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1 Purpose
The purpose of this Policy is to —
affirm the University’s zero-tolerance approach to gender-based violence and sexual harassment;
protect the rights, dignity, safety, and wellbeing of all staff, students, and members of the University Community;
outline the process for reporting, investigating, and resolving allegations of gender-based violence and sexual harassment.
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For the purposes of this Policy, the following terms have been defined below –
	Term
	Definition

	Campus
	includes the location or land on which the University and its related institutional facilities, including libraries, laboratories, lecture halls, residences, halls, student centres, hostels, dining halls, stadiums, parking areas, parks, health centres, canteens, and other amenities, are situated. It also includes any extended campus and covers within its scope places visited as a Student or employee of the University, including transportation provided for the purpose of commuting to and from the University, locations outside the University on field trips, internships, study tours, excursions, short-term placements, and places used for camps, cultural festivals, sports meets, and such other activities where a person is participating in the capacity of an employee or a Student of the University. 

	Complainant
	means a person who alleges that they have experienced sexual harassment under this Policy and who has submitted a complaint to the IC, or on whose behalf a complaint has been submitted in accordance with applicable law. 

	Executive Authority
	is the University body under the governance framework to receive recommendations from the IC to take decisions or disciplinary actions in accordance with this policy and applicable law. 

	Gender Based Violence (GBV)
	refers to any act of physical, sexual, psychological, or economic harm or threat directed at an individual or group based on gender, gender identity, or sexual orientation. This can occur in person or through digital means (including social media), on or off campus and affects all genders. This includes, but is not limited to:
(1).	sexual assault and attempted assault;
(2).	physical violence or threats;
(3).	stalking or intimidation;
(4).	domestic or dating violence;
(5).	emotional or psychological abuse; and
(6).	any other act that causes harm or fear because of a person’s gender or sexuality

	POSH Act
	refers to the Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013.

	Respondent
	means a person against whom a complaint of sexual harassment has been made under this Policy.

	Sexual Harassment
	refers to any unwelcome conduct of a sexual nature, whether expressed directly or indirectly, that interferes with an individual’s dignity, safety, or participation in the University environment. Sexual harassment may be experienced by individuals of any gender and may occur between peers, between individuals in positions of unequal authority, or involve third parties associated with the University, including visitors, contractors, or service providers. Such conduct may include, but is not limited to:
1. unwelcome physical contact, advances, or gestures;
requests or demands for sexual favours;
sexually suggestive or explicit comments, jokes, or remarks;
display, sharing, or circulation of sexually explicit material; and
any other unwelcome verbal, non-verbal, or physical behaviour of a sexual nature
The following circumstances, among other circumstances, if it occurs or is present in relation to or connected with any act or behavior of sexual harassment (as defined above), will also amount to sexual harassment:
implied or explicit promise of preferential treatment in employment, academic evaluation, engagement, or any University-related activity; or
implied or explicit threat of detrimental treatment in employment, academic evaluation, engagement, or any University-related activity; or
implied or explicit threat about present or future employment, academic or engagement status; or
interference with work or academic activities or creating an intimidating or offensive or hostile work or learning environment; or
humiliating treatment likely to affect health or safety. 

	Student
	means a person enrolled in the University as a student, including a person enrolled in an Award course of the University, or enrolled through University extension as a continuing education student in units offered within Award courses of the University.
means a person duly admitted to and pursuing a programme of study at the University, whether through regular or distance mode, including short-term training programmes. For the purposes of this Policy, a person who is in the process of taking admission at the University, although not yet admitted, shall be treated as a Student where any incident of sexual harassment takes place against such person. A student of another institution who is participating in any activity at the University shall likewise be treated as a Student of the University for the purposes of this Policy where any incident of sexual harassment takes place against such student. 

	UGC Regulations
	refers to the University Grants Commission “Prevention, prohibition and redressal of sexual harassment of women employees and students in higher educational institutions) Regulations, 2015” and any subsequent amendments. 

	University Community
	includes all UWA India students, staff, contractors, visitors, and volunteers engaged in University-related activities, including those participating online and remotely. 

	Witness
	means any person who may have information relevant to a complaint of sexual harassment, including direct knowledge of the alleged conduct or circumstances connected to the complaint.

	Workplace
	means the Campus of the University, including — (a) any department, organisation, undertaking, establishment, enterprise, institution, office, branch or unit which is established, owned, controlled or wholly or substantially financed by funds provided directly or indirectly by the University; (b) any sports institute, stadium, sports complex or competition or games venue, whether residential or not, used for training, sports or other activities relating thereto at the University; (c) any place visited by an employee or a Student arising out of or during the course of employment or study, including transportation provided by the Executive Authority for undertaking such journey; (d) University-sponsored events, digital environments (including online platforms, email, and social media), or any other context where University business is conducted. 
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This policy applies to all persons participating in UWA India activities in India, including employees, students, contractors, consultants, volunteers, visitors and partners on University property, University-sponsored activities, digital environments, and any other locations where University-related events or activities occur. 
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The University is committed to ensure that every staff member and student, regardless of gender or sexual orientation, has the right to work, study, and live free from violence, harassment, intimidation, or abuse.
The University acknowledges the POSH Act and UGC Regulations as the legal framework mandating safety for women and recognises its obligations under these statutes. The University’s policy extends these protections to all members of the University Community, irrespective of gender.
The University prohibits all forms of gender-based violence and sexual harassment, and will ensure clear, fair, and effective mechanisms for prevention, reporting, and redressal of such conduct.
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1. All members of the University community are responsible for refraining from, preventing, and reporting GBV. The University will:
1. raise awareness and provide training on recognising and preventing GBV;
foster a culture of respect and safety; and
offer support to affected individuals, regardless of gender.
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1. GBV may constitute a criminal offence. Any person experiencing or witnessing GBV is encouraged to report directly to:

1. The police or appropriate law enforcement authority; or
University Security or a senior University officer, who will provide immediate support and, if needed, assist with contacting the police.
Clear and accessible reporting channels are available through University reporting portals and key contact lists for anyone wishing to raise concerns.
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1. The University may provide support, including counselling, academic or workplace adjustments, and referrals to external agencies. Interim measures to protect safety may be implemented immediately. Support may also be available whether or not a complaint proceeds.
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1. Findings of GBV, whether through police or University investigation, may result in disciplinary action up to and including expulsion or termination, in addition to any criminal penalties.
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1. All members of the University community, including staff, students, contractors, and visitors, are expected to:
1. conduct themselves in a manner that upholds dignity, respect, and safety, and refrain from engaging in, supporting, or tolerating sexual harassment in any form;
participate in University-mandated training, awareness, and sensitisation initiatives related to the prevention of sexual harassment; and
contribute to a learning and working environment that is inclusive, respectful, and free from discrimination, harassment, and retaliation.
The University is responsible for maintaining a safe and equitable environment and shall:
1. adopt, implement, and periodically review this Policy to ensure ongoing compliance with applicable Indian law, including the POSH Act and UGC Regulations.
establish and maintain an Internal Committee (IC) that is properly constituted, trained, independent, and empowered to carry out its functions effectively.
ensure that this Policy, the University’s zero-tolerance approach to sexual harassment, and IC contact details are widely communicated and easily accessible to all members of the University community. 
provide regular, mandatory training and sensitisation programs for staff, students, and IC members to promote awareness, prevention, and informed reporting. 
put in place clear, accessible, and confidential mechanisms for reporting, investigating, and resolving complaints of sexual harassment, in accordance with principles of natural justice and applicable law.
take timely, appropriate, and proportionate action in response to substantiated complaints, treating sexual harassment as a serious violation of University conduct and disciplinary standards.
protect Complainants, Respondents, and Witnesses from victimisation, retaliation, or adverse treatment arising from participation in a complaint process.
monitor compliance with this Policy and applicable regulatory requirements, including record-keeping, reporting, and submission of statutory disclosures to relevant authorities. 
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Process for Reporting
1. The Internal Committee (IC) is the University’s primary and legally mandated body for receiving and addressing complaints of sexual harassment.
A complaint may be submitted by any staff member, student, or third party:
1. directly to the IC, in writing or electronically. Where Complainant is unable to submit a written complaint, reasonable assistance shall be provided by the Presiding Officer or a member of the IC to document the complaint.
If a verbal complaint is received by the IC, the Complainant will be required to follow the process set out in this clause and submit the complaint in writing / by email, along with the supporting documents, as soon as possible thereafter or within the timeline indicated by the IC in this regard.
Where an aggrieved individual is unable to file a complaint themself, a complaint may be submitted on their behalf by the following persons, as applicable:  
1. the Complainant is unable to file a complaint due to physical incapacity, a complaint may be filed on their behalf by a relative or friend, a co-worker, an officer of the National Commission for Women or State Women’s Commission, or any person with knowledge of the incident, with the written consent of the aggrieved;
the Complainant is unable to file a complaint due to mental incapacity, a relative or friend, a special educator, a qualified psychiatrist or psychologist, the guardian or authority under whose care the Complainant is receiving treatment, or any person with knowledge of the incident jointly with one of the above may file the complaint; and
in the event of the Complainant’s death, a complaint may be filed by any person with knowledge of the incident, with the written consent of the legal heir.

Where a complaint cannot be made in writing, the Presiding Officer or any member of the IC, as the case may be, will render all reasonable assistance to the Complainant, for making the complaint in writing. 

Complaints should ordinarily be submitted within the timeframes prescribed under the POSH Act and UGC Regulations and as set out below. The IC may extend these timeframes where sufficient cause is demonstrated and recorded in writing, subject to applicable law. Further, the complaint shall be accompanied by the supporting documents and the names and addresses of witnesses, if any, in writing/by email. 
Where the alleged conduct may constitute a criminal offence, the IC shall provide assistance to enable access to police or legal support. Conciliation may be facilitated at the request of the Complainant, subject to legal limitations and without monetary settlement.
Where a settlement has been arrived at between the parties, as a result of such conciliation, no further inquiry shall be conducted by the IC, but it shall record the settlement so arrived at and forward the same to Executive Authority to take action as specified in the recommendation. Copies of the settlement must also be provided to both parties. Where the Complainant informs the IC that any term or condition of the settlement arrived at is not complied with by the Respondent (against whom the complaint is filed), or where a settlement is not reached, the IC can proceed to make an inquiry into the complaint in accordance with this policy.
Internal Committee (IC)
1. The IC is an independent statutory body responsible for the impartial, confidential, and timely redressal of complaints of sexual harassment, in accordance with the POSH Act and UGC Regulations.
Each campus of the University shall constitute an IC with appropriate gender representation, independence, expertise, and student participation, as required by applicable law. The IC shall include:
1. a senior woman academic staff as Presiding Officer;
at least 2 (two) academic and non-academic staff members with relevant experience or expertise;
3 (three) student representatives, where complaints involve students; and
an external member with demonstrated expertise in gender issues or sexual harassment. 
At least half of the IC’s members shall be women, and senior executive officers shall not serve on the IC to preserve its independence.
IC members shall be appointed for a fixed term, receive appropriate training, and be entitled to remuneration or allowances where applicable, as per applicable law. Vacancies, disqualifications, or removals shall be addressed promptly in accordance with law as well.
The IC shall operate independently, maintain strict confidentiality, and take all reasonable steps to protect Complainants, Respondents, and Witnesses from retaliation or victimisation.
Based on the nature/ gravity/ complexity of the complaint, University reserves the right to appoint additional member(s) on the panel of IC, to address such specific complaints.
Without limiting its statutory functions, the IC may:
1. recommend interim measures to ensure safety and non-interference with academic or work activities which may include:
· transfer of the complainant or respondent to another section, department, premise, or unit;
· grant of leave to the complainant for up to three months, in addition to leave already entitled;
· restraining the respondent from reporting on the work performance or confidential report of the complainant and assigning such function to another officer;
· restraining the respondent from supervising, evaluating, or overseeing any academic activity, test, or examination of the complainant;
· warning the respondent to maintain distance from the complainant and, if there is a definite threat, restraining the respondent’s entry into the campus; and
· taking strict measures to provide a conducive environment and protect the complainant from retaliation or victimisation.
assist parties in accessing external support or authorities where required; and
take steps necessary to preserve confidentiality and procedural fairness.

Inquiry and Redressal
1. Upon receipt of a complaint, the IC shall conduct an inquiry in accordance with the procedures, timelines, and principles prescribed under applicable law, including natural justice and procedural fairness. 
The IC shall communicate its findings and recommendations to the appropriate Executive Authority within the statutory timeframe, and provide copies to both parties. 

The Executive Authority shall act on the IC’s recommendations within the prescribed period and shall, additionally, issue a show cause notice to the party against whom action is proposed, answerable within the prescribed time limit. The Executive Authority shall proceed only after considering such reply or hearing the aggrieved person.
Either party may appeal the outcome in accordance with University procedures and applicable law within the prescribed timelines. Information and assistance regarding appeals shall be made available.
All proceedings shall be conducted confidentially, and identifying information shall not be disclosed except as required by law.
The University shall provide the IC with all facilities, resources, and administrative support necessary to ensure a timely, fair, and effective inquiry process.
[bookmark: _Toc222933274]Support
1. The University is committed to providing appropriate support to Complainants, Respondents, and Witnesses, including counselling, academic or workplace adjustments, and protection from retaliation.
Adequate institutional resources shall be allocated to support the effective functioning of the IC and implementation of this Policy, including trained personnel, infrastructure, and financial support.
Counselling, medical, and legal support services may be made accessible to members of the University community, with sensitivity to gender, cultural, and individual needs.
The University shall take particular care to address the needs of individuals and groups who may be more vulnerable to harassment, including students, research scholars, and individuals from marginalised or underrepresented backgrounds.
The University shall promote campus safety through appropriate physical, administrative, and security measures, ensuring such measures do not restrict personal freedoms or result in discriminatory practices. 
This Policy, its implementation, and associated support mechanisms shall be reviewed periodically and as aligned to relevant legislative requirements. This is to ensure continued effectiveness, legal compliance, and alignment with best practice. 
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1. Sexual harassment constitutes serious misconduct under this Policy. Where allegations are substantiated, disciplinary action shall be taken in accordance with University rules, service conditions, and applicable law. Where the allegation is not proved, the IC may recommend that no action is required against the Respondent.
Disciplinary outcomes may include warnings, suspension, termination of employment, expulsion, restriction of privileges, reformative measures, or other sanctions proportionate to the conduct. The IC may recommend compensation to the Complainant person, to be recovered from the Respondent, based on factors prescribed under applicable law.
Where a complaint is found to be malicious, knowingly false, or supported by forged or misleading information, appropriate action may be taken against the Complainant, following due process and applicable law. A failure to substantiate a complaint shall not, by itself, attract disciplinary action.
Where a Witness gives false evidence or produces false documents as a witness in any proceedings of the IC, appropriate action may be taken against the Witness, following due process and applicable law. 
Breaching the statutory duty of maintaining confidentiality of information relating to the inquiry proceedings of the IC, by divulging such information to any unauthorized person shall also be subject to appropriate action against such person committing the breach. 
Failure by the University to comply with statutory obligations under applicable law may attract regulatory consequences, including sanctions by the UGC, following due notice and opportunity to be heard.
[bookmark: _Toc222905063][bookmark: _Toc222933276]Confidentiality
All proceedings, documents and records maintained under this Policy, including the names of the Complainant, Respondent and Witnesses shall be confidential and shall be dealt with in the manner provided under the POSH Act. All persons involved in the proceedings under this policy including the parties, Witnesses, IC members and any other individual who becomes aware of any incident of sexual harassment, whether directly or indirectly, shall be under a duty to respect and maintain confidentiality and ensure that the name, address, identity or any other particulars that could lead to the identification of the parties  or the Witnesses should not be disclosed. 
Publishing/communicating or in any other manner making known to other people in the University, public, press or media (including by way of social media, such as Facebook, Twitter, Instagram, WhatsApp, LinkedIn etc.) any information in relation to the contents of the complaint, the identity and addresses of the Complainant, the Respondent and the Witnesses, the conciliation and inquiry proceedings, recommendations of the IC, or the action taken by Executive Authority is prohibited. 
In the event any proceedings under this policy are conducted virtually via digital platforms, care should be taken that the obligation to maintain confidentiality is not breached. Further, no other persons except for the individual who has been asked to join the virtual meeting, should be present in the room or be allowed to overhear the discussion/ conversation. Any breach of this obligation will be subject to disciplinary action by Executive Authority.  
Review
This policy will be updated according to the Indian legislative changes and government notifications.   The Policy and contact details for the IC will be publicly available on the University’s website.

Legislative Context
	Relevant Legislation or Regulations

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

	UGC Regulations 2015 - Prevention, prohibition and redressal of sexual harassment of women employees and students in higher educational institutions.
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