@ JHARKHAND _
Rail University

RANCHI

GENDER AUDIT REPORT
(Academic Year 2023-2024)

JHARKHAND RAI UNIVERSITY
RANCHI, JHARKHAND



Contents

1. Preface Page 03
2. Introduction to the Institution Page 04-07
3. Gender Audit: Concept & Methodology Page 08-13
4. Gender Sensitive Features Page 14-15
5. Gender Balance Within Institution

Page 16
6. Data Analysis on Gender Balance Page 17-34
7. Gender Sensitization Initiatives Page 35
8. Findings and Suggestions Page 36
9. Conclusion Page 37
10. List of Figures and Tables Page 38 -39




PREFACE

“Gender equality, equality between men and women, 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 were born male or female. Gender equity means fairness of

treatment for men and women according to their respective needs.

Gender Audit and analysis is giving way to understand the development and involvement
in increasing women's ratio in all aspects. The present report shows the improvement and
status of Gender based steps taken by the university to increase involvement of both

genders in all spheres.

The gender audit was conducted to identify ways to make our University campus safer
for women. The audit process involved choosing the sites to be audited, selecting the
participants, orientation to the participants, preparing the checklist and the walk —about,
writing down the findings and sharing the results with the heads or coordinators of the

University for implementation of the recommendations.

The Gender Audit is an endeavor to examine good gender balance and to study about the
implementation of the policies adopted by the University. This Gender Audit makes an

attempt to scrutinize the impact of the proposed regulations on Gender equality.



Introduction to the Institution

Jharkhand Rai University (JRU) is one of the fastest growing Universities i n the country
situated in the state capital of Jharkhand, India approved by UGC and accredited by
NAAC. Since its inception in 2012, JRU has gained immense reputation for its
outstanding achievements in academics, research and innovation. The spirit of novelty,
modernization and student centric teaching — learning approach blended with a strong
Mentorship Program is the corner - stone of academics at Jharkhand Rai University. The
University focuses on a holistic education ecosystem, where the goal is not to make
students just skilled professionals but also good human beings. The University offers
Diplomas, Undergraduate Degrees, Postgraduate Degrees and Doctoral programs in
different disciplines. JRU is located at Ranchi (a part of the Chotanagpur Plateau) and
often called as the ‘City of Waterfalls’. It is well connected by rails, roads and air. The
temperature in Ranchi remains fairly good and varies from 16° to 31° during first week of
March.

JRU strives to provide:

o Transformative education that nurtures thinking individuals who are alive to
opportunities to make a difference, are valued members and leaders of society,
and global citizens effective in diverse settings.

o High-impact research that advances the boundaries of knowledge and contributes
to the betterment of society.

o Dedicated service, as a university, that adds to social, economic and national
development.

The five key components of JRU’s strategy are:

e Nurture, recruit and retain best quality people, the single most important
determinant of the quality of education and research.

o Attract the best students, who are academically strong, and who have passion,
commitment, leadership potential and come from diverse backgrounds.

e Provide a high-quality educational experience that stretches students, is globally
oriented, and develops skills and values to enable themto reach their full potential.

e Focus on high impact research that advances knowledge and its application, and
which is of high international quality and impact.

o Inject a spirit of enterprise into education and research, and develop impactful
synergies in education, in research, and between education and research, within a
dynamic “no-walls” environment.



Gender Audit: Concept & Methodology
A Bit of History

About 40 years ago in 1983, the Australian parliament made a precedent-setting decision.
At the initiative of "democrats” from the Labor Party, the political party then in power, a
resolution was passed to look into how the national budget of Australia was likely to
affect the status of women in the country. A year later that resolution was implemented,
when the national budget was presented to the Australian parliament together with the
first Women's Budget Statement. The Statement was an extensive report detailing the
implications of the proposed budget for Australian women and girls. Since then national
budgets of around 40 countries have integrated the gender concern in their plan

documents.

Adaptation to Higher Education Institutions

Education plays a crucial role in promoting the egalitarian commitments of Equality and
Justice enshrined in the Constitution of India. The University Grants Commission (UGC)
fully recognizes how integral such education, and especially access to higher learning, is
for all to reach their fullest potential, and more especially for the disadvantaged and the
marginalized groups, including women. Promoting equity through higher education has
always been at the very heart of the agenda of the UGC and reflects its commitment to
nurture and preserve democracy within spaces of learning. It promoted this commitment
through introduction of schemes for the marginalized sections of the society, particularly
the Scheduled Castes (SCs), Scheduled Tribes (STs), Minorities, Differently- abled
Persons, and especially, participation of women, cutting across regional and afore-

mentioned social groups, to increase their access to, and retention and success in Higher



Education. The outcome of these efforts touched different levels of satisfaction. But some
special efforts were still needed to create a more conducive environment for girls and

women for their participation and success in higher education.

Institutions of higher education in India today are at a critical juncture in relation to the
basic ideals of equality enshrined in the Constitution. The recent expansion in higher
education has made colleges and universities more demographically democratic than ever
before, with growing diversity and heterogeneity among social groups. Women constitute
42 per cent of all students in higher education in India today. At the same time this closing
gender gap hides on-going inequalities and disparities among women and men, which can
only be approached with an intersectional analysis that combines gender with region,
class, caste, religion, ability and sexuality among others. As institutions of higher
education engaged in teaching, research and the spread of knowledge, (Higher
Educational Institutions (HEIs) are well placed to reflect on, become sensitized to and
oppose all forms of discrimination and harassment, especially sexual harassment on
campuses across the country. Claims of equality, dignity and the ability to live, work and

study without fear of harassment are intrinsic ingredients of this moment.



What is a gender audit?

A gender audit is a tool to assess and check the institutionalization of gender equality into
organizations, including in their policies, programs, projects and/or provision of services,

structures, proceedings and budgets.

The basic assumption of gender audit is that public policy impacts differently on men and
women. The variance stems from the different roles of women and men in the family and

from the lower economic status of women.

The purpose of gender audit is to lead to changes in public policy that contribute to an
increase in gender equality. Unless a gender audit is done, we cannot answer the question:
Is the Institution doing everything it can to improve the status of women in general and
the representation of women’s voices in particular? The second rationale for doing gender
audit is that they raise women's awareness about their rights and claims and also their

access to resources and opportunities.

Gender audits allow organizations “to set their own houses in order, and change aspects
of the organizational culture which discriminate against women staff and women

“beneficiaries”.

As a method for gender mainstreaming, gender audits help organizations identify and
understand gender patterns within their composition, structures, processes, organizational
culture and management of human resources, and in the design and delivery of policies
and services. They also help assess the impact of organizational performance and its
management on gender equality within the organization. Gender audits establish a
baseline against which progress can be measured over time, identifying critical gender
gaps and challenges, and making recommendations of how they can be addressed through

improvements and innovations.



Although there is no standard approach for carrying out a gender audit, international
organizations use two main approaches: participatory gender audit and the gender
integration framework. A gender audit usually refers to how much an organization fosters
gender equality internally within its organizational, managerial structure and internal
work, and whether these contribute to gender equality in the organization. It monitors and
assesses the relative progress made in gender mainstreaming, contributes to capacity
building and collective organizational ownership for gender equality initiatives, and

sharpens organizational learning on gender.

The gender audit also aims to assess to what extent, an organization mainstreams gender
in its policies, programs, projects and services in terms of content, delivery and
evaluation. Apart from this, it evaluates to what extent gender integration fosters the
inclusion of, and benefits to, women and men involved in or affected by the organization’s
policies, programs, projects or services provided. When applied to policies, programs,
projects or services, a gender audit starts by exploring to what extent gender equality is
mainstreamed in high-level policy objectives and priorities, and further assesses to what
extent policy intentions are actually carried out in specific initiatives (e.g. programs,
projects, services). At the planning level, a gender audit analyses whether there are gender-
specific objectives or if gender is mainstreamed in the general objectives of the policy in
order to guarantee that they contribute to close gender gaps, ensure that women and men
benefit equally or in accordance with their gender needs and that inequalities are not

perpetuated.

The Gender Audit intended to enquire into the gender balance within the institution and

its practices and focused on the following objectives.

I. Obijectives of the Gender Audit

The Audit was organized into four steps:

1. Preparing the University to carry out a Gender Audit.

2. Surveying staff to uncover their perceptions regarding gender equality in the

organization and programs.
3. Creating the road map for Gender Action
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The Audit would enable the organization to identify the impact of gender relations on
their agency's culture, processes, programs and organizational performance and vice

versa. The following are the main objectives of the Gender Audit:
a) To know about the gender balance in the institution.
b) To know about gender perception in the campus.

c) To reflect and etch out a road map for gender action.

11 Methodology

The gender audit was conducted within the broad framework called the Gender
Integration Framework (GIF), which proposes that transformation can only follow when
four organizational dimensions are equipped for gender integration. These four elements
are political will, technical capacity, accountability and organizational culture. Political
will constitutes the roots of the tree and is indispensable to promote and make
organizational change possible. The other three elements comprise the Political will
means the initiatives in which the leadership within the institution at different levels use
their branches of the tree and are also required in equal measure to successfully integrate
gender, position of power to communicate and demonstrate their support, leadership,

enthusiasm for and commitment to working towards gender equality in the organization.

Technical Capacity - Level of ability, qualifications and skills individuals in an
organization need to carry out the practical aspects of gender integration for enhanced
program quality, and level of institutionalization of gender equitable organizational

jprocesses.

Accountability - Mechanisms by which an organization determines the extent to which it
is "walking the talk “in terms of integrating gender equality in its programs and

organizational structures.

Organizational Culture - Norms, customs, beliefs and codes of behavior in an
organization that support or undermine gender equality - how people relate; what are seen
as acceptable ideas; how people are "expected to behave" and what behaviors are

rewarded.



Organizational
Culture

Technical

Capacity Accountability

Political Will

Figl: Gender Integration Framework developed by Commission on the Advancement of
Women, 1999.

Integrating gender into an organization's activities and structures has dimensions that are
both external and internal to the organization itself. Externally, gender integration fosters
the inclusion of and benefits to women and men who participate in or who are affected
by an organization's projects, services, or initiatives. Internally, gender integration
promotes women's leadership and equality within the organization's policies and

structures and provides benefits for both women and men in the process.

The gender audit has, following the above declared vision developed a two set

questionnaire, for the
i) Students;

ii) Staff
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The objectives of the questionnaire were to find out the nature of integration of gender
within the institution’s objectives, Programs and budget. It also focused on the issue of
gender equality in terms of inclusion of women and gender friendly environment within
the institution. A part from that there was a physical verification made on the gender
sensitive infrastructure in the Campus. A survey of various components of gender
sensitization programs was also carried out. A focus group discussion with the students
and staff (both clerical and faculty) was conducted.

Gender Sensitive Features

Gender sensitivity refers to an attempt to encounter and accept people without
presumptions. Gender sensitive approach aims at opening, reconstructing and broadening
expectations and behavioral models related to gender. Gender sensitive structures respond
equally to men and women’s specific interests without any presumption based on

outdated views.

The institution was established at a time in the early sixties when the issue of gender was
not much of a concern especially in a remote region like ours considering the time when
it was set up. Obviously when gender became a major parameter for institutional
governance, the institutional leadership stepped forward. Although it cannot be said

perfect but a general infrastructural survey does reflect the real picture.

An Audit of gender sensitive features in the Institution yielded the following notable
points. A physical verification was made about the nature of the gender sensitive features

within the Campus. The following features were found present.

e Basic sanitation facility in the form of separate toilets for the students and staff is
provided in the administrative office, the academic block, the Departments and
the Hostels.

e There is an Internal Complaints Committee which was formed in 2023 in place of
the earlier Sexual Harassment Redressal cell.

e The hostels for girls and women Research scholars are secured with collapsible

gates, 24 hours security personnel and a full time Lady Warden and lady staffs.
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e There is CCTV monitoring devices installed at different locations within the
campus.

e There is a Gender Champion Club that conducts Gender Sensitization programs
regularly for the students.

Gender Balance within the Institution

Gender balance means the existence of a fair ratio of male and female representation
within the institution in terms of number of students in the various programs as well as
within the staff structure. The rationale is that traditionally women have lesser access to
resources and opportunities due to the social structures which act as inhibitors to access.
This results in lesser capability among women which in turn produces a snowball effect

on their empowerment and access to development initiatives.
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Data Analysis:

GENDER

PROGRAM NAME Grand Total

F M
Department of Agriculture 31 59 90
B.SC (AGRICULTURE) 30 58 88
M. SC (Ag.) AGRONOMY 1 1 2
Department of Health
Science 136 348 484
D.PHARMA 17 71 88
B.PHARMA 54 241 295
BPT 65 36 101
Depa}rtment of Legal 51 92 143
Studies
BALLB 23 27 50
LLB 28 63 91
LLM 0 2 2
Faculty of Computer
Science Engineering & 75 357 432
Information Technology
BCA 37 155 192
B.TECH (CSE) 20 119 139
MCA 18 83 101
Depgrtm_ent of Mining 12 314 326
Engineering
DIPLOMA (MINING) 6 85 91
B.TECH (MINING) 6 229 235
Department of Management 96 170 266
BBA 33 69 102
MBA 63 101 164
Grand Total 404 1344 1748
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Table 1: Gender wise Details of Total Students in the University

%

SI. No. | Year Male Female | Total % Male| Female
2020-

1 2021 1142 324 1466 77.89 22.10
2021-

2 2022 1171 325 1496 78.28 21.72
2022-

3 2023 1250 369 1619 77.20 22.79

4 2023- 1344 404 1748 76.88 23.11

2024
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Details of Total Students in the University

1600
1344
1400 . 350
1200 1142
1000
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400 324 325 369
0
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m MALE 1142 1171 1250 1344
B FEMALE 324 325 369 404

B MALE ®FEMALE

Fig 2: Gender wise Details of Total Students in University

The table shows year wise gender classification of male and female strength of students
and the total number of admissions to the University. It appears that the number of
students increased in 2023 - 2024.

Table 2: Gender wise Details of Ph.D. research scholar in University

Ph.D. students enrolled
Sl. No |Year Male | Female | Total |% Male % Female
1 2020-2021 |11 8 19 57.89 42.11
2 2021-2022 |6 3 9 66.67 33.33
3 2022-2023 |1 11 12 8.33 91.67
4 2023-2024 |1 9 10 1.00 90.00
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Gender wise Details of Ph.D. Research Scholar in
University

12 11

10

1
9
8
8
6
3
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2020-2021 2021-2022 2022-2023 2023-2024
H Male 11 6 1 1
H Female 8 3 11 9

N O

B Male HFemale

Fig: 3 Gender wise Details of Ph.D. Research Scholar in University

Ratio of female research scholar enrolled in Ph.D. program is higher as compared to male research scholar in 2023.
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Gender wise Details of Ph.D. awarded in University

Ph.D. Awarded

Sl. No Year Male Female Total % Male| % Female
1 2020-2021 12 6 18 66.67 33.33

2 2021-2022 16 9 25 64 36

3 2022-2023 14 5 19 73.69 26.31

4 2023-2024 14 3 17 82.36 17.64

Table 3: Gender wise Details of Ph.D. awarded in University
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Gender wise Details of Ph.D. awarded in University
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Fig 4: Gender wise Details of Ph.D. awarded in University

Number of females is less in number of the ratio of number of males
awarded Ph.D.
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Table 4: Students passed in the final year Examination 2023 & 2024

Number of students passed in the final year
Program Name examination
Female Male
Bachelor of Science (Hons) Agriculture | 19 37
Bachelor of Science Agriculture 10 11
Master of Science in Agronomy ! 1
Bachelor of Business Administration 15 29
BBA Logistics 2 2
Bachelor of Technology in Civil Engineering 0 1
Bachelor of Computer Applications 21 64
Bachelor of Technology in Mining 0 89
Engineering
Master of Business Administration 44 64
Master of Computer Application 20 61
Diploma in Mining Engineering 2 49
Diploma in Electrical Engineering 0 5
Diploma in Mechanical Engineering 0 1
Diploma in Pharmacy 24 82
Bachelor of Law 1 5
LLB 3 9
TOTAL 162 504
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Fig 5: Students passed in the final year Examination 2023

Ratio of female passed students passed in the final year examination have decreased as
compared to male students.
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Table 5: Details of Gold Medalist

Passing Year Enrolmen ,
Programme g No t Student's Name Gender
Master of Computer Application 2023 MC/21/001 PRACHI KUMARI F
Master of Business Administration 2023 ABM/21/005 UPASANA PAL F
Bachelor of Technology in Mining 2023 BT/L/MIE/20/035 | SUMIT KUMAR SINHA M
Engineering
Bachelor of Technology in Computer 2023 M
Science Engineering
Bachelor of Computer Application 2023 BC/20/079 AVINASH KUMAR M
B. Sc. (Honours) AGRICULTURE 2023 BA/19/017 ADITI MAJI F
Bachelor of Business Administration 2023 BB/20/025 JENIFFER KUJUR F
Bachelor of Law 2023 LLB/20/004 KUMARI SONAM F
SINGH
Diploma in Pharmacy 2023 DPH/21/004 DEBALINA NATH F
Diploma in Mining Engineering 2023 DE/MiE/20/019 ABHISSHIEEEUMAR M
Bachelor of Busme_ss _Admlnlstratlon in 2023 BBL/20/012 SAURAV KUMAR M
Logistics SINGH
Master of Science in Agronomy 2023 MA/21/001 PALLABI PATRA F
TOTAL FEMALE GOLD MEDALIST-7
TOTAL MALE GOLD MEDALIST-5
® MALE
® FEMALE

Fig 6: Details of Gold Medalist

21




Table 6: Detail of Chancellor Medal

Chancellor Medal

SL Passing |Enrolment \
No. | Programme Year No. Student's Name Gender
1 Master of Computer Application 2023 MC/21/001 | Prachi Kumari Female
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Table 7: Gender wise Details of Institutional Leadership & Management

Female | Male %

Female Male Total %
Chancellor 1 0 1 100 0
Vice
Chancellor 1 0 1 100 0
Board of
Governors 2 9 11 18 82
Board of
Management | 2 6 8 25 75
Academic
Council 2 4 6 33 67
Research
Council 3 6 9 33 67
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Table 8: Gender wise of Committee Gender Profile

Committee Gender Profile

Female Male Total | Female % Male %

1 | Admission Committee 4 3 7 57.14 42.86
2 | Examination Board/Committee |6 6 12 50 50

3 | Gender Audit Sub Committee |4 0 4 100 00

5 | Disciplinary Committee 3 2 5 60.00 40.00
6 | Library Committee 6 5 11 54.54 45.45
7 | Students Discipline Committee |3 4 7 42.86 57.14
8 | Purchase & Sale Committee 1 6 7 14.29 85.71
9 | Equivalence Committee 1 2 3 33.33 66.67
10 | Anti-Ragging Committee 3 5 8 37.50 62.50
11| Institution's Innovation Council |14 20 34 41.18 58.82
12 | Canteen/Mess Committee 2 6 8 25.00 75.00
13 NEP Implementation 3 5 9 33.33 66.67

Committee

24




Table 9: Gender wise Details of Cell Gender Profile

Cell Gender Profile

Female |Male Total| Female % Male %
1 'C”;‘f;':;‘i'ﬁee 1c0) Complaints| 2 9 60.00 40.00
2| Digital Monitoring Cell 0 4 4 0.00 100.00
3| Anti-Discrimination Cell 2 3 5 40.00 60.00
4| NSS Cell 2 7 9 22.22 77.78
5| IQAC 4 13 17 23.53 76.47
6| Women Cell 8 2 10 80.00 20.00
7 ICD:)areer Management Cell (T & 1 1 5 50.00 50.00
8| IDP 5 4 9 55.55 44.44
9| ST/SC/OBC/Minoarity Cell 3 2 5 60.00 40.00
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Table 10: Gender wise Details of Club Gender Profile

Club Gender Profile

Female Male Total |Female % Male %
1 | Management Club convener 2 0 2 100.00 0.00
2 | Cultural Club Convener 7 3 10 70.00 30.00
3 | Science Club Convener 3 4 7 42.85 57.15
4 | Sports Club Convener 1 8 9 11.11 88.89
5 | Fine Arts Club Convener 5 2 7 71.42 28.58
6 | IT Club Convener 2 6 8 25.00 75.00
7 ggggg;er Champlons Club 6 2 2 75.00 25.00
8 | Alumni Club Convener 2 2 4 50.00 50.00
9 | NSS Club Convener 2 7 9 22.22 77.78
10 | IC Club Convener 8 2 10 80.00 20.00
11 | Health Club Convener 3 4 7 42.85 57.15
12 | IPR/Patent Club Convener 3 1 4 75.00 25.00
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Club Convenors

= Female = Male

Fig 7: Club Conveners

Table 11: Gender wise Details of Teaching staff

(o) [0)
SI. No.| Year Male Female | Total & /0
Male Female
1 2020-2021 44 28 72 61.11 | 38.89
2 2021-2022 34 37 71 47.88 | 52.12
3 2022- 2023 48 40 88 54.54 | 45.45
4 2023-2024 49 39 88 55.68 | 44.31
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Gender Wise Teaching Staffs
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Fig 8: Details of Teaching Staff

The total number of male teaching staff is more as compares to female.
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Table 12: Gender wise Details of total HODs/Coordinators

Sl. No. Year Male | Female | Total % Male | % Female
1 2020-2021 6 3 9 66.67 33.33
2 2021-2022 10 4 14 71.42 28.58
3 2022-2023 4 3 7 57.14 42.85
4 2023-2024 4 3 7 57.14 42.85

Gender wise Details of total HODs/Coordinators
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8

6
4
in 1l In In
0

2020-2021 2021-2022 2022-2023 2023-2024
H Male 6 10 4 4
H Female 3 4

B Male HFemale

Fig 9: Details of HOD/Coordinators

Ratio has not changed in 2023-2024.
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Table 13: Gender wise Details Dean of faculties

Year Total | % %
Sl. Dean of | Dean of Male Female
No. faculties faculties
Male Female
1 2021- 1 2 3 33.33 66.37
2022
2 2022- 2 2 4 50.00 50.00
2023
3 2023- 2 2 4 50.00 50.00
2024
2 2 2 2 2
2021-2022 2022-2023 2023-2024

1
2

2
2

B Male HFemale

Fig 10: Gender Wise Dean of Faculties

Ratio of male and female deans is same.
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Table 14: Gender wise Details of Non-Teaching staff in University

SI. No. Year Male| Female Total % Male Fe(ﬁale
1 2020-2021| 79 29 108 73.15 26.85
2 2021-2022 66 30 96 68.75 31.25
3 2022-2023 | 61 34 95 64.21 35.78
4 2023-2024 63 34 97 64.94 35.78

2020-2021

Gender Wise Details of Non-Teaching staffs

2021-2022

B Male HFemale

Fig 11: Details of Non-Teaching Staff

2022-2023

2023-2024

Ratio of female non-teaching staff is less compared to male non-teaching staff.
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Gender Sensitization Initiatives

Annual Gender Sensitization action plans:

» University conducts an assessment of its existing policies and programs related to gender
equality and sensitivity. It includes evaluating the current scenario of gender inclusivity on
campus and identifying areas for improvement.

»  University organized regular training session and workshop for staff and students as well
to enhance their understanding of gender related issues.

Specific features provided for women in terms of safety and security:

» Dedicated counselling within the university which aimed to provide support to women who
have experienced harassment, discrimination or any other form of violence.

» University provides safe and comfortable common rooms specifically for girl student and
women staff. These areas are well monitored and equipped with security measures such as

CCTV and security guards to ensure the safety of women staff and girls.

Findings

 Students strength particularly boy’s strength is high in University.

» Enrolment of boys is more than that of girls in most of the programs.
» The participation of girls in cultural activities is higher than boys.

* Insports the participation of boys is more than that of girls.

* Inregular teaching staff the strength of males are higher than female by 22%

« HODs/Coordinators staff have a marginally equal male and female ratio.

» The University however takes special care to upgrade facilities for women such as
hostels, toilets and security.
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Suggestions

» Define and deepen the understanding of gender equality concepts such as gender equity,
empowerment of women, men and masculinities.

» Organize more sports programs for female students.
* More awareness program on Legal Rights.
*  Women Hackathon to be organized.

« University intends to introduce self-employment trainings in different subjects.

» Aseparate post of Counsellor needs to be created and a trained certified counsellor needs
to be recruited to handle the pressure.

* Awareness programs regarding engagement of female students in higher education
courses.

« Awareness programs to be conducted in rural areas.

Conclusion

The analysis shows that gender equity goals and objective are included in all the policies, programs
of the University and staff also reported that they have no problems related to gender criterion.
Gender Audit Team analyzed that the gender equality and gender sensitivity is encouraged by
management and staff of the University and they do have gender sensitive behavior.

It is found that the University has lots of strengths and some weaknesses. The weaknesses can be
overcome with gradual changes in value set up. Doubtless, the enrollment of girls from all section
of society is increasing and there are no gender issues complaints.

The findings show that University plays an important role in maintaining discipline and harmony
among students. It works for the social, economic and psychological growth and development of
everyone. Many programs are arranged for promoting gender compassion of the student
community as a whole while some programs are organized for increasing the self-reliance of the
female students. The University is contributing well towards gender righteousness and formatting
a gender susceptible society. It has been creating a harmonious set-up for the University as well as
for the society.
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