5.1.4 The Institution has a transparent mechanism for timely redressal of student grievances including
sexual harassment and ragging cases 1. Implementation of guidelines of statutory/regulatory bodies 2.
Organization wide awareness and undertakings on policies with zero tolerance 3. Mechanisms for
submission of online/offline students’ grievances 4. Timely redressal of the grievances through
appropriate committees

DVYV Query 5.1.4

Item 5.1.4. Provide Minutes of the meetings of student redressal committee,
prevention of sexual harassment committee and Anti Ragging committee. 2.
Provide Circular/web-link/ committee report justifying the objective of the
metric 3. Provide Proof of constitution of Internal Complaints / Grievances
Committee formation / other committees as per UGC norms.

DVYV Clarification
Item 5.1.4 of DVV response:

1. Minutes of the meetings of student redressal committee, Internal
complaints / women’s cell (prevention of sexual harassment) committee and
Anti Ragging committee are attached.

2. Constitution of student redressal committee, Internal complaints /
women’s cell (prevention of sexual harassment) committee and Anti Ragging
committee is attached.



Proof of Constitution of Internal Committees/ Grievance
Committee Formation/ Other Committees Formation And

Circulars are Given Below
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e Circulars of Statutory/Regulatory bodies related to redressal of student grievance
including sexual harassment and ragging cases
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e Rules & Regulations of Anti -Ragging Measures as per UGC Regulations
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Documents Showing College Internal Complaints Committee for Prevention,
Prohibition And Redressal of Sexual Harassment-Reg

Internal Complaints Committee for 2016
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Internal Complaints Committee for 2021

Internal Complaints Committee for 2022

Organization wide awareness and undertakings on policies
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University Grants Commission

(9 | A §A, SRd wE)
(Ministry of Human Resource Development, Govt. of India)

v

S TEIGLE AHT 9, -110002
q1. T S T . Bahadur Shah Zafar Marg, New Delhi-110002
fe Ph . 011-23236288/23239337

Prof. Rajnish Jain Fax : 011-2323 8858
Secretary E-mail : secy.uge@nic.in
D.O. F. No. 14-4/2012(CPP-II) 7t May, 2019

Dear Sir/Madam,

In exercise of the powers conferred under clause (g) of sub-section (1) of
Section 26 of the University Grants Commission Act, 1956 (3 of 1956), and in
supersession of the University Grants Commission (Grievance Redressal)
Regulations, 2012, the UGC has notified the [University Grants Commission|
(Redress of Grievances of Students) Regulations, 2019 in the Official Gazette on
6" May 2019. A copy of the Regulations is attached herewith. As per para 8(i) of the
Regulations, you are requested to ensure that your University shall, within a period of
three months from the date of issue of these Regulations, have an online portal where
any aggrieved student may submit an application seeking Redressal of the grievance.

You are requested to ensure compliance of these Regulations in your esteemed
University. These Regulations may also be brought to the notice of your affiliated
colleges for their implementation.

With kind regards,
Yours sincejel !
(Rajniéh Jain)
Encl. : As stated above.

The Vice-Chancellors of all Universities

Copy to: -

The Publication Officer, UGC for uploading on UGC website.

[Dr. (Mks.) Pankaj Mittal]

Additional Secretary


https://www.ugc.ac.in/pdfnews/2813028_SG-Regulations-2019.pdf
https://www.ugc.ac.in/pdfnews/2813028_SG-Regulations-2019.pdf
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faeafaemera srga™ smanT
Jiferg=E
s faoell, 6 3, 2019

BI. . 14—4 /2012 (AA—I1)—eafdene g™ manT Siffa¥, 1956 (1956 &7 3) @I
gRT 26 @ IT-GRT (1) & e (V) §N Ua< AMKIAl HT YANT H)d 8¢ AR fIeafdenera e smam
(Rreprara fawon) fafsem, 2012 &1 IRIBHT $Rd 8Q fdvaldencd 3rgar SMREN UageRT fAefoiad
fafras q=ran &, Ara—

1. <dfera am, faffrair &R 9w

@) 37 fafrAl &1 feafdere™ rgem N (B3 & Riemal &1 frare) M, 2019 @
ST |

@) I 9 SR R WeEl ) Jr] g, R fed s siftifrm serar sa siferfram
% dEd eIfud srerEr MR far w8, iR feafderey sgam o s, 1956 @1
URT 2 & E (d) & agd A a9l SRl dor O A e favafdenery el R
AN B RO oy &1 ORT 3 & ded [aedfdererd | fear T e |

(1) g fafrm, e oI #§ geRia 89 & fAafdr | gy 86
2. JIW:

fr) R # usel 9 AMifed BET IR WY B UV WMl H YA Aree il Bl @l
Hfamd Rreradl & IR & o AR U= &)Ar iR 59 Wy § Uh dF infud weA|

3. URYNT: 99 & f& 37 Al @ ded ¥ s=rem anféra = e
(@) erRfrm @ AR favdfdenerd S AN S, 1956 (1956 &1 3) ¥ ©;

@) “dqfsd sE’ ¥ AR BN W B ¥ & R 39 Rl @ dga aRafva Rermal @
Teer B ol A 31T dcdder fhvl JHel § Pl Rrprad 8|

2366 G1/2019 (€)]
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)
)]

(=)

®)
@)

"HEIfdenerd” | AT AR & gRT 126 @ SN (1) @ @€ (@) # 39 ISR ¥
gRAIRT faredy Rem ¥ 2 |

“HETfdererl B Rema farer Affy” (vasieRs) 9 v 39 gl & dga
forefl R & WR W, Sife weErfaerer 81, 1fea faxdt afafa 9 2

"IN ¥ AR favafdenery TR SN SRR, 1956 @I URT 4 & dd eIfud
AT ¥ ¥ |

AT e T BT ST HRRI gRT UG fhy W7 37 fHA UreashA a1 eadd drRimhd
JdY B forv G & ARt § ghifrg &) 8 fhdl O N ¥ 2, s Sad sidvid 3
arell Yfsharg Y enfHer € |
“farfra s Rrerd Farer afffr’ @uasiemrs) 9 afium g9 A\l @ dga fasi
faeafoemea & fa<d) fawm, fenea o1 o5 & WR ) 1fed fodt wfafa & 2
“Rrerad’ &1 AfT, iR gaH feaq & ddy # fedl fifsa s g™ @ 1€ Riemard)
A g, M

i, AR @ aitd gawr ifd & gwu FEiRa &1 T drgar & faudd gawr f&an

SIKILE

ii. W @ ST yaer T & Jed ufhar # IR

iii. M P AT gaw AT & R YIS o7 ¥ SHR fHAT S

iv. 3 fAFHl & Suqel & gy, ARl §RT [JeRfOrsT BT UehI=I= = fhar ST,

v. R gR AR § 0 B8 STMaRI o1 Siifd SO a1 9IS 81, IR dedl W
GHETF@H:@[@

vi. 0 B9 gRT 09 ORI # UdY o9 @ WA W ST fhy U fR SRSt i
I, ST A1 fhdl 31 YRIBR & WU H Bl Pl 37U U G o<l AT agd el |
SHR AT Alfh VA el UIGahA AT AL BRIHA & Hag § BT B Bl o
AT Yebl, BT YAM B 7 JIR (AT S G 31a1 JoigR fhar o1 |a foraH
BTF I T8l BT ATSl BT,

vii. R &I Gifya gaer Aifa # FeiRa afr | siferes em=ifn @ AT S

vili. BEI 3 (A= AR & forg uder § el & RevT & Hag H gaHE H ofn] fed
DI BT AR gRT Seeterd fbar Sy

ix. VO ol S &) 9ifta gaw T & 984, strar e g fafed fal urdl, afe
Pl Bl oI, & dd bl W BTF v I BrEAgRT AT R AT &7 YA T8l fhar
ST 31T faerd & Y fBar S,

X. WRIF & Ao defex H, T ARINT gRT fafed U faef dhefer # faffie srggah
A SR YRIETRI & JATATS H, Jferar uRier b uiRersi &1 = H faa B,

xi. fqeRfOrer & e Sfeafd, srerar |wers gRT @r fodfl B & fbdl Suey & ded
AT JAUTET BTAT BT GIAWT UG B H GRA gV fawhed &,

xii. BTA & JAihd & oY FRATT §RT AT g IR— TR FeraT 3 g,

xili. U bl ©TF P Yob b UG H fdcia BRAT, ATl §HR HIAT iy fda=foredT #
SfeaRad g & HIaR, 12T ST &1 AN §RT AT far 9g, & Wiaw yaer
T <l &

Xiv. SId S, IR SIS, 3= fUssT avf, Afall, fcusiad qdT ferad
SORN @& BTHI & BT WeHd &1 Ridwrd;

xv. U9 QU O & IHI ST WRINT AT T 2o 31erar ue fhu SET Sruferd o &
FTHRU Torayof e v Tl fHar S qen
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(&)

©)

©
C)

®)

@)
)
@

&)

1.

Xvi. BE & I & 3T AWl & eral 9 IR aaqd | ar il S & SSiHd
SUddl & ded PRATS B S Bl BT BT IS AT SIET 3fqdr I femr
AT ST |

e fsll w9 fawafdenaa dword 9 g, srEr faw fafne fqun swemar fhareema &g feed
foeafaemery & ded nfid feu MU fed dveme 3 2

"HRTd BTF Rieraa fare |affa ErEvasiemsd) & ifiwmr g9 fafl & aga fash
foeafagme @& TR ), W Rroral )R sRiaR o7 & fou 1feq & 78 afafa 9 g o
foeafdemem & foell f fowm & dafdq 98 81, Seerwr & fou smEE™ iR 9m
gfaer |

3T B, O SR (R U Aere # gaer UM @ Segdl Afed) B UE e o
eferd fsger iR uRE IMGRY Ua™ HRA & fog U G terar fobhedl urfers=or arerar Uy
AR gRT VAT H3 & ol uifiresd fory o fanedt aafda g1 oy fomam wram &,

AR I D g vEr FeiRa fhar war gr Aanid, SEo-gdi es R sfy uaen,
AT, IS, JfeHM 3R FalaR iR daffierg e €; gevr—uf¥es &F § axd, dicd
IR ddergy e g ulRaHl &3 H§ HeRTY, ORI, TE, J6Y AR TR gdell, &99 3R <19
A T W & H B}INe, mesﬁifw&mmﬁa%wﬂaﬁaﬁaﬂiaﬁ?w

r\

faeell, fedraa uaw, dome, sRamn, fieell, SRS, SR Uey, StREsS AR I8 e &
q\tﬁﬂ’\faﬁaﬁw HeTerd, ASiRe, AR, YR, reurae uaw, fifded ok Armels e &,
3R gdf &=t # uf¥em e, faER, IR iR anfsen enfie 2 |

RIS BT AU ARG B go gl W faffds & wvg 9 2 Rrad b9 s a8
A enfiat

BT W AWMU RNt e, o g' R arp B 8§ aifea fed s,
3feraT AHIfRd B & foly yaer Ut & segd Afdd 4 &

“favafdene’ | fur SifSfTm @) ORT 2 @ W (@) # e uRwia fa favafaeme
A T, AT el Hed @ STYR, dddy @ ORI 3 & d8d 39 YSHR OIfvd feu S arer
DIs a9 fazafdermery dwer 2|

“faeafdene v Rierad faror affa (Guashere) & s faeafiereas & ww w®
SITACIRIRE, MSUASHIRYT 31qdT JUHSRIR & oy & gRumawy Sushl Rreryat
R HRATS B B forv 37 fAfF|l & ded fed o afafa 9 2

faa=foreT &1 et yare, s fawaey don e feion

TP AR, 37T UTShd IT eqI & bl Y BRIPH H U9l N - &) fAfy 9 &4
A PH Ao 3T P FAIT W qd AU JedIge W US [JaRiOdT FH1RIT AR /AqdT fucirs
FHAT, RrEH 39 I8 @ G | YI9 o & $9gd ARKAT AR I ST Bl BRI B
fore e SIMaRT sidfdw gRfl, A

(@) UUD YISAHH NAAT eTTT & HRIFHA o oy, Reror & el, aaeiRe T3 iR =g
PR & AT FFIT D BRIDHI AR UIGIHAT b FAl Aied Iugad Aifded
ITTEROT feFaT HRIH, STAT Al 81, §IRT AN UToashy &1 s SR,

(@) fora Rem 9v gg vae AU I &1 IR 81, SUd TS UISAhd 3T eI &
FRIGHH & Ay H, SUFd Wifafdrs AfdmRor gRT rgAIfad el &l |,

(M) wverd grr faffde fodl faziy urewmy sierar regd BRikhH H B @ ®U H gAY B
fo Rl o1 =EaH IR Tftiead oMy AT Afed e AIdr AR U ST I
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(@) 39 UBR & UOW & foIU e HRA el AR SHIGAR & FIE B ufhar, s
UAP UTSAHA IIAT AT HTAhA § I & forg W il & a9+ & fog ol
I SRIEE & [AaR & Fag H F T TEBRI SR TAw we & fo FeiRa gew
B A A g

() fHdl Uo7 e SrRieH ¥ Sy Bd & forg U ke # et fhy g wTEt
SR <Y Yoob, STHT NIRRT SR 3 Y9RI & Ucdd Tch 3R U YAl bl 3= fFraer
3R oret;

@) wRa oY WM &R wuE fhy o g e/ fafgw, fafafds o serar sftrr,
TG S dTell TR @1 =gAaH IR Afddas

(B) U WM H IIRgel o drel BEl g1 MG UISahd AT AT HRIHA & 1T 84 I
gl 3RMAT & d16 SIRde Bie faar Srar g df B &f ufier fby S aret fRreror
Y IR I YARI BT Ufderd, den §8a 91 e iR 9o ugfd fa el o
T ufaer fear S,

@) ST Qe Iraar Rieror Heg w1 fGaRen, Sqel Fgfaa w1 w@wn (Rafa/
IR / 31 3R SHa Td AaRI & RIET07 o7 & T,

(&) “ifde SR WAeAlOrs RIET e[ R BHEENE IR 39 Yo, AP, AT T
SN, S8 Bl Bl AEeiRe UREw far S 8, dfRd oy gfaumsl & ddy ¥
TSR AR fIUTHy I BHEl gRT GWIE H Ul UTa] HR+ R UKl 814 drell gfaemaii

(3) I & URER & HIaR AT dE% BTA §RT RN d91Y a4 & G § T Fd
e, &R, Ry o &=l B srar Bl & AT Mg w1 deell U sremad
IrAROT §RT 39 <ae § IR fhe v faeft faffm & Sudell &1 Sooiee fhy o9 &
IR BT «ORT Sfdfdtse 1T, qer

(@) 3manT gRI Jorr fafafdse #Ig 3T SFdR:

I P, UA® G 39 fafem @& s (@) 9 (2) # SfeaiRad SMeRI BT o1uH! d9drse
TR IR /3M0ers HXN, AR A= FARRuEl 8l o= Hifsa & Ar| o ggdn 9
UeRid &= gu fAsu=l & #egq & $9g% BIAl 3R 3 SIdT &l &I dgdlse WR 59 dRe
D YPRE Bl AR fTARIT ST |

RS WA ST AR &1 uds qfed ufd &1 g FeiRa o, Sife [axfer &
UHTeE 3R faaRer &1 Sfad amra 9 orfds F8) 81 3R fAaxforeT & uereM, faavor ar
Ao & P o sifvta =1&1 farar e |

B Rrerga farer aftifoar (Tashism):
weifdenradl oA Rerd farer afifa (fregshamsd)

(1)

(i)

el difsd o= @1 Feifdera ¥ FaRa & @ Rema o FEfaRea @@ arel
FETfdenerdl B Riera farer A (Hioasiensdl) o1 woir S

(@) HeTfaererd o1 gremi— |
(@) urErR gRT Riewr §er 9 3 aRs GeRImi B AHHfas {6 - GeaReTr;

(M wEfdere™ & @Al 4 9 e ufabfl N e grr dafte angar/Wddge |
Icpedl /He—UTod fhardpelal 3 I¥9a Fwred & JeR R AmFfde fhar som—
[ENERCIGIEIRE

AN qT IRy AT &1 HRIGTe &1 aui &7 BRI |

(iii) 9o & forg Trorgfd, wmuft Afed o’y faRiy SmHA & orermar, 19 ARl & 8 |
(iv) Rrerml R R $Rd g AIvHSHIIRYE! Qe = & Rgial &7 ure B |




[9FT [I-ETs 4] A <hl TSI ¢ SAHYNTY 5

v)

AR RAlE BT g+l RIwIRen, afe oIS &1 a1, & A1 Hag Hed drel fazafdemery
% Forafd I Rrerad wiftd &1 [ 4 15 &A1 &1 @y & iR qorT o s9&! Tah ufd
Wfed o1 BT W Foft STeT |

@. faarfia s Riema ffare afifa (Sreashiam)

(i)

frferRaa e arelt fawrfa s R fare afffa (Sowasiemdl) &1 wom ST,
AT

(@) o, faermera, s1Er & & 3reud, are S9 fhsdl il Ued™ | ST SiTg— T

@) fmT/fered /&= & 9= ¥ @oud R TAMHee fHy I 9l |1 SiemRi—
N,

(M) R BT Aed, ST Rierd Farer @ gomell | well— wifd aRfed g1, & |awmufa g

e fHar |- dew;

(@) wErdered & BE H ¥ Ud AR, RN @oufd gR1 et argdr / Tdas
Septedl /HE—TTed fharhal # SHe (e & SR WR AMMAfEE fBar Sie—
[ERERCICIRIR]

urafa, Affa @ el SR a2 srEfa @1 drier &1 a6l @1 8N |

SIUASIIRAT &1 9@ & forg worgfd, @iy |fed wg fRm omffa & oreman, O
HERON Bl B |

IO A UK Rieradl R TR &R g SIVASIeRY! S¥9iie < & RIgidl 1 ure
BT |

SITESIARAT Ul Rurid &1 RywiiRen, afs @18 & @1, & | W & gRadr/ gerufd
P Rrerad wita &1 fafyr & 15 &A1 @) @fy & iaR worm den s ue ufa difsd s
B T Il SITgE |

1. WeIrTd 81 Rera farer afafa (s vashiemsd)

Y

(i)

(iii)
(iv)

v)

9 R fa favafaener @ foeft Jeafdre v, faener sierar o, Siar Y Ae 2@,

A g TS B I Ael Bl Hedld HelGd gRI A WREAT B ARl A B S arel!

Th RN B3 Rrdrad farer I @rEvasiisns) &I 9o SITgeT; [Hd:

(@) WA BT FH—fIUNT /FH1d el / IRS AMAR—— FHUL;

(@) BT AP 3eeT /AR e8], BT HA0— Aa;

(M /Al & ITeTdT Uh Ik Refnfag— dew;

(@) HAIIESD /ARG Rrenfig— daw

(5) welfdere™d & BEl 4 ¥ (e 9aFl, S ol g™ el aradr /@dge 4
Il /He—UTod fhaTdelal H I¥9a wred & JeR R AmAfde fhar Sserm—
[ENERCIEIRIRE

IRy B AT BT BRIBIA & qUT BT BHT |

HEEIOT Bl |
3o e R Rl R =R -d gy sudsieRdl wafife = & fagidl &1 uTed

BT |

MSTEGIARHT Jra+l Rurd &1 fawrRer, afs @1 8 a1 & A faufd & Riera wfa
P fafer & 15 A1 @) @fy & fiaR 9o 9 sEel Uh ufa Qifsd B BT Y Ao
ST |
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9. fazafeened 8= Riema fare afifa (guasheme)

Y

=
—
=

= =
=
< =

=

(vi)

U Hag fwdfdened & goufa, Sa w&r H favafdener v Rera farer aff
(JUHASTIRIR) BT To- &1, ST fh U a7 Ta ¥ 3Mfdes HITIoisRl a1 SIUHSHRIRAT a1
JMETHSIRIRAT ERT Fgersll ReRml R fdarR &+ & folu Maedsd 8 IR uxd

JUASTIARR, FEIdererdl / fa¥mT /Femdl | S0~ &8 drell RIeral iR, deufd gR1 39

ved By Ty SR &5 & MR R BRIAEN o AHdl B |

%) favafaeray &1 ve aRw srEri- aumf;

) HbY 3edel, BT Hodlvl Jqdl FHRE — Ao,

M) Adg wErdeneri ¥ foy Ty S uren, S fe aHemiE S @ Ruef | 7
s 8l, el gRT AT fby S arel 8— 9w,

u) fdvafqerery o1 ge R — 9ew;

) wHelfdare™d & BE H A e gfaffe, R geufd gRr Qe Jraar /Wddhes |
Iepedl /Ae—UTod fhardelal H I¥9a Fwred & R R AEFfde fhar Ssem—
[ENERCIEIRIRE

|EMfa T AT & wewdl ok IRy Al &1 dri®re <1 99l b1 B |

93 & fory Torfd, FuMfT |fd g faey smfAfe & sreman, A9 wewon $1 er |

3o FHeT RIpRIal WR AR $Rd 8U JUASIRIRAT e =g & RAGTal &1 ured Sl |

JUASTIRIRAT 01 RUIe iR RwiRel, afe s &8 a1, & W Rierd 9 daftd qerfaaraa
& gt / favrmenet / faemea /G9vemE & Rrerd uiitd & fafsr 9 15 A1 & ey &
fioR Fof qoT 39T U ufd GifSd ora &l o) Fofl ooy |

fgafaemera o= Rrerd fFare Gfafa & g 9 @ o8 O o=, 59 98 @ Aok &)
it & fafr & dgg oAl @ eaf & WM, AreuTa @ FHeT o1l R AhaT ® |

6. dpuTd & PRI, dareTd, S¥ Us ¥ gCRIT WHT 3R |41 &1 ¥d-:

(i)

(ii)

JUASIAR & ol & fawg gaars &= &R o &1 &R ordid &~ & fofw ua
U W 2Afd AABITh URTRIBINAT BT ArbuTel & wd H AAT fbar S,

o b, SO s # Red ot o fawafaemert (@dsie @ - @y fash
faeafoermeaal) @& dea & e v @ o e I affe deura TE 2, R ST WReR
gRT rgeh T S,

gerdt AT b, Uop & # Rerd day faevafdenerdl ok w9 fwdfderaa W & folw g |
e dAldpurel 81 B, T8 s WReR gRT Fgeh fbar Sgm |

ArpuTel, R s1erar IJHU © &F Wy @fh s8R, Sl fhil faeafdenery & qeruf <@
Ia Bl |

(iii) fH =g # oy favafdeneal & fov Aieurd, S9 IS @& e f favafdeney @ e

(iv)

fedl & <oxrg # 1 B, SR S &3 ¥ Rerd da1y feafdeneal ok w4 fawafdenerdl g
ABUT, 39 AR DI FYRH A Ul fqar IHd U, I &7 § Ry fawafdenery ferar
| faeafaenery wwerd & | fodl ff aRe & f2dl & cdwrd | 781 B |

U 50 WRER 39 YR ST U @iel FHfd gRT gy MY dF T/ & 09a § 9
drmare @ IR e, R f=ferRaa enfae 8, e

(@) TSIUTA AT SWISIUTA BT U A, ST | AT 8, Sff Swadr Rem & a9 #

fh 8— JaTUfd;

@) I B AUl /HE ARG ST B SWRIGIUTA §RT AT fBar ST qrer ’15g
g favafdenery o1 gerufa— waw;
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(vi)

(vil)

(viii)

(ix)

(M) I8 SR gRT AT a1 S are s Isg ol feafaeney &1 gaufi— a5

@) g Iegax Rrer kg &7 el Jiar RS & UeAlOrh Aedl H | SAGT AAfI—
o,

(F) Soaax e @ foly STRERN T WRGR & W |Afud / Afga— e afa;

D% AR 39 Ao Ted U @il A gRT G N 9 941 & U9l § ¥ dAldure
o1 frgfs sl foed fafoRea wfva 2

(@) fazafderey Sga RN & Jfedel Helay 3ferdl S AAfa— FuTafd;
(@) & s wafdere &1 gaufd R o= WReR gRI TEMARE fBar -
o,

M ol w9 favafaeres WRIM & Goufa S & ReR gRT AaMHfae fear sme—
N,

@) B= WHR G ARG e dgad afea & ug 3 1 T 8- 95w
(&) fxafdgened e AN & AT Aelcd— 9aw afd;

BT B TS YU B B [ A A9 a BT @S s TR Ay Bl AR B D,
T W Sl W ugd B, % fow g fear Sem, ek 98 wmE v am aF @ forg, S
& AT 81, TP IR dRiEE & foy gafigie 8F & oy o g |

gIarg B AT B b oY, dArburel @i, AAT WY [Py MU Iy @ gfayfd afEd
faeafaenery srgem oA gRT FEiRT f6y U AFeel & AR, ufd fad, ufd 9od &
MR WX Yeh bl YA fhar STQr |

T & AlhUTl b A H g WRAR gRT IR fhedl &5 & iepuid & 9¥d § &g
WRHR gRT dAldUTel 1 34 fafemil & dgad a1 yRWIi de@R a1 §i9eR & R g
BH W U ¥ SR S AT ¢ |

FH W Y Iod IR & AR & IS WR A AREA §RT &1 T8 S & 3fefmar
ATBUT BT UGegd BR ©g PIs ATQY SINT el AT S, 3R §9 YHR I T8 ofid 4

o

ATHUTe B GAdTs BT U ST Fa¥R 1 U fhar g |

7. AlHUTd & HRIBROT :

®

(i)

(iii)

@iv)

AIhUTe, BT gRT 34 Al & dga Susferd a1l fadwedl &l A & uvarg &1 difsd
B @ I B G BN |

TR, WRieT & T | FraT HeAD bl UlhAT H TeTSl B Hel Bl AU b FaHd
o S |ehdT B, FIIfU, SleUTel §IRT SR GRADIRH & JAiedid 3ifal i bl ot AN
B TG DIs MU AT ATIGT R ATBUT §RT GAalg el Bl SIgHl, 5 qab b Hewra
%) fod fafdre gear & aRumEl &1 garfad &= gl & falRre siffafiaar @1 sfa
T o ST B )

AHUT, BT WU W Py 7Y Aewrg &1 RiGral 1 gaarg &1 & oy, I— 7 &
% A Bl 1 Afth &1 ABIAT UTeT BR AH ¢ |

drpure Nifsd BEEN) & e Ut 89 & 30 fasl @ Hiar Rreradl & wHe= & forg i
TATT BT |

8. didurel a1 B Reraa farv afifeal g~ Riemal @ fare g ufean

(1)

(i)

TS AR, 39 ARG & IR 8 &1 [y 9 09 A1 31 @f & AR o 3ierng
e JIR B, g B W Nfed o ou Rerd & farer & fou emdes &
AHT 2 |

JTTaTsT RIerd U 89 IR eI, 3ifFarsy Rierd & uiftd & 15 i & iR =i
fewfrt wfed Rrera & Swad 8= Rramad farer afafa & aomm |
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(iii) ®= Rred fFare Gffa, S 1 aFen 8, Read o g o fou te o fegiiRa
ST R@T TGN HRelM iR Nfed B3 T &1 SIge |

(iv) Wifed s a1 a1 TReTd ©T A U B ASHAT § AT JUAT U WA b forg 3w fahedt
afaffey @1 sifdigd @) Fadr 2 |

(v) fvafderes o= Rerd Marer SfRfa gRT a@ e T8 @7 T8 fFrerdi, o1 39 A |
SR AT & AR ATBUTd BT AT SIS |

(vi) WM, Rerdl @ e fues 8, dede s e Rerd Fare afafaE), sk
AT 81, FEANT BNl 3R VAT 81 U S UR AlbuTed gRT SMANT &I SR &l ST
FHA & Sl 34 RAFRMl & Iuael & 1wy HRar S |

(vii) ofrpuTe, T Yell DI FeI S BT U Id ATHR U&M PR & d18, HRianed FH 8
R qodddl RO Gf2d, $9 YHR BT QY UIRG B, OFT 98 Iugdd |Hsl, difd
Rrerra &1 FA 8 9o iR Nfed 813 & ST Iugad 81, T8d UG d Sl | |

(viil) I ® AT 8 A NfSd BTF BT ABUTd & R & d8d ORI P T3 QST &F ufrit
ST BRIS SIS 3R FRRAH, 3 &1 Y bl IR SIHGRT & foIv 39 319+ da<Tge
R 9 ST |

(ix) <, AU B RIBIRE BT STUTAT BT 3R FeIH gRT BRI &1 e e
fPT ST & G § DT, AT DI STHBRI UaTd BT |

(x) <iel Remd gl a1 Jeo Uk Il 8 99 RUfd # deurd Reraedl & f[wg ST
HRATE Py oM @1 REIRY F- e 2 |

9. dliwurad 3R 819 Rrerad ffare afifea & g9 9 SHaN:

10.

IR 31T dadTge 3R U fAaxfOreT § wWewy I g9 aFfdeR d 39 dieil B Rrerad
faror afafa@)) der oiie by S @ yaoR! dieurd & Hed # 9 Ga STHeIRTT Suded
XTI |

Iqured T8 fHy oM & gRom:

AT, frdll +ff eI & Hae H, S SIgeidR 34 fAF Ml BT Sooie aRd & 312fal dR— IR dAlhuTd
3rerar Rierrd FrarRer |AffiEn), SEr W A/er 8, & RBTRE BT SuTe T8l $Rd &, 9@ [deg
for=1aq Ue Srerdr v | fers dridrRAl BY Whd €,

(@) AATRH BT URT 129 & T&d I YT B & oIy ST DI | BT aT0H T,
(@) eI BT ATEfed il A1 Sa &I AT S Fehall

(M) ST & T W1 | SirdT faRIy Wl SRIGH & dgd [hal 1 Ferar & U &+ 8q
faar fey ST & fore dverme &1 sravg 'nfid =

(@) Suyh Hifear § @ ¥ USRI BR 3IR AN &l davge W RS HR Gwifdd spaiffal Afed
STATIRYT DI Jad BT, TAT 59 d16d 9190 HRAT b GIH= § Rprdl & Fare & fog
R[ATH AHd HISg T8l 8

(®) wEIfaene™ & A H, Aagdl & a9 o & fory Hag favafaenes o RmiiRer &=,

@) w9 fwafdered SRmH & AW H 39 UBR & HRATS BT, Sl aedd, SUGH iR A
gaird 8

(®) w9 fovafdenad SRIF @ A/d 4 99 fAvafdeney SR [ & ®9 H 9R7 & 994 forar =
% fog, afe amaeds &1 I, &g ARGR DI RAHIRET HAT;

(@) a1 SIffem & ded enfua sreEr Ffia fwafdenaa &AM § I ARER DI MaRH 3R
ST BRATE B B RIBIRT HRAT;

(&) IR—erguTe & foy | & fawg VAl o/ SRars $RAT Sl S77awad iR Sfa |\sll oy |
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T b, 39 fAFTHET & T8 SN §RT ®Ig HRATE el DI S, Sd q b WRATT Bl gl Rerfa
W A $ o saeR el a1 1 81 3R S/ G S BT 3R Y& el fBar 737 2 |

11. 371 RafeEi # SfcaReq @8 W1 o, feafdenad e marT (Rera fFare) fafes, 2012 @
Iugdl & ded Fgad [l USUR AlPUld & PRIGIA Bl A & SR SAD UG U F I8 Pl
gfie ®Y I gaIfad T8l P BRI AW B & UvEn] dlburd, ol Fyfed favafdened sgem
JMRANT (BT &I Riepradl &1 fFarer) Gdell faFRm, 2019 & 3w &1 S |

1. IS A, Afed

[fasmu=—111 / 4 / 34T, /30 / 19]

UNIVERSITY GRANTS COMMISSION
NOTIFICATION
New Delhi, the 6th May, 2019

F.No. 14-4/2012(CPP-II).—In exercise of the powers conferred under clause (g) of sub-section (1) of
Section 26 of the University Grants Commission Act, 1956 (3 of 1956), and in supersession of the University
Grants Commission (Grievance Redressal) Regulations, 2012, the University Grants Commission hereby
makes the following regulations, namely -

1. SHORT TITLE, APPLICATION AND COMMENCEMENT:

a) These regulations shall be called as the University Grants Commission (Redress of Grievances of
Students) Regulations, 2019.

b) They shall apply to all higher education institutions, whether established or incorporated by or
under a Central Act or a State Act, and every institution recognized by the University Grants
Commission under clause (f) of Section 2 of the University Grants Commission Act, 1956 and to
all institutions deemed to be a University declared as such under Section 3 therein.

¢) They shall come into force from the date of their publication in the Official Gazette.
2. OBJECTIVE:

To provide opportunities for redress of certain grievances of students already enrolled in any
institution, as well as those seeking admission to such institutions, and a mechanism thereto.

3. DEFINITION: IN THESE REGULATIONS, UNLESS THE CONTEXT OTHERWISE
REQUIRES:

(a) “Act” means the University Grants Commission Act, 1956 (3 of 1956);

(b) “aggrieved student” means a student, who has any complaint in the matters relating to or
connected with the grievances defined under these regulations.

(c) “college” means any institution, so defined in clause (b) of sub-section (1) of section 12A of the
Act.

(d) “Collegiate Student Grievance Redressal Committee” (CSGRC) means a committee constituted
under these regulations, at the level of an institution, being a college.

(e) “Commission” means the University Grants Commission established under section 4 of the UGC
Act, 1956.

(f) “declared admission policy” means such policy, including the process there under, for admission
to a course or program of study as may be offered by the institution by publication in the
prospectus of the institution.

(g) “Departmental Student Grievance Redressal Committee” (DSGRC) means a committee
constituted under these regulations, at the level of a Department, School or Centre of a University.

(h) “grievance” means, and includes, complaint(s) made by an aggrieved student in respect of the
following, namely:
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W)

(k)
O]

ii.

iii.

Vi.

Vii.

Viii.

iX.

Xi.

Xii.

Xiii.

Xiv.

XV.

XVi.

admission contrary to merit determined in accordance with the declared admission policy
of the institution;

irregularity in the process under the declared admission policy of the institution;
refusal to admit in accordance with the declared admission policy of the institution;

non-publication of prospectus by the institution, in accordance with the provisions of these
regulations;

publication by the institution of any information in the prospectus, which is false or
misleading, and not based on facts;

withholding of, or refusal to return, any document in the form of certificates of degree,
diploma or any other award or other document deposited by a student for the purpose of
seeking admission in such institution, with a view to induce or compel such student to pay
any fee or fees in respect of any course or program of study which such student does not
intend to pursue;

demand of money in excess of that specified to be charged in the declared admission
policy of the institution;

violation, by the institution, of any law for the time being in force in regard to reservation
of seats in admission to different category of students;

nonpayment or delay in payment of scholarships or financial aid admissible to any student
under the declared admission policy of such institution, or under the conditions, if any,
prescribed by the Commission;

delay by the institution in the conduct of examinations, or declaration of results, beyond
the schedule specified in the academic calendar of the institution, or in such calendar
prescribed by the Commission;

failure by the institution to provide student amenities as set out in the prospectus, or is
required to be extended by the institution under any provisions of law for the time being in
force;

non-transparent or unfair practices adopted by the institution for the evaluation of students;

delay in, or denial of, the refund of fees due to a student who withdraws admission within
the time mentioned in the prospectus, or as may be notified by the Commission;

complaints of alleged discrimination of students from the Scheduled Castes, the Scheduled
Tribes, Other Backward Classes, Women, Minority or persons with disabilities categories;

denial of quality education as promised at the time of admission or required to be
provided; and

harassment or victimization of a student, other than cases of harassment, which are to be
proceeded against under the penal provisions of any law for the time being in force.

“Institution” means, as the context may be, a University or a college, or an institution declared a
deemed to be a University under the Act or an institution established within a University for a
particular discipline or activity;

Institutional Student Grievance Redressal Committee” (ISGRC) means a committee constituted
under these regulations at the level of the University, for dealing with grievances which do not
belong to a department of the University e.g. hostels and common facilities.

“Ombudsperson” means the Ombudsperson appointed under these regulations;

“Prospectus” means and includes any publication, whether in print or otherwise, issued for
providing fair and transparent information, relating to an institution, to the general public
(including to those seeking admission in such institution) by such institution or any authority or
person authorized by such institution to do so;
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(m) “Region” means a geographical territory, comprising of States, so determined, for the purpose of
facilitating enforcement of these regulations; namely, South-Eastern Region comprising Andhra
Pradesh, Telengana, Puducherry, Andaman and Nicobar, and Tamil Nadu; South-Western Region
comprising Kerala, Karnataka, and Lakshadweep; Western Region comprising Maharashtra,
Gujarat, Goa, Dadar and Nagar Haveli, Daman and Diu; Central Region comprising Chhattisgarh,
Madhya Pradesh and Rajasthan; Northern Region comprising Jammu and Kashmir, Delhi,
Himachal Pradesh, Punjab, Haryana, Uttar Pradesh, Uttarakhand and Chandigarh; North-Eastern
Region comprising Assam, Meghalaya, Mizoram, Manipur, Tripura, Arunachal Pradesh, Sikkim
and Nagaland; and Eastern Region comprising West Bengal, Bihar, Jharkhand and Odisha.

(n) "State" means a State specified in the First Schedule to the Constitution and includes a Union
territory;

(o) “Student” means a person enrolled, or seeking admission to be enrolled, in any institution to
which these regulations apply;

(p) “University” means a University so defined in clause (f) of section 2 of the Act or, where the
context may be, an institution deemed to be University declared as such under Section 3 thereof.

(q) University Student Grievance Redressal Committee” (USGRC) means a committee constituted
under these regulations, at the level of the university, for dealing with grievances arising out of
decisions of the DSGRC, ISGRC or CSGRC.

4. MANDATORY PUBLICATION OF PROSPECTUS, ITS CONTENTS AND PRICING:

(1) Every institution, shall publish and/or upload on its website, before expiry of at least sixty days prior
to the date of the commencement of the admission to any of its courses or programs of study, a
prospectus containing the following for the information of persons intending to seek admission to
such institution and the general public, namely:

(a)

(b)

(©)

(d)

(e)

®

()

(h)

@

the list of programs of study and courses offered along with the broad outlines of the syllabus
specified by the appropriate statutory authority or by the institution, as the case may be, for
every course or program of study, including teaching hours, practical sessions and other
assignments;

the number of seats approved by the appropriate statutory authority in respect of each course
or program of study for the academic year for which admission is proposed to be made;

the conditions of educational qualifications and eligibility including the minimum and
maximum age limit of persons for admission as a student in a particular course or program of
study, specified by the institution;

the process of selection of eligible candidates applying for such admission, including all
relevant information in regard to the details of test or examination for selecting such
candidates for admission to each course or program of study and the amount of fee prescribed
for the admission test;

each component of the fee, deposits and other charges payable by the students admitted to
such institution for pursuing a course or program of study, and the other terms and conditions
of such payment;

rules/regulations for imposition and collection of any fines in specified heads or categories,
minimum and maximum fine may be imposed.

the percentage of tuition fee and other charges refundable to a student admitted in such
institution in case such student withdraws from such institution before or after completion of
course or program of study and the time within and the manner in which such refund shall be
made to that student;

details of the teaching faculty, including their educational qualifications, along with their type
of appointment (Regular/visiting/guest) and teaching experience of every member thereof.

information with regard to physical and academic infrastructure and other facilities including
hostel accommodation and its fee, library, hospital or industry wherein the practical training is
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to be imparted to the students and in particular the amenities accessible by students on being
admitted to the institution;

(j) all relevant instructions in regard to maintaining the discipline by students within or outside
the campus of the institution, and, in particular such discipline relating to the prohibition of
ragging of any student or students and the consequences thereof and for violating the
provisions of any regulation in this behalf made by the relevant statutory regulatory authority;

and

(k) Any other information as may be specified by the Commission:

Provided that an institution shall publish/upload information referred to in clauses (a) to (k) of this
regulation, on its website, and the attention of prospective students and the general public shall be
drawn to such publication being on the website through advertisements displayed prominently in
different newspapers and through other media:

Every institution shall fix the price of each printed copy of the prospectus, being not more than the
reasonable cost of its publication and distribution and no profit be made out of the publication,
distribution or sale of prospectus.

STUDENT GRIEVANCE REDRESSAL COMMITTEES (SGRO):
A. Collegiate Student Grievance Redressal Committee (CSGRC)

®

(ii)
(iii)

(iv)

v)

A complaint from an aggrieved student relating to a college shall be addressed to the
Collegiate Student Grievance Redressal Committee (CSGRC), with the following
composition, namely:

a) Principal of the college — Chairperson;

b) Three senior members of the teaching faculty to be nominated by the Principal
— Members;
c) A representative from among students of the college to be nominated by the

Principal based on academic merit/excellence in sports/performance in co-
curricular activities — Special Invitee.

The term of the members and the special invitee shall be two years.

The quorum for the meeting including the Chairperson, but excluding the special
invitee, shall be three.

In considering the grievances before it, the CSGRC shall follow principles of natural
justice.

The CSGRC shall send its report with recommendations, if any, to the Vice-
Chancellor of the affiliating University and a copy thereof to the aggrieved student,
within a period of 15 days from the date of receipt of the complaint.

B. Departmental Student Grievance Redressal Committee (DSGRC)

@

A complaint by an aggrieved student relating to a Department, or School, or Centre of
a University shall be addressed to the Departmental Student Grievance Redressal
Committee (DSGRC) to be constituted at the level of the Department, School, or
Centre, as the case may be, and with the following composition, namely:

a) Head of the Department, School, or the Centre, by whatever designation known —
Chairperson;

b) Two Professors, from outside the Department/School/Centre to be nominated by
the Vice Chancellor— Members;

¢) A member of the faculty, well-versed with the mechanism of grievance redressal
to be nominated by the Chairperson— Member;

d) A representative from among students of the college to be nominated by the Vice
Chancellor based on academic merit/excellence in sports/performance in
co-curricular activities — Special Invitee.
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(i)

(iii)

(iv)

v)

The term of the Chairperson, members of the Committee, and the special invitee shall
be of two years.

The quorum for the meeting of DSGRC, including the Chairperson, but excluding the
special invitee, shall be three.

In considering the grievances before it, the DSGRC shall follow principles of natural
justice.

The DSGRC shall submit its report with recommendations, if any, to the Head of the
Institution/ Vice Chancellor, with a copy thereof to the aggrieved student, within a
period of 15 days from the date of receipt of the complaint.

C. Institutional Student Grievance Redressal Committee (ISGRC)

(i) Where a complaint does not relate to any academic Department, School or Centre of a

University, as the case may be, the matter shall be referred to the Institutional
Student Grievance Redressal Committee (ISGRC) to be constituted by the Vice
Chancellor, with the following composition, namely:

(a)  Pro-Vice Chancellor/Dean/Senior Professor of institution — Chairperson;
(b) Dean of students/Dean, Students Welfare — Member;

(c)  One senior academic, other than the Chairperson — Member;

(d) Proctor/Senior academic — Member;

(e) A representative from among students of the college to be nominated by the
Vice Chancellor based on academic merit/excellence in sports/performance in
co-curricular activities — Special Invitee.

(i) The term of the members of the committee shall be of two years.

(iii) The quorum for the meetings of the ISGRC, including the Chairperson, but excluding

the special invitee, shall be three.

(iv) In considering the grievances before it, the ISGRC shall follow principles of natural

justice.

(v) The ISGRC shall send its report with recommendations, if any, to the  Vice

Chancellor, along with a copy thereof to the aggrieved student, within a period of 15
workings days from the date of receipt of the grievance.

D. University Student Grievance Redressal Committee ( USGRC)

@

(i)
(iii)

The Vice Chancellor of an affiliating University shall constitute such number of
University Student Grievance Redressal Committees ( USGRC), as may be required
to consider grievances unresolved by one or more CSGRC or DSGRC or ISGRC and
each USGRC may take up grievances arising from colleges/departments/ Institutions,
on the basis of the jurisdiction assigned to it by the Vice Chancellor.

a) A senior Professor of the University — Chairperson;
b) Dean, Student Welfare or equivalent — Member;
c) Two Principals drawn from the affiliating colleges, other than those

connected with reports of CSGRC under review, to be nominated by the
Vice-Chancellor — Members;

d) One Professor of the University - Member;

e) A representative from among students of the college to be nominated by the
Vice Chancellor based on academic merit/excellence in sports/performance in
co-curricular activities — Special Invitee.

The Chairperson, members and the special invitee shall have a term of two years.

The quorum for the meeting, including the Chairperson, but excluding the special
invitee, shall be three.
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@iv) In considering the grievances before it, the USGRC shall follow principles of natural
justice.

(v) The USGRC shall send its report and recommendations, if any, to the Principal of the
College relating to the grievance/Head of the department/School/Institution with a
copy thereof to the aggrieved student, within 15 days of the receipt of the grievance.

(vi) Any student aggrieved by the decision of the University Student Grievance Redressal
Committee may prefer an appeal to the Ombudsperson, within in a period of fifteen
days from the date of receipt of such decision.

6. APPOINTMENT, TENURE, REMOVAL AND CONDITIONS OF SERVICES OF
OMBUDSPERSON:

@

(ii)

(iii)

(iv)

There shall be one or more part-time functionaries designated as Ombudspersons to hear, and
decide on, appeals preferred against the decisions of the USGRCs.

Provided that, there shall not be more than one ombudsperson for a State, in respect of all the
State universities (Public as well as Private) in that State, who shall be appointed by the State
Government;

Provided further that, there shall not be more than one Ombudsperson for a region, in respect of
the Central universities and institutions deemed to be universities in that region, who shall be
appointed by the Central Government.

The Ombudsperson shall be a person of eminence in academics or research, who had been Vice-
Chancellor of a University.

The Ombudsperson for the State universities in a State, shall not be in any conflict of interest with
any University in that State; and the Ombudsperson for the Central universities and institutions
deemed to be universities in a region, shall not be in any conflict of interest with any University
or institution deemed to be University in that region, either before or after such appointment.

A State Government shall appoint the Ombudsperson from a panel of three names recommended
by a search committee constituted for that purpose and consisting of the following, namely:

(a) A nominee of the Governor or Lt. Governor, as the case may be, who is a person of eminence in

the field of higher education— Chairperson;

(b) A Vice Chancellor from a State Public University to be nominated by the Governor/LG of the

State/UT - Member;

(c) A Vice Chancellor from a State Private University to be nominated by the State Government —

Member;

(d) Chairperson of the State Council of Higher Education or his/her nominee from among the

academic members of the Council- Member;

(e) Principal Secretary/Secretary to the State Government responsible for Higher Education—

Member Secretary.

(v) The Central Government shall appoint the Ombudsperson for a region from a panel of three

names recommended by a search committee to be constituted for that purpose, and consisting of
the following, namely:

(a) Chairperson, University Grants Commission or his/her nominee — Chairperson

(b) A Vice Chancellor of a Central University to be nominated by the Central Government —
Member

(¢) A Vice Chancellor of an institution deemed to be University to be nominated by the
Central Government — Member

(d) A nominee of the Central Government, not below the rank of the Joint Secretary —
Member

(e)  Secretary, University Grants Commission — Member Secretary
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7.

(vi)

(vii)

(viii)

(ix)

The Ombudsperson shall be appointed for a period of three years or until he attains the age of 70
years, whichever is earlier, from the date of assuming office, and shall be eligible for
reappointment for another one term for the same State or region, as the case may be.

For conducting the hearings, the Ombudsperson shall be paid a sitting fee, per diem, in accordance
with the norms fixed by the University Grants Commission, and shall, in addition, be eligible for
reimbursement of the expenditure incurred on conveyance.

The State Government, in the case of an Ombudsperson of a State, and the Central Government, in
the case of an Ombudsperson of a region, may remove the Ombudsperson from office, on charges
of proven misconduct or misbehavior as defined under these regulations.

No order of removal of Ombudsperson shall be made except after an inquiry made in this regard by
a person not below the rank of judge of the High Court in which a reasonable opportunity of being
heard is given to the Ombudsperson.

FUNCTIONS OF OMBUDSPERSON:

@

(ii)

(iii)

(iv)

The Ombudsperson shall hear appeals from an aggrieved student, only after the student has availed
all other remedies provided under these regulations.

While issues of malpractices in the conduct of examination or in the process of evaluation may be
referred to the Ombudsperson, no appeal or application for revaluation or re-totaling of answer
sheets from an examination, shall be entertained by the Ombudsperson unless specific irregularity
materially affecting the outcome of specific instance of discrimination is indicated.

The Ombudsperson may avail assistance of any person, as amicus curiae, for hearing complaints of
alleged discrimination.

The Ombudsperson shall make all efforts to resolve the grievances within a period of 30 days of
receiving the appeal from the aggrieved student(s).

PROCEDURE FOR REDRESSAL OF GRIEVANCES BY OMBUDSPERSONS AND STUDENT
GRIEVANCE REDRESSAL COMMITTEES:

@

(ii)

(iii)

(iv)
v)

(Vi)

(vii)

Each institution shall, within a period of three months from the date of issue of this notification,
have an online portal where any aggrieved student may submit an application seeking redressal of
grievance.

On receipt of an online complaint, the institution shall refer the complaint to the appropriate
Student Grievance Redressal Committee, along with its comments within 15 days of receipt of
complaint on the online portal.

The Student Grievance Redressal Committee, as the case may be, shall fix a date for hearing the
complaint which shall be communicated to the institution and the aggrieved student.

An aggrieved student may appear either in person or authorize a representative to present the case.

Grievances not resolved by the University Student Grievance Redressal Committee shall be
referred to the Ombudsperson, within the time period provided in these regulations.

Institutions shall extend co-operation to the Ombudsperson or the Student Grievance Redressal
Committee(s), as the case may be, in early redressal of grievances; and failure to do so may be
reported by the Ombudsperson to the Commission, which shall take action in accordance with the
provisions of these regulations.

The Ombudsperson shall, after giving reasonable opportunities of being heard to both parties, on
the conclusion of proceedings, pass such order, with reasons there for, as may be deemed fit to
redress the grievance and provide such relief as may be appropriate to the aggrieved student.

(viii) The institution, as well as the aggrieved student, shall be provided with copies of the order under

the signature of the Ombudsperson, and the institution shall place it for general information on its
website.
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10.

11.

(ix) The institution shall comply with the recommendations of the Ombudsperson; and the
Ombudsperson shall report to the Commission any failure on the part of the institution to comply
with the recommendations.

(x) The Ombudsperson may recommend appropriate action against the complainant, where a complaint
is found to be false or frivolous.

INFORMATION REGARDING OMBUDSPERSONS AND STUDENT GRIEVANCE
REDRESSAL COMMITTEES:

An institution shall furnish, prominently, on its website and in its prospectus, all relevant information in
respect of the Student Grievance Redressal Committee(s) coming in its purview, and the Ombudsperson
for the purpose of appeals.

CONSEQUENCES OF NON-COMPLIANCE:

The Commission shall in respect of any institution, which willfully contravenes these regulations or
repeatedly fails to comply with the recommendation of the Ombudsperson or the Grievance Redressal
Committee(s), as the case may be, proceed to take one or more of the following actions, namely:

(a) withdrawal of declaration of fitness to receive grants under section 12B of the Act;
(b) withholding any grant allocated to the Institution;

(c) declaring the institution ineligible for consideration for any assistance under any of the general or
special assistance programs of the Commission;

(d) informing the general public, including potential candidates for admission, through a notice
displayed prominently in suitable media and posted on the website of the Commission, declaring
that the institution does not possess the minimum standards for redressal of grievances;

(e) recommend to the affiliating University for withdrawal of affiliation, in case of a college;

(f)  take such action as it may deem necessary, appropriate and fit, in case of an institution deemed to
be University;

(g) recommend to the Central Government, if required, for withdrawal of declaration as institution
deemed to be a University, in case of an institution deemed to be University;

(h) recommend to the State Government to take necessary and appropriate action, in case of a
University established or incorporated under a State Act;

(i)  such other action as may be deemed necessary and appropriate against an institution for non-
compliance.

Provided that no action shall be taken by the Commission under this regulation, unless the institution has
been given an opportunity to explain its position and an opportunity of being heard has been provided to
it.

Nothing mentioned hereinabove in these regulations shall affect the continuance in office, during the
currency of the term, of an incumbent Ombudsperson appointed under the provisions of the UGC
(Grievance Redressal) Regulations, 2012; where after, the appointment of Ombudsperson shall be made
as per University Grants Commission (Redress of Grievances of Students) Regulations, 2019.

Prof. RAJNISH JAIN, Secy.
[ADVT.-II1/4/Exty./30/19]

Uploaded by Dte. of Printing at Government of India Press, Ring Road, Mayapuri, New Delhi-110064
and Published by the Controller of Publications, Delhi-110054.
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MESSAGE

With improved access to education and employment, millions of Indian
women are enterting the country's workforce today. Many working women
face sexual harassment at the workplace on a daily basis. It is crucial
therefore that as a country, we strive to eliminate work-place sexual
harassment since women have the right to work in safe and secure
environment. It is the responsibility of every employer to ensure safety of
women in a work environment and improve their participation. This will
contribute to realization of their right to gender equality and result in
economic empowerment and inclusive growth and benefit the nation as a
whole.

I am pleased to present this Handbook on Sexual Harassment of Women
at Workplace (Prevention, Prohibition and Redressal) Act, 2013. It provides
key information about the provisions of the Act in an easy-to-use and practical
manner. The Handbook has been developed with the aim to ensure that the
citizens of India are aware of their rights and obligations in terms of creating
safe workplace environment for women,

Government of India is committed to promote gender equality and
women's empowerment across every sector. This Handbook reflects our
commitment to empower women as economic agents and improve their ability
to access markets on competitive and equitable terms. I am confident that
this Handbook which advocates and enforces the rules as laid out in the
Sexual Harassment of Women at Workplace (Prevention, Prohibition and
Redressal) Act, will be beneficial to everyone. The practical and user-friendly
procedures cutlined in the Handbook will be useful for actual implementation

' Lt gy G

(Smt. Maneka Sanjay Gandhi)

Off. : A’ Wing, Shastri Bhavan, Dr. Rajendra Prasad Road, New Delhi-110 001, Tel. : 23074052-54, Fax : 23387384
Resl. : 14 Ashoka Road, New Delhi-110001, Tel. : 23357088, Fax : 23354321
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FOREWORD

| am pleased to share with you this Handbook on Sexual Harassment
of Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013
This Handbook is of immense importance because combating sexual
harassment involves developing deeper understanding of what is sexual
harassment and change of attitudes in all - be it employer, employees,
colleagues, friends, or the policy makers.

Sexual Harassment at workplace is an extension of violence in
everyday life and is discriminatory and exploitative, as it affects women's right
to life and livelihood. In India, for the first time in 1997, a petition was filed in
the Supreme Court to enforce the fundamental rights of working women, after
the brutal gang rape of Bhanwari Devi a social worker from Rajasthan. As an
outcome of the landmark judgment of the Vishaka and Others v State of
Rajasthan the Sexual Harassment of Women at Workplace (Prevention,
Prohibition and Redressal) Act, 2013, was enacted wherein it was made
mandatory for every employer to provide a mechanism to redress grievances
pertaining to workplace sexual harassment and enforce the right to gender
equality of working women. The Act is also unique for its wide ambit as it is
applicable to the organized sector as well as the unorganized sector.

The legislation, however, requires the support and commitment of all
stakeholders for its effective and successful implementation in preventing
workplace sexual harassment. It casts an obligation upon the employer to
address the grievances in respect of sexual harassment at workplace in a
time bound manner. It is in this context that this Handbook would be very
useful as it provides clear definition of what constitutes sexual harassment
and explains how the complaint process works.

| am sure that the Handbook will be extremely useful to all agencies
concemed and help them in taking pro-active measures to eradicate the
problem/menace of workplace sexual harassment in the country.

Jenoo—

(V. Snmaaundaraﬁ‘r

Shastri Bhawan, Dr. Rajender Prasad Road, New Delhi-110001
Tel, : 011-23383586 Fax : 011-23381495 E-mail : secy.wcd@nic.in
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PREFACE

The Government of Indiais committed to ending all forms of violence against women
that negatively impact society, hamper gender equality and constricts the social and economic
development of the country.

Since, sexual harassment results in violation of the fundamental rights of a woman to
equality as per Articles 14 and 15 and her right to live with dignity as mentioned under
Article 21 of the Constitution, the Government of India enacted the Sexual Harassment of
Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013. The Aect is an
extension of the Vishaka Guidelines issued by the Supreme Court in 1997, The Supreme
Court of India, for the first time in the Vishaka Guidelines, acknowledged Sexual Harassment
at the workplace as a human rights violation. Further, the Act also reflects the commitment of
the Government to the ratification of the Convention on the Elimination of all forms of
Discrimination against Women (CEDAW) on July 09, 1993, This new legislation makes
every effort to be a user friendly tool in the hands of the employers and employees, to create
safe and secure workplaces for all women.

With the enactment of the Act, India is now a part of a select group of countries to
have prohibited sexual harassment at workplace through national legislation. The Aect is
unique in its broad coverage which includes all working women from organised and
unorganised sectors alike, as also public and private sectors, regardless of hierarchy.
Effective implementation of the Act is a challenge. The Handbook is designed to be a Ready
Reckoner for organisations vested with responsibility to enforce the law.

The Handbook is structured into six sections. The first section is an introduction and
detail regarding the genesis of the Act, the second sets the context by defining the workplace
and sexual harassment and impact of such behaviour, the third focuses on the key individuals
and institutions involved in prohibition and prevention processes and their responsibilities,
section four discusses the redressal mechanism followed by monitoring requirement in
section five and important international frameworks and best practices on sexual harassment
at the workplace in the concluding section,
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It is the hope of the Ministry that this Handbook will be of considerable value for

employers, employees and complaint committees alike, as it provides guidance with regard to

the steps to be taken and the processes to be followed, in line with the requirements of the

law. It will prove useful to all women workers particularly and be a step forward in

promaoting their independence as well as the right to work with dignity as equal partners in an
environment that is free from violence,

da..

(Prgeti Sudan)
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Introduction

“Whereas sexual harassment results in violation of the fundamental rights
of a Woman to equality.....”

[Preamble, Sexual Harassment of Women at Workplace (Prevention,
Prohibition & Redressal) Act]

senshrinedinthe Preamble to the Constitution of India, “equality of status and opportunity”
must be secured for all its citizens; equality of every person under the law is guaranteed by
Article 14 of the Constitution.

A safe workplace is therefore a woman’s legal right. Indeed, the Constitutional doctrine of equality
and personal liberty is contained in Articles 14, 15 and 21 of the Indian Constitution. These articles
ensure a person’s right to equal protection under the law, to live a life free from discrimination
on any ground and to protection of life and personal liberty. This is further reinforced by the UN
Convention on the Elimination of all Forms of Discrimination against Women (CEDAW), which was
adopted by the UN General Assembly in 1979 and which is ratified by India. Often described as an
international bill of rights for women, it calls for the equality of women and men in terms of human
rights and fundamental freedoms in the political, economic, social, cultural and civil spheres. It
underlines that discrimination and attacks on women’s dignity violate the principle of equality of
rights.

Sexual harassment constitutes a gross violation of women's right to equality and dignity. It
has its roots in patriarchy and its attendant perception that men are superior to women and
that some forms of violence against women are acceptable. One of these is workplace sexual
harassment, which views various forms of such harassment, as harmless and trivial. Often, it is
excused as ‘natural’ male behaviour or ‘harmless flirtation’ which women enjoy. Contrary to these
perceptions, it causes serious harm and is also a strong manifestation of sex discrimination at the
workplace. Not only is it an infringement of the fundamental rights of a woman, under Article 19
(1) (g) of the Constitution of India “to practice any profession or to carry out any occupation, trade
or business”; it erodes equality and puts the dignity and the physical and psychological well-being
of workers at risk. This leads to poor productivity and a negative impact on lives and livelihoods.
To further compound the matter, deep-rooted socio-cultural behavioural patterns, which create
a gender hierarchy, tend to place responsibility on the victim, thereby increasing inequality in the
workplace and in the society at large.
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Though sexual harassment at the workplace has assumed serious proportions, women do not
report the matter to the concerned authorities in most cases due to fear of reprisal from the
harasser, losing one’s livelihood, being stigmatized, or losing professional standing and personal
reputation.

Across the globe today, workplace sexual harassment is increasingly understood as a violation
of women's rights and a form of violence against women. Indeed, the social construct of male
privileges in society continues to be used to justify violence against women in the private and
public sphere. In essence, sexual harassment is a mirror reflecting male power over women that
sustains patriarchal relations. In a society where violence against women, both subtle and direct,
is borne out of the patriarchal values, women are forced to conform to traditional gender roles.
These patriarchal values and attitudes of both women and men pose the greatest challenge in
resolution and prevention of sexual harassment. Workplace sexual harassment, like other forms
of violence, is not harmless. It involves serious health, human, economic and social costs, which
manifests themselves in the overall development indices of a nation.

The Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013
was enacted to ensure safe working spaces for women and to build enabling work environments
that respect women'’s right to equality of status and opportunity. An effective implementation
of the Act will contribute to the realization of their right to gender equality, life and liberty,
equality in working conditions everywhere. The sense of security at the workplace will
improve women’s participation in work, resulting in their economic empowerment and inclusive
growth.

The full scale of the problem is not known given the difficulties in documenting the experience
of those who have experienced workplace sexual harassment. However, available studies on
sexual harassment show that it is certainly prevalent in India today. This is why the legislation is an
important step forward within the larger architecture of women’s rights, as it tackles this issue to
secure the rights of women workers across the country.

While the official figures for women’s work participation are low, much of the work that women
dois not captured in official data accounts. It is argued' that where this is to be captured, women’s
overall work participation would be 86.2 per cent. While the official data> shows that women’s
work participation rate is around 25.3 per cent in rural areas and 14.7 per cent in the urban areas,
estimates indicate that there is a huge workforce of women, therefore there is a need to secure
their workplace and entitlements. Given, that 93 per cent of women workers are employed in the
informal sector, they remain unprotected by laws. With no laws or mechanisms to protect them,
proactive measures are required to make their workplaces safe.

'Professor Jayati Ghosh, Paper on ‘What Exactly is Work? http://www.macroscan.org/cur/oct14/pdf/Exactly Work.pdf
2NSSO 2011-12
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It is well established that ensuring safe working conditions for women leads to a positive impact
on their participation in the workforce and increases their productivity, which in turn benefits the
nation as a whole. Economically, empowered women are key to the nation’s overall development
and this can only be achieved if it is ensured that women’s workspaces across all sectors and all
over the country have a safe and secure environment for work.

It is important as well to ensure that the emphasis is on prevention rather than punitive action.
This calls for widespread awareness on the Act among employers, managers and the workers
themselves. Frequently, women workers may face sexual harassment but may not be aware that
it is a breach of their rights and that there is something they can do about it. They need to know
that they can do something about it. Then there are others, who may believe that it is a personal
matter that needs to be resolved by the people involved. In order to change this order of things, it
is urgent that measures are taken to change mind-sets and attitudes by creating awareness about
what constitutes sexual harassment and the steps that can be taken to address it.

This handbook will serve as an important tool to make workplaces safe and benefit both workers
and employers alike, leading to mutual gains.

1.1 THE MANDATE

Today, all workplaces in India are mandated by law to provide a safe and secure working
environment free from sexual harassment for all women.

1.2 THE GENESIS

In 1992, a rural level change agent, Bhanwari Devi, was engaged by the state of Rajasthan as a
Sathin® to work towards the prevention of the practice of child marriages. During the course of her
work, she prevented the marriage of a one-year old girl in the community. Her work was met with
resentment and attracted harassment from men of that community. Bhanwari Devi reported this
to the local authority but no action was taken. That omission came at great cost — Bhanwari was
subsequently gang raped by those very men.

The Bhanwari Devi case revealed the ever-present sexual harm to which millions of working women
are exposed across the country, everywhere and everyday irrespective of their location. It also
shows the extent to which that harm can escalate if nothing is done to check sexually offensive
behaviour in the workplace.

Based on the facts of Bhanwari Devi’s case, a Public Interest Litigation (PIL) was filed by Vishaka and
other women groups against the State of Rajasthan and Union of India before the Supreme Court
of India. It proposed that sexual harassment be recognized as a violation of women's fundamental
right to equality and that all workplaces/establishments/institutions be made accountable and
responsible to uphold these rights.

3 Sathin’ means a friend
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In a landmark judgment, Vishaka vs. State of Rajasthan (1997)*, the Supreme Court of India created
legally binding guidelines basing it on the right to equality and dignity accorded under the Indian
Constitution as well as by the UN Convention on the Elimination of All Forms of Discrimination
against Women (CEDAW).

It included:

2

A definition of sexual harassment

*

Shifting accountability from individuals to institutions

¢ Prioritizing prevention

2

Provision of an innovative redress mechanism

The Supreme Court defined sexual harassment as any unwelcome, sexually determined physical,
verbal, or non-verbal conduct. Examples included sexually suggestive remarks about women,
demands for sexual favours, and sexually offensive visuals in the workplace. The definition also
covered situations where a woman could be disadvantaged in her workplace as a result of threats
relating to employment decisions that could negatively affect her working life.

It placed responsibility on employers to ensure that women did not face a hostile environment,
and prohibited intimidation or victimization of those cooperating with an inquiry, including the
affected complainant as well as witnesses.

It directed for the establishment of redressal mechanism in the form of Complaints Committee,
which will look into the matters of sexual harassment of women at workplace. The Complaints
Committees were mandated to be headed by a woman employee, with not less than half of its
members being women and provided for the involvement of a third party person/NGO expert on
theissue, to prevent any undue pressure on the complainant. The guidelines extended to all kinds
of employment, from paid to voluntary, across the public and private sectors.

Vishaka established that international standards/law could serve to expand the scope of India’s
Constitutional guarantees and fill in the gaps wherever they exist. India’s innovative history in
tackling workplace sexual harassment beginning with the Vishaka Guidelines and subsequent
legislation has given critical visibility to the issue. Workplaces must now own their responsibility
within this context and ensure that women can work in safe and secure spaces.

1.3 THE ACT

Having raised the bar of responsibility and accountability in the Vishaka Guidelines, the Supreme
Court placed an obligation on workplaces, institutions and those in positions of responsibility, to
uphold working women’s fundamental right to equality and dignity at the workplace. Three key
obligations were imposed on institutions to meet that standard, namely:

*(AIR 1997 Supreme Court 3011)
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+ Prohibition
¢ Prevention
¢ Redress

In 2013, the Government of India notified the Sexual
Harassment of Women at Workplace (Prevention,
Prohibition and Redressal) Act (referred to as Act
hereinafter). Consistent with the Vishaka judgment,
the Act aspires to ensure women’s right to workplace
equality, free from sexual harassment through
compliance with the above mentioned three elements.

[t is important to note that the Act provides a
civil remedy to women and is in addition to other
laws that are «currently in force. Consequently,
any woman who wishes to report instances of
sexual harassment at the workplace has the right to
take recourse of both civil and criminal proceedings.

1.4 PURPOSE OF THIS HANDBOOK

This handbook is meant for all workplaces/institutions/organizations to provide a basic
understanding of sexual harassment at places of work. Additionally, it is designed to offer Internal
Complaints Committee/s and Local Complaints Committee/s (Complaints Committee/s) established
under the Act, with simple, user friendly information on sexual harassment; what is expected of
Complaints Committee/s to redress a complaint; and what the inquiry process and outcome should
include.

1.5 WHO IS THIS HANDBOOK FOR

This handbook informs the end user (an employee/worker) about workplace sexual harassment
and their right to an informed complaint process in seeking redress as provided under the Act and
Rules framed thereunder.

1.6 STRUCTURE OF THE HANDBOOK

This Handbook has 6 sections, with each containing information for women, male co-workers as
well as their employers, on how to deal with sexual harassment at the workplace in the context
of the Act.

Section 1 serves as an introduction, as it details the genesis of the Act and the history behind it,
as well as provides a brief description of the Act itself. This section also describes the
purpose of this handbook and who it is designed for.
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Section 2 sets the context by defining a workplace and sexual harassment. It provides the reader
with key elements, such as examples of sexual harassment as well as scenarios and the
impact of such behaviour.

Section 3 focuses on the key individuals and institutions involved in the prohibition and prevention
processes and their responsibilities.

Section 4 is about redress. This section identifies and defines the key players involved in the
complaint mechanism (including the complainant and the respondent). It details the
stages of the complaint process. Particular attention is paid to the complaints committee
which plays a very important role in this process.

Section 5 describes the monitoring requirements as per the Act.

Section 6 lists the important international frameworks and select best practices on sexual
harassment at the workplace.
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Workplace Sexual Harassment- What Is It?

“No woman shall be subjected to sexual harassment at any workplace.”

Section 3(1) of the Sexual Harassment of Women at Workplace
(Prevention, Prohibition and Redressal) Act, 2013

his section defines the aggrieved woman, workplace and sexual harassment as well as

highlights key elements of workplace sexual harassment. It provides examples of behaviours

through which awoman can experience possible professional and personal harm. It presents
the user with scenarios from across-section of work contexts to build clarity on different forms of
sexual harassment as identified under the Act.

2.1 WHO IS AN AGGRIEVED WOMAN?

The Act recognizes the right of every woman to a safe and secure workplace environment
irrespective of her age or employment/work status. Hence, the right of all women working or
visiting any workplace whether in the capacity of regular, temporary, adhoc, or daily wages basis
is protected under the Act.

It includes all women whether engaged directly or through an agent including a contractor, with
or without the knowledge of the principal employer. They may be working for remuneration, on a
voluntary basis or otherwise. Their terms of employment can be express or implied.

Further, she could be a co-worker, a contract worker, probationer, trainee, apprentice, or called by
any other such name. The Act also covers a woman, who is working in a dwelling place or house.
I

Visiting a
Workplace

| | | | |
( Regular/ For Contract Worker/

( Aggrieved Women )

Working

Employed
Domestic | | Termporary/ remuneration/ dire ctl;) /Tl}l’r ough Probationer/Trainee/
Worker | |AdHoc/Daily | | Voluntary basis/ an agent Apprentice/called by any
L Wager Otherwise other such name
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2.2 WHAT IS A WORKPLACE?

A workplace is defined as “any place visited by the employee arising out of or during the course of
employment, including transportation provided by the employer for undertaking such a journey.”
As per this definition, a workplace covers both the organised and un-organised sectors.

It also includes all workplaces whether owned by Indian or foreign company having a place of
work in India. As per the Act, workplace includes:

- Government organizations, including Government company, corporations and cooperative
societies;

- Private sector organisations, venture, society, trust, NGO or service providers etc. providing
services which are commercial, vocational, educational, sports, professional, entertainment,
industrial, health related or financial activities, including production, supply, sale, distribution
or service;

- Hospitals/Nursing Homes;
- Sports Institutes/Facilities;

- Places visited by the employee (including while on travel) including transportation provided by
employer;

- Adwelling place or house.

The Act defines the Unorganised Sector as:

* Any enterprise owned by an individual or self-employed workers engaged in the production or
sale of goods or providing services of any kind;
e Any enterprise which employs less than 10 workers.

All women working or visiting workplaces, for example:

Nursing
Homes

Government
Organisations

Cooperative
Societies

Sports

Corporations s
Facilities

Educational
Institutions

Service
Providers

Companies
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2.3 WHAT IS SEXUAL HARASSMENT AT THE WORKPLACE?

“Sexual Harassment” includes anyone or more of the following unwelcome acts or behaviour
(whether directly or by implication), namely:
1. Physical contact or advances;
2. A demand or request for sexual favours;
Making sexually coloured remarks;

3
4. Showing pornography;
5

Any other unwelcome physical, verbal or non-verbal conduct of a sexual nature

2.4 KEY ELEMENTS OF WORKPLACE SEXUAL HARASSMENT

Very often situations that start off innocently end up in inappropriate and unprofessional
behaviours. It is important to remember that workplace sexual harassment is sexual, unwelcome
andthe experienceis subjective. Itis theimpact and not the intent that matters and it almost always
occurs in a matrix of power. It is possible that a woman may experience a single instance of sexual
harassment or a series of incidents over a period of time. It is important also to remember that
each case is unique and should be examined in its own context and according to the surrounding
circumstances as a whole.
THE FIRST STEP TO PREVENTION IS

The following table highlights the subjective
RECOGNITION

nature of the experience and the impact it may
have on the person involved, irrespective of the =~ Workplace Sexual Harassment is
intent of such behaviour. behaviour that is

To enable prevention of sexual harassment at AL EAnn

the workplace, it is critical to recognize and  SEXUAL in nature

differentiate between welcome and unwelcome A sygJECTIVE experience
sexual behaviour. Listed are some examples of
how “unwelcome” and “welcome” behaviour is
experienced. Often occurs in a matrix of POWER

IMPACT not intent is what matters




UNWELCOME WELCOME

Feels bad Feels good
One-sided Reciprocal

Feels powerless In-control
Power-based Equality

Unwanted Wanted

lllegal Legal

Invading Open

Demeaning Appreciative
Causes anger/sadness Happy

Causes negative self-esteem Positive self-esteem

Impact of inappropriate behaviour

The impact of sexual harassment at the workplace is far-reaching and is an injury to the equal
right of women. Not only does it impact her, it has a direct bearing on the workplace productivity
as well as the development of the society. Below is a list of select examples of such negative
impacts.
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Professional Personal

e Decreased work performance e Depression

. ¢ Anxiety, panic attacks
e Increased absenteeism, loss of pay P
e Traumatic stress

e Loss of promotional opportunities « Sleeplessness

* Retaliation from the respondent, or * Shame, guilt, self-blame
colleagues/ friends of the respondent * Difficulty in concentrating
* Headaches

e Subjected to gossip and scrutiny at work

Fatigue, loss of motivation

* Being objectified Personal Difficulties with time

¢ Becoming publicly sexualized Eating disorders (weight loss or gain)

Feeling betrayed and/or violated
e Defamation

Feeling angry or violent towards the respondent

* Being ostracized Feeling powerless

« Having to relocate Loss of confidence and self esteem

e Over all loss of trust in people

e Job and career consequences « Problems with intimacy

e Weakened support network e Withdrawal and isolation

SEXUAL HARASSMENT IS A SUBJECTIVE EXPERIENCE

In 2010, the High Court of Delhi endorsed the view that sexual harassment is a subjective
experience and for that reason held ‘“We therefore prefer to analyze harassment from the
[complainant’s] perspective. A complete understanding of the [complainant’s] view requires...
an analysis of the different perspectives of men and women. Conduct that many men consider
unobjectionable may offend many women... Men tend to view some forms of sexual harassment
as ‘“harmless social interactions to which only overly-sensitive women would object. The
characteristically male view depicts sexual harassment as comparatively harmless amusement.
... Men, who are rarely victims of sexual assault, may view sexual conduct in a vacuum without
a full appreciation of the social setting or the underlying threat of violence that a woman may
perceive.”

Dr. Punita K. Sodhi v. Union of India & Ors. W.P. (C) 367/2009 & CMS 828, 11426/2009
On 9 September, 2010, in the High Court of Delhi
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2.5 EXAMPLES OF BEHAVIOURS AND

Below are examples of behaviour that may or
may not constitute workplace sexual harassment
in isolation. At the same time, it is important
to remember that more often than not, such
behaviour occurs in cluster. Distinguishing
between these different possibilities is not an

SCENARIOS THAT CONSTITUE SEXUAL
HARASSMENT

easy task and requires essential training and skill
building.

Some examples of behaviour that constitute sexual harassment at the workplace:

1.

N oow oW

®

Making sexually suggestive remarks or innuendos.

Serious orrepeated offensiveremarks, such as teasing related toaperson’sbody orappearance.
Offensive comments or jokes.

Inappropriate questions, suggestions or remarks about a person’s sex life.

Displaying sexist or other offensive pictures, posters, mms, sms, whatsapp, or e-mails.
Intimidation, threats, blackmail around sexual favours.

Threats, intimidation or retaliation against an employee who speaks up about unwelcome
behaviour with sexual overtones.

Unwelcome social invitations, with sexual overtones commonly understood as flirting.

Unwelcome sexual advances which may or may not be accompanied by promises or threats,
explicit or implicit.

12



10.

11.

12.

13.
14.
15.

16.
17.
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Physical contact such as touching or pinching.
Caressing, kissing or fondling someone against her will (could be considered assault).

Invasion of personal space (getting too close for no reason, brushing against or cornering
someone).

Persistently asking someone out, despite being turned down.
Stalking an individual.

Abuse of authority or power to threaten a person’s job or undermine her performance against
sexual favours.

Falsely accusing and undermining a person behind closed doors for sexual favours.

Controlling a person’s reputation by rumour-mongering about her private life.

Some examples of behaviour that may indicate underlying workplace sexual harassment and
merit inquiry:

1.

2.

v o® N v oW

11.

12.
13.
14.

Criticizing, insulting, blaming, reprimanding or condemning an employee in public.
Exclusion from group activities or assignments without a valid reason.
Statements damaging a person’s reputation or career.

Removing areas of responsibility, unjustifiably.

Inappropriately giving too little or too much work.

Constantly overruling authority without just cause.

Unjustifiably monitoring everything that is done.

Blaming an individual constantly for errors without just cause.

Repeatedly singling out an employee by assigning her with demeaning and belittling jobs that
are not part of her regular duties.

. Insults or humiliations, repeated attempts to exclude orisolate a person.

Systematically interfering with normal work conditions, sabotaging places or instruments of
work.

Humiliating a person in front of colleagues, engaging in smear campaigns.
Arbitrarily taking disciplinary action against an employee.

Controlling the person by withholding resources (time, budget, autonomy, and training)
necessary to succeed.

Some examples of workplace behaviours that may not constitute sexual harassment:

1.

2.

Following-up on work absences.

Requiring performance to job standards.

13



Handbook on Sexual Harassment of Women at Workplace

The normal exercise of management rights.
Work-related stress e.g. meeting deadlines or quality standards.

Conditions of works.

Constructive feedback about the work mistake and not the person.

2.6 FORMS OF WORKPLACE SEXUAL HARASSMENT

Generally workplace sexual harassment refers to two common forms of inappropriate behaviour:
e Quid Pro Quo (literally ‘this for that’)

- Implied or explicit promise of preferential/detrimental treatment in employment
- Implied or express threat about her present or future employment status

e Hostile Work Environment
- Creating a hostile, intimidating or an offensive work environment

- Humiliating treatment likely to affect her health or safety
2.7 SCENARIOS

The following scenarios have been constructed as examples based on real life experiences of
women at workplaces. The scenarios attempt to build an understanding of the two types of
workplace sexual harassment as prescribed by the Act i.e. quid pro quo and hostile environment.

The names in the following examples are fictional and in no way refer to any individual alive or
dead.

A. Examples of scenarios that constitute quid pro quo or ‘this for that’ type of sexual
harassment at the workplace:

SCENARIO EXAMPLE 1

Kamini is a bright young team leader working in a call centre. Known to be forthright, she is
dedicated, hardworking and is a perfectionist.

Kamini stays back at work late one evening with her colleague Ravi to complete work for an
important presentation. Ravi offers to buy Kamini dinner and later drop her home since it’s been
a long day. After dinner, Ravi proposes to Kamini that he would like her to spend the night with
him. Kamini refuses politely but firmly and goes home. Next evening, Ravi repeats his request and
on Kamini’s refusal, threatens her that if she doesn’t give-in, he will tell everyone that she made a
pass at him.

What is Workplace ‘this for that’ Sexual Harassment?

In the above example, Ravi’s threat to Kamini that if she does not agree to his ‘request’ for a sexual
favour, he will in return smear her character at the workplace as a person who wants to use sexual
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favours to her advantage constitutes quid pro quo form of sexual harassment. Ravi’s behaviour is
unwelcome, sexual, and has a negative impact on Kamini.

SCENARIO EXAMPLE 2

Renuka is employed as a domestic worker where she is expected to take care of all the household
activities, other than cooking. Most of the days, the lady of the
house leaves early. Renuka is therefore left alone in the house
with a male member of the household.

Renuka finds the male member constantly leering at her when
he is at home and often walks around the house wrapped in
nothing but a towel which makes her very uncomfortable. On
one occasion, while she was sweeping, he pinched her bottom.
When she protested that she will complain to the lady of the
house, he threatened to accuse her of stealing, and that he will
ensure that she loses her job.

What is Workplace Sexual Harassment?

Inthe above example, the male member by threatening Renuka to keep quiet about the unwelcome
physical contact if she wants to continue with her employment commits quid pro quo form of
sexual harassment. His behaviour occurring in a matrix of power, is unwelcome, sexual and has a
negative impact on Renuka.

SCENARIO EXAMPLE 3

Shamima is a lawyer who works as a researcher at an NGO in Delhi since 2013. Dr. Bhavan is the
director of the organisation and has always advocated for the cause of human rights.

During an official field visit to Shimla for 2 days, Dr. Bhavan finds an opportunity to be alone with
Shamima and makes a physical advance. Despite her protests, he forces himself on her while giving
lurid and sexually explicit details of his relationships, both past and present, with women. When
she chastises him and threatens to make his behaviour public, he threatens to destroy her career.

What is Workplace Sexual Harassment?

In the above example, by threatening Shamima with the destruction of her career, Dr. Bhavan
commits quid pro quo sexual harassment. His physical advances and sexual conversation are
unwelcome for Shamima and occur in a matrix of power.

B. Examples of scenarios that constitute a ‘hostile work environment’ type of sexual
harassment at the workplace:

SCENARIO EXAMPLE 1

Jayanthi works in a garment factory in Bangalore.
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Varghese, Jayanthi’s supervisor, often tries to touch her on one or
the other pretext. For example, he adjusts her dupatta while she
is sewing at her workstation on the pretext of covering her back.
Jayanthiis very uncomfortable with his behaviour. Her colleagues
at the workplace ridicule Jayanthi and mock her for the ‘special
treatment’ by her supervisor. They often gossip about her and
Varghese.

What is a Hostile Workplace Environment Sexual
Harassment?

In the above example, the physical touching by Varghese is
unwelcome and sexual in nature. The gossip, which is based on
Varghese’s behaviour towards Jayanthi at the workplace, is creating a hostile work environment
for Jayanthi.

SCENARIO EXAMPLE 2

Sukhi is a daily wage labourer working at a construction site. Every day at lunch time, Sukhi sits
under the shade of the tree to feed her 16-month old baby. She finds Jaswinder, a worker, staring
at her from the distance. Sukhi feels uncomfortable and asks Jaswinder to stay away from her
while she’s feeding the baby. However, Jaswinder persists and always finds a place near her. The
group of fellow construction workers now constantly catcall and whistle at Sukhi every time she
walks their way to refill the cement or mortar. When she questions them, they tell her they are
only joking amongst themselves.

What is a Hostile Workplace Environment Sexual Harassment?

Ogling, stalking and gossiping against Sukhi in the above example constitute a hostile work
environment, a form of workplace sexual harassment.

SCENARIO EXAMPLE 3

Sumedha is a Captain with the Indian Army. She has refused an offer made by a Senior Officer for a
relationship. Sumedha has kept quiet about this experience, but thanks to the rumour-mongering
by the Senior Officer, she has acquired a reputation of being a woman of ‘easy virtue’. Now she
is being subjected to repeated advances by three of her senior officer colleagues. When she turns
around and protests, she is singled out for additional physical training.

What is a Hostile Workplace Environment Sexual Harassment?

In the above example, Sumedha’s refusal to the sexual advances of her Senior Officer, leads to
her being subjected to rumours, gossip, character assassination, unwelcome sexual advances by
other officers, and arbitrary disciplinary action. This constitutes Hostile Work Environment form of
workplace Sexual Harassment.
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SCENARIO EXAMPLE 4
Asha is a researcher at a media agency led by Dr. Purshottam, a well-known journalist.

In the first few months of Asha’s employment, Dr. Purshottam is very pleased with her work and
publicly appreciates her. Soon after, Dr. Purshottam frequently summons Asha to his office on the
pretext of workand makes verbal sexual advances and sexually coloured remarks to her. He brushes
aside her protests by saying that they would not be able to work as a team unless she interacted
closely with him and they both got to know each other well. However, once she categorically
rebuffed his sexual advances, he has stopped. Now he ridicules her work and humiliates her in the
presence of colleagues and the staff. He discriminates against her by allotting projects to her and
then arbitrarily withdrawing the work.

What is a Hostile Workplace Environment Sexual Harassment?

In the above example, the workplace actions are a result of Asha rebuffing the unwelcome, sexual
advances of Dr. Purshottam and this constitutes hostile work environment form of workplace
sexual harassment.

This section has listed and illustrated some of the behaviours that constitute the five parameters
of workplace sexual harassment, viz., sexual, subjective, unwelcome, impact and power. This
becomes the basis of the key elements of the Act, Prevention, Prohibition and Redress.

17



NOIL33S

Prevention and Prohibition

“The meaning and content of fundamental rights guaranteed in the
Constitution of India are of sufficient amplitudes to encompass all facets of
gender equality...”

Late Justice J.S. Verma

his section describes those who are both responsible and accountable to prevent workplace
sexual harassment in compliance with the Act. It also highlights the role of workplaces in
prohibiting workplace sexual harassment through an effectively communicated policy.

3.1 PREVENTIVE AUTHORITIES
3.1.1 WHO IS AN EMPLOYER?
An employer refers to:

1. The head of the department, organisation, undertaking, establishment, enterprise, institution,
office, branch or unit of the Appropriate Government or local authority or such officer specified
in this behalf.

2. Any person (whether contractual or not) responsible for the management, supervision and
control of a designated workplace not covered under clause (i).

3. A person or a household who employs or benefits from the employment of domestic worker
or women employees.

'd N\
Employer
(- J
| 'd N\ |
Workplace of 3 )
Government / Local Private Workplace Dwelling House
Bodies
(- J
Person responsible
Head | Officer P Person who employs/
X for management/ benefits from the
specified e
supervision/control employement
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3.1.2 WHO IS AN APPROPROATE GOVERNMENT?

As per the Act, Appropriate Government means:

i. Inrelation to a workplace which is established, owned, controlled or wholly or substantially
financed by funds provided directly or indirectly—
a. Bythe Central Government or the Union Territory administration, the Central Government;
b. By the State Government, the State Government;

ii. Inrelationtoany workplace not covered under sub-clause (i) and falling within its territory, the
State Government.

3.2 WHO IS A DISTRICT OFFICER (DO)?
State Governments will notify a District Magistrate/Additional District Magistrate/ Collector/
Deputy Collector as a District Officer at the local level. The District Officer will be responsible for

carrying out the powers and functions under the Act at the district levels (including every block,
taluka, tehsil, ward, and municipality).

3.3 RESPONSIBILITIES OF THE AFOREMENTIONED AUTHORITIES

Under the law the employer/DO is obliged to create a workplace free of sexual harassment. It is
the responsibility of the Employer/District Officer in general to:

1. Create and communicate a detailed policy;
2. Ensure awareness and orientation on the issue;

3. Constitute Complaints Committee/s in every workplace and district so that every working
woman is provided with a mechanism for redress of her complaint(s);

4. Ensure Complaints Committees are trained in both skill and capacity;
5. Prepare an annual report and report to the respective state government;
6. District Officer will also appoint a nodal officer to receive complaints at the local level.

3.2.1 Complaints Committee/s
The Act provides for two kinds of complaints mechanisms: Internal Complaints Committee
(1CC) and Local Complaints Committee (LCC). All Complaints Committees must have 50 per cent

representation of women. ICC or LCC members will hold their position not exceeding three years
from the date of their nomination or appointment.

1) Internal Complaints Committee (1CC)

Every employer is obliged to constitute an ICC through a written order. The ICC will be composed
of the following members:
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No Member Eligibility

1. | Chairperson Women working at senior level as employee; if not available then
nominated from other office/units/ department/ workplace of the
same employer

2. |2 Members From amongst employees committed to the cause of women/
(minimum) having legal knowledge/experience in social work
3. | Member From amongst NGO/associations committed to the cause of women

or a person familiar with the issue of Sexual Harassment

Where the office or administrative units of a workplace are located in different places, division or
sub-division, an ICC has to be set up at every administrative unit and office.

ICC/LCC ARE MANDATORY

The employee who had a fundamental right to a workplace free of sexual harassment, had
complained about sexual harassment. According to the Court, had the organisation complied
with the Vishaka Guidelines and set up such a Complaints Committee, the preventative benefit
would have been three-fold:

1. Ensured a place where women employees could seek redress;

2. Sent a clear message to the workplace that such complaints would be enquired into by a
specially designated committee with external expertise;

3. Prevented a series of litigation that followed.

Hence, the Madras High Court awarded Rs. 1.68 crores in damages to an employee for the non-
constitution of a Complaints Committee by the employer, as per the Vishaka Guidelines (at the
time of the complaint, the Sexual Harassment of Women at Workplace Act 2013 had not been
enacted).

Ms. G v. ISG Novasoft Technologies Ltd. Madras High Court (Crl.R.C.No.370 of 2014 order dated
02.09. 2014. Original Petition No.463 of 2012

2) Local Complaints Committee (LCC)

The District Officer will constitute an LCCin every district so as to enable women in the unorganised
sector or small establishments to work in an environment free of sexual harassment. The LCC will
receive complaints:

1. From women working in an organisation having less than 10 workers;
2. When the complaint is against the employer himself;

3. From domestic workers.
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No Member Eligibility

1. Chairperson Nominated from amongst the eminent women in the field of
social work and committed to the cause of women

2. | Member Nominated from amongst the women working in the block,
taluka or tehsil or ward or municipality in the district

3. 2 Members Nominated from amongst such NGO/associations/persons

committed to the cause of women or familiar with the issues

relating to sexual harassment, provided that:

° At least one must be a woman

° At least one must have a background of law or legal
knowledge

4. | Ex Officio member The concerned officer dealing with social welfare or women and
child development in the district

*One of the nominees shall be a woman belonging to the SC/ST/OBC/Minority community notified by the Central Government.
3) External Members on the Complaints Committee/s

The Act refers to external members, which generally means persons who have expertise with the
issue of sexual harassment. Given the largely intangible nature of workplace sexual harassment,
there arearange of complexitiesinvolved inresponding effectively to workplace sexual harassment
complaints. For this reason, external third party/ members on the Complaints Committee/s (from
civil society or legal background) should possess the following attributes:

1. Demonstrated knowledge, skill and capacity in dealing with workplace sexual harassment
issues/complaints;

2. Sound grasp and practice of the legal aspects/implications.

Such expertise will greatly benefit Complaints Committees in terms of fair and informed handling
of complaints to lead to sound outcomes. These external third party members shall be paid for
their services on the Complaints Committees as prescribed.

Criteria for the External Member

A ‘person familiar with issues relating to women’ would mean such persons who have expertise
in issues related to sexual harassment and may include any of the following:

e Atleast 5 years of experience as a social worker, working towards women’s empowerment
and in particular, addressing workplace sexual harassment;

e Familiarity with labour, service, civil or criminal law.
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3.2.2 Sexual Harassment at Workplace Policy

Employers/District Officers are responsible for complying with prohibition, prevention and
redress of workplace sexual harassment. In practice, this means having a policy that: (1) prohibits
unwelcome behaviour that constitutes workplace sexual harassment; (2) champions prevention
of workplace sexual harassment through orientation, awareness and sensitization sessions; and
(3) provides a detailed framework for redress.

3.2.3 Dissemination of Information and Awareness Generation
Employers/ District Officers have a legal responsibility to:

1. Effectively communicate a policy that prohibits unwelcome behaviour that constitutes
workplace sexual harassment, and provides a detailed framework for prevention, and redress
processes.

2. Carry out awareness and orientation for all employees.

3. Create forums for dialogue i.e. Panchayati Raj Institutions, Gram Sabhas, Women’s Groups,
Urban Local Bodies or like bodies, as appropriate.

4. Ensure capacity and skill building of Complaints Committees.

5. Widely publicize names and contact details of Complaints Committee members.
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Redress

“...the time has come when women must be able to feel liberated and
emancipated from what could be fundamentally oppressive conditions
against which an autonomous choice of freedom can be exercised and made
available by women. This is sexual autonomy in the fullest degree”

Late Chief Justice J.S. Verma, Justice Verma Committee Report, 2013

his section is about Redress. It provides helpful information on who can complain, to whom,

and what a complaint should contain. It also gives information and lays out the steps involved

when a complaint has reached the Complaints Committee, in terms of the process, findings
and recommendations.

4.1 WHO CAN COMPLAIN AND WHERE?

(COMPLAINTS COMMITTEE)

In case of mental incapacity:

In case of physical incapacity: - Complainant’s relative
- Complainant’s relative - Complainant’s friend
- Complainant’s friend - Special educator
- Coworker - Qualified psychiatrist/psychologist
- Officer of NCW or SCW - Guardian/authority under
- Any person who has whose care the complainant
knowledge of the incident is receiving treatment/care
with the written consent - Any person with knowledge
of the complainant of the incident, jointly with

any person mentioned above

In case of Complainant’s . .
p In case Complainant is unable to

death: file the complaint for any other
Any person with knowledge of reason:

the incident with the V\{ritten By any person who has knowledge
consent of her legal heir of the incident with her written

consent

The Complainant
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Generally, where there are less than ten workers, any woman employee can complain to the Local
Complaints Committee with the support of the Nodal Officer, when required. It is the responsibility
of the District Officer to designate a person as the Nodal Officer in every block, taluka and tehsil
in rural or tribal areas and wards or municipalities in the urban areas, to receive the complaints
of workplace sexual harassment from women. The Nodal Officer will forward all such complaints
within seven days of its receipt to the concerned Complaints Committee for appropriate action.
In most other workplaces, a woman employee can make a complaint to the Internal Complaints
Committee.

4.2 WHAT SHOULD THE COMPLAINT CONTAIN?

The written complaint should contain a description of each incident(s). It should include relevant
dates, timings and locations; name of the respondent(s); and the working relationship between the
parties. A person designated to manage the workplace sexual harassment complaint is required to
provide assistance in writing of the complaint if the complainant seeks it for any reason.

Date (s)

Timings

Complaint Description of
Content Incident (s
) Respondent's
Name
Parties Working

Relationships

4.3 WHAT CAN AN EMPLOYEE/WORKER EXPECT?

When it comes to redress for workplace sexual harassment, employee/worker has a right to expect
-a trained, skilled and competent Complaints Committee, a time bound process, information
confidentiality, assurance of non-retaliation, counselling or other enabling support where needed
and assistance if the complainant opts for criminal proceedings.

4.3 A. RIGHTS OF THE COMPLAINANT

e Anempathetic attitude from the Complaints Committee so that she can state her grievance in
a fearless environment

e A copy of the statement along with all the evidence and a list of witnesses submitted by the
respondent
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Keeping her identity confidential throughout the process
Support, in lodging FIR in case she chooses to lodge criminal proceedings

In case of fear of intimidation from the respondent, her statement can be recorded in absence
of the respondent

Right to appeal, in case, not satisfied with the recommendations/findings of the Complaints
Committee

4.3 B. RIGHTS OF THE RESPONDENT

A patient hearing to present his case in a non-biased manner

A copy of the statement along with all the evidence and a list of witnesses submitted by the
complainant

Keeping his identity confidential throughout the process

Right to appeal in case not satisfied with the recommendations/findings of the Complaints
Committee

4.4 KEY RESPONSIBILITIES

To effectively address workplace sexual harassment complaints, a Complaints Committees must
first be aware of their key responsibilities, some of which are highlighted below:

1.

2.

© N ovo~Ww

9.

Be thoroughly prepared

Know the Act, Policy and/or relevant Service Rules

Gather and record all relevant information

Determine the main issues in the complaint

Prepare relevant interview questions

Conduct necessary interviews

Ensure parties are made aware of the process and their rights/responsibilities within it
Analyse information gathered

Prepare the report with findings/recommendations

4.5 KNOWLEDGE, SKILLS, TRAINING

Dealing with workplace sexual harassment complaints is often complex. Hence Complaints
Committee/s must possess critical skills/capacity to effectively carry out their role. That includes
a sound grasp of the Act, Vishaka Guidelines, applicable Service Rules, relevant laws and an
understanding of workplace sexual harassment and related issues. Complaints Committee skills
must include an ability to synthesise information i.e. relevant documents, the law and interviews.
They should also be able to communicate effectively, write clearly, listen actively and conduct
interviews. They should be competent at showing empathy, being impartial and being thorough.
They should be able to identify sexual harassment and its impact.
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A Complaints Committee/s is required to be trained in both skill and capacity to carry out a fair and
informed inquiry into a complaint of workplace sexual harassment. An absence of such training
will lead to unequal and unfair results, which can cost employers, employees, complainants as well
as respondents.

FAIR AND INFORMED INQUIRY

Within 6 months of joining The Statesman newspaper, Rina Mukerhjee lost her job. While
the company alleged that her work was “tardy” and “lacking in quality” it suppressed Rina’s
complaint of sexual harassment against the news coordinator, Ishan Joshi. Within her first
month of work, Rina had taken her complaint directly to the Managing Director, Ravinder
Kumar. Time passed, nothing happened and Rina was fired. In a rare display of social context
insight and clarity, the Industrial Tribunal (West Bengal) rejected the Statesman’s claim that
Rina only referred to “professional’” harassment in her complaint to Mr. Kumar. In the Tribunal’s
view, Mr. Kumar’s failure to dig deeper was clearly suspect- “... it becomes clear that there was
no Committee on Sexual Harassment, as per the Honb’le Supreme Court’s direction in Vishaka
vs State of Rajasthan, existing in The Statesman, at that relevant time. ...to expect-the lady
workman to file a written complaint and not to believe the same, when it has been filed ‘at a
later date’ is sheer bias.” The Statesman was ordered to reinstate Rina and grant her full back
wages.

M/s The Statesmen Ltd. and Smt. Rina Mukherjee. Order of K.K. Kumai, Judge, dated 06.02.2013,
Fourth Industrial Labour Tribunal (West Bengal)

4.6 DO’S AND DON’TS FOR COMPLAINTS COMMITEE

DO’s

1. Create an enabling meeting environment.

2. Use body language that communicates
complete attention to the parties.

3. Treat the complainant with respect.
4. Discard pre-determined ideas.
5. Determine the harm.

DON’TS

1. Get aggressive.

2. Insist on a graphic description of the sexual
harassment.

Interrupt.

4. Discuss the complaint in the presence of the
complainant or the respondent.

26



Handbook on Sexual Harassment of Women at Workplace %

4.7 NON-NEGOTIABLES DURING THE INQUIRY PROCESS

During a redress process the Complaints Committee/s are required to assure confidentiality, non-
retaliation and recommend interim measures as needed to conduct a fair inquiry.

4.8 THE SEXUAL HARASSMENT COMPLAINT PROCESS

The Complaints Committee/s needs to have information on the six stages (including fifteen steps),
detailed below, for addressing a complaint of workplace sexual harassment.

I =t E= e
omplain :
Step 1: Receive and acknowledge g:::zu'l:?{epare the file for the hearing: Complainant,

i i : Witnesses and Respondent.
;ice?l;t:(l)\j\:::S ;:r?;ntzllil:z the SHipy/ SR AR Step 9 : Assess thezompleteness
complainant to explore options for of the information collected.
formal and informal resolution ¢
Step 3 : Informal mechanism
Step 4 : Formal mechanism Stage Four : Reasoning
Step 5 : Respondent and response Step 10 : Analyse and assess the

information gathered during the
inquiry.
Stage Six: Report Stage Five : Finding Step 13 : Create a timeline to help
Step 15 : Writing the and Recommendation esltablésh th: sequeTc.e of events
Report ( Step 13 : Findin 6 related to the complaints.
Steg 14 ¢ Step 12 : Compare similarities and
RadsrET e differences within each of the
statements made by interviewees.

STAGE ONE: RECEIPT OF THE COMPLAINT
A fair, prompt, and impartial inquiry process starts with a Complaints Committee capable of
creating an environment of trust and confidence throughout the inquiry.

Step 1: Receive and Acknowledge Receipt of the Complaint

The complainant submits a sexual harassment complaint in writing within three months of the last
alleged incident to the Complaints Committee or any other person designated by the organization/
District Officer (i.e. Nodal Officer) to receive and manage complaints of sexual harassment.

Training and Skill Building : An Institutional Responsibility

It is important that both the Committee and any other person designated by the organization/
District Officer to receive or otherwise handle a sexual harassment complaint has there quired
competency and skill building training formanaging a complaint and/or any concern related to
workplace sexual harassment.
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Upon receipt, the complaint should be reviewed for:

1. Inthe context of workplace that the sexual harassment complaint is to be met with under the
Act, such as, Service Rules, Workplace Policy, Vishaka Guidelines and related laws.

2. Clarity in the complaint.
3. Additional information needed from the complainant.

The complainant will be notified in writing to acknowledge receipt.

Elements of the Behaviour
The complaint needs to satisfy the following elements:

1 The respondent displayed a The behaviour The 4 The behavior
potentially improper and/or was directed at complainant occurred in the
offensive conduct which may the complainant; experienced workplace or at any
come within workplace harm. location/any event
sexual harassment; related to work

Step 2: Meet and Talk to the Complainant to Explore Options for Formal and Informal Resolution

The complainant needs to be informed about the ensuing process and the informal or formal
options available for the redress.

Step 3: Informal Mechanism

If the complainant chooses to adopt the informal process to resolve her complaint/experience
of workplace sexual harassment, then it is the responsibility of the person designated to receive
and manage the Complaints Committee to explore enabling ways to address the complaint. This
can include counselling, educating, orienting, or warning the respondent to promptly stop the
unwelcome behaviour or appointing a neutral person to act as a conciliator between the parties
to resolve the complaint through conciliation.

However, before recommending conciliation, the Committee must assess the severity of the
situation and if necessary, advise and enable the complainant to opt for the formal route. At no
point, the Complaints Committee will advise the complainant to resolve the matter directly with
the respondent. Where such an informal process is successful, such resolution is to be recorded
by the conciliator and forwarded to the ICC/LCC who in turn will forward the same to the
employer/District Officer for further action based on the resolution. Employers/District Officers
are responsible for taking steps to ensure that the complainant is not subject to any backlash.

The choice of a formal process rests with the complainant even if the person responsible for
managing the complaint believes that this can be resolved through an informal process.

Step 4: Formal Mechanism

1. If the complainant opts for formal redress, or the nature of the complaint is serious which calls
for formal redress, then the Complaints Committee responds to the complaint.
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2. Complaints Committee/s members must be free of any conflict of interest with either the
concerned parties or with the outcome.

3. Ensure that the independent third party member has sound knowledge, skill, and experience
in dealing with workplace sexual harassment complaints.

Step 5: Respondent and Response

1. As per the procedure provided in the Service Rule; or in absence of the same

2. Within seven days of receiving a complaint, the Complaints Committee will inform the
respondent in writing that a complaint has been received.

3. Therespondent will have an opportunity to respond to the complaint in writing within ten days
thereafter.

STAGE TWO: PLANNING CAREFULLY

Step 6: Prepare the File

A sound inquiry relies on sound preparation. This includes taking into account the following steps:
1. Documentation

Create anindependent confidential file of the complaint and all subsequent related documentation.
2. Review Law & Policy

Have a clear knowledge and understanding of the Act/Rules as well as the relevant Service Rules,
Workplace Policy, Vishaka Guidelines, existing practices and related laws.

3. Make a List

Make a list of all the dates and events relating to the written complaint as well as the names of
witnesses, where applicable.

Relevant Witnesses

The complaint may include the names of people believed to have witnessed the alleged incidents
or those who may have been aware of other information directly related to the complaint. The
respondent may also include the names of witnesses. In addition, the Complaints Committee
also has the discretion to call any person as a witness, who it believes, has something to contribute
to the inquiry process.

4. Supporting Documents

Obtain and review all supporting documents relevant to the complaint, including those
presented by the complainant and the respondent.
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5. Act Quickly

Create a plan. This can be used as an initial checklist to ensure that all of the critical elements
are covered. It includes:

a. The names of the parties and witnesses to be interviewed
b.  Any documentary support that needs to be examined

c. Timeline

Preparing the Plan - Key Elements to Consider

1. Defining the Issues
What is the complaint
Questions or points that require clarification
2. Determining a violation of the Policy/Act
What information is needed to determine that there has been a violation
3. Logistics
Venue for conducting the interviews. Are special logistics required
Creating timelines for each
4. Critical Information
What documents need to be looked at
Witnesses to be questioned and in what order
5. Areas of Questioning
Questions for each specific incident and party/witness

Questions for each particular issue

Issues likely to require follow-up

Step 7: Consideration
1. Interim Measures

While a complaint is pending inquiry, a complainant can make a written request for her transfer or
the transfer of the respondent, or for leave (upto 3 months). She can also request the Complaints
Committee to restrain the respondent from reporting on her work performance or writing her
confidential report or supervising her academic activities (in case she is in educational institution).
Evenin the absence of such a request, the Complaints Committee must take corrective action. It is
essential to take these actions in order to prevent potential ongoing sexual harassment.
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2. Support

Maintain clear, timely communication with the parties throughout the process. Provide
complainants with any specific assistance they may require, such as counselling, addressing health-
related concerns or sanctioning of leave.

STAGE THREE: INTERVIEWS

Step 8: Prepare an Interview Plan for the Hearing: Complainant, Witnesses, Respondent

1. Based on the results of the previous steps and before conducting interviews, the Complaints
Committee should decide which issues need to be pursued for questioning.

2. Interviews are meant to obtain information that is relevant to the complaint from individuals.

3. Interviews should be conducted with each person separately and in confidence. The complainant
and the respondent should not be brought face to face with each other.

Interviewing Tips

1. Introduction 2. Questioning

Questioning the parties and Determine beforehand the following:
witnesses in a situation of .
workplace sexual harass-
ment is a sensitive task. The
Complaints Committee must °
therefore proceed with
empathy, while appreciating
at times, a different version
of the facts.

Date, time, place and order of interviews
e Questions and their order
Time for each interview

Generally rely on questions related to who, what, where, when
and how. Remember:

e Questions ought to be clear and focused.

» Obtain as much information as possible through the
interview.

» Do not share information gathered from other sources.

3. Choose an Appropriate
Location

4. Explain the Interview
Process

5. Records of the Interview

Take notes and explain
the need for a proper
record

To create trust, comfort and
openness

Explain how the interview will
be conducted and what is
expected

6. Manage the Interview

The Chairperson of the
Complaints Committee is
responsible for ensuring the
interviews are correctly carried
outand due process followed

7- Sign Statements

At the conclusion of the interview, have
those interviewed, sign and date
statements made and recorded before
the Complaints Committee
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Step 9: Assess the Completeness of the Information Collected

At this stage, the Complaints Committee should review the information gathered and their factual
relevance to each aspect of the complaint. This will help determine whether there is enough
information to make a finding on the complaint.

STAGE FOUR: REASONING

Step 10: Once the information and review is complete, the Complaints Committee will make its
reasoned finding(s), which involves having to:-

e Identify the substance of each aspect of the complaint.

e Determine, whether or not, on a balance of probability, the unwelcome sexual harassment
took place.

e Check that such behaviour/conduct falls within the definition of sexual harassment set out in
the relevant Act/Rules, Policy, Service Rules or law.

e Comment on any underlying factor(s) that may have contributed to the incident.

Step 11: Create a timeline to help establish the sequence of events related to the complaint.

Step 12: Compare similarities and differences within each of the statements made by the
interviewees.

STAGE FIVE: FINDING AND RECOMMENDATION

Step 13: Finding

Based on the above, the Complaints Committee must arrive at a finding of whether the complaint
is upheld, not upheld or inconclusive.

Provided, where both the parties are employees, before finalising the findings, the ICC/LCC shall
share its finding with both the parties and provide them an opportunity to make representation
against it before the Committee.

Step 14: Recommendations

Based on its findings, the Complaints Committee shall then make appropriate recommendations
which may include:

1. Where the Complaints Committee is unable to uphold the complaint, it shall recommend no
action.

2. Where the Complaints Committee upholds the Complaint, it may recommend such action
as stated within the relevant Policy or Service Rules, which may include a warning to
terminate.
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In case service rules do not exist, recommended action may include:

e Disciplinary action, including a written apology, reprimand, warning, censure;
e Withholding promotion/ pay raise/ increment;

e Termination;

* Counselling;

e Community service.

3. The Complaints Committee may also recommend financial damages to the complainant, while
deciding the amount they shall take into consideration:

* Mental trauma, pain, suffering and emotional distress caused;
e Medical expenses incurred;

* Loss of career opportunity;

e Income and financial status of the respondent.

If the amount is not paid it can be recovered as an arrear of land revenue.

4. The Complaints Committee can also give additional recommendations to address the underlying
factors contributing to sexual harassment at the workplace.

STAGE SIX: REPORT

Step 15: Writing the Report
The Complaints Committee will prepare a final report that contains the following elements:

e Adescription of the different aspects of the complaint;

e Adescription of the process followed;

* A description of the background information and documents that support or refute each
aspect of the complaint;

e Ananalysis of the information obtained;

e Findings as stated above;

e Recommendations.

An inquiry must be completed within 90 days and a final report submitted to the Employer or
District Officer (as the case may be) within ten days thereafter. Such report will also be made
available to the concerned parties. The Employer or District Officer is obliged to act on the
recommendations within 60 days. Any person not satisfied with the findings or recommendations
of the Complaints Committee or non-implementation of the recommendations, may appeal in an
appropriate court or tribunal, as prescribed under the Service Rules or where no such service rules
exist, in such manner as may be prescribed.
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Given that most workspaces today are gender unequal and male-dominated, it is important that
complaints by women be treated fairly and not dismissed. The mere inability to substantiate a
complaint or provide adequate proof will not attract legal action against the complainant.
However, making a false or malicious complaint or producing aforged or misleading documentis an
offence.

4.9 AT A GLANCE

1) Complaints Committee’s Checklist

e Review the written complaints and response to complaints
e Review the applicable policy, the Act/Rules, Vishaka Guidelines and other relevant laws
e Develop aplan

e Meet with the complainant

e Meet with the respondent

e Meet with the witnesses

e Record statements and have them dated and signed

e Review and adapt the plan, as needed

e Proceed with further interviews, as needed

e Analyze all the facts to develop reasoning

e Arrive at the findings

e Give recommendations

e Prepare the report

e Submit the file to the organization or District Officer for implementation of the

recommendations and for safe keeping.
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The respondent
fulfils his
obligations as
agreed upon: the
case is closed
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INCIDENCE OF WORKPLACE SEXUAL
HARASSMENT TO BE REPORTED WITHIN 3

MONTHS

INFORMAL

y

CONCILIATION

The respondent
fails to fulfil his
obligations as
agreed upon: an
inquiry will
commence

If not satisfied by the
recommendations or
non-implementation
of such
recommendations,
the complainant and
the respondent can
appeal to a
tribunal/court within
90 days

/ N\

FORMAL

|

NODAL OFFICER

One copy of the complaint to
be submitted to the
respondent, to which the
respondent needs to reply
within 10 days

y

COMPLAINT NOT
UPHELD:
INCONCLUSIVE
Recommend to
employer/DO that no
action is required to
be taken

LCC

Inquiry report to be
completed within 90
days by the ICC/LCC

7

COMPLAINT UPHELD:
Recommendations to
be implemented by
the employer/DO
within 60 days on
receipt of the report

AN

Report of the findings
to be submitted to
the employer or
district officer (DO)
and concerned parties
within 10 days of
completion of the
inquiry
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2) Timelines as per the Act

Submission of Complaint Within 3 months of the last incident

Notice to the Respondent Within 7 days of receiving copy of the complaint
Completion of Inquiry Within 9o days

Submission of Report by ICC/LCC to Within 10 days of completion of
employer/DO the inquiry

Implementation of Recommendations Within 60 days

Appeal Within 90 days of the recommendations

3) Confidentiality

The Act prohibits the publication or making known the contents of a complaint and the inquiry
proceedings. Any breach of confidentiality will result in specific consequences.

The Act prohibits the disclosure of:

e Contents of the complaint;

e Identity and address of complainant, respondent and witnesses; Information pertaining to
conciliatory/inquiry proceedings or recommendations of the ICC/LCC;

e Action taken by the employer/DO.

Accountability: Any person entrusted with the duty to handle or deal with the complaint, inquiry
or any recommendations or action taken under the provisions of this Act.

Consequences: As per the Service Rules or Rs.5,000/ to be collected by the employer.

Exception: Dissemination of information regarding the justice secured without disclosure of name,
address, identity and particulars of complainant or witnesses.

Section 4 completes the details of the Complaints Committee process in addressing formal
complaints. It serves as a guideline to action in providing appropriate redress. The manner in which
a complaint is addressed will make all the difference to the equal rights of working women as well
as the kind of workplace culture being promoted.
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Monitoring

“Vishaka was a victory for all women”
Bhanwari Devi

his section refers to ways in which application of the Act at all workplaces is monitored.

Monitoring is a way to ensure compliance of the Act on the ground. As an additional means

of monitoring, the Act mandates the submission of Annual Reports with specificinformation
as well as specific consequences where compliance is lacking.

The Act authorizes Appropriate Government to monitor the implementation of the Act. As per the
Act, Appropriate Government means:

i. Inrelation to a workplace which is established, owned, controlled or wholly or substantially
financed by funds provided directly or indirectly-
a. Bythe Central Government or the Union Territory administration, the Central Government;

b. By the State Government, the State Government;

ii. Inrelationtoany workplace not covered under sub-clause (i) and falling within its territory, the
State Government;

Thus to monitor the Act, the Appropriate Government has the authority to undertake any of the
following measures:

5.1 Inspection

In relation to workplace sexual harassment, when it is in the public interest or in the interest of
women employees, every employer/District Officer can be ordered by the Appropriate Government
i.e. State and Central Government, to make available any information, record or document,
including opening its workplace for inspection relating to the same.

5.2 Annual Report

The Appropriate Government is entrusted with the monitoring of the implementation of this Act
and for maintaining the data on the number of cases filed and disposed of under it. In particular,
the Act mandates submission of an Annual Report by the ICC/LCC to the employer/District Officer.
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The District Officer will forward a brief report on the annual reports to the appropriate State
Government. Such reports must include the following information:

a
b.
C.
d.

e.

No. of complaints received;

No. of complaints disposed of;

No. of cases pending for more than 9o days;

No. of workshops/awareness programmes carried out;

Nature of action taken by the employer/DO;

The Report of ICC will be forwarded to the DO through the employer.

5.3 Penalties

An employer can be subjected to a penalty of up to INR 50,000 for:

Failure to constitute Internal Complaints Committee
Failure to act upon recommendations of the Complaints Committee; or
Failure to file an annual report to the District Officer where required; or

Contravening or attempting to contravene or abetting contravention of the Act or Rules.

Where an employer repeats a breach under the Act, they shall be subject to:

Twice the punishment or higher punishment if prescribed under any other law for the same
offence.

Cancellation/Withdrawal/Non-renewal of registration/license required for carrying on business
or activities.

Monitoring is a critical yardstick to measure success in terms of compliance with the Act.
Additionally, it highlights those areas, in terms of law and practice, which may require improvement
and/or additional information and guidance at both the State as well as the workplace levels.
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Global Norms and Good Practices

ncreasing awareness and compliance with international standards is a reminder that we must not
lose sight of the goal. Over the years, the international community has developed benchmarks
that provide guidance on what the laws around workplace sexual harassment should look like in

practice. The key benchmarks are listed below:

1.

2.

Recognition that workplace sexual harassment is a form of human rights violation.
Recognition that sexual harassment is a form of gender-specific violence.”
Equality, dignity and worth of a human person must be emphasized.

Gender-based violence includes sexual harassment and impairs the enjoyment by women of
several basic human rights and fundamental freedoms.” Some of these rights include:

+ Theright to life, the right to liberty and security of the person.

+  Theright to equal protection under the law.

+  Theright to the highest standard attainable of physical and mental health.
«  Theright to just and favourable conditions of work."

Eliminating violence against women and advancing women’s equality includes the right to be
free from workplace sexual harassment.”

Legislation on violence against women should define violence to include sexual harassment.
Such legislation should also recognize sexual harassment as a form of discrimination and a
violation of women's rights with health and safety consequences.”

The International Labour Organization (ILO) has also drawn specific attention to domestic
workers, who have aright to “enjoy effective protection against all forms of abuse, harassment
and violence.”

In terms of practice, international law and policy frameworks have an important role to play in
encouraging the adoption of an understanding of sexual harassment as a fundamental human
right and equality issue, and not just a problem for labour/employment law to solve.

Converting these concepts into practice involves constant monitoring and adapting to changing
circumstances. As a start, six simple steps to keep in mind and practice in any workplace should
involve the following:
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1. Makesurethereisapolicythathasbeen “effectively” communicated to all workers, irrespective
of whether they are paid or volunteers.

2. Display details of both informal and formal ways available to a worker to address/complain
about workplace sexual harassment.

3. Undertake orientation on workplace sexual harassment for all workers in respective
organizations, establishments or institutions.

4. A Complaints Committee which is trained in terms of skill and capacity is critical for building
trust.

5. Encourage senior persons/leaders/supervisors or any person who can influence employment-
related decisions, to become role models.

6. Men and women should be included in building a culture which no longer tolerates workplace
sexual harassment.

Legally, workplace sexual harassment can no longer be dismissed as some moral transgression.
The Vishaka Guidelines raised that bar, when for the first time it recognized “each incident of
sexual harassment” as a violation of the fundamental right to equality. That notion has found its
way into the Act, which promotes the right of women as citizens to a workplace free of sexual
harassment. Complaints Committees at all workplaces are now charged with the role to ensure
that the right remains intact, through a fair, informed, user-friendly process of redress.

Prioritising prevention and establishing a redress mechanism, which comprises of 50 per cent
women, a woman chair and an external third party expert, is India’s innovative model in responding
to working women’s experience of sexual harassment. Assuming adequate changes follow,
in both law and practice to meet global benchmarks, that model can evolve into an exemplary
best practice. To get there, workplaces in India today, must rise to the requirement of promoting
gender equality.

" General Recommendation 12 of 1989, Committee on the Elimination of All Forms of Discrimination against Women.

i General Recommendation 19 of 1992, Convention on the Elimination of All Forms of Discrimination against Women (CEDAW).

i 1bid.

v Article 3, Declaration on the Elimination of Violence against Women, 1993.

¥ The Beijing Platform of Action drawn at the United Nations’ Women’s Conference in Beijing in 1995.

“iUnited Nations UN Division for the Advancement of Women Handbook for Legislation on Violence Against Women (UN Handbook).
http://www.un.org/womenwatch/daw/vaw/handbook/Handbook%2ofor%20legislation%200n%20violence%20against%20women.pdf

Vi Article 5, ILO Decent Work for Domestic Workers Convention, 2011 (No. 189).
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Rules & Regulations of Anti - Ragging
Measures as per UGC Regulations

It is brought to the notice of the Institution, students and other various stakeholders that Ragging
is a criminal offence. UGC has notified “Regulations on Curbing the Menace of Ragging in Higher
Educational Institutions, 2009, in pursuance to the Judgement of the Honorable Supreme Court
of India dated 08.05.2009 in civil appeal No. 887/2009 in order to prohibit, prevent and eliminate
the scourge of ragging. The regulations have been notified vide no.F.1-16 / 2009 ( CPP - Il ) dated
21.10.2009 and are available on UGC website www.ugc.ac.in.

R NGGING

2%
IS N CRIMINAL OFFENCE L4
Do not “IRANG” .

Also don’t be a mute witness to

R NGGING

Objectives:

To prohibit any conduct by any student or students whether by words spoken or written or by an
act which has the effect of teasing , treating or handling with rudeness , a fresher or any other
student , or indulging in rowdy or indiscipline activities by any student or students which causes
or is likely to cause annoyance , hardship or psychological harm or to raise fear or apprehension
thereof in any fresher or any other student or asking any student to do any act which such student
will not in the ordinary course do and which has the effect of causing or generating a sense of
shame , or torment or embarrassments so as to adversely affect the physique or psyche of such
fresher or any other student , with or without an intent to derive a sadistic pleasure or showing off
power , authority or superiority by a student over any fresher or any other student ; and thereby ,
to eliminate ragging in all its forms from college by prohibiting it under the UGC Regulations ,
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preventing its occurrence and punishing those who indulge in ragging , as provided for in above
mentioned Regulations and the appropriate law in force .

What Constitutes Ragging?
Clause-3 - Ragging constitutes one or more of any of the following acts:

a) Any conduct by any student or students whether by words spoken or written or by an act which
has the effect of teasing, treating or handling with rudeness a fresher or any other student.

b) Indulging in rowdy or indisciplined activities by any student or students which causes or is
likely to cause annoyance, hardship, physical or psychological harm or to raise fear or
apprehension thereof in any fresher or any other student.

c) Asking any student to do any act which such student will not in the ordinary course do and
which has the effect of causing or generating a sense of shame, or torment or embarrassment so as
to adversely affect the physique or psyche of such fresher or any other student.

d) Any act by a senior student that prevents, disrupts or disturbs the regular academic activity of
any other student or a fresher.

e) Exploiting the services of a fresher or any other student for completing the academic tasks
assigned to an individual or a group of students.

f) Any act of financial extortion or forceful expenditure burden put on a fresher or any other
student by students.

g) Any act of physical abuse including all variants of it: sexual abuse, homosexual assaults,
stripping, forcing obscene and lewd acts, gestures, causing bodily harm or any other danger to
health or person;

h) Any act or abuse by spoken words, emails, post, public insults which would also include
deriving perverted pleasure, vicarious or sadistic thrill from actively or passively participating in
the discomfiture to fresher or any other student.

1) Any act that affects the mental health and self-confidence of a fresher or any other student with
or without an intent to derive a sadistic pleasure or showing off power, authority or superiority by
a student over any fresher.

J) Any act of physical or mental abuse (including bullying and exclusion) targeted at another
student (fresher or otherwise) on the ground of color, race, religion, caste, ethnicity, gender
(including transgender), sexual orientation, appearance, nationality, regional origins, linguistic
identity, place of birth, place of residence or economic background.

Clause-7 Action to be taken by the Head of the institution.-

On receipt of the recommendation of the Anti Ragging Squad or on receipt of any information
concerning any reported incident of ragging, the Head of institution shall immediately determine
if a case under the penal laws is made out and if so, either on his own or through a member of the
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Anti-Ragging Committee authorized by him in this behalf, proceed to file a First Information
Report (FIR), within twenty four hours of receipt of such information or recommendation, with
the police and local authorities, under the appropriate penal provisions relating to one or more of
the following, namely;

i. Abetment to ragging;

ii. Criminal conspiracy to rag;

iii. Unlawful assembly and rioting while ragging;

iv. Public nuisance created during ragging;

v. Violation of decency and morals through ragging;

vi. Injury to body, causing hurt or grievous hurt;

vii. Wrongful restraint;

viii. Wrongful confinement;

ix. Use of criminal force;

X. Assault as well as sexual offences or unnatural offences;

xi. Extortion;

xii. Criminal trespass;

xiii. Offences against property;

xiv. Criminal intimidation;

Xv. Attempts to commit any or all of the above mentioned offences against the victim(s);
xvi. Threat to commit any or all of the above mentioned offences against the victim(s);
xvii. Physical or psychological humiliation;

xviii. All other offences following from the definition of “Ragging”.

Provided that the Head of the institution shall forthwith report the occurrence of the incident of
ragging to the District Level Anti-Ragging Committee and the Nodal officer of the affiliating
University, if the institution is an affiliated institution.

Provided further that the institution shall also continue with its own enquiry initiated under
clause 9 of these Regulations and other measures without waiting for action on the part of the
police/local authorities and such remedial action shall be initiated and completed immediately
and in no case later than a period of seven days of the reported occurrence of the incident of

ragging.
9. ADIMINISTRATIVE ACTION IN THE EVENT OF RAGGING:

Clause-9.1 The institution shall punish a student found guilty of ragging after following the
procedure and in the manner prescribed here in under:
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a) The Anti-Ragging Committee of the institution shall take an appropriate decision, in regard to
punishment or otherwise, depending on the facts of each incident of ragging and nature and gravity
of the incident of ragging established in the recommendations of the Anti-Ragging Squad.

b) The Anti-Ragging Committee may, depending on the nature and gravity of the guilt established
by the Anti-Ragging Squad, award, to those found guilty, one or more of the following
punishments, namely;

i.  Suspension from attending classes and academic privileges.
ii.  Withholding/ withdrawing scholarship/ fellowship and other benefits.
iii.  Debarring from appearing in any test/ examination or other evaluation process.
iv.  Withholding results.
v.  Debarring from representing the institution in any regional, national or international meet,
tournament, youth festival, etc.
vi.  Suspension/ expulsion from the hostel.
vii.  Cancellation of admission.
viii.  Rustication from the institution for period ranging from one to four semesters.
iXx.  Expulsion from the institution and consequent debarring from admission to any other
institution for a specified period.

Provided that where the persons committing or abetting the act of ragging are not identified, the
institution shall resort to collective punishment.

Revised procedure for students to file online Anti Ragging Affidavit as per D.O. No. F.3-
2/2021(ARC) DATED 27" OCT.2021.

In pursuance to the Judgment of the Hon’ble Supreme Court of India dated 8.5.2009 in Civil
Appeal No. 887/2009, the UGC notified "Regulations on Curbing the Menace of Ragging in
Higher Educational Institutions, 2009" and in compliance of the 2"d Amendment in UGC
Regulations, it is compulsory for each student and his/her parent/Guardian to submit an online
undertaking each academic year at either of the two designated web sites, namely,
www.antiragging.in and www.amanmovement.org. As part of UGC's initiative towards reduction
of compliance burden of its stakeholders, UGC has revised the procedure for students to file online
Anti Ragging Affidavit.

The revised procedure is as follows:

Step 1. A student will submit his/her details on the same web sites (www.antiragging.in and
www.amanmovement.org) as before; read and confirm that he/she and his/her parents/Guardians
have read and understood the regulations on curbing the menace of ragging. He/She will confirm
& agree that he/she will not engage in ragging in any form. (Step 1 is the same like before).

Step 2: The student will receive an E MAIL with his/her registration number and a web link. The
student will forward the link to the E mail of the Nodal officer (dndeofficialarc@gmail.com) in
his/her college. (Please note that the student will not receive pdf affidavits and he/she is not
required to print & sign it as used to be the case earlier).

Step 3 : Student shall provide Anti Ragging Undertaking Reference no to institution after filling
up the form within stipulated time.

Rules & Regulations of Anti - Ragging Measures as per UGC Regulations Page 5
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D. N. De Homoeopathic Medical College & Hospital

SAY NO TO
RAGGING

X!
J

HELP LINE NO:

1. Head/Principal of the Institution - Dr. Y. B. Gandole  Principal 9421737928

2. Dr. A. Chinchamalatpure Di., Ph. Ed. 9970931938

3. Dr. A. G. Naranje Head, Dept. of Comm. 9579346013

4. Dr. Dipak Shrungare Head, Dept. of Eco. 9423608667

5. Ku.S.F.Kaiser Student Member

6. Ku.P.V. Rathi Student Member

7. TOLL FREE NO: 1800-180-5522

8. Antiragging Email ID : helpline@antiragging.in

Rules & Regulations of Anti - Ragging Measures as per UGC Regulations Page 6
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Adarsha Science, J.B. Arts and Birla Commerce Mahavidyalaya,

Dhamangaon rly

GRIEVANCE REDRESSAL CELL

Grievance Redressal Mechanism of the Institute & List of Grievances received.

Institutional Mechanism of Grievance Redressal

The College has various committees to take care of students’ welfare and grievances.

e Grievance Redressal Cell
e Student Welfare & SQAC
e Students’ Mentoring Cell
e Anti-Ragging Cell & Anti-Sexual Harassment Cell

¢ Internal Complaints Committee (As per Vishakha Guidelines)

These committees work individually as well as come together to achieve the following common

objectives:

o Sensitize the students about the ragging

o Take measures for the prevention of any kind of Ragging related activities either within or outside
the college

e Timely resolve the complaints, feedback and other grievances of the student’s community

o Develop guidelines and norms for a policy against sexual harassment

e Develop principles and procedures for combating sexual harassment

e  Work out details for the implementation of the policy.

e Prepare a detailed plan of actions, both short and long term.

e Organize gender sensitization awareness programmes

Complaint Box is placed prominently on campus where the students can drop their grievances,

problems, concerns and suggestions.

Grievances are also discussed through various committees and appropriate steps are taken. The members

of the concerned committees Cell meet generally in August, January and whenever required to review



the complaints, if any and suggest appropriate modes of action. The college Discipline and code of
is maintained effectively through various committees and departments. Grievances related to
ty are handled by the college through the departments as well as

conduct
examination conducted by the Universi
the office. The administrative staff has a smooth co-ordination and communication with university as

well as students. This saves students time and efforts to visit the university regarding any such issues.
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Adarsha Science, J.B. Arts and Birla Commerce Mahavidyalaya,

Dhamangaon rly

Institutional Policy Document for Grievance Redressal
GRIEVANCE REDRESSAL CELL (GRC)
PROCEDURE AND DIRECTIVES FOR FUNCTIONING
A. Objectives

Grievance Redressal Cell of the College is primarily responsible to resolve student related issues or
problems. It is also responsible to bring accountability among all the stakeholders in order to maintain

quality educational environment within the institute.

Following are the important objectives of GRC:

1. To develop a framework to resolve Grievance redressal of students and other stakeholders.
2. To facilitate students to express their grievances freely without any fear.

3. To have structured interaction with students to gather suggestions or grievances.

4. To identify system flaws and administrative obstructions through grievances and to resolve by bringing

in the concerned unit in action.

5. To work in co-ordination with Anti-ragging and Anti-sexual harassment cells to maintain the discipline

on campus

5. To work in co-ordination with Anti-ragging and Anti-sexual harassment cells to maintain the discipline

on campus.
B. Role and Functions of GRC
The GRC shall exercise the following role and perform the following functions, namely

1. The primary function of this committee is to receive the grievances of the students on the suggestion

boxes, Anti-ragging cell, SQAC, Mentoring cell or any other student forums of the college.
2. To hear the grievances of the students in person by giving opportunities, if required.

3. To assess the nature of all complaints/suggestions received relating to the grievances of the students

and process them for an amicable solution.

4. To involve other cells/committees like Anti-ragging Cell and Anti-sexual harassment Cell, if the need

arises. To hear all the concerned parties and settle grievances amicably, as early as possible



5. To counsel the students whenever necessary to resolve their grievances. The GRC shall not discuss
with any sub-judice grievances.
6. To prepare and submit the recommendations relating to the redressal of grievances to the concerned.

7. To consider and submit recommendations and suggestions in respect of reforms in the working of

various sections/units/departments/cells of the College relating to the redressal of grievances of students.
LEGE

8. To prepare Minutes and Action Taken Report of the GRC meetings.

C. Role of the Chairperson of GRC

1) The Principal of College shall be the Chairperson of GRC. In absence of Principal, the In- charge of
the College shall be the Chairperson of GRC with prior permission of Management.

2) The Chairperson shall finalize the date of meeting of GRC in discussion with Convener of GRC

3) The Chairperson shall preside over the meeting of GRC

D. Role of the Convener of GRC

1) The Convener shall be the Primary Officer of the GRC. He will be the custodian of all accounts and

records, if any, placed at the disposal of the Cell.

2) The Convener shall prepare the Agenda for the meetings of the GRC in consultation with the
Chairperson and shall communicate the Agenda with all necessary documents of students to all the

members prior to the meeting through an email.

3) He/ She shall also attend the meetings and shall be responsible for maintaining a record of the minutes

of the proceedings of the meetings.
4) He/She shall prepare Action Taken Report on the previous meetings of GRC.

5) The Convener shall upload the Decisions/Resolutions/Minutes/Action Taken Report of GRC on the

website.
E. Meetings of GRC

The GRC shall meet regularly in order to redress the grievances received from various platforms. If there
are no grievances, the GRC shall meet twice every year as directed by the Chairperson on a fixed date
and time. An advance notice of the meeting with the ‘Agenda of the meeting’ must be issued to all the
members of GRC prior to the meeting. However, any non-receipt of notice by the members shall not
invalidate the proceedings of the meeting. In case of a meeting being called urgently the Notice and

Agenda with necessary documents may be distributed to the members during the meeting. The procedure



of any such meeting shall be such as the GRC may determine. In case the grievance is against any of the

members of the GRC, the concerned member shall abstain himself from the proceeding on such issue.
F. Venue of the Meeting of GRC

1) The Meeting of the GRC shall be held in the premises of the College during the working days and

working time of the College.

2) The Convener shall communicate venue, date and time of meeting of GRC to all members of GRC

and students (If required) who have registered their grievances prior to the meeting.
G. Quorum of the Meeting of GRC

The minimum Quorum for the meeting of GRC shall be two, including Chairperson.
H. Decisions by Majority of the Meeting of GRC

All matters of the GRC shall be decided by majority of the members present and voting, in case of a tie,

the person presiding shall have a second or casting vote.
1. Minutes

1) The draft Minutes of the meetings shall be prepared by the Convener in consultation with the

Chairperson and confirm it from all members.

2) The Minutes shall contain a record of the decisions taken and resolutions passed by the GRC in the

meeting.
J. Action Taken Report

After the confirmation of the minutes, the Convener shall report to the GRC the Action Taken Report on

the resolutions or decisions or directions given in the previous meetings of the GRC.
K. Attendance of Members

Convener shall maintain the record of attendance of each meeting of GRC. Every member shall sign the

Attendance sheet during every meeting.
L. Appearance before GRC

The complainant student may appear in person. If he/she is incapable to attend / represent his/her
grievances, then his/her representative (preferably parents) other than legal practitioner may be

authorized to present his/her case in any proceedings before the GRC.
M. Language of Proceedings of Meetings of GRC LEGE

Preferably English language may be used in the proceedings of meetings of GRC. The complainant

student can request for any other language to the GRC



N. Nature of Applications to be entertained by the GRC

The GRC shall consider only the college related common grievances of the students.

O. Submission of Grievances on the Institutional Website

1) Any student desiring redressal of his grievance/s may register his/her grievance/s to the committee.
2) The student shall fill all the details of grievance in the prescribed format.

3) The grievances with insufficient/incomplete information shall not be entertained by GRC.

P. Disposal of Applications

1) On receipt of ‘Applications of Grievances’ from the Students, the convener shall scrutinize the

applications in consultation with Chairperson of the GRC and prepare the Agenda of Meeting.
2) Non-accepted applications shall be communicated to the student in writing by the Convener.

3) The Convener shall communicate the date, time and venue of the Meeting to the students who have

registered their grievances on the website before the meeting with the help of administrative staff of the

College.

4) The Convener may request the applicant student to supply further information as may be necessary

and also discuss the grievance personally with the applicant.

5) The Convener may request all the parties related to grievance to give clarification in writing with

necessary documents and send it to all members through an email along with the Agenda.

6) The Convener shall present each complaint before the GRC as per the Agenda with all necessary

documents given by the students during the meeting.

7) The GRC shall redress all the grievances as per the Agenda by giving an opportunity of hearing to all

the concerned parties and by following principles of natural justice.

8) The Convener shall communicate a copy of Order/Decision/Resolution to all the students whose

grievances are mentioned in the Agenda.
Q. Rejection of Application
1) No applications for redressal of grievances shall be entertained, if the GRC is satisfied that:

a. The applicant has knowingly submitted false personal details as regards to place of residence,

educational qualifications, etc.
b. In an application, there is no prima facie case for considering it.
c. The Application is frivolous or fictitious.

d. The matter is sub-judice in any court of law.



e. If there is gross delay.

f. Having regard to all the circumstances of the case, it is otherwise not reasonable to

Consider the application, statement or furnished false information
olous complaint, the GRC may recommend appropriate action against the

2) In case of any false or friv

complainant student.

R. Processing of Applications

1) The Convener shall prepare requisite number of sets of all the applications received online/personally

from the students and documents of other parties on which complaint has been made and send it to all

members of GRC prior to the meeting through an email and handover its hardcopies to all members of

GRC at the time of meeting.
2) The GRC shall consider the case on the basis of the noting prepared by the Convener

3) The GRC shall deal with the case on the basis of the Provisions of the Act, Rules, Regulations, Statutes,

Ordinances. Circulars and Directions of the University and on the basis of natural justice, equity and

good conscience.

4) The GRC shall hear the all the concerned parties related to the complaint in person individually,

collectively whatever the requirement of the case by following principles of natural justice.
5) Efforts shall be made to settle the grievances amicably after hearing all parties.

6) Efforts shall be made to settle the grievances within 15 days of its receipt.

S. Consideration of Applications

1) Each member of the GRC shall study the applications/cases sent to them in advance.

2) Applications shall be discussed in the Meeting and further line of action shall be decided.

3) The concerned student/s or any other person or teaching staff or administrative staff or non-teaching
staff or official who is concerned with the grievances of the student may be called during the meeting of

the GRC whenever necessary and they may be heard in person.

4) If the GRC finds it necessary it may refer any matter to an expert and obtain his/her opinion.
5) After following all the procedures enumerated under sub-rules R. (1) to (4) above, the

GRC may formulate its recommendations on the Application.

T. Recommendations for Final Action

1) The Chairperson and Convener shall ensure that the decisions made during the meeting of GRC is

communicated and Implemented on top priority basis.



2) The Convener shall communicate a copy of Order/Decision/Resolution to all the students whose

grievances were mentioned in the Agenda.

3) The Convener shall upload the Decisions/Resolutions/Minutes/Action Taken Report of GRC on the

website.

4) If the GRC comes to the conclusion that any of the employees/officials is involved in misconduct, they

can recommend departmental enquiry against him/her.
U. Pursuing the Matter

1) The Chairperson and the Convener shall communicate or keep in touch with the concerned

sections/units/departments/cells and see that the decision is immediately implemented.

2) After the decision is finally implemented the same shall be incorporated in the Action Taken Report

and submit it to all the members of GRC at the next meeting.

3) The Convener shall upload the Decisions/Resolutions/Minutes/Action Taken Report of GRC on the

website.
V. Miscellaneous:

The Chairperson and members of GRC shall give due publicity to the functioning of the GRC through
various modes of publicity like, Website, Prospectus, Notices, Electronic Gadgets, etc. for the

information of the Students, Teaching Staff, Administrative Staff and Non- Teaching Staff.

e «

PRICIPAI
Adarasha 8cience,
airamdas Bhagchand Arts
~ammerce Mahavidyalaya
o ~2MANGAON Rly.



Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya, Dhamangaon
Railway.
Grievance Redressal Cell
MEETING (2017-18)

A meeting of grievance redressal cell is called on 19/08/2017 at 3.00 pm in the department of

Zoology. All the respected committee members are requested to attend the meeting.

Committee Members

1. ShriJ. G. Suryawan;lé@ N
2.Dr. S. D. Patil oﬁ c
3.Dr. A.G. Narﬁe )

4. Dr. M. Y.Kopulg&%w/

5.Dr. A. N.Rangari W'
7.Ku. Y. N. Bire_PF—

8. Shri D. S. Laskari

9. Shri. D. G. Mendhe W
10. Shri. D. P. Deshmukh‘zzﬁ(@%p.

Date:15.08.17
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,

Dhamangaon Railway

Minutes of the meeting of Grievance Redressal Cell (201 7-18)

The meeting of Grievance Redressal Cell has been conducted on 19.08.2017 at 3.00 p. m. in the

department of zoology. The following members of the committee were present for the meeting.

1. Dr. S. D.Patil «»f/;\
V." A

——
.Dr. A. G. Naranje P e )

= )
3.Dr. M. Y. Kopulwar™ Yb\"\&*@" b
oA

ro

4. Dr. A. N. Rangari

5.Ku. Y. N. Bire ~ 2>
6. Shri. D. S. Lakshari @( 05”6‘9 ’
7.Shri. D. G. Mendhe (Y AWV
8. Shri D. P. Deshmukh

9. Shri. Jitendra Suryawanshi d{

In the meeting students problems and suggestions received were discussed. Students raised

problems regarding change of group and to issue bonafide certificate as early as possible to avail the bus

facility. The concerning authority were directed to do the needful with the permission of principle.

Meeting was ended with vote of thanks.
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya, Dhamangaon
Railway.
Grievance Redressal Cell
MEETING (2017-18)

A meeting of grievance redressal cell is called on 20.01.18 at 3.00 pm in the department of

Zoology. All the respected committee members are requested to attend the meeting.

Committee Members

1. Shri J. G. Suryawanshi

2. Dr. S. D. Patil [@
.Dr. A. G. Naranje

3

4. Dr. M. Y Kopulwar

5. Dr. A. N.Rangari ‘

7.Ku. Y. N. Bire ?g:KA

8. Shri D. S. Laskari WD

9. Shri. D. G. Mendhe W 7
10. Shri. D. P. Deshmukh ol

Date:15.01.18 CJ
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya, Dhamangaon
Railway
Minutes of the meeting of Grievance Redressal Cell (2017-18)

The meeting of Grievance Redressal Cell has been conducted on 20.01.2018 at 3.00 p. m. in the

department of zoology. The following members of the committee were present for the meeting.

>
1. Dr. S. D.Patil (ﬂ)\
/( ]
i .7.57"7\/)

2. Dr. A. G. Naranje 7
3.Dr. M. Y. Kopulwar O @Wo (O

4. Dr. A. N. Rangari &nfu’
5.Ku.Y.N. Bire "%

6. Shri. D. S. Lakshari MW(/

7. Shri. D. G. Mendhe ,;DAN\N\N‘)W/ '

8. Shri D. P. Deshmukh

9. Shri. Jitendra Suryawansh

In the meeting students problems like cleanliness of ladies common room and toilet and
rescheduling of lectures as per bus timings were discussed. The cleanliness staff of the college were asked
to clean the toilet and common room on regular basis and the problem of lecture timings was handed

over to time table committee for necessary action.

Meeting was ended with vote of thanks.
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya, Dhamangaon
Railway.
Grievance Redressal Cell
MEETING (2018-19)

A meeting of grievance redressal cell is called on 14.08.18 at 3.00 pm in the department of

Zoology. All the respected committee members are requested to attend the meeting.

Committee Members
1. Shri J. G. Suryawanshi
2.Dr. S. D. Patil ' &

(v "
3.Dr. A. G. Naranj
4. Dr. M. Y .Kopulwar ﬁ'
5.Dr. A. N.Rangargg/"{
7. Ku. Y. N. Bire

8. Shri D. S. Laskari W
9. Shri. D. G. Mendhe SW

10. Shri. D. P. Deshmukhw

Date:10.08.18
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,

Dhamangaon Railway

Minutes of the meeting of Grievance Redressal Cell (2018-19)

The meeting of Grievance Redressal Cell has been conducted on 14.08.2018 at 3.00 p. m. in the

department of zoology. The following members of the committee were present for the meeting.

1. Dr. S. D.Patil \

' _— =7
2.Dr. A. G. Naranj = il _1,1

3.Dr. M. Y. Kopulwar ('m@,)gmﬂ'

4.Dr. A.N. Rangari %ﬂ/«
S.Ku. Y.N.Bire "~ ==

—

6. Shri. D. S. Lakshari W

7. Shri. D. G. Mendhe o@f\r\mw\/\(—\&/

8. Shri D. P. Deshmukh

9. Shri. Jitendra Suryawanshi

In the meeting students problem regarding undervaluation of answer scripts were discussed and
students were asked to go for rechecking. Remedial committee has asked to start remedial coaching in

botany and chemistry.

Meeting was ended with vote of thanks.
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya, Dhamangaon

Railway.
Grievance Redressal Cell
MEETING (2018-19)

A meeting of grievance redressal cell is called on 21.01.19 at 3.00 pm in the department of

Zoology. All the respected committee members are requested to attend the meeting.

Committee Members
1. Shri J. G. Suryawansh
.Dr. S.D. Patll

(‘\ ,—%:
.Dr. A.G. Naran e
. Dr. M. Y Kopulwar
.Dr. A.N. Rangan

.Ku. Y.N. Blre
. ShriD. S. Laskan

9. Shri. D. G. Mendhe W
10. Shri. D. P. Deshmukh @/_@WJL

Date:15.01.19
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,
Dhamangaon Railway

Minutes of the meeting of Grievance Redressal Cell (2018-19)

The meeting of Grievance Redressal Cell has been conducted on 21.01.20 19 at 3.00 p. m. in the

department of zoology. The following members of the committee were present for the meeting.

1. Dr. S. D.Patil &0-9 .
d 7

2. Dr. A. G. Naranje — ‘7:3.
3. Dr. M. Y. Kopulwar (&:&“Qh R

4. Dr. A. N. Rangari W

s.Ku.Y.N.Bire Op>toc

6. Shri. D. S. Lakshari @ //g/,e&:

7. Shri. D. G. Mendhe OQ/W\M
8. Shri D. P. Deshmukh

9. Shri. Jitendra Suryawanshi

In the meeting last issues were discussed as they were properly solved or not. Again the problem

of toilet cleaning was raised along with the improvement in canteen facility. The problems were

communicated with the principle for necessary action.

Meeting was ended with vote of thanks.
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya, Dhamangaon

Railway.
Grievance Redressal Cell

MEETING (2019-20)

A meeting of grievance redressal cell is called on 10/08/2019 at 3.00 pm in the department of

Zoology. All the respected committee mem bers are requested to attend the meeting.

Date:05.08.19
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Committee Members K\

0w N b A WM

. Shri J. G. Suryawanshi

. AN -
. Dr. S. D. Patil ;

(/‘ 1

.Dr. A. G. Naranje
. Dr. M. Y. Kopulwar
. Dr. A. N. Rangari W

.Ku. Y. N. Bire _S2527—
ShriD.S. Laskari  JOy 75 hEo-

9. Shri. D. G. Mendhe

10. Shri. D. P. Deshmukh ﬁ@w_ﬁ
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J. B. Arts and Birla Commerce Mahavidyalaya,

Adarsha Science,
Dhamangaon Railway

g of Grievance Redressal Cell (2019-20)

Minutes of the meetin
ed on 10.08.2019 at 3.00 p. m. in the

has been conduct

The meeting of Grievance Redressal Cell
mmittee were present for the meeting.

department of zoology. The following members of the co

1. Dr. S. D.Patil

/J
2. Dr. A. G. Naranje = T/@/«

: s \JTol7 =
. Dr. M. Y. Kopulwar @6{ ,3?)"‘&

4. Dr. A. N. Rangari W

5.Ku. Y.N. Bire ==+

N
6. Shri. D. S. Lakshari W
7 Shri. D. G. Mendhe < Ihaman "

8. Shri D. P. Deshmukh

~

~

9. Shri. Jitendra Suryawans
dates of last meeting. The issue of timings for internal assessment

The meeting started with the up
test was discussed. Some of the students were asking for study tour. It was decided to call a meeting of

head of the departments to discuss the above issues.

Meeting was ended with vote of thanks.

In-Charge
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya, Dhamangaon

Railway.
Grievance Redressal Cell

MEETING (2019-20)

A meeting of grievance redressal Cell is called on 06.01.2020 at 3.00 pm in the department of

Zoology. All the respected committee members are requested to attend the meeting.

Committee Members
1. ShriJ. G. Suryawansl
.Dr. S.D. Patll

(S84

.Dr. A.G. NaranJ

. Dr. M. Y. Kopulwar
.Dr. A.N. Rangan
.Ku. Y.N. Bire

.ShriD.S. Laskan : /?é“”

9. Shri. D. G. Mendhe

10. Shri. D. P. DeshmukhW,r

o N w»n AW

Date:31.12.19
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,
Dhamangaon Railway

Minutes of the meeting of Grievance Redressal Cell (2019-20)

The meeting of Grievance Redressal Cell has been conducted on 06.01.2020 at 3.00 p. m. in the

department of zoology. The following members of the committee were present for the meeting.

"

.Dr. A. G. Naranje =

1. Dr. S. D.Patil

ro

(s

.Dr. M. Y. Kopulwar

4. Dr. A. N. Rangari

N

_Ku. Y. N. Bire
6. Shri. D. S. Lakshari @@5}7@/\
7. Shri. D. G. Mendhe Q-WMN""QL/"’

8. Shri D. P. Deshmukh

9. Shri. Jitendra SuryawanstC’

&
The meeting was regarding starting of online remedial classes and to improve the library seating

arrangement. As the students are from the rural areas a technical issue of internet was discussed.

g

Meeting was ended with vote of thanks.
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya, Dhamangaon

Railway.
Grievance Redressal Cell
MEETING (2020-21)

A meeting of grievance redressal cell is called on 14.08.20 at 3.00 in online mode. All the

respected committee members are requested to attend the meeting.

Committec Members [

1. Shri J. G. Suryawansh ﬁ\!
2. Dr. S. D. Patil

Gl !
3.Dr.A.G. Naranjp <" % e
4. Dr. M. Y Kopulwar @LQ woe

5. Dr. A. N.Rangari W

7.Ku. Y.N.Bire ~ 4=""D

8. Shri D. S. Laskari @ﬂgw

9. Shri. D. G. Mendhe W

10. Shri. D. P. Deshmukh MQ@,/(
Date:04.08.20 C\] / .

e
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,

Dhamangaon Railway

Minutes of the meeting of Grievance Redressal Cell (2020-2021)

The meeting of Grievance Redressal Cell has been conducted on 14.08.2020 at 3.00 p. m. in the

department of zoology (Online mode). The following members of the committee were present for the

meeting.

1. Dr. S. D.Patil @X

2.Dr. A. G. Naranje > 7@_
3.Dr. M. Y. Kopulwar @‘Gi)\l\\\&

4. Dr. A. N. Rangari

5. Ku. Y. N. Bire i

6. Shri. D. S. Lakshari W'
7. Shri. D. G. Mendhe s Xananmehy_——

8. Shri D. P. Deshmukh

9. Shri. Jitendra Suryawanshi

No grievances were received in 20-21 except online classes conduction and online problems of

learning.
(\

Meeting was ended with vote of thanks. ’

In-Charge
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya, Dhamangaon
Railway.
Grievance Redressal Cell
MEETING (2020-21)

A meeting of grievance redressal cell is called on 25.01.21 at 3.00 pm in the department of

Zoology. All the respected committee members are requested to attend the meeting.

~

Committee Members

. Shri J. G. Suryawanghi

.Dr. S. D. Patil %‘/J
.Dr. A. G. Naranj

. Dr. M. Y.Kopulwar A A

. Dr. A. N.Rangari %"

.Ku. Y. N. Bire

. Shri D. S. Laskari W

9. Shri. D. G. Mendhe W

10. Shri. D. P. Deshmukh gz%g@%

(3]

0 N v s W

Date: 21.01.21
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,
Dhamangaon Railway
Minutes of the meeting of Grievance Redressal Cell (20-21)

The meeting of Grievance Redressal Cell has been conducted on 25.01.2021 at 3.00 p. m. in the

department of zoology (Online mode). The following members of the committee were present for the

meeting.

1. Dr. S. D.Patil Qvﬁ)\

2. Dr. A. G. Naranje M
3. Dr. M. Y. Kopulwar @\u&“)‘l—-

4. Dr. A. N. Rangari %L{

5. Ku. Y. N. Bire %

6. shri. D. S. Lakshari [{) & neee”

7. Shri. D. G. Mendhe W

8. Shri D. P. Deshmukh

9. Shri. Jitendra Suryawanshi

In the meeting, online lecture timing flexibility was discussed along with online mode of internal

h,

assessment activity.

Meeting was ended with vote of thanks.

In-Charge
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya, Dhamangaon
Railway.
Grievance Redressal Cell
MEETING (2021-22)

A meeting of grievance redressal cell is called on 09.10.21 at 3.00 pm in the department of

Zoology. All the respected committee members are requested to attend the meeting.

Committee Members

1. Shri J. G. Suryawansh
.Dr. S. D. Patil Qt»z\
nj

[

.Dr. A. G. Nara
. Dr. M. Y.Kopulwar

. Dr. A. N.Rangari /|
Ku. Y.N.Bire %%
. Shri D. S. Laskari

. Shri. D. G. Mendhe <~ A ——
r_\\

10. Shri. D. P. Deshmukh

O 0 N W»n A~ W

Date: 04.10.21 —
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,

Dhamangaon Railway

Minutes of the meeting of Grievance Redressal Cell (21-22)

The meeting of Grievance Redressal Cell has been conducted on 09.10.2021 at 3.00 p. m. in the

department of zoology. The following members of the committee were present for the meeting.

1. Dr. S. D.Patil Q@\ \

2. Dr. A. G. Naranje

3. Dr. M. Y. Kopulwar W

~

4. Dr. A. N. Rangari B@K’l

5. Ku. Y. N. Bire =

6. Shri. D. S. Lakshari W},ﬁﬂ)
7. Shri. D. G. Mendhe OD,\NWVJ[/

8. Shri D. P. Deshmukh

9. Shri. Jitendra Suryawanshi

In the meeting, common problems like toilet cleaning, cleaning of dust bins, etc were discussed.

Meeting was ended with vote of thanks. C:I—\

In-Charge
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,
Dhamangaon Railway.
Grievance Redressal Cell
MEETING (2021-22)

A meeting of grievance redressal cell is called on 20.01.22 at 3.00 pm in the department of

Zoology. All the respected committee members are requested to attend the meeting,

Committee Members Y ’

1. ShriJ. G. Suryawansh( 2«" / a

2.Dr. . D. Patil 4 P5) ,

3. Dr. A. G. Naranj —

4. Dr. M. Y.Kopulwar

5. Dr. A. N.Rangari %’V

7.Ku. Y.N. Bire ==

8. Shri D. S. Laskari %g};é@ 2

9. Shri. D. G. Mendhe W

10. Shri. D. P. Deshmukh 'sg—éi@&g,q

Date:14.01.22

@ "8V~

/

In-Charge
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,

Dhamangaon Railway

Minutes of the meeting of Grievance Redressal Cell (2021-22)

The meeting of Grievance Redressal Cell has been conducted on 20.01.2022 at 3.00 p. m. in the

de

1.

2.

. Shri. Jitendra Suryawansh(

partment of zoology. The following members of the committee were present for the meeting.

Dr. S. D.Patil \-/ .

»

Dr. A. G. Naranje ’/7/{3,-

.Dr. M. Y. Kopulwar @Q\‘N&lbfp
. Dr. A. N. Rangari W

_Ku. Y.N. Bire  J2—=C—

. Shri. D. S. Lakshari W o
_Shri. D. G. Mendhe el

. Shri D. P. Deshmukh

In the meeting the points discussed were remedial coaching from examination point of view and

to conduct regular unit tests.

=

Adzras

-

Meeting was ended with vote of thanks.
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,

Dhamangaon Railway

INTERNAL COMPLAINT COMMITTEE
Policy document

The Internal Complaints Committee (ICC) is established in Adarsha Science, J. B. Arts and Birla
Commerce Mahavidyalaya, Dhamangaon Railway on 07.07.2017 under the University Grants
Commission (Prevention, Prohibition and Redressal of Sexual Harassment of Women Employees and
Students in Higher Education Institutions) Regulations, 7015. It comprises students, a Presiding Officer,
two or three faculty members from each faculty, and one outside member from a non-governmental
organization or association committed to the cause of women or a person familiar with the issues relating

to sexual harassment, nominated by the Executive Authority.
Objective of Internal Complaints Committee:

e To provide a safe and secure work environment to every female worker and girls students

e To take consistent action for prevention, prohibition and redressal of complaints received
regarding sexual harassment and gender discrimination of women personnel at the workplace.

e To make recommendations to the management to lay down procedures for the prohibition,
resolution, settlement and prosecution of acts of discrimination and sexual harassment, by the
students and the employees.

e To forceful implementation of the policies relating to the prevention of sexual harassment

e Strive to resolve complaints by the aggrieved complainant, and henceforth, recommend actions

to be taken by the employer.

ICC in Adarsha Mahavidyalaya deals with cases of sexual harassment of the students or employees in

the college and provides mechanism of dispute redressal.

Its promoters the empowerment of women and has zero tolerance for any kind of sexual harassment. ICC
diligently works towards providing a secure environment to students, teaching and non-teaching staff.

Complaint boxes have been placed in the college premises.



Sexual Harassment defined as:

"An unwanted conduct with sexual undertones if it occurs or which is persistent and which demeans,

humiliates or creates a hostile and intimidating environment or is calculated to

induce submission by

actual or threatened adverse consequences and induces any one or more or all of the following unwelcome

acts or behavior (whether directly or by implication), namely:

e Any unwelcome physical, verbal or non

e Demand or request for sexual favors

e Making sexually colored remarks

e Physical contact and advances

e Showing pornography".

Internal Complaints Committee Members (2017-18)

-verbal conduct of sexual nature

Sr. No. Name of the Member Designation Phone Number
1 Dr. Y. B. Gandole, principal Presiding Officer 9421737928
2 Dr. Anand Naranje, 1Qac Co-ordinator Member 9579346013
3 Ku. Madhuri Kopulwar, pirector, Physical Education Member 9823333699
4 Ku. Ashwina Rangari, pept. of Math Member 9403116400
5 Dr. Sanjay Patil, pept. of English Member 9822270208
6 Dr. Dipak Shrungare, pept. of Economics Member 9423608667
7 Chetan Kothari Social Worker Member 9423425571
8 Ku. Anushri Nagpure 9112808312
Member
Student. B.Sc.(Zooloov) Student J
Internal Complaints Committee Members (2018-19)
Sr. No. Name of the Member Designation Phone Number
1 Dr. Y. B. Gandole, rincipal Presiding Officer 9421737928 J
2 Dr. Anand Naranje, 1QAc Co-ordinator Member 9579346013 |
3 Ku. Madhuri Kopulwar, picector, Physical Education Member 9823333699 |
4 Ku. Ashwina Rangari, vept. ofMatn Member 9403116400 |
5 Dr. Sanjay Patil, pept. of English Member | 9822270208 J
6 Dr. Dipak Shrungare, vept. of Economics Member | 9423608667 \
7 Chetan Kothari Social Worker Member ] 9423425571 J
8 Mr.Yuvraj Soni 9112808312
Member
Student. B.Sc.(Zoology) Student
Internal Complaints Committee Members (2019-20)
Sr. No. Name of the Member Designation Phone NumberJ
1 Dr. Y. B. Gandole, principal Presiding Officer \ 9421737928 J
2 Dr. Anand Naranje, 1Qac Co-ordinator Member l 9579346013 J




Ku. Madhuri Kopulwar, Director, Physical Education
Ku. Ashwina Rangari, pept.of Math

Dr. Sanjay Patil, pept. of English

Dr. Dipak Shrungare, Dept. of Economics
Chetan Kothari Social Worker

e

Ku. Megha Panpaliya

Internal Complaints Committee Members (2020-21)

Student, M.Com. (Commerce) Student |

Member
Member
Member
Member

Member

|

Sr. No. Name of the Member Designation
-

Member 9823333699

9403116400

EECIGIN
om0 |
9423608667

9423425571

9112808312

N

Phone Number

1 Dr. Y. B. Gandole, principal Presiding Officer 9421737928
L | s
2 Dr. Anand Naranje, 1Qac Co-ordinator Member 9579346013
3 | Ku. Madhuri Kopulwar, pirecor, Psicl Eduetton | Member 9823333699
4 Ku. Ashwina Rangari, pept. of Math Member 9403116400
5 Dr. Sanjay Patil, Dept. of English Member 9822270208
6 Dr. Dipak Shrungare, Dept. of Economics Member 9423608667
7 Chetan Kothari Social Worker Member 9423425571
Ku. Anju Dhanak
8 u. Anju Dhanake Member 9112808312
L Student, B.Sc. (Zoology) Student
Internal Complaints Committee Members (2021-22)
Sr. No. Name of the Member Designation Phone Numbe?‘
1 Dr. Y. B. Gandole, principal Presiding Officer 9421737928
2 Dr. Anand Naranje, 10Ac Co-ordinator Member 9579346013
3 Ku. Madhuri Kopulwar, pirector, Physical Education Member 9823333699
4 Ku. Ashwina Rangari, ept. of Math Member 9403116400
5 Dr. Sanjay Patil, pept. of English Member 9822270208
6 Dr. Dipak Shrungare, Dept. of Economics Member 9423608667
7 Chetan Kothari Social Worker Member 9423425571
8 Mr. Prajwal Arekar
Member
Student, B.Com. (Commerce) Student Repr tative J

Functions of the Internal Complaints Committee

The Internal Complaints Commi

of the provisions at the workplac

Publicize the policy framework effectively

Implementation of the Anti-Sexual Harassment Policy at the workplace

workshops, posters, documents, notices, seminars, etc.

ttee once constituted, plays a pivotal role in the effective implementation

e. A general list of duties of the Committee is enumerated as follows:

Submit an Annual Report (Including details like the number of case files at their disposal, etc.)

Bring about awareness about what comprises 'sexual harassment' at the workplace by way of



e Provide the victims with a safe and accessible mechanism of complaint

e Initiation of inquiry at the earliest

e Redress the complaints in a judicious manner

e Provide interim relicf to the complainant

e Provide an opportunity for conciliation wherever possible

e Stick to the principles of natural justice at all stages of the proceedings Whenever required,
forward the complaint to the peace

e Submit the inquiry report along with recommendations

e Maintain confidentiality in regard to the proceedings taking place before the Committee

Timeline of the Complaint

e Submission of Complaint-Within 3 months of last incident

e Notice to the Respondent-Within 7 days of receiving a copy of the complaint
e Completion of Inquiry-Within 90 days

e Submission of Report-Within 10 days of completion of the inquiry

e Implementation of Recommendations-Within 60 days

e Appeal-Within 90 days of the recommendations

We commit ourselves to a zero-tolerance policy towards sexual harassment and reinforce our
commitment to making our campus free from discrimination, harassment, and retaliation or sexual assault
at all levels. If a student, faculty member or non-faculty staff member faces any discomfort under the

above-mentioned heads, he or she can directly approach the committee.

An aggrieved person is required to submit a written complaint to the ICC within three months from the
date of the incident, and in case of a series of incidents within a period of three months from the date of
the last incident. Provided that where such complaint cannot be made in writing, the Presiding Officer or
any Member of the Internal Complaints Committee shall render all reasonable assistance to the person
for making the complaint in writing. For the reasons accorded in the writing, the ICC could extend the
time limit by a period not exceeding three months, if it is satisfied that the circumstances were such which
prevented the person from filing a complaint within the said period. Friends, relatives, colleagues, co-
students, a psychologist, or any other associate of the victim may file the complaint in situations where

the aggrieved person is unable to make a complaint on account of physical or mental incapacity or death.

The complainant may contact the committee members through the given e-mail ID or phone numbers.

PRIECIPAI
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Anti Ragging Committee



FORMATION OF ANTI-RAGGING COMMITTEE FOR YEAR 2017-18
Anti-ragging committee has been constituted for taking suitable measures to resolve issue in the college
premises/Hostels/Canteen / Transport Bus for the academic year 2017-18.

The Committee Members are as follows: (2017-18)

Sr. | Name of Members | Designation | Contact No. ]}lesponsibiilrltyr 1_-’ “E-Mail ID
1 Dr. Y. B Gandole T Principal | 9421737928 | Chairman_ Amydmn2010@gmail.com |
o encamatsgare | i PhEd. | 9970931938 | Member

t

— || Secretary |
B Dr. A. G. Naranje Head, Dept. | 9579346013 Member
l i | of Comm, ) R J S ——
4 | Dr.Dipak Shrungare | Head, Dept. | 9423608667 Member
l 1 of Eeo. | 4
| 8§ | Ku. S V. Mahalle | Student Student
| S |[Me s
6 | KuS. R. Deshpande k Student B L Student - -

The Committee will meet once in month to discuss & review the situation and initiate effective measures

against the report given by the Anti-Ragging Committee.
FORMATION OF ANTI-RAGGING COMMITTEE FOR YEAR 2018-19

Anti-ragging committee has been constituted for taking suitable measures to resolve issue in the college

premises/Hostels/Canteen / Transport Bus for the academic year 2018-19.

The Committee Members are as follows:

Sr. Name of Members Designation | Contact No. Responsibility E-Mail ID
1 Dr. Y. B. Gandole Principal 9421737928 Chairman Amvdmn2010@gmail.com
2 Dr. A. Chinchamalatpure Di., Ph. Ed. 9970931938 Member
Secretary
3 Dr. A. G. Naranje Head, Dept. | 9579346013 Member
of Comm.
4 Dr. Dipak Shrungare | Head, Dept. 9423608667 Member
of Eco.
5 Ku. M. S.MoKati Student Student
6 Ku. P. R.Dable Student Student

The Committee will meet once in month to discuss & review the situation and initiate effective measures

against the report given by the Anti-Ragging Committee.



FORMATION OF ANTI-RAGGING COMMITTEE FOR YEAR 2019-20

Anti-ragging committee has been constituted for taking suitable measures to resolve issue in the college

premises/Hostels/Canteen / Transport Bus for the academic year 2019-20.

The Committee Members are as follows:

Sr. | Name of Members | Designation. Contact No. | Responsibility [ TE-MailID

1 Dr. Y. B. Gandole Principal 9421737928 Chairman | Amvdmn2010@gmail.com

| Dr. Y. B.Gandole | " { _— T | diminhduied, bbb
2 Dr. A. Chinchamalatpure Di., Ph. Ed. 9970931938 Member
Secretary
3 Dr. A. G. Naranje Head, Dept. | 9579346013 Member
of Comm.
4 Dr. Dipak Shrungare Head, Dept. | 9423608667 Member
of Eco.
5 Ku.S.F.Kaiser Student Student
6 Ku.P. V. Rathi Student Student

The Committee will meet once in month to discuss & review the situation and initiate effective measures

against the report given by the Anti-Ragging Committee.
FORMATION OF ANTI-RAGGING COMMITTEE FOR YEAR 2020-21

Anti-ragging committee has been constituted for taking suitable measures to resolve issue in the college

premises/Hostels/Canteen / Transport Bus for the academic year 2020-21.

The Committee Members are as follows:

Sr. Name of Members Designation | Contact No. Responsibility E-Mail ID
1 Dr. Y. B. Gandole Principal 9421737928 Chairman Amvdmn2010@gmail.com
2 Dr. A. Chinchamalatpure Di., Ph. Ed. 9970931938 Member

Secretary
3 Dr. A. G. Naranje Head, Dept. | 9579346013 Member

of Comm.
4 Dr. Dipak Shrungare | Head, Dept. 9423608667 Member
of Eco.

5 Ku. Pradnya Wasnik Student Student
6 Ku. Pratiksha Wakil Student Student

The Committee will meet once in month to discuss & review the situation and initiate effective measures

against the report given by the Anti-Ragging Committee.



ANTI-RAGGING COMMITTEE FORMATION AND POLICY DOCUMENTS

Anti-Ragging committee should be the one of the important part of Educational Institution's mechanism.
As per the guidelines of (UGC) under the Act of 1956, this is modified as UGC regulations on curbing

the menace of ragging in Higher Educational Institutions. 2009 establishment of Anti-Ragging

Committee is very compulsory.
Objectives of Anti- ragging Committee

Anti-ragging Committee will be the supervisory and advisory committee in preserving a culture of

Ragging free Environment in the college campus. The main objectives of this cell are as follows.

1. To aware the students of dehumanizing effect of ragging inherent in its perversity.

2. To keep a continuous watch and vigil over ragging so as to prevent its occurrence and recurrence.
3. Too promptly and stringently deal with the incidents of ragging brought to our notice.

4. To generate an atmosphere of discipline by sending a clear message that no act of ragging shall be

tolerated any act of ragging shall not go unnoticed and unpunished.

5. Any act of Physical abuse causing Assault, Harm or danger to Health.

6. Any Act of abuse by spoken words, emails, SMS or public insult etc.

7. Any act of injury or infringement of the fundamental right to the human dignity.

8. Any act of wrongful confinement, kidnapping, molesting or committing unnatural offences, use of

criminal forces, trespass or intimidation.
9. Any unlawful assembly or conspiracy to ragging.

Punishment to those found guilty

Any student or group of students found guilty of ragging in the campus or even outside the campus shall

be libel tone or more of the following punishments.

1. Debarring from appearing in any sessional test / university Examination.
2. Suspension from attending classes and academic privileges.

3. Withdrawing scholarships and other benefits.

4. Suspension from the college.

5. Cancellation of the admission.

6. With holding the result.



Anti-ragging committee has been const

premises/Hostels/Canteen / Transport Bus for the

FORMATION OF ANTI-RA

The Committee Members are as follows:

ituted for taking suitable measures to resolve issue in

GGING COMMITTEE FOR YEAR 2021-22

academic year 2021-22.

the college

Sr. Name of Members Designation | Contact No. | Responsibility E-Mail ID
1 Dr. Y. B. Gandole Principal 9421737928 Chairman Amvdmn2010@gmail.com
| e
2 Dr. A. Chinchamalatpure Di., Ph. Ed. 9970931938 Member
Secretary
3 Dr. A. G. Naranje Head, Dept. 9579346013 Member
| _of Comm. |
4 Dr. Dipak Shrungare Head, Dept. | 9423608667 Member
of Eco.
s Gayatri Pradip Nikam Student Student
6 Gayatri P. Bante Student Student
The Committee will meet once in month to discuss & review the situation and initiate effective measures

against the report given by the Anti-Ragging Committee.
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COMPLAINTS DETAILS

Name of Complainant:

Class L -

Department i-

Nature of Ragging

Undertaking,

1 here declare that the information furnished above by me is true and
accurate. Further, 1 understand that disciplinary action can be taken

against me if the above allegations are found incorrect or malicious.

Signature of the Complainant

Date:

Link for Complaint: https:/forms.gle/GUIPMI jZrWupPVpx6
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,
Dhamangaon Railway
(Anti-Ragging Committee)
Session-2017-18
Meeting Notice

Following members are hereby informed to remain present for the meeting on Saturday 12.08.2017 at

1:00 pm in Zoology Department.

1. Dr. Y. B. Gandole W
. Dr. A. Chinchamalatpure )
.Dr. A. G. Naranje

4. Dr. Dipak Shrungare (@V

Ku.S.V.Mahalle V-] o}w”@

ro

5]

N

Date : 12.08.2017

ICC In-Charge

L
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,

Dhamangaon Railway

Minutes of the meeting of Anti —Ragging Committee (17-18)

The meeting of Anti-Ragging Committee has befn held on 12.08.2017. Following members were

present for the meeting.

=
1. Dr. Y. B. Gandole iy —
2. Dr. A. Chinchamalatpure - —

3. Dr. A. G. Naranje /;ij,
=

4. Dr. Dipak Shrungare il

5. Ku. S. V. Mahalle Z.\/- Mahd\\@

The meeting was started with the principles address note. No Complaints were received. All heads

of the departments will be asked to take observe any activity regarding ragging in the campus.

The meeting was ended with vote of thanks. /\ ‘

In-Charge
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,
Dhamangaon Railway
(Anti-Ragging Committee)
Session-2018-19
Meeting Notice

Following members are hereby informed to remain present for the meeting on Saturday Date 20.10.2018

/»
1. Dr. Y. B. Gandole %/w

at 1:00 pm in Zoology Department.

2. Dr. A. Chinchamalatpure bt
)

3.Dr. A. G. Naranje %

4. Dr. Dipak Shrungare _@ﬁ) o 5

5. Ku. Mahak Mokati Mokm‘i

77N
{

/)
Date : 18.10.2018 ,S
C

~

s
ICC In-Charge

//
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,
Dhamangaon Railway
Minutes of the meeting of Anti —Ragging Committee (18-19)

The meeting of Anti-Ragging Committee has been held on 20.10.18 Following members were present

for the meeting.
1. Dr. Y. B. Gandole
2. Dr. A. Chinchamalatpure

3. Dr. A. G. Naranje /\ A

4. Dr. Dipak Shrungare

5. Ku. Mahak Mokati MOﬁa;#v

The meeting was started with the principles address note. No Complaints were received. All heads

of the departments will be asked to take observe any activity regarding ragging in the campus.

The meeting was ended with vote of thanks.
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,
Dhamangaon Railway
(Anti-Ragging Committee)
Session-2019-20
Meeting Notice

Following members are hereby informed to remain present for the meeting on Saturday Date 12.10.19 a1

s

_Dr. Y. B. Gandole =

. Dr. A. Chinchamalatpure y W
| - \‘

.Dr. A. G. Naranje

1:00 pm in Zoology Department.

—

(]

[F%]

e

. Dr. Dipak Shrungare (| »

_Ku. Parul Rathi ‘,‘__\,‘%
K\
Date : 10.10.19 CI / (

ICC In-Charge
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,
Dhamangaon Railway
Minutes of the meeting of Anti —Ragging Committee (19-20)

The meeting of Anti-Ragging Committee has been held on 12.10.19, Following members were present

for the meeting.

1. Dr. Y. B. Gandole

3. Dr. A. G. Naranje /f{\'

4. Dr. Dipak Shrungare ;\/,,

5. Ku. Parul Rathi :{,R‘

The meeting was started with the principles address note. No Complaints were received. All heads

of the departments will be asked to take observe any activity regarding ragging in the campus.

The meeting was ended with vote of thanks. \j
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,

Dhamangaon Railway

(Anti-Ragging Committee)
Session-2020-21

Meeting Notice

Following members are hereby informed to remain present for the meeting on Friday Date 05.02.21 at

1:00 pm in Zoology Department.

1. Dr. Y. B. Gandole /

2. Dr. A. Chinchamalatpure

3. Dr. A. G. Naranje %

4. Dr. Dipak Shrungare k1

’

5. Ku. Pradnya Wasnik u)(tnﬁ,((z__

Date : 03.02.21 (.\A
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,

Dhamangaon Railway

Minutes of the meeting of Anti —Ragging Committee (20-21)

The meeting of Anti-Ragging Committee ImS/lccn held on 05.02.21. Following members were present

for the meeting. . /{/I/( !
W

1. Dr. Y. B. Gandole

_Dr. A. Chinchamalatpure M

_Dr. A. G. Naranje ‘,,_—;ﬂ’(l
p—_
. Dr. Dipak Shrungare ( ) '3?6)4 .

5 Ku. Pradny Wasnik pclbe—

(]

("

&

The meeting was started with the principles address note. No Complaints were received. All heads

of the departments will be asked to take observe any activity regarding ragging in the campus.

The meeting was ended with vote of thanks.
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,
Dhamangaon Railway

(Anti-Ragging Committee)
Session-2021-22

Meeting Notice

Following members are hereby informed to remain present for the meeting on Saturday Date 16.10.21 at

1:00 pm in Zoology Department.

-

1. Dr. Y. B. Gandole /

-

2. Dr. A. Chinchamalatpure

3.Dr. A. G. Naranje &
4. Dr. Dipak Shrungare @

5. Ku. Gayatri Bante E%_)l.e
h

Date : 11.10.21
74
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,

Dhamangaon Railway

Minutes of the meeting of Anti —Ragging Committee (21-22)

g Committee ha7hcen held on 16.10.21. Following members were present

The meeting of Anti-Raggin
for the meeting. W‘/L
1. Dr. Y. B. Gandole &7z
L
2 Dr. A. Chinchamalatpure M }

3. Dr. A. G. Naranje
4. Dr. Dipak Shrungare f@ﬁgﬁ
5. Ku. Gayatri Bante T;g e ]
The meeting was started with the principles address note. All heads of the departments will be

asked to take observe any activity regarding ragging in the campus.

(/—\

The meeting was ended with vote of thanks.
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Internal Complaint Committee



Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,
Dhamangaon Railway

INTERNAL COMPLAINT COMMITTEE

Policy document
The Internal Complaints Committee (ICC) is established in Adarsha Science, J. B. Arts and Birla

Commerce Mahavidyalaya, Dhamangaon Railway on 07.07.2017 under the University Grants
Commission (Prevention, Prohibition and Redressal of Sexual Harassment of Women Employees and
Students in Higher Education Institutions) Regulations, 2015. It comprises students, a Presiding Officer,
two or three faculty members from each faculty, and one outside member from a non-governmental
organization or association committed to the cause of women or a person familiar with the issues relating

to sexual harassment, nominated by the Executive Authority.
Objective of Internal Complaints Committee:

e To provide a safe and secure work environment to every female worker and girls students

e To take consistent action for prevention, prohibition and redressal of complaints received
regarding sexual harassment and gender discrimination of women personnel at the workplace.

e To make recommendations to the management to lay down procedures for the prohibition,
resolution, settlement and prosecution of acts of discrimination and sexual harassment, by the
students and the employees.

e To forceful implementation of the policies relating to the prevention of sexual harassment

e Strive to resolve complaints by the aggrieved complainant, and henceforth, recommend actions

to be taken by the employer.

ICC in Adarsha Mahavidyalaya deals with cases of sexual harassment of the students or employees in

the college and provides mechanism of dispute redressal.

Its promoters the empowerment of women and has zero tolerance for any kind of sexual harassment. ICC
diligently works towards providing a secure environment to students, teaching and non-teaching staff.

Complaint boxes have been placed in the college premises.
Sexual Harassment defined as:

"An unwanted conduct with sexual undertones if it occurs or which is persistent and which demeans
humiliates or creates a hostile and intimidating environment or is calculated to induce submission by
actual or threatened adverse consequences and induces any one or more or all of the following unwelcome

acts or behaviour (whether directly or by implication), namely:



e Any unwelcome physical,

e Demand or request for sexual favors

e Making sexually colored remarks

e Physical contact and advances

e Showing pornography".

Internal Complaints Committee Members (2017-18)

verbal or non-verbal conduct of sexual nature

Designation

Phone Number

Sr. No. Name of the Member
1 Dr. Y. B. Gandole, rrincipal Presiding Officer 9421737928
2 Dr. Anand Naranje, 19ac Co-ordinator Member 9579346013
3 Ku. Madhuri Kopulwar, pirector, Physical Education Member 9823333699
4 Ku. Ashwina Rangari, pept. of Math Member 9403116400
5 Dr. Sanjay Patil, pept. of Engiish Member 9822270208
6 Dr. Dipak Shrungare, pept. of Economics Member 9423608667
7 Chetan Kothari Social Worker Member 9423425571
8 Ku. Anushri Nagpure Member 9112808312
Student. B.Sc.(Zoologv) Student
Internal Complaints Committee Members (2018-19)
Sr. No. Name of the Member Designation Phone Number
1 Dr. Y. B. Gandole, principal Presiding Officer 9421737928
2 Dr. Anand Naranje, 1gac Co-ordinator Member 9579346013
3 Ku. Madhuri Kopulwar, pirector, Physical Education Member 9823333699
4 Ku. Ashwina Rangari, pept. of Math Member 9403116400
5 Dr. Sanjay Patil, pept. of English Member 9822270208
6 Dr. Dipak Shrungare, pept. of Economics Member 9423608667
7 Chetan Kothari Social Worker Member 9423425571
8 I:[r.Yuvraj Soni Member l 9112808312
Student. B.Sc.(Zoologv) Student
Internal Complaints Committee Members (2019-20)
Sr. No. Name of the Member Designation | Phone Number
1 Dr. Y. B. Gandole, principal Presiding Officer 9421737928 l
2 Dr. Anand Naranje, 1Qac Co-ordinator Member 9579346013 1
3 Ku. Madhuri Kopulwar, virector, Physical Education Member 9823333699 j
4 Ku. Ashwina Rangari, vept. of Math Member | 9403116400 |
5 | Dr. Sanjay Patil, bep. o Engiion Member | 9822270208 |
6 Dr. Dipak Shrungare, Dept. of Economics Member I 9423608667 ]
7 Chetan Kothari Social Worker Member ] 9423425571




[ 7 N 9 2 |
8 Ku. Meghn Panpsll\a Member 11280831 \
\tudem M.Com. (Commerce) Student | ) JE TR a
Internal (‘omplamh Committee Members (2020—21)
I ———
- — _,_——’—74/_7’———/
Sr. No. | \lame of the Member . Designation Phone Number |

1 Dr. Y. B. Gandole, race ' | presiding Officer | 9421737928 |
| 2 Dr. Anand Naranje, .Q«(ME..’.;”’ ‘ Member 0579346013 |
‘ 3 Ku. Madhuri Kopulwar, Member | 9823333699

' Ku. Ashwina Rangari, pepe of Mat Member 9403116400
Dr Sanjay Patil, Dept. of English Member 9822270208
" Dr. Dupal\ Shrungnre. Dept. of Economics
Chetan Kothari Social Worker Member 9423425571

| Ku. Anju Dhanake | 9112808312

1 Member
L Student, B.Sc. (Zoology) Student ]
Internal Complaints Committee Members (2021-22)

Director, Physical Education

@

Sr. No. Name of the Member Designation | Phone Number |

1 Dr. Y. B. Gandole, priacipal | Presiding Officer 9421737928 ]
2 Dr. Anand Naranje, 1Qac Co-ordinator Member 9379346013 |
3 Ku. Madhuri Kopulwar, birctor, Physical Education Member | 9823333699 |
4 Ku. Ashwina Rangari, bept. of Math Member | 9403116400 | |
5 Dr. Sanjay Patil, pepe of Engiisn Member " 822270208 ‘
6 Dr. Dipak Shrungare, dept. of Eccaomics Member 0423608667 |
7 Chetan Kothari Social Worker Member ‘ 0423425571 '
8

Mr. Prajwal Arekar ' i
Member ;

Student, B.Com. (Commerce) Student Representative




Functions of the Internal Complaints Committee

. : i fective i ion
The Internal Complaints Committee once constituted, plays a pivotal role in the effective implementat

of the provisions at the workplace. A general list of duties of the Committee is enumerated as follows:
e Implementation of the Anti-Sexual Harassment Policy at the workplace

e Submit an Annual Report (Including details like the number of case files at their disposal, etc.)

e Bring about awareness about what comprises 'sexual harassment' at the workplace by way of
workshops. posters, documents, notices, seminars, etc.

e Publicize the policy framework effectively

e Provide the victims with a safe and accessible mechanism of complaint

e [Initiation of inquiry at the earliest

e Redress the complaints in a judicious manner

e Provide interim relief to the complainant

e Provide an opportunity for conciliation wherever possible

e Stick to the principles of natural justice at all stages of the proceedings Whenever required,
forward the complaint to the peace

e Submit the inquiry report along with recommendations

e Maintain confidentiality in regard to the proceedings taking place before the Committee
Timeline of the Complaint

e Submission of Complaint-Within 3 months of last incident

e Notice to the Respondent-Within 7 days of receiving a copy of the complaint
e Completion of Inquiry-Within 90 days

e Submission of Report-Within 10 days of completion of the inquiry

e Implementation of Recommendations-Within 60 days

e Appeal-Within 90 days of the recommendations

We commit ourselves to a zero-tolerance policy towards sexual harassment and reinforce our
commitment to making our campus free from discrimination, harassment, and retaliation or sexual assault
at all levels. If a student, faculty member or non-faculty staff member faces any discomfort under the

above-mentioned heads, he or she can directly approach the committee.

An aggrieved person is required to submit a written complaint to the ICC within three months from the
date of the incident, and in case of a series of incidents within a period of three months from the date of
the last incident. Provided that where such complaint cannot be made in writing, the Presiding Officer or
any Member of the Internal Complaints Committee shall render all reasonable assistance to the person

for making the complaint in writing. For the reasons accorded in the writing, the ICC could extend the




time limit by a period not exceeding three months. if it is satisfied that the circumstances were such which

prevented the person from filing a complaint within the said period. Friends,

students, a psychologist, or any other associate of the victim may file the complaint in situations where

relatives, colleagues, co-

the aggrieved person is unable to make a complaint on account of physical or mental incapacity or death.

The complainant may contact the committee members through the given e-mail ID or phone numbers.

i 9



Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,

Dhamangaon Railway

Working Rules for Internal Complaints Committee

In pursuance of the Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal)

Act 2013 and the Rules framed there under, the Institute hereby adopts the following procedure for

determining complaints filed to the Internal Complaints Committee (ICC) constituted under the Act. The

procedure complies with the basic principles of natural justice and fair play and has to be adhered to in

all complaints, though, in individual complaints, for reasons to be stated in writing, the ICC reserves the

right to make exceptions to the procedure stated hereunder.

1. Any aggrieved woman may make, in writing, a complaint of sexual harassment at workplace to the
ICC. within a period of three months from the date of incident and in case of a series of incidents, within
a period of three months from the date of last incident. 6 copies of a written complaint should be submitted
to the Committee or any of its members along with list of witnesses and supporting documents.

Additional documents and list of witnesses can be submitted to ICC at a later stage during the proceeding.

Provided that where such complaint cannot be made in writing, the Presiding Officer or any other member

of the ICC shall render all reasonable assistance to the woman for making the complaint in writing.

Provided further that the ICC for the reasons to be recorded in writing, can extend the time limit not
exceeding three months, if it is satisfied that the circumstances were such which prevented the woman

from filing a complaint within the said period.

2. Any complaint received by the members should be immediately forwarded to the Presiding Officer,
and this must be notified to other committee members at the earliest and not later than 3 days and a

meeting should be called for discussing the matter.

3. The Committee shall discuss and decide on its jurisdiction to deal with the case or reject the complaint

prima facie and recommend to the Institute that no action is required to be taken in the matter.

4. Notice shall be issued to the respondent within 7 working days of receipt of the complaint and 10

working days shall be given for submission of reply (along with the list of witnesses and documents.)

5. The Committee will provide assistance to the aggrieved woman, if she so chooses, to file a police

complaint in relation to an offence under Indian Penal Code.

6. The Committee may, before initiating an inquiry, at the request of the aggrieved woman, take steps to

settle the matter between her and the respondent through conciliation.



7. No monetary settlement shall be made as the basis of conciliation. Where a settlement has been arrived

at. the ICC shall record the settlement so arrived and forward the same to the employer for necessary

compliance.

8. The Committee shall provide the copies of the settlement as recorded under (7) to the aggrieved woman
and the respondent. Where a settlement is arrived at, no further inquiry shall be conducted by the 1CC.
9. 1f conciliation is found to be not feasible. notice will be issued to both parties for hearing. 10. The
Committee may direct the Registrar to ensure the safety and protection of the aggrieved woman if and
when required.

11. As an interim measure, ICC may recommend

a) The transfer of the aggrieved woman or the respondent to another section or Department as deemed fit

by the Committee.

b) Grant leave to the aggrieved woman up to 3 period of three months or

¢) Restrain the respondent from exercising any administrative authority or supervision academic
evaluation of the aggrieved woman.

d) Grant such other relief to the aggrieved woman as the case may require.

12. The Committee shall proceed to make inquiry into the complaint in accordance with the provisions

of the service rules applicable to the respondent considering sexual harassment as misconduct.

13. The Presiding Officer shall convene the first hearing of the enquiry. The respondent, the aggrieved
woman. and the witnesses shall be intimated at least 7 working days in advance in writing of the date,
time and venue of the enquiry proceedings. The subsequent proceedings may be on a day-to-day basis,

to be decided by ICC.

14. The Committee shall provide reasonable opportunity to the aggrieved woman and the respondent for

presenting and defending her/his case.

15. The Committee may at any time during the enquiry proceedings, preclude the face-to-face
examination of the respondent and the aggrieved woman and/or their witnesses Keeping in view the need
to protect the aggrieved woman or the witnesses from facing any serious health and/or safety problems
be in the interest of justice. The aggrieved woman/respondent has to submit the written reply before the

committee within the specified time given.

17. The Committee shall have the right to summon, as many times as required, the respondent, aggrieved

woman and/or any witnesses for the purpose of supplementary testimony and/or clarifications

18. The Committee shall have the power to summon any official papers or documents pertaining to the

aggrieved woman as well as the respondent.



19. The past sexual history of the aggrieved woman shall not be probed into as such information shall be

deemed irrelevant to a complaint of sexual harassment.

20. The Committee shall have the right to terminate the enquiry proceedings and to give an ex-party
decision on the complaint, should the respondent fail, without valid ground, to be present for three
consecutive hearings convened by the Presiding Officer.

21. The aggrieved woman and the respondent, or any one person on her/his behalf, shall have the right

to examine written transcripts of the recordings with the exclusion of witnesses' names and identities.

Any person nominated by the aggrieved woman and/or the respondent on her/his behalf shall be (only)

cither a student, or amember of the academic or non-teaching staff. No person who has been found guilty

of sexual harassment shall be accepted as a nominee. The aggrieved woman/respondent should inform

the Presiding Officer specifically if they wish to exercise this right. The Presiding Officer shall allow

access to such documents on a specific date to be intimated at least two days in advance to each of the

parties concerned. At no point in time, however, can the concerned parties take these documents outside
the office.

22. The aggrieved woman and the respondent shall be responsible for presenting their witnesses before
the Committee. However, if the Committee is convinced that the absence of either of the parties to the
disputes is on valid grounds, the Committee shall adjourn that particular meeting of the Committee for a
period not exceeding five days. The meeting so adjourned shall be conducted thereafter, even if the person

concerned fails to appear for the said adjourned meeting without prior intimation/valid ground.

23. All proceedings of the ICC shall be recorded in writing the record of the proceedings and the statement
of witnesses shall be endorsed by the persons concerned as well as the committee members present in
token of authenticity thereof. In case the minutes cannot be reduced in writing the same day, as audio
recording of the proceedings may be made, and the written proceedings will be authenticated on a next

available opportunity.

24. If the aggrieved woman desires to tender any documents by way of evidence, the Committee can
supply true copies of such documents to the respondent. Similarly, if the respondent desires to tender any
documents in evidence, the Committee shall supply true copies of such documents to the aggrieved

woman.

25. In the event the Committee thinks that supplementary testimony is required, the Presiding Officer
shall forward to the persons concerned a summary of the proceedings and allow for a time period of seven

days submitting such testimony, in person or in writing, to the Committee.

26. The aggrieved woman and the respondent shall have the right of cross-examination of all witnesses

However, such cross-examination shall be conducted in the form of written questions and responses via



the Committee only. The respondent shall have no right to dircctly cross-examine the aggrieved woman

or her witnesses.

27.The respondem/aggrieved woman may submit to the Committee, a written list of questions that he/she

desires to pose to the aggrieved woman/witness. The Committee (1CC) shall retain the right to disallow

any questions that it has reason {o believe to be irrelevant, mischievous, slanderous, derogatory or gender-

insensitive.

28. Amicus Curie can be called for helping the committee if and when required.

29. After concluding its investigation, the Committee shall submit a detailed reasoned report

to the Institute.

30. If the Committee finds no merit in the allegations, it shall report to the Institute.

31. In the event the Committee finds that the allegation(s) against the respondent have been proved, it
shall recommend the nature of action to be taken by the Institute. The following actions may be

recommended:

a. A written apology

b. Warning

c. Reprimand or censure

d. Withholding of promotion

e. Withholding of pay rise or increments

Undergoing a counseling session

g. Carrying out of community service

h. Terminating the respondent from service

i. Any other punishment according to the service rules applicable to the respondent

32. When the Committee arrives at the conclusion that the allegation against the respondent is malicious
or the aggrieved women or any other person making the complaint has made the complaint knowing it to
be false or the aggrieved women or any other person making the complaint has produced any forged or

misleading document, it may recommend to the Institute to take action against such falsification

33. Nothing precludes the Institute authority from taking cognizance of any new fact or evidence which

may arise or be brought before it during the pendency of the inquiry proceedings or even after the

communication of the findings to appropriate Institute authorities.



34, If the allegation(s) is/are proved against the respondent, the Committee may direct the Institute to

ensure the payment of compensation to the aggrieved woman by the respondent. The determination of

compensation to the aggrieved woman shall be decided based on the following facts:

i The mental trauma, pain, suffering and emotional distress caused to the aggrieved woman.

i The loss of career opportunity due to the incident of sexual harassment. iti. Medical expenses incurred

by the victim for physical or psychiatric treatment.

iv. The income and financial status of the respondent

v. Feasibility of such payment in Jumpsum or in installments

ce report to the Committee within 30 days of

35. The Institute authorities will file a complian

issuance of such recommendation.

36. 1CC shall have the necessary powers to take suo motu notice of incidents of sexual harassment and/or

gender injustice in the Institute campus and act against the same in such manner as it deems appropriate.

37. The identity of the aggrieved woman, respondent, witnesses and proceedings of the Committee and
its recommendations and the action taken by the Institute shall not be published, communicated, or made
known to the public, press or media in any manner and it will be outside the purview of the Right to

Information Act, 2005.

38. No legal practitioner will be allowed to represent either the aggrieved woman or the respondent in

proceedings before the Complaints Committee.

39. The Committee has the powers of a civil court in the following cases

i. Summoning and enforcing the attendance of any person related to the incident.

ii. Requiring the discovery and production of any documents.

iii. Any other matter relating to the incident as decided by the Committee from time to time.

40. The aggrieved woman or respondent may prefer an appeal to the competent authority.
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Composition and Duties of the Internal Complaints Committee

Introduction
In the past few decades, the role of the Indian women has undergone a definitive change; from
traditionally being responsible for fostering and nourishing the family, they are now seen working in

almost every field to generate income and support their family.

This empowerment of women led to a belief that they would become independent and confident to be

able to safeguard themselves under all circumstances. But the harsh reality till today is that more than

50% of working women face workplace harassment in the form of sexual harassment, lewd remarks,
unwelcome gestures, or gender discrimination at least once in their career. The majority of women

workforce does not report sexual harassment either of being unaware of their rights or many times due

to the fear of facing social stigma or losing their jobs.

Increasing incidents of sexual harassment of working women in all sectors in India created the necessity
of the Government’s intervention to help in creating a safe work environment for women, The Supreme
Court in the case of Vishaka and Others v. State of Rajasthan and Others (1997 (7) SCC 323), had laid
down “Vishakha Guidelines” that had guidelines relating to sexual harassment of women till a historical
piece of legislation was enacted by the government. Thus, was born The Sexual Harassment of Women
at Workplace Act (Prevention, Prohibition, and Redressal hereinafter referred to as “POSH Act”) 2013.
POSH Act 2013 is India’s first codified legislation specifically formulated to deal with three specific

purposes:

« prevention,

« prohibition, and
* redressal

This women harassment Act came into force on December 9, 2013, and is legally binding on all

employers and workplaces.

Foundation of the Act

This India Sexual Harassment Act is an extension of the Vishakha Guidelines issued by the Supreme

Court in 1997 and its foundation lies in:

1) Constitution of India: Article 14, 15 & 21

2) UN Convention on the Elimination of All Forms of Discrimination against Women (CEDAW), July
9,1993)
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Statutory Requirements under POSH Act
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they are directed to:

employers and managements and for this,

« Form an Internal Complaints Committee,

« Provide Periodic POSH Training on Sexual Harassment law, and

. Develop an effective Complaint lodging and Redressal Policy.

Know All about the Internal Complaints Committee

Under Section 4 of the POSH Act at all workplaces with 10 or more employees, the employer must form

an Internal Complaints Committee (ICC). This is an obligation that must be adhered to by public and

private organizations. This initial in-house body plays the most important role in ensuring the smooth

functioning of the provisions of the POSH Law and also towards the fulfillment of its objectives. An

aggrieved woman has to approach the 1CC to file a complaint relating to sexual harassment. After

receiving the complaint from the aggrieved woman, the Committee inquiries into the matter and
accordingly makes recommendations.

The Internal Complaints Committee’s major functions entail:

« Forceful implementation of the policies relating to the prevention of sexual harassment,

. Strive to resolve complaints by the aggrieved complainant, and

« Henceforth, recommend actions to be taken by the employer.

Constitution of Internal Complaints Committee

41 Notification: Sec 4 (1) The formation of the Internal Complaints Committee must be officiall
hJ

notified by an employer through an order in writing and such notification should be validated by the CEO



or Board too. In case there are different offices of the same organization, then the Committee needs to be

constituted at every office or unit,

#2. Composition: See 4(2)

The Committee must consist of the following members:

+ A Presiding Officer: This must be a senior female employee of the organization,

« Two employee members: These employees must be aware and sensitive to gender issues and dedicated
to the cause of women or possess some legal knowledge on related matters.

« One external member: This should be from an NGO or Association committed to the cause of women

and issues related to sexual harassment.
The composition should be such that half of the total members must be women.

A qualification to be a Member of the Committee Section 4 of the POSH Act enumerates the

qualifications for being a member of the Internal Complaints Committee:
* Presiding Officer

This post of Presiding Officer must be held by a senior-level female employee at the workplace as she
will also preside as the Chairperson of the Internal Complaints Committee. In case of unavailability of a

senior female employee, then the Act mandates that:
« A senior female employee can be nominated from other offices or administrative units of a workplace.

« If a senior-level woman employee is not available at the other offices or administrative units of the
workplace too, then the Presiding Officer can be nominated from any other workplace of the same

employer.
« If the above is not possible then the Presiding Officer can be nominated from any other workplace.

The options have been provided keeping in mind the concerns of small workplaces where the availability

of female employees at senior levels may be difficult.

Employee Members

The internal complaints committee policy further specifies that the Internal Complaints Committee must
also have two or more members from among its employees. The prerequisite for the selection of
employees as members demands some legal knowledge or experience in the social sector or committed
to the women’s cause. These are desirable but not mandatory as it may not be always easy to find such

employees.




* External Member

The POSH Act also specifies that the Sexual Harassment Committee must include an external member

from a non-governmental organization or association that is committed to the cause of women. The

person thus nominated must be familiar with issues relating to sexual harassment. This provision has

been carried forward from the Vishakha Guidelines wherein the Supreme Court had prescribed such

requirements. The notion behind this clause is to bring about an outside perspective to the ICC and ensure

transparency and authenticity to the entire process.

Tenure of the Members of the Committee

Section 4(3) of the POSH Act specifies the tenure of the members of the Internal Complaints Committee
in the workplace. It specifies that the members along with the presiding officer, shall not occupy the

office for a period of more than three years from the date of nomination.

When can a Member of the Committee be Disqualified?

Disqualification of the members of the Internal Complaints Committee is prescribed in the POSH Act in

detail. A member of ICC may be disqualified on the following grounds:

#1. Disclosure of Confidential Information: If a member reveals the details of matters which are required

to be kept confidential under the POSH Act then he/she can be disqualified. If the member discloses any

one of these:

« About a complaint submitted to an ICC

« Identity of the complainant and/or the respondent or witnesses
* Details of inquiry proceedings

« Recommendations of the sexual harassment committee

« The action was taken by the employer

#2. Conviction or Inquiry:

If a person is convicted, or an inquiry is pending against him/her regarding any offence under any law,

then the member will be disqualified.
#3. Found Guilty:

Similarly, if a member of the ICC is found guilty, or any disciplinary proceeding is pending against such

a person, then also he/she will be liable to disqualification.

#4. Abuse of Position:

If a member of the Internal Complaints Committee has abused his/her position, then their disqualification

is recommended. The continued membership of such a member in the ICC will not only deem to be



detrimental and harmful but also against the public interest. Are the Members of the Committee Eligible
for any Remuneration? Section 4(4) of the POSH Act lays down that the external members for PoSH
who are appointed from non-governmental organizations or associations are eligible for remuneration.
An External Member of ICC is entitled to receive a prescribed fee or allowance of Rs. 200 per day in lieu
of carrying out his/her functions. This remuneration is to be paid by the employer. Apart from this these
members also qualify for the reimbursement of travel cost incurred in travelling by train in three-tier air-
conditioned or air-conditioned bus and auto-rickshaw or taxi, or the actual amount spent by him on travel,
whichever is less. Moreover, the organizations are free to pay more than the minimum recommended fee

to their external members.
What is the Procedure to File a Complaint with the Committee?

The POSH Act has kept a lot of flexibility when it comes to filing a complaint and does not prescribe

any particular format for it.

Who can file a Complaint?

The complaint can be filed by the following persons:
1. a) The aggrieved woman herself.

2. b) In the case of Physical Incapacity: Complainant’s Relative, Complainant’s Friend, Co-Worker,
Officer of NCW or SCW, or Any person who has knowledge of the incident with the written consent of

the Complainant.

3. ¢) In case of Mental Incapacity: Complainant’s Relative, Complainant’s Friend, Special Educator,
Qualified Psychiatrist/Psychologist, Guardian/ Authority under whose care the complainant is receiving
treatment/care or Any person with the knowledge of the incident, jointly with any person mentioned

above.

4. d) In Case of Complainant’s Death: Any person having the knowledge of the incident with the written

consent of the Legal heir.

5. e) In Case of Complainant is unable to file the Complaint about any other reason: By any person who

has the knowledge of the incident with the written consent of the Complainant.
Specified Time Period

The POSH Act lays down specific guidelines about the timeline for a complaint of such sexual
harassment cases and specifies that it can be filed within 3 months from the date of the incident. In case
it is not a single but a series of incidents, then the complaint needs to be filed within 3 months from the
date of the last incident. The POSH Act further provides that the time period of 3 months may be extended

by the Committee after recording the reasons for doing so.



Other Requirements

1. Six copies of the complaint are to be filed

rJ

. Supporting documents and evidence, details of witnesses

3, Details of the incident

4. Details of respondent

The written complaint should contain a description of each incident(s) & must include:
* Relevant Date/s

* Timing/s & Location/s

« Name of Respondent/s

« The working relationship between the parties

Timeline of the Complaint

1) Submission of Complaint-Within 3 months of the last incident

2) Notice to the Respondent-Within 7 days of receiving a copy of the complaint
3) Completion of Inquiry-Within 90 days

4) Submission of Report-Within 10 days of completion of the inquiry

5) Implementation of Recommendations-Within 60 days

6) Appeal-Within 90 days of the recommendations

Powers of the Internal Complaints Committee

Sec 11(3) of the POSH Act enumerates the powers of the Internal Complaints Committee. The ICC is
vested with the powers of a Civil Court under the Civil Procedure Code, 1908 in the following:

1) 1t is entitled to initiate an inquiry into the complaint of a sexual harassment incident at the workplace

2) It can summon witnesses and parties before the committee to give a statement

3) It can assert its powers and summon evidence to be examined if it is deemed necessary to do so by the

Committee

Once the inquiry is completed and if the Internal Complaint Committee finds the person guilty, it is well

within its right to prescribe the following actions:
1. a) Initiate action against the culprit in accordance with the service rules of the organization.

2. b) In the absence of service rules, it can take actions like a warning, community service, withholding

promotion, termination, etc.



3. ¢) It can deduct from the salary of the respondent as compensation to be paid to aggrieved women. T'he

POSH Act also lays down the criteria based on which the Internal Complaints Committee shall calculate

the amount of compensation payable.

The factors are:
1) The extent of pain, suffering mental trauma, and emotional distress caused to the aggrieved woman.
2) Loss in a career opportunity for the victim resulting from the incident of sexual harassment.

3) Medical expenses incurred by the complainant towards the physical and/or psychiatric treatment due

to this incident.

4) Last but not the least, the alleged perpetrator’s Income and status. All such payment can be awarded
to the victim of sexual harassment as a lump sum or in instalments, as is considered judicious by the ICC.
In case the respondent fails to pay the amount of compensation, the ICC shall forward the case to the

District Officer for the amount to be recovered as an arrear of land revenue.
Power of Internal Complaint Committee in case of Malicious Complaints

Every coin has two sides and same is with the cases regarding sexual harassment; while most of the
complaints are genuine, yet there are some which are false and malicious. The POSH Act has covered
this fact and laid down effective guidelines for the Internal Complaints Committee to help protect
innocent people in such situations. A false or malicious complaint can easily be filed by a woman just to
take revenge or malign the character of a male colleague or undermine his success in work, and at such
times it is the duty of the ICC to protect the respondent from being unduly targeted. Once the Internal
Complaints Committee, after an inquiry, gets conclusive evidence that a complaint had been filed with
malicious intent, and that an untrue and fallacious complaint has been filed by a complainant, then it shall
recommend action against her. The POSH Act safeguards the right of an aggrieved woman completely
and therefore, specifies that mere inability to provide adequate evidence on the part of the complainant
is not sufficient to declare the complaint as being malicious. Moreover, a complaint is malicious or not
and must be determined by the Internal Complaints Committee after conducting an inquiry into the

complaint.
When can the Committee forward the Complaint to the Police?

The POSH Act has empowered the Internal Complaints Committee to forward the complaints to the

police under two circumstances:

1. The police are duty-bound to registration a sexual harassment case forwarded by the 1CC within a
period of seven days under Section 509 of the Indian Penal Code (2) or other provisions of the criminal

law.



2. The Committee may also forward the complaint to the police when a settlement is agreed upon between

the parties but the respondent fails to comply with the condition(s) of the settlement.
What actions can be taken by the Committee during the pendency of an Inquiry?

The POSH Act also lays down specific guidelines regarding the pendency of a case. The Internal
Complaints Committee, upon receiving a written request, can recommend the following actions during

the inquiry pending to the employer:

1. Transfer either the aggrieved or the respondent to any other workplace.
2. Grant leave to the aggrieved women up to three months.

3. Any other relief as may be prescribed.

After the ICC submits the report it is the onus lies on the employer to implement the recommendations

of the Internal Complaints Committee.
Duties of the Internal Complaints Committee

The Internal Complaints Committee once constituted, plays a pivotal role in the effective implementation

of the provisions at the workplace. A general list of duties of the Committee is enumerated as follows:
* Implementation of the Anti-Sexual Harassment Policy at the workplace
* Submit an Annual Report (Including details like the number of case files at their disposal, etc.)

* Bring about awareness about what comprises ‘sexual harassment’ at the workplace by way of

workshops, posters, documents, notices, seminars, etc.

* Publicize the policy framework effectively

* Provide the victims with a safe and accessible mechanism of complaint
* Initiation of inquiry at the earliest

* Redress the complaints in a judicious manner

* Provide interim relief to the complainant

* Provide an opportunity for conciliation wherever possible

* Stick to the principles of natural justice at all stages of the proceedings
* Whenever required, forward the complaint to the police

* Submit the inquiry report along with recommendations

* Maintain confidentiality in regard to the proceedings taking place before the Committee

Know when Filed Against the Recommendations of the ICC an Appeal can be



The complainant, as well as the respondent, has the right to file an appeal before the Court or Tribunal

against the recommendations of the Internal Complaints Committee within a period of 90 days.

They can take this step in the following circumstances: —

* Recommendations made by the Committee under Section 13(2) i.e. when the allegations have not been

proved and no action is to be taken.

* Recommendations made under Section 13(3) i.e. when the allegation has been proved and action is to
be taken.

* Recommendations made under Section 14 i.e. when a malicious complaint or false evidence has been

found and action is to be taken against it.

* Recommendations made under Section 17 i.e. when the penalty has been imposed for publishing

confidential information.

Consequences of Non-compliance with the Provisions under the POSH Act

As the POSH Act is legally binding on all organizations, not abiding with the provisions leads to far-
reaching consequences.

The employer is bound by certain mandatory obligations and one of them is constituting an Internal

Complaints Committee. In case of failure to do so, the Act imposes a penalty of 50,000 rupees.

If in case there is a repetition of the same offence it would attract double penalty that is, 100,000 rupees

and at times may even lead to deregistration or revocation of the license of the concerned organization.
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,

Dhamangaon Railway

Meeting of Anti ~Sexual Harassment Committee (17-18)

The meeting of Anti -Sexual Harassment Committee is called on 12.10.2017 at 1:00 pm in Zoology

Department. Following members are requested to remain present for the meeting.

Sr. No.

@ 31N N AW -

Date: 09.10.17
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Name of the Member W
Dr.Y.B. Gandole, Principal ///

Dr. Anand Naranje, 1QAc Co-ordinator
Ku. Madhuri Kopulwar, Director, Physical Education
Ku. Ashwina Rangari, ept. ofMath

Dr. Sanjay Patil, Dept. of English
Dr. Dipak Shrungare, pept. of Economics

Chetan Kothari Social Worker M

Ku. Anushri Nagpure |
Student, B.Sc.(Zoology) Student Representative q uxe r\

In-Charge



Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,
Dhamangaon Railway

Minutes of the meeting of Anti ~Sexual Harassment Committee (17-18)

The meeting of Anti ~Sexual Harassment Committee has been held on 12.10.2017 at 1:00 pm in

Zoology Department.

Following members were present for the meeting.

Sr. No. Name of the Member W
Dr. Y. B. Gandole, Principal e g;//r‘-/) ,
Dr. Anand Naranje, 1Qac Co-ordinator

Ku. Madhuri Kopulwar, irector, Physical Education
Ku. Ashwina Rangari, pept. of Math

N b W -

Dr. Sanjay Patil, pept. of Engtish

Dr. Dipak Shrungare, pept. of Economics
Chetan Kothari Social Worker

Ku. Anushri Nagpure

W 1

Student, B.Sc.(Zoology) Student Representative

The meeting was started with the principles address note. In the meeting, it has been decided to conduct
a program on Sexual Harassment. On regular basis a visit will be organized by the committee members
to various departments, library, and canteen in the campus. All heads of the departments will be asked to

take observe any activity regarding Sexual Harassment in the campus.

PRINCIPAI
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,
Dhamangaon Railway

Mceting of Anti —Sexual Harassment Committee (18-19)

The meeting of Anti ~Sexual Harassment Committee is called on 17.10.2018 at 1:00 pm in Zoology

Department. Following members are requested to remain present for the meeting.

Sr. No. Name of the Member ] Signature

1 | Dr.Y.B. Gandole, rincom

7
- — S T

Dr. Anand Naran je, 10AC Co-ordinator — —~
Ku. Madhuri KOp“lWﬂr, Director, Physical Education M}M h_—

2
3
4 Ku. Ashwina Rangari, vep. of Math %/u
5 Dr. Sanjay Patil, vep. of English m bﬁ‘

Dr. Dipak Shrungare, Dept. of Economlics e »

6
7 Chetan Kothari Social Worker 4 ~ A
8

Mr.Yuvraj Soni y an[' ) —

Student, B.Sc.(Zoology) Student Representative

Date: 15.10.18 b

In-Charge

/

_

vnmcwu/

Adarasha Sciencs,
Jairamdas Bhagchand Arts
_.ia Commerce Mahavidyalaya
DHAMANGAON Rly.



Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,
Dhamangaon Railway

Minutes of the meeting of Anti —Sexual Harassment Committee (18-19)

The meeting of Anti —Sexual Harassment Committee has been held on 17.10.2018 at 1:00 pm in

Zoology Department. Following members were present for the meeting,

Sr. No. Name of the Member Signature

Chetan Kothari Social Worker
Mr.Yuvraj Soni :

-
1 Dr. Y. B. Gandole, principa W
2 Dr. Anand Naranje, 1QAC Co-ordinator [ = :
3 Ku. Madhuri Kopulwar, virector, Physical Education é% ;%li nic/
4 Ku. Ashwina Rangari, pept. of Math W
5 Dr. Sanjay Patil, pep. of English N w;{ N
6 Dr. Dipak Shrungare, pep. of Economics “Cre
7
8

Student, B.Sc.(Zoology) Student Representative

The meeting was started with the principles address note. In the meeting, it has been decided to conduct
a program on Sexual Harassment. On regular basis a visit will be organized by the committee members

to various departments, library, and canteen in the campus. All heads of the dep?n@ents will be asked to

take observe any activity regarding Sexual Harassment in the campus.

In-Charge
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,
Dhamangaon Railway
Meeting of Anti -Sexual Harassment Committee (19-20)

The meeting of Anti ~Sexual Harassment Committee is called on 12.10.19 at 1:00 pm in Zoology

Department. Following members are requested to remain present for the meeting.

Sr. No. Name of the Member Signature ,
/.
1 [ Dr. Y. B. Gandole, rricipn W Z
2 Dr. Anand Naranje, 10ac Co-ordinator —2 7
3 Ku. Mﬂdhuri Kopulwar, Director, Physical Education W}V“L/'
4 Ku. Ashwina Rangari, vept. of Math , 1
5 Dr. Sanjay Patil, Dept. of English Mu@“ \
6 Dr. Dipak Shrungare, vept. of Economics | < g‘éﬂ,‘ l N
7 Chetan Kothari Social Worker W’u
8 Ku. Megha Panpaliya PP)O y,]:)a]i )
Student, M.Com. (Commerce) Student Representative /fq
~ r—\
Date: 09.10.19 <

In-Charge
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,
Dhamangaon Railway

Minutes of the meeting of Anti —Sexual Harassment Committee (2019-20)

The meeting of Anti ~Sexual Harassment Committee has been held on 12.10.19 at 1:00 pm in

Zoology Department. Following members were present for the meeting,

Sr. No. Name of the Member Signature
1 |Dr.Y.B. Gandole, rincon | DL
S R by |
2 Dr. Anand Naranje, 10ac Co-ordinator 27 1:
3 Ku. Madhuri Kopulwar, birector, Physical Education | () S+
4 Ku. Ashwina Rangari, pept. of Math ﬁ = 1
5 Dr. Sanjay Patil, pept. of English X
6 Dr. Dipak Shrungare, vep. of Economics 1€ ﬂj,jl -
7 Chetan Kothari Social Worker tar &Ll 2y oo ey
8 Ku. Megha Panpaliya ’ (m}-) G%Q-
Student, M.Com. (Commerce) Student Representative -

The meeting was started with the principles address note. In the meeting, it has been decided to conduct
a program on Sexual Harassment. On regular basis a visit will be organized by the committee members
to various departments, library, and canteen in the campus. All heads of the departments will be asked to
take observe any activity regarding Sexual Harassment in the campus. The program on women violence
like acid attack unexpected abuse will be organized. ﬁgR P

—

z In-Charge
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Adarsha Science, J. B, Arts and Birla Commerce Mahavidyalaya,
Dhamangaon Railway

Meeting of Anti —Sexual Harassment Committee (20-21)

The meeting of Anti —Sexual Harassment Committee is called on 04.0] 2021 at 1:00 pm in Zoology

Department, Following members are requested to remain present for the meeting.

P B —— —
Sr. No. Name of the Member Signature

Dr. Y. B. Gandole, Principal

Dr. Anand Naranje, 19ac Co-ordinator

Ku. Madhuri Kopulwar, virector, physical Educatiog
Ku. Ashwina Rangari, pept. or Math

Dr. Sanjay Patil, pep. of English

Dr. Dipak Shrungare, pept. of Economics

Chetan Kothari Social Worker ~
Ku. Anju Dhanake

Student, B.Sc. (Zoology) Student Representative M

s

Date: 31.12.20

In-Charge
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,

Dhamangaon Railway

Minutes of the meeting of Anti —Sexual Harassment Committee (20-21)

The meeting of Anti ~Sexual Harassment Committee has been held on 04.01.2021 at 1:00 pm in

Zoology Department. Following members were present for the meeting.

Sr. No. Name of the Member Signature
SALELIA 1/4
1 Dr. Y. B. Gandole, principat W il
2 Dr. Anand Naranje, 1oac Co-ordinator { 7 |
3 Ku. Madhuri Kopulwar, pirector, Physical Education \
4 Ku. Ashwina Rangari, vept. of Math W
5 Dr. Sanjay Patil, pept. of English > A
6 Dr. Dipak Shrungare, pept. of Economics i !
7 Chetan Kothari Social Worker )
8 Ku. Anju Dhanake Pl
Student, B.Sc. (Zoology) Student Representative

The meeting was started with the principles address note. In the meeting, it has been decided to conduct
a program on Sexual Harassment. On regular basis a visit will be organized by the committee members

to various departments, library, and canteen in the campus. All heads of the departments will be asked to

take observe any activity regarding Sexual Harassment in the campus. d %/
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,

Dhamangaon Railway

Meeting of Anti —Sexual Harassment Committee (21-22)

The meeting of Anti ~Sexual Harassment Committee is called on 18.12.21 at 1:00 pm in Zoology

Department. Following members are requested to remain present for the meeting.

Sr. No.

Name of the Member

Signature
Y &,

Dr. Y. B. Gandole, principal

Dr. Anand Naranje, 1QAc Co-ordinator

== - |

\r\\

Ku. Madhuri KOplllWﬂl', Director, Physical Education

(piu™ —

Ku. Ashwina Rangari, pept. of Math

Dr. Sanj ay Patil, Dept. of English

Dr. Dipak Shrungare, Dept. of Economics

Chetan Kothari Social Worker

|~ i)
LR osfev iz,

7

Q| 1| || W -

Mr. Prajwal Arekar

Student, B.Com. (Commerce) Student Representative

AAetpr——

Date: 13.12.21

b
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Adarsha Science, J. B. Arts and Birla Commerce Mahavidyalaya,
Dhamangaon Railway
Minutes of the meeting of Anti —Sexual Harassment Committee (21-22)
The meeting of Anti —Sexual Harassment Committee has been held on 18.12.21

at 1:00 pm in Zoology Department. Following members were present for the meeting.

Sr. No. Name of the Member S

ignature v
WV/
Y/ -

Chetan Kothari Social Worker

1 Dr. Y. B. Gandole, principal J

2 Dr. Anand Naranje, 10ac Co-ordinator —

3 Ku. Madhuri Kopulwar, pirector, Physical Education ’/Mu’“y—
4 Ku. Ashwina Rangari, vept. of Math ?W

5 Dr. Sanjay Patil, pept. of English m A -

6 Dr. Dipak Shrungare, pept. of Economics | L/'L_sd)‘ [ ,,-) .
-

8

Mr. Prajwal Arekar AL%

Student, B.Com. (Commerce) Student Representative

The meeting was started with the principles address note. In the meeting, it has been decided to conduct
a program on Sexual Harassment. On regular basis a visit will be organized by the committee members

to various departments, library, and canteen in the campus. All heads of the d(eggtmems will be asked to

take observe any activity regarding Sexual Harassment in the campus.
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* Dr.Y. B, Gandole, Princlpal Antl Ilmlng tommht!e - (ontact: 9421731!23

. Mr.J.G. Suryawanshi, Coordinator, Grievance Redressal Cell | -Contact: 9420758188

- College - Contact:+917222237045

- police Station Dattapur Dhamangaon Rly ~ -Contact: +917222231054

National Anti-Ragging Help line Number
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