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NOTIFICATION

In pursuance of the promulgation of ANTI-HARASSMENT POLICY OF TEVTA; an
Inquiry Committee comprising the following TEVTA officers is hereby constituted
under the provisions of clause (4), sub clauses (a, b & c) of the policy ibid for initiation /
disposal of complaints so received in this regard, whereas the Notification No.
TEVTA/LEG-GEN/ 4-18 dated 20-01-2022 stands repealed:

1) Lt. Col. (R) Rao Rashid Ali Convener
Director General (Academics)

2) Ms. Amber Afzal Chattha Member
Director (Trainings)

3) Mr. Waleed Jehangir Member

Additional Director General (SCs)

Dated Lahore the: CHIEF OPERATING OFFICER

£1-07-2022 TEVTA

Endst. No. Even & Date:
07-07-2022

A copy is forwarded for information & necessary action to:

1) The Senior Director General, TEVTA.

2) All the Directors General, TEVTA.

3) All the Addl. Directors General, TEVTA.

4) All the Regional Directors, TEVTA with the request to disseminate the same to
the lower formation.

8) All the Directors, TEVTA.

B6) All the District Directors, TEVTA with the request to disseminate the same to the
lower formation.

7) Director to Chairperson, TEVTA. '
8) P.S.to C.0.0. TEVTA.
9) Master File. \Q’ \W-/
. /JX
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DIRECTOR GENERAL (HR)
~ TEVTA
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NOTIFICATION

In pursuance of the approval of “ANTI - HARASSMENT POLICY OF TEVTA” under the

Protection against Harassment of Women at Workplace Act-2010, the Policy ibid is

hereby notified for implementation in its true spirit; whereas the Notification No.
TEVTA/LEG-HC/4-8 dated 27-08-2020 stands repealed.

Dated Lahore the: CHIEF OPERATING OFFICER
08 -07-2022 TEVTA

Endst. No. Even & Sate:

©7-07-2022

A copy is forwarded for information & necessary action to:

The Senior Director General, TEVTA.
All the Director (s) General, TEVTA.
All the Additional Director (s) General, TEVTA.

All the Director (s), TEVTA.

All the Regional Director (s), TEVTA to disseminate the enclosed approved policy
to the lower formation.

All the District Director (s), TEVTA to disseminate the enclosed approved policy
to the lower formation.

Director to the Chairperson, TEVTA.
P.S. tothe C.0.0., TEVTA.
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ANTI-HARASSMENT POLICY OF TEVTA

Human Resource Wing TEVTA
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PREAMBLE

TEVTA provides a conducive work environment and affirms the right of every member
of its organization to render his / her services in a harassment-free environment for
moving progressively to enhance global competitiveness in Punjab through a quality and
productive workforce by developing a demand-driven, standardized, dynamic and integrated

Technical Education and Vocational Training System.

Behavior constituting harassment as defined in this policy is incompatible with all
recognized standards of professional ethics and with behavior appropriate to an

institution of higher learning.

Harassment is a violation of human rights and is demeaning to human dignity. It is
unacceptable in a healthy workplace and academic environment, specifically one in
which scholarly pursuit flourishes. TEVTA shows zero tolerance for harassment at

any level of the organization.

In furtherance of the above objectives, this policy constitutes an inquiry committee
that will ensure an organization free from any violations of human dignity; demarcate
the limits of acceptable behavior; to establish a functional, swift, fair and permanent

mechanism for filing complaints of harassment, investigation of these complaints and

redress the grievances.




1. Definitions:

i, “Accused” means an cmployee or employer of the organization against whom a

complaint has been made.

ii. “Appellate Authority” means the Ombudsperson, Punjab.

i, “The 2010-Act” refers to The Protection against Harassment of Women at the

Workplace Act-2010.
iv. “Competent Authority” means the Chief Operating Officer, TEVTA.

v. “Complainant” means an individual aggrieved by the conduct of any member that

may constitute sexual harassment.

vi. “Harassment” includes, directly or by implication,

a)
b)
©)

d)

8)

h)

any unwelcomed, non-consensual sexual gesture, advance or activity;
persistent and unwelcome flirting, request for sexual favors, sexual innuendo;
verbal or written communication (whether eclectronic or otherwise) of a
loaded nature;

non-consensual physical conduct of a sexual nature including assault,
exploitationand scxual violence;

sexually demeaning attitudes;

Stalking or otherwise interfering with someone’s sexual privacy, such as
taking pictures, videotaping, viewing or sharing explicit images without
consent;

causing interference with work performance or creating an intimidating,
hostile or offensive environment, or

the attempt or threat to punish the complainant for refusal to comply with
requests forsexual favor, or

The placing of a sexual favor as a condition for employment, promotion,

grades or evaluation of a person’s professional engagement in any activity.

vii. “Code of Conduct” means a guideline of the limits of acceptable behavior as

stipulated by the Protection against Harassment of women at the workplace




Act - 2010 and expanded upon to provide for the whole community at TEVTA.

Explanation:

There are three significant manifestations of harassment in the work environment:

e Abuse of Authority
a demand by a person in authority, such as a supervisor, for sexual favors for the
complainant to keep or obtain certain job benefits, be it a wage increase, a

promotion, training opportunity, a transfer or the job itself.

* Crecating Hostile Environment
any unwelcome sexual advance, request for sexual favors or other verbal or
physical conduct of a sexual nature, interferes with an individual’s work
performance or creates an intimidating, hostile, abusive or offensive work
environment. The typical “hostile environment” claim, in general, requires finding
a pattern of offensive conduct; however, in cases where the harassment is
particularly severe, such as in cases involving physical contact, a single offensive

incident will constitute a violation.

« Retaliation
the refusal to grant a sexual favor can result in retaliation, which may include
limiting the employee’s options for future promotions or training, distorting the
evaluation reports, generating gossip against the employee or other ways of

limiting access to his/her rights. Such behavior is also a part of the harassment.

2. Procedures to Launch a Complaint:

a. an informal approach to resolve a complaint of harassment may be through
mediation between the parties involved and by providing advice and counseling
on a strictly confidential basis;

b. a complainant or a staff member designated by the complainant for the purpose
may report an incident of harassment informally to her supervisor, or a member
of the inquiry committee, in which case the supervisor or the committee

member may address the issue at her discretion in the spirit of this code. The

request may be made orally or in writing;




if the case is taken up for investigation at an informal level, a senior manager
from the office or the head office will investigate confidentially. The alleged
accused will be approached to resolve the matter in a confidential manner;

_if the incident or the casc reported does constitute harassment of a higher
degree and the officer or a member reviewing the case feels that it needs to be
pursued formally for disciplinary action, with the consent of the complainant,
the case can be taken as a formal complaint;

a complainant does not necessarily have to take a complaint of harassment
through the informal channel, he/she can launch a formal complaint at any time;
the complainant may make a formal complaint through his/her in-charge, as the
case may be, or directly to any member of the inquiry committee. The
committee member approach is obligated to initiate the process of
investigation. The in-charge shall facilitate the process and is obligated not to
cover up or obstruct the inquiry;

. assistance in the inquiry procedure can be sought from any member of the
organization who should be contacted to assist in such a case;

. the employer shall do its best to temporarily make adjustments so that the
accused and the complainant do not have to interact for official purposes during
the investigation period. This would include temporarily changing the office, in
case both sit in one office or taking away any extra charge over and above their
contract which may give one party excessive powers over the other's job
conditions. The employer can also decide to send the accused on leave, or
suspend the accused in accordance with the applicable procedures for dealing
with the cases of misconduct if required;

retaliation from either party should be strictly monitored. During the process of
the investigation work, evaluation, daily duties, reporting structure and any

parallel inquiries initiated should be strictly monitored to avoid any retaliation

from either side;




J- the harassment usually occurs among colleagues when they are alone; therefore
usually it is difficult to produce evidence. It is strongly recommended that staff
should report an offensive behavior immediately to someone they trust, even if
they do not wish to make a formal complaint at the time. Although not
reporting immediately shall not affect the merits of the case.

3. Inquiry Committee:
Inquiry Committee means the Sexual Harassment Inquiry Committee constituted
according to this policy to hear, investigate and decide complaints of sexual
harassment and inappropriate behavior suggesting sexual provocation under the

Protection against harassment of women at the workplace Act - 2010.

4. Appointment and Constitution:

An inquiry committee shall be constituted separately through notification after seeking
prior approval of the competent authority in the light of the Act ibid:

a) there shall be one convener of the inquiry committee, who shall be
appointed from the senior management by the competent authority. The
convener shall be the Chair of the inquiry committee.

b) there shall be at least one female member.

¢) there shall be a senior representative of the employees or a senior employee.

Note: in case a complaint is made against one of the members of the inquiry

committee that member should be replaced by another for that particular case.

5. Powers of the Inquiry Committee:
(1) the inquiry committee shall have the power to inquire into the matters of harassment
under this policy, whether through the initiation of a complaint or on the receipt of

information indicating that harassment, as defined in this policy, may have

occurred.




the inquiry committee shall have the powers:
@ to summon and enforce the attendance of any person and examine him on
oath;

() to require the discovery and production of any document;
© to receive evidence on affidavits; and

(d torecord evidence.

(2) the inquiry committce may recommend to competent authority for appropriate
action against the complainant if allegations leveled against the accused are found

to be false and made with mala fide intentions.

(3) the inquiry committee may, if it deems fit, issue interim no-contact or other orders
between the complainant and the alleged accused. The competent authority may
also be requested to send the accused on Jeave or suspend the accused in
accordance with the applicable procedures for dealing with the cases of misconduct
if required. |

(4)the inquiry committec shall ensure that no individual or department at TEVTA or
the accused creates a hostile environment for the complainant to pressurize them or
hinder them from freely pursuing their complaint. It shall also ensure that there is no
reprisal or threats against any member of the organization who makes use of this
policy whether formally or informally, as a complainant or a witness. Such
behavior will be investigated, and if proven to have occurred, will be awarded
appropriate disciplinary action.

(5)decision of the Competent Authority on the recommendations of the inquiry

committee shall be binding.

(6)the inquiry committee shall act through its convener.

(7)the inquiry committee can instruct to treat the proceedings as confidential.




6. Procedure for Holding Inquiry:

(1) the inquiry committee, within seven days of receipt of a written complaint shall:

(a) communicate to the accused the charges and statement of allegations
leveled against him, the formal written receipt of which will be given;

(b) require the accused within fifteen days from the day the charge is
communicated to him to submit a written defense and on his failure to do
so without reasonable cause, the committee shall proceed ex-parte; and

() enquire into the charge and may examine such oral or documentary
evidence in support of the charge or defense of the accused as the
Committee may consider necessary and each party shall be entitled to

cross-examine the witnesses against him.

@ provided the convener of the committec & members shall make sure that
inviolability of human dignity is preserved. Further, in case either party does not or may
not preserve the decorum of the proceedings shall be liable to be proceeded against for

such misconduct.

€) subject to the provisions of this “protection against harassment of women at
the workplace Act, 2010” and any rules made thereunder the inquiry committee shall have
the power to regulate its procedure for conducting an inquiry and for the fixing place and

time of its sitting.

@ the following provisions inter alia shall be followed by the committee
concerning inquiry:
@ the statements and other evidence acquired in the inquiry process
shall be considered confidential;
®) an officer in an organization, if considered necessary, may be
nominated to provide advice and assistance to each party;
© both parties, the complainant and the accused, shall have the right to
be represented or accompanied by a representative, a friend or a

colleague in writing;

@ the inquiry committee shall ensure that the employer or accused shall




