
INTERNAL COMPLIANT COMMITTEE 

The Internal Complaints Committee under the provisions of ‘The Sexual Harassment of Women at the 

Workplace (Prevention, Prohibition and Redressal) Act, 2013’ is constituted in the college. 

The College has established the Sexual Harassment Redressal Cell. The Cell intends to take care of 

complaints from women and solve the problems according to UGC guidelines and Supreme Court orders. 

The Cell creates awareness on sexual harassment redressal mechanisms. The Cell organizes 

seminars/special talks and speeches about sexual harassment in the campus. The Cell has formulated a 

committee called Internal Complaint Committee on Sexual Harassment. 

Informal methods would be first adopted to resolve the problems amicably. If necessary, the Committee 

will conduct detailed enquiry. Humanistic approach will be adopted while dealing with the complaint. Safe 

and fearless environment will be created to speak openly about the harassment. 

Objectives, Roles and Responsibilities of College Internal Complaints 

Committee 

Prevent discrimination and sexual harassment, by promoting gender amity among students and employees; 

Make recommendations to the management for changes/elaborations in the Rules for students in the 

Prospectus and the Bye-Laws, to make them gender just and to lay down procedures for the prohibition, 

resolution, settlement and prosecution of acts of discrimination and sexual harassment, by the students and 

the employees; 

Deal with cases of discrimination and sexual harassment against women, in a time bound manner, aiming 

at ensuring support services to the victimized and termination of the harassment; 

Recommend appropriate punitive action against the guilty party to the Management. 

The following is also sexual harassment and is covered by the committee: 

Sexual Harassment 

Sexual harassment is about any unwelcome sexually determined behaviour (whether directly or by 

implication) such as physical contact and advances, demand or request for sexual favours, sexually coloured 

remarks, showing pornography, or any other unwelcome physical verbal or non-verbal conduct of a sexual 

nature. 

Sexual harassment is a form of violence against women and a human rights violation. It is a violation of 

fundamental rights as laid down in the Indian Constitution. Such behaviour transgresses common dignity 

and gender equality and denies equal opportunity. 

According to The Supreme Court definition, sexual harassment is any unwelcome sexually determined 

behaviour, such as:- 

• Physical contact 

• A demand or request for sexual favours 

• Sexually coloured remarks 

• Showing pornography 

• Eve-teasing 



• Unsavory remarks, 

• Jokes causing or likely to cause awkwardness or embarrassment, 

• Innuendos and taunts, 

• Gender based insults or sexist remarks, 

• Unwelcome sexual overtone in any manner such as over telephone (obnoxious telephone calls) and 

the like, 

• Touching or brushing against any part of the body and the like, 

• Displaying pornographic or other offensive or derogatory pictures, cartoons, pamphlets or sayings, 

• Forcible physical touch or molestation and 

• Physical confinement against one’s will and any other act likely to violate one’s privacy. 

• Any other physical, verbal or non-verbal conduct of a sexual nature. 

Combating sexual harassment can be best achieved by building women's confidence (including conducting 

self-defence classes on campuses). Students should be enabled to protest against incidents as and when they 

happen. A sporadic incident can possibly be tackled right away, but all forms of abuse of power or sources 

of ongoing discomfort and fear based on unwanted sexual attention must be reported to the complaints 

committee. 

Objectives: 

The objectives of the Internal Complaint Committee to Prevent Sexual Harassment of Women at the 

Workplace are as follows: 

1. To develop a policy against sexual harassment of women at the Institute. 

2. To evolve a permanent mechanism for the prevention and redressal of sexual harassment cases and other 

acts of gender-based violence at the Institute. 

3. To ensure the implementation of the policy in letter and spirit through proper reporting of the complaints 

and their follow-up procedures. 

4. To uphold the commitment of the Institute to provide an environment free of gender-based 

discrimination. 

5. To create a secure physical and social environment to deter any act of sexual harassment. 

6. To promote a social and psychological environment to raise awareness on sexual harassment in its various 

forms. 

What Is The Use Of The Internal Complaints Committee And What Are 

Its Roles? 

The first question that comes up is the need for a committee like this when there is an abundant supply of 

legal apparatus available. The answer to this query lies in the taboo and victim-shaming associated with the 

survivors of sexual harassment or assault. A committee like this is better equipped to handle cases pertaining 

to the acts covered under its purview and could work as a framework to provide the survivors with a 

complete moral support system. 

The work of the Internal Complaints Committee is to inquire into the matter, gather the required 

information, prepare a detailed report and send their recommendations for the actions needed to be taken in 



each case individually. Adding to this, as stated in the regulations under section 5, the committee is also 

strongly responsible for protecting the survivor(s) of the incident from possible retaliation and adverse 

actions against them. 

It is responsible for protecting the safety of the complainant and to prevent the discrimination that is 

popularly prevalent in cases like these. Moreover, as stated under section 8(8), the committee is bound to 

keep the names of the complainant, the witnesses, and the accused secret, especially during the process of 

an enquiry. 

Who Makes Up This Committee And How Are These Members Selected? 

As stated in the regulations under section 4(1), the committee includes a female presiding officer, two 

faculty members and two non-teaching employees, and three student representatives for cases which 

involve the student body and an external member. 

Section 4(1)-(a) requires the selection of the student representatives by a transparent democratic procedure. 

What Is The Procedure To Lodge A Complaint Under This Committee? 

The procedure to lodge a complaint, as stated under section 7 of the regulations, includes for the aggrieved 

individual to submit a written complaint to the ICC within three months from the date of the last incident. 

As per the notification released, a complainant may lodge a complaint by contacting the members of the 

committee and the latter must support the individual in coming forward and getting through the due process. 

Is The Committee Responsible For Dealing With Cases Of Only Women Being Harassed? 

Although the regulations as stated by the UGC do not explicitly state the role of the ICC in curbing cases 

of women being harassed only, they do point out the administration’s duty to “act decisively against all 

gender violence perpetrated against employees and students of all sexes.” In section 3(1)-(d), the 

regulations also point out the vulnerability of “women employees and students and some male students 

and students of the third gender.” 

As a result, cases of gender violence against male students and students from the transgender community 

may be dealt with appropriate measures and not be considered under the purview of the ICC. 

 

What Kind Of Punishment And Correction Would The Committee 

Reward The Guilty With? 

The regulations, under section 10, point out that in case the offender is an employee, they shall be punished 

in accordance with the institute’s service rules. As far as the cases with student offenders are concerned, 

the institute, on recommendations of the ICC, may act in various ways. These ways would depend on the 

extent of the offence and the seriousness of the incident, as investigated by the ICC. 

In case of minor offences, the institute may resort to either warnings or as the regulations state, withholding 

various student privileges or awarding reformative punishments to the offenders. If the extent of the conduct 

amounts to a specific offence under the Indian Penal Code or any other law, a complaint will be made to 

the appropriate authority for action, in accordance with the law. 



In conclusion, the fight against sexual harassment on campuses and in academia relies on the continuous 

usage of the ICC. More than the act of providing justice to the survivor, the administration and the institute 

must continue to sensitize its occupants about the concept of consent and the effects that incidents of sexual 

harassment have on survivors. This may be done by conduction of workshops (as stated under section 3(1)) 

and by a continuous attitude of awareness among the residents of the institute so as to bring a collective 

change in the prevalent mentality. 

Redressal Methods 

o Use a standard format for the recording of complaints --if there has been a series of incidents, seek 

information about all previous incidents; collect evidence like messages, emails and any other 

relevant documents, including itemised call records. 

o Reduce oral complaints to writing using the standard format--ensure that the complaint is as far as 

possible in the words of the complainant. Ensure that all documents submitted by the complainant 

are authenticated on every page, countersigned by the member of the ICC who has 

recorded/received the complaint. 

o Granting interim relief to complainants: addressing requests for transfer, leave, medical care/leave, 

protections against victimization. 

o Implementation of guarantees of confidentiality and principles of natural justice, including serving 

restraint orders, and interim disciplinary action. 

o Procedures to be followed in formal enquiry: 

o Order and manner of inquiry: the necessity of adopting a mode of inquiry whereby the respondent 

has a full opportunity to understand the case being made out against him before he presents his 

defence. 

o Dealing with depositions: verbatim vs. sense-based reduction of oral depositions. Use of questions 

and answers. Administration of an oath of confidentiality, and signatures on attendance sheets. The 

necessity of the deposition being explained to the witness in a language she/he can understand, and 

the use of translation/interpretation. Also, the need for the authentication of depositions (preferably 

on the same day) by all witnesses, particularly the respondent. 

o Procedures for the cross-examination of the parties and their witnesses, modulated by the guiding 

principles of gender-sensitivity and non-coercion. Supply of authenticated and anonymised 

depositions to both parties. 

o How to summon and interview official witnesses and access official records. 

o How to write an enquiry report: The need to address all the aspects of evidence, and depositions 

with regard to the complaint as well as procedural objections. 

o Protocols for submitting an enquiry report. 

Principles must be adopted as the directive principles for the institution. 

• Confidentiality 

• Non-coercion and Interim Relief 

• Fair Enquiry 

• Orientation towards Education and Redressal Representative Committees 

• Displays the information about the programmes of the Cell on notice boards of the offices, hostels 

and departments in the College 

• Creates awareness on forms of harassments and redressal through the articles, press notes etc., 

• Conducts Seminars, Special Talks and Speech Competition 



Who can approach ICC for help? 

Any female employee (faculty, student or staff) of IIST Thiruvananthapuram 

What are the possible actions that can be taken against the respondent? 

• Warning 

• Written apology 

• Bond of good behaviour 

• Adverse remark in the Confidential Report 

• Stopping of increments/promotion 

• Suspension 

• Dismissal 

• Any other relevant actions 

If you think you are harassed or being harassed, what should you do? 

Send an email to icc@stc.org.in; To know more about ICC procedures click here. 

You may also refer to sonalijain@stc.org.in (presiding officer of ICC committee) 

Your complaint will be kept CONFIDENTIAL. 

Inquiry process: 

The inquiry shall be completed within a period of ninety days from the date of the complaint. 

On completion of the inquiry, the ICC shall provide a report of its findings to the employer within a period 

of ten days from the date of completion of the inquiry and such report be made available to the concerned 

parties. 

If the allegations against the respondent has been proved, it shall recommend punitive actions to be taken 

against the respondent to the employer. 

The employer shall act upon the recommendation within sixty days of receiving it. 

Useful Documents/Notices: 

Sexual Harassment Electronic Box 

Sexual Harassment Handbook 

 

 

 


