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Institutional Policy Guidelines for Prevention of Sexual Harassment 

1. Background 

N.K.T. National College of Education for Women, established in the year 1966 by                        

Sriman N.K. Thirumalachariar, a visionary and a philanthropist, is situated at the heart 

of the Chennai city. Our College is housed in an area of 3.06 acres, where a model 

school is also attached. It has metamorphosed into a well-established, urban College 

catering to the educational needs of women from all sections of society and committed 

to its mission of empowering young women student-teachers to face life and its 

multifarious challenges at both personal and professional levels.  

The College offers Graduate, Post Graduate and Research Programmes in Education 

with Autonomous status granted by the University Grants Commission in the year 1988, 

and has grown to greater heights as an Institution of higher learning in Teacher 

Education. In its continuous striving for excellence over decades, the Institution has 

been successful in achieving position “Second to None”, and has been upgrading its 

curricula and pedagogies on par with the global standards.  

In accordance with Section 4 of the Sexual Harassment of Women at Workplace Act 

2013, N.K.T. National College of Education for Women deals with the process of 

enquiry and appropriate resolution of sexual harassment complaints. Anti Sexual 

Harassment Committee will respond promptly to all reports of sexual harassment and if 

necessary, will also facilitate legal action.  

2. Purpose  

The rationale in enforcing this Policy is to define Institutional sexual harassment, 

prohibit it in all forms, carry out appropriate disciplinary measures in the case of 

violations, and provide procedures for lodging complaints about conduct that violates 

this policy and investigating sexual harassment claims. 
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3. Objectives 

The objectives of the Policy are:  

 To evolve a mechanism for the prevention and redressal of sexual harassment 

cases and other acts of gender based violence in the College;  

  To create a secure physical and social environment this will deter acts of sexual 

harassment;  

 To promote a social and psychological environment that will raise awareness 

about sexual harassment in its various forms; and  

 To ensure the implementation of the Policy in letter and spirit through proper 

reporting of the complaints and their follow-up procedures.  

4. Anti-Sexual Harassment Committee  

Composition of the Anti–Sexual Harassment Committee 

a) Principal of the College shall be the Chairperson 

b)  A Presiding Officer who shall be a faculty member employed at a senior level at the 

institution 

c) Not less than two teaching employees and two non-teaching employees preferably 

committed to the cause of women or who have had experience in social work or have 

legal knowledge 

d) Not less than three students, who shall be enrolled at the undergraduate, masters, 

and research scholar levels respectively 

e) One member from amongst non-governmental organizations or associations 

committed to the cause of women or a person familiar with the issues relating to sexual 

harassment  
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The responsibilities bestowed upon the Committee Members are: 

 Organize awareness programs and campaigns for the benefit of all members of 

the College on sexual harassment and gender based discrimination. 

 Conduct formal inquiry and investigate and take decisions upon each complaint 

and recommend appropriate punishment or action to be taken, by the appropriate 

authority, in each instance. 

 Receive and redress complaints received from any member of the College 

(including students, research scholars, staff, hostel residents and outsiders on 

College premises) alleging sexual harassment by another member(s) of the 

College. 

 Ensure that all information pertaining either to complaints registered and the 

proceedings and findings of any inquiries and/or investigations are kept strictly 

confidential. 

The Committee shall have the power to summon witnesses and call for documents or any 

information from any employee/student. 

 If the Committee has reason to believe that an employee/student is capable of 

furnishing relevant documents or information, it may direct such person to 

produce such documents or information by serving a notice in writing on that 

person, summoning the person, or calling for such documents or information at 

such place and within such time as may be specified in the written notice. 

 Where any relevant document or information is recorded or stored by means of a 

mechanical, electronic or other device, the Committee shall have the power to 

direct that the same be produced, or that a clear reproduction in writing of the 

same be produced. 

 Upon production of documents / information called for by it, the Committee shall 

have the power to make copies of such documents / information or extracts there 

from; or retain such documents / information for such period as may be deemed 

necessary for purposes of the proceedings before it. 



4 
 

 The Committee shall have the power to issue interim directions to / with regard to 

any person participating in the proceedings before it.  

 The Committee shall have the power to recommend the action to be taken 

against any person found guilty of (a) sexually harassing the complainant; (b) 

retaliating against / victimizing the complainant or any other person before it; and 

(c) making false charges of sexual harassment against the accused person. 

5. Policy Guidelines for Prevention of Sexual Harassment  

5.1 Sexual Harassment Definition 

Sexual Harassment means an unwanted conduct with sexual undertones if it occurs or 

which is persistent and which demeans, humiliates or creates a hostile an 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: 

 Demand or request of sexual favors. 

 Making sexually coloured remarks. 

 Physical Contact & advances. 

 Showing pornography. 

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

Unwelcome behaviour such as the following inappropriate and, depending on the 

circumstances, may in and of themselves meet the definition of sexual harassment or 

contribute to a hostile work environment: 

 Sexual pranks, or repeated sexual teasing, jokes, or innuendo, in person or via e-

mail. 

 Verbal abuse of a sexual nature. 

 Touching or grabbing of a sexual nature. 

 Repeatedly standing too close to or brushing up against a person. 
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 Repeatedly asking a person to socialize during off-duty hours when the person 

has said no or has indicated he or she is not interested.  

 Giving gifts or leaving objects that are sexually suggestive. 

 Repeatedly making sexually suggestive gestures. 

 Making or posting sexually demeaning or offensive pictures, cartoons or other 

materials in the workplace 

 Off-duty, unwelcome conducts of a sexual nature that affects the work 

environment. A victim of sexual harassment can be a man or a woman. The 

victim can be of the same sex as the harasser. The harasser can be a person in 

high post, co-worker, or a non-employee who has a business relationship with 

the College. 

5.2 Redressal Mechanism 

 The Committee shall meet as and when any complaint is received by it. 

Complaint may be received by any member of the committee. 

 The Committee may direct the complainant to prepare and submit a detailed 

statement of incidents if the written complaint lacks exactness and required 

particulars, within a period of five (5) days from such direction or such other time 

period that the Committee may decide. 

 The Committee shall direct the accused employee(s) to prepare and submit a 

written response to the complaint / allegations within a period of five (5) days 

from such direction or such other time period as the Committee may decide. 

 Each party shall be provided with a copy of the written statement(s) submitted by 

the other. 

 The Committee shall conduct the proceedings in accordance with the principles 

of natural justice. It shall allow both parties reasonable opportunity of presenting 

their case.  

 The Committee shall allow both parties to produce relevant documents and 

witnesses to support their case. Documents produced by either party shall be 

affixed with that party’s signature to certify the document as original / true copy. 
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 The party against whom the document / witness is produced shall be entitled to 

challenge / cross-examine the same. 

 The Committee shall sit on a day-to-day basis to record and consider the 

evidence produced by both parties. 

 As far as practicable, all proceedings of the Committee shall take place in the 

presence of both parties. 

 Minutes of all proceedings of the Committee shall be prepared and duly signed 

by the members of the Committee. 

 The Committee shall make all endeavors to complete its proceedings within a 

period of fifteen (15) days from the date of receipt of complaint. 

 The Committee shall record its findings in writing supported with reasons and 

shall forward the same with its recommendations, to the Principal/Management, 

within a period of five (5) days from completion of the proceedings before it. In 

case the Committee finds that the facts disclose the commission of a criminal 

offence by the accused person, this shall be specifically mentioned in the 

Committee’s report. 

 If, in the course of the proceedings before it, the Committee is satisfied that a 

prima facie case of sexual harassment is made out against the accused 

employee(s)/student and that there is any chance of the recurrence of any such 

action, or that it is required to do so in the interests of justice, it may, on the 

request of the complainant or otherwise, disciplinary action could be initiated in 

the form of:- 

 Warning 

 Written apology 

 Bond of good behavior 

 Adverse remarks in the confidential report 

 Debarring from supervisory duties 

 Denial of membership of statutory bodies 

 Denial of re-employment/re – admission 

 Stopping of increments / promotion/denying admission ticket 

 Reverting, demotion 

 Suspension 

 Dismissal 




	The responsibilities bestowed upon the Committee Members are:

