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POLICY ON PREVENTION OF SEXUAL HARASSMENT
I. PURPOSE:

The policy is issued to provide a framework to prevent, prohibit and redress sexual harassment ofemployees
and students in Shridevi Institute of Engineering and rechnolory as per All India Council for Technical
Education (Gender Sensitization, Prevention and Prohibition ofsexual Harassment of women Employees and
students and Redressar ofGrievances in Technical Educationar Institutions) Regurations,20r6.

2. Definitions :

a) "AGGRTEVED woMAN" means in relation to work place, a woman of any age whether emproyed or
not, who alleges to have been subjected to any act ofsexual harassment by the respondent.

b) "ACT" means the Sexual Harassment of women at workplace (prevention, prohibition and Redressal)
Act,2013 (14 of21t3)

c) "CAMPUS" means the location or the land on which Shridevi Institute of Engineering and rechnologr
and its rclated facilities like libraries, laboratories, lecture halls, residences, halls, toilets, student centres,
hostels, dining halls, parking areas, parks-like settings and other amenities like health centres, canteens,
etc'' are situated and also includes extended campus and covers within ts scope places visited as a student
ofthe THE INSTlrurE 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 ofan employee or a student ofrHE INSTITUTE;

d) "coMMIssIoN" means the University Grants commission estabrished under section 4 ofthe university
Grants Commission Act, I956 (3 of 1956);

e) *G.YERED INDwIDUALS" means persons who have engaged in protected activity such as firing 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 felrow student or guardian ofthe offended person.f) "EMPL.YEE" means a person as defined in the Act and arso includes, for the purposes of these
Regulations trainee, apprentice (or caled by any other name), intems, vorunteers, teacher assistants,
research assistants' whether employed or not, including those involved in field studies, projects, short visits
and camps

g) "EXECUTIVE AUTHORTTY" means the Principal of Shridevi Institute of Engineering and rechnologr,
in whom the generar administration ofshridevi Institute ofEngineering and rechnologz is vested.

h) "INTERNAL COMPLAINTS COMMITTEf," (ICC) MCANS INTEMAI COMPIAiNTS COMMittEE tO bE
Constituted by Shridevi Institute ofEngineering and Technology.

i) "PRorEcrED ACIwITY" includes reasonable opposition to a practice believed to viorate sexuar
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harassment laws on behalf of oneself or others such as participation in sexual harassment proceedings,

cooperating with an intemal investigation or alleged sexual harassment practices or acting as a witness in

an investigation by an outside agency or in litigation;
(Sexual harassment" means-

(i) An unwanted conduct with sexual undertones which is persistent and which demeans, humiliatesor

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 behavior (whether directly or by implication), namely:-
(a) Any unwelcome physical, verbal or non-verbal conduct ofsexual nature;

(b) Demand or request for sexual favors;

(c) Making sexually coloured remarks;

(d) Physical contact and advances; or

(e) Showing pomography; and

(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 behavior that has explicit or implicit sexual undertones-

(a) Implied or explicit promise ofpreferentiar treatment as quid pro quo for sexual favors;
(b) Implied or explicit threat ofdetrimental treatment in the conduct ofwork;
(c) Implied or expricit threat about the present or future status ofthe person concemed:

(d) Creating an intimidating offensive or hostile leaming environment;

(e) Humiliating treatment likely to affect the health, safety dignity or physical integrity of the
penon concemed;

ttStudent" 
means a person duly admitted and punuing a programme of study either through regurar

mode or distance mode, including short- term training programme,s in a TI: provided that a student who
is a participant in any ofthe activities in a TI other than lhe TI where such student is enrolled shall be

treated as a student ofthat TI where any incident ofsexual harassment takes place against such student;

"Third Party Harassment" refers to a situation where sexual harassment occurs as a result of an

actor omission by any third Party or outsideq who is not an employee or a student ofthe TI, but a visitor
to the TI in some other capacity or for some other purpose or reason.

"victimization" means any unfavorabre treatment meted out to a pe*on with an implicit or
explicit intention to obtain sexual favour;

"Workplace" means the campus of a TI, including_

(a) any department, organization, undertaking, establishment, enterprise, institution, oflice, branch
or unit which is estabrished, owned, controled or wholry or substantia[y financed by funds
provided directly or indirectly by the appropriate Tls ;

(b) Any sports institute, stadium, sports complex orcompretition or games venue, whether residential
or not used for training, sports or other activities relating rhereof in Tls;

(c) any place visited by the employee arising out ofor during the course ofemproyment including



(m) Treat sexual harassment as misconduct under service rules and initiate action for misconduct if the

perpetrator is an employee;

(n) Treat sexual harassment as a violation of the disciplinary rules (leading up to rustication and

expulsion) ifthe perpetrator is a studenc

(o) Ensure compliance with the provisions ofthese regulations, including appointment oflCC, within

a period ofsixty days from the date ofpublication ofthese regulations;

(p) Monitor the timely submission of reports by the ICC or GSCASH;

(q) Prepare an annual status report with details on the number of cases filed and their disposal and

submit the same to the Council.

3.2 Supportivemeasures-

(l)the rules, regulations or any such other instrument by which ICC oTGSCASH 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 TIs must mandatorily extend full support to see that the

recommendations ofthe ICC are implemented in a timely manner. All possible institutional resources

must be given to the functioning ofthe ICC, including office and building infrastructure (computers,

photocopiers, audio-video, equipment, etc.), staff(typists, counselling and legal services) as, well as

a sufficient allocation offinancial resources.

(3)Vulnerable groups are particularly prone to harassment and also find it more difficult tocomplain.

Vulnerability can be socially compounded by region, class, caste, sexual orientation, minority identity

and by being differently abled. Enabling committees must be sensitive to suchvulnerabilities and

special needs.

(4)Since research students and doctoral candidates are particularly vulnerable the Tls must ensure that

the guidelines for ethics for Research Supervision are put in place.

(5)All Tls must conduct a regular and halfyearly review ofthe efficacy and implementation oftheir anti-

sexual harassment policy.

(6)Orientation courses conducted in TIs for administrators must have a module on gender sensitization

and sexual harassment issues. Regular workshops are to be conducted for all sections of the TI

community.

(7)Counselling services must be institutionalized in the Institute and must have well trained full-time

counsellors.

(8)Many Institutes 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 in$astructure and

maintenance.

(9)Adequate and well trained security including a good proportion or balance ofwomen security staffis

necessary. Security staff must receive gender sensitization training as a part of conditions of
appointment.



level Insitr.te, as the case may be.

(d) One memb€r from amongst non-govemment organizdions or associations committed to the causc of
women or a person familiar with the issues relating to sexual harassment, nominated by the Executive

Auttnrity.

4.2 At l€a-st one-half of the total members of the ICC shall be women.

4.3 Persom in senior administrative positions in the Lrsitute, such as Principal, Deans, Heads of
Departments, etc., shall mt be members of ICCs in order to ensue autonomy of their functioning. The
term of ofice of the members of the ICC shall be for a period of three years. The Institute may also

employ a system whereby one -third ofthe memben ofthe ICC may change every year.

4.4 The term ofoffice of the members of the lcc shall be for a period of three years. The college
may also anploy a sysrcm whereby one -{rird ofthe members ofthe ICC may change every year.

s. Responsibilities of Internal Complaints Committee eCC)
The Internal Complaints Committee shall:

(a) Provide assisance ifan employee or a student chooEes to file a complaint with the police;

(b) provide mechanisms ofdispute redressal and dialogue to alticipate and address issues throughjust and
fair conciliaion without undemining complainant's rights, and minimize rhe need for purely prmitive

approaches that lead to further r€s€ntmenl alienation or violence;

(c) protect the safety of the complainant by rct diwlging the person's identity, and provide the mandatory

relief by way of sanctioned leave or relaxation of attendance requir€ment or transfer to another

deparment or supervisor as required during the pendency of the complaint, or also provide for the
transfer of the offender;

(d) Ensure thal victims or \r,itnesses 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.

5. TEE PROCESS FOR MAKING COMPLAINT AND CONDUCTING INQIIIRY
The ICC shall comply with the procedure prescribed in these Regulatiom and the Act, for making a complaint
and inquiring into the complaint in a time bound manner. The Institute shall provide att necessary facilities
to the ICC to conduct the inquiry expeditiously and with required privacy.

7. PROCESS OF MAKING COMPLAINT OF SEXUAL EARASSMENT
An aggrieved person is rcquired to submit a written complaint to the ICC within tl[ee momhs from the date
ofthe incident and in case ofa series of incidents within a period of three months fiom the date of the last
incident. Provided that where such complaint cannot be made in writing the presiding ofticer or any Member
of the Intemal 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 salisfied that the circumstanc€s were such which prevented tlre person



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 victimization as a consequence of making a complaint of sexualharassment.

10. Punishment and compensation-

(l ) anyone found guilty of sexual harassment shall be punished in accordance with the service rules of the

Institute, ifthe offender is an employee. Depending upon the severity ofthe offence, the punishments may include

anyone or more such as a written apology, waming, reprimand,censure, undergoing counselling or carrying oul

community service, withholding of promotion, withholding ofpay rise or increments and terminating the

respondent from service.

(2) Where the respondent is a student, depending upon the severity ofthe offence, the Institute 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 ofcompensation. The TI shall issue direction for payment

ofthe 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 ofsexual harassment;

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

(d) The income and status ofthe alleged perpetrator and victim; and

(e) The feasibility ofsuch 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 publicized within the Institute. 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 ofAct. Ifthe 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 ofthe complainant shall not be established without an inquiry, in accordance with the procedure

prescribed, conducted before any action is recommended.
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