of their cherished 

dreams. The Constitution of India thus provides for equality of status and 

opportunity to all citizens in the country. The following provisions in the 

Constitution deal with gender equality- 

 
Article 14: Equality before law and equal protection of laws to all. Thus in the eyes 

of Law gender is immaterial with all citizens of India being equal. 
 

Article 15: Prohibition of discrimination on grounds of race, sex, etc. It deals with 

gender equality in an unambiguous term. 
 
Article 16: Equality of opportunity in the matters of public employment 

 

The following Directive Principles in the Constitution also specifically relate to 

gender equality; 
 

1. Article 39(a). That the citizens, men and women, have equal right to an adequate 

means of livelihood. 
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Article 39(d). That there is an equal pay for equal work for both men and women.
11

 
 
Gender equality is thus enshrined in the Constitutional of India. It also ‘unleashes 

the energy and productive capabilities of women’. Some of the countries where 

women are not equals, report worst human poverty as measured by ‘Human Poverty 

Index’. The Human Development Report published by the UNDP shows that, those 

countries, which rank low in “Gender Related Development Index” 

 

(GDI), perform low in overall human development. Every nation, including India, 

therefore, is striving to provide equality and feeling of security to its women for the 

overall welfare and development of the society. 
 

The reality however is still far away from the ideal, and condition of women 

continues to be poor in both organized and unorganized sectors. Citizens in India, 

especially women have been very vocal about their fear of police and the difficulties 

they face while seeking help at police stations. This feeling of distrust is present 

across the country. Non-registration of crime, late registration, rude and curt 

response to citizens, poor detection, and low conviction rates are rampant. 

Recommendations of Police Commissions and different committees have not been 

able to ensure that law and order duties are separated from crime investigation. This 

has resulted in poor maintenance of law and order and low crime 

detection/conviction rates thereby causing dissatisfaction among citizens. Rapid 

urbanization and steady increase in crime has worsened the situation. As per 

National Crime Record Bureau (2013) report, there are 141 police personnel for 

 

 

 

11 The Constitution of India
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every 100,000 population in India. In 2006, an analysis by the United Nations 

indicates an approximate median of 300 police officers per 100000 inhabitants 
12

 
 

The highest number of police men per one lakh population was reported in 

Manipur (1,020), followed by Mizoram (904) and Andaman and Nicobar Islands 

(811) while Dadar and Nagar Haveli (73) occupied the lowest number followed by 

Bihar (77), Uttar Pradesh (78) and West Bengal (102).
13

 Maharashtra has 170 police 

persons per 1000.
14

 
 

In 2014, a total of 7229193 cognizable crimes comprising of 2851563 Indian 

Penal Code (IPC) crimes, and 4377630 Special & Local Laws (SLL) crimes were 

reported. 
15

 The over worked, in-adequately trained law enforcing machinery is 

unable to cope with the increase in crime, issues of internal security and expectations 

of an ambitious forward-looking nation. 
 

Female population feels that their plight is worse than their male counterparts 

when it comes to registration of crime, complaints and to dealing with police 

personnel. The IPC component of crimes against women has accounted around 95% 

of total crimes and around 5% were SLL crimes against women. 
16

 

 
 
 
 
 
 
  
 
 
 
 
12 Twelfth conference of the  United Nations on Crime Prevention, Page 19  
 

13 Crime In India 2013 published by NCRB, accessed at www.ncrb.gov.in  
 

14 Crime in Maharashtra 2013, published by State CID Crime, Maharashtra, Pune.  
 
15        Crime In India 2014 published by NCRB  accessed at www.ncrb.gov.in  
 
16 Ibid 
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Proportion of crime against women (IPC) towards total IPC crime 

       And incidence of crime per one lakh of female population 17 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source: “+” RGI/Census Commissioner, MHA 

Note: Rate of Total Cog. Crime=(Incidences of Crimes against Women/Female Population) x 100000 i.e., incidence of Crime 

per one lakh of Female Population 

Note: (*) Adjusted Figures of Population were used due to absence of projected population for newly created states namely 

‘Telangana’ and ‘Andhra Pradesh’ Crime Against Women consists of crime heads namely Rape, Attempt to Commit Rape, 

Kidnapping & Abduction of Women, Dowry Deaths, Assault on Women with intent to Outrage her Modesty, Insult to 

Modesty, Insult to Modesty of Women, Cruelty by Husband or his Relatives, Importation of Girls from Foreign  Country, 

Abetment of Suicides of Women (Sec300IPCI), Dowry Prohibition Act, Indecent Representation of Women (P) Act, 

Commissioner of Sati (P) Act, Protection of Women from Domestic 
     17 Crime In India 2013, National Crime Record Bureau accessed at www.ncrb.gov.in
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A total of 3,37,922 cases of crime against women (both under various sections of 

IPC and SLL) were reported in the country during the year 2014 as compared to 

3,09,546 in the year 2013, thus showing an increase of 9.2% during the year 2014. 

These crimes have continuously increased during 2010 - 2014 with 2, 13,585 cases 

reported in 2010, which increased to 2, 28,649 cases in 2011, which further increased 

to 2,44,270 cases in 2012 and 3,09,546 cases in 2013. In 2014, a total of 3, 37,922 

such cases were reported. Uttar Pradesh has reported nearly 11.4% of total crimes 

committed against women and West Bengal 11.3% of total cases of crimes reported 

against women in the country.
18

 (Crime against women table attached below) 

 
Crime against women is thus showing a consistent rise in the country. It mainly 

consists of crime heads like-rape, attempt to commit rape, kidnapping and abduction 

of Women, dowry deaths, assault on women with intent to outrage their modesty, 

cruelty by husband or his relatives, importation of girls from foreign country, 

abetment of suicides of women (Sec 306 IPC), cases under Dowry Prohibition Act, 

Indecent Representation of Women (P) Act, Protection of Women from Domestic 

Violence Act and Immoral Traffic (P) Act. Uttar Pradesh, West Bengal, Madhya 

Pradesh, and Maharashtra are higher in reporting crime against women compared to 

other states. 
 
As per NCRB figures during 2014 the crime rate under crimes against women was 

reported as 56.3 during the year. Delhi UT has reported the highest crime rate (169.1) 

compared to 56.3 at all India level during the year 2014, followed by 

 
 
 

 
18 Crime In India 2014, National Crime Record Bureau accessed at www.ncrb.gov.in 
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Assam (123.4), Rajasthan (91.4), Tripura (88.0), West Bengal (85.4), Madhya 

Pradesh (79.0) and Telangana (78.3). 
 

Only 21.3% offences against women are convicted, around 78% are pending trial in 

courts. The highest rate of 23.9 rapes per lakh population was reported from Delhi 

city followed by Kota at 21.2 as compared to 7.5 average crime rate in mega cities 

during 2014.
19

 
 
Increasing crime by children/juveniles too is a cause of serious concern as also crime 

against children. 
 

Crime against women, as per government directions, has to be investigated by 

women police officers. It is true for offences against children too. 
 

79758 cases were reported against children during 2014 as against 58,224 reported 

during 2013 and 38,172 cases during 2012. Some IPC crimes against children have 

shown a substantial increase e.g. kidnapping & abduction, procuring of minor girls, 

abetment to suicide, and rape. Uttar Pradesh accounts for maximum of total crimes 

committed against children reported in the country. Madhya Pradesh, Delhi, and 

Maharashtra also have high rate of crime against children. As per NCRB data, 86.1% 

cases of crime against children are still pending trial in different court. 
20

 

 
Women police officers led most of these investigations or formed part of 

investigating teams. There is thus a definite need to improve training of women 

officers to improve the conviction rate of offences against women and children. 

 
 
 
 
 
 

 
19  ibid  
 

20  Crime In India 2014 published by National Crime Record Bureau. TABLE 6.4, accessed at 

www.ncrb.gov.in.  
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Recent data published by BPR&D shows that on 01-10-2014 the total actual strength 

of Women in Police in India is 1,05325. It increased by 7807 compared to last year. 

Maharashtra has the highest number of policewomen i.e. 17957, followed by Tamil 

Nadu with 13,842. Total number of women Police in Central Armed Police Forces is 

18,394 with highest number of 5,896 in the CISF followed by 5,857 in the CRPF. 

Number of women in Police has increased by over two times during the last 12 years 

and the pace of increase is being maintained. 
21

 

 

To the credit of Government and police departments of different states, 

attempts have been made to address the issue of crime against women/children and 

women in police. There have been significant changes in the Criminal Procedure 

Code, Indian Penal Code and Indian Evidence Act with reference to registration and 

investigation of offences against women. As mentioned above, complaints and cases 

involving women/children as victims have to be investigated by women officers. 

Laws against rape, molestation have been changed substantially. Gender 

empowerment has been the theme of governance for more than a decade now, though 

its percolation down at the field level has not been satisfactory. Training 

programmes and sensitization workshops for police, structured interaction with civil 

society, media, opinion makers, community policing efforts involving women, 

senior citizens and students, have been prominent initiatives of most state police 

organizations. Most of them have realigned their basic training courses to make 

police personnel responsive to the needs of different stratas of society with emphasis 

on human rights, due process of law and rule of law. In fact, the police department 

is said to be giving maximum punishment to its staff for lapses in duty including for 

their alleged harassment of citizens. The problem however continues unabated, thus 

requiring systemic changes to overhaul its basic functioning. 
 



 

 

17 

 

One such systemic change has been induction of more women in police. The 

assumption being that it shall make the department more humane, and sensitive to the 

needs of women/children complainants/victims. In June 2014, Gujarat state had 

announced 33% reservation for women in Police and on 20
th

 March 2015, 

Government of India has decided to have 33% reservation for women in police 

departments of all union territories. 
 
As per the Bureau of Police Research and Development, there are 518 Womens’ 
 

Police Stations in India, with the highest 199 in Tamil Nadu, followed by 71 in Uttar 

Pradesh. There is a strong debate whether all women police stations meet the need of 

women complainant/victims. Common Wealth Human Rights Initiative (CHRI) in 

their recently published report have said that, “There are obvious benefits in 

women’s’ police stations in terms of providing a safe environment for female victims 

or complainants, but their cost benefit and feasibility must be determined against 

women’s’ helpdesks in police stations, particularly in the light of the number of 

women police and resources required. Women officers posted there are not gaining 

adequate exposure to, or experience of the gamut of police work, and are being siloed 

into posts that will have an overall negative impact on their opportunities for career 

progression. These are several negative consequences for women in policing as a 

whole.” To achieve the organizational and the national objective of equality for 

women and progress for all, mainstreaming of women police in all diverse police 

duties is essential. This will increase their confidence in their own abilities. 
 

Participation of women police in diverse police duties is the long-term 

solution for making full use of their potentials than assigning them limited tasks and 

separate police stations. Latter is doing injustice to women in police as well as to 

female complainants who may be expected to go to police stations ten/twenty kms 
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away as the regular nearby police stations may not be authorized or trained to 

investigate crime against women. 

 

21 Bureau of Police Research and Development, Data on Police Orgnaization 2014 accessed 

at  www.bprd.gov.in 
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1.3 WOMEN IN MAHARASHTRA POLICE 
 

Initially women in Maharashtra Police were recruited and assigned to specific 

tasks. Their recruitment was at district levels and they underwent four months basic 

training at their respective district headquarters. Maharashtra Police Manual Part 1 

mentions their duties as below 
 

1. To trace missing women,  
 

2. To be at railway stations for taking complaints of women passengers and for 

their convenience  
 

3. To search and arrest women accused  
 

4. To carry out duties regarding children/juveniles  
 

5. To keep vigil at places of worship and entertainment etc.  
 

There was a total segregation of men and women police officers. Training of women 

officers was as per the Acts and Rules governing the above duties. Their uniform 

was different, mostly sarees. Few in number, their ambitions and aspirations too 

were limited. Their role and interaction was confined within the district with rare 

duties across the state that brought them together. Inter-state travel or duties were 

unheard off. 
 
Women in Maharashtra Police have been inducted on a large scale after introduction 

of 30% reservation for women vide Government of Maharashtra Resolution 1093 

P.C. 366/C-2 dt. 22
nd

 June 1994. Crime in Maharashtra (2013) published by 

Maharashtra State CID shows the total strength of women police as 20193 for the 

state i.e. 10.59% of total sanctioned strength during the year 2013. Ratio of women 

police officers to women police was 1:15. The total population of the state as per 

Crime in Maharashtra, (2013) is 1162.69 lakh while number of police persons was 

197526. Ratio of Police to one lakh population is 170. 
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Around 11% women in police has meant an organizational and cultural change 

of a very high magnitude for Maharashtra Police, considering that till now the Police 

departments in India as well as internationally have been male dominated. Entry of 

women in the department is only the first step in pursuing the functional effectiveness 

of police organization. A positive and encouraging work atmosphere has to be created 

for them. They have to be trained and developed professionally to investigate crime, 

attend to different kind of cases e.g. cognizable & non-cognizable, accidental death 

cases, application enquiries, routine police station/ traffic/ patrolling duties/different 

kind of emergencies/road accidents etc. Special training is required for responding to 

distress calls and law and order issues. Their contribution to the job and to the 

organization has to be encouraged, monitored, and systematically analyzed for value 

addition. 
 

In 2013, Maharashtra accounted for 8.9% of total IPC crime reported in the country 

closely followed by Madhya Pradesh and Uttar Pradesh (8.6% each), Andhra Pradesh 

(8.2%), and Tamil Nadu (7.7%).
22

 

Besides increase in general crime, the gender environment in the country too is 

changing e.g. in December 2013, The Sexual Harassment of Women at Workplace 

(Prevention, Prohibition and Redressal) Act, 2013 was enacted by the Parliament. It 

defines sexual harassment at the work place and creates a mechanism for redressal of 

complaints. Every organization with 10 or more employees is required to constitute 

an Internal Complaints Committee, which has the powers of a civil court. The enquiry 

by the committee has to be confidential and be completed within 90 days. There is a 

penalty for non-compliance of the Act. There is a need to study whether various 

 

22 Crime In India (Page 16) NCRB 2013
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changes and enactments of Law have made real time difference in the lives of women. 

Are they more productive and confident? Are they being given equal salary/wages 

for work? Do they feel more secure and happy? Academicians have studied some 

aspects of the changing gender environment in the country and there is need for 

practitioners to join in. 
 

The current research has not studied the issue of sexual harassment at work 

place but concentrated on the broader aspect of gender friendliness as a subculture of 

police culture. Instead of measuring gender discrimination or harassment, a different 

approach has been taken considering that the state of Maharashtra has long accepted 

women in police and has an affirmative policy/reservation for women for last twenty 

one years. Political leadership has been particularly progressive in signaling place for 

women in all fields including police. Historically as well as culturally, too women in 

Maharashtra have taken strong position and participated in all political movements. 

Savitri Bai Phule, Ramabai Ranade, Mrinal Gore, Ahilya Rangnekar, Vidya Bal, to 

name a few. 
 

Presence of women in police has slowly been accepted in the state; their 

visibility is particularly high in Mumbai and other big towns. They are perceived to 

have travelled some distance from initial resistance to their acceptance by male 

colleagues and from discrimination to a relatively gender friendly space. The present 

study is an attempt to understand and find answer to the following research questions. 

Whether a police station has become a gender friendly space? Being highly male 

dominated, has the police profession accepted gender-neutral police leadership 

profile? Has the increased number of women added to their comfort level at police 

stations and ease to work with citizens/colleagues/juniors/seniors? 
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In Maharashtra Police there are different physical standards for men and 

women for recruitment at constable level. While minimum height requirement for 

men is 165 cms, for females it is 155cms. Men have requirement of minimum 79” 

chest while there is no such condition for women. Both have to be minimum 12
th

 

standard pass. Long run, short run, shot put (of lesser weight for women) and long 

jump are common for both men and women. Male candidates also have ‘pull ups’ but 

women candidates are not tested for the same. 
 

Each district head quarter conducts its own recruitment and there is common written 

entrance test for both genders. (Government resolution concerning recruitment of 

women in police is attached at the end of the study) Common merit list for male and 

female candidates is drawn and the selection is based on merit and reservations; 

women having 30% seats reserved for them. 
 

For recruitment at the level of Sub Inspectors and Dy.S.Ps, Maharashtra State 

Public Service Commission (MPSC) conducts the common entrance exam. Minimum 

educational qualification for men and women is graduation. Officers of the Indian 

Police Service are inducted by common entrance by the Union Public Service 

Commission (UPSC) and officers are allotted to the state of Maharashtra. There is no 

reservation for women in the Indian Police Service. However, in UPSC and MPSC 

female candidates have lesser height requirements compared to male candidates. 
 

There are 10 Police Training Centers (PTCs) in Maharashtra for training of 

constables. Men and women are trained separately. Currently Nagpur, Turchi and 

Khanadala are being used to train women constables. However, Maharashtra Police 

Academy (MPA) Nashik trains male and female officers together. They are Sub-

Inspectors, Dy. S.Ps. & the officers of Indian Police Service allotted to state.  Latter 

are initially trained at the S.V.P. National Police
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Academy, Hyderabad. Promotions in different ranks of Maharashtra Police are based 

on common list for both genders. 
 

The present study concentrates on young women officers of the rank of 

constable to sub-inspectors with five (5) to ten (10) years of service working in police 

stations. It has not studied women police working in specialized units like traffic, 

armed divisions, and wireless office etc. It is an attempt to study their perception 

about their job, its content, work environment, treatment by juniors/peer 

group/seniors on the job and support for their career development in police stations. 

They are the internal customers of the department and being late in induction may 

have specific needs for professional growth. By understanding the perception of 

women police about their working environment, the department can plug the 

loopholes and formulate gender friendly policies for future. Though, the study is 

Maharashtra state specific, it has national ramifications and can lead to concrete steps 

to improve the working condition of women in police all over India. Findings of the 

study will serve as guidelines for creating gender friendly atmosphere in the police 

department. Appropriate recommendations have been made in the last chapter. 
 

This study thus focuses on understanding the internal gender environment of 

Maharashtra Police and the scenario at police station level. It is fresh in its approach 

and is perhaps the first ever effort to examine gender space within the precincts of the 

basic and most significant unit of police. 
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CHAPTER II 
 

METHODOLOGY 
 

 

The Study 
 

The concept of Gender friendliness is relatively new and there has not been any 

significant study on the issue. There have been research on gender discrimination, 

gender in-equality and harassment at work place but a wholesome study going 

beyond the negatives has perhaps not been conducted. Gender friendliness as a 

concept includes attitudes and practices, positives and negatives and is therefore 

broader in its range. 
 
In the instant study, an effort has been made to establish a conceptual framework for 

defining ‘Gender Friendliness’. The most important work in this regard has been to 

find out various factors, which constitute ‘gender friendliness’. Definitions however, 

may differ from study to study. 

 
 

Meaning and definition of Gender Friendliness 
 

For the purpose of the study, initially two meetings were held to define gender 

friendliness. Three women sub inspectors and nine women constables from Pune 

Police took part in the discussions. After detailed deliberations, gender friendliness 

came to be defined as consisting of following four components 
 

1. Gender Friendly Work environment  
 

2. Gender Respect  
 

3. Gender Equality  
 

4. Co-operation amongst male & female police officers  
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A gender friendly organization provides suitable physical infrastructure and work 

environment for women. It respects and treats its work force equally irrespective of 

their gender and there is cooperation between male and female workers. The detailed 

methodology used for measuring gender friendliness and preparation of the scale 

have been described later in the paper. 

 

Objectives of the study 
 

● This is an exploratory study. Its main objective was to study the 

satisfaction level of women police officers of the state of Maharashtra 

with their work environment and work culture at the police station 

level.  
 

● The study has also prepared a scale that could be universally 

applicable to police organizations of other states/countries too.  

 

Hypothesis 
 

Maharashtra being a progressive state took the bold step to be one of the first 

states in the country to introduce women in police and to reserve seats for them up 

to 30% during 1994. 
 
The hypothesis of the instant research is that having inducted women in police, the 

department must have made efforts to provide a comfortable work environment and 

culture for its women employees. Being internal customers of the department and 

relatively new to it, the study explores women police officers’ satisfaction levels at 

work place i.e. Police Stations of the state Maharashtra. 
 

Another assumption of the current study is that if Maharashtra Police is 

gender friendly to its women officers, it shall make best use of their talent. Women 

officers shall be motivated to perform in an atmosphere conducive to their sense of 

comfort and well-being. They will carry out all duties sincerely and add value to 
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the working of the department, enriching the police culture with their own unique 

qualities. The research thus studies the motivation level of women officers with five 

to ten years of service and working at police stations. 
 

On a broader perspective, an organization that treats its women well shall 

logically be sensitive to the needs of women who approach police in distress. Making 

full use of the potentials of its women employees, police department shall have an 

edge in prevention and detection of crime especially against women and children. 
 

Peter Horne, Ph.D., Professor, Mercer County Community College, Trenton, 

New Jersey in his article ‘Policewomen: Their First Century and the New Era’ has 

advocated for more women in police, precisely for this reason. He says “Increasing 

the number of women in policing at all ranks and in all operational capacities would 

improve the handling of domestic violence and sexual assault cases. It would also 

encourage female victims of violence to report such incidents to the police because 

they will be more confident that their pleas for help will be treated seriously.” 
23 

However the instant study has focused only on the first hypothesis and explored the 

working condition of women police at the level of police stations in Maharashtra. The 

impact of a comfortable and motivated women work force on their performance in 

police stations has not been studied. 

Pilot Study: Sample selection 
 

After a detailed discussion, it was decided that the study should concentrate on 

gender friendliness at the lower rung of police hierarchy as senior women officers are 

able to assert themselves. Besides being small in number, studying them shall not 

reflect the ground reality. Accordingly, women constables and sub-inspectors working 

at police stations formed the universe of the study and specialized units e.g. traffic, 

wireless, crime branches, preventive units etc. were not covered. 

23 The Police Chief, Sep 2015 accessed on http://www.policechiefmagazine.org/   

            on 29th sep 2015
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As per Law constables are police officers. Therefore, the current study has 

selected women officers of the rank of constable and sub-inspectors as its 

participants. The sample was to be within five to ten years of service as it was felt 

that the older women officers may have fewer expectations from the police 

department. Besides, they would have probably got reconciled to the police culture. 

Sample of officers with 5-10 years of service would have had reasonable experience 

of the working in the department and enough maturity to appreciate/analyze its 

gender friendliness as defined above. The study covered both rural and urban police. 

 
 

Methodology for the study 
 

To gain information about the gender friendliness in police department, for 

their uniformed women officers, a five-stage data collection procedure was 

followed. 
 

1) Interview with sample group  
 

2) Focus group discussions  
 

3) Pilot-testing  
 

4) Main survey  
 

5) Interview of a sample group of senior police officials  
 

Policy makers’ perception about gender friendliness in the department was 

obtained through discussions with them at different intervals. A thorough review of 

literature from various sources such as journals, books, internet etc. was undertaken. 

The concept of gender discrimination has been used in social psychology. As the 

current study is on gender friendliness, information gathered from different sources 

was applied for studying the same in police department. 
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Interview 
 

At the first stage, women police officers (PSIs) were interviewed in detail. Three 

women officers (PSIs) who had work experience of more than 5 years each and had 

worked at various places of the state participated in semi-structural interviews. The 

Qualitative information needed for construction of a scale specifically writing of 

scale items was worked out. Information obtained from the interviews was found to 

be very useful. 

 
 

Focus group 
 

At second stage of information collection, a group of nine women constables who 

had work experience of five to ten years each was called and focus group interviews 

and group discussions were conducted. A Qualitative analysis of the transcript of the 

interview and discussion were undertaken. A rich source of information was 

organized in the form of focus group interview transcripts. These transcripts were 

reviewed for common themes and these commonalities served as the basis for initial 

items-set of questionnaire. Various dimensions were repeatedly reported by women 

police officer/constables concerning work environmental and organizational factors 

e.g. job timing, shifts, work-family balance, gender in-equality, respect, co-

operation, inadequate facilities like washrooms, changing rooms, lack of cooperation 

for women officers, discrimination, gender respect etc. 
 
Based on the information collected, first draft of the gender friendliness scale was 

developed. Initially, 59 items were generated. All the items in this scale were 
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written in such a way that they are simple, clear, and relevant. Proper care was taken 

to ensure that questions are not doubled barreled. Positive and negatively worded 

items were shuffled in the scale. After an expert review, some of the items based on 

their suggestions were modified and some unsuitable items were removed. In this 

process of the second draft of the items, two items were deleted. After another 

detailed discussion with the experts in psychology and police department; 9 item 

measuring social desirability were added to the third draft of the questionnaire to 

study whether social desirability has any influence on responding to the 

questionnaire. During the fourth draft of the scale, two repeated items were removed. 

55 items of the scale and 9 items of the lie scale were put together and a 64 items 

pilot testing version of the scale was prepared. This was a very crucial phase of the 

research project. 
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CHAPTER III 
 

PILOT STUDY RESULTS AND DISCUSSION 
 
 

Initially pilot study was not envisaged in the original proposal however, later 

it was considered essential to check reliability and validity of the questionnaire 

designed to measure gender friendliness. Therefore, 200 Questionnaires were 

prepared; 103 women police constables from Pune city, and 97 women constable 

from Pune rural district police were administered the same. The questionnaire was in 

Marathi, this being the native language of women officers in the state. 
 

Women constables who have work experience of more than five years up to 

ten years were selected for the pilot study. 174 respondents (out of 200) filled and 

returned the questionnaires. Due care has been taken to keep confidentiality of the 

responders. Questionnaires were mailed to the respective police stations, where 

participants according to the criteria were posted. The questionnaire did not ask for 

the name of the respondent; only age, education, work experience, and marital status 

were asked for as demographic details. Need and importance of the study were 

properly explained, through written instructions on the questionnaire. 
 

As mentioned in the earlier chapter the ‘Gender Friendliness Scale’ consisted 

of 64 items in that 55 items are to measure gender friendliness and nine items are to 

measure social desirability. All the items can be scored by five point likers’ scale, i.e. 

SD = Strongly Disagree to SA= Strongly Agree. Scores assigned to these responses 

ranged from 1 = SD to 5 = SA. The higher the score on the scale the higher will be 

the gender friendliness. Some of the items were reverse scored. 
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Data Analysis 
 

To check the psychometric properties of the test, standardization process was 

followed. Item analysis, validity, reliability, and factor analysis were completed on 

the data. 
 
Item analysis 

 

Item analysis was done by using item-total correlation for 55 items. Initially, 

there were 64 items in the scale; subsequently 9 items belonging to social desirability 

were deleted, as no correlation was found with the item total. From the remaining 55 

items, again six items, (item numbers 11, 23, 30, 31, 49, 54) were deleted based on 

the criteria applied to item analysis, i.e., if the item-total correlation is less than 0.30, 

such items need to be removed. All the items between the ranges of 0.30 to 0.60 are 

included in the scale. Appendix 3 shows the item-total correlation with means and 

SD (refer Appendix 3). 

 

Validity 
 

To test the validity of the scale, content validity, internal consistency and 

factor validity were tested. Content validity refers to the extent to which the scale 

measures the intended concepts with the items used in the scale. To study the content 

validity, items of the scale were given to the experts from the field of psychology. It 

was also given to a group of constables and a few senior police officers to judge the 

content, relevance, and clarity of the items. According to their suggestions, some 

items were realigned and restructuring was done. The scale was again given to the 

experts and they were asked to judge the instrument for its content validity. 
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Internal consistency 
 

Internal consistency is one of the methods of reliability. It ensures the 

homogeneity of the scale items. It explains that all the items involved in the scale 

contribute to the concept under the measurement. According to Anastasi (1997)
24

 

method of internal consistency is useful to examine the validity of certain tests of 

personality domain. Important feature of this method is that the criterion is none other 

than the total score on the test itself. This method is used under the criterion 

identification procedure of validity. The scale items were found internally consistent 

as all the items showed high item total correlation. 

 

Reliability 
 

The reliability of the scale was checked with Cronbach’s alpha coefficient. 
 

The coefficient was found to be 0.93 for the scale. The entire reliability estimate was 

acceptable.  

 

Factor analysis 
 

Based on the concept of Gender Friendliness, some major dimensions were 

targeted while writing the items as their number was large. An attempt has been made 

to consider all of them. Factor analysis is used to test validity, to find out underlying 

factor structure and to reduce the number of items included in the scale. Total four 

factors were extracted after rotating factor loadings, using varimax rotation from 

orthogonal rotation method. Selected factors explained 50% of variance. The factors 

were named after sorting the items according to factor 

loadings. Thus the outcome of factor analysis showed four factors, namely work 

environment, gender respect, gender equality, and co-operation from male 

colleagues. Although many dimensions were included, the commonality and 
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overlapping nature of those were combined together and four factors were named 

accordingly. An exploratory factor analysis was undertaken with SPSS version 20.00 

to examine the construct validity by using principal component method for extraction 

of the factors. The varimax rotation with Kaiser Normalization as rotation method 

was used and factor with Eigen values greater than one were retained (Hair, 

Anderson, Tatham, and Black, 2003)
25

. Factors were merged and factor loading of 

items greater than 0.30 were retained. While labeling the factors, four items were 

retained and two items were removed. The appendix-4 shows the factor component 

matrix and figure no. 1 shows the Scree plot. Factor analysis provided evidence for 

the stability of the items and the underlying construct. After analysis, the final draft 

of the scale consists of 57 items. (See Appendix 1) 

 
 

Discussion 
 

One of the main objectives of the present study was to develop a scale to assess 

the perceived gender friendliness of police department among women police officers. 

The pilot study was expected to help in improving the quality of the main study. 
 

Gender friendliness scale demonstrated significant psychometric properties 

with the help of item-analysis, internal consistency and validity. This scale proved 

content as well as construct and criterion validity. With the help of lie scale, we have 

controlled the social desirability. Reliability of the scale is more than sufficient and 

infact it shows significant reliability. Similarly, factor analysis helped to 

validate the instrument and to prove theoretical stability to the concept of gender 

friendliness. 
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Figure no. 1 showing the scree plot 
 

NORMATIVE INTERPRETATION 
 

Based on the responses of the pilot testing on the Gender Friendliness Scale 

(GFS) norms were developed. For this, quartiles and percentile norms were used. 

Following tables and graphs will explain the normative interpretation in brief. Scale 

scores are grouped in 4 percentiles i.e. 25
th

, 50
th

, 75
th

 and 100
th

 percentile. The higher 

the score the higher is the gender friendliness. This direction is applicable to all the 

factors. Hence, scores below 25
th

 percentile are not at all gender friendly; scores 

ranged between 25
th

 to 50
th

 percentiles are average on gender friendliness, scores 

between 50
th

 to 75
th

 percentiles are high on gender friendliness, and scores above 

75
th

 percentile are very high on gender friendliness. 
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  Table 1: Factor-wise normative descriptive statistics 
 

Statistics 

 Work Eviornment Gender Respect Gender Equality Cooperation 

Mean 40.11 31.26 16.59 9.45 

Std. Error of Mean 1.350 1.000 .584 .331 

Median 38.00 32.00 16.00 9.00 

Mode 42 25 28 8 

Std. Deviation 17.809 13.190 7.697 4.362 

Percentiles 

25 28.00 23.00 11.00 6.00 

50 38.00 32.00 16.00 9.00 

75 52.00 39.00 23.25 13.00 

100 84.00 73.00 32.00 20.00 

 

 

 

Table 2: Percentile scores for all four factors of Gender 

Friendliness 
 

 

Percentile Interpretation 
Work 

environment 

Gender 

Respect 

Gender 

Equality 
Cooperation 

25 Low 28 23 11 6 
      

50 Average 38 32 16 9 
      

75 High 52 39 23 13 
      

100 Very high 84 73 32 20 
      



 

 

36 

 

Table 3: No of cases under each quartile of the ‘work 

evironment’ factor of Gender Friendliness 
 

WORK ENVIORNMENT 

Interpretation Percentile Score No. of Cases % of cases 

LOW 28 42 24 

AVERAGE 38 42 24 

HIGH 52 44 25 

VERY HIGH 84 46 26 

TOTAL  174 100 

 

 

 

Table 4: Number of cases under each quartile of ‘Gender 

Respect’ factor of Gender Friendliness 
Gender Respect 

Interpretation Percentile Scores No. of Cases % of cases 

LOW 23 44 25 

AVERAGE 32 40 23 

HIGH 39 48 28 

VERY HIGH 73 42 24 

TOTAL  174 100 
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Table 5: Number of cases under each quartile of the ‘Gender 

Equality’ factor of Gender Friendliness 

Gender Respect 

Interpretation Percentile Scores No. of Cases % of cases 

LOW 11 41 24 

AVERAGE 16 45 26 

HIGH 24 41 24 

VERY HIGH 32 47 27 

TOTAL  174 100 

 

 

 

Table 6: Number of cases under each quartile of   

               ‘Cooperation factor’ of Gender Friendliness 
 

Gender Respect 

Interpretation Percentile Scores No. of Cases % of cases 

LOW 6 32 24 

AVERAGE 9 48 26 

HIGH 13 45 24 

VERY HIGH 20 49 27 

TOTAL  174 100 
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In the table 1, percentile scores and the interpretation of those scores have been 

reported, according to the factors extracted from the factor analysis. Scores on the 

scale are divided in four quartiles. The scores below first quartile are interpreted as 

low scores. The scores between the first and second quartile are taken as average 

scores. The scores from second to third quartile are high scores, and the scores 

between third to last quartile are considered as very high scores on given factor. 
 

Table no. 2 to Table no. 5 show as to how many cases lie under each category 

of the four factors. It has been observed that on all the categories nearly equal 

numbers of cases have been found. It shows that around 50% of the women constables 

are experiencing gender friendliness in police stations and remaining half of the 

women constables are experiencing the poor gender friendly behavior in the police 

department. On the factor of work environment 48% sample scored low on gender 

friendliness. Thus, 84 women constables out of 174 have reported low to average 

work environment. On second and third factor respectively, i.e. gender respect and 

gender equality 48% and 50% of the samples have reported unsatisfactory scenario. 

Cooperation factor is the last dimension of the gender friendliness; on this factor 46% 

of the sample is on the category of low to average gender friendliness. 

 

Qualitative Analysis of Gender Friendliness of Maharashtra Police for 
 

Uniformed Women Officers at the stage of pilot study. 
 
 

As a part of gender friendliness study, it was planned to design a scale to measure 

the perception of women officers with five to ten years of service about internal 
 

'Gender friendliness' of police department and to understand the experiences of 

uniformed women officers of the department. For this purpose a scale is prepared 

with 57 items with four open-ended questions. The scale was given to 200 women 

officers however, 174 women police constables from Pune urban and rural police 
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responded. After collecting the responses, the quantitative data analysis was 

performed. (See Appendix 5) 

 As a part of the pilot study along with the questionnaire some open-ended 

questions were also asked. Responses to these questions were analyzed qualitatively. 

The following open- ended question were asked 

 

1. Please write if there are any other problems (other than the ones mentioned in  
     the questionnaire) that you have faced.  

 
 
 
2. Share your work related good experiences in last two years, while working with  
     male employees (In 15 – 20 words).  
 
 

 
3. Share your work related bad experiences in last two years, while working with  
     male employees (In 15 – 20 words).  
 
 

 
 
 
4. Give your suggestions to bring improvements in the department and work 

related issues. (Within the framework of the Government rules and regulations).  
 

Most of the observed responses are similar to dimensions/themes/factors measured 

by the Gender Friendliness Scale; hence, they are classified into the four factors 

mentioned earlier. ‘Other’ was introduced for responses that did not fit in any of the 

four categories. 1) Work Environment, 2) Gender Respect, 3) Gender Equality, 4) 

Co-operation, and 5) Other. Responses classified in different factors/themes/ 
 
dimensions are at Appendix 5. 
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CHAPTER- IV 
 

MAIN STUDY RESULTS AND DISCUSSION 
 

 

QUANTITATIVE ANALYSIS OF THE MAIN STUDY 
 

There were two objectives for the main study. The first objective was to 

establish the psychometric properties of the revised scale. The second objective was 

to interpret the results of the survey.  

For this purpose, 450 questionnaires were circulated to the constables of seven 

police ranges (50 each) and two Commissionarates, (fifty each to Mumbai and 

Nagpur). 384 constables responded. Their responses have been categorized in four 

sub heads i.e. Work environment, Gender Equality, Gender Respect and Co-

operation.  

Similarly 105 questionnaires were circulated to sub-inspectors of seven police 

Ranges (ten each) and two commissionarates (Mumbai 25 and Nagpur 10). Fifty eight 

responses were received; forty four were fully answered & they have been taken into 

the study. Some districts reported not having sub-inspectors of the sample 

requirement.Both the samples are of officers (constables and sub-inspectors) having 

put in five to ten years of service in the police department. 

Present section of the study deals with the analysis of collected data using the gender 

friendly scale. Descriptive statistics, Exploratory factor analysis (EFA), cronbach’s 

alpha and product moment correlations were used to address the objectives of the 

study. 
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ITEM ANALYSIS 

 

After the pilot testing and standardization process of the initial version of the 

scale, revised version of the scale was used to collect the data; therefore, this version 

of the scale is again subjected to item analysis for standardizing the version of the 

scale. There are 50 items in the scale to measure gender friendliness and seven items 

to measure social desirability of the respondents. Item-total correlation 

was studied to do item analysis. The correlation between individual items and total 

score was obtained and presented in Appendix 6. 

Table 1- Mean, SD, and PR equivalent scores 

(For factor 1, factor 2, that is, Gender equality and Work environment and 

total scale and Lie score (N= 384). 

 

 

 
Gender 

Equality 

Work- 

Environment 

Total 

scale 
L score 

Mean 43.76 38.63 82.06 4.52 

SD 18.357 13.925 30.48 1.350 

Minimum 5 9 14 0 

Maximum 95 76 167 7 

PR 25 29 28 59 4 

PR 50 43 39 81 5 

PR 75 56 49 103 6 

PR 100 95 76 167 7 
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It was observed that all the items have significant positive correlations with the total 

test score. They showed significant contribution in the scale. A particular criterion 

was used to decide whether to retain an item in the scale or to remove it i.e. Mean of 

an item should not be extreme and the item total correlation should be above .30. 

The item total correlations for all the items were above expected value, and it ranged 

from 0.40 to 0.70, and no item had extreme mean score. Hence, all the items 

were maintained in the scale. (See Appendix 6) 

 

FACTOR ANALYSIS - CONSTRUCT VALIDITY 

 

To establish the construct validity of the scale an exploratory factor analysis was 

applied. The Principal Component Method for extraction and varimax rotation with 

Kaiser Normalization as rotation method was used. Well-accepted criterian for the 

factorability of a correlation was utilized. Almost all the items were found to be 

correlated with at least by a minimum score of 0.3. This cemented the appropriateness 

of using the factor analysis approach. Sampling adequacy was measured by using 

Kaiser-Meyer-Olkin statistics and the anti-image correlation matrix. The Kaiser-

Meyer-Olkin (KMO) of sampling adequacy was 0.93. This is above the 

recommended value of 0.7 (Kaiser, 1974)
26

. A KMO value closer to 1 indicates that 

the pattern of correlation is relatively compact and hence one can expect distinct and 

reliable factors (Field, 2009)
27

. Similarly, all the diagonals of the anti-image 

correlation matrix was over 0.5. This supports the inclusion of each item in the Factor 

Analysis. 
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The results obtained through Bartlett’s test of ‘sphericity’ were significant (x
2
(1596) 

= 9609.464, p < 0.001). This test calculates the determinants of the matrix consisting 

of the sums of products and cross products. This is used to derive the inter-correlation 

matrix that comes from a population in which the variables are non collinear (i.e. an 

identify matrix). Additionally the non-zero correlation in the sample matrix is due to 

a sampling error. If the Chi-square value is of significant magnitude then it can be 

concluded that the sample inter-correlation matrix was not derived from a population 

in which the inter-correlation matrix was an identity matrix. The next step involved 

is the evaluation of commonalities. Commonalities represent the proportion of 

variance that can be accounted by the factor solution (Field, 2009)
27

 variable which 

had a communality of less than 0.3 were removed. All the subsequent commonalities 

were above 0.3, which confirmed that each item shared some common variance with 

other items. After the relevant prerequisites were met, further analysis was conducted 

with 57 items. The initial eight values revealed that the first factor explains 24.14% 

of the variance. The second factor accounted for 11.47% of the variance, and the third 

factor accounted for 4.36% of the variance respectively. Cumulatively, the three 

factors explained 47.18% of the variance. Factor structure matrix of the Perceived 

Gender Friendliness Scale  

(See Appendix 7) 
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The factor loading pattern supported the three factor solution for the perceived 

gender friendliness scale. Items related to gender discrimination and unequal 

treatment were loaded on the first factor, hence the factor named as gender equality. 

The second factor named as work environment as it includes items related to 

workplace environment, co-operation, and coworker relationship. The last factor 

consists of all the items related to social desirability. The factors that emerged from 

the analysis are consistent with the underlying construct of the scale; this supports its 

construct validity. 

RELIABILITY 

 

Reliability of the gender friendliness Scale was checked with Cronbach‟s 

method and the alpha coefficient 0.96 was obtained for the scale. Cronbach’s alpha 

was studied for the factors and it is .94, .92 and .61 respectively for, factor 1, 2, and 

3. All these values of alpha coefficients are satisfactory. The entire reliability estimate 

was satisfactory and acceptable. The item statistics with Cronbach‟s alpha for items 

are presented in Appendix 8. Cronbach’s alpha is a measure of internal consistency 

of a scale and it shows the homogeneity of the items and the scale. All the alpha 

coefficients for individual items were above the satisfactory level.  

(See Appendix 8) 
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Table 4: Reliability coefficients for Gender Friendliness Scale   

               and It’s factors 

 
 

Item statistics for the reliability of the GF Scale. (See Appendix 8) 
 
 

SCORING AND USE OF NORMS’ TABLE 

 

Directions for scoring 
 

The scoring procedure of Gender Friendliness Scale is very simple and objective. 
 

 See that only one response is marked for each item and that it is marked clearly. 


 Reject the answers of items, which have two or more responses. 


A. All the items can be scored by using four point Likert’s scale, i.e. SD = Strongly 

Disagree to SA= Strongly Agree, except the items given in section B below. 
 

Score the responses as given below, 
 

SD = 0 , D = 1, A = 2, SA = 3, 
 

B.  Reverse scoring for the item no. 4, 5, 6, 7, 10, 12, 13, 14, 16, 18, 19, 21, 23, 
 

24, 26, 27, 32, 38, 43, 44, 45, 46, 49, 50, 52, 53, 55, 57. For these items 

 

Score the responses SD to SA as given below, 
 

SD = 3, D = 2, A = 1, SA = 0. 

 

 

 

Reliability Statistics 

 Cronbach's Alpha No. of Items 

Total scale .96 50 

Gender discrimination .94 27 

work environment .92 23 

social desirability .61 07 
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C. Lie scale (item no. 8, 15, 22, 28, 35, 42, 48) scores are not to be computed in the 

total of raw scores. 

 
Scoring of lie scale: 

 

For the item number 8, scores ranged from SD to SA are as given below, 

 

SD = 1 , D = 1, A = 0, SA = 0, 

 

For the item numbers 15, 22, 28, 35, 42, 48 scores ranged from SD to SA as given 

below, 

 
SD = 0 , D = 0, A = 1, SA = 1. 

 

Interpretation of lie score: 

 

1. Add the scores of all the seven items of lie scale, as mentioned above.  

 

2. The interpretation of the score is in the higher direction, that is, higher the score 

higher is the social desirability.  

 
3. If the total score on lie scale is five or more than five, discard the responses and 

make that individual reappear for the test with an appeal for honest responses.  
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Interpretation of total score on Gender Friendliness Scale 

 

A. Interpretation of the scores is made in the direction of higher scores i.e. higher 
 

     the score, higher is the Gender Friendliness. 
 

B. Minimum score obtained by a respondent on scale will be 0 and the maximum score   

     obtained will be 150. 

 

NORMS 

 

This section deals with norms of the scale developed in the present research activity. 

Norms are one of the most important features of the process of standardization of the 

psychological inventory. Norms provide the framework for interpretation of the 

scores obtained by any person on a given scale. There are different kinds of normative 

scores that can be prepared and provided for the interpretation of scores. In the present 

scale Norms have been explained by using Standard scores, Stanine, and Percentile 

scores. 
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Table 5: Normative distribution of the scores for GFS  

                                      (N= 384). 
 

Z_scores 
Stanin Raw 

Scores 

No. of 

Cases 
% of cases Grade 

E SD 

 2   9  -2  144   23   6.15   High  

1  8 1.5 113  57  15.24   Above Average 

1  7 1 126  29   7.75   Above Average 

 0.5   6  0.5  97   56         14.97   Average  

 0.0   5  0  84   79         21.12   Average  

 -0.5   4  -0.5  67   59         15.78   Average  

-1  3 -1 51  51  13.64   below average 

-1.5  1 -1.5 38  14  3.74   below average 

 -2   1  -2  20   6          1.60   Low  

 

In the above table, distribution of the raw scores is explained by using Normal 

Distribution Curve. Raw scores are converted into the Standard score to interpret the 

individual score. Initially, percentiles for raw score were computed and then they are 

converted into the Stanine. Percentile scores are expressed in terms of the percentage of 

the persons in the standardization sample who fall below a given raw score (Anastasi 

1997)
24

. Percentiles are the specific scores or point within a distribution, indicating the 

respective percentage of cases following below the score. 
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Graph no. – 1 Normal Distribution of Stanine & percentiles 

 

Percentile divides the total set of observations into hundredths. Instead of 

indicating what percentage of scores fall below a particular score, a percentile rank 

indicates the particular score, below which a defined percentage of people fall 

(Kaplan, 2003)
28

 Stanine is contraction of ‘Standard Nine’ and it has scores 

expressed in digits ranging from 1 to 9. The mean of these scores is 5 and the standard 

deviation is 1.96 or approximately 2. When raw scores are transformed into Stanine 

scores, they automatically take a shape approximating the normal curve. 
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Table 6: Stanine scores for the total scale and lie scale of 

                  GFS (N= 384) 
 

Total scale Lie scale 

Stanine Percentiles Scores Stanine Percentiles Scores 

1 4 29 1 4 2 

2 11 46 2 11 3 

3 23 57 3 23 3 

4 40 73 4 40 4 

5 60 88 5 60 4 

6 77 106 6 77 5 

7 89 120 7 89 5 

8 96 139 8 96 6 

9 100 167 9 100 7 
 

The first Stanine covers 4%, the second Stanine covers 7%, and the third 

Stanine covers 12%, the fourth Stanine covers 17%, fifth Stanine covers 20%, the 

Stanine sixth 17%, seventh 12% eighth  7% and ninth 4% of the total cases. When, 

for  example, there are 300 scores earned by 300 students on the scale then, then the 

lowest 12 scores and highet 12 scores (4% of 300) would receive a Stanine score of 

1 and 9 respectively. The next 21 scores from lowest side (7% of 300) would receive 

a Stanine score of 2, and from highest side 21 scores would receive a Stanine score 

of 8 and so on. 

Table  6  shows  that   raw  scores till  29 are  considered  1st  Stanine,  and raw  

scores  from  30  to  46  are  considered  as  2nd  Stanine.   The 3rd Stanine Consists 

of scores from 47  to 57, and the  4th Stanine consists of Raw Scores from  58 to 

73.The 5th Stanine consist of raw scores from 78 to 88. The 6th Stanine consists of 

raw scores from 89 to 106. The 7th Stanine consists of raw scores  from 107 to 120. 
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The 8th Stanine Consists of  raw  scores from 121 to 139 and the 9th Stanine  consists  

of  raw  scores from 140 to 167. 

Table 7: Interpretation of the raw scores obtained on The   

              Gender Friendliness Scale (Norms for constables) 
 

Stanine Raw scores Remark No. of cases % 
 

 

1 and 2 29 to 56 Very unsatisfactory 97 25.19 
 

 

3 and 4 57 to 73 Unsatisfactory 86 22.34 
 

 

   

5 and 6 74 to 106 Average 137 35.58 
 

 

 

7 and 8 107 to 139 Satisfactory 58 15.06 
 

 

  

9 140 and above Very Satisfactory 07 1.81 

 

 

 

 

 

Five categories were used to interpret the scores obtained on the Gender  

 

Friendliness Scale. These categories are Very satisfactory, Satisfactory, Average, 

Unsatisfactory, and Very Unsatisfactory. These interpretation categories are used 

with the help of Stanine. The above table showed that there are around 17 % 

(Satisfactory + very satisfactory) female employees who are satisfied with the 

gender friendly treatment they are getting in the department. There are 36 % 

participants who are in the average range and they are neither satisfied nor 

dissatisfied with the treatment they are getting in the department. Around 23 % 

participants are found unsatisfactory with the gender friendly treatment, and 25% 

are found very unsatisfactory in relation with gender friendly treatment. 
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These results should be interpreted in the light of L scale which is a measure 

of social desirability. It is a measure of a tendency to respond in a socially desirable 

manner. It was found that out of 385 women constables 214 were found high on social 

desirability tendency. That means there are many female employees who are 

influenced by the tendency to create a good picture of the department. Most of the 

participants who have scored higher on L scale are found average on perceived gender 

friendliness scale. This average state is a neutrality stand and due to their higher 

tendency to give desirable responses (avoidance of negative responses) they might 

have given positive responses. Therefore, it could be said that 83 % of the participants 

scored low on their perception of gender friendliness and only 17 % are really 

satisfied with the perception of gender friendliness. This is concluded on the basis of 

higher tendency of social desirability shown by the respondents.
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Qualitative Analysis for Gender Friendliness Study of  

Maharashtra Police 

Uniformed Women Officers: Analysis of constables 
 

Sr. 

No. 

Factor/Theme/ 

Dimension 
Response Frequency Percentage 

1. Work 

Environment 

1. There should be washroom/ 
restroom/ changing room facilities 

in police stations. 
107 30.65 

   

2. There should be eight hours 
duty /Duty should be of fixed 
hours. 

77 22.06 

   

3. Do not assign night duty to 
female constables, during M.C. 

44 12.60 

period /to pregnant or who are   

having small kids.   
   

4. There should be minimum two 36 10.31 

women constables on duty at a 

time. 
  

   

5. During Outdoor duty, women 
face inconvenience of washroom 

35 10.02 

/restroom.   
   

6. There should be off on week-
ends / festivals and more casual 

30 8.59 

 leaves.   
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Sr. 

 No. 

Factor/Theme/ 

Dimension 
Response Frequency Percentage 

 

Work 

Environment 

7. There should not be night duty 
for female employees. 

30 8.59 

1. 

/ Unless there is a need for them   

for night duties, they should not   

be assigned for it.   
   

8. Extra duty hours create family 25 7.16 

problems.   
   

9. Leave to attend to personal 
problems is not sanctioned.  

18 5.15 

   
   

10. Police stations should be near 17 4.87 

Employees’ quarters.   
   

11. There should be day care 
center for children of employees. 

17 4.87 

/ Bringing children on duty place   

creates problem.   
   

12. Washrooms in police station 

should have water facility for 
15 4.29 

24 hours.   
   

13. Seniors expect that, to get 
weekend off, one should do night 
duty prior to it. 

10 2.86 
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Sr. 

 No. 

Factor/Theme/ 

Dimension 
Response Frequency Percentage 

2. 
Gender 

      Respect 

1. Male employees do not respect 68 19.48 

female employees / Male 

employees keep taunting. 
  

/ Male employees keep   

insulting female employees.   
   

2. Male employees comment that 20 5.73 

female employees take salary for no 

work. 
  

   

3. Seniors insult female employees 
at work place/ in public. 

14 4.01 
   

4. While talking with each other 
male employee use bad words in 

13 3.72 

Front of women. / Male colleagues 

and officer in charge target female 
  

employees.   
   

5. Male employees change their 
shirts in front of female 
employees. 

10 2.86 

   

6. Some male employees’ conduct 
is not morally correct. 

9 2.57 
   

7. Male employees take drinks 
before they come on duty. 

9 2.57 
   

8. Seniors/officers in-charge 
demand physical favours from 

6 1.71 

female employees.   
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 Sr. 

No. 

Factor/Theme/ 

Dimension 
Response Frequency Percentage 

2. 
Gender 

      Respect 

9. Biological events in women‟s 
life like pregnancy become a 

5 1.43 

subject of Taunt by male 

employees. 
  

   

10. Female employees have to 
offer nice gifts or meals to their 

4 1.14 

in -charge to get fair treatment   

from them on work.   
    

3. 
Gender 

  Equality 

1. Not enough departmental 
assignments are given to female 

employees. / Females are neglected 

in major/critical crime 

investigations./ There is no equal 

distribution of work. 

53 15.18 

    

2
. 
2. Inferior treatment is given to 
female employees. / Inferior work 

27 7.73 

is given to female employees.   
    

3. There is gender discrimination 

in department. 

21 6.01 

  
    

4
. 
4. There is no appreciation for 
work. 

16 4.58 
    

5. Female employees should have 

separate room (‘mahila kaksh’) in 

police station. 
 

12 3.43 
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Sr.No. 
Factor/Theme/ 

Dimension 
 Response Frequency Percentage 

3. 
Gender 

    Equality 

6. Pressure from seniors/ Seniors do 

not trust. 

11 3.15 

  
    

7. Female employees are frequently 

assigned with wireless duty. 

10 2.86 

  
    

8. Male employees take simple duty 

assignment by manipulating the in 

charge. 

9 2.57 

  

  
    

9. There should be some difference 

while assigning work to male and 

female employees. 

4 1.14 

  

   

10. When male employees are required 

for „bandobast‟ female employees are 

sent. 

2 0.57 

  

  
   

4. 

Cooperation 

1. Male employees rarely help. / Male 55 15.75 

 employees do not cooperate. / Male   

 colleagues do not guide properly.   
     

5. 
Positive 

Reponses 

1. Female employees do get guidance 

and cooperation from male employees. 

54 15.47 

  
    

2.Working with male employees 

increases the confidence level. 

5 1.43 

  
    

3
. 

3.There should be male employees 
with female employees especially for 
night duties. 

4 1.14 

    

4. Male employees cooperate in  1 0.28 

sanctioning leaves.  
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                              Suggestions to bring improvements 

      

 Sr.No. Responses  Frequency  

        

 
1. 

Proper training to female employees should be 
given. 

 20  
     

 
2. 

There should be monthly meetings to understand 

  problems of female employees. 
10 

 

  
    

 
3. 

Circular and notices related to female employees should 

  be implemented. 
10 

 

  
    

 

4. 

Rules about husband wife employment and mother – 

 child care should be implemented while considering 

 transfers. 

10 

 

  

  
    

 
5. 

When there is no work female employee should not be 
10 

 

 asked to stay in office.   
    

 6. There should be an increase in manpower.  5  
      

 7. There should be equal treatment of all employees.  5  
      

 8. Everybody should participate in decision making.  5  
     

 9. Transfer and promotion should be decided only on merit. 5  
      

 
10. 

Seniors should take responsibility of assigning 
equal duties. 

 
2 

 

   
   

 11. Taking actions as early as possible to solve any problem. 1  
    

 12. There should be separate ‘mahila kaksh’.  1  
    

 13. There should not be reversion after promotion.  1  
    

 14. Work distribution should go by age.  1  
    

 15. Follow all laws and control corruption.  1  
    

 
16. 

Cleanliness in police station and security for female  
1 

 

   employees.   
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Sr.No.  Responses Frequency 

17.   Seniors should be considerate to their juniors. 1 
 

18. 
  There should be facility of computer and internet in 

1 
   police station. 
 

19. 
  To improve the work quality, clerical staff should be 

1 
  transferred every year. 
 

20. 
  Staff should be suspended from duty only after an 

1 
  adequate enquiry 
 

 

 

Quantitative Response of Officers 
 

              (Sub inspectors) 
 

Stanine Raw scores Remark No. of cases % 

1 and 2 74 to 90 Very unsatisfactory 4 8 
     

3 and 4 91 to 118 unsatisfactory 14 28 
     

5 and 6 119 to 148 Average 16 32 
     

7 and 8 149 to 174 Satisfactory 9 18 
     

9 175 and above Very Satisfactory 1 2 
     

The above table interprets and explains overall scores of women sub inspectors with 5-

10 years of service who participated in this study. As discussed earlier 105 questionnaires 

were circulated to sub-inspectors of seven police Ranges (ten each) and two 

commissionerates (Mumbai 25 and Nagpur 10). Fifty-eight responses were received, 

forty four were fully answered, so they have been taken into the study. Some districts 

like Chandarpur in Nagpur range reported not having women sub-inspectors within 5-10 

years of experience. Similarly Konkan range also conveyed that it had very few women 

sub-inspectors with 5-10 years of service. From the above table it is evident that 36 % of 

participants have reported low scores on their perception of gender friendliness. 
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Therefore, we have categorized them under the categories of very unsatisfactory and 

unsatisfactory. There were 32% participants who scored average on gender friendliness 

scale. It implies that they are neither satisfied nor dissatisfied with the treatment they are 

getting in the department. In the last category, there were 18% participant who found 

gender friendliness of the department satisfactory and only 2% participants are very 

satisfied with the same. The satisfaction level of constables and sub-inspectors shows 

significant difference though both the samples are unhappy with gender atmosphere at 

the police station level. Detailed analysis is in the subsequent chapter. 

 

Qualitative Analysis for Gender Friendliness Study of 
Maharashtra Police Uniformed Women Officers  

Analysis of sub inspector rank officers 
 

Sr no. Factor/Theme/ 

Dimension 

Response Frequency % 

     

1. 
Work 

Environment 

1.There should be eight hours duty. 9 18 

  
  

2.There should be washroom / 

changing room facility in police 

station. 

5 10 

  

  
  

3.There should be proper sitting 

arrangement at police station for 

female employees. 

3 6 

  

  
  

4.Female employees who are 

having small kids should get leaves/ 

should not have night duty. 

1 2 

  

  

5. There should be workshops for fitness 

and IT. 
1 2 

6. There should be workshops for fitness 

and IT. 
1 2 

7. Night duties are inconvenient. 1 2 
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Sr no. Factor/Theme/ 

Dimension 

Response Frequency % 

     

1. 
Work 

Environment 

8. There should be more leave. 1 2 
9. Police station should be near 

1 
2 

to employees’ quarters.  
   

10. Outside duties create 

1 

2 

inconvenience regarding washrooms  

& restrooms.  
   

11. Female employees feel secure 

1 

2 

on field when male employees are  

with them.  
   

12. There should be separate 
1 

2 

‘mahila kaksh’.  
   

13. Night offs are treated as 
1 

2 

weekly off causing inconvenience.  
   

14. There should different/special 
1 

2 

facilities for pregnant women.  
    

2. 
Gender 

  Respect 

1. Male employees give inferior 
9 

18 

treatment to female employees.  
   

2. Sometimes moral conduct of 
3 

6 

male employees is not correct.  
   

3. Seniors insult female 

2 

4 

employees at work place / in public  

instead of providing guidance.  
   

4. Male employees treat female 2 4 

employees with prejudiced mind.   

5.Male employees are not ready 

to work with female employees. 
1 2 

6.While talking with each other 

male employees use bad words in 

frnt of women 

1 2 

7.Male employees respect female 

employees. 

1 2 



 

 

62 

 

Sr no. Factor/Theme/ 

Dimension 

Response Frequency % 

     

 
3. 

Gender 

  Equality 

1. There is gender discrimination 4   8 

in department.   
    

2. Not enough departmental 4   8 

assignments are given to female   

employees.   
    

3. Applications given by female 1   2 

employees are always considered   

secondary.   
    

4. Female employees are mostly 1   2 

assigned with wireless duty.   
    

5. Male employees are not ready 1   2 

to work with female employees.   
    

6. Seniors (by age) do not follow 1   2 

instructions given by female   

employees.   
    

7. There is no appreciation for 1   2 

work.   
    

8. There is no fair work 1   2 

distribution.   
    

4. Cooperation 

1. 1. Male employees do guide and 

cooperate. 

7   14 

  
  

2. Male employees do not discuss 

their experiences with female 

employees. 

5   10 

  

  
  

While responding to the questionnaires the women sub-inspectors have identified 

areas where corrective action can lead to better gender space for them. Most of the 

suggestions may be welcome even by male police officers e.g. fixed duty hours, 

rational duty distribution etc.  
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There is scope for further study to improve the general working environment in police 

department with aim to better its out put & performance. Some of the suggestions put 

forward by women sub-inspectors are as below 

Suggestions by women sub-inspectors for improvement 

Sr. No. Responses Frequency 

1 
There should be eight hours duty. / Duty should be of fixed 

hours. 
9 

2 There should be regular weekly offs.  9 

3 
There should be equal treatment to all employees. / There 

should not be gender discrimination while assigning work. 
8 

4 

Proper training to female employees should be given. (for 

emotional well  being, physical fitness, gender sensitization, 

technical advances in Law enforcement, cyber crime) 

8 

5 
Special attention should be given to wash rooms and ladies 

room. 
5 

6 
There should be a proper guidance from seniors while facing 

diverse problems. 
5 

7 

There should be monthly meetings to understand problems 

of female employees. / There should be meetings of 

‘Vishakha Samiti’. 

2 
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Sr. No. Responses Frequency 

8 Everybody should participate in decision making. 2 

9 

Genuine requests for transfer should be taken into 

consideration. / Transfers should be to police stations near 

place of residence. 

2 

10 

There should be mechanism to improve cooperation between 

male & female officers especially while undertaking sensitive 

mandatory tasks. 

2 

11 
While assigning night duties physical limitations of females 

should be taken into consideration. 
1 

12 
Circular and notices related to female employees should be 

implemented. 
1 

13 There should be an increase in manpower. 1 

14 Only one work should be given at a time. 1 

15 There should be increase in residential quarters. 1 

16 There should be appreciation for work. 1 

17 
Females should be taken into consideration for the post of 

police station in charge. 
1 

18 
Everybody should focus on their work instead of taunting or 

interfering in others’ work. 
1 

19 There should be an internal helpline against abusive seniors. 1 

20 
There should be proper guidelines about job roles, which can 

help to reduce the problems on actual job. 
1 

21 There should be biometric machine at police stations. 1 
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Discussion 

On 

 

The Qualitative and Quantitative analysis of responses of 
Constables and Sub inspectors 

 

Comparative Analysis of Quantitative & Quantitative Responses 

of women constables and sub-inspectors 
 

  

Quantitative responses in % about 

gender friendliness of police department 

for uniformed women police officers 

    Sub-inspectors Constables 

Very unsatisfactory 8% 25.19% 
   

Unsatisfactory 28% 22.34% 
   

Average 32% 35.58% 
   

Satisfactory 18% 15.06% 
   

Very satisfactory 2% 1.81% 
   

 

There is significant difference in responses between sub-inspectors and constables on 

gender friendliness. Compared to constables, sub-inspectors, find working conditions 

better on gender friendliness. Only 8% women sub-inspectors have rated the position 

of gender friendliness as very unsatisfactory, whereas 25.19% women constables 

have flagged it as very unsatisfactory. This difference of nearly 17% shows that 

within the department, probably the issues of sub-inspector level officers are attended 

to in a more prompt and organized manner than those of women constables. It could 

also be that due to their senior position at the workplace, they get their difficulties 
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addressed faster. Alternatively, being more educated and probably with higher level 

of motivation and exposure, they are better problem solvers. Even if average to very 

unsatisfactory levels are considered together, the satisfaction levels of women 

constables is much lower (15%) than that of sub-inspectors. The chart below shows 

the same. 

 

Responses Sub-inspectors Constables 
   

Very unsatisfactory 8% 25.19% 

   

Unsatisfactory 28% 22.34% 
   

Average 32% 35.58% 
   

Total 68% 83.11% 
   

 

 

High satisfaction is low in both the groups, only 2% sub-inspectors have given this 

score and only 1.81% women constables have scored gender friendliness as ‘Very 

satisfactory’. 32% sub-inspectors and 35.58% constables have rated the gender 

friendliness of Maharashtra Police to be average in nature. 18% sub-inspectors and 

15.8% constables have rated gender friendliness as satisfactory. The department 

can strive to take the average satisfaction level to satisfactory, with a few concrete 

measures that have been recommended in the last chapter of the study. Nearly 50% 

of women officers are on the borderline of satisfaction. By identifying the main 
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factors that are causing low satisfaction, and addressing  them in an integrated 

 

way, the police as an organization shall be enriched by a satisfied and motivated  

 

work force. Performance shall definitely improve. 

 

Comparative analysis of qualitative responses 
 

 

On the basis of the above study, a chart has been prepared culling out the themes 

which have repeatedly emerged during the pilot study undertaken in end 2014 and 

the main study during mid-2015. This comparative analysis highlights the main 

factors that have contributed to the dismal state of gender unfriendliness in the police 

department of Maharashtra. The table accounts for the factors where women officers 

have marked low level of satisfaction and forms the basis for recommendation to the 

department. (See Appendix no 9) 

 

To measure the perception of women officers about internal gender friendliness of 

Police Department and to understand the experiences of uniformed women officers 

of the police department, Gender friendliness Scale was designed. The scale contains 

57 items with 4 open ended questions. As discussed above the scale was 

administered to Police constables and officers of all seven police ranges and Mumbai 

and Nagpur Commisionarates during the final study. Out of 450 questionnaires 

circulated to the constables of seven police ranges (50 each) and two 

Commissionarates, (fifty each to Mumbai and Nagpur), 349 constables replied to. 

Their responses have been categorized in four sub heads i.e. Work environment, 

Gender Equality, Gender Respect and Co-operation. 
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Similarly 105 questionnaires were circulated to sub-inspectors of seven Police 

Ranges (ten each) and two Commissionerates (Mumbai 25 and Nagpur 10). Fifty-

eight responses were received; forty four were fully answered and have been taken 

into the study. The study shows that lack of basic facilities like washroom and fixed 

duty hours are the major reasons for high level of dissatisfaction among women 

police officers. Police constables have mentioned lack of rest rooms/wash rooms 

more often than sub-inspectors have. 

  Sub inspectors and constables both are dissatisfied with duty hours too. They have   

reported that they are not sanctioned leave in time to attend to their personal 

problems. Weekly offs cannot be enjoyed because of night duty allotted the prior 

night. Women constables have reported grave difficulty in balancing family life with 

career in law enforcement. 

Police officers both constables and sub-inspectors have reported that male officers 

do not respect female officers instead they keep passing remarks/taunting them. 

Comparative analysis of their responses on the four factors of Gender friendliness is 

as below. 

WORK ENVIRONMENT 

 

Work Environment 
Response of sub- 

inspectors 

Response of 

constables 

Need for 8 hrs  Shift 18% 22.06% 

Need for Wash Rooms 10% 30.65% 

Need for sitting place 6% 4.85% 

Concession in Night Duties 2% 12.6% 

Need for minimum two 

women officers on duty 
2% 10.31% 

Need  for  wash  rooms 
during out door duties 

2% 10.2% 
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The above responses show that while need to have fixed duty hours/eight hour shift 

and washrooms is strongly advocated by both the samples, certain issues are specific 

to each group. More sub-inspectors have highlighted the need for space; constables 

have not referred to it. The possible reason could be that the sub-inspectors have 

investigation related paper work to do. They need to call witnesses, record their 

statements, maintain records of investigation etc. Therefore, they need space. This is 

not so for constables who in Maharashtra do not carry out investigation 

independently. 

Night shifts seem to be bothering constables more; they have also mentioned that 

night duty should be given to them only if it is strictly needed. Similarly, their need 

to work as buddies (in pairs) has emerged in the study. Women sub-inspectors have 

not flagged this issue as most of the time they individually investigate crime and are 

part of teams only in complicated investigations. Lesser number of sub-inspectors 

has flagged the issue of night shift (2%) and concessions related to them (2%). 

Women constables have not only mentioned the need for wash rooms in police 

stations but also the difficulties they face while performing outdoor duties (10.02%). 

They have also flagged the issue of inadequate water supply in the police station 

washrooms. The satisfaction level on this count is very low in both the samples and 

need urgent intervention of police leadership. Need for holidays and a festival have 

been repeatedly mentioned by women constables (8.59%) though lesser number of 

sub-inspectors has flagged this issue (2%). Both the groups have talked of 

accommodation near place of work and need for crèches/play schools at work place 

to keep children. It is pertinent that while both the groups have strongly advocated 

fixed hours duty mainly due to family obligations, it is not reflected strongly for 

creating crèches at work place (4.8%) by constables and sub-inspectors only 

mentioning that night shift duties should not be given when children are small. 
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Gender respect 
 

Gender Respect 
Response of  

sub- Inspectors 

Response of 

constables 

Male employees give inferior treatment 
tofemale employees. 18% 19.48% 

Sometimes moral conduct of male 
employees is not correct. 6% 2.57% 

Seniors insult female employees at work 
place / in public instead of providing 
guidance. 

4% 14% 

Male employees treat female employees 
with prejudiced mind. 4 % 3.15% 

 

19.48% of women constables and 18% sub-inspectors have mentioned lack of gender 

respect in the police department. Constables (2.57%) and sub-inspectors (6%) have 

made a mention of morally incorrect conduct of male officers. Further 

1.71% women constables have made pertinent observation that seniors expect 

physical favors from them. This needs urgent attention as it points to sexual 

harassment at work place, which is a criminal offence. Over all about 6% of the 

sample has flagged the serious issue, though worded differently. Women find it 

difficult to talk about this issue; however, 6% is a significant sample that cannot be 

ignored. Sexual harassment at work place not being the focus of the instant study, it 

has not been studied further but needs focused research.Both the groups have also 

talked of use of foul language, humiliating treatment by male colleagues and seniors. 

Taunting them on various pretexts, changing shirts in their presence, expecting gifts 

from them, their prejudices etc. are mentioned by both the sample groups. Indian 

women police are not alone in facing disrespect from their male colleagues. Many 

women police officers from different countries have talked of hostility they faced on 
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joining police. That they were not welcomed by their male counterparts. Though 

legislation brought more women into the police and has, encouraged good working 

environment there is no doubt that they were initially ridiculed as slow, weak or the 

other extreme of being very aggressive. 

Gender equality 
 

“Gender equality, equality between men and women, entails the concept that all 

human beings, both men and women, are free to develop their personal abilities and 

make choices without the limitations set by stereotypes, rigid gender roles and 

prejudices. Gender equality means that the different behaviour, aspirations and needs 

of women and men are considered, valued and favoured equally. It does not mean 

that women and men have to become the same, but that their rights, responsibilities 

and opportunities will not depend on whether they are born male or female. Gender 

equity means fairness of treatment for women and men, according to their respective 

needs.  

This may  include equal treatment or treatment that is different but which is  

considered equivalent in terms of rights, benefits, obligations and opportunities.” 
29 

 

 

 

29 ABC Of Women Worker's Rights And Gender Equality, ILO, Geneva, 2000, p.48. 
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Gender Equality Response of constables 
Response of sub- 

inspectors 

Not enough departmental assignments   
given to female employees/mostly 
assigned with wireless duty 

 
 

15.18% 

 

 

8% 

 

 

 

 

 
 

Male  officers/senior in age  are  not  
ready  to work with women officers 

  

2% 

  

  

  
  

Both the sample groups have talked of lack of equality in the police stations. 15.58% 

constables and 8% sub-inspectors have mentioned that there is gender inequality in 

work distribution, that challenging assignments are not given to them, instead wireless 

duties are generally assigned to female employees. 6.01% women constables and 8% 

sub-inspectors have talked of gender discrimination. 2% women sub-inspectors have 

mentioned that males/ senior in age male police officers do not like working with 

them/do not obey instructions given by them. All these are signs of gender inequality 

causing dis-satisfaction amongst women officers. This is addressable. Sensitization of 

male officers to give challenging assignments to women officers who are willing can 

lead to using their full potentials. Issues of lack of appreciation for job well done and 

complaints about duty distribution that have emerged during the study shall find 

resonance even among male officers as generally the officer in-charge of duty 

distribution is the most controversial person in a police station. Maharashtra police 

insists on this job to be done directly by either the officer heading a police station or 

the inspector in-charge of administration but generally this task is delegated to an 

Asstt. Sub-inspector/head constable. Duty allotment by senior officers at the police 
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station level shall result in better appreciation of the different skills of police personnel 

including those of women officers, thereby increasing their satisfaction levels. 

Co-operation 

Co-operation Response of 
constables 

Response of 
sub-inspectors 

Male employees rarely help./Male 
employees do not cooperate./Male 
employees do not guide properly 

15.75% 10% 

Female employees do get guidance and 
cooperation from male employees. 15.47% 14% 

 

Cooperation is a component of gender friendliness that has elicited equally divided 

responses from the sample. 15.75% constables have mentioned lack of co-operation 

while 15.47% have talked of adequate co-operation from the male officers. 10% 

women officers have mentioned lack of co-operation from male colleagues while 14% 

have talked of their getting adequate co-operation. 

 

It thus shows that at individual levels, men are ready to co-operate and women officers 

are able to make use of the same, though as a system, the study has reported high degree 

of gender dis-respect and in-equality. 

 

Many women officers during discussions have mentioned that younger male officers 

are more ready to co-operate. They understand them and their aspirations better. 

Women sub-inspectors have reported that their batch mates and batch 

mates/contemporaries go that extra mile to help them. This shows that older men not 

having worked with women colleagues during their early days in the department may 
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not be comfortable with their recent induction at a big scale. With their old traditional 

values they may even be resisting their presence. 

With time and more women the atmosphere at the police station is bound to change, 

the challenge is how to make it a smooth and speedier transformation. If not attended 

to immediately, the journey of women police officers shall be painful and adversely 

affect their performance, thus pulling the whole department down in 

achieving its targets.  

An atmosphere that is not conducive to gender friendliness violates the “principles of 

equality of rights and respect for human dignity, is an obstacle to the participation of 

women, on equal terms with men, …..hampers the growth of the prosperity of society 

and the family and makes more difficult the full development of the potentialities of 

women in the service of their countries and of humanity”.
30

 

Seizing the initiative by police leadership, sustained gender sensitization of men, 

counseling and motivational training for women, attending to basic facilities in police 

stations shall be the game changers. 

 
30 Convention on the Elimination of All Forms of Discrimination against Women    
    http://www.ohchr.org/Documents/ProfessionalInterest/cedaw.pdf 
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                  Interview of Senior Police Officers 
 
 

During the study, it was proposed to interview 20 senior police officers to understand 

their perspective on the issue. It was decided that five officers should be of senior 

policy level i.e. Inspector General and above, five from the middle management level 

i.e. Superintendents of police to Deputy Inspector General level, and ten would be 

those leading police station/subdivision/Division i.e. senior field officers. However, 

instead of twenty (20), twenty one (21) officers were interviewed 

 

The interviews had a formal format but officers were encouraged to talk freely. They 

were upfront in identifying the causes of low satisfaction levels on gender scale among 

women police officers. Senior and field officers were found to be fully aware of the 

magnitude of the challenge and each was found to be handling it at his/her level. One 

common factor that emerged from their interviews was their opinion that as the 

number of women increases in the department, their comfort levels shall go up. They 

feel that it shall also ensure more equal atmosphere and more respect for gender. Their 

perception is that women police officers have been caught between the demands of a 

heavy/odd hour duty department and their traditional role as homemakers. Not getting 

adequate family support, they find their jobs tough to handle and perceive the 

department to be unfriendly. 

 

Senior and field level officers repeatedly emphasized the need for gender sensitization 

during basic training in Police Training Centers/Academy and regular in-service 

courses/seminar and workshops. They have also highlighted the need for counseling 

of women officers and more interaction amongst women officers to motivate and 

support each other. They mentioned that lack of basic infrastructure like wash 

rooms/rest rooms and inability to cope with odd time duties/night shifts/prolonged 
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duty hours are the main reasons for women officers finding the department unfriendly. 

While none of the senior/field level officer agreed to eight hours shift duty, all have 

accepted the urgent need for providing toilets/ rest rooms for women officers along 

with change of behavior of men in the department. They are of the opinion that with 

current sanctioned staff for police department, eight hours duty allotment is not 

feasible. Details of the interviews are as below 

 

Interviews of Officers at Policy and field levels 

 

1. Do male and female officers have equal potential for work?  
 

 

57% policy/field level leaders do not feel that female officers have the same potential 

for work as men. Later, during their interviews they have given reasons that due to 

traditional male dominated society that has not changed with times, women are 

expected to do all the expected tasks and duties at home while working in police 

stations. This in their opinion is the main reason for women having less potential for 

working in Police. Except for a few officers who have talked of physical limitations 

of women, others have referred to the family and social responsibilities adversely 

affecting the work potentials of women police. 

 

2. Views about treatment given to women officers in the department.  

 

 
 

Responses Yes Sometimes No Am not sure 

Frequency 9 7 5 0 

Responses Fair Unfair Not always fair 

Frequency 14 6 1 



 

 

77 

 

Reasons given by officers for ‘Fair’ treatment 

 

a. Women get fair treatment in urban areas, may not be the same in rural 

areas.  
 
b. Women police are in big number, thus treatment is fair.  

 
c. Women are more sincere. 

 
d. Women are team-work oriented.  
 

Reasons given by officers for ‘Unfair’ treatment 

a. Women officers have family responsibilities, thus cannot do justice 

to their    

          work and therefore not valued as good workers.  
 
b. Male officers think that female officers cannot handle various police 

duties.  
 

c.  Due to old male dominant culture.  
 
d. Some work is given only to male officers as they alone can do it, and 

not to female officers.  
 

33% police leaders admit that women are not given fair treatment in the 

department, though women respondents have opined this to be a more serious 

issue under various heads like discrimination, lack of gender respect and 

equality etc. The study shows that the ground reality and gender discrimination 

are known to the senior officers.  

 

3. Do women officers get gender specific facilities?  

Here too, it was observed that police leaders are aware of lack of basic facilities to 

women in police stations. They informed that they have been pursuing the same; 

Responses Yes No Sometimes 
Very few/ not 

satisfactory 

Frequency 2 3 13 3 



 

 

78 

 

though funds are available in many cases, space in urban police stations is a serious 

constraint. Only 9.5 % officers feel that gender specific facilities are provided to 

women officers. 

 

4. Do you think family and social responsibilities hamper work?  
 

Response Yes Sometimes No Am not sure 

Frequency 7 11 3 0 

 

 

If yes / sometimes; pl. elaborate ways to mitigate impact of these 

responsibilities on their official lives. 

Following suggestions emerged during the interviews: 
 

A. By being considerate to women officers who have small children; 

crèches/day care centers should be established in all Police Head Quarters and 

police stations (No. of participants: 5).  
 

B. To counsel women officers regularly. To be sensitive to their needs e.g. 

during pregnancy/when children are small (No. of participants: 4).  
 

C. Family & social responsibilities are personal (decided by society) department 

cannot do much about them (No. of participants: 3).  
 
 

D. Women police officers should be posted near their place of residence (No. of 

participants: 2).  
 

E. We should make them and their families secure. Going home late makes their 

spouses/families insecure (No. of participants: 2).  
 

F. Duty hours should be reduced or made reasonable. (No. of participants: 2).  
 

G. Women officers should not be given night duty and rifles.  
 

H. Granting women officers leave, when they need.  
 

I. Transfer policy should give more consideration to women.  
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85.7% senior officers feel that family and social responsibilities hamper the working 

of women police officers. However, very few officers have recommended reduction 

of duty hours, though this seems to be an issue agitating a large number of women 

officers who participated in the study. 

 

5. Are women officers able to handle equal responsibilities?  
 

Response Yes No 

Frequency 12 9 

 

Reasons given by officers for positive responses 

A. Since they are well qualified, they can handle responsibilities as ably as men.  
 

B. Because they are very conscious of their responsibilities.  
 

C. The feeling that ‘I am a police woman first’ makes them  
 

efficient/strong. 
 

D. Women are intellectually on par with men, all they need is motivation.  
 
 
 

Reasons for negative responses 

 

I. Women officers are sometimes not confident/ don’t have required courage  (No. of 

participants: 4). 
 

B. As men don’t take any family responsibilities, women police officers find it 

difficult to do equal work in police station  
(No. of participants: 2). 
 

C. Family problems (No. of participants: 2).  
 

D. Biological limitations.  
 

E. Unable to come to work at odd hours.  
 

F. Women are not treated on par.  
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G. Cannot balance between work and career.  
 

42.8% senior officers feel that women are not able to handle responsibilities in the 

same manner as their male counterparts. 

 

6. Regardless of position and designation, do female officers get respect? 

 
 

Reasons given for positive response 

A. If they are supported by seniors, they perform well and are respected.   

 They work sincerely and honestly. (No. of participants: 3).  

B. Because they are well qualified.  

C. Because they are good workers.  

D. It depends on nature of women officers.  

E. Work efficiency is the criteria for getting respect.  

Reasons given for negative response 

A. Sometimes female officers give family reasons for not working, so they lose respect 

of their seniors/Colleagues/juniors. 

B. Men feel that since women police officers don’t work as equals, they i.e. male officers 

have to work more, therefore sometimes they don’t respect women. They feel that, 

because of women police their work load increases. 

C.   Lack of discipline among new recruits.  

D. Women constables sometimes don’t get due respect because they are low in rank 

and it is generally felt that they will remain silent even if not respected. 

E. Women are not physically strong, thus are not respected.  

Response Yes Sometimes Never Am not sure 

Frequency 12 8 1 0 
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F. Male domination and thinking has not changed. Male values and nature of     work 

encourages stereotypes about women being weak.   

G. Women are in minority in the department.  

    42.8% feel that women do not get respect from their male counterparts. 

8. Opinion about cooperation between male and female officers.  
 

Response Very good Good Average 

Less 

than 

satisfactory 

Frequency 3 15 3 0 

 

71% police leaders feel that relations between male and female police officers are 

good. This is corroborated by about fifty percent respondents too. It shows that some 

more effort in this direction can further improve the spirit of co-operation amongst 

male and female officers thus improving the overall performance of the police 

department. 

 

9. We  have  found  in  the  study  that  female  officers  rate  about  25% 

satisfaction on gender friendliness – what is your opinion for the same? 
 

Officers gave following main reasons for the same. 
 

A. Physical environment (lack of toilets/rest rooms) is not conducive to gender 

friendliness, there is no privacy for them, and therefore, their satisfaction level is low 

(No. of participants: 3).  
 

B. Unfair work distribution (No. of participants: 3).  
 

C. Men look down upon women and their capabilities (No. of participants: 3).  
 

D. Women  officers  don’t  want  outdoor  duty/night  duties/odd  time  duties, 

therefore, they are unhappy (No. of Participants: 3). 
 

E. Communication gap between male and female officers. 
 (No. of participants: 2) 
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F. Male officers have to take up more responsibility / work of female officers; 

therefore, they react in a negative manner (No. of participants: 2).  
 

G. Insecurity among women officers.  
 

H. In -charge of police station do not adjust/accommodate women.  
 

I. Disputes about duty hour distribution, women officers expect more adjustment 

than is possible.  
 

J. Women officers feel that they are given less important work.  
 

K. Women find it difficult to respond to emergencies if other women are not available.  
 

L. In rural areas, number of women police is less.  
 

M. Due to culture – both genders are uncomfortable with each other.  
 

N. Male officers are rude.  
 

O. Domestic issues and odd work timings make them unhappy.  
 
 

10. While   designing   policies,   is   Gender   Friendliness   taken   into 

consideration? 
 

Only 11 officers i.e. 52% respondents have given positive response and mentioned as 

below 

 

A. They are considered only superficially, a mere exercise on paper.  
 

B. One has to do so, especially when a women officer has a small child.  
 

C. In last ten years, as number of women officers has increased, more efforts have 

been made for gender equality.  

 

11. Kindly inform what you have done personally or as a team leader for Gender 

Friendliness at your level? 
 

Officers  enumerated  following  personal  initiatives  towards  increasing  gender 

friendliness 
 

A. Adjusted their duties, duty timings/given concessions to them/ allotted them day 
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time duties (No. of participants: 6).  
 

B. While working as in-charge of Police Station/head of unit, made separate toilets 

and changing rooms for women (No. of participants: 5).  
 

C. Started crèche. (No. of participants: 2).  
 

D. Tried to post minimum four women in each police station. (No. of participants: 2).  
 

E. Fair work distribution. (No. of participants: 2).  
 

F. Conducted training workshops to improve their motivation and 

confidence/organized lectures on gender sensitization. (No. of participants: 2).  

Gave women officers challenging tasks and appreciated their work/rewarded them 

suitably (No. of participants: 2).   
G. Have been cordial to them – regularly enquire about their personal problems.  

 
H. Sanctioned leaves on time.  

 
I. Give special attention to problems of women officer – especially against sexual 

harassment at work place.  
 

J. Treated them as equals.  
 

K. Gave opportunities to express themselves in specific areas.  
 

L. Taught them to handle law & order issues.  
 

M. Posted a lady officer as in-charge of an independent police station.  
 
 

12. Concrete suggestions on how gender friendliness can be improved  
 

A. There should be equal distribution of work/women should also be given 

challenging tasks/may be exempted from night duty, if required/fixed duty hours 

/duties should be mainly about women and children (No. of participants : 7).  
 

B. Increase the number of women in police department.( No. of participants : 6)  
 

C. Women officers must lead the change and take initiative to change the work 

atmosphere. Need for their regular counseling to motivate them/ make them more 

confident (No. of participants: 5).  
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D. Training should have a component of gender sensitization/ male officers need to 

be sensitized (No. of participants: 3).  
 
E. There should be separate toilets and changing rooms/better infrastructure for them. 

(No. of participants: 2).  
 
F. There  should  be  regular  ‘darbars’  &  more  communication  with  women  
 

officers. (No. of participants: 2). 
 

G. We need to recruit strong women in police.  
 

13. Are you aware of any practice for improving Gender Friendliness  
 

Only six respondents gave affirmative replies 

 

A. Aware that women police officers wok as equals abroad.  
 
 
B. Heard of women police stations in Tamil Nadu. (for women exclusively) They are 

said to be working well.  
 
C. Have heard of separate police station for women in different states.  
 
D. Know that some states have women police officer for each police station to attend 

to women related cases.  
 

E. Have heard of less duty hours for women police.  
 
F. Aware of a conference by BRR&D about women in police.  
 

14. Suggestions  for  designing  policies  for  Gender  Friendliness  in  the 
 

department 
 

A. More awareness and discussion about gender friendliness within police department 

is needed especially among male officers. More awareness among women officers to 

help each other needs to created.  
 
B. Family problems of female officers should be taken into consideration. Encourage 

experience sharing by women officers among themselves. Women should not think 

about their gender once they join the department.  
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C. There should be counseling for women officer at each stage, more at police state 

level.  
 
D. There should be common training for both genders, with imparting of skills to 

handle difficult times – during basic training.  
 
E. There should be separate toilets and changing rooms.  
 

F. Give specific responsibilities and opportunities to women officers. Specialization 

and categorization of work for women should be done. It can lead to higher level of 

satisfaction. Court work of escorting accused should not be given to women officers. 

For night duties ‘two women and one male’ should be the norm. 

G. Transfer and posting policy should be sensitive to the need of women especially 

when children are young. 

DIG Odisha Ms S. Shyni (IPS) has summed up the condition of women police very 

eloquently and given reasons for lck of gender friendliness in police as below 

1) Gender bias: Women in police are considered less efficient than their male 

counterparts. Many a times, they are not considered fit for important responsibilities. 

The male counterparts/subordinates take women officers less seriously.  

2) Women Officers are subjected to more scrutiny than their male counterparts.  

3) Balancing family and work: As long as child and elderly care are left to women 

alone, they will have difficulties balancing office and work. When  

there is no gender equality in the family, working women will exhaust all her energies 

in household chores and office work, leaving her weak, malnourished and unhappy, 

which may have a negative effect on her duties in office. 

4) Gender discrimination 

5) Marriage, Pregnancy and child birth: There are demeaning references to 

marriage when it comes to a lady officer ( not to one's wife) and comments are passed 

indicating that she will now settle with household chores and not be interested in work, 
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which is mostly not based on any reason. Her reproductive role is devalued. Lack 

of provision for work place childcare affects both the child and the mother.  

6) Infrastructural and other limitations: That after so many years of having women 

in police, we still do not have toilet facilities for them due to the insensitivity of the 

system towards the cause. Monthly menstrual cycle is debilitating for many women 

and the difficulties faced due to this are not handled sensitively.  

7) Sexual harassment: Many women are being subjected to sexual harassment at 

work place, although reporting is low. This is mostly in subordinate ranks.  

8) Exclusion from informal social networks: Men get more opportunities to be part 

of informal social gatherings at golf/ dining clubs, morning walk sessions, 

badminton/tennis courts etc. where they are privy to lot of information. These men 

promote each other for vacant posts and do the networking for each other. Women 

officers are significantly out of these informal networks and therefore at a distinct 

disadvantage. 

9) Lack of political access: The political class - the decision making political class 

comprises of 90% men and generally the interaction between them and lady officers 

are very less. The politicians generally, therefore, promote male officers.  

10) Prejudice in Performance assessment: Studies reveal that women in leadership 

positions are evaluated for their actual performance whereas their male counterparts 

are assessed for their potential. Thus women leaders face prejudice in performance 

evaluation.  

11) Leadership styles: Women in leadership positions tend to imitate the male officers 

and their leadership styles to conform to traditional leadership practices. Women 

should retain their innate strength of warmth and collaboration and challenge 

traditional, hierarchical, and autocratic structure of police and provide an alternative 

style, which is more consultative, collaborative and modern. ….Gender discrimination 

is a reality and let us not deny its existence…”
31

 

 
 

  31 topcop@yahoogroups.com 
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CHAPTER- VI 
 

CONCLUSION AND RECOMMENDATIONS 
 

 

Recommendations of the study 
 

‘The key to a successful future for any organization lies in its ability to attract, 

develop and retain the best talent. With half of the world’s population being women, 

educating, empowering and recognizing their talent is fundamental to succeeding in 

a rapidly-changing world’ 
32

 . 

Law enforcement agencies world over are trying various methods to attract women. 
 

The above quote is from an article ‘Female factor- Gender balance in Law 

enforcement’. In 2012, Europol launched a gender-balance project to explore the 

imbalance, particularly at management level. While 35% of Europol’s staff is 

females, only 0.5% of those work in middle or senior management. The project aims 

to‟ improve this gender imbalance, raise awareness on gender equality and develop 

an approach to ensure that gender equality becomes an integral part of 

Europol’s working environment’. 
33

 
 

Similar gender audits have been undertaken by most police organizations in Europe, 

United States, Australia, Canada etc. as it has been universally recognized that 

women bring their very own special skills required for policing. Their participative 

style of leadership, conflict management skills, articulation are assets for law 

 

32https://www.europol.europa.eu/content/female-factor-gender-balance-law-enforcement 
  33 ibid 
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enforcing agencies. Their presence is also required for handling various issues 

relating to children, juveniles, female victims, complainants, and accused.  
 

Maharashtra Police has the highest number of women police in the country. It is 

therefore apt that the Center for Police Research, Pune has commissioned the 

research to audit and review gender friendliness of police department for its own 

uniformed women officers. The study has shown steep gender in-equalities with 

adverse effect on the morale of women police and consequently on the performance 

of the whole department. However, to improve the same is a laborious process as 

“most of the gender equality issues require a holistic approach; coping with these in 

a piecemeal way, is not only a waste of effort and resources, but can even lead to 

distorted results and, consequently, to ill-advised policies and practical solutions” 
34

 

. 
 
There are different views about the integrated holistic approach, e.g. as mentioned 

earlier Tamil Nadu has created separate police stations for women dealing with 

violence against women. These ‘all women police stations’ have only female officers 

and staff. There is a belief that both women victims who approach these police 

stations and the officers and staff are satisfied. Dr. Prof. Mangai Natrajan has talked 

of Tamil Nadu experience and the approach that women police officers can be given 

the tasks that befit their role as police officers and family responsibilities, 
 
“Policing has been built on conventional male standards and so success on the job is 

measured by these standards. Indeed, policing fits the definition of “gendered” 

organization. It is not simply that authority structures are gendered but the entirety of 

police force is engendered. …..true gender equality and integration in police can 

 
 
34http://unesdoc.unesco.org/images/0012/001211/121145e.pdf
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be achieved by re-thinking, re-conceptualizing and re-inventing organizations in line 

with gender equity. Even male officers agree that women are better at some tasks than 

they are. We should try to identify these tasks and we might find that these are roles 

that women officers enjoy and that fit better with their family and other interests and 

obligations”. 
35

 
 
However, lately this approach has come under criticism as women police officers 

have reported ‘fatigue’ of handling only a particular type of crime. They are seeking 

diverse duties to make their jobs more interesting and satisfying. Similarly women 

victims have to trudge long distance to reach special police stations. 
 
Maharashtra police consciously decided against this approach and have preferred 

more women in each Police station by recruiting 30% women and also by creating 

women help desks at each police station. While some women during the study have 

asked for ‘challenging assignments’ and complained of being given routine 

desk/wireless duties, most seem to be caught between their responsibilities at home 

and police station. The instant study shows that we need rethinking of the ways we 

have been dealing with the issue and may need a multi-pronged strategy for smoother 

integration of women in police. Random induction at a large scale is causing low 

satisfaction among women police officers while leaving male officers equally baffled. 

Therefore, the picture today is far from satisfactory and the study has identified 

certain important areas that have adversely affected the gender friendliness of 

Maharashtra Police. A few issues repeatedly emerge in the responses and 

conversation with women officers as well as senior field officers and policy makers. 

 
35Dr. Mangai Natrajan, professor in the Dept. of Sociology at John Jay College of Criminal 

Justice in New York. in her address to 5
th

 Australasian Council of Women and Policing 
Conference 
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These frequently occurring responses of women police officers during the pilot 

and the main study have been clubbed under broad heads for the purpose of ease. 

Eleven recommendations have accordingly been culled out based on this analysis. 

Some of them may take time for implementation while others can be attended to 

immediately. 

 

Recommendations of the study 
 

After an in-depth analysis of the responses of the women police officers and 

interaction with field level, middle and senior level officers, the instant study has 

given eleven main recommendations besides providing a scale to assess gender 

friendliness. The recommendations are practical and doable. Some may take 

longer to implement but most and can be initiated immediately.  
 
1. Budgetary provisions for creating basic infrastructure in the form of 

toilets/rest    

    rooms at the police stations/basic unit levels. 
 

Lack of this basic facility is agitating the minds of women police officers and 

physically holding them back from performing their jobs and giving their best. 

As per Maslow’s hierarchy, it is very essential that their basic needs as human 

beings be met before the police department can expect any significant 

contribution from women police officers. 
 
It has emerged during the study that all senior officers interviewed by the 

researcher are aware of this particular issue and have been attending to the same. 

However, separate budget provisions need to be made for this purpose for next 

ten years. As their strength increases so shall the demand for meeting the basic 

needs. It shall help if proper short and long term planning with adequate separate 

budget provisions is undertaken. 
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The office of Director General of Police has issued strict instructions regarding 

the same. However, it has to be regularly reviewed. Construction of 

toilets/restrooms/changing rooms and action taken in this connection has to be 

reflected in the annual inspection/visit notes of the senior officers. This factor 

should be kept very high in reviews about the key performance areas of field 

officers. Grants under ‘planned head’ of the state budget should be santioned for 

the purpose. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

 

 

Fig- Maslow’s need hierarchy
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Mere instructions do not lead to delivery therefore the need for rigorous monitoring 

of provisions for toilets/changing rooms/rest rooms for women in all police stations 

needs to be given very high priority. Lack of space in urban police stations has been 

a major constraint. However, where space is not an issue, toilets and restrooms need 

to be constructed immediately. And where adequate space is not available, alteration 

of existing structure/portable toilets should be considered. 
 
Women officers have also talked of the difficulties they face while undertaking 

outdoor duties. It is thus recommended that all police headquarters/police stations 

must have/hire portable toilet for women especially during major ‘bandobasts’ where 

women officers are deployed. This should be made mandatory with immediate effect. 

This has limited financial implications for the government but lead to high 

satisfaction level among women officers. Maintenance of portable toilets can be 

through non planned recurring expenditure. 

 

2. Duty shifts/rationalization of working hours- Women officers have in their 

responses talked of irregular, long working hours and its impact on their efficiency, 

family life and social responsibilities. The study shows that more constables have 

highlighted the need for eight hours duty/weekly offs/leave/olidays (42%) than 

women sub-inspectors (20%).  

 

Their request for eight hours duty may not be accepted now but it corroborates the 

perception of senior officers that due to family and social obligations women police 

officers find it difficult to cope with their jobs. Since odd hour duties and twenty-four 

hours availability is considered essential part of police culture, it clashes with family 

responsibilities of women officers. Most senior police leaders have mentioned this 

factor as an important reason for women officers’ perception about police department 

being not gender friendly. Police leaders interviewed during the research mentioned 
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that women officers face old male chauvinistic culture both at work and at home. 

Since women constables have mentioned need for fixed duty hours/ leave/holidays 

more than sub-inspectors, it shows that latter may have better family 

support/infrastructure/finances to engage help at home. It could also be that entry at 

sub-inspector level has more motivational factors than mere need for a job and thus 

they are aware of these job related hazards and thus willing to cope with them. 

It is recommended that Maharashtra Police should consider eight hours duty shift for 

all its personnel in the department. Singling out only women for this concession is 

not feasible, though their special needs can be suitably accommodated by gender 

sensitive field level police leaders on case to case basis. Officers with positive attitude 

about gender parity can make women in police perform to their full potentials and 

thus contribute to improving overall police performance. McKinsey 

 
Global Institute in its report titled ‘How advancing women’s equality can add $12 

trillion to global growth’ mentions that “Three elements are essential for achieving 

the full potential of gender parity: gender equality in society, economic 

development, and a shift in attitudes”. 
36

 Male police officers’ shift in attitude can 

be a significant factor for improving gender friendliness of Maharashtra police. 
 
Duty distribution at the police station level needs a review and intervention by field 

level leaders instead of delegating it to the lower rung of officers. This vital aspect if 

handled carefully by keeping the special needs of women in mind shall singularly 

raise the level of satisfaction of women officers. It has emerged from the study that 

women do want challenging jobs/tasks, but also expect that sensitive periods like 

pregnancy/post pregnancy should be considered during the duty allotment. 

 

 
36 ‘How advancing women’s equality can add $12 trillion to global growth’ accessed   

     at http://www.mckinsey.com 
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Their request that during the night shift, there should be minimum two women police 

officers, that for night patrolling two women may be accompanied by a male officer 

etc. are issues that can be tackled at the field level. It has emerged that women officers 

do not want to do only wireless duties. Thus assigning duties as per the requirement 

of the police station and in sync with their needs is not a difficult task. Many field 

police officers are doing it; however, more sensitization/awareness amongst officers 

distributing duties can yield good results. Since their induction at this big scale is a 

recent development, intervention by senior police officers of the police stations shall 

alleviate this major complaint of women officers and improve the working 

atmosphere. 
 
3. Develop a culture of gender equality and respect- Discrimination and 

inequality at the work place has emerged very strongly in the study and needs urgent 

attention of police leaders. About 26% women constables and 36% sub-inspectors 

have flagged the issue of gender discrimination and inequality in Police Stations. It 

ranges from responders mentioning bullying by seniors to male juniors refusing to 

accept orders from senior women officers. If dealt with appropriately at this stage, 

the rot can be prevented from spreading to embarrassing proportions. Male police 

officers’ sensitization about the positive contribution of women to the police 

department should be highlighted. In United Kingdom, studies on the issue have 

shown that ‘advancing women’s opportunities in the workplace is not just an 

equalities issue but also an economic imperative’. The Women’s Business Council 

2013 report revealed that “companies with more women in senior roles perform 

better….. While women need work, work also needs women; greater gender 

diversity in senior management is positively correlated with high performance 

cultures” 
37

 
 

Respondents as well as senior police officers interviewed in the instant study have 

identified following measures to tackle the issue. 
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● Increased awareness and discussions on gender issues in Police. Frequent and 

regular training workshops/seminars on the issue.  
 
● Implementation of various Government Resolutions and instructions of the 

office of Director General of Police about gender equality/respect.  
 
● Gender sensitization during basic training.  

 
● Common training for both men and women in Police Training Centers.  

 
● More training/interaction/amongst women police officers to improve their 

levels of motivation and confidence. Regular interaction amongst them is of great 

help as can be seen in the success of International Association of Women Police, 

established in Los Angeles, California USA in 1915 by the first American 

policewomen as an international organization. It provides professional development, 

mentoring, training, networking and recognition for female law enforcement officers. 

It strongly advocates an increase in the numbers of women in policing. One-hundred 

years later, IAWP has members in more than 60 countries. 
38

  

 
37 ‘Men as Change Agents for Gender Equality’: Report on Policy Seminar June 2014   

    accessed at https://www.gov.uk/government  
 

38 http://www.iawp.org/ accessed on 30th Sep.  
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5. Recruiting more women in the department to take them to 30% level and 

their systematic induction/orientation.  

The study shows that while women have been accepted in a big number in 

Maharashtra Police, there has not been a planned, systematic effort to respond to this 

cultural change. It has led to male dominated police department dealing with an 

increasing number of women police in an ad-hoc manner. Women officers have 

mentioned snide remarks, taunts, male officers changing shirts in front of them, using 

of foul language, as contributing to gender unfriendliness in their work environment. 

In their paper on ‘Socio and Economic Condition of Women  in  Police’,  By  S.  

Sirinivasan  and  Dr  P.  Ilango,  Bharathdasan University, Tamil Nadu, where they 

studied the women in police in Tamil Nadu, the authors have mentioned that increase 

in number of women at senior levels shall improve the condition of women in the 

lower rungs of police.  

Maharashtra Police has already started the process and in due course it shall 

contribute to a healthier gender friendly department. It is expected that induction of 

more women in police shall also lead to better service delivery to citizens especially 

women. The tipping point where women officers shall successfully change the male 

dominated culture of police department shall be reached when full reservation targets 

for them are achieved. The moot point is whether the department should wait for the 

tipping point or make systematic and integrated effort now itself. It is in the interest 

of governance that the issue be confronted without wasting any more time. 
 
6. Cultivating and encouraging the culture of collaboration.  

 The study shows that respondents are divided on their perception of co-operation 

they receive from their male colleagues. Nearly 50% have mentioned that male 

officers help and guide/assist. Equal numbers have decried the lack of it. The 

department needs to encourage the culture of healthy co-operation through  
 
● Common basic training  
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● Investigation teams/task oriented teams with both genders forming part of such 

joint effort on any front.  

● Mixed indoor/outdoor activities.  
 
● Rewards for implementing gender friendliness policies.  
 

“Equality is everybody’s business, and most men are supportive of it – it is not just 

women’s responsibility. Both men and women have much to gain from gender 

equality. On the surface, this issue seems straightforward: equality is good for 

everyone; we should all want to achieve it. And an increasing number of men are 

realizing that they will benefit from a more equal society. ….But while men may 

support gender equality, their participation in achieving it remains low.” 
39

 

 
7. Formation of committees against sexual harassment at work place and their 

proper functioning. A small but noticeable group of respondents across the pilot and 

main study have talked of ‘morally incorrect’ behavior of male colleagues. Favors 

being asked for sanctioning leave/coming drunk on duty/discrimination on the basis 

of looks of a lady officer etc. have been mentioned. The underlying tension is evident. 

Therefore it is strongly recommended that committees as per the ‘The Sexual 

Harassment at The  
 
Workplace (Prevention, Prohibition and Redressal) Act and Rules, 2013’ must be 

constituted at all police stations/unit levels. The Act and the Rules have been notified 

on December 9, 2013. Government of Maharashtra and the office of the Director 

General of Police have issued instruction in this regards vide their resolution/ circular 

dated 11.9.2014 and 31.10.2014. (Both  
 
attached) 
 
 

39Jo Swinson MP, Minister for Women and Equalities, ‘Men as Change Agents for Gender   

   Equality’: Report on Policy Seminar June 2014 accessed at https://www.gov.uk/government 
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The constitution and activities of these committees need to be publicized 

internally, to enable the aggrieved women officers to approach them in appropriate 

cases. Their performance needs to be followed at regular intervals as they 

symbolize systemic response to a very deep rooted and prevalent problem. Initial 

resistance and furor, a few false/contrived cases cannot be ruled out but the 

committees shall gradually be accepted and put to fruitful use. Being new and 

considering the male dominance of the department, the committees need monitoring 

and intervention of senior officers at this nascent stage. Mention about the working 

of these committees should be made mandatory in the annual inspection & regular 

visit notes of senior police officers. 
 
Since sexual harassment at the work place was not the focus of the study, it has not 

been discussed in detail. As it is a constituent of ‘Gender friendliness’, some 

respondents have mentioned it and used different terminology to convey the same. 

The study recommends detailed research on the subject. 
 
8. Rationalizing of leave/weekly offs- Issue of delay in grant of leave/refusal of 

leave during festivals/ non-availability of holidays has been perceived by women 

police officers as very significant contributors to gender unfriendliness of the 

department, both in the pilot and the main study. It is also considered as causing 

conflict in their roles as home makers and efficient police officers. They have asked 

for fixed duty hours and more liberal attitude towards leave. Senior officers during 

their interviews have mentioned it as a stark reality of Indian society that expects 

women to earn today but does not expect men to help at home. They see this constant 

struggle in the life of a woman police officer that holds her back from accepting 

challenging assignments. As a result most women police officers reconcile to 

office/computer/wireless/desk jobs. The study shows that gender sensitive leaders at 

field levels can attend to this aspect by imaginative duty distribution and granting 
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leave as per need of the officer and job requirement. The department per se cannot 

have two different leave policies for its male and female employees. As for child 

bearing the Government of Maharashtra has already issued a resolution No. E.L. 

1409/P.K.8/09/seva/k dt.24
th

 August 2009 giving 180 days maternity leave to its 

women employees. 

 

Most police leaders during their interviews have mentioned that they give special 

attention to duty/leave for female employees. They also mentioned that by being 

considerate, they motivate women to excel in their jobs. The study recommends 

intervention by field level leaders for duty distribution/grant of leave at police 

stations/units. As mentioned earlier women constables seem to face more difficulties 

in this regard. Motivational training/workshops for women and interaction amongst 

them should be increased. Being new inductions in the department, formal and 

informal dialogue between women officers and their colleagues, seniors and juniors 

should be encouraged. The police department by its nature and culture is action 

oriented and with 30% seats in police being filled up by women, culture of constant 

conversation between genders shall help their smooth absorption as effective work 

force. 
 
9. Facilities - Respondents during the study have also highlighted the need for place 

of residence near place of work and crèches/play schools for children. Both the 

issues are genuine, however, while it is not possible for the department to selectively 

post women near place of residence, issue of creating crèches has already been taken 

care of by the office of Director General of Police vide his circular No. 28-

A/4937/circular ‘Palna Ghar’/31/2014 dated 18/10/14  
 
(Copy attached). It has advised all units to consider starting crèches for children 

between the age of six months to ten years at Police Headquarters. Further it has 
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sought proposals from units for funding the same through Welfare Fund. It is a start 

and not many crèches have been created in police stations/units as yet. Having 

flagged the issue, it needs to be pursued by the  government and the office of Director 

General/ Range Inspector Generals/Commissioners/ Superintendents of Police. 

 

10. Regular audit of Gender equality/Friendliness - As the study shows there are big 

gaps between the policies being designed at the top and their implementation, it is 

recommended that ‘Gender friendliness’ be made part of all formal inspections and 

visits of senior officers. A definite mention in inspection and visit notes, separate 

columns for assessing the gender friendliness in these notes, regular review about 

formation/working of committees under The Sexual Harassment at The Workplace 

(Prevention, Prohibition and Redressal) Act and Rules, 2013, shall help bridge the 

gap. Academics can be associated with gender audit at different levels. Above all 

timely action and close monitoring in this regard shall prevent serious allegations 

that can embarrass the Government and Police department. 
 
If gender audit is made regular part of inspections and visit notes of senior police 

officers, it shall lead to more awareness of the issue and encourage healthy 

partnership between male and female police officers. They shall listen to each other, 

learn from each other and work as productive teams. There shall be fewer gaps in 

communication and biases about each other, enabling them to leverage each other’s 

strengths. Being a uniformed force, use of gender diagnostic tools by senior officers 

shall ensure speedier compliance from filed levels. 

 

11. Special leadership training for women officers, basic as well as in-service training 

programmes, focusing on women is strongly recommended so that the department 

makes full use of the capabilities of women. Regular seminars, workshops need to 

be organized where women officers are made to realize their potentials as team 
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leaders and not as mere workers. The current study shows that most women officers 

are in victim‟ mode. This is harmful for the department as the citizens see police in 

leadership role and look upon them to help at the time of emergencies/crisis. If 30% 

of police perceives itself as helpless, then what helping hand can the citizens expect 

from them? In-fact many respondents have themselves mentioned the need for such 

an exposure e.g. training programmes on task management, people skills, personal 

management etc. shall contribute to their performance. Certain practical skills like 

public speaking, conflict management, negotiation, community policing etc. shall 

add to their confidence. Mentoring the junior women officers, giving emotional 

support to them at the time of need, building a culture of collaboration with in the 

department and with citizens are certain concepts and processes to which women 

officers must be exposed. 

 

CONCLUSION 

The above recommendations are three types relating to 

a. Basic infrastructure e.g. toilets/wash rooms/rest rooms 

b. Duty distribution/rational working hours/availing of leave/holidays 

c. Attitudinal changes through basic/in-service training programs of both 

genders/more interaction /leadership development programs for women 

police officers. 

As per United Nations ‘gender Equality is a fundamental human right’, it is also a 

necessary foundation for the creation of ‘sustainable and peaceful societies’. To 

conclude, for improving the gender friendliness of Maharashtra Police for its 

uniformed women officers, there is urgent need to improve basic infrastructure at 

police station level. Besides there should be advocacy of the cause of women police, 
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networking among them, their regular training and knowledge sharing. There should 

be formal and informal capacity building of male and female police officers on 

gender issues along with policy and operational research in this regard. Learning 

gained from such research projects should be discussed in various forums, acted 

upon and monitored rigorously at all levels. Government of Maharashtra and senior 

police officers need to demonstrate strong and determined leadership to the cause of 

women police. 
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GENDER FRIENDLINESS SCALE 

USERS’ MANUAL  

Introduction  

This scale is the outcome of a larger project on gender friendliness, a study 

undertaken for Maharashtra Police. The concept of ‘Gender Friendliness’ is new and 

not been studied in depth earlier. There have been many studies on gender 

discrimination, gender in-equality, and harassment at work place but a wholesome 

study including these factors and other relevant ones, had not been conducted. 

‘Gender friendliness’ for the instant study includes attitudes and practices, positive 

and negative, held by the employees of police department in their daily work 

environment. 

Development of the Scale 

In the first stage, the concept of Gender Friendliness (GF) was understood 

through a review of literature from various sources including peer-reviewed 

journals, published books, and reliable internet sources. At the second stage, to 

understand major dimensions of the concept of gender friendliness and for 

construction of items, interviews of women police officers were conducted. Women 

officers (sub-inspectors) with work experience of more than five years and having 

worked at various places in Maharashtra, were interviewed by using semi-structured 
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interview method. Subsequently a group of women constables, with work experience 

of more than five years, was called for a focused group discussion. Detailed 

qualitative analysis of the transcripts of the interviews and discussions was 

undertaken. Based on the common issues and themes, initial items were prepared. 

Women police officer/constables raised issues related to their perception of gender 

friendliness, in context of their work environment and other organizational factors 

such as job timing, shifts, work-family balance, in-adequate facilities like 

washrooms, changing rooms etc. Issues like existence of gender inequality, dis-

respect of women, lack of cooperation in work from male colleagues were also 

flagged during the discussions. 

Conceptual clarity of ‘Gender Friendliness’ has emerged after a thorough 

literature review and qualitative analysis of the information collected through 

interviews and discussions. Four components of gender friendliness identified are; 

1. Work environment 

2. Gender Respect 

3. Gender Equality 

4. Co-operation 

A gender friendly organization was defined as ‘an organization that provides 

suitable physical infrastructure for women; respects and treats its work force equally 
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irrespective of their gender, and encourages cooperation in work between male and 

female employees’. 

 This scale has gone through a few revisions, based on the pilot study and the 

feedback given by police officers and experts from the field of psychology. A final 

draft was thus prepared that contains 57 items. Out of which 50 items measure 

gender friendliness and 7 items were to measure social desirability i.e. a tendency to 

respond falsely or to give socially acceptable answers. In addition to this there were 

four (4) open ended questions added at the end of the scale to collect qualitative 

reactions/responses /opinions of the respondents. 

Technical Information on Gender Friendliness Scale (GFS) 

 

A very exhaustive and extensive data regarding the reliability and validity, item 

analysis and factor analysis of the Gender Friendliness Scale has been obtained. 

VALIDITY 

Validity of the scale shows whether the test measures what it is supposed to measure. 

There are several methods of studying the validity of the scale. Therefore, to 

establish the construct validity of the scale, an exploratory factor analysis was 

applied. Theoretical framework used for the scale emerged after the factor analysis 

thereof. Results of factor analysis provided evidence for construct validity.  
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RELIABILITY 

Reliability of the GF Scale was checked with Cronbach’s method and the alpha 

coefficient (α = .96) was obtained for the scale. Cronbach’s alpha was also studied 

for the factors and it is (α = .94), (α = .92) and (α = .94) respectively for, factor 1, 2, 

and 3. All these values of alpha coefficients are satisfactory.  

SCORING AND USE OF NORMS’ TABLE 

Directions for scoring 

The scoring procedure of Gender Friendliness Scale is very simple and objective.  

 See that only one response is marked for each item and that it is marked 

clearly.  

 Reject the answers of items, which have two or more responses.   

A. All the items can be scored by using four point Likert’s scale, i.e. SD = 

Strongly Disagree to SA= Strongly Agree, except the items given in section 

‘B’ below.  

Scores ranged from SD to SA are given as below,  

SD = 0 , D = 1 , A = 2 , SA = 3, 

B. Reverse scoring for the items no. 4, 5, 6, 7, 10, 12, 13, 14, 16, 18, 19, 21, 

23, 24, 26,  27, 32, 38, 43, 44, 45, 46, 49, 50, 52, 53, 55, 57 

Scores ranged from SD to SA are given as below, 

SD = 3, D = 2,   A = 1,  SA = 0. 

C. Lie scale (item no. 8, 15, 22, 28, 35, 42, 48) scores are not to be computed 

in the total of raw score.  

Scoring of lie scale: 

For the item number 8, scores ranged from SD to SA are as given below, 
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SD = 1 , D = 1,  A = 0,  SA = 0, 

For the item numbers 15, 22, 28, 35, 42, 48 scores ranged from SD to SA 

given as below, 

SD = 0 , D = 0,  A = 1,  SA = 1. 

Interpretation of lie score: 

1. Add all the seven (7) items of lie scale, as mentioned above. 

2. The interpretation of the score is in the higher direction, that is, higher 

the score higher is the social desirability. 

3. If the total score on lie scale is five (5) or more than 5, discard the 

response set and make that individual reappear for the scale 

interpretation. 

Interpretation of total score on Gender Friendliness Scale: 

A. Interpretation of the scores is made in the direction of higher scores i.e. 

higher the score, higher is the Gender Friendliness. 

B. Minimum score obtained by a respondent on scale will be 0 and the 

highest score obtained will be 150. 

NORMS  

This section deals with norms of the scale developed in the present research 

activity. Norms are one of the most important features of the process of 

standardization of the psychological inventory. They provide the framework for the 

interpretation of the scores obtained by any person on a given scale.  
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There are different types of norms used for the interpretation of the raw scores 

obtained on a scale. In the present study ‘Stanine’ is used as a type of normative 

scores.  

  Stanine is contraction of ‘Standard Nine’ and it has scores expressed in 

digits ranging from 1 to 9. The mean of these scores is five (5) and the standard 

deviation is 1.96 or approximately 2.  

Table 1: Interpretation of the raw scores obtained  

on  

Gender Friendliness Scale 

 

Raw scores Stanine Remark 

29 to 56 1 and 2 Very unsatisfactory 

57 to 73 3 and 4 Unsatisfactory 

74 to 106 5 and 6 Average 

107 to 139 7 and 8 Satisfactory 

140 and above 9 Very Satisfactory 

Five categories were used to interpret the scores obtained on the Gender Friendliness 

Scale. These categories are Very satisfactory, Satisfactory, Average, Unsatisfactory, 

and Very Unsatisfactory. These interpretation categories are used with the help of 

Stanine. (The Stanine scores are used for qualitative analysis in case a researcher is interested in 

classifying the respondents in different categories of satisfaction levels)  
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 These results should be interpreted in the light of L scale that is a measure of 

social desirability. As mentioned above if score of L is above five (5) then reject the 

score and ask the participant to appear for the retesting and give honest answers. L 

scale items are = item no. 8, 15, 22, 28, 35, 42, 48.    
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GENDER FRIENDLINESS SCALE 

By 

Meeran Chadha Borwankar (Ph.D.), IPS 

 

 INSTRUCTIONS 

City:                                Department:                                   Date: 

Age:                                Qualification:                                 Married / Unmarried:                                                                                               

 

 

Work Experience:           Designation:              Husband’s  Occupation: 

 

We need information through this questionnaire, which can be beneficial for 

the research on Gender Friendliness. The questionnaire contains questions/ 

statements about the work experiences of women employees of police department. 

Answers to these questions/statements will be helpful to improve work related 

atmosphere of women police. The information provided by you will be kept 

confidential and it will be used only for research purpose. We request you to answer 

the questions related to your work freely, frankly and without any hesitation.  

Read the following instructions and answer all questions honestly.  

Instructions: 

Before answering the questions given below, read all the instructions carefully. 

Do not discuss with anybody while giving the responses. 
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Do not respond to the questions under anybody’s influence. 

Give your own responses honestly. 

This scale contains of 57 statements, which are related to your work. In front of 

every statement four options are given. Read every statement carefully and indicate 

your response that you think is correct with the help of (√) this sign. While indicating 

your responses, please see that it is based on your personal experience. Responding 

to all the statements is compulsory.  

You should indicate only one response to every statement. There is no right or wrong 

answer in responses. 

For every statement, there are four options: 

SD (Strongly Disagree) – If you strongly disagree with the statement, then indicate 

your response in the box of SD with the help of (√) this sign. 

D (Disagree) – If you disagree with the statement, then indicate your response in the 

box of D with the help of (√) this sign. 

A (Agree) – If you agree with the statement, then indicate your response in the box 

of A with the help of  (√) this sign.  

SA (Strongly Agree) – If you strongly agree with the statement, then indicate your 

response in the box of SA with the help of (√) this sign. 
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Sr. No. STATEMENT SD D A SA 

 1 I feel good while working with male colleagues 

of my department 

    

2 While sanctioning leaves, priority is given to 

female employees. 

    

3 I get positive response from male colleagues, to 

the suggestions given by me. 

    

4 My colleagues disrespect me at work place.     

5 Though I am capable, my department ignores 

me for various duties, only because I am a 

woman. 

    

6 Since I am not given a responsible duty I do not 

get varied job experience. 

    

7 While considering duty timings and days, 

female employees are treated unfairly. 

    

8 I always accept my mistakes.     

9 I am satisfied with work environment at police 

station. 

    

10 At the time of work distribution, secondary 

unimportant work is allotted to me. 

    

11 At my work place, facilities like washroom and 

toilet are available. 

    

12 Though capable, just because I am a female,      I 

am not given major responsibilities. 

    

13 To avoid conflicts with seniors and colleagues, 

female employees accept secondary unimportant 

appointments. 

    

14 Being a female employee, I think there are less 

opportunities of promotion as compared to male 

employees. 

    

15 I have all good habits.     

16 Female employees are ill-treated by men due to 

their male ego. 
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Sr. No. STATEMENT SD D A SA 

 17 At work place, female employees have same 

facilities like male employees. 

    

18 Male employees try to dominate me.     

19 Due to overall working experience, I do not feel 

enthusiastic while working. 

    

20 Female and male employees are considered 

equally for the investigation of major offences. 

    

21 It is difficult to get leave sanctioned for female 

employees as compared to male employees. 

    

22 I never lie.     

23 While working I am given unnecessary 

suggestions by male seniors. 

    

24 Being a female, I experience sarcastic 

comments from male colleagues at work place. 

    

25 At my work place, my requirements and needs 

related to sitting arrangements are considered. 

    

26 Due to ill treatment at job, female employees 

fear that their psychological well-being will 

deteriorate. 

    

27 Since police department is male dominated, I 

feel female employees receive secondary 

treatment. 

    

28 The things, which I cannot do, I don’t ask 

others to do those things. 

    

29 Male officers readily help female colleagues of 

the same rank. 

    

30 Seniors always respect female employees.     

31 Health related hygiene facilities for females are 

available at work place. 

    

32 Male employees junior in rank but older in age 

do not have faith in my capabilities. 
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Sr. No. STATEMENT SD D A SA 

 33 I do not face difficulties while communicating 

with male employees. 

    

34 In official decisions, my suggestions are 

honored equally. 

    

35 I always keep my surroundings neat and clean.     

36 While facing work related difficulties, female 

employees receive encouragement by male 

colleagues. 

    

37 While working, I experience that I am also an 

equally important member of the department. 

    

38 Due to male dominating environment, I find it 

difficult to adjust at work. 

    

39 I feel female employees get equal and fair 

treatment in police department. 

    

40 Female employees’ participation is valued in 

taking complicated decisions. 

    

41 Male employees are always ready to co-operate 

with me. 

    

42 I never abuse anyone.     

43 Taunting of female officers by male officers is 

common. 

    

44 I don’t feel satisfied as I don’t receive credit for  

the work that I have done. 

    

45 Compared to male employees, female 

employees get less guidance and training related 

to actual work. 

    

46 Male employees are preferred for advanced 

training related to crime investigation. 

    

47 My mental and social expectations are fulfilled 

by the work that I do. 

    

48 I am never late to office.     
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1. Please write if there are any other problems you faced, than the ones 

mentioned in questionnaire. (In 15 – 20 words). 

 

 

 

2. Share your work related good experiences while working with male 

employees in last two years. (In 15 – 20 words). 

 

 

 

Sr. No. STATEMENT SD D A SA 

 49 When needed, I do not get essential guidance at 

work? 

    

50 Females are not given opportunity to work on 

challenging problems. 

    

51 While working in the male dominated 

environment I feel secure. 

    

52 Being a female, I find sitting arrangement 

inconvenient at work place. 

    

53 I feel uneasy while working with male 

employees of same age. 

    

54 While working, I experience friendly 

environment. 

    

55 Female Employees are told that, ‘because you 

are a female, therefore, you cannot do the work 

successfully’. 

    

56 Female employees are respected according to 

their designations. 

    

57 Though I am willing to do various types of 

work, I am not preferred for the same. 
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3. Share your work related bad experiences while working with male employees 

in last two years. (In 15 – 20 words). 

 

 

 

 

4. Give your suggestions to bring improvements in the department and work 

related issues (within the framework of the Government rules and 

regulations).  

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

117 

 

REFERENCES 
 

1. Secretary-General's message for International Women's Day, New York, 8 
March 2014, http://www.un.org 

 
2. Convention on the Elimination of All Forms of Discrimination against 

Women adopted at United nations on 18 December 1979 accessed at 
http://www.ohchr.org/Documents/ProfessionalInterest/cedaw.pdf  

 
3. Beijing Declaration and Platform for Action  

 
4. The Constitution of India  

 
5. Crime In India NCRB 2014 (Tables)  

 
6. Crime In India NCRB 2013  

 
7. Crime In Maharashtra published by Crime Investigation Department.  

 
8. Maharashtra Police Manual Part 1  

 
 

9. Dr. Mangai Natrajan, professor in the Dept. of Sociology at John Jay College 
of Criminal Justice in New York. in her address to 5th Australasian Council of 
Women and Policing Conference  

 
10. Official web site of International Association of Women Police (IAWP) 

http://www.iawp.org/  
 

11. Rough Roads to Equality, Women Police in South Asia, Common Wealth 
Human Rights Institution (CHRI) 2015  

 
12. WOMEN IN POLICE SERVICES IN THE EU FACTS AND FIGURES – 

2012, published in 2013 by Institute for Public Security of Catalonia  
 

13. http://planningcommission.nic.in/plans/stateplan/sdr_hp/sdr_hpch10.pdf 
11.00hr 17/6/2015  

 
14. Data on Police Organisation 2014, Bureau of Police Research and 

Development  
 

15. The Sexual Harassment at The Workplace (Prevention, Prohibition and 
Redressal) Act and Rules, 2013 



 

 

118 

 

 
16. Socio and Economic Condition of Women in Police, By S Sirinivasan and Dr 

P. Ilango, Bharathdasan University, Tamil Nadu.  

 

17. „Men as Change Agents for Gender Equality‟: Report on Policy Seminar   
June 2014 accessed at https://www.gov.uk/government  

 
 
18. Official website of International Association of Chiefs of Police 

http://www.theiacp.org/Portals/0/pdfs/Officer-to-Population-Ratios.pdf  

 

19. www.business-standard.com/.../police-public-ratio-in-india-  

 

20. http://www.unesco.org/new/en/unesco/themes/gender-equality/  
 
 
21. Field, A. P. (2009). Discovering statistics using SPSS (and sex and drugs and 

rock’ n’ roll) (3rd ed.). London: Sage  
 
22. Tabachnick, B. G., & Fidell, L. S. (2001). Using multivariate statistics (4th 

ed.). Boston: Allyn & Bacon.  
 
 
23. Tabachnick, B. G., & Fidell, L. S. (2007). Using multivariate statistics (5th 

ed.). Boston: Allyn & Bacon.  
 
24. Anastasi, A.; Urbina, S., (1997). Psychological Testing (Seventh ed.). Upper 

Saddle River (NJ): Prentice Hall. ISBN 978-0-02-303085-7.  

 

25. Hair,  J.F.  Jr,  Anderson,  R.E.,  Tatham,  R.L.,  &  Black,  W.C.  (2003).  
 

Multivariate Data Analysis, (5th Edition). Upper Saddle River, NJ: Prentice 
Hall.  

 
 
26. Kaiser, H.F. (1974). An index of factorial simplicity. Psychometrika, 39, 

31-36. 
 
27. Kaplan, R. M., & Saccuzzo, D. P. (2001). Psychological testing: Principles, 

applications, and issues (5th ed.). Pacific Grove, CA: Brooks/Cole. 



 

 

119 

 

 

BIBLIOGRAPHY 
 

1. Need for Gender Sensitization in Police, accessed at http://ncw.nic.in/  

2. Official website of National Commission for Women accessed at http://ncw.nic.in/  

3. Interpol website accessed at http://www.interpol.int/en  

4. Women Business Council of United Kingdom accessed 

athttp://womensbusinesscouncil.dcms.gov.uk/  

5. Gender Sensitization and Police by Soma Bhowmick accessed at 

http://www.academia.edu/  

6. What is the rationale for gender sensitization training for police? Accessed at 

http://iksa.in/  

7. Women Study Center accessed at http://www.unipune.ac.in/  

8. Police academies in India to integrate gender sensitivity, One World South Asia 

accessed at http://southasia.oneworld.net/  

9. Handbook on Effective Police Responses to Violence Against Women by United 

Nations accessed at https://books.google.co.in/  

10. Leadership Derailment, Why Leaders Fail? An article by Dr Sujaya Banerjee 

11. Why CEOs Fail‟ by Dotlich and Peter Cairo 

12.  Women and Leadership in a Patriarchal Society‟; An article by Dr Sujaya  

Banerjee 13. http://womensleadership.com/ 

14. https://www.cordaid.org/en/topics/womens-leadership 

15. http://solutions.ccl.org/Gender_Differences in the Development Managers How 

Women Managers Learn from Experience 

16. http://www.rcwssndt.org/ 

 

 

 

http://www.rcwssndt.org/


 

 

120 

 

 

Appendix – 1-A 

         Questionnaire 

Gender Friendliness Scale for Police Officers (Marathi version) 

'kgj / foHkkx %&       fnukad%& 

 

o;%&         f'k{k.k%& 

 

fookfgr / vfookfgr %&      dkekpk vuqHko%& 

 

ueLdkj] 

 la'kks/kukP;k n="Vhus mi;ksxh Bjsy v'kh dkgh ekfgrh ;k iz'ukoyhrqu vkEgkyk goh 

vkgs- iksfyl nykrhy L_kh deZpk`;kauk uksdjhr ;s.Ak`;k vuqHkokalanHkkZr dkgh iz'u fopkjys 

vkgsr- ;k iz'ukaP;k mRrjkae/kwu feG.kk`;k ekfgrhP;k vk/kkjs L_kh iksyhl deZpk`;kaP;k 

dkek'kh lacaf/kr okrkoj.kkr  lq/kkj.kk ?kMfo.;klkBh enr gks.kkj vkgs- rjh vkiY;kyk 

uez fouarh vkgs dh rqeP;k njjkstP;k dkek'kh lacaf/kr iz'ukauk rqEgkayk mRrjs n@;ko;kph 

vkgsr- R;klkBh [kkyhy lwpuk okpwu loZ iz'ukauk izkekf.kdi.ks mRrjs n@;koh - 

 rqEgh fnysyh loZ ekfgrh xqIr Bsoyh tkbZy vkf.k la'kks/kuklkBhp frpk okij dsyk 

tkbZy ;kph [kk_kh ckGxk- 
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lwpuk 

 [kkyhy iz'ukoyhrhy fo/kkus okp.;kiwohZ laiw.kZ lwpuk dkGthiwoZd okpk- ;k iz'ukoyhr 

rqeP;k dkeklaca/kh dkgh fo/kkus vkgsr- izR;sd fo/kkukleksj 5 i;kZ; fnysys vkgsr- fo/kku 

okpY;kuarj R;k 5 i;kZ;kaiSdh tks i;kZ; rqEgkayk ;ksX; okVrks] R;k[kyhy jdkU;ke/;s (√) v'kh 

[kw.k djk- izfrfdz;k uksanorkuk rqeph izfrfdz;k rqeP;k Lor% cn@nyph vkf.k rqeP;k vuqHkokaoj 

vk/kkfjr vlkoh- loZ fo/kkukauk izfrfdz;k n@;k- izR;sd fo/kkuklkBh iQDr ,dp izfrfdz;k uksanok- 

;k izfrfdz;kae/;s dks.krsgh mRrj pqd vFkok cjkscj vls ukgh- th izfrfdz;k rqEgkyk ;ksX; okVrs 

rh n@;koh- izfrfdz;k uksanor vlrkuk [kkMk[kksM djQ udk- tj rqEgkyk rqeps mRrj cnyk;ps 

vlsy rj vxksnjP;k izfrfdz;soj iQqyh (×) djk vkf.k uarj ;ksX; izfrfdz;k uksanok- izR;sd 

fo/kkuklkBh fnysys 5 i;kZ; [kkyhyizek.ks vkgsr   

➢ SD (Strongly Disagree) / iw.kZr% vlger  tj rqEgh fo/kkuk'kh iw.kZr% vlger 

vlky rj rqeph izfrfdz;k SD ;k jdkU;kr (√) v'kh [kw.k djQu uksanok- 

➢ D (Disagree) / vlger  tj rqEgh fo/kkuk'kh vlger vlky rj rqeph izfrfdz;k 

D ;k jdkU;kr (√) v'kh [kw.k djQu uksanok- 

➢ N (Neutral) / rVLFk  tj rqEgh rVLFk vlky Eg.kts tj rqEgh fuf'pri.ks Bjow 
'kdr ulky dh fo/kkuk'kh rqEgh vlger vkgkr dh lger vkgkr] rj rqeph    

izfrfdz;k N ;k jdkU;kr (√) v'kh [kw.k djQu uksanok- 

➢ A (Agree) / lger  tj rqEgh fo/kkuk'kh lger vlky rj rqeph izfrfdz;k A 

;k jdkU;kr (√) v'kh [kw.k djQu uksanok- 

➢ SA (Strongly Agree) / iw.kZr% lger  tj rqEgh fo/kkuk'kh iw.kZr% lger vlky 

rj rqeph izfrfdz;k SA ;k jdkU;kr (√) v'kh [kw.k djQu uksanok- 
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v- dz- fo/kku SD D N A SA 

1 Ekk>;k dkeklaca/khP;k O;Drhacjkscj dke djrkuk 
eh vkuanh vlrs 

     

2 jtk eatwj djrkuk L_kh;kapk izk/kkU;kus fopkj dsyk 
tkrks- 

     

3 eh dsysY;k lwpukauk iqjQ"k lgdk;kZadMwu ldkjkRed 
izfrlkn feGrks- 

     

4 dkekP;k fBdk.kh Ekk>kk lgdk;kZadMwu vuknj gksrks-      

5 l{ke vlwu ns[khy iQDr L_kh vlY;k dkj.kkus eyk 
Mkoyys tkrs-  

     

6 Ekyk tckcnkjhph dkes fnyh u xsY;keqGs dkekps 
fofo/k vuqHko feGr ukghr- 

     

7 L_kh deZpk`;kaP;k dkekP;k osGk o rkl iqjQ"k 
deZpk`;kaP;k rqyusr xSjlksbZps vlrkr- 

     

8 dkekr ek>;kdMwu >kkysY;k pqdk eh usgehp ekU; 
djrs- 

     

9 Ekk>;k dkekP;k fBdk.kkojhy ifjfLFkrh/ okrkoj.k 
;kckcr eh lek/kkuh vkgs- 

     

10 dkekph foHkkx.kh gksrkuk eyk nq:;e ntkZph dkes 
fnyh tkrkr-  

     

11 ek>;k dkekP;k tkxh fuR;kP;k oS;fDrd xjtk iw.kZ 
gksrkr-(washroom, toilet etc.) 

     

12 L_kh vlY;kdkj.kkus dqor vlwu ns[khy egRoiw.kZ 
tckcnk`;k lksioY;k tkr ukghr- 

     

13 ofj"B vkf.k lgdk`;kacjkscj gks.kkjk la?k"kZ 
VkG.;klkBh L_kh deZpkjh nq:;e LojQikP;k 
fu;qDR;k fLodkjrkr- 

     

14 L_kh vlY;keqGs iqjQ"k deZpk`;kaP;k rqyusr 
inksUurhP;k la/kh deh vkgsr vls okVrs- 

     

15 Ekk>;k loZ lo;h pkaxY;k vkgsr-      
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v- dz- fo/kku SD D N A SA 

16 iqjQ"kh vgaHkkokeqGs L_kh deZpk`;kauk xSjorZukyk lkeksjs 
tkos ykxrs-  

     

17 dkekP;k fBdk.kkoj iqjQ"k lgdk;kZaaizek.ksp L_kh 
deZP;k`;kauk leku lksbZ vkgsr-  

     

18 iqjQ"k deZpkjh ek>;koj izHkqRo xkto.;kpk iz;Ru 
djrkr-  

     

19 eyk dke o dkeklanHkkZr ;s.kk`;k ,dw.k vuqHkokaeqGs 
uksdjh djrkuk mRlkg okVr ukgh- 

     

20 xaHkhj xqUg@;kaP;k riklklkBh L_kh deZpk`;kapk iqjQ"AkaP;k 
cjkscjhus fopkj gksrks-  

     

21 iqjQ"k deZpk`;kaP;k rqyusr L_kh;kauk jtk feG.ks vf/kd 
vo?kM tkrs- 

     

22 eh d/khp [kksVs cksyr ukgh-      

23 dkes djrkuk ofj"BkadMwu eyk vuko';d lwpuk fnY;k 
tkrkr- 

     

24 L_kh deZpkjh Eg.kwu dkekoj 'kkfCnd fVdk fVIi.khpk 
vuqHko eyk ;srks- 

     

25 dk;kZy;kr cl.;kP;k tkxslanHkkZr ek>;k xjtk o 
lqfo/kkapk fopkj dsyk tkrks-  

     

26 L_kh deZpk`;kauk dkekrqu ;s.kk`;k okbZV vuqHkokaeqGs 
R;kaps ekufld LokLF; [kkykosy v'kh Hkhrh okVrs- 

     

27 iksyhl [kkrs iqjQ"k iz/kku vlY;kus L_kh deZpk`;kauk 
nq:;e okx.kwd feGrs vls okVrs- 

     

28 T;k xks"Vh eyk ter ukgh] R;k eh nql`;kauk djk;yk 
lkaxr ukgh- 

     

29 L_kh o iqjQ"k ,dkp inkoj vlwugh iqjQ"k lgdkjh L_kh 
deZpk`;kauk enr dj.;kl lgt r;kj gksrkr- 

     

30 L_kh deZpk`;kapk ofj"BkadMwu usgehp vknj jk[kyk 
tkrks- 

     

31 dsoG efgykalkBh vko';d vl.kk`;k vkjksX;o/kZd 
LoPNrsP;k lqfo/kk ek>;k dkekP;k fBdk.kh miyC/k 
vkgsr- 
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v- dz- fo/kku SD D N A SA 

32 gqn@;kus deh vlwu ns[khy o;kus tkLr vlY;keqGs iqjQ"k 
deZpkjh ek>;k {kerkaoj vfo'Okkl nk[korkr- 

     

33 iqjQ"k deZpk`;ka'kh laokn lk/krkuk vMp.k ;sr ukgh-      

34 dk;kZy;hu fu.kZ;kae/;s eh dsysY;k lwpukaph leku 
ikrGhoj n[ky ?ksryh tkrs- 

     

35 Ekk>;k lHkksorkyps okrkoj.k eh usgeh LoPN Bsors-      

36 iqjQ"k lgdk`;kadMwu dkekP;k lanHkkZrhy fofo/k 
vMp.khauk lkeksjs tkrkuk izksRlkgu fnys tkrs- 

     

37 dke djr vlrkuk eh ns[khy foHkkxkrhy egRoiw.kZ 
lnL; vkgs vls vuqHkokl ;srs- 

     

38 iqjQ"kiz/kku okrkoj.kkeqGs dkek'kh lek;kstu dj.ks] 
tqGowu ?ks.ks eyk tM tkrs- 

     

39 eyk okVrs iksyhl nykr L_kh;kauk lekursph o ;ksX; 
okx.kwd feGrs-  

     

40 xaqrkxaqrhP;k fu.kZ; izfdz;sr L_kh deZpk`;kauk lgHkkxh 
djQu ?ksrys tkrs- 

     

41 iqjQ"k lgdkjh eyk lgdk;Z dj.;kl usgehp r;kj 
vlrkr- 

     

42 eh dks.kkykp d/khgh vi'kCn okijr ukgh-      

43 iqjQ"k deZpk`;kadMwu L_kh deZpk`;kaph gks.kkjh fVaxy gk 
fuR;kpk Hkkx vkgs- 

     

44 eh dsysY;k dkekps Js; eyk u fnsY;keqGs eyk lek/kku 
feGr ukgh- 

     

45 izR;{k dkekP;k lanHkkZr feG.kkjs izf'k{k.k o ekxZn'kZu 
L_kh deZpk`;kauk iqjQ"AkaP;k rqyusr deh feGrs-  

     

46 xaHkhj xqUg@;kaP;k riklklkBh vko';d vlysY;k 
vn@;;kor izf'k{k.kklkBh iqjQ"k vf/kdk`;kauk izk/kkU; 
fnys tkrs- 

     

47 eh djr vlysY;k dkekrwu ek>;k ekufld o 
lkekftd vis{kk iw.kZ gksrkr- 
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1- ojhy pkp.khr ueqn dsysY;k L_kh iksyhl deZpk`;kaP;k leL;kaO;frjhDr brj dkgh leL;k 
rqEgkayk tk.kor vlY;kl fygk- 
 

 

 

 

2- rqeP;k dkekP;k lanHkkZr ekxkhy 2 o"kkZr iqjQ"k lgdk`;kadMwu vkysyk ldkjkRed vuqHko 15 
rs 20 'kCnkar fygk- 
 

 

 

 

v- dz- fo/kku SD D N A SA 

48 dk;kZy;kr tk.;kl eyk d/khp m'khj gksr ukgh-      

49 dkeke/;s xjt vlrkuk vko';d ekxZn'kZu eyk dsys 
tkr ukgh- 

     

50 dkekrhy vkOgkukRed vk?kkM;kaoj dke dj.;kph la/kh 
L_kh;kauk fnyh tkr ukgh- 

     

51 iqjQ"kiz/kku okrkoj.kke/;s dke djr vlY;keqGs eyk 
lqjf{krrk tk.kors- 

     

52 dkekP;k fBdk.kh cSBd O;oLFksr ek>kh xSjlks; gksrs-      

53 leo;Ld iqjQ"k deZpk`;kacjkscj dke djrkuk vLoLFk 
okVrs- 

     

54 eyk dke djrkuk eS_khiw.kZ okrkoj.kkpk vuqHko ;srks-      

55 ,[kkns dke L_kh vkgs Eg.kwu te.kkjp ukgh vls L_kh 
deZpk`;kauk ,sdoys tkrs- 

     

56 L_kh deZpk`;kapk R;kaP;k inkuqlkj vknj Bsoyk tkrks-      

57 fofo/k izdkjph dkes djk;ph bPNk vlwuns[khy eyk 
izk/kkU; fnys tkr ukgh- 
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3- rqeP;k dkekP;k lanHkkZr ekxkhy 2 o"kkZr iqjQ"k lgdk`;kadMwu vkysyk udkjkRed vuqHko 15 
rs 20 'kCnkar fygk- 
 

 

 

 

 

4- 'kkldh; fu;e o pkSdV ;kaP;k e;kZnsr jkgwu vkiyk foHkkx o dke ;kaP;kr lq/kkj.kk 
vk.k.;klkBh 15 rs 20 'kCnkar dkgh lqpuk ekaMk-  
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Appendix – 1-B 

Questionnaire 

Gender Friendliness Scale for Police Officers (English version) 

 

City:                                              Department:                         Date: 

Age       Qualification:                       Married / Unmarried:     

Work Experience:                        Years of service in Police Dept: 

 Designation:                                 Husband’s Occupation: 

We need some information through this questionnaire, which can be beneficial for the 

research. This questionnaire contains questions about the work experiences of women 

employees of police department. Answers to these questions will be helpful to improve 

work related atmosphere of police women employees. The information provided by you 

will be kept confidential and it will be used only for research purpose. So, we request 

you to answer the questions, which are related to your work. 

Read the following instructions and answer all the questions honestly.  

Instructions 

Before answering the questions given below, read all the instructions carefully. 

Do not discuss with anybody while giving the responses. 

Do not respond to the questions under anybody’s influence. 

Give your own responses honestly. 

This scale contains of 57 statements, which are related to your work. In front of every 

statement four options are given. Read every statement carefully and indicate your 

response that you think is correct with the help of (√) this sign. While indicating your 

responses, please see that it is based on your own experience. Responding to all the 
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statements is compulsory. You should indicate only one response to every statement. 

There is no right or wrong answer in responses. 

For every statement, there are four options: 

● SD (Strongly Disagree) – If you strongly disagree with the statement, then 

indicate your response in the box of SD with the help of (√) this sign. 

● D (Disagree) – If you disagree with the statement, then indicate your response 

in the box of D with the help of (√) this sign. 

● A (Agree) – If you agree with the statement, then indicate your response in the 

box of A with the help of  (√) this sign.  

● SA (Strongly Agree) – If you strongly agree with the statement, then indicate 

your response in the box of SA with the help of (√) this sign. 

 

Sr. No. Statement SD D A SA 

1 I feel good while working with male 

colleagues from my department  
    

2 While sanctioning leaves, priority is given to 

female employees.     

3 I get positive response from male colleagues, 

to suggestions given by me.     

4 At work place, my colleagues disrespect me.     

  



 

 

129 

 

  

Sr. No. Statement SD D A SA 

5 Though I am capable, my department neglects 

me for various duties, only because I am a 

woman 

    

6 Since I am not given a responsible duty I do not 

get varied job experience. 
    

7 While considering duty timings and days, 

female employees are treated unfairly. 
    

8 I always accept my mistakes.     

9 I am satisfied with work environment at work 

place. 
    

10 At the time of work distribution, secondary 

work is allotted to me. 
    

11 At my work place, facilities like washroom and 

toilet are available. 
    

12 Though capable, just because I am a female, I 

am not given major responsibilities 
    

13 To avoid the conflicts with seniors and 

colleagues, female employees accept secondary 

appointments. 

    

14 Being a female employee, I think there are less 

opportunities of promotion as compared to male 

employees. 

    

15 I have all good habits.     

16 Due to male ego, female employees experience 

ill-treatment. 
    

17 At work place, female employees have similar 

facilities like male employees. 
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Sr. No. Statement SD D A SA 

18 Male employees try to dominate me.     

19 Due to overall working experience, I do not 

feel enthusiastic while working. 
    

20 Female and male employees are equally 

considered for the investigation of major 

offenses. 

   
 

 

22 I never lie.     

23 While working I am given unnecessary 

suggestions from male seniors. 
    

24 Being a female, I experience sarcastic 

comments from male colleagues at work place. 
    

25 At my work place, my requirements and needs 

related to my sitting arrangements are 

considered. 

    

26 Due to ill treatment at job, female employees 

have fear that their psychological well-being 

will deteriorate. 

    

27 Since police department is male dominated, I 

feel female employees receive secondary 

treatment. 

    

28 The things, which I cannot do, I don’t ask 

others to do those things. 
    

29 Male employees easily help female employees, 

though they are at same post 
    

30 Seniors always respect female employees.     

31 Health related cleanliness facilities for females 

are available at work place.  
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Sr. No. Statement SD D A SA 

32 Despite being low by designation, but as older 

than I am, male employees do not show faith in 

my capabilities. 

    

33 I do not face difficulties while communicating 

with male employees. 
    

34 In official decisions, my suggestions are 

equally honored. 
    

35 I always keep my surroundings neat and clean.     

36 While facing work related difficulties, female 

employees get encouraged by male colleagues. 
    

37 While working, I experience that I am also an 

equally important member of the department. 
    

38 Due to male dominating environment, I find it 

difficult to adjust at work. 
    

39 In police department, I feel female employees 

get equal and fair treatment. 
    

40 Female employees’ participation is considered 

in taking complicated decisions. 
    

41 Male employees are always ready to co-operate 

me. 
    

42 I never use abusing words for anyone.     

43 Taunting by male employees to female 

employees has become usual. 
    

44 I don’t feel satisfied as I don’t receive the credit 

for  the work that I have done 
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Sr. No. Statement SD D A SA 

45 As compared to male employees, female 

employees get less guidance and training related 

to actual work. 

    

46 Male employees are preferred for advanced 

training related to crime investigation. 
    

47 My mental and social expectations are fulfilled 

by the work that I do. 
    

48 I am never late to office.     

49 When needed I do not get essential guidance at 

work? 
    

50   Females are not given an opportunity to work 

on challenging problems. 
    

51 While working in a male dominated 

environment I feel secure. 
    

52 Being a female, I find sitting arrangement 

inconvenient at work place. 
    

53 I feel uneasy while working with male 

employees of same age. 
    

54 While working, I experience friendly 

environment 
    

55 Female Employees are told that, ‘because you 

are a female, therefore, you cannot do the work 

successfully’.  

    

56 Female employees are respected according to 

their designations. 
    

57 Though I am willing to do various types of 

work, I am not preferred for the same. 
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1  Please write if there are any other problems you have faced than the mentioned in 

questionnaire. 

 

 

 

 

 

2 Share your work related good experiences in last two years, while working with male 

employees (In 15 – 20 words) . 

 

 

 

1. Share your work related bad experiences in last two years, while working with male 

employees.(In 15 – 20 words). 

 

 

 

 

 

2. Give your suggestions to bring improvements in the department and work related 

issues (within the framework of the Government rules and regulations).  
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Appendix – 2 

Format of Interview of Senior Officers 

Gender friendliness of Maharashtra Police for uniformed women officers 

(From constable to Sub-Inspector) 

Name:                                                                            Age : 

Qualification:                                                                 Designation: 

Year of experience (Rural / Urban):                              Marital Status:   

Occupation of Spouse: 

Gender Friendliness in the study has been defined as having following four 

components 

● Work Environment 

● Gender respect 

● Gender equality 

● Co-operation 

 

1. Do male and female employees have equal potential for work?  

Yes Sometimes  No Am not sure 

 

2. Kindly give your views about the treatment given to women employees in the 

department. 

a. Is fair treatment given to female officers in the department? 

 

 

 

b.  If fair treatment is not given to female officers, what could be the reasons?  
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3. Do women officers get gender specific facilities like washroom, changing  

     room, proper sitting arrangement etc. at work place? 

Yes  No Sometimes Very few/not satisfactory 

 

4. Do you think that family and social responsibilities hamper the work of female 

employees? 

Yes Sometimes  No Am not sure 

 

If yes/sometimes, how can their impact be mitigated? 

 

 

5. Are women officers able to handle equal responsibilities? 

 

a. If yes what are the reasons? 

 

 

 

b. If not what are the reasons? 

 

 

6. Regardless of position and designation, do female officers get respect?  

Yes Sometimes Never Am not sure 

 

7. What could be the reasons for the above? 
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8. Pl. give your opinion about co-operation (like sharing responsibilities, helping  

     each other, guidance) between male and female employees.  

Very good  

co-operation 

Good  

co-operation 

Average  

co-operation 

Less than 

satisfactory 

cooperation 

 

9. We have found in the study that female officers rate about 25% satisfaction on 

Gender Friendliness – would you give your opinion/views/ reasons for the same? 

 

 

 

 

10. While designing policies for officers, is ‘Gender Friendliness’ taken into 

consideration? 

 

 

 

11. Kindly inform what you have done personally or as team leader for gender 

friendliness in Police at your level? Concrete examples shall help. 

 

 

12. How can gender friendliness be improved in Maharashtra Police? Kindly give 

concrete suggestions. 
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13. Are you aware of any national/international practice for improving gender 

friendliness by any organisation specially Police? 

 

 

 

 

 

 

 

14. What would be your suggestions for designing policies with reference to 

‘Gender Friendliness’ in the department? 
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Appendix – 3 

The item-total correlation with Means and SD for 64 statements (pilot study)  

Item No. Mean Std. Deviation total 

Q1 2.72 1.09 .316** 

Q2 1.64 1.35 .385** 

Q3 1.73 1.24 .441** 

Q4 2.64 1.26 .422** 

Q5 2.21 1.46 .556** 

Q6 2.01 1.53 .483** 

Q7 1.26 1.40 .325** 

Q9 2.37 1.29 .485** 

Q10 2.28 1.37 .481** 

Q12 1.88 1.69 .346** 

Q13 1.97 1.39 .560** 

Q14 1.72 1.48 .547** 

Q15 2.53 1.31 .425** 

Q17 1.86 1.39 .517** 

Q18 1.82 1.45 .583** 

Q19 2.45 1.36 .513** 

Q20 2.18 1.45 .463** 

Q21 1.92 1.38 .358** 

Q22 2.10 1.44 .526** 

Q25 2.25 1.36 .578** 

Q26 1.72 1.48 .653** 
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Item No. Mean Std. Deviation total 

Q27 1.69 1.47 .537** 

Q28 1.23 1.36 .425** 

Q29 1.86 1.37 .660** 

Q33 2.09 1.23 .573** 

Q34 2.05 1.39 .466** 

Q35 1.62 1.41 .446** 

Q36 2.04 1.20 .518** 

Q37 2.33 1.21 .380** 

Q38 2.01 2.70 .402** 

Q40 2.23 1.31 .429** 

Q41 2.50 1.28 .472** 

Q42 2.14 1.31 .526** 

Q43 1.87 1.33 .635** 

Q44 1.71 1.24 .371** 

Q45 2.09 1.27 .672** 

Q47 1.81 1.44 .555** 

Q48 1.54 1.38 .584** 

Q50 1.63 1.32 .468** 

Q51 1.94 1.30 .480** 

Q53 2.24 1.26 .379** 

Q55 1.91 1.30 .579** 

Q56 2.34 1.17 .446** 

Q57 2.16 1.43 .528** 

Q59 2.66 1.21 .496** 
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Item No. Mean Std. Deviation total 

Q60 2.54 1.23 .571** 

Q61 1.67 1.45 .705** 

Q63 2.35 1.35 .465** 

Q64 1.82 1.46 .641** 
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Appendix-4 

The factor component matrix with respective items (pilot study) 

Rotated Component Matrixa 

 Item No. Factor 1 Factor 2 Factor 3 Factor 4 

Q48 .736    

Q61 .726    

Q47 .709    

Q36 .689    

Q55 .688    

Q50 .660    

Q29 .647    

Q22 .646    

Q64 .645    

Q25 .601    

Q42 .582    

Q19 .564    

Q15 .563    

Q13 .559    

Q53 .536    

Q28 .505    

Q14 .502    

Q59 .478    

Q20 .461    
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Rotated Component Matrixa 

Item No. Factor 1 Factor 2 Factor 3 Factor 4 

Q17 .422    

Q7 .335    

Q56  .745   

Q33  .685   

Q60  .684   

Q45  .672   

Q63  .645   

Q40  .632   

Q51  .591   

Q43  .581   

Q34  .577   

Q37  .559   

Q57  .530   

Q27  .513   

Q35  .488   

Q41  .478   

Q38  .342   

Q5   .693  

Q10   .642  

Q18   .633  

Q4   .563  

Q26   .555  

Q12   .458  
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Rotated Component Matrixa 

Item No. Factor 1 Factor 2 Factor 3 Factor 4 

Q6   .445  

Q9   .443  

Q44    .757 

Q21    .619 

Q2    .539 

Q1    .479 

Q3    .431 
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Appendix-5 

 Responses classified in different factors/themes/ dimensions (pilot study) 

Sr. No. Factor Responses Frequency % 

1. Work 

Environment 

1. There should be eight-hour 

shift/duty.  
35 20.11 

2. Police station should be 

nearby the house.  
15 8.62 

3. There should be week-end off 

and more casual leave.  
10 5.74 

4. Police station should have 

facilities like – washroom, rest 

room and gym.  

7 4.02 

5. Facing family issues due to 

less number of leaves    

/holidays.  

5 2.87 

6. There should be facility of day 

care and cress.  
5 2.87 

7. There should not be political 

interference in work. 
2 1.14 

8. Do not assign night duties and 

outside duties to pregnant 

female employees and who are 

having kids of age less than 

five.  

2 1.14 

9. Outside duties create 

inconvenience in washroom, 

restroom.  

2 1.14 

10. There should be library 

facility.  
2 1.14 

11. Women officers require IT 

training.  
1 0.57 

12. Police station should have 

medical facilities. 
1 0.57 

13. Mid life health issues like 

menopausal period. 
1 0.57 
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Sr. No. Factor Responses Frequency % 

2. Gender 

Respect 

1. Experiences of bulling from 

seniors. 
10 5.74 

2. Some male employees’ 

conduct is not morally correct. 
3 1.72 

3. Male employees always talk 

about female employees in 

their absence.  

2 1.14 

4. Nobody takes action against 

male employees, though they 

are drunk when they are on 

duty.   

1 0.57 

3. Gender 

Equality 

1. Inferior treatment from male 

colleagues and male seniors.  
10 5.74 

2. Gender inequality while 

assigning duties.  
4 2.29 

3. Unequal treatment to different 

female employees based on 

their looks.  

3 1.72 

4. There should be fair work 

distribution.  
1 0.57 

5. Need of Workshops for female 

employees (Darbar). Meeting 

to discuss the problems. 

1 0.57 

6. Need of a separate jeep for 

female employees.  
1 0.57 

4. Cooperation 

1. Female employees do get 

guidance and cooperation 

from male employees.  

19 10.91 

2. Male employees rarely help. 10 5.74 

3. Bribe for sanctioning leaves.  6 3.44 

4. There should not be heavy 

workload during MC period.  
2 1.14 

5. Senior females do not 

cooperate. 
1 0.57 
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Sr. No. Factor Responses Frequency % 

5. Other 

1. Issue of transfer.  1 0.57 

2. Need Bachat gat.  1 0.57 

3. There should be police 

employee federation. 
1 0.57 
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Appendix-6 

Item analysis of Gender Friendliness Scale (N= 384). (Main study) 

Item Total correlation with Means and SD’s 

Item no. Mean S D Total 

Q1 2.23 .794 .512** 

Q2 1.40 .986 .611** 

Q3 1.49 .911 .619** 

Q4 2.01 .975 .611** 

Q5 1.75 1.075 .659** 

Q6 1.52 1.111 .579** 

Q7 1.29 1.084 .542** 

Q9 1.85 1.003 .575** 

Q10 1.87 1.061 .540** 

Q11 1.45 1.166 .515** 

Q12 1.61 1.064 .601** 

Q13 1.59 1.148 .670** 

Q14 1.93 1.089 .544** 

Q16 1.42 1.116 .616** 

Q17 1.56 1.119 .561** 

Q18 1.88 1.111 .657** 

Q19 1.70 1.085 .677** 

Q20 1.51 1.028 .465** 

Q21 1.80 1.070 .623** 

Q23 1.90 1.073 .604** 

Q24 1.42 1.122 .699** 

Q25 1.43 1.041 .639** 

Q26 1.23 1.083 .587** 

Q27 1.49 1.051 .709** 

Q29 1.72 .958 .474** 

Q30 1.66 1.009 .657** 

Q31 1.29 1.048 .568** 
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Item Total correlation with Means and SD’s 

Item no. Mean S D Total 

Q32 1.77 .995 .605** 

Q33 1.88 .958 .565** 

Q34 1.58 .952 .553** 

Q36 1.74 .960 .603** 

Q37 2.12 .842 .508** 

Q38 1.70 .974 .688** 

Q39 1.37 .997 .686** 

Q40 1.34 .992 .572** 

Q41 1.71 .926 .659** 

Q43 1.33 1.077 .630** 

Q44 1.31 1.041 .660** 

Q45 1.62 1.037 .504** 

Q46 1.29 1.010 .633** 

Q47 1.72 .972 .595** 

Q49 1.79 .954 .563** 

Q50 1.50 1.045 .607** 

Q51 1.78 .972 .483** 

Q52 1.77 1.006 .594** 

Q53 2.10 .957 .562** 

Q54 1.98 .904 .586** 

Q55 1.42 1.058 .671** 

Q56 1.71 1.023 .578** 

Q57 1.59 1.091 .661** 

Note: *. P <0.05  **. P <0.01. 
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Appendix-7 

 Factor structure matrix of the Gender Friendliness Scale (Main study) 

Sr.no. 
Factor one (Gender equality, Gender 

Respect, Cooperation) 
Factor 

one 

Factor 

two 
Factor 

three 

27 
iksyhl [kkrs iqjQ"k iz/kku vlY;kus L_kh deZpk`;kauk nq:;e 
okx.kwd feGrs vls okVrs- 

.70   

55 
,[kkns dke L_kh vkgs Eg.kwu te.kkjp ukgh vls L_kh 
deZpk`;kauk ,sdoys tkrs- 

.69   

5 
l{ke vlwu ns[khy iQDr L_kh vlY;k dkj.kkus eyk 
Mkoyys tkrs-  

.67   

44 
eh dsysY;k dkekps Js; eyk u fnsY;keqGs eyk lek/kku 
feGr ukgh- .66   

6 
Ekyk tckcnkjhph dkes fnyh u xsY;keqGs dkekps fofo/k 
vuqHko feGr ukghr- .66   

12 
L_kh vlY;kdkj.kkus dqor vlwu ns[khy egRoiw.kZ 
tckcnk`;k lksioY;k tkr ukghr- .65   

24 
L_kh deZpkjh Eg.kwu dkekoj 'kkfCnd fVdk fVIi.khpk 
vuqHko eyk ;srks- 

.64   

13 
ofj"B vkf.k lgdk`;kacjkscj gks.kkjk la?k"kZ VkG.;klkBh 
L_kh deZpkjh nq:;e LojQikP;k fu;qDR;k fLodkjrkr- 

64   

18 
iqjQ"k deZpkjh ek>;koj izHkqRo xkto.;kpk iz;Ru 
djrkr-  .64   

38 
iqjQ"kiz/kku okrkoj.kkeqGs dkek'kh lek;kstu dj.ks] 
tqGowu ?ks.ks eyk tM tkrs- 

.63 .  

50 
dkekrhy vkOgkukRed vk?kkM;kaoj dke dj.;kph la/kh 
L_kh;kauk fnyh tkr ukgh- 

.63   

57 
fofo/k izdkjph dkes djk;ph bPNk vlwuns[khy eyk 
izk/kkU; fnys tkr ukgh- .63   
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Sr.no. 
Factor one (Gender equality, Gender 

Respect, Cooperation) 
Factor 

one 

Factor 

two 
Factor 

three 

16 
iqjQ"kh vgaHkkokeqGs L_kh deZpk`;kauk xSjorZukyk lkeksjs 
tkos ykxrs-  

.62   

46 

xaHkhj xqUg@;kaP;k riklklkBh vko';d vlysY;k 
vn@;;kor izf'k{k.kklkBh iqjQ"k vf/kdk`;kauk izk/kkU; fnys 
tkrs- 

.59   

23 
dkes djrkuk ofj"BkadMwu eyk vuko';d lwpuk fnY;k 
tkrkr- 

.57   

26 
L_kh deZpk`;kauk dkekrqu ;s.kk`;k okbZV vuqHkokaeqGs R;kaps 
ekufld LokLF; [kkykosy v'kh Hkhrh okVrs- 

.57   

32 
gqn@;kus deh vlwu ns[khy o;kus tkLr vlY;keqGs iqjQ"k 
deZpkjh ek>;k {kerkaoj vfo'Okkl nk[korkr- .56   

21 
iqjQ"k deZpk`;kaP;k rqyusr L_kh;kauk jtk feG.ks vf/kd 
vo?kM tkrs- 

.53 .  

10 
dkekph foHkkx.kh gksrkuk eyk nq:;e ntkZph dkes fnyh 
tkrkr-  

.53 
 

  

7 
L_kh deZpk`;kaP;k dkekP;k osGk o rkl iqjQ"k deZpk`;kaP;k 
rqyusr xSjlksbZps vlrkr- 

.53   

19 
eyk dke o dkeklanHkkZr ;s.kk`;k ,dw.k vuqHkokaeqGs uksdjh 
djrkuk mRlkg okVr ukgh- 

.52 .  

49 
dkeke/;s xjt vlrkuk vko';d ekxZn'kZu eyk dsys 
tkr ukgh- 

.50   

45 
izR;{k dkekP;k lanHkkZr feG.kkjs izf'k{k.k o ekxZn'kZu 
L_kh deZpk`;kauk iqjQ"AkaP;k rqyusr deh feGrs-  

.49   

4 dkekP;k fBdk.kh Ekk>kk lgdk;kZadMwu vuknj gksrks- .49   
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Sr.no. 
Factor one (Gender equality, Gender 

Respect, Cooperation) 
Factor 

one 

Factor 

two 
Factor 

three 

43 
iqjQ"k deZpk`;kadMwu L_kh deZpk`;kaph gks.kkjh fVaxy gk 
fuR;kpk Hkkx vkgs- .46   

14 
L_kh vlY;keqGs iqjQ"k deZpk`;kaP;k rqyusr inksUurhP;k 
la/kh deh vkgsr vls okVrs- 

.44   

56 L_kh deZpk`;kapk R;kaP;k inkuqlkj vknj Bsoyk tkrks- .40   

 Factor Two (Work Enviornment)    

41 
iqjQ"k lgdkjh eyk lgdk;Z dj.;kl usgehp r;kj 
vlrkr- 

 .73  

54 
eyk dke djrkuk eS_khiw.kZ okrkoj.kkpk vuqHko ;srks- 

 
.66 

 
 

1 
Ekk>;k dkeklaca/khP;k O;Drhacjkscj dke djrkuk eh 
vkuanh vlrs  .65  

39 
eyk okVrs iksyhl nykr L_kh;kauk lekursph o ;ksX; 
okx.kwd feGrs-   .64  

36 
iqjQ"k lgdk`;kadMwu dkekP;k lanHkkZrhy fofo/k vMp.khauk 
lkeksjs tkrkuk izksRlkgu fnys tkrs-  .63  

37 
dke djr vlrkuk eh ns[khy foHkkxkrhy egRoiw.kZ lnL; 
vkgs vls vuqHkokl ;srs- 

 60  

9 
Ekk>;k dkekP;k fBdk.kkojhy ifjfLFkrh/ okrkoj.k 
;kckcr eh lek/kkuh vkgs- 

 .59  

47 
eh djr vlysY;k dkekrwu ek>;k ekufld o lkekftd 
vis{kk iw.kZ gksrkr- 

 .59  

33 
iqjQ"k deZpk`;ka'kh laokn lk/krkuk vMp.k ;sr ukgh- 

 
.58 

 
 

29 
L_kh o iqjQ"k ,dkp inkoj vlwugh iqjQ"k lgdkjh L_kh 
deZpk`;kauk enr dj.;kl lgt r;kj gksrkr- 

 .58  

  



 

 

152 

 

Sr.no. Factor Two (Work Enviornment) 
Factor 

one 

Factor 

two 
Factor 

three 

11 
ek>;k dkekP;k tkxh fuR;kP;k oS;fDrd xjtk iw.kZ 
gksrkr-(washroom, toilet etc.) 

 .58  

25 
dk;kZy;kr cl.;kP;k tkxslanHkkZr ek>;k xjtk o 
lqfo/kkapk fopkj dsyk tkrks-  

 .57  

30 L_kh deZpk`;kapk ofj"BkadMwu usgehp vknj jk[kyk tkrks-  .55  

31 
dsoG efgykalkBh vko';d vl.kk`;k vkjksX;o/kZd 
LoPNrsP;k lqfo/kk ek>;k dkekP;k fBdk.kh miyC/k vkgsr- 

 .55  

3 
eh dsysY;k lwpukauk iqjQ"k lgdk;kZadMwu ldkjkRed 
izfrlkn feGrks- 

 .52  

17 
dkekP;k fBdk.kkoj iqjQ"k lgdk;kZaaizek.ksp L_kh 
deZP;k`;kauk leku lksbZ vkgsr-  

 .49  

34 
dk;kZy;hu fu.kZ;kae/;s eh dsysY;k lwpukaph leku 
ikrGhoj n[ky ?ksryh tkrs- 

 .48  

51 
iqjQ"kiz/kku okrkoj.kke/;s dke djr vlY;keqGs eyk 
lqjf{krrk tk.kors- 

 .47  

40 
xaqrkxaqrhP;k fu.kZ; izfdz;sr L_kh deZpk`;kauk lgHkkxh djQu 
?ksrys tkrs- 

 .44  

52 dkekP;k fBdk.kh cSBd O;oLFksr ek>kh xSjlks; gksrs-  .43  

53 
leo;Ld iqjQ"k deZpk`;kacjkscj dke djrkuk vLoLFk 
okVrs-  .43  

2 jtk eatwj djrkuk L_kh;kapk izk/kkU;kus fopkj dsyk tkrks-  .41  

20 
xaHkhj xqUg@;kaP;k riklklkBh L_kh deZpk`;kapk iqjQ"AkaP;k 
cjkscjhus fopkj gksrks-   .33  
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Sr.no. Factor three (social desirability) 
Factor 

one 

Factor 

two 
Factor 

three 

22 
eh d/khp [kksVs cksyr ukgh- 

 
  .65 

48 dk;kZy;kr tk.;kl eyk d/khp m'khj gksr ukgh-   .58 

42 eh dks.kkykp d/khgh vi'kCn okijr ukgh-   .53 

28 
T;k xks"Vh eyk ter ukgh] R;k eh nql`;kauk 
djk;yk lkaxr ukgh-   .44 

8 
dkekr ek>;kdMwu >kkysY;k pqdk eh usgehp ekU; 
djrs- 

  .40 

15 Ekk>;k loZ lo;h pkaxY;k vkgsr-   .40 

35 
Ekk>;k lHkksorkyps okrkoj.k eh usgeh LoPN 
Bsors- 

  .36 
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Appendix-8 

  Item statistics for the reliability of the GF Scale (Main study) 

Item-Total Statistics 

Item No. 

Scale Mean 

if Item 

Deleted 

Scale 

Variance if 

Item Deleted 

Corrected 

Item-Total 

Correlation 

Cronbach's 

Alpha  if Item 

Deleted 

Q1 77.92 865.923 .462 .961 

Q2 78.75 854.030 .573 .960 

Q3 78.65 856.260 .581 .960 

Q4 78.14 854.961 .568 .960 

Q5 78.39 847.450 .630 .960 

Q6 78.63 852.612 .531 .960 

Q7 78.85 854.473 .514 .960 

Q9 78.30 855.311 .538 .960 

Q10 78.29 856.804 .487 .960 

Q11 78.68 852.097 .504 .960 

Q12 78.55 852.298 .562 .960 

Q13 78.58 846.063 .633 .960 

Q14 78.23 856.002 .488 .960 

Q16 78.73 849.408 .574 .960 

Q17 78.57 851.539 .535 .960 

Q18 78.26 845.304 .636 .960 

Q19 78.45 846.424 .642 .960 

Q20 78.63 860.744 .429 .961 

Q21 78.35 850.859 .585 .960 

Q23 78.26 852.019 .561 .960 

Q24 78.75 844.393 .665 .960 

Q25 78.71 849.194 .618 .960 

Q26 78.93 853.269 .540 .960 
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Item-Total Statistics 

Item No. 

Scale Mean 

if Item 

Deleted 

Scale 

Variance if 

Item Deleted 

Corrected 

Item-Total 

Correlation 

Cronbach's 

Alpha  if Item 

Deleted 

Q27 78.66 845.157 .687 .960 

Q29 78.42 862.283 .444 .961 

Q30 78.48 849.702 .635 .960 

Q31 78.84 852.331 .559 .960 

Q32 78.37 853.477 .580 .960 

Q33 78.27 857.918 .523 .960 

Q34 78.56 858.362 .513 .960 

Q36 78.39 854.655 .575 .960 

Q37 78.00 862.940 .490 .960 

Q38 78.44 849.743 .659 .960 

Q39 78.77 848.031 .668 .960 

Q40 78.83 856.917 .525 .960 

Q41 78.42 852.310 .646 .960 

Q43 78.83 850.733 .586 .960 

Q44 78.85 849.193 .622 .960 

Q45 78.54 859.521 .451 .961 

Q46 78.87 852.859 .588 .960 

Q47 78.42 854.891 .567 .960 

Q49 78.36 857.923 .523 .960 

Q50 78.65 852.371 .570 .960 

Q51 78.37 862.787 .431 .961 

Q52 78.38 853.731 .561 .960 

Q53 78.05 858.113 .518 .960 

Q54 78.16 857.403 .557 .960 

Q55 78.72 846.595 .647 .960 
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Item-Total Statistics 

Item No. 

Scale Mean 

if Item 

Deleted 

Scale 

Variance if 

Item Deleted 

Corrected 

Item-Total 

Correlation 

Cronbach's 

Alpha  if Item 

Deleted 

Q56 78.45 855.042 .533 .960 

Q57 78.55 846.626 .635 .960 



 

 

157 

 

Appendix-9 

Comparative Analysis of Qualitative responses 

Sr. 

No. 

Maximum 

Responses 

Frequency 

received                          

by 

constables  

for pilot 

study 

% 

Frequency 

received 

by 

constables 

for main 

study 

% 

Frequency 

received   

by officers 

for  main 

study 

% 

1 

There should be 

washroom/ 

restroom/ 

changing room 

facility in police 

station. 

7 4.02% 107 30.65% 5 10% 

2 

There should be 

eight hours duty./ 

Duty should be of 

fixed hours. 

35 20.11% 77 22.06% 9 18% 

3 

Male employees 

do not respect 

female employees 

/ Male employees 

keep taunting. / 

Male employees 

keep insulting 

female employees. 

10 5.74% 68 19.48% 9 18% 
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Sr. 

No. 

Maximum 

Responses 

Frequency 

received                          

by 

constables  

for pilot 

study 

% 

Frequency 

received 

by 

constables 

for main 

study 

% 

Frequency 

received   

by officers 

for  main 

study 

% 

4 

Male employees 

rarely help. / Male 

employees do not 

cooperate. / Male 

colleagues do not 

guide properly. 

10 5.74% 55 15.75% 5 
10% 

 

5 

 

Female employees 

do get guidance 

and cooperation 

from male 

employees. 

19 10.91% 54 15.47% 7 14% 

6 

Do not assign 

night duties to 

female constables, 

during M.C. 

period/during   

pregnancy/ when 

children are small. 

There should not 

be night duties for 

female employees 

unless there is a 

need of female 

employees for 

night duties. 

2 1.14% 
44 

 
 

12.60% 
 
 

1 
 
 

2% 
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Sr. 

No. 

Maximum 

Responses 

Frequency 

received                          

by 

constables  

for pilot 

study 

% 

Frequency 

received 

by 

constables 

for main 

study 

% 

Frequency 

received   

by officers 

for  main 

study 

% 

7 

There should be 

minimum two 

women constables 

on duty at a time. 

- - 36 10.31%    1 2% 

8 

Outside duties 

create 

inconvenience in 

washroom, 

restroom. 

2 1.14% 35 10.02%    1 2% 

9 

Male employees 

comment that 

female employees 

take salary for no 

work/Male 

employees give 

inferior treatment 

to female 

colleagues 

10 5.47% 47 13.42%    9 18% 

10 

Not enough 

departmental 

assignments given 

to female 

employees.Female 

employees are 

mostly assigned 

with wireless duty 

4 2.29% 53 15.18% 
   4 

 
8% 
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Sr. 

No. 

Maximum 

Responses 

Frequency 

received                          

by 

constables  

for pilot 

study 

% 

Frequency 

received 

by 

constables 

for main 

study 

% 

Frequency 

received   

by officers 

for  main 

study 

% 

11 

Sometimes moral 

conduct of male 

employees is not 

correct. 

3 1.72% 9 2.57% 3 6% 

12 

Weekends should 

be free /     

Holidays during 

festivals and more 

casual leaves. 

10 5.74% 30 8.59% 1 2 % 

13 

Extra duty hours 

create family  

problems. 

5 2.87% 25 7.16% - - 

14 

Leaves do not get 

sanctioned, for 

personal 

problems/have to 

pay bribe 

6 3.44% 18 5.15% - - 

15 
Need for place of 

duty near home 
15  8.62% 17 4.85% 1 2% 
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Appendix -10 

 

¶ÉÉºÉÊEòªÉ, ÊxÉ¨É¶ÉÉºÉÊEòªÉ ´É ¶ÉÉºÉxÉ +xÉÖnùÉÊxÉiÉ 

ºÉÆºlÉÉÆ¨ÉvÉÒ±É ºÉä´ÉÉ¨ÉvªÉä ¦É®úiÉÒºÉÉ`öÒ ¨ÉÊ½þ±ÉÉÆEò®úÒiÉÉ 

30% VÉÉMÉÉ +É®úÊIÉiÉ `äö´ÉhÉä¤ÉÉ¤ÉiÉ…. 

 

¨É½þÉ®úÉ¹]Åõ ¶ÉÉºÉxÉ 

¨ÉÊ½þ±ÉÉ ´É ¤ÉÉ±ÉEò±ªÉÉhÉ Ê´É¦ÉÉMÉ 

¶ÉÉºÉxÉ ÊxÉhÉÇªÉ Gò¨ÉÉÆEò : ºÉÆEòÒhÉÇ 1093/|É.Gò.366/EòÉ-2, 

¨ÉÆjÉÉªÉ±É,¨ÉÖÆ¤É<Ç-400032, ÊnùxÉÉÆEò 22 VÉÖxÉ 1994 

 

|ÉºiÉÉ´ÉxÉÉ:- ºÉ¨ÉÉVÉÉSªÉÉ ºÉ´ÉÇ IÉäjÉÉÆiÉÒ±É ÎºjÉªÉÉÆSÉä ºÉÆ®úIÉhÉ ´É Ê´ÉEòÉºÉ +ÉÊhÉò 

BEònÆùÊ®úiÉ ÎºjÉªÉÉÆSÉÉ ºÉ¨ÉÉVÉÉiÉÒ±É nùVÉÉÇ =ÆSÉÉ´ÉhÉä ªÉÉ MÉÉä¹]õÓxÉÉ ®úÉVªÉ ¶ÉÉºÉxÉ iÉºÉäSÉ 

Eåòpù ¶ÉÉºÉxÉ ¤É®äúSÉ ¨É½þi´É näùiÉ +É½ä.þ ªÉÉ où¹]õÒEòÉäxÉÉiÉÚxÉ Eåòpù ¶ÉÉºÉxÉÉxÉä ¨ÉÉxÉ´É 

ºÉÆºÉÉvÉxÉ Ê´ÉEòÉºÉ ¨ÉÆjÉÉ±ÉªÉÉ¨ÉvªÉä ¨ÉÊ½þ±ÉÉ ´É ¤ÉÉ±ÉEò±ªÉÉhÉ ½þÉ º´ÉiÉÆjÉ Ê´É¦ÉÉMÉ 

ÊxÉ¨ÉÉÇhÉ Eäò±Éä±ÉÉ +É½ä.þ iªÉÉSÉ vÉiÉÔ´É®ú ®úÉVªÉÉiÉ ¨ÉÊ½þ±ÉÉ ´É ¤ÉÉ±ÉEò±ªÉÉhÉ Ê´É¦ÉÉMÉ 

ºlÉÉ{ÉxÉ Eò®úhªÉÉiÉ +É±Éä±ÉÉ +É½äþ. VÉÒ´ÉxÉÉSªÉÉ |ÉiªÉäEò IÉäjÉÉiÉ ÎºjÉªÉÉÆxÉÉ Ênù±ÉÉ 

VÉÉhÉÉ®úÉ +ºÉ¨ÉÉxÉ nùVÉÉÇ +ÉÊhÉ +xªÉÉªÉÉSÉÒ ´ÉÉMÉhÉÖEò iªÉÉSÉ|É¨ÉÉhÉä ºÉÆÊ´ÉvÉÉxÉÉSªÉÉ 

´É ÎºjÉªÉÉÆSÉä Eò±ªÉÉhÉ ´É ºÉÆ®úIÉhÉ ªÉÉºÉÆ¤ÉÆvÉÒSªÉÉ <iÉ®ú EòÉªÉtÉiÉÒ±É iÉ®úiÉÖnùÓSÉÉ Eäò±ÉÉ 

VÉÉhÉÉ®úÉ ¦ÉÆMÉ ªÉÉ¨ÉÖ³äý VÉÉMÉ¯ûEòiÉäxÉä näùJÉ®äúJÉ `äö´ÉhªÉÉSÉä EòÉ¨É {ÉÉ®ú {ÉÉb÷hªÉÉºÉÉ`öÒ 

iÉºÉäSÉ ÎºjÉªÉÉÆSÉÒ MÉÉ-½þÉhÉÒ nÖù®ú Eò®úhÉä +ÊvÉEò ºÉÖ±É¦É ½þÉähªÉÉºÉÉ`öÒ Eåòpù ¶ÉÉºÉxÉÉxÉä 

®úÉ¹]ÅõÒªÉ ¨ÉÊ½þ±ÉÉ +ÉªÉÉäMÉÉSÉÒ ºlÉ{ÉxÉÉ Eäò±Éä±ÉÒ +É½äþ.  
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ªÉÉ ®úÉ¹]ÅõÒªÉ ̈ ÉÊ½þ±ÉÉ +ÉªÉÉäMÉÉSªÉÉ vÉiÉÔ´É®ú ®úÉVªÉ ¶ÉÉºÉxÉÉxÉä½þÒ ̈ É½þÉ®úÉ¹]Åõ ®úÉVªÉ ̈ ÉÊ½þ±ÉÉ 

+ÉªÉÉäMÉÉSÉÒ ºlÉÉ{ÉxÉÉ Eäò±Éä±ÉÒ +É½äþ. º´ÉÉiÉÆjªÉ Ê¨É³ýÉ±ªÉÉ{ÉÉºÉÖxÉ +ÉVÉiÉÉMÉÉªÉiÉ 

ÎºjÉªÉÉÆSªÉÉ =zÉiÉÒºÉÉ`öÒ ¤É-ªÉÉSÉ ={ÉÉªÉªÉÉäVÉxÉÉ Eäò±Éä±ªÉÉ +É½äþiÉ. ºÉÆÊ´ÉvÉÉxÉÉ¨ÉvªÉä½þÒ 

iÉ¶ÉÒ iÉ®úiÉÖnù Eò®úhªÉÉiÉ +É±Éä±ÉÒ +É½ä.þ {É®ÆúiÉÖ ªÉÉSÉÉ ¡òÉ®úºÉÉ ¡òÉªÉnùÉ ºÉ¨ÉÉVÉÉiÉÒ±É 

¨ÉÊ½þ±ÉÉÆxÉÉ ZÉÉ±ÉÉ +ºÉä ÊnùºÉÚxÉ ªÉäiÉ xÉÉ½þÒ. º´ÉÉiÉÆjªÉ |ÉÉ{iÉÒxÉÆiÉ®ú ºÉ¨ÉÉVÉÉiÉÒ±É <iÉ®ú 

Eò¨ÉEÖò´ÉiÉ PÉ]õEòÉÆ|É¨ÉÉhÉä ÎºjÉªÉÉÆSªÉÉ =zÉiÉÒºÉÉ`öÒ Ê´É¶Éä¹É EòÉ½þÒ Eäò±Éä VÉÉ<Ç±É +¶ÉÒ 

vÉÉ®úhÉÉ ½þÉäiÉÒ. Eåòpù ¶ÉÉºÉxÉÉxÉä, ®úÉVªÉ ¶ÉÉºÉxÉÉxÉä ¤É-ªÉÉSÉ ={ÉÉªÉªÉÉäVÉxÉÉ Eäò±Éä±ªÉÉ 

+É½äþiÉ. iÉ®úÒ ºÉÖvnùÉ ¨ÉÊ½þ±ÉÉÆ´É®ú ½þÉähÉÉ®äú +iªÉÉSÉÉ®ú, ½ÖÆþb÷É¤É³ýÒ, ÎºjÉªÉÉÆSÉÒ +ÉÌlÉEò 

Ê{É³ý´ÉhÉÚEò, +ÉÌlÉEò nùVÉÉÇ, ºÉÉIÉ®úiÉäSÉä |É¨ÉÉhÉ ´É +{ÉÖ-ªÉÉ +É®úÉäMªÉ ºÉÖÊ´ÉvÉÉ, 

¨ÉÊ½þ±ÉÉÆSÉÉ Uô³ý <iªÉÉÊnù +tÉ{É ºÉÖ¯û +É½äþ. ªÉÉSÉä ̈ ÉÖ³ý EòÉ®úhÉ ÎºjÉªÉÉ ªÉÉ º´ÉiÉ:SªÉÉ 

{ÉÉªÉÉ´É®ú =¦ªÉÉ xÉÉ½þÒiÉ +ºÉä ÊnùºÉÚxÉ ªÉäiÉä. ÊiÉSÉÒ +ÉÌlÉEò ÎºlÉiÉÒ ºÉÖvÉÉ®úhÉä 

+É´É¶ªÉEò +É½äþ. iªÉÉ¨ÉÖ³äý ¨ÉÊ½þ±ÉÉÆxÉÉ {ÉÖ¯û¹ÉÉÆSªÉÉ ¤É®úÉä¤É®úÒxÉä ºÉÆvÉÒ näùhÉä +{ÉäÊIÉiÉ 

+ºÉ±Éä iÉ®úÒ |ÉiªÉIÉÉiÉ iÉºÉä PÉb÷±Éä xÉÉ½þÒ. iªÉÉ¨ÉÖ³äý ºÉÆÊ´ÉvÉÉxÉÉxÉä Ênù±Éä±ªÉÉ ¨ÉÖ±É¦ÉÚiÉ 

½þCEòÉÆSªÉÉ +xÉÖ®úÉävÉÉxÉäSÉ ¨ÉÊ½þ±ÉÉÆSªÉÉ =zÉiÉÒºÉÉ`öÒ ¶ÉÉºÉÊEòªÉ ´É ÊxÉ¨É¶ÉÉºÉÊEòªÉ 

xÉÉäEò®úÒiÉ ¨ÉÊ½þ±ÉÉÆºÉÉ`öÒ +É®úIÉhÉ ={É±É¤vÉ Eò¯ûxÉ näùhÉä MÉ®úVÉäSÉä `ö®úiÉä. 
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ÊxÉhÉÇªÉ 

1. ́ É®ú xÉ¨ÉÖnù Eäò±Éä±ÉÒ {ÉÊ®úÎºlÉiÉÒ Ê´ÉSÉÉ®úÉiÉ PÉä>ðxÉ ¶ÉÉºÉÊEòªÉ, ÊxÉ¨É¶ÉÉºÉÊEòªÉ 

´É ¶ÉÉºÉxÉ +xÉÖnùÉÊxÉiÉ ºÉÆºlÉÉ ªÉÉÆSªÉÉ ºÉä´ÉäiÉ ÊxÉªÉÖCiÉÒºÉÉ`öÒ ¨ÉÊ½þ±ÉÉÆEò®úÒiÉÉ 

VÉÉMÉÉ ®úÉJÉÒ´É `äö´ÉhªÉÉSÉÉ |ÉºiÉÉ´É ¶ÉÉºÉxÉÉSªÉÉ Ê´ÉSÉÉ®úÉvÉÒxÉ ½þÉäiÉÉ. ªÉÉ¤ÉÉ¤ÉiÉ  

Ê´ÉSÉÉ®úÉ+ÆiÉÒ ¶ÉÉºÉxÉÉxÉä +ºÉÉ ÊxÉhÉÇªÉ PÉäiÉ±ÉÉ +É½äþ EòÒ, ¶ÉÉºÉÊEòªÉ 

ÊxÉ¨É¶ÉÉºÉÊEòªÉ ´É ¶ÉÉºÉxÉ +xÉÖnùÉÊxÉiÉ ºÉÆºlÉÉ ªÉÉÆSªÉÉ ºÉä´ÉäiÉ ÊxÉªÉÖCiÉÒºÉÉ`öÒ 

+xÉÖºÉÖÊSÉ VÉÉiÉÒ, +xÉÖºÉÖÊSÉiÉ VÉ¨ÉÉiÉÒ, Ê´É¨ÉÖCiÉ VÉÉiÉÒ ´É ¦É]õCªÉÉ VÉ¨ÉÉiÉÒ, 

<iÉ®ú ¨ÉÉMÉÉºÉ´ÉMÉÔªÉ, ¨ÉÉVÉÒ ºÉèÊxÉEò, |ÉEò±{ÉOÉºiÉ ´ªÉCiÉÒ ´É ¶ÉÉ®úÒÊ®úEòoù¹]õªÉÉ 

+{ÉÆMÉ ́ ªÉCiÉÒ ªÉÉÆSÉäEò®úÒiÉÉ VªÉÉ VÉÉMÉÉ ®úÉJÉÒ´É ̀ äö´É±ªÉÉ +É½äþiÉ iªÉÉ VÉÉMÉÉÆ{ÉèEòÒ 

iªÉÉ iªÉÉ |É´ÉMÉÉÇiÉÒ±É ¨ÉÊ½þ±ÉÉÆºÉÉ`öÒ 30% VÉÉMÉÉ ®úÉJÉÒ´É `äö´ÉhªÉÉiÉ ªÉÉ´ªÉÉiÉ. 

iÉlÉÉÊ{É VÉälÉä ̈ ÉÉVÉÒ ºÉèÊxÉEò |É´ÉMÉÉÇiÉÒ±É ̈ ÉÊ½þ±ÉÉ ={É±É¤vÉ xÉºÉiÉÒ±É iÉälÉä <iÉ®újÉ 

+nù±ÉÉ¤Énù±É xÉ Eò®úiÉÉ ´É iÉä +É®úIÉhÉ {ÉÖfäø xÉ +ÉäføiÉÉ ´ÉÒ®ú{ÉixÉÒ (¨ÉÉVÉÒ 

ºÉèÊxÉEòÉSÉÒ {ÉixÉÒ), {ÉÊ®úiªÉCiÉÉ ¨ÉÊ½þ±ÉÉ, ÊxÉ®úÉvÉÉ®ú ¨ÉÊ½þ±ÉÉ ´É iÉ¯ûhÉ Ê´ÉvÉ´ÉÉ 

ªÉÉÆSªÉÉEò®úÒiÉÉ ´ÉÉ{É®úhªÉÉiÉ ªÉÉ´Éä. ªÉÉÊ¶É´ÉÉªÉ VªÉÉ VÉÉMÉÉ JÉÖ±ªÉÉ |É´ÉMÉÉÇºÉÉ`öÒ 

={É±É¤vÉ ®úÉ½þiÉÒ±É iªÉÉ VÉÉMÉÉÆ{ÉèEòÒ 30% ò VÉÉMÉÉ ¨ÉÊ½þ±ÉÉÆºÉÉ`öÒ ®úÉJÉÒ´É 

`äö´ÉhªÉÉiÉ ªÉÉ´ªÉÉiÉ  

2. ́ É®ú {ÉÊ®úSUäônù 1 ¨ÉvªÉä xÉ¨ÉÖnù Eäò±ªÉÉxÉÖºÉÉ®ú ¨ÉÊ½þ±ÉÉÆºÉÉ`öÒ +É®úIÉhÉ Ê´É½þÒiÉ 

Eò®úhªÉÉiÉ +É±ªÉÉxÉÆiÉ®ú VÉ®ú ºÉÆ¤ÉÆÊvÉiÉ |É´ÉMÉÉÇ¨ÉvªÉä ¨ÉÊ½þ±ÉÉ =¨Éänù´ÉÉ®ú ={É±É¤vÉ 

½þÉäiÉ xÉºÉiÉÒ±É iÉ®ú ªÉÉ +É®úIÉhÉÉºÉÉ`öÒ ¨ÉÉMÉÉºÉ´ÉMÉÔªÉÉÆSÉä ¤ÉÉ¤ÉiÉÒiÉ 5 

´É¹ÉÉÇ{ÉªÉÈxiÉ, +{ÉÆMÉÉSªÉÉ ¤ÉÉ¤ÉiÉÒiÉ 3 ´É¹ÉÉÈ{ÉªÉÈxiÉ ´É ¨ÉÉVÉÒ ºÉèÊxÉEòÉÆSªÉÉ 

¤ÉÉ¤ÉiÉÒiÉ 1 ́ É¹ÉÉÇ{ÉªÉÈiÉ +xÉÖ¶Éä¹É {ÉÖfäø SÉÉ±ÉÖ ̀ äö´ÉhªÉÉiÉ ªÉÉ´ÉÉ. JÉÖ±ªÉÉ |É´ÉMÉÉÇiÉÒ±É 

¨ÉÊ½þ±ÉÉÆSÉÉ +xÉÖ¶Éä¹É 3 ́ É¹ÉÉÇ{ÉªÉÈiÉ {ÉÖfäø SÉÉ±ÉÖ ̀ äö´ÉhªÉÉiÉ ªÉÉ´ÉÉ. |ÉEò±{ÉOÉºiÉÉÆSªÉÉ 
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¤ÉÉ¤ÉiÉÒiÉ ºÉnù®ú iÉ®úiÉÖnù ±ÉÉMÉÖ ½þÉähÉÉ®ú xÉÉ½þÒ. ºÉnù®ú½Öþ +xÉÖ¶Éä¹É ¦É®úhªÉÉ¤ÉÉ¤ÉiÉ 

ºÉÆ¤ÉÆÊvÉiÉ EòÉ±ÉÉ´ÉvÉÒiÉ ºÉiÉiÉ {ÉÉ`ö{ÉÖ®úÉ´ÉÉ Eò¯ûxÉ =¨Éänù´ÉÉ®ú ={É±É¤vÉ ½þÉäiÉ 

xÉºÉiÉÒ±É iÉ®ú ½äþ +É®úIÉhÉ <iÉ®újÉ +nù±ÉÉ¤Énù±É xÉ Eò®úiÉÉ iªÉÉSÉ |É´ÉMÉÉÇiÉÒ±É 

{ÉÖ¯û¹É =¨Éänù´ÉÉ®úÉ¨ÉÉ¡ÇòiÉ ¦É®úhªÉÉiÉ ªÉÉ´Éä. 

3. JÉÖ±ªÉÉ |É´ÉMÉÉÇiÉÒ±É ¨ÉÊ½þ±ÉÉÆºÉÉ`öÒ +ºÉ±Éä±Éä 30%  +É®úIÉhÉ ¶ÉÉºÉÊEòªÉ, 

ÊxÉ¨É¶ÉÉºÉÊEòªÉ ´É ¶ÉÉºÉxÉ +xÉÖnùÉÊxÉiÉ ºÉÆºlÉÉ ªÉÉÆSªÉÉ ºÉä´ÉäiÉÒ±É ´ÉMÉÇ-1 SªÉÉ 

¨ÉÊ½þ±ÉÉ +ÊvÉEòÉ®úÒ, ¨ÉÊ½þ±ÉÉ |ÉÉä¡äò¶ÉxÉ±ºÉ, nùÉäxÉ ´Éä³ýÉ ¨ÉÖnùiÉ(]õMÉÇ) {ÉÖhÉÇ 

ZÉÉ±Éä±ªÉÉ ¨ÉÊ½±ÉþÉ Ê´ÉvÉÒ¨ÉÆb÷³ý ºÉnùºªÉÉ, ¨ÉÊ½þ±ÉÉ ºÉÆºÉnù ºÉnùºªÉÉ, iÉºÉäSÉ 

ÊGò¨ÉÒ±Éä+®ú |É´ÉMÉÉÇiÉÒ±É EÖò]ÖÆõ¤ÉÉiÉÒ±É ¨ÉÊ½þ±ÉÉ ºÉÆnùºªÉÉÆSªÉÉ EÖò]ÖÆõÊ¤ÉªÉÉÆxÉÉ ½äþ 

+É®úIÉhÉ +xÉÖYÉäªÉ +ºÉhÉÉ®ú xÉÉ½þÒ. 

4. ̈ ÉÊ½þ±ÉÉÆºÉÉ`öÒ Ê´ÉÊ½þiÉ Eò®úhªÉÉiÉ +É±Éä±Éä 30% +É®úIÉhÉ ½äþ ¡òCiÉ    

   ºÉ®ú³ýºÉä´ÉÉ ¦É®úiÉÒ Eò®úÒiÉÉ +xÉÖYÉäªÉ ®úÉ½þÒ±É. 

5. ¶ÉÉºÉÊEòªÉ, ÊxÉ¨É¶ÉÉºÉÊEòªÉ ºÉä́ ÉäiÉÒ±É +xÉÖºÉÖÊSÉiÉ VÉÉiÉÒ, +xÉÖºÉÖÊSÉiÉ VÉ¨ÉÉiÉÒ, 

Ê´É¨ÉÖCiÉ VÉÉiÉÒ, ´É ¦É]õCªÉÉ VÉ¨ÉÉiÉÒ,  <iÉ®ú ¨ÉÉMÉÉºÉ´ÉMÉÔªÉ, ¨ÉÉVÉÒ ºÉèÊxÉEò ´É 

|ÉEò±{ÉOÉºiÉ ´ªÉCiÉÒ ªÉÉ |É´ÉMÉÉÇiÉÒ±É ¨ÉÊ½þ±ÉÉÆSªÉÉ +É®úIÉhÉÉSÉÒ 

+Æ¨É±É¤ÉVÉÉ´ÉhÉÒ ºÉÉ¨ÉÉxªÉ |É¶ÉÉºÉxÉ Ê´É¦ÉÉMÉÉ¨ÉÉ¡ÇòiÉ Eò®úhªÉÉiÉ ªÉÉ´ÉÒ. 

6. ¶ÉÉ®úÒÊ®úEò où¹]õªÉÉ +{ÉÆMÉÉºÉÉ`öÒSªÉÉ |É´ÉMÉÉÇiÉÒ±É ¨ÉÊ½þ±ÉÉÆSªÉÉ +É®úIÉhÉÉSÉÒ 

+Æ¨É±É¤ÉVÉÉ´ÉhÉÒ ºÉ¨ÉÉVÉEò±ªÉÉhÉ, ºÉÉÆºEÞòiÉÒEò EòÉªÉÇ ́ É ÊGòb÷É Ê´É¦ÉÉMÉÉ¨ÉÉ¡ÇòiÉ 

Eò®úhªÉÉiÉ ªÉÉ´ÉÒ. 

7. JÉÖ±ªÉÉ |É´ÉMÉÉÇiÉÒ±É ¨ÉÊ½þ±ÉÉÆºÉÉ`öÒ +ºÉ±Éä±ªÉÉ +É®úIÉhÉÉSÉÒ +¨ÉÆ±É¤ÉVÉÉ´ÉhÉÒ 

¨ÉÊ½þ±ÉÉ ´É ¤ÉÉ±ÉEò±ªÉÉhÉ Ê´É¦ÉÉMÉÉ¨ÉÉ¡ÇòiÉ Eò®úhªÉÉiÉ ªÉÉ´ÉÒ. 
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8. ºÉÉ¨ÉÉxªÉ |É¶ÉÉºÉxÉ Ê´É¦ÉÉMÉÉ¨ÉÉ¡ÇòiÉ ¨ÉÉMÉÉºÉ´ÉMÉÔªÉÉÆSªÉÉ +É®úIÉhÉÉºÉÉ`öÒSÉÒ VÉÒ 

Ë¤ÉnÖù xÉÉ¨ÉÉ´É±ÉÒ `äö´ÉhªÉÉiÉ +É±Éä±ÉÒ +É½äþ, iªÉÉ Ë¤ÉnÖù xÉÉ¨ÉÉ´É±ÉÒ¨ÉvªÉä iªÉÉ iªÉÉ 

|É´ÉMÉÉÇiÉÒ±É ¨ÉÊ½þ±ÉÉÆSªÉÉ +É®úIÉhÉÉ¤ÉÉ¤ÉiÉ ºÉÉ¨ÉÉxªÉ |É¶ÉÉºÉxÉ Ê´É¦ÉÉMÉÉ¨ÉÉ¡ÇòiÉ 

Ë¤ÉnÖù ÊxÉÎ¶SÉiÉ Eò®úhªÉÉiÉ ªÉÉ´ÉäiÉ. 

9. ̈ ÉÉMÉÉºÉ´ÉMÉÔªÉÉÆSÉä +É®úIÉhÉ ´É <iÉ®ú +É®úIÉhÉÉÆ¤ÉÉ¤ÉiÉ ¦É®úiÉÓºÉÉ`öÒ VÉä ÊxÉªÉ¨É, 

+]õÒ ´É ¶ÉiÉÔ +É½äþiÉ iÉäSÉ ÊxÉªÉ¨É, +]õÒ ´É ¶ÉiÉÔ iªÉÉ iªÉÉ |É´ÉMÉÉÇiÉÒ±É 

¨É½þÒ±ÉÉÆºÉÉ`öÒSªÉÉ +É®úIÉhÉÉ¤ÉÉ¤ÉiÉ½þÒ ±ÉÉMÉÖ ½þÉäiÉÒ±É. 

10. ½äþ +Énäù¶É ÊnùxÉÉÆEò 1 BÊ|É±É 1994 {ÉÉºÉÖxÉ +Æ¨É±ÉÉiÉ ªÉäiÉÒ±É. 

11. ½þÉ ¶ÉÉºÉxÉ ÊxÉhÉÇªÉ ºÉÉ¨ÉÉxªÉ |É¶ÉÉºÉxÉ Ê´É¦ÉÉMÉÉSªÉÉ ´É ºÉ¨ÉÉVÉEò±ªÉÉhÉ, 

ºÉÉÆºEÞòÊiÉEò EòÉªÉÇ ´É ÊGòb÷É Ê´É¦ÉÉMÉÉSªÉÉ ºÉ½þ¨ÉiÉÒxÉä ºÉÉ¨ÉÉxªÉ |É¶ÉÉºÉxÉ 

Ê´É¦ÉÉMÉÉSªÉÉ +xÉÉè{ÉSÉÉÊ®úEò ºÉÆnù¦ÉÇ Gò¨ÉÉÆEò: 677/|ÉºÉºÉä ÊnùxÉÉÆEò 30 BÊ|É±É 

1994 +x´ÉªÉä ÊxÉMÉÇÊ¨ÉiÉ Eò®úhªÉÉiÉ ªÉäiÉ +É½äþ. 

 

  ¨É½þÉ®úÉ¹]ÅõÉSÉä ®úÉVªÉ{ÉÉ±É ªÉÉÆSªÉÉ +Énäù¶ÉÉxÉÖºÉÉ®ú ´É xÉÉ´ÉÉxÉä 

 

Ê¶É.ÊSÉÆ.¨ÉÉä®äú 

+´É®ú ºÉÊSÉ´É, ¨É½þÉ®úÉ¹]Åõ 

¶ÉÉºÉxÉ. 
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pana 5 

inayama 14 
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pana 25 

inayama 57 
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Pana 31 va 32 

inayama 63 3 
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pana 31 va 32 

inayama 63 3 
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pana 91 

inayama 157 
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pana 92 

inayama 158 
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pana 144 

inayama 213 2 
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inayama 215 9 
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inayama 220 
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¶ÉÉºÉÊEòªÉ, ÊxÉ¨É¶ÉÉºÉÊEòªÉ ´É ¶ÉÉºÉxÉ +xÉÖnùÉÊxÉiÉ 

ºÉÆºlÉÉÆ¨ÉvÉÒ±É ºÉä´ÉÉ¨ÉvªÉä ¦É®úiÉÒºÉÉ`öÒ ¨ÉÊ½þ±ÉÉÆEò®úÒiÉÉ 

30% VÉÉMÉÉ +É®úÊIÉiÉ `äö´ÉhÉä¤ÉÉ¤ÉiÉ…. 

 

¨É½þÉ®úÉ¹]Åõ ¶ÉÉºÉxÉ 

¨ÉÊ½þ±ÉÉ ´É ¤ÉÉ±ÉEò±ªÉÉhÉ Ê´É¦ÉÉMÉ 

¶ÉÉºÉxÉ ÊxÉhÉÇªÉ Gò¨ÉÉÆEò : ºÉÆEòÒhÉÇ 1093/|É.Gò.366/EòÉ-2, 

¨ÉÆjÉÉªÉ±É,¨ÉÖÆ¤É<Ç-400032, ÊnùxÉÉÆEò 22 VÉÖxÉ 1994 

 

|ÉºiÉÉ´ÉxÉÉ:- ºÉ¨ÉÉVÉÉSªÉÉ ºÉ´ÉÇ IÉäjÉÉÆiÉÒ±É ÎºjÉªÉÉÆSÉä ºÉÆ®úIÉhÉ ´É Ê´ÉEòÉºÉ +ÉÊhÉò 

BEònÆùÊ®úiÉ ÎºjÉªÉÉÆSÉÉ ºÉ¨ÉÉVÉÉiÉÒ±É nùVÉÉÇ =ÆSÉÉ´ÉhÉä ªÉÉ MÉÉä¹]õÓxÉÉ ®úÉVªÉ ¶ÉÉºÉxÉ iÉºÉäSÉ 

Eåòpù ¶ÉÉºÉxÉ ¤É®äúSÉ ¨É½þi´É näùiÉ +É½ä.þ ªÉÉ où¹]õÒEòÉäxÉÉiÉÚxÉ Eåòpù ¶ÉÉºÉxÉÉxÉä ¨ÉÉxÉ´É 

ºÉÆºÉÉvÉxÉ Ê´ÉEòÉºÉ ¨ÉÆjÉÉ±ÉªÉÉ¨ÉvªÉä ¨ÉÊ½þ±ÉÉ ´É ¤ÉÉ±ÉEò±ªÉÉhÉ ½þÉ º´ÉiÉÆjÉ Ê´É¦ÉÉMÉ 

ÊxÉ¨ÉÉÇhÉ Eäò±Éä±ÉÉ +É½ä.þ iªÉÉSÉ vÉiÉÔ´É®ú ®úÉVªÉÉiÉ ¨ÉÊ½þ±ÉÉ ´É ¤ÉÉ±ÉEò±ªÉÉhÉ Ê´É¦ÉÉMÉ 

ºlÉÉ{ÉxÉ Eò®úhªÉÉiÉ +É±Éä±ÉÉ +É½äþ. VÉÒ´ÉxÉÉSªÉÉ |ÉiªÉäEò IÉäjÉÉiÉ ÎºjÉªÉÉÆxÉÉ Ênù±ÉÉ 

VÉÉhÉÉ®úÉ +ºÉ¨ÉÉxÉ nùVÉÉÇ +ÉÊhÉ +xªÉÉªÉÉSÉÒ ´ÉÉMÉhÉÖEò iªÉÉSÉ|É¨ÉÉhÉä ºÉÆÊ´ÉvÉÉxÉÉSªÉÉ 

´É ÎºjÉªÉÉÆSÉä Eò±ªÉÉhÉ ´É ºÉÆ®úIÉhÉ ªÉÉºÉÆ¤ÉÆvÉÒSªÉÉ <iÉ®ú EòÉªÉtÉiÉÒ±É iÉ®úiÉÖnùÓSÉÉ Eäò±ÉÉ 

VÉÉhÉÉ®úÉ ¦ÉÆMÉ ªÉÉ¨ÉÖ³äý VÉÉMÉ¯ûEòiÉäxÉä näùJÉ®äúJÉ `äö´ÉhªÉÉSÉä EòÉ¨É {ÉÉ®ú {ÉÉb÷hªÉÉºÉÉ`öÒ 

iÉºÉäSÉ ÎºjÉªÉÉÆSÉÒ MÉÉ-½þÉhÉÒ nÖù®ú Eò®úhÉä +ÊvÉEò ºÉÖ±É¦É ½þÉähªÉÉºÉÉ`öÒ Eåòpù ¶ÉÉºÉxÉÉxÉä 

®úÉ¹]ÅõÒªÉ ¨ÉÊ½þ±ÉÉ +ÉªÉÉäMÉÉSÉÒ ºlÉ{ÉxÉÉ Eäò±Éä±ÉÒ +É½äþ. ªÉÉ ®úÉ¹]ÅõÒªÉ ¨ÉÊ½þ±ÉÉ 

+ÉªÉÉäMÉÉSªÉÉ vÉiÉÔ´É®ú ®úÉVªÉ ¶ÉÉºÉxÉÉxÉä½þÒ ¨É½þÉ®úÉ¹]Åõ ®úÉVªÉ  
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¨ÉÊ½þ±ÉÉ +ÉªÉÉäMÉÉSÉÒ ºlÉÉ{ÉxÉÉ Eäò±Éä±ÉÒ +É½äþ. º´ÉÉiÉÆjªÉ Ê¨É³ýÉ±ªÉÉ{ÉÉºÉÖxÉ 

+ÉVÉiÉÉMÉÉªÉiÉ ÎºjÉªÉÉÆSªÉÉ =zÉiÉÒºÉÉ`öÒ ¤É-ªÉÉSÉ ={ÉÉªÉªÉÉäVÉxÉÉ Eäò±Éä±ªÉÉ +É½äþiÉ. 

ºÉÆÊ´ÉvÉÉxÉÉ¨ÉvªÉä½þÒ iÉ¶ÉÒ iÉ®úiÉÖnù Eò®úhªÉÉiÉ +É±Éä±ÉÒ +É½ä.þ {É®ÆúiÉÖ ªÉÉSÉÉ ¡òÉ®úºÉÉ 

¡òÉªÉnùÉ ºÉ¨ÉÉVÉÉiÉÒ±É ̈ ÉÊ½þ±ÉÉÆxÉÉ ZÉÉ±ÉÉ +ºÉä ÊnùºÉÚxÉ ªÉäiÉ xÉÉ½þÒ. º´ÉÉiÉÆjªÉ |ÉÉ{iÉÒxÉÆiÉ®ú 

ºÉ¨ÉÉVÉÉiÉÒ±É <iÉ®ú Eò¨ÉEÖò´ÉiÉ PÉ]õEòÉÆ|É¨ÉÉhÉä ÎºjÉªÉÉÆSªÉÉ =zÉiÉÒºÉÉ`öÒ Ê´É¶Éä¹É EòÉ½þÒ 

Eäò±Éä VÉÉ<Ç±É +¶ÉÒ vÉÉ®úhÉÉ ½þÉäiÉÒ. Eåòpù ¶ÉÉºÉxÉÉxÉä, ®úÉVªÉ ¶ÉÉºÉxÉÉxÉä ¤É-ªÉÉSÉ 

={ÉÉªÉªÉÉäVÉxÉÉ Eäò±Éä±ªÉÉ +É½äþiÉ. iÉ®úÒ ºÉÖvnùÉ ¨ÉÊ½þ±ÉÉǼ É®ú ½þÉähÉÉ®äú +iªÉÉSÉÉ®ú, 

½ÖÆþb÷É¤É³ýÒ, ÎºjÉªÉÉÆSÉÒ +ÉÌlÉEò Ê{É³ý´ÉhÉÚEò, +ÉÌlÉEò nùVÉÉÇ, ºÉÉIÉ®úiÉäSÉä |É¨ÉÉhÉ ´É 

+{ÉÖ-ªÉÉ +É®úÉäMªÉ ºÉÖÊ´ÉvÉÉ, ¨ÉÊ½þ±ÉÉÆSÉÉ Uô³ý <iªÉÉÊnù +tÉ{É ºÉÖ¯û +É½äþ. ªÉÉSÉä ¨ÉÖ³ý 

EòÉ®úhÉ ÎºjÉªÉÉ ªÉÉ º´ÉiÉ:SªÉÉ {ÉÉªÉÉ´É®ú =¦ªÉÉ xÉÉ½þÒiÉ +ºÉä ÊnùºÉÚxÉ ªÉäiÉä. ÊiÉSÉÒ 

+ÉÌlÉEò ÎºlÉiÉÒ ºÉÖvÉÉ®úhÉä +É´É¶ªÉEò +É½äþ. iªÉÉ¨ÉÖ³äý ¨ÉÊ½þ±ÉÉÆxÉÉ {ÉȪ û¹ÉÉÆSªÉÉ 

¤É®úÉä¤É®úÒxÉä ºÉÆvÉÒ näùhÉä +{ÉäÊIÉiÉ +ºÉ±Éä iÉ®úÒ |ÉiªÉIÉÉiÉ iÉºÉä PÉb÷±Éä xÉÉ½þÒ. iªÉÉ¨ÉÖ³äý 

ºÉÆÊ´ÉvÉÉxÉÉxÉä Ênù±Éä±ªÉÉ ¨ÉÖ±É¦ÉÚiÉ ½þCEòÉÆSªÉÉ +xÉÖ®úÉävÉÉxÉäSÉ ¨ÉÊ½þ±ÉÉÆSªÉÉ =zÉiÉÒºÉÉ`öÒ 

¶ÉÉºÉÊEòªÉ ´É ÊxÉ¨É¶ÉÉºÉÊEòªÉ xÉÉäEò®úÒiÉ ¨ÉÊ½þ±ÉÉÆºÉÉ`öÒ +É®úIÉhÉ ={É±É¤vÉ Eò¯ûxÉ näùhÉä 

MÉ®úVÉäSÉä `ö®úiÉä. 
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ÊxÉhÉÇªÉ 

12. ́ É®ú xÉ¨ÉÖnù Eäò±Éä±ÉÒ {ÉÊ®úÎºlÉiÉÒ Ê´ÉSÉÉ®úÉiÉ PÉä>ðxÉ ¶ÉÉºÉÊEòªÉ, ÊxÉ¨É¶ÉÉºÉÊEòªÉ ´É 

¶ÉÉºÉxÉ +xÉÖnùÉÊxÉiÉ ºÉÆºlÉÉ ªÉÉÆSªÉÉ ºÉä´ÉäiÉ ÊxÉªÉÖCiÉÒºÉÉ`öÒ ̈ ÉÊ½þ±ÉÉÆEò®úÒiÉÉ VÉÉMÉÉ ®úÉJÉÒ´É 

`äö´ÉhªÉÉSÉÉ |ÉºiÉÉ´É ¶ÉÉºÉxÉÉSªÉÉ Ê´ÉSÉÉ®úÉvÉÒxÉ ½þÉäiÉÉ. ªÉÉ¤ÉÉ¤ÉiÉ Ê´ÉSÉÉ®úÉ+ÆiÉÒ ¶ÉÉºÉxÉÉxÉä 

+ºÉÉ ÊxÉhÉÇªÉ PÉäiÉ±ÉÉ +É½äþ EòÒ, ¶ÉÉºÉÊEòªÉ ÊxÉ¨É¶ÉÉºÉÊEòªÉ  

´É ¶ÉÉºÉxÉ +xÉÖnùÉÊxÉiÉ ºÉÆºlÉÉ ªÉÉÆSªÉÉ ºÉä´ÉäiÉ ÊxÉªÉÖCiÉÒºÉÉ`öÒ +xÉÖºÉÖÊSÉ VÉÉiÉÒ, 

+xÉÖºÉÖÊSÉiÉ VÉ¨ÉÉiÉÒ, Ê´É¨ÉÖCiÉ VÉÉiÉÒ ́ É ¦É]õCªÉÉ VÉ¨ÉÉiÉÒ, <iÉ®ú ̈ ÉÉMÉÉºÉ´ÉMÉÔªÉ, ̈ ÉÉVÉÒ 

ºÉèÊxÉEò, |ÉEò±{ÉOÉºiÉ ´ªÉCiÉÒ ´É ¶ÉÉ®úÒÊ®úEòoù¹]õªÉÉ +{ÉÆMÉ ´ªÉCiÉÒ ªÉÉÆSÉäEò®úÒiÉÉ VªÉÉ 

VÉÉMÉÉ ®úÉJÉÒ´É `äö´É±ªÉÉ +É½äþiÉ iªÉÉ VÉÉMÉÉÆ{ÉèEòÒ iªÉÉ iªÉÉ |É´ÉMÉÉÇiÉÒ±É ¨ÉÊ½þ±ÉÉÆºÉÉ`öÒ 

30% VÉÉMÉÉ ®úÉJÉÒ´É `äö´ÉhªÉÉiÉ ªÉÉ´ªÉÉiÉ. iÉlÉÉÊ{É VÉälÉä ¨ÉÉVÉÒ ºÉèÊxÉEò |É´ÉMÉÉÇiÉÒ±É 

¨ÉÊ½þ±ÉÉ ={É±É¤vÉ xÉºÉiÉÒ±É iÉälÉä <iÉ®újÉ +nù±ÉÉ¤Énù±É xÉ Eò®úiÉÉ ´É iÉä +É®úIÉhÉ {ÉÖfäø 

xÉ +ÉäføiÉÉ ´ÉÒ®ú{ÉixÉÒ (¨ÉÉVÉÒ ºÉèÊxÉEòÉSÉÒ {ÉixÉÒ), {ÉÊ®úiªÉCiÉÉ ¨ÉÊ½þ±ÉÉ, ÊxÉ®úÉvÉÉ®ú 

¨ÉÊ½þ±ÉÉ ´É iÉ¯ûhÉ Ê´ÉvÉ´ÉÉ ªÉÉÆSªÉÉEò®úÒiÉÉ ´ÉÉ{É®úhªÉÉiÉ ªÉÉ´Éä. ªÉÉÊ¶É´ÉÉªÉ VªÉÉ VÉÉMÉÉ 

JÉÖ±ªÉÉ |É´ÉMÉÉÇºÉÉ`öÒ ={É±É¤vÉ ®úÉ½þiÉÒ±É iªÉÉ VÉÉMÉÉÆ{ÉèEòÒ 30% ò VÉÉMÉÉ ¨ÉÊ½þ±ÉÉÆºÉÉ`öÒ 

®úÉJÉÒ´É `äö´ÉhªÉÉiÉ ªÉÉ´ªÉÉiÉ  

13. ´É®ú {ÉÊ®úSUäônù 1 ¨ÉvªÉä xÉ¨ÉÖnù Eäò±ªÉÉxÉÖºÉÉ®ú ¨ÉÊ½þ±ÉÉÆºÉÉ`öÒ +É®úIÉhÉ Ê´É½þÒiÉ 

Eò®úhªÉÉiÉ +É±ªÉÉxÉÆiÉ®ú VÉ®ú ºÉÆ¤ÉÆÊvÉiÉ |É´ÉMÉÉÇ¨ÉvªÉä ¨ÉÊ½þ±ÉÉ =¨Éänù´ÉÉ®ú ={É±É¤vÉ ½þÉäiÉ 

xÉºÉiÉÒ±É iÉ®ú ªÉÉ +É®úIÉhÉÉºÉÉ`öÒ ¨ÉÉMÉÉºÉ´ÉMÉÔªÉÉÆSÉä ¤ÉÉ¤ÉiÉÒiÉ 5 ´É¹ÉÉÇ{ÉªÉÈxiÉ, 

+{ÉÆMÉÉSªÉÉ ¤ÉÉ¤ÉiÉÒiÉ 3 ´É¹ÉÉÈ{ÉªÉÈxiÉ ´É ¨ÉÉVÉÒ ºÉèÊxÉEòÉÆSªÉÉ ¤ÉÉ¤ÉiÉÒiÉ 1 ´É¹ÉÉÇ{ÉªÉÈiÉ 

+xÉÖ¶Éä¹É {ÉÖfäø SÉÉ±ÉÖ `äö´ÉhªÉÉiÉ ªÉÉ´ÉÉ. JÉÖ±ªÉÉ |É´ÉMÉÉÇiÉÒ±É ¨ÉÊ½þ±ÉÉÆSÉÉ +xÉÖ¶Éä¹É 3 

´É¹ÉÉÇ{ÉªÉÈiÉ {ÉÖfäø SÉÉ±ÉÖ `äö´ÉhªÉÉiÉ ªÉÉ´ÉÉ. |ÉEò±{ÉOÉºiÉÉÆSªÉÉ ¤ÉÉ¤ÉiÉÒiÉ ºÉnù®ú iÉ®úiÉÖnù 

±ÉÉMÉÖ ½þÉähÉÉ®ú xÉÉ½þÒ. ºÉnù®ú½Öþ +xÉÖ¶Éä¹É ¦É®úhªÉÉ¤ÉÉ¤ÉiÉ ºÉÆ¤ÉÆÊvÉiÉ EòÉ±ÉÉ´ÉvÉÒiÉ ºÉiÉiÉ 
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{ÉÉ`ö{ÉÖ®úÉ´ÉÉ Eò¯ûxÉ =¨Éänù´ÉÉ®ú ={É±É¤vÉ ½þÉäiÉ xÉºÉiÉÒ±É iÉ®ú ½äþ +É®úIÉhÉ <iÉ®újÉ 

+nù±ÉÉ¤Énù±É xÉ Eò®úiÉÉ iªÉÉSÉ |É´ÉMÉÉÇiÉÒ±É {ÉÖ¯û¹É =¨Éänù´ÉÉ®úÉ¨ÉÉ¡ÇòiÉ ¦É®úhªÉÉiÉ ªÉÉ´Éä. 

14. JÉÖ±ªÉÉ |É´ÉMÉÉÇiÉÒ±É ¨ÉÊ½þ±ÉÉÆºÉÉ`öÒ +ºÉ±Éä±Éä 30%  +É®úIÉhÉ ¶ÉÉºÉÊEòªÉ, 

ÊxÉ¨É¶ÉÉºÉÊEòªÉ ´É ¶ÉÉºÉxÉ +xÉÖnùÉÊxÉiÉ ºÉÆºlÉÉ ªÉÉÆSªÉÉ ºÉä´ÉäiÉÒ±É ´ÉMÉÇ-1 SªÉÉ ¨ÉÊ½þ±ÉÉ  

+ÊvÉEòÉ®úÒ, ¨ÉÊ½þ±ÉÉ |ÉÉä¡äò¶ÉxÉ±ºÉ, nùÉäxÉ ´Éä³ýÉ ¨ÉÖnùiÉ(]õMÉÇ) {ÉÖhÉÇ ZÉÉ±Éä±ªÉÉ ¨ÉÊ½±ÉþÉ 

Ê´ÉvÉÒ¨ÉÆb÷³ý ºÉnùºªÉÉ, ¨ÉÊ½þ±ÉÉ ºÉÆºÉnù ºÉnùºªÉÉ, iÉºÉäSÉ ÊGò¨ÉÒ±Éä+®ú |É´ÉMÉÉÇiÉÒ±É 

EÖò]ÖÆõ¤ÉÉiÉÒ±É ¨ÉÊ½þ±ÉÉ ºÉÆnùºªÉÉÆSªÉÉ EÖò]ÖÆõÊ¤ÉªÉÉÆxÉÉ ½äþ +É®úIÉhÉ +xÉÖYÉäªÉ +ºÉhÉÉ®ú xÉÉ½þÒ. 

15. ¨ÉÊ½þ±ÉÉÆºÉÉ`öÒ Ê´ÉÊ½þiÉ Eò®úhªÉÉiÉ +É±Éä±Éä 30% +É®úIÉhÉ ½äþ ¡òCiÉ ºÉ®ú³ýºÉä´ÉÉ 

¦É®úiÉÒ Eò®úÒiÉÉ +xÉÖYÉäªÉ ®úÉ½þÒ±É. 

16. ¶ÉÉºÉÊEòªÉ, ÊxÉ¨É¶ÉÉºÉÊEòªÉ ºÉä́ ÉäiÉÒ±É +xÉÖºÉÖÊSÉiÉ VÉÉiÉÒ, +xÉÖºÉÖÊSÉiÉ VÉ¨ÉÉiÉÒ 

, Ê´É¨ÉÖCiÉ VÉÉiÉÒ, ´É ¦É]õCªÉÉ VÉ¨ÉÉiÉÒ,  <iÉ®ú ¨ÉÉMÉÉºÉ´ÉMÉÔªÉ, ¨ÉÉVÉÒ ºÉèÊxÉEò ´É 

|ÉEò±{ÉOÉºiÉ ´ªÉCiÉÒ ªÉÉ |É´ÉMÉÉÇiÉÒ±É ¨ÉÊ½þ±ÉÉÆSªÉÉ +É®úIÉhÉÉSÉÒ +Æ¨É±É¤ÉVÉÉ´ÉhÉÒ 

ºÉÉ¨ÉÉxªÉ |É¶ÉÉºÉxÉ Ê´É¦ÉÉMÉÉ¨ÉÉ¡ÇòiÉ Eò®úhªÉÉiÉ ªÉÉ´ÉÒ. 

17. ¶ÉÉ®úÒÊ®úEò où¹]õªÉÉ +{ÉÆMÉÉºÉÉ`öÒSªÉÉ |É´ÉMÉÉÇiÉÒ±É ¨ÉÊ½þ±ÉÉÆSªÉÉ +É®úIÉhÉÉSÉÒ 

+Æ¨É±É¤ÉVÉÉ´ÉhÉÒ ºÉ¨ÉÉVÉEò±ªÉÉhÉ, ºÉÉÆºEÞòiÉÒEò EòÉªÉÇ ´É ÊGòb÷É Ê´É¦ÉÉMÉÉ¨ÉÉ¡ÇòiÉ 

Eò®úhªÉÉiÉ ªÉÉ´ÉÒ. 

18. JÉÖ±ªÉÉ |É´ÉMÉÉÇiÉÒ±É ¨ÉÊ½þ±ÉÉÆºÉÉ`öÒ +ºÉ±Éä±ªÉÉ +É®úIÉhÉÉSÉÒ +¨ÉÆ±É¤ÉVÉÉ´ÉhÉÒ 

¨ÉÊ½þ±ÉÉ ´É ¤ÉÉ±ÉEò±ªÉÉhÉ Ê´É¦ÉÉMÉÉ¨ÉÉ¡ÇòiÉ Eò®úhªÉÉiÉ ªÉÉ´ÉÒ. 

19. ºÉÉ¨ÉÉxªÉ |É¶ÉÉºÉxÉ Ê´É¦ÉÉMÉÉ¨ÉÉ¡ÇòiÉ ¨ÉÉMÉÉºÉ´ÉMÉÔªÉÉÆSªÉÉ +É®úIÉhÉÉºÉÉ`öÒSÉÒ VÉÒ 

Ë¤ÉnÖù xÉÉ¨ÉÉ´É±ÉÒ ä̀ö´ÉhªÉÉiÉ +É±Éä±ÉÒ +É½äþ, iªÉÉ Ë¤ÉnÖù xÉÉ¨ÉÉ´É±ÉÒ¨ÉvªÉä iªÉÉ iªÉÉ 

|É´ÉMÉÉÇiÉÒ±É ¨ÉÊ½þ±ÉÉÆSªÉÉ +É®úIÉhÉÉ¤ÉÉ¤ÉiÉ ºÉÉ¨ÉÉxªÉ |É¶ÉÉºÉxÉ Ê´É¦ÉÉMÉÉ¨ÉÉ¡ÇòiÉ Ë¤ÉnÖù 

ÊxÉÎ¶SÉiÉ Eò®úhªÉÉiÉ ªÉÉ´ÉäiÉ. 
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20. ¨ÉÉMÉÉºÉ´ÉMÉÔªÉÉÆSÉä +É®úIÉhÉ ´É <iÉ®ú +É®úIÉhÉÉÆ¤ÉÉ¤ÉiÉ ¦É®úiÉÓºÉÉ`öÒ VÉä ÊxÉªÉ¨É, 

+]õÒ ´É ¶ÉiÉÔ +É½äþiÉ iÉäSÉ ÊxÉªÉ¨É, +]õÒ ´É ¶ÉiÉÔ iªÉÉ iªÉÉ |É´ÉMÉÉÇiÉÒ±É 

¨É½þÒ±ÉÉÆºÉÉ`öÒSªÉÉ +É®úIÉhÉÉ¤ÉÉ¤ÉiÉ½þÒ ±ÉÉMÉÖ ½þÉäiÉÒ±É. 

21. ½äþ +Énäù¶É ÊnùxÉÉÆEò 1 BÊ|É±É 1994 {ÉÉºÉÖxÉ +Æ¨É±ÉÉiÉ ªÉäiÉÒ±É. 

22. ½þÉ ¶ÉÉºÉxÉ ÊxÉhÉÇªÉ ºÉÉ¨ÉÉxªÉ |É¶ÉÉºÉxÉ Ê´É¦ÉÉMÉÉSªÉÉ ´É ºÉ¨ÉÉVÉEò±ªÉÉhÉ, 

ºÉÉÆºEÞòÊiÉEò EòÉªÉÇ ´É ÊGòb÷É Ê´É¦ÉÉMÉÉSªÉÉ ºÉ½þ¨ÉiÉÒxÉä ºÉÉ¨ÉÉxªÉ |É¶ÉÉºÉxÉ Ê´É¦ÉÉMÉÉSªÉÉ 

+xÉÉè{ÉSÉÉÊ®úEò ºÉÆnù¦ÉÇ Gò¨ÉÉÆEò: 677/|ÉºÉºÉä ÊnùxÉÉÆEò 30 BÊ|É±É 1994 +x´ÉªÉä 

ÊxÉMÉÇÊ¨ÉiÉ Eò®úhªÉÉiÉ ªÉäiÉ +É½äþ. 
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Police academies in India to integrate gender sensitivity 

 One World South Asia (http://southasia.oneworld.net/) April 24, 2015 

CSR imparts training to broaden the perspective of active duty police officers 

and change their thought-process to ensure that women seeking police assistance 

receive an appropriate response in a timely and unbiased manner. 

New Delhi: The Centre for Social Research, in partnership with UN Women, National 

Human Rights Commission and the state police training academies, is carrying out a 

massive gender sensitization drive to integrate gender as an integral element of the 

police training curricula across India. 

As a result of this initiative, the trainers in various police academies in UP, 

Haryana, Andhra Pradesh, Karnataka and Madhya Pradesh are undergoing 

comprehensive trainings in gender sensitization through out this year. The training 

targets gazetted officers at the sub-inspector level. 

“Our trainings aim to improve their understanding of gender within a human rights 

framework and help officers perceive themselves as active agents for women’s human 

rights.  We help police officers see how they can contribute towards equity in all areas 

of civic life by promoting gender justice,” says Dr Ranjana Kumari, Director, Centre 

for Social Research, New Delhi. 

The trainings have already taken place in Dr B R AmbedkarPolice Academy, 

Moradabad, UP and Haryana Police Academy. These will be followed by similar 

trainings in Lucknow Police Academy (Uttar Pradesh), Mysore Police Academy 

(Karnataka), National Police Academy (Hyderabad) and Rewa Police Academy 

(Madhya Pradesh) this year. 
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The initiative is a very timely and unique collaborative effort by the 

organisations. In the light of increasing incidents of violence against women across the 

country, this programme will help the police officials develop more sensitive responses. 

These programmes are designed to cover the important elements like understanding the 

needs of victims; realizing one’s own capacity to help and their constraints; interpreting 

existing legislation with a view to correct application; awareness of judicial processes; 

awareness of policies and laws that aim to protect the citizenry; and problems caused 

by resorting to reconciliation that often puts women victims in condemning situations- 

making them accept violence and discrimination as a part of their lives instead of 

addressing the need for justice. 

“Police needs gender sensitization as they have maximum interaction with the public. 

These trainings will help the participant trainers further carry out the trainings," says J 

S Kochher, Joint Secretary, National Human Rights Commission. 

“As the society is moving forward, the family structures and the role of women are 

also changing. The problems that women face today have increased considerably. As a 

result of these trainings, our police officers will be better equipped to deal with gender 

related issues. They will become better counselors and will address social issues with a 

gender just perspective,” says K K Sindhu, Director, Haryana Police Academy. 

The trainings are designed to discuss and deliberate on the basic concept of gender i.e. 

the difference between gender and sex, stereotypes, defining roles and responsibilities, 

understanding concepts of patriarchy and power relations, issues related to human 

trafficking, vulnerability factors, response of community, response of police/ law 

enforcing agencies, role of media, human rights violation, etc. 
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Reported incidents of crime against women in India  

(National Crime Records Bureau) 

A total of 3,09,546 cases of crime against women (both under various sections of IPC 

and SLL) were reported in the country duringthe year 2013 as compared to2,44,270 in 

the year 2012, thus showing an increase of 26.7% during the year 2013. 

These crimes have continuously increased in reporting during 2009 - 2013 with 

2,03,804 cases in 2009 and 2,13,585 cases in2010 and 2,28,649 cases in 2011,2,44,270 

cases 2012 and 3,09,546cases in the year 2013. Andhra Pradesh with 7.3% share of 

country’s women population has reported nearly 10.6% of total crimes committed 

against women at All India level, by reporting 32,809 cases, and Uttar Pradesh 

accounting for nearly16.7% of the country’s women population, has accounted for 

10.5%of total cases of crimes against women in the country by reporting 32,546 cases 

during the year 2013. 
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