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GENDER POLICY of RBMUS 

 
A. VALUES that guide the Gender Policy 

 
1.  We seek to be a fellowship of individuals who are transformed to have full opportunity to participate and function 

in all aspects of the organization including leadership. 

 
2.  We believe men and women are made in the image of God and are given gifts and abilities by God to use together 

for His service ( Bible, Genesis 1:27, 28 ). 

 
3. We believe that the Bible clearly guides us to hold women and men as equal before God ( Bible, Galatians 3:28). 

 
4.  We seek restoration and transformation of relationships in our families, churches, communities of caring and 

communities we work with. 

 
B. GOALS of the Gender Policy 

 
1. At the heart of this policy is a commitment to create and sustain internal processes of the organization and a 

working environment in which everyone has an equal opportunity to fulfil their God-‐ given potential irrespective 

of gender, marital status, disability, race, ethnic origin, nationality, age or employment status. 

 
2. To establish greater gender equity within EHA and its inclusive healthcare and development practices by all 

Units and Projects as a witness of transformation into a fullness of life for girls and boys, women and men in families 

and communities through Jesus Christ. 

 
3. To clarify the responsibilities of staff, Human Resource Departments and Leaders to bring gender equity. 

 
5. To provide a framework for dealing with complaints from individuals who believe that they have been unfairly 

discriminated against on account of gender. 

 
6. To determine a consistent organizational ethos as it relates to gender: the gender policy will outline deliberate 

steps to encourage staff to think and behave in consistence with the overall transformation vision and mission. 

 
C. BACKGROUND to the Gender Policy [GP] 

1. India’s prevailing environment regarding gender: 

 India’s Human Development Index ranking is low at 119 out of 169 countries, among the lowest of the medium ranking 

countries, with a Gender Gap Index ranking of 1011. Violence against women in its many manifestations is largely 

responsible: neglect of the girl child, domestic violence, dowry deaths and rape. The child-‐ sex ratio stands at 914 

girls per 1000 boys overall in the country. 

 Millennium Development Goals [MDGs] – the progress towards the imminent target date of 2015 is patchy: 

girls’ education has shown progress [MDG 2], but there is lack of progress in gender equality [MDG 3] with every 6th 

girl’s death due to gender discrimination. 50% of women are married before 18yrs of age. Female infants still have 

a significantly higher mortality rate than males [MDG 4]. Maternal Mortality Rate [MMR MDG 5] remains shockingly 

high at 212 per lakh. 

 
2. Christians prevailing environment regarding gender: 

 The situation of girl children and women in the Christian community is generally better than other communities with 

a better sex-‐ ratio and educational status.  However, patriarchal systems still govern and women often do not experience 
 

1 □ http://hdr.undp.org/en/media/HDR_2010_EN_Table4_reprint.pdf 

http://hdr.undp.org/en/media/HDR_2010_EN_Table4_reprint.pdf
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equality at the household, church and work place. 

 
 There is a wide variation in views on gender in the Christian community based on different theological 

interpretations of  the Bible and church backgrounds. 

 
3. Emmanuel Hospital Association’s areas of special concern relating to gender are: 

 Results of EHA’s recent gender survey show that staff, in general affirm the importance of gender equality. 

However, staff are divided on the practical application of this understanding and whether or not gender defines 

specific roles.

 
 The number of women in higher levels of leadership other than nursing is very low as compared to men. 

Participation of women in decision-‐ making forums is also limited.

 
 Intentional steps have been taken by the organization to encourage women to train for and take up leadership 

positions. However the number of women opting for these opportunities and positions is low. Those who do take up 

leadership positions continue to face challenges attributed to gender.

 
 Working women experience more pressure because of the need to balance responsibilities at the workplace and 

family. This poses a barrier for increased participation, especially in leadership roles.

 
 A Gender Gap analysis showed a shortfall of women in administration, IT and technical areas and a shortfall of 

men in the field of nursing.

 
 The wide variation in views on gender noted in the Christian community is also reflected in EHA.

 
 It has been reported by some staff that existing policies related to gender have not been adequately 

communicated to them.

 
 There is an openness and desire among many staff to gain a deeper understanding of the Biblical perspective 

towards gender.

 
D. INTERNAL PROCESSES 

 
1. Recruitment and promotion 

a) These will be on the basis of equity, building up the gender balance of the staff in all  levels. 

 
b) New staff orientation will include thorough instruction in the organizational values relating to gender and the Gender 

Policy for a full understanding for practical application. 

 
2. Leadership development 

a) For leadership positions, all appointees’ specifications will include a wholesome view on gender. Attention will 

be given to gender and current imbalances in representation of women. 

 
b) RBMUS will encourage women to take key leadership positions in units and projects and be supportive of them as 

they carry out their responsibilities. RBMUS will identify barriers to participation, if any and work towards removing 

them. 

 
c) In setting up second line leadership, gender balance will be a criterion. 

 
3. Staff development 

a) RBMUS will provide equal opportunities to individuals, irrespective of gender, to identify their gifts and develop them. 

 
b) Training and sponsorships will be awarded to make up for the shortfall in trained women or men in specific areas. 

 
c) Resources will be budgeted for all staff to be trained on the application of a biblical worldview on gender equality 

through several avenues such as workshops, bible studies and retreats conducted by suitable resource persons. 
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4. Supportive services for women 

a) Security of women staff during work hours and work related travel will be given increased importance. 

 
b) Single, separated, divorced women and widows will have some means of practical support, especially if they have 

children, by the wider Christian fellowship. 

 
c) RBMUS will consider flexible and part-‐ time working patterns and care arrangements for children and elderly, 

including creches, day care facilities and after school programmes. 

 
d) RBMUS will support child care arrangements during reporting and leadership meetings to encourage better 

participation of women during these events. 

 
e) RBMUS is  committed  to  comply  with  all  current,  gender-‐ related  legislation  and  will  adopt  a  zero  tolerance  

policy  towards domestic violence and the use of pornography. 

 
E. EXTERNAL SERVICES 

 
Services  provided  by  RBMUS  to  external  communities  in  regard  to  gender  will  follow  a  twin-‐ track  approach  of  

mainstreaming  and specific gender-‐ focus strategies with a broad network of partners, academic, GO & NGO, both faith-‐
based & secular. 

 
1. Healthcare Services 

 Gender equality and mainstreaming will be integral in all the main disciplines of clinical practice to address the 

prevalent inequality in society and unequal access to proper healthcare.

 
2. Training 

 An understanding of gender equality and mainstreaming will be included in all 

training in the main disciplines of healthcare to address the inequality in society and to 

ensure equal access to

proper healthcare. 

 
3. Community Health Activities 

 Sensitization campaigns in communities will be stepped up with significant target groups to enable better 

gender justice attitudes and behaviour: schoolchildren, adolescents, men’s and women’s groups, local 

churches through workshops, seminars, Bible studies, informative publications and local media such as press, 

radio and TV.

 
4. Care for the Marginalised 

 Gender mainstreaming will ensure that marginalised groups will overcome any extra discrimination on account of 
gender.

 
 RBMUS will provide unconditional, compassionate care to groups marginalized in society because of their 

gender or sexual orientation.

 
5. Partnerships 

 RBMUS will support other organizations, both GO and NGOs, in activities that foster gender equality in the 

communities they serve. 

 
 Networking with other health and development institutions will enable RBMUS to keep abreast of current study 

and practice related to gender-‐ related health and development issues, to assess the impact of their holistic 

interventions, suggest policy statements and the formation of ethics committees. 

 
6. Research and Advocacy 

 Research will be conducted to gain a better understanding of the factors contributing to gender discrimination in 

the areas served by RBMUS.

 
 Advocacy will be strengthened through all possible avenues after thorough study of local issues of gender in 

communities served by the organization. It will be more intentional in speaking out and advocating against 

gender-‐ based injustices.
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GENDER POLICY IMPLEMENTATION 
 

1 Organization level 

 
 The Gender Policy and staff commitment statement will be translated into Hindi and other regional languages for 

all literate staff to understand easily. 

 RBMUS will orient all Officers and Unit Managers in the application of this policy and other staff involved in the 

recruitment and selection of staff. 

 RBMUS will create resources on gender themes for devotions, special celebrations of international days e.g. of the 

girl child and workshops. 

 The organization will continually review the processes for recruitment and selection, promotion, provision of 

training and development opportunities, to ensure no individual is treated less favourably on the basis of gender, 

marital status, disability, race, ethnic origin or nationality. 

  At RBMUS, as of now Dr. Prabhu L. Joseph, Managing Director is the Gender Policy Coordinator to facilitate 
the GP implementation.  

 RBMUS will establish a Gender Policy Monitoring Group which will meet on a regular basis. 

 A review of the Gender Policy will be done on a regular basis or as and when required. 

 
2. Unit and Project Level 

 
 Leaders at the Unit and Project level will facilitate the alignment of their internal processes and external services to 

the recommendations of the gender policy. 

 Reporting will include gender disaggregated data on number of staff at every level and scholarships and training 

received by them. 

 Project proposals will include gender specific measures and mainstreaming to improve gender equality and 

access to healthcare and other services. 

 HR Depts and pastoral services will be strengthened to provide gender -‐  related counselling and other support services. 

 
3. Individual Level 

 
 Staff members will respect each other, irrespective of gender, and encourage each other to develop their 

gifts and capabilities.

 All staff members are personally responsible for avoiding unacceptable language or behaviour and preventing others’ 

unacceptable language or behaviour. This means any language or behaviour that is disrespectful, intimidating, 

discriminatory or abusive towards any individual on the basis of their gender, as well as their marital status, disability, 

race, ethnic origin, nationality or age.

 Staff will comply with RBMUS’s zero tolerance policy with respect to domestic violence and the use of pornography.
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EHA GENDER POLICY COMMITMENT 
STATEMENT 

 

All HR departments or appointing administrator will ensure that all existing staff and new staff (permanent and contract 

staff ) and volunteers read, understand and sign the statement of commitment. Staff will keep a copy and one copy will 

be kept in their personnel file. 

 

 
I declare that I have read and understood the EHA Gender Policy. I will comply in every way with the standards of behavior 

set out in the policy. 

 

Signed …………………………………………………………… Name…………………………………………………………  

 
Date………………………… 

 
Post……………………………………………………………………………  

 
Unit /Project ………………………………………………………………………………………  
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Appendix 1 CLARIFICATION OF TERMS  

Awareness Knowledge of important information that changes attitudes, behaviour and access to services 

Chauvinism Belief that men are superior to women. This is closely associated with sexism and misogyny 

Disadvantaged Lacking the basic necessities or comforts or conditions (as standard housing, medical and 
educational 

facilities, and civil rights) believed to be necessary for an equal position in society. 

Discrimination Prejudicial or distinguishing treatment of an individual based on their actual or perceived 
membership 

in a certain group or category, 

Diversity Differences in the values, attitudes, cultural perspectives, beliefs, ethnic backgrounds, 

sexuality, skills, knowledge and life experiences of each individual in any group of people. This 

term refers to differences between people and is used to highlight individual need. It is 

inappropriate to use ‘diversity’ 

as an alternate to ‘equal opportunities’. 

Domination Control or power over another or others or the exercise of such control or power. 

Domineering Inclined to rule arbitrarily or despotically; overbearing; tyrannical: domineering parents.  

Empowerment Gaining power and control over people’s own lives with increased information, building self-‐  

confidence, expansion of choices, increased access to and control over resources and actions 

to transform the structures and institutions which reinforce and perpetuate discrimination and 

inequality. The process of empowerment is as important as the goal. Empowerment comes 

from within; women empower themselves utilizing individual and collective strengths to work 

towards common goals without coercion or domination. Empowerment of women cannot be 

achieved in a vacuum; men must 

be brought along in the process of change. 

Equal opportunities Policies and practices that tackle inequalities, aiming to ensure that all staff and volunteers are 
treated 

fairly and do not experience discrimination. 

Exploitation Using resources or the act of treating people unfairly in order to benefit from their efforts or 
labour. 

Gender Socially constructed roles, behaviour and attributes that a particular society considers appropriate 

for    men and women. Gender also refers to the relationships between women and men and girls 

and boys,      as well as the relations between women and those between men. These attributes, 

opportunities and relationships are socially constructed and are learned through socialization 

processes. They are context/ time-‐ specific and changeable. Gender determines what is 

expected, allowed and valued in a women or a man in a given context. In most societies there are 

differences and inequalities between women and men in responsibilities assigned, activities 

undertaken, access to and control over resources, as well as decision-‐ making opportunities. 

Gender refers to masculinity and femininity and is different to sex, which is the biological 

difference male & female. Gender is part of the broader socio-‐  cultural context. Other important 

criteria for socio-‐ cultural analysis include class, race, poverty level, 

ethnic group and age. http://www.un.org/womenwatch/osagi/conceptsandefinitions.htm 

Gender analysis Study of how gender identities shape individual choices and opportunities in relation to material 

resources, social, political, and economic activity within a given community or group. Gender 

analysis is a process that also includes determining what strategies, institutional changes and 

related resources 

are required or available for resolving a given problem and decreasing the disadvantage. 

Gender and 

development 

(GAD) 

The consideration of gender in the social structure and economic conditions of societies. GAD 

does not focus exclusively on women, but on the socio-‐ economic-‐ political relationships between 

males and females. A GAD approach is concerned with creating equal opportunities for both 

sexes. It also targets members of society who are disadvantaged and empowers them to take 

their development into their 
own hands. 

http://www.un.org/womenwatch/osagi/conceptsandefinitions.htm
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Gender equality The measurable equal representation of women and men. Gender equality does not imply that 

women and men are the same, but that they have equal value and should be accorded equal 

treatment. The 

UN-‐ preferred term to gender equity. 
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Gender equity The quality of being fair or impartial. Levelling the playing field for girls and women by ensuring 
that all 

children have equal opportunity to develop their talents UNICEF 

Gender sensitization The process of individuals improving their ability to consider the impact of plans, policies, 

behaviour and attitudes on both females and males, and to be sympathetic to each group’s 

social and physical 

needs. 

Justice The quality of being just; righteousness, fair or moral rightness. The process of upholding a just 

cause, Rightfulness or lawfulness, as of a claim, administering of deserved punishment or 

reward. Right use of 

power. 

Mainstream The principal or dominant course, tendency, or trend: e.g. main, core development progress. 

Attention is given to gender perspectives as an integral part of all activities across all 

programmes. This involves making gender perspectives – what women and men do and the 

resources and decision-‐ making processes they have access to – more central to all policy 

development, research, advocacy, development, implementation and monitoring of norms and 

standards, and planning, implementation 

and monitoring of projects. 

Marginalise To place in a position of marginal importance, influence, or power, out of the mainstream. 

Misogyny Cultural attitude of hatred or dislike of women or girls because they are female e.g. sexual 

discrimination, denigration of women, violence against women, sexual objectification of 

women, jokes, pornography, self-‐ contempt that women may be taught to feel toward their own 

bodies. Sexist prejudice and ideology so important basis for the oppression of females in male-‐
dominated societies. Misogyny is found in ancient mythologies as well as various religions. 

Also, many influential Western philosophers, even Paul, have been called misogynistic. The 

male counterpart of misogyny is misandry, 

the hatred or dislike of men. 

Normative Sometimes means a standard, timeless truth, an absolute. However, there are specialized 

contextual meanings in several academic disciplines, e.g. development is a normative concept, 

development is the way in which individuals or societies consider it to be appropriate, everyone 

has their own ideas what 

development is; there is no standard definition. 

Objective Uninfluenced by emotions or personal prejudices. Also a purpose, aim. 

Oppression Exercise of authority or power in a burdensome, cruel, or unjust manner, the state of being 
oppressed. 

Political correctness A form of social tyranny, having to comply with the current dominant view, using words or 

behaviour which will not offend any group of people, relating especially to race , gender, sexual 

affinity, or 

ecology. 

Polyandry Wives with more than one husband 

Positive discrimination Policy or action that favours some deprived region or minority and to redress, at least in part, 
uneven 

development. 

Resilient Capable of withstanding shock without permanent deformation or rupture, able to recover from 
defeat 

or damage. 

Rule Governing power or its possession or use; authority, the duration of such power. To exercise 
control, 

dominion, or direction over; govern. Have supreme authority, to dominate by powerful influence.  

Sensitisation To make or become sensitive to the impact of certain attitudes and behaviour so that proactive 

measures are taken. 

Sexism Prejudice or discrimination based on sex; behaviour, conditions, or attitudes that foster 
stereotypes of 

social roles based on sex. 

Submission The act of submitting to the power of another: "Oppression that cannot be overcome does not 
give rise 
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to revolt but to submission. (Simone Weil) 

Vulnerable Capable of or susceptible to being wounded or hurt, as by a weapon: a vulnerable part of the 
body. 

Open to moral attack, criticism, temptation. 
 

Appendix 2 BIBLICAL BELIEFS – details 

 
We believe and affirm the biblical basis of relationships between men and women before God:  
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 The fundamental basis of the equality of men and women is that both are created in God’s image [Gen 1:27,] Gal 

3:28]. Sexual equality is established by creation but perverted by the Fall. Now, it is being restored by the redemption 

that is in Christ. God has made men and women different biologically with specific sexual functions. At the same time, 

every individual is created unique to glorify and serve God. 

 God commissioned both equally to be fruitful, rule the earth and animals and He provided their needs. [Gen 1:28] 

 Equally given instructions not to eat fruit of Knowledge of God and Evil. [Gen 2:16-‐ 17, 3:1-‐ 3]. Both then disobeyed 

God and were punished [Gen 3:6, 16-‐ 19]. 

 Both were equally covenanted people of God, subject to his law but fell short of the standards of the law and were 

punished by exile. 

 Both were promised new life [Is 52:7-‐ 10, Jer 31:31, Joel 2:28]. 

 Jesus showed special regard for women in his patriarchal society: women and men were equally trusted with the 

revelation of Jesus as Messiah [Jn 4:26; Mat16:16] 

 Both have been equally redeemed [Gal 3:13] and made one in Christ [Gal 3:28]. 

 Both have been recreated [2 Cor 5:17], have inherited the Kingdom of God  [Rom 8:14-‐ 17; 1 Pet 3:7] with a 

ministry to God [1 Pet 2:9; Act 2:17-‐ 18; Rev 5:9-‐ 10], ministry of reconciliation [2 Cor 5:18]and to do good works [Eph 

2:10]. 

 Both have the right to be called children of God as believers [Jn 1:12] and are equally subject to God’s 

judgement for sin. [2 Thes 2:3]. 

 All his disciples are commissioned as witnesses and co-‐ workers with Christ in building the Kingdom [Mat 28:18, Jn 
20:17] 

 Women’s and men’s role in the first churches were never distinguished in Paul’s list of functions in the church [1 

Cor 12:27-‐  30, Eph 4:11-‐ 12]. Women were often house owners and hosted church meetings in their homes as leaders 

[Col 4:15]. Paul praised them for the work they did as co-‐ leaders [Rom 16:1-‐ 16]. 

 

Appendix 3 REFERENCE MATERIAL 

EHA HR Manual 2011 & Sexual Harassment 

Policy 2012 EFICOR Gender Policy seen 

9.10.2013 

VIVA Equalities and Diversity Policy -‐ part 

World Vision Gender Policy under 

development CMAI Gender Policy 1993 

 
Appendix 4 INDIAN LAWS RELATING TO WOMEN 

 Commission of Sati (Prevention) Act, 1987 

 Dowry Prohibition Act, 1961 

 Indecent Representation of Women (Prohibition) Act, 1986 

 National Commission for Women Act, 1990 

 Protection of Women from Domestic Violence Act, 2005 

 Protection of Women against Sexual Harassment Bill, 2007 

 Immoral Traffic (Prevention) Act, 1956 

Other laws relate to marriage & divorce, maintenance, property, succession, inheritance, guardianship & adoption, abortion, 

working women. For comprehensive list see 

http://www.wikigender.org/index.php/Indian_Laws_relating_to_Women_%26_Children 
 

Appendix 5 RECOMMENDED READING 

AIM Monthly Magazine EFI Feb 2013 p5-‐ 15, 19-‐ 22 

Co-‐ Workers, Co-‐ Parents, Co-‐ Leaders by Dr Beulah Wood, IWIM, 2012, copies available Rs 40 

Created or Constructed – the great gender debate by Elaine Storkey OM 2001 Chapter 6 

Families in the Plan of God -‐  A theology for South Asia by Beulah Wood SAIACS 2010 

God’s justice related to gender by Heather Payne [on request heathermayapayne@gmail.com ] 

http://www.wikigender.org/index.php/Indian_Laws_relating_to_Women_%26_Children
mailto:heathermayapayne@gmail.com
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Issues facing Christians Today by John Stott GLS 2003 p316-‐ 318 



1

3 

 

 

Justice – rights and wrongs by Nicholas Wolterstorff Princeton 2008 p128-‐ 131 

Should I care -‐  Contemporary Concerns for Indian Christians edited by Cherian Thomas ISPCK 2007 p147,154. 

Side by Side – Gender from a Christian Perspective SAIACS ed. Beulah Wood p73-‐ 74 

The Idea of Justice by Amartya Sen Penguin 2009 p202-‐ 207 

The Mission of God’s People by Chris Wright Zondervan 2010 p176-‐ 178, 218. 

The Spirit Level-‐ Why equality is better for everyone by Wilkinson & Pickett Penguin 2009 p58-‐ 62 

Women and the Kingdom by Faith and Roger Forster PUSH & Ichthus 2010 p99-‐ 104 

Women, worth and Scripture by Lynn Smith, SAIACS 2005 Chapter 10 & Appendix B 

 


