MARATHA MANDIR’S
Babasaheb Gawde Institute of Management Studies

POLICY ON PREVENTION, PROHIBITION & REDRESSAL
OF SEXUAL HAMSSMENT A’I THE WORKPLACE

J——
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Introduction /.

Maratha Mandlrs Babasaheb Gawele ‘Instltute of Management
Studies (“MM BGIMS”) strives to create ‘and maintain a healthy,
safe and productlve work nvironment, free from
discrimination and any kmd of ha ssment including Sexual
Harassment. \ Cai )_),

Accordingly, this Pﬁﬁcy—- ofi Prevention, Prohibition and

Redr S! of Se arass e t at the orkp]ﬂce (“Policy”) has

bee ned wg } dtention af b‘gt@ rp}mg 4gd prohibiting

Sexual Harassment at the Workplace, whlch includes redressal

JalfasaeEd AW eE [Institute

All Employees are expected to uphold the highest standards of
ethical conduct at the “@'r lace and in all their interactions
with business stakeho This means that they have a

S ns1b111ty to 1nter alia:
fiekcantn ok g 31 bt (|
o ow t irit o

Refrain from any unwelcome behaviour that has sexual
connotation,;

Refrain from creating a hostile atmosphere at Workplace via
Sexual Harassment; and

Report Sexual Harassment experienced and/or witnessed to
appropriate authorities and abide by the applicable
procedures.

Objective and Applicability

This Policy is applicable to all Employees and personnel
engaged by MM BGIMS.

Page1of11




This Policy fulfills the directives contained in the provisions of
“The Sexual Harassment at Workplace (Prevention, Prohibition
and Redressal) Act, 2013 (the “Act”) read with the Sexual
Harassment of Women at Workplace (Prevention, Prohibition
and Redressal) Rules, 2013 (the “Rules”). In the event of any
inconsistency or conflict between this Policy and the Act and
Rules, the latter shall prevail.

Through this Policy, a mechanism is being set up for prevention
of, protection from and redressal of sexual harassment of
women at the workplace, should it occur.

MM has adopted.a pohgy of nbﬁutolerance against any conduct

leading to sexual’ harassment ‘of women at the workplace as

mandated by the léw This Polxcy is fion- negotlable

Definitions =
Sexual Harassment
“Sexual Harassment” 1ncludes any gnemr more of the following
unwelcome acts or behaviour, nar}iely

a) Physical contact and. advances

b) Demand or request for sexual favours

::i) 1\G/[e: iﬁly Tg;ﬁiemr gilp% {)1{ &mr;h)ks of a sexual

nature about a person’s clothing or body;

B gt Giiwtia.Ln stitaie.

sexual nature;

g) Eve-teasing; i’

h) Sexually colored jokes, md} ent sexual pranks innuendos and

causm or likel ardness or

St e e ek bk Kption and/o
implicit sexual cb nnotation;
Unwelcome sexual overtone in any manner such as over
telephone (obnoxious telephone calls), text messages, e-mails
or on social media;
Repeatedly asking to socialize during off-duty hours or
continued expression of sexual interest against a person’s
wishes;

k) Inappropriate touching or brushing against any part of the
woman’s body;

1) Giving gifts or leaving objects that are sexually suggestive;

m) Physical confinement against one's will, persistent watching,
following, contacting and any other act likely to intrude upon

%
T o
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or violate one's privacy;

n) Explicitly or implicitly seeking sexual favours in return for

3.5.

hiring, compensation, promotion, retention, relocation or
allocation of job/responsibility /work.

Aggrieved Woman:

An “Aggrieved Woman”, in relation to a Workplace, is a woman,
of any age, whether an employee or not, who alleges to have
been subjected to any act of Sexual Harassment by the
Respondent at such Workplace and includes a person making
complaint on her behalf. Any woman visitor to Workplace or
any woman who is temporary resident of any of the
accommodations or premmes..ﬂemgnated as Workplace can be
considered as an,Aggrleved Weman if she faces any Sexual
Harassment whﬂe on “the prermqes nf the relevant Workplace.
Complamant *

“Complamaht" is any Aggneved Woman (or if the Aggrieved
Woman is unable to make a com@lamt on account of her
physical or mental incapacity or deéthmr otherwise, any other
individual who is'entitled tm,make 4 complaint on behalf of the
Aggrieved Woman in accordan.eé with the Act read with the
Rules) who rnakes a complaint alleglng Sexual Harassment

"Mardtha Mandir’s

3.4. Disciplinary Authonty

Balfeah i Gatden sttt e

punishment enumerated in MM BGIMS Policies / Rules / Law.
()
L |

W

Employee:

ployee” means any person lace for work on
Ryt prdase etk iy wass
basis, either dﬁ"éctly or thro an agent, inc udmg a retainer,
a contractor, with or without the knowledge of MM BGIMS,
whether for remuneration or not, or working on a voluntary
basis or otherwise, whether the terms of employment are
express or implied and includes a co-worker, a contract worker,

probationer, trainee, apprentice or called by any other such
name.

Employer:

“Employer” means any person nominated by Maratha Mandir’s
Babasaheb Gawde Institute of Management Studies (MM
BGIMS) and responsible for the management, supervision and
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3.7.

control of the relevant Workplace and includes a person
discharging contractual obligations with respect to his / her
employees.

Respondent:
“Respondent” means the person against whom a complainant
has made under this Policy.

3.8. Workplace:

4.

4.1.

“Workplace” means Premises, locations, establishments,
enterprises, institutions, offices, branches or units,
department or any other premises, including guest houses and
townships, established, ewned, and/or controlled by MM
BGIMS including, places wsﬁéd-by employee arising out of or
during the course of erﬁploymen.t; mcludmg transportation, any
location whene ernployee visits “to ° ~earry out MM BGIMS’s
business or, attend any seminar,- \training, conferences,
function, get;together, retreat and pmmc organized by MM
BGIMS. b~ |

i

Internal Complalgts Gommittee
For timely redressal of coxpp’iamts Internal Complaints
Committee (“ICC”) is coifistittifed as under

tm is consjék ‘l ed for T Workpl y!stnctly adhering
dinks: V1 o1 111

At least half of the total member of ICC shall be Women

Bl gme bl o LSS R

Officer”); Provided that in case a senior level woman employee
is not available, the Preﬂig Officer shall be nominated from
other offices or admini e units of the workplace or any

workplace of the same er%p (wljtor otlTn department or

lt“w

1O tl % “%
c) Not less t tWo members of the ICC shall be appointed, as

far as posmble, from amongst employees who are preferably
committed to the cause of women or who have had experience
in social work or have legal knowledge in this field;

d) One member shall be appointed from amongst non-

governmental organizations or associations committed to the
cause of women or familiar with the issues relating to Sexual
Harassment.

e) The Presiding Officer and every member of the ICC shall hold

office for a period not exceeding 3 (three) years, from the date
of their nomination, unless they have been reappointed by the
employer after completion of their tenure. However, the
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4.2.

Presiding Officer and other members of ICC shall automatically
vacate their office upon cessation of their employment with MM
BGIMS.

A member of the ICC may resign at any time by tendering
resignation in writing to the Managing Committee of MM
BGIMS.

The Managing Committee of MM BGIMS shall, from time to
time make necessary changes to the ICC, the number of ICC,
the location etc.

Removal or Replacement of ICC member or Presiding Officer:
In the event the Pres1d1ng Officer and / or any member of the
ICC:

a) contravenes any. pro\nsmns of t‘he Act or the Policy; or
b) has been convicted for an offence or.an inquiry into an offence

c)

under any law for” the time bemg m force is pending against
him / her; or, ~ ;

has been found guilty in any dlscz,tp“Imary proceedings or a
disciplinary proceeding is pending against him / her; or

d) has so abused ‘his / her position as to render his / her

€)

f)

continuance in ofﬁce prelugae}al tgf ‘the'interest of employees or

company; or

ceases to be an emplojfee“ﬁ’l' MM BGIMS or representative of
ssoc1at1 mrm to the ca se ofiwomen, or

isn asitlﬂ tﬂth& lBltb:b;‘ complainant

or respondent in relatlon to a complaint filed by an Aggrieved

Ba 5..&%133@?35 fAsiuR i pl ks knss

g)

accordingly by the management of MM BGIMS in accordance

with this Policy and the icable law.

Any vacancy created including due to cessation of employment,
ation, death, disability or g other cause, as

e S Wi (3 e romtion byt

management 6+ MM BGIMS in accordance w1th e provisions

of the Act.

Complaint of Sexual Harassment

An Aggrieved Woman may make, in writing, a complaint of
Sexual Harassment to the ICC within a period of 3 (three)
months from the date of incident and in case of a series of
incidents, within a period of 3 (three) months from the date of
last incident. However, the ICC may, for the reasons to be
recorded in writing, entertain a complaint within a further
period not exceeding 3 (three) months, if it is satisfied that the
circumstances were such which prevented the Complainant
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from filing a complaint within the said period.
Where such complaint cannot be made in writing the Presiding
Officer or any member of ICC shall render all reasonable
assistance to the women for making the complaint in writing.
If the Aggrieved Woman is unable to make a complaint in
writing on account of her physical incapacity, a complaint may
be filed, with her consent, by:

a) her family member; or

b) her relative;

c) her co-worker;

d) An officer of National Commission for women or State Women’s
Commission, or

e) Any person who has kn.owlpdgp of the incident, with the written

consent of the AggneVed Won’ian

5.4. If the Aggrleved Woman is unable 4:9 make a complaint on

account of her mental 1ncapac1ty, a. cemplmnt may be filed by:

a) her relative or friend; or, -

b) a qualified péychlatnst or psychologst or

¢) the guardian-or! authorlty under vi;huse care she is receiving
treatment or carejor .

d) any person who hab@owled ;{Sf the incident jointly with the
Aggrieved Woman s relativeor friend or a qualified psychiatrist

;)sr 12: cz‘zo l{ ﬁa;ﬁla;poia:ghoi‘lqi under whose care she
Baliasghety: ""“imﬁ’émmﬁmmz

written consent of her legal heirs.

5.6. Where the Aggrieved Woi{‘n) for any other reason is unable to
m a complamt a complaint filed b{ éperson who

Kb e o e G, et dtfehicopyont

The Aggrieved Woman shall inform any ICC Member and give a
complaint in writing or by email.

The Complainant shall submit details of the complaint along
with supporting documents and relevant details concerning the
alleged incident(s), the date and time thereof, the name and
details of the Respondent and names and addresses of the
witnesses, if any.
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Conciliation

Prior to initiating an inquiry, the ICC may, at the request
Complainant take steps to settle the matter between the
Complainant and the Respondent through conciliation,
provided that no monetary consideration shall be made basis
of such conciliation.

In case a settlement has been arrived at, the ICC shall record
the settlement so arrived and forward the same to the employer
to take appropriate action as recommended.

The ICC shall provide copies of the settlement as recorded to
the Complainant and -the Respondent. Upon conciliation being
reached, the ICC shaﬂ not co‘n‘duct any further inquiry in the
complaint. : \

Enquiry into Complaint -

Upon recelpt of the- complamt *:suf)_]ect to provisions of
regarding cohclhatlon and in the e%ent of non-compliance of
any term or condition of the settlement/by the Respondent, the
ICC shall proceed: Io n‘lake an’ mql;iry into the complaint.

On receipt of the compTamt' the ICC shall send a copy of the

com received ¥fr omplam t tosthe Respondent
Wit besbs WUk Asvblart A 444 ofreceit of the

complamt

Babhasaheb.eawdenlnskitiile.

his list of documents, and names and addresses of witnesses,
within ten working da om the date of receipt of the
complaint along with ‘all®* documents referred to in the

Mdiliagement Studies

The shdll” make an inquiry into the complamt in

accordance with the principles of natural justice. The
Complainant and the Respondent shall be given an opportunity
to cross-examine the witnesses examined by the other.
The Presiding Officer, or any member on behalf of ICC, shall
notify in writing, the time, date and location of the inquiry
hearing to the Complainant and the Respondent, not less than
2 (two) working days in advance of such scheduled date of
inquiry hearing.

While conducting the inquiry, a minimum of 3 (three) members
of the ICC including the Presiding Officer shall be present.
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The ICC shall have the powers to summon and enforce the
attendance of any person and conduct an examination, request
the discovery and production of documents and / or any other
matter which may be prescribed and deemed necessary for the
inquiry process. The ICC shall have same powers vested in a
civil court under the Code of Civil Procedure 1908 when trying
a suit in respect of the following matters, namely:-
summoning and enforcing the attendance of any person and
examining him on oath;

requiring the discovery and production of documents

The ICC shall have. thg wright to terminate the inquiry
proceedings or to gwe an ex- ]:ifa‘lte decision on the complaint, if
the Complainant or Re’spondeht.,faﬂe; without sufficient cause,
to present the!nsglves for three consecutlve inquiry hearings
convened by the Presiding Officer; Provided that such
termination or ex- parte order may not be passed without giving
a notice in \imting, 15 (fifteen) day§ 1n advance, to the party
concerned. ¢ \ .

The Complamant and the Respo‘hdent shall not be allowed to
bring in any legal practitioniér to represent them in their case

at axK qt %e of tihﬁgroceed before Ll'ienICO!

7.10. During the course of mqu1ry, the Complamant and the

Baligsalily Lo mmemmmme

the parties enabling them to make representation against the
findings. L
7.11. The inquiry shall be com%ﬂ d within 90 (ninety) days from the
:‘K}T of rece1 t of the complaint.
ANdoenient Studies
8. Action Dur ng':Pen ency o Inqu

During the pendency inquiry, on a written request made by the
Complainant, the ICC may recommend the following:

a) transfer the Aggrieved Woman or the Respondent to any other
Workplace;

b) grant leave to the Aggrieved Woman up to a period of 3 (three)
months;

c) grant such other relief to the Aggrieved Woman as may be
appropriate;

d) restrain the Respondent from reporting on the work
performance of the Aggrieved Woman or writing her
confidential report and assign the same to another officer.
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e) The leave granted to the Aggrieved Woman shall be in addition
to the leave she is otherwise entitled to.

f) On receiving a recommendation from the ICC, the employer
shall take appropriate action and send a report of such action
taken to the ICC.

Inquiry Report and Action

On the completion of an inquiry the ICC shall provide a written
report of its findings to the employer within 10 (ten) days from
the date of completion of the inquiry and such report be made
available to the Aggrieved Woman and the Respondent.

In the event that the ICC arrives at the conclusion that the
allegations against the [Re ndent are not proved, it shall
recommend to the: employer th-at no action is required to be
taken in the matter

Where the ICG arflves at the cohcluslon that the allegations
against the Respondent are provéd ﬂt shall recommend in
writing to the: employer

to take action for sexual harassment as a misconduct in
accordance with\ the provisions of theMSemce rules applicable
to the Responden‘t. or the coptractpf employment;

to deduct, not“rlthstandmg anything in the service rules
applicable to the Respondetit, from the salary or wages of the
Res ent such as it conside repriate to be paid
TR0 Reklevai asmin o1 e (4gk] e, a5 1 may

determme having regard to

Babh&afimiiireitedes prretirite

ii. the loss in the career opportunity due to the incident of
sexual harassment; (

iii. medical expenses 1nc1?11’red by the victim for physical or

i\/lpsycmatrlc treatment;,

t thdrici] yehtusylihd fedpbmagit

V. fea31b111ty Q’suc payment in lump sum or in installments.

Provided that in case the employer is unable to make such
deduction from the salary of the respondent due to his being
absent from duty or cessation of employment it may direct to
the respondent to pay such sum to the Aggrieved Woman:

Provided further that in case the respondent fails to pay the
sum directed by ICC, the ICC may forward the order for
recovery of the sum as an arrear of land revenue to the
concerned District Officer.

Page 9 of 11




9.4.

a)

b)

—11
Balfresy

The employer shall act upon the recommendation within sixty
days of its receipt.

Punishment for False or Malicious Complaint and False
Evidence

Where the ICC arrives at a conclusion that the allegation
against the Respondent is malicious or the Complainant has
made the complaint knowing it to be false or has produced any
forged or misleading document, it may recommend to the
employer to take suitable action against the Complainant who
has made the complaint, in accordance with the provisions of
the applicable MM BGIMS policies or service rules.

Mere inability to substantya,ta,a complaint or provide adequate
proof need not attraet action against the Complainant.

The malicious mten,t*"ﬁn paxt”bﬁthc .Complainant needs to be
established through the mqulry“ process before any action
against such, Complamant is recommﬂlded by the ICC to the
employer. % |

In case the ICC amves ata conclusﬁon; that during the inquiry
any witness against the Responden t,is malicious or the has
given false evidence or-has produced any forged or misleading
document, it may rbc\ommend to‘the employer to take suitable
action against such witfiessin accordance with the provisions

of tl-mafphc?ble {IE'I‘lBCrIMﬁffluileisl o(i eﬁlcb ‘I;ules

Prohibition of Publication or Making Known Contents of

St ber aeie. nstitite,

Information Act, 2005(22 of 2005), the contents of the
complaint made to the I e identity and addresses of the
Aggrieved Woman, respo t and witnesses, any information

conciliation proceedings,
Blibiacaeao e el CobhiH @ e Loca
Committee, as-the case may be, and the action taken by the
employer or the District Officer under the provisions of this Act
shall not be published, communicated or made known to the

public, press and media in any manner:

Provided that information may be disseminated regarding the
justice secured to any victim of sexual harassment under this
Act without disclosing the name, address, identity or any other
particulars calculated to lead to the identification of the
Aggrieved Woman and witnesses.
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12. Manner to Organise Workshops Etc.
MM BGIMS shall-

a) formulate and widely disseminate this policy for prohibition,
prevention and redressal of sexual harassment at the
workplace intended to promote gender sensitive safe spaces
and remove underlying factors that contribute towards a
hostile work environment against women;

b) carry out orientation programmes and seminars for the
members of the Internal Committee;

c) carry out awareness programmes for employee and create
forum for dialogues which may involve women’s groups,
mothers’ committee, adolescent groups, urban local bodies and
any other body as may.be-eonsidered necessary;

d) conduct capacity. buﬂdmg anid~gkill building programmes for
the members of the Infernal C‘omrmttee

e) declare the namesand contact detalls pf all the members of the
Internal Comxmttee

f) use modules deyeloped by the State vaernments to conduct
workshops and awareness progra;nmes for sensitising the
employees Wﬁ:h ﬁhe prowsmns of the Act
Appeal
In the event that any person is aggrieved from the

reco ndations made b ICC or gon-implementation of

R Vi K W BN v & h*ghihﬂlfe@aﬂa(p A% Tibunal or

Court, as specified by the law, within a period of 90 (ninety)
Y. i ol e B cllc® £ .
Balizeairetrgirvde [nstitute

14. Amendments
MM BGIMS reserves the Wo amend this Policy from time to

time in order to comp ith applicable laws / rules /
lations that come into effe%t' time té) time, related to
ers

all Haragsmint. | Th datbst bf]thd Rétichmincluding

the composition’of the ICC is available on MM BGIMS’s official
website and office.

) l

Rajendra Pratap Gawde
Hon. Secretary
Maratha Mandir Trust

dkkkkkkkkkkkkhkkkkkkkikkkkkkk
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