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~ UNIVERSITY GRANTS COMMISSION
New Delhi-110002, the —December 2012

F. No. 14-4/2012(CPP-II}—In exercise of the power
conferred under sub-section (1) of section 26 ‘of the
University Grants Commission Act,” 1956 (3 of 1956), the
University Grants Commission hereby makes the following
regulations, namely :—

1. Short title, application and commericement :—

(1} These regulations shall be called the University
Grants Commission {Grigvance Redressal)
Regulations, 2012.

(2) They shall apply to every University, whether
established or incorporated by or under a Central
Act or a State Act, and every institution recognised
by the University Grants Commmnission 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 of the
said Act.

(3) They shall come into force from the date of their
publication in the Official Gazette.

2. 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 stadent who has any
complaint in the matters concerned, with the grievances
defined under these regalations, and includes a persons
seeking admission to any institation of higher education;

1

(c) "college” means any institution, whether known as
such or by any other name, which provides for a course

- of study for obtaining any qualification from a university
and which, in accordance with the rules and regulations
of such university, is recognized as competent to provide
for such course of study and present students
undergoing such course of study for the examination for
the award of such qualification;

o dy "Commission” means the University Grants
- Commission established under section 4 of the UGC Act,
1956,

(e} “declared admissien policy™ means such policy for
admission to a course or program of study as may be
offered by the institution and published in the prospectus
referred to in sub-reguiation (1) of regulation 3;
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(f) “grievances’ include the following _'complaints of the aggrieved
students, namely: -

(i) making admission contrary to merit determined in accordance.
with the dectared admission policy of the institute;

{ii} irregularity in the admission process adopted by the institute;

~ ity refusing adrmission in accordance with the declared
admission pelicy of the institute;

(iv) non publication of prospectus, as specified;

(v} publishing any information in the prospecius, which is false
or misleading, and not based on facts; '

(vi) withhoid or refuse to return any document in the form of
cenificates of degree, diploma or any other award or other

_ document deposited with it by a person for the purpose of
seeking admission in such institution, with a view 1o induce or
compel such person to pay any fee or fees in respect of any
course or program of study which such person does not intend
to pursue;

{viiy demand of money in excess of that specified in the declared
admission poficy or approved by the competent authority to be
charged by such institution;

(viii) breach of the poficy for reservation in admission as may be
applicable,

(ix} complaints, of alleged discrimination of students, from the
Seheduled Castes, the Scheduled Tribes, Other Backward
Classes, Women, Minority or Disabled categories,

{x) non payment of delay in payment of scholarships to any
student that such institution is committed, under the conditions
imposed by University Grants Commission, of by any other
authority; _ o

(xi) delay in conduct of examinations or declaration of resuits
heyond that specified in the academic calendar;

(xii) on provision of student amsnities as may have heen
oromised or required to be provided by the institution;

(xiii) derial of guality education as promised at the time of
admission or required to be provided, :

(xiv) non transparent or unfair evaluation practices;
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(xv) harassment and victimisation of students, including sexual
harassment:

{g) "Grievance Redressal Committee’” means a committee constituted
under these regulations;

(h) “Higher Educational Institution” means a University within the meaning -
of clause (f} of Section 2, a college within the meaning of clause (b) of sub-
section (1) of Section 12A, and an institution deemed to be a University
declared under Section 3, of the University Grants Commission Act, 1956:

(i) “institution” for the purposes of these regulations, means university,
college or institution, -as the case may be; -

() "Office of profit” means an office which is capable of yielding a profit or -
pecuniary gain, and to which some pay, salary, emolument, remuneration
or non-compensatory allowance is attached;

{k) “Ombudsman” means the Ombudsman appointed under regullation 4 of
these regulations;

(1) “university” means a university established or incorpofated by or under
a Central Act or a State Act and includes an institution deemed to be
university dectared as such under Section 3 of the Act.

Mandatory publication of prospecius, its contents and pricing:--

(1) Every higher education institution, shail publish, before expiry of

sixty days prior the date of the commencement of the admission to any

of its courses or programmes of study, a prospectus containing the

following for the purposes of informing those persons intending te seek
- admission to stich institution and the general public, namely.—

(a) each component of the fee, depasits and other charges
payable by the students admitted to such institution for pursuing

a course or programme of study, and the other terms and
condtions of such payment; '

(b} the percentage of luition 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 programme of study and the time within, and the
manner in, which such refind shall be made to that student;

{c) the number of seats approved by the appropriate statutory
authority in respect of gach course or programme of study for
the academic year for which admission is proposed to be made;

{d) the conditions of eligibility including the minimum and
maximum age limit of persons for admission as a student in a

particular course or programme of study, where so specified by
the institution: - 3
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——

() the educationa qualifications specified by the relevant
appropriate statutory authority, or by the institution, where no
such qualifying standards have been specified by any statutory
authority;

(f} the process of admission and selection of eligible candidates
apptying for such admission, including alt relevant information in
regard to the details of test or examination for selecting such
candidates for admission to each Course or programme of study
and the amount of fee to be paid for the admission test;

(9) details of the teaching facurty, including therein the
educational qualifications and teaching experience of every
member of itg teaching faculty and also indicating therein
whether such members are on regular basis or as visiting
member;

(h} information in regard to physical and academic infrastructure
and cther fagilities including hostel accommodation, fibrary and

- hospital or industry wherein the practical training to be imparted
to the students and in particular -the facilitios accessible by
students on being admitted to the institution;

{i) broad outlines of the syllabus specified by the appropriate
statutory authority or by the institution, as the case may be, for
Cvery course or programme of study, including the teaching
hours, practicai sessions and other assignments;

() all refevant instructions in régard to maintaining the disciplitie
by students within or oulside the campus of the institution, and,
in particular such discipline relating to the prohibition of raggirig
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 ragulatory authority; and

(k} any such other information as may be specified by the
Commission:

Provided that an institution shall publish information referred fo in items
(@ to {j) of this sub regulation, on jts website, and the attention of
prospective studenis and the general public shall be drawn 1o such
publication on the website through  advertisements displayed
prominently in the different newspapers and through other media:
Provided further that an institution: may publish prospectus in
accordance with this sub regulation at any time before the period of
sixty days.

(2) Every institution shail fix the price of each printed copy of the
Brospectus, 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. -
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4. Appointment, tenure, removal and conditions of services under
grievance redressal mechanism ~ - '

(1) Each University shall appoint an Ombﬁdsméq for
redressal of grievances of students under these reguiations.

(2) The Ombudsman shall be a person who has been a
judge not below the rank of a District Judge or a retired
professor who has at least ten years’ experience as a professor.

(3)  The Ombudsman shall not, at the time of appointment,
during one year before such appointment, or in the course of his
tenure as Ombudsman, be in a conflict of interest with the
university where his personal relationship, professional affiliation
or financial interest may compromise or reasonably appear to

compromise, the independence of judgement foward the
university. :

(4)  The ombudsn'ian, or any member of his immediate family
shall not - |

- (@) hold or have held at any point in the past, any post
or, employment in the office of profit in the
University; ,

(b)  have any significant relationship, including
personal, family, professional or financial, with the
university;

(€} hold any position in university by whatever name

~ called, in the administration or governance
structure of the university.

(5) The Ombudsman in a State University shall be appointed
by the university on part-time basis from a panel of three names
recommended by the search committee consisting of the
following members, namely:-

(&) nomninee of the Governor of the State - Chairman;

(b} two Vice-Chancellors, by rotation from public
universities of the State to be nominated by the
State Government - Members;

(c) one Vice-Chancellor, by rotation from a private
university of the State to be nominated by the
State Goveérnment - Member: _

(d)  Secretary (Higher Education) of the State —
Member-- Convener.

(6) The Ombudsman in a Central University and institution
deemed to be university shail be appointed by the Central
University or institution as the case may be on part-time basis
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{1

from a panel of three names recommended by the search
committee consisting of the following members, namely:-

a)  Chairman of the University Grants Commission ‘or
' his hominee - Chairman: '
b) one Vice Chancellor from central university, by
rotation, to be nominated by the Central
Government - Member;
©) one Vice Chancellor from institution deemed to be
university, by rotation, to be nominated by the
Central ‘Government —~ Member;

d) , Joint Secretary to the Government of India in the
Ministry of Human Resource Development dealing
or incharge of the higher education - Member,

e) Joint Secretary in the office of the University
Grants Commission - Member - Convener

(7)  The Ombudsman shall be a part time officer appointed for

a period’cf three years or until he attains the age of seventy

year, whichever is earlier, from the date he resumes the office
and may be reappointed for another one term in the same
university.

(8)  The Ombudsman shall be paid a fees of Rs. 3000 per
day for hearing the cases, in addition to reimbursement of the
conveyance, ‘

(3)  The Ombudsman may be removed on charges of proven
misconduct or misbehavior or as defined under sub regulation
(3) and (4) of this regulation, by the concerned -appointing
authority,

(10) No order of removal of Ombudsman 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 such
Ombudsman has been informed of the charges against him and

given a reasonabie opportunity of being heard in respect of
those charges.

Grievance Redressal Committee -

In case of a coliege, the Vice Chancelior of the affiliating university
shall constitute a Grievance ‘Redressal Committee consisting of
five members for an individual college or a group of colleges
keeping in view the location of the college(s). )

The Grievance Redressal Committee shali be constituted by the
Vice-Chancellor of the affiliating university consisting of - '
a) a senior Professor of the University - ~ Chairman;
b) three senior teachers drawn from the affiliating colleges,
on rotation basis, to be nominated by the Vice-Charicellor
— Members;



THE GAZETTE OF INDIA, MARCH 23, 2013 (CHAITRA 2, 1933) {Part [11—Skc, 4

43

4

(5}

C) a student representing the college where the grlevance
has occurred to be nominated, based on academic merit,
by the concerned college - special invitee.

The Grievance Redressal Commitiee shall have a term of two
years,

The pravisicns of sub-regulations (8), (8) and (10} of regulation
4 and reguiaton 6 in respect of the matters of the
reimbursement and procedure and functions shall, mutatis
mutandis, apply to the Grievance Redressal Committee except
that the Grievance Redressal Committee shall communicate its
decision within ten days of receipt of the complaint.

Any person aggrieved by the decision of the Grievance
Redressal Committee may within a period of six days prefer an
- appeal to the Ombudsman.

Powers and funciions of ombudsman —

(1)

(3)

The Ombudsman shall exercise his powers to hear any grievance-

(a) of any student against the university or institution
affiliated to it or an institute, as the case may be, after the
student has availed of remedies availabie in such '
institution for redressal of grievance; and

of any applicant for admission as student to such
institution.

p—
o

No application for revaluation or remarking of answer sheets shali
be entertained by the Ombudsman unless specific irregularity

materially affecting the outcome or specific instance of
discrimination is indicated.

The Ombudsman shall have power to seek the assistance of any
person belonging to the Scheduled Castes, the Scheduled Tribes,
Socially and Economically Backward Classes, minority or disabled

category, as amicus curiae, for hearing complaints of alleged
discrimination.

Procedure in redressal of grievances'by Ombudsman and Grievance
Redressal Committes-

(1) Each institution shall establish. a reqgistry, headed by an
employee of the institute of appropriate rank as the Ombudsman
may decide, where any aggrieved student or perscn may make an
application seeking redressal of grievance.

{2} The address of the registry so established shall be pubﬁshed
widely including on the notice board and prospecius and piaced on
the website of the institution,
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(3) On receipt of an application by the registry, the emplioyee-in-
charge shall inform the Ombudsman or the Grievance Redressal

Committee, as the case may be, shall immediately provide a copy

1o the institution for furnishing its reply within seven days.

(4) The Ombudsman or the Grievance Redressal Committee, as the

case may be, shall fix a date for hearing the complaint which shall
be communicated to the institute and the aggrieved person either in
writing or electronically, as may be feasible..

(5) An aggrieved person® may appear gither in person of
represented by such person as may be authorised to present his
case.

(6) The Ombudsman or the Grievance Redressal Committee, as the
case may be, shall be guided by the principles of natural justice
while hearing the gtievance. :

(7) The Ombudsman or the Grievance Redressal Committee, as the .

case may be, shall ensure disposal of every application as speedily
as possible and not later than a month of receipt of the grievance.

(8) The institution shall co-operate with the Ombudsman or the
Grievance Redressal Committee, as the case may be, in redressal
of grievances and failure to do so may be reported by the
Ombudsman to the Commission.

(9) On the conclusion of proceedings, the Ombudsman or the
Grievance Redressal Committee, -as the case may be, shall pass
such order, with reasons for such order, as may be deemed fit to
redress the grievance and provide such refief as may be desirable
to the affected party at issue. '

(10) Every order under sub-regulation (9), under the signature of
ihe Ombudsman or the Grievance Redressal Committee, as the
case may be, shall be provided to the aggrieved person and the
institution and shall be placed on the website of the institution.

(11)The institution shall comply with the order of the Ombudsman or
the Grievance Redressal Committee, as the case may be, '

(12) Any order of the Ombudsman or the Grievance Redressal
Commitiee, as the case may be, not complied with by the institution
shall be reported to the Cormmission.

(12) A complaint shall be filed by the aggrieved student or his

parent of with a special permission from the Ombudsman or the
Grievance Redressal Committee, as the case may be,
by any other person. '

(14)In case of any faise or frivolous complaint, the ombudsman may
order appropriate action against the complainant.
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8. Information regarding Ombudsman Grievance Redfessa! Committee to
be published in prospectus - '

The University, the institution deemed to be university and the college
concerned shall provide detailed information regarding provisions of

~ Grievance Redressal Committee, Ombudsman angd the duties and
rights of students in their prospectus prominentty. '

9. Consequences of non-compliance —

The Commission shail in respect of any institution which wilifully
contravenes or repeatedly fails to comply with orders of the
Ombudsman or the Grievance Redressal Committee, as the case

may be, may proceed to taks one or more af the following actions,
namejy:-

(8)  withdrawal of declaration of fitness to receive grants
under section 128 of the Act;

() withhelding any grant allocated to the Institution; |

(¢)  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, inciuding  potential
candidates for admission, through a notice displayed
prominently in the newspapers or other suitable media-
and posted on the website of the Commission, declaring
that. the institution does not possess the minimum
standards for redressal of grievances;

(&) recommend to the affiliating university for withdrawa| of
affiliation, in case of a college;

{fl  recommend to the Central Government for withdrawal of
ceclaration as Institution deemed io be university, in case
of an institution deemed to be university;

(@) recommend to the appropriate State Government for
withdrawal of status as university in case of a university
established or incorporated under a State Act;

(h)  taking such other action within its powers as the ,

Commission may deem fit and impese such other:
penalties as may be provided in the Act for such duration
of time as the institution complies with the provisions of -
these Regulations: _
Provided that no action shall be taken by the Commission
under this regulation unless the institution has been given
an oppartunity to expiain its position and, opportunity of
veing heard has been provided to it, ! '

AKHILESH GUPTA
Secy.



Tfsedt Ho e WEe-33004/99 REGD. NO. D. L.-33004/99

MR S AT
CThe Gazette of India

EXTRAORDINARY
aqrr [1—3JvusE 4
PART III—Section 4

Wi | ety
PUBLISHED BY AUTHORITY

| 171] ¢ fooedl, Aam, WE 2, 2016/99T@ 12, 1938
No. 171] NEW DELHI, MONDAY, MAY 2, 2016/ VAISAKHA 12, 1938

A4 GEEA fIa 73y
(Rreafdener e ami)
SRRl
% fiwll, 2 7, 2016

fawafdere sgem mr (SR e GRE 4 At wHaRal td BEl @ Wfie Safted @
foRreeer, oy vd g guR) s 2015

. 4 91—1 /2013 (& v%. . vu—favafdeney srgam smanT affyam 1956 (1956 @1 3)
ot Saa sl @ g 20 @ SU—awUR (1) ¥ Wgad $U ¥ UgT oV 99 ARTH 26 & IgwmT
(1) @1 arr () gNT vew AR @ frarggs sguR fAvafaey S9em i wager A s
faffa #= <@ 8, A —

1. g ¥, AT g WA (1) 3 s Rwefearer sem e (S e derrt § afger
HHaTRal gd Bl @ ofie Salied & ey, iy vd 59 guw)  fafem, 2015 @eamg |
(2) 2 fafgw wa 99 # Wil Seaar Afde GRIMl R @1y EF |
(3) W& o193 # IS UHTeE DI AR F d AN AW A |
2. TR~ 59 fafzal d—aerd fvyewg @ aeld @ aruen oo 2—
@) s Afeen” @ o2f 2 fFW A oy o o e N After—ar 9' AR A & @1 79, Rl ord
wid H $iYa dR 9 ufaard) gR1 #iE e udreT @ ol & fer 6 8
@ rofafrme @ el 2 o vga d ket &1 dfe Selied (Prrewor, Ay vd ) sifefem,
2013 (2013 &7 14);

@) uRwR #1399 wF e A § 8 T8 W STy e ORI dU1 $9e] §dE W
GRYTE SR RS, TOETETAN, dder gfe, e, gd, e, BTE dvw, BEan, Hiee s,
e, aEd e[ e, IUgHl O e TUT oY i g O WRes &g, de, 9% ved
sanfe Reg € don forad oEl g™ Swf¥ien @ o3 & w9 ¥ SR far o 8-forg 4 gz
gRae wiffie 8 off 9% 9% W W o O & [y, 99 WM @ erdl g yH 2

2136 GI2016 (1
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TEIE WY, AT, Jegge ¥HYl, ER-9ue & forg, org—oaf gl Frgfaal & o, frfeRi @ forg
T fy O X8 I, GRSlE HRE, Waae s g vd € e aiafatnl e e
ofdd v HHEr derdr e Nie W @ Uh B B $U § 9 o I8 598 9% 9
g & wfEferd €

e @7 oief & fvafdener og T o favafdenerd oFe amanT JRIfEH 1956 (1956 B

3) & ST 4 B I IR €

‘o wfdEl” 9 o) 99 @fdadl | 2 S ue Ul aiafei § eriva @ o e Rl e

Seiiegd @ Frerad @1 aR wxA-aEr 9 W R afia 9 efie U 9 ame € S R
nfafafy § srka & aun YO afdd s S 8 9aar € a9y O afdm &1 e wEn
21 Yadl € sudr te all B suar JfYEs 8 9adl §;

(Tw) “@ER w1 ol 9w afdm d ] o afofrem § oRefa fear mn R qon sw g9 fffaal &

()

(%)

gfte & uffenel], Rrnefl serar @ o7 59 7@ | @ I 99 €1 e Iy § o ur,
WINaE, FAU-GETS NY-UEEe TE 9 IR H B Er FE, dun fE emE H,
aRATERI TR & gAu el RifaRt § srika @fdal 9 §;

“HRIER TTRET W aef @ STy fte W & UHd erien) iRer), | 5w W § a9 @

STd gl— e o EReE # Seody St Wk @ SR geEd |efod 8| ddeiie w9 3
A g wremEl @ oy, srier wiEer | el @ e Wit Sier 6 e avie
Jari (geffevor, Fra=or vd ordier) fFem e swe auged sl 7 gt T g

gk e e (TEEand) & i 3-ue Reaflorewm &1 agwe 2 @1 R (W) & sl

a%a‘f—c%aawz? VAT U HEIAenay & 3R 12 () & Su-argws (1) @1 axt (@) & f &
FTAR B AT Ue U1 e o A Rvafieren & wu § Reafiwiey sgeE smr sifefe
1956 (1956 T 8) & e 3 & A &

(@) “arRe Rrerag affy EAH) (EeTa srorca Bff) A sl & g R @ s 4

@ gu-fafeas (1) @ 3 & AR Ioaer e EIE gRT A @1 S drell aiRe Ridrrd
aftfy & 2 ol vsa @ & 9AF S aon o ferm wfsy 8 @9 & e Fadie
afafe @ dfte safsa dadl fage <@f (Ghoadlovave) W Fer o a=ike fegd
afafa @rein) @ su A gwifea o s anfey;

e, 91e @) Ael H Seaa e Gerd v giifea avm 5 5 R @ srfa eraRe
Rraraa eg & fow W Ue Fe o1 769 ongeys & | 93k & g e g9 fAfvesl & araurei
BT 959 BT,

e A § O ve weRn, & Ul deyel R witd 8, e ar A G = S @
f6 I TWRE A AUA F GE AN B WE § e Idred Aael Bl BT SeoEA I
AR & qread 9 fhar o w81 8- o9 e Afte salieT AWal B SRaE # ARERN &R,
A araRe g gsare ¥ T BiYa oifte Sailed M | 98EanT Byl sl G ared vudl
ERI @1 W1 W& S geara H sierar 6 geed # adik A Hivd e

(@) “difre ST &1 aef 8-
(i) T s st arane Rrad Bl wu A dAffte veei o g o 8 i ® sigan o

gAY e Aogd B, Sgargad el 8, e Bl § s U gfciae iR e
W) TRl UeT Bl € T aafdd rerdr gHal R uRemHl gRT SEfiHar @ R URd
we grell B ¥ aur ol vreenell § feterfag swifed o w egeR | @18 1 uE m
U AfE w1 A FE 9RO  (FR A9 dR ¥ A o 9R ) amEa-

(@) it wrEm1 @ gag B1g N B wiRe, AifEe svar IR Aifee @ wfdiea Fg
TR

@) <iffre e a1 SRy Rl
(@) cifreargad fewdft &




[ 49/ HI-=vs 4] SRA &1 TATF : TR )

(8) IMIR® ®U | Heel JT SHfaT YT AN RE B B BRAT
() sreeirer wifecg

(i) ﬁmﬁﬁaﬁuﬁﬁﬁ%ﬁﬁmﬁ(&mﬁ?a@m@mﬂﬁﬁ)aﬁﬁﬁwmﬁ
dlrar 98 O {6l @afa & aR A ® w1 Suw §ild @ Ry age wu @ a1 By w3
offte Haa foy 8-

(34)%ﬁﬁﬁmm&m@aﬁﬂmwéﬁmmﬁﬁﬁ?ﬁwaﬁ%mﬁ&

(@) & @ froea J B0 $9 F a1 D IR A sHEe son @ g,

(%) Vag @fdq & aem seE Ias e @ ufy Bl dr 3 @ @Y ak @ g S

(@) v zeed 9 s a1 gvgel ardrawr ver e,

(€) T @GER WA S f5 Wag afin @ wWRem Iwa guen, ufier st Sue TR

gedl ®I gUTIfT B qrer &

5 BT W BT el 59 wfed & fo @ Ry faftaa gde fren gon @, o Prafa wu @ @ @
R S 9 v Soa R dem 3 e srame TGIHH BT TR XY VET & R g
afdy gfRrerr greasmy f e &

e, W Bl B @ W ot #¢ I SoliieT & wew A £ S w= R Gk
IR # e o @ gl § 2 waft g vaw ora @ gem ® of o9 RfEE @ oM W
S B9 & I R W BT BT A S0

WWWWG‘IWumm%ﬁ?ﬁﬁwmﬁmW%MWWﬁWﬁm%
aihww%u%aﬁéﬁﬁmaﬁmaﬁw%aﬁaﬁwwﬁwwmwm;

(@) fodd e @fdd g™t Sefis 9w Rafd &) gofar & o9 e scied @1 Te el o
AT g A1 6l arR @ e gy @) U B A 1 o) oW 9w e R 3 i
A1 T B e T WA ¥ TF TS & W 99 3= B B A7 sqdvy
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MINISTRY OF HUMAN RESOURCE DEVELOPMENT
(University Grants Commission)
NOTIFICATION
New Delhi, the 2nd May, 2016

University Grants Commission (Prevention, prohibition and redressal of sexual harassment of women
employees and students in higher educational institutions) Regulations, 2015

No.

F. 91-1/2013(TFGS).—In exercise of the powers conferred by clause (g) of sub-section (1) of section 26

of the University Grants Commission Act, 1956 (3 of 1956), read with sub-section (1) of Section 20 of the
said Act. the University Grants Commission hereby makes the following regulations, namely:-

) |

(a)

(®)

(c)

Short title, application and commencement.—(1) These regulations may be called the University
Grants Commission (Prevention, prohibition and redressal of sexual harassment of women employees
and students in higher educational institutions) Regulations, 201 5

(2) They shall apply to all higher educational institutions in India.
3) They shall come into force on the date of their publ ication in the Official Gazette.
Definitions.—In these regulations, unless the context otherwise requires,-

“agerieved woman™ means in relation to work place, a woman of any age whether employed or not, who
alleges to have been subjected to any act of sexual harassment by the respondent;

Act’ means the Sexual Harassment of Women at Waorkplace (Prevention, Prohibition and Redressal) Act,
2013 (14 of 2013);

“campus” means the location or the land on which a Higher Educational Institution and its related
institutional facilities like libraries, laboratories, lecture halls, residences, halls, toilets, student centres,
hostels, dining halls, stadiums, parking areas, parks-like settings and other amenities like health centres,
canteens, Bank counters, etc., are situated and also includes extended campus and covers within its scope
places visited as a student of the HEI including transportation provided for the purpose of commuting to
and from the institution, the locations outside the institution on field trips, internships, study tours,
excursions, short- term placements, places used for camps , cultural festivals, sports meets and such other
activities where a person is participating in the capacity of an employee or a student of the HEI:
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(d)

(e)

(f

(h)

(i)

9))

(k)

Commission™ means the University Grants Commission established under section 4 of the University
Grants Commission Act, 1956 (3 of 1956);

“covered individuals” are persons who have engaged in protected activity such as filing a sexual
harassment charge, or who are closely associated with an individual who has engaged in protected activity
and such person can be an employee or a fellow student or guardian of the offended person;

“employee” means a person as defined in the Act and also includes, for the purposes of these Regulations
trainee, apprentice (or called by any other name), interns, volunteers, teacher assistants, research
assistants, whether employed or not, including those involved in field studies, projects, short-visits and
camps;

“Executive Authority” means the chief executive authority of the HEI, by whatever name called, in which

the general administration of the HEI is vested. For public funded institutions the Executive Authority
means the Disciplinary Authority as indicated in Central Civil Services (Classification, Control and
Appeal) Rules, 1965 or its equivalent rules;

“Higher Educational Tnstitution” (HEI) means a university within the meaning of clause ( j) of section 2, a

college within the meaning of clause(b) of sub-section (1) of section 12A and an institution deemed to be
a University under section 3 of the University Grants Commission Act, 1956 (3 of 1956);

“Internal Complaints Committee” (ICC) means Internal Complaints Committee to be constituted by an
HET under sub regulation (1) of regulation 4 of these regulations. Any existing body already functioning
with the same objective (like the Gender Sensitization Committee Against Sexual Harassment
(GSCASH)) should be reconstituted as the ICC;

Provided that in the latter case the HEI shall ensure that the constitution of such a Body is as required for
ICC under these regulations. Provided further that such a Body shall be bound by the provisions of these
regulations;

“protected activity” includes reasonable opposition to a practice believed to violate sexual harassment
laws on behalf of oneself or others such as participation in sexual harassment proceedings, cooperating
with an internal investigation or alleged sexual harassment practices or acting as a witness in an
imvestigation by an outside agency or in litigation;

“sexual harassment” means-

(1) “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 includes any one or more or all of the following
unwelcome acts or behaviour (whether directly or by implication), namely;-

(a) any unwelcome physical, verbal or non verbal conduct of sexual nature:
(b) demand or request for sexual favours;

(¢) making sexually coloured remarks

(d) physical contact and advances; or

(c) showing pornography”

(11) any one (or more than one or all) of the following circumstances, if it occurs or is present in
relation or connected with any behaviour that has explicit or implicit sexual undertones-

(a) implied or explicit promise of preferential treatment as quid pro quo for sexual favours;

(b) implied or explicit threat of detrimental treatment in the conduct of work;

(¢) implied or explicit threat about the present or future status of the person concerned;

(d) creating an intimidating offensive or hostile learning environment;

(e) humiliating treatment likely to affect the health, safety dignity or physical integrity of the

person concern ed;
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(1) “student” means a person duly admitted and pursuing a programme of study either through regular mode

or

distance mode, including short-term training programmes in a HEL;

Pravided that a student who is in the process of taking admission in HEIs campus, although not yet
admitted, shall be treated, for the purposes of these regulations, as a student of that HEI, where any
incident of sexual harassment takes place against such student;

Provided that a student who is a participant in any of the activities in a HET other than the HEI where
such student is enrolled shall be treated, for the purposes of these regulations, as a student of that HEI
where any incident of sexual harassment takes place against such student;

(m) “third Party Harassment” refers to a situation where sexual harassmenl occurs as a result of an act or

omi

ssion by any third party or outsider, who is not an employee or a student of the HEL but a visitor to

the HEI in some other capacity or for some other purpose orreason;

(n) “victimisation” means any unfavourable treatment meted out to a person with an  implicit or explicit
intention to obtain sexual favour;

(0) “workplace” means the campus of a HEI including-

(a)

(b)
(c)

(@)

(e)

()

(g)

(h)

(a)

(b)

(c)

Any department, organisation, undertaking, establishment, enterprise, institution, office, branch or
unit which is established, owned, controlled or wholly or substantially financed by funds provided
directly or indirectly by the appropriate HEIs:

Any sports institute, stadiwn, sports complex or competition or games venue, whether residential or
not used for training, sports or other activities relating thereof in HEIs;

Any place visited by the employee or student arising out of or during the course of employment or
study including transportation provided by the Executive Authority for undertaking such journey for
study in HEIs.

Responsibilities of the Higher Educational Institution- (1) Every HEI shall,-

Wherever required, appropriately subsume the spirit of the above definitions in its policy and
regulations on prevention and prohibition of sexual harassment against the employees and the
students, and modify its ordinances and rules in consonance with the requirements of the Regulations:

publicly notify the provisions against sexual harassment and ensuretheir wide dissemination;

organise training programmes or as the case may be, workshops for the officers, functionaries. faculty
and students, as indicated in the SAKSHAM Report (Measures for Ensuring the Safety of Women and
Programmes for Gender Sensitization on Campuses) of the Commission, Lo sensitize them and ensure
knowledge and awareness of the rights, entitlements and responsibilities enshrined in the Act and
under these regulations;

act decisively against all gender based violence perpetrated against employees and students of all
sexes recognising that primarily women employees and students and some male students and students
of the third gender are vulnerable to many forms of sexual harassment and humiliation and
exploitation;

publicly commit itself to a zero tolerance policy towards sexual harassment:

reinforce its commitment to creating its campus free from discrimination, harassment, retaliation or
sexual assault at all levels;

create awareness about what constitutes sexual harassment including hostile environment harassment
and quid pro quo harassment;

include in its prospectus and display prominently at conspicuous places or Notice Boards the penalty
and consequences of sexual harassment and make all sections of the institutional community aware of
the information on the mechanism put in place for redressal of complaints pertaining to sexual
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(k)

()

(m)

(m)

(0)

(p)

(q)

3.2

harassment, contact details of members of Tnternal Complaints Committee , complaints procedure and
80 on. Any existing body already functioning with the same objective (like the Gender Sensitization
Committee Against Sexual Harassment (GSCASH)) should be reconstituted as the ICC:

Provided that in the latter case the HEI shall ensure that the constitution of such a Body is as required
for ICC under these regulations. Provided further that such a Body shall be bound by the provisions of
these regulations;

inform employees and students of the recourse available to them if they are viclims of sexual
harassment;

organise regular orientation or training programmes for the members of the ICC to deal with
complaints, steer the process of settlement or conciliation, ete.. with sensitivity;

proactively move to curb all forms of harassment of employees and students whether it is from those
in 4 dominant power or hierarchical relationship within HEIs or owing to intimate partner violence or
from peers or from elements outside of the geographical limits of the HEI;

be responsible to bring those guilty of sexual harassment against its employees and students to book
and initiate all proceedings as required by law and also put in place mechanisms and redressal systems

like the ICC to curb and prevent sexual harassment on its campus;

treat sexual harassment as a misconduct under service rules and initiate action for misconduct if the
perpetrator is an employee;

treat sexual harassment as a violation of the disciplinary rules (leading up to rustication and
expulsion) if the perpetrator is a student;

ensure compliance with the provisions of these regulations, including appointment of ICC, within a
period of sixty days from the date of publication of these regulations;

monitor the timely submission of reports by the ICC;

prepare an annual status report with details on the number of cases filed and their disposal and submit
the same to the Commission.

Supportive measures.—(1) The rules, regulations or any such other instrument by which ICC shall

function have to be updated and revised from time-to-time, as court judgments and other laws and rules will
continue to revise the legal framework within which the Act is to be implemented.

(2) The Executive Authority of the HEIs must mandatorily extend full support to see that the
recommendations of the ICC are implemented in a timely manner. All possible institutional resources
must be given to the functioning of the ICC, including office and building infrastructure (computers,
photocopiers, audio-video, equipment, etc.), staff (typists, counselling and legal services) as, well as a
sufficient allocation of financial resources.

(3) Vulnerable groups are particularly prone to harassment and also find it more difficult to
complain. Vulnerability can be socially compounded by region, class, caste, sexual orientation,
minority identity and by being differently abled. Enabling committees must be sensitive to such
vulnerabilities and special needs.

(4) Since research students and doctoral candidates are particularly vulnerable the HEIs must
ensure that the guidelines for ethics for Research Supervision are put in place.

(5) All HEIs must conduct a regular and half yearly review of the efficacy and implementation of
their anti-sexual harassment policy.
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(6) All Academic Staff Colleges (now known asHuman Resource Development Centres
(HRDCs) and Regional Centres for Capacity Building (RCCBs) must incorporate sessions on gender
in their orientation and refresher courses. This should be across disciplines, and preferably
mainstreamed using the UGC SAKSHAM Report which provides indicative modules in this regard.

(7 Orientation courses for administrators conducted in HETs must have a module on gender
sensitization and sexual harassment issues. Regular workshops are Lo be conducted for all sections of
the HEI community.

(8) Counselling services must be institutionalised in all HEIs and must have well trained full-time
counsellors.

(9) Many HEIs having large campuses have a deficit in lighting and are experienced as unsafe
places by the institutional community. Adequate lighting is a necessary aspect of infrastructure and
maintenance,

(10)  Adequate and well trained security including a good proportion or balance of women security
staff is necessary. Security staff must receive gender sensitization training as a part of conditions of
appointment,

(11)  HEIs must ensure reliable public transport, especially within large campuses between
different sections of the HEI, hostels, libraries, laboratories and main buildings, and especially those
that do not have good access for day scholars. Lack of safety as well as harassment is exacerbated
when employees and students cannot depend on safe public transport. Reliable transport may be
considered by HEIs to enable employees and students to work late in libraries, laboratories and to
attend programmes in the evenings.

(12)  Residential HEIs should accord priority to construction of women’s hostels. For the growing
population of young women wishing to access higher education, hostel accommodation is desirable in
both urban and rural areas and at all levels of higher education which provides a modicum of
protection from harassment of all kinds.

(13)  Concern for the safety of women students must not be cited to impose discriminatory rules for
women in the hostels as compared to male students. Campus safety policies should not result in
securitization, such as over monitoring or policing or curtailing the freedom of movement, especially
for women employees and students.

(14)  Adequate health facilities are equally mandatory for all HEIs. In the case of women this must
include gender sensitive doctors and nurses, as well as the services of a gynaecologist.

(15)  The Women's Development Cells in colleges shall be revived and funded to be able to carry
out the range of activities required for gender sensitizationand remain autonomous of the functioning
of anti sexual harassment committees and ICCs. At the same time they shall extend their activities o
include gender sensitization programmes in consultation with ICCs and help to disseminate anti-
sexual harassment policies on campuses on a regular basis. The ‘cultural’ space and the ‘formal
academic space’ need to collaborate to render these workshops innovative, engaging and non-
mechanical.

(16) Hostel Wardens, Provosts, Principals, Vice Chancellors, Legal Officers and other
functionaries must be brought within the domain of accountability through amendmentsin the rules or
Ordinances where necessary.

o

g
Pl
il

4, Grievance redressal mechanism.—(1) Every Executive Authority shall constitute an Internal
Complaints Committee (ICC) with an inbuilt mechanism for gender sensitization against sexual harassment.
The ICC shall have the following composition:-

=it
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(6)

5.
shall:

(a)

(a) A Presiding Officer who shall be a woman faculty member employed at a senior level (not below
a Professor in case of a university, and not below an Associate Professor or Reader in case of a
college) at the educational institution, nominated by the Executive Authority;

Provided that in case a senior level woman employee is not available, the Presiding Officer shall
be nominated from other offices or administrative units of the workplace referred to in sub-section

2(0);

Provided further that in case the other offices or administrative units of the workplace do not have
a senior level woman employee, the Presiding Officer shall be nominated from any other
workplace of the same employer or other department or organization;”

(b) two faculty members and two non-teaching employees, preferably committed to the cause of
women or who have had experience in social work or have legal knowledge, nominated by the
Executive Authority;

(c) Three students, if the matter involves students, who shall be enrolled at the undergraduate,
master’s, and research scholar levels respectively, elected through transparent democratic
procedure;

(d) one member from amongst non-government organisations or associations committed to the cause

of women or a person familiar with the issues relating to sexual harassment. nominated by the
Executive Authority.

At least one-half of the total members of the ICC shall be women.
Persons in senior administrative positions in the HEI, such as Vice- Chancellor, Pro Vice-Chancellors,
Rectors, Registrar, Deans, Heads of Departments, etc., shall not be members of ICCs in order to

ensure autonomy of their functioning.

The term of office of the members of the ICC shall be for a period of three years. HEIs may also
employ a system whereby one —third of the members of the ICC may change every year.

The Member appointed form amongst the non-governmental organizations or associations shall be
paid such fees or allowances for holding the proceedings of the Internal Committee, by the Executive

Authority as may be prescribed.

Where the Presiding Officer or any member of the Internal Committee:

(a) contravenes the provisions of section 16 of the Act; or

(h) has been convicted for an offence or an inquiry into an offence under any law for the time
being in force is pending against him; or

(c) he has been found guilty in any disciplinary proceedings or a disciplinary proceeding is

pending against him; or
(d) has so abused his position as to render his continuance in office prejudicial to the public
interest,

such Presiding Officer or Member, as the case may be, shall be removed from the Commiltcé and the

vacancy so created or any casual vacancy shall be filled by fresh nomination in accordance with the
provisions of this section.”

Responsibilities of Internal Complaints Committee (ICC) - The Internal Complaints Committee

provide assistance if an employee or a student chooses to file a complaint with the police;
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(b) provide mechanisms of dispute redressal and dialogue to anticipate and address issues through just
and fair conciliation without undermining complainant’s rights, and minimize the need for purely
punitive approaches that lead to further resentment, alienation or violence;

(c) protect the safety of the complainant by not divulging the person’s identity, and provide the
mandatory relief by way of sanctioned leave or relaxation of attendance requirement or transfer Lo
another department or supervisor as required during the pendency ol the complaint, or also provide
for the transfer of the offender;

(d) ensure that victims or witnesses are not victimised or discriminated against while dealing with
complaints of sexual harassment; and
(e) ensure prohibition of retaliation or adverse action against a covered individual because the employee

or the student is engaged in protected activity.

6. The process for making complaint and conducting Inquiry — The ICC shall comply with the
procedure prescribed in these Regulations and the Act, for making a complaint and inquiring into the
complaint in a time bound manner. The HEI shall provide all necessary facilities to the 1CC to conduct the
inquiry expeditiously and with required privacy

i Process of making complaint of sexual harassment - 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 Committee shall render all reasonable assistance to the person for making the complaint in writing:

Provided further that the ICC may, for the reasons to be accorded in the writing, extend the time limit 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, 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 in capacity or death.

8. Process of conducting Inquiry- (1) The ICC shall, upon receipt of the complaint, send one copy of
the complaint to the respondent within a period of seven days of such receipt.
(2) Upon receipt of the copy of the complaint, the respondent shall file his or her reply to the complaint

along with the list of documents, and names and addresses of witnesses within a period of ten days.

(3) The inquiry has to be completed within a period of ninety days from the receipt of the complaint. The
inquiry report, with recommendations, if any, has to be submitted within ten days from the completion of the
inquiry to the Executive Authority of the HEL Copy of the findings or recommendations shall also be served
on both parties to the complaint.

(4) The Executive Authority of the HET shall act on the recommendations of the committee within a

period of thirty days from the receipt of the inquiry report, unless an appeal against the findings is filed within
that time by either party.

(5) An appeal against the findings or /recommendations of the ICC may be filed by either party before the
Executive Authority of the HEI within a period of thirty days from the date of the recommendations.

(6) If the Executive Authority of the HEI decides not to act as per the recommendations of the ICC. then
it shall record written reasons for the same to be conveyed to ICC and both the parties to the proceedings. If
on the other hand it is decided to act as per the recommendations of the ICC, then a show cause notice,
answerable within ten days, shall be served on the party against whom action is decided to be taken. The
Executive Authority of the HEI shall proceed only after considering the reply or hearing the aggrieved person.

(7N The aggrieved party may seek conciliation in order to settle the matter. No monetary settlement
should be made as a basis of conciliation. The HEI shall facilitate a conciliation process through ICC. as the
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case may be, once it is sought. The resolution of the conflict to the full satisfaction of the aggrieved party
wherever possible, 1§ preferred to purely punitive intervention,

(8) The identities of the aggrieved party or victim or the witness or the offender shall not be made public
or kept in the public domain especially during the process of the inquiry.

9. Interim redressal-The HEI may,

(a) transfer the complainant or the respondent to another section or department to minimise the risks
involved in contact or interaction, if such a recommendation is made by the 1CC;

(b) grant leave to the aggrieved with full protection of status and benefits for a period up to three months;

(c) restrain the respondent from reporting on or evalnating the work or performance or tests or examinations
of the complainant;

(d) ecnsure that offenders are warned to keep a distance from the aggrieved, and wherever necessary, if there
is a definite threat, restrain their entry into the campus;

(e) take strict measures to provide a conducive environment of safety and protection to the complainant
against retaliation and victimisation as a consequence of making a complaint of sexual harassment.

10. Punishment and compensation- (1) Anyone found guilty of sexual harassment shall be punished in
accordance with the service rules of the HEI, if the offender is an employee.

(2) Where the respondent is a student, depending upon the severity of the offence, the HEI may,-

(a) withhold privileges of the student such as access to the library, auditoria, halls of residence,
transportation, scholarships, allowances, and identity card;

(b) suspend or restrict entry into the campus for a specific period;

(c) expel and strike off name from the rolls of the institution, including denial of readmission, if the
offence so warrants;

(d) award reformative punishments like mandatory counselling and, or, performance of community
services,

(3) The aggrieved person is entitled to the payment of compensation. The HEI shall issue direction for
payment of the compensation recommended by the ICC and accepted by the Executive Authority, which
shall be recovered from the offender. The compensation payable shall be determined on the basis of-

(a) mental trauma, pain, suffering and distress caused to the aggrieved person;
(b) the loss of career opportunity due to the incident of sexual harassment;
(¢) the medical expenses incurred by the victim for physical, psychiatric treatment;

(d) the income and status of the alleged perpetrator and victim; and
(e) the feasibility of such payment in lump sum or in instalments.

11. Action against frivolous complaint.—To ensure that the provisions for the protection of employees
and students from sexual harassment do not get misused, provisions against false or malicious complaints
have to be made and publicised within all HEIs. If the ICC concludes that the allegations made were false,
malicious or the complaint was made knowing it to be untrue, or forged or misleading information has been
provided during the inquiry, the complainant shall be liable to be punished as per the provisions of sub-
regulations (1) of regulations 10, if the complainant happens to be an employee and as per sub-regulation (2)
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of that regulation. if the complainant happens to be a student. However, the mere inability to substantiatc a
complaint or provide adequate proof will not attract attention against the complainant. Malicious mntent on the
part of the complainant shall not be established without an inquiry, in accordance with the procedure
prescribed. conducted before any action is recommended.

12.

Consequences of non-compliance.—(1) The Commission shall. in respect of any institution that will

fully contravenes or repeatedly fails to comply with the obligations and duties laid out for the prevention,
prohibition and redressal of sexual harassment of employees and students, take one or more of the following
actions after providing due notice: -

(@)

(b)

(€)
(d)

(e)

(0

(g)

(h)

(i)

withdrawal of declaration of fitness to receive grants under section 12B of the University Grants
Commission Act, 1956.

removing the name of the university or college from the list maintained by the Commission under
clause (1) of section 2 of said Act, 1956;

withholding any grant allocated to the institution;

declaring the institution ineligible for consideration for any assistance under any of the general or
special assistance programmes of the Commission;

informing the general public, including potential candidates for employment or admission, through a
notice displayed prominently in the newspapers or other suitable media and posted on the website of the
Commission, declaring that the institution does not provide for a zero tolerance policy against scxual
harassment;

recommending the affiliating university for withdrawal of affiliation, in case of a college:

recommending the Central Government for withdrawal of declaration as an institution deemed to be
university, in case of an institution deemed to be university;

recommending the appropriate State Government for withdrawal of statns as university in case of a
university established or incorporated under a State Act.

taking such other action within its powers as it may deem fit and impose such other penalties as may be
provided in the University Grants Commission Act, 1956 for such duration of time till the institution
complies with the provisions of these regulations.

No action shall be taken by the Commission under these regulations unless the Institution has been
given an opportunity to explain its position and an opportunity of being heard has been provided to it.
[Advt.-1T1/4/Exty./53]

JASPAL S. SANDHU, Secy. UGC
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F.No. 14-4/2012(CPP-II) 7th December, 2018

PUBLIC NOTICE

ON
UGC (GRIEVANCE REDRESSAL) REGULATIONS., 2018

UGC had notified UGC (Grievance Redressal) Regulations, 2012 in official
Gazette of Indiaon 237 March, 2013.These regulations were aimed at
addressing and effectively resolving grievances of students related to Higher

Educational Institutions.

The UGC had received a number of responses on these regulations and
hence constituted an Expert Committee to revisit UGC (Grievance Redressal)
Regulations, 2012. The draft University Grants Commission (Grievance Redressal
of Students) Regulations, 2018 prepared by the Committee is attached herewith
for observations and suggestions of stakeholders. The feedback and comments on

the above draft may be sent to UGC via email grmhei.201 mail.com on or

=l

(Prof. Rajnish Jain)

before 315t December, 2018.



UNIVERSITY GRANTS COMMISSION
BAHADUR SHAH ZAFAR MARG
NEW DELHI - 110 002

NOTIFICATION
F.No.14-4/2012 (CPP-Il)

New Delhi, the __ October, 2018

In exercise of the power 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:

1. SHORT TITLE, APPLICATION AND COMMENCEMENT:

a) These regulations shall be called as the University Grants
Commission (Grievance Redressal of Students) Regulations, 2018.

by They shall apply to all HEIs, whether established or incorporated by
or under a Central Act or a State Act, and every institution
recognised 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 of the said Act.

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

2. 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 concerned with the grievances defined under these
regulations, and includes a person seeking admission to any
institution of higher education;

(¢) “college” means any institution, whether known as such or by any
other name, which provides for a course of study for obtaining any
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qualification from a university and which, in accordance with the
rules and regulations of such university, is recognised as competent
to provide for such course of study and present students

undergoing such course of study for the examination for the award
of such qualification;

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

(e) “declared admission policy” means such policy for admission to a
course or program of study as may be offered by the institution and
published in the prospectus referred to in sub-regulation (1) of
regulation 3;

(f) “grievances” include the following complaints of the aggrieved
students, namely:

vi.

vii.

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

irregularity in the admission process adopted by the
institution;

refusing admission in accordance with the declared admission
policy of the institution;

non publication of prospectus, (either hard copy / online) as
specified in these regulations;

publishing any information in the prospectus, which is false or
misleading, and not based on facts;

withhold or refuse to return any document in the form of
certificates of degree, diploma or any other award or other
document deposited with it by a students 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
coursé or program of study which such student does not
intend to pursue;

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

2| Baae



viii. breach in reservation policy in admission as may be
applicable;

ix. nonpayment or delay in payment of scholarships to any
student that such institution is committed, under the
conditions imposed by University Grants Commission, or by
any other authority;

x. delay in conduct of examinations or declaration of results
beyond the specified schedule in the academic calendar;

xi. on provision of student amenities as may have been promised
or required to be provided by the institution;

xii. non transparent or unfair evaluation practices;

xiii. Refund of fees, in case a student withdraws the admission
within the stipulated time as mentioned in the prospectus, as
notified by the Commission from time to time.

(g) “Department Grievance Redressal Committee” means a committee
constituted under these regulations, at the level of a Department.

(h) “Institutional Grievance Redressal Committee” means a committee
constituted under these regulations, at the level of an Institution.

(i) “College Grievance Redressal Committee” means a committee
constituted under these regulations, at the level of a college.

(i) “University Grievance Redressal Committee” means a committee
constituted under these regulations, at the level of a University.

(k) “Higher Educational Institution” means a University within the
meaning of clause (f} of Section 2, a college within the meaning of
clause (b) of sub-section (1) of Section 12A, and an institution
deemed to be a University declared under Section 3, of the
University Grants Commission Act, 1956;

() “Institution” for the purposes of these regulations, means any
university, college or such other institutions, as the case may be,

(m) “Office of profit” means an office which is capable of yielding a
profit or pecuniary gain, and to which some pay, salary, emolument,
remuneration or non-compensatory allowance is attached,
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(n) “Ombudsperson” means the Ombudsperson appointed under these
regulations;

(0) “University” means a university established or incorporated by or
under a Central Act or a State Act and includes an institution

deemed to be university declared as such under Section 3 of the
Act.

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

i. Every higher educational 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) 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;

(b) 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,;

(d) 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;
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(e) each component of the fee, deposits and other charges

(f)

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 specified heads or categories, minimum and
maximum fine may be imposed.

(g) 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;

(h) details of the teaching faculty, including their educational

(i)

0

qualifications, alongwith the category they belong to
Regular / visiting ----- and teaching experience of every
member of its teaching faculty.

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 to be imparted to the
students and in particular the facilities accessible by
students on being admitted to the institution,;

all relevant instructions in regard to maintaining the
discipline by students within or outside the campus of the
institution.

(k) any other information as may be specified by the

Commission:

Provided that an institution shall publish / upload information referred to
in items (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
prominently in different newspapers and through other media:

on the website through advertisements displayed

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

4. GRIEVANCE REDRESSAL COMMITTEES (GRC):

A.

Department Grievance Redressal Committee (DGRC})

(i)

(ii)

(i)

(iv)

(v)

(vi)

In case of universities, all complaints relating to a
department shall first be addressed to Department
Grievance Redressal Committee (DGRC) to be
constituted at the level of departments/school/center
whose composition shall be as follows:

a) Head of the Department / School / Center —
Chairperson

b) a Professor from outside the department / school /
center to be nominated by the Head of HEI -
Member

c) A faculty member well-versed with grievance
redressal mechanism to be nominated by the
Head of the Department — Member.

The Chairperson and members of the committee shall
have a term of two years.

The quorum for the meeting shall be two, including
Chairperson.

The DGRC shall follow the principles of natural justice
while deciding the grievances of the students.

The DGRC shall make efforts to resolve the grievance
within the stipulated period and shall submit its report to
the Head of the Institution within a period of 15 days from
the date of receipt of complaint to the DGRC.

The DGRC shall provide a copy of the report to the
aggrieved person(s).

Institutional Grievance Redressal Committee (IGRC)
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(i) The complaints not related to departments/schools /
center and the grievances not resoclved at the DGRC shall
be referred to the Institutional Grievance Redressal
Committee (IGRC) to be constituted by Head of the HEI,
whose composition shall be as follows:

(@) Pro-Vice Chancellor / Dean/ Senior academician of
HEI — Chairperson.

(b) Dean of students/Dean, Students Welfare

(¢) Two senior academicians other than Chairperson.

(d) Proctor / Senior academician

(i) The above Committee shall be approved by the statutory
body of institution (Executive Council or its equivalent).

(i) The Chairperson of IGRC and DGRC shall not be the
same. The tenure of the Committee members shail be two
years.,

(iv) The quorum for the meetings shall be three, including
Chairperson.

(v) The IGRC shall consider the recommendation of DGRC
while giving its recommendations. However, the IGRC
shall have the power to review recommendations of the
DGRC.

{(vi) The IGRC shall follow the principles of natural justice while
deciding the grievances.

(vii) The IGRC shall send the report and the recommendations
to the Head of the HEI within in a period of 15 workings
days from the date of receipt of grievance, or appeal or
recommendations of the DGRC.

(viyThe IGRC shall provide a copy of the report to the
aggrieved person(s).

. College Grievance Redressal Committee {CGRC)
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D.

()

(ii)
(iii)

(iv)

v)

In case of colleges, all complaints shall first be
addressed to College Grievance Redressal Committee
(CGRC) whose composition shall be as follows:

a)  Principal of the college -Chairperson
b) Two senior faculty members nominated by the
principal of the College.

The tenure of the members shall be two years.

The quorum for the meeting shall be two, including
Chairperson.

The CGRC shall follow the principles of natural justice
while considering the grievances of the students.

The CGRC shall send the report and recommendations to
the Vice-Chancellor of the affiliating university within a
period of 15 days of receiving the complaint.

University Grievance Redressal Committee (UGRC)

(i)

(ii)

(iii)

In case of grievances not resolved by CGRC, it shall be
referred to University Grievance Redressal Committee
(UGRC) for which the Vice-chancellor of the affiliating
university shall constitute a University Grievance
Redressal Committee (UGRC) consisting of five
members for a individual colieges or a group of colleges
keeping in view the location of the college(s). The UGRC
shall be constituted by the Vice-chancellor of the
affiliating university consisting of :

a) A senior Professor of the university — Chairperson

b) Dean, Student Welfare or its equivalent - Member

c) Three Principals drawn from the affiliating
colleges, on rotation basis to be nominated by the
Vice-Chancellor - Members

The Chairperson and members of the committee shall
have a term of two years.

The quorum for the meeting shall be two, including
Chairperson.

Doy g
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(iv)  The CGRC shall follow the principle of normal justice
while deciding the grievance of the students.

(v The CGRC shall send the report and the
recommendations to the principal of the college within a
period of 15 days of receiving the complaint.

Any person aggrieved by the decision of the Institutional
Grievance Redressal Committee or University Grievance
Redressal Committee may within in a period of six days prefer
an appeal to the Ombudsperson.

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

(i)

(ii)

(iii)

(v)

V)

Each HE| shall appoint an Ombudsperson for redressal of
grievances of students under these regulations.

The Ombudsperson shall be a person not related to the university
and who is a retired Vice-Chancellor, Registrar or a faculty
-member who has at least ten years of experience as a Professor.

The Ombudsperson shall not be in any conflict of interest with the
university, either before or after his appointment.

The Ombudsperson, or any member of his immediate family shall
not -

(@) hold or have held at any point in the past, any post or,
employment in any office of profit in the university;

(b) have any significant relationship, including personal, family,
professional or financial, with the university:

{¢) hold any position in university by whatever name called, in the
administration or governance structure of the university.

The Ombudsperson in a State University shall be appointed by the
Executive council of the university on part-time basis from a panel
of three names recommended by the search committee consisting
of the following members, namely:-
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(a) Nominee of the Governor of the State or his nominee -
Chairperson

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

(c) Vice-Chancellor of the concerned State University — Member

(d) Registrar of the concerned State University — Secretary (non-
voting)

{(vi) The Ombudsperson in a Central University and institution deemed
to be university shall be appointed by the Executive Council of the
Central University or the equivalent statutory body of the Deemed
to be University, as the case may be, on part - time basis from a
panel of three member recommended by the search committee
consisting of the following members, namely:-

(a) Nominee of University Grants Commission — Chairperson

(b) One Vice Chancellor from Central University to be nominated
by UGC (for Central Universities) — Member

OR
One Vice Chancellor from institution deemed to be university
to be nominated by the UGC (for Deemed to be Universities)
- Member

(c) The Vice Chancellor of the university - Member

(d) The Registrar of the university — Secretary (N on-Voting)

{vii) The Ombudsperson shall be a part time officer appointed for a
period of three years from the date he/she assumes the office and
may be reappointed for another one term in the same university.

(vii) The Ombudsperson shall be paid the sitting fee per day as per the

norms of the university for hearing the cases, in addition to the
reimbursement of the conveyance.
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(ix) The Ombudsperson may be removed on charges of proven
misconduct or misbehavior or as defined under these regulations,

by the concerned appointing authority i.e. the Executive Council of
the University.

FUNCTIONS OF OMBUDSPERSON:

(i) The Ombudsperson shall hear any appeal of an applicant for
admission as student or student of the university against the
university or institution affiliated to it as the case may be, after
the student has availed all remedies available in such institution
for redressal of grievance such as IGRC / UGRC;

(i} No application for revaluation or remarking of answer sheets
shall be entertained by the Ombudsperson. However, the issues
of malpractices in the examination and evaluation processes
may be referred to the Ombudsperson.

(iii) Ombudsperson may seek the assistance of any person as
amicus curiae, for hearing complaints of alleged discrimination.

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

PROCEDURE FOR REDRESSAL OF GRIEVANCES BY
OMBUDSPERSON AND GRIEVANCE REDRESSAL COMMITTEE:

(i) 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 of that institution may submit an application
seeking grievance redressal.

(i) On receipt of any online complaint, the institution shall refer the
complaint to the appropriate Grievance Redressal Committee,
as the case may be, along with its comments within 15 days of
receipt of complaint on online portal.

(i)  The 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 person.
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(iv)

(V)

(vi)

(vii)

(viii)

(ix)

()

An aggrieved person may appear either in person or be
represented by such person as may be authorized to present
his/her case.

The Grievances not resolved at the appropriate Grievance
Redressal Committee(s) shall be referred to the Ombudsperson.

The institution shall co-operate with the Ombudsperson or the
Crievance Redressal Committee(s), as the case may be, in
redressal of grievances and failure to do so may be reported by
the Ombudsperson to the Vice Chancellor.

On the conclusion of proceedings, the Ombudsperson shall
pass such order, with reasons for such order, as may be
deemed fit to redress the grievance and provide such relief as
may be desirable to the affected party at issue, after giving due
hearing to both the parties.

Every order under the signature of the Ombudsperson shall be
provided to the aggrieved person and the institution and shall be
placed on the website of the institution.

The institution shall comply with the recommendations of the
Ombudsperson. Any recommendations of the Ombudsperson
not complied with by the institution shall be reported by the
Ombudsperson to the Commission.

In case of any false or frivolous complaint, the Ombudsperson
may recommend appropriate action against the complainant.

INFORMATION REGARDING OMBUDSPERSON GRIEVANCE
REDRESSAL COMMITTEE:

The institution shall provide detailed information regarding provisions of
Grievance Redressal Committee(s) and Ombudsperson on their
website and in their prospectus prominently.

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
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Committee(s), as the case may be, may proceed to take one or more
of the following actions, namely:

(a)

(b)
(©)

(d)

(e)

M

(9)

(h)

withdrawal of declaration of fitness to receive grants
under section 12B of the Act;

withholding any grant allocated to the Institution;

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

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;

recommend to the affiliating university for withdrawal of
affiliation, in case of a college;

The Commission may take necessary and appropriate
action as it may deemed fit, in case of an institution
deemed to be university;

recommend to the concemed State Government for
necessary and appropriate action, in case of a university
established or incorporated under a State Act;

The Commission may take necessary and appropriate
actions against any 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.

(Prof. Rajnish Jain)
Secretary
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ALL INDIA COUNCIL FOR TECHNICAL EDUCATION
New Delhi

NOTIFICATION
Dated 01-07-2009

Sub: Prevention and prohibition of Ragging in technical Institutions, Universities
including Deemed to be Universities imparting technical education.

F.No.37-3/Legal/AICTE/2009 - In exercise of the powers conferred under Section 23 read
with Section 10 (b), (g), (p) and (qg) of AICTE Act, 1987, the All India Council for Technical
Education, hereby makes the following Regulations:-

Short title and commencement:-

(i) These Regulations may be called the All India Council for Technical
Education (Prevention and Prohibition of Ragging in Technical Institutions,
Universities including Deemed to be Universities imparting technical
education) Regulations 2009.

(ii) They shall come into force on the date of the notification.
Objectives:-

In view of the directions of the Hon’ble Supreme Court in SLP No. 24295 of 2006 dated
16-05-2007 and in Civil Appeal number 887 of 2009, dated 08-05-2009 to prohibit,
prevent and eliminate the scourge of ragging including 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 undisciplined 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 embarrassment 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, in all higher education institutions in the country, and thereby, to
provide for the healthy development, physically and psychologically, of all students, the
All India Council for Technical Education,(AICTE) brings forth these Regulations.



3. Definitions:-

(a)
(b)

(c)

(d)

(e)

(f)

(8)

(h)

“Act” means the All India Council for Technical Education Act 1987 (52 of 1987);

“Technical Institution” means an institution of Government, Government Aided
and Private (self financing) conducting the courses/programmes in the field of
technical education, training and research in Engineering, Technology including
MCA, Architecture, Town Planning, Management, Pharmacy, Hotel Management
& Catering Technology, Applied Arts & Crafts and such other programmes and
areas as notified by the Council from time to time;

‘University” means a University defined under clause (f) of section 2 of the
University Grants Commission Act, 1956 and includes an institution deemed to be
a University under section 3 of that Act.

“Academic year” means the period from the commencement of admission of
students in any course of study in the institution up to the completion of academic
requirements for that particular year.

“Head of the institution” means the Vice-Chancellor in case of a university or a
deemed to be university, the Principal or the Director or such other designation as
the executive head of the institution or the college is referred.

“Fresher” means a student who has been admitted to an institution and who is
undergoing his/her first year of study in such institution.

Words and expressions used and not defined herein but defined in the Act or in
the General Clauses Act, 1887, shall have the meanings respectively assigned to
them in the Act or in the General Clauses Act, 1887, as the case may be. And

All other words and expressions used herein and not defined but defined in the All
India Council for Technical Education Act, 1987 (52 of 1987), shall have the
meanings respectively assigned to them in the said Act;

What constitutes Ragging: - Ragging constitutes one or more of any of the
following acts:

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;

indulging in rowdy or undisciplined 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;



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;

any act by a senior student that prevents, disrupts or disturbs the regular
academic activity of any other student or a fresher;

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

any act of financial extortion or forceful expenditure burden put on a fresher or
any other student by students;

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;

any act or abuse by spoken words, emails, posts, 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;

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 or any other
student.

Measures for prevention of ragging:-

It shall be mandatory for every technical Institution, University, deemed to be
University imparting technical education to take following measures for
prevention of ragging at such institutions.

The advertisement issued for admission by a technical institution, University
including Deemed to be University concerned and/or the admission authority/
affiliating University/State Govt./UT/Central Govt. as the case may be, shall clearly
mention that ragging is totally banned and anyone found guilty of ragging and/or
abetting ragging is liable to be punished.

The ‘Prospectus’ and other admission related documents shall contain directions
of the Supreme Court Affiliating University/admission Authority/State
Govt/Central Govt. shall make it mandatory for the institutions under their
jurisdiction to compulsorily incorporate such information in their ‘Prospectus’.



These Regulations shall be printed in the brochure of admission/instruction
booklet for candidates.

The application form for admission/enrolment shall have a printed affidavit,
preferably both in English and Hindi and/or in one of the regional languages. The
affidavit should be filled up and signed by the candidate to the effect that he/she
is aware of the law regarding prohibition of ragging as well as the punishments,
and that he/she, if found guilty of the offence of ragging and/or abetting ragging,
is liable to be punished appropriately.

The application form shall also contain a printed affidavit, preferably both in
English and Hindi and/or in one of the regional languages and the affidavit should
be signed by the parent/guardian of the applicant to the effect that he/she is also
aware of the law in this regard and agrees to abide by the punishment meted out
to his/her ward in case the latter is found guilty of ragging and/or abetting

ragging.

The application for admission shall be accompanied by a document along with the
School Leaving Certificate/Character Certificate which shall include a report on the
behavioral patter of the applicant, so that the institution can thereafter keep
intense watch upon the student who has a negative entry in this regard.

A student seeking admission to the hostel shall have to submit another affidavit
along with his/her application for hostel accommodation that he/she is also aware
of the law in this regard and agrees to abide by the punishments meted out if
he/she is found guilty of ragging and/or abetting ragging.

Every technical institution, University including Deemed to be University imparting
technical education shall maintain a proper record of the affidavits obtained to
ensure its safe up keep thereof,including digital copies of the affidavits and such
digital copy should be made available to the AICTE or to an Agency
identified/nominated by AICTE.

The AICTE or an Agency identified/nominated for the purpose and affiliating
Universities and Directorate of Technical Education of the concerned State
Govt./UT shall maintain an appropriate data base of the affidavits in the digital
form obtained from every student at the time of admission to the technical
institutions, Universities including Deemed to be Universities imparting technical
education.

Each batch of freshers should be divided into small groups and each such group
shall be assigned to a member of staff. Such staff member should interact
individually with each member of the group on daily basis to ascertain the



10.

11.

12.

13.

14.

15.

problems/difficulties, if any faced by the freshers in the Institution and extend
necessary help.

Incase of freshers admitted to a Hostel it shall be the responsibility of the teacher
incharge of the group to co-ordinate with the warden of the Hostel and to make
surprise visits to the rooms in the hostel where the members of the group are
lodged. Freshers should be lodged in a separate hostel block wherever possible
and where such facilities are not available, the college/institution shall ensure that
seniors’ access to freshers’ accommodation is strictly monitored by wardens,
Security Guards and Staff.

Every institution should engage or seek the assistance of professional counselors
at the time of admissions to counsel ‘freshers’ in order to prepare them for the life
ahead, particularly for adjusting to the life in hostels. At the commencement of
the academic session the Head of the technical Institution, University including
Deemed to be University imparting technical education shall convene and address
a meeting of various functionaries/agencies, like Wardens, representatives of
students, parents/guardians, faculty, district administration including police, to
discuss the measures to be taken to prevent ragging and steps to be taken to
identify the offenders and punish them suitably.

Every fresher admitted to the technical Institution, University including Deemed to
be University imparting technical education shall be given a printed information
booklet detailing when and whom he/she has to turn to for help and guidance for
various purposes (including Wardens, Head of the institution, members of the
anti—ragging committee, relevant district and police authorities), addresses and
telephone numbers of such persons/authorities, etc.

The technical institutions, University including Deemed to be University imparting
technical education through the information booklet mentioned above shall
explain to the new entrants the arrangements for their induction and orientation
which promote efficient and effective means of integrating them fully as students.

The information booklet mentioned above shall also tell the freshers about their
rights as bona fide students and clearly instructing them that they should desist
from doing anything against their will even if ordered by the seniors, and that they
have nothing to fear as the institution cares for them and shall not tolerate any
atrocities against them.

The information booklet mentioned above shall contain a calendar of events and
activities laid down by the institution to facilitate and complement familiarization
of juniors with the academic environment of the institution.



16.

17.

18.

19.

20.

21.

22.

a)

To make the community at large and the students in particular aware of the
dehumanizing effect of ragging, and the approach of the institution towards those
indulging in ragging, big posters (preferably with different colors for the provisions
of law, punishments, etc.) shall be prominently displayed on all Notice Boards of
all departments, hostels and other buildings as well as at vulnerable places Some
of such posters shall be of permanent nature in certain vulnerable places.

The technical Institution, University including Deemed to be University imparting
technical education shall request the media to give adequate publicity to the law
prohibiting ragging and the negative aspects of ragging and the institutions ‘s
resolve to ban ragging and punish those found guilty without fear or favor.

The technical Institution, University including Deemed to be University imparting
technical education shall identify, properly illuminate and man all vulnerable
locations.

The technical Institution, University including Deemed to be University imparting
technical education shall tighten security in its premises, especially at the
vulnerable places. If necessary, intense policing shall be resorted to at such points
at odd hours during the early months of the academic session.

The technical Institution, University including Deemed to be University imparting
technical education shall utilize the vacation period before the start of the new
academic year to launch wide publicity campaign against ragging through posters,
information booklets, seminars, street plays, etc.

The faculties/departments/units of the technical Institution, University including
Deemed to be University imparting technical education shall have induction
arrangements (including those which anticipate, identify and plan to meet any
special needs of any specific section of students) in place well in advance of the
beginning of the academic year with a clear sense of the main aims and objectives
of the induction process.

Mobile Phones and other communication devices may be permitted in residential
areas including hostels to provide access to the students particularly freshers, to
reach out for help from teachers, parents and Institution authorities.

Monitoring mechanism in technical institution, University including Deemed to
be University imparting technical education:-

Anti-ragging Committee: Every institution University including Deemed to be
University imparting technical education shall constitute a Committee to be
known as the Anti-ragging Committee to be nominated and headed by the Head
of the Institution, and consisting of representatives of civil and police



b)

c)

d)

e)

f)

g)

administration, local media, Non Government Organizations involved in youth
activities, representatives of faculty members, representatives of parents,
representatives of students belonging to the freshers’ category as well as senior
students, non-teaching staff; and shall have a diverse mix of membership in terms
of level as well as gender.

It shall be the duty of the Anti-Ragging Committee to ensure compliance with the
provisions of these Regulations as well as the provisions of any law for the time
being in force concerning ragging; and also to monitor and oversee the
performance of the Anti-Ragging Squad in prevention of ragging in the institution.

Anti-Ragging Squad: Every institution University including Deemed to be
University imparting technical education shall also constitute a smaller body to be
known as the Anti-Ragging Squad to be nominated by the Head of the Institution
with such representation as may be considered necessary for maintaining vigil,
oversight and patrolling functions and shall remain mobile, alert and active at all
times. Provided that the Anti-Ragging Squad shall have representation of various
members of the campus community and shall have no outside representation.

It shall be the duty of the Anti-Ragging Squad to be called upon to make surprise
raids on hostels, and other places vulnerable to incidents and having the potential
for ragging and shall be empowered to inspect such places.

It shall also be the duty of the Anti-Ragging Squad to conduct an on-the-spot
enquiry into any incidents of ragging referred to it by the Head of the institution or
any member of the faculty or any member of the staff or any student or any
parent or guardian or any employee of a service provider or by any other person,
as the case may be; and the enquiry report along with recommendations shall be
submitted to the Anti-Ragging Committee for action. Provided that the Anti-
Ragging Squad shall conduct such enquiry observing a fair and transparent
procedure and the principles of natural justice and after giving adequate
opportunity to the student or students accused of ragging and other witnesses to
place before it the facts, documents and views concerning the incidents of
ragging, and considerations such other relevant information as may be required.

Mentoring Cell: Every institution shall, at the end of each academic year, in order
to promote the objectives of these Regulations, constitute a Mentoring Cell
consisting of students volunteering to be Mentors for freshers, in the succeeding
academic year; and there shall be as many levels or tiers of Mentors as the
number of batches in the institution, at the rate of one Mentor for six freshers and
one Mentor of a higher level for six Mentors of the lower level.

Monitoring Cell on Ragging:- The State Govt./UT and the affiliating University
shall set up a Monitoring Cell on Ragging to coordinate with the institutions to



h)

monitor the activities of the Anti-Ragging Committees, Squads , and Mentoring
Cells, regarding compliance with the instructions on conducting orientation
programmes, counseling sessions, etc., and regarding the incidents of ragging, the
problem faced by wardens and other officials, etc. This Cell shall also review the
efforts made by such institutions to publicize anti-ragging measures, cross-verify
the receipt of affidavits from candidates/students and their parents/guardians
every year, and shall be the prime mover for initiating action by the University
authorities to suitably amend the Statutes or Ordinances or Bye-laws to facilitate
the implementation of anti ragging measures at the level of the institution.

The Monitoring Cell shall coordinate with the the institutions, universities including

deemed to be universities imparting technical education to achieve the objectives
of these Regulations; and the Monitoring Cell shall call for reports from the Heads
of institutions in regard to the activities of the Anti-Ragging Committees, Anti-
Ragging Squads, and the Mentoring Cells at the institutions, and it shall also keep
itself abreast of the decisions of the Anti-Ragging Committees etc.

The Monitoring Cell shall also review the efforts made by institutions to publicize
anti-ragging measures, soliciting of affidavits from parents/guardians and from
students, each academic year, to abstain from ragging activities or willingness to
be penalized for violation; and shall function as the prime mover for initiating
action for amending the Statues or Ordinances or Bye-laws to facilitate the
implementation of anti-ragging measures at the level of the institution.

Action to be taken against the Principal or the Head of the Institution/Faculty
Members/Non-Teaching staff of technical institution, Universities including
Deemed to be Universities imparting technical education.

The Head of the Institution along with other administrative authorities should take
adequate measures for prevention of ragging. Any lapse on the part of these
authorities shall make them liable for criminal action for negligence of duty. The
technical Institution, University including Deemed to be University imparting
technical education should incorporate a clause in their letter of appointment that
the Director, Faculty and other administrative Heads should ensure all possible
steps for prevention of ragging in the premises of the educational institutions, and
that they are liable for action, in case of non-compliance.

The Principal or Head of the Institution/Department shall obtain an affidavit from
every employee of the Institution including teaching/non-teaching staff, contract
labor employed in the premises either for running canteen or as watch and ward
staff or for cleaning or maintenance of the building, lawns etc. that he/she would
report promptly any case of ragging which comes to his/her notice. A provision
shall be made in the service rules for issuing certificates of appreciation to such



members of the staff who report ragging which will form part of their service
records.

Departmental enquiries shall be initiated, in addition to penal consequences
against such heads of the Institution/Faculty members/non-teaching staff who
display an apathetic or insensitive attitude towards complaints of ragging and
would not take timely steps in the prevention of ragging and punishing those who
rag.

The Principal or the Head of the Institution/Faculty Members/Non-Teaching staff,
if found negligent in taking necessary measures for ensuring safety of students
and preventing the ragging would be declared unfit for holding any post in any
technical institution, University including Deemed to be University imparting
technical education.

Actions to be taken against students for indulging and abetting ragging in
technical institutions Universities including Deemed to be University imparting
technical education:-

The punishment to be meted out to the persons indulged in ragging has to be
exemplary and justifiably harsh to act as a deterrent against recurrence of such
incidents.

Every single incident of ragging a First Information Report (FIR) must be filed
without exception by the institutional authorities with the local police authorities.

The Anti-Ragging Committee of the institution shall take an appropriate decision,
with regard to punishment or otherwise, depending on the facts of each incident
of ragging and nature and gravity of the incident of ragging.

a) Depending upon the nature and gravity of the offence as established the
possible punishments for those found guilty of ragging at the institution
level shall be any one or any combination of the following:-

(i) Cancellation of admission

(ii) Suspension from attending classes

(iii) Withholding/withdrawing scholarship/fellowship and other benefits

(iv) Debarring from appearing in any test/examination or other
evaluation process

(v) Withholding results

(vi) Debarring from representing the institution in any regional,
national or international meet, tournament, youth festival, etc.

(vii) Suspension/expulsion from the hostel



(viii)  Rustication from the institution for period ranging from 1 to 4
semesters

(ix) Expulsion from the institution and consequent debarring from
admission to any other institution.

(x) Collective punishment: when the persons committing or abetting
the crime of ragging are not identified, the institution shall resort to
collective punishment as a deterrent to ensure community pressure
on the potential raggers.

b) An appeal against the order of punishment by the Anti-Ragging Committee
shall lie,

i. In case of an order of an institution, affiliated to or constituent part,
of the University, to the Vice-Chancellor of the University;

ii. In case of an order of a University, to its Chancellor.

iii. In case of an institution of national importance created by an Act of
Parliament, to the Chairman or Chancellor of the institution, as the
case may be.

5. The institutional authorities shall intimate the incidents of ragging occurred in
their premises along with actions taken to the Council form time to time.

9 Action to be taken against the technical Institution, University including Deemed to be
University imparting technical education which fail to take measures for
prevention of ragging:-

1. Role of the concerned technical institutions, Universities including Deemed to be
Universities imparting technical education shall be open to scrutiny for the
purpose of finding out whether they have taken effective steps for preventing
ragging and action taken against provision indulged and/or abetting ragging. The
Council shall constitute Committees to inspect technical institutions, Universities
including Deemed to be Universities imparting technical education to verify the
status of anti ragging measures and to investigate specific instances of ragging and
take appropriate action.

2. The technical Institution, University including Deemed to be University imparting
technical education should submit an affidavit along with its compliance report
submitted to AICTE annually with details of measures taken for prevention of
ragging in technical institutions. The Compliance Report should also contain the
details of the instances of ragging and action taken against students, and others
for indulging and abetting ragging.

3. All Letters of Approval issued by AICTE such as extension of approval letters,
letters issued for additional courses/increase in intake and letters issued for new
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technical institutions, release of grants, letters of approval issued to integrated
campus, second shift etc. shall contain a specific clause of prevention of ragging.

4, The AICTE shall, in respect of any institution that fails to take adequate steps to
prevent ragging or fails to act in accordance with these Regulations or fails to
punish perpetrators or incidents of ragging suitably, take one of more of the
following measures, namely;

i No admission/Withdrawal of approval granted under section 10(k) of
AICTE Act.

Withholding any grant allocated.

iii. Declaring the institution ineligible for consideration for any assistance
under any of the general or special assistance programmes of the AICTE.

iv. Informing the general public, including potential candidates for admission,
through a notice displayed prominently in the newspapers or other
suitable media and posted on the website of the AICTE, declaring that the
institution does not possess the minimum academic standards.

V. Taking such other action within its powers as it may deem fit and impose
such other penalties as may be provided in the Act for such duration of
time as the institution complies with the provisions of these Regulations.

5. As regards the Universities including Deemed to be Universities imparting
technical education the actions proposed to be taken such as stopping release of
grants, withdrawal of approval/recognition will be sent to University Grants
Commission (UGC), Ministry of Human Resource Development (MHRD), Govt. of
India and the concerned State Govt./UT. The UGC, MHRD Govt. of India, and the
State Govt./UT concerned shall initiate immediate action on the
recommendations of the Council.

10. Duties and Responsibilities of the All India Council for technical Education:-

a) All India Council for technical Education, or the Central Government or the agency
authorized for the purpose shall establish, fund and operate, a toll-free Anti-
Ragging Helpline, operational round the clock, which could be accessed by
students in distress owing to ragging related incidents.

b) Any distress message received at the Anti-Ragging Helpline shall be simultaneously
relayed to the Head of the Institution, the Warden of the Hostels, the Nodal
Officer of the affiliating University, if the incident reported has taken place in an
institution affiliated to a University, the concerned District authorities and if so
required, the District Magistrate, and the Superintendent of Police, and shall also
be web enabled so as to be in the public domain simultaneously for the media and
citizens to access it.

11



11.

c)

d)

f)

The Head of the institution shall be obliged to act immediately in response to the
information received from the Anti-Ragging Helpline as at sub-clause (b) of this
clause.

The telephone numbers of the Anti-Ragging Helpline and all the important
functionaries in every institution, Heads of institutions, faculty members,
members of the anti-ragging committees and anti- ragging squads, district and
sub-divisional authorities and state authorities, Wardens of hostels, and other
functionaries or authorities where relevant, shall be widely disseminated for
access or to seek help in emergencies.

The All India Council for technical Education, the Central Government or the
agency authorized for the purpose shall maintain an appropriate data base to be
created out of affidavits, affirmed by each student and his/her parents/guardians
and stored electronically by the institution; and such database shall also function
as a record of ragging complaints received, and the status of the action taken
thereon.

g) The All India Council for technical Education, the Central Government or the agency

a)

b)

authorized for the purpose shall make available the database to a non-
governmental agency to be nominated by the Central Government, to build
confidence in the public and also to provide information of non compliance with
these Regulations to the Councils and to such bodies as may be authorized by the
All India Council for technical Education/Central Government.

The All India Council for technical Education shall take the following regulatory
steps, namely;

The All India Council for technical Education shall make it mandatory for the
institutions to incorporate in their prospectus, the directions of the Central
Government or the State Level Monitoring Committee with regard to prohibition
and consequences of ragging, and that non-compliance with these Regulations
and directions so provided, shall be considered as lowering of academic standards
by the institution, therefore making it liable for appropriate action.

The All India Council for technical Education shall verify that the institutions strictly
comply with the requirement of getting the affidavits from the students and their
parents/guardians as envisaged under these Regulations.

The All India Council for technical Education shall include a specific condition in the
Utilization Certificate, in respect of any financial assistance or grants-in-aid to any
institution under any of the general or special schemes of the All India Council for
technical Education, that the institution has complied with the anti-ragging
measures.
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d)

e)

f)

Any incident of ragging in an institution shall adversely affect its accreditation,
ranking or grading by National Board of Accreditation or by any other authorised
accreditation agencies while assessing the institution for accreditation, ranking or
grading purposes.

The All India Council for technical Education shall constitute an Inter-Council
Committee, consisting of representatives of the various Councils, the Non-
Governmental agency responsible for monitoring the database maintained by the
All India Council for technical Education/Central Government and such other
bodies in higher education, to coordinate and monitor the anti-ragging measures
in institutions across the country and to make recommendations from time to
time; and shall meet at least once in six months each year.

The All India Council for technical Education shall institute an Anti-Ragging Cell
within the AICTE as an institutional mechanism to provide secretarial support for
collection of information and monitoring, and to coordinate with the State Level
Monitoring Cells and University Level Committees for effective implementation of
anti-ragging measures, and the Cell shall also coordinate with the Non-
Governmental agency responsible for monitoring the database maintained by the
All India Council for technical Education/central Government.

(Member Secretary)
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Prevention and Prohibition of Ragging

In view of the directions of the Honorable Supreme Court in SLP No. 24295 of 2006 dated 16-05-2007 and in
Civil Appeal number 887 of 2009, dated 08-05-2009, to prohibit, prevent and eliminate the scourge of ragging,
in exercise of the powers conferred under Section 23 read with Section 10 (b), (g), (p) and (g) of AICTE Act, 1987,
the All India Council for Technical Education has notified Regulations for prevention and prohibition of ragging
in AICTE approved Technical Institutions vide No. 37-3/ Legal/ AICTE/ 2009 dated 01.07.2009 available on AICTE
Web-Portal http:/ www.aicte-india.org/ anti.htm>download. All AICTE approved Technical Institutions have
to comply with the provisions made in the above Regulations. Any violation of above AICTE Regulations for
the prevention and prohibition of ragging, shall call for punitive action against erring Institutions as per the
provisions made in the above said Regulations.

The Institutions shall have to step up Anti-Ragging mechanism by way of adequate publicity through various
mediums:

Constitution of Anti-Ragging Committee and Anti Ragging Squad;
«  Setting up of Anti-Ragging Cell;
+ Installing of CCTV cameras at vital points;
«  Anti-Ragging Workshops;
Updating all Web sites with Nodal Officers complete details, alarm bells etc.;
« Regularinteraction and counselling with the students;
« Identification of trouble-triggers;

«  Mention of Anti-Ragging warning in the Institution’s prospectus and information Booklets/ Brochures
shall be ensured; and

« Surprise inspection of hostels, student accommodation, canteens, rest cum recreational roomes, toilets,
bus-stands and any other measures which would augur well in preventing/ quelling ragging and any
uncalled for behavior / incident shall be undertaken.

Students in distress due to ragging related incidents can call the National Anti-Ragging Helpline No. 1800-180-
5522 (24x7 Toll Free) or e-mail: helpline@antiragging.in.

TheInstitution approved by AICTE may be requested to hold Workshops and Seminars on eradication of ragging
in higher Educational Institutions. They may be requested to display Anti Ragging posters at all prominent
places such as Admission Centre, Departments, Library, Canteen, Hostel, Common facilities etc. The size of
posters should be 8'x6',

The Institution may be requested to submit an online compliance of Anti-Ragging Regulations on curbing the
menace of ragging in the Technical Institutions, 2009 at www.antiragging.in.

Institutions may be requested to make it compulsory for each student and every parent to submit an online
undertaking every academic year at www.antiragging.in and www.amanmovement.org.

Further, the attention of all the Institutions may also be invited to the Third amendment to UGC Regulations
dated 29th June, 2016 expanding the definition of ragging by including the following:

“3(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”.
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THE SEXUAL HARASSMENT OF WOMEN AT WORKPLACE
(PREVENTION, PROHIBITION AND REDRESSAL) ACT, 2013

ACT NO. 14 oF 2013
[22nd April, 2013]

An Act to provide protection against sexual harassment of women at workplace and for the
prevention and redressal of complaints of sexual harassment and for matters connected
therewith or incidental thereto.

WHEREAS sexual harassment results in violation of the fundamental rights of a woman to equality
under articles 14 and 15 of the Constitution of India and her right to life and to live with dignity under
article 21 of the Constitution and right to practice any profession or to carry on any occupation, trade or
business which includes a right to a safe environment free from sexual harassment;

AND WHEREAS the protection against sexual harassment and the right to work with dignity are
universally recognised human rights by international conventions and instruments such as Convention on
the Elimination of all Forms of Discrimination against Women, which has been ratified on the 25th June,
1993 by the Government of India;

AND WHEREAS it is expedient to make provisions for giving effect to the said Convention for
protection of women against sexual harassment at workplace.

BE it enacted by Parliament in the Sixty-fourth Year of the Republic of India as follows: —
CHAPTER |
PRELIMINARY

1. Short title, extent and commencement.—(1) This Act may be called the Sexual Harassment of
Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013.

(2) It extends to the whole of India.

(3) It shall come into force on such date! as the Central Government may, by notification in the
Official Gazette, appoint.

2. Definitions.—In this Act, unless the context otherwise requires, —
(a) “aggrieved woman” means—

(i) in relation to a workplace, a woman, of any age whether employed or not, who alleges to
have been subjected to any act of sexual harassment by the respondent;

(ii) in relation to dwelling place or house, a woman of any age who is employed in such a
dwelling place or house;

(b) “appropriate Government” means—

(i) in relation to a workplace which is established, owned, controlled or wholly or
substantially financed by funds provided directly or indirectly—

(A) by the Central Government or the Union territory administration, the Central
Government;

(B) by the State Government, the State Government;

1. 9th December, 2013, vide notification No. S.O. 3606(E), dated 9th December, 2013, see Gazette of India, Extraordinary, Part
11, sec. 3(ii).



(ii) in relation to any workplace not covered under sub-clause (i) and falling within its
territory, the State Government;

(c) “Chairperson” means the Chairperson of the Local Complaints Committee nominated under
sub-section (1) of section 7;

(d) “District Officer” means on officer notified under section 5;

(e) “domestic worker” means a woman who is employed to do the household work in any
household for remuneration whether in cash or kind, either directly or through any agency on a
temporary, permanent, part time or full time basis, but does not include any member of the family of
the employer;

(f) “employee” means a person employed at a workplace for any work on regular, temporary, ad
hoc or daily wage basis, either directly or through an agent, including a contractor, with or, without
the knowledge of the principal employer, whether for remuneration or not, or working on a voluntary
basis or otherwise, whether the terms of employment are express or implied and includes a co-worker,
a contract worker, probationer, trainee, apprentice or called by any other such name;

(9) “employer” means—

(i) in relation to any department, organisation, undertaking, establishment, enterprise,
institution, office, branch or unit of the appropriate Government or a local authority, the head of
that department, organisation, undertaking, establishment, enterprise, institution, office, branch or
unit or such other officer as the appropriate Government or the local authority, as the case may
be, may by an order specify in this behalf;

(ii) in any workplace not covered under sub-clause (i), any person responsible for the
management, supervision and control of the workplace.

Explanation. —For the purposes of this sub-clause “management” includes the person or
board or committee responsible for formulation and administration of polices for such
organisation;

(i) in relation to workplace covered under sub-clauses (i) and (ii), the person discharging
contractual obligations with respect to his or her employees;

(iv) in relation to a dwelling place or house, a person or a household who employs or benefits
from the employment of domestic worker, irrespective of the number, time period or type of such
worker employed, or the nature of the employment or activities performed by the domestic
worker;

(h) “Internal Committee” means an Internal Complaints Committee constituted under section 4;
(i) “Local Committee” means the Local Complaints Committee constituted under section 6;

() “Member” means a Member of the Internal Committee or the Local Committee, as the case
may be;

(k) “prescribed” means prescribed by rules made under this Act;

(I) “Presiding Officer” means the Presiding Officer of the Internal Complaints Committee
nominated under sub-section (2) of section 4;

(m) “respondent” means a person against whom the aggrieved woman has made a complaint
under section 9;



(n) “sexual harassment” includes any one or more of the following unwelcome acts or behavior
(whether directly or by implication) namely:—

(i) physical contact and advances; or

(ii) a demand or request for sexual favours; or

(iii) making sexually coloured remarks; or

(iv) showing pornography; or

(v) any other unwelcome physical, verbal or non-verbal conduct of sexual nature;
(0) “workplace” includes—

(i) any department, organisation, undertaking, establishment, enterprise, institution, office,
branch or unit which is established, owned, controlled or wholly or substantially financed by
funds provided directly or indirectly by the appropriate Government or the local authority or a
Government company or a corporation or a co-operative society;

(i) any private sector organisation or a private venture, undertaking, enterprise, institution,
establishment, society, trust, non-governmental organisation, unit or service provider carrying on
commercial, professional, vocational, educational, entertainmental, industrial, health services or
financial activities including production, supply, sale, distribution or service;

(iii) hospitals or nursing homes;

(iv) any sports institute, stadium, sports complex or competition or games venue, whether
residential or not used for training, sports or other activities relating thereto;

(v) any place visited by the employee arising out of or during the course of employment
including transportation by the employer for undertaking such journey;

(vi) a dwelling place or a house;

(p) “unorganised sector” in relation to a workplace means an enterprise owned by individuals or
self-employed workers and engaged in the production or sale of goods or providing service of any
kind whatsoever, and where the enterprise employs workers, the number of such workers is less than
ten.

3. Prevention of sexual harassment.—(1) No woman shall be subjected to sexual harassment at any
workplace.

(2) The following circumstances, among other circumstances, if it occurs, or is present in relation to
or connected with any act or behavior of sexual harassment may amount to sexual harassment.—

(1) implied or explicit promise of preferential treatment in her employment; or
(1) implied or explicit threat of detrimental treatment in her employment ; or
(iii) implied or explicit threat about her present or future employment status; or

(iv) interference with her work or creating an intimidating or offensive or hostile work
environment for her; or

(v) humiliating treatment likely to affect her health or safety.
CHAPTER I
CONSTITUTION OF INTERNAL COMPLAINTS COMMITTEE
4. Constitution of Internal Complaints Committee.— (1) Every employer of a workplace shall, by

an order in writing, constitute a Committee to be known as the “Internal Complaints Committee™:
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Provided that where the offices or administrative units of the workplace are located at different places
or divisional or sub-divisional level, the Internal Committee shall be constituted at all administrative units
or offices.

(2) The Internal Committees shall consist of the following members to be nominated by the
employer, namely: —

(a) a Presiding Officer who shall be a woman employed at a senior level at workplace from
amongst the employees:

Provided that in case a senior level woman employee is not available, the Presiding Officer shall
be nominated from other offices or administrative units of the workplace referred to in sub-section(1):

Provided further that in case the other offices or administrative units of the workplace do not
have a senior level woman employee, the Presiding Officer shall be nominated from any other
workplace of the same employer or other department or organisation;

(b) not less than two Members from amongst employees preferably committed to the cause of
women or who have had experience in social work or have legal knowledge;

(c) one member from amongst non-governmental organisations or associations committed to the
cause of women or a person familiar with the issues relating to sexual harassment:

Provided that at least one-half of the total Members so nominated shall be women.

(3) The Presiding Officer and every Member of the Internal Committee shall hold office for such
period, not exceeding three years, from the date of their nomination as may be specified by the employer.

(4) The Member appointed from amongst the non-governmental organisations or associations shall be
paid such fees or allowances for holding the proceedings of the Internal Committee, by the employer, as
may be prescribed.

(5) Where the Presiding Officer or any Member of the Internal Committee, —
(a) contravenes the provisions of section 16; or

(b) has been convicted for an offence or an inquiry into an offence under any law for the time
being in force is pending against him; or

(c) he has been found guilty in any disciplinary proceedings or a disciplinary proceeding is
pending against him; or

(d) has so abused his position as to render his continuance in office prejudicial to the public
interest,

such Presiding Officer or Member, as the case may be, shall be removed from the Committee and the
vacancy so created or any casual vacancy shall be filled by fresh nomination in accordance with the
provisions of this section.

CHAPTER I
CONSTITUTION OF LOCAL COMPLAINTS COMMITTEE

5. Notification of District Officer.—The appropriate Government may notify a District Magistrate
or Additional District Magistrate or the Collector or Deputy Collector as a District Officer for every
District to exercise powers or discharge functions under this Act.

6. Constitution and jurisdiction of [Local Committee].—(1) Every District Officer shall constitute
in the district concerned, a committee to be known as the “‘[Local Committee]” to receive complaints of

1. Subs. by Act 23 0f 2016, s. 3 and the Second Schedule, for “Local Complaints Committee” (w.e.f. 6-5-2016).
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sexual harassment from establishments where the [Internal Committee] has not been constituted due to
having less than ten workers or if the complaint is against the employer himself.

(2) The District Officer shall designate one nodal officer in every block, taluka and tehsil in rural or
tribal area and ward or municipality in the urban area, to receive complaints and forward the same to the
concerned ?[Local Committee] within a period of seven days.

(3) The jurisdiction of the ?[Local Committee] shall extend to the areas of the district where it is
constituted.

7. Composition, tenure and other terms and conditions of 2[Local Committee].—(1) The ?[Local
Committee] shall consist of the following members to be nominated by the District Officer, namely: —

(a) a Chairperson to be nominated from amongst the eminent women in the field of social work
and committed to the cause of women;

(b) one Member to be nominated from amongst the women working in block, taluka or tehsil or
ward or municipality in the district;

(c) two Members, of whom at least one shall be a woman, to be nominated from amongst such
non-governmental organisations or associations committed to the cause of women or a person
familiar with the issues relating to sexual harassment, which may be prescribed:

Provided that at least one of the nominees should, preferably, have a background in law or legal
knowledge:

Provided further that at least one of the nominees shall be a woman belonging to the Scheduled
Castes or the Scheduled Tribes or the Other Backward Classes or minority community notified by the
Central Government, from time to time;

(d) the concerned officer dealing with the social welfare or women and child development in the
district, shall be a member ex officio.

(2) The Chairperson and every Member of the Local Committee shall hold office for such period, not
exceeding three years, form the date of their appointment as may be specified by the District Officer.

(3) Where the Chairperson or any Member of the [Local Committee]—
(a) contravenes the provisions of section 16; or

(b) has been convicted for an offence or an inquiry into an offence under any law for the time
being in force is pending against him; or

(c) has been found guilty in any disciplinary proceedings or a disciplinary proceeding is pending
against him; or

(d) has so abused his position as to render his continuance in office prejudicial to the public
interest,

such Chairperson or Member, as the case may be, shall be removed from the Committee and the vacancy
so created or any casual vacancy shall be filled by fresh nomination in accordance with the provisions of
this section.

(4) The Chairperson or Members of the Local Committee other than the Members nominated under
clauses (b) and (d) of sub-section (1) shall be entitled to such fees or allowances for holding the
proceedings of the Local Committee as may be prescribed.

8. Grants and audit.—(1) The Central Government may, after due appropriation made by Parliament
by law in this behalf, make to the State Government grants of such sums of money as the Central

1. Subs. by Act 23 0f 2016, s. 3 and the Second Schedule, for “Internal Complaints Committee” (w.e.f. 6-5-2016).
2. Subs. by s. 3 and the Second Schedule, ibid., for “Local Complaints Committee” (w.e.f. 6-5-2016).
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Government my think fit, for being utilised for the payment of fees or allowances referred to in sub-
section (4) of section 7.

(2) The State Government may set up an agency and transfer the grants made under sub-section (1) to
that agency.

(3) The agency shall pay to the District Officer, such sums as may be required for the payment of fees
or allowances referred to in sub-section (4) of section 7.

(4) The accounts of the agency referred to in sub-section (2) shall be maintained and audited in such
manner as may, in consultation with the Accountant General of the State, be prescribed and the person
holding the custody of the accounts of the agency shall furnish, to the State Government, before such
date, as may be prescribed, its audited copy of accounts together with auditors’ report thereon.

CHAPTER IV
COMPLAINT

9. Complaint of sexual harassment.—(1) Any aggrieved woman may make, in writing, a complaint
of sexual harassment at workplace to the Internal Committee if so constituted, or the Local Committee, in
case it is not so constituted, 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:

Provided that where such complaint cannot be made in writing, the Presiding Officer or any Member
of the Internal Committee or the Chairperson or any Member of the Local Committee, as the case may be,
shall render all reasonable assistance to the woman for making the complaint in writing:

Provided further that the Internal Committee or, as the case may be, the Local Committee may, for
the reasons to be recorded in writing, 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) Where the aggrieved woman is unable to make a complaint on account of her physical or mental
incapacity or death or otherwise, her legal heir or such other person as may be prescribed may make a
complaint under this section.

10. Conciliation.—(1) The Internal Committee or, as the case may be, the Local Committee, may,
before initiating an inquiry under section 11 and at the request of the aggrieved woman take steps to settle
the matter between her and the respondent through conciliation:

Provided that no monetary settlement shall be made as a basis of conciliation.

(2) Where settlement has been arrived at under sub-section (1), the Internal Committee or the Local
Committee, as the case may be, shall record the settlement so arrived and forward the same to the
employer or the District Officer to take action as specified in the recommendation.

(3) The Internal Committee or the Local Committee, as the case may be, shall provide the copies of
the settlement as recorded under sub-section (2) to the aggrieved woman and the respondent.

(4) Where a settlement is arrived at under sub-section (1), no further inquiry shall be conducted by the
Internal Committee or the Local Committee, as the case may be.

11. Inquiry into complaint.— (1) Subject to the provisions of section 10, the Internal Committee or
the Local Committee, as the case may be, shall, where the respondent is an employee, proceed to make
inquiry into the complaint in accordance with the provisions of the service rules applicable to the
respondent and where no such rules exist, in such manner as may be prescribed or in case of a domestic
worker, the Local Committee shall, if prima facie case exist, forward the complaint to the police, within a
period of seven days for registering the case under section 509 of the Indian Penal Code (45 of 1860), and
any other relevant provisions of the said Code where applicable:

8



Provided that where the aggrieved woman informs the Internal Committee or the Local Committee, as
the case may be, that any term or condition of the settlement arrived at under sub-section (2) of section 10
has not been complied with by the respondent, the Internal Committee or the Local Committee shall
proceed to make an inquiry into the complaint or, as the case may be, forward the complaint to the police:

Provided further that where both the parties are employees, the parties shall, during the course of
inquiry, be given an opportunity of being heard and a copy of the findings shall be made available to both
the parties enabling them to make representation against the findings before the Committee.

(2) Notwithstanding anything contained in section 509 of the Indian Penal Code (45 of 1860), the
court may, when the respondent is convicted of the offence, order payment of such sums as it may
consider appropriate, to the aggrieved woman by the respondent, having regard to the provisions of
section 15.

(3) For the purpose of making an inquiry under sub-section (1), the Internal Committee or the Local
Committee, as the case may be, shall have the same powers as are vested in a civil court the Code of Civil
Procedure, 1908 (5 of 1908) when trying a suit in respect of the following matters, namely:—

(a) summoning and enforcing the attendance of any person and examining him on oath;
(b) requiring the discovery and production of documents; and
(c) any other matter which may be prescribed.
(4) The inquiry under sub-section (1) shall be completed within a period of ninety days.
CHAPTER V
INQUIRY INTO COMPLAINT

12. Action during pendency of inquiry.—(1) During the pendency of an inquiry on a written
request made by the aggrieved woman, the Internal Committee or the local Committee, as the case may
be, may recommend to the employer to—

(a) transfer the aggrieved woman or the respondent to any other workplace; or
(b) grant leave to the aggrieved woman up to a period of three months; or
(c) grant such other relief to the aggrieved woman a may be prescribed.

(2) The leave granted to the aggrieved woman under this section shall be in addition to the leave she
would be otherwise entitled.

(3) On the recommendation of the Internal Committee or the Local Committee, as the case may be,
under sub-section (1), the employer shall implement the recommendations made under sub-section (1)
and send the report of such implementation to the Internal Committee or the Local Committee, as the case
may be.

13. Inquiry report.—(1) On the completion of an inquiry under this Act, the Internal Committee or
the Local Committee, as the case may be, shall provide a report of its findings to the employer, or as the
case may be, the District Officer within a period of ten days from the date of completion of the inquiry
and such report be made available to the concerned parties.

(2) Where the Internal Committee or the Local Committee, as the case may be, arrives at the
conclusion that the allegation against the respondent has not been proved, it shall recommend to the
employer and the District Officer that no action is required to be taken in the matter.



(3) Where the Internal Committee or the Local Committee, as the case may be, arrives at the
conclusion that the allegation against the respondent has been proved, it shall recommend to the employer
or the District Officer, as the case may be—

(i) to take action for sexual harassment as a misconduct in accordance with the provisions of the
service rules applicable to the respondent or where no such service rules have been made, in such
manner as may be prescribed;

(ii) to deduct, notwithstanding anything in the service rules applicable to the respondent, from the
salary or wages of the respondent such sum as it may consider appropriate to be paid to the aggrieved
woman or to her legal heirs, as it may determine, in accordance with the provisions of section 15:

Provide that in case the employer is unable to make such deduction from the salary of the
respondent due to his being absent from duty or cessation of employment it may direct to the
respondent to pay such sum to the aggrieved woman:

Provided further that in case the respondent fails to pay the sum referred to in clause (ii), the
Internal Committee or as, the case may be, the Local Committee may forward the order for recovery
of the sum as an arrear of land revenue to the concerned District Officer.

(4) The employer or the District Officer shall act upon the recommendation within sixty days of its
receipt by him.

14. Punishment for false or malicious complaint and false evidence.—(1) Where the Internal
Committee or the Local Committee, as the case may be, arrives at a conclusion that the allegation against
the respondent is malicious or the aggrieved woman or any other person making the complaint has made
the complaint knowing it to be false or the aggrieved woman or any other person making the complaint
has produced any forged or misleading document, it may recommend to the employer or the District
Officer, as the case may be, to take action against the woman or the person who has made the complaint
under sub-section (1) or sub-section (2) of section 9, as the case may be, in accordance with the
provisions of the service rules applicable to her or him or where no such service rules exist, in such
manner as may be prescribed:

Provided that a mere inability to substantiate a complaint or provide adequate proof need not attract
action against the complainant under this section:

Provided further that the malicious intent on part of the complainant shall be established after an
inquiry in accordance with the procedure prescribed, before any action is recommended.

(2) Where the Internal Committee or the Local Committee, as the case may be, arrives at a conclusion
that during the inquiry any witness has given false evidence or produced any forged or misleading
document, it may recommend to the employer of the witness or the District Officer, as the case may be, to
take action in accordance with the provisions of the service rules applicable to the said witness or where
no such service rules exist, in such manner as may be prescribed.

15. Determination of compensation.—For the purpose of determining the sums to be paid to the
aggrieved woman under clause (ii) of sub-section (3) of section 13, the Internal Committee or the Local
Committee, as the case may be, shall have regard to—

(a) the mental trauma, pain, suffering and emotional distress caused to the aggrieved woman;
(b) the loss in the career opportunity due to the incident of sexual harassment;

(c) medical expenses incurred by the victim for physical or psychiatric treatment;

(d) the income and financial status of the respondent;

(e) feasibility of such payment in lump sum or in instalments.
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16. Prohibition of publication or making known contents of complaint and inquiry
proceedings.—Notwithstanding anything contained in the Right to Information Act, 2005 (22 of 2005),
the contents of the complaint made under section 9, the identity and addresses of the aggrieved woman,
respondent and witnesses, any information relating to conciliation and inquiry proceedings,

recommendations of the Internal Committee or the Local Committee, as the case may be, and the action
taken by the employer or the District Officer under the provisions of this Act shall not be published,
communicated or made known to the public, press and media in any manner:

Provided that information may be disseminated regarding the justice secured to any vicitim of sexual
harassment under this Act without disclosing the name, address, identity or any other particulars
calculated to lead to the identification of the aggrieved woman and witnesses.

17. Penalty for publication or making known contents of complaint and inquiry proceedings.—
Where any person entrusted with the duty to handle or deal with the complaint, inquiry or any
recommendations or action to be taken under the provisions of this Act, contravenes the provisions of
section 16, he shall be liable for penalty in accordance with the provisions of the service rules applicable
to the said person or where no such service rules exist, in such manner as may be prescribed.

18. Appeal.—(1) Any person aggrieved from the recommendations made under sub-section (2) of
section 13 or under clause (i) or clause (ii) of sub-section (3) of section 13 or sub-section (1) or sub-
section (2) of section 14 or section 17 or non-implementation of such recommendations may prefer an
appeal to the court or tribunal in accordance with the provisions of the service rules applicable to the said
person or where no such service rules exist then, without prejudice to provisions contained in any other
law for the time being in force, the person aggrieved may prefer an appeal in such manner as may be
prescribed.

(2) The appeal under sub-section (1) shall be preferred within a period of ninety days of the
recommendations.

CHAPTER VI
DUTIES OF EMPLOYER
19. Duties of employer.— Every employer shall—

(a) provide a safe working environment at the workplace with shall include safety from the
persons coming into contact at the workplace;

(b) display at any conspicuous place in the workplace, the penal consequences of sexual
harassments; and the order constituting, the Internal Committee under sub-section (1) of section 4;

(c) organise workshops and awareness programmes at regular intervals for sensitising the
employees with the provisions of the Act and orientation programmes for the members of the Internal
Committee in the manner as may be prescribed:;

(d) provide necessary facilities to the Internal Committee or the Local Committee, as the case
may be, for dealing with the complaint and conducting an inquiry;

(e) assist in securing the attendance of respondent and witnesses before the Internal Committee or
the Local Committee, as the case may be;

(f) make available such information to the Internal Committee or the Local Committee, as the
case be, as it may require having regard to the complaint made under sub-section (1) of section 9;

(9) provide assistance to the woman if she so chooses to file a complaint in relation to the offence
under the Indian Penal Code (45 of 1860) or any other law for the time being in force;

(h) cause to initiate action, under the Indian Penal Code (45 of 1860) or any other law for the time
being in force, against the perpetrator, or if the aggrieved woman so desires, where the perpetrator is
not an employee, in the workplace at which the incident of sexual harassment took place;
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(i) treat sexual harassment as a misconduct under the service rules and initiate action for such
misconduct;
(j) monitor the timely submission of reports by the Internal Committee.
CHAPTER VII
DUTIES AND POWERS OF DISTRICT OFFICER
20. Duties and powers of District Officer.—The District Officer shall, —
(a) monitor the timely submission of report furnished by the Local Committee;

(b) take such measures as may be necessary for engaging non-governmental organisations for
creation of awareness on sexual harassment and the rights of the women.

CHAPTER VIII
MISCELLANEOUS

21. Committee to submit annual report.— (1) The Internal Committee or the Local Committee, as
the case may be, shall in each calendar year prepare, in such form and at such time as may be prescribed,
an annual report and submit the same to the employer and the District Officer.

(2) The District Officer shall forward a brief report on the annual reports received under sub-section
(1) to the State Government.

22. Employer to include information in annual report.—The employer shall include in its report
the number of cases filed, if any, and their disposal under this Act in the annual report of his organisation
or where no such report is required to be prepared, intimate such number of cases, if any, to the District
Officer.

23. Appropriate Government to monitor implementation and maintain data.—The appropriate
Government shall monitor the implementation of this Act and maintain date on the number of cases filed
and disposed of in respect of all cases of sexual harassment at workplace.

24. Appropriate Government to take measures to publicise the Act.—The appropriate
Government may, subject to the availability of financial and other resources, —

(a) develop relevant information, education, communication and training materials, and organise
awareness programmes, to advance the understanding of the public of the provisions of this Act
providing for protection against sexual harassment of woman at workplace;

(b) formulate orientation and training programmes for the members of the *[Local Committee].

25. Power to call for information and inspection of records.—(1) The appropriate Government, on
being satisfied that it is necessary in the public interest or in the interest of women employees at a
workplace to do so, by order in writing,—

(a) call upon any employer or District Officer to furnish in writing such information relating to
sexual harassment as it may require;

(b) authorise any officer to make inspection of the records and workplace in relation to sexual
harassment, who shall submit a report of such inspection to it within such period as may be specified
in the order.

(2) Every employer and District Officer shall produce on demand before the officer making the
inspection all information, records and other documents in his custody having a bearing on the subject
matter of such inspection.

26. Penalty for non-compliance with provisions of Act.—(1) Where the employer fails to—

(a) constitute an Internal Committee under sub-section (1) of section 4;

1. Subs. by Act 23 0f 2016, s. 3 and the Second Schedule, for “Local Complaints Committee” (w.e.f. 6-5-2016).
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(b) take action under sections 13, 14 and 22; and

(c) contravenes or attempts to contravene or abets contravention of other provisions of this Act or
any rules made thereunder,

he shall be punishable with fine which may extend to fifty thousand rupees.

(2) If any employer, after having been previously convicted of an offence punishable under this Act
subsequently commits and is convicted of the same offence, he shall be liable to—

(i) twice the punishment, which might have been imposed on a first conviction, subject to the
punishment being maximum provided for the same offence:

Provided that in case a higher punishment is prescribed under any other law for the time being in
force, for the offence for which the accused is being prosecuted, the court shall take due cognizance
of the same while awarding the punishment;

(ii) cancellation, of his licence or withdrawal, or non-renewal, or approval, or cancellation of the
registration, as the case may be, by the Government or local authority required for carrying on his
business or activity.

27. Cognizance of offence by courts.—(1) No court shall take cognizance of any offence punishable
under this Act or any rules made thereunder, save on a complaint made by the aggrieved woman or any
person authorised by the Internal Committee or Local Committee in this behalf.

(2) No court inferior to that of a Metropolitan Magistrate or a Judicial Magistrate of the first class
shall try any offence punishable under this Act.

(3) Every offence under this Act shall be non-cognizable.

28. Act not in derogation of any other law.—The provisions of this Act shall be in addition to and
not in derogation of the provisions of any other law for the time being in force.

29. Power of appropriate Government to make rules.—(1) The Central Government may, by
notification in the Official Gazette, make rules for carrying out the provisions of this Act.

(2) In particular and without prejudice to the generality of the foregoing power, such rules may
provide for all or any of the following matters, namely:—

(a) the fees or allowances to be paid to the Members under sub-section (4) of section 4;
(b) nomination of members under clause (c) of sub-section (1) of section 7;

(c) the fees or allowances to be paid to the Chairperson, and Members under sub-section (4) of
section 7;

(d) the person who may make complaint under sub-section (2) of section 9;

(e) the manner of inquiry under sub-section (1) of section 11;

(f) the powers for making an inquiry under clause (c) of sub-section (2) of section 11;
(9) the relief to be recommended under clause (c) of sub-section (1) of section 12;
(h) the manner of action to be taken under clause (i) of sub-section (3) of section 13;
(i) the manner of action to be taken under sub-sections (1) and (2) of section 14;

(j) the manner of action to be taken under section 17;

(k) the manner of appeal under sub-section (1) of section 18;
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(I the manner of organising workshops, awareness programmes for sensitising the employees and
orientation programmes for the members of the Internal Committee under clause (c) of section 19;
and

(m) the form and time for preparation of annual report by Internal Committee and the Local
Committee under sub-section (1) of section 21.

(3) Every rule made by the Central Government under this Act shall be laid as soon as may be after it
is made, before each House of Parliament, while it is in session, for a total period of thirty days which
may be comprised in one session or in two or more successive sessions, and if, before the expiry of the
session immediately following the session or the successive sessions aforesaid, both Houses agree in
making any modification in the rule or both Houses agree that the rule should not be made, the rule shall
thereafter have effect only in such modified form or be of no effect, as the case may be; so, however, that
any such modification or annulment shall be without prejudice to the validity of anything previously done
under that rule.

(4) Any rule made under sub-section (4) of section 8 by the State Government shall be laid, as soon as
may be after it is made, before each House of the State Legislature where it consists of two Houses, or
where such Legislature consists of one House, before that House.

30. Power to remove difficulties.— (1) If any difficulty arises in giving effect to the provisions of
this Act, the Central Government may, by order published in the Official Gazette, make such provisions,
not inconsistent with the provisions of this Act, as may appear to it to be necessary for removing the
difficulty:

Provided that no such order shall be made under this section after the expiry of a period of two years
from the commencement of this Act.

(2) Every order made under this section shall be laid, as soon as may be after it is made, before each
House of Parliament.
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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.

Iam 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. [ 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 Handbiook will be useful for actual implementation
of the Act.
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V. Somasundaran

| 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 desper understanding of what is sexual
harassmemt and change of aftitudes in all - be it employer, employees,
colleagues, friends, or the policy makers.

Sexual Harassment al 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 fime 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 enacled 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 suppert and commitment of all
stakeholders for its effective and successful implementation in preventing
workplace sexual harassment. It casts an obligation upon the empioyer to
address the grievances in respect of sexual harassment at workplace in a
time bound manner. It is in this context thal 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
problemimenace of workplace sexual harassment in the country.

A

v. hmnundanﬁr
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PREFACE

The Government of India is 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 Act 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 100l in the hands of the employers and emplovees, to create
safe and secure workplaces for all women.

With the enactment of the Act, India is now a pan of a select group of countries to
have prohibited sexual harassment at workplace through national legislation. The Act 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 enforee 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
promoting their independence as well as the right to work with dignity as ¢qual pariners in an
environment that is free from violence.

(Prdeti 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

L 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.

It 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 AR

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

differentiate between welcome and unwelcome A syJECTIVE 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.

10
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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

e 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

¢ 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

11
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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
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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
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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

14
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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.

15
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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.

16



Handbook on Sexual Harassment of Women at Workplace %

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
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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 R
Employer
(- J
| 'd N\ |
Workplace of . )
Government / Local Private Workplace Dwelling House
Bodies
A\ 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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Tows

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

o 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.

21



.1.' Handbook on Sexual Harassment of Women at Workplace

Towaros A NEw oA

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

* 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.

25



.1.' Handbook on Sexual Harassment of Women at Workplace

Towaros &

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.
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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 Sy S EeTE QR 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
R T, [T T 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. Thenames 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. Interviewsshould 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

Questioning the parties and
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.

3. Choose an Appropriate
Location

To create trust, comfort and
openness

6. Manage the Interview

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

2. Questioning

Determine beforehand the following:

» 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:

* Questions ought to be clear and focused.

» Obtain as much information as possible through the
interview.

» Do not share information gathered from other sources.

4. Explain the Interview
Process

5. Records of the Interview

Take notes and explain
the need for a proper
record

Explain how the interview will
be conducted and what is
expected

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;

e 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. Inrelation toany 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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Towards a new dawn

Government of India
Ministry of Women and Child Development



DEPARTMENT OF TECHNICAL EDUCATION

From To

The Commissioner of Technical The Principal,

Education(FAC), All Government / Government /
Directorate of Technical Education, Aided / Self Finance Engineering
Guindy, Colleges and Polytechnic Colleges,
Chennai - 25. Tamil Nadu.

Letter No.25213/H5/2018, Dated 03.07.2018.
Sir,

Sub: Technical Education - Guidelines for prevention and
redressal of harassment in the Higher Educational
Institutions — Regarding.

Ref:  Government letter (Ms)No.121, Dated 22.06.2018.

With reference to the letter cited, The Government have conveyed
that harassment of person (Students, Staff, Faculty) in Higher Educational
Institutions has increased in recent years and has caught public and media
attention. In this regard the Government have examined and carefully
issued the guidelines for prevention and redressal of harassment in Higher
Educational institutions.

Hence, the Principals are requested to follow the guidelines issued by
the Government and the action taken report on the same may be submitted
to this office immediately.

forjéomsngr of Technlcal Edgea?on(FAcg i

Uy
Encl: As above. j%,;\\pq\\‘?
Copy to :-

1) The Additional Director (Exam),
DOTE, Chennai - 25.
(For the purpose of uploading in
DOTE website)

2) Technical Assistant (Evaluation-I),
DOTE, Chennai - 25.

3) Technical Assistant (Complaint),
DOTE, Chennai - 25.



From
Thiru. Sunil Paliwal, LA.S.,
Principal Secretary to Government.

To

The Registrars of all Universities "%
under the aegis of Higher Education Department. (w.e.) ~ :

The Director of Collegiate Education (FAC), Chennai-6. (w.e.)

JFhe Commissioner of Technical Education (FAC), Chennai-25. (w.e.)

Sir / Madam,

Sub : Higher Education — Guidelines for prevention and redressal
of harassment in the Higher Educational Institutions -
Issued.

It is observed that harassment of persons (students, staff, faculty) in
Higher Educational Institutions (HEls) has increased in recent years and has
caught public and media attention. Instances of people in power and authority
taking advantage of their position to exploit the vulnerability of their
subordinates and students have come to the notice of the Government. The
main objective is to create safe campuses for students, staff and faculty to
function without fear, threat or anxiety. The institution has the duty to ensure
that its staff, students and any person associated with it are treated, and treat
one another, with dignity and respect, free from abuse or harassment.
Occurrence of harassments in one or multiple forms in the recent years has
necessitated framing of guidelines to prevent and prohibit such incidences in
educational institutions, to provide a mechanism for grievance redressal and
also to recommend appropriate penal actions.



2. The Government have examined the above issues carefully and
decided to issue guidelines in this regard. Accordingly, the Government issue
the guidelines for prevention and redressal of harassment in Higher
Educational Institutions under the aegis of the Higher Education Department
as in the Annexure to this letter.

3 | am to request you to follow the guidelines scrupulously.

Yours faithfully,
O)Z . é{, 2

226 \=\8 St
for Principal Secretary to Government.
22 6.8 =
Copy to:
The Senior Personal Assistant to Hon’ble Minister (Higher Education),
Chennai-9.
The Private Secretary to Principal Secretary, Higher Education Department,
Chennai-9.
The Private Secretary to Additional Secretary (TE), Higher Education
Department, Chennai-9.
The Senior Typist to Additional Secretary (Uty), Higher Education Department,
Chennai-9.
The Deputy Secretary (CE), Higher Education Department, Chennai-9.
All Sections in Higher Education Department, Chennai-9.



Annexure to Letter (Ms) No. 121, dated 22.06.2018

GUIDELINES TO PREVENT AND REDRESS HARASSMENT IN HIGHER
" EDUCATIONAL INSTITUTIONS IN TAMIL NADU

1. Preamble

Instances of harassment or exploitation of persons (students, staff and faculty
members) in higher educational institutions have come to the notice of the
Government. Many times people in power and authority are found to be taking
advantage of their position to exploit the vulnerability of their subordinates and
students. This has necessitated framing of guidelines to prevent and prohibit such
incidences in educational institutions to provide a mechanism for grievance redressal
and also to recommend appropriate penal actions.

The main objective is to create safe campuses for students, staff and faculty
to function without fear, threat or anxiety. The rules and regulations are meant to
ensure highest standards of honesty and integrity from all stakeholders. The
institution has the duty to ensure that its staff, students and any person associated
with it are treated, and treat one another, with dignity and respect, free from abuse or
harassment. The institution should not tolerate any type of harassment within the
workplace or associated with the work performed on behalf of the institution.
Complaints relating to harassment must be promptly dealt with, following the
guidelines laid out here. '

2. Application and Commencement

i. These guidelines shall be applicable to all higher educational institutions in the
State of Tamil Nadu.
ii. These guidelines shall come into force from the date of issue of G.O

S Definitions:

a) “Harassment” means any improper behaviour by a person that is directed at,
and ig offensive to, another individual and which the person knew or ought
reasonably to have known would be offensive. It comprises objectionable or
unacceptable conduct that demeans, belittles or causes personal humiliation
or embarrassment to an individual. Mildly offensive comments or behaviour
can rise to the level of harassment if they are repeated; a single incident can
be considered harassment if it is so severe that it has a lasting negative
impact on the individual(s) concerned. When behaviour of this kind is
engaged, in by any person who is in a position to influence career or
employment conditions (including hiring, assignment, contract renewal,
performance evaluation or promotion) of the recipient, it also constitutes an
abuse of authority.

£) “Higher Educational Institutions” (HE!) means all universities under the

purview of the Department of Higher and Technical Education, Government of

Tamil Nadu which include all affiliated autonomous and non-aufonomous

colieges and research institutions, and study cenfres, Learning Resource

Centres and other such Centres associated with the Institute of Distance

Learning of the Universities



c) "aggrieved person” means a student or employee who has any complaint in
the matters concerned, with the grievances or complaints defined in section 4.

d) “Victimisation” means any unfavourable treatment meted out to a person with
an implicit or explicit intention of harassing.

4. Grievances and Complaints Relating to Harassment:

“Grievances or Complaints" include, but not limited to, the following from the
aggrieved students or employees: - .
i. Intimidation, open and indirect threats, verbal and non-verbal conduct,
physical abuse, such other objectionable behaviours and objectionable
material sent through letter, electronic and social media;

ii. Undue delay or unfounded refusal for forwarding applications/ requests/
letters of the faculty, staff and students to higher authorities;

ii. Seeking favours in cash or kind, gifts and rewards, such other for
discharging duties. The situations include, but are not restricted to, M.Phil/
Ph.D registration & guidance, examination and evaluation, excessive
spending by the student on conduct of viva-voce such as examiner’s travel
and other expenses, etc.,

iv.  Unreasonable delay in the process of completion of M.Phil/ Ph.D thesis by
the teacher including examination and evaluation process; _

V. Assigning non-academic work or academic work not approved by the HEI
or demanding work after working hours or on holidays, without the
willingness of the person;

vi.  Forcing student, staff and faculty, especially women, to accompany to
conferences, seminars or field work or any other academic work;

vii. ~ Detrimental/prejudicial treatment of or conversely favouritism shown to
particuiar studeni(s), research scholar, project staff, employee including
threat of unfavourabie or promise of prefereniial treatment in the future;

viii.  Humiliation by referring to gender, caste etc. including those that affect the
dignity of the person thereby imposing subservient attitude.

ix.  Demand/ assigning work by institution/ department/centre/section heads
after working hours, on holidays etc. without any adequate reason for doing
s0.

X Complaints relating to examination and evaluation like re-totalling and
revaluation of answer scripts etc., do not form part of harassment.

5. Harassment Awareness and Prevention

i. Campus safety has become a recurrent concern among the educational
fraternity. All stakeholders should be sensitised and awareness created
among students, non-teaching staff and faculty asbout ‘;r:‘.:, causes and
prevention of harassment.

ii. Campus safety awareness can be done by distributing handouts,
posters/notices with helpline numbers posted in prominent places. Regular
workshops, orientation programmes at the time of entry as well as periodical
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report directly to the head (Vice-Chancellor/ Director/ Principal) of the
institution within one to two months and the Head of the Institution sha|
act within two months. If the complaint is against the head of the
Institution, the report shall be submitted to his / her higher authority.

e) The Complaint shall be disposed-off within six months from the date of
receipt of the complaint.

ii. Composition of the Harassment Complaints Committee

Every higher educational institution shall constitute a committee to deal
with complaints relating to harassment. The Vice-Chancellor/Director/
Principal of the Institution will take responsibility for constituting the committee
with terms of reference and tenure of one or two academic years. The
composition of the committee will be as given below:

a) Dean / Senior Professor / Senior Faculty Member —
Chairperson

b) Two faculty members — One Professor and One Associate
Professor in Universities or One Associate Professor and One
Assistant Professor in Colleges — Members

c) One Women Faculty — Member
d) One external member with Legal background — Member
e) One SC / ST/ BC representative — Observer

T Penal Actions

Based on the Harassment Complaints Commitiee's report, the head of the
institution shail take appropriate penal action following the ruies, siatutes and
regulations of the Institution. The penal action can take several forms such as:
issuing warning, transfer of the Ph.D/M.Phil student to other faculty member,
removal from headship, derecognition as M.Phil/ Ph.D guide, cut in increment and
demotion, etc., In the case of students / research scholars, the punishment can be
suspension, rustication, efc., '

8. False or Frivolous or Malicious Complaints

The harassment complaints committee shall also have provisions to deal with
faise or frivoious or malicious compiaints and recommend to take action against the
complainant with proper justification. The Head of the institution or Competent
Authority shall take appropriate nenal action following the rules, statutes and
regulations of the Insfitution.

B & & opnemnrl & f= [ - =
nduct that would not be considered harassment

i
0
(8]
=3

Persons must have reasonable grounds before maki
31 '

iarassment. All situations which appear to meet the definition ultimately !
L )e &l %

= L. . b e o e i B P T Tt ey T T femm e -
ERE LR R T B T T = R S e e i | i = = L e R k] o= i i i

~ =



6.

vi.

Vil.

The topics covered in the handouts and workshops may include: their sense
of self-worth; their right to have and to determine choices; their right to have
access to opportunities and resources; their right to have the power to control
their own lives, both within and outside the home; and their ability to influence
the direction of social change to create a more just social and economic order,
nationally and internationally.

Campus safety programs must include modules on clear differentiation
between academic and non-academic aspects, personal and professional
involvement as well as prevention of harassment.

There should be adequate and comprehensive set of university/college
regulations regarding campus code of conduct, norms for use of library,
laboratories, other academic and non-academic zones, office and public
spaces.

It must be made incumbent on all students and employees (faculty and non-
teaching staff, both permanent/regular and temporary/contractual), to abide by
this Code of Conduct. Every new entrant into the system should know his/her
duties, rights and responsibilities, including the consequences of violating the
Code.

Students, research scholars, permanent employees - faculty and
non-teaching staff, temporary or contract employees — guest facuity,
post-doctoral feliows, and project staff - should sign a declaration accepting
the code.

viii. An Undertaking should be obtained that they will not participate and

=

perpetuate harassment. There should be sufficient provisions for stringent
action against anyone who violates this code of conduct.

Adequate safety provisions like recruiting security guards, installing CCTV
cameras, operating shuttle services after working hours for pick-up and
drop-off from campuses.

Institutions with high incidence of harassment should be penalised with
imposition of fine/reduction in fund allocation, blacklisting in applying for
projects, seeking grants etc.,

Grievance Redressal Procedure

Procedure to File Complaint

a) The aggrieved person shall make a written complaint with all
evidences / compiaints directly to the Chairperson of the
Harassment Complaints Committee within two months of occurrenc
of the incident.
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The Harassment Complaints Committee will decide on the nature of
enguiry t© be conducted on the victim and the person causing
harassment to ascertain the form and degreeffrequency of harassment
etc., The Committee shall maintain full proceedings as confidential
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may make negative decisions (e.g. about performance or work assignments) which
do not in themselves, constitute harassment. Reporting authorities have a
responsibility to give fair and objective feedback and to take appropriatg action. If
such report is biased due fo extraneous factors or retaliation against an individual,
then it may constitute harassment. The Complaints committee must carefully look
into the background of the complaint and take a decision.

10. Appeal Procedure

Those found guilty of violations and on whom punishments are initiated may
appeal for reconsideration of punishment served on him/her. The appeal can be
made to the Head of the institution. This provision to file an internal appeal will
depend on the severity of the case. The Head of the Institution / Competent Authority
will have the discretion to take up the appeal for consideration based on the severity

of the case.

SUNIL PALIWAL
PRINCIPAL SECRETARY TO GOVERNMENT

/True Copy//
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Anna University, Chennai-600025.

University Departments

Gender and Social Non Discrimination Policy

Anna University is committed to tackle and completely eliminate social exclusion and
particularly gender discrimination. Anna University is sparing no efforts in promoting
social equity in accordance with Universal Human Rights. The principles of equality
and non-discrimination are embedded in the ethos of Anna University. It ensures
human rights are exercised by every member, without discrimination on the basis of
gender, religion, race, caste, language, ethnicity, sexual orientation, disability, age,
economic and social situation.

Anna University promote equal participation in leadership and economic
opportunities for women. Women academicians and administrators head various
Departments/ Centres of the University on par with men. It is committed to
eliminating and preventing all forms of violence against women and girls. It has a
safe and secure work environment that is free from any discrimination in line with its
policy of zero tolerance to sexual harassment.

Anna University protects those reporting discrimination from educational or
employment disadvantage. Anna University follows the Maternity and Paternity
policies of the State Government to supportwomen’s continued participation in
education and employment.




ANNA UNIVERSITY,
CHENNAI-600025.

CODE OF CONDUCT POLICY

FOR STUDENTS, FACULTY, STAFF AND ADMINSTRATION

Anna University requires that all its Students, Faculty, Staff and Administrative Personal act as
responsible citizens and members of a higher education academic community who are responsible
to know, observe, abide by, and adhere to the applicable policies, rules, and regulations as well as
relevant procedures notified by the University from time to time.

Code of Conduct of Anna University Employees including Faculty, Support Staff and Administration is
governed by the Anna University Statutes and its amendments from time to time.

Students have the right to learn without interference and Faculty members have the authority to
protect this right by creating and maintaining an environment that is conducive to learning.
Academic requirements for studies are prescribed in the Regulations of the Programme to which the
student is admitted. Different types of inappropriate conduct that may subject a student to
sanctions or disciplinary action pertaining to general conduct within the Campus, Examinations,
Hostel, Sports and cultural activities, Field visits etc. are notified from Time to time and informed to
the stakeholders by publishing the same in the Student Calendar and Websites of the respective
Campus, Department or Centre. In addition, certain school, department, or Centre specific rules,
policies, or regulations are communicated through E mail communications, notice boards and
relevant publications. These are also briefed during orientation Programmes for the students.

Rules that govern instances of Ragging and sexual misconduct/harassment are framed in line with
the national and State directions and strictly enforced.

Academic dishonesty is any form of deceptive, dishonest, or fraudulent conduct will not be
tolerated.

Enforcement of the Rules and Code of Conduct is ensured through monitoring committees formed
by the Syndicate, Registrar, Deans of Campus, Heads of Departments or Hostel wardens as per the
approved Grievance redresser mechanisms. Sanctions/consequences imposed by the Authorities for
a violation of the Code of Conduct may include Verbal Warning, Written Warning, Suspension,
Penalties, Expulsion etc. depending on the specific case as recommended by the respective
monitoring/grievance redresser Committee,

Vice-Chancellor




Anna University, Chennai-600025.

University Departments

IT (Information Technology) Policy

Anna University (AU) provides state-of-the-art communication, software development
and computational services to meet the dynamic needs of University Departments
through Ramanujan Computing Centre (RCC).

Salient features of the IT Policy:

Governance of computing and networking resources across four campuses
Expert committee approved IT specification, purchases and installations
according standards and guidelines

Accessibility control of IT resources

Monitoring of all computing and networking resources

Adherence to policy during purchase itself

Process of implementation and adherence to the policy:

The implementation and enforcement of compliance of the below mentioned IT
policies are entrusted with Ramanujan Computing Centre:

Access control policy: Administrators, Teaching faculty, Administrative staff,
Technical Staff are categorized, and privileges of access is provided based on VC
approvals. Authentication to some of the services is through Active Directory
Data log and retention policy: All data pertaining to web servers, firewall and
access logs are stored and retained for 15 days

Confidential data access policy: Payroll, Marks and Employee details maintained
at RCC are access controlled to approved personnel only

User accounts creation and maintenance policy: Categories like Faculty, Staff
and Students is maintained, and their accounts are terminated on leaving the
institute

Video surveillance policy: Server farms and critical IT infrastructure are under
continuous surveillance. The recordings are preserved for a period of 15 days
Hostel IT Access policy: Proctored access to internet and internet applications.
Control of access points usage and monitoring

Accessibility of Internet:Internet access through firewall is provided through LAN
and WiFi to all computers at the University

Adherence: The policy is enforced through server, firewall and subnet
restrictions

[
|
|



Anna University, Chennai-600025.

University Departments

Green Campus Policy

Anna University is committed to develop its campuses as places where education is
combined with environmental friendly practices to promote Sustainable

Development by

e restricted entry of automobiles, promoting the use of Bicycles and provision of
Pedestrian Friendly pathways

* ban on use of disposable Plastics in line with the State Government Guidelines.

e creating awareness with stakeholders on the need for maintaining greenery in
the campus for sustainable ambience.

* encouraging all stakeholders to support and participate in ensuring green
cover in the campus.

* preserving age old trees and-protect them to have prolonged life.

* enhancement of green cover by landscaping with trees and plants.

® conduct of green audit at regular intervals and implement the suggestions

towards creating green campus

The faculty, staff and students are encouraged to contribute collectively to
develop an eco-friendly sustainable campus and disseminate the concept of eco-

friendly culture to the nearby community and wherever possible.
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Anna University, Chennai-600025.

University Departments

e-Governance Policy

Marching towards its vision of being a world class institution, being a preferred
partner to the Industry and community and being a point of reference as well as a trend
setter, Anna University is committed to implement in its E-governance in its
administration by:

® integrating the activities of the various sections which are currently having
computerised database management and documentation.

* adopting process optimization that will eliminate red tapism, redundancy and
eliminate loss of time and energy leading to increased productivity.

e strategically implementing completely automated administrative work flow
processes that enhances effective data storage and retrieval at all levels as per
hierarchal permissions.

e comprehensive implementation of electronic mode of communication among all
departments / sections of the University viz. Academics, Administration, Finance
& Accounts, Admissions, Examinations, support etc. and ultimately moving
towards paperless office.

e strengthening the Internal Quality Assurance Cell (IQAC) and creating a
centralised data management system to support the Accreditation and Rankings
like NAAC, NIRF, NBA, QS ranking, THE World Rankings and etc.

Vice-Chancellor




ANNA UNIVERSITY

CHENNAI - 600 025

Research Promotion Policy

Research promotion policy of Anna University aims to foster and sustain excellence
and leadership in Research and Innovation. Our students and faculty will be encouraged to
break new ground in research and achieve first of a kind impacts in technological
applications/ designs/ formulation of new public policies/institutional capabilities. Our
students will be encouraged to learn about the world through hands on practical problem-
solving projects in collaboration with fellow student in other department and with our faculty
as supervisors/ mentors. Our faculty and students would be encouraged to involve in inter
disciplinary/ multi-disciplinary/ translational research in finding scientific and technological
solutions to 215 Century grand challenges. Anna University desires to build strong and
robust research and innovation ecosystem through,

1. Providing generous seed funding to young Assistant Professors (fresh Recruits) to
establish their laboratories and kick start their research

2. Providing international travel grant to faculty and students to enable them to participate
and present papers in International Conferences providing large funding in the selected
emerging technologies to group of active faculty members

3. Provide funding for start-ups to students and faculty members
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Gender Empowerment and Social Equity Policy

Anna University is committed to providing wide and broader opportunities in
education, research and innovation for applicants from groups that are
disadvantaged and/or currently under-represented so as to improve their quality
of life and build capacity and empower them. .National and State Government
Policies in this regard are strictly adhered at Anna University with respect to
Students Admission and also in Faculty/ Staff Selection.

Anna University recognizes that men and women often have different needs and
priorities, face different constraints, have different aspirations, and contribute to
development in different ways. The University strives to ensure that its entire
staff understands the different roles, responsibilities and experiences of women
and men in relation to the issues being addressed. It promotes and support a
diverse workforce at all levels of teaching, non- teaching and administration.

Anna University has taken proactive steps to create, support systems to reduce
the gender gap in academic and administrative domains by establishing Centre for
Empowerment of Women, Day Care Centres, Prevention of Sexual Harassment
Cell, Equal Opportunity Cell, Grievance Cell, Counseling facilities and Students
Clubs with equal representation of boys and girls to provide mentoring,
scholarships and targeted support.
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Faculty Incentive Policy

Anna University strives hard to become a World Class Institution by producing
professionals with high technical knowledge, professional skills and ethical values.
To cater to the needs of the highly demanding student community of the fast
changing world the University embarks to sustain the enthusiasm and vigor of the
deserving faculty members. The University has implemented Schemes to provide
incentives to award winning teachers at State / National / International levels with
retrospective effect from Jan 2014.

Process of implementation and adherence to the policy

1. The Faculty members who receive award at State / National / International
levels are to inform the same to the Director, IQAC within 2 months from the
date of receipt of the award through the Faculty Information System portal.

2. The applications will be scrutinized by a Committee with regard to expected
academic standards.

3. The selected Faculty will be given incentive as follows.

State level - Announcement in the News letter / Website

National level - Announcement in News letter / Website plus certificate
of honor which will be awarded in an institute level

program.

International level - Announcement in News letter / Website plus certificate
of honor which will be awarded in an institute level
program plus commendation and medal at a University

function.

Vice-Chancellor
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PROGRISS THROUGH ENOWLEDGE

ANNA UNIVERSITY, CHENNAI-600025, INDIA

SUSTAINABILITY AND CLIMATE ACTION POLICY

Anna University is committed to be a Sustainable Higher Education Institution
with priorities in the areas of prevention and control of pollution, conservation
of energy and other resources to support wellbeing of its stakeholders and
ecosystems. It encourages students and faculty to pilot sustainability
solutions through cutting edge research and teaching practices to address
Sustainable Development Goals and other real world challenges.

Our responsibility to confront the challenge of Climate Change will be
addressed by reducing campus Green House Gas emissions through best
practices and innovations in energy efficiency and use of renewable energy.
Scope1, Scope 2 and Scope 3 emissions will be tracked and sustained efforts
will be made to be a Net Zero Campus by the Year 2040.

Anna University will incorporate Green Building norms in new constructions
and work towards a Zero Waste campus. Best practices will be developed to
guide our operations in a sustainable and energy efficient manner to meet
sustainability related standards and commitments at local and national level.
Efforts will be taken to reduce transportation related emissions within the
Campus.

Anna University will develop sustainability related programs and curricula. It
will strengthen the Governance structures to facilitate integration of
sustainability practices at all levels of the University. Sustainability
accomplishments will be recognized and rewarded.

Anna University will protect and enhance the ecosystems and green spaces of
our University and make sustainable efforts to promote green practices to
ensure appropriate levels of biodiversity. We will use our Campus as a living
laboratory to harness the power of collaboration to develop, pilot and launch
sustainability solutions. We will provide mentoring, networking and
professional development opportunities that prepare our students with the
insight and foresight to safeguard environment.



ES4.2 Link to your institution’s sustainable procurement / purchasing policy.

Introduction

The University implemented an Environmental Sustainability Vision, Policy, and
Strategy to focus on sustainable procurement practices.

Purpose

To support and ensure that the University considers all environmental factors in their
purchasing decisions for the procurement of goods and services.

Definition

According to Chartered Institute of Procurement and Supply (CIPS), the term
sustainable procurement is defined as “the process wherein the University meets its
needs for goods, services, and utilities while minimizing the damage to the
environment.”

Objectives
The objectives of the sustainable procurement process are:

e Comply with local and relevant laws and regulations

e Promote awareness among suppliers, contractors, and user communities

e Reduce negative environmental impact

* Include sustainable criteria when evaluating offers

e Measure the sustainable practices using standards

e Use the measures to monitor the procurement process for continuous
improvement

e Use the results to benchmark the performance against other organizations

e |dentify the areas that need improvement

Criteria
The criteria to consider are:

e Assess and define the need
e Evaluate the options
¢ Design and specifications



Supplier selection

Tender evaluation
Post-contract management
Supplier development

Action / Practices

Standing offers and Supply arrangements

L]

Switch to suppliers that divulge chemical ingredients

Seek out to producers using natural or non-hazardous materials

Suppliers should disclose their greenhouse gas (GHG) emissions

Procure products composed of recycled materials (eg., recycled paper,
remanufactured ink cartridges, and refurbished furniture)

Purchase from companies with green production practices that has minimal
negative impact on the environment such as pollution, biodiversity loss or
habitat disruption

Green procurement should mitigate over-exploitation of scarce resources
Purchase of energy-saving electricals

Commission new construction from renewable materials

Procurement of organic food ingredients for the university canteen

Opt for business with small, local, and/or ethnic minority-owned enterprises
Look for reusable, returnable, or recyclable packaging for all procurements
Procurement of design and construction services should disclose and reduce
the embodied carbon of construction projects

The bidder must demonstrate that they address a minimum of 2 of the following
environmental considerations: GHG reduction, hazardous chemical reduction,
plastic reduction, or waste reduction

Encourage the suppliers to participate in the net-zero challenge, document their
GHG emissions’ reduction targets, and publicly disclose its previous year's
verified GHG emission inventory

Provide inventory numbers for replacement parts when available

Furniture

The materials used in the procured product must have the following attributes:
Hazardous air pollutant free

Non-toxic surface coating

recycled content for steel components

sustainable wood originating from sustainably managed forests
composite wood products must contain recycled material

plastic components must be recyclable at the end-of-life

suppliers must have certificates to denote that the products do not
contain chlorofluorocarbon (CFC) or polybrominated diphenyl ether
(PBDE)
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Parts susceptible to wearing must be designed to be replaceable

Waste material from the manufacturing process must be minimized and/or
recycled

The facility must have a hazardous and toxic material management system in
place

All products purchased must come from a manufacturer that has a chemical
management plan in place

Office supplies

e Actions around all phases of the lifecycle (extraction (raw materials),
transformation (manufacturing plant), distribution, product use, and end-of-life
(recovery transport, recycling, and landfilling) will be considered

e Products have minimal packaging and it is recyclable, biodegradable, or made
from renewable resources

e Supplies made from post-consumer recycled content

Vehicles

e Consider the procurement of hybrid electric vehicles, battery vehicles,
hydrogen vehicles, and fuel-cell vehicles rather than conventional types

e Fuel consumption and GHG emission values should be calculated and included
in financial evaluation or evaluated price

e Survey of suppliers to identify environmental features must be done periodically

e Supplier is ISO-certified

e Major rigid plastic parts stamped with composition code for recycling

Wireless services

To reduce paper waste, consider the following:

e e-ordering via web portal
e Digitalized service-related reports
¢ User-guides to be available online

Outcome

Sustainable procurement allows the university to mitigate key issues such as
greenhouse gas emissions, improve resource efficiency, and recycling. It sends strong
signals to market in favor of sustainable goods and services, thereby enabling a
transition to a green economy.
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ES8.1 Please add the amount of energy generated in campus through renewable
sources, in kWh, for the last reporting year. This would include energy consumed,
stored, or sold on.

(Note: Total annual energy (kWh equivalent) generated through renewable energy
sources for the whole estate.

This may include energy derived from:

e biomass-fuelled boilers

e solar electric panels (photovoltaics)

e solar thermal panels (solar water heating)
e wind turbines

e ground source heat pumps

e other

~_The consurﬁed energy may not only be consumed by the university, but may also be
sold on or stored.)

Environmental Research (3)

ER3 Research Centre with Sustainability Focus

Presence of a Research Centre with a specific focus on environmental sustainability
ER3.1 The Research Centre has dedicated FTE staff

ER3.2 This Research Centre contributes (through curriculum, teaching, and
supervision) to the teaching of undergraduate programmes and/or postgraduate
programmes.

ER3.3 Please provide evidence or supporting statement (Links can be included,
Maximum 100 words)

Anna University has established 25 research centres to bring together campus-wide
expertise for research and education activities with sustainability focus. The centres
provide novel solutions to environment challenges through research projects on: Wind
turbine CFD modelling, Bioenergy and Green Technology (projects that convert
world's waste into energy), Climate change on groundwater resilience, Capacitive
deionization technology for water treatment, Green hydrogen, Solar cell, Nano-meso
structured thermoelectric materials for electric energy generation from waste heat,
Energy efficient buildings using solar passive architecture, Biogas refrigerator,



Desalination through waste heat recovery, and Efficient renewable energy power
generation with energy storage for sustainable smart grid.

(Note: A link can be created to a webpage with hyperlinks to all the 25 research
centres).
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SUSTAINABLE INVESTMENT POLICY
Background and Policy Overview:

The Sustainable Investment policy defines the commitment of Anna University for responsible
investment reflecting our commitment to creating a sustainable future and contributing to a more just
society. As a university, we recognize the significance of deploying our endowment and other funds in
ways that not only safeguard our institution's financial stability but also contribute positively to the
greater world. This policy establishes the objectives and parameters of the University and also sets
out the framework of sustainable measures embracing Environmental, Social and Governance (ESG)
factors within their financial strategies and practices aiming to improve long-term outcomes.

Scope of the Policy:

The following investment policy is applied to the University endowments, Other Investment Funds,
specific areas and assets relevant to the institution's investment practices. The policy outlines the
principles and guidelines for integrating Environmental, Social, and Governance (ESG) considerations
into the university's investment decisions. To evaluate and monitor the progress towards
sustainability goals, the sustainable investment policy will be reviewed on a regular basis at least once
per annum by the Investment Committee, which includes a student/alumni representative from the
Anna University Students’ Association/ Anna University Students’ Alumni Cell.

Sustainable Investment Strategy:

To meet India’s ambitious goal of achieving carbon neutrality by 2070, the University is committed to
aligning its financial investments with Environmental, Social, and Governance (ESG) principles.

In line with this ambitious target, the university would incorporate ESG factors into its portfolio’s
investment and decision-making process. The goal is to not only achieve financial returns but also to
support positive social and environmental impact. This means considering the environmental and
social performance of potential investments alongside traditional financial metrics.

The university's investment portfolios will be guided by a three-tier framework, ensuring strict
adherence to the sustainable investment strategy.

1. Investment
The university tends to align its investment portfolio with ethical, social, or environmental
values by excluding companies or industries that do not meet our predetermined standards.
This means that we employ an exclusion of direct investments in companies involved in the
following business:

¢ Tobacco - manufacture, distribution or retailing

* Firearms and Weapons- manufacture of controversial weapons including cluster
bombs, landmines, nuclear weapons (systems of components) and companies that
manufacture civilian firearms.

e Fossil fuels like Coal, Tar Sands or Fracking

e Other industries with perceived negative impacts on society or the environment.

s Alcohol



Pooled Funds:

When the university invests through pooled funds, the decision-making process occurs at the
fund level, which limits the university's direct control over specific exclusions. Consequently, in
such cases, the university evaluates the comprehensive ESG approach adopted by the underlying
fund manager. Additionally, the university conducts regular reviews of the fund's investments in
collaboration with its investment advisors to assess the overall exposures in alignment with their
sustainability criteria.

2. Environmental, Social and Governance (ESG) Integration

The University mandates its fund managers, whether investing directly or through pooled funds,
to adhere to specific criteria to ensure responsible and ethical investment practices. These criteria
include the following:

e United Nations Principles of Responsible Investment (UNPRI): The University requires its

e To be signatories to the United Nations Principles of Responsible Investment (UNPRI).

e Toincorporate ESG issues into their investment analysis, considering environmental and
social impacts, as well as governance practices. This integration helps identify
sustainable and responsible investment opportunities.

e To actively engage on social and environmental issues. Regular oversight reporting to
‘the Investment Committee is expected, reflecting efforts to address and track these
concerns.

Furthermore, the University aligns itself with the principles of the United Nations Global Compact,
which focuses on fundamental responsibilities in areas such as human rights, labor practices,
environmental stewardship, and anti-corruption efforts. It expects advisors and managers to
promote positive behaviors and discourage negative ones through their investment screening and
practices, thereby encouraging investments that align with the principles of the UN Global
Compact.

Continuously evaluating investment options, the University seeks to invest in pooled funds that
meet the outlined principles above, ensuring that its investments are in line with its commitment
to responsible and sustainable practices.

3. Impact Investing

The policy is dedicated to implementing investment strategies focused on reducing and, ideally,
eradicating negligent business practices. Within this program, investments will be directed
towards organizations and sectors that actively seek to achieve positive environmental and social
outcomes and will be diversified across eight sustainability themes:

e Clean energy

e Sustainable Transport
e Food & Agriculture

¢ Waste & Materials

e Ecosystem Services

e Education

e Health

¢ Financial Inclusion
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Grievance Redressal Policy

Anna University has a grievance redressal policy to address individual and collective
grievances of the Students and Staff of the University. Student includes
Undergraduates, Postgraduates, Research-Scholars both at the doctoral and Post-
doctoral level. Staff refers to all Academic and Administrative staff members. It also
includes faculty (full-time, part-time, visiting), Teaching Assistants, Directors, and
Academic and Administrative staff.

A grievance may be any kind of discontentment or negative perception, whether
expressed or not, arising from anything connected with University, which may be
unfair, unjust or inequitable. These grievances may be general related to their studies/
progression or specifically pertaining to ragging, sexual harassment, etc.

Anna University shall have various redressing Committees, such as
1. Grievance Redressing Committee (Separately for Research scholars,
Students and Staffs)
2. Anti-Ragging Committee
3. Committee for Prevention of Sexual Harassment

The University has exclusive Committees for the affiliated colleges and the University
Departments. The functioning of all these Committees are being monitored by the
Centre for Student Affairs. The Anti-ragging Committee is constituted as per the
guidance of the Government, with Vice Chancellor as the Chairman, Registrar as the
Convener and one representative from the police department also. A separate cell for
preventing Sexual Harassment functions in the University with a lady Professor as its
Director and due representation from Administrative Staff and Students,

Thus, Anna University shall not tolerate any harassment of Students/Staff and strive
hard to redress grievances of any nature at the earliest through suitable mechanisms.

R
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Sustainability and Climate Action Policy

Anna University is committed to being a Sustainable Higher Education Institution
with pricrities in the areas of prevention and control of poliution, conservation of
energy and other resources to support the wellbeing of its stakeholders and
ecosystem. Anna University strives to protect and enhance the ecosystem and green
spaces of the University and make efforts to promote green practices to ensure
appropriate levels of biodiversity.

The campus acts as a living laboratory to harness the power of collaboration to
develop, pilot and launch sustainability solutions. It provides mentoring, networking
and professional development opportunities that prepare students with the insight
and foresight to safeguard the environment. Anna University has been offering
sustainability related programs and several courses in the curriculum to encourage
students and faculty to attain Sustainable Development Goals and overcome real-
world challenges through innovative teaching practices and cutting-edge research.

Our responsibility to confront the challenge of Climate Change is being addressed by
reducing campus Green House Gas emissions through best practices and
innovations in energy efficiency and the use of renewable energy. Efforts are being
taken to reduce transportation-related emissions within the Campus. Anna University
continues to incorporate Green Building norms in its infrastructure development and
strives to utilize net-zero through renewable sources, net-zero emission, net-zero
liquid discharge and solid waste disposal. Best practices are in progress to meet
sustainability-related standards and commitments at the local and national levels.

Anna University strengthens the Governance structures to facilitate the integration of
sustainability practices at all levels through a recognition and reward system. Scope
1, Scope 2 and Scope 3 emissions will be tracked and sustained efforts are in force
to become a Net Zero Campus by the Year 2028. Anna University commits to
becoming an educational and institutional leader in Environmental, Social and

Governance Sustainability (ESG) by 2028.
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Sustainable Investment Policy

Background and Policy Overview:

The Sustainable Investment policy defines the commitment of Anna University to
responsible investment, reflecting our commitment towards creating a sustainable
future and contributing more to society. As a university, we recognize the
significance of deploying our endowment and other funds in ways that not only
safeguard our institution's financial stability but also contribute positively to the
greater world. This policy establishes the objectives and parameters of the
University. It sets out the framework of sustainable measures embracing
Environmental, Social, and Governance (ESG) factors within their financial
strategies and practices to improve long-term outcomes.

Scope of the Policy:

The following investment policy is applied to the University endowments, Other
Investment Funds, specific areas, and assets relevant to the institution's investment
practices. The policy outlines the principles and guidelines for integrating
Environmental, Social, and Governance (ESG) considerations into the university's
investment decisions. To evaluate and monitor the progress towards sustainability
goals, the sustainable investment policy will be reviewed regularly, at least once per
annum, by the Investment Committee, which includes a student/alumni
representative from the Anna University Students’ Association / Anna University
Students’ Alumni Cell.

Sustainable Investment Strategy:

To meet India’s ambitious goal of achieving carbon neutrality by 2070, the
University is committed to aligning its financial investments with Environmental,
Social, and Governance (ESG) principles.

In line with this ambitious target, the university would incorporate ESG factors into
its portfolio’s investment and decision-making process. The goal is not only to
achieve financial returns but also to support positive social and environmental
impact. This means considering the environmental and social performance of
potential investments alongside traditional financial metrics.

The university's investment portfolios will be guided by a three-tier framework,
ensuring strict adherence to the sustainable investment strategy.
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1.

Investment

The university tends to align its investment portfolio with ethical, social, or
environmental values by excluding companies or industries that do not meet our
predetermined standards. This means that we employ an exclusion of direct
investments in companies involved in the following business:

¢ Tobacco - manufacture, distribution, or retailing.

» Firearms and Weapons- manufacture of controversial weapons, including
cluster bombs, landmines, nuclear weapons (systems of components) and
companies thatmanufacture civilian firearms.

* Fossil fuels like Coal, Tar Sands or Fracking.

+ Other industries with perceived negative impacts on society or the environment.
s Alcohol

Pooled Funds:

When the university invests through pooled funds, the decision-making process
occurs at the fund level, which limits the university's direct control over specific
exclusions. Consequently, in such cases, the university evaluates the
comprehensive ESG approach adopted by the underlying fund manager.
Additionally, the university regularly reviews the fund's investments in collaboration
with its investment advisors to assess the overall exposures in alignment with their
sustainability criteria.

Environmental, Social and Governance (ESG) Integration

The University mandates its fund managers, whether investing directly or through
pooled funds, to adhere to specific criteria to ensure responsible and ethical
investment practices. These criteriainclude the following:

e United Nations Principles of Responsible Investment (UNPRI): The University
requires its

» To be signatories to the United Nations Principles of Responsible Investment
(UNPRI).

» To incorporate ESG issues into their investment analysis, considering
environmental and social impacts, as well as governance practices. This
integration helps identify sustainable and responsible investment
opportunities.

+ To actively engage on social and environmental issues. Regular oversight
reporting to the Investment Committee is expected, reflecting efforts to
address and track these concerns.

Furthermore, the University aligns itself with the principles of the United Nations
Global Compact, which focuses on fundamental responsibilities in areas such as
human rights, labor practices, environmental stewardship, and anti-corruption
efforts. It expects advisors and managers to promote positive behaviors and




discourage negative ones through investment screening and practices, thereby
encouraging investments that align with the principles of the UN Global Compact.

Continuously evaluating investment options, the University seeks to invest in pooled
funds that meet the outlined principles above, ensuring that its investments align
with its commitmentto responsible and sustainable practices.

. Impact Investing

The policy is dedicated to implementing investment strategies focused on reducing
and, ideally, eradicating negligent business practices. Within this program,
investments will be directed towards organizations and sectors that actively seek to
achieve positive environmental and social outcomes and will be diversified across
eight sustainability themes:

e Clean energy

e Sustainable Transport
+ Food & Agriculture

¢ Waste & Materials

e Ecosystem Services

¢ Education

¢ Health

+ Financial Inclusion

. Reporting

Annually, the University will provide an impact report showcasing their efforts in
aligning with the guidelines outlined in the Sustainable investment Policy. Through
transparent and regularreporting, the University aims to demonstrate its commitment
to be responsible and impactful in investing while keeping stakeholders informed
about the progress made toward sustainability goals.
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Sustainable Procurement Policy

Introduction

The University implemented an Environmental Sustainability Vision, Policy, and
Strategy to focus on sustainable procurement practices.

Purpose

To support and ensure that the University considers all environmental factors in their
purchasing decisions to procure goods and services.

Definition

According to the Chartered Institute of Procurement and Supply (CIPS), the term
sustainable procurement is defined as “the process wherein the University meets its
needs for goods, services, and utilites while minimizing the damage to the
environment.”

Objectives
The objectives of the sustainable procurement process are:

¢ Comply with local and relevant laws and regulations

¢ Promote awareness among suppliers, contractors, and user communities

« Reduce negative environmental impact

¢ Include sustainable criteria when evaluating offers

¢ Measure the sustainable practices using standards

s Use the measures to monitor the procurement process for continuous
improvement

o Use the results to benchmark the performance against other organizations

¢ Identify the areas that need improvement

Criteria
The criteria to consider are:

e Assess and define the need
+ Evaluate the options

e Design and specifications

¢ Supplier selection



Tender evaluation
Post-contract management
Supplier development

Action / Practices

Standing offers and Supply arrangements

Switch to suppliers that divulge chemical ingredients

Seek out producers using natural or non-hazardous materials

Suppliers should disclose their greenhouse gas (GHG) emissions

Procure products composed of recycled materials (eg., recycled paper,
remanufactured ink cartridges, and refurbished furniture)

Purchase from companies with green production practices that have a minimal
negative impact on the environment, such as pollution, biodiversity loss or
habitat disruption

Green procurement should mitigate the over-exploitation of scarce resources.
Purchase of energy-saving electricals

Commission new construction from renewable materials

Procurement of organic food ingredients for the university canteen

Opt for business with small, local, and/or ethnic minority-owned enterprises
Look for reusable, returnable, or recyclable packaging for all procurements
Procurement of design and construction services should disclose and reduce
the embodied carbon of construction projects

The bidder must demonstrate that they address a minimum of 2 of the following
environmental considerations: GHG reduction, hazardous chemical reduction,
plastic reduction, or waste reduction

Encourage the suppliers to participate in the net-zero challenge, document their
GHG emissions reduction targets, and publicly disclose the previous year’s
verified GHG emission inventory

Provide inventory numbers for replacement parts when avaitable

Furniture

The materials used in the procured product must have the following attributes:
% Hazardous air pollutant free
<% Non-toxic surface coating
% recycled content for steel components
% sustainable wood originating from sustainably managed forests
% composite wood products must contain recycled material
% plastic components must be recyclable at the end-of-life
% Suppliers must have certificates to denote that the products do not
contain chlorofluorocarbon (CFC) or polybrominated diphenyl ether
(PBDE)
Parts susceptible to wearing must be de‘sigped to be replaceable




 Waste material from the manufacturing process must be minimized and/or
recycled

o The facility must have a hazardous and toxic material management system in
place

o All products purchased must come from a manufacturer that has a chemical
management plan in piace

Office Supplies

o Actions around all phases of the lifecycle (extraction (raw materials),
transformation (manufacturing plant), distribution, product use, and end-of-life
(recovery transport, recycling, and landfilling) will be considered

e Products have minimal packaging and it is recyclable, biodegradable, or made
from renewable resources.

¢ Supplies made from post-consumer recycled content

Vehicles

e Consider the procurement of hybrid electric vehicles, battery vehicles,
hydrogen vehicles, and fuel-cell vehicles rather than conventional types

e Fuel consumption and GHG emission values should be calculated and included
in financial evaluation or evaluated price

e A survey of suppliers to identify environmental features must be done
periodically

s Supplier is ISO-certified

o  Major rigid plastic parts stamped with composition code for recycling

Wireless services

To reduce paper waste, consider the following:

o E-ordering via web portal
+ Digitalized service-related reports
¢ User guides to be available online

Outcome

Sustainable procurement allows the university to mitigate key issues such as
greenhouse gas emissions, improve resource efficiency, and recycling. It sends strong
signals to the market favoring sustainable goods and services, enabling a transition to
a green economy.
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