MECHANISM OF RECEIVING STUDENT
GRIEVANCES
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(Deemed to be University u/s 3 of UGC Act, 1956)
Grade ‘A’ Accredited by NAAC
Sector-1, Kamothe, Navi Mumbai - 410209
Tel. No. 022-27432471, 022-27432994, Fax No. 022 - 27431094
E-mail : registrar@mgmuhs.com ; Website : www.mgmuhs.com

Standard Operating Procedure (SOP)
of

Students Grievances Redressal Mechanism

Aggrieved student needs to submit a hard copy of grievance to respective
Institute/College/School/Department Head.

At the same time aggrieved student needs to register the grievance on the “ONLINE
STUDENTS GRIEVANCES REGISTRATION PORTAL” on University website:
wwwy. mgmuhs.com

The link to “ONLINE STUDENTS GRIEVANCES REGISTRATION PORTAL” is :
https://www.mgmuhs.com/grievance.php

Registered grievance at the University portal will be directed to respective
Institute/College/School/Department Head within 02 working days of receipt of the

grievance on the online portal.

Institute/College/School/Department Head will refer the grievance to appropriate Student
Grievances Redressal Committee of the Institute/College/School/ Department

The respective Student Grievance Redressal Committee shall fix a date for hearing the
grievance which shall be communicated to the institution head and the aggrieved student.

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

Institute Head must ensure that the time period between receipt of grievance from
University portal and redressing the grievance must not exceed 14 working days.
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If the student is not satisfied with the decision of the respective Student Grievance
Redressal Committee, then his/her grievance must be referred to Registrar by respective
Institute Head.

Grievances not resolved by the respective Student Grievance Redressal Committee shall
be referred by Registrar to the University Student Grievance Redressal Committee for
redressal and outcome within 10 days.

If the Student is still not satisfied with the decision of the University Student Grievance
Redressal Committee, then the Grievance shall be referred to the Ombudsperson (To be
appointed by UGC).

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

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

The University, as well as the aggrieved student, shall be provided with copies of the
order under the signature of the Ombudsperson, and the University shall place it for
general information on its website.

The University shall comply with the recommendations of the Ombudsperson; and the
Ombudsperson shall report to the UGC any failure on the part of the University to
comply with the recommendations.

. The Ombudsperson may recommend appropriate action against the complainant, where a

complaint is found to be false or frivolous.

Institute/College/School/Department  Head shall extend co-operation to the
Ombudsperson or the Student Grievance Redressal Committee(s), as the case may be,
in early redressal of grievances; and failure to do so may be reported by the
Ombudsperson to the UGC, which shall take action in accordance with the provisions
of these regulations.
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DrRifjesh B. Goel

egistrar
MGM Institute of Health Scienees
{Deemed University u/s 3 of UGC Aet, 19%6)
Navi Mumbai- 410 209
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UNIVERSITY GRANTS CUMhﬂ‘SS [ON
MNew Delhi-110002, the —December 20172

F. No. 14-4/20012(CPP-I—In exercise of the power
conferred under sub-section (1) of secton 26 of the
University Grants Commission Act;1956 (3 of 1956}, the
University Grants Commission hereby makes the following
regulations, namely ;—

1. Short title, applicetion and commericement :—

(1) These regulations shall be called the University
Grants Commission {Grievance Redressal)
Regulations, 2012, '

(@) They shall apply to every Upiversity, whether (&

established or incorporated by or uader a Central
Act or a State Act, and cvery institution recognised
by the University Grants Commission under clause
(D) of Section 2 of the University Grants Commission
Act, 1356 and to all institutions: desmed to be g

university declared as such under Section 3 of the
said Act.

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

2. Definition ~—in these regulztions, unless the conext
otherwise requires

(=) "Act” means the University Grants Commission Act,
1956 (3 of 1956) : ' _
(b) "aggrieved student" means a student who has any
complaint in the matiers concermed with the griovances
defined under these regulations, and includes a persons
seeking admission 1o any instinttion of higher educarion;

() "college” means zny institution, whether known as @

such or by any other name, which provides for a course

- of study for obtaining any qualification from & university
and which, in accordance with the rules end 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 exarnination for
the award of such qualification;

(d) "Commission” meaus the University Grants
-+ Commission established under szetion 4 of the UGC Agt,
1956,

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

T
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() “grievances” include the following ‘complaints of the aggrieved 2
students, namely: — ;

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

(iiy irregularity in the admission procass adopted by the institute;

© (i) refusing admission in accordance with the declared
admission policy of the instifute;

{iv) non publication of prospectus, as specified;

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

(vi) withhold or refuse to return any document i the form of

certificates of degrez, diploma or any, other award or other

. document deposited wilh 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;

{vii} demand of maney in excess of that specified in the declared
admission policy or approved by the competent authority to be
charged by such institution;

{viii) breach of the palicy for reservation in admission as may be
applicable, - . '

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

(x) non payment or delay in payment of scholarships to any
student that such institution is committed, under ihe conditions
imposed by University Grants Commission, or by any other
authority; : .

(xi) delay in conduct of examinations or declarafion of resuits
beyond that specified in the acadernic calendar;

(xii) on provision of student amenities as may have been
promised or required fo be provided by the institution;

(xitii denial of quality education as promised at the time of
admission or required fo be provided; .

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

harassment;

(9) "Grievance Redressal Commiltée® means z commitiee 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 Univarsft’y
declared under Section 3, of tha University Grants Cémmission Act, 1958;

{i} “institution” for the purposes of these regulations, means university,
coliege or institution, as the case may be;

() “Office of profit” means an

pecuniary gain, and to which some pay, salary, emolument, remuneration
or non-compensatory allowance is attached;

(K} "Ombudsman” means the Ombudsman appointed under regulation 4 of

these regulations;

(1} “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 sych under Section 3 of the Act.

- Mandatory publication of prospecius, its contents and pricing:--
(1} Every higher education institution, shall ‘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 such institution and the general public, namely-—

(@) each component of the fee, deposits and other charges
payable by the students admitted to such instiiufion for pursuing

d course of programme of study, and the other terms and
conditions of sugh payment;

(b} the percentage of tition fee and other charges refundable o
a2 student admitted In such institution In case such student
withdraws from such institution before or after completion of
Gourse or programme of study and the time within, and the
manner in, which such refund shall be made to that student;

(c) the number of seats E;pprwad by the appropriate statutory
authority in respect of gach course or programme of study for
the asademic year for which admission is proposed to be mada;

(d) the conditions of eligibility including the minimum and
maximum age {imit of parsons for admission as a student in a

particular course or Programme of study, where so specified by
the institution; '

office which is capable of yielding a profit ar -

———
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() the process of admission and selection of eligible candidates

applying for such admission, including all relevant information in
regard 10 the details of test or examination for selacting such
candidates for admissian to €ach eourse or programme of study
and the amount of fee 1o be paid for the admission test; ;

(9) details of the teaching faculty, including therein the
educational Qualifications ang teaching axperiance of ev

member of its teaching faculty and aleo Indicating therein
whether such members are gp regular basis or ag visiting

s {i) broad outlines of the syilabys Specified by the appropriate

Yo statutory authority or by the Institution, as the tase may be, for
Every course por Programmea of study, including the teaching
hours, practiea Sessions and other assignments;

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 fegulatory authority; and

(ki any such ofher information as may be specifiad by the
Commission:

Provided that an institution shall publish information referred to in items
@ to (i) of this sril:; regulation, on fte wehsfge. LR phtomst
. ol .Jé oA Haig 4 8 L ¥ !l-x ‘_
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4, Appointment, lenure, removal and conditions of services under
grisvance redressal mechanism — -

f( (1)  Each University shall appoint an {)mbudsmém for
| ” redressal of grievances of students under these regulations.
|

e e e L L, P L e

(2) The Ombudsman shall te a person who has been g

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 appoiniment,
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 parsonal relationship, professional affiliation
or financial interest may compromise or reasonably appear to

compromise, the independence of judgement toward the ‘%
universty., !

(4) " The Ombudsman, 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 appolinted
by the university on part-time basls from a pane! of three names @

recommended by the search commitiee consisting of the
following members, namely:-

{a8)  nominee 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; !
(€)  one Vice-Chancellor, by rotation from a privaie ! |
university of the State to be nominated by the ]
State Government - Member:

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

(6)  The Ombudsman in a Central University and institution

deemed to be university shall be appointed by the Central
University or institution as the case may be on W

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

%)

b)

c)

d)

e)

. university.

conveyance.
e

authority.

Ombudsman

(8) The Ombudsman shall be
f _ day, for hearing the cases, in addition to reimbursement of the

- Chairman of the University Grants Commission ‘or

his nominee - Chairman;

one Vice Chancellor from central university, by
rolation, to be nominated by the Central
Government - Membaer:

one Vice Chancellor from institution deemed to be
university, by rotation, to be nominated by the
Central -Government — Member:

. Joint Secretary to the Government of India in the

Ministry of Human Resource Development dealing
or incharge of the higher education - Member;
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"of three years or until Fie attains ihe age of seventy
year, whichever s earlier, from the date he resumes the office
and may be reappointed for another one term in the same

(9) The Ombudsman may be removed on charges of proven
misconduct or misbehavior or as defined under sub regulation
(3) and (4) of this requlation, by lhe concemned appointing

(10) No order of removal of Ombudsman shafl 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

has been informed of the charges against him and

given a reasonable opportunity of being heard in respsct of
those charges.

5. Grievance Redressal Committes -

(1) In case of a college, the Vice Chancellor of the affiliating university
' shall constitute 2 quava-i‘l?e%m Committee consisting of
five "members for an individual college or a group of colleges

keeping in view the location of the coliege(s).

(2) The Grievance Redressal Committes shall be ‘constituted by the
Vice-Chancellor of the affiliating university consisting of -
a) a senicr Professor of the University - _ Chairman;
\\ b)  three senior teachers drawn from the affiliating colleges,
.on rotation basis, to be nominated by the Vice-Chancellor
— Members; -

paid a fees of Rs. 3000 per

TR idoren 1 e LI
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™

c) a student representing the college where the grievance
has ocourred to be nominated, based on academic merit,
by the concerned college - special invitee.

(3) The Grievance Redressal Committee shall have a term of wo
years.

{4)  Tne provisions of sub-regulations (8), (8) and (10) of regulation
4 and regulation 6 in respect of the matters of the
reimbursement and procedure and functions shall, mufalis
mutandis, apply to tHe Grievance Redressal Commitiee except
that the Grievance Redressal Committee shall communicate its
decision within ten days of recelpt of the complaint.

. (5)  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 funclions of ombudsman —
{1) The Ombudsman shall exerciss his powers to hear any grievance-

{8) of any siudent against the university or institution
affiliated to it or an institute, as the case may be, after the
- student has availed of remedies available in such
institution for redressal of grievance; and "

(b} of any applicant for admission as student to such
institution.

(2} No application for revaluation or remarking of answer sheets shall

be entertained by the Ombudsman unless specific iregularity

materially affecting the outcome or specific instance of
discrimnination is indicated. _

(3) 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 Commillee-

(1) Eech insfitution shall establish a registry, headed by an

~ employee of the institlute 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 regisiry so established shall be publishsd
‘widely including on the notice board and prospeclus and placed on
the website of the institution. '

"
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(3) On receipt of an application by the registry, the employes-in-
charge shall inform the Ombudsman or the Grievance Redressal
Cormmittea. as the case may be, shall immediately provide a copy
to the Instilution for furnishing its reply within seven days.

T T T P e L R e R o e T

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

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

(5) An aggrieved person™ may appear either in person or
reprasented by such person as may be authorised o present his
case,

{6) The Ombudsman or the Grievance Redressal Committes, as the
case may be, shall be guided by the principles of natural justice
while hearing the grievance.

(7) The Ombudsman or the Grievance Redressal Comimittee, as the
case may he, 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 Hedressal Committee, as the case may be, in redressal
of grievances and faflure to do so may be reporied by the
Ombudsman 1o the Commission.

(9) On the conclusion of proceedings, the Ombudsman or the
Grievance Redressal Commities, -as the case may be, shall pass
such order, with reasons for such order, &8s may be deemed fit 1o
 redress the grievance and provide such relief.as may be desirable
to the affected party at issus. e :

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

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

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

T T AT

(13) A complaint shall be filed by the aggrieved student or his
parent or with a special permission from the Ombudsman or the
Grievance Redressal Commiftee, as the case may be,
by any other persaon. -

(14}In case of any false or frivolous complalnt, the ombudsman may
order appropriate action against the complainant.
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8. Information régarding Ombudsman Grisvance Redressal Committee to
be published in prospectys - '

The University, the institution deemed ta be university and the college

F concerned shall provide dstailed information regarding provislons of

l/ Grievance Redressal Committee, Ombudsman and the duties and
rights of students in their prospactus prominently.

8. Consequences of non-compliance -

The Commission shall in respect of any institution which willfully
contravenes or repeatedly fails to comply with orders of the

Ombudsman or the Grievance Redressal Committes, as the case
may be, may proceed 1o take one of more of thefollowing actions,

: namely:-

q

(a) withdrawal of declaration of fitness ta receive grants
: under section 128 of the Act;

| ' ' (b)  withhoiding any grant allocaled to the Institution;

{c) declaring the institution ineligible for consideration for any
- . assistance under any of the general or specjal assistance
1 S o - ; programs of the Commission;

4 1 - . {d) informing the general public, including  potential
{‘.J- o2 48 ' : candidates for admission, through a notice displayed
i prominentiy in the- newspapers or other suitable media-
B - .-and posted on the website of the Commission, declaring
i ' that the . institution does not Possess the minimum
! standards for redressal of grievances: -

. (e). ~ ‘recommend to the affiliating university for withdrawal of
; ] 5 -~ . affiliation, in case of a college;
] () - recommend to the Central Government for withdrawal of 5%’
 declaration as Institution deemed to be university, in case
of an institution deemed to be university;
(@) recommend to the appropriate State Gowvernment for
withdrawal of status as university in case of a university
e established or incorporated under a State Act;
(h)  taking such other action within fts powers as tha )
1 & . Commissicn may deem fit and impose such other
{ ' penalties as may be provided in the Act for such durgtion
: of time as the institution complies with the provisions of -
these Regulations: .. :
Provided that no action shall be taken by the Commis&ion
under this regulation unjess the institution has been given
an opportunity to explain its position and, opportunity of
being heard has been provided ta it. )

AKHILESH GUPTA,
Secy.
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‘UGC had notified UGC (Grievance Redressal) Regulations, 2012 in official
Gazette of India on z3rd Mm.r:.h, 2013. These regulations were aimed at
addressing and eﬂ‘ecﬁvély resolving grievances of students related to Higher
Educational Institutions. ol

The UGC had received a, number of responses on these regulations and
henge consm:uted an Expert Committee to revisit UGC (Grievance Redressal)
‘Regulations, 2012. The draft University Grants Commission (Grievance Redressal
of étu_.dents) Regulations, 2.01‘8_' prepared by the Committee is attached herewith
for observations and suggestions of sfakeholders. The feedback and comments on
the above draft may be sent tﬂ UGC via eu:lai_l_ grmhei,2018@gmail.com on or
before 313 December, 2018. Q,)
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UNIVERSITY GRANTS COMMISSION
BAHADUR SHAH ZAFAR MARG
NEW DELHI — 110 002

NOTIFICATION
F.No.14-412012 (CPP-1I)

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 regulatiens:

1. SHORT TITLE, APPLICATION AND COMMEHCEE‘IEN?I_':

a) These regulations shall be called as the University Grants
Comimission (Grievance Redressal of Btudentsj Regulutlans 2018.

b)' They shall apply to all HEls, whether established or incorporated by
ar under a Central Act or a State Aﬂt and every institution
“fecognised by the University Grants Commission under clause (f) of
Semmrﬂ of the Unwarsrty Grants Commisslon Act, 1956 and to all

- instifutions ‘deemed to be a unwerslty declared as such under
Section 3 of the said Act.

6} They shall come into force from the date of their:pukilication 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} aggnawad Student” mieans a student who hés any complaint in the
* matters: cunt:arne,d with the g"" 'ﬁncés c[aﬁned under - ‘these
regu]at‘nns :—md includes a person seek;r‘ig a;:lm:ssmn to -any
institution’ of higher education;

{c} coﬂa;gg" méans EJW msﬂtutm. whemer knqwn as. such or by any
~ other name, which provides for a course of study for nblamrng any

e e o s . i —
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qualification from a university and which, in accordance with the
rules-and regulattans of such universuh; is remgnised ‘as competent
to provide for such course of 5;;;;1;: and present students
undergoing such course of study for the examination for the award
of such qualification;

(d) "*Commission” means the University Grants Commrssmn
eStablished under section 4 of the UGC Act, 1958,

{e} “dec:lared admission policy” means such ;_Joll-::y for admission to a
course or program of study as may be offered by the institution and

publisheéd in thé prospectus referred to in sub-regulation (1) of
regulation 3;

(f) “grievances” include the following complaints of the aggrieved
students, name!y

i. making adrnission contrary to merit. clal’:errmned in accordarice
- with the declared admission policy &f the institution;

ii. irregularity in the admission precesa adopted by the
institution;

iii. refusing admission in accordance with the declared admission
policy of the instim_ﬁgn:

iv. nen publ:panpn of prnsfpectus (either hard copy / online) as
spemf' ed in these regulations:

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

vi. withhold or refuse to return any document in the form of
certificgies of degree, diploma or any other award or other
document deposited with it by a stydents for the purpose of
seeking admission in such institufion, with a view to induce or
compel such student o pay any fee or fegs in respect of any
course or program of study which such student does not
intend to pursue;

vii. demand of money in excess of that specified in the declared
admission policy to be charged by such ingtitution;
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viii. breach in reservation policy in -admission as ~may be
apphcaﬁl&

+fix. nonpayment or delay in payment:-of. seha’iaramps to -any
student that such instituion is mmmgtlasﬂ under the

conditioris tmpc:-sed by Univarsﬂy Gfahts Commission, .or- !z:y"_

any other authority;

x. delay in conduct of examinations or declaration of resulls
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; -

il Refund of fees, in case a student withdraws the adiiission
within the sfipulated time as mentioned in the prospectus, as
nofified by the Commission from time to-time.

(@) *Depariment Grievance Redressal Gnmm:ttee means a committéa
cunststuted under these regulations, at the Ieve! ofa Department.

[ R

(n) “-Ins__tttutmnal Grievance Redressal Commitiee” means. a committee

constituted under these regulations, at the level of an Institution.

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

(i) “University Grievance Redressal Committee” means a commitiee
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, 1856;

(h “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,
remuneralion or non-compensatory aliowance is attached;
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(n) *Ombudsperson” means the Ombudsperson appointed under these
regulations;

tnder a Central Act or a State Act and includes an institution

deemed to be university declared as such under Segtion 3 of the

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
.caur;aes or programs of study, a prospectus containing-the
follow:ng for the information of persons intending to seek
adl‘l‘IIBSIOﬁ to such institution and the general public, namely:

(a) the list of programs of study and courses offered along
i 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;

(c) the conditions of educational qualifications and eligibility
including the minimum and maximum age limiit 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;

4|Pagr
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(e} each compenent of the fee, depositss and other. charges
payable by the students admitted to such institution for

pursuing a course or programt of study, and.the other
terms and eonditions of such payment;

(N rules / regulations for imposition amd collection of @ny
fines specified heads or categorles, minimum and
maximum fine may be imposéd.

(g)the  percentage of tuition fee =and other charges
refundablé to a student admitted im such institution in
case such student withdraws from suich institution before:
or after cnmpiahun of course or program of study and the
timie within-gnd this manner in‘which such refund shall be-
made to that student;

(h) details of the teaching faculty, includting their educational
qualifications, alongwith the .category they belong o
Regular / visiting — and teaching experience of every
member of its teaching faculty.

(i) information with regard to physical and academic:
infrastructure and other facilities including hostel .
.accommedation and its fee, library, hﬂspltﬂl or industry
where:n the pracu-:al training .to be imparted to the
studants. 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 outsidle 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 (&) to (k) of this regulation, on its website, and the atiention of
prospective students and the general public shall be drawn to such
publication on the website through advertisements displayed
prominently in different newspapers and through other media:

ii. Every institution shall fix the pnce of each printed copy of the
prospectus being not more than the reasonable cost of its”
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puhlicauon and distribution and no profit be made out of the .
put;lmatmn distribution or-sale of prospectus.

4. GRIEVANCE REDRESSAL COMMITTEES (GRG):

A,

{i} In case of universities, all complaints relating to a .
depaitment shall first be addressed to Department :

S T T e g

Gnavan_ggiw_ Qgegg_gq[“ ,_ngmme {DGRC) to be
constituted at the level of cleparh'nentsfschoalﬁ:anter
whose: cam_puslﬂ_nn shall be as follows:

a) Head of the Dg_pir_tment { School ! Center —

e (i

cénter to be nominated by tha Haad of HE]l —
Member

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

LR P

(ii) The Chairperson and members of the committea shall
have a tefm of two years.

(i) The quorum for the meeting shall be two, including
Chairperson. eI,

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

(v) 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 recemt of complalnt to the DGHC

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

B8. Institutional Grievance Redressal Committee (IGRC)
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{",'r The mm;ﬂamts not related fo- depaﬁmenis!sehoals i
. centér and the gnﬁvimce#nat 850

- be referred to the Igust}‘t_ubenwg‘* i@;gmge ; _gdressl

Committee ﬂggg to be constituted by Head of the H
* whose composition shail Ei& as follows:

{a) Pro:Vice Chancéllor / Dean/ Senior academician of
. HEI - Chairperson.

(b) Dean of students/iDean, Students Welfare

(c) Two senior academicians otherthan Chairperson.

(d) Proctor / Senior academician

(i) The above Commitiee shall be approved by the statutory
body of Institution {Exemﬁue-edﬂiféiiébt its equivalent).

[m} The Chairperson of IGRG and: B’GRC shall not be the .

same. The tenure of the Cammﬂﬁé members shall be two
years.

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

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

(vi) The IGRC shali 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.

(vii)The IGRC shall provide a copy of the report to the
~ aggrieved person(s).

College Grievance Redressal Committee (CGRC)
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(it)
(ifi)

(iv)

(v)

In case of. colleges, all complaints shall first be

addressed o o[!e,ge Gnevance Redressal Commitiee

{CGRC} who_,

; -mmbosman shall be as follows:

a) Pnnc

al Bﬁ_mas_ﬂlegg £hanm__ersnn
b)

pnrlmpa! bf thé Ccllege

The tenure of the membets shall be two years,

The guorym for ‘the meeting shall be two, including
Chafrpersqm

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

The CGRC shall send the report and recommendations to
the V‘ce-ﬂhancg!lur of the affiliating university within a
period of 15 daya of receiving the complaint.

University Gr]wam:qk_‘édressal Committee (UGRC)

()

(i)

(iii)

In case of grlgvanr;es not resolved by CGRC, it shall be
referred to Unliversity Grievance Redressal Committee
(UGRC) for which the Vice-chancellor of the affiliating
university shall cgnstitute a University Grievance
Redressal Committee (UGRC) consisting of five
members for a indiw;]ual colleges 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 yniversity 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.
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(v) The CGRC shall follow the principle of normal justice
while deciding the grievance of the students.

(vy The CGRC shall send thé 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 Unwers:ty Gﬁévance-
‘Redressal Committes: may within in a period of six days prefer

an appeal to the Ombudsperson.

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

(i)

(i)

‘Each HEl shall appoint an Dmbuﬁsperson fﬁr 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 Professar.

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

(iv) The Ombudsperson, or any member of his immediate family shall

)]

not -

(a) 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;

(¢) hald 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 recommendead by the search committee consisting
of the following members, namely.-

9].Page
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{a) Nominee of the Govemor of the State or his nominee -
Chairperson

(b} Vicg-Chancellor of a University of Staté to be nominated by the
State Government ~ Member

(c) Vice-Chancellor of'ﬂié'-m,ﬁébﬁmgﬁl State University —Member

(d) Registrar of the cuncemedStaIE University — Secretary (non-
voting) ' '

(v) The Ombudspersdn in a Central ﬁﬁw&rslty and institution deemed
C:eh{ral Universrty or the eﬁﬁlﬁﬁlﬂﬂt statutury body Df the. Deemed
to be University, as the case may be, on part - time basis from a
panel of three member recommended by the search ccmmlltee
consisting of the following mémbers, 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 Ghancellor from institution deemed to be university
to be nominated by the UGC (for Deémed to be Universities)
- Member
(c) The Vice Chancellor of the university — Member

(d) The Registrar of the university — Secretary (Non-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.

(vili) The Ombudsperson shall be paid lhe 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 praven
-~ misegnduct or misbehavior or as defined under- these regulations,
by the concerned appointing authority i.e. the Exahutive Council -of

the University.

-:ﬁuuﬁhﬁhs OF OMBUDSPERSON:

(i) The Ombudsperson shall hear any appeal of an applicant for
admission as student or student of the unwersﬂy against the
unwersuty or institution affiliated to it as the case may be, after
the Student has availed all reniedies 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 Ombudspersan.

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

(iv)The Ombudsperson shall make ali 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.

(ii) 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 Commitiee, as the case may be, shall

fix a date for hearing the complaint which shall be
communicated to the institulion and the aggrieved parson.

11|Pa-ge
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(iv)

)

(vi)

(vii)

(vill)

(ix)

(%)

An aggrtmred person may appear ejther in p,g,paan or be
rapfesanted by such person as may be autl:laﬂzed fo present
hisfllzer case.

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

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

On the conclusion of proceed:ngs the Ombudsperson shall
pass such order, with reasons for such order, as may be
daemed fit to redress the grievance and provide such rahef as
may be desirable to the affected party at issue; after givingdiie .
hearing fo both the parties.

Every order under the signature of the Dmbudspe;sun shall be
provided to the ‘aggrieved person and the institution and shall be
placed on the website of the institution.

The inslitution 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 renqmmend 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

12|Pepe
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(b)
()

(d)

(e)

®

(g)

(h)

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

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

withholding any grant allecated 16 tha 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 sultable media and posted on the webéite
of the Commission, declaring that the instilution does not

possess the minimum standards for redressal of
grisvances;

recommend to the affilialing 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 fo the concerned 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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W mﬁﬁqwﬁwﬂmﬁm&ﬁﬁ%aﬁmﬁwﬁwiwmw:
Separate paging Is given to this Part in order that it may be filed os  scparate compilation.

[ ——

Sudio

MINISTRY OF LAW AND JUSTICE
(Legislative Department)
New Delhi, the 23+d April, 2013/ ¥aisakha 3, 1935 (Saka)
The following Act of Parliament received the assent of the President on the
22nd April, 2013, and is hereby published for general information:—-

THE SEXUAL HARASSMENT OF WGMEN ATWORKPLACE
(PREVENTION, PROHIBITION AND REDRESSAL) ACT, 2013
- : (No. 14 or 2013) P
T A [22nd April. 2013.]
AnActio 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 vialat i_u.r:__p;j;fg_fu_nhdamcr_qrg_llights of'a woman

1o equality under articles 14 and 15 of the Constimation of India and her'rig,ht to life and ta live

-with dignity under article 21 of the Constilution ang right to practice any profession or o

CAmmy on any occupation, trade or business which Includes a right to a safe enviranment free
from sexual harassment; S EREAEESS

- AND WHEREAS the protection against sexual harassment and the right to work with
dignity are unj versaily 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 251k June, 1993 by the Government of [ridia;

AND WHEREAS [T is expedient to make provisions for giving effect to the said Convention
for protection of women against sexual harassment at werkplace, :
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2 THE GAZETTE OF INDIA EXTRAORDINARY [Parr I —
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Bt it enacted by Parliament in the Sixty-fourth Year of the Republic of India as follows:

CHAPTER! -
PRELIMINARY
Shor! titte, 1. (7) This Act may be called the Sexual Herassment of Women at Workplace (Preveation,
extent and Prohibition and Redressal) A et, 2013. &
comimencement, . ' : i
(2] Itextends o the whole of lndia,
() ltshall come into force on such date as the Central Government may, by notification -‘
inthe Official Gazette, appoint, :

Definftions 2. In this Act, unless the context otherwise requires,—.

(a) “agzrieved woman™ means—

i
ki
&

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

(id) in relation 1o a dwelling place or house, a5 woman of any age whe is
empioyed in such a dwelling place or house; '

(&) "appropriate Government™ means—

T T o s S T e e

(i) in relation to & workplace which is cstablished, owned, controlied or
wholly or substantially financed by funds provided directly or indirectly—

(.ij by the Central Govemnment or the Union teritory administration,
the Central Government: :

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

] ] ' (if) in relation to any workplace nat covered under sub-élause (/) and
:g : E falling within its territory, the State Government;, =

(¢ _"C:hairpcrsnn"' means the Chairperson of the Local Complaints Committee
nominated under sub-section (1) of section 7; -

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

:
5
:
{

() “domestic worker” means a woman who is employed to do the household l s
work in eny household for remuneration whether in cash or kind, either directiv or
through any agency on 2 1emporary, permanent, part time‘or full time basis, but does
not include any member of the family of the employer: !

; (f"employee” means 4 person employed at  workplace for any work onregular,
 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 nat, 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,

probatidner, trainee, apprentice qr called by eny other such name;

P T L B s e P e

() “employer” micans—

(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 5
as the appropriate Govemment or the Tocal authority, as the case may be, may by |

- an order specify in this behalf: ]

(i) in any warkplace not covered under sub-clause (i), any person
responsiblg for the management, Supervision and control'of the workplace.
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Explanativn-—For the purposes of this sub-clause “management”
includes the person or board or committee responsible for formulation and
administration of polices for such arganisation;

(#if) in relation to workplace covered under sub-clauses (/) and (i), the

person discharging contractual obligations with respect o his or her employecs; *

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

' | gt

(/) “Internal Committee” means én [ntemal Complaints Committee constituted  /

under section 4;

() *Local Committee” means the Local Complaints Committee constituted under
section 6;

(F) " Member” mefins 3 Member ofthe Internal Committes or the Local Committes,
as the case may be;

(k) “prescribed” means prescribed bj'-rujcs made under this Act;

)] “Presiding Officer” means the Frési_ding Officer of the Intemal Complaints
Commitiee neminated under sub-section (2) of section 4;

{m) “respondent™ means o person égainst-whnm the aggricved woman has made
a complaint under section 9; :

. {m) “sexual harassment” includes any one or more of the following unwelcome

-acts or behayiour (whether directly or by implication) namely;—

(i} physical contact and advances; or * ¥
(#) a demand or request for sexual favours; or
{71} making sexually coloured remarks; or *
(iv) showing ;':-nmugraph}'; ;r. ¢

nature;

(o) “lwﬂrg]atc‘_“i_r'liiudes—-

{#) any departiment, organisation, undertaking, establishment, enterprise,
institution, office, branch or unit which is established, awned, controlled or
wholly or substantially financed by funds provided directly or indirectly by the
appropriate Government or the local authority or 2 Uovernment company or a

 corporation or a ¢o-operative society: ' '

(if} any private sector organisation or a private venture, undertaking,
enterprise, institution, establishment, society, trust, non-governmental
‘erganisation, unit or service provider carrying 'on commercial, professional,

vocational, educational, entertainmental, industrial, health services or financial
.. activities including preduction, supply, sale, distribution or service;

(ifi) hospitals or nursing homes; 5

* () any sports institute, stadium, sports complex or competition or games
venue, whether residential or not used for training, sports or other activities
Telating thersto;

{¥)any place visitad by the employee arising out of or during the course of
employment including transportation provided by the employer for undertaking

. such jouney; “~———~—

(v}any olher unweicome physical, verbal or non-verbal conduet of sexual
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(v} a dwelling place or a house;

(p)“unorganised seclor” in relation to 2 workplace means an enterprise owned
by individuals or self-employed workers and engaged in the production or sale of
guods or providing service of any kind whatsoever, and where the enterprise employs
warkers, the number of such workers is less than ten.

TP
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3 Prcwlnlmn of 3. (/) No woman shall be subjected 10 sexual harassment at any workplace.
SEXLE

harassment. | (2) The following circumstances, among other circumstances, if it occurs or is persent

in relation to or connected with any a¢t or behaviour of sexual harassment may amoun? 1o
sexual harassment:—

LR

(i) ir'rtpiicd or explicit promise of preferential tregtment in her employment; or
(i) implied or explicit threat of detrimental treatment in her employment; or <
(i7f) implied or explicit threat about her present or future employment status; or a . :

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

" (v humiliating treatment likely 1o affect her health or safery. < i
CHAPTERI

CoNSTITUTION OF 1NTERNAL COMPLAINTS COMMITTEE ' @
P R R

Cumstittion 4.{/) Every employer ofa workplace skall, by an order In writing, cmsmub. # Committee

af Intemal | o be known as the “Internal Complaints Committae™:
Camplainis

Commitiee. Provided that where the offices or administrative units of the w::-ri:placc arc located at
pla.:csordmsmnni or sub-divisional level, the Intemal Conunittee shall be constituted ™ =7

%:%?f ministrative uaits or offices.

('-‘j The Internal Commitiee shall consist of the fullow:ng members 10 be nominated by
the amphy&r namely:—

[a}a Premd:ng Officer who shall be a woman egry:_]gylg_d__é_t a sm_‘-_iur Adevel -al
workplace Fom amongst the employees: T,

Provided that in case a senior level woman employee is not available, the
tresiding Officer shall be numinated from other offices or administrative units of the
wnrkp‘tace referved 1o in sub-gection (/):

e

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 warkpl&c: cf the same eniployer ar mhcr dcpanms:m or
organisation;

(b) not less than wg g:mb;rs r;-c:.m amongst em cmployees preﬂzrablr mmmltted' e i _,_-‘

to the cause of women o who have h l:xpcncncc in social work”or have legal
knuwlbdge

e 'j,_ ! (f

(¢} one member from amongst non-governmental organisalions or associations | ’
committed to the cause of women or a pt;rsmﬂ'amlhgr with the 1ssues rJ:Iatmg tosexual # 3
harassment:

W/

: : }
Provided thet at least one-half of the total Members sp nominated shall be women. 5P §
5 — . 5 B * T—

{3) The Presiding Officer and every Member of the Tntermal Committe= shall hold office -
for-such period, not exceeding three years, from the date of their nomination as may be ‘31 :
specified bv the employer. <= ' i

{4] The \'lcmbe:r appuinted fram amongst the non.gnvcmmtntal organisation's or ? o l'f’|”f3 |

i

SOER {f‘ﬁ"}: B
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(3) Where the Pres iding Officer or any Member of

the Internal Committee, - -
(a) contravenes the provisions of sectjon 16; or

{f)has been convicted for an offe
i " - forthe time being

R

IR

fice or &n inquiry into an offence under any law
in force is pending against him; or

(¢} he has been found auilty in any disciplinary proceedings or g disciplinar}r
| o proceeding is pending against him; or

his pesition as 1n render hi; continuance in office prejudicizal
10 the public interest,

such Presiding Officer or Member, as the ¢

L]
&S may be, shall be remaved from the Committee
and the vacancy soEreated\or any casyal vacancy shall be Tilied by
accordance with the provisions of this section, * | -

CHAPTER)||

CoxsTTuTION oF Locar Coverais Conpwirres
o

. 8. The appropriate Government fnay notify g DTslri:t Magistrate or Additional District Notification
_ Magistrete or the Collector or Depu’gy Collector as a&gtr_ﬁn_{)_f_f‘mm Every Disiriet to  of District
g ' exercise powers or discharge functions under this Act. g ' Qfficer

PR T ey

TASsEnRS s ena k]

ed, a committee to be Constitution
of sexual harassmen; ed
laints Committee has not been constituted due | {’"u':’j‘m” o
rkers or if the complaint is-against the employer himself, Complalnis

(2) The District Officer shall desi&iﬁ;‘mc%gmw block, taluka and C‘"“"""“}
tehsil in rural or (ribal ared and ward gr mlmicipalhy_ii'l the urban area to receive complaints P A
and forward the same to the cncerned Local Complaints. Committes within g period of
seven days, : i

S P T e L s i e S i R AR

(3] The jurisdiction ofthe Logal Co
district where it is constityted. .

7./} The Local Complaints Committee shafl consist of the following members to be  Compositisn,
* - nominated by the District Officer, namely:— ' L

MpinintsCummineqshaﬂ.cxtendm_:hcr arcas of the

= (cri a Chairpat_'son te be nom

other termg
of social work and commitied to |

inzled from amoingst the eminent wamen in the field  and ﬂ‘“id“hﬂ?
he cause of womnen; = s g ben

Complaints
(&) one M.:ti::bch{ibcaumin&ted fro

) m amongst the wommen working in block, Commitrce.
taluka or tehsil or ward or municipality in the district- b

{e) two Members, of whom at least one shall e aworman, 10 be nominsted from
 @mongst such flon-govemmental oraanisations or associations committed to the cayse =

of women ora person familiar with the isgues relating o sexual harassment, which may

— R T P R e B [

- b prescribed:

Provided that at least ope ofthe nominees should, prefe:abl_y. havea background f’ \—F-"J :
inlaw or legal knowled ge; Gl =

E———— =

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

! : AT
{d} the concerned officer dealing With the social welfare or women and child €. Rl
i development in the district, Shall be 5 member ex offieip, T SR
(2) The Chairperson and every Member of the Local Committee shall hold office for
*such period, not exceeding three years, from the date of their appoiniment as may be specified
by the District Officer, T —— ,

| w.sefs

b i e T T
I T i
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(3) Where the Chairperson or any Member of the Local Complaints Committee —
(a) eontravenes the provisions of section 16; or

(&) has been convicted for an offence oran inguiry into an offence under any law
for the time being in force is pending azainst him; or
(¢) bas been found guilty in any disciplinary proceedings or 2 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 Commitiee and
the vacancy so created or any casual vacancy shall be filled by fresh nomination in accordance

‘with the provisions of this section.

() The Chairperson and Memmbers of the Local Committee other than the Members
nominated under clauses (&) and (d) of sub-section (/) shall be entitled to such fees or

~ allowances for holding the proceedings of the Local Committee as may be preseribed.

8. (/) The Central Government may, after due approptietion made by Purliament by law

in this behalf, make to the State Government grants of such sums of money as the Central
Govemnment may think fit, for being utilised for the payment of fees or allowances referred t tu

m sub-Sccmm (4) of section 7.

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

(3) The agency shall pay to the District Officer, such sums as may be required [or the
payment of fees or allowances referred to in sub-section () 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, he
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 mpy ufamuunts
together with auditors® report thc:aun

CHAPTERIY
CoMpLANT

C \t (/) Any aggrieved woman may make, in writing, a complaint of sexual harassment at
wcr:rplacf: tothe Imt:mal Commumc n" 50 -:.om.utulf.d orthe Local Comm:ime in cas case itis not

Provided that where such cnmplamttannot be ma_-:_lg_m writing, the Pn:sidmg Dﬁiccr or
any Member of the Inteal Committee or the Chairperson or any Member of the Local
Committes, as the case may be, shall render all reasonable assistance to the woman for
making the complaint in writing:

Prowd:d further that the Internal Commmittes or, as the case may be, the Local Committee

mionths, if it is satisfied that the ctr:umstan::es ‘Were sunh which prevented the wnman from
filing a compiaim within the §aid 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 preseribed may make a complaint under this section. . R

10. (/) The Internal Committee or, as the case may be, the Local Comimnittee, may, before
initiating an inguiry under section |1 and at the request of the agerieved woman take sicps
to s«elﬂe the malter bctwcen her and the r:spnndnnl ﬂll‘ﬂl.lah cunclhat]un ‘l' ‘"Q \

b2 i

S
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Provided that no monetary seitlement shall be made as a basis of conciliation,

(2) Where asettlement has been arrived at under sub-section {/), the Internal Committee
or the Local Commitiee, 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,. T g

(3) The Internal Committee or the Local Committes, as the case may be, shall provide
the copies of the settlement as recarded under sub-seetion (2) 1o the aggrieved woman and

the respondent.

(4) Where a settlement is arrived at under sub-section (1), ng further inquiry shall be
conducted by the Internal Committee or the Local Committes, as the case may be,

IL. (1} Subject to the provisions of section 10, the Imemal Committee or the Local Inquiry into

Committee, as the case may be, shall, where the respondent s an employee, proceed ta make  compigint

inguicy 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 fo the police, within a period of seven days for registering the cate under section yoq ife
43 of 1860 = 509 of the Indien Penal Code, and any other relevant provisions of the said Code where

applicable: .

@ Provided that where the aggrieved woman informs the Internal Commilttee or the Local
Committee, as the case may be, that any term or condition of the seitlement arrived at under
sub-section (2) of szction 10 has not been complied with by the respondent, the Internal
Committee or the Local Committes shall proceed to make an inquiry into the complaint or, as
the case may be, forward the complaint to the L A e G R

vaidud- B.uﬂz.-s,r that where both the parties are ;:mpluytes., the parties shall, during
the course of inquiry, be given an opportunity of being heard and o copy of the findings shall
; -be made available to both the parties enabling them to meke representation ‘against the
e findings before the Committee. ' :
o 43 of |a;‘o.\—\h__ (2) Notwithstanding anything contained in section 509 of the Indian Pengl-Code, the

court may, when the respondent is convicted of the offence, order payment of such sums as

it rﬁ'gy“iﬁﬁshi_r_fg'r_qgmm_im__m_th: Aggrieved woman by the respondent, having regard 1o the '
provisions of section 15,

« . - (3)Forthe purpose of m'aking an inquiry under sub-section (/), the Internal Commiitee -
-+ or the Local Coimmirtee, as the case may be, shall have the same powers 8s.are yested in a
5 of 1908, " ecivil court under the Code of Civil Procedure, 1908 when trying & suit in respect, of the

 following matteis, namtly:== L A
) () summoning znd enforcing the anendance of any person and examining him
: @’% on uat(h‘] = 3l S 4 i :

() .mquiringl the discovery and production of documents; and
(c} any other matter which may be prescribed.

() The inquiry under sub-section (/) shall be completed within 2 period of ninety {
days, _ . T

T _
' CHAPTERY
Evcpuey INTO COMPLADNT '

. 12.(7) During the pendency of an inquiry, on 2 written request made by the aggrieved  Action durm%
woma, the Intemal Committee or the Local Committes. as the case may be, may recommend Ef‘:ﬂ*“‘-“ o
to the employer to— quiry

(e} transfer the aggrieved woman or the respondent to any other workplace; or




IFE

Ingleiry report,

Punishment
for false or
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complaint and
false evidence
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(b) grant leave to the aggrieved woman up to a period of thres months, or
(¢) grant such other relief 10 the aggrieved woman as 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 (/}, the employer shal] implement the recommendations
made under sub-section (/) and send the report of such implementation to the Internal
Commiliee or the Local Committee, as the case may be.

13. (1) On the 'cumpiation of an inguiry under this A, the Intemal Committee or the

Local Committee, as the case may be, shall proyide a report of iis findings 1o the employer, or
asihe case may be, the District Officer within a period of ten days fiom the date of completion

of'the inquiry and such report be made available T the concermed parties,

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

. (3) Where the Imemal Commiitiee or the Local Commitlee, 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— :

(7} to take action for sexual harassment as a misconduct in accordancée with the
provisions of the service rules appliceble to the respondznt or where no such service
rules have been made, in such manner as may be preseribed:

(i) to deduct, notwithstanding anything in the service rules applicable to the
respandent, from the salary or wages of the respondent such sum as it may consider
appropriate to be paid to the aggrieved woman g to her legal heirs, as it may determine,

. in accordance with the provisions of section 15: a E ,

Provided 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 respendent lo pay such sum to  the aggrieved woman:

. Provided further that in case the respendent fails to pay the sum referred to in
clanse {if}, the Internal Cormm intee or, as the case may be, the Laocal Comminee may
forward the order for recavery of the Sum as an arrear of land revenue 1o the concerned
Ris!ﬁFLor-ﬁ'é v .—— N ey s b i

Lo .
(4) The employer or the District Officer shall act upen the recommendation within sixty
days of its receipt by him. =
T (/) Where the Intemal Committee or the Laocal Committee, as the case may be,
arrives ata conclusion that the allegation against the respendent is malicious or the aggrieved
woman or any other porson meking the complaint has made the complaint knowing it to be
fialse or the apgrieved woman.or any gther 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 (/) or sub-section (2} of section 9, as the casc 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 10 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,

R

iR
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22 of 2003,

recomiendations may prefer an appeal 1o the
- provisions of the service rules Eﬁﬁ]?ca&fc_ﬁ'fﬁé
 exist then, without prejudice to provisions contained
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(2} Where the Internal Commites or the Local Commitiee, as the case may be, arrives
at a conclusion that during the Inqui

Iy any witness has piven false evidence or produced
any forged or misleading document, it may recommend to the employer of the, wilness 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 wimessor where no such $ervice rules eXist, in such
mannet as may be presoribed.

15. For the purpose of d etermining the sums to be paid 1o the aggrieved woman under Determunation
clause (i) of sub-scetion (3) of section 13, the Internal Committee or the [ ocal Commitiee, as ©f i
the case may be, shall have regard 0. ok
(a) the mental wrauma, pain, suffering and emational distress caused to the-
agarieved woman;

{5} the loss in the career opportunity due to the incident of sexual harassment;
() medical expenses incurred by the victim for physical or psychiatric treatmen;
() the income and financial starys of the respondent,

(e} feasibility of such P‘B}'dll_&nrj}_imhzmp.sumqﬂn_i_;;ggg_@l_c:_ns.

16, Notwithstanding anything contained in the Right to Information Act, 2005, the Prohibitien uf
contents of the complaint made under section 9, the identity and addresses of the aggrieved publication or

R = =T T s o rana e o T X P making known
woman, resporident and witnesses, any information relating to canciliation and inquiry - BTy &1
procecdings, recommendations of the Internal Commitiee or the Local Committee, as the complainl and
case may be, and the action luken by the emplayer or the District Officer under the provisions  inguiry )
of this Act shall nat be published, communicated or made known to the public, press and” Procecdings
media in any manner 3

Provided that information may be dissﬂ.llli.l‘!ﬂt-‘_ﬂ_r_chg_arding_thl'l’g_ Justice secured to any
victim of sexual harassment under this > Act without disclosing the name, address, identity or
“any other particulars caleulated-to lead to e identification of the agprieved woman and

Wwitnesses,

the complaint, Penaly for
publicatien or
venes the provisiy " 16.be shall be liable for penalty in aecordance withthe  MEkin8 krow
provisions of the service rules applicable to the said person or where no such service rules . gumplaing and
exist, in such manner as may be preseribed. inquiry
: d : / ) proceedings .
18. {17 A ny perion agerieved fYom the recommendations made under sub-section (2)
of section 13 or under clause () or clause 1#). of sub-section (3) of section |3 or sub-
sectian (1) or sub-section (2} of section-14 or section 17 or non-implementation of such

: court or tribunal in accordance with the
said person or where no such service rules
in any ather law for the time being in
in such manner as may be prescribed. -
-section (1) shall be preferred within a period of ninety days

Appeal

force, the person agorieved may prefer anappeal

{2) The appeal under sub
of the recommendations,

CHAPTER V1

DUTIES oF emrLovEs

19: Every employer shall—- ] Duties of
; y ; employes
. (a) provide a safe working environmenl at the workplace which shall mc!ud:;_,

safcty from the persons coming ino contact ai the workplace;

(b) display at any conspicuous place in the workplace, the penal consequences
of sexualh arassments; and the order constituting. the Internal Committee under sub-
section {7) of secticn 4- Gl o ik

T R e T R
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(¢) organise workshops and awarencss programumes at regular intervals for
sensitising, theemployees wilh the provisions of the “Act and orientation PrOEramines
for the members of the tnmmal Committee in the manncr as may be prescribed;

L e
S iy

() pmw,de NEcessary J'amlll:es to the Intemal Committes -:xrthe Local Committes, i
s the case may be, for dealing with the complaint and conducting an inquiry;

fe) 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 mfunmuon 10 the Internal Cnmmltu:: or the Local
Committee, as the case may be, a5 it may require havmgmgard to the complaint made
under sub-section (1) of section 9; !

e s T et T
L BTN e TR

LS et

i
i

(g) provide assistance to the woman if she so chooses to file a complaint in
relation to the offence under the Indian Penal Code or 3 any other Taw for the time beang 45 of 1860
in force;

{#) cause to initiate action, urtdertha:r [nd.lan Penal Code or T any o o'h.er law forthe 45 of 1860,
time being in force, against the Emrmlm, L or if lhg_z,ggu_r;\fgd waipan so desires, ]
where the perpetrator is not an employee, in the workplace at which the incident or‘
sexual harassment took place;

(i} treat sexual harassment 25 o mls:unduct uader the service rules and initiate
 action for such misconduct; : '

o

SRR | L b= e e B R

{1 muonitor ﬂn: tm;llrsfhn}is&ﬂ of reports by the Int lmcma! Committee, %
CHAPTER VII i
DUTIES AND POWERS OF DISTRICT OFFICER i
Druties and 20. The Disirict Officer 5113“,— . E
e R (a) monitor the timely submission of reports furnished by the Local Committee; - |
 Offiger. (b} take such measures as may be necessary for engaging non-govenmental |
_ ‘organisations for creation of awareness on sexual harassment and the rights of the g
WOmet. . :
: CHAPTER VIl
MESCELMNEGUS
Committee lo 21. (/) The Internal Commitiee or the Local Commitiee, as the case may be, shall in

submi anoval each calendar year prepare, in such form and at such time as may be prescribed, an annuat

o o e S A AR e T

s report and submit ﬂw same to the employerand the District Officer.

(2] The District Officer shall forward abrief repart on the annual reports received under

sub:section (/) to the State Government. ) (—«1
Employer to 2. The employer shall include in its report the number of cases filed, ifany, and their . = |
_'“‘;“-"" disposal urider this Act in the annual report of his organisation or where no such report is . i
:’]:l::“mn '™ required to be prepared, intimate such number of cases, if any, to the District Officer. : i
reporl, : ; :

npprnpﬁa:: " 23. The appropriate Government shall monitar the implementation of this Act and

E]‘":;“T:rﬂ' maintain data on the number of cases filed and disposed of in respect of all cases of sexual
T .

implementation harassment at workplace.

end maintain - !

data.

Approprizle 24. The appropriate Governmenl may, subject to the availability of financial and other

(iovernment FeIOUITEs,—

o teke A . A

mezsures N (@) develop relevant information, education, communication and training

Pﬁilbh“"‘ the materials, and organise awareness programmes, to advance the understanding of the
et public of the provisions of this Act providing for protection against sexual harassment

af woman at wnrkpls-‘:».
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(h) formulate orientati
Complaints Committee,

25. (1) The approprigte Government, on being satisfied that it js necessary in the

Public interest o in the interest of women employees al a workplace to'do so, by order in
Wﬁﬂng- -

o and training programmes for the members ofthe Logs]

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

(B) authorise any officer to malke inspection of the records and workplace in
relation 1o sexual harassment; who shall submir 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 informalion, records and other doeuments in his custody having a
bearing on the subject marter of such inspection,

26, (1) Where the employer fails to—

{a) constitute an Internat Committee under sub-scection ({) of section 4;

(&) take action under sections 13, 14 and 22; ang

(¢) contravenes or atiempts to contravene ¢ or abets- contravention of other
provisions of this Act or any rules made thereunder,

he shall be punishable with fine which may exiend 1o fifty thousand rupees.

; (2)ITany employer, after hiaving been. previously convicted of an ﬁ}';:;g punishahle

. under this Act subsequently commits and is convicted of the same offence, he shall be lighle

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

; Provided that in case s higher punishment is preseribed under any other law for
; i the time being in force, for the offence for which the accused is being prosecuted, the
% : _¢ourt shall take duc cognizance of the same while awarding the punishment;

(i) cancellation, of his licence or withdrawal, or non-renewal, or approval, or
cancellation of th registration, 2 the case may be, bythe Government or local fithority
required fur cmyi_r}g_gp_lﬂq_l;us!_ncu_or _aglti_?_ig::_. i T .

27. (7} No court shall take cognizance ofany oftence punishable under this Actor any
rules made thereunder, save on 2 complaint made by the aggricved woman or any person
authorised by the Internal Committee or Local Conrmittee 1n this benalr ~

{2) No court-inferior to that of Mgggﬂph_@n_m_agiﬁ@ju or 2 Judicial Magistrate of
the first class shalf iry any offence punishable under this Act, :
kst -

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

28. The provisions of this Act shall bs in addition to and not in derogation of the
_—

proyisians of any other law far the time being in foree,

29. (1) The Central Government may, by notification in the Off
for carrying out the provisions of this Aci,
\ (2) In particular and ‘without prejudice 1o the generality of the foregaing power, such
rules may provide for all or any of the following tmatters, namely;—- '

cial Gazette, make rules

{a) the fees or allowances to be paid m-thé'Membm under sub-section () of
scction 4; : +

() nomination of members under clause (¢) of sub-section (/ ) of section 7:

(c} the fees or allowances to be paid 10 the Chairperson, and Members under
sub-section (4) oFsection T :

Power 1o call
for information

and inspeclion
af records

Fenalty for
nen-
compliance
with
provisions of
Act.

]_

Cngninuce_ut‘-
effepce by
courts

Act not in
derogation of
any other law,

Puwer of
approptiate
Government
to make roles
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() the person who may make complaint under sub-section (2) of section 9;
(e) the manner of inquiry under sub-section (/) of section 11:

* (/) the powers for making an inquiry under clause (c) of sub-section (2) of
section | I;

(g} thereliefto be recommended under clause (¢) of sub-section (/) of section 12;

(h) the marner of action to be taken under clause (i) of sub-section (3} of
section 13;

{#) the manner of action to be taken under sub-scelions (/) and (2) of section 14;
(/) the manner of action to be taken under section 17;
~ (%) the manner of appeal under sub-section (1) of section 18;

(/) the manner of organising workshops, awareness programmes for sensitising
, the employees and orientation programmes for the members of the Internal Commitise
- under clause (¢} of section 19; and

(i) the Form and time for preparation of annual_rcpurt by Internal Committec and
the Local Coinmitree under sub-section (/) of section 21. :

(3) Every rule made by the Central Government under this Act shall be laid as saon 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 mzy be.comprised in one session or in fwo or more successive
sessions, and if, before the expiry of the session immediately following the session or the
suecessive sessions aforesald, 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 bé; so, however, that any such
modification or annulment shall be without prejudice to the validity of anything previously
done under that rule,

(#) Any rule made under sub-scction (4) of section 8 by the State Govemment shall be
laid, a5 s00n as may be after it is made, before each House of the State Legslature where it
consists of two Houses, or where such Legislature consists of one House, before that
House. . .. - :

30. (/) ifany difficulty arises in giving effect to the provisions of this Act, the Central

“Government may, by order published in the Official Gazette, make such previsions, 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 afier the expiry of a
period of two years fram the commencement of this Act. :

(2) Every order made under this section shall be laid, as soon as may be afier it is made,

© before each House of Parliament.

P.K. MALHOTRA,
- Secy. to the Govit. of india.

CORRIGENDA
THE PREVENT (0N OF MONE Y-LAUNDERING (AMENDMENT) ACT, 2012
; _ (20f2013)
Atpage 18, in line E.ﬂ:lr “Ars", read " Art",

Alpage 21, in line [4, for *Protection”. read “{Protection)”.
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THE UNLAWFUL ACTIVITIES (PREVENTION) AMENDMENT ACT, 2012 :
i
(30F2013) i
Al page 6, in line 22, 7or “clause”, read “clause™ ;
CORRIGENDUM
THE BANKING LAWS (AMENDMENT) ACT. 2012 :

(40f2013)

Atpage 8, in line 29, for *sections 30", read *section 0.,

CORRIGENDUM
THE APPROPRIATION ACT, 2013
. (90r2013)

At page 1] in the marginal heading to section 2, for “4715,54,00,000",
read"*49715,54,00,000", .
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MINISTRY OF HUMAN RESOURCE DEVELOPMENT i 28
(University Granis Commission) ;
NOTIFICATION
Mew Deihi, the 2nd May, 2016

. Univers:l& Grants Commission (Prevention, prohibition and redressal uf sexial harassmem ug‘ wohien
* anployees and students in higher edueational institutions) REuIa!inhs, 015 ' e

Mo, F. 9L-1200 0 TEGE).—In exercise of:ﬁe owers conlerred by clzuse | o ;'ubwﬁaul:oﬁ‘mmﬁ
. ofthe University Granis Curnn‘.l,ﬁstcm Ac {3 of 1956). rend with sub-section (1) of Section T ol the
sk Act, the Universily Grunts Commission bereby makes the following regulations, puely:-

I Lo Shor: title, application and commencement—{]) These regulations may be :.allogi thie Ul‘u‘-"ﬁ'il'l.}'

Gurants Commission (Prevention, prohibilion and redressal of sexual harassment of wnm-:n chplivees
~-and students in higher educationo! instimtions) Regulationg, 2015, T i

]

e They shall apply to all higher educational institutions in India.

(3) They thall come intd foree on the dare of their publization in the Official G{m:ug,

-2, Definttions.—In these regulations, winless the context otlierwvise requires -

a.ilu;,es to have been Sllhjei.-l.ﬂl i url:,I act of sexunl harassment by the rzxpumi.nl

(b1 “Aer’ mesns the Sevoal Horassment of Women at Workplace (Prevention, Prohibitdon and Redre: n{r]] Aty
20053 (14 of 2002

: Lc} Tcampus’” means the Jocation or the land on wlich s Higher Educational lnsmuums. and dls relied

institiliong) facilities like lbraries, luboratories, lecture halls, residences, halls, toites; sl.udl.,m Ceneres, -

hostels, dining halls, stadiums, parking areas, parks-like setfings and othor amenilics like hozlth centres.

vanlesns, Bank counters, ele., are situated and also includes extended campus and covers: withifils LWt

places visited as 2 sadent of the HET including tansportation providad: for the purpese:of commuting 1o

_m"d from the institution. the locations oulside the institution on feld wips, mwrn::htpt stuily tours,
- excursions, shori- tenn placements, places used for camps |, enll l‘r_-snlral.a. spurls meets wid pach r.‘-lhcr
- activities where a person i3 paitcipating in the capacity of an employee ot a student of I-ht HETL,
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{d) Commission™ means the Universily Grants Commission established uader section 4 of the University
Grants Commission Act, 1956 (3 of 1956);

ie} “covered individuals” are persons who have engaged in protected activity such as filing 8 sexunl
harassment charge, or who are elosely associated with an individual who has engaged in protected activity
and suely person can be an employee or & fellow student or guardizn af the olfended person;

i) “"employes™ means o peeson as defined in the Act and also includes, for the puiposcs of these Regulations
runce, apprentice (or ealled by any other pame), interns, volunteers, teacher assistants, research

assistants, whether employed or not, including those invelved in field siudies, projects, shori-visits and
[SThE

(2} "Exceutive Autharity™ means the chief executive authority of the HEI, by whatever name called, in which
the general administraion of the HED is vested. For public funded insiitutions the Fxeeutive Awmthority

means he Disciplinary Authority as indicated in Conral Civil Services {Classification., Contral and
Appeal) Bules, 1065 o itk equivalent ruley;

(h}) “Higher Educational Instinnion™ (HEI) mizans o university within the meaning of clause { j) of seciion 2, &
college within the meaning of clanse(b) of sub-section (3) of section 124 and an instilution deemed 1o be
a University under section 3 of the Universily Grants Commission Act, 1956(3 of 1956);

() "lowernal Complaius Commitree™ (ICC) means Internal Complaints Committes to be constituted by
HET under sub fezulation ([} of regulation 4 of these regulations. Any existing body already functioning
with the same objective (like the Gender Sensitization Comnvites Agdinst Sexual Harasanent
(GSCASH) should be reconstituted as the ICC,

Provided that in the lauer case the HET shall ensure that the constittion of such o Body is a5 required for
ICC under these regulations, Provided further that such 2 Bady shall be bound by 1he provisions of these
wegalations;

(i} “protected activity”™ includes reasonable opposition 1o o praciice believed to violatz sexual harassment
laws on behall of cnesell or others such as participution in sexual harassment proceedings, cooperating
with e internal investigation or alleged sexual hamassment proctices or oeling o3 & witness noan
investgation hy an outside ageney or in fitigation; ’

k) sesun] harsssment™ means-

{iy "An unwanted conduct with sexual undevones il it ocours ar which is persisient and which demeans,
humiliates or creates a hostile-and intimidating environment or is calentated to induce submission by
octual ov threalened adverse consequences and includes any one or more or all of the following
unwelcome acts or behaviour (whather directly or by implication), namely:-

(a) any unweleome physical, verbal or non verbal conduct of sexual nature;
(h) demand ar request for sexual favoors:

(e} making sexually coloured remarks

(dY physical contact wnd advoness; or

() showing pornography”

(i} amy ane {or moare than one or all) of the following circumstances, if it occurs or is present in

relution or connecied with 2uy behaviour that has explicit or implicit seanal underones-

(m) imphied or explicit promise of prefersntial ireatmen! us quid pro quo Tor zexual frvours;

(k) implicd or explicit threat of detrimedna] westment In the conduct of works

(c} implied or explicil thrext about the present or fulwee status of the person concemed;

(eh creating an infimidating offensive or hostile leaming environment;

3] humiliating treatment likely to affect the health, safery dignity. or physical integrity of the
persan concemed, o

AT e e e
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() “siudent™ means o person duly adiniited and pursuing a programime of study cither thraugh: regular mode
or distatee mode, including shareierm wnining programmes in a HEL;
Pravided that o student who 15 n the process of (aking mdmission in. HETs campus. although net yes
adinitted, shall be tweated, for e purpeses of these regulations, as a studem of that HEL wlmm any
incident of sexual harassment lakes place against such sludent;
Provided that 1 swdent who i 3 participant in any of the activities in 2 HE] other than IhL HE] whre

such stadent is enrolled shnll be reated, for the purpuses of Lhese r:g'uia.lluns. us i smgienl al’ l.hal TTEI

“where any incidem of sexual harassmient takes place against such suident: i

ey ihicd Parte Harssment™ refers 0 o sibuation where sexval harassmenl ccours as a resull of aj act w
gmission by any third party or outsider, who 15 0ol an eonployee or & student of the HET but a visit
the HELin some other capacity or for some other puipose orrcason;

{n) “victimisstion” means say untavourzble reatment meied out fo a persun with an imiplicil m{:c)_nplic';t
+ intzntion to obtain sexua favour; ;

{q} Synrkplace” means the campus'of a HEL including-

« (4} Any depariment. organisation, undeortaking, establishment, unlupﬂse. instiution, oﬂim h{‘ﬂm‘b or
unit which is eswblished, owned, controlled or wholly or substantially financed b}' funds provided
direcily ar indjrectly by the appropriaie HED;,

(b} Any sports institote, stadivm, sporss comples or competition or gunes venue, whcmw :Lmdmual or
" nod wsed Tor Waining, spocts or other activities relating thercol in HEIs;
=4 : fc} Any place visited by the employes or student arising out of or during 1be course of; Empln};’ﬂlﬂﬁl ar
Y S sy neluding transpartaiion provided by the Executive Authority fur mid:fiﬂl-mgé"-!ﬂl Jﬂﬁl‘ﬂw for
Tt sindy in HEIS!

'3, Responsitilities of the Higher Educational Institution- (1) Every FTET shall,-

(=) Wherever vequired, appropriately subsume the spirit of the above definitions in. its pélicy end
N repulations on prevention and prohibition of sexel harassment agningt the employees and. the
smdeints, and madify its ordinances and rules in consonance with the requirements of the Regulations,

(i pablicly notify the provisions against sexuul harassment and ensurethicic wide dissemimation;”

) arganise training programmes or as the case may be, workshaps for the officers, lUl‘iﬂ'ﬂllﬂﬂ&‘- facudly”
and students, as indicated in the SAKSHAM Report (Measures for Ennsuring the Safey of Wamen and
Programmes for Gender Sensitization on Campuses) of the Conmmission, 1o sensitize them and ensure
]cnuwicdgc and awareness of the sghts, entitiements and responsibilitics anl'nmf:d it II‘u: Act and”

! under these regulationg;

(dy  act decisively agains ll gender based viclence perpetrated againgt employees and suudenty of all

g sexgs recagnising thul primanily women employees and students and some male studénts and students
of ths third gender ane vuluerable to many forms of sexual t-nmv.-:mx.m angd - hurmllh!mn and
explaitalion:

- publicly commit irself 1o a 2ero Wolerance policy towards sexual harssment;

ik = (i €4 ieinforee ity comminment 1o erenting fts campus {ree from digcrimination, I\.lr'-l:mrm‘nl re.tdlr-mnrt o
e sexual pasauly at all levels;

{g] . cresw awareness abont whal copstiies sexual hamssment including hastile snvironsment harssment
ind quid pro quo hargssment:

IR A R B A B L R RO s

{h) include in its prospectus and display prominently at conspicuous phices or Nodice Boards the pronhly
und consequences of sexuel lurassment and make all sections of the nstitutional community awereof
the informintion an the mechanizm put in place for redressal of complainis peitaining W sexual
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harassment. contact detils of members of Tnternal Complaims Committee , camplaints procedire and
H1 0. Any existing body already Minetioning with the samie objecuve (like the Gender Sensitization
Commitiee Against Sexual Harassment (GSCASH)) should be reconstituted as the 1CC:

Provided (hat in the bitter cuse the HEI shall ensure thar the constitution of such 1 Body is 48 required
Tor ICC ander these regulations, Provided further that sich a Body shall be bound by the pravisions of

1hese vegulations;

{i infurm employees and studenis of the recourse available w them jf they arc vietims of sexual
harassment:

(i3 arganise regular orientalion or training programmes for the members of the 100 10 deal with

., complainis, steer the process of seltemant or cuncilizgtion, ele.. with SEnsvily;

(ki proactively inove 1o curb all forms of herassment of employess and siudenis whesher it is from thoss
in a dominant pawer or hisrarchical relationship within HEls or owing to intimale partner vislence or
from peers or from clements ouiside of the geographical limi of the HET;

iy be responsible to bring those guilty of sexual harassment against its amployees and students to boak
anid initiate all procecdings os roquired by law and also put in place mechanisms and redressal systems
like thae BCC to curh and prevent sexval harossnient on its campus;

m)  treat sexun] harassiment as a misconduct under service rules and initiate action for misconduct if the
perpetrator is an employes;

{n ‘real scxual hargssment as a violation of the disciplinary rules (leading up 1o rusticdiion and
expulsion) if the perpetrator is a student;

(o] ensure complianee: with the provisions of these regulations, including appointment of [CC, within a
period of sixty days from the date of publization of thess regulations:

{p)  monitor the timely submission of reponts by the ICC;

() prepirs @n annual st report wWith details on the number of cases filed and their disposal and submit
the game lo the Cormnission,

32 Supportive measures.~ 1) The rules, regulations or any such other instrument by which 1CC shall
function have to be updated end revised from time-to-time, as court judgments and other laws and rules will
conlinue to revise the legal framework within which the Ael is to be implemenied,

(431 The Executive Authority of the HEls must mandatorily extend full support to see that the
tecommendations of the ICC are implemented in a-timely manner, All possible institulional resouroes
must be given o the functioning of the 1CC, including office and building infmstructure (computers,
photecopiers, andio-video, equipment, ew.}, staff (Lypists, counseling and legal services) as, well os a
sufficient allocation of financial resources,

(33 Vulnesable groups are particulsrly prone 1o harassment and also tind it more difficult (o
complain. Vulnerability con he socially compounded by region, cluss, caste, sexval orientaion,
minority identity and by being differently ahled Enabling commitiees musl be sensitive to such
vulnerahilities and special neads,

(4} Since research swdents and doctors! candidates are panicularly vuinerable the HEIs must
ensiire that the guidelines for ethics for Research Supervision are put in plice,

(51 Al HEI: must conduct a resular and half yearly review ol the efficacy and implementation-of
their anti-sexval harassient policy. -
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Y] A)l Academiic Smff Collegss (now lmown asHuman Resource Dovelopment Cennes

© fHRDCs) and chonaj Cengres for Capacity Building (RCCBs) must incorporile sessions onigender
i their erientation and refresher cowses. This should be across disciplines, Al Tneil.rlhi:,
muinstreamed using the UGC SAKSHAM Report which provides indicative modules in this regand.

mn Orientation courses for administratars eondueted in HETs inest have & module on gender
sensitization and sexual harassment issues. Regular workshops are w be conducted Fac all setlions of
the HEE commumity. H

&) Counselling s=rvices nitst be instutionatisad in all HETs and must hove well irained T_L!.ln-iimc
cepprseflors. |

19 Many HEIls having large eampuses have a deficit in lighting and are expericnced as unsale
plites by the institutional community. Adequate lighting i3 a necessary aspeet of inffusirugne und
RHERCRanCY,

(10} Adeguare and well zined securnity incloding a good pmpm'lltm or balance of wonien security
staff is necessary. Security sialf must recelve gender sensitization training s a part of conditions of
appeinumenl.

(il)  HEIs most ensere relisble public wansport, sspecially within Jarge canipuscs hetween
different s2ctions of the HET, hostels, libraries, Jdborateries and main buildings, and bspm..idﬂy [hease
that do ot have good access for day echolars. Lack of safety us well as Karassment is euncerhited
when employees and students cannot depend on safe publie bansporl, Reliable transport may be
considered by HEls 10 enable employees pnd smdems o work Iu[u in libraries, !abpramngnﬁ and 1o
atend propramaees in the evanings.

purmlamnn of youny womesn wishing to-uccess higher education, hostel secommodation i dekirable in
both urban and roral areas and at all levels of higher education ‘which provides o moticum of
protection from harassment of all kinds.

(13)  Concemn for the safety of women swdents musl not be cited m anpose 'L!ssc.nmma]m:,- rules for
women in the hostels as compared o male students. Campus safely policiel sholild actiresult in
securiiization. such as over monitoring or policing or curtailing the fre::dnm of movement, t;l;‘pt:udily
Tor wonest emiployees and students. :

(14)  Adequate health fasilitiss are equally mandatory for all HEIS In the case of women this st
inelude gender sensitive docrors and nurszs, as well as the services of a gyneecologisl.

e
E A

A,

{15 The Women's Developent Celis in colleges shall bs revived and funded 10, be sble to cary
ont he range of netivities mqmrt:d for gender sensitizationand remain aulonomous, ol the Tunciioning
of ant sexual harnssment commitees and ICCs. At the same time they shall extetd their ugtmﬂc-‘ ]
include pender sensitizntion progranimes in consultation with ICCs and help 10 dmsa:mmau uni=
sexual harissment policies on campuses on & regular basis, The “cultural’ space; and A *furmal
. acadenie spuce’ need te collaborate 10 rendir these workshops mnovnIWE. bugyngﬂmd run-
mechanical,

i

WA

(16) Homel Wondens, Provosts, Principals, Viee Chancellors. Legal Offieers dnd -ulher
Dunctionaries st be brought within the domain of seconntability through amendmenisin tht rules ar

Owidinances where neccssary.

e Grigvanes. vedressal mechanism—{1) Every Executive Authoiity shall constitowe an Tmiernal
o Complaing Commitree (1OC) with sn inboilt mechabism fiw gender s-:-n*-m?mmn againsl sm.u-.i Ima-»mu:n'.
The ICC shall have the lollowing composition:- B

{12)  Resideniial TELs should accord priority to construction of Wumen & hogiels. F'nr the prowing
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(4

5

{6}

5.
ghall:
{al

{2) A Presiding Officer whe shall b 5 waman facully member emptloyed at a sznior level (not below
a Professor i ¢3sS of a university, and not below a1 Associate Professor or Reader in case of 2
college) af the cdueatianal institution, nommated by (he Executive Autherity;

Provided that in case a senior level woman employee is not available, the Presiding Officer shall

be waminated fiom other offices or administmtive units of the workplace referred 10 in sub-section
Hol;

Provided further that in sase ths olher offices or adminisirative vnits of the work place do not have
@ senior level woman emploves, the Presiding Officer shall be nominated from any other
warkplace of the same emplayeror other department or organizerion;™

i} lwo Taculty members and twy non-teaching emplovees, preferably committed to the cause of
wamien o wio have had experience 1 Jocial wark or have legal knowiedge, nominated by the
Executive Autharity:

(¢} Three students, if the matter involves stndents. who shall be enrolled at the undergraduate,

WESIETT S, and™ rescarel scholar Tevels respectively, clected thraugh anspocent democratio

provedurs:

{d) -ane member from amongst non-rovernment organisalions or
wfwomen or a person fanitliar Wi
Exccutive Authosity,

ssociations commitied to this cauge
the assues felating to sexual harasament, nominated by the

AL least one-half of the total members of the ICC shall be WOMmEN,

Persans in sentor administrative positions in the HET, such a5 Viee- Chaneellor, Pro Vice-Chancellurs,
Reelory, Registiar, Deans, Meads of Departments, etc., shall nol he membars of 1€Cs in arder (o
enstire autonouy of their funcholme,

The term of office of the members of the 1CC shali be for o pariod of threc years, HEls may also
employ 4 system wherehy one—third of the members of the JCC may chanze EVery year.
- — e ——

The Member sppointed form amongst the non-governments| organizations or associations shall be
peid such fees or allowsnees for holding the proceedings of 1lie Internal Commines, by the Exceutive
Authority us may be presoribed.

Whare the Presiding Officer or any member of the Intemal Clammities:

{a) kantravencs the provisions of section 16 of ihe Acl: or

ih) has been convicted for an offence or an ingquiry inta on offence ander sny law for the tme
being in force is pending against him; or '

() he his been feand guiliy in any diseiplinary proceedings or a disciplinary proceeding is
pending against hin; ar

(d) has 50 abused his position as o render his continuanee in office prejudicial 1o the public
inberest, '

such Presiding Officer or Member, us the cage ray be, shall be removed from the Committes and the
vacancy w0 created or any casual vacancy shall be filled by fresh nomination in accordance with the
provistons of this seetion.™

Responsibilities of Tnternal Complaints Commities (ICIC) = The Interna] Complaints Commitice

provide assistinoe if an emploves or o student chogses (o Bl a complant with the police;
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(hy pravids mechanisms of dispute redressal and dialogue 10 anticipiie snd uddrss issues though jus:
and fair concilirion withow undermining complainant's rghts, and minimize thie need for paiety
pumitive approaches that lezd 1o further reseniment, alisnation or violenee;

i) profest the satery of the complainant by not divulging the person’s identity. mnd provide the
mandatery relief by way of sunctioned leave o relaxation of atlendinee recjuiremant o ranster (o
aitother depariment or supervisor ay sequired during die pendency of The complainl, or also provide
Tor the trunsier of the offeader,

(T emsure bl victins or wilnesses are not viclimised or discriminated ngainst: while dezling wity
compliines uf sexosl haszssmant: and o -

{e) - emwure probibiton of reealiation or adverse action aguinst o eovered individual because the smploves
i i stadent is engaged in protected activity.

6 The process for making camplaint and conducting Inquiry - e I0C shall comply. with the

i :p.mccdun: prescribed in these Regulatons and the Act, for making 2 eomplaint and inguinng into the
_corplaint iy Eme bound maniee, The HEL shall provide all necessary faciities o the 1CC to conduct the
| Anguiry-expeditiousky and with required privacy i

7 Process of making complaint of sexunl harassment - An aggrieved person i8 requived o submir
writien comiplaint 1o the ICC within thres monthis from the date of the incident and in case of u serics of
midenis within a period of Uwee nunchs Trom the date of the last incident.

“Provided that where sueh complaing cannot be mode in writing, the Presiding Officer or any Member of the
nternal Committes shall render all reosonable assistanes fo the person for making the complaint in writmes

: 'Pmi'fdéd furthar thar the 1CC may, for the reasens 1o be accorded in the writing, cxléad the thue |imil nol
- exceeding three months if it is satisRad tha the circumstances were such which prevened thi persan frum
liling & complaine within the said peripd,” g

Friends, relatives. Colleagues, Co-students, Payehologist, or any other associate of the vietim may file (he
complaing in sitsations where the agarieved person is unabie 1o make u comnlaint on account of physical or
menial in capaeity or death. ;

6B Process of eonducting fnquiry- (1) The 1CC shall, upon receipl of the complaing, s2nd one copy of

e complaiut w 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 veply 18 the comglaml
along with the list of docwnents, and names and uddresses of wilnessas within » period of ten days.

= ':;ll' 5)  Theinquiry has 1o be completed within o period of ninety days from-the receipt of the camplaint, ‘The.
Imguiry repori. with recommendations, i any, his o be submitted withia ten days from the completion of the -

mguiry to the Executive Authurity of the HEJ, Cupy of the findings or vecommendations shall also be serwed
on hoth parties 1o the camplaine

i) The Executive Aothority of the HEI shall 2ct on the recommendations af the commitiee within a,
period of thivty days from the receipy of the mguiry report, unless an appeal ngainst the findings i+ filed within
thal lime by cither party. r !

(55 ¢ A appeal against the Tindings or Jrecommendations of the 1CC may be filed by cither party betore the
Exeeutive Authorily of the HE within a period of thirty days from the dote of the recomanendalions.
{8 I the Execurive Authorily of the HEI decides not to zet as per the recominendations ol the ICC, then
it shall record weitten reasuns for the same 1o be conveyed to ICC and bath the parties to the proceedings, If
on the other hand il is decided to uct 2 per the recommendations of the ICC, then i sliow eatse notice,
unswsrble wilhin wen days, shall be served on the party against whom action is deeided 1o be faken, The

" Executive Authowity of the HEI shall procesd only after considering the reply or hearing the aggrieved peIsn,

(7 The aggrieved 'pany iy seck conciliation in order 1o settle fhe matier. No monerry ;-_scI'.L'Icl'ru:m Ty

should he made vs 2 basis of conciliation. The HEI shall facilitate 2 concilintion process theough ICC, s ihe
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case may be, once it is songht. The resolution of the confliet ta the full saisfction of the aggrieved party
wherever possible. is preferred 1o urely punitive intervertion,

T T S e e

i8) The identities of the agarisved PAITY o wietim or the witness or the affender shall not be made public
or kept in the public domain eapecially during the process of the Ingury. '

% luterim redressal-The HEL may.

2} transfer the complainant or the respondent to another section or depantment to minimise the risks
involved in comtact or interaciion, if such a recommendation ie made by the 1CC;

{B) grant leave to the aggrieved with full protection of slalizs and benefits for a perid up s thvee monibs;

fc) restrain the respondent from TERLIINE on or evilualing the work or performanee or tests or examinations
of the complainagi:

{d} ensure thar offenders are warned 1o keep a distance from the searieved, and wherever negessary, if there
is 4 definite theeat, restrain their enuy inta the CHRpus;

e W P e D o o WE e o PRTE e

(€} whe strict measures to provide o cenducive cuvironment of safety and protection o the complainant
against retaliation and victimisation as 5 consequence of muking acomplaict of sexual harassmeny,

10. Punishment aod compensation- (1) Anyone found guilty of sexual harassment shall he punished in
aevordance with the service rules of the HEL il the offender iz an employee,

2} Where the tespondent js a student, depending vpon the severity of the offence, the HET hiay.-

(a) withhold privileges of the student such s access (o the library, auditoris, halls of residence,
ranspovtation. scholarships, allewsnces, and identity card;

() suspend-or resirict entry into the campus for g spezifie perigd:

(e} expel and sirike ofT vame from e tolls of the institution, including dendal of readimission, if the
offence so warrnts,

() award refonnative punishmmenis like mandmary counselling and, or, perfonmance of Cammunity
SErvices.

R e e e s = i 10 (T e

(3} The aggrieved person is entiled lo the paymen! of compensation. The HIT shail issue direction for
paynazat of 1fe compansation recommended by the ICOC and aceepted by the Executive Authorivy, which )
shall be recovered from the offender, The campensation payable shall be detefinined on the basiz f-

(@)  mental trpuma, pain, suffering and distress capsed 1o the ng@ricved parson:
) the lass of carper apportunity dus o the incident of sexygl hartssiment;

(€Y ihe medical expenses incorred by the victim for physical, psychiatric eatmen-

W) the income and status of the alleged perpetrator and victim: and
(e} the feasibility of sueh payment in lump sum or in instalments,

D P e 1

11. Action apainst rivolous complaint—To ensure that the provisions for the protection of enmiployees
and students from sexual harassment do not BRt misused, provisions against fulse or malicions comiplaints
have 1o ba made and publicised within al] HEls. If the 100 concludes that the allegations made were [alse,
milicious or the complaint was mads kuowing it 1o e unwrue, or forged or misleading information hes been
provided during the Toquiry, the compluinan shall be liuble to be punished as per the provisions of sul-
fspulations (1) of regulstions 10, if the complainint happens to be an employee and as per sub-reguluton 2y
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i that regulation, if the complainant happens fo be o stedent. However, the mere inability o substaiiste o

conplaint or provide adequate prooi will nel allmet altention agoinst the complainant. Matizious inenton the
part of the complainimt shall wot be established withour an inguiry, in agcordance with Ihe procedure
preseribail, condusied bufuie sy action is recommended,

12
Aully cuntraveneys o tepeatedly Tails 1o variply with the obligations and duties laid o for the prevention,

Congequences of non-compliance— 1) The Commission shall. in respeet of any institution that will

prohibition and redressal of sexial harsssinent of employees and students. lake une or more ulthe tullowing

Lﬁg‘f

(h}

)
W

(&)

5-) 4

{hy

(i)

(2}

_fetions alicr providing due notice: -

l.'Lt;E.E]'.d.r-'iW;t! uf declaration of fimess to receive giants under section 128 of the University Giranis
Comnission Act, [956,

- remaving the name of the wiversity o college from the list maimtained by the Commission under

clawse (f}of section 2 of said Act. 1956;
withhulding any grant afloenied 1o the institetion;

declaring ihe ingtitwion iveligible for consideration for any assistance under any of The gc__r'mml wr
special assistance programmes of the Comniission; :

informing the seneral public. including patential eandidatey Tor cmpldynmm or adwmission, :Jiiﬂugh 4
natice displayed prominently in the newspapers or other suitable mcdia and posted on the wehsiie of the
Commission. declaring (har the instition does. not pravide for o 2ere’ toleranse policy apainst soxual
harassment;

recommending e s filinting eniversily for withdrawal of aifiliation, in case of 2 college;

reegmimsnding the Cenoal Government for withdrawal of decluration w5 an instintien. decmed w1 be
university. in enge of an institution deemed 1o be university; . i

‘reeammending the appropriate. St Guvernment for withdrawal of staius as university jn case of o

univarsity established or incorporated under a State Act,

" takiug such other action within its powers 1y it may deem it aud impae sueh other peralties w vy bo
¢ prowiitd i the University Grants Commission Act, 1936 for such dumtion of lime i)l the nslitulion

complics with the provisions of these regulations,

Mo actien shall ba inken by 1he Commission under these regulations unfess e Institution Tas hecn
given @i oppormnity to explain its position und an opporiuaity of being heard hos hean provide ie it

[ Acher-TTA4ERy. /53]

JASPAL §. SANDHU, Seey. UGC
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| Wikiimproced acests t bdteaticiand erployeasi, silions of indian
wamen ere. entecling the Sountry's workioree today. Many werking women -
faoz soxual havsdsiient dr the workploge on A dally biasis. It i3 crucial

5

thereloro thut ‘a8 a country, wo' stive to eliiminate work-plice sexuak
' Bardssment Sinck women. have e rigE to work Tn safe and secure
- environment, It §5 tha responsibility of every empleyer to snewie safery of
WORER in' & work eavironent and Improve thele parteipation. This wiil
contribute to realization of thelr right to gender eqably snd. result in
seonomio empowermont and Inchusive growth dnd hersht the naon &a a
whele.

tam pleased o present this Hondbook on Sexual Harnssment ef Women

at Workplece (Prevention, Prohibition and Recivsgal) Act, 2012, It provides

- key informationuabout the provisions of the Actinan casy-to-use sad practicdl

manner. The Handbeol has been developed with the aim to ensage thet e

citizans of India are awareof their rights and obligations in terms of creating
safe worleplace environment for women.,

toveroment of India is commitied to promite zender equality and
- Warnents empowernent acroas every - sectars This- Handbool seflects cur
commitment ta empower wornen as ecanomicaugents and improve thelr abilisy

' %0 actoss mariets on competitive and equitable lerms. 1 am confident that i
this Handbook whieh advocates and enforces the vules as laid out in the

Spxyal Herassment of Women at Workplece (Provention, Prohibition pond—— ——————r -

« Redrossal) Act, will be beneficial to everyone, Tho praclical and user-frisndly

procedyures ouklined in the Handboole will e usefui for actoal implerientation
of the Act.

Lo Sy -k

(Smt. Memeks Sanjay Guadhi)
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e Govenmueis of tudtids coromited {n ehdivigall forms of Viblenco agalist wormen
that negatively fnpact soeiety, hamper gonder equatity and constricts the sotial wnd ceonomic
devifopaerd-oC Uz couniry; i

Siney, sexual haassmentresulls In violation of the fondmmeninl riohts of 7 woman
squaiily as pec Articles: [ gl 15 and her rght to five with dignity 45 mentioned vnder
Artlele 21 of the Constitition, the Guvemanent of Tndia enacled the Sexgsd Harassment of
Wonen wt Warkplace (Prevention, Probibition and Redressal) Ack, 2013, The Act ls an
extension of the Vishaku Guidelines issued by the Supreme Court in 1997, The Suprems
‘Court of India, For e first lme in the Vishaka Guidelines, scknowtedged Sexual Haragsiment
ot the workplace a5 a hwnon aighits viokution. Furler, the Act also rebleets this commiiment of
the Gevemment fo the ratification of the Conventlon on ths Eliwdnation: of all forms of
Diserimination against Women (CEDAW) on fuly 09, (993, This now logiskation makes
every effert 16 be:u wser feydly 1ae) in the hands of the egaployors and cmployess, 10 crenle
safe and sewire workphiees forall women, -

Wich the enacimem of the Act, India is now o pait of & select 2roup of guunitics 1o
- hiva prohibited soxual harassment ot workplace Urengh notionat feglstation. The Act is
- e uolque in il broad coversge which includes all working women fiom - organised. k...
urorzanised seetors olfke, ug also poblle and private: seclory, reégardloss of hiesarehy.
Effective implementstion of the Act iz o chiallenge. The Handbagk §s desienzd to be o Ready
Reckongr thr gigunisatlony vested will responsibllity to-sntnee the Jaw,

Thy Fiundbook Ts structurd inte six scelions. The first section is an tntmduction and
detail regardiog the ynesis of the Ael, the seepad sels (he coutext by delining the workplace
and seaval barassment and impet of snch beliavionr, the ird fhouses an (e ey individuals
aod institutions invélved In profitbition aid prevention processes.amed thelr respansibiltities,
section Tour disvusses (he redressal mechonism followed by muonitoriing requirenient in,
seclion fve and fimporant intemniions! famesorks nnd bust practices on sesunl harassmet
ai the workplace tn the conelnding seeticn, . e o



2-

3B the hope af e Ministry thy Uis-Handbook wilt bo uf copsidarable velus Tor
Suipliyers, eiployees and complaint commitiony alike, ns it ey vides puidanos with regard to
16 steps 10 be laken al the processes to.ba foltowed, in ling-wii the requivementy of the
loow, Bt will prove usefit r al) women workess paslerlerly and be o step foeward i
peormating their lndependence as well fs the rlght o work with digiiy g0 equal pastness i an

avieoninent that 1% freo from violencs,
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g 0l folumey towards proparng. s Hanidbaok, viloh requlted a Iot of duidahes dnd
%}3 assistance trom maly. paople; Whesk riamas: may Tiot bis epumeraled, | am thankiel to-all of
tent for lr contibutions twiirds the completion of the task. - :

1 would iike 1o exprass my sindere thanks to the 'UN Wamen (United Nations Enfity for

- Gender Equalily ahd Emipowsiment of. Waimen) for thelr valuable contiibufions with fheir

expetionos in women's movemant and experite In gander righls fn supporting (he Mindstry i

prepare the Handbaook with key infarmation on the Act i an easy-lo-uge practical manner and
desianing with apgroprizte flusfrations. i

P would llka acknowledye he important contributions mades by Ms. Risha Syed, Legsl
Consultant for the hardwork put by har cougled with her expariencs gnd expertise as a legal
o professlonaland commitmant to. gender issuss in bringliy ot the Hﬂndhdak. 3

b am alsp thankful to Dr. Paramity Majumdar, Senior Consuitant, Gender Budgeling for
eviewing the manuseript with meliculons scruting and seholarly gdvice, + would like fo merition
with -appreciation for Shd Samuel Paul, Agsistant Secrelary for showing not only his lteen
Interest on the subject, but assisting us in fhe review work.

W hope that this Handbook will be & gulds and Inspiralion to all of ug in creating an
enedling environment of women in the workplaces. -

© (Lapartudia Mohanty)
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introduction

e "nynﬂhs_'qégsqj }‘;m_‘_b:'!sﬂ_TlE:i_’lt'l-'t_ESIl.l'P{S'-fﬂ viofation of the i’prilﬂ&rfﬁentbfﬂg_}fi"s'“ .
o jofaWomentoeguality. .t LT e R
~. i [Preamble; Sexual: Harassment of Women“at Worloplace (Prevention, --

! Profilbition & Redressal) Act] -

5 Er'lshr_inedirithe-F‘raa‘mt:-léfﬁ thé'Eu'nstiijJt[pn of Indis, “equality of statusand opp ortunity”’
must be secured for allits citizens; equality of every person underthe law is guaranteed by
3 Article 14 of the Constitution. ’ ] )

Asaie workplace Is thereforea woma n'slegal right. Indeed, the Constitutional doctrine ofequality
and personal liberty is contained in Artidles 14, 13 and 21 of the Indian Corstitution. These articles
ensure a person’s right to equal protection under the law, to live a life free from discrimination
on any graund 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 a5 an
international bill of rights for women, it calls for the equality of women and menin 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 vialate the principle of equality of
g =L R

Sexual harassment constitutesa 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 'violance against women are acceptable: Gne-of these is workolace-sexual-

harassment, which views various forms of such harassment; as harmiless and trivial. Often, it is
excused as ‘natural’ male behavieur or *harmless flictation’ which women enfoy. Contrary tothese
perceptions, it causes serious harm and is also'a strong manffestation of sex discrimination atthe
workplace, Not only is it an Infringement of the fundamental rights of @ woman, under Article 19
(1) (g) of the Constitution ofindia “to practice any profession or-to eafry out any occupation, trade
o1 business”; it erodes equality and puts the dignity and the physical and psychological well-being
of workers at risk. This Teads to pobr productivity and a negative impact on lives and livelinoods.
To further compound the matter, deep-rooted socio-cultural behavioural pattemns, which ¢reate

2 gender hierarchy, tend to place responsibility on the victim, thereby increasing inéquality in the

workplace and in the society at large, g




%))

*ﬁ Handbeok on Sexual Harassmeut of Women at Woy k;:lace

Though sexual harassment. at the workplace has assumed serious proportions, women do not

report the malter. te the concerned authorities in most cases due to Tear of reprisal from the

harasser, losing one's livelihood, being 5t|gmat|zed or losrng prefessmnal standmg and personal
reputation.. L L . Lo - e = -

Acrass the globe today, workplace ser.‘l.tal ha,"assmenl': is !m:reamngly understond 3s 2 violation
of women's rights: and.a form of violence against-worhen. Indeed; the sacial construct of-male
pnwlrdPs in soclety. conﬂ:nuEs to.be: use-:i to. justify vmlerfca :ag'amft viomeriin: the:privateand
puh[rc a.phere 111 egsencL, :saxual .hamssment ls 2 m:rmspeﬂecting;_male pqw:ar qwer wume:} that

. a =
These patrlarcha ‘FaIIJ’E'S and ttrtﬁdﬂs f_butﬁ w&m{g 0 :

; resnlul.mn ahd preventinn u rassmel]t Wm{-{p}aﬂe iexuaI:_hachssmeni IihtE r.‘athEr ﬁ:ﬂ s
of violence, Is not hnrml' S5 Ik mvnivr.:rs seripus. hf:altn; hirman; ECDﬂOI'I?iE’Eﬁd social costs, which
manifests them seiwes In Lhe werafl davelopment h'udft:es ofa nation

Tha Sexual Harassmeant of anvan at Workplace {Prevention, thibitmn and Hedress».l} Act, 2013
wasenacted to ensure safe working spaces for women and to build ena ibling work envircnments
that respect women’s right to equality of status and opportunity. An effective implementation
of the Act will contribute to the realization of theif right to gender equality, fife and liberty,
equality in working conditions everywhere. The sense of security at the waorkplace will
improve women's participation in work, resulting in thelr economic empowerment and inclusive
growlh.

Fhe full scale of the problem [s nat known given the difficulties in dﬂcumentmg the experience
of those who have experiencad workplace sexual harassment. Howeter, available studies on
sexual harassment show that itis certainly prevatent in India today. This is why the legislation is an
Impertant step forward within the larger architecture of women’s rights, as it tackles this Issue to
secure the rights of women workers across the couritry.

While the official figures for women’ s wcrrt-: participation are low, much of the work that women

@ dois net captured In official data accounts. It is argued! that where this s to be captured, women's
overall work participation would be 86.2 per cent. While the official data‘shaws that women's
wark participation rate is argund: ‘25.3 per cent in rural areas and 14.7 percent 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 pér cent of Woriier Workersare emplayedinthe -
informal sectar, they remain unprotected by laws, With no laws or mechanisms to protect them,
proactive measures are required to make their workplaces safe.

' Professer Jayatf Ghash, Faper on What Exactly isWork? hitpihvww.macroscan, irgloarfuctigfndffExactly Work pdf
*NE50250)-12




in a‘_.la'ndrqark Jjudgm_a__n'_t,_}r;fgﬁq_ka vs. State of Rajastfian (3997)%, the Supreme Court of Indfa crested
legally bindih_g'gt’ufdg[:]_iieﬂ's-_ﬁfﬁ_fs‘!ﬁg it on the right o equality and dignity accorded under the thdian
Eonstitutidn‘a‘swéﬂ'? is b 'i:h‘e UN Convention on the Elimination of Afl Form; of Discrimination

&
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b

| éd'-‘:-:eégttia_l harassment a¢ any unwelconie, sexually determined physical,
rbal condict. Examples included Sexally suggestive -remarks about women,

tde .
ﬁé'i'ﬁivni:rrs; and sexually offensive visuals in the workplace: The definition alsg
‘overed situations where & woman could be disadvantaged in her warkplace as a result ofthraats

reating to employment de cisions that could negatively affect her working life.

It placed res:'p-::nsibi!itg,r' on employers to ensure that women did fot face a hd&tiléiénw‘mnment,
and prohibited intimidation or victimization of those tooperating with an inguiry, including the
affected complainant-as well as witnesses, : '

members being women and provided for the involvement of a third party person/nGo expert on
thekssug, to prevent any undue pressure on the complainant. The guidelines extendad to all kinds

of employment, from pai to voluntary, acrioss the Public and private sectors,

Vishaka establishied that international standardsflaw could serve to expand the scope of Indja'c
. Constitutional guarantees and fill In the gaps Wherever they exist, India’s innovative history i
tackling workplace sexual harassment beginning with the Vishaka Guidelines and subszequent
legislation has given criticat visibility to e issue. Workplaces must new own their res ponsibility
. Within this context and ensyre '.t.hﬂ.\exy._m_%nr.:,a.ramrls.-_ir;;.sa.f.g..an_d..sgc:.ur.a.sp.aces_-.. .

1.3 THE ACT

—



——

s

Sectioii 6 lists the irﬁ'pd;tsryt' interfiational frameworks and seloct best practices on sexual

‘%ﬁ, Handbook an Saxal Harassm,entuf,m&mm atWoerkplace

.....

Section 2 sets the context by dafining a workplace and sexual harassment. It provides the reader

with key elemenits, such as examples of sexual harassment as well as seenarios and the
impact of such behaviour.

Section 3 focuses on the key individuals and institutionsinvalved in the prohibition and prevention
Processes and their responsibilities,

=ection 4 15 aboyt FEE[I'ESIS._ "Thi's-Tectiﬁn“.fi::Fe.nt}‘ﬁé'E ﬁh_l‘j:'déﬁiﬁ's the kej pIe'r_:.r'Ers'iii‘-:’qf:Wied'lﬁ the
complaint mechanism (including the complainant and the respondent). It details the

stages of the compi aint process, Particular attention Is paid to the complaints commitiae.

which pla ysa ﬁanﬁ}ﬁ_‘ﬂl‘npbrtani r_-:i!g in this ﬁ'rc;kﬁejss'. :
Sectlon 5 descrifies the monitaribg requiréie nts.as perthe At -

harassment at the workplaca,




. %é, Handbanleon sexual Harassment of Women at Werkplace

-—

@)

L

22 WHAT IS A WORKPLACE?

Aworkplace is defined as “any place visited by the employee arising out of ar duri ng the ourse of
employment, including trarrspartation 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
workin Ineia, Az A5 per the Act, workplace fncludes:

- Government organizations, mdud[ng Government company;, corporations and cooperative
societies;

- Private sector mgamsau:ans venture, socrety, trust NGD or sefvice providers etc. providing
services which are commercial, vocational, educational, sports, prﬁfessmnal entert;lt[mﬂent
£ndustna! health relaied or financial activities, including praducﬂon,supply, safe dfgtributicn

2 Hnspftais{biurstngHomes, 2t :.- - .
-+ Sports Institutes/Facflidies; - - = o

- Places wsn:ed by the employes (inctudlng while on travel) including transparratlon pmvlde.:[ by
ernployer' S5 Ak Lo b

vl

. Adml mg pIace ar hr:ruse.

The Act defiries the Unqrganlsed Sector as o :

*  Anyenterprise owned by an individual or self-employed workers engaged in the praduction o
sale of goods or providing services.of any kind;

¢+ Any enterprise which empleys less than 10 workers,

Allwomen warking or visiting workplaces, for example:,
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Impact of inappropriate behaviour

The impact of sexual harassment at the workplace is farteaching and is an injury. to the equal
right of wwornen. Nat 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 Iist of select examples of such negative
impacts. :

14
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&

- 2.6 FORMS OF WORKPLACE SEXUAL HARASSMENT. -

3. The normal exercise of management rghts.

4. Work-related stresse.g, me;eting deadlines or quality standards.

5. Conditions of works.

Eonstn_:c_tjvefeedbac} abuup}"hg.werk mista l;:;_a_{jid, not the person.

&

T

Generally Wi kplace s sment refers to twa common forms of mappropriate behaviowr:

L o e F T

e

gfrb,refﬁrent-i;lrdétﬁ}'ﬁéhts !-"trle.a"t;fnéht inemployment
ga .ﬁgﬂrlﬂ::mf] m_ilda'tilng or an offerisive i.-;ra’rk emr'-fr;u nment
Humlhatmgtrea{ment likely to affect her health or safety
2.7 SCE!;-MFEEGE ' :
The following scenarios have been constructed 25 examples based on real life experiences of
women at workplaces. The scenarips attempt to build an. understanding of the two types of

workplace sexual harassment as prescribe by the Act e, quid pro quo and hos tile environment. '

The parnes I the foliowing examples are fictional and inio way refer to any individual afive or™

. dead,

A. Examples of scenarios that constitute quid pro qua o ‘this for that’ type of sexus!
harassment at the worlplacer ' '

SCENARIO EXAMPLE 1

Kamini s 3 bright young team leader working in a call centre, Known' to be forthright, she fs
dedicated, hardworking andis a perfectionist, '

imperlant presentation. Ravioffers to buy Kamini dinner and fater drofs her home sirice. it's been

- along.day. After dinner,.Ravl pro PQEES-tO-KﬂmIﬂitthatﬁf‘]_E—EWUﬂI&'EkE'hEl:—tUﬁ pend the-nightwith-

him. Kamini refuses pelitely but firmly and goes higme, 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 sharnade 3
pass at him.

What is Workplace “this for thay Sexual Harassment?

In theaboya example, Ravi's threat to Kamini that if she does riot agree to his ‘request’ for a.sexual
favour, he will in return smearher characteratthe wufkplatﬂ as a person who wants to use sexual

—

14
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&

i me

Varghiese, Jayanthi's supervisor, often triesto touch her onone or i
the other pretext. For example, he adjusts her dupattq while she
is sewing at her workstation on the pretext of covering her back. _
Jayanthiis very uncomfortable with his behaviour. Her colleagues  $55-
at the workplace ridicule Jayanthi and mock her for the ‘special
treatment’ by her supemsor. Tl‘:Ej' Gi’tﬂl‘l gﬁss:p about herand: ¥
Valghﬂe SRl o SR e THE

Iwm is a Hostile Wnrkptace Enwrunment Saxualh_-.
Harmsment’ A

In the above examnre, the pliysical touching by '\"arghese is
unwelcome and sexual in niature. The gossrp, which is based on

Varghese's behaviour towards Jayanthi at the workplace, s creaﬂnga hashle wark enwrunment
for Jayanthr

SEENHRID EXAMPLE 2

Sullii 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-monthold baby. She finds Jaswinder, a worker, staring -
at her from the distance. Sukhi fesls uncomfortable and asks Jaswinder to stay away from her
while she’s feeding the baby. However, Jaswinder persists and always finds a place near ker: The
group of fellow construction workers now consiantly eatcall 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
orily jeking amongst themselves.

What is 3 Hostile Waorkplace Environment Sexual Harassment?

Ogling, stalking and gussl'pir_;g against Sukhi in the above example constituté a hostile work
environment, a for'm of workplace sexual harassment,

Sumedha is a Captain with the Indian Army. She has refused anoffer - b i

relationship, Surnedha has kept quiet atiout this experiénce, but thanks ta the rumour-mengering
by the Senior Officer, she has acquired a reputation of beinga wornan of ‘easy virtue’. Now shie

is being subjected to repeated ddvances b)! three of her senjor officer m[h_eagues When she turns

around and | protests. she is singled out for additional | physmer training.
What is a Hostlle 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 Hastile Work Envirenment form of
workplace Sexual Harassment.

16



Prevention and Prohibition

”‘Fhe mr:anmg and c::rnhent of fundqme'ntnr ngﬂts gunrameed i the
| Constitutionof fnn!{cr ane of suﬂ‘i-:ient qfr:gfftudzs to emompass all fmts of
gender equality.. ™ .

Late justice J.5, Verma

sexual harassment in compliance with the Act. It also highlights the role of workplaces In
nrohibiting workplace sexual harassment through an effectively commtqnlcated policy.

31 PREVENTIVE AUTHQR:TIEE
3.1 WHO IS AN EMPLOVER?

Thus section describes thnsewi-m»are both rﬂsponsmfe am:[ accﬁuntabie to prevent wotkplace

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 oﬁﬁcerspecjﬁed
in this behalf. .

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

3. Aperson or & household wha employs of berefits from the employment of domestic worker
or women employees.
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The District Officer will constitute an LCCin every district so as to enable women in the unorganised
sectoror small €stablish | ¢

ey
2. 2 Me;mbgr Bl aied

Gt -J(mlil'lfmum)

b
e i e ok
e ﬂ!fi':%[_]

srent places, division

£
s
'Wﬁ FaH i:"

iyt
:

or

: i m_ents.'i_:i: work inan environmentqf'ree of sexual harassment. The LCCwill
recelve complalntss ! - )

1. From women working i an organisation having lsss than 1o wo rkers;
3. Wien the complaint is against the employer himself; - :

3. From domestic worlcers,

20
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3.2.2 Sexual Harassment at Workotace Palicy

Employars/District Officers are respensible for cuﬁ‘:pl}'iﬂg with" prehibition, prevention and :
redress of workplace sexual harassmant, In practice, this' means having a policy that: (1) prohibits !
unuir'élco_ma behavigur that constitutes workplace sexual harassment; (2) champions prevention.

of warkplace sexual harassment through orientation, awareness and sensitization sessions; and

(3)provides a detailed framewark for redress, '

i e o i et iy N L PG
-'r-' ?%’Wﬁ,% h.: e T
i 3 '-.:-I-f-"‘-" AT i ' H ’-F"..
e e i
R

-1

A '|'I"£ B ! ; i =
TR __:-: a's < '_-:'*-_nl. it He .'.. et ik
Wareness Generation . ..

of Hiformation and 4
Employers/ Disiict Oficers haVie dlegalvesporiibilfy toreer = " e

1. Effectively :cqu_u_iunic__ar'té 3 policy that prohibits ur,'iiﬁy}eléi_ia"fh'é b‘ehéir'tﬁ_{rr' 1:."_hat consfitutes
Lo workpla_ce_s@xual.ha‘ltas,.sﬁmgn;;'ahﬂ'prnvrdes‘a'demiteﬂ fﬁiﬁ'ﬁﬁﬁ?@f@'ﬁ; Srevantion; sndredrass
PRotalses = o ] e

3. Creéate forums for.di ogue j.e. Pan‘cha},eati-ﬁaiInst_itutions, ;]_'-z:ifr‘] Salhha'sl,"w _njr_gn*s Groups,
Urban Létal Badies f like Bodies, as appropriate. b =R ®,

4. Ensure capacity and ski building of Comnplaints Cc;mrhiffegé-‘_ S

5. Widely publicizé namés and cofitact datails of Complaints Committee members.

e e

22
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Generally, where there are less than tenworkers, anywoiman employee can curhpiaip_ tothe Local
Complaints Committee with the supportof they 0dal Officer, when required, It is the responsibility

of the District Officer to designats 3 person &s the Ni:’rdan'i:_rﬁi-:aer In every block, taluka and tehsil

in rurel or tribal ardas and wards of funicipalities fn the urbars areas, to receive the complaints
of workplace sexual harassment from women. The Nodal Officer will forward'all such complaints
within seveny d ays.of its receipt fo the:cancerned Complaints Commi_ttee'*fvi*‘agi;:ro;‘;@;'-iafﬁ action.
In most other workplaces, wornanemplayee can make a complaint {o the Internal Complaints
Tommittee, : - 0 BB e B A o

The written.complajnt: sht?t,lf.ﬂ’-c@n’ral‘r.::at.d‘é%i'cﬂm!'h'n-=Dﬁiéa.éFriﬁ'fiidéﬁtfﬂt'-!ﬁ'sho uldinclude relevant
dates, timingsand locations; nanie pfthe respondent(s); and the working relationship between the
Parties, A person desrgrratedto'managg f;he-wdrkgf._a’l;;_q_s;xual‘ pa!jag,smén:;;,crmplaislt Is required to
provide assistance in viriting of the ci:-n".:'pieffn{;’#"t‘ljé' com Elé:gi_ngnﬁ:s'%:éks it for a[';:,i-reascm._ i

e

4.3 WHAT CAN AN EMPLOYEE/WORKER EXPECT? N
w|ﬁﬁ~i‘tzafﬁe—s'ta.fréaras-mmaﬁi‘fiﬂsce.eeau_sf'ﬁa}'agsmgm; employeefwarker ias aright to axprect

@ trained, skilled and competent Complaints Commiittee, a time bound process, infommation

o centialty, assurance of non-retaliation, counselling or other enabling support where needed
"ﬁﬁ*ﬁrs;is"ﬁﬁ“&*ﬁ‘ﬁ“@s%éaﬁﬁlsshﬁﬁf&ﬁfg‘ra??ﬂm%ﬁ&a P T R T T i o

HARGHTSOF THE compiAmaNT T
" Au_einpaﬂfletit: attitude from the Com plaints Committee s that shé can state her grievance in
afearless environment’ i - it

e LI (L S e FEma i Gt - R

* Acopy of the stitemen t alorig

Wwith all the ey_iéien;e"afnd a list of witnesses submitted by the
respondent e . e : :

-- e —— e e :
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A Lomplaints Committeefs is required t6 be trained in both skill and capacity to carry outa fair and
informed inquiry into a complaint of workplace-sexual harassment. An absence of such training

will lead to unequal and unfair resuits, which can cost employers, employees, complainants as wel|
as respondents. ' '

1. Create an enabling meeting environment.

3. Treatthe complainant with respect.
4. Discard pre-determined ideas.

e R P i it i S T Gy T A A e 3 e e B

1.

F

i

Use body langusge that communicates
complets attention to the partiss.

Determine th_e farm.

Getaggressive.

‘Insist oh a graphic description of the sexval®
harassment, .

Interrupt. _ . i
Discuss the 'c_w_'éhrp!.léin_t; in the presence of the " il
complainant or the réspo ng‘ent:
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&

e STIlOYer{District OMicer for frther sction based on. the 1

----- -
s

Upoi receipt, the complaint should be reviewed for:

1 Inthe context of workplace that the sexual h_arassheﬁ_t complaintis to be met with under the
Act, sich s, Service Rilles, Workplace Policy, Vishaka Guidelines and rolated Brvss
2. Clarity in the complaint. ¥ By :

Arpesy

3. Additional information neaded from the complainant.

The complal nant will benmtlﬁed in Wﬁiihg'Et'-"a:;_kﬁé‘wiiéﬂge;_r‘éc;'eiﬁE;' :

L gt ML R A L [Py L B L
‘i The responden _é!s"ﬁféfvéﬂ_ | T Thebehaviour The The behavior.
petentially improper andjor - -'Wa's'-dlrectga at ™ complalnant  oeeurred In e
offensive conduet which may the complainant; ' experienced . workplace'or at any
come within workplace  ham, locationfany event.
sexual harassmant; © refatedto wark "

Stepiﬁﬂeetan::f_falktothe Corn plainznttu Exp{;ré Optia'nsfur Formaland lnfa rnﬁi Resolution

foimal_or formal

7

LR s L

The complainant needs to be informed about the ensuing process and the in

eptions avallable far the redress. e . omertey T

(R

Step 3t Informal Mechanism

1t the complainant choases to adopt the informal process to resclve heré'tbmplﬂfnffﬁﬁpe'ff‘éﬁ‘:é £
of warkplace sexual harassment, ther it is the responsibility of the person designated fo recelve

2nd manage the Complaints Committes to explore enabling ways to address the complaint, This'*

<an include counselling, educating, orienting, or warning the respondent to promptly stop the

unwelcome behaviour or appointing a neatral person to act as a conciliator between the parties

te resolve the complaint through conclliation. sty e TR SR

i-!an.—.,-i;ué?",- br‘ef&rje _ri:comni\énéifa:ng-_"*{:an;ffl'fatian,'_the Ccmmitiiee. r'm{st-.a's':-.-tes}," :'th'g:_-_s_l;':y'i_a_ Jt;,r of. the

situation and i-f'ngcéss'_ar}f,__a_i:lh_ri__se and enable the compl: inant to opt for the forral routs: A_t_ Ao

pant e Complalots Cormilteciladise the complinnttoyesalye e mtter e e e
the fespondent: Where such an iriformal process i's'sur:ﬁésiﬁﬂ;‘_ﬁic'ﬁfé?qfﬁf[éﬁ'f's'_ o'be Fetarded
by the conciiator and forwarded to, the ICC/LCE who' it tuirre will forwaid the sam to’ the

! LSOl Employers/Districl Ofiers ... ..

bis ot subect to'any backlash:

are responsible for taking steps to ensure that the éﬁ'm‘r_.gla__fﬁén
The choice of a formal process rests with the chmpléjnant aven if the persort responsible for
managing the complaint befieves that this <an be resolved through an mfo_{i_ﬂg}_glri::_é;éss: ;

Step.4: Formal Mécﬁanfsrn ] i JiAT e st e

1. Iifthe complainant optsforformal redress, or the nature ofthe complaint is serious which calls
for formal redress, then the Complaints Committes responds to the complaint.

1t
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o L i

5. Act Quiclkly

Create a plan. This can be used as an Initial checklist to ensure that all of the critfcal elemens
ire coverad, It includes: -

2. The names of the parties and witnesses to be interviewed

b Any documentary support that needs to beexamined "
¢ Timelina. ..

o Bl LT
s Tl

i AT s
z =t R y ey s
W T e R e
R e L e R
= e e T T, g

. Interim Measures -~ : s : RS _
- - While-a complairrt:Is-p'endiﬁganuiryfa-mmpiafnant-"ﬁamna&e%ahvmtténimqqéstrfdFhéH‘iﬁn;féms-- ERR =g

the transfer of the respondent, or for leave (upto 3 months). She can also request the Complaints

Committee to restrain the respondent froii reporting on her viark perforiniaficé o writing her

confideniial report or supeivising her academic activities (i case she 51 educational institution),

Evenin the absence of such 5 reguest

f, the Complaints Commmittee mist take corrective action, ft s

assentialta take'these actions in rder tb prevaiit paténtial onigoing sextial Wardssient;’ '

_.3!}
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5tep 9i Assess the Completeness of the Information Collected

Atthis stage, the Complaints Committze should review the information gathered and their factual
relevance to each aspect of the complaint, This will help dete:m[ne whether there is. enough
information to make a finding on the complaint,

STAGE FOUR: REASOMING -
Step 10: Once the information and review is complete, the Complaints Committee wni! make its
|e.=soned ﬁndmg(s}, which inuuives hawng to:-

7. Lk

° ldent:f)r the su bstance of each aSpec‘Lt af the compiamt

* Determine, whather or not. ona batafn:e uf prnbabr!l;y, the unwercome se}(uai hamssment
taok place.

* Checkthat such behaviourfcanduet falls within the definftion oi.' saxual h31 assma nt sef: outin
the relevant Act{Rules, Policy, Service Bules or law. -

¢ Commentanany underlying factor(s) that may have contributed to the ifdident:
Step 11: Create a timeline to help establish the sequence:of events related to-the complaint.’

Stép 12: Compare similarities and differences within each of tha statﬂmenfi J:ﬁ;é'da by the
¢ RS e T
inferviewess. CEE

Step 13: Finding

Based on the'aliove, thia Complainits Caimmittee st arrive ata ﬁ'nding of whethar the ctﬁmpfamt
Is upheld, not upheld orinconclusive:

Provided, where both the parties are employees, before ﬁnalfsme the ﬁhdlngs, the ICC}'LCC sha!l
share its finding with both the parties and pravide them an opportunity.to.mmake representation..
against it before the Comymiittee, -

Stepig:Recommendations o e B S

TP Pt s sony o ey sl b

8ased on its findings, the Cnmpﬁmnts Ccmmlttee shall then make appmpﬁate recﬂml'ner‘tdaticns
which may include: i

" Where the ¢ CampJaInts Eomm:ttee is unal::—le to uphald the comp aml: lt shali recom

action. AR 3 L

2. Where the Comphints Commlttee upholcis the Complair:l: |I: ma}f recommencl such actlon
as st*ated within I:he reievant Puhﬁy or Sendce Ruh:s, which n‘;‘ay inc[ude 3 walnlng
fenmnate.

En I'IG‘

B .-*rr:-;rﬁu\-t S ekl el
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Given that most werkspaces today are g'ﬂn_d:r unequal and male-dorninated, It is important that
cemplaints by women be treated: fairly and not dismissed, The mere Inability to substantiate 2

complaint or provide aclequate proof will not attract legal action against the complainant,
However, makinga 1’3lsa_ur;mq_lfciaus:__._c_qmp]igi__u_l': or prod

offence, AT

29ATAGLANCE * . .

c] S T

.n :‘_-.' .. n - E

¥ A I BT = iy : STy MR ik ,-, H
Nonorsaie: N e B T A e e s e 16“':?
T, &E:%. ERIb _%L‘U}’E A %ﬂw&— -'-'}"'*ﬂ-!':. A5 IL’Q Tt
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[ p—

2) Timellnes as per the Act

n3 months of the last incident
R o e e T

Within 60 days e gl

i E%ﬁ‘f%@*ﬁ@%ﬁ@lﬁﬂ T
L

TR e

AT

) Confidentialicy

The Act prohibits the publication ormaking known the contents of a corriplaint and the inguiry
proceedings. Any breach of confide ntiality will result in specific consequences, '

The Act prohibits the disclosure of:

8 anfents-ofthepompl;{fiﬁ; ) " P, i el

= Identity and address of ;mmprafnant,. respondent and wrtnes'ses;- lnfgmét:[m:i 'pqrta_i.ning" to
condiliatoryfinquiry proceadings or rémmmendéﬂbns’df'th‘e_ et -

*  Action taken by the employer/Do. ' '

Accountabllity: Ary person entrusted with the duty to handie or deal with tﬁe E@I:rfpiéﬁﬁ_"—l inquiry

oranyrecommendations or action taken ufidér the provisions of this Act,

ConseqUences: As per the Service Rules or Rs:5,000] to be collected by the _'f.-:jﬁp!_ﬂyéi_: )

address, identity and particulars of complainant or witnassec.

__,_li_-mpt_lt;n: Dfssem[natgp n of informatio nregarding the justice secured wrfhm;_'-:-gis_cfc:'s,ugq of name;

Section 4 completes the details of the. Complaints Committee process. in addressing formal
 tomplaints. It serves as a guideline to actionin Rproviding appropriate re‘t.‘frgssl. The manner in which
acomplaint is addres sed will miake all the differérice to theequal rights of working Wormen as well

e
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S i

ports to the appropriate State
Government. Such reperts must include the following information:

The District Officer will forward a Lrief report on the annual re

8. No. of complaints received;

b. No. of complaints disposed of;

¢ No.of cases pending for more than 90 days; 7

d. No. of warkshopsfawareness pruéramme«s carried.out;

E: Matirre uff];t'igr! galcgn b-y the '37_?‘:9,102'??1'{?[?1 G s R

The Fi'.epiarqu.iC E:ﬁi-l-'f be fo r"nranéedi to thé'D{IJ tﬁrﬁug_-h 'thg-::emp!b:,zeh_ 3 A 7

5.3 Penaliias |

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

¢ Failure-to constitute Internal Complaints Committee

* Failure to act upon recommendations of the Corfiplaints Committee; or

* Failure to file an annual report to the District Officer where required; or

¢ Contravening or attempting to cortravene or abetting conitravention of thE'A'c"ffér Rutes,

Vhere an employerre pea’tS a breach under the Act, '-t'hejr shall be ;subfett;ta:' _ :

¢ Twice the punishment or higher punishment H’ pres;t;ﬂia:a& underarzy nthe IR Iaw :.folr the same
offence, T Ty

o CancellationfWith drawal/Nar-renewal of registrationjiicense i‘eﬁhﬁ‘.d for carrying on business
or activities,

Maritoring is a critical yarcistick to measure suecess in tarms of compliance with the Act:
Additionally, it highlights those areas, in terms of Jaw and practice, whichmay require improvement
andfor additional information and Eitldance at both the State s5well a5 the wo rkplace levels.
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. \?ﬁ/ Handbook on Sexus! Harassmerit of Women at Waorkplace:

1. Make surethereisapolicy that hasbaen “effective ly" eornmunicated toall workers, irrespective
of whether they are paid or volunteers,

4. Display datails of both infonmal and formal ways avallable to a worker to addressfeomplain
about workplace sexual harassment.

3 Undertake orientation on workplace sexual harassment for all werkers in respectiue
organizations, establishments orinstitutions.

4. A Complaints Committee which is tralned in terms of skill and capacity Is critical for building
Lrust.

A

Encourage senior persnns,-‘lea&ers.’superyisurs or any-person who can influence employment-
telated decisions, to become rale’y '

6. Menand women should b_g icluded
sexual harassment. o

in building 3 culture which no longer tolerates workplage

Lagatly, workplace sexual 'haré;_"e_ss'i'i‘i’én’t' 5 rio r;:'n":_g-er be dismissed as some moral transgression.
The Vishaka Guidelines raised that bar, when for the-first time it recognized “each Incldant of
sexial harassment" as a violation of the firidamental 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 ngu charged with the, role to ensure
that the right remins intact, through a fair, Informed, user-friendly process of redress,
Prioritising pravention and_'_esf_ab'lishfngj ag-,-redr_,é:_;'_sjrm;r‘;hahﬁ' whith, cornprises of 5o per cent
~omen, awoman chair andan external third party expert, is Indiy’s inagvative madel |n responding
to working women's experience | f sexuafhara&smemﬁns T |

n both laws and practice t& mdet hivarks, that madel &
best practice. To get there; Wark

gender equality.

oL, i S T S A wh g B g S e T T O S g OO, R
> --"'\-'lx“\"f'.'_l.-"'!.'nfl-"-‘-l-f—-h'w-:‘u--l_—-.d-""\"\F.'ﬂ' B [+ MR Tk LR R e PRI o SRR

'Genersi ecommaendation 12 of 1989, Commiittee on the Efienination of All Farnis of Dizcrmination dgzinst Women.

* Gemeral Recommendation 19 of 1942, Convention o tha Eliination of All Formsof tiscrimination agalnst Women (CEDAW)..
“lskd, !

* feliclas, Declaration on the Eliminationof Vislence ngainst Women, 1593,

"The Beljing Platformof Action deavin at the United Watlons' Womien's Conference in Befing in 1995,

*Linited Matlons UN Divistan for the Advancement of Wotmen Hondbiack: for Legisiatlon on Vialence Against Women (UN Hendbook),
* Artiele 5, ILE DecentWorlk for Domestic Wo rkersCanvention, 2011 (No. 18g).

gislations sk lesitn

oo QLT 5200
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cXar
_lssued the guldellnES for prevention and redressal af haras m

to this ﬁff'ce smmediatel',f

The Commissioner of Technical  The Prmqpal
Education(FAC), Al Go\ferﬁma

Directorate of Technical Ed ucatmn,
Guindy, .-
Chennal 25. =

Letter No.252.13 -
Sir,

Sub: Technical Education - Guidefmes Far pr:e,'
redressal of harassment in the H[ghe
- Institutions ~ Regarding. :
Ref: Gcwernment !etter {Ms}Nu 121, Dal:ed

- LU

Wlth raferent:e tn the Ietter cited ‘[‘he Gave ment

atbantlnn In th*fs regarﬂ the Gavernment have.-

Educatmnal institutions;

Hencef the Principals are requested to fo[lsow the gundeltnes :ssued by
the Government and the action taken report on the same. may be submitl,ed

E'ﬁa::l-::'ﬁs, above. %ﬁ e i S |

Copy bt -

.1-) The Adaitionat Director (Exam),
DOTE, Chennai — 25.

(For the purpose of uploading in
DOTE website)

2) Techmcal Assrstant (Evaluation-I),
DOTE, Chennai - 25.

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



Higher Education — Guidelines for preué,ﬁ:t'-icir;a and réﬁrﬁ sal
of harassment in the H[gher_ Educaﬁ{;na%; lns‘tltuﬁﬂﬂ ,_,
Issued. | -

[ —

.. It is observed that harassment of persons (students, sta
‘Higher Educational Institutions (HEls) has increased in recent years.a
" caught public and media attention. Instances of people in pow
taking advantage of their position 1o -exploit the -vulnerabili
" ‘subordinates and students. have come: {o the hotic -of the
_-main objective is fo create safe campuses for students, staff ar
+function without fear, threat or anxiety. The institufion has the dut Ire
. that its staff, students and any person associated with it are treated: treat
- 9ne another, with dignity and respect, free from abuse or harassrhent.
.+ Qocurrence 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 redréssal and
also to recommend appropriate penal actions. e j







YR e

[ e

afassment The mstitutmn *shﬁ:-uld not t’ateme an:{ type of: ragsment. wit

. State of Tamit Nadu. - %
i Thase guideitnes shall came mta force from ihe date nf-:

f'ﬂ&ﬁmtm“‘lsh ,

‘a) “Harassment’ means: any lmpraper hehauinur by a p&emo hat
" and e offensive to, another individual and which the person

. eanise to the level of harassment if fhey are repeated;
--::"_be considered harassment if it is so severe.tha
impact on ‘the individual(s) conc;amed Whan ‘behavie

'._."Hrgh».-.. Educational . ‘nai#uﬂaﬂt“ !’%-'54‘% ms r'es. all. umﬁﬁtrﬁ't"' : e
‘purview of the Department of ngher aﬂﬁi T&chnmai Education, Gwerﬁmen-; of -

19 i
jon’ hass the dutyfe ensure that its staff, studenis and any-person “assogiatéd.
are treated, and treat one arcther, with dignity and resp}ent free fromaby

___If -of -the
o

reasonably to have known would be offensive. It comprises ¢
‘unacceptable conduct that demeans, belitles or causes: personal
or embarrassment fo & individual.Mildly offensive cot

engaged, in by any person who is in a position 1o"if
-employment conditions  (including - hiring, assignment, e
perform&nm evaluation or pramﬂtlcn} of the- remp:ent {t 1k
dtli.l.‘m of suthority. s

Tamit Nadu which include all affiliated sutonomous “and ‘non-sutoriomous

uaiegas and research institutions, and study centres, Leaming Resouice
bom e ida

- Centres and. other such Cenires, nESGuFEt&u wrh Eh... ir amme af Dt*&aﬂcc

Learning of the Universities,

B e e e B T R R T

"hﬁ main"objecive is to create s&fe campuses for swuem:s staff zand faculty- Rt
to. flinjction without fear, threat or: anxiety. The rules and-: regulauons- are meantio -
hest ‘staridards of honesty -and " integ rom -all- stakehalders. Tha




report directly fo iba he*ad {Vicﬂ- _:hﬂnﬂélrar! Dlrsc;tq
msiltutirs.lh within one. 1o iwo mﬁin"fhs and ?;he Heaﬂ ofthe

?5

;f' = ISt ,JEl-take espernsshiﬂiy for canstﬁatmg
' me ‘oF twa aea-::iemtc years The

\e- Professor and One Associate -
‘ﬂ&..ﬁ;ssndaie Professor and !

i Y @ne sc:fsw Bc repressntatwe Etbseﬁ'f’er
T v Penalﬁuﬁons

..mstimtmn snali taka- appmprrate penal acilcn f@u!mwm -ﬂle_
.'regulmimns of the Institution: The penal action can take several for
jgsuing warning, transfer of the PhD/M.Phil student 1o other | facuivg _mambe
- removal from haadshtp. clerecugnmon as M.Phill Ph.D- gmﬁa cut An I
‘demotion, sic., in the case of students / research SCHG-I&TS the pumshment caﬂ
'sus;aansian rustlcatlen. etc

'-Faisae or Frw:oimtﬁ J:rr N ain::mus Gnmpiamis

The “uarae.sment C{ampﬁalﬂ‘s commiiitee shall alsc have prowsmns 10 dﬂal w:ih
. false or frivolous or malicious compiaints and recemmend fo-iake sction against the
2 comptamant with “proper: justification. The Head of the Institution. or Gemp&rem :
BAuthority shall. take ‘approprizfe’ nenat ac'tptm following th rules, siatfrtes and
rEQuluttunt of the H‘lEfEth{‘.-n‘ :

8.  Sonduct ,fsa-t 46 "'ii mi e :f.:vﬂmderc-:a:f reagment
Persons miust “have reasonsble grounds befors meking a complaint aof

harzasment. Al situations ‘which appest o mest the d”ﬁﬁﬁ"’@n ylimately mey aot

ST B Te s e haraanmant e buamariembode mehe Mo boenimoeSie e e -



\ the handc-uts ana wmrkshaps r‘nay Iﬁciuﬁie\ i
eir ight 1o have and fo dstermine choices
ities and resolirces; : their ;r:ght fo-hay
unthm:_"nd Gutsw,e' 18 home: ;

§ -.pmgrams must include: mmd&[e, n- clea
: Gﬁd&l‘l‘iit; and” non-acadamic aspects, parsﬁﬁal and " prof SSION
/ ment as well 45 prevention of harassment.

should’ be adequate and comprehenswe set- aff un."
ulations rex ardtﬁg campus code at" {

Tiust be maete-mc&ﬂﬂben't'ﬂn aif stutientﬁ anci Emplﬁyees {facalty
eaching staff, both permanentfreguiar and tempararyfcamraetua[] to ablde by
his Code of Conduct, Every new entrant into fhe sysfemn should know: htsfher:-_ gt

luties, rights ancl r&spm‘iSIbliﬁles including the.cons quences of vilatingthe -

1on-teaching: staffy iemperary o..'-:c@ntraﬂi gmpiayeat (i gu&st -f_a i
-7 post-dociorsl fallows, and project sfaff - shiouid sign a declaration a::cap‘rmg- -
" the code.

iv#u An Undertaking should be obfained that they will not - artct
7 perpetuate hara,ssment ‘There should be sufficient provisions:
ff‘_tm“ agau'tat ﬂﬂ}fﬁne wha vmlatea ﬁns code: of_mnfiul :

visio ecruiting sec urltir--
.&:amaras cper‘a’tm shuttle services affer warking
. ;drﬂp offfrem camp__ Eas_

mpo Tingd uctmn in ﬁmd aiincatmn mackhaﬁh
ragects Beelfmg rams etr*

Erreva-tce Redressal‘ F’mcntiure

o Pmcedure to File Complaint

a) The .aggrievad person shall make & writien cc:-mplamf wﬁh ail---
 BVidences  / cemplaints dirsclly 4o the Ghazrp"
. Harassment Complaints - Ca'n"nﬁtée within: two mcn :
-af thé incident.

£} The complaint must  be registerad and as‘:naﬁ'g

i -Harassmeni Cnmpiasms Committee within two weeks. :
o e) The Haras:.ment Qﬂmpiamts Cammrft e will decig
Enquiry 1o -he cohducted on the vickim an
harassment to ascertain he # {form and: degreafﬁe

...... - sfc., The uD"i*‘"iittE;e shall maintain ] pfn,_eamngs asiem :

S Ranad an datal Har mamuing tha Nt N e




: _.'-_ampu

it npunrshmém served on Himiher,
f_*the mstftutran This provision to file an’ internal
erity of the case. The Head of the Institution:/ Qamp'at_
discretion to take up the appeal for: caasiderat[cs :
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