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LOKNETE RAMDAS PATIL DHUMAL,
; ARTS, SCIENCE & COMMERCE COLLEGE RAHURI

Anti-Sexual Harassment Cell (VISHAKHA COMMITTEE)

Sr.No Name Designation E-Mail ID Mobile No
1 Prof. (Dr.) Anita Vetal I/C Principal | anitavetal77@gmail.com 9970343766
/Antre
2 Prof. (Dr.) Rajendra Gosavi | Vice- Rajagosavi967@gmail.com 8788567691
Principal
3 Dr. Sandip Magar Co-ordinator | sandipmagarl@gmail.com 9270374286
IQAC
4 Prof. Vaishali Vijay Chairman kulkarnivaishalilll@gmail.com | 9881456111
Kulkarni
5 Dr. Vidya Bhika Thorat Member vbthorat008@gmail.com 8888549084
6 Prof. Manisha Mehetre Member 9420947870
7 Dr. Yogita Subhash More Member yogitatajane2019@gmail.com 9960496733
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Mechanism

. Grievance

'
Written Complaint

!

Record the Complaint

Analyze the Complaint

Resolve the Complaint by Discussion

with the Head of the Institute

Action Taken
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Ad WERA e w3
(refierer arger ami)
S
T foweh, 2 %, 2016
fazafdered e oM Swk Me wreml § AR wHaRal vd vEl @ Wfie S @
frrenvor, iy vd g guR) fafvam 2015

. ¥ 91-1,/2013 (&. tH. o, gH—favafdened srge™ ama e 1956 (1956 @1 3)
1 S A ad & e 20 & SU-FE (1) | WYT ¥U W Ul WY S AR 26 B I
(1) @ grT (M) N yed ARGRI & fharag JgaR fAvafdere™ e omam vagegrr = fafas
ffa o= @ 8, ama: —
1. g oY, IgUATT vd FAR— (1) A fafam fwafieres sge amnT (Swr e wxemt § Afgen
HHARAl Y& Bl & e Sadied @ fFRiavw, iy vd g guR)  fafvas, 2015 e |

() ¥ faffm 9RA o # Wi SR AfdS WA R AT g |
(3) RPN IS H D YA DI AT § T AR A ST |
2. IRMTE— 3 fafeml d—aerd fvgawg & sid go =g Sl 2—

@) “ifEa Afeen” @ i & &0 ff oy a7t @1 te VN Afedr—ar 98 A9 ' @ T, RN ol
W H BT AR F ufdard) g’ ®IE i yare T @ a1l &1 ReR 10 g

@ “orfafrm 1 af 2 3 wa § Akt &1 dfte Sded (Frrewen, fvy vd awEem) s,
2013 (2013 HT 14);

@) “oRER BT 3 I W YA 4 [ 2 OEl W IR UAG WA q S0 g WRATTT
wf&gH, a8 e Wid, Ul oI IS TAT I FHH G T WRA bR, deH, 6 ued

ganfe Rerd € dom 99 oEl gRT Swaf¥en @ o & wu § N fear o g-forg § 98
uRagd e & St 9% 99 WM A M M & fog, S99 WM & e &g 99 3g

2136 G1/2016 (1)
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(&

TR WY, enaHl, FERE g9, R-aue & fon, ag—srafd aren Fgfeadl @ forg, fifadt @ form
ST Y W1 W8 W, GiGae TRE, Wdae SrieEl gd v € e fefafeat 5 e
aifdd T HHAN] dod Yeadk IfAe WRUE B UH B & B9 H W o V8 -8 9 99
R # wfefea &

‘i @1 aief @ fvafdener ergem aman o favafdena srger ST sffaE 1956 (1956 @1

3) & AT 4 B G WG &,

“aga @fdadl’ | o 39 afemt @ ¥ S oue guife afafafy 4 srikd @ 99 6 R dfe

gaited @1 Rramgd &1 TR FRA-sE 9 W e afl @ ufie vy 9 weg € S Rt
TR § erka § a1 9T Ifad te SHER) 81 9edl & Er 39 difsd afdd &1 e wHan
2 WaHal 2 ad v 9ol 1E sudr AfyaEe 81 dadr

(e) “wHar” 1 wf 99 @fdd 9 3 O wffem 4 oRefia fear mar & aur g g9 fafas @

(5

gfte & ufdremefl, fremeft srerar @ o7y o AW | SM S 2| RS yerdd oo ur,
IRGd, FEIIA-ERE TH-HgEEG a% 9 IR A B Sl FEl, dul &y e H,
AT TR & T ran R’ | wriva afdaai 9 €

BRI TR W el ¥ Seaay fde WU $ e SRISR) wierend, [ {5 AW W 9 o

S g— a3 wRend § Seaex 9fdie ERerH &1 W TR Ao | AEeite w9 A
ffer o et @ oy, wEEr e I aref @ sgecRs Wit S 6 i ariRe
W (aifewon, = d adier) B qeor g9e |Eged faH § geir T4 g

Ty 9t dxer (Qﬂéﬂ@‘)éaﬁ%—wﬁwﬁwﬁagi@zzaﬁw(ﬁ)zﬁm

Foff @& AR 2, U9 U weifdere & w12 (§) & Su-agwE (1) @ arl (@) B 3l @
W%WTWWWWﬁWW@%WﬁWﬁW&WWW
1956 (1956 &1 3) & IT[THE 3 & A=A ©;

(@) “arR® e Ry W) (Fod srerca aife) [ el & g fafadl & fafaw 4

)

& Su—fafems (1) @& 1 & oFfER Swack dfers e g Tfed
afafa & 21 afe ugel ¥ & 9AF Sqewy dren w1 er wfea
gfafy o dfe Safea weell faare <@ f (Showfiogaga) &8 e
afafy (D) & wu #§ gwifea fem e ey

qerd, are drel "Rl H Seaer fde W U gfafEd e $ g9 RfeEl @ srald sraR®
B = & f&U W Ue e o1 T anavgs | 9w fi o Fera g9 Rt & aaurEt
ERT 91 BT,

“gRfEr nfefaf #F =f e wewn, & ufy degt Ry wfte 2 e ar # v w1 S 8@
5 SOl NG W Al BB gER @l B WE W AfE Scdled dael Al B Iooigd 99
TRART @ AEIH 9 far off W8T g— O diffre ScdieT Al & erag # vrfier) deen, feed
) el g vearel ¥ srar s difte Salied Sl § WEAnT BT @l B el e
ST 1 O Y& Sitg veard ® swerar fEE gHed # 9aR TaE Hiejg &

B W arel) e Rremd
z,

(@) “3iffre SadirsT” @1 aref -
(i) TEr ve aare amewv nw U wu A dfe wee o gcge oft 8 Wl € i o

F[aATY e A Biell, adrgad g €, SUHeEd el § oAl Ue ufae SR et

MRT GIaTERe Ul BT & ST aNdidd Sedl He) WY ufRumEl grr sefiaar @ ik uRa

F arelt 2idl § aur O wraes § freferfag smifea em wr waeRi § ®1E ) s o

I e A1 F A geR wfid € (T A drR 4 @1 oY dR #) AamEa—

(@) <ifre wian & gaa w1 A o TRe, Afes s R Aifes @ sifaRed @18
STTERT

(3) < Srgare A TR HY
) efrargaa fewoft s
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(§) TNIRS ®U F AT G SFeraT URY 99 & B BN FRAT
) ol wifee faxgrn

(ii) ﬁﬁqﬁﬁaﬁﬁﬁﬁﬁﬂﬂwﬁ(awmmmmaﬁﬁ)uﬁwqmw%
drar 98 U4 f6f @dfa @& aR & & W 999 Wi 2 R aus v Q9 Y vy A
<t dda 5y §—
(31)ﬁ}ﬁﬁﬁﬁmm&wéwaﬂaﬁwéﬁmmﬁéﬁmwﬁﬁ$mﬁ§;
@ @@ foes § Y vy J a1 DY IR F vHEe T B g,

) Wag AT & gaH terar I9S 4fds B ufy f5Y dk | W DY dR @ gEE o

(@) & TEed W1 & M® IT gYYUT qTaTaRvT YeT PHee:

(€) YA TR AT S 5 Wag wfdd B wWRew Iwa gan, yRreT seEr 99 TR

el B TYHIRAT R aTel &

(T=) "m“wwmﬁwmﬁazﬁﬁmﬁmﬁﬁmmﬁwgméaﬁﬁuﬁamﬁmqg
%mﬁﬁﬁwmfﬁmﬁwmﬁ,wammmmwm%ﬁmﬁ@
Jafd yReror ureasy oY snfie &

Fod, W RN B B W IR B1E dfe SaiieT ) gew B & o Sw e W
IR # g% O Bl gfe § - gl 98 yaw ura T gam # o 39 RfwE @ MR W
S BTE $I I RIelr SR BT 8T 7T S0

a

wﬁw@mﬁ%ﬁm%ﬁmﬁmm%mwa@mﬁwﬁaﬁ%
@?wmzﬁmﬁaﬁs‘ﬁﬁmwﬁ@@m%mwwaﬁw&mmmwm;

@) e TR @fdd g™ Il wu Refd &1 goifar @ w9 e Saied @ HeA e R
AT g1 A1 &N AR B el g1 Y T B W A O S v e W B pEE)
SN ST BIH 2—afeh 9 WA § TF MTgH @ W oo 3 Rl B W sedwm @
3TTT BaT ;

() ST BT e &l afdd @ ToReIE @gER R BT dk ¥ W @Y dr 9§ S
i @) g Bl B 2

&) BRI BT 3ef § Ieaak e R w1 gReER R wife &

(a)aﬂéﬁm,w,w,gﬁw,m,ﬁwmm,wawmﬁh
oA e AR R g8 oRE Sl i wU ¥ Syoer MR gRT A dR  aemar
el BY 1 Wi, Wi arer a1 S|y Frafsa R

@) v o wegg WaH, RREH, Wa wRex ar uRRifar @ Qees 49 @R 9w
AR & AT 81 U1 I TeaaR Ay G A e, Wage T e
& fog Suarr T8 fear o <=7 &

@) a1 B R R FHEN ST B o ISR @ SR AT sEaEE § SR A
ﬁ%ammﬂmﬁmmémmmmﬁwwﬁﬁw
U@l AT 2 Sl I9 Iwd NMérs v § sl & forw

3. ST e AR @ TMRE—(1) TS SeEar EE wRe)

(@) wHaRE! vd BTl & ufy e Sadien & FRawer vd iy Gee s R v R § swE
qRATEIST B WA B TN AT SWAd WU N WAl @Y a7 9 RREEl @ srasedr
ITTAR AU+ JeATeEl vd e B Gefd we

@) WW%WW@M@WWHWWWW—W@WW;



4 THE GAZETTE OF INDIA : EXTRAORDINARY [PART II—SEC. 4]

(@) < 5 o @l aeE (Wﬁmﬁﬁwmwmﬁﬁmmﬂw)ﬁ%ﬁm
) QU a3 SRR vd g9 R 3 i sfdwi, gl od it @ S
=% gffgd HeEr don 396 9fd 9% STes a4

(—c:)sﬂmﬁm@ﬁmmmﬁmﬂmffﬁmmaﬁ@@wammﬁmm
B1H PE TPR & i Sciied, AT Td WV @ arid @aeee € degar wd ferl @
FaREl vd wiEl & oy gt aE form amRa fEen & favg fofurcs w1 @ wfbd a9

€) A safie & uf I W wed el Ay B e afdaed v,

((rcﬁ)mﬁwﬁu'\faﬁtﬁmﬁ,W,Gﬁ@,gﬁsﬁaawﬁﬁiﬁawﬁﬁgﬁmaﬁm
B g gfte e,

(ﬁ)wﬁwﬁmﬁam%éﬁ@mﬁwmﬁa%—awmwaﬁw
ATl SaiieT Td U] Sadted g4 fawd # Sread UaT de

(@)mﬁﬁﬁmﬁmﬁ@ﬁﬁmmsﬁm@mﬁw,ﬁﬁm@ﬁww#ﬁﬂaﬁwﬁﬁa
G?rﬁ@a%aﬂeqﬁqﬁvnrﬁaﬁaﬁﬁmmﬁmmwzﬁﬂﬁma%mﬁa?fsﬂa'raaﬁ@m
& ot STEE e o a5 afte sciied dadl Rl @ e @ fg aaRn T 8 aen g6
an 3 e RreTd Affg @ dewl B Ry, 99 Wus e, Remd & ar # fafl ot @
o ¥ garEn At B Ao Pew we A @ S de & W Aty @ (G e dfte dadm
At o oIfte Sciied @ g £, U9 oFek Iiergee Hfife arfve dagerd B S uw
CrH T fier B aTRe R TR (Guekdd dreed BRfe-ong W) & e & gied
A -

qoid arz ¥ Twi MU e § Sk SR v gifea w1 6 59 ueR & e a1 e
aﬂé&ftiﬁ’r.aﬁmamwﬁa@?ﬁzﬁaﬂwwsﬂﬁﬁﬁa%mmw%iwaﬁé@ﬁ
o g9 fafeml @ uraaEl & gRT a6,

(ﬁ)ﬁaﬁﬁ@gﬁﬁwmm@ﬁﬁw.ﬁéﬁﬁwm%ﬁﬁm@%
(ﬁ)mﬁﬁmﬁrﬁuﬁﬂﬁ%ﬁﬂaﬁfmﬁmﬁﬁﬁmﬁw&ﬁamm@ﬁmﬁaﬁmm
HereH HreTeie wu @ @y @ forg, Frafta e aterar uf¥erT HRieH warfer we;

(%)Wﬁﬁqﬁmaﬁ%wﬁmfﬁma%ﬁww%gmwﬁﬂﬁﬁﬁaawaﬁﬁ
SelieT et vael ARET ser Soaar e R § Red argmA [AdHl @ SN 0 8 | e
Aaii & areR 5l ol & BRTE

(w)mﬁﬂﬁﬁww$uﬁmwmm@$mﬁ@ﬁm%ﬁaﬁmmaw
%@mmw&mwmﬁmmqﬁmﬁﬁﬁ@m@ﬁsww
muéga-éﬁwﬂwmwnﬁaﬁamﬁu%m;

(w)ﬁwwwwﬁ%@aﬁmﬁﬂ%ﬁ%ﬁuﬁ%wﬁﬁﬁmmﬁw
AR & U § A,

(@)ﬁmﬁéméﬁmm@ﬁmﬁuﬁ@m@ﬁmﬂ%ﬁ
Hadl 8) B Soedtgd & HU H <@l

(ﬁ)sﬁﬁﬁaﬁﬁwaﬁﬁ@ﬁmsoﬁﬁmﬁgﬁﬁﬁvﬁﬁmﬁﬁm
gffaa o s, R sraRe Rierra afifa #1 Frgfea i e

(@) arie Rrere wftfy g @ 7 Ko #1 aHgeg ©9 W SRIAER

(aq)wmﬁzﬁﬁaﬁfﬁ%ﬁmﬁwwﬁmwwmﬁmaa@ﬁmmﬁmﬁ
3RIT T Txgd BT,

3.2 THdT HYA arell afaferdi—

(1) mﬁﬁ,ﬁﬁuﬁawmﬁﬁma%wmmmﬁmﬁwm
(RN yard w9 oA fhar Smem qen S w—gEg W) Hefed
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)

(10)

(11)

S-S e $ ol wd s S don P gR s w2 H R
Hg g1 ke e srgar i @y fear s €

SR e WRAFl B FRBR TGN gRT fRRTe w9 § R© GHeE fbar S
RT T g @ o1 ARy fb s @ RwiRel &1 frara 99geg U 9
far o1 %@ & 6 98| AN P verd B fou wwa dwifdd d@EE Sudel R
W Afey— 59 srfed 3R wad sawRar wfkd (Fer, Bl SRR, s gw
SUBR A1) wiH (eEfive, waE v FrE Jarl) wikd vafa wu § fha daee
BT 3Tded T g,

mgﬁéa/gﬁaaﬁﬁmmém%mﬁaﬂm%aﬁ?mmf?ﬁﬁmam
3R N SareT BfSA Biar 21 &4, @, Snfa, e ygfy, srowiere ugaH, vd gud wu A
e W SRIRE WS w9 W WA 81 9! 7 | aRda afifel 3 39 uaR @
IRNferaarst & ufy oy WagaeNear ud fRy Sewal @ ufa Wdeeeiia @M @)
AT B

#difd Mo BE R SfaeRa BF A9y w9 F Ampr B9 €, 3 SR s dxerHy
g1 I8 fAf¥aa s o & e wdeor @ Afyear dae e e Sfrg wu @ e
B ® E

R JTaa} e IR gIRT S9! oifiie Icired faRielt Ny & emar &1 Pafig su
Q] affe geeror foam e @nfRy

Gl sprefie Wik dicul (2 39 Aa GaeF fem =i & vy § g o 2)
(TasRER) SR emar Fafor & &g a=i grr fofr Haeh =t @ e g ud
greEdl greEmAl # fFrifia e anfev | o we fiwat F Y 3 wafiear € Wiy qen
I 9N B wY A RV Y ¥ TR AN qen 39e forg “gufRft wer Rud @
ITANT N o, 39 IR H, ufafddt Sueer oRig Wi €

Szam e Rl A el & foay e afd sreasHl # nawe wu | e
HIBRoT ol oiffis Safied @ wAWIRl W U WSUS M1 dRy| Swaa Sfdrs
e & gEE i 3 A gl @ forg st fafia wu | Sarfad @ o
=R,

o forv guitifeia gierfers wrmiear @9 @Ry

B3 SeaR e Fver e faene aRer & Rt wore weedt cgaven sga ae@ @
T 3 AR & WAl & 3MHa AR J ¥ IRRAT 91 W &, a8f qafe yabrar
QAR ITHTAT Td WI—RITT B[ U JAfard 3T 2

i vd ol ave A uRifiid gRe W dmavas wU @ @1 aifRy R wfen yRen
Wh Fe I A1 ¥ @), R dAged a1 I8 | gRe W% gl @ A # e
Hagrefierar afderor & U ord & w9 H A1 S ARy

SR AfEd FAH Jawd w9 A w5 g o gihikaa - fady wu
ST Aes Al @ fARd R $ e s i @ wen SRi- s,

ATl e Y ok fady wu 4 9 wm 9 9@ uga urn e
mm%mmﬁlwmﬁﬁamm@ﬁmémwm
B [RiEd SF g R R 98 wed €1 $HER ud Bl gRT Qs iR
gETTITerell # SR I dd B FRA IR UH B GHI I BHEHA A AN o B fg
ST SfeTs UMl gRT ARNHE JIAIG &1 9w far s ARy

AR SR AeS AU g§RT AT BEER @ WRaA1 & mafiysdr € @ | afgen
BIEEM, S 96 TSR & Idred 9 NS 9ga GReT UM BRd €, 99 9= e & it
TR W, WA vd grEir &5 A € dee A I= R sTge gar Afgenet & faw sraw
SEUES
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(13)

(14)

(15)

(16)

wﬂﬁwﬁwﬁﬁ%wﬁaﬁwma%ﬂmﬁﬁiwqﬁﬁwzﬂ
AR TS g S ARy | uReR @ gRe Jeed At o Aafeen wHan @ sl
ﬁﬁwﬁmﬁﬁﬁmw,ﬁ@ﬁﬁm@wﬁm@mm
Wﬁmawmmﬁmﬁmm;%ﬁwmm@
%&Hﬁgﬁﬁﬁﬂﬁﬁﬁﬂ%ﬂ@&ﬁ?aﬁ?ﬂﬁﬁ%%ﬁ%@%@%ﬁﬁwmaﬁ
Fard Suerel B AR

Terfererdt ¥ wieen Ao wers qA @ 6y o aey v S% ed R wr arfey
AN g e Sl RN afifvl gon er<iRe frema afify & gl & gerw AR
Ol W W AfRu| sWe W @ 4 oA Rierd Bl & RmE | A
Afafafrdt freaa s fod e Gadiexy s wfie & dur fafa efeR W
Sfrs gl fRd AftE oReRt § weRa wRa W) CRefie godft Tl
rirraRe SETEe WE 3R UER Rl BRAl aifey dif A SrREreny FTar),
TEYH 99 ¢d T A gL

orETaral & arse, aeme, wrar, gefw, R afwRd vd om eREN wewl @l
ﬁﬁ%amamﬁﬁmmmﬁﬁamﬁamwww@maﬁq;

4. Fropraa = -

(1)

afed e orRe Rerd Gy EEMA) B oTed $ul| e o o wRa
Bf—

(a1) T SR IRE W (@ AR W™ Wew @ 3R W Us RS 18 W (16
ﬁﬁﬁﬁ@ﬂﬁﬁﬁﬁﬁ%ﬂ?ﬁﬁﬂﬂ@ﬁmﬁmﬁmaﬁﬁuﬁﬁ

FE-TTOER sl e § fre 7 2)) 9 ke § Frgea 8 qen seert aRer
FRECHERIE

o ofz el Rufy § o RS wR $ 9fRen FHaN Suder 78 8 a1 TR
aﬁmﬁzﬁrm—mﬂwz(aﬁ)ﬁwﬁmﬁwazﬁammumwmﬁ@m
¥ o Aiad fear S

qerd afY OF PTIIA B G BTl AU YIKHG gHiRl § g aRe wR @
Hﬁwmﬁa@ﬂﬁ%?ﬁaWHsﬂﬁfmﬁaﬁmﬂﬁmh?ﬁfﬁmwaﬁaxwﬁmﬁ
e T a1 ded # 9 AifEa fear o Hehdr &

(@) aﬁmmwaﬁq—mmmﬁaﬁmﬁ:mﬁaﬁmﬁaﬁ
oy ufrag & aur R ARG BT Sd FTE TEE 8, 9% Srien mfter
T e fear s ARy

(@) afz fed wwe A o Wi § @ 9w i B @ e wide gd, w1l
SeRaT TR HEI: wdT fear S R el @ uReHl drbaitie gomell gr1 g
T E;

@ I weer wre ¥ W e e d W orear R G wen d A W Al o

e @ U ufiee € T Us U afad @ o e Saftsd 9 IS A @
SHEFR B, ol BB wiEr gR A €

(2 mﬁa@mmﬁwmﬁwmwmﬁﬁaﬁ;

3) SR S wers ¥ aRe yemate TE R e ol SN gefa, gee gerdtd, Yacy,
@ﬁﬂ%ﬂ,@ﬁ,ﬁﬁﬁﬁ&ﬂﬂﬂﬂ%ﬁ%ﬂﬁ%ﬁmﬂﬁsﬁaﬁ@w&?m
1 g ghtEd @
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(@) craRe R affd & Sl @ wewar ey &9 af o1 grft | STar dfde dRemm O
Tdh YUTTell &1 ST ax 9 gRT M<IR® Rrerd ows & Al &1 Uah fagrs wrT ufaad
gRafida gar w.;

(5)  aR® AT @ dob ARG BT @ T o T IR RSN AT JHrdT J93l o Fag
g 3% BRIGR TSR gRT UH Yo a1 &1 4va e S, s fReiRa fear mn g,

6 o Rafq # smaRe afafa &1 srewet RFERY erar s96 BIg Wew, afe—
(@) srfafrd @ 9RT 16 @ UIGETT BT Sooia BRar €, JferdT

@ @& f&0 s & fag <l Rig gan 2 siar S9a v ada™ # o] fadl &rA
@ I Bl TR & AR H BIS UgdTel dftad g, 31erar

@) &R sEAE IO @ dgd 98 QN UT AT § AT SuEa [AvE BIg
IRNAIHS FTIATE! Affad &, 31rar

(@) ST TN UT B GIYANT 9 WA 96 fbar B 6 sy § I dad R
Bl SHfRd & Ufdel AT STQ,

dr o sregy e srar wew, guRufa, 39 wfafa & ger far smom den sw
UpR A BH arell Rfda sferar O a1z AfARe (Gogere) Rfaa &1 93 amied gr
9 ORT $ YIaUTHl & AFAR 9T S

5. IaRRe Nepraa affy (EMEA) — smaRe Rrema afafa &l —

@) I BIE AR Al B Yo & U s RIGEa g6 ST A8l & a S9 Herdl Syarel
HRIGAT;

@) faare wEEE & &g daEd Gadl T SUA™ BRI A fdared gl IR qagAE I FEae
vd SfHd gl A gr1 <@ o war R 99 Riegdadl @ aaRI @ wif 7 81 qen
S @ e A vSTHS gfeaIvi @ YAad Sekd B R iR st Seer, fagwan
HW@W?@;

&) <9 afd @1 ggaE SUrR fBY 1 9 Rermasal @1 GReT 9910 @1 a1 [iga IaHTe
Frerar SuRerfar waeh sifarianeil # ge grT sterar s B favmT A srerar &0 wderoraal &
U IR §RI, I 996 ®9 A SS9 Rerd & dafdd 89 @1 af # sigar 9|
JRETHAT & TRV BT W) Yrgens fham e,

@ <fre Saired Wedh Rremdl @ fuem axd wwa ghled & & Ofed afda @ Tl &
IIYoT A7 fhar SV 3frar SHG A1 AW | fhar WY, e

€) &A@ 0 oga afdd & g A ufiesd sRaE W ufey &1 gAfRad s w@ifs T
FHHAN AT BIF T Gxfera fafafy § e

6. REId a7 vd wifg ggdTa @1 uibar— smaRae Remma affa f&f ff frera & iR &= 3R
S Rierd @1 Sifg o7+ @ forg g7 fafgdl ok sfdfrgs d FaiRa gomel &1 sques s&f aife
I8 WHUGE B0 A G B 9 | SR Aare 6, ke Rierd |fifa e e smavas gt
IR HAWT difes Sifg ugdrel eiradr | darferd & da don Aaedd Mo ) g+ @;
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MINISTRY OF HUMAN RESOURCE DEVELOPMENT
(University Grants Commission)
NOTIFICATION
New Delhi, the 2nd May, 2016

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

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

1.

2.

(a)

(b)

(©

Short title, application and commencement.—(1) These regulations may be called the University
Grants Commission (Prevention, prohibition and redressal of sexual harassment of women employees
and students in higher educational institutions) Regulations, 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 Gazette.
Definitions.—In these regulations, unless the context otherwise requires,-

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

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

“campus” means the location or the land on which a Higher Educational Institution and its related
institutional facilities like libraries, laboratories, lecture halls, residences, halls, toilets, student centres,
hostels, dining halls, stadiums, parking areas, parks-like settings and other amenities like health centres,
canteens, Bank counters, etc., are situated and also includes extended campus and covers within its scope
places visited as a student of the HEI including transportation provided for the purpose of commuting to
and from the institution, the locations outside the institution on field trips. internships, study tours,
excursions, short- term placements, places used for camps , cultural festivals, sports meets and such other
activities where a person is participating in the capacity of an employee or a student of the HEI:
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(d) Commission” means the University Grants Commission established under section 4 of the University

Grants Commission Act, 1956 (3 of 1956);

(e) “covered individuals” are persons who have engaged in protected activity such as filing a sexual

("

harassment charge, or who are closely associated with an individual who has engaged in protected activity
and such person can be an employee or a fellow student or guardian of the offended person;

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

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

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

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

(1)

)

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

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

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

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

(k) “sexual harassment”” means-

(1) “An unwanted conduct with sexual undertones if it occurs or which is persistent and which demeans,
humiliates or creates a hostile and intimidating environment or is calculated to induce submission by
actual or threatened adverse consequences and includes any one or more or all of the following
unwelcome acts or behaviour (whether directly or by implication), namely;-

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

(c) making sexually coloured remarks

(d) physical contact and advances; or

(e) showing pornography”

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

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

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

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

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

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

person concerned;
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(1) “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 of taking admission in HEIs campus, although not yet
admitted, shall be treated, for the purposes of these regulations, as a student of that HEI, where any
incident of sexual harassment takes place against such student;
Provided that a student who is a participant in any of the activities in a HET other than the HEI where
such student is enrolled shall be treated, for the purposes of these regulations, as a student ol that HEI
where any incident of sexual harassment takes place against such student;

(m) “third Party Harassment” refers to a situation where sexual harassment occurs as a result of an act or
omission by any third party or outsider, who is not an employee or a student of the HEL but a visitor to
the HEI in some other capacity or for some other purpose orreason;

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

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

(a) Any department, organisation, undertaking, establishment, enterprise, institution, office, branch or
unit which is established, owned, controlled or wholly or substantially financed by funds provided
directly or indirectly by the appropriate HEISs;

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

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

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

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

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

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

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

exploitation;
(e) publicly commit itself to a zero tolerance policy towards sexual harassment;
4@ reinforce its commitment to creating its campus free from discrimination. harassment, retaliation or

sexual assault at all levels;

(g) create awareness about what constitutes sexual harassment including hostile environment harassment
and quid pro quo harassment:

(h) include in its prospectus and display prominently at conspicuous places or Notice Boards the penalty
and consequences of sexual harassment and make all sections of the institutional community aware of
the information on the mechanism put in place for redressal of complaints pertaining to sexual
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(1)

@

M

(m)

(n)

(0)

(p)

()]

3.2

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

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

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

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

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

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

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

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

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

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

monitor the timely submission of reports by the ICC;

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

S.
shall:

(a)

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

Provided that in case a senior level woman employee is not available, the Presiding Officer shall
be nominated from other offices or administrative units of the workplace referred to in sub-section
2(0);

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

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

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

(d) one member from amongst non-government organisations or associations committed to the cause
of women or a person familiar with the issues relating to sexual harassment, nominated by the
Executive Authority.

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

ensure autonomy of their functioning.

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

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

Authority as may be prescribed.

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

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

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

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

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

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

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

provide assistance if an employee or a student chooses to file a complaint with the police;
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(b) provide mechanisms of dispute redressal and dialogue to anticipate and address issues through just

and fair conciliation without undermining complainant’s rights, and minimize the need for purely
punitive approaches that lead to further resentment, alienation or violence;

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

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

or the student is engaged in protected activity.

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

7. Process of making complaint of sexual harassment - An aggrieved person is required to submit a
written complaint to the ICC within three months from the date of the incident and in case of a series of
incidents within a period of three months from the date of the last incident.

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

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

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

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

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

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

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

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

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

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

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

9.  Interim redressal-The HEI may,

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

12.

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

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

(a)

(b)

(©

(d)

(e)

()

(&)

(h)

(1)

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

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

withholding any grant allocated to the institution;

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

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

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

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

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

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

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

JASPAL S. SANDHU, Secy. UGC
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Vishaka Guidelines

against

Sexual Harassment at Workplace

Guidelines and norms laid down by the Hon’ble Supreme Court in
Vishaka and Others Vs. State of Rajasthan and Others(JT 1997 (7)
SC 384)

HAVING REGARD to the definition of ‘human rights’ in Section 2 (d) of the
Protection of Human Rights Act, 1993,

TAKING NOTE of the fact that the present civil and penal laws in India do
not adequately provide for specific protection of women from sexual
harassment in work places and that enactment of such legislation will take
considerable time,

It is necessary and expedient for employers in work places as well as other
responsible persons or institutions to observe certain guidelines to ensure the
prevention of sexual harassment of women.

Duty of the Employer or other responsible persons in work places
and other institutions

It shall be the duty of the employer or other responsible persons in work
places or other institutions to prevent or deter the commission of acts of
sexual harassment and to provide the procedures for the resolution,
settlement or prosecution of acts, of sexual harassment by taking all steps
required.

For this purpose, sexual harassment includes such unwelcome sexually
determined behaviour (whether directly or by implication) as:

a) Physical contact and advances;

b) A demand or request for sexual favours;

c¢) Sexually coloured remarks;

d) Showing pornography;

e) Any other unwelcome physical, verbal or non-verbal conduct
of sexual nature
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Where any of these acts is committed in circumstances where-under the
victim of such conduct has a reasonable apprehension that in relation to the
victim’s employment or work whether she is drawing salary, or honorarium or
voluntary, whether in government, public or private enterprise such conduct
can be humiliating and may constitute a health and safety problem. It is
discriminatory for instance when the woman has reasonable grounds to
believe that her objection would disadvantage her in connection with her
employment or work including recruiting or promotion or when it creates a
hostile work environment. Adverse consequences might be visited if the victim
does not consent to the conduct in question or raises any objection thereto.

Preventive Steps

All employers or persons in charge of work place whether in public or private
sector should take appropriate steps to prevent sexual harassment. Without
prejudice to the generality of this obligation they should take the following
steps:

A. Express prohibition of sexual harassment as defined above at
the work place should be notified, published and circulated
in appropriate ways.

B. The Rules/Regulations of Government and Public Sector
bodies relating to conduct and discipline should include
rules/regulations prohibiting sexual harassment and provide
for appropriate penalties in such rules against the offender.

C. As regards private employers, steps should be taken to
include the aforesaid prohibitions in the standing orders
under the Industrial Employment (Standing Orders) Act,
1946.

D. Appropriate work conditions should be provided in respect
of work, leisure, health and hygiene to further ensure that
there is no hostile environment towards women at work
places and no employee woman should have reasonable
grounds to believe that she is disadvantaged in connection
with her employment.
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Criminal Proceedings

Where such conduct amounts to a specific offence under the Indian Penal
Code or under any other law, the employer shall initiate appropriate action in
accordance with law by making a complaint with the appropriate authority.

In particular, it should ensure that victims or witnesses are not victimized or
discriminated against while dealing with complaints of sexual harassment.
The victims of sexual harassment should have the option to seek transfer of
the perpetrator or their own transfer.

Disciplinary Action

Where such conduct amounts to misconduct in employment as defined by the
relevant service rules, appropriate disciplinary action should be initiated by
the employer in accordance with those rules.

Complaint Mechanism

Whether or not such conduct constitutes an offence under law or a breach of
the service rules, an appropriate complaint mechanism should be created in
the employer’s organisation for redress of the complaint made by the victim.
Such complaint mechanism should ensure time bound treatment of
complaints.

Complaints Committee

The complaint mechanism, referred to above, should be adequate to provide,
where necessary, a Complaints Committee, a special counsellor or other
support service, including the maintenance of confidentiality.

The Complaints Committee should be headed by a woman and not less than
half of its member should be women. Further, to prevent the possibility of any
undue pressure or influence from senior levels, such Complaints Committee
should involve a third party, either NGO or other body who is familiar with the
issue of sexual harassment.

The Complaints Committee must make an annual report to the Government
department concerned of the complaints and action taken by them.
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The employers and person in charge will also report on the compliance with
the aforesaid guidelines including on the reports of the Complaints Committee
to the Government department.

Worker’s Initiative

Employees should be allowed to raise issues of sexual harassment at a
workers” meeting and in other appropriate forum and it should be
affirmatively discussed in Employer-Employee Meetings.

Awareness

Awareness of the rights of female employees in this regard should be created
in particular by prominently notifying the guidelines (and appropriate
legislation when enacted on the subject) in a suitable manner.

Third Party Harassment

Where sexual harassment occurs as a result of an act or omission by any third
party or outsider, the employer and person in charge will take all steps
necessary and reasonable to assist the affected person in terms of support and
preventive action.

The Central/State Governments are requested to consider
adopting suitable measures including legislation to ensure that the
guidelines laid down by this order are also observed by the
employers in Private Sector.

These guidelines will not prejudice any rights available under the
Protection of Human Rights Act, 1993.
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ANTI-SEXUAL HARASSMENT CELL (VISHAKHA COMMITTEE)

Policies of Anti-Sexual Harassment Cell

Anti-Sexual Harassment Cell has been established in Loknete Ramdas Patil Dhumal, Arts,
Science and Commerce College, Rahuri as per the guidelines of UGC and the Supreme Court. It
provides a healthy and congenial atmosphere to the staff and students of the college. The objective
of Anti-Sexual Harassment Cell is to provide protection against sexual harassment and redressal of
complaints, if any. The ultimate goal of this cell is prevention of sexual harassment to ensure safe
environment for girl students.

Aims
1. Ensure a Safe Campus Environment : To create and maintain a safe, secure, and conducive

environment for all students, faculty, and staff, free from any form of sexual harassment or
discrimination.

2. Awareness and Education : To raise awareness about the importance of gender equality and
respect for all individuals, and to educate students and staff about what constitutes sexual
harassment.

3. Prevention of Sexual Harassment : To prevent incidents of sexual harassment by promoting
healthy and respectful interpersonal interactions within the college environment.

4, Support and Redressal : To provide effective, accessible, and timely support for victims of
sexual harassment, ensuring fair investigation and resolution of complaints.

5. Compliance with Legal Framework: To ensure adherence to the  Sexual Harassment of

Women at Workplace (Prevention, Prohibition, and Redressal) Act, 2013 , and other relevant
legal provisions at the college level.

Objectives
1. Establish a Clear Policy : To develop and implement a clear, concise policy on sexual
harassment, making all students, faculty, and staff aware of their rights and responsibilities.

2. Create an Internal Complaints Committee (ICC) : To form a committee that handles
complaints of sexual harassment, ensuring confidentiality, fairness, and impartiality during the
investigation process.

3. Conduct Awareness Programs : To organize workshops, seminars, and campaigns to educate
the campus community about sexual harassment and appropriate behavior.
4. Promote Gender Sensitization : To integrate gender sensitization programs within the college

curriculum and extracurricular activities, ensuring that students understand the importance of
mutual respect.

5. Provide Counseling and Support Services : To offer counseling and psychological support to
the victims of harassment and guide them through the grievance redressal process.
6. Create Reporting Mechanisms : To establish a confidential and accessible platform for

reporting incidents of sexual harassment, ensuring that victims feel safe and supported throughout
the process.
7. Monitor and Review : To continuously monitor the effectiveness of the committee and review
the policies periodically to ensure they remain relevant and effective.
These aims and objectives will help establish a strong foundation for the committee, ensuring that the
college community is proactive in preventing and addressing any incidents of sexual harassment.
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Definition:

Act means the sexual Harassment of women at workplace (Prevention Prohibition and
Redressal) Act, 2013 and any amendment there to.
““‘Aggrieved Woman” means any female Employee of Loknete Ramdas Patil Dhumal, Arts,
Science and Commerce College, Rahuri or any woman who alleges to have been subjected
to any act of sexual harassment at the workplace.
Anti-sexual harassment cell means a committee by the name, constituted by Loknete
Ramdas Patil Dhumal, Arts, Science and Commerce College, Rahuri as per the guidelines of
UGC.
‘‘Respondent means the person against whom the allegation of Sexual Harassment has made
by the aggrieved women.
Sexual Harassment includes:
1. ““Unwelcome behaviour of a male employee towards a female employee (whether
directly or by implications) as:

= Physical contact and advances

= A demand or request for sexual favours

= Sexually coloured remarks

= Showing pornography

= Any other unwelcome physical verbal or non-verbal conduct of sexual nature.

2. Implied or explicit promise of preferential treatment to a women employee in her
employment.

3. Implied or explicit threat of detrimental treatment to a woman employee in her
employment.

4. Implied or explicit threat to woman employee about her present or future
employment status.

5. Interference with her work or creating an intimidating or offensive or hostile work
environment for her.

6. Humiliating treatment likely to affect her health or safety.

3. Anti-Sexual Harassment Cell:
The Cell shall comprise of:

Chairman-Principal of Loknete Ramdas Patil Dhumal, Arts, Science and Commerce
College, Rahuri ,

Invitee Member

Coordinator of Anti Sexual harassment Committee.

Representative women staff of the college.

4. Guidelines of Anti Sexual Harassment Cell of the College by Considering Vishakha
Committee Guidelines & UGC Guidelines:

To conduct meeting and discussion on framed policies.

To counsel girl students for the issues regarding sexual harassment and discrimination.

All lady staff members discuss with girl students and advise her that what she should do if
she believes that she is being harassed, including to whom in the college the harassment
should be reported.

Consider all complaints seriously.

a. Ensure pre-investigation comfort to girl students and lady staff members.
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b. Inform both complainant and alleged harasser about next step.
c. As soon as possible, start practicable investigation thoroughly and in unbiased manner.
d. After both are interviewed and documents are reviewed, come to conclusion.
e. Communicate the opinion to the head of the institute.
f. Ensure that complaint is comfortable and that the rest of workplace is free from
harassment.
e Care should be taken that the re-harassment should not be happen.
5. Functioning of Anti Sexual Harassment Cell:

A. Lodging a Complaint:

a. The Aggrieved girl students or woman makes a complaint directly to the senior member of
Anti-sexual harassment cell. The senior lady staff member should able to try & solve the grievance
informally before escalating the matter to the formal committee within a period of one month from
the date of incident.

b. When an aggrieved woman is unable to make a complaint on account of her physical or
mental incapacity or death or otherwise, her legal heir or such other personas may be prescribed
may make a complaint.

B. Conciliation:

Anti-sexual harassment cell may initiate an inquiry at the request of the complaint take steps
to settle the matter between her and the respondent through conciliation. However no monetary
settlement shall be made the basic of the conciliation. Where a settlement has been arrived at as
mentioned above, the Anti-sexual harassment cell shall record the settlement so arrived at and
forward the same to the management of Loknete Ramdas Patil Dhumal, Arts, Science and
Commerce College, Rahuri action as specified in the recommendation and shall provide copies of

the settlement to the complainant and the respondent.




C. Inquiry into complaint:

Anti-Sexual Harassment cell shall proceed to make inquiry into the complaint in accordance
with the provisions of the service rules applicable. Such as inquiry (with due conciliation as
appropriate) shall be completed within a period of one month. Confidentiality of the complaint
procedure will be maintained.

Anti-Sexual Harassment cell shall proceed to make an inquiry into the compliant in
accordance with the principles of natural justice and further during inquiry provide an opportunity
of being heard to the complainant and the respondent and the relevant witness provided by the
complainant and the respondent.

D. Inquiry Report:

On the complaint of such inquiry, the cell shall provide the report of its findings to the
management of Loknete Ramdas Patil Dhumal, Arts, Science and Commerce College, Rahuri within
a period of 10 days from the date of completion of inquiry and such report to be made available to
the concerned parties. The management of Loknete Ramdas Patil Dhumal, Arts, Science and
Commerce College, Rahuri shall act upon the recommendation within 20 days of its receipt.

6. Penalties to Respondent:

If the sexual harassment complaint is proved prima facie right to the cell based on the
material and witness verified by them, then the cell will be recommended to the management to the
respondent in term of.

= Warning in writing

= |Immediate suspension from the services

* Immediate termination

= May immediately refer the case based on the gravity and merits of the case to the local
police or judiciary.

7. Punishment for False Complaint:

Where the Anti Sexual Harassment cell arrives at a conclusion during or after the inquiry that the
allegation against the respondent is malicious, appropriate punitive action may be taken by the
management as per service rules applicable on recommendations of the committee.

8. Confidentiality:

According to the Right to Information Act, 2005, contents of the complaint, the identity any
addresses of the Aggrieved woman, respondent and witness, any information relating to conciliation
and inquiry proceedings, recommendations of the Anti-Sexual Harassment cell and the action taken
by Loknete Ramdas Patil Dhumal, Arts, Science and Commerce College, Rahuri shall not be
published communicated or made known to the public, press and proceedings media in any manner.

9. The Management Assurance:

a. Express prohibition of sexual harassment will be notified and circulated.

b. Prohibition of sexual harassment is included in the service and conduct rules of the cell.

c. Complainants or witness will not be victimized or discriminated against while dealing with
complaints.
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ANTI-SEXUAL HARASSMENT CELL (VISHAKHA COMMITTEE)

Anti-Sexual Harassment Cell has been established in Loknete Ramdas Patil Dhumal, Arts,

Science and Commerce College, Rahuri as per the guidelines of UGC and the Supreme Court. It

provides a healthy and congenial atmosphere to the staff and students of the college. The objective of

Anti-Sexual Harassment Cell is to provide protection against sexual harassment and redressal of

complaints, if any. The ultimate goal of this cell is prevention of sexual harassment to ensure safe

environment for girl students.

Responsibilities of the Cell Members:

To organize awareness programs and campaigns for the benefit of all members of the college
regarding sexual harassment and gender-based discrimination.

To redress complaints received from any member of the college campus community alleging
sexual harassment.
To conduct a formal inquiry and recommend action with reference to complaint.

To ensure confidentiality for registered complaints.

Remedial Steps:

To ensure safe and accessible mechanism for registered complaints.

To take cognizance of complaints and address the victims, recommend penalties and take
action against the harasser, if necessary.

To seek medical, police and legal intervention with the consent of the complainant.

To make arrangements for appropriate psychological, emotional and physical support (in form

of counseling, security and other assistance) to the victim if necessary.
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