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1. Version Conrol
 

Documen Formulaon:

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 Amendmens:

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 Auhoriy and Implemenaon

a. The procedures oulined in his documen reec he condions o service, basic righs, dues,

and obligaons o samembers o ICRISAT, as approved by he Direcor-General.

b. Any change o his documen will require he ormal writen approval o he Direcor-General.

Any excepons concerning he Direcor 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 amendmens on he oaliy o several

acors, including heMemoranda oUndersanding / Agreemen(s) wih hos counry governmens;

applicable laws and regulaons; cusoms and pracces in dieren locaons; he concerns and acons

o is various sakeholders.

2.3 Excepons

Any excepon o he procedures oulined in his documen shall require an approval rom Direcor

General (DG) o he Insue. Any excepons concerning he Direcor General (DG) shall be approved by

he Governing Board (GB). The Documen Owner shall be inormed o hese excepons and he/ she

shall mainain a record o hese or monioring purpose.

2.4 Frequency o review

This Policy shall be reviewed by he Policy Owner a leas once in every 36(hiry-six) monhs period

rom he implemenaon dae or rom he dae o las review or as direced by he Policy Council.

2.5 Inerpreaon

This documen shall be read in he conex o:

i. Human Resources Managemen Policy

ii. Oher Human Resources policies

iii. The relevan Hos-Counry Agreemen

iv. Immunies and privileges, laws, and proocols o he counry where he sa member is

based, i applicable, o ICRISAT and/or o is samembers

v. Individual conracs o employmen

2.6 Clarifcaons

Quesons on policy claricaon, inerpreaon, and/or applicaon o policy and procedures shouldbe

addressed o Human Resources Services.
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3. Inroducon
 

ICRISAT (“he Insue”) is commited o promoe he highes ehical sandards and mainain a

workplace ha aciliaes open, ransparen, air and objecve reporng o concerns/ violaons o

Proeced Disclosures, Grievances and Complains o discriminaon, bullying, vicmizaon and

harassmen (including sexual harassmen). Thus, as par o he overarching Ehics and Saeguarding

Framework, he Insue has ormulaed his ‘Concern Resoluon Procedure’.

3.1 Objecves

The objecves o his documen are as ollows:

I. To provide amechanism or raising concerns/ violaions relang o Proeced Disclosures, Grievances

and Complains o discriminaon, bullying, vicmizaon and harassmen (including sexual

harassmen) wihin he Insue.

II. To promoe a “Speak up” culure a he Insue and encourage workorce members o repor any

acual or suspeced wrongdoings.

III. To oser a sense o collecve responsibiliy in saeguarding ineress o he Insue.

IV. To ensure ha all workorcemembers rea each oherwih digniy, couresy and respec a all mes.

3.2 Scope and Applicabiliy

All workorce members are eligible o raise concerns o Proeced Disclosures, Grievances and

Complains o discriminaon, bullying, vicmizaon and harassmen (including sexual harassmen)

ollowing he procedures laid down in his documen, regardless o heir area o work or locaon or

naure o heir conracwih he Insue.
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4. Naure o Concerns
 

The Concern Resoluon Procedure can be used o raise concerns/complains o he ollowing naure:

a. Grievances

b. Proeced Disclosures

c. Complains o discriminaion, bullying, vicimizaion and harassmen (including sexual harassmen)

4.1 Grievances

I. A concern arising direcly ou o a workorce member’s employmen/ assignmen conrac wih

he Insiue. Theremay be occasionswhere aworkorcemember eels ha hey have no received

air consideraon in respec o employmen/ assignmen and wans o raise a grievance.

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

III. The process applies o, bu is no limied o, grievances o ollowing naure:

a. Disagreemens over implemenaon o insuonal policies

b. Grievances relaed o a workorce member’s morale, or oher workplace maters ha do no

implicae legal or ehical issues such as workload, working condions, relaonships a he

workplace ec.;

c. Workorce member’s individual grievances relaed o employmen saus or oher maters relaed

o erms and condions o employmen, or which oher channels o redressal are no dened.

4.2 Proeced Disclosure

I. A Concern raised in good aih ha discloses or demonsraes inormaon hamay evidence

unehical or improper acviy. The proeced disclosures are governed by he Insue’s ‘Whisle

Blowing & Proecon rom Realiaon Policy’ and include (bu are no limied o) he ollowing:

a. Breach o he Insue’s Ehics Policy;

b. Financial irregularies including nancial saemen raud;

c. Incomplee declaraon/ non declaraon o Conic o Ineres;

d. Acs o bribery & corrupon;

e. Negligence causing subsanal and specic danger o he Insue’s Financial asses healh,

saey and environmen;

. Manipulaon o Insue’s daa/records;

g. Disclosure o condenal / proprieary inormaon o unauhorized personnel;

h. Misappropriaon o Insue’s unds/ asses;

i. Abuse o auhoriy, immunies or privileges graned o he workorce members;

j. Breach o any o he oher Insue Polices;

k. Any oher acvies wheher unehical or raudulen in naure and injurious o he ineresso

he Insue;

l. Scienc raud (e.g. daa alsicaon, plagiarism) or ehical violaon (e.g. regarding use o

daa, auhorship righs);

II. I is an obligaon o all workorce members ha, when hey observe or become aware o any

improper pracce requiring he raising o a Proeced Disclosure, hey should bring i o he early

atenon o he Insue.
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III. Due o heir naure, concerns o Proeced Disclosure and Sexual Harassmen can only be raised

hrough a Formal Process, described in Secon 4.3 o his documen. However, i he workorce

member needs suppor or advice, beore raising such concerns hrough he Formal Process, hey

can reach ou o he various sources o suppormenoned in Secon 4.3 o his documen.

4.3 Discriminaon, Bullying, Vicmizaon, Harassmen (including sexualharassmen)

I. The Insue does no olerae discriminaon or harassmen on he basis o an individual’s sex,

gender, race, colour, naonal origin, age, religion, disabiliy, sexual orienaon ec. Through his

procedure, no only unlawul harassmen and discriminaon, bu concerns on oher

unproessional and discoureous acons can also be raised.

II. Concerns regarding discriminaon, bullying, vicmizaon, harassmen (including sexual
harassmen) are governed by he Insue’s ‘Prevenon o Discriminaon & Harassmen including
Sexual Harassmen Policy’ and ‘Gender Diversiy & Inclusion Policy’ which include among ohers
ollowing:

a. Unequal or unair reamen o he workorce member/s based upon heir personal

characeriscs;

b. Verbal or writen abuse direced a a person;

c. Persisen, unsolicied or unwelcome requess or social / personal relaons;

d. Oral abuse or derogaory commens based on individual’s race, colour, naonal origin,

religious belies ec.;

e. Inappropriae direc or indirec inviaon or sexual engagemen;

. Deliberae exclusion o a person rom he normal social acvies o he workplace;

g. Inrusive enquiries ino a workorce member's privae lie;

h. Reerence o heir sexualiy or physical appearance;

i. Display o indecen images a he workplace, including accessing and/or disribung

pornography;

j. Unwaned physical conac and advances;

k. Molesaon;

l. Indecen exposure;

m. Sexual assaul;

n. Unsolicied commens/ complimens inappropriae in a workplace conex or sexual
anecdoes.

III. Workorce members are encouraged o raise Grievances and Complains o harassmen,

discriminaon, bullying, vicmizaon ec. as early as possible. However, he Insue does

recognize ha somemes due o he sensive or personal naure o such concerns, he workorce

member may inially wan o pursue such concerns hrough he various channels and hey can do

so, hrough a Preliminary Process menoned in Secon 4.1 and 4.2 o his documen.
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5. Process o raising a concern

5.1 Seek advice

I. The Insue recognizes ha imay be dicul or aworkorcemember o direcly raise a

concern/ complain hrough he Preliminary or Formal process and hereore encourages he

workorce members o access he appropriae sources o suppor available. However, his is no

amandaory sep, and he workorce member can direcly raise concerns using he

Preliminary or Formal process as appropriae, wihou seeking any advice.

II. In providing a range o sources o suppor, he Insue seeks o ensure ha a workorce

member who eel ha hey have eiher been subjeced o harassmen, discriminaon,

bullying, vicmizaon or have a poenal grievance or have experienced / winessed a

poenal proeceddisclosure, are able o raise heir concerns eecvely, and o have hem

addressed appropriaely.

III. Advice and suppor can be sough rom an immediae Supervisor or he Program HR Parner.

All such advisors are bound by appropriae condenaliy agreemens and any discussion,

advice and inormaon provided by hem, as par o his process is condenal.

IV. Condenaliy mus also be mainained on he par o hose seeking assisance rom he

designaed advisors.

V. Afer receiving advice, he workorce member can decide wheher o pursue he concern or
no. I he workorce member decides o pursue he concern, hey can pursue as ollows:

a. Grievance or complains o harassmen, discriminaon, bullying, vicmizaon can be pursued

eiher hrough a Preliminary or Formal process;

b. Proeced 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 wihin welve (12)_monhs

rom he daeo he las inciden i.e., when he individual winessed or experienced he concern

or rom he dae i came o he noce o he workorce member who wishes o raise he

concern.

VII. In exceponal circumsances, he me limis or raising concern may be exended as per

Secon

VIII. 1.3 o his documen.

5.2 Preliminary Process

I. Grievance or complains o harassmen, discriminaon, bullying and vicmizaon can be raised
hrough Preliminary process. A Preliminary process provides he opporuniy o resolve any
complains or grievances in an open, hones, non-hreaening, and non-conenous manner. I
is preerable o avail he Preliminary process rs beore ulizing he Formal process. The
Preliminary process includes he ollowing opons o he workorce members:

a. Consulaon wih immediae Supervisor

b. Consulaon wih Program HR Parner.

II. Proeced Disclosures and Grievance or complains relaed o Sexual Harassmen should be

raisedhrough he Formal process only.
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5.2.a.1 Consulaon wih immediae Supervisor:

i. A workorce member may consul he Supervisor i hey eel ha hey are being

subjec o harassmen, discriminaon, bullying, vicmizaon or may have

concerns on implemenaon o insuonal policies.

ii. I he concern remains unresolved afer consulaon wih he immediae

Supervisor, he respecve immediae Supervisor may reer he mater o he

concerned Program HR Parner o ake he resoluon process orward.

5.2.a.2 Consulaon wih Program HR Parner

I. A workorce member may consul he Program HR Parner i hey eel ha hey are being

subjeco harassmen, discriminaon, bullying, vicmizaon or may have concerns on a

policy or have disagreemen on a managemen decision.

II. When consuled, he Program HR Parner shall inorm he workorce member on heir righs,

provide advice on he various opons available or hem in he Concern Resoluon

Procedure, provide appropriae suppor wihin he Preliminary process, and where

appropriae, provide mediaon suppor in an imparal manner o bring he siuaon o a

resoluon ha is sasacory o all pares.

III. I heworkorcemember is no sasedwih he oucome o he Preliminary process, he

ProgramHR Parner can also provide advisory suppor or he Formal Process.

5.3 Formal Process

The workorce member may use he Formal Process direcly, due o he naure o he concern or

i hey are dissased wih he resul o he Preliminary process. Following procedures shall be

ollowed or resolving concerns/complains via Formal process:

5.3.a.1 Lodgmen

I. Theworkorcemembers can regiser a concern / complain by emailing or calling he “Concern

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

he conac inormaon provided in he Appendix.

II. Workorce members are encouraged o disclose heir ideny while raising Formal concern/

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

mandaory or anonymous repors o alleged oence o provide subsanve evidence. In

absence o credible evidence, he repored concern would be dismissed wihou any urher

acon.

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

considered or invesigaion. Alhough, i he complainan has disclosed heir ideny, heywill

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

IV. In he ormal invesgave process, sric condenaliy o he ideny can only bemainained i
he inormaon provided condenally can be corroboraed independenly. The Formal
concern/complain repor should sae:

a. The name o he alleged oender/subjec;

b. The dae(s) and locaon o he alleged inciden(s); and

c. The names owinesses and any physical and/or documenary proo, which corroboraehe

allegaon (e.g. e-mails, ex or voice messages, phoos, leters ec.).
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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 exernal vendor sends i o concerned Invesgang Auhoriy as ollows:

 

Invesgang

Auhoriy

Depuy Direcor

General – Corporae

Services

Direcor - Human

Resources

Depuy Direcor

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 Invesgang Auhoriy shall provide he

relevan deails o he case o he Direcor General (DG) unless he case involves he DG or

anoher Invesgang Auhoriy.

II. The concerned Invesgang Auhoriy shall perorm a Prima Facie review, in accordance wihhe

Human Resources Managemen Policy 16.4(b)- Preliminary Inquiry, wihin 30 calendar days

rom he dae o he case being allocaed o hem on he Case Managemen Tool o deermine

wheher here is sucien evidence o warran urher proceedings.

III. I he concern/complain raised is agains he Direcor General (DG), he exernal Service

Provider Agency shall send he deails o he Chair o he Governing Board. In such cases he

Chair o he Governing Board shall decide he alernae mechanism o invesgae and resolve

he issue.

IV. I he Invesgang Auhoriy is ound o have conic o ineres or declares a conic o

ineres, he/she shall be removed rom he inquiry process.

5.3.a.3 Deailed invesgaon

I. Following he compleon o preliminary inquiry and review, he Invesgang` Auhoriy (IA)

should provide a recommendaon o he Direcor General as o wheher o proceed o a

deailed invesgaon or o close he case in absence o sucien evidence.

II. Based on he recommendaon o he Invesgang Auhoriy (IA), he Direcor General shall

decide wheher o proceed wih a deailed invesgaon or no, and shall communicae he

decision o he Invesgang Auhoriy.

III. Where he Direcor General decides or deailed invesgaon ino he mater, he Direcor

General can do so by insrucng he Invesgang Auhoriy (IA) o proceed wih he deailed

invesgaon or by orming an Inquiry Commitee o conduc he inquiry. The inquiry commitee
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may include exernal expers or agencies i required. In case o complains relaedo Sexual

Harassmen, an exernal panel member, who specializes in he subjec is mandaory.

IV. During Invesgaon, i he Invesgang Auhoriy or any member(s) is ound o have conic o

ineres or declares a conic o ineres, hey shall be removed rom he inquiry process.

V. The Direcor General may ake ollowing acons during he course o deailed invesgaons:

a. Compulsory Leave: The Direcor General may place he workorce member on Compulsory

Leave during he ull inquiry, bu such leave shall no exceed a period o niney (90) calendar

days;

b. Salary and benes shall connue o be paid during his period wih he undersanding ha i

he workorce member is evenually charged wih misconduc i shall be recovered;

c. Placing a workorce member on compulsory leave shall no be reaed as disciplinary acon;

d. Suspension: Imisconduc is considered o be gross, he Direcor General may place he

workorce member on Suspension and iniae he disciplinary proceedings wihin a period

o en (10) calendar days.

e. The salary and he bene o he suspended workorce member shall also sand suspended

during he period o invesgaon;

. In case he workorce member is evenually no charged wih misconduc, he accrued salary
and benes or he suspended period shall be paid in ull as arrears.

VI The workorce member being placed on Compulsory Leave or being Suspended shall be

noed in wring;

VII The Deailed Invesgaon shall be concluded wihin a period o sixy (60) calendar days afer

iniaon o proceedings.

VIII Inquiry Commitee will be responsible or

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

b. Ensure complee ac-nding;

c. Mainain sric condenaliy, especially wih regard o he complainan’s ideny (i

available);

d. Reach an oucome or each inquiry;

e. Recommend an appropriae course o acon as he orm o redressal or every ‘genuine’

complain raised under his Policy; and

f. Record deliberaons in arriving a an oucome and mainain he nal inquiry
repor or records.

ii. Inquiry Commitee or Invesgang Auhoriy, in he course o invesgaon, may:

a. Call upon any workorce member o provide documens, emails and/or any oher

correspondence believed o have value in deciding he case;

b. Inerview any workorce member who is believed o have knowledge o he

evens inqueson;

c. Consul any oher person(s) ouside he Insue, believed o have inormaon or

evidence o value, o suppor he invesgaon;

d. Workorce members are required o cooperae in he invesgaon and ailure or

reusalo do so shall consue gross misconduc.
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iii. Communicaon o Probable Misconduc: When he person conducng he

invesgaon has deermined ha prima acie a misconduc has been commited,

he workorce member shall be noed, in wring, o he alleged misconduc and

asked o provide an explanaon wihin a spulaed period rom he receip o he

nocaon.

iv. The Righ o Respond: A workorce member's response o he Invesgang

Auhoriymay be orali he/she so chooses. In such scenarios, he response can be

recorded by he Invesgang Auhoriy. Theworkorce member will be permied

and canbe required oanswer heallegaons in wring. The amoun o me given

o he workorce member o answer will consider he complexiy and seriousness

o he mater. I he workorce member does no respond wihin he me

provided, ICRISATwill proceedwih urher acons on he basis ha heworkorce

member has admited he allegaons and has no urher explanaons o oer.

v. Where he Direcor General decides no o proceed wih invesgaon, he
Invesgang Auhoriy (IA) shall close he case in he Case Managemen Tool
(CMT) wih he required inormaon.

5.3.a.4 Decision and Nofcaon

I. Inquiry Commitee/ Invesgang Auhoriy (IA), as he case may be, will share he

invesgaon repor wih he Direcor General. The Direcor General will evaluae he repor

in linewih Clause 16.5 and 16.6 o he HRMP. I required, appropriae aconwill be

prescribed as per disciplinary procedures specied under Secon 5.0 o his documen.

II. Subsequenly, he Invesgang Auhoriy will close he case in he Case Managemen Tool

(CMT) wih suiable commens and inormaon.

III. The Invesgang Auhoriy shall send a consolidaed quarerly repor o he Direcor

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

including, among ohers, he number o cases received, acons aken and saus.

5.3.a.5 Records reenon

I. A record o he inormaon regarding disciplinary acons aken shall be reained in he

personnel records o he workorce member.

II. All relevan documens relaed o he inquiry will be recorded and reained by HRS or a

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

5.3.a.6 Appeal agains he decision

Anyworkorcemember, againswhoma disciplinary acon has been aken, shall have he righ o

appeal in accordance wih he ‘Appeal Procedures’ specied under Secon 6.0.
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6. Disciplinary Procedures
 

ICRISAT will ake disciplinary acon, whenever a misconduc or gross misconduc, which may or may

no be inenonal, is deeced, as deailed below.

I. Disciplinary acons imposed by ICRISAT shall be deermined on a case-by-case basis, considering

he seriousness o he mater, exenuang circumsances, and he ineress o he Insue.

II. Depending on he circumsances, one or more o he ollowing disciplinary acons may be aken by

ICRISAT when misconduc is deermined o have occurred, provided he deerminaon is made

wihin hree (3) years rom he dae he misconduc is discovered:

III. Oral warning ha is appropriaely recorded;

IV. Writen warning wih or wihou penaly;

V. Suspension rom duy wihou pay

VI. Foreiure o pay or curren year or a prior year in which i is laer deermined ha he misconduc

occurred, eiher o penalise he workorce member or o compensae ICRISAT or losses

atribuable o such misconduc;

VII. Removal o auhoriy, privileges, or benes, wheher permanenly or or a period o me;

VIII. Terminaon o conrac wih or wihou noce period.



14

 

 

7. Appeal Procedure
 

Any workorce member, who has been subjeced o disciplinary acons as per he disciplinary

procedures and considers he decision and/or disciplinary acon imposed unreasonable or unjus, he

or she may lodge an appeal, wihin feen (15) calendar days rom he dae o he writen nocaon

o he decision as deailed in Human Resources Managemen Policy (HRMP) Clause 17.

 

8. Appendix
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8.1 Concern Line Deails

1. Make sure you have an ougoing call aciliy.

2. Ener he Access Code or he counry and/or elephone sysem you are calling rom. You will hen hear a 'bong'.

(Refer Table 1)

3. An English-language voice prompwill ask or he number you are calling.

4. Ener our oll-ree number: 800-603-2869. There is no need o dial "1" beore he oll-ree number.

5. You are now conneced o he holine.

6. A Lighhouse greeng will be played in mulple languages. Make a choice rom he pre-recorded language promps

(Refer Table 2) or press 000 and ell he English operaor he language you speak (preerably in English). An

inerpreer will hen join he call in 2 ± 3 minues. The Lighhouse operaor will inerview you, aided by he

inerpreer.

7. A repor in English is hen sen o he designaed 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 dened:

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 Reerence Documens

a. Human Resources Managemen Policy

b. Human Resources Adminisrave Policy

c. Ehics Policy

d. Whisle Blowing and Proecon rom Realiaon Policy

e. Prevenon o Discriminaon and Harassmen, including Sexual Harassmen Policy

. Conic o Ineres Policy


