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+¢ The Grievance Redressal Committee, Internal Complain Committee, and Anti-Ragging
Committee Timely redressal of students including sexual harassment and ragging cases.
All committees grievances in a fair and impartial manner and maintain confidentiality.
Internal Complain Committee looking into any complaints filed by students and staff about
grievances at the college.
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Statutory/Regulatory Committees
The UGC Regulations for Grievance Redressal, UGC regulations for Anti-Ragging,Maharashtra
Prohibition of Ragging Act, 1999 and UGC regulations for Internal complaint committee have been
uploaded on website. Accordingly, committees have been formed in the institute. The following
index can be referred to for the regulations and guidelines by statutory committees for grievance
redressal, governing regulations implemented and constitution of different committees.
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1.1. UGC Regulations for Grievance Redressal
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PUBLIC NOTICE
ON

UGC (GRIEVANCE REDRESSAL) REGULATIONS, 2018

UGC had notified UGC (Grievance Redressal) Regulations, 2012 in official
Gazette of Indiaon 23" March, 2013.These regulations were aimed at
addressing and effectively resolving grievances of students related to Higher
Educational Institutions.

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

before 31 December, 2018. 9,7

(Prof. Rajnish Jain)
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UNIVERSITY GRANTS COMMISSION
BAHADUR SHAH ZAFAR MARG
NEW DELHI - 110 002

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

New Delhi, the __ October, 2018

In exercise of the power conferred under clause (g) of sub-section (1) of
Section 26 of the University Grants Commission Act, 1956 (3 of 1956), and in
supersession of the University Grants Commission (Grievance Redressal)
Regulations, 2012, the University Grants Commission hereby makes the
following regulations:

1. SHORT TITLE, APPLICATION AND COMMENCEMENT:

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

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

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

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

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

(b) “aggrieved student” means a student who has any complaint in the
matters concerned with the grievances defined under these
regulations, and includes a person seeking admission to any
institution of higher education;

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

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

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

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

.

vil.

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

imegularity in the admission process adopted by the
institution;

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

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

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

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

demand of money in excess of that specified in the declared
admission policy to be charged by such institution;
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viii. breach in reservation policy in admission as may be
applicable;

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

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

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

xii. non transparent or unfair evaluation practices;

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

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

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

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

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

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

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

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

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

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

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

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

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

(b) the number of seats approved by the appropnate
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 limit of persons
for admission as a student in a particular course or
program of study, specified by the institution;

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



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

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

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

(h) details of the teaching faculty, including their educational
qualifications, alongwith the category they belong to
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
accommodation and its fee, library, hospital or industry
wherein the practical training to be imparted to the
students and in particular the facilities accessible by
students on being admitted to the institution;

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

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

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

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

4. GRIEVANCE REDRESSAL COMMITTEES (GRC):

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

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

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

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

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

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

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

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

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

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

(a) Pro-Vice Chancellor / Dean/ Senior academician of
HE! - Chairperson.

(b) Dean of students/Dean, Students Welfare

(c) Two senior academicians other than Chairperson.

(d) Proctor / Senior academician

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

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

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

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

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

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

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

C. Col va CGRC

7|Page



M

(i)
(iii)

(iv)

(v)

0}

(ii)

(iii)

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

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

The tenure of the members shall be two years.

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

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

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

Griev sal Committee R

In case of grievances not resolved by CGRC, it shall be
referred to University Grievance Redressal Committee
(UGRC) for which the Vice-chancellor of the affiliating
university shall constitute a University Grievance
Redressal Committee (UGRC) consisting of five
members for a individual 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 university consisting of :

a) A senior Professor of the university — Chairperson

b) Dean, Student Welfare or its equivalent - Member

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

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

The quorum for the meeting shall be two, including
Chairperson.
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(iv) The CGRC shall follow the principle of normal justice
while deciding the grievance of the students,

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

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

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

(i)

(i)

(iii)

(iv)

(v)

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

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

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

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

(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;

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

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

9|Page

11



(a) Nominee of the Governor of the State or his nominee -
Chairperson

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

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

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

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

(a) Nominee of University Grants Commission — Chairperson

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

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

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

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

norms of the university for hearing the cases, in addition to the
reimbursement of the conveyance.

10""-‘7‘.”
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(ix) The Ombudsperson may be removed on charges of proven
misconduct or misbehavior or as defined under these regulations,
by the concerned appointing authority i.e. the Executive Council of
the University.

6. FUNCTIONS OF OMBUDSPERSON:

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

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

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

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

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

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

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

(i)  The Grievance Redressal Committee, as the case may be, shall

fix a date for hearing the complaint which shall be
communicated to the institution and the aggrieved person.

11|Page
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(iv)

v)

(vi)

(vii)

(viii)

(ix)

(x)

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

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

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

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

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

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

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

INFORMATION REGARDING OMBUDSPERSON GRIEVANCE
REDRESSAL COMMITTEE:

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

CONSEQUENCES OF NON-COMPLIANCE:

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

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

(b)  withholding any grant allocated to the Institution:

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

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

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

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

(g) recommend to the concerned State Govemment for
necessary and appropriate action, in case of a university
established or incorporated under a State Act;

(h) 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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1.2. Regulations for Grievance Redressal
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THE GAZETTE OF INDIA, MARCH 23,2013 (CHAITRA 2, 195) [Parr [l —Sw, ¢

UNIVERSITY GRANTS COMMISSION
New Dethi-110002, the —Decembes 2012

F. No. 1442012{CPP-1I}—In exercise of the power
conferred under sub-section (1) of section 26 of the
University Grants Conmission Act; 1956 (3 of 195§, the
Universisy Grants Commission bereby makes the following
regulations, namely —

1. Short title, applicaticn and commesicement ~—

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

() They shall apply to every University, whether
eswblished or incorporated by or under & Centrai
Act or a State Act, and every institution recognised
by the University Grants Commission urder clause
(1) of Section 2 of the University Gruns Cammission
Agt, 1936 and to all institutions doemted to be &
university declired ax such under Section 3 of the
said Act

(3) They shall come mto force from the date of their
publication in the Official Gazetts,

2. Definition ‘—In these regulations, unless the cuntex!
otherwise requires

{a) "Act" means the University Grants Comunission Act,
1956 (3 of 1956) :

(b) "aggrieved student™ means & student who has any
complaing in the maners concermed with the grevances
definzd under these regulutions, und includes & persoms
seeking admiasion to any institution of higher education;
(¢) "college™ means any msniunon, whether known as
such or by any other name, whick provides for & course
of study for obtaining any qualification from & universay
and which, m accordance with the rules und regulations
of sach university, is recognised as competent to provide
for such course of siudy and present studenty
undergoing such cousse of stdy for the examination for
the awerd of sach oualification,

(g} "Commission” means the University Grunts
Commission established under aection 4 of the UGC Act,
1956,

{¢] “declared admission policy™ mieans such policy for
admission (o & course ¢r program of study as may be
oftered by the instintion and published in the prospectus
referred 1o in sulsecguianon (1} of regulition 3;
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) “gnievances’ include the following complaints of the aggrieved
stugents, namely: =

(i) making admiss:on contrary to merit determined in accordance-
with the declared admission policy of the institute;

(i) regularity in the admission process adopted by the institute;

Gi) refusing admission in accordance with the declared
admission policy of the institute;

{v) non publication of prospectus, as specified;

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

{vi) withnold or refuse to return any document in the form of
certificates of degree, diploma or any other award or other
document deposited with it by & person for the purpose of
seeking admission in such institution, with & view to induce or
compel such person to pay any fee or fees in respact of any
course of program of study which such person does not intend
{0 pursue,

(vi} cemand of money in excess of that specified in the declared
admission policy ar approved by the competent authority to be
charged by such institution,

(viii} breach of the pelicy for reservation in admission as may be
applicable; '

(ix} complaints, of aleged discrimination of students, from the
Scheduied Castes, the Scheduled Trines, Other Backward
Classes, Women, Mincrity or Disabled categories,

(x} non paymert or delay in payment of scholarships 1o any
student that such institution is sommitted, under the conditions
imposed by University Grants Commission, or by any other
authority,

(%) delay in conduct of examinations or declaration of results
beyond that speciied in the academic calendar;

(xii) on provision of student amenities as may have baen
promisec or requiced to be provided by the institution;

(xit) demal of qualty education as promised at the time ot
admission of required to be provided,

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

{g) "Grievanca Redressal Committee” means a committee constituted
under thesa 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-
saction (1) of Section 12A, and an institution deemed to be a Ungversity
declared under Section 3, of the University Grants Commission Act,"1956:

{t) “insttution’ for the purposes of these reguiations, means university,
college or institution, as the case may be;

{j) “Offica of profit” means an office which is capable of yieiding a profit or -

pecuniary gain, and to which some pay, salary. emolument, remuneration
or non-ccmpensalory allowance is attached: :

(k) "“Ombudsman” means the Ombudsman appeinted under regu'ation 4 of
these regulations;

() "university” means a university established or incorporated by or under
aCentra!Ac‘.ovaS!ateAmandlno!udesanmsﬂmtbndeemedtobe
univarsity declared as such under Section 3 of the Act,

Mandatory publication of prospectus, its contents and pricing:-
(1) Every higner education irstitution, shall publish, before expiry of
sixly cays prior the date of the commencement of the admission o any
of its courses or programmes of study, a prospectus containing the
followng for tha purposes of infarming those persons intending te seex
admission to such institution and the general pubiic, namety:—

{a) each component of the fee, deposits and other charges
payable oy the studants admitted to such institution for pursuing
a Course or programme of study, and the other terms and
conditions af such payment;

{t) the percentage of tuition fee and othar charges refundable to
& slugent admitted In such institution in case such student
withdraws from such institution before or after completion of
course or programme of study and the time within, and the
manner in, which such refund shall be made to that student:

(c) the number of seats approvad by the appropriate statutory
authority in respact of each course or programme of study for
the acadamic year for which admission is preposed to be made;

{d) the cenddtions of eligibility ncluding the minimum and
maximum age fimt of persons for admission as a student in a

particular course or pragramme of study, where so specified by
the institution;
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[e) the educational qualifications specified by the relevant
appropriate statutary authority, or by ths institution, where no
such qualiyirg standards have been specified by any statutory
authority;

{f) the process of admission and selection of eligible candidates

appiying for such admission, including all relevant information in
regarc to the details of test or examination for selecting such
candidatas for admission to each Course or programme of study
and the amount of fee to be paid for the admission test: )

([9) details of the teaching faculty, including therein the
educational qualfications and teaching experience of every
memner of its teaching faculty and also ingicating thevein
whether such members are on reqular basis or as visiting
member,

(h} information in regard to physical and academic infrastructure
and other faciliies including hoste! accemmedation, fibrary and

o the students and in particular the facilities accessible by
students on being admitted to the institution;

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

() &l relevant instructions in regard to maintaining the discipline
by students within or outside the campus of the institution, and,
in particular such discipline refating to the prohibition of ragairg
of any student or students and the consequences thereot and
for violating the provisions of any regulation in this behalf made
by the relevant Statutory regulatory authority: and

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

Provided that an institution shall publish information referred to in itams
'@} to (j) of this sub reguiation, on its webste, and the attention of
prospective sludents and the general public shall be drawn to such
publication on the websits through  advertisaments displayed
prominantly in the different newspapers and through other media:
Provided furher that an Institution may publisn prospectus In
accordance with this sub regulation at any time hefore the pericd of
sixty days.

i2) Every institution shall fix the price of each printed copy of the
Prospectus, being not more than the reasonable cost of its publication
and aistribution and no profit be made out of the publication,
distrbution ar sale of prospectus.

————— e —
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4. Appolntment, fenure, removal and conditions of services under
grievance redressal mechanism -

(1) Each University shall appoint an Ombudsman for
redressal of grievances of students under these regulations,

(2) The Ombudsman shall be a person who has been a
judge nct below the rank of a District Judge or a retired
professor who has at least ten years’' experience as a professor,

(3) The Ombudsman shall not, at the time of appointment,
during cne year before such appointment, or in the course of his
tenure as Ombudsman, be in a conflict of interest vith the
univarsity where his personal relationship, professional affiliation
or financial interest may compromise or reasonably appear to
compromise, the independence of |udgement toward the

university.
{4)  The Ombudsman, 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 the office of profit in the
University, -~

() have any significant relationship, Including
personal, family, professional o financial, with ihe
university,

{c]  held any position in university by whatever name
calied, in the adminisiration or governance
structure of the university. '

(5) Tne Omoudsman in a State Unlversity shall be appointed
by the university on pant-time basis from a panel of three names
recommended by the search committee consisting of the
following members, namely:-

(@l nominea of the Govemnaor of the State - Chairman;

(b) o Vice-Chancellors, by rotation from public
universities of the State to be nominated by the
State Covernment - Members;

[c)  one Vice-Chancelior, by rotaticn from a private
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 Centrai
University or institution as the case may be on pan-time basis

.
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i1

(2)

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

a}  Chairman of the University Grants Commission or
his nomines - Chairman;

b)  one Vice Chancellor from central university, by
rotation, to be nominated by the Cental
Government - Member;

c) one Vice Chancelior from institution deemed to be
university, by rotation, to be nominated by the
Central Government - Member:

d)  Joint Secretary to the Govemment of India in the
Ministry of Human Rescurce Development dealing
or Insharge of the higher education - Member;

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

(7)  The Ombudsman shall be a part time officer appointed for
2 pericd of thrae years or until he attains the age of seventy
year, whichever is earlier, from the date he resumes the office
anc may be reappointed for ancther one term in the same
university.

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

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

(10) No order of removal of Ombudsman shall be made
except after an inquiry made in this regard by a person not
below the rank of Judge of the High Court in which such
Ombudsman has been informed of the charges against him and
given a reasonable opportunity of being heard in respect of
those charges.

Grievance Redressal Committee —

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

The Grievance Redressal Committee shall be constituted by the
Vice-Chancellar of the affiliating university consisting of -
a) a senior Professor of the University - ~ Chairman;
o) three senicr teachers drawn from the affiliating coleges,
on rotation basis, to be nominated by the Vice-Chancelior
- Members,
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c) a student representing the coliege where the gr‘u_wanog
has occurred to be nominated, besed on academic merit,
by the concerned coflege - special invitee,

{3)  The Grievance Redressali Committee shall have a term of two
years,

(4)  The provisions of sub-requlaticns (8), (9) and {10} of regulation
4 and regulation 6 in respect of the maiters of the
reimbursement and procedure and functions shall, muiatis
mutandis, apply ta the Grievance Redressal Commitiee except
that the Grievance Redressal Committee shall communicate its
decision within ten days of receipt 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 functions of ombudsman -
{1) The Ombudsman shail exercise his powers to hear any grievance-

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

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

(2) No apptication for revaluation or remarking of answer sheets shall
be entertained by the Ombudsman unless specific irregularity
materiglly affacting the outcome or specific instance of
discrimination 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 Econemically 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 Committee-

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

{2} The address of the registry so established shall be published
widely including on the notice board and prospectus anda placed on
the website of the insttution.
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{3) On receipt of an application by the registry, the employee-in-
charge shall inform the Ombudsman or the Grievance Redressal
Commitiee, as the case may be, shall immediately provide a copy
{0 the institution for furnishing its reply within seven days.

(4) The Ombudsman or the Grievance Redressal Commitiee, as the
case may be, shall fix a date for hearing the complaint which shall
be communicated to ihe institute and the aggrieved person either in
writing or electronically, as may be feasible.

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

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

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

case may be, shall ensure disposal of every application as soeedily
as possible and net later than a month of receipt of the grievance.

(8) The ‘nstitution shall co-operate with the Ombudsman or the
Griavance Redressal Committee, as the case may be, In redressal
of grievances and failure to do so may be repcned by the
Ombudsman to the Commission.

(8) On the conclusion of proceedings, the Ombudsman or the
Grievance Redressal Committee, as the case may be, shall pass
such order, with reasons for such order, as may be c¢eemed fit to
redress the grievance and provide such relief as may be desirabie
1o the affected party at issue.

(10) Every order under sub-regulation (9), under the signature of
the Ombudsman or the Grievance Redressal Committee, as the
case may be, shall be provided 1o the aggrieved person and the
institution and shall be placed on the website of the institution,

{11)The institution shall comply with the order of the Ombudsman cr
the Grievance Redressal Committee, as the case may te,

{12) Any order of the Ombudsman or the Grievance Redressal
Committee, as the case may be, not complied witn by the institution
shafl be reported 1o the Commission.

(+3) A complaint shall be filed by the aggrieved student or his
parent or with a special permission from the Ombudsman or the
Grievance Redressa! Committee, as the case may be,
by any other persen.

(14)1n case of any false or frivolous complaint, the ombudsman may
order approptiate action against the complainant.
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Information regarding Ombudsman Grievance Redressal Committee to
be published in prospectus -

The University, the institution deemed to be university and the college
concerned shall provide detailed information regarding provisions of
Grievance Redressal Committee, Ombudsman and the duties and
rights of students in their Prospectus prominently,

9 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 Committee, as the case
may be, may preceed to take one or more of the following actlons,
namely -

(2)  withdrawal of declaration of fitness to receive grants
under section 128 of the Act:

(b)  withholding any grant allocated to the Institution;

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

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

{e) recommend to the affilating university for withdrawal of
affiliation, in case of a college;

(f)  recommend to the Central Government for withdrawal of
declaration as Institution deamed (e be universiiy, in case
of an institution deemed to be university;

() recommend ‘o the appropriate State Government for
withdrawai of status as university in case of a university
established or incorporated under a State Act;

(h)  taking such other action within fis powers as the

Commissicn may deem fit and impose such other
penalties as may be provided in the Act for such duration
of time as the institution complies with the provisions of
these Reguiations:
Provided that no action shall be taken by the Commission
under this regulation uniess the institution has been given
an opportunity to explain its position and Opportunity of
being heard has been provided to it. !

AKHILESH GUPTA
Secy.

Late Ramesh Warpudkar (ACS)
“nllage, Sonpeth Dist. Parbhani
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=~ m”‘ o s 39 University Grants Commission
(Foremy womww, wren e
Prof. Manish R. Joshi (Ministry of Education, Gavt, of India)
Secretary
D. 0. No, F. 1-152009 (ARC) PL.111 December 14, 2023/23 3WET@, 1945
Respected Madam/Sir,

[n pursuance to the Judgment of the Hon'dle Supreme Court of [ndia dated 08,05.2009 in Civil Appeal No.
887/2009, 10 exercise the powers conferred by clause (g) of sub-section (1) of section 26 of the University
Grans Commission Act, 1956, the UGC notified “Regulations on Curbing the Menace of Ragging in Higher
Educational [nstitutions, 2009", The Regulations are available on the UGC website www.uge gov in &
www.antiregping in.

It is once again brought to your Kind notice that ragging is a criminal offence and UGC has framed regulations
on curbing the menace of ragging in higher educational institutions in order to prohibit. prevent and eliminate
the scourge of ragging, These regulations are manditory, and all institutions are required to take necessary
steps for its implementation in Toto including the monitering mechanism, Any violation of these regulations
will be viewed seriously. If any institution fails to take adequate steps to prevent ragging or does not act in
accordance with these Regulations or fails to punish perpeteators of incidents of ragging suitably. it will attract
punitive action against itself by the UGC,

You are requested 10 step up anti-ragging mechanism by wasy of adequate publicity through various mediums;
constitution of Anti-Ragging commitiee and Anti-Ragging squad, sexting up of Anti-Ragging Cell. installing
CCTV cameras m vital poinis, Anti-Ragging workshops and seminar, updating all websites with nodal
officers” complete details, alurm bells ete, Regulir imeraction and counseling with the students, identification
of wouble-triggers and mention of Anti-Ragging waming in the institution’s E-prospectus and E-information
booklets/brochures must be ensured. Surprise inspection of hostels, students” accommodation, canteens. rest
cum recreational rooms. 1oilets, bus-stands must be carried out & Anti-Ragging posters must be displaved at
all prominent places like Admission Centre, Departments, Library, Canteen, Hostel, Common facilities etc,
These posters are available on UGC website www ugeac.in, The size of the posters should be 8x6 feet. Any
other measure which would augur well in prevesting/quelling ragging and any uncalled-for behavior/incident
must be undertaken.

Students in distress due to ragging related incidents ¢an call the National Anti-Ragging Helpline |800-180-
5522 (24x7 Toll Free) or e-mail the Anti-Ragging Helpline &t helpline@antiagging.in. For any other
information regarding tegging you may picase visit the UGC website Le. www.ugegovin &
www.antragging.in end contact UGC monitoring agency i.e. Cemtre for Youth (C4Y) on Mobile No.
09818044577 (only in case of emergency),

SUCLE o

Ll "

WL WA, FE FEe-100002 | Bohodur Shoh Zafor Marg, New Delhi-110002
Ph. 011-23235268/23239337 | Fan: 011-2323 8858 | E-moil : sety.ege@nicin

EY PN

INCIPAL

Late Ramesh Warpudkar (ACS)
~nliege, Sonpeth Dist. Parbhani
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In compliance to the directions of the Anti-Ragging Monitoring Committee constituted by Hon'ble Supreme
Court of India, HEIs/Councils have to implement the following:

The concept of mentor-mentee as given out in the UGC Regulations for curbing the Menace of
Ragging in HEs - 2009 be followed by students in all institutions to make a comfortable bond amongst
Juniors and Seniors,

The Anti Ragging Cell and Anti Ragging Squads of institutions should be empowered by provisioning
of a legal counsel so that airtight cases against the ragging culprits can be made.

Henceforth for extreme ragging and suicide cases, Principal of the college and Registrar of the
University will be called and will be answerable to the National Anti-Ragging Monitoring Committee
for the reasons of non-compliance of UGC Regulations for ragging.

All the Councils/Regulatory Bodies must constitute a committee as and when a serious/suicide/death
case is reported refated to their Council/Regulatory Body to relook into the issue even when case is
under police investigation, The Regulatory Bodies/Councils are also advised to appoint a legal person
for the matter.

The Committee has also instructed the Anti Ragging Monitoring Agency to be more vigilant and carry
out surprise checks all across the Nation to ensure that the UGC Regulations to curb the menace of
ragging are being strictly adhered to by the HEI's, Teaching Staff and the students, Punitive action as
mentioned in these regulations will be taken against the defaulters.

UGC also drives an Anti-Ragging Media Campaign through different modes and has undertaken the following
activities to promote the campaign which are available on UGC website www.uge.gov.in

15

UGC developed 05 TV Commercials of 30 seconds each with different perspective for Parents, Victim
and Oftenders.

UGC designed and distributed 04 1vpes of posters amongst Universities / Regulatory Authorities /
Councils / ITs / NITs / other educational institutions for their prominent display.

UGC consecutively organized 02 Anti-Ragging Competitions for students/faculty/general public for
the wider awareness of the menace of ragging,

In compliance of the 2 Amendment in UGC Regulations, vou are requested to make it compulsory for each
student and every parent to submit an online underiaking every academic vear at www.antiragging.in

You are also requested to implement the revised procedure for students to file an online Anti-Ragging affidavit.
The student will receive an e-mail with his/her registration number. The student will forward that e-mail to the
Nodal officer in his/her university/college e-mail,

Universities/Colleges have to display the email address and contact number of the Nodal Officer of Anti-
Ragging Committee of their university/college on their website and campus areas like Admission Centre,
Departments. Library, Canteen, Hostel, and Common facilities. etc.

Bnh.
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Universities and Colleges are requested to insert a mandatory column in their university/college’s admission
form as per the given format:

1 Anti Rageing Undertaking Reference no: | ]‘

All HEI's are further advised to fill in the complete details of their respective Anti Ragging Committee and
Anti Ragging Squad on the website i.e. www.antiragging.in and also display these lists on the Notice Boards;

Universities are also requested to ensure strict compliance of this advisory and fill the compliance on
www.antirageing.in. You are also requested to forward this advisory to all the colleges in your ambit with
strict compliance directions, All colleges be instructed to make multiple prints of this circular and the same to
be prominently displayed at all the locations visited by the Stusdents.

E AGAIN TE R THE BENEFI STAKEHOLDERS
: IMINAL OFFENC \D_THE CULPRITS W CT_PUNITIV
NAS ONED IN THE UGC 'LATIONS.

With Kind regards,

Yours sincerely.

Windh

(Manish Joshi)
The Viee-Chancellor/Registrars of all Universities
Copy 10:
I. All Regulatory Authorities
2. Ms: Jasleen Kaur, Under Secretary, Ministry of Education, (iasleen. kaw@nic.in).
3. DS(website), UGC (for uploading on (i) UGC website, (ii) Under ragging related Twitter handle of
UGC)

4. Ms. Alka Tomar. Centre for Youth (C4Y )alka.tomar@cAyindia.org) (for uploading on antiragging.in)

v

(Maunish Joshi)

BN PN
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UNIVERSITY GRANTS COMMISSION
NOTIFICATION
New Delhi, the 25th December, 2013

" No. F. 15-32013 (ARC) Pt. IIL.—In exercise of powers conferred under clause (g) of sub-section (1) of
secuon 26 of the University Grants Commission Act 1956 (3 of 1956), the University Grants Commission hereby makes
thé following regulations, namely:-

(1) These regulations may be called the “curbing the Menace of Ragging in Higher Educational Institutions (second
Amendment) Regulations, 2013",

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

2. In UGC Regulations on Curbing the Menace of Ragging in Higher Educational Institutions, 2009, (hereinafter referred
to as the Principal regulations), in the Annexure-I and IT of the regulations, the sentences containing the following shall be
deleted:

“Solemnly affirmed and signed In my presence on this  (dav)of (month), (vear) after reading the contents of this
affidavit.

OATH COMMISSIONER”

UPAMANYU BASU, Secy.
[ ADVT. [IV4/Exty./113/13]

Foot Note: The principal Regulations were published in the Gazette of India, vide notification number 27 dated
04.07.2009.

ANNEXURE-1

RMNE O ST Wi . Sion i ¢ h‘wm
mmwmmm_hnm.mofwuccwmmommmof
Ragging in Higher Educational Institutions, 2009, (hereinafier called the “Regulations™) carcfully read and fully
understood the provisions contained in the said Regulations.

(2) I have, in particular, perused clause 3 of the Regulations and am aware as to what constitutes ragging.

3) 1 have also, in particular, perused clause 7 and clause 9.1 of the Regulations and am fully aware of the penal and
administrative action that is liable to be taken against me in case I am found guilty of or abetting ragging,
actively or passively, or being part of a conspiracy to promote ragging.

“4) I hereby solemnly aver and undertake that

(2) I will not indulge in’ any behaviour or act that may be constituted as ragging under clause 3 of the
Regulations.

(b) 1 will not participate in or abet or propagate through any act of commission or omission that may be
constituted as ragging under clause 3 of the Regulations.
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) lhaebylfﬁmmuifﬁowdg\dlwofnwug,lmﬁnﬂef«wni;lmaﬂmdiumdmiloflhc
chﬂlﬁou.witho\nptejudicelomyotheraimind.cﬁonﬂnluybemnlpinnum\damypmlhwor
any law for the time being in force.

(6) lhawydcchmumlMwmlbmapdidwmmmadmhdwhmyimﬁmﬁoniudxmyon
uoeo\mlotbdugWaﬂqoﬁmgwwngmdlcmﬁmywmmwﬁmnﬁm
thu.inm&ededamionisﬂoundwbemlmawmmumyudmhﬁonisliauembemodhd.

Declared this day of month of year,

Signature of deponent
Name:
VERIFICATION
Veriﬁed!hut.heonmamoflﬁsundankingmmwdnbulofmykmwlodgemdnomof&mﬁnghl'lhe
and nothing has been concealed or misstated therein,

Verified nt__ (place) __on this the___(day) of__(month), (vean) .

Signature of deponent
Name:
ANNEXURE-II
UNDERTAKING BY PARENT/GUARDIAN
I, Mr/Mrs/Ms. (full name of parent/guardian)

father/mother/guardian of, (full name of student with admission / registration/enrolment number) , having been
admitted to____ (name of the Institution) ,hnvereodvedloopyofdthGCReguMmonCutbiuuheMmof
Ragging in Higher Educational Institutions, 2009, (hercinafier called the “Regulations™), carefully read and fully
understood the provisions contained in the said Regulations.”

o

) lhavc,inpnm'cdu.pausedchmﬂoflhekzguhﬁmmdumnmu!owhﬂemﬂinmm

3) lhvedso.inpuﬁwln.pquseddwse?mdclmc9.lofthekcg\nnﬁomuﬂunfullylmofﬂwpulllml
ldminhmﬁveuﬁmthmislimetobem-ﬁliMmywudinmehdsbeisfomdgﬂltyofot:beﬂing
ngp'ng.ulivelyorpnsivdy,orbdngpmohconspiucytopmmugging.

(4) T hereby solemnly aver and undertake that

(a) My ward will not indulge iunybchviowonculmmybceomﬁwwdnnggingmdercluue!oﬁhe
Regulations.

(b) Myvmdwillnotpmicipnteinoubetorpmptmduw;hmyutofcommissionormnisdoawmybe
constituted as ragging under clause 3 of the Regulations. v

&) 1 hereby affirm that, if found guilty of ragging, my ward is liable for punishment according to clause 9.1 of the

Regulations, without prejudice to any other criminal aoﬁonthatmybcnkznapimtmywudmdermypcml
law or any law for the time being in force.

1431 Giltu-2
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lbaebydwlm&nmywndhuwbemnpdhdmdebundﬁomwmisdmhmyhsﬁmﬁminmm
onwwmofbdngfomdg\ﬁltyof.tbetdngorbeingpmoflwupincytommou,ngging;andﬁndmtﬂhm
Mincmd:edeclulﬁonisfoundmbeunmmeldnﬁnionolmywudisliablelobemelled.

D)eclned this day of month of year.
Signature of deponent
Name:
Address;
Telephone/Mobile No.:
VERIFICATION

Vm'ﬁedthxthecommoftﬁaundcmldngmuuebthcbmofmykmwhdgemdnopanofd:emdemkin;isfllsc
and nothing has been concealed or misstated therein.

Verified at _(Plage) on this the (day)__of (month)_(vear)

Signature of deponent
Name:

Printed by the Manager, Government of India Press, Ring Roed, Mayapuri, New Delhi-110064
and Published by the Controller of Publications, Delhi-110054,

/AN
“PRINCIPAL

Late Ramesh Warpudkar (ACS)
~aliege, Sonpeth Dist. Parbhani
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2.3 Judgement of Hon. Supreme Court on Anti-Ragging

SUMMARY OF THE JUDGMENT OF THE
HON. SUPREME COURT

DELIVERED ON THE 8th  MAY 2009.

I. The Hon. Supreme court ordered that a number of recommendations made

by the Raghavan Commuttee be implemented immediately, These included

®  Confidence building measures such as appomntment of counsellors, arrival
of senior students a week or two weeks after the Juniors have arrived;
jomnt sensitization programumes; joint orientation programme of 'freshers'
and ‘seniors’ to be addressed by the principal/Head of the institution;
organization on large scale of cultural, sports and other activities; make
prowisions for faculty members to dine with the hostel residents in their
respective hostels etc.

= Every mstitution must have an Anti-Ragging Comnuttee and an Anti -
Ragging Squad. There should be a Monitoring Cell on Ragging at the
University Level that would coordinate with the affiliated colleges and
institutions under its domain. There should be a Monitoring Cell at
the level of the Chancellor of the State Universities.

® In the, light of the increasing number of private commercially managed,
lodges or hostels outside campuses, such hostels and management must
be registered with the local police authorities and pernussion to start
such hostels or register them must necessarily be recommended by the
Heads of educational mstitutions. It should be mandatory for both local
police, local admunistration as well the mstitutional authorities to ensure
vigil on incidents that may come within the definition of ragging.

®  Wardens must be accessible at all hours and therefore it 1s important
that they, be available on telephone and other modes of
communication. Similarly, the telephone numbers of the other
unportant functionaries - Heads of mstitutions, faculty members,
members of the anti-ragging committees, district and sub-divisional
authorities and state authorities where relevant, should also be widely
disseminated for the needy to get m touch or seck help in emergencies.

®  Brochures or booklet/leaflet distributed to each student at the
beginning of each academic session for obtaming undertaking not to
indulge or abet ragging, shall contain the blueprint of prevention and
methods of redress.”

DAL DN

INCIPAL

Late Ramesh Warpudkar (ACS)
“nllege, Sonpeth Dist. Parbhani
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®  The educational institutions shall ensure that each hostel should have a
full-time warden who resides within the hostel, or at the very least, in
the close vicinity thereof.

The Hon. Supreme Court acknowledged that The Ministry of Human
Resource Development, Government of India, in consultation with UGC,
MCI, AICTE and other similar regulatory bodies was in the process of setting
up a central crisis-hotline and anti-ragging database in the manner suggested
by Dr. Raj Kachroo. The Hon. Court , however, added that
® The task of monitoring the database be given ro a
nongovernmental agency, to be immediately nominated by the
Union of India to build confidence in the public and also to
provide information of non compliance to the regulatory bodies
and to the Raghavan Commuttee.
®  The database shall be created out of affidavits atfirmed by each
student and his/her parents/ guardians, which affidavits shall
be stored electronically, and shall contain the details of each
student.
® The database shall also function as a record of ragging
complaints received, and the status of the action taken thereon.

The Hon. Supreme Court ordered that Regulations on Curbing the
Menace of Ragging, formulated by the UGC, must be adopted by all other
regulatory bodies, such as AICTE, MCI, DCI, NCI etc;

The Hon. Supreme Court acknowledged that the incident involving the death
of Aman Kachroo clearly indicated that the formulation of guidelines and
regulations was not sufficient. Hence, the Hon. Court ordered that such
regulations shall have to be enforced strictly, and penal consequences for
the heads of the mstitutions/ administration of the institution who do not
take timely steps i the prevention of ragging and punishing those who
rag. In addition to penal consequences, departmental enquiries be mitiated
agamst such heads mstitutions / members of the administration / faculty
members / non-teaching staff, who display an apathetic or msensitive
attitude towards complaints of ragging;

The Hon. Supreme Court said that not only the students, but also the
faculty must be sensitized towards the ills of ragging, and the prevention
thereof. Non-teaching staff, which mcludes admmustrative staff,
contract employees, security guards etc., have also to be regularly sensitized
towards the evils and consequences of ragging;
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6. The Hon. Supreme Court ordered that the Principal or Head of

the Institution/Department shall obtain an undertaking from every
employee of the institution including teaching and non-teaching members of
staff, contract labour employed mn the prenuses either for running canteen
or as watch and ward staff or for cleaning or mamntenance of the
buildings/ lawns etc. that he/she would report promptly any case of ragging
which comes to his/her notice. A provision shall be made mn the service
rules for issuing certificates of appreciation to such members of the staff who
report raggmg which will form port of their service record.

. The Hon. Supreme Court said that it was necessary that
parents/ guardians of freshers assume responsibility for promptly bringing to
the notice of the Head of the Institution any instance of ragging.

. The Hon. Supreme Court said that the SHO/SP, within whose jurisdiction
a particular college falls, shall be responsible for ensuring that no ragging
takes place on the campus of the concerned college, and to effectively deal
with inaidents of ragging, should, any such incidents take place. Once a
central database/crisis hotline 1s made operative then as soon as SHO/SP,
within whose jurisdiction a particular college falls, 1s contacted by the crisis
hotline staff, then such SHO/SP shall deal effectively with the incident and
cooperate and communicate with the crisis hotline staff and/or the
independent momitoring agency. This will build confidence and encourage
people to report incidences of ragging without fear or delay;

. The Hon. Supreme court said that once the database/crisis hotline is
operative, State  Governments shall amend their anti-ragging statutes
to mnclude provisions that place penal consequences on institutional heads.

ED PN

INCIPAL
Late Ramesh Warpudkar (ACS)
“nllege, Sonpeth Dist. Parbhani
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2.4 UGC Regulation on Curbing The Menace of Ragging

UGC REGULATIONS ON CURBING
THE MENACE OF RAGGING IN

BAHADURSHAH ZAFAR MARG, NEW DELHI - 110 002

UGC REGULATIONS ON CURBING THE MENACE OF RAGGING IN
HIGHER EDUCATIONAL INSTITUTIONS, 2009.

(Under Section 26 (1) () of the Umiversity Grants Conumssion Act, 1956)
Dated June, 2009.

PREAMBLE.

In view of the directions of the Hon’ble Supreme Cowrt in the matter of” University of
Kerala v/s. Council, Principals, Colleges and others” in SLP no. 24295 of2006 dated
16.05.2007 and that dated 8.05.2009 in Civil Appeal number 887 of 2009.and in
consideration of the determination of the Central Government and the University Grants
Commission to prohibit, prevent and eliminate the scourge of ragging including any
conduct by any student or students whether by words spoken or written or by an act
which has the effect of teasing, treating or handling with rudeness a fresher or any other
student, or indulging in rowdy or indisciplined activities by any student or students which
causes or 1s likely to cause annovance, hardship or psvehological harm or to raise fear or
apprehension thereof in any fresher or any other student or asking any student to do any
act which such student will not in the ordinary course do and which has the effect of
causing or generating a sense of shame, or torment or embarrassment so as to adversely
affect the physique or psyche of such fresher or any other student. with or without an
mtent to derive a sadistic pleasure or showing off power, authority or superiority by a
student over any fresher or any other student, in all lngher education institutions in the
country, and thereby, to provide for the healthy development, physically and
psychologically, of all students, the University Grants Commuission, mn consultation with
the Councils, brings forth this Regulation.

In exercise of the powers conferred by Clause (g) of sub-section (1) of Section 26 of the
University Grants Commission Act, 1956, the University Grants Commission hereby
makes the following Regulations, namely;

1. Title, conunencement and applicability -

1.1 These regulations shall be called the “UGC Regulations on Curbing the Menace of
Ragging in Higher Educational Institutions, 2000".

/AN
INCIPAL

Late Ramesh Warpudkar (ACS)

“oliege. Sonpeth Dist. Parbhani



1.2 They shall come mnto force from the date of their pubhication m the Official Gazette,

1.3 They shall apply to all the institutions coming within the definition of an University
under sub-section (f) of section (2) of the University Grants Commission Act, 1956, and
to all institutions deemed to be a university under Section 3 of the University Grants
Commission Act, 1956, to all other higher educational institutions, or elements of such
universities or institutions, including its departments, constituent units and all the
premises, whether being academic, residential, plavgrounds, canteen, or other such
prenuses of such umversities, deemed universities and higher educational institutions,
whether located within the campus or outside, and to all means of transportation of
students, whether public or private, accessed by students for the pursuit of studies in such
universities, deemed umversities and hugher educational istitutions,

2. Objectives.-

To prohibit any conduct by any student or students whether by words spoken or wntten
or by an act which has the effect of teasing, treating or handling with rudeness a fresher
or any other student, or indulging in rowdy or indisciplined activities by any student or
students which causes or is likely to cause annoyance. hardship or psychological harm or
to raise fear or apprehension thereof in any fresher or any other student or asking any
student to do any act which such student will not m the ordinary conrse do and which has
the effect of causing or generating a sense of shame, or torment or embarmassment so as
to adversely affect the physique or psyche of such fresher or any other student, with or
without an intent to denve a sadistic pleasure or showing off power, authonty or
supenortty by a student over any fresher or any other student; and thereby, to eliminate
ragging in all its forms from universities, deemed universities and other higher
educational institutions in the country by prohibiting it

3 Under these Regulations, preventing its occurrence and punishing those who indulge m
ragging as provided for in these Regulations and the appropriate law in force.

3. What constitutes Ragging.-?

a. Ragging constitutes one or mwore of any of the followng acts: a. any conduct by any
student or students whether by words spoken or written or by an act which has the effect
of teasing, treating or handling with rudeness a fresher or any other student,

b. indulging in rowdy or indisciplmed activities by any student or students which causes
or 1s likely to cause annoyance, hardship. physical or psychological harm or to raise fear
or apprehension thereof in any fresher or any other student;

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

[
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d. any act by a senior student that prevents, distupts or disturbs the regular academic
activity of any other student or a fresher;

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

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

g. any act of physical abuse mcluding all vanants of it: sexual abuse, homosexual
assaults, stnpping, forcing obscene and lewd acts, gestures, causing bodily harm or any
other danger to health or person;

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

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

4. Definitions -

1) In these regulations unless the context otherwise requires,- a) “Act” means, the
University Grants Commussion Act, 1956 (3 of 1956); b) “Academic year” means the
period from the commencement of admission of students in any course of study in the
wnstitution up to the completion of academic requirements for that particular year. ¢)
“Anti-Ragging Helpline” means the Helpline established under clause (a) of Regulation
8.1 of these Regulations. d) “Commussion” means the Umversity Grants Conumission; e)
“Council” means a body so constituted by an Act of Parliament or an Act of any State
Legislature for setting, or co-ordinating or maintaming standards m the relevant areas of
higher education, such as the All India Council for Technical Education (AICTE), the
Bar Council of India (BCI), the Dental Council of India (DCT), the Distance Education
Council (DEC), the Indian Council of Agricultural Research (ICAR), the Indian Nursing
Council (INC), the Medical Council of India (MCI), the National Council for Teacher
Education (NCTE), the Pharmacy Council of India (PCI), etc. and the State Higher
Education Councils. f) “District Level Anti-Ragging Committee” means the Committee,
headed by the District Magistrate, constituted by the State Government, for the control
and elimination of ragging in mstitutions within the jurisdiction of the district. g) “Head
of the institution” means the Vice-Chancellor in case of a university or a deemed to be
umiversity, the Principal or the Director or such other designation as the executive head of
the institution or the college is referred. h) “Fresher” means a student who has been
admitted to an institution and who 1s undergomg his/her first year of study in such
wstitution. 1) “Institution” means a higher educational mstitution including, but not
limited to an university, a deemed to be university, a college, an institute, an institution of
national unportance set up by an Act of Parliament or a constituent unit of such
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mstitution, imparting higher education beyond 12 years of schooling leading to, but not
necessarily culminating in, a degree (graduate, postgraduate and/or higher level) and/or to
a university diploma. j) “NAAC" means the National Academic and Accreditation
Council established by the Commission under section 12(ccc) of the Act; k) “State Level
Monitoring Cell” means the body constituted by the State Government for the control and
elimination of ragging i institutions within the jurisdiction of the State, established
under a State Law or on the advice of the Central Government. as the case may be.

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

5. Measures for prolibition of ragging at the institution level:-

a) No mstitution or any part of it thereof, inchiding its elements, including, but not b)
All institutions shall take action in accordance with these Regulations against those
found guilty of ragging and/or abetting ragging, actively or passively, or being part of a
conspiracy to promote ragging.

6 Measures for prevention of ragging at the institution level -
6.1 An institution shall take the following steps in regard to admission or registration

of students; namely, a) Every public declaration of intent by any institution, in any
electronic, audiovisual or print or any other media, for admission of students to any
course of study shall expressly provide that ragging is totally prohibited in the institution,
and anyone found gulity of ragging and/or abetting ragging, whether actively or
passively, or being a part of a conspiracy to promote ragging, 1s liable to be punished in
accordance with these Regulations as well as under the provisions of any penal law for
the time being in force.

b) The brochure of admission/instruction booklet or the prospectus, whether in print or
electronic format, shall prominently print these Regulations in full. Provided that the
mstitution shall also draw attention to any law concerning ragging and its consequences,
as may be applicable to the mstitution publishing such brochure of admission/instruction
booklet or the prospectus. Provided further that the telephone numbers of the Anti-
Ragging Helpline and all the important functionaries in the institution, including but not
lumited to the Head of the mstitution, faculty members, members of the Anti-Ragging
Commuttees and Anti-Ragging Squads, District and Sub-Divisional authorities, Wardens
of hostels, and other functionaries or authorities where relevant, shall be published in the
brochure of admission/instruction booklet or the prospectus,

¢) Where an institution is affiliated to a University and publishes a brochure of
admission/instruction booklet or a prospectus, the affiliating university shall ensure that
the affiliated institution shall comply with the provisions of clause (a) and clause (b) of
Regulation 6.1 of these Regulations.
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d) The application form for admission, enrolment or registration shall contain an
affidavit, mandatorily in English and in Hindi and/or in one of the regional languages
known to the applicant, as provided in the English language in Annexure I to these
Regulations, to be filled up and signed by the applicant to the effect that he/she has read
and understood the provisions of these Regulations as well as the provisions of any other
law for the time being in force, and is aware of the prohibition of ragging and the
punishments prescribed, both under penal laws as well as under these Regulations and
also affirm to the effect that he/she has not been expelled and/or debarred by any
mstitution and further aver that he/she would not indulge, actively or passively, in the act
or abet the act of ragging and if found guilty of ragging and/or abetting ragging, is liable
to be proceeded against under these Regulations or under any penal law or any other law
for the tune being in force and such action would mclude but is not limited to debarment
or expulsion of such student.

¢) The application form for admission, enrolment or registration shall contamn an
affidavit, mandatorily in English and in Hindi and/or in one of the regional languages
known to the parents/guardians of the applicant, as provided i the English language in
Annexure I to these Regulations, to be filled up and signed by the parents/guardians of
the applicant to the effect that he/she has read and understood the provisions of these
Regulations as well as the provisions of any other law for the time being in force, and 1s
aware of the prohibition of ragging and the punishments prescribed, both under penal
laws as well as under these Regulations and also affirm to the effect that his/her ward has
not been expelled and/or debarred by any institution and further aver that his/her ward
would not indulge, actively or passively, in the act or abet the act of ragging and 1f found
guilty of ragging and/or abetting ragging, his/her ward is liable to be proceeded against
under these Regulations or under any penal law or any other law for the time being in
force and such action would mclude but is not limited to debarment or expulsion of
his/her ward.

f) The application for admission shall be accompanied by a document in the form of; or
annexed to, the School Leaving Certificate/Transfer Certificate/Migration
Certificate/Character Certificate reporting on the inter-personal/social behavioral pattern
of the applicant. to be issued by the school or institution last attended by the applicant, so
that the institution can thereafter keep watch on the applicant, if admitted, whose
behaviour has been commented in such document.

g) A student seeking admission to a hostel forming part of the mstitution, or seeking to
reside 1 any temporary premises not forming part of the mstitution, including a private
commercially managed lodge or hostel, shall have to submit additional affidavits
countersigned by his/her parents/guardians in the form prescribed in Annexure I and
Annexure II to these Regulations respectively along with his/her application.

h) Before the commencement of the academic session in any institution, the Head of the
Institution shall convene and address a meeting of various functionaries/agencies, such as
Hostel Wardens, representatives of students. parents/ guardians, faculty, district
administration including the police, to discuss the measures to be taken to prevent
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ragging in the mstitution and steps to be taken to 1dentify those indulgmg in or abetting
ragging and pumsh them.

1) The institution shall, to make the community at large and the students in particular
aware of the dehumanizing effect of ragging, and the approach of the mstitution towards
those indulging in ragging. prominently display posters depicting the provisions of penal
law applicable to incidents of ragging, and the provisions of these Regulations and also
any other law for the time being in force, and the punishments thereof, shall be
prominently displayed on Notice Boards of all departments, hostels and other buildings
as well as at places, where students normally gather and at places, known to be
vulnerable to occurrences of ragging incidents.

1) The mstitution shall request the media to give adequate publicity to the law prolbiting
ragging and the negative aspects of ragging and the institution’s resolve to ban ragging
and punish those found guilty without fear or favour.

k) The mstitution shall identify, properly illuminate and keep a close watch on all
locations known to be vulnerable to occurrences of ragging incidents.

1) The institution shall tighten security in its premises, especially at vulnerable places and
intense policing by Auti-Ragging Squad, referred to in these Regulations and volunteers,
if any, shall be resorted to at such points at odd hours during the first few months of the
academic session.

m) The institution shall utilize the vacation period before the start of the new academic
year to launch a publicity campaign against ragging through posters, leaflets and such
other means, as may be desirable or required, to promote the objectives of these
Regulations.

n) The faculties/departments/units of the institution shall have induction arrangements,
mecluding those which anticipate, identify and plan to meet any special needs of any
specific section of students, in place well in advance of the begimming of the academic
year with an aim to promote the objectives of this Regulation.

0) Every mstitution shall engage or seek the assistance of professional counsellors
before the commencement of the academic session, to be available when required by the
mstitution, for the purposes of offermg counselling to freshers and to other students after
the commencement of the academic year.

p) The head of the mstitution shall provide information to the local police and local
authorities, the details of every privately commercially managed hostels or lodges used
for residential purposes by students enrolled in the institution and the head of the
institution shall also ensure that the Anti-Ragging Squad shall ensure vigil in such
locations to prevent the occwrence of ragging therein.
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6.2 An mnstitution shall, on admission or enrolment or registration of students, take the
following steps, namely:

a) Every fresh student admitted to the institution shall be given a printed leaflet detailing
to whom he/she has to tum to for help and guidance for various purposes including
addresses and telephone numbers, so as to enable the student to contact the concerned
person at any tine, 1f and when required, of the Anti-Ragging Helpline referred ton
these Regulations, Wardens, Head of the mstitution, all members of the anti-ragging
squads and committees, relevant district and police authonties.

b) The nstitution, through the leaflet specified in clause (a) of Regulation 6.2 of these
Regulations shall explam to the freshers, the arrangements made for their mduction and
orientation which promote efficient and effective means of mtegrating them fully as
students with those already admitted o the mstitution in earher years.

¢) The leaflet specified in clause (a) of Regulation 6.2 of these Regulations shall inform
the freshers about their rights as bona fide students of the institution and clearly
instructing them that they should desist from doing anything, with or agamst their will,
even if ordered to by the seniors students, and that any attempt of ragging shall be
promptly reported to the Anti-ragging Squad or to the Warden or to the Head of the
institution, as the case may be.

d) The leaflet specified in clause (a) of Regulation 6.2 of these Regulations shall contam
a calendar of events and activities laid down by the mstitution to facilitate and
complement familianzation of freshers with the academic environment of the institution.

e) The mnstitution shall, on the arnival of semor students after the first week or after the
second week, as the case may be, schedule orientation programmes as follows, namely;
(1) jont sensitization programme and counselling of both freshers and senior students by
a professional counsellor, referred to in clause (o) of Regulation 6.1 of these Regulations;
(11) joint ontentation programime of freshers and seniors to be addressed by the Head of
the mstitution and the anti -ragging committee;(111) organization on a large scale of
cultural, sports and other activities to provide a platform for the freshers and seniors to
interact in the presence of faculty members : (1v) in the hostel, the warden should address
all students: and may request two junior colleagues from the college faculty to assist the
warden by becoming resident tutors for a temporary duration (v) as far as possible faculty
members should dine with the hostel residents in their respective hostels to nstil a feeling
of confidence among the freshers.

f) The institution shall set up appropnate committees, includmg the course-in charge,
student advisor, Wardens and some senior students as its members, to actively monitor,
promote and regulate healthy interaction between the freshers, junior students and senior
students.

g) Freshers or any other student(s), whether being victums, or witnesses, in any incident
of ragging, shall be encouraged to report such occurrence, and the identity of such
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informants shall be protected and shall not be subject to any adverse consequence only
for the reason for having reported such incidents.

h) Each batch of freshers, on ammival at the mstitution, shall be divided mto small groups
and each such group shall be assigned to a member of the faculty, who shall interact
individually with each member of the group every day for ascertaining the problems or
difficulties, if any, faced by the fresher in the institution and shall extend necessary help
to the fresher i overcoming the same.

1) It shall be the responsibility of the member of the faculty assigned to the group of
freshers, to coordinate with the Wardens of the hostels and to make surprise visits to the
rooms in such hostels, where a member or members of the group are lodged; and such
member of faculty shall mamtain a diary of his/her interaction with the freshers under his/
her charge.

J) Freshers shall be lodged, as far as may be, in a separate hostel block, and where such
facilities are not available. the institution shall ensure that access of seniors to
accommodation allotted to freshers is strictly monitored by wardens, security guards and
other staff of the institution.

k) A round the clock vigil against ragging in the hostel premises, i order to prevent
ragging in the hostels after the classes are over, shall be ensured by the institution.

1) It shall be the responsibility of the parents/guardians of freshers to promptly bring any
instance of ragging to the notice of the Head of the Institution.

m) Every student studying in the institution and his/her parents/guardians shall provide
the specific affidavits required under clauses (d), (e) and (g) of Regulation 6.1 of these
Regulations at the time of admission or registration, as the case may be, during each
academic year.

n) Every institution shall obtain the affidavit from every student as referred to above n
clause (m) of Regulation 6.2 and maintain a proper record of the same and to ensure its
safe upkeep thereof, mcluding mamtaining the copies of the affidavit in an electronic
form, to be accessed easily when required either by the Commission or any of the
Councils or by the institution or by the affiliating University or by any other person or
organization authorized to do so.

0) Every student at the time of his/her registration shall inform the mstitution about
his/her place of residence while pursuing the course of study, and 1n case the student has
not decided his/her place of residence or intends to change the same, the details of his
place of residence shall be provided immediately on deciding the same.; an d specifically
n regard to a private commercially managed lodge or hostel where he/she has taken up
residence.
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p) The Comumission shall maintain an appropniate data base to be created out of
affidavits, affirmed by each student and his/her parents/guardians and stored
electronically by the institution. Such database shall also function as a record of ragging
complaints received, and the status of the action taken thereon.

q) The database shall be made available by Commission to the non-govermmental agency
to be nomiated by the Central Government, to build confidence in the public and also to
provide information of non compliance to the Councils and to such bodies as may be
authorized by the Commission or by the Central Government.

r) The Head of the institution shall, at the end of each academic year, send a letter to the
parents/guardians of the students who are completing their first year in the mstitution,
informing them about these Regulations and any law for the time being in force
prohibiting raggng and the punishments thereof as well as punishments prescribed under
the penal laws, and appealing to them to impress upon their wards to desist from
indulging in ragging on their return to the institution at the beginning of the academic
session next.

6.3 Every stitution shall constitute the following bodies; namely,

a) Every institution shall constitute a Commuttee to be known as the Anti-Ragging
Commuttee to be nominated and headed by the Head of the mstitution, and consisting of
representatives of civil and police administration, local media, Non Government
Organizations involved in youth activities, representatives of faculty members,
representatives of parents, representatives of students belonging to the freshers' category
as well as senior students, non-teaching staff; and shall have a diverse mix of
membership m terms of levels as well as gender,

b) It shall be the duty of the Anfi-Ragging Comumittee to ensure comphance with the
provisions of these Regulations as well as the provisions of any law for the time bemng in
force conceming ragging; and also to monitor and oversee the performance of the Anti-
Ragging Squad in prevention of ragging in the mstitution.

¢) Every mstitution shall also constitute a smaller body to be known as the Anti- Ragging
Squad to be nominated by the Head of the Institution with such representation as may be
considered necessary for maintaining vigil, oversight and patrolling functions and shall
remaim mobile, alert and active at all times. Provided that the Anti-Ragging Squad shall
have representation of various members of the campus commumty and shall have no
outside representation.

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

e) It shall also be the duty of the Anti-Ragging Squad to conduct an on-the-spot enquiry
into any incident of ragging referred to it by the Head of the institution or any member of
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the faculty or any member of the staff or any student or any parent or guardian or any
employee of a service provider or by any other person, as the case may be; and the
enquiry report along with recommendations shall be submitted to the Anti-Ragging
Committee for action under clause (a) of Regulation 9.1. Provided that the Anti-Ragging
Squad shall conduct such enquiry observing a fair and transparent procedure and the
principles of natural justice and after giving adequate opportunity to the student or
stdents accused of ragging and other witnesses to place before it the facts, documents
and views concemning the incident of ragging, and considering such other relevant
information as may be required.

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

g) Every Umiversity shall constitute a body to be known as Monitonng Cell on Ragging,
which shall coordinate with the affihiated colleges and mstitutions under the domain of
the Umversity to achieve the objectives of these Regulations; and the Monitoring Cell
shall call for reports from the Heads of institutions in regard to the activities of the Anti-
Ragging Committees, Anti - Ragging Squads, and the Mentoring Cells at the mstitutions,
and it shall also keep itself abreast of the decisions of the District level Anti-Ragging
Committee headed by the District Magistrate,

1) The Monitoring Cell shall also review the efforts made by institutions to publicize
anti-ragging measures, solicitmg of affidavits from parents/guardians and from students,
each academic year, to abstain from ragging activities or willingness to be penalized for
violations: and shall function as the prime mover for initiating action on the part of the
appropriate authorities of the university for amending the Statutes or Ordinances or Bye-
laws to facilitate the implementation of anti-ragging measures at the level of the
mstitution.

6.4 Every institution shall take the following other measures, namely:

a) Each hostel or a place where groups of students reside. formmg part of the mstitution,
shall have a full-time Warden, to be appomted by the institution as per the eligibility
criteria laid down for the post reflecting both the command and control aspects of
maintaining discipline and preventing incidents of ragging within the hostel, as well as
the softer skills of counseling and communicating with the youth outside the class-room
situation; and who shall reside within the hostel, or at the very least, in the close vicinity
thereof.

b) The Warden shall be accessible at all hours and be available on telephone and other
modes of communication, and for the purpose the Warden shall be provided with a
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mobile phone by the mstitution, the number of which shall be publicized among all
students residing i the hostel.

¢) The mstitution shall review and suitably enhance the powers of Wardens; and the
security personnel posted in hostels shall be under the direct control of the Warden and
their performance shall be assessed by them,

d) The professional counsellors referred to under clause (o) of Regulation 6.1 of these
Regulations shall, at the time of admission, counsel freshers and/or any other student(s)
desiring counselling, in order to prepare them for the life ahead, particularly in regard to
the life in hostels and to the extent possible, also involve parents and teachers in the
counselling sessions.

¢) The mstitution shall undertake measures for extensive publicity agamst ragging by
means of audio-visual aids, counselling sessions, workshops, painting and design
competitions among students and such other measures, as 1t may deem fit.

f) The faculty of the institution and its non-teachmg staff, which includes, but is not
limited to the administrative staff, contract employees, security guards and employees of
service providers providing services within the institution, shall be sensitized towards the
ills of ragging, its prevention and the consequences thereof.

g) The mstitution shall obtain an undertaking from every employee of the institution
including all teaching and non-teaching members of staff, contract labour employed in
the premises either for running canteen or as watch and ward staff or for cleaning or
maintenance of the buildings/lawns and employees of service providers providing
services within the institution, that he/she would report promptly any case of ragging
which comes to his/her notice.

h) The institution shall make a provision in the service rules of its employees for issmng
certificates of appreciation to such members of the staff who report incidents of ragging,
which will form part of their service record.

1) The mstitution shall give necessary instructions to the employees of the canteens and
messing, whether that of the institution or that of a service provider providing this
service, or theiwr employers, as the case may be, to keep a strict vigil in the area of their
work and to report the incidents of ragging to the Head of the institution or members of
the Anti-Ragging Squad or members of the Anti-Ragging Committee or the Wardens, as
may be required.

1) All Universities awarding a degree in education at any level, shall be required to ensure
that institutions imparting instruction in such courses or conducting training programme
for teachers include mputs relating to anti-ragging and the appreciation of the relevant
human rights. as well as mputs on topics regarding sensitization against corporal
punishments and checking of bullying amongst students, so that every teacher is
equipped to handle at least the radiments of the counselling approach.
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k) Discreet random surveys shall be conducted amongst the freshers every fortnight
duning the first three months of the academic year to venfy and crosscheck whether the
institution is indeed free of ragging or not and for the purpose the institution may design
its own methodology of conducting such surveys.

1) The institution shall cause to have an entry, apart from those relating to general conduct
and behaviour, made in the Migration/Transfer Certificate issued to the student while
leaving the mstfution, as to whether the student has been punished for commutting or
abetting an act of ragging, as also whether the student has displayed persistent violent or
aggressive behaviour or any inclination to hann others, durmg his course of study i the
institution.

m) Notwithstanding anything contained m these Regulations with regard to obligations
and responsibilities pertaining to the authorities or members o bodies prescribed above, it
shall be the general collective responsibility of all levels and sections of authorities or
functionaries mcluding members of the faculty and employees of the institution, whether
regular or temporary, and employees of service providers providing service within the
institution, to prevent or to act promptly against the occurrence of ragging or any incident
of ragging which comes to their notice.

n) The Heads of institutions affiliated to a University or a constituent of the University, as
the case may be, shall, during the first three months of an academic year, submit a weekly
report on the status of compliance with Anti-Raggmg measures under these Regulations,
and a monthly report on such status thereafter, to the Vice-Chancellor of the University to
which the institution is affiliated to or recognized by.

0) The Vice Chancellor of each Umversity shall submit fortmghtly reports of the
Umiversity, including those of the Monitoring Cell on Ragging m case of an affihating
university, to the State Level Monitoring Cell.

7. Action to be taken by the Head of the mstitution -

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

1. Criminal conspiracy to rag;

1. Unlawful assembly and rioting while ragging;
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v. Public nmsance created during ragging;

v. Violation of decency and morals through ragging;

vi. Imjury to body, causing hurt or grievous hunt;

vii. Wrongful restraint;

viili. Wrongful confinement;

1X. Use of enimmal force;

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

x1. Extortion;

xi1. Crimunal trespass;

xiil, Offences against property;

xiv. Criminal mtimdation;

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

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

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

Provided further that the mstitution shall also contmue with 1ts own enquiry mitiated
under clause 9 of these Regulations and other measures without waiting for action on the
part of the police/local authorities and such remedial action shall be initiated and
completed immediately and in no case later than a period of seven days of the reported
occurrence of the meident of ragging.

8. Duties and Responsibilities of the Commission and the Councils -

8.1 The Commussion shall, with regard to providing facilitating communication of

mformation regarding ncidents of ragging m any mshtution, take the following steps,
namely;
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a) The Commussion shall establish, fund and operate, a toll-free Anti-Ragging Helphne,
operational round the clock. which could be accessed by students m distress owing to
ragging related mcidents.

b) Any distress message received at the Anti-Ragging Helpline shall be simultaneously
relayed to the Head of the Institution, the Warden of the Hostels, the Nodal Officer of the
affiliating University, if the incident reported has taken place in an institution affiliated to
a University, the concemed District authorities and if so required, the District Magistrate,
and the Supenntendent of Police, and shall also be web enabled so as to be 1 the public
domamn simultaneously for the media and citizens to access it.

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

d) In order to enable a student or any person to communicate with the Anti- Ragging
Helpline, every mstitution shall permit unrestricted access to mobile phones and public
phones in hostels and campuses, other than in class-rooms, seminar halls, library, and in
such other places that the institution may deem it necessary to restrict the use of phones,

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

f) The Commussion and respective council shall maintain an appropriate data base to be
created out of affidavits, affirmed by each student and his/her parents/guardians and
stored electronically by the institution through an agency approved by the Ministry of
Human Resource Development, Government of India; and such database shall also
function as a record of ragging complaints received, and the status of the action taken
thereon.

g) The Commission shall make available the database to a non-governmental agency to
be nominated by the Central Govermment, to build confidence in the public and also to
provide nformation of non compliance with these Regulations to the Councils and to
such bodies as may be authorized by the Commission or by the Central Government.

8.2 The Commussion shall take the following regulatory steps, namely;

a) The Commission shall make it mandatory for the institutions to mcorporate in their
prospectus, the directions of the Central Government or the State Level Monitoring
Committee with regard to prohibition and consequences of ragging, and that non-
compliance with these Regulations and directions so provided, shall be considered as
lowering of academic standards by the institution, therefore makmg 1t liable for
appropriate action.
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b) The Commission shall verify that the stitutions strictly comply with the requirement
of getting the affidavits from the students and their parents/guardians as envisaged under
these Regulations.

c¢) The Commussion shall include a specific condition in the Utilization Certificate, in
respect of any financial assistance or grants-in-aid to any institution under any of the
general or special schemes of the Commission that the mstitution has complied with the
anti-ragging measures.

d) Any incident of ragging in an institution shall adversely affect its accreditation,
ranking or grading by NAAC or by any other authorized accreditation agencies while
assessing the institution for accreditation, ranking or grading purposes.

¢) The Commussion shall constitute an Inter-Council Committee, consisting of
representatives of the various Councils, the Non-Governmental agency responsible for
monitoring the database mamtamed by the Commission under clause (g) of Regulation
8.1 and such other bodies in higher education, to coordinate and momitor the anti-ragging
measures in institutions across the country and to make recommendations from time to
tune; and shall meet at least once m six months each year.

f) The Commission shall institute an Anti-Ragging Cell within the Commission as an
institutional mechanism to provide secretarial support for collection of information and
monitoring, and to coordinate with the State Level Momtormg Cell and University level
Committees for effective implementation of anti-ragging measures, and the Cell shall
also coordinate with the Non-Governmental agency responsible for monitoring the
database maintained by the Commission appointed under clause (g) of Regulation 8.1.

9. Administrative action in the event of raggimg -

9.1 The institution shall punish a student found guilty of ragging after following the
procedure and mn the manner prescribed herem under:

a) The Anti-Ragging Committee of the mstitution shall take an appropriate decision, in
regard to punishment or otherwise, depending on the facts of each incident of ragging and
nature and gravity of the incident of ragging established in the recommendations of the
Anti-Ragging Squad.

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

1. Suspension from attending classes and academic privileges.

i Withholding/ withdrawing scholarship/ fellowship and other benefits,

in. Debaming from appearing in any test/ examination or other evaluation process.
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iv. Withholding results.

v. Debarming from representing the institution in any regional, national or international
meet, tournament, youth festival, ete.

vi. Suspension/ expulsion from the hostel.
vii. Cancellation of admission,
viil. Rustication from the institution for period ranging from 1 to 4 semesters.

1x. Expulsion from the mstitution and consequent debarring from admission to any other
mstitution for a specified period,

x. Fine which may extend up to Rs.2.5 Lakh. Provided that where the persons committing
or abetting the act of ragging are not identified, the mstitution shall resort to collective
pumshment.

¢) An appeal against the order of punishment by the Anti-Ragging Comimittee shall lie,

1. 1n case of an order of an nstitution, affiliated to or constituent part, of a University, to
the Vice-Chancellor of the University;

1. in case of an order of a Umiversity, to 1ts Chancellor.

i, mn case of an nstitution of national importance created by an Act of Parhament, to the
Chanman or Chancellor of the institution, as the case may be.

9.2 Where an institution, being constituent of, affiliated to or recognized by a University,
fails to comply with any of the provisions of these Regulations or fails to curb ragging
effectively, such University may take any one or more of the following actions, namely;
1. Withdrawal of affihation/recognition or other privileges conferred.

1. Prohibiting such institution from presenting any student or students then undergoing
any programine of study therein for the award of any degree/diploma of the University.
Provided that where an mstitution is prohibited from presenting its student or students,
the Commission shall make switable arrangements for the other students so as to ensure
that such students are able to pursue their academic studies.

1. Withholding grants allocated to it by the university, if any

iv. Withholding any grants canalized through the umversity to the institution.

v. Any other appropriate penalty within the powers of the university.
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9.3 Where in the opinion of the appointing authority, a lapse is attributable to any
member of the faulty or staff of the mstitution, in the matter of reporting or taking prompt
action to prevent an incident of ragging or who display an apathetic or insensitive attitude
towards complaints of ragging, or who fail to take timely steps, whether required under
these Regulations or otherwise, to prevent an incident or mcidents of raggmmg, then such
authority shall initiate departmental enquiry, in accordance with the prescribed procedure
of the institution, against such member of the faulty or staff. Provided that where such
lapse 1s attributable to the Head of the institution, the authority designated to appoint such
Head shall take such action.

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

1. Withdrawal of declaration of fitness 1o receive grants under section 12B of the Act,
1. Withholding any grant allocated.

1i. Declarmg the institution inehgible for consideration for any assistance under any of
the general or special assistance programmes of the Commission.

tv. Infornung the general public, mcluding potential candidates for admission, through a
notice displayed prommently in the newspapers or other suitable media and posted on the
website of the Commission, declaring that the institution does not possess the minimum
academic standards.

v. Taking such other action within its powers as it may deem fit and impose such other
penalties as may be provided in the Act for such duration of time as the institution

comphies with the provisions of these Regulations. Provided that the action taken under
this clause by the Commission agamst any institution shall be shared with all Councils.

Shkeek kbt hk kRt bk
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THE GAZETTE OF INDIA, JULY 4, 2009 (ASADHA i3, 1931} [Pazr Ti—S5ec 4

AMMEXURE 11
AFFIDAVIT BY PARENT/GUARDIAN
1, Mr./Mrs./Ms. (Al

name of parent/guardien) father/mother/gquardian of , ___ (full name of student with
) gistrz enrpiment numbe . having been admitted to
—(name of the insiitution) __, have recsived a copy of the UGC
Regulations on Curbing the Menace of Ragging in Higher Educational Institutions, 2005,
(hereinafter called the “Regulations”), carefully read and fully understocd the provisions
contained In the said Regulations.
2) I have, in particular, perused dause 3 of the Regulations and am aware as to
what constitutes ragging.
3) 1 have also, in particular, perused dlause 7 and dause 9.1 of the Regulations and
am fully aware of the penal and administrative action that is fiable to be taken against
my ward in case he/she is found guilty of or abetting ragging, actively or passively, or
being part of a conspiracy to promote ragging.
4) 1 hereby solemnly aver and undertake that
a) My ward will not indulge In any behaviour or act that may be constituted
as ragging under clause 3 of the Regulations.
b) My ward will not participate In or abet or propagate through any act of

commission or omission that may be constituted as ragging under clause

3 of the Regulations.
5) 1 hereby affirm that, if found guilty of ragging, my ward is liable for punishment
according to ciause 9.1 of the Regulations, without prejudice to any other criminal action
ﬁntmybetalenagaﬁstmywa’dunduawpenalmorawhw-brmeumbelngh
forca.
8) 1 hereby dedlare that my ward has not been expelled or debarred from admission
Mawkmmninﬂ\ecmMmacmumdbehgfomdgwtyof,abaﬁngum
part of a conspiracy to promote, ragging; and further affirm that, in case the dedaration
is found to be untrue, the admission of my ward is liable to be cancelied.

Declared this __day of __ monthof ____year.

Signature of deponent
Name:

Address:
Telephone/ Maobile No.:

VERIFICATION
Verified that the contents of this affidavit are true to the best of my knowledge and no
patéfﬂwaﬁdavksfabeandnodﬁnghashemmhdammmdmm.
Verified at__(placa) onthisthe (day) of _ (month) . (vear) .

Signature of deponent

mmmwmmmmmmw_d_m)_,
(year ) _ aiter reading the contents of this affidavit.

OATH COMMISSIONER

vagE, WA RIET qEoMes, woEraz po gfEn
i wswem  fraws, freel, go wSUE@ 0 2009

PRINTED BY THE MANAGER, GOVT OF INDIA PRESS, FARIDABAD
AND PUBLISHED 8Y THE CONTROLLER OF PUBLICATION, DELHL, 2009
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a7

ANMEXURE I

7

& [ull_name , 3amis. gistration/enrolme UmBbe
s/o d/o Mr./Mrs./Ms. , having
been admitted to (name of the institution) , have
received a copy of the UGC Regulations on Curbing the Menace of Ragging in Higher
Educational Institutions, 2009, (hersinafter called the “Regulations™) carefully read and
fully understood the provisions contained in the said Regulations.

2) I have, in particular, perused clause 3 of the Regulations and am aware as to
what constitutes ragging. -
3) i have also, in particular, perused clause 7 and dause 9.1 of the Regulaticns and

ammﬂyawareofmepenalandadmlnlsuaﬂveacﬁonmatlsﬂabietobetakenagainst
me in case 1 am found guilty of or abetting ragging, actively or passively, or being part
of a consplracy to promote ragging,
4) 1 hereby sclemnly aver and undertake that
a) I will not indulge In any behaviour or act that may be constituted as
ragging under clause 3 of the Regulations.
b)lwlinotparﬂdpatemorabetorpropagammmughanyactof
commission or omission that may be constituted as ragging under clause
3 of the Regulations.
5) lherebyafﬂrmﬂ\at,iffoundgulltyofragging,Iamliaueforpunishment
according to clause 9.1 of the Reguiations, without prejudice to any other criminal action
matmaybetakenagahstmeunderanypenallaworanytawformembeingin
force.
6) I hereby declars that I have not been expelled or debarred from admission In
anyinstit:.m‘onlnmeoounbyonaccountofbelngfoundguntyof,abetﬂngorbelngpan
ofaconspiracytopromote,mgging;andﬂmafmnmat,lncasemededaraﬂonls
found to be untrue, I am aware that my admissicn Is liable to be cancelled.

Declaregthis ___day of month of year.

Signature of deponent
Name:
1 VERIFICATION
Verified that the contents of this affidavit are true to the best of my knowledge and no
paﬂd&eaﬂda«tbfabeandnoﬂimhasb&nomcealedornﬂsstamdmedn.

Verified at__(place) on thisthe (day) of __ (month) , (vear) .

Signature of deponent

Sodenmyafﬂnnedandsignedlnmypresenceonmisu'\em_of_mm
(vear ) after reading the contents of this affidavit.

OATH COMMISSIONER

EY PN

INCIPAL
Late Ramesh Warpudkar (ACS)
~nilege. Sonpeth Dist. Parbhani
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3. Maharashtra Prohibition of Ragging Act 1999
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MAHARASHTRA ACT No. XXXI1I OF 1999'.

[ THE MAHARASHTRA PROHIBITION OF RAGGING
Act, 1999, |

(This Act received the assent of the Governor on the 13th

May 1999 ; assent was first published in the Maharashtra

Government Gazelte, Part IV, Extraordinary, on the 15th
May 1999.)

An Act to prohibit ragging in educational institutions in the
State of Maharashtra.

WHEREAS it is expedient to enact a special law to prohibit ragging
in educational institutions in the State of Maharashtra; It is hereby
enacted in the Fiftieth Year of the Republic of India as follows :—

1, (7) This Act may be called the Maharashtra Prohibition of Ragging short title
Act, 1999, -

commence-

ment.

(2) It shall come into force on such *date as the State Government
may, by notification in the Official Gazette, appoint.

2. Inthis Act, unless the context otherwise requires,— Definitions.

(a) "educational institution” means and includes a college, or other
institution by whatever name called, carrying on the activity or
imparting education therein (either exclusively or among other
activities); and includes an orphanage or a boarding home or hostel or
a tutorial institution or any other premises attached thereto ;

' For Statement of Objects and Reasons, see Maharashtra Government Gazette,
Part V-A, Extraordinary, dated the 7th Apeil 1999, p. 169.

* 1st June 1999, vide G. N, H, & T.E.D, No. Sankima 1098/(133/98)/UNI-3,
dated the 19th May 1999, published in Maharashtra Government Gazotte. 1999, Part
IV-B, Extra, No. 301, p. 2.

(G.C.P.) H 777—2 (4742—0-2012)
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(6) "head of the educational institution” means the Vice-Chancellor
of the University, Dean of Medical Faculty, Director of the Institution
or the Principal, Headmaster or the person responsible for the
management of the educational institution ;

(c) " ragging “ means display of disorderly conduct, doing of any act
which causes or is likely to cause physical or psychological harm or
raise apprehension or fear or shame or embarrassment to a student
in any educational institution and includes—

(/) teasing, abusing, threatening or playing practical jokes on, or
causing hurt to, such student ; or

(/i) asking a student to do any act or perform something which
such student will not, in the ordinary course, willingly, do.

Prohibition 3. Ragging within or outside of any educational institution is
of 12999 o eohibited.

Penalty for 4. Whoever directly or indirectly commits, participates in,
999 abets or propagates ragging within or outside any educational
institution shall, on conviction, be punished with imprisonment
for a term which may extend to two years and shall also be liable to

a fine which may extend to ten thousand rupees.

oismiss:: 5. Any student convicted of an offence under section 4 shall be
studene. dismissed from the educational institution and such student shall not
be admitted in any other educational institution for a period of five

years from the date of order of such dismissal.

swspension 6. (1) Whenever any student or, as the case may be, the parent

of student. or guardian, or a teacher of an educational institution complains, in
writing, of ragging to the head of the educational institution, the head
of that educational institution shall, without prejudice to the foregoing
provisions, within seven days of the receipt of the complaint, enquire
into the matter mentioned in the complaint and if, prima facie, it is
found true, suspend the student who is accused of the offence, and
shall, immediately forward the complaint to the Police Station having
Jurisdiction over the area in which the educational institution is
situated, for further action.
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(2} Where, on enquiry by the head of the educational institution,
it is proved that there is no substance, prima facie, in the complaint
received under sub-section (7), he shall Intimate the fact, in writing,
to the complainant.

(3 The decision of the head of the educational institution that the
student has indulged in ragging under sub-section (7), shall be final,

7. If the head of the educational institution fails or neglects to
take action in the manner specified in section 6 when a complaint of
ragging is made, such person shall be deemed to have abetted the
offence of ragging and shall, on conviction, be punished as provided for
in section 4,

Deemed
abetment.

8. (7) The State Government may, by notification in the Official Power 1o

Gagzette, make rules for carrying out all or any of the purposes of
this Act.

(2) Every rule made under this Act shall be laid, as soon as may be,
after It is made, before each House of the State Legislature, while it
Is in session for a total period of thirty days, which may be comprised
in one session or in two or more successive sessions, and if, before the
expiry of the session In which it is so laid or the session immediately
following, both Houses agree in making any modification in the rules
or both Houses agree that the rule should not be made, and notify
such decision in the Official Gazette, the rule shall, from the date of
publication of such notification, have effect only in such modified form
or be of no effect. as the case may be ; so however, that any such
maodification or annulment shall be without prejudice to the validity of
anything previously done or omitted to be done under that rule.

Govemment Contral Press, Mumbai

make rules.
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v 1 By v 2wt ¥ fored i e ater diwer @ o w wn we |
Separate paging is givea to this Part in order that it may be filed as a separate comphliation.

MINISTRY OF LAWAND JUSTICE
(Legishative Department)

New Delhi, the 23rd April, 2013/ Vaisukha 3, 1935 (Saka)

The following Act of Parliament received the assent of the President on the
22nd April, 2013, and is herehy published for general information:- -

THE SEXUAL HARASSMENT OF WOMEN AT WORXPLACE
(PREVENTTON, PROHIBITION AND REDRESSAL) ACT, 2013
(No. 14 or 2013)
(22ned April. 2013,)
AnActto provide protection agamst sexual barassment of women al workpluce
and for the prevention and redressal of complaints of sexual harassment and
for matlers connected therewith or incidental thereto.
Winreas sexual hurassment results in viokition of the fundamenial rights of a woman
to equality under articles 14 and 15 of the Constitution of India and her right 1o Jife and to live

with dignity uader article 21 of the Constitution and right 1o practice any profession or 1o
carry onany occupalion, trade or business which includes # right to a safe eavironment free

fiom sexual harassment,

Asn wirreas the protection against sexusl harassment and the right to work with
dhignity are universally recognised nman rights by internations! conventions and mstouments
such as Convention on the Elimination of ull Forms of Discrimination against Women, which
has been rinified on the 25th June, 1993 by the Government of India

AN wiHEREAS 1 is expediont to make provisicas for giving effeer 1o the sand Convention
for protection of women against sexual harsssment st workplce

Late Ramesh Warpudkar (ACS)
“nllege, Sonpeth Dist. Parbhani
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Be it enacted by Parliwment inthe Sixty-fourth Year of the Republic of Indin as follows.
CHAPTER]

PRELIMINARY

Shon title 1. (/) This Act may be called the Sexual Harassment of Women at Workplace { Prevention,

extent and Prohibition and Redressal) Act, 2013,
commencement
(2) It exiends to the whole of India,

(3) 11 shall come into force on such date as the Central Government may, by notification
in the Official Gazcette, appoint.

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

(¢) in relation 10 a workplace, @ woman, of any age whether employed or
not, who alleges to have been subjected to any act of sexual hirassment by the
respondent,

() in relation 10 a dwelling place or house, & womin of any age who 15
employed in such a dwelling place or house;

() “appropriate Government” means— -

(i) in relation to a workplace which is esiablished, owned, controlled or
wholly or substantially financed by funds provided dircctly or indirectly -

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

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

() in relation 1w any workplace not covered under sub-clause (i) and
falling within its tervilory, the State Government;

(€) "Chairperson” means the Chairperson of the Local Complaints Committee
nominated under sub-section (/) of section 7;

(o) " District Officer” means an officer notified under section §;

(e) “domestic worker” means a woman who is employed 1o do the household
wark in any houschold for remuneration whether in cash or kind, cither directly or
through any agency on a lemporary, permanent, part time or full time basis, but does
not include any member of the family of the employer,

(/) “employee" means & person employed &t a workplace for any work on regular,
temporary, ad hoc or daily wege basis, either dircctly or through sn agent, including a
contractor, with or, without the knowledge of the principul employer, whether for
remuneration or not, or working on a voluntary basis or otherwise, whether the terms
of employment are express or implicd and includes a co-worker, @ contract worker,
probationer, trainee, apprentice or called by any other such name;

(g) "employer” means—

(&) in relation to any department, organisation, undentaking, establishment,
enterprise, institution, office, branch or unit of the appropriate Government or a
local authority, the head of thist department, organisation, undertaking,
establishment, enterprise, institution, office, branch or unit or such other officer
as the appropriste Government or the local authority, as the case may he, may by
un wrder specily in this behalf,

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

2 _ flll (:Alf' I ll OF I\I)IA FXTRA()RDIVARY lPMrl Il
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Explanation - For the purposes of this sub-clause “management”
includes the person or board or committee responsible for formulation and
administration of polices for such organisation;

(#r) in relation to workplace covered under sub-clauses (/) and (4), the
peeson discharging contractual obligations with respect to his or her employees,

(v) i relation o a dwel'ing place or house, a person or a houschold who
cmploys or benefits from the employment of domestic worker, irrespective of the
number, time period or type of such worker employed, or the nature of the
emplayment or activities performed by the domestic worker;

(h) “Intemal Committee” means an Internal Complaints Committee constituted
under section 4;

(1) "Local Committee™ means the Local Complaints Commitiee constituted under
section 6,

() “Member" means a Member of the Internal Comenittee or the Local Commitiee,
as the case mity be;

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

() "Presiding Officer” means the Presiding Officer of the Interna) Complaints
Committee nominated under sub-section (2) of section 4;

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

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

(/) physical contact and advances; or
(#i) a demand or request for sexual favours; or
(#1f)making sexually coloured remarks; or

(fv) showing pornography, or
(v} any other unwelcome physical, verbal or non-verbal conduct of sexual
nature,

() “workplace” includes

(7) any depurtment, organisation, undertaking, establishment, enterprise,
institution, office, branch or unit which is esteblished, owned, controlled or
wholly or substantially financed by funds provided directly or indirectly by the
eppropriute Government or the local authority or u Government compeny or &
corparation or & co-pperative suciety;

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

(##) hospitals or nursing homes;

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

(¥)any plice visited by the employce arising out of or during the course of'
employment ncluding transportation provided by the employer for undertaking
such jonmey;
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(w) a dwelling place or a house;

() “unorganised sector” in relation to a workplace means an enterprise owned

by individuals or sclf-cmploycd workers and engaged in the production or sale of

poods or providing service of any kind whatsoever, and where the enterprise employs
workers, the number of such workeis is iess than ten,

3. (/) No woman shall be subjected to sexusl harassment at any wodtplucc.
(2) The following circumstances, among other circumstances, if it oocurs or is persent
m relation 10 or connected with any act or behaviour of sexual harassment may amount to
sexual harassment: -
(1) implied or explicit promisc of preferential treatment in her employment, or
(ify implied or explicit threat of detrimental treatment in her employment; or
(#ir) implied or explicit threat about her present or future employment statos: or
(iv) interference with ber work or ereating an intimidating or offensive or hostile
work environment for her; or
(v) humiliating trestment likely to affeet her health or safery.

CHAPTERN
Consrrunos oF INTERNAL CoMPLARN TS COMMITTRE

4. (1) Every employer of a workplace shall, by an order in writing, constitute a Committee
1o be known as the " Inteanul Complaints Committee™:

Provided thut where the offices or administrative units of the workplace are located a1
different plices or divizioqal or sub-divisional Jevel, the Internal Commitice shall be constituted
at all administrative units or offices,

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

() & Presiding Officer who shall be & woman employed at i senior level at
workplace from amongst the crployees:

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

Provided further that in case the other offices or administrative units of the
workpluce do not hive a senior level womin employee, the Presiding Officer shall be
nominated from sny other workplace of the same employer or other department or
organisuslion,

() not Tess than two Members from amongst employees preferably committed
1o the cause of women or who have hud experience in social work or have legal
knowledge,

(¢) one member from amongst non-governmental organisalions or associations
committed 1o the cause of women or a person familiar with the issues relating to sexual
harassment

Provided that at least one-half of the total Members so nominated shisll be women,
(3) The Presiding Officer and every Member of the Internal Committee shall hold office

for such period, not exceeding three years, from the date of their nomination as may be
specificd by the employer.
(1) I'he Member appointed from amongst the non-govemmental organisations or

assaciarions shall be paid such fees or allowances for holding the proceedings of the Internal
Committee, by the employer: as muy be preseribed.
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(a) contravenes the provisions of section 16; or

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

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

{d) has so abused his position as to render his continuance in office prejudicial
1o the public interest,

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

CHAPTER 111
ConsTIuTIoN OF 1LOCAL CoMpLaints CoMMimrig

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

6. (1) Every District Officer shall constitute in the district concerned, a committee to be
known as the “Local Complaints Comimittee™ to receive complaints of sexual lurassment!
from cstablishments where the Internal Complaints Committee has not been constituted due
to having Jess than ten workers or if the complaint is against the employer himself,

(2) The District Officer shall designate one nodal officer in e¢very block, taluka and
tehsil in rural or tribal srea and ward or municipality in the urban arca, 1o receive complaints
and forward the same to the concerned Local Complaints Committee within u period of
seven days,

() The jurisdictivs of the Loenl Complaints Committee shall extend to the rreas of the
district where it is constituted.

7. (1) The Local Complaints Committee shall consist of the following imembers to be
nominated by the District Officer, namely:- -

(&) a Chuirperson to be nominated from amongst the cminent women in the field
ol social work and committed to the cause of women;

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

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

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

Provided further that at least one of the nominees shall be a woman belonging to

the Scheduled Castes or the Scheduled Tribes or the Other Backward (lasses or
minerity community notified by the Central Government, from time to time;

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

(2) The Chatrperson und every Member of the Local Comnnittee shall hold office for
such period, not exceeding three years, from the date of their sppointment as may be specified
by the District Officer
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(3) Where the Chairperson or any Member of the Local Complaints Committce
{a) contravenes the provisions of section 16, or

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

{¢) hus been found guilty in any disciplinary proceedings or a disciplinary
proceeding ix pending against him; or

(d) has so abused his position as to render his continuance in office prejudicial
1o the public interest,

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

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

8. (/) The Central Government may, after due appropriation made by Parliament by law
in this behalf, make to the State Government grants of such sums of money as the Central
Government may think fit, for being utilised for the payment of fees or allowances referred to
in sub-scction (4) of section 7.

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

(3) The agency shall pay to the District Officer, such sums as may be required for the
payment of fees or allowances referred 1o in sub-section () of section 7.

{4) The nceounts of the agency referred o in sub-seition (2) shall be maintained and
audited in such manner #s may, in consultation with the Accountant General of the State, be
prescribed and the person holding the custody of the accounts of the agency shall furnish,
10 the State Government, before such date, as may be preseribed, its audited copy of accounts
together with auditors” report thercon.

CHAPTER IV
COMPLAINT

9. (1) Any aggricved womun may make, in writing, a complaint of sexual harassment 2l
workplace to the Internal Committee if'so constituted, or the Local Committee, in case it is not
<o constituted, within a peried of three months from the date of incident and in casc of
series of incidents, within a period of three months from the date of last incident:

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

Provided further that the Internal Commuttec or, as the case may be, the Local Committec
may, for the reasons 10 be recorded in writing, extend the time limit not exceeding three
months, if il is satisficd that the circumstances were such which prevented the woman from
filing o complaint within the said period.

(2) Whete the apgricved woman is unable to make & complaint on account of her
physical or mental incapacity or death or otherwise, her legal heir or such other person as
may be prescribed may mike a complaint under this seetion.

10. (/) The Internal Committee or, as the case may be, the Local Committee, may, before
initiating, an inguiry under section 11 andt at the request of the aggrieved voman tuke steps
10 settle the matter hetween her and the respondent through conciliation:
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Provided that no monetary setlement shall be made ns a basis of concilintion.

(2) Where s settlement hiss been wrived at under sub-section (1), the Intemal Committee
or the Local Committee, as the case may be, shull record the settlement so urrived and
forward the same to the employer or the District Officer (o take sction as specified in the
recomimendation )

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

(#) Where a settlement is wrrived at under sub-section (1), no further inguiry shall be
conducted by the Internal Committee or the Local Comimittee, as the case may be,

11, (/) Subject to the provisions of section 10, the Internal Committee or the Local
Committee, as the case may be, shall, where the respondent is an employee, proceed to make
inquiry into the complaint in accordance with the provisions of the service rules applicable
10 the respondent and where no such rules exist, in such manner as may be prescribed or in
case of a domestic worker, the Local Committee shall, if prima facie case exist, forward the
complaint to the police, within 4 period of seven days for registering the case under section
509 of the Indian Penal Code, and eny other relevant provisions of the said Code where
applicable:

Provided thal where the aggricved woman informs the Internal Committee or the Local
Committee, as the case may be, that any term or condition of the settlement arrived at under
sub-section (2) of section 10 has not been complied with by the respondent, the Internal
Committee or the 1.ocal Committee shall proceed to make an inquiry into the complaint or, as
the case may be, forward the complaint to the police:

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

(2) Nowwithstanding anything contained in section 509 of the Indian Penal Code, the
court may, when the respondent is convicted of the offence, order payment of such sums as
it may consider appropriate, to the aggrieved womiin by the respondent, having regard to the
proyisions of section 15,

(3) For the purpose of making an inquiry under sub-section (1), the Intemal Committee
or the Local Committee, as the case may be, shall have the same powess ax are vested in a
cwil court under the Code of Civil Procedure, 1908 when trying # suit in respect of the
lollowing matters, namely:—

(1) summoning and enforcing the attendance of any person und examining him
on oath;

(h) requiring the discovery and production of documents. and
() any other matter which may be prescribed.
(4) The inquiry under sub-section (/) shall be completed within a period of ninety
dnys.
CHAPIERV
INGUIRY INTO COMPLAINT

12. (/) During the pendency of an inquiry, on i written request made by the aggricved
worran, the Internal Committee or the Local Committee, as the cese may be. may recommend
10 the employer 1o

{a) wonsfer the uggrieved wou;nn or the respondent th any other workplace, or
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(h) prant leave to the aggncvcd woman up to a period of three momhs ur
(e} grant such other reliel 1o the ag,gnuvcd woman as may be prcscnbcd

(2) The leave granted to the aggrieved wormin under this section shall be in addition 10
the leave she would be otherwise entitled.

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

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

7} Where the Intemil Committee or the Local Committee, as the case may be, arrives
a1 the conclusion that the allegation against the respondent has not been proved, it shall
recommend to the employer and the District Officer that no action is required 1o be taken in
the maner.

(3) Whesce ihe Internul Committee or the Local Committee, as the case may be, urrives
at the conclusion thit the allegation ugainst the respondent has been proved, it shall
recommend to the employer or the District Officer, as the case may be---

(4} 1o take action for sexual harassment as & misconduct in accordunce with the
provisions of the service rules applicable to the respondent or where no such service
rules have been made, in such manner as may be prescribed;

(#) to deduet, notwithstanding anything in the service sules applicable to the
respondent, from the salary or wages of the respondent such sum as it may consider
appropriate 10 be paid to the aggrieved woman or to her legal heirs, as it may determine,
in accordance with the provisions of section |15;

Provided that in case the employer is unable to make such deduction from the
salury of the respondent due 10 his being absent from duty or cessation of employment
st may dircct 10 the respondent to pay such sum to the aparieved woman:

Provided further that in case the respondent fisils 10 pay the sum referred to in
clause (u), the Internsl Committee or, as the case may be, the Local Comminee may
torward the order for recovery of the sum as an arrear of land revenuc 1o the concermned
District Officer.

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

14. (1) Where the Inteonul Commitiee or the Local Committee, as the case may be,
urrives af a conclusion thut the allegation against the respondent is malicious or the aggricved
woman or any other person making the complaint has made the complaint knowing it to be
false or the apgrieved woman or any other person making the complaint has produccd any
forged or misleading document, it may recommend to the employer or the District Officer, s
the case may be, (o take action against the woman or the person who has madc the complaint
under sub-section (1) or sub-section (2) of section 9, as the case may be, in accordance with
the provisions of the service rules applicable to her or him or where no such service rules
exist, n such manner us may be prescribed:

Provided that a mere inability to substantiate a complaint or provide adequate proot
need net attract action against the complainant umder this section:

Provided further that the malicious inent on part of the complainant shall be established
after an inquiry in accordance with the procedure prescribed. before any action is
recommended
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() Where the Internal Committes or the Local Committee, a8 he ¢ase may be, mimives
ul a conclusion that during the inquiry any witness bas given false evidence or produced
any forged or mislending document, it may recommend to the employer of the witness or the
District Officer. as the case may be, (o take action in accordance with the provisions of the
service rules applicable to the said witness or where no such service rules exist, in such
manner as may be prescribed,

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

(a} the mental trouma, pain, suffering and emotional disuess caused o the
aggricved woman,

(&) the loss in the career opportunity due 1o the incident of sexual harassment;
(¢) medical expenses incurred by the victim for physical or psychiatric treatiment,
() the income and financial status of the respondent;

(&) feasibility of such payment in lump sum or in instalments.

16. Nowwithstanding anything contained in the Right to Information Act, 2005, the
cantents of the complaint made under section 9, the identity and addresses of the aggrieved
woman, respandent and witnesses, any information relating to concilistion and inquiry
proceedings, recommendations of the Internal Commitiee or the Local Committee, as the
case may be, and the action taken by the cmployer or the District Officer under the provisions
of this Act shall not be published, communicated or made known to the public, press and
mecdia in any manner: J¥—iy ; é

P'rovided that information may be disseminated regarding the justice secured to any
victim of sexual harassment under this Act without disclosing the name, nridress, identity or
any other particulars calculated to lead w0 the identification of the aggrieved woman and
wilnesses,

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

18. (1) Any person aggrieved [rom the recommendations made under sub-scetion (2)
of section |3 or under clause (4) or clause (i) of sub-section (3) of section 13 or sub-
section (/) or sub-section (2) of section 14 or section 17 or non-implementation of such
recommendations may prefer an appeal 10 the court o tribunal in accordance with the
provisions of the service rules applicable to the said person or where no such service rules
exist then, without prejudice to provisions contained in any other law for the time heing in
force, the peeson aggricved may prefer an appeal in such manner as may be prescribed.

(2) The appeal under sub-section (/) shall be preferred within a period of ninety days
of the recommendations
CHAPTER VI
Dunes oF emrover
19, Fvery employer shall -

{a) provide & safe working environment at the warkplac'c which shail include
safety from the persons coming into contact at the workplace;

(M) display at any conspicuous place in the workplace. the peoal consequences
of sexusl harassments; and the order constituting, the Internal Committee under sub-
section (1) of sechon 4;
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(¢) organise workshops and awareness programmes at regular intervals for
sensitising the employees with the provisions of the Act and orientation programmoes
for the members of the Internal Committee in the manner as may be prescribed;

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

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

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

(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 any other law for the time being
in force;

(/) cause to initiate action, under the Indian Penal Code or any other law for the
time being in force, against the perpetrator, or if the aggrieved woman so desires,
where the perpetrator is not an employee, in the workplace at which the incident of
sexual harassment took place;

(/) treat sexual harassment as a misconduct under the service rules and initiate
action for such misconduct;

(/) monitor the timely submission of reports by the Internal Committee.
CHAPTERVII
DuTIEs AND poWERS OF DisTRICT OFFICER

20. The District Officer shall,
() monitor the timely submission of reports furnished by the Local Committee;
(h) take such measurcs as may be necessary for engaging non-govemmental
organisations for creation of awareness on sexual harassment and the rights of the
women,

CHAPTER VI
MISCELLANEOUS
21. (1) The Internal Commitice or the Local Committee, as the case may be, shall in
cach calendar year prepare, in such form and at such time as may be prescribed, an annual
report and submit the same to the employer and the District Officer.
(2) The District Officer shall forward a bricfreport on the annual reports received under
sub-section (/) to the State Government.
22. The employer shall include in its repart the number of cases filed, ifany, and their

disposal under this Act in the annual report of his organisation or where no such report is
reyuired 10 be prepared, intimate such number of cases, if any, to the District Officer.

23. The appropriatc Government shall momlw the implementation of this Act and
maintain data on the number of cases filed and cisposed of in respect of all cases of sexual
harassment at workplace

24. Ihe appropriate Government mity, subject to the availebility of financial and other
TESOUrees,

(a) develop relevant information, education, communication and training
materials, and organise awarcness programmes, to advance the understanding of the
public of the provisions of this Act providing for protection apainst scxual harassment
of womin a1 workplacs,

45 of 1860

45 of 1860
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(h) formulite orientation and training programmes for the members ofthe Local
Complaints Committee,

25. (1) The appropriate Government, on being satisficd that it i necessary In the
public interest or in the intercst of women employees at & workplace to do so, by order in
wriling,-

(a) call upon any employer or District Officer 1o furnish in writing such information
relating to sexual harassment as it may require;

(b) authorisc any officer to make inspection of the records and workplace in
relation 1o sexual harassment, who shall submit a report of such inspection 1o it within
such period as may be specificd in the order.

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

26. (1) Where the employer fails 1o —

(@) constitute an Internal Committee under sub-section (/) of scetion 4;

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

(¢) contravenes or altempts to contravene or abets contravention of other
provisions of this Act or any rules made thereunder,
he shall be punishuble with fine which may extend to fifty thousand rupees.

(2)If any employer, afler having been previously convicted of an offence punishable
under this Act subsequently commits and is convicted of the same offence, he shall be liable
1o

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

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

{¢#) cancellation, of his licence or withdrawal, or non-rencwal, or approval, or
cancellation of the registiation, as the case may be, by the Government or local authority
required for carrying on his business or activity.

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

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

(3) Livery offence under this Act shall be non-cognizable,

28, ‘I'ne provisions of this Act shall be in addition to and not in derogstion of the
provisions o any other law for the time being in force.

29. (1) The Central Government may, by notification in the Official Gazette, make rules
for carrying out the provisions of this Act.
(2) In perticular and without prejudice to the generality of the foregoing power, such
riles may provide for atl or any of the following matiers, namely:-
(&) the fees or allowances o be paid o the Members under sub-section (/) of
section 4,
(A namination of members under elunse (¢) of sub-section (/) of section 7;
(¢) the fees or allowances (o be paid to the Chairperson, @nd Members under
sub-section (#) of section 7,
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(<) the person who may make complaint under sub-section {2) of soction 9:
() the manner of inguiry under sub-section (/1) of seetion |11,

(/) the powers for making an nquiry under clause (¢) of sub-section (2) of
section |15

(32) the relief to be recommended under clause (¢) of sub-seetion (/) of section 12,

(hY the manner of action 1o be taken under clanse (i) of sub-scction (3) of
section 13;

(#) the manner of action to be taken under sub-sections (/) and (2) of section 14:

(/) the manner of action to be taken under section 17,

(k) the manner of appeal under sub-section (/) of scction |18;

(/) the manner of organising workshops, uwarcness programmes for sensitising
the employees and orientation programimes for the members of the Internal Commities
under clause (¢) of section 19; and

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

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

() Any rule made under sub-section (4) of section 8 by the State Government shall be
uidl, s soon s may be after it is made, before cach House of the State Legislature where it
consists of two Houses, or where such legislature consists of onc House, before that

House.
Powel 10 30. (/) 1fany difficulty arises in giving effect to the provisions of this Act, the Central
temove Government may, by order published in the Official Gazette, make such provisions, not
difficulties inconsistent with the provisions of this Act, as may appear 10 it 1o be necessary for removing
the difficulty:

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

(2) Every order made under this section shall be laid, as svon as may be alter it is made,
helore each House ol Parliament.

PK. MALHOTRA,
Secy 1o the Govt. of India

CORRIGENDA
IHE PREVENTION OF MONEY- LAUNDERING (AMEXNDMENT)ACT, 2002
(20f2013)
Al page 18, in line 2, for "Ans”, read "An”

Al puge 21, In line 14, for “Protection”. read” (Protection)”.

BN PN

INCIPAL
Late Ramesh Warpudkar (ACS)
~nilege, Sonpeth Dist Parbhani
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CORRIGENDUM
THE UNLAWFULACTIVITIES (PREVENTION) AMENDMENT ACT, 2012
(3of2013)

At page 6, in line 22, for “clause”, read “clause”,

CORRIGENDUM

THE BANKING LAWS (AMENDMENT) ACT, 2012
(40f2013)

At page 8, in lin 29, for ‘sections 30", read *section 30,",",

CORRIGENDUM

THE APPROPRIATION ACT, 2013
{9 0f2013)

At pige 1, in the marginal heading to section 2, Sor “4715,54,00,000",
read*49715,54,00,000".

GMGIPMRND 354G S4)—23-04-2013.

Late Ramesh Warpudkar (ACS)
“nllege, Sonpeth Dist. Parbhani
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| frsTaa—11/4/377 /53|

SHuTe OW. WY, wfEa, goid

MINISTRY OF HUMAN RESOURCE DEVELOPMENT
(University Grants Commission)
NOTIFICATION
New Delhi, the 2nd May, 2016

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

No. F. 91-1/2013(TFGS).—In exercise of the powers conferred by clause (g) ol sub-section (1) ol section 26
of the University Grants Commission Act. 1956 (3 of 1956). read with sub-section (1) of Section 20 of the
said Act. the University Grants Commission hereby makes the Tollowing regulations, namely:-

1.

2,

{a)

(b)

(c)

Short title, application and commencement.—{ 1) These regulations may be called the University
Grants Commission (Prevention. prohibition and redressal of sexual harassment ol women employees
and students in higher educational institutions) Regulations. 2015,

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

“aggricved woman' means in relation 1o work place. a woman ol any age whether employed or not. who
alleges 1o have been subjected to any act of sexual harassment by the respondeni:

*Act’ means the Sexual Harassment of Women at Workplace (Prevention, Prohibition und Redressal) Act,
2013 (14 of 2013);

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

76



[N HI-EvE 4] WA 1 TS93 ¢ SEH |1

(d) Commission” means the University Grants Commission established under section 4 of the Universny
Grants Commussion Act, 1956 (3 of 1956);

(e) “covered individuals™ are persons who have engaged in protected activity such as filing & sexal
harassment charge. or who are closely associuted with an individual who his engaged in protected ueti vity
and such person can be an employee or a fellow student or guardian of the offended person:

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

(g} "Executive Authority” means the chief executive authonity of the HEL by whatever name called, in which
the general administration of the HEL is vested, For public funded institutions the Exceutive Authority
means the Disciplinary Authority as indicated in Central Civil Services (Classification. Control ynd
Appeal) Rules, 1965 or its cquivalent rules:

(h) "Higher Educational Institution™ (HE1) means a university within the meaning ol clause ( j) of section 2, u
college within the meaning of clause(b) of sub-section (1) of seetion 12A and an institution deemed 10 he
a University under section 3 of the University Grants Commission Act, 1956 (3 of 1956);

(i} “Internal Complaints Committee™ (ICC) means Internal Complaints Committee 1o be constituted by an
HEL under sub regulution (1) of regulation 4 of these regulations. Any existing body already functioning
with the sume objective (like the Gender Sensitization Commitice Against Sexual  Harassment
(GSCASH)) should be reconstituted as the [CC:

Provided that in the latter case the HEI shall ensure that (he constitution of such a Body is as required lor
ICC under these regulations, Provided lurther that such a Body shall be bound by the provisions of these
regulations;

(1} “protected activity” includes reasonable opposition (o a practice believed to violute sexual harassment
faws on behall” of onesell or others such ax participation in sexual hurassment proceedings, cooperiting
with an internal investigation or alleged sexual harassment practices or acling as o witness in an
investigation by an outside agency or in litigation;

(k) “sexuval harassment™ means-

() “An unwanted conduet with sexual undertones if it veeurs or which is persistent and which demcans,
humiliates or creates a hostile and intimidating environment or is calculated 1o induce submission by
actual or threatened adverse consequences and includes any one o more or all ol the following
unwelcome acts or behaviour (whether dircetly or by implication). namely:-

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

(¢) making sexually coloured remarks

(d) physical contact and advances; or

(¢) showing pornography”

(if) any one (or more than one or all) of the following circumstances. if it accurs of is present in
relation or connected with any behaviour that has explicit or implicit sexunl undertones-

(a) implied or explicit promise of preferential weatment as quid pro quo lor sexual Favours;

(h) implied or explicit threat of detrimental treatment in the conduct of work!

(¢) implied or explicit threat about the present or future status of’ the person concerncd:

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

(¢) humiliating treatment likely 10 affect the health, salery dignity or physical integrity of the

person concerned:
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“student” means a person duly admitted and pursuing a programme of study cither through regular mode
or distance mode, including short-term training programmes in a HEL

Provided that a student who is in the process ol taking admission in HEIs campus. although not ye
admitted, shall be treated, for the purposes of these regulations, as a student of thai HEL where yny
incident ol sexual harassment Lakes place against such student;

Provided that a student who is a participant in any of the activities in a HEI other than the HEI where
such student is enrolled shall be treated, for the purposes of these regulations, as a student ol that 11EI
where any incident of sexual harassment takes place against such student:

(m) “third Party Harassment™ refers 1o a situation where sexual harassment occurs as a result of an act or

(n)

(0)

(a)

(b)

(c)

(d)

(e)
(n

(g)

(h)

omission by any third party or outsider, who is not an employee or a student of the HEL but a visitor 10
the HEI in some other capacity or for some other purpose orreason;

“victimisaton™ means any unfavourable treatment meted out 1o a person with an ampheit or explien
intention 1o obtain sexual favour:

“workplace” means the campus of o HEL including-

(a) Any department, organisation, undertaking, cstablishment, enterprise, institution, office, branch or
unit which is established, owned, controlled or wholly or substantially financed by funds provided
divectly or indirectly by the appropriate HEIs:

(b) Any sporis institute, stadium, sports complex or competition or games venue, whether residential or
not used for training, sports or other activities relating thereol in HEls:

(€) Any place visited by the employee or student arising oul of or during the course of employment or
study including transportation provided by the Executive Authority [or undertaking such journey lor
study i HEL,"

Responsibilities of the Higher Educational Institution- (1) Fvery HED shall.-

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

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

organise training programmes or as the case may be, workshops for the ofTicers, functionaries, faculty
and students, as indicated in the SAKSHAM Report (Measures for Ensuring the Salety of Women and
Programmes lor Gender Sensitization on Campuses) of the Commission, 10 sensitize them and ensure
knowledge and awareness ol the rights, entitlements and responsibilities enshrned in the Act and
undler these regulations;

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

publicly commit itsell 1o a zero olerance policy towards sexual harassment:

reinforee its commitment 1o creating its campus [ree from disceimination, harassment, retaliation or
sexual assault ar all levels:

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

include in its prospectus and display prominently at conspicuous places or Notice Boards the penally
and consequences of sexual harassment and make all sections ol the institutional community aware of
the information on the mechanism put in place for redressal of complaints pertaining (o sexual
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S\ harassment, contact details of members of Internal Complainis Commitiee . complaints procedure ;ind

(k)

(h

(m)

(n)

(0)

()

(q)

32

so-on, Any existing body already unctioning with the same objective (like the Gender Sensitization
Committee Against Sexual Harassment (GSCASH)) should be reconstituted as the 1CC;
rovided that in the latter case the HEI shall ensure that the constitution ol such @ Body is a8 required

these regulations:

inform employees and students of the recourse available 10 them il they are victims of sexual
harassment;

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

proactively move o curb all forms ol harassment of emplayees and students whether it is from those
in a dominant power or hierarchical relationship within HELs or owing to intimate partner violence or
from peers or from elements outside of the geographical limits of the HEL

be responsible to bring those guilty of sexual harassment against its employees and students 10 hook
and initiate all proceedings as required by law and also put in place mechanisms and redressal systems
like the ICC 1o curb and prevent sexual harassment on its campns:

treat sexual harissment as o misconduct under service rules and iniae action lor misconduct il the
perpetrator is an employec:

treat sexual harassment as a violation of the disciplinary rules (leading up 1o rustication and
expulsion) if the perpetrator is a student:

ensure compliance with the provisions of these regulations, including appointment of 1CC, within a
period of sixty days from the date of publication of these regulations:

monitor the timely submission of reports by the 1CC;

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

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

function have to be updated and revised from time-to-time, as court judgments and other luws and rules will
continue 1o revise the legal framewaork within which the Act is to be implemented.

(2) The Executive Authority of the HELS must mandatorily extend full support to see that the
recommendations of the 1CC are implemented in a timely manner. All possible institutional resources
must be given 1o the functioning ol the ICC, including office and building infrastructiure (computers,
photocopiers, audio-video. equipment. ete.), stall (typists, counselling and legal services) as. well us a
sullicient allocation of financial resources.

3) Vulnerable groups are particularly prone 1o harassment and also find it more difficult (o
complain. Vulnerability can be socially compounded by region, class, caste, sexual orientation,
minority identity and by being differently abled. Enabling commitices must be sensitive to such
vulnerabilities and special needs.

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

(5) All HEIs must conduct a regular and hall yearly review of the efficacy and implementation of

their anti-sexual harassment policy.

for ICC under these regulations. Provided [urther that such a Body shall be bound by the provisions of
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(6) All Academic Stall Colleges (now known asHuman Resource Development Centpes
(HRDCs) and Regional Centres for Capacity Building (RCCBs) must incorporate sessions on gender
in their orientation and refresher courses. This should be ucross disciplines. and preferyhly
mainstreamed using the UGC SAKSHAM Report which provides indicative modules in this regarg

(7) Orientation courses lor administrators conducted in HEIs must have # module on gender
sensitization und sexual harassment issuces, Regular workshops are to be conducted Tor all sections of
the HEL community.

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

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

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

(11)  HEIs must ensure reliable public transport, especially within large campuses  between
different sections of the HEL hostels, librares, laboratories and main buildings, and especially those
that do not have good access for day scholars, Lack of salety as well as harassment is exacerbated
when employees and students cannot depend on sale public transport,  Rehable transport may he
considered by HEls to enable employees and students 1o work late in libraries. laboratories and 1o
attend programmes in the evenings.

(12)  Residential HEIs should accord priority 1o construction of women's hostels. For the growing
population of young women wishing to access higher education, hostel accommadation is desirable in
both urban and rural arcas and at all levels of higher education which provides a modicum of
protection from harassment of all Kinds.

(13)  Concern for the salety of women students must not be cited 10 impose discriminatory rules for
women in the hostels as compared o male students, Campus salety policies should not result in
securitization, such as over monitoring or policing or curtailing the freedom ol movement, especially
for women employees and students.

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

(15)  The Women's Development Cells in colleges shall be revived and Tunded to be able (o carry
out the range of activitics required lor gender sensitizationand remain autonomous of the functioning
of anti sexual harassment committees and 1CCs. At the same time they shall extend their activities 10
include gender sensitization programmes in consultation with 1CCs and help 10 disseminate anti-
sexual harassment policies on campuses on a regular hasis. The “cultural’ spuce and the “formal
academic space” need 10 collaborate 10 render these workshops innovative, engaging andd non-
mechanical.

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

4. Grievance redressal mechanism.—(1) Every Exccutive Authority shall constitute an Internal
Complaints Commitiee (ICC) with an mbuilt mechanism for gender sensitization against sexual harassment,
The ICC shall have the following composition:-
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(6)

5
shall;
(a)

(a) A Presiding Officer who shall be a woman faculty member employed at i senior level (not below
it Professor in case ol @ university, and not below un Associate Prolessor or Reader in ease ol a
college) at the educational institution, nominated by the Executive Authority:

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

Provided further that in case the other offices or administrative units of the workplace do not hive
a senior level woman employee, the Presiding Officer shall he nomimated from any other
workplace of the same employer or other department or organization:”

(b) two faculty members and (wo non-teaching employees, preferably committed 1o the cause of
women or who have had experience in social work or have legal knowledge, nominated by the
Exccutive Authority;

(¢) Three students, if the matter involves students, who shall be enrolled at the undergraduae,
master’'s, and rescarch scholar levels respectively, clecied through transparent democratic
procedure;

(d) one member from amongst non-government organisations or associations committed 10 the cause
of women or a person [amiliar with the issues relating 10 sexual harussment, nominated by the
Exceutive Authority.,

Al least one-hall of the total members of the ICC shall be women.

Persons in senior administrative positions in the HEL such us Vice- Chancellor. Pro Viee-Chancellors,
Rectors, Registrar, Deans, Heads of Departments, etc., shall not be members of ICCs in order 10
ensure autonomy of their functioning.

The term of office of the members of the ICC shall be for a period of three years. HEls may also
employ a system whereby one —third of the members of the 1CC may change every year.

The Member appointed form amongst the non-governmental organizations or associations shall be
paid such fees or allowances for holding the proceedings of the fnternal Committee. by the Executive
Authority as may be prescribed.

Where the Presiding OfTicer or any member of the Internal Commitiee:

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

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

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

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

such Presiding Officer or Member, as the case may be, shall be removed rom the Committee and the

vacancy so ereated or any casual vacancy shall be filled by fresh nomination in accordance with the
provisions ol this seetion,”

Responsibilities of Internal Complaints Committee (10C) « The Tnternal Complaints Committee

provide assistance il an employee or a student ¢hooses (o file a complaint with the police:
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provide mechanisms of dispute redressal and dialogue to anticipate and address issues through Jusl
and fair conciliation without undermining complainant’s rights. and minimize the need for purely
punitive approaches that lead to further resentment, alienation or violence;

proteet the safety of the complainamt by not divulging the person's identity. and provide (he
mandatory reliel” by way of sanctioned leave or reluxation of atiendance requirement or transfer 1o
another department or supervisor as required during the pendency of the complaint, or also provide
for the transfer of the offender;

(d) easure that victims or witnesses are not victimised or discriminated against while dealing wii

complaints ol sexual harassment; and

(e) ensure prohibition ol retaliation or adverse action against a covered individual because the employee
or the student is engaged in protected activity,

6. The process for making complaint and conducting Inquiry ~ The 1CC shall comply with the
procedure prescribed in these Regulations and the Act, for making a complaint und imquiring into the
complaint in a time bound manner. The HEI shall provide all necessary facilities 10 the 1CC to conduet (he
inquiry expeditiously and with required privacy

7. Process of making complaint of sexual harassment - An agerieved person is required 10 submit g

written complaint to the ICC within tuee months from the date of the incident and in case of a series of

incidents within a period of three months from the date of the last incident.

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

Provided further that the 1CC may, for the reasons 1o be accorded in the writing, extend the time limit not
exceeding three months, if it is satisfied that the circumstances were such which prevented the person from
(iling a complaint within the said period,”

Friends, relatives. Colleagues, Co-students, Psychologist, or any other associate of the victim may file the
complaint in situations where the aggricved person is unable to make complaint on account of physical or
mental i capacity or death,

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

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

(3) The inquiry has 10 be completed within a period of ninety days from the recei pt ol the complaim, The
inquiry report, with recommendations, if any, has to be submitted within ten days from the completion of the
inquiry to the Exceutive Authority of the TIEL Copy of the findings or recommendations shall also be served
on both parties to the complaint,

(4) The Executive Authority of the HEI shall act on the recommendations of the commitiee within o
period of thirty days from the receipt of the inquiry report, unless an appeal against the tindings is filed within
that time by either party.

(5) An appeil against the lindings or freccommendations of the ICC may be filed by either party belore the
Executive Authority of the HEI within a period of thirty days from the date of the recommendations.

(6) II'the Exceutive Authority of the HEI decides not 10 act as per the recommendations of 1he 1CC, then
it shall record written reasons for the sume 1o be conveyed 10 1CC and both the parties (o the proceedings, I
on the other hand it is decided 1o aet as per the recommendations of (he 1CC, then a show cause notice,
answerable within ten days, shall be served on the party against whom action is decided 1o be taken. The
Executive Authority of the HEI shall proceed only after considering the reply or hearing the aggrieved person,

)] The aggrieved party may seck conciliation in order 10 settle the matter. No monetary settlement
should be made as a basis of conciliation. The HEIL shall fucilitate a concilintion process through 1CC, as the
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L The identities of the aggricved party or victim or the witness or the offender shall not be made public
or kept in the public domain especially during the process of the inquiry.

9. Interim redressal-The HEI may,

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

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

(¢) restrain the respondent from reporting on or evaluating the work or perlormance or lests or examinations
of the complainant;

(d) ensure that offenders are warned 1o keep a distance from the aggrieved, and wherever necessary. 16 there
is a definite threat, vestrain their entry into the campus,;

(€) take strict measures (o provide a conducive environment of salety and protection (o the complainan
against retahiation and victimisation as a consequence of making a complaint of sexual harassment,

10, Punishment and compensation- (1) Anyone found guilty of sexual harussment shall be punished
accordance with the service rules of the HEL il the offender is an employee,

(2) Where the respondent is a student, depending upon the severity ol the olfence, the HED may.-

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

{b) suspend or restriet entry into the campus lor a specilic period:

(c) expel and strike off name from the rolls of the institution. meluding denial of readmission. il the
ollence so warrants;

(d) award reformative punishments like mandatory counselling and, or, performance ol community
Services.

(3) The aggrieved person is entitled 1o the payment of compensation. The HEL shall issue direction lor
payment of the compensation recommended by the ICC and aceepted by the Exceutive Authority, which
shall be recovered from the offender, The compensation payable shall be determined on the basis of-

(a)  mental trauma, pain, sulfering and distress caused to the aggrieved person;
(b) the loss ol carcer opportunity due to the incident of sexual harassment:
(¢)  the medical expenses incurred hy the victim for physical, psychiatric treatiment:

(d) the income and status ol the alleged perpetrator and vietim: and
(e) the feasibility of such payment in lump sum or in instalments,

11 Action against frivolous complaint.—To ensure that the provisions for the protection of employees
and students from sexual harassment do not get misused, provisions against [alse or malicious complaints
have 1o be made and publicised within all HEIs. I the ICC concludes that the allegations made were lalse,
malicious or the complaint was made knowing it to be untrue, or forged or misleading information has been
provided during the inquiry, the complainant shall be liable to he punished as per the provisions ol sub-
regulations (1) of regubations 10, i the complainant happens 10 be an employee and as per sub-regulation (2)

83



THE GAZETTE OF INDIA : EXTRAORDINARY [PART HI—Spicc 4

regulation. if" the complainant happens to be a student. However. the mere inability 10 substantiage 4
aint or provide adequate prool will not attract attention against the complainant. Malicious intent on (he
of the complainunt shall not be established without an inquiry. in accordance with the procedure

prescribed, conducted belore any action is recommended.

12.

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

fully contravenes or repeatedly fails to comply with the obligations and dutics laid out lor the prevention.
prohibition and redressal of sexual harassment of employees and students. take one or more of the lollowing
actions after providing due notice; -

(a)

(h)

(c)
(d)

(¢)

(N

(g2)

(h)

(i)

withdrawal of declaration of fitness 10 receive grants under section 12B of the Unmiversity: Giranis
Commission Act, 1956,

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

withholding any grant allocated to the institution;

declaring (he institwion incligible for consideration for any assistance under any of the general or
special assistance programmes of the Commission;

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

recommending the affiliating university lor withdrawal of affiliation, in case of u college;

recommending the Central Government for withdrawal of declaration as an institution deemed 10 he
university, in case of an institution deemed 1o be university;

recommending the appropriate State Government for withdrawal of status as university in case of
university established or incorporited under a State Act,

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

No action shall be taken by the Commission under these regulations unless the Institution has been
given an opportunity Lo explain its position and an opportunity of being heard has been provided (o it.

[Advi-1TT7/47/Exy. /53|

JASPAL S. SANDHU, Secy. UGC
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FOREWORU

| am pleased to share with you this Handbook on Sexual Harassment
ofWamnatWalmboa(Ptm Pmmmmnmzon

harassment involves i of what is sexual
harassment and change of attitudes in all - be it employer, employees,
colleagues, friends, or the policy makers.

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

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

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

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

EY PN

NCIPAL

Late Ramesh Warpudkar (ACS)
“nllege, Sonpeth Dist. Parbhani



=5
sfen va ora Rem w=ram
WA TBR
=% fRef-110001

MINISTER
MINISTRY OF WOMEN & CHILD DEVELOPMENT
GOVERNMENT OF INDIA
NEW DELHI-110001

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

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

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

(Smt. Maneka

Off. : "A’ Wing, Shastri Bhavan, Dr. Rajendra Prasad Road, New Delhi-110 001, Tel. : 2307405254, Fax : 23387384
Resl. : 14 Ashoka Road, New Delhi-110001, Tel. : 23357088, Fax : 23354321
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Introduction

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

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

must be secured for all its citizens; equality of every person under the law is guaranteed by

Q senshrinedinthe Preamble to the Constitution of India, “equality of status and opportunity”
ticle 14 of the Constitution.

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

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

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

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

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

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

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

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

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

1.1 THE MANDATE

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

1.2 THE GENESIS

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

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

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

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

Late Chief Justice J.S. Verma, Supreme Court of India, Vishaka v. State of Rajasthan
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It is the hope of the Ministry that this Handbook will be of considerable value for
employers, employees and complaint committees alike. as it provides guidance with regard to
the steps to be taken and the processes to be followed, in line with the requirements of the
law. It will prove useful to all women workers particularly and be a step forward in
promoting their independence as well as the right to work with dignity as equal partners in an

environment that is free from violence.
Méfﬁ.‘.‘d.:.,
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PREFACE

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

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

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

The Handbook is structured into six sections. The first section is an introduction and
detail regarding the genesis of the Act, the second sets the context by defining the workplace
and sexual harassment and impact of such behaviour, the third focuses on the key individuals
and institutions involved in prohibition and prevention processes and their responsibilities,
section four discusses the redressal mechanism followed by monitoring requirement in
section five and important international frameworks and best practices on sexual harassment
at the workplace in the concluding section.
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In a landmark judgment, Vishaka vs. State of Rajasthan (1997)¢, the Supreme Court of India created
legally binding guidelines basing it on the right to equality and dignity accorded under the Indian
Constitution as well as by the UN Convention on the Elimination of All Forms of Discrimination
against Women (CEDAW).

It induded:

+ A definition of sexual harassment

+ Shifting accountability from individuals to institutions
+ Prioritizing prevention

+ Provision of an innovative redress mechanism

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

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

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

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

1.3 THE ACT

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

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

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

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

1.4 PURPOSE OF THIS HANDBOOK

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

1.5 WHO IS THIS HANDBOOK FOR

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

1.6 STRUCTURE OF THE HANDBOOK

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

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

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

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

Section 5 describes the monitoring requirements as per the Act.

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

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

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

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

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

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

2.1 WHO IS AN AGGRIEVED WOMAN?

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

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

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

( Aggrieved Women |

e | g

Regu
Domestic | | Termporary/ | remuneration/ | | qocuvtie || Probationer/Trainee/
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2.2 WHAT IS A WORKPLACE?

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

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

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

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

Hospitals/Nursing Homes;
- Sports Institutes/Facilities;

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

A dwelling place or house.
The Act defines the Unorganised Sector as:

* Any enterprise owned by an individual or self-employed workers engaged in the production or
sale of goods or providing services of any kind;

* Any enterprise which employs less than 10 workers.

All women working or visiting workplaces, for example:
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2.3 WHAT IS SEXUAL HARASSMENT AT THE WORKPLACE?

“Sexual Harassment” includes anyone or more of the following unwelcome acts or behaviour
(whether directly or by implication), namely:
1. Physical contact or advances;

A demand or request for sexual favours;

Making sexually coloured remarks;

2
3
4. Showing pornography;
5

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

2.4 KEY ELEMENTS OF WORKPLACE SEXUAL HARASSMENT

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

The following table highlights the subjective RECOGNITION

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

To enable prevention of sexual harassment at UNWELCOME

the workplace, it is critical to recognize and  SEXUAL in nature
differentiate between welcome and unwelcome 5 suBJECTIVE experience
sexual behaviour. Listed are some examples of
how “unwelcome” and “welcome" behaviour is
experienced. Often occurs in a matrix of POWER

IMPACT not intent is what matters
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UNWELCOME WELCOME

Feels bad Feels good
One-sided Rediprocal

Feels powerless In-control
Power-based Equality

Unwanted Wanted

lilegal Legal

Invading Open

Demeaning Apprediative
Causes anger/sadness Happy

Causes negative self-esteem Positive self-esteem

Impact of inappropriate behaviour

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

» Decreased work performance

* [ncreased absenteeism, loss of pay

* Depression

* Anxiety, panic attacks

* Traumatic stress

* | oss of promotional opportunities « Sleeplessness

« Retaliation from the respondent, or * Shame, guilt, self-blame

colleagues] friends of the respondent * Difficulty in concentrating

: X . * Headaches
» Subjected to gossip and scrutiny at work

 Fatigue, loss of motivation

* Being objectified * Personal Difficulties with time

* Becoming publicly sexualized e Eating disorders (weight loss or gain)

e Feeling betrayed and/or violated
* Defamation y .
e Feeling angry or violent towards the respondent

* Being ostracized * Feeling powerless

« Having to relocate » | oss of confidence and self esteem

* Over all loss of trust in people

* Job and career consequences e

» Weakened support network * Withdrawal and isolation

SEXUAL HARASSMENT IS A SUBJECTIVE EXPERIENCE

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

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

1
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2.5 EXAMPLES OF BEHAVIOURS AND
SCENARIOS THAT CONSTITUE SEXUAL
HARASSMENT

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

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

1. Making sexually suggestive remarks or innuendos.

Serious or repeated offensive remarks, suchas teasing related toaperson’sbody orappearance.
Offensive comments or jokes.

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

Displaying sexist or other offensive pictures, posters, mms, sms, whatsapp, or e-mails.

Intimidation, threats, blackmail around sexual favours.

Yoy oW

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

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

g. Unwelcome sexual advances which may or may not be accompanied by promises or threats,
explicit or implicit.
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10. Physical contact such as touching or pinching.
11. Caressing, kissing or fondling someone against her will (could be considered assault).

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

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

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

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

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

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

1. (riticizing, insulting, blaming, reprimanding or condemning an employee in public.

2. Exdusion from group activities or assignments without a valid reason.

3. Statements damaging a person’s reputation or career.

4. Removing areas of responsibility, unjustifiably.

5. Inappropriately giving too little or too much work.

6. Constantly overruling authority without just cause.

7. Unjustifiably monitoring everything thatis done.

8. Blaming an individual constantly for errors without just cause.

9. Repeatedly singling out an employee by assigning her with demeaning and belittling jobs that

are not part of her regular duties.
10. Insults or humiliations, repeated attempts to exclude or isolate a person.

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

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

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

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

1. Following-up on work absences.

2. Regquiring performance to job standards.

13

106



?? Handbook on Sexual Harassment of Women at Workplace

e

3. The normal exercise of management rights.
4. Work-related stress e.g. meeting deadlines or quality standards.
5. (Conditions of works.

6. Constructive feedback about the work mistake and not the person.

2.6 FORMS OF WORKPLACE SEXUAL HARASSMENT

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

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

* Hostile Work Environment
- (reating a hostile, intimidating or an offensive work environment

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

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

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

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

SCENARIO EXAMPLE 1

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

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

What is Workplace ‘this for that’ Sexual Harassment?

In the above example, Ravi’s threat to Kamini that if she does not agree to his ‘request’ for a sexual
favour, he will in return smear her character at the workplace as a person who wants to use sexual

14
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favours to her advantage constitutes quid pro quo form of sexual harassment. Ravi’s behaviour is
unwelcome, sexual, and has a negative impact on Kamini.

SCENARIO EXAMPLE 2

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

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

What is Workplace Sexual Harassment?

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

SCENARIO EXAMPLE 3

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

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

What is Workplace Sexual Harassment?

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

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

SCENARIO EXAMPLE 1

Jayanthi works in a garment factory in Bangalore.
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108



?% Handbook on Sexual Harassment of Women at Workplace

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

What is a Hostile Workplace Environment Sexual
Harassment?

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

SCENARIO EXAMPLE 2

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

What is a Hostile Workplace Environment Sexual Harassment?

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

SCENARIO EXAMPLE 3

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

What is a Hostile Workplace Environment Sexual Harassment?

In the above example, Sumedha’s refusal to the sexual advances of her Senior Officer, leads to
her being subjected to rumours, gossip, character assassination, unwelcome sexual advances by
other officers, and arbitrary disciplinary action. This constitutes Hostile Work Environment form of
workplace Sexual Harassment.

16

109



Handbook on Sexual Harassment of Women at Workplace ‘VV

SCENARIO EXAMPLE 4
Asha is a researcher at a media agency led by Dr. Purshottam, a well-known journalist.

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

What is a Hostile Workplace Environment Sexual Harassment?

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

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

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

Late Justice J.S. Verma

sexual harassment in compliance with the Act. It also highlights the role of workplaces in

This section describes those who are both responsible and accountable to prevent workplace
prohibiting workplace sexual harassment through an effectively communicated policy.

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

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

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

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

Employer
" J
| _ y |
Workplace of
Government / Local Private Workplace Dwelling House
Bodies L J
Person responsible Person who employs/
tieadi D ey for management/ benefits from the
specified supervision/control employement
18
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3.1.2 WHO IS AN APPROPROATE GOVERNMENT?

As per the Act, Appropriate Government means:

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

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

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

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

3.3 RESPONSIBILITIES OF THE AFOREMENTIONED AUTHORITIES

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

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

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

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

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

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

1) Internal Complaints Committee (1CC)

Every employer is obliged to constitute an ICC through a written order. The ICC will be composed
of the following members:
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sexual harassment in compliance with the Act. It also highlights the role of workplaces in

This section describes those who are both responsible and accountable to prevent workplace
prohibiting workplace sexual harassment through an effectively communicated policy.

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

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

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

3. A person or a household who employs or benefits from the employment of domestic worker
or women employees.
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SCENARIO EXAMPLE 4
Asha is a researcher at a media agency led by Dr. Purshottam, a well-known journalist.

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

What is a Hostile Workplace Environment Sexual Harassment?

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

This section has listed and illustrated some of the behaviours that constitute the five parameters
of workplace sexual harassment, viz., sexual, subjective, unwelcome, impact and power. This
becomes the basis of the key elements of the Act, Prevention, Prohibition and Redress.
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No Member Eligibility
1. Chairperson Women working at senior level as employee; if not available then
nominated from other office/units/ department/ workplace of the
same employer
2. 2 Members From amongst employees committed to the cause of women/
(minimum) having legal knowledge/experience in social work
3. Member From amongst NGO/associations committed to the cause of women

or a person familiar with the issue of Sexual Harassment

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

ICC/LCC ARE MANDATORY

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

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

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

3. Prevented a series of litigation that followed.

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

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

2) Local Complaints Committee (LCC)

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

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

3. From domestic workers.
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No Member Eligibility

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

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

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

committed to the cause of women or familiar with the issues

relating to sexual harassment, provided that:

. At least one must be a woman

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

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

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

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

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

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

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

Criteria for the External Member

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

* At least 5 years of experience as a sodal worker, working towards women’s empowerment
and in particular, addressing workplace sexual harassment;

i . e civi imi :
* Familiarity with labour, service, civil or criminal law.

21

116



?’ Handbook on Sexual Harassment of Women at Workplace

—

3.2.2 Sexual Harassment at Workplace Policy

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

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

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

2. Carry out awareness and orientation for all employees.

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

4. Ensure capacity and skill building of Complaints Committees.

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

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

and recommendations.

4.1t WHO CAN COMPLAIN AND WHERE?

NOILO3S

his section is about Redress. It provides helpful information on who can complain, to whom,
and what a complaintshould contain. It also gives information and lays out the stepsinvolved
when a complaint has reached the Complaints Committee, in terms of the process, findings

(COMPLAINTS COMMITTEE)
In case of mental incapacity:
In case of physical incapacity: - Complainant’s relative
- Complainant’s relative - Complainant’s friend
-  Complainant’s friend - Special educator
-  Coworker Qualified psychiatrist/psychologist
- Officer of NCW or SCW Guardian/authority under
- Any person who has whose care the complainant
knowledge of the incident is receiving treatmentjcare

with the written consent
of the complainant

Any person with knowledge
of the incident, jointly with
any person mentioned above

In case of Complainant’s
death:

Any person with knowledge of
the incident with the written
consent of her legal heir

In case is unable to
file the complaint for any other
reason:

By any person who has knowledge
of the incident with her written
consent

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

4.2 WHAT SHOULD THE COMPLAINT CONTAIN?

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

Date (s)

= =)
Incident (s) e

4.3 WHAT CAN AN EMPLOYEE/WORKER EXPECT?

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

4.3 A. RIGHTS OF THE COMPLAINANT

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

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

* [ncase of fear of intimidation from the respondent, her statement can be recorded in absence
of the respondent

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

4.3 B. RIGHTS OF THE RESPONDENT

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

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

* Keeping his identity confidential throughout the process

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

4.4 KEY RESPONSIBILITIES

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

1. Bethoroughly prepared

Know the Act, Policy and/or relevant Service Rules
Gather and record all relevant information
Determine the main issues in the complaint
Prepare relevant interview questions

Conduct necessary interviews

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

P Y AN

Analyse information gathered
g. Prepare the report with findings/recommendations
4.5 KNOWLEDGE, SKILLS, TRAINING

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

FAIR AND INFORMED INQUIRY

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

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

4.6 DO’S AND DON'TS FOR COMPLAINTS COMMITEE
DO'sS
1. Create an enabling meeting environment.

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

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

DON'TS

1. Getaggressive.

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

Interrupt.

4. Discuss the complaint in the presence of the
complainant or the respondent.
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4.7 NON-NEGOTIABLES DURING THE INQUIRY PROCESS

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

4.8 THE SEXUAL HARASSMENT COMPLAINT PROCESS

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

Stage One : Receipt of the i Stage Three : Interviews
C:ngplaint i:ge:u‘ll.lwo i S:f 8 : Prepare an interview plan
Step 1: Receive and acknowledge 9 y 9 for the hearing: Complainant,
receipt of the complaint SEepfis breporethe e Witnesses and Respondent.
P Step 7 : Consideration 3
Step 2 : Meet and talk to the Step 9 : Assess the completeness
complainant to explore options for of the information collected.
formal and informal resolution ¢
Step 3 : Informal mechanism e - :
Step 4 : Formal mechanism ge Four : Reasoning
Step 5: Respondent and response :‘::;p 10 an Ana;);stvie.‘an:;j a:sess t?:e
rmation ered during
inquiry.
Stage Six: Report Stage Five : Finding Step I? : Create a timeline to help
Step 15 : Writing the and Recommendation establish the sequence of events
Report 6 Step 13 : Finding é related to the complaints.
Step 14: Step 12 : Compare similarities and
Recommendations differences within each of the
statements made by interviewees.

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

Step 1: Receive and Acknowledge Receipt of the Complaint

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

Training and Skill Building : An Institutional Responsibility

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

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

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

The complainant will be notified in writing to acknowledge receipt.

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

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

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

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

Step 3: Informal Mechanism

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

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

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

Step 4: Formal Mechanism

1. If the complainant opts for formal redress, or the nature of the complaint is serious which calls
for formal redress, then the Complaints Committee responds to the complaint.
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Upon receipt, the complaint should be reviewed for:
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Act, such as, Service Rules, Workplace Policy, Vishaka Guidelines and related laws.

2. Clarity in the complaint.
3. Additional information needed from the complainant.
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Elements of the Behaviour
The complaint needs to satisfy the following elements:
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offensive conduct which may the complainant; experienced workplace or at any
come within workplace harm. locationfany event
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Step 2: Meet and Talk to the Complainant to Explore Options for Formal and Informal Resolution

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

Step 3: Informal Mechanism

If the complainant chooses to adopt the informal process to resolve her complaint/experience
of workplace sexual harassment, then it is the responsibility of the person designated to receive
and manage the Complaints Committee to explore enabling ways to address the complaint. This
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unwelcome behaviour or appointing a neutral person to act as a conciliator between the parties
to resolve the complaint through conciliation.
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employer/District Officer for further action based on the resolution. Employers/District Officers
are responsible for taking steps to ensure that the complainant is not subject to any backlash.

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

Step 4: Formal Mechanism

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

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

Step 5: Respondent and Response

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

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

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

STAGE TWO: PLANNING CAREFULLY

Step 6: Prepare the File

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

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

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

3. Make a List

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

Relevant Witnesses

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

4. Supporting Documents

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

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

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

c¢. Timeline

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

Step 7: Consideration
1. Interim Measures

While a complaintis pending inquiry, a complainant can make a written request for her transfer or
the transfer of the respondent, or for leave (upto 3 months). She can also request the Complaints
Committee to restrain the respondent from reporting on her work performance or writing her
confidential report or supervising her academic activities (in case she is in educational institution).
Even in the absence of such arequest, the Complaints Committee must take corrective action. It is
essential to take these actions in order to prevent potential ongoing sexual harassment.
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Maintain dear, timely communication with the parties throughout the process. Provide
complainants with any specific assistance they may require, such as counselling, addressing health-
related concerns or sanctioning of leave.

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

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

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

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

1. Introduction

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

3. Choose an Appropriate
Location
To create trust, comfort and
openness

6. Manage the Interview

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

Interviewing Tips

2. Questioning

Determine beforehand the following:

= Date, time, place and order of interviews
= Questions and their order

« Time for each interview

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

» Questions ought to be clear and focused.

» Obtain as much information as possible through the
interview.

« Do not share information gathered from other sources.

4. Explain the Interview 5. Records of the Interview
Process Take notes and explain
Explain how the interview will the need for a proper
be conducted and what is record
expected

7- Sign Statements

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

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

STAGE FOUR: REASONING

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

¢ l|dentify the substance of each aspect of the complaint.

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

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

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

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

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

STAGE FIVE: FINDING AND RECOMMENDATION
Step 13: Finding

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

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

Step 14: Recommendations

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

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

2. Where the Complaints Committee upholds the Complaint, it may recommend such action
as stated within the relevant Policy or Service Rules, which may include a warming to
terminate.
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In case service rules do not exist, recommended action may include:
Disciplinary action, including a written apology, reprimand, warning, censure;
Withholding promotion/ pay raise/ increment;

Termination;

Counselling;
e Community service.

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

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

* |loss of career opportunity;

* [ncome and financial status of the respondent.

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

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

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

e Adescription of the different aspects of the complaint;
¢ A description of the process followed;

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

e An analysis of the information obtained;
¢ Findings as stated above;

¢ Recommendations.

An inquiry must be completed within 9o days and a final report submitted to the Employer or
District Officer (as the case may be) within ten days thereafter. Such report will also be made
available to the concerned parties. The Employer or District Officer is obliged to act on the
recommendations within 60 days. Any person not satisfied with the findings or recommendations
of the Complaints Committee or non-implementation of the recommendations, may appeal in an
appropriate court or tribunal, as prescribed under the Service Rules or where no such service rules
exist, in such manner as may be prescribed.
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Given that most workspaces today are gender unequal and male-dominated, it is important that
complaints by women be treated fairly and not dismissed. The mere inability to substantiate a
complaint or provide adequate proof will not attract legal action against the complainant.
However, making a false or malicious complaint or producing a forged or misleading documentis an
offence.

4.9 AT A GLANCE

1) Complaints Committee’s Checklist

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

¢ Meet with the complainant

¢ Meet with the respondent

e Meet with the witnesses

¢ Record statements and have them dated and signed

¢ Review and adapt the plan, as needed

e Proceed with further interviews, as needed

e Analyze all the facts to develop reasoning

¢ Arrive at the findings

¢ Give recommendations

¢ Prepare the report

¢ Submit the file to the organization or District Officer for implementation of the
recommendations and for safe keeping.
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INCIDENCE OF WORKPLACE SEXUAL
HARASSMENT TO BE REPORTED WITHIN 3

o 4w s

5 MONTHS
The respondent
fulfils his Y
obligations as INFORMAL FORMAL
agreed upon: the
case is closed
7 Y |
iICC NODAL OFFICER
CONCILIATION
The respondent / ¥ Y
fails to fulfil his
obligations as One copy of the complaint to LcC
agreed upon: an be submitted to the
inquiry will respondent, to which the
commence respondent needs to reply
within 10 days
COMPLAINT NOT Inquiry report to be
UPHELD: completed within 90
INCONCLUSIVE days by the ICC/LCC
Recommend to
employer/DO that no
action is required to
be taken
If not satisfied by the /
recommendations or Report of the findings
non-implementation to be submitted to
of such the employer or
recommendations, COMPLAINT UPHELD: / district officer (DO)
the complainant and Recommendations to and concerned parties
the respondent can be implemented by within 10 days of
appeal toa the employer/DO completion of the
tribunal/court within within 60 days on inquiry
90 days receipt of the report
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2) Timelines as per the Act

 submission of Complaint Within 3 months of the last incident
Notice to the Respondent Within 7 days of receiving copy of the complaint
Completion of Inquiry Within go days
‘Submission of Report by ICC/LCC to Within 10 days of completion of
employer/DO the inquiry
Implementation of Recommendations Within 60 days
Appeal Within 9o days of the recommendations

3) Confidentiality

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

The Act prohibits the disclosure of:

e Contents of the complaint;

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

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

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

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

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

“Vishaka was a victory for all women”
Bhanwari Devi

Monitoring is a way to ensure compliance of the Act on the ground. As an additional means
of monitoring, the Act mandates the submission of Annual Reports with specific information
as well as specific consequences where compliance is lacking.

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

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

i. Inrelation to a workplace which is established, owned, controlled or wholly or substantially
financed by funds provided directly or indirectly-

a. Bythe Central Government or the Union Territory administration, the Central Government;
b. By the State Government, the State Government;

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

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

5.1 Inspection

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

5.2 Annual Report

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

a. No. of complaints received;

b. No. of complaints disposed of;

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

d. No. of workshopsfawareness programmes carried out;

e. Nature of action taken by the employer/DO;

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

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

* Failure to constitute Internal Complaints Committee

¢ Failure to act upon recommendations of the Complaints Committee; or

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

* (ontravening or attempting to contravene or abetting contravention of the Act or Rules.

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

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

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

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

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

practice. The key benchmarks are listed below:

1.

g

B

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

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

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

» Theright to equal protection under the law.

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

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

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

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

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

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

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

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

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

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

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

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

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

' General Recommendation 12 of 1989, Committee on the Elimination of All Forms of Discrimination against Womern.
' General Recommendation 19 of 1992, Convention on the Elimination of All Forms of Discrimination against Women (CEDAW).
“1bid.
* Article 3, Declaration on the Elimination of Viclence against Women, 1993,
* The Beijing Platform of Action drawn at the United Nations' Women''s Conference in Beiling in 1995,
“United Nations UN Division for the Advancement of Women Handbook for chlslaﬂon on Violence Against Women (UN Handbook)

" Ar!xle 5 lLO D«ent Work !at Domesti Wovkcrs Conventlon. 201 (No q&g)
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Towards & new dawn

Government of India
Ministry of Women and Child Development
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5. UGC & University Circulars

Al B il & 4 - - -
u3®,
K Refared @ fremdts R
- fRiE w0 :‘ﬂ:ﬂ' i Qe SBTRERONE : FHIIT OFF - 23222595
E;‘lu Singh 2 * - \ FT FAX : 23232569
! s ,03_1 5 TR sgew s
b B uum feoguen e 96 A ef, 7 -0 002
R Secretary UNIVERSITY GRANTS COMMISSION
Bahadur Shah Zafar Marg, New Delhi-110 002 ‘
E-mail : manjusingh@ugc.ac. |
No.F 1-11/2008 (Anti-Ragging) -
To,
, The Registrar

Swami Ramanand Teerth Marathawada University,
Nanded-431 606,

(Maharashtra)

Subject: Regarding uploading the Documentary on Anti Ragging which is placed on the
UGC website,

Sir,

s

I am directed to request you kindly download the Documentary on Anti Ragging
which is placed on UGC website and wide publicity may be given within senior and
Jjunior students before the starting of Academic session 2011-2012.

9‘“:5. ale & Yours faithfully,
)z,p«ra - NLAW-&)\

(Manju Singh)
-___ \ p - —— ————  —— ——
M(M %’ '\\ G (saved)3e3ee, 3202wt
Fax - (02462) QT (ewi) 22emy 5
SWAMI RAMANAND TEERTH waril s diel \
MARATHWADA UNIVERSITY, \ 5 wars: Radia
“Dnyanteerth”, Vishnupuri, R, "Wm"ﬁ"’ﬂﬁ’
NANDED - 431 606 (M.S.) o :

RS - ¥39 £0E (H..)

Ref: Acad/2011-12/ 393 July 15,2011

To '8

The Principal, ﬁ

All affiliated colleges,

this university, PRINCIPAL (ACS)
Late Ramesh Warpudka®

Sir/ Madam,

Coliege, SOnP
Please find Public Notice No.F.1-127/2011 (Anti Ragging) downloaded from
UGC website is enclosed herewith for your information and necessary action.

et~

Director
A.‘

(Board of College & University Development)

— E—a— Y
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o
UNIVERSITY GRANTS COMMISSION (3
Bahadurshah Zafar Marg

New Delhi-110002

No. F. 1-127/2011 (Anti Ragging)

PUBLIC NOTICE

CURBING THE MENACE OF RAGGING IN HIGHER EDUCATIONAL
INSTITUTIONS
It is brought to the notice of the Institutions, students and other various
stakeholders that ragging is a criminal offence and UGC has framed regulations, on
curbing the menace of ragging in higher educational institution, in order to prohibit,
prevent and eliminate the scourge of ragging. The regulations have been nctified vide

No. F. 1-16/2009 (CPP-II) dated 21.10.2009 and are available on UGC website
WWW.uge.ac.in.

The above mentioned regulations are mandatory and shall apply to all
Universities established or incorporated by or under a Central Act, a Provincial Act or a
State/Union Territory Act and all Institutions recognized by or affiliated to such
Universities and all Institutions deemed to be Universities under Section (3) of the UGC
Act, 1956 with effect from 4" July, 2009 i.e. the date of its Publication in the official
Gazette. All institutions are required to take necessary steps for its implementation
in toto including the monitoring mechanism as per provisions provided in the above
regulation and ensure its strict compliance. The following preventive measures for
Anti-Ragging should also be strictly followed:-

1) The Institutions may erect suitable hoardings/bill boards/banners in prominent
places within the campus to exhort the students to prevent or not to indulge in
ragging and also indicating therein the names of the officials and their telephone
numbers to be contacted in case of ragging.

2} All Educational Institutions should form an Anti-Ragging-Committee and squads
and dedicated cadre of wardens and professional counselors to ensure that the
directions of Hon'ble Supreme Court of India and Justice Raghavan Committee

recommendations are followed without exception,
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6. Different committees for redressal of student grievances in the
institute

COMMITTEES
The college has the following Activity Groups - .
Associations and Forums for the students supports am'j) progrc";;':;““‘“s'

The Chairman of all College Committees: Princi

pal Dr. V.D. Satpute
| Name of Co-ordinator
ST | Committee Member
Prin. R.T. Bedre, Dr. M.D.
s G Kachave, Dr. M.K. Misal, Dr,
a
i Kl;:;nrence Celly Dr. M.B. Pail B.M. Kale, Dr S.D. Sonsale,

Dr. S.A. Tengse, Mr. V.K.
Jaybhaye, Mr. V.D. Ragole,
Mr. R.M. Chonde.

5 | NSS Programme Dr. M.D. Kachave | D S-A. Tengse (Asst Prog.

Off.).Dr. M.G. Somwanshi.
Dr. S.D.
Officer r Ambhure (Asst.Prog, Off ).
Examination Cell Dr. V.D. Satpute | Rotation System
Cultural & Dr. B.V. Andhale, Dr. M.G.
4 Students Welfare Mr. $.B. Kadam Somwanshi,
4 Dr. S.D. Ambhure, Dr. A.D.
Grievance Dr. > :
3 Redressal Cell S.V.Rankhamb Chavan, Dr. V.B. Kulkami Mr.
R.M. Chonde.
6 Anti-Ragging Dr. Wakankar Mr. A K. Fajge, Dr. S.A.
Committee G.B. Tengse.

7 Cell of Study Tour | Dr. A.D. Chavan Dr. M.K. Misal, Mr. P.T.

Jondhale, Mr. V.D. Ragole.
Care d Dr. B.R.Shinde, Dr.
8 S Dr. KM. Golekar | S.V.Rankhamb. Dr. AP,
Counseling Cell B
arve.,
Admission .
9 tion Syste
Committes Dr. V.D. Satpute | Rotation System
1o | Committee for Dr .S.D. Sonsale | Dr. M.D. Kachave.
Annual Magazine o
Committee for Dr. B.R.Shinde, Dr. S.A.
2t Prospectus Mr. S.M. Devraye | . jachkar, Shri. Kale R.R.
A, . Dr. M.D. Kachave, Mr. A.K.
12 umini & Parent B.M. Kale Fajge. Mr. P.T. Jondhale, Dr.
Meet Cell 5 $.V_Rankhamb.
13 | Committee for Dr. S.A. Dr. B.l?\.Shmdc. Mr. S.M.
| Time-Table Wadachkar Devraye.
14 | Committee for Mr. V.K. Dr. M.B. Patil

| Annual Calender | Jaybhaye
5 S;;nmn;::tee i Dr. M.G. Dr. A.P. Barve.

Somwanshi
| Empowerment

29
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Academic Committees

(Academic Year 2023-24 onwards....)

Committee/Cell Name of the in charge faculty

Bl - e e ==
= Shei Kadam P, R.. Shri, Kharwade R. i, DR, Kachave M. D)., Dr. Kale B. M.

College Development Council Dr.Tengse S. A, Dr. Jaybhaye V. K., Shri Kale R R. , Shri. nymnd

i Swami., Mr, Maske B, V. M1, Ganesh Patil, Dr. Mulgir V. 5., Dr. Patil M. B.,

1 :
e i Mg Kyt and P, S . . =
. 1" rin, Satpute V. D, Dr, Patil M. B., Dr. Kachave M. D., Dr. Jaybhaye V K.
g [ QO Cell | 1y Nitonde Rohidas , Dr. Ambhure S. D. . Dr. Kale B. M. Dr. Sonsale $. D
(10AC) Dr. Somwanshi M. G., Dr.. Ragole V. D, Shri Kale R.R. o

\
= e T Somwanshi MG
3 'NSS Programme Officer Mr. Fajge A K. Dr. Andhale B. V, 1 S&m_\iansh{ MG. -
4 tioneell . Wadchkar §. A. shri. Kale R R.
5

sl M
| Examination cell Mr. Devraye S. M., Dr. Shinde B. R.. D
Dr Kale B. M., Mr. Kadam S. B.

' Cultural & Student

Development cell |

6 | Grievance Redressal Cell Dr. Kachave M. D, , Dr. Kulkarni V. B., Shri. Talekar T, A. ‘
| M . Anti-Ragging, Cleantiness and | Dr. Wakankar G.B. Mr. Fajge A. K., Dr. Rankhamn §. V.

discipline Committee
8§ | Nodal Officer/AISHE/MIS Dr. Sarkale A. B., Shri Kale R.R.
9 Carcer and Counseling Cell Dr. Wadehkar S .A., Dr. Sonsale 8. D. :

’ i Coordinator with Rotation System (All Teaching Stafl is member of the

10 . Admission Commitiee O

.—ll mﬂﬁiﬂﬁmtus Mr. Devraye . M., Shri Chonde R. M.
Dr. Kachave M. D., Dr Ambhure S .D. Dr. Rankhamb S, V.

Dr. Wadchkar S. A, Dr. Shinde B. R. Mr. Devraye S. M.

" 12 Alumniand Parent Meet Cell

13 | Committee for Time Table

Dr. Misal M. K., Mr Jondhale P. T. Shri. Kale R. R,
Dr. Patil M.B, , Shri, Kale RR
Dr. Tengse . A. Dr. Kulkarni V.B. Somwanshi M. G.
Dr. Sonsale S. D., Dr. Kachave M. D. Dr. Patil M. B.

Dr. Kulkami V. B., Dr. Tengse $. A, Dr. Somwanshi M. G.
Mrs. Nasim Manjoor Sayyad, Shri Kale RR, Shri Talekar,

14 | Scholarship Committee
15 | College Website (Update)
16 Women Empowerment Cell
17 | Research Committee
" Internal Complaints Committee
18 (1CC)

| (Anti-Sexual Harassment Cell)
19 UGC CelNIRF/RUSA ete
20  Student Adoption & Mentoring

- Committee for Extra-Mural

21 - Lectures
22 YCMU Centre Dr. Ashok Jadhav, Shri, Survase Punjab, Shri Sontakke Datta.

23 Committee for Budget Dr, Chavan A D,  Shri Talekar
24 Committee for Publicity Dr, Rankhamb S, V. Mr. Kadam 5. B,

725 | Distance Education Centre Dr. Kachave M. D. Shri. Surwase P, L. Shri. Sontakke D. M.

Mr. Ragole V. D,, Mr, Jaybhaye V. K., Shri, Talekar T. A.
Dr. Golekar K. M., Dr. Misal M. K., Dr Shinde B. R.
Dr. Ambhure S. D., Dr. Jadhay Ashok,

_26 Student Eeselnh (Avis!hr) Dr. 59111\\-mshi M. G., Dr. Ambure S. D. Dr. Chavan A, D. Dr, Tengse S. A.,

2 Equal Opportunity Cell Drl.TV D Satpute & Coordinators of sports, library, NSS, scholarship, IQAC &
office.

28  SRTM University exam Rotation System

N.B: Principal will be the chairman of all committees. First teacher in each committee

will be the coordinator of that committee.
(ﬁm’%
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2(f) & 12 (B): March 2006

Hanuman Shikshan Prasarak Mandal, Sonpeth's
LATE RAMESH WARPUDKAR ARTS, COMMERCE & SCIENCE
COLLEGE, SONPETH. DIST. PARBHANI 431516 (MS)
NAAC Accredited with Grade- B
(Affiliated to: Swami Ramanand Teerth Marathwada University, Nanded)
Ph. (02453) 240 142 Fax, (02453)240 142 Principal: 09423 779 000
Web: www.warpudkarcollege.com Emnil:lrwcsnpl@rediﬂ'muil.comJnhreynvnsanlzolO@cmail.com

Shri. P.R. Kadam Dr. V.D. Satpute
Principal

President
No. LKW /m' lg /@(8) Date: 0‘1[07, 2027—

Est, Sept 1994

Internal Complaints Committee (1co)

As per sexual harassment of women at workplace Act, 2013 (Prevention,

Prohibition & Redressal) and Gazette of India dated 2°¢ May 2016.
For Academic Year 2022-23 onwards......
ﬁ ‘SrNo. Name of the m;uber}—I _De;ign;iioxx_ " Contact details
|
“ 01 | Dr.MrsKulkarniV.B. " Presiding Officer | 8999297316
Associate Prof |
o2 | Dr.Mrs. Tengee S.A. | Member | 8983776077
Asistant Prof
03 | Dr.Mrs SomwanshiM.G. “Member | 9420035779 |
| Associate Prof
‘ 04  Mrs. Nassim Manjoor Sayyad Member 70204481556
\ ' NGO, Representative
05  ShriChondeR.M. “Member | 9730783272
\ Head Clerk
" 4 o5 TShnTalekarT.A. |  Member | 8421108764 |
i Junior Clerk | ‘
| 07 | Miss. Kurude Megha T Member I HTZW_‘
i 7 ; Student Representative } * \
| 08 | MrMahajan Abhisek ' Member 9579329191 "
_

 Student Representative

A
PRINCIPAL
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20 & 1200) March 2006
Hanuman Ghikshan Prasarak Mandal, Sonpeths

| ATE RAMESH WARPUDKAR ACS COLLEGE, SONPETH.

DIST. PARBHANI 431516 (MS)
NAAC Accredited with Grade- B
(Affiliated to: Swam! Ramanand Teerth Marathwada University, Nanded)

Ph. (02453) 240 142 Fax. (02453)240 142 Principal: 09423 779 000
Web: wwe warpudkamollege.com I‘mnil:ln\'mnpl@mliﬂmnil.mm.lnlm-ynvmntzolffmumml.u:m

st Sept 19

Shri. P.R. Kadam Dr. V. D. Satpute
Principal

President
No. Lrwe/Committees/ O 6 Date + 0[{ l 07’ 0 ‘L}

ORDER

To,
1. Dr.Kachave M. D, —- Co-ordinator

2. Dr. Kulkarni V. B. -~ Member
3. Shri. Talekar T. A. - Member

Subject: Your appointment on Grievance Redressal Cell

With reference to the subject cited above, this is to inform you that you have been

appointed as coordinator/member of Grievance Redressal cell of this college. Your

appointment is from the academic year 2023-24 to till further instructions . You are directed

to take complaints from faculty and students and keep in the meeting as per the need of the

hour and act as per the directions given by govt. and university from time to time. The cell

will provide complaint cum suggestion box in college. You are assigned the responsibility of

maintaining the record of complaints received directly or through box. You should preserve

all the necessary record in update form. You are directed to accept the charge of this

G

\ ()
@N/ ' Late Ramesh Wapudiar (CS)

department and act accordingly.
.
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Est. Sept 1994 20) & 12 (B): March 2006
Hanuman Shikshan Prasarak Mandal, Sonpeth’s
LATE RAMESH WARPUDKAR ACS COLLEGE, SONPETH.
DIST. PARBHANI 4315616 (MS)
NAAC Accredited with Grade- B
(Affiliated to: Swami Ramanand Teerth Marathwada University, Nanded)

Ph. (024563) 240 142 Fax. (024563)240 142 Principal: 09423 779 000
Web: www.warpudkarcollege.com EmaiI:lrwcunpl@rediﬂ'mull.eom./nhreyavnuntzoloegmu.eom

Shri. P.R. Kadam Dr. V. D. Satpute
President Principal
No. Lrwc/Committees/2021-22/ 4 0 Date ;15' Sept, 2021
ORDER

¥ =
1. Dr. Shinde B. R. - Co-ordinator
2. Dr. Kulkarni V. B. —Member

3. Shri. Chonde R. M. -- Member

Subject: Your appointment on Grievance Redressal Cell.

With reference to the subject cited above, this is to inform you that you have been
appointed as coordinator/member of Grievance Redressal cell of this college. Your
appointment is for the academic year 2021-22 to 2025-26. You are directed to take
complaints from faculty and students and keep in the meeting as per the need of the hour and
act as per the directions given by govt. and university from time to time. The cell will provide
" complaint cum suggestion box in college. You are assigned the responsibility of maintaining

the record of complaints received directly or through box. You should preserve all the
necessary record in update form. You are directed to accept the charge of this department

and act accordingly.

30
o
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2001 & 12 (B March 2006

Hanuman Shikshan Prasarnk Mandal, Hunpv'tlr e
LATE RAMESH WARPUDKAR ARTS, COMMERCE & S( l'l',.\( E
COLLEGE, SONPETH. DIST. PARBHANI 431516 (MS)

NAAC Aceredited with Grade- B

Teerth Marathwada University, Nanded)
Ha2Aa0 142 Principal: 09423 779 000

| com lnhrt-ynmmntZOlW:mml com

(Afhiliated to: Swami Ramnnand
Ph. (02453) 240 142 Iax, (0241

Web: www warpudkarcollege com Email lrwesnptirediffmm ' igsaga - )
ey Dr. V.D. Satpute
l.’rcsidcnl Principal
o LR We| Commit L 3i~1%]a pate: 1 5H St 20
Office Order

1. Dr. Wakankar G. B. - D
9. Dr. Fajge A. K. Y mn ;
3. Dr. Rankhamb S. V. af’f%f

s ShriKaleR.R DEM2 %

Subject: Your appointment as coordinator/member of Discipline, Anti-Ragging
and cleanliness committee.

With reference to the subject cited above this is to inform you that you have been
appointed as coordinator/member of Discipline, Anti-Ragging and cleanliness
committee for the period of 2021-2026. You are expected to work in the direction

of maintaining the discipline in the college campus. The committee 1s also

entrusted to monitor the adherence to the code of conduct for students, teachers
and other staff members. The committee will be responsible for taking all such
measures which will restrain students from ragging in the campus. The
committee is also expected to implement the schemes regarding the prohibition
of smoking and chewing tobacco in the campus. You are also assigned the work of
supervising the cleanliness of all infrastructure and ground of the college. You

are directed to accept the charge of this committee and cooperate.

AN,
IPAL
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Lst. Sept 1994 2(f) & 12 (B): March 2006
Hanuman Shikshan Prasarnk Mandal, Sonpeth's
LATE RAMESH WARPUDKAR ACS COLLEGE, SONPETH.
DIST. PARBHANI 431516 (MS)
NAAC Aceredited with Grade- B

(Affilated to: Swami Ramanand Teerth Marathwada University, Nanded)
Ph. (02453) 240 142 Fax. (02463)240 142 Principal; 09423 779 000

Web: www.warpudkarcollege.com  Email:lrwcanpté@rediffmail.com /shreyavasant2010@gmail.com
Shri. P.R. Kadam Dr. V. D. Satpute
President Principal
No. Lrwe/Committees/2021-22/ 9 4 Date ;156" Sept, 2021
ﬁ ORDER
To,

1. Dr. Wakankar G. B. — Co-ordinator
2. Mr Fajge A. K. -~ Member

Subject: Your appointment on Anti-Ragging Committee.

With reference to the subject cited above, this is to inform you that you have been
appointed as co-ordinator/member of Anti-Ragging Committee of our college. Your
appointment is for the academic year 2021-22 to 2025-26. You are directed to undertake all
such measures which will restrain students from ragging somebody in the college campus or
outside. You should also work in the direction of preventing sexual harassment in the college

a campus. You are also responsible for taking all such complaints from faculty and students
and keep in the meeting as per the need of the hour and act as per the directions given by
govt. and university from time to time. You should preserve all the necessary records in

update form. You are directed 10 accept the charge of this department and act accordingly,

.

Co bonre

PRINCIPAL

Late Ramesh Warpudiar (ACS)
Collenc, Soageth Dist. Parbhany.
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7. Annual reports & number of grievances redressed
to prove timely redressal of the grievances.

X3

8

oo

4

*,

*

There are 22 grievances found and resolved in last five years.

*,

Number of grievances redressed in last five years.

Year Number of Grievance | Anti- Internal
Grievances | Redressal | Ragging Cell | Complaints
Received Cell Committee

2019-20 | 04 04 00 00

2020-21 | 02 02 00 00

2021-22 | 03 03 00 00

2022-23 | 06 06 00 00

2023-24 | 07 07 00 00

Total 22 22 00 00

Annual reports of Grievance redressal cell

Annual reports of Anti-Ragging cell

Annual reports of Internal complaint committee

Minutes of meetings of Grievance redressal Cell committees indicating timely redressal
of the grievances

A
“PRINCIPAL

Late Ramesh Warpudkar (ACS)

“nllege, Sonpeth Dist. Parbhani

The committee prepares annual reports mentioning the number of grievances redressed.
»  Every grievance is given due attention to achieve timely redressal of the said grievances.
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Annual Reports of the Grievance committee

Est. 1994 2(f) & 12 (B): March 2006
Hanuman Shikshan Prasarak Mandal, Sonpeth’s
LATE RAMESH WARPUDKAR ARTS, COMMERCE & SCIENCE COLLEGE,
SONPETH. DIST. PARBHANI 431516 (MS)
NAAC Accredited Grade ‘B’ with 2.03 CGPA (Validity: 02 March 2020)

(Affiliated to: Swami Ramanand Teerth Marathwada University, Nanded)
Web: www.warpudkarcollege.com Email:lrwesonpeth@gmail.com. Mob. 09423779000

Shri. P.R. Kadam Dr. V.D. Satpute
President Principal

R faroer AT (Grievance Redressal Cell) Annual Report
Academic Year: 2023-24

BTt fRIGTUT JHRe HSol . AL GYSH Hglidedrerd Herds f57.97e0h & Hgrfaerera & o
37T 3R R8T’ oI o FRIRIAT Y oleht FETATT & T A & TR FAaROT FFACH 1 135+
feram aram| R foraroT AfAfa 6 3k Fgrfaearerg & Riethax , RIeT &7F & waary ol o #Alfds tan
TR &7 @ 31k TN Y el foham T | T8l JehR Y FehRT T T TeRT Ter=Arard 3R demiR faror
IR & HeEAT GRT o ST B

et 16 #S 2023 AT 2023 & GAETT H & YR FI dehiR I g‘ésré‘i TR T fAaRoT
T 3R daR faror afffa & gfo aret #r 31 gor Fees e famm|

2) feretieh 17 a7 2023 o feeT a6t o st & el JohR hY TEIR 1o €5 e TR T oot ot
T HHST T fohaT 17|

3) f&aTien 18 31Ted 2023 & Tt ARITACATT & BIAT3T I BTF GaRT FHCH 3 Il 2AGT T TN & H&oT
# TR ST g% Y 3o of5eh 3R eIsfohal T SeTent TUTerary o et & 3o gl & fofard &9 & adr &
ol

4) fesieh 15 fedaT 2023 & e TR T RoT AFATT & 3N diehld Jirar a¥ &1 o A anfder & a1 &
5000 TRY Y 3T ST T T A or AEIEY heR & she, 8Y 318 Y 39 T T [T e & fow
TR 3R GRS & g3 g & [Aueaor R o 311 39 o1 1 399 39 gy & fev arvy

/ AL —
0 i@l‘r’\‘w;
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Est. 1994 2(f) & 12 (B): March 2006
Hanuman Shikshan Prasarak Mandal, Sonpeth’s

LATE RAMESH WARPUDKAR ARTS, COMMERCE & SCIENCE COLLEGE,

SONPETH. DIST. PARBHANI 431516 (MS)
NAAC Accredited Grade ‘B’ with 2.03 CGPA (Validity: 02 March 2020)

(Affiliated to: Swami Ramanand Teerth Marathwada University, Nanded)
Web: www.warpudkarcollege.com Email:lrwecsonpeth@gmail.com. Mob. 09423779000

Shri. P.R. Kadam Dr. V.D. Satpute
President Principal

dpR faaror AfACT (Grievance Redressal Cell)
Academic Year: 2022-23

D IHY RYSH HEAeTTerT AleTus TSTell qTerol & 3reardes, o R SME13MT & TR HaRor e 8

FgIfacaTerd & dohR fearor GfAfa &1 arae fohar 1am g1 38 afafd & aeedl gany Agifaearay & aaft
egTgen aerel f1eTeh 3o¥ HATRT 39el TR Got Y Hehdl ¢ | TUTATTS HaTary o Feft afAfa
3R TFURT T G 0 8] S AT hT FATIAT 1 TS § 1HAT-HAT T FHR ot afafer & voa
T YHE FTATAT Siehed aHcl AT oh HE2TT STaR TN T AR 0T v ST 8|

1)
2)

3)

4)

5)

6)

7)

IshR fAarRoT ATATT & daeh feeieh 14 12022 Y [T [aemmeT & Srsit St Soeh caaer i

IR TR A AT | 38 TR T TRIRI0T TR & S6eh 7 e BISH I 961 oh [T 71 Tgof
T T 3eTHCH of ol 75|

TR TAaROT HTACT T JR3TTEATR 223196 2022 Y YT ATl T oleh BT o 37eT Errer foham
UT|FH TR T FTAAET EATeT ST G HaTT A BIsH & TAIT e T STl & Tl STl ST Y e
Hras|

TR & 3R feeTeh 2037 s 2022 T TAETT A zoology & FLAUST 3.1V H ITeTcl TRET ohl AehIcTehiN
3T IS AT | 37 9T T SATARRT TAAT F aRSE FTARRIAT T IR FHAUTETAAT T AT &F |

21T8TFR 2022 T TAT RO S ALATR o [T rgenter fGam ST Tt demiR 31 315 | 59 a1
T ToTaTSTeT heh JTEIT TUCT 3TGehTel BT5IT o [olT faT I/ |

feeTeh 63TeFIaIk 2022 3 TET 3TaehIRl & HHT A IS & INCYGER i oleht Tl BIsi bl 3K A AT
Wﬁ@ﬁwﬁwgﬁﬁmw fARTEROT f51E ST il I 98 TshR § 3¢ Jollohl 30
BTST ol GHSTR 34 TUe for@aren forar I

featren 27 TR 2022 BT BTEISM & TUTH BT GBI dBIR 3T T8 [l S TPIR B Yo & (O JhTg
FHAR! P IR TR JHHR 3961 Ht FgerT foar man|

27 A e
a8 *wa;.
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Est. 1994 2(f) & 12 (B): March 2006
Hanuman Shikshan Prasarak Mandal, Sonpeth’s
LATE RAMESH WARPUDKAR ARTS, COMMERCE & SCIENCE COLLEGE,
SONPETH. DIST. PARBHANI 431516 (MS)
NAAC Accredited Grade ‘B’ with 2.03 CGPA (Validity: 02 March 2020)

(Affiliated to: Swami Ramanand Teerth Marathwada University, Nanded)
Web: www.warpudkarcollege.com Email:lrwecsonpeth@gmail.com. Mob. 09423779000

Shri. P.R. Kadam Dr. V.D. Satpute
President Principal

doR faRoT AT (Grievance Redressasal Cell) Annual Report
Academic Year: 2021-22

&. T WYSHR HEIdaed UG & B, BENS & dhR Rex0 & oy #wgifdeaed o
JYHER™ & M6am TR deRR HaRo Ifidt &1 789 fhar w59 9§ meileued &
10 4dY I0REd 1. afdr Sodull ftdls WA & 9 fhar T deRR PR aftdt &
e A BN & qhRAl & R0 & I A fAE 29 RAawR 2021 $ W¥H 8F B
e oo T 138 Qi 3 SRAT ORA TR 3 aoie ¥ g% 9! B (U I GHIH Y
B gFaR & I Pt gFRe RUd @ e O I@ex Jeifaaredy slell IR Sl 3R g ol
St a0l ¥ B § SR O’ AgMR & IR A SEg FEfU v & fFr I & el A
S6h BT 3TN fhar ol

dPIR FARIHR0 It 3t 3R ¥ faAie 20R1d=R 2021 &I AFiczid ga-sl Wb HrRiHH
B oA fHar a1 4113 FRIGH & e & ¥U U 3. 4d Wraie A df ggE Sl & vy
A 3. Ghex Uifes 8. oiye & Aige dlsreae da ® ¥ 3o, ¥ 0@ + STell ®I
T 909 WR BTl d1 Ga13 dbRl bl RIS fhar Sem 59 o1 9 =aRid fear i g9
HRGH T BN A U ORI & WY $S O S &1 3@ 7| S|
7%, faoTo!, U e Uaeie o offe fawa &f a1 [@reH A e siflt e uiee 3 R
IR B! SHR Dol T SN[ DI Y & THIR FARIBI0T I & Tal & Yqurea- Hex fqu M|
U PGH BT YOG . a-dl Hodhul o fhar O I &.75d oS A Tl
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Est. 1994 2(f) & 12 (B): March 2006
Hanuman Shikshan Prasarak Mandal, Sonpeth’s
LATE RAMESH WARPUDKAR ARTS, COMMERCE & SCIENCE COLLEGE,
SONPETH. DIST. PARBHANI 431516 (MS)
NAAC Accredited Grade ‘B’ with 2.03 CGPA (Validity: 02 March 2020)

(Affiliated to: Swami Ramanand Teerth Marathwada University, Nanded)
Web: www.warpudkarcollege.com Email:lrwecsonpeth@gmail.com. Mob. 09423779000

Shri. P.R. Kadam Dr. V.D. Satpute
President Principal

dpR faaror AfACT (Grievance Redressal Cell)
Academic Year: 2020-21

g Q&UH I8 HRAT ST TeMRT B ol ¥ o 33T o] g1 AR HI aoig
Heifdered B B1e RN ¥9 U IUfRd 8d U1 WY g Helidaed & HHant off iuRft 30 |
B Fd | FEHRT DI dIR 3H® TSR DI JHN SURT g3 1STH Bl &I fordld 39 9
JIRR ¢ & U 907 =8t o1 q9 Wi &1 SURT 3T A B 3R Bl & oHd USR B
YRR $U § dhRR Aerdl I8t S50 TgEar R B YHuEHal & T Bl dd) W dBIR o)
g1 UM TRaR ¥ 3 36l 8F P dolg ¥ 9304 TR T Sl THTY gORT YHUEAT T IFHT Sfal
AT el BR Tbd ¥ Tg IHIR Sgay Bl B! ! SI3T JHT TP Td A off B ¢ I2 Th
S R S3HR didl A4 &1 AR FAbdr a1l 9gd ¥ e @1 Axielad 6d 1 89 I STl
@I YHUE A9 & fou U 31 fveaa o 99 9% RRAGR,aRa ofifd & YU &1 S¥aard HA

B I ¢ & TS| IR Faru it & @l gewn o o g few T Bt 3 T W P
0% B @ SR ANEl dBRI DI F&aH $I Y@ ¢ af 5| Q&® ay 2020-2021 Tg§ dN

BT, UGS s offfe v HHaiRal & o araerR @1 81 9 Y $© dPR ged ang
dd g 4t a1 Wt S 81 9 I TN dhRR aRor aftdt A foa|
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Est. 1994 2(f) & 12 (B): March 2006
Hanuman Shikshan Prasarak Mandal, Sonpeth’s
LATE RAMESH WARPUDKAR ARTS, COMMERCE & SCIENCE COLLEGE,
SONPETH. DIST. PARBHANI 431516 (MS)
NAAC Accredited Grade ‘B’ with 2.03 CGPA (Validity: 02 March 2020)

(Affiliated to: Swami Ramanand Teerth Marathwada University, Nanded)
Web: www.warpudkarcollege.com Email:lrwesonpeth@gmail.com. Mob. 09423779000

Shri. P.R. Kadam Dr. V.D. Satpute
President Principal

dsR foraror AfAdT (Grievance Redressal Cell)
Academic Year: 2019-20

&, TR RYSHR I TS B BT 3R BTeNaii & g JaR FHaror i nfda &1 718 7

S i B UGl 93% 16 TS 2019 I & &t T8 | Al GURI 93 fa-idh 53T 2019 HI o ot 75 39qA
BToll B ANTGRA IR Hale [ha1 1T | S HRIGH o 378l & $U 1 it g9 1.4y 0rdid & df yga

31l U A ST IR BT 3R UT.37TE BTor! IURNT ¥ 39 HrichH 1 B 3 i 31 faaR =ad fu)

PRIHH T THIR TR DI AR T THBR! BTl DI ¢ &l T | A1 H BTl Bl dHIR AR Fioreh & Tt

T} & YHUTEE HeR AU T | qHRR Farur i @1 SR Qe af 2019-2020 A AN dHR A UGS

P HafTel B U, foorefl, 3R I &1 W3dl BT AbR dbR At T & URe & gTe I Brelt o Aferat
I U qRITTH &1 o5 dHR AE 2| T 3FD! THIR] BT IR THRR R0 Tl 3 HR01 1 9
foa|
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Annual Reports of the Anti-Ragging committees

v 4'4 2(f) & 12 (B): March 2006
Hanuman Shikshan Prasarak Mandal, Sonpeth’s

SONPETH. DIST. PARBHANI 431516 (MS)
NAAC Accredited Grade ‘B’ with 2.03 CGPA (Validity: 02 March 2020)
(Affiliated to: Swami Ramanand Teerth Marathwada University, Nanded)
Web: www.warpudkarcollege.com  Email:lrwesonpeth@gmail.com. Mob. 09423779000

Shri. P.R. Kadam Dr. V:D..Satputc
President Principal
LRWC/ Date: | /05| 2024

Anti-Ragging Committee Report

2019-20 to 2023-24

The college has constituted the anti-ragging committee for keeping the healthy
atmosphere in the campus so that no student will remain away from higher education due to
the ev.cnts of ragging. In fact this problem occurs in big cities and we hear the incidents of
ragging in newspapers. It doesn’t mean that such type of events do not occur in towns etc.
Hence we have set up thé monitoring system in the form of anti-ragging committee and
discipline committee. The anti-ragging committee exists in the college since 30-06-2015.
Principal of the college is by virtue chairman of the committee. Along with the chairman the
faculty members Dr. Wakankar G. B., Dr. Fajge A. K, & Dr. Sunita Tengse are the members
of the committee. The committee is being reconstituted on 15% September 2021. Since then
no suqh events of ragging took place in the campus and no student is being punished for that,
Occasionally students make orally complaints regarding the inconvenience caused by the
fellow students which is being resolved at the same time by calling both the students together
and informing them not to ;epeat the same in future.

During the Covid pandemic, all the classes were through virtual mode and no

presence of students was there in campus. Since all the classes were on online mode no

&)
(Ao

Late Ramesh Warpudkar (ACS)
“nlfege, Sonpeth Dist. Parbhani
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complaints were raised during academic year 2020-2021. Offline lectures began from 2021-

22. The members of the commiittee, persistently keep watch on the students through CCTV

mode. The committee coordinator Dr. Wakankar G. B. keeps rounds in the campus during

lectures and ensures the safety of all students. The posters communicating the ragging and its

consequences are being displayed in the campus. In the beginning of each academic year a

notice is being circulated among the students regarding the anti-Ragging act and punishments

related to it. The same is being published in prospectus of the college. The following

programmes being organized in the college during last five years:

1.

Organized a programme on the various laws and punishments regarding the ragging

~and other laws on 29-12-2019. Hon justice Khirapate Sachin, Junior magistrate court

Sonpeth, chaired the programme and guided the students. Adv Amol Giram from
parbhani explained the laws regarding ragging. The college had invited the Police
Inspector Hon Gajahén »Bhatlawande for the welcome freshers programme on 02-08-
2019 where he delivered the talk on the ragging related matters.

Since the year 2020 was of Covid-19 Pandemic, no programmes on ragging took
place.

Organized a programme on ‘Kaydewishyak Shibir’ ie. various laws and

. punishments regarding the ragging and other laws on 17-09-2021. Hon justice

Khirapate Sachin, Junior magistrate court Sonpeth, chaired the programme and guided
the students.

Taluka court judge. Hon S. V Munde guided the students regarding the ragging and
other laws in the programme organized on Awakening of various Laws. On the
occasion Adv. Mokashe, Adv. Diwan, Adv. Dhabde and Adv. Tirmale Ashok were

present on the occasion.

g

Late Ramesh Warpudkar (ACS)
~nllege, Sonpeth Dist. Parbhani
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5. Kaydewishayak Shibir was organized on 17-07-2023 for freshers where Hon Judge of
the Taluka court Mr. S V. Munde chaired the session. Adv. R. P. Rathod and Ady.
Vishnu Dhabde. Vice president of the Mandal Hon. Jyotitai Kadam were present on

the occasion. In Student Induction Programme organized on 4™ August 2023, a

special talk on ragging is being delivered by Police Inspector Mr. Sunil Andhare
Saheb. On the Police Rising Day Assistant Police Inspector Mr Kirkan Ajay
conversed with the students regarding the ragging, its consequences and how to
remain away from such activities so that students may concentrate on the study. As
per the guidelines from state government, an establishment of Chidimar Pathak
(Damini Pathak) has been done in the college under which the police personnel visit

the college campus and the approaching road in civil uniform.

oz

.-/
PRINCIPAL
Late Ramesh Warpudkar (ACS)
College, Sonpeth Dist. Parhhani
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Annual Reports of the Internal Complaint committees

Late. Ramesh Warpudkar Mahavidyalaya, sonpeth,
Sonpeth dist, Parbhanl
2019-2020
Annual Report
Women's Sexual Assault Prevention Committee

Internal Complaints Committee (1cC)

Women Atrocities Prevention Committee |s working in Late. Ramesh Varpudkar College
to prevent the violence against women. Through this committee, women are made aware of their
rights and if there are any complaints regarding their safety, itis taken seriously. The first meeting
was held on 11-7-2019 and this committee is working to maintain an environment conducive to
women safety in our university. It was decided that the issues of self-security and other problems
of women employees should be raised before the committee and they would be resolved.

The meeting of the committee was concluded on date 16-11-2019. In this meeting, the
sexual harassment of women act 2013 and other information should be given 1o all the students
by the female staff and student representatives and precautions should be taken to ensure that
no cases of sexual harassment arise and accordingly the remedial plan was discussed.

On 23-1-2020, a women's meeting was organized in the college on behalf of this committee.

In this academic year, no written ar verbal complaint has been received from any female
employee to this committee,

ne "nCi&a!pud Prof. Dr. Kulkarni V.B. — Presiding Officer.
ate.Ramesh Warpudkar
Arts, Commerce & Science College. Dr. Tengse S-b/k)
Sooneth Dist.Parbhani '
Dr. Somvanshi M';@,ﬂ\ o ée a.

Shree. Chonde M.G.
Shree. Talekar T.A.
Sayyad Nasim-NGO, Representative

Shekh Nurjahan- Student Representative
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Late, Ramesh Warpudkar Mahavidyalaya, Sonpeth.
Sonpeth dist. Parbhani
2020-2021
Annual Report
Women's Sexual Assault Prevention Committee

Internal Complaints Committee (1CC)

The Principle,

Late. Ramesh Warpudkar Mahavidyalaya, Sonpeth,
Sonpeth dist. Parbhani

Subject: On the adoption of the Report of the Committee on the Prevention of Sexual Assault of
Women for 2020 and 2021.

Respected Sir,

It is hereby requested that the above is Ramesh Varapudkar College has set up a
women's sexual assault prevention committee to prevent violence against women. Through this
committee, women are made aware of their rights and entitlements. It also provides guidance
on the need and function of the Women Sexual Assault Committee. Also, if there are any
complaints regarding women's safety, they are taken seriously. In this regard, the first meeting
of the Committee was held an 5/8/2020. The Women's Sexual Assault Prevention Committee is
also working to ensure a conducive environment for women's safety in our college. It was
decided in the meeting that issues related to self-safety of women employees and other issues
should be placed before the committee and they will be resolved.

On 23 / 11 / 2020, the meeting of the Women's Sexual Harassment Prevention
Committee was concluded, In this meeting, many complaints and physical and mental abuse of
women also arising in the future by the female staff and student representatives of the college,
as well as the sexual harassment of women at the workplace (Prevention, Prohibition,
Redressal) Act 2013 " and other information should be given to all the students through female
staff as well as student representatives and precautions should be taken to ensure that no
cases of sexual harassment occur in the college and accordingly the remedial plan was

discussed.

No written or oral complaint has been recelved from any women employees in the academic

year 2020- 2021,
e sl

éé;;‘a)ff& Prof. Dr. Kulkarni V.B.

FeiRcipas
Laie Ramesh Warpudkar (ACS Presiding Officer
College,Sonpeth, Oisl. Parbhend
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Late. Ramesh Warpudkar Mahavidyalaya, Sonpeth.
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2021-2022

~

Annual Report
Women's Sexual Assault Prevention Committee

Internal Complaints Committee (ICC)

Hanuman Shikshan Prasarak Mandal run by Ka. Women's Atrocities Prevention Committee is
working in Ramesh Warpudkar College Sonpeth to prevent women's atrocities. Through this committee,
women are made aware of their rights and entitlements. Also, regarding the need and functions of
Women's Sexual Abuse Committee, Veloveli meetings are organized and guidance is provided through
the members of the committee, and if there are any complaints regarding women's safety, they are
taken seriously. Accordingly, the first meeting of the committee was held on 09/9/2021. The Women's
Sexual Harassment Prevention Committee (ICC) is working to create a supportive environment for the
safety of women in the college. Questions and other problems related to self-security of women
employees should be brought up to this committee without any fear and they will be resolved.

On 8/9/2021, the meeting of Women's Sexual Abuse Prevention Committee was concluded. In
this meeting, the women's act 2013 as well as other laws for the protection of women and all other
information should be given to all the students by the representatives of the women employees and
students and measures should be taken to ensure that no cases of sexual harassment will arise.

The committee has not received any complaint from any female employee in the

academic year 2021 - 2022.
-P'ﬂﬁlb‘aT'/
Late Ramash Warpudkar ;
Coueqe.Sonpeth.Dnst.P;tlgﬁgfi

Prof. Dr. Kulkarni V.B.
Presiding Officer

Dr. Sunita Tengs

IEfele!

o

Dr. Mukta SomvanshE g\w\é:

Sayyad Nasim

Shree. Rangnath Chonde

Shree. Tukaram Talekar

Ku. Popde Jayashri- Student representative

More Arjun- Student representative
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Late. Ramesh Warpudkar Mahavidyalaya, Sonpeth.
Sonpeth dist. Parbhani
2022-2023
Annual Report
Women's Sexual Assault Prevention Committee

Internal Complaints Committee (1CC)

Late Ramesh Warpudhar College, Women's Sewual Abuse Prevention Committee has
been established 10 prevent women's abute. Thiough this commitiee, the problem, inyustice,
physcal and mental abuse and dificulties faced by the women employees at the work place are
removed and the rights and rights of the women employees ate made sware. Guidance & alvo
given theough the meetings regarding the need and function of Women's Sevual Atroches
Committee. Alsa, if there are any complamts regarding the tafety of women, they are taken
seriously by the committes. Accordingly, dt. The first meeting of the committee was held on
28/07/2022. This women's sexusl harasument prevention commiites i3 working 10 ensure an
environment conducive 10 women's safety in the college It was decded that the questons and
other problems related 1o sell-protection of women employees should be brought forward by
this commuttee and they would be resolved in 3 proper manner.

On 20/09/2022, 3 One Day Workshop was organized by the Women's Sexual Viclence
Comenittee. Al women stal! and students of the college partiopated in this workshop. In thes, all
the women and grls were thoroughly guided about the Commitee as well as the Sexual
Harassyment of Women (Prevention, Prohibition and Redressal) Act 2013 Visakha Committee for
the Protection of Women, Rights Awareness etc. The program was chaired by Prol. Dr Vanta
Kularm was present. introductory Prof Dr. Done by Mukta Somvanihi. Sheikh Shakeela, Principal
of Junior, Prol. Aarts Bobde, Prol. Gavane Madam was present. In this event, & poster titled
*Riging Violence Against Women™ prepared by the students of the college was released.

The program was coordinated by Prof. Dr. Sunita Tengse madam and vote of thanks was
proposed by Professor Mangal Gavane madam.
The number of women employees and students present for this program was 145

Meetings of women employees were organized on 11 January 2023 In tha meeting, the
problems of all women employees 35 well 33 Injustice and oppression were asked and discusied.
Also, the student representative was asked about the complaints of the students. Also, there was

f

ure that no kind ©

2 discwssion in this masting about the precautionary and remedial plon to ens

“ex games will arise in the college.
cived from any

n the academic yoar 2022-2023, N0 writtan of oral camplaint has been receiv

fomale employes 1o this itewe
form- Annual Report Year 2022
Year How How Work
many How many schaols
many 1aint | and M:
an rusul were awaren st
'bm ? y n’w‘lﬂc koA (EMPLOYEREMPLOYEREmpioy
Lo b g wr) WrorERT WAy Wl =
days? reforence
| to this law
Blank nlamk Qlank Workshog Blank
202 was
2 oeganized
on
WO;/MG
a —=
)45
Sayyad Nasim Prof. @1 Or. Kutkarni Yenita

NGO Nepsesantatun . Ramesn Pruaiding Officer
ngu Scignco Colege
A Snonath nfum Or, Tangue 5. A

Kurade Megha
Student Representative o, Somuanahil b 2
Ahishok Metujan Shvoe CHanda ILM.

Student Reprarentatioe Sirwe. Talwkar T.A.
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Minutes of meetings of Grievance redressal Cell committees

indicating timely redressal of the grievances
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