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Abstract: Gender discrimination remains a persistent
and widespread issue that significantly impacts
individuals across various aspects of their lives. This
study aims to examine the ongoing presence of gender
bias within different sectors of society, including the
workplace, education, and media. By analysing both
historical and modern instances of gender
discrimination, the research seeks to offer a thorough
understanding of how this issue has evolved and the
mechanisms by which it affects individuals and
institutions. In  professional settings, gender
discrimination often manifests in unequal pay, the
underrepresentation of women in leadership positions,
and workplace cultures that sometimes tolerate or
ignore harassment. Despite the introduction of although
efforts have been made through different policies and
initiatives to foster gender equality, widespread
systemic challenges persist, hindering women’s career
progression. This study explores the root causes of these
challenges, focusing on deeply ingrained stereotypes
and biases related to gender that influence hiring,
promotion practices, and everyday workplace
dynamics. Education is another significant domain
where gender bias is prevalent. From primary school to
higher education, gender-based assumptions influence
students' academic experiences. These biases can affect
the subject’s students pursue, the encouragement they
receive from teachers, and the resources available to
them. This research examines the role educational
institutions play in either reinforcing or challenging
traditional gender norms, and how policies, teaching
methods, and extracurricular activities shape students’
understanding of gender roles. The media, serving as
both a mirror of and an influence on societal attitudes,
plays a pivotal role in either perpetuating or
dismantling gender stereotypes. This study investigates
the historical underrepresentation and stereotypical
portrayal of women in various media forms, including
film, television, advertising, and social media. This
study employs both qualitative and quantitative
techniques to present a complete and nuanced analysis
of gender discrimination and harassment. Qualitative
data, including interviews and case studies, provide
deeper insights into personal experiences, focusing on
the emotional and psychological effects of these issues.
These personal accounts highlight often overlooked
dimensions of discrimination and harassment, such as
their long-term impacts on mental health, career

development, and interpersonal relationships.
Meanwhile, quantitative analysis helps uncover larger
trends and patterns, such as harassment prevalence
across industries, the effectiveness of anti-harassment
policies, and the progress made in narrowing the gender
gap in certain fields. Through an investigation of
persistent gender discrimination and the anti-
harassment movement's progression, this research
enhances the collective understanding and resolution of
challenges facing individuals in various sectors. It
emphasizes the importance of intersection lists, cultural
change, and practical policy solutions in the ongoing
fight for gender equality, offering a road-map for
continued progress in this crucial area.
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INTRODUCTION

Gender discrimination and harassment have been
widespread issues throughout history, taking many
forms and impacting individuals from all walks of
life. Despite significant progress toward equality,
gender-based inequality and harassment continue to
be deeply ingrained in numerous cultures and
institutions. This introduction emphasizes the critical
need to address these challenges, exploring their
historical roots, current realities, and the ongoing
efforts to tackle them. Historically, gender
discrimination has stemmed from patriarchal norms
and societal structures that have consistently
marginalized women and non-binary individuals.
This has resulted in limited access to education, job
opportunities, and persistent gender pay disparities,
with the effects of discrimination being widespread
and complex. Women, in particular, have faced
considerable obstacles in attaining equality, often
being relegated to inferior roles both in the workplace
and at home. These systemic inequities have been
sustained by cultural stereotypes and institutional
biases that hinder progress toward gender equality.

In recent years, movements against harassment have
gained significant momentum, driven by high-profile
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cases and social media campaigns like #MeToo.
These initiatives have highlighted the widespread
nature of sexual harassment and assault, especially in
professional environments. The bravery of survivors
sharing their stories has ignited a global dialogue,
challenging entrenched norms and demanding
accountability = from both  perpetrators and
institutions. Despite important policy reforms and
increased awareness stemming from this collective
outcry, significant work remains to ensure safer and
more equitable environments for everyone.

Gender discrimination and harassment are not just
women's issues; they are human rights issues that
necessitate  collective  action and  societal
transformation. Combating these injustices demands
a multifaceted approach, including legal reforms,
educational programs, and shifts in societal values.
Governments and organizations must prioritize
gender equality by adopting policies that foster
diversity and inclusion while holding wrongdoers
accountable. Additionally, there must be a concerted
effort to dismantle harmful stereotypes and educate
people about the importance of consent and mutual
respect in all interactions. Addressing gender
discrimination and harassment also requires a holistic
approach that considers how gender intersects with
other marginalized identities, such as race, class, and
sexual orientation. By acknowledging the unique
challenges faced by individuals experiencing
multiple forms of discrimination, we can develop
more inclusive and effective strategies for advancing
equality.

Ultimately, confronting gender discrimination and
harassment is critical to the development of a just and
equitable society. By understanding the historical
backdrop and current obstacles, and by empowering
the work of activists and organizations, we can move
closer to a future where all individuals, regardless of
gender, can live without experiencing discrimination
and harassment. This introduction serves as a call to
action, urging individuals and institutions to join the
effort to eliminate these pervasive issues and
champion gender equality.

REVIEW OF LITERATURE
(Channar, Z. A., Abbassi, Z., & Ujan, I. A., 2011)

This paper tries to focus on the problem of gender
discrimination at the workplace, and how it matters
for the stress level, dedication, and their motivational
levels among the workers; even their degree of

satisfaction and excitement also mattered. A closed-
ended questionnaire was distributed among 526 male
and female workers who were categorized as lower,
medium, and higher and working in public health and
education departments of the districts Hyderabad and
Jamshoro. Independent samples-t test will quantify
gender discrimination in the workplace. Analysis
reveals that within private organisations,
discrimination against women was found more
widespread than it was against men. Results therefore
demonstrate discrimination against women as worse
in the private than in the public sphere. Through the
Pearson product moment correlation coefficient, it
was conducted, the impact gender discrimination has
on the stress level, commitment & enthusiasm,
satisfaction & motivation, and stress level. The
results, therefore, reveal that gender discrimination
increases employee stress while, at the same time,
decreasing employee commitment, enthusiasm,
drive, and satisfaction. (Channar, Z. A., Abbassi, Z.,
& Ujan, 1. A., 2011)

(Bilan, Y., Mishchuk, H., Samoliuk, N., & Mishchuk,
V., 2020)

The article attempts to identify the relationship
between gender-based discrimination and practices
of compensation and reward, two important aspects
forming the criterion for equal rights provision, and
its implication on the employees' motivations which
may in turn affect the bottom line of an organization
adversely. Design and Methods of the Study: For the
macro level analysis, the study employs the mapping
approach with the aid of a graph. The sociological
review discusses characterizations of gender
discrimination and its relations to pay and benefits.
Results: Even industrialized countries in the world
fight for gender equality because none has achieved
sex equality, especially in employment rights. This
research reveals big success has been reached in the
considered direction - in Ukraine, since the value of
the gender gap and women's economic equality in
general stays within the value range specific to the
EU. Age and gender discrimination are twins: among
71.4% of the women considered the victims of
prejudice, 57.1% were under 35 years of age. The
salary gap narrows with age and gender
discrimination. The potential amount of turnover in
businesses that discriminate against women is 71%,
and this figure is much larger than that found in
businesses that support equal rights. Conclusions &
Recommendations: Trade unions and public policy
makers must implement the aggregated results in
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socio-labour agreements to reduce disparities in
practices concerning remuneration and benefits.
Contribution & Value Added: The authors propose
using the defined definition of gender discrimination
to identify its characteristics in the policies relating to
pay and benefits and impact business outcomes by
ensuring the equal rights of employees. (Bilan, Y.,
Mishchuk, H., Samoliuk, N., & Mishchuk, V., 2020)

(Verniers, C., & Vala J. ,2018)

In industrialized wealthy countries, the issue of
gender balance at work has spawned volumes of
legislation trying to remedy discrimination against
women in hiring, compensation, and advancement.
However, there are still remnants of gender
imbalances at the workplace. This paper attempts to
present documentation of the psychological
mechanism for the perpetuation of discrimination
against working women based on the sole factor of
gender alone. Consistent with the premise of the
rationalization = of prejudice literature, we
hypothesized that sexism and antipathy toward the
employment of mothers is conditional on beliefs
articulating a threat posed by women's work to
children and family life. To examine this hypothesis,
we used the module developed by the International
Social Survey Programme on families and changing
gender roles. The database contained data aggregated
from 51632 informants across 18 countries in
between 1994 and 2012. Structural equation models
that were used had proven the mediation suggested.
In general, the findings show that beliefs about
motherhood are conducive to a strict gender
hierarchy in pro-gender-equal societies. (Verniers, C.,
& Vala J. ,2018)

(Dobbin, F., & Kalev, A., 2017)

It thrives in industries in which few women are
employed in "core" positions (think police and
computer science) and in organizations that are
dominated by males at the management level.
Researchers suggest that the problem may be solved
at the grass roots by putting more women in these
positions. Businesses, however, know that they can
get away with merely cosmetic repairs. And this is
where they institute grievance procedures and require
anti-harassment training. As noted, while training
does help improve the percentage of women in
management within the organization, it tends to
escalate the problem at the individual level by riling
up potential harassers. Complaints of harassment
often also precipitate retaliation by harassers toward

those who lodge them. This is something that must be
a priority for top men until more women have the
power to shape workplace culture. They can do so by
announcing publicly the presence of harassment,
willing to train and being chairs of committees which
are to be established in order to find a solution.
(Dobbin, F., & Kalev, A., 2017)

(Sugandha Kohli, 2017)

The Indian society is deep-rooted with gender
inequality. Although it is a worldwide phenomenon,
but in the patriarchal Indian society, - it has extended
its tentacles far. Female infanticide has been observed
in practice, and discrimination against women is
present even before birth in the form of female
foeticide. Disparate treatment based on gender is
present from an early age. Girls are seen as liability.
Economic development notwithstanding, gender
equality has not been achieved. Secondary sources
were relied upon for the data used. The primary cause
of gender inequality in Indian society lies in its
patriarchal nature. Social policy has progressed, but
gender imbalance still exists and the child-to-sex
ratio has in fact worsened. The educated public
should raise public consciousness of the benefits
brought about by gender equality. Change should
come in the way women are regarded. If only women
were accorded equal treatment and were not hindered
to win their rights, human civilization would benefit
most. (Sugandha Kohli, 2017)

(Steiner, Eckert , 2018)

Following the rise of the #MeToo movement in
October 2017, women have felt increasingly
empowered to report instances of workplace sexual
harassment. According to Steiner and Eckert (2018),
this movement has resulted in over 200 public
accusations against men in the US, particularly in
media and journalism. The authors point out that
young women entering these fields are especially
vulnerable due to their lack of experience and fear of
retaliation. Consequently, Steiner and Eckert (2018)
argue that journalism and media programs have a
crucial role to play in protecting students. This
includes educating them about their rights, fostering
a sense of empowerment, and providing strategies for
dealing with harassment, particularly given the
prevalence of internships and unstable job prospects
in these industries. (Steiner, Eckert , 2018)

(Barker, Kim, Jurasz, Olga , 2020)
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The article discusses how online violence against
women (OVAW) hinders gender equality in an
increasingly digital society. The 2018-2023 CoE
Gender  Equality  Strategy  highlights  the
condemnation of violence and sexual harassment of
women in public spaces, as per the Istanbul
Convention, and identifies online behaviours like
violent sexual threats and sexist hate speech as
significant obstacles. Despite growing recognition of
OVAW at the European supranational level, there has
been limited legislative and policy action to address
these issues comprehensively. The focus has
predominantly been on online image-based sexual
abuse, neglecting textual threats and harassment.
Fragmented approaches across European institutions
and EU member states exacerbate the problem,
resulting in a policy framework that fails to promote
equality. The article critiques these shortcomings and
suggests practical solutions to combat OVAW,
particularly online gender-based harassment and hate
speech. (Barker, Kim, Jurasz, Olga , 2020)

(Muasya, JN, 2014)

The study examines how sexual harassment affects
women’s access to opportunities and facilities at the
University of Nairobi. Despite international and
national commitments to gender equity in education,
women in universities face discrimination and
oppression, creating a hostile environment that
hinders their participation and performance. Through
30 in depth interviews, the research reveals that
sexual harassment, intimidation, and demands for
sexual favours impede women’s access to income
sources, housing, library, and catering facilities. The
findings highlight that these challenges are rooted in
patriarchal norms and structures, leading to social
and economic discrimination against women
students. (Muasya, JN, 2014)

(Sunder, 1996)

The article traces the feminist legal reform movement
in India, starting from its focus on rape in the late
1970s to recent efforts addressing sexual harassment.
It highlights Indian feminists’ efforts to create
authentic approaches to modernity and development
through law. Sexual harassment is depicted as a crime
linked to women’s struggles to challenge traditional
boundaries and redefine identities, with sexual
violence often used to reinforce traditional roles. The
“process-based”  Indian
harassment, which differs from the victim-based
approach in the West, exemplifies how Indian

analysis of sexual

feminists are crafting a legal reform movement that
engages with international discourse while
integrating India’s unique historical context to create
distinct legal reforms. (Sunder, 1996)

(Stratton, T. D., McLaughlin, M. A., Witte, F. M.,
Fosson, S. E., & Nora, L. M., 2005)

Sexual harassment against medical students are
pervasive issues that arise both nationally and
globally. According to studies, male students are not
exempt from discriminatory or harassing behaviour,
particularly in fields where women are more likely to
experience them—such as obstetrics, gynaecology,
and paediatrics. The definitions of sexual harassment
and gender discrimination may vary depending on the
context and the victim. Still, there is a link between
the perception of mistreatment and increased
scepticism, decreased commitment to the area, and
negative psychological effects like sadness, low self-
esteem, and symptoms of PTSD. Clinical encounters,
patient care, and career decisions are all impacted by
unsanctioned biases based on gender roles and sex
that are ingrained in medical education. Men are
more inclined to pursue professions in surgery, while
women are more likely to select primary care
specialties. A candidate's personality, role models,
mentorship, and financial expectations are some of
the factors that influence their choice of
specialization. The existence of female role models in
the surgical field is essential in encouraging women
to pursue professions in the field, as female students
typically have lower expectations regarding their pay.
The development of a diverse and inclusive medical
profession depends on addressing these biases and
creating a positive learning atmosphere. (Stratton, T.
D., McLaughlin, M. A., Witte, F. M., Fosson, S. E.,
& Nora, L. M., 2005)

(Fisk, S. R., & Overton, J., 2019)

Women only hold 24% of US Congressional seats
and 5% of Fortune 500 CEO positions, despite
tremendous progress in women's rights. Men still
occupy the majority of senior leadership positions.
Studies link a number of factors, such as workplace
standards, organizational structures, and cultural
links between leadership and masculinity, to this
gender difference. It's been said by some that women
don't want to be leaders. To close the gap between
these viewpoints, this study proposes that women are
discouraged from pursuing leadership posts because
they expect gender discrimination, particularly in the
form of gendered consequences for failure. Women
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know that failure will have a greater negative impact
on their reputation and carry heavier penalties, which
lowers their desire to be in leadership roles. These
impacts can be amplified or lessened by
organizational structures, which further emphasizes
the need to address structural barriers to women's
leadership and contributes to gender variations in
risk-taking behavior. (Fisk, S. R., & Overton, J.,
2019)

OBJECTIVES OF THE STUDY

The objective of this research paper is to know the
complex interactions surrounding gender
discrimination and evaluate the effectiveness of anti-
harassment movements. The study will concentrate
on three primary areas:

1. Examining Gender Discrimination:

The first goal is to investigate the persistent issue of
gender discrimination across different sectors, such
as workplaces, educational institutions, and media
outlets. This will involve a thorough analysis of both
historical and modern examples to gain insight into
how gender bias continues to exist and manifest in
various settings.

2. Suggesting Practical Strategies:

The second goal is to suggest practical strategies
designed to combat gender bias and foster inclusivity.
This entails identifying effective actions that
organizations can adopt to enhance their anti-
discrimination initiatives, ultimately promoting a
fairer environment for everyone.

3. Formulating Assessment Policies:

The third goal is to formulate policies that evaluate
the effectiveness of current measures addressing
harassment. This will include a review of existing
frameworks and providing recommendations on how
organizations can improve their strategies to create
safer and more supportive spaces for individuals
impacted by gender discrimination and harassment.
By pursuing these objectives, this study seeks to offer
meaningful insights into the challenges associated
with gender discrimination and highlight the role of
antiharassment movements in advancing social
justice and equality.

SCOPE OF THE STUDY

This article delves into the economic and societal
ramifications of gender discrimination, placing a
special emphasis on its effects in diverse contexts,
including India and various developed nations. It

examines the persistent inequities that exist within
workplaces, educational institutions, and media
sectors, illustrating how these disparities hinder
progress and perpetuate cycles of inequality. The
discussion highlights not only the ethical
implications of gender discrimination but also the
significant  financial costs associated  with
maintaining such inequities. For instance,
organizations that fail to promote gender equality
may experience decreased productivity, higher
turnover rates, and a tarnished reputation, all of
which can adversely affect their bottom line.
Similarly, educational institutions that do not support
equal opportunities for all genders contribute to a
workforce that lacks diversity and innovation.
Furthermore, the article underscores the broader
social consequences of gender inequality, including
its impact on community cohesion and individual
well-being. By drawing attention to these issues, the
study aims to foster greater global awareness
regarding the urgent need for change. It advocates for
comprehensive policy reforms that not only address
existing disparities but also create an inclusive
environment where all individuals can thrive
regardless of gender. Ultimately, this research seeks
to contribute to the ongoing dialogue about gender
equality, encouraging stakeholders at all levels—
governments, organizations, and civil society—to
take meaningful action toward dismantling systemic
barriers and promoting a more equitable society.

RESEARCH METHODOLOGY
Research Approach

This research adopts a mixed-methods design,
blending both qualitative and quantitative techniques.
This integrated approach allows for a richer and more
comprehensive investigation into the complexities of
gender discrimination and harassment. This approach
combines the rigor of statistical data, which allows
for the identification of broader patterns and trends,
with the richness of personal narratives and lived
experiences, which offer valuable insight into the
emotional and psychological impacts on individuals.
By merging both qualitative and quantitative
methodologies, this research intends to provide a
holistic perspective on the issue, capturing both the
breadth measurable scope of gender bias and the
nuanced, often overlooked experiences of those
affected. This dual approach enhances the ability to
draw meaningful conclusions and inform more
effective strategies for addressing gender inequality.
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Data Collection Methods:

1.Primary Data Collection Surveys: Google Forms is
employed to design structured questionnaires
focused on gathering quantitative data on experiences
of gender discrimination and harassment. Likert scale
questions are featured in the survey to assess
experiences and perceptions related to discrimination
and harassment; alongside open-ended questions
aimed at collecting qualitative insights into
individual experiences.

2.Secondary Data Collection: A comprehensive
literature review of existing research papers, articles,
and reports related to gender discrimination and anti-
harassment initiatives is conducted. This review aids
in situating the primary data findings within a broader
academic context.

Sampling Method

The study divides the population into strata
determined by key demographic variables like age,
gender, occupation, and geographic location. This
method ensures adequate representation of different
subgroups within the sample, allowing for a more
intricate analysis.

Sampling Techniques

To effectively distribute the Google Forms survey, we
have used various online platforms that can maximize
our visibility and accessibility. By sharing the survey
across social media channels and relevant online
communities, we have significantly broadened our
reach.

LIMITATIONS OF THE STUDY

1. The data collection process for the study
encountered notable limitations, primarily
stemming from the potential for self-reporting
bias among participants. This reliance on
personal accounts can lead to inaccuracies, as
individuals may unintentionally misrepresent
their experiences or opinions. Furthermore, the
exclusive use of Google Forms for administering
questionnaires limited the depth of engagement
that could have been achieved through in-person
interviews. Face-to-face interactions often allow
for richer, more nuanced responses, which are
vital for understanding complex social
phenomena.

2. The applicability of the study's findings is
potentially restricted by several sampling issues.
Firstly, the geographic coverage was limited,

which  increases  questions about the
generalizability of the results to broader
populations. Additionally, the use of a non-
probability convenience sampling technique
may have introduced biases that affect the
representativeness of the sample. This method
often relies on readily available participants
rather than a randomized selection process,
leading to concerns about how well these
findings can be extrapolated to other contexts or
groups.

Several shortcomings were identified in the
research design that may have hindered a
comprehensive understanding of the subject
matter. One significant limitation was the
inability to quantify subtle mechanisms of
discrimination that may not be easily observable
or measurable. Moreover, there were challenges
in grasping contextual factors that influence
participants' experiences and perceptions. This
lack of depth resulted in an insufficient capture
of the complex nuances associated with gender
discrimination, which is often influenced by a
myriad of social and cultural variables.

The analysis of data was constrained by several
factors that limited its effectiveness. A
significant limitation was the inadequate
exploration of qualitative experiences, which are
crucial for understanding individuals' lived
realities. Instead, the study leaned heavily on
quantitative statistical analysis, which can
sometimes  oversimplify intricate  social
dynamics. This reliance on numbers may
overlook important qualitative insights that
provide context and depth to gender relations
and their complexities.

Methodological limitations were evident
throughout the study, particularly in terms of
how power dynamics were addressed. The
research did not adequately consider how these
dynamics influence participants' experiences and
perspectives.  Additionally, there was a
noticeable risk of excluding voices from
underrepresented groups, which can lead to a
skewed understanding of the issues at hand.
Finally, the integration of an intersectional
perspective was lacking, meaning that the
interplay between various social identities—
such as race, class, and gender—was not
sufficiently examined, thereby limiting the
richness and applicability of the findings.

DATA ANALYSIS AND INTERPRETATION
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The data from the survey we conducted provides
valuable insights into Gender Discrimination in the
workplace of the respondents.

@ 20-30
@ 30-40
40-50
@ 50+
|

Figure 1
The pie chart illustrates the age distribution among a
sample of 81 respondents, providing valuable
insights into the demographic profile of this group. A
striking majority of the respondents, accounting for
80.2% of the total, belong to the age group of 20 to
30 years. This significant representation suggests that
younger individuals are the predominant participants
in this survey, which may reflect current trends or
interests within this demographic. Following this, the
second largest segment comes from the age group of
30 to 40 years, which makes up 16% of the total
responses. This indicates a smaller yet noteworthy

Age

81 responses

presence of individuals in their thirties, suggesting
that their perspectives are also being captured in the
data. In contrast, the representation of respondents
aged over 40 years is considerably lower.
Specifically, those aged 40 to 50 years account for
just 3% of the total responses, while individuals aged
50 and above represent a mere 1%. This steep decline
in participation among older age groups highlights a
potential gap in the data and suggests that insights
from these demographics may be underrepresented in
this study. Overall, this age distribution provides a
clear picture of the respondent demographics,
emphasizing a strong inclination towards younger
individuals while revealing limited engagement from
older age brackets. Understanding these trends is
essential for interpreting the findings and considering
how they may relate to different age-related
perspectives.

Gender
81 responses

@ Male
@ Female
Other
@ Prefer not to say

Figure 2
The gender distribution among the respondents
reveals a notable majority identifying as male,

accounting for 69% of the total participants. This
substantial representation highlights a predominance
of male voices within the survey, which may
influence the overall findings and interpretations of
the data. In contrast, female respondents make up
31% of the total sample. While this group is smaller
in comparison to their male counterparts, their
perspectives are nonetheless essential for providing a
more balanced understanding of the issues being
studied. Moreover, the survey also includes
categories for "Other" and "Prefer not to say," which
emphasize the importance of acknowledging and
respecting diverse gender identities beyond the
traditional binary framework. This inclusion signifies
an increasing awareness of gender as a multifaceted
spectrum, enabling individuals to express their
identities in ways that resonate authentically with
them. It also highlights the necessity of creating an
inclusive environment where everyone feels
comfortable  sharing  their  self-identification
preferences. Overall, this gender distribution data not
only underscores the dominance of male respondents
but also points to the critical need for recognizing and
valuing diverse gender identities within research

contexts.
@ Student
@ Employed
Self Employed
@ Homemaker
i @ Business

@ House wife

What is your profession?
81 responses

Figure 3

The pie chart is based on the professions of 81
respondents. One notable point is that the largest
group, around 69.1%, are students. This indicates that
there is a relatively younger portion of the sample
population. After students, 17.3% reported being
employed, saying that a fair share of the respondents
has already stepped into the workforce. Self-
employment makes up 8.6% of the respondents,
meaning that a lesser part prefers to work for
themselves. The last categories of homemaker,
business and housewife constitutes the least of
respondents, with figures of 1.2%, 2.5% and 1.2%
respectively. This shows that these professions are
rather uncommon among the respondents.

Question: Which platform do you use the most to
follow gender discrimination and anti-harassment
movements? (Select all that apply)
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platforms used to follow gender discrimination & anti
harassment movements

1.2

= newspaper television

25
|’
28.4

87.7

Social Media sites (Ex- twitter = all

Instagram, Facebook, Whatsapp)

Figure 4

It provides a compelling overview of the sources
from which respondents obtain information about
gender  discrimination and  anti-harassment
movements. Social Media Platforms—including
popular sites such as Instagram, Facebook, and
WhatsApp— dominate this chart, representing a
significant majority of 69% of the total responses.
This indicates that a large portion of the population
relies heavily on social media for news and updates
regarding these critical social issues, reflecting a
broader trend towards digital information
consumption in contemporary society. In terms of
other sources, Television occupies the second
position, accounting for 16% of the responses. This
suggests that television remains a relevant medium
for many individuals seeking information, although
its influence appears to be waning in comparison to
social media. Newspapers represent an even smaller
share of the pie, indicating a decline in readership and
suggesting that traditional print media is becoming
less favoured among the populace. Only 3% of
respondents reported using newspapers as their
primary source of 21 28.4 87.7 1.2 2.5 platforms used
to follow gender discrimination & anti-harassment
movements newspaper television Social Media sites

(Example- Instagram, Facebook, Whatsapp) twitter
all information. Lastly, Twitter accounts for the
smallest proportion at just 1%. This minimal
engagement highlights that Twitter is not a preferred
platform for most individuals when it comes to
staying informed about gender-related issues. The
overall trend illustrated by the pie chart points to a
significant shift towards social media as the primary
channel for news dissemination. While traditional
media sources like newspapers and television still
hold some relevance, their usage is markedly lower
compared to social media platforms. This shift
necessitates that news organizations adapt to this new
landscape by prioritizing social media strategies to
effectively reach their audiences. However, this
reliance on social media raises important questions
regarding credibility and verification. The rapid
spread of information on these platforms often leads
to concerns about the authenticity and accuracy of the
content shared. As such, it becomes imperative for
users to critically evaluate the sources of their
information and for platforms to implement measures
that enhance the reliability of news shared within
their networks.

What is the most common form of gender discrimination you've experienced or witnessed?

81 responses

@ Unequal pay
@ Lack of promotions

| have not faced any kind of
discrimination as such

@ Biased nature of patients towards
doctors

@ No concept of in-time in hostels for m..
@ Not enough female representation in s...
@ Lack of opportunity

@ When we are kicked out of pap smear...

Figure 5

The data reveals that 69.1% of respondents listed this
as the most gender biased phenomenon. These
statistics imply that there exists great unequal pay

problem in many organizations around the globe.
16% of the respondents claim that this is the most
commonly reported discrimination against women.
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This indicates that women are often left behind,
possibly because the biases are against them and/or
they are too rigidly enforced. 8.6% of male
respondents admit they are discriminated against
because of their gender by not being given jobs or
positions which women traditionally fill. This may
also include lack of opportunities for formal
education, professional training, or even instruction.

One response out of a hundred falls in the female
doctor’s category. It indicates a greater general bias
against women in some professions. 1.4% of the
respondents listed this as another additional form of
discrimination. Certain policies or practices in hostels
for men may not be reasonable or safe from a feminist
point of view.

What do you think are the most effective ways to combat gender discrimination in your workplace or

educational institution?
81 responses

\4

@ Set clear rules and ways to handle
complaints

@ Offer training and awareness sessions
Promote open communication

@ All of the above

Figure 6

The survey results reveal that the most prevalent
response, chosen by an impressive 82.7% of
participants, "all of the above." This
overwhelming consensus suggests that respondents

was

believe that effectively addressing gender
discrimination necessitates a comprehensive and
multifaceted  approach, incorporating various

strategies to create meaningful change. Following
this, the second most popular option, selected by
11.6% of respondents, was "Set clear rules and ways
to handle complaints." This response underscores the
critical importance of having well-defined policies
and procedures in place to address instances of
discrimination. Clear guidelines not only provide a
framework for action but also instil confidence in
individuals who may wish to report incidents of
In third place, with 4.9% of
respondents choosing this option, was "Offer training
This
segment of the population recognizes the value of
education and training as

discrimination.
and awareness sessions." indicates that a

essential tools for

= Activist/Organization = personal stories

transforming attitudes and behaviours surrounding
gender By fostering and
understanding, such initiatives can contribute to a
more informed and respectful environment. Lastly,
"Promote open communication" garnered the least

issues. awareness

support, with only 0.8% of respondents selecting this
option. This low percentage may suggest that many
individuals perceive open
insufficient on its own to address the complexities of
gender discrimination. It could also reflect a belief
that while communication is important, it must be
accompanied by more structured approaches to be
effective. Overall, these findings highlight a strong
preference for comprehensive  strategies
combating gender discrimination, emphasizing the

communication as

in

necessity for clear policies, educational initiatives,
and a multifaceted approach to drive meaningful
progress in this critical area.
Question: What impacts you more while supporting a
cause? (Select all that apply)

Both (activist/organization &
personal stories )

Media coverage

Figure 7
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The impact of personal stories stands at 39.5%, while
the influence of an activist or organization is
significantly higher at 46.9%. In contrast, media
coverage has the least effect on people's support for a
cause, contributing only 12.3%. The combination of
both personal stories and activist presence accounts
for the largest share at 48.2%, indicating that this mix
is likely to be the most effective in gathering support.
It is highly probable that the public will align with

personal stories that feature activists or organizations
advocating for a cause. While media coverage plays
arole, it is less influential in swaying public support
compared to personal narratives and the involvement
of activists or organizations. The synergy between
personal stories and activist presence appears to be
the most powerful strategy for mobilizing support for
a cause.

How often do you encounter content related to gender discrimination and anti-harassment?

81 responses

@ Frequently
@ Rarely

Moderately
@ Never

Figure 8

The largest proportion of respondents (53.1%)
frequently encounters content related to gender
discrimination and anti-harassment. A notable
portion  (23.5%)
infrequently, while a smaller group (21%) encounters
it at a moderate rate. A minority (2%) reports never
encountering this type of content. The varying
frequency of exposure to these issues reflects that
gender discrimination and harassment continue to be

encounters such content

unresolved challenges in the lives of respondents.
The differences in how often respondents come
across this material may be influenced by factors
such as occupation, social networks, or media
consumption habits. Additionally, the sample size of
81 respondents may potentially overestimate the
prevalence of these experiences within the larger
population.

What would you say is the most significant barrier to reporting gender discrimination in your

experience?
81 responses

@ Fear of retaliation
@ Lack of trust in the reporting process

Feeling that it is not serious enough

Figure 9

Fear of Retaliation (58%): This is the most significant
obstacle, indicating that many individuals fear facing
negative consequences such as losing their jobs,
being demoted, or experiencing social isolation if
they report gender discrimination. Lack of Trust in
the Reporting Process (23.5%): A considerable
number of respondents express scepticism about the
effectiveness and fairness of reporting mechanisms.
This distrust may arise from past experiences, a
perceived lack of transparency, or the belief that their

concerns will not be taken seriously. Perception that
It is Not Serious Enough (18.5%): Some individuals
may not consider the gender discrimination incident
significant enough to report. This could be due to a
lack of awareness about what constitutes
discrimination or a reluctance to escalate what may
seem like minor issues. Fear of retaliation is
identified as the main barrier, underlining the
importance of establishing strong anti-retaliation
policies and creating a supportive environment for
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those who report discrimination. Gaining trust in the
reporting process is crucial to encourage more
individuals to come forward. This requires clear
communication about the reporting procedure,
transparency in investigations, and a clear
commitment to addressing concerns. Educating
people about what constitutes gender discrimination
and its impact can help individuals recognize
incidents and feel more confident in reporting them.

2512
™

74.1

= Confidential counselling

Overall, the pie chart underscores the importance for
organizations to cultivate safe and supportive spaces
where individuals feel comfortable reporting gender
discrimination.

Question: What type of support would you find most
helpful when dealing with harassment or
discrimination? (Select all that apply)

= Regular awareness workshops = peer group support

all = Strict Judicial support system

Figure 10

Confidential Counselling (74.1%) is the most
preferred form of support, indicating that individuals
facing gender discrimination Favor private,
confidential settings to process their experiences and
receive emotional guidance. Regular Awareness
Workshops with Peer Group Support (49.4%) is the
second most popular option, reflecting a strong desire
for education and community engagement on gender
discrimination. People want to better understand their
rights, gain a deeper insight into the issue, and
connect with others who share similar experiences.

The Strict Judicial Support System

(2.5%) and All (1.2%) categories have the lowest
percentages. This suggests that, although some
individuals may value a strong legal system, the
majority of respondents prefer other forms of support
as a first response. Given that the chart focuses on
gender discrimination, these findings are particularly
noteworthy. Gender discrimination often involves
power imbalances and societal stigma, making
confidential counselling essential for providing a safe
space to address trauma and foster resilience.
Awareness workshops and peer support groups offer
opportunities to challenge societal norms, build
collective strength, and develop strategies for
handling discriminatory situations.

Question: Which areas of society do you believe are
most affected by gender discrimination? (Multiple
responses allowed)

12

1ZTr

= Education  ® t = sports

Figure 11

Employment is identified as the primary area of
concern, with 56.8% of respondents perceiving
gender discrimination as most prevalent in the
workplace. This suggests that workplace bias is
viewed as a significant issue by many individuals.
Education comes in second, with 35.2% of
respondents citing it as the sector most impacted by
gender discrimination. This highlights widespread
concerns about unequal opportunities and treatment
within educational settings. Sports and the idea of
"everywhere" receive minimal attention, with only
1.2% of respondents selecting sports as the most
affected area, and the same small percentage viewing
gender discrimination as a problem that occurs
universally.
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Have you noticed any positive changes in social attitudes toward gender equality and harassment

prevention in recent years?
81 responses

v 34.6%

® Yes
® No
Maybe

Figure 12

The results indicate that 34.6% of respondents
believe there have been noticeable improvements,
while 11.1% feel that no positive changes have
occurred. However, the majority, 54.3%, remain
uncertain, selecting "Maybe" as their response.

This distribution suggests a mixed perception
regarding societal progress. While a significant
portion acknowledges improvements, the larger
uncertainty reflects either inconsistent experiences or
a lack of visible, impactful change. The relatively low
percentage of those who outright deny progress
indicates that while complete stagnation is not widely
perceived, the improvements may not be strong or
widespread enough to inspire confidence among the
majority. These findings highlight the need for further
efforts in promoting gender equality and harassment
prevention, ensuring that progress is both tangible
and widely recognized.

SUGGESTIONS

1. Promote Gender Awareness Education: Advocate
for the integration of gender awareness training in
companies, universities, and schools. These
initiatives should highlight the significance of gender
equality, respecting personal boundaries, and
providing an understanding of the various forms of
harassment and discrimination that individuals may
encounter.

2. Advocate for Stronger Legislation: Support the
creation of more robust laws to tackle gender-based
discrimination and harassment within both public and
private sectors. Regular assessments and updates to
current laws could help ensure that they remain
effective in addressing these issues.

3. Develop Comprehensive Support Networks:
Establish extensive support systems for those who
have experienced gender-based violence and
harassment, including confidential hotlines,
counselling services, and safe spaces. These support

structures should be easy to access, user-friendly, and
maintain confidentiality to encourage individuals to
seek help.

4. Encourage a Cultural Shift Towards Inclusion:
Foster a societal movement that questions traditional
gender norms and prejudices. Encourage open
discussions on gender equality through media, social
platforms, and community groups to challenge
harmful stereotypes and promote a more inclusive
and equitable society.

5. Implement Clear Anti-Harassment Policies in the
Workplace: Encourage organizations to adopt and
enforce clear policies against harassment. Regular
sensitivity training and workshops for both managers
and employees can raise awareness and reduce
instances of discriminatory behaviour, fostering a
safer and more respectful environment.

6. Strengthen Collaborations for Gender Equality
Efforts: Strengthen partnerships between government
bodies, non-profit organizations, and grassroots
groups to bolster collective efforts in combatting
gender discrimination and harassment. Additionally,
offering financial and policy support to organizations
that promote gender equality can enhance the reach
and impact of these initiatives.

RECOMMENDATIONS

1. Simplify and Ensure Accessibility of Harassment
Reporting Platforms: Create harassment reporting
systems that are easy to use, anonymous, and non-
punitive. This will encourage more victims to come
forward without the fear of facing retaliation or
negative consequences.

2. Promote Female Leadership Across Sectors:
Encourage women to take on leadership roles in
various fields, including industry and politics. By
increasing the visibility of female role models, it can
inspire others and help break down traditional gender
stereotypes.
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3. Address the Intersectionality of Discrimination:
Acknowledge the way in which race, caste, and class
intersect with gender-based discrimination. Anti-
harassment initiatives should specifically target
marginalized populations and address how these
compounded factors exacerbate the challenges they
face.

4. Engage Men as Allies in Gender Equality
Campaigns: Inspire men to become active
participants in gender equality movements. By
challenging patriarchal beliefs within their
communities, male allies can play a significant role
in advancing the fight against gender discrimination.

5. Support Research on Gender-Based Harassment
and Discrimination: Promote further research to
assess the extent and impact of gender-based
harassment and discrimination across various
industries and sectors. Collecting data is crucial for
evaluating the effectiveness of anti-harassment
initiatives and informing the development of new
policies and strategies.

FINDINGS

1. Prevalence of Gender Discrimination Across
Sectors: The study highlights that gender
discrimination remains widespread in various sectors
of society, including workplaces, educational
systems, and media industries, continuing to affect
individuals regardless of advancements in gender
equality.

2. Challenges Faced by Women in Their Careers:
Women often encounter significant obstacles in their
professional lives, such as gender pay disparities,
underrepresentation in leadership positions, and an
environment that may tolerate or even overlook
incidents of harassment, hindering their career
progression.

3. Impact of Gender Bias in Education: Gender-based
assumptions influence many aspects of a student’s
educational journey, from the subjects they choose to
the expectations placed on them by teachers, as well
as the support systems available to them, often
perpetuating traditional gender roles.

4. Role of Media in Shaping Gender Norms: The
media plays a crucial role in either reinforcing or
challenging societal gender norms by how it
represents women, influencing public perceptions
and contributing to the ongoing construction of
gender roles in society.

CONCLUSION

While significant progress has been made by anti-
harassment campaigns in raising awareness and
advocating for change, gender discrimination and
harassment continue to be widespread challenges in
many communities across the globe. Despite the
positive developments, the persistence of these issues
highlights the ongoing need for more comprehensive
efforts to address them effectively. To move closer to
true gender equality, it is essential to focus on several
key areas, including education, legal reforms, cultural
shifts, and the establishment of strong, accessible
support networks for victims of discrimination and
harassment.

Education plays a critical role in shaping societal
attitudes and behaviours, and by incorporating gender
equality into curricula from a young age, future
generations can be better equipped to challenge
harmful stereotypes and biases. Legal reforms are
also necessary to ensure that gender-based
discrimination and harassment are met with
appropriate legal consequences, offering protection
and justice to those affected. At the same time,
cultural transformations are crucial to dismantling
long-held prejudices and creating more inclusive
environments where all genders are treated with
respect and fairness.

Moreover, establishing workplaces that are not only
safe but also empowering and inclusive for
individuals of all genders is an essential part of this
broader movement. By fostering environments where
people feel valued and respected, organizations can
help eliminate the barriers that often hinder gender
equality in professional settings.

Ultimately, eradicating gender discrimination and
creating a society where every individual, regardless
of their gender, is treated fairly, with dignity, and
respect requires collaboration at multiple levels. This
means that government organizations, non-
governmental groups, corporations, and individuals
must work together to ensure that meaningful change
takes place. Collective efforts to implement stronger
policies, provide better support systems, and promote
education and awareness will be crucial in building a
more equitable society where gender equality is truly
realized for all.
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