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POLiCY ON SEXUAL HARASSMENT AT WORKPLACE (PREVENTION,
PROHIBTTTOF{ AND REDRESSAL)

Vedanta Schooi of Nursing & Paramedicai Sciences (VSNPS)

Statement of Commitment:

VSNPS is committed to maintaining a zero-iolerance poiicy towards sexuai harassment. We
aim to ensure a safe, respectful, and inclusive workplace and academic environment, free
liom any fonn of sexual harassment. This is in accordance rvith the Sexual Harassment of
Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013, and the
University Grants Commission {Prevention, Prohibition *nd R.edressal of Sexual
Flarassment of Wornen Employees and Students in Higher Educational [nstitutions)
Regulations, 20I5.

VSNPS actir,'ei,n- r.vorks to preyent incidents of sexual harassment. encourages prompt
reparting, and erlsures timely redress*l of ccmplaints. This policy- shali be interpreted in
trght of the above-mentioned Act and I-IGC Regulaticns. and is sreant tc ciarili, and arldress

any ar.nbiguities that rnay arise.

SCCPE:

Ihis Poiicy' shaii appl1' to all students, farulty. staff, employees. anri third parties
associated rvith VSNPS. it covers aii incicients of sexual harassment occurrirg in conrection
with ecllege activities. including rcutine teaching. administrative rvork. Lrr an'i program

organized b.v VSNPS, n'hether on or off carnpus. lt also applies to behaviour that creates a

irostile, intimitlating, or offensive rvork environment lcrr any mcntber(si of thc YSIiFS
c<immunitir.

DEFINITIONS:

Liniess the ccntex-t otirerrvise requires, the foll*.xing c!eii*iti+ns shali apply:

i" C*mplainantlAggrievedFerse*:
Any individual aiieging an incident of sexual harassment, or on whose behalf such a
ccmplaint has been filed.

ii. Interae.i Cornplaints Comrnittee (ICC):
The Committee constituted by the Principal of VSNPS to inquire into complaints of
serual harassment and ensure redressal.

iii. VSNPS:
Refers to Vedanta School of fiursing & Paramedicai Sciences, Azamgarh.

iv. VSNPS Communif.v:
Includes all students, faculty members, and staff or emplgyees of VSNPS.

Y. Respondent:
The person against whom a complaint of sexual harassment has been filed.
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vi. Sexual Harassment:
Includes any unwelcome conduct of a sexual nature. lv'hether verbal, physical,
textual, electronic, visual, or graphic, and may include (but is not limited to):
a) Physieal contact 61 36lr.,atrees;

b) Requests or demands for sexuai iavours;
c) Sexuali,v coloured remarks or communication directed at a specific person that

causes humiiiation or harassrnent;
d) Sexually explicit gestures or content;
e) Displai,ing or sharing pornograph-y;

0 Any single or repeated behar.iour of a sexual nature that creates an intimidating.
irustile. or- otl-ensive *'ork or acaderiiic environrxcnt.

vii. Thirel Parg:
Any indir.idual r.*,,ho is not a member of the VSNPS community but is present on the campus

or assaciated in any capacity rvith VSNPS activities.

viii. Staff or Employee of VSNPS:
Refers tc ail iridividuals emplayed by VSNPS. including *dministrative staff, fu!l-time and
part-time facultyu ternporary, contractual or casual staff, researchers, trainees, and
consultants.

1. Prohibition of Sexual H*rassment

A11 forms of sexual harassment at the workplace are strictly prohibited and shall be dealt
w'ith in accor<iance r.vith the Sexu*i Harassment of Women at Workplace (Prevention,
Prohihition and R.edressal) Act, 2013, the UGC Regulations (2015). and this Palic_v.

2" Constitntion of the laternal Complaints Committee (ICC)

The principal shail corrstitute, through * formel written order. a body known as the
Internal Complaints Committee flCC) to address complaints of sexual harassnrent.

i. Composition of the ICC:

The merrbers cf the ICC shall be nominated b"v the Principatr and shall i*clude:

a,l A Presiding Officer {Chairperson}, who shall he a senior wqman faeulty memher.
b) Two facuitl members with experience or legal knowledge relevant to sexual

harassment issues.
c) Two non-teaching staff members with similar expertise or awareness of such issues.

d) One or tw'o external members from goverrment, semi-government, or reputed non-
goverrlmentai organizations who have experience in gender issues or sexual harassment

matters.
e) Three student representatives - two from undergraduate programs and one from

postgraduate programs.

ii. Conditional Modifications:
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. In cases where the complaint is against a faculty member, noq-teaching staffand
student representatives will not participatg in the inqurry.

. Ifthe complaint involyes a non-teaching staff member, student representatives
will be excluded from the inqurry procoss.

. An additional facutty member may be nominated by the Principal, if deemed
necessary.

iii. Geuder Representation:

At least 507, of the ICC members shall be women. ensuring balanced representation and
sensitivit-v".

Note: Tlre Internal Complaints Committee (ICC) is also referced to ss the Internal
Cammittee as per tlte awend*2s7l! y22irio ht: tho iI lrlooiTs!.s t* tlte Repeaiing and A*tendirug
Ad,2Al6.

3" Who Can File * Complaint

Any indir,,idual-whether a member of the VSNPS communiff or a visitor-ma,v file a
written complaint of sexuai harassment at the workpiace to the ICC, using the prescribed
ibnnal (Arrnexure - A).

If the complainant is unable to submit the complaint in writing lbr any reason, the ICC
may peffnit another person to file it on their hehalf, pravided the Committee finds it
reasonable and appropriate.

4. Fiting of Complaint

1

valid reasons in writing"

2. The complaint can be submitted:

3. tf the complaint is submitted electronically. a signed hard copy must be submitted to
the ICC office within 7 rvorking days.

4. The iCC shaii provi<ie necessary assistance to the compiainant to help them file the
complaint in rvriting. if they are unable to do so themselves.
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aggrieved person) should file a eomplaint in or via email
to the Committee (ICC). using the as ear:lv

!

as possible three months liom the date oithe cf a series
of incidents, the cornplaint must be filed within three months of the last incident.
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The compiaint should be specific. cieariy stating the nature of the incident(s) and, if
possible. inciude a list of witnesses.

6. Before starting the fbrmal inquiry process, the ICC may, at the request of the
eomplainant, take steps torvar:d conciliation to resoh-e the matter.

resoiution.

5. Inquiry into the Complaint

1. Once the complaint is received, the iCC wiil issue a formal notice tn th. rpenr\n,16]nt

within 7 working days, enclosing a copy of,the complaint.

2" The respondent is required to submit a written reply, along with a list of witnesses (if,
any), within l0 werking d*ys fram the date aireceiving the notiee.

3. Durins this time. the comnlainant rnav he,ialled lbr a herrine . r-=,here i.heir
- -'-"8 ""-' '

handwritten statement will be forrnall-v recordecl b;r the ICC"

4. A{ler receiving the respondent's repl-v. the ICC shaii provide a cop_v of the same to
the complainant within 5 working d*ys.

The inquiry r.r,iii-be contiucted rvith full fairness and irnpartiality, ioilorving the
principles of natural justice.

l

5. Tc ensure con{identiality and decorum. the ICC ina.v i$struct aii parties and
witnesses to avoid carrying mobile phones or recording devices during depositions

7 . If the complainant requests, the ICC may attempt a conciliation process before
continuing with the inquiry.

6"

csrn

q" The ICL- rnay call upon any
the iiiquiry. Statements rray

10. if either the compiainant or the respondent requests to crossiexapine a witness, the
IeC witl fbcilitate this appropriately and record the statements.

1i. No documents or statements will be shared with anyone
involved, to maintain strict confrdenti*li4'.

other than the parties

12.All inquiry-related notes, statements, and documents will be kept confidential and
accessibie only to ICC members during meetings, so1e1y for the purpose of the inquiry

UEIIRI{TA SCHOOL OF NUBSIilG
. . & PARAMEIIICAL $SIEHCE



H& rr1{17

sqff#/ w

13. All proceedings conducted b-v the ICC shall be recorded in writing. The statements of
lvitnesses and minutes of each session shall be signed and authenticated by those
present, including ICC members and the individuals involved.

14. As far as possible, the minutes of each meeting should be prepared and authenticated
on the same day. In exceptional cases- they rnay be finalized by the next working
day and signed via hard or soft eopy as per the availabilit,v of members.

15.ICC members may take written notes lvhile listenin-e to the statements of parties or
rvitnesses to ensure accurate docurnentation.

l6.After completing the inquiq,,. the ICC shall prepare a detailed report outlining its
findings and reasons, and submit it to the Principal for further action.

17.If'the iCC conciudes that the respondent is guilty of sexual harassment. it \\'i11

recommend appropriate disciplinary or remedial action.

18. Once the report is finalized. it shall be sliared w-ith the Pi"incipal, and capies of the
findings shall be provided to both the cornplainant and the respondent.

19.If the respondent is a member of the VSNPS communify, aetion r,vill be taken in
acccrdance r,vith the applicable service rules or institutional regulations.

20.'Ihe ICC rnust exercise utmost care rryhile handling complaints of sexual harassment.
'Ihe cornpiainant should be cffered supportive conditio*s that heip build trust" and
confidence. Ail hearings shall be conducted in carnera (privateiy).

21.Both parties are expected to submit handwritten statements during the hearing. If
an,v partf is unable to r,vrite or read, the ICC rn'ili oft-er appropriate assistance.
eusuring that eonfidentiality is mairriained at all times.

2Z.Care must be taken io prevent any farm af victimization or disadrrantage to eiti"ler

the cornplainant or the respondeut during or after the proceedings.

23. The ICC must ensure that no witness or complainant is haXassed, threatened, or
discriminated against during or atter the inquiry process.

24.The identity of both the complainant and the respcndent must be kept strictly
confrdential throughout and a{1er the inquiry.

25.If either party (complainant or respondent) is absent withoqt refson for three
consecutive hearings, the ICC may terminate the inquiry pr proceed with an ex-
parte decision (in the absence of the paffy), provided a 15-day written notice has

been served in advance.

26.The entire inqurry process should be completed within 90 days from the date of
receipt of the complaint. The ICC shall submit its final report within 10 days after
conclusion. Based an this, the PrincipaVemployer must initiate necessary action
within 60 days.
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2i.In cases r,vhere a settlement is reached. copies of the settlement shall be given to both
the complainant and the responelent for their records.

28. V/here a conciliation-based settlement has been reached at the request of the
complainant. the ICC shail record and foru,ard the tenns of settiement to ttrre

Principal/employer for necessan- action as per the recommendations.

6. Interim Relief

During the course of the inquiry. if-the complainant makes a written request, the iCC may
recorlmend to the Principal that appropriate interim relief be granted. This may inciurie"
biit is not limited to, iemporary changes in the compiainant's rvork or ciass arrangelnents to
ensure safety and comf-orl.
Once the recommendeci interim reiie-ihas been impiemenieri. the Frineipai shaii inform the
ICC in yrritiflB about the action taken.

7. Initiatiog {rf Aetior

Upu''ii receiving the final inquir;, report from the ICC. the Principal shall act up+* tiis
recommendations as per the findings and implement the decision without undue dela;r.

8. Appeals

l. Onr.e the ICC has su'nmitteC its fi*al report. it hesan:es functus offieio. meanir:g it
has no further role in the raatter and r,viil not entertain any further communication
{:-..--- .!-^ -.-----^!^i-^^-^r --^^-^^-^l^-^. ^-- -,,:.-^ -li-^ *l^--r .-^ .^ttUlll illU UUtlll-,!Allltllll.. lfSLrUllUCl 1t, (Jl \\ Itllr,rStr5 {trBAILrtllE: lilAf Ui1sU.

2. if eithcr l,ail)' is dissatisfied with the ICCrs decisicr, they itiay file an appcal. Tirc
Appeals Committee strall consist of:

-

i+

consider it, provided the delay is explained and justified in writing to the
Committee' s satisfaction.

9. Confidentiality of Proceedings

1. The ICC and the Institution are duty-bound to maintain cqnfidentialify regarding
the identity of the complainant, respondent, and all parties iqvolved.

2. If any ICC member is a witness, or related to either party, they must recuse
themselves from the proceedings to ensure neutrality and infegrity.
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3. The identify of the parties, witnesses, ICC proceedings, recommendations, and

actions taken shaii not be disclosed or published in any nlaflner, including the press,

media, or public domain. These details are not subject to the Right to Information
Act,2005.

4. No legal representatives or advocates are permitted to appear betbre the ICC on

behalf of either partv. The inquiry is intended to be a confidential and non-
adversarial process.

5. Only the final report of the ICC or the decision of the Appeals Committee marv be

disclosed, if required. All other discussions and documents shaii remain strictiy
^^.^:;.L.*i,^lu(rr r i tutrrIt"tdl.

iS. Obligaticns ai the Institution I Duties of the Emplay'er

To ensure fhir, smootir. and effective impiementarion of this poiic5r, the insritution shaii:

i. Promptly forward all camplaints of sexual harassment to the ICC rr,'ithout cieiay"

Z. Provide the ICC u,ith neccssary resources such as of iice spacc. cotnputers. secretariai

support. aird an-v other assistanee required to eonduct i*quiries smo*thly amd

efficiently.

3. Facititate access to professional counselling or medical services for the complainant.
if such support is required.

4. Ofier an hcnorariuxr and travel allowance to the external ICC member(si in
recognition of their time and contribution during meetings.

5. Monit*r and ensure timely submission of reports b-v the ICC to uphold
accountability and prevent procedurai delays.

11. Considerations While Preparing the Inquiry Report

While preparing the findings and recomrnendations. the ICC shall keep the fbllowing
po,ints in rnind to ensure fairnes-q anii r:biectiviqr:

a) Whether: tire language (spoken or written), images, gestures, or physical behaviour
alleged b;, the cornplainant r.vere cf'a sexually inapprapriate nature.

b) Whether the allegations are supported by logical reasoning a4d credible evidence
available during the inquiry.

c) The credibitity, consistency, and reliability of the statements made by the complainant.
the respondent, and rvitnesses, along lvith the corroborating documents or rnateriais.

d) Any other relevant details, such as a known history or prior incidents involving either the

complainant or respondent that could impact the context of the case.

e) Both the complainant and respondent must be given a fair opportunity to be heard
during the inquiry process.

rEl
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fl A copy of all statements and reievant documents should be made available to both parties.

ensuring tirat they have the chance to respond or make representations before the final
decision is taken.

I2. Punishments for Memtrers of the VSNPS Community

If the ICC concludes that an act of sexual harassment has taken place. it may recommend
one or more of the following actions based on the severity and circumstances of the case
'['hese actions will be documented in the respondent's permanent academic or service
record" as appiicable.

A" In ease of Students

rl ^.. -- -lnil5uu
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an the gravity of the violation, one or more of the fullowing actions may be taken:

Verbal or written warning, reprimand, or cens*tre

Withhotding privileges, such as access to the library, transportation, scholarships,
identif card, etc.

Cancellation of hall ticket for an upcoming examination

Temporary suspensian from the Institution or restricted entry for a specifled tirne

Expulsion from the Institution

Denial of readmission, in cases of serious misconduct

A written public apology

Belrarment frcrn representing the Institution in any academic, cultural, spoils, or
exchange programs

9. Mandatory counselling sessions

situation

B. In Case of Employees

If the respondent is a staff or faculty member. and the offence is proven, or in the rare case

that the complaint is found to be frivolous or malicious. the following actions may be taken

in accordance rvith service rules. institutional policy. and applicable lar,vs:

1. Censure, reprimand, or written warning

2. Requirernent to submit a written apology
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-i. Withholding of increment or deferrai of promotion for a specifieci period

1. Suspension liom duties

5. Terrnination of empiovment

6. Any other disciplinary action perrr-ritted under the sen,ice rules. relevant Acts, or
UGC Regulations

C. Penalties for Third Parties

ln cases rvhere an individual not belonging to the VSNPS ccmrnunity (i.e .. a third part:{
suchas avisitor- verrdor. t-ir exterr:ai prrrticipant) is ii:urii guiity of sexuai irarassinent- tiie
ICC may recomlnend one or more of the following penalties. depending on the severitt, of
the atTbnce:

1. Denial of access to the VSNPS campus, either terrporariiy or psnnafientl-v.

2. Revoeatian of any certificate, relyard, or r€cognition received for participation in
VS}-{P S - organised conferences, seminars" programmes, or eompetitions.

3. lssuance of a formal warning or written reprimand.

4. Any other action deerned appropriate as per VSN'DS poiicies and appiicat'rie ruies.

Additionall--v" the ICC shali notifl the employer or institution of the third parq;, infonnin-e
them of the complaint" inquiry, and the penalt,v recommerded or imposed.

13. Annual Reports

The ICC shall prepare an Annual Repart that docurnerrts:

'F Tlie number of curnplaints receivcd d',rring the i *ar.

Th- ct4lr'c .-^._l 
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This report shail be submitted tci the Principal of VSNPS by the end of each academic .vear

14. False, Frivolous, or Vexatious Complaints

Whiie the iCC strives to provide a saf,e and fair platlorin lbr aii complainants. it also
recognizes the impofiance of protectins individuals liom misuse of the process.

" it, upon thorough inquiry'. a complaint is fbund to be deliberately false, malicious, or
intended to harass the respondent, the ICC ma)/ recommend to the Principal that
strict disciplinary action be taken against the complainant.

. However. inability to substantiate a complaint or provide adequate evidence rvill
not automaticaiiy amount to a faise compiaint uniess it is proven that the iuteni r,r,as

malicious.

i
n
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. in cases rvhere the ICC conciu<ies that the allegations could not be proven" it may
recofiIlreild that no action be taken against the responrlent.

15. Saving Clause

I'his policy does not restrict or override any legal rights available to individuais under the
iarv. All emplovees. students" and third parties retain their right to seek legal redress under:

. The Sexual Harassment of Women at Workplace (Prevention, Prohibition and
Redressal) Act. 2013,

. The National Commission lbr Women Act, 1990.

. The Protection of Hunran Riehts Act. 1993. or

. Any other appiicabie civil or criminal law.

If the act of sexual harassment constitutes an off-ence under the Indian Penal Code or anv
complaint Hiith tlre

not be affecteii Ery

other legal actions initiated h,r, the comp
court of iaw.

specifically ciirecteci by a cornpetent
ttl
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. i ANNEXURE - A FORMAf, OF THE COMPLAINT

Handwritten ar detuited email including the details required ds per the formot belaw is clsosufficient for
the ICC to take cognizance of an issue.

Complaint Form: Sexual Harassment Incident

Complainant Details:
I ! _ -_- _I\ame
iob Title/Position:
Contact lnformation (Address, Mobile, Email):

Employer's Name:

Emplo-ver's Position:
lncident Details:
Date & Time of lncident:
Brief Description of lncident(s):

Respondent I nformation :

Name:

Relationship to Complainant:
Position/Title
Employer's Name (if different):
Witnesses (if any):
Name(s):

Contact Information:
Relationship to lncident:
Previous Grievances/lncidents (if any):
Details

Timeliness of Complaint:
Was the complaint filed within 3 months of the
incident? (Yes/No)

lf not, reasons:
Mode of Filing Complaint:
Handwritten/Typed
Ha nd-del ivered/Ma i led


