
It is natural that grievances occur in social behaviour' To supprcss thcnr ttlakcs t.rtle

unhealthy ancl wlaker. Grievance Redressal cell is functioning in the college to

."ttt" .r"h grievances. lt does justice in three tiers. Grievance Redressal cell

(GRC)
.,espe.cialCellknownas.GrievanceRedrcssalCcll(GRt.),lrasbccrl
establistiecl in tl.re college. The GRC is expectcd to look into the mattcls rclatcd lu

grievances of the students ar-rcl taculty members. including grievanci:s antl 
.

Somplaints if any related to the female stttdents, fac,lty rnelnbers and workers ot-

the college.
The grier,:ance redressal cell comprising the correspondent of the college, the

princ'ipal and a few t-aculty members to look into the genuine problerns of

employees and students and to suggest possible remedies'

For students

'ficrl:Classteacher

I ie rll 'srLrdents'Advisor

Tier III : StafT Council consisting of the Principal (Convenor)' Stuclents'

Advisolrscnior StatT nlember ancl the conccrncd class teacher'

For Stafi'

Tier- I : Statl'Secretary/ Superintendent

Tier l[ : Principal

TierIII:ManagementCouncilcorrsistingoftheManager(Convenor)'Principal

ancl StalT Se c retarY/SLrPtdt.

l. Any rnatter of complaint or act of indiscipline shall be subuitted to tlrc

cotrcerned c lass teacher.

2. lf the complainant is denied justioe. he/she shall approach ticr ll(Studcrrts'

Advisor).

3. I1'lustice is clenied there, the third tier can bc approached'

Grievance Redressal Cell



Similarly, if there is any grievance that need justice fbr teachir.rg ancl trotr-

teaching staft, it shalt be reporled to Statf Ser:retary by the faculty or to lhu

Oftice SLrperintendent by the Admir.ristrative stafT'

PROCEDUREFoRADDRESSINGCASESoFSEXUALHARASSMEN.|.:

l. An aggrievecl person can approach any member of the staff or the Committec

directlyor-throttghe.mailorphone.ThepersonwhorecctvcsthecotrrplaintshLrrrLrl
askthecorlplainatrttotodgeafonnalwritterlcomplairltofsexttallrarasstllcttlrrilli
the Con-rmittee.

b'TlrewrittenconrplaintshouldbeartlresignatttreofthecomplainantandinclrLdc
the details of the incidence in terms of what' when' where ' who and how it

occurred.

c. [n exceptional cases the con'rmittee may take immediate measures to provide

sr-rpport and sat-ety, without waiting fbr the receipt of the formal complaint'

cl.Aliertl-rereceiptoftlrewrittencorrrplaint,theCorlrplaintsColr-rr.rritteewilI
cotrstitute a Working Committee of 2/3 mernbers' at the earliest'

e'TheWorkirrgCommitteewiltackr-rowlerlgeinwriting,thewritterrcomplaintarld
inlbrrllthenanresol.thentembersonthiSC.0mr]litteetothecomplairtelrtrvithirrtllu
ruert 5 working days. assuring absolr'rte confide ntiality '

f. The Cornmittee woulcf call fbr a meeting with the complainant and decide the

next cotlrse of action.
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g. The working committee would ir.rtbrm the alleged harasser/s, in writing, that a

ccxnplaint o1'sexual harassrrent has been received against hirn/ them ancl the

procedule that would be followed.

h. The Committee will call for a meeting with the alleged harasser/s lbr a hcarin-s.

'i. The Clornmittee will hold individual and joint ineetings with thc complainanl and

the alleged harasser/s and witnesses. if any, lbr further investrgatiorrs.

j. In the context of the culture ofdenial that shror"rds the issue ofsexual harassmcnt.

complainants or witnesses will not be victirnized or discrimrnated. Absence o1'

eycwitnesscs or delav in filing tlre corlplaint will not be tl-re gror-urd ltrr
drsbclier. ing a complaint.

k. Thc curru-rittce rxay undertake [ron-re/ field visits if necessary.

[. The committee will maintain a confidential record of the case which would
inclur-lc thc conrplaint, minutes of thc varior,rs n-rcctings. witncss stllcrlunt\.
resolution process. recommendations to thc Executive Direr:tor etc.

rn. The Working Committee will notily the Complaints Committee and the

Executive Director about the findings and the decision taken, and about the

aclmin istrative/ management fbllowup that needs to bc undertaken.

7. ACTION TO BE TAKEN BY MANAGEMENT:

The'foLlowing steps may be taken by the employers/ management so that thc

atl'ected pelson gets justice:

Penalties:

l'hc harasscr can be askcd to uive arr apologv either written or vcrbal. in pLrhlrt'

or private.

Where sexual harassment amounts to a specifrc offence under Indian Penal codc

(lPC) or



any other law, the management shall initiate appropriate action in accorclance rvith

the law.

Additional penalties may ir.rclude

- Walning and counseling on rniscondnct

- Closer superwision of conduct

- Dorvngrading ofjob status or responsibilities

- Suspension

- Disn.rissal

Remedial measures:

The ulflcted personr's can be given adequatc cornpcnsation fbr any r.,,'agcs ur'

salary lost as a result of harassrnent and/or failure on part of the organization to

take nccessary action tbr redressal.

Leave with pay to the affected persorVs during the period of investigation.

Rernoval of any detrimental cornmentsi notings on work perfornrance ol thc

afl-ected person/s during the period of harassnrent and investigatron.

The atl'ected can be given an opportunity. to the extent possible, to choosc to

either rcmain in the saure job or opt for transfer, without any kind of disact,antagc.

u,ith r.espect to the.iob profile.
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