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1. Version Conrol
 

Documen Formulaon:

Category: Operational

Formulation date: February 2022

Approved by: Director General

Approval date: September 2023

Roll-out date: September 2023

Version: 1.1

Owner: Director - Human Resources

Documen Amendmens:

Date Version Changes made by Changes approved by Description of change

April 2024 1.1 Director – Human
Resources

Director General Designations added as per the
current organization structure.

Disciplinary Procedures added for
workforce members.

 

 

 

 

This document is for internal use only. No copy of any or all of the information contained in this
document should be made available to anyone or reproduced by anyone outside ICRISAT without
requisite permission orauthority.

The Institute reserves the right to amend, suspend or rescind this policy at any time. While, the
Institute has made best efforts to define detailed procedures for implementation of this policy, there
may be occasions when certainmatters are not addressed or there may be lack of clarity in the
procedures. Such difficulties or lack of clarity will be resolved in line with the broad intent of the
policy, by the Director General or Governing Board Chair (on case-to-case basis). The Institute may
also establish furtherrules and procedures, from time to time, to give effect to the intent of this policy
and further the objective of good corporate governance.
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2. General

2.1 Auhoriy and Implemenaon

a. The procedures oulined in his documen reec he condions o service, basic righs, dues,

and obligaons o samembers o ICRISAT, as approved by he Direcor-General.

b. Any change o his documen will require he ormal writen approval o he Direcor-General.

Any excepons concerning he Direcor General (DG) shall be approved by he Governing Board

(GB).

2.2 Review and Amendmen

The policies and procedures herein are subjec o review and amendmens on he oaliy o several

acors, including heMemoranda oUndersanding / Agreemen(s) wih hos counry governmens;

applicable laws and regulaons; cusoms and pracces in dieren locaons; he concerns and acons

o is various sakeholders.

2.3 Excepons

Any excepon o he procedures oulined in his documen shall require an approval rom Direcor

General (DG) o he Insue. Any excepons concerning he Direcor General (DG) shall be approved by

he Governing Board (GB). The Documen Owner shall be inormed o hese excepons and he/ she

shall mainain a record o hese or monioring purpose.

2.4 Frequency o review

This Policy shall be reviewed by he Policy Owner a leas once in every 36(hiry-six) monhs period

rom he implemenaon dae or rom he dae o las review or as direced by he Policy Council.

2.5 Inerpreaon

This documen shall be read in he conex o:

i. Human Resources Managemen Policy

ii. Oher Human Resources policies

iii. The relevan Hos-Counry Agreemen

iv. Immunies and privileges, laws, and proocols o he counry where he sa member is

based, i applicable, o ICRISAT and/or o is samembers

v. Individual conracs o employmen

2.6 Clarifcaons

Quesons on policy claricaon, inerpreaon, and/or applicaon o policy and procedures shouldbe

addressed o Human Resources Services.
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3. Inroducon
 

ICRISAT (“he Insue”) is commited o promoe he highes ehical sandards and mainain a

workplace ha aciliaes open, ransparen, air and objecve reporng o concerns/ violaons o

Proeced Disclosures, Grievances and Complains o discriminaon, bullying, vicmizaon and

harassmen (including sexual harassmen). Thus, as par o he overarching Ehics and Saeguarding

Framework, he Insue has ormulaed his ‘Concern Resoluon Procedure’.

3.1 Objecves

The objecves o his documen are as ollows:

I. To provide amechanism or raising concerns/ violaions relang o Proeced Disclosures, Grievances

and Complains o discriminaon, bullying, vicmizaon and harassmen (including sexual

harassmen) wihin he Insue.

II. To promoe a “Speak up” culure a he Insue and encourage workorce members o repor any

acual or suspeced wrongdoings.

III. To oser a sense o collecve responsibiliy in saeguarding ineress o he Insue.

IV. To ensure ha all workorcemembers rea each oherwih digniy, couresy and respec a all mes.

3.2 Scope and Applicabiliy

All workorce members are eligible o raise concerns o Proeced Disclosures, Grievances and

Complains o discriminaon, bullying, vicmizaon and harassmen (including sexual harassmen)

ollowing he procedures laid down in his documen, regardless o heir area o work or locaon or

naure o heir conracwih he Insue.
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4. Naure o Concerns
 

The Concern Resoluon Procedure can be used o raise concerns/complains o he ollowing naure:

a. Grievances

b. Proeced Disclosures

c. Complains o discriminaion, bullying, vicimizaion and harassmen (including sexual harassmen)

4.1 Grievances

I. A concern arising direcly ou o a workorce member’s employmen/ assignmen conrac wih

he Insiue. Theremay be occasionswhere aworkorcemember eels ha hey have no received

air consideraon in respec o employmen/ assignmen and wans o raise a grievance.

II. This process can only be used or individual grievances.

III. The process applies o, bu is no limied o, grievances o ollowing naure:

a. Disagreemens over implemenaon o insuonal policies

b. Grievances relaed o a workorce member’s morale, or oher workplace maters ha do no

implicae legal or ehical issues such as workload, working condions, relaonships a he

workplace ec.;

c. Workorce member’s individual grievances relaed o employmen saus or oher maters relaed

o erms and condions o employmen, or which oher channels o redressal are no dened.

4.2 Proeced Disclosure

I. A Concern raised in good aih ha discloses or demonsraes inormaon hamay evidence

unehical or improper acviy. The proeced disclosures are governed by he Insue’s ‘Whisle

Blowing & Proecon rom Realiaon Policy’ and include (bu are no limied o) he ollowing:

a. Breach o he Insue’s Ehics Policy;

b. Financial irregularies including nancial saemen raud;

c. Incomplee declaraon/ non declaraon o Conic o Ineres;

d. Acs o bribery & corrupon;

e. Negligence causing subsanal and specic danger o he Insue’s Financial asses healh,

saey and environmen;

. Manipulaon o Insue’s daa/records;

g. Disclosure o condenal / proprieary inormaon o unauhorized personnel;

h. Misappropriaon o Insue’s unds/ asses;

i. Abuse o auhoriy, immunies or privileges graned o he workorce members;

j. Breach o any o he oher Insue Polices;

k. Any oher acvies wheher unehical or raudulen in naure and injurious o he ineresso

he Insue;

l. Scienc raud (e.g. daa alsicaon, plagiarism) or ehical violaon (e.g. regarding use o

daa, auhorship righs);

II. I is an obligaon o all workorce members ha, when hey observe or become aware o any

improper pracce requiring he raising o a Proeced Disclosure, hey should bring i o he early

atenon o he Insue.
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III. Due o heir naure, concerns o Proeced Disclosure and Sexual Harassmen can only be raised

hrough a Formal Process, described in Secon 4.3 o his documen. However, i he workorce

member needs suppor or advice, beore raising such concerns hrough he Formal Process, hey

can reach ou o he various sources o suppormenoned in Secon 4.3 o his documen.

4.3 Discriminaon, Bullying, Vicmizaon, Harassmen (including sexualharassmen)

I. The Insue does no olerae discriminaon or harassmen on he basis o an individual’s sex,

gender, race, colour, naonal origin, age, religion, disabiliy, sexual orienaon ec. Through his

procedure, no only unlawul harassmen and discriminaon, bu concerns on oher

unproessional and discoureous acons can also be raised.

II. Concerns regarding discriminaon, bullying, vicmizaon, harassmen (including sexual
harassmen) are governed by he Insue’s ‘Prevenon o Discriminaon & Harassmen including
Sexual Harassmen Policy’ and ‘Gender Diversiy & Inclusion Policy’ which include among ohers
ollowing:

a. Unequal or unair reamen o he workorce member/s based upon heir personal

characeriscs;

b. Verbal or writen abuse direced a a person;

c. Persisen, unsolicied or unwelcome requess or social / personal relaons;

d. Oral abuse or derogaory commens based on individual’s race, colour, naonal origin,

religious belies ec.;

e. Inappropriae direc or indirec inviaon or sexual engagemen;

. Deliberae exclusion o a person rom he normal social acvies o he workplace;

g. Inrusive enquiries ino a workorce member's privae lie;

h. Reerence o heir sexualiy or physical appearance;

i. Display o indecen images a he workplace, including accessing and/or disribung

pornography;

j. Unwaned physical conac and advances;

k. Molesaon;

l. Indecen exposure;

m. Sexual assaul;

n. Unsolicied commens/ complimens inappropriae in a workplace conex or sexual
anecdoes.

III. Workorce members are encouraged o raise Grievances and Complains o harassmen,

discriminaon, bullying, vicmizaon ec. as early as possible. However, he Insue does

recognize ha somemes due o he sensive or personal naure o such concerns, he workorce

member may inially wan o pursue such concerns hrough he various channels and hey can do

so, hrough a Preliminary Process menoned in Secon 4.1 and 4.2 o his documen.
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5. Process o raising a concern

5.1 Seek advice

I. The Insue recognizes ha imay be dicul or aworkorcemember o direcly raise a

concern/ complain hrough he Preliminary or Formal process and hereore encourages he

workorce members o access he appropriae sources o suppor available. However, his is no

amandaory sep, and he workorce member can direcly raise concerns using he

Preliminary or Formal process as appropriae, wihou seeking any advice.

II. In providing a range o sources o suppor, he Insue seeks o ensure ha a workorce

member who eel ha hey have eiher been subjeced o harassmen, discriminaon,

bullying, vicmizaon or have a poenal grievance or have experienced / winessed a

poenal proeceddisclosure, are able o raise heir concerns eecvely, and o have hem

addressed appropriaely.

III. Advice and suppor can be sough rom an immediae Supervisor or he Program HR Parner.

All such advisors are bound by appropriae condenaliy agreemens and any discussion,

advice and inormaon provided by hem, as par o his process is condenal.

IV. Condenaliy mus also be mainained on he par o hose seeking assisance rom he

designaed advisors.

V. Afer receiving advice, he workorce member can decide wheher o pursue he concern or
no. I he workorce member decides o pursue he concern, hey can pursue as ollows:

a. Grievance or complains o harassmen, discriminaon, bullying, vicmizaon can be pursued

eiher hrough a Preliminary or Formal process;

b. Proeced Disclosures and concerns o Sexual Harassmen can be raised only hrough he

Formal Process.

VI. A concern mus be raised hrough a Preliminary or Formal process wihin welve (12)_monhs

rom he daeo he las inciden i.e., when he individual winessed or experienced he concern

or rom he dae i came o he noce o he workorce member who wishes o raise he

concern.

VII. In exceponal circumsances, he me limis or raising concern may be exended as per

Secon

VIII. 1.3 o his documen.

5.2 Preliminary Process

I. Grievance or complains o harassmen, discriminaon, bullying and vicmizaon can be raised
hrough Preliminary process. A Preliminary process provides he opporuniy o resolve any
complains or grievances in an open, hones, non-hreaening, and non-conenous manner. I
is preerable o avail he Preliminary process rs beore ulizing he Formal process. The
Preliminary process includes he ollowing opons o he workorce members:

a. Consulaon wih immediae Supervisor

b. Consulaon wih Program HR Parner.

II. Proeced Disclosures and Grievance or complains relaed o Sexual Harassmen should be

raisedhrough he Formal process only.
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5.2.a.1 Consulaon wih immediae Supervisor:

i. A workorce member may consul he Supervisor i hey eel ha hey are being

subjec o harassmen, discriminaon, bullying, vicmizaon or may have

concerns on implemenaon o insuonal policies.

ii. I he concern remains unresolved afer consulaon wih he immediae

Supervisor, he respecve immediae Supervisor may reer he mater o he

concerned Program HR Parner o ake he resoluon process orward.

5.2.a.2 Consulaon wih Program HR Parner

I. A workorce member may consul he Program HR Parner i hey eel ha hey are being

subjeco harassmen, discriminaon, bullying, vicmizaon or may have concerns on a

policy or have disagreemen on a managemen decision.

II. When consuled, he Program HR Parner shall inorm he workorce member on heir righs,

provide advice on he various opons available or hem in he Concern Resoluon

Procedure, provide appropriae suppor wihin he Preliminary process, and where

appropriae, provide mediaon suppor in an imparal manner o bring he siuaon o a

resoluon ha is sasacory o all pares.

III. I heworkorcemember is no sasedwih he oucome o he Preliminary process, he

ProgramHR Parner can also provide advisory suppor or he Formal Process.

5.3 Formal Process

The workorce member may use he Formal Process direcly, due o he naure o he concern or

i hey are dissased wih he resul o he Preliminary process. Following procedures shall be

ollowed or resolving concerns/complains via Formal process:

5.3.a.1 Lodgmen

I. Theworkorcemembers can regiser a concern / complain by emailing or calling he “Concern

Line” or hrough he “Case Management Tool” (CMT) managed by an exernal agency, using

he conac inormaon provided in he Appendix.

II. Workorce members are encouraged o disclose heir ideny while raising Formal concern/

complain. However, individuals may wish o raise concerns/complains anonymously. I is

mandaory or anonymous repors o alleged oence o provide subsanve evidence. In

absence o credible evidence, he repored concern would be dismissed wihou any urher

acon.

III. Any concerns/complains raised anonymously, via a hard copy leter or email, shall no be

considered or invesigaion. Alhough, i he complainan has disclosed heir ideny, heywill

be encouraged/ assised o use he “Concern Line” or “Case Managemen Tool (CMT)”.

IV. In he ormal invesgave process, sric condenaliy o he ideny can only bemainained i
he inormaon provided condenally can be corroboraed independenly. The Formal
concern/complain repor should sae:

a. The name o he alleged oender/subjec;

b. The dae(s) and locaon o he alleged inciden(s); and

c. The names owinesses and any physical and/or documenary proo, which corroboraehe

allegaon (e.g. e-mails, ex or voice messages, phoos, leters ec.).
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5.3.a.2 Preliminary inquiry and review

I. Upon receip o a Formal concern/complian via he Concern Line or Case Managemen Tool

(CMT) or email , he exernal vendor sends i o concerned Invesgang Auhoriy as ollows:

 

Invesgang

Auhoriy

Depuy Direcor

General – Corporae

Services

Direcor - Human

Resources

Depuy Direcor

General -

Research

Governing Board

hrough Chair, Audi

andRisk Commitee

(ARC)
 (1) Financial irregularity/ (1) Breach of Ethics

Policy
(1) Scientific (1) Complaint /

 unethical Act; / breach of any fraud, data Protected disclosure
 (2) Bribery and organization policy of falsification, against; Director
 Corruption; non-financial nature; plagiarism; General and workforce

members reporting
directly to the Director
General

Nature of
Concern

(3) Misappropriation of
financial assets;
(4) Any other Protected

(2) Workplace or
Sexual Harassment /
discrimination/

 Disclosure of financial Victimization/ Bullying;

nature; (3) Grievance;

 
I. Upon receip o he Formal concern/complian, he Invesgang Auhoriy shall provide he

relevan deails o he case o he Direcor General (DG) unless he case involves he DG or

anoher Invesgang Auhoriy.

II. The concerned Invesgang Auhoriy shall perorm a Prima Facie review, in accordance wihhe

Human Resources Managemen Policy 16.4(b)- Preliminary Inquiry, wihin 30 calendar days

rom he dae o he case being allocaed o hem on he Case Managemen Tool o deermine

wheher here is sucien evidence o warran urher proceedings.

III. I he concern/complain raised is agains he Direcor General (DG), he exernal Service

Provider Agency shall send he deails o he Chair o he Governing Board. In such cases he

Chair o he Governing Board shall decide he alernae mechanism o invesgae and resolve

he issue.

IV. I he Invesgang Auhoriy is ound o have conic o ineres or declares a conic o

ineres, he/she shall be removed rom he inquiry process.

5.3.a.3 Deailed invesgaon

I. Following he compleon o preliminary inquiry and review, he Invesgang` Auhoriy (IA)

should provide a recommendaon o he Direcor General as o wheher o proceed o a

deailed invesgaon or o close he case in absence o sucien evidence.

II. Based on he recommendaon o he Invesgang Auhoriy (IA), he Direcor General shall

decide wheher o proceed wih a deailed invesgaon or no, and shall communicae he

decision o he Invesgang Auhoriy.

III. Where he Direcor General decides or deailed invesgaon ino he mater, he Direcor

General can do so by insrucng he Invesgang Auhoriy (IA) o proceed wih he deailed

invesgaon or by orming an Inquiry Commitee o conduc he inquiry. The inquiry commitee
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may include exernal expers or agencies i required. In case o complains relaedo Sexual

Harassmen, an exernal panel member, who specializes in he subjec is mandaory.

IV. During Invesgaon, i he Invesgang Auhoriy or any member(s) is ound o have conic o

ineres or declares a conic o ineres, hey shall be removed rom he inquiry process.

V. The Direcor General may ake ollowing acons during he course o deailed invesgaons:

a. Compulsory Leave: The Direcor General may place he workorce member on Compulsory

Leave during he ull inquiry, bu such leave shall no exceed a period o niney (90) calendar

days;

b. Salary and benes shall connue o be paid during his period wih he undersanding ha i

he workorce member is evenually charged wih misconduc i shall be recovered;

c. Placing a workorce member on compulsory leave shall no be reaed as disciplinary acon;

d. Suspension: Imisconduc is considered o be gross, he Direcor General may place he

workorce member on Suspension and iniae he disciplinary proceedings wihin a period

o en (10) calendar days.

e. The salary and he bene o he suspended workorce member shall also sand suspended

during he period o invesgaon;

. In case he workorce member is evenually no charged wih misconduc, he accrued salary
and benes or he suspended period shall be paid in ull as arrears.

VI The workorce member being placed on Compulsory Leave or being Suspended shall be

noed in wring;

VII The Deailed Invesgaon shall be concluded wihin a period o sixy (60) calendar days afer

iniaon o proceedings.

VIII Inquiry Commitee will be responsible or

a. Conduc he enquiry in a air and unbiased manner;

b. Ensure complee ac-nding;

c. Mainain sric condenaliy, especially wih regard o he complainan’s ideny (i

available);

d. Reach an oucome or each inquiry;

e. Recommend an appropriae course o acon as he orm o redressal or every ‘genuine’

complain raised under his Policy; and

f. Record deliberaons in arriving a an oucome and mainain he nal inquiry
repor or records.

ii. Inquiry Commitee or Invesgang Auhoriy, in he course o invesgaon, may:

a. Call upon any workorce member o provide documens, emails and/or any oher

correspondence believed o have value in deciding he case;

b. Inerview any workorce member who is believed o have knowledge o he

evens inqueson;

c. Consul any oher person(s) ouside he Insue, believed o have inormaon or

evidence o value, o suppor he invesgaon;

d. Workorce members are required o cooperae in he invesgaon and ailure or

reusalo do so shall consue gross misconduc.
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iii. Communicaon o Probable Misconduc: When he person conducng he

invesgaon has deermined ha prima acie a misconduc has been commited,

he workorce member shall be noed, in wring, o he alleged misconduc and

asked o provide an explanaon wihin a spulaed period rom he receip o he

nocaon.

iv. The Righ o Respond: A workorce member's response o he Invesgang

Auhoriymay be orali he/she so chooses. In such scenarios, he response can be

recorded by he Invesgang Auhoriy. Theworkorce member will be permied

and canbe required oanswer heallegaons in wring. The amoun o me given

o he workorce member o answer will consider he complexiy and seriousness

o he mater. I he workorce member does no respond wihin he me

provided, ICRISATwill proceedwih urher acons on he basis ha heworkorce

member has admited he allegaons and has no urher explanaons o oer.

v. Where he Direcor General decides no o proceed wih invesgaon, he
Invesgang Auhoriy (IA) shall close he case in he Case Managemen Tool
(CMT) wih he required inormaon.

5.3.a.4 Decision and Nofcaon

I. Inquiry Commitee/ Invesgang Auhoriy (IA), as he case may be, will share he

invesgaon repor wih he Direcor General. The Direcor General will evaluae he repor

in linewih Clause 16.5 and 16.6 o he HRMP. I required, appropriae aconwill be

prescribed as per disciplinary procedures specied under Secon 5.0 o his documen.

II. Subsequenly, he Invesgang Auhoriy will close he case in he Case Managemen Tool

(CMT) wih suiable commens and inormaon.

III. The Invesgang Auhoriy shall send a consolidaed quarerly repor o he Direcor

General(DG) and a Hal-yearly repor o he Governing Board (GB) which should be

including, among ohers, he number o cases received, acons aken and saus.

5.3.a.5 Records reenon

I. A record o he inormaon regarding disciplinary acons aken shall be reained in he

personnel records o he workorce member.

II. All relevan documens relaed o he inquiry will be recorded and reained by HRS or a

period o 5 years rom he closure o he inquiry process.

5.3.a.6 Appeal agains he decision

Anyworkorcemember, againswhoma disciplinary acon has been aken, shall have he righ o

appeal in accordance wih he ‘Appeal Procedures’ specied under Secon 6.0.
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6. Disciplinary Procedures
 

ICRISAT will ake disciplinary acon, whenever a misconduc or gross misconduc, which may or may

no be inenonal, is deeced, as deailed below.

I. Disciplinary acons imposed by ICRISAT shall be deermined on a case-by-case basis, considering

he seriousness o he mater, exenuang circumsances, and he ineress o he Insue.

II. Depending on he circumsances, one or more o he ollowing disciplinary acons may be aken by

ICRISAT when misconduc is deermined o have occurred, provided he deerminaon is made

wihin hree (3) years rom he dae he misconduc is discovered:

III. Oral warning ha is appropriaely recorded;

IV. Writen warning wih or wihou penaly;

V. Suspension rom duy wihou pay

VI. Foreiure o pay or curren year or a prior year in which i is laer deermined ha he misconduc

occurred, eiher o penalise he workorce member or o compensae ICRISAT or losses

atribuable o such misconduc;

VII. Removal o auhoriy, privileges, or benes, wheher permanenly or or a period o me;

VIII. Terminaon o conrac wih or wihou noce period.
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7. Appeal Procedure
 

Any workorce member, who has been subjeced o disciplinary acons as per he disciplinary

procedures and considers he decision and/or disciplinary acon imposed unreasonable or unjus, he

or she may lodge an appeal, wihin feen (15) calendar days rom he dae o he writen nocaon

o he decision as deailed in Human Resources Managemen Policy (HRMP) Clause 17.

 

8. Appendix
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8.1 Concern Line Deails

1. Make sure you have an ougoing call aciliy.

2. Ener he Access Code or he counry and/or elephone sysem you are calling rom. You will hen hear a 'bong'.

(Refer Table 1)

3. An English-language voice prompwill ask or he number you are calling.

4. Ener our oll-ree number: 800-603-2869. There is no need o dial "1" beore he oll-ree number.

5. You are now conneced o he holine.

6. A Lighhouse greeng will be played in mulple languages. Make a choice rom he pre-recorded language promps

(Refer Table 2) or press 000 and ell he English operaor he language you speak (preerably in English). An

inerpreer will hen join he call in 2 ± 3 minues. The Lighhouse operaor will inerview you, aided by he

inerpreer.

7. A repor in English is hen sen o he designaed recipien(s) o ICRISAT.

8. Access codes are subjec o change.

 
Table -1

Access code for country and Direct Dial numbers

Country Access code for the country Toll-free number

India 000-117 800-603-2869

Kenya 0-207-602-020 800-603-2869

Nigeria 0-708-060-1816 800-603-2869

Country Direct Dial Numbers

Malawi 001-833-332-0008

Zimbabwe 001-833-332-0008

Ethiopia 001-833-332-0008

Mali 001-833-332-0008

Niger 001-833-332-0008

Mozambique 001-833-332-0008
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Table -2

Language and Language prompts

Language
Language Prompt

code
Language

Language prompt

code

English Press 1 Hungarian Press 01

Spanish Press 2 Polish Press 02

French Press 3 Dutch Press 03

Mandarin Press 4 Czech Press 04

Cantonese Press 4 Taiwanese Press 05

German Press 5 Korean Press 06

Italian Press 6 Tagalog Press 07

Portuguese Press 7 Vietnamese Press 08

Japanese Press 8 Indonesian Press 09

Arabic Press 9 Hebrew Press 004

Finnish Press 001 Turkish Press 005

Russian Press 002 Other Press 000

Hindi Press 003   

 

8.2 Case Managemen Tool (CMT)

Case Management Tool

Website URL

English Website www.lighthousegoto.com/icrisat/eng

FrenchWebsite www.lighthousegoto.com/icrisat/fre

Hindi Website www.lighthousegoto.com/icrisat/hin
 

E-Mail reports@lighthouse-services.com (must include ICRISAT name with report)
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8.3 Key Terms

Throughou his documen, he ollowing erminology has been used as dened:

Term Definition

Appellate

Authority
Appellate authority means an authority appointed to review appeals as per
the Human Resources Management Policy.

Conflict of

Interest

Conflict of Interest refers to an actual, perceived or potential conflict where the

personal interests of an ICRISAT workforce member may be in conflict (or

perceived to be in conflict) with the interests of the Institute.

Discrimination

Discrimination is any distinction, exclusion, preference, or restriction based on,

but not limited to, age, gender, disability, race, nationality, ethnic origin, religion,

language,marital or civil partnership status, political beliefs or sexual orientation,

where the purpose or result is to nullify or impair equal opportunity or treatment

at work, such as hiring, working conditions, access to any employment benefit or

condition, career development etc.

Immediate

Supervisor
The next level supervisor of the concerned staff member as defined in the
organizational structure.

Policy Council
A Council consisting of nominated members from the ICRISAT Executive Team,
constituted for ensuring compliance with the policy management framework of
ICRISAT.

Program HR

Partner

Program HR Partner is a trained HR professional and is the HR point of contact

for Ethics and Safeguarding framework and its underlying policies/ procedures/

guidelines including the Concern Resolution Procedure.

Sexual

harassment

Sexual harassment is a particular form of harassment which includes sexual
advances, request for sexual favors or unwanted verbal or physical conduct or
gestures of a sexual nature, or any other behavior of a sexual nature (including
pornography, sexually colored remarks) that has or that might reasonably be
expected or be perceived to cause offense or humiliation to another.

Subject

A person or group of persons against, or in relation to whom, a Concern/

Complaint/ Protected Disclosure / Disclosure is made, or evidence gathered

during the course of an enquiry under these procedures.

Workplace

harassment

Workplace harassment is any improper behaviour and/ or conduct by a person
that is directed at, and is offensive to, another individual or a group thereof and
which the person knew or ought reasonably to have known would be offensive
or be perceived to cause offence or humiliation to another.

Workforce

member

Refers to particular individuals who have a contractual relationship with ICRISAT
such as Staff Members, members of the Non-Regular Special Assignments
category, Learner-Participants and Third-party contractors; regardless of their
position, type of employment, or location.
Assignments category, members of Short-term contracts, members of Job-
contracts, Learner-Participants and Third-party contractors; regardless of their
position, type of employment, or location. However, this does not include
members of governing board.
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8.4 Reerence Documens

a. Human Resources Managemen Policy

b. Human Resources Adminisrave Policy

c. Ehics Policy

d. Whisle Blowing and Proecon rom Realiaon Policy

e. Prevenon o Discriminaon and Harassmen, including Sexual Harassmen Policy

. Conic o Ineres Policy


