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Preface

Education plays a crucial role in promoting the egalitarian commitments of Equality
and Justice enshrined in the Constitution of India. The University Grants Commission
(UGC) fully recognizes how integral such education, and especially access to
higher learning, is for all to reach their fullest potential, and more especially for the
disadvantaged and the marginalized groups, including women. Promoting equity
through higher education has always been at the very heart of the agenda of the
UGC and reflects its commitment to nurture and preserve democracy within spaces
of learning. It promoted this commitment through introduction of schemes for the
marginalized sections of the society, particularly the Scheduled Castes (SCs), Scheduled
Tribes (STs), Minorities, Differently-abled Persons, and especially, participation of
women, cutting across regional and afore-mentioned social groups, to increase their
access to, and retention and success in higher education. The outcome of these efforts
touched different levels of satisfaction. But some special efforts were still needed to
create a more conducive environment for girls and women for their participation and
success in higher education.

Unfortunately, the spate of recent disturbing events in the national capital and
in other parts of the country have spurred the UGC to review existing arrangements
that are currently in place on the campuses of all institutions of higher learning to
ensure the freedom, safety and security of girls, and women in particular, and of the
entire youth in general. The UGC is committed to a policy of zero tolerance regarding
harassment of any kind. Accordingly, a Task Force was constituted to review the
present arrangements, identify loopholes and inadequacies and to formulate remedial
measures to address the concerns of all girls and women, and of the youth who study
and live in the country’s numerous and diverse university campuses.

The UGC s very happy with the work output of the Task Force, which set about its
responsibilities with commitment and care. The UGC is also grateful to all those who
gave of their time and effort, including members of universities across the country,
experts, women'’s organizations, and the members of the Task Force.
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The UGC has studied the recommendations contained in this Report. It is of
the view that the Report has come up with several fundamental and far-reaching
recommendations, all of which are based on the principles of Equality and Justice
guaranteed by the Constitution of India, including Rights to Dignity, Bodily

Autonomy and Integrity enunciated in the Bill of Rights for Women in the
Justice Verma Committee Report of January 2013, and are in consonance with the
Vishaka Guidelines, the Sexual Harassment at Workplace Act, 2013 and the Criminal
Amendment Bill, 2013.

The UGCis committed to sharing the concerns and recommendations in this Report
with all sections of the university community so that all members of higher education
institutions can live, work and study without fear of harassment and violence, in an
atmosphere of equality and dignity. This is urgent in the current moment where the
youth, the demographic dividend of the nation, is placing its faith in higher education
more than ever before in India’s history.

I place on record my deep appreciation of the commendable work done by Prof.
Meenakshi Gopinath, Member, UGC and Chairperson of the Task Force, Prof. Mary
E John (Co-Chair) and its other members for their insightful contributions. It is hoped
that the recommendations of the Task Force will go a long way in ensuring the safety
of women on our university campuses, thereby enhancing their participation in higher
education to the fullest benefit of the society.

Ved Prakash
Chairman
University Grants Commission

New Delhi
November 7, 2013
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October 30, 2013

Dr. Meenakshi Gopinarh
Principal 1

Prof. Ved Prakash

Chairman

University Grants Commission
Bahadur Shah Zafar Marg,
New Delhi-110002

Dear Prof. Ved Prakash,

The Task Force set up by you to Review the Measures for Ensuring the Safety of
Women on Campuses and Programmes for Gender Sensitization has now completed its
mandated task. It is my privilege, on behalf of my Co-Chair, Prof. Mary John and all the
members of the Task Force to submit this Report in the faith that its recommendations
will be adopted and mandated by the UGC for speedy implementation by all Higher
Education Institutions.

The recommendations, if implemented in true spirit, we believe have the potential
to realize UGC’s commitment towards Gender Justice, Equity and Access on all
campuses. They also underscore the importance of gender sensitization initiatives for
the full realization of rights to equal citizenship and the need to institutionalize policies
of zero tolerance for overt and structural gender based discrimination and violence.
The Report foregrounds the crucial role of education in combating the cultures of
silence and impunity that sustain practices inimical to gender justice in institutions of
learning.

The Task Force has engaged in a broad process of consultation discussion and
dialogue with policy makers, senior education administration, faculty, staff and
students in Open Forums. It has also drawn on feedback on questionnaires sent out
from the UGC as a basis for its recommendation.

Lady Shri Ram College for Women, Lajpar Nagar, New Delhi-110 024 Phone: 26434459, 2646-0400 Fax: 26216951
E-mail: principal@Ilsreollige.onrg / meesugl 1@gmail.com Website: bsrcollige.org
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The Open Forums allowed for a range of voices to be brought on board from the
Higher Education space that is becoming increasingly heterogeneous. The Task Force
has been mindful of the ‘normative” and educative role that colleges and Universities
need to play to transform consciousness (without relying excessively or exclusively
on “punitive’ processes) to combat gender based discrimination on campuses.

The recommendations reflect this imperative. The support of the UGC and your
own encouragement and commitment to this process has enabled the Task Force to
look beyond immediate palliatives to suggest substantive, actionable and sustainable
initiatives that can provide the template for all expansive and progressive institutions
of learning for the country.

We thank you for your unstinted support to this timely initiative to engender
equality and justice on our campuses in a manner that can make despair unconvincing
and hope practical.

This Report is an attempt to open up spaces for an engagement that must ever be
an unfolding, reflective and empowering work-in-progress.

Thanking you,
Sincerely,
|
N f sl

Meenakashi Gopinath

Chairpers{)n,

The Task Force to Review the Measures for Ensuring the Safety of Women on
Campuses and Programmes for Gender Sensitization.
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EXECUTIVE SUMMARY

I. Introduction

Institutions of higher education in India today are at a critical juncture in relation to the
basic ideals of equality enshrined in the Constitution. The recent expansion in higher
education has made colleges and universities more demographically democratic than
ever before, with growing diversity and heterogeneity among social groups. Women
constitute 42 per cent of all students in higher education in India today. At the same
time this closing gender gap hides on-going inequalities and disparities among
women and men, which can only be approached with an intersectional analysis that
combines gender with region, class, caste, religion, ability and sexuality among others.
As institutions of higher education engaged in teaching, research and the spread of
knowledge, (Higher Educational Institutions (HEIs) are well placed to reflect on,
become sensitized to and oppose all forms of discrimination and harassment, especially
sexual harassment on campuses across the country. Claims of equality, dignity and
the ability to live, work and study without fear of harassment are intrinsic ingredients
of this moment.

Following the gang rape of December 16, 2012 in the city of Delhi and the
widespread protests that followed, there has been a new phase of public awareness
about the nature and extent of sexual violence in the country and the targeting of
students more specifically. There is also more awareness of the misogyny prevalent in
contemporary society. As more and more students access higher education in the hope
of upward mobility, expanded knowledge and independent futures, the spectre of
violence has come to mar the everyday lives and aspirations of the youth. Numerous
cases of sexual violence are coming to light, whether it be in metropolitan India or in
seemingly more backward locations.

This is the context within which the UGC set up a Task Force to explore the current
situation prevailing on campuses across the country in relation to the safety of women
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and youth more generally. The Task Force was asked to examine the situation with
a view to assess shortcomings both at the level of gender sensitization and sexual
harassment related redressal systems, and to suggest measures to redress this.

The deliberations took place against the backdrop of the Convention to end all Forms
of Discrimination against Women (CEDAW), the establishment of Vishaka guidelines in
1998 by the UGC, and, more recently, the Justice Verma Committee Report and especially
its Bill of Rights. Since the constitution of the Task Force, the Sexual Harassment at
Workplace Act has been passed and so has been the Criminal Amendment Bill 2013.

II.  Survey through questionnaires among universities and colleges
under UGC

In order to determine the status of affairs among the universities and colleges under
the purview of the UGC, the first task undertaken by the Task Force was to prepare
a questionnaire eliciting information which was sent out by the UGC. About 1,300
questionnaires were received and analysed. The best represented region was the South
and the least was the North. It was obvious from the way in which most questionnaires
were answered that the authorities were either defensive or in denial over issues
pertaining to gender discrimination and sexual harassment on their campuses. The
few who answered with some care provided insights into the problems that they faced.
Very few colleges have committees functioning according to clear guidelines and face
shortcomings in their functioning. These institutions also said that they are unclear
about how to deal with issues of sexual harassment and sought clarity from the UGC.
Several institutions declared that the absence of a complaint of sexual harassment
implied that they were gender equal institutions. Other institutions left all issues
of harassment to women’s development cells. The Report provides a more detailed
analysis of the different views expressed through the questionnaires (See Section II).
Women'’s colleges answered the questionnaire as though issues of gender equality did
not apply to them. Therefore it became evident that there is an urgent need to provide
all institutions under the UGC with clear guidelines for addressing sexual harassment
and for suggestions as to how to improve gender equality on their campuses.
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III. Open Forums

The Task Force also undertook visits to different cities and universities and conducted
Open Forums with face to face interaction with students, faculty and staff, and also
met with senior administrators including Vice Chancellors and Principals (see Section
III and Appendix 4). This provided valuable first hand inputs into the problems being
faced by sexual harassment committees, the widespread harassment that has become
a constant aspect of student life, and the many related problems that are preventing
women students from being able to live and study with a sense of dignity, respect
and security. Several infrastructural shortcomings were also evident, from lighting
to toilets and hostel accommodation. Security guards are often part of the problem
in terms of their attitude and behaviour and do not inspire trust. It became clear that
securitization and protectionist approaches will not provide safety on campuses.
Issues of excessive monitoring, and problematic forms of protecting women students
through discriminatory hostel timings, imposition of dress codes and so on came
to light. Many of the issues that emerged through the interaction of the Task Force
members through these open forums have been discussed in detail in the Report. The
Open Forums were widely hailed by all those who participated in them and it was
recommended that these be replicated in other universities and even be considered as
an annual event to raise awareness among all members of the campus community.

IV. Gender Sensitization

A major finding and deep concern for the Task Force has been that the weakest
aspect of our institutions of higher education is their lack of gender sensitivity.
This is evident from the mode in which the questionnaires were answered (one cannot
speak of course of the many institutions who did not answer them) as well as the Open
Forums. This means that there is a widespread culture of not speaking out on issues,
one which affects the more socially and institutionally vulnerable students the most.

Gender sensitization is not a matter for students alone but is required in all
colleges and universities, and for all sections of the community - students, faculty
in all disciplines, support staff and administration.
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Gender equality is not addressed in most campuses whether in the classroom or
beyond. There is a definite need to work towards a positive interpersonal climate on
campuses. Furthermore there is considerable confusion on the subject of discrimination
and harassment, where women are usually the first to be blamed or where constraining
their movements is thought of as the solution. Basic rights to dignity and respect are
also not sufficiently in evidence. There is confusion and ignorance about women’s
rights, questions of sexuality, interaction among peers, norms of masculinity and
femininity, and an understanding of the diverse and heterogeneous composition of
college and university campuses.

To provide a concrete means for addressing gender sensitization on campuses,
the Task Force has provided a course module on gender sensitization in this report
that could be disseminated and used as a possible model. The different sections of the
course address citizenship and rights, the nature of power, the problem of violence,
countering sexual harassment and issues of equality and freedom.

This section of the report also provides outlines of a series of workshops on
gender, masculinity, issues pertaining to sexual harassment and knowledge about
the law and rights. These workshops could be tailored according to the groups being
sensitized. HEIs are encouraged to draw upon existing experts in the field to use these
formats to sensitize all members of their campuses on issues pertaining to gender,
sexual harassment, laws and rights.

V.  Sexual Harassment in Universities and Colleges

This section of the report contextualises the basic perspectives and principles that
must guide all HEIs in their task of addressing and redressing sexual harassment
on campuses against the background of the Vishaka guidelines, and now the Sexual
Harassment at Workplace Act 2013. The Report has emphasized that, in the context
of institutions of higher education, the nature of combating sexual harassment as an
alternative civic redressal system can and must be given its fullest scope. Universities
are not merely ‘workplaces’” where faculty and nonteaching staff are employed but are
places where students come to learn and be trained for their professional careers, and
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to realise their full potential as individuals. It is therefore imperative that all students,
particularly women students, are provided with a safe and dignified environment
in which they are able to achieve these goals, because only then will they be able to
realise the constitutional promise of equality. The goal of Sexual Harassment policy
is to end the problem faced by the student/employee through an internal system of
relief that is easy to access, and thereby to provide an effective remedy to the aggrieved
complainant as quickly as possible so that s/he can continue to study and develop
without further impediments. The larger perspective guiding sexual harassment
policy is to be educational, preventive, corrective and, when punitive, to carry out
processes following a complaint with sensitivity, rigour and justice.

The broad principles and guidelines to be followed have been laid out in the report
and are as follows: Confidentiality (both with regard to the details of the complaint
and the identity of the complainant the absence of which is the biggest impediment
to coming forward), providing a context of non-coercion as well as interim relief, fair
enquiry in terms of procedures and the composition of the complaints committee,
including recognizing that existing rules will require updating from time to time to
be in consonance with the law of the land, and an approach that is oriented towards
redressal and being educational. Committees must be representative of the entire
community of an HEI, and the administration must to be seen to be endorsing
practices of zero tolerance towards sexual harassment.

The Task Force recognizes that all women and some men can become targets of
sexual harassment and violence. Such vulnerability is compounded by other axes of
discrimination and exploitation, based on class, rural location, caste, minority identity,
sexuality and so on. Many of these remain invisible or stigmatized and therefore
sensitivity must be developed to enable students and staff who are especially vulnerable
in these ways to come forward and seek redressal in an atmosphere of trust.

There are also specific structural contexts in HEIs that render particular groups
more vulnerable in ways that are often invisible. The first of these are people with
disabilities who are placed in relations of unique dependency for their basic needs,
and which is open to abuse. Secondly special mention must be made of research
students who are studying and working under a supervisor. Given the singular power
that such faculty can have over the future of such students, an ethics of supervision

Page | 5



that prevents the abuse of power through sexual harassment is required. Finally,
mention needs to be made of students, teachers and staff in the pure sciences, where
the perceived gender neutrality in the teaching practices of the sciences can make it
harder to recognize social problems and power relations. Research undertaken in a
collaborative mode, involving significant funding can also compound dependency on
supervisors which is open to the abuse of power. Working in laboratories with long
hours and in relatively isolated conditions requires measures that render them safe
for women to work in with a sense of security.

Among the staff and faculty, contract workers, junior faculty, ad hoc or temporary
teachers are in vulnerable forms of employment and are therefore also susceptible to
harassment. Gender sensitization measures must also be extended to such groups.

Intimate partner violence must also be recognised and addressed as a valid and
critical Sexual Harassmentissue. Sensitivity here is of the utmost importance, including
the requirement of counselling, if necessary for both parties in a complaint.

VI. Recommendations

Asrequired by the TOR laid down to the Task Force by the UGC, this Report concludes
with a number of strong recommendations for further action.

1.  Setting up a Gender Sensitization Unit within the UGC. This will act as a nodal
division to give effect to the policy of zero tolerance of gender based violence on
campuses of colleges and Universities.

2. The Problem of Protectionism: Campus safety policies should not result in
securitization, such as over monitoring or policing or curtailing the freedom of
movement, specially for women.

3. Gender Sensitization: ALL members of higher educational institutions
must undergo processes of gender sensitization, whether students, faculty,
administration or support staff. All students must undergo some course or
workshop during their period of study. Promotions for staff and faculty should
be contingent on participation in gender sensitization programmes.
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Sexual Harassment: All HEIs must formulate guidelines for dealing with
sexual harassment in their respective institutions, whether they be autonomous,
affiliating, co-educational or women’s colleges. The proposed UGC unit on
gender sensitization will provide a template to help institutions in this regard
and allay fears of non-compliance.

HEIs must become sensitized to those whose social or structural location renders
them especially vulnerable to sexual harassment, whether among students or
staff.

Preparation of a UGC Booklet: A handbook on sexual harassment and gender
sensitization to be prepared for all faculties.

Preparation of Courses and Workshop Modules: A model Gender sensitization
course has been prepared and a series of workshops on gender, masculinity,
sexual harassment, rights and the law have been suggested. All Refresher courses
must have a gender component including issues relating to sexual harassment.

University Services and Infrastructure: Counselling services must be
professional and provided on a full time basis. The provision of sufficient lighting
in and around campuses, reliable public transport, toilet facilities and health
(including sexual health) are necessary requirements for women'’s security
and freedom from harassment. Hostel accommodation must be enhanced for
women students. A requisite number of female security personnel are required
and all security staff must be gender sensitized.

Women'’s Studies Centres/ Women’s Development Cells

Women'sstudiescentresinuniversitiesand women’sdevelopmentcellsincolleges
must be strengthened and provided the means to function autonomously. At the
same time they should be enabled to work together with gender sensitization
cells and committees on campuses on educational and preventive work.

Recommended Projects/ Research

Collation of existing materials and mapping exercises can be undertaken
including prioritizing research proposals concerning sexual harassment and
violence in universities and colleges.
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10.

Regulatory Aspects: The NAAC in its assessment and accreditation procedures
must build in an essential gender audit component as part of the evaluation
process. Promotions of faculty and staff to be contingent upon participation in
gender sensitization programmes.
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I. INTRODUCTION

1.1 Higher Education and Gender in Contemporary India

Colleges and universities are complex institutions engaged in the education of future
generations. Institutions of higher education today are more diverse than ever before,
and, in terms of numbers, also have a growing proportion of women among their
ranks. To this extent these are institutions that may be the closest to fulfilling the
potential of India’s ideals of equality and social justice. Furthermore, members within
these institutions are in a position to reflect on existing hierarchies and differences,
oppose the growing prevalence of violence, especially sexual violence and harassment,
and impart ideals of rights, dignity and respect.

Nothing less than a quiet revolution has been taking place in institutions of higher
education in recent years. In terms of growth and expansion the current situation
is unprecedented. There has been much discussion within the UGC and among
educational experts about the extent and scope of current expansion, and especially
about the accuracy of some of the numbers put out from various sources, such as
the Select Educational Statistics, the Census and the various rounds of the National
Sample Survey Organisation. Without getting into the details, it is enough to go with
the figures put out by the UGC itself on the eve of the Twelfth Five Year Plan (2012-
17), with 31,935 higher educational institutions as of August 2011. Out of these just
over 600 are universities. The total enrolment is approximately 13 million in colleges
and 2 million in universities. (Given all the problems of getting accurate figures and
knowing full well about the number of existing and functioning institutions that are
not recognised, the actual numbers would be somewhat higher.) In other words,
there is no gainsaying the enormous expansion that has taken place, much of it
very recent. Indeed, even anecdotally we can vouch for the mushrooming of higher
educational institutions of all kinds across the country, some with state financing and
many more from private sources. The most common higher educational institution
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is the undergraduate college with its arts, science and commerce faculties, and this
is reflected in the proportion of students - 42 per cent are Arts, 19 per cent Science,
18 per cent Commerce, 4 per cent Education, and 10 per cent Engineering, 3 per cent
Medicine, 2 per cent law, to take only the most prominent.

Out of total enrolment, on average 42 per cent are women, and in many states they
arein the majority. Incomparison to the figure of 10 per cent at the time of independence,
this situation of near parity at the demographic level is a significant aspect of the
revolution that has been underway, one that has been growing at a heightened rate in
the last decades. Gross Enrolment Ratios of young people in the age group 18-22 years
from different social groups using National Sample Survey data for the year 2007-08,
give the following picture: Urban (19 per cent) and Rural (11 per cent), Scheduled
Caste (12 per cent), Scheduled Tribe (7.7 per cent), OBCs (14.7 per cent) and upper
castes (26.64 per cent). Muslims have an enrolment ratio of 9.5 per cent. Though there
is no macro data on people with disabilities, here too there has been positive change
even if the numbers are small. Other groups that remain overwhelmingly invisible
are sexual minorities, who are very vulnerable to discrimination and harassment. In
urban India, upper caste youth have crossed 35 per cent enrolment levels with parity
between men and women in terms of overall enrolment. There is therefore a complex
combination of uneven representation together with very significant rates of growth
in enrolment from social groups that even as recently as 20 years ago were effectively
marginalised if not excluded from higher education. It is therefore necessary to adopt
an intersectional analysis such that gender, class, caste, region, religion, disability and
so on, are not treated as stand-alone categories or aspects of identity.!

What these numbers are telling us, to put it simply, is that the much cited
demographic dividend representing the youth of our country are placing their faith in
higher education more than ever before in Indian’s history. Families are sending their
daughters and sons to college or university for several years, sometimes at considerable
cost to themselves, in the hope of a new and better future. Huge aspirations for change
are therefore being incubated in HEIs in India today. Claims of equality, dignity and

! For further details see Mary E. John “Gender and Higher Education in the Time of Reforms”, Contemporary
Education Dialogue, vol.9, no. 2 July 2012.
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the ability to live, work and study without fear of harassment are intrinsic ingredients
of this moment.

1.1.2 HEIs and Gender Equity, Safety and Sensitization: Some Issues
and Concerns

The responsibility of universities (and colleges) as modern educational institutions is
not only to treat women students and all youth regardless of gender as citizens who
have a right to safety but to assist them physically, emotionally and intellectually
to claim that right and seek to expand its contours. Every effort also needs to be
made to provide the college and university community with an atmosphere in which
education (in both ‘universes’ of citizenship and of knowledge) can be freely and
fearlessly pursued. In more senses than one, these educational spaces need nurturing,
to enhance capacity to anticipate new realities and set the terms of a truly democratic,
liberatory discourse for society at large.

Social conditions vary from state to state and the composition of university and
college communities displays distinct patterns depending on their size, type and
location and how entrenched feudal and patriarchal tendencies are in a particular
milieu. At the same time, the vulnerability of women seems to be pervasively high?
(see Appendix 3). There are signs of widespread misogyny in contemporary society
as women from all groups and regions seek to realise their full potential, especially
through education and higher education. The need is to build self-correcting
mechanisms in our society but more especially in institutions of Higher Education. The
Constitution needs imaginative interpretation in terms of contemporary conditions
and contemporary morality, and the role of HEIs in this enterprise remains crucial.
Bodily Autonomy and the Right to Dignity are the core principles around which a
contemporary discourse needs to be strengthened. Combating gender based inequities,
discrimination and all forms of violence against girls and women has been accorded
overriding priority in the Twelfth Plan. This is seen as essential in enabling women to

2The National Crime Records Bureau (NCRB) data (although conservative and based on the number of
FIRs filed in police stations) showed 24, 923 rape cases, 45,351 cases of molestation and 9,173 cases of verbal
harassment of women for the year 2012. See Appendix 3.
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participate fully in development processes and in fulfilling their social, economic, civil
and political rights. Otherwise the potential for genuine democracy and the lessening
of structural inequalities through the social mobility promised by access to higher
education may remain unfulfilled

Given therealities of a heterogeneous and diverse student body, purely punitive
approaches to issues of the ‘safety’ of women and gender sensitization serves little
purpose in terms of meaningful intervention however “well intentio ned” they may
be. Instead approaches must be educative, preventive and correctional.

The issue of violence against women on campuses in particular is situated in the
larger contexts of the multiplicities of inequities that are only beginning to be redressed.
Modes of inclusion therefore do not preclude experiences of alienation, isolation and
resentment among students and staff. Moreover, colleges and universities are spaces
in which people with different ideas and patterns of socialization about gender issues
interact. Cultures of inclusion and sensitivity to diversity become an important pre-
requisite to respond to violence of all kinds and more especially when women are
targeted. Gender justice on campuses is clearly not an “isolated operation” requiring
quick fix solutions, but an exercise involving a perspectival shift that is able to set
down norms of respect, nondiscrimination and the unacceptability of any abuse of
power, along with robust processes of debate, discussion and dialogue. This has to
be the purpose of a new pedagogy within which issues of gender justice are seen as
an integral part - not as “‘women’s issues’ to be ghettoized or added on to academic or
curricular agendas as a ‘requirement’ or afterthought.

Yet, some immediate measures can be taken to ‘arrest the tide’ of violence that
has lately assumed alarming proportions on campuses, as the incident of attempted
murder and suicide in a Central University in July 2013 has demonstrated.

A non-discriminatory non-threatening ethos that respects entitlements in
universities can also help overcome the reticence and the fear of reprisals that the
action permitted against “false, malicious and frivolous complaints” (by the Sexual
Harassment Act) could evoke. The responsibility that this clause does not serve as
protection for the guilty rests with the HEIs. The transparency and fair mindedness with
which they handle power hierarchies and the power dynamics within their increasingly
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heterogeneous communities, will have a decisive impact on the constitutional rights
that they must strive to protect, of all sections (especially women) at all times.

1.2  Sexual Violence and Harassment in the Contemporary Context

The brutal rape in New Delhi on December 16, 2012 of a 23 year old student evoked a
public outcry and sparked massive protests. Debates and discussions nationally and
globally served as yet another grim reminder of the range of violence that women -
regardless of their location - confront on an everyday basis. It is not accidental that this
young woman was a student. The intensity of the demonstrations that were mostly
spontaneous (not spearheaded by political formations or their leadership) brought home
the ability and tenacity of a large group of young people irrespective of their own political,
social or other affiliations to demand reform, accountability and responsibility of those
in charge of providing for the safety and security of citizens, particularly women. Since
that particular event, there has been a greater awareness of the extent of the violence that
women contend with, from the most everyday to the more exceptional. Moreover, it has
become apparent that, for a welter of reasons, most forms of violence do not receive either
attention or justice. Right next to the capital city in the neighbouring state of Haryana
a series of violent acts of rape and murder have been taking place with frightening
regularity, too many of them young girls and women, school or college students, many
of them Dalit or OBC. Their aspirations are no different from the December 16 victim,
even though they have not sparked the same level of protest.

These cases are helping to unpack layers of the debate around issues of gender
and misogyny that had become ‘invisibilized” in public discourse over the years. A
positive fall out of some of the “official” responses that followed was to situate the
debate within the frame of Rights and claims to ‘gender’ justice and equality. These
were given an early fillip by the UN Convention to End all forms of Discrimination
Against Women (CEDAW) in 1979 to which India became a signatory in 1993.

Those who “occupied” Raisina Hill and caught officialdom by surprise were by
and large seeking the articulation and validation of a discourse that gave clarity and
guidance so that out of all the sloganeering the message emerged to deliver Justice and
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not vengeance. While addressing the pervasiveness of gender based violence, structures
of patriarchy and deep misogyny in society, it was vital to move away from the notion of
women as ‘victims’ needing ‘protection’, recognise the sources of their vulnerability and
demand that the institutions meant to safeguard women’s rights be made accountable.

1.3  Vishaka Guidelines, Justice Verma Committee

1.3.1 In its landmark judgment in 1997 (following Vishaka vs. State of Rajasthan),
the Supreme Court had for the first time, acknowledged sexual harassment against
women as a human rights violation, and outlined guidelines making it mandatory for
employers to provide for sympathetic and non-retributive mechanisms to enforce the
right to gender equality for working women.

The Vishaka Judgment was rightly seen as a major victory after years of
sustained and relentless campaigning by women’s groups, activists and academicians
(see Appendix 1b). It was spurred by the infamous Mathura and the Rameeza Bee Rape
cases in the late 1970s and the Bhanwari Devi case in 1995, (in which a village worker
or Sathin of the Women’s Development Programme in the State of Rajasthan was
raped for trying to stop a child marriage from taking place by male family members,
and which became the basis for the subsequent Supreme Court case). The Vishaka
guidelines were created in order to make criminally culpable forms of sexual violence
and harassment that were prevalent in places of work. Yet, nearly 16 years later, on
October 29, 2012 the Supreme Court of India expressed its dismay that the Vishaka
guidelines on sexual harassment in the workplace were followed more in breach than
in substance and spirit by state functionaries®.

1.3.2 The Justice Verma Committee set up in the wake of the December 2012 tragedy

’The data of a survey conducted in late 2012, by Prof. Reicha Tanwar, Director, Women’s Studies Research
Centre, Kurukshetra University of 200 institutions of Higher Education in the country on the status of
committees set up to deal with complaints of sexual harassment reveals that while there is a proforma
‘formalistic’ compliance on setting up some mechanism, there is little clarity on the purpose/scope of their
work. With a few glaring exceptions, the responses to questionnaires revealed little commitment to initiatives
for sensitization or gender awareness on the campuses surveyed.
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in its path breaking report (hereafter referred to as the Verma Committee Report) of
January 23, 2013 on Amendments of Criminal Law pushed the envelope of jurisprudence
on the issue of gender justice in hitherto unprecedented ways. In a scathing criticism
of prevalent structures of criminal justice delivery within a largely patriarchal society,
it placed the onus to provide “Adequate Safety Measures and Amenities in Respect
of Women” squarely on the state and its various functionaries (pp 260 - 272). In
addition to 14 Chapters on suggested reforms and 11* Appendices, its Conclusions
and Recommendations provide some valuable inputs to the imperative that “the
equality of women, being integral to the constitution, its denial is a sacrilege and a
constitutional violation. Sustained constitutional violations mean that governance is
not in accordance with the Constitution. A fortiori, all limbs of the state - the executive,
the legislature as well as the judiciary - must respect women'’s rights and must threat
them in a “non-discriminatory manner” (Verma Committee Report, p 415). The Bill
of Rights proposed by the Report (pp 429 - 433, Appendix 5), and chapter 14, on
Education and Perception Reform, Appendix 6) have been appended to this Report
as providing perspectives significant to the work of this Task Force.®

* Chapter One -Constitutionalism, Republicanism, and Gender Equality, p 24, Chapter Two - Gender Justice
and India’s Obligations under International Conventions, p 57, Chapter Three - Rape and Sexual Assault, p
70, Chapter Four - Sexual Harassment at the Workplace, p 119, Chapter Five - Other Offences against Women,
p 142, Chapter Six - Trafficking of Women and Children, p152, Chapter Seven - Child Sexual Abuse, p 200,
Chapter Eight - Khap Panchayats and Honour Killings, p 225, Chapter Nine - Sentencing and Punishment, p
234, Chapter Ten - Provision of Adequate Safety Measures and Amenities in respect of Women, p 260, Chapter
Eleven - Medico-Legal Examination of the Victim, p 272, Chapter Twelve - Police Reforms, p 312, Chapter
Thirteen - Electoral Reforms, p 340, Chapter Fourteen - Education and Perception Reform, p 383.

® There are specific exhortations here to building alternative perspectives and perceptions in the education
space e.g. 1) preventing stereotyping and ‘blinkered” acculturation, 2) interrogating cultures of ‘replication
and consensus’ in the context of caste and gender, 3) notions of manhood and masculinities and women as
the repository of ‘honour’, 4) received structures of power and entitlement, 5) Recognizing discrimination,
6) abuse of age, authority, power and position by teachers/mentors in the education space, 7) asymmetrical
power relations 8) prevalence of transgressions, verbal abuse, and violence and harassment in schools and
educational institutions, 9) the need for sexuality education, 10) Psycho-social effects of abuse, 11) Problematic
construction of identities 12) kinds of peer pressure, 13) forms of corporatization impinging on autonomy and
creativity in the education space, 14) intolerance of alternative sexualities 15) need for “alternative’ life skills
training etc.
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14  Sexual Harassment at the Workplace Act 2013

With the enactment of the Sexual Harassment of Women at Workplace (Prevention,
Prohibition and Redressal Act 2013, (Sexual Harassment Act) in April 2013, the notion
of bodily integrity as explicated in the Verma Committee’s Bill of Rights for Women)
has been given legal sanctity. Sexual harassment is now considered as a violation of
the fundamental right of a woman to equality as guaranteed under Article 14 and 15 of
the Constitution of India and her right to life and to live with dignity as per Article 21
of the Constitution. It has also been considered as a violation of a right to practice or to
carry out any occupation, trade or business under Article 19 (1) (g) of the Constitution
which includes a right to a safe environment free from harassment.

The definition of sexual harassment in the Act of 2013 is broadly in line with the
Apex Court’s definition in the Vishaka Judgment.® It also stipulates that a woman shall
not be subjected to sexual harassment at any workplace. As per the statute, presence or
occurrence of circumstances of implied or explicit promise of preferential treatment in
employment; treatment about present or future employment; interference with work
or creating an intimidating or offensive or hostile work environment or humiliating
treatment likely to affect the woman employee’s health or safety may all amount to
sexual harassment.

The broad definition of the ‘workplace” gives the Sexual Harassment Act a very
wide ambit. The statute, inter alia, applies to government bodies, public and private
sector organizations, NGOs, organizations carrying on commercial, vocational,
educational entertainment, industrial and medical activities including Educational
Institutions, Sports institutions and stadiums used for training individuals. As per
the Sexual Harassment Act, a workplace also covers within its scope places visited by
employees during the course of employment or for reasons arising out of employment

¢ This includes 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. See ‘India’s
New Labour Law’, Nishith Desai Associates, Veena Gopalakrishnan, Ajay Singh Solanki and Vikram Shroff,
April 30, 2013.

Source: http:/ /www.mondaq.com/india/x/238076/Discrimination+Disability +Sexual+Harassment/Indias
+New+Labour+Law+Prevention+Of+Sexual+Harassment+At+The+Workplace
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- including transportation provided by the employer for the purpose of commuting to
and from the place of employment.”

The definition of ‘employee” under the Sexual Harassment Act is fairly wide and
covers regular, temporary, ad hoc employees, individuals engaged on daily wage
basis, either directly or through an agent, contract labour, co-workers, probationers,
trainees and apprentices, with or without the knowledge of the principal employer,
whether for remuneration or not, working on a voluntary basis or otherwise, whether
the terms of employment are express or implied.

The Sexual Harassment Act requires an employer to set up an Internal Complaints
Committee (“ICC”) at each office or branch of an organization employing at least 10
employees. The Sexual Harassment Act also sets out the constitution of the committees,
the process to be followed for making a complaint and inquiring into the complaint
in a time bound manner. It also empowers the ICC to recommend to the employer,
at the request of the aggrieved employee, interim measures such as (i) transfer of the
aggrieved woman or the respondent to any other workplace; or (ii) granting leave to
the aggrieved woman up to a period of 3 months in addition to her regular statutory/
contractual leave entitlement.

The Act mandates that the employer or the person designated in-charge of any
workplace nominate an Internal Complaints Committee (ICC) for every branch of
the workplace that employs more than ten persons. One-half of the total members
of the ICC must be women, and it must comprise: (a) a woman Presiding Officer,
chosen from amongst the employees of the workplace and necessarily employed at
a senior level: (b) not less than two Members from amongst employees preferably
committed to the cause of women or who have had experience in social work or have
legal knowledge; (c) 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.

"Section 2(0), Sexual Harassment Act, 2013. Two excellent presentations of the Act and its interpretations are
available at sources:

http:/ /www.slideshare.net/ RohitNaagpal/ prevention-and-prohibition-24169664
http://www.slideshare.net/sukanya.patwardhan/law-the-sexual-harassment-of-women-
atworkplace?utm_source=slideshow02&utm_medium=ssemail&utm_campaign=share_slideshow_
loggedout
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A Flowchart showing the process for Complaint and Inquiry is at Appendix
2. It depicts in brief, the process to be followed by the aggrieved employee to make
the complaint and by the employer to inquire into the complaint. The law allows
female employees to request for conciliation in order to settle the matteralthough a
monetary settlement should not be made as a basis of conciliation. (See Appendix
13 for details on conciliation.)

In addition to ensuring compliance with the other provisions stipulated, the
Sexual Harassment Act casts certain obligations upon the employer to, inter alia,

i.  provide a safe working environment

ii.  display conspicuously at the workplace, the penal consequences of indulging in
acts that may constitute sexual harassment and the composition of the Internal
Complaints Committee

iii. organise workshops and awareness programmes at regular intervals for
sensitizing employees on the issues and implications of workplace sexual
harassment and organizing orientation programmes for members of the Internal
Complaints Committee

iv. treat sexual harassment as a misconduct under the service rules and initiate
action for misconduct.

v.  The employer is also required to monitor the timely submission of reports by the
ICC.

If an employer fails to constitute an Internal Complaints Committee or does not
comply with any provisions contained therein, the Sexual Harassment Act prescribes
a monetary penalty of up to INR 50,000. A repetition of the same offence could result
in the punishment being doubled and / or de-recognition.

The government is in turn required to set up ‘Local Complaints Committees’
(“LCC”) at the district level to investigate complaints regarding sexual harassment
from establishments where the ICC has not been constituted.

The ICC also needs to involve a member from “amongst non-governmental
organizations or associations committed to the cause of women or who have had
experience in social work or have legal knowledge.”
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The law allows the employer to initiate action against the complainant in case of a
“false or malicious complaint”. This provision, although meant to protect the employer’s
interests, is likely to prove a deterrence to reporting such incidents and filing complaints,
which may in turn defeat the purpose for which the law has been enacted.

In case the allegation has been proved, the Sexual Harassment Act allows the ICC
to recommend to the employer to deduct from the respondent’s salary such sums it
may consider appropriate to be paid to the aggrieved woman’.

The Sexual Harassment Act only addresses the issue of protection of women
employeesand isnot gender neutral. Male employees, if subjected to sexual harassment,
cannot claim protection or relief under the law’. However, many guidelines against
sexual harassment in universities have taken the next step to becoming gender plural.
They recognise that men can be subjected to sexual harassment beyond ragging
incidents, especially if they are identified as belonging to a sexual minority. Such
cases also require all the efforts of educational, corrective and if necessary punitive
responses through proper procedures.

The Criminal Law (Amendment) Act 2013, took the historic step of amending
the Indian Penal Code (IPC) to also include several other new offenses (in addition
to rape) such as causing grievous hurt through aid attacks, sexual harassment use of
criminal force on a woman with intent to disrobe, voyeurism and stalking as inviting
punishment. Importantly the Act further amended the IPC to criminalize the failure
of a public servant to obey direction under law. It has also made the non-treatment of
a raped woman by any public or private hospital an offence. While the Criminal Law
(Amendment) Act has introduced long overdue changes in the law, it is recognized that
this can be seen as but a first step in the long journey to ending violence in India through
criminal law governance and police reforms and last but not least, Curricular Reform.

It is here that institutions of Higher Education can and must play a pivotal role
in effectively combating the entrenched patriarchal practices/structures and mind
sets and the corresponding cultures of impunity and silence that sustain them,

8 This may require certain corresponding changes to the Payment of Wages Act, 1936 of India,

which restricts the nature of deductions that may be made from an employee’s salary.
* Ibid.
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and conspire/militate against gender justice and perpetuate pervasive violence in
society.

1.5 Establishment of the UGC Task Force and its TOR

The Task Force was set up on January 8, 2013 Vide Office Order No. F.1-67/2013(Cm.)
by the Chairman, UGC (Appendix 1a). It comprised the following members:-

1.  Dr. Meenakshi Gopinath, Member, UGC Chair

2. Prof. Mary E. John, CWDS, New Delhi Co-Chair

3. Prof. Yogendra Yadav, Member UGC Member

4, Prof. Uma Chakravarti, University of Delhi Member

5. Prof. Gopal Guru, JNU, New Delhi Member

6. Prof. Wasbir Hussain, CDPS, Guwahati Member

7. Prof. Sanjay Srivastava, IEG, Delhi Member

8. Prof. Susie Tharu, EFLU, Hyderabad Member

9.  Dr. Kulwinder Kaur, Jamia Millia Islamia Member

10. Dr. (Mrs.) Archana Thakur, DS, UGC Coordinator

1.5.1 The Terms of Reference of the Task Force are the following:-

(i) To analyse and assess the extent to which the existing arrangements for safety
of women, both students and employees in particular, and youth in general, are
adequate on the campuses of the institutions;

(i) Toidentify short comings in the existing systems and to suggest measures to put
in place strong safeguards.

(iii) To evaluate grievance Redressal mechanisms for gender specific concerns and to
suggest measures to strengthen them;
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(iv) To suggest academic measures and action programmes to bring about changes
in practices and attitudes within society towards recognizing the fundamental
right to gender equality;

(v) Tosuggest how gender education and sensitization can be made an integral part

of the university curriculum in all subject domains;

(vi) To suggest how awareness of gender sensitive issues can be made an essential
eligibility criterion in the future recruitment of university staff -both teaching as
well as non-teaching.

Prof. Yogendra Yadav and Prof. Wasbir Hussain being unable to participate in
the deliberations owing to existing commitments, the Task Force co-opted four more
members with wide experience and expertise in working on issues relating to gender
justice and violence against women. They include:

1.  Dr. Minoti Chatterji, Kamla Nehru College.

2 Dr. Janaki Abraham, Delhi School of Economics, Delhi
3. Prof. Ayesha Kidwai, Jawaharlal Nehru University

4. Ms. Anjali Bharadwaj, Satark Nagarik Sangathan, Delhi

In addition to scheduled meetings a series of consultative meetings, site preparatory
visits and campus interactive visits were conducted by the members (see Appendix 4).

Detailed deliberations at the very inception informed the Methodology that
the Task Force adopted which could serve as future praxis for the follow up on the
recommendations in this Report.

1.5.2 Orientation and Methodology

There was broad consensus that several recommendations of the Verma Committee
Report provide extremely valuable perspectives that the Task Force could draw upon
that are both unprecedented and path breaking. In addition, the promulgation of The
Sexual Harassment Act in April 2013 and the Criminal Law Amendment Act add a
further imperative to compliance on the part of HEIs in particular. The Report of the
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Task Force is premised largely on the constitutional guarantee of equality for gender
justice. It also draws on the current discourse on women'’s entitlements and Rights to
bodily integrity, dignity, work, and Equality of Access to Education.

Universities need to be particularly familiarized with the proposed Bill of Rights
for Women in the Verma Committee Report, (Appendix 5) and also the section on
Education and Perception Reform as set out in Chapter 14 of the Verma Committee
Report (Appendix 6).

It was agreed that:

1.5.3 The widest possible publicity be given to the existence of the Task Force and
its openness to inputs from all sections (and constituencies) of the Higher Education
space. To this effect, the UGC website established an on-line response link to solicit
inputs, suggestions and concerns. An advertisement was also issued in some national
dailies to elicit suggestions of other stake holders in the Higher Education sector.

1.5.4 Mandatory responses and feedback from all HEIs (Higher Education Institutes)
covered under 2(f) and 12(b) be elicited on a questionnaire regarding (a) Existing
arrangements for the safety of students, women and employees on campus, the nature
of complaints received, and specific safety issues; (b) Gender equality and sensitization
measures on campus; (c) gender related courses offered on Campus; (d) Comments
and suggestions for the UGC.

1.5.5 Members of the Task Force therefore undertook a number of activities in order
to fulfil the TOR. Questionnaires sent out to all HEIs under the UGC and a number
of face to face Open Forums were undertaken in order to gain some understanding
of the situation within HEIs. Members met with senior administrators and consulted
with Committees dealing with Sexual Harassment on campuses. The experience of
two long standing Committees and their Guidelines in the University of Delhi and
the Jawaharlal Nehru University were particularly valuable. (see Appendix 11 and
12.) The main chapters of this Report provide feedback and reflections based on these
efforts. The Report concludes with a set of recommendations for the UGC.
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II. QUESTIONNAIRE BASED SURVEY AMONG
UNIVERSITIES AND COLLEGES

21 Method of eliciting information from all institutions under the
purview of the UGC through questionnaires

The Terms of Reference of the UGC appointed Task Force began by asking the Task
Force to assess the extent to which “the existing arrangements for safety of women,
both students and employees in particular, and youth in general, are adequate on
the campuses of the institutions”. Towards this end, the first major method adopted
by the Task Force was to prepare a questionnaire to elicit information on existing
arrangements for addressing safety, the presence of a policy on sexual harassment,
and related issues pertaining to gender sensitization measures on campuses. (The
questionnaire has been attached to this Report as Appendix 7). In February 2013, with
a covering letter from the UGC Chairperson, this questionnaire was sent to all the
universities and colleges across the country that come under the purview of the UGC,
with the request to fill it in and return it to the UGC within a month. All in all, 1,307
questionnaires were received by May 2013, a majority of which (1,017) were sent via
e-mail while the rest (320) were received by post, including 83 universities and a large
number of colleges from the southern region. The overall quality of the information
received has been extremely uneven, ranging from a relatively small number of
institutions that took care to provide honest information, supplemented with further
evidence such as their annual reports, while many more unfortunately did not fill out
the questions properly or simply declared them to be not applicable. In fact, we have
to place on record that the mode in which many of the questionnaires were filled out
betrayed defensiveness on the part of the institution concerned, if not insensitivity
and denial. A handful of institutions did not answer the questionnaire but simply
wrote a letter addressed to the UGC Chairperson saying they were taking care of
safety related issues, and in some cases provided the names of the members of their
complaints committees. Nonetheless, in spite of these limitations, these questionnaires
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have opened a window onto the state of affairs among the institutions that the UGC
seeks to regulate and therefore the analysis is pertinent. Together with the more in
depth Open Forums that were conducted face to face by the Task Force it is possible
to make a provisional assessment of the situation prevailing and therefore also to
consider what needs to be done.

2.2 Background Information and Rationale

2.2.1 Background Information:

Out of the total number of valid questionnaires received, 83 were universities while
the rest were colleges. The universities themselves provide an indication of the
extreme heterogeneity that is now in existence, from a few older well established
Central Universities in the capital region, some very new Central universities that
have just set up their campuses (often in rural areas), a few State universities, and
a significant number of private universities. The largest universities with their
widespread affiliated college system reported over 2 lakh women students (which
are over 50 per cent of the total student body), while the new universities reported
only a few hundred women students overall. Among the colleges, 12 per cent were
women only colleges while the rest were co-educational. Among the women’s
colleges several were relatively speaking quite large with 2,000-3,000 students
enrolled. On the other hand, among the co-educational institutions the number of
women students ranged from a few hundred to a thousand or so. When it comes
to their urban or rural location, interestingly, the break up was almost even, with
46.5 per cent located in rural areas. In terms of government and private colleges
there was considerable diversity, with proportionately more private institutions
responding.
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Table 1: Region wise Distribution of State Responses

Region No of Institutions
North
Uttar Pradesh 14
Uttarakhand 2
Himachal Pradesh 1
Jammu & Kashmir 1
Punjab 7
Haryana 12
Delhi 7
West
Rajasthan 33
Gujarat 61
Maharashtra 275
Madhya Pradesh 46
East
Bihar 21
Jharkhand 15
Chattisgarh 19
Odisha 96
West Bengal 62
North East
Assam 48
Arunachal Pr. 5
Meghalaya 6
Manipur 4
Nagaland 10
Sikkim 2
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Tripura 2
Mizoram 5
South
Kerala 90
Tamil Nadu 84
Karnataka 266
Andhra Pradesh 98
Union Territories Excluding Delhi
Andaman & Nicobar 1
Daman & Diu 1
Puducherry 4
Goa 8
India 1,307

By way of the all India distribution of these institutions, Table 1 above provides
the overall picture, with states grouped according to broad region --North, Northeast,
East, West, South and Union Territories other than Delhi. The considerable unevenness
among those institutions that chose to respond is very palpable, with the South overall
at one end of the spectrum and the North at the other. (Though we acknowledge that
there is a skew in the existing distribution of colleges across the country, with 33 per
cent in the South and 10 per cent in the North, this cannot explain the near default on
the part of the northern states

overall, or the other patterns among the various states). Two states stand apart
from the rest, with Maharashtra (275) and Karnataka (266) providing the highest
number of responding institutions. Interestingly these are also the states from which a
large number of questionnaires were sent by post, thus belying any claims that those
with better electronic facilities were at an advantage. The UGC received information
from the UGC director of its Eastern Regional office in Kolkata that a special letter
with a copy of the questionnaire was sent to all the colleges of the Eastern region,
with a list of these colleges attached. The best respondent in the Eastern region is,
surprisingly, the state of Odisha from where 96 questionnaires were received. Andhra
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Pradesh, Kerala and Tamil Nadu in the South had responses in the range of 80-100,
followed by Gujarat and West Bengal with just over 60. Noteworthy in the North East
is the case of Assam with 48 responses, and small numbers from several north eastern
states should also be pointed out. The worst respondents by far are in the northern
states, with Haryana and Uttar Pradesh just entering double digits with 12 and 14
questionnaires respectively. Delhi received filled questionnaires from several major
universities but practically no colleges.

2.2.2 Measures for Ensuring Safety

The first question posed was whether the institutions had received any complaints on
the grounds of sexual harassment, transport, lighting, toilet facilities, accommodation
and counselling. Most institutions simply answered in the negative. But some of
them admitted otherwise and with the following proportions - sexual harassment
(7.3%), public transport (8.3%), lighting (14.8%), toilets (22.3%), accommodation
(16.5%), health (17.8%), and counselling (10.2%). Thus lack of adequate toilet facilities
figures the highest and actual complaints of sexual harassment the lowest. Those who
provided details would say, typically, that they had an arrangement with a nearby
doctor or clinic or that a doctor visited the campus occasionally (under health).
Those who did admit to deficiencies reported that lighting was insufficient (in rural
areas this included lack of boundary walls in some cases), that students had to rely
on private transport including bicycles or tractors, that there were not enough or no
hostels for women students and so on. Under counselling, there were frequent reports
that members of the faculty including lady teachers were there to provide counselling
where necessary, and some mentioned faculty from the psychology department. Only
a miniscule number actually said that they had a full time counsellor on campus.

The next question in this section was an open ended one about existing
arrangements on the campus for ensuring the safety of both students and employees.
No options were provided, and answers could be multiple. Answers were grouped
under various thematic heads. From almost half the institutions (48.5%), by far the most
common response was that of having some kind of grievance committee for women
(some explicitly called them anti-sexual harassment committees, some clubbed them
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with anti-ragging cells which is a distinct UGC directive to all its colleges). In terms of
security arrangements the following were mentioned - having CCTV 10.5 per cent (a
number of colleges said that they wished to install these and requested for financial
assistance to do so), female security guards 18.5 per cent, a vigilance committee 26.6
per cent, and patrolling guards 10.9 per cent (in a few cases colleges reported that their
own students and teachers monitored the campuses). 8.3 per cent said they provided
a complaint box, a bare 4 per cent had a helpline number and 9 per cent mentioned
a separate common room for girls, even separate stair cases in a few cases. Smaller
percentages responded with notions of ‘value education’, lectures and orientation
programmes, and counselling as measures for ensuring safety.

2.2.3 Sexual Harassment Policy and Experiences

The next set of questions focused on the existence and use of a policy on sexual
harassment. First and foremost it is important to highlight the question ~which asked
whether they had a Policy in the first place. This was an attempt to go beyond vague
assertions of compliance. 57.1 per cent answered in the affirmative and 75 per cent
out of these provided some information to substantiate their claim. Affiliated colleges
often cited the policy of their university (this was particularly common in the case of
Maharashtra), others provided information about the composition of the committee
(which is not the same thing as having a set of guidelines). But too much reliance
cannot be placed on these figures since in some case it was doubtful whether in fact
there was any clear policy in place beyond moral statements, anti-ragging statements
and such like. Moreover, there is widespread conflation between the presence of a
women’s development cell or more rarely a women’s studies centre in a particular
college or university and a distinct organizational structure to deal explicitly with
sexual harassment.

When probed further as to when the policy was established, 42 per cent answered
that it had been established very recently, between 1-3 years, and 51 per cent between
4-10 years, with only a tiny number having more long standing guidelines. (It should
be remembered that the UGC sent out a directive after the Vishaka Guidelines came
out. A booklet related to the Supreme Court judgement was prepared by the MHRD
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in 1999 and a letter sent out by the then UGC Chairperson Prof Armaiti Desai to all
Vice Chancellors and Principals (dated March 1999) to set up sexual harassment
committees to hear complaints. Only a few universities seem to have responded at
that time, both central and state.) It is mandatory for sexual harassment committees
to submit an annual report. When asked about this most admitted that they had not
done so, with 24 per cent saying that they had. Here too we have to approach this
figure with some caution since in some cases this simply amounts to a report by the
women’s development cell. In terms of publicizing their policy, 32.8 per cent said that
they put it on their notice board, 16.9 per cent that it is either in their prospectus or on
their website, 12.5 per cent that they communicated this personally as and when
necessary, 7.5 per cent that this happened in college assembly meetings.

Thenextsetof questionsin this section pertains to actual complaints and the outcomes
that followed. As might be expected, the vast majority (83.5%) declared that they had
never received any complaints of sexual harassment in the history of their institution.
Indeed, the fact that they had not received complaints was frequently a basis for an
institution to state not only that the entire issue of sexual harassment did not affect them
but also that gender discrimination on campus did not apply to them either (including
filling out the questionnaire). With some exceptions, it is the universities who provided
more information about the receipt of complaints and had by far the highest number of
cases. 14.2 per cent had between 1-4 complaints and these were predominantly colleges,
while 2.5 per cent had between 5-12 complaints over the last two years, of which 20
were universities. A number of respondents said that the complaints were “minor” or
inconsequential and resolved ‘immediately’. In response to the question as to how long
it took to deal with a complaint 15.2 per cent claimed that it would not be more than 1-2
days (and this included some who said this even though they had never received any),
about 8.8 per cent said 1 week, while more realistic periods were once again provided
by universities, ranging from 1 to 6 months. About 60 per cent of those who admitted
to having received complaints said that they were able to resolve them.

To the question as to whether they had encountered shortcomings, about half
admitted that they had. Here the few who gave further details were important. A
number said that they encountered problems and lack of clarity with the guidelines
and how to implement them. Others said that they needed legal advice. Still others
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said - and this is particularly noteworthy for demonstrating a high level of sensitivity
- that women students found it hard to raise their voices to lodge a complaint, and
needed to overcome their ‘timidity’. Very few provided details about the nature of
the complaints. Among those who did so, these were evenly divided between cases
involving outsiders on campus, student complaints against teachers, and student
complaints against other students. Only a few gave details about the kind of penalties
awarded, with expulsion from the institution mentioned very rarely. The next question
pertained to any suggestions they might have to improve the situation in relation
to cases of sexual harassment. About 3.5 per cent suggested self-defence classes
for women students, 5.3 per cent women/gender studies classes, and 19.5 per cent
awareness programmes. Among other suggestions (totally 21.5%) the predominant
ones were security and surveillance related, including raising boundary walls, more
security, installing CCTV cameras and such like. Still others called for proper dress
codes for women, self-monitoring among students. Even more problematic was the
suggestion from a few that parents or guardians needed to be brought into the picture
and should be the first to be informed about any problem on campus.

The following section of questions pertained to issues relating to gender equality
and sensitization measures on campus. To begin with institutions were asked what
measures were in place for raising awareness against harassment or violence in their
institutions. About half the respondents provided some answer here, and some gave
multiple options which were broadly grouped. The most frequent was to say that they
organized awareness programmes (43%). From what could be seen, these were for
students only and did not include all the employees of the institution. Related to
this was inviting people to give lectures, or conduct workshops (36.8%). A few gave
further details here including names of people called, often from law or the police,
and sometimes from the field of women’s studies or women’s organization or a well-
known public figure. There was clear evidence here of the presence of a women’s
development cell or women’s studies centre which were responsible for such events.
In this section it was also evident as to who had answered the questionnaire - the
principal, registrar, or someone from the sexual harassment committee or WDC. Other
answers included personal discussions with students (18.1%) and conducting essay or
poster competitions among students (13.4%). The next question asked what measures
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existed to ensure that women students have equal access to campus facilities such as
the library, laboratories or any campus event at all times. This question did not elicit
any interesting responses - women’s colleges said that it did not apply to them, and
co-educational institutions declared that they were equal access institutions overall.
A few mentioned that they had separate facilities such as common room for girls, or
separate stair cases even. Others mentioned efforts such as giving women “priority’
space in the library or promoting sports events for women. It was the following
more focused question on whether differential timings for male and female hostel
residents to return to their respective hostels (including night outs) that provided
some indication of differential policies and rules in place that are quite widespread.
Once again women’s colleges (and of course those institutions that did not offer
accommodation to women students) said the question did not apply to them. Among
the rest (about 800 institutions) 349 (or 44%) admitt