
 

 

 
 6.2.2.1 The functioning of the institutional bodies is effective and efficient as visible from 

policies, administrative setup, appointment and service rules and procedures  
 

 The institute has a well-established administrative setup. Several committees are formed 

at institute level for appropriate coordination of the activities. Due departmental 

representation is ensured at institute level committees.  

 The service rules and regulations manual are at place for the employees of the institute.  

 The institute has well-designed website which displays all the important information.  

 The institute has Chief Examination Officer (CEO) for coordinating with the departments 

and the students for university examinations and results, Chief Librarian for Central 

library, Dean for Training and Placement Office, rector and warden for boys’ and girls’ 

hostel and mess, Estate officer for regular maintenance of infrastructure facilities in the 

campus.  

 The institute has various administrative departments headed by Registrar for smooth 

functioning of administrative setup.  
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(i)
(ii)

Chanter:O4 Code of Conduct & Discip linary Action
33. INTRODUCTION: The set of practices that outlines the general norms, rules, and
responsibilities of an individual or an organization are termed as Code of Conduct. The purpose of
the code of conduct is to define and promote crucial ethical principles important and relevant to the
organization whereby identifies and disallows aspects of behavior that summons legal liability.
All employees of the KJEI are expected to follow the rules and regulations of the Institute as

promulgated and modified fiom time to time.

(a) COMMTI CATIONS TO ME,DIA:-
(i) The Administrative Department of the KJEI will manage all communications
with the press, in coordination with Executive Director. All queries from the media
either through their representatives or otherwise should be referred to the Executive
Director.
(iD An employee will deal directly with media on KJEI related matters, only after
proper authorization to do so.

(iiD The use of intemet or any other social media to reveal sensitive information is
not allowed.

(b) SPEECI{ES/ PRESENTATI NS IN PUBLIC SEMIl\.ARS / CONFERENCES:
(i) All employees are required to seek prior approval from Institute for making
speeches and presentations in public seminars and conferences mentioning following
details:
(ii) Date and venue o1'the Senr inars/Conferences
(iii) Purpose and theme ofthe Seminars/Conferences
(iv) Briel'outline ofthe proposed presentation/speech

(v) Likely audience

(vi) Reason for participation
After participation in the seminar, the employee will be required to submit a report on
the same.

(c) PROTI.-(]TION & PROPER USE OF KJEI ASSETS:
Maintain and upkeep of all assets in the campus is a responsibility of one and all
Theft, carelessness, and waste ofresources will be viewed seriously.

(d) DRIIGS/SMOKI NG/ALCOHOLNilEAPONS
(i) An employee taking drugs/consuming alcohoVsmoking in office will be
committing a disciplinary offence, which will be dealt with in accordance with the
Institute's Disciplinary Action Procedure.
(ii) An employee may be, on reasonable suspicion, asked to undergo drug/alcohol
testing. Refusal to comply with the directive may result in termination of the
employee's services with the Institute.
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34. CONDUCTRULES

(a) IDO'SI - EVERY EMPLOYEE SHALL

(i)
(ii)
(iiD
(iv)
(u)
(vi)
(vii)
(viii)
(ix)

Maintain absolute integrity at all times.

Maintain absolute devotion to duty at all times.

Maintain independence and impartiality in the discharge ofduties.
Maintain a responsible and decent standard ofconduct in private life.

Maintain political neutrality in their official dealings involving the Institute.

Maintain politeness while dealing with the general public.

Observe proper decorum on and offthe workplace.

Keep away from demonstrations organized by political parties.

Act in accordance with Institute policies.

(b) II)ON'TSI NO EMPLOYEE SI{ALL

(i) Be llabitual late come.

(ii) Violate any law applicable at the Institute.

(iii) Habitual negligence or neglect ofwork.
(iu) Frequent repetition ofany misconduct.

(v) Acting in a manner prejudicial to the interests ofthe Institute.

(vi) Disorderly behavior in the premises of the lnstitute or outside such premises

where such behavior is related to or connected with the employment.

(vii) Gambling within the premises of the office or other place of work, where it is
prohibited.

(viii) Smoking within the premises of the Office or other place of work, whcre it is
prohibited.
(ix) Collection, without the permission of the competent authority. of any money

(within the premises of the tnstitute) except as sanctioned by any law of the land for

the time being in force or rules ofthe Institute.

(x) Sleeping while on duty.

(xi) Absence from the employee's appointed place of work without permission or

sufficient cause.

(xii) Willful and prolonged absence from duty without reasonable cause.

Failure to maintain a responsible and decent standard of conduct in private life,

thereby bringing discredit to the Institute.

(xiii) Any act unbecoming ofan employee ofthe Institute.

(xiv) Assaulting or abusing or insulting any of the officers or employees of the

Institute within the premises of office or other place of work or outside.

(xv) Interference in the work ofother employees.

(xvi) Approaching higher authorities direct or through other persons for promotion

or any other personal favor or gain except through proper channel.

(xvii) Writing of anonymous letter criticizing the Management or any other

Manager/ employee of the Institute.

(xviii) Spreading false rumors or giving false in

&
ents (written or oral) which tend to bring the

formation or making defamatory
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(xix) Associate himself/herself with any banned organizations.
(xx) Join any association or demonstration whose objects or activities are
prejudicial to the interest of the autonomy and integrity of India, public order or
morality.
(xxi) Accept lavish or frequent hospitality from any individual, industrial or
commercial firms, organizations, etc., having official dealings with him/her.
(xxii) Lend money to or borrow money from or deposit money as a member or agent,
with any person, firm or private company with whom he/she is likely to have oflicial
dealings.

(xxiii) Approach subordinates for standing surety for loans taken from private sources
either by him/her, relations, or fiiends.
(xxiv) Spoil in any act ofsexual harassment ofany kind at workplace.
(xxv) Theft, or dishonesty in connection with the Institute, activities or property.
(xxvi) Willful damage to or loss of the Institute's goods or property.

35. Sf,XUAL HARASS MENT : The Institutes will set up an lntemal Committee known as the
committee for Managing Gender Issues (cMGl) in accordance with the Act and related rules
and regulations applicable to higher educational and technical institutions. The ob.iective of
cMGI goes beyond what is mandated by the Act and rules. GMGI is not only confined to
dealing with complaints of Sexual Harassment towards women but also towards members of
other genders and to work for creating awareness, counseling, and educating about gender
issues.

The CMGI Policy will be fbllowed in conjunction wirh the Sexual Harassment of
Women at Workplace (Prevenrion, Prohibition and Redressal) Ac1, 2013 (14 of 2013) and
other relevant guidelines.

The Committee for Managing Gender Issucs (CMGI) functions as the Inlernal
Complaints Committee or Intemal Committee (lCC or IC) of the KJEI, nominated by the
Executive Director.

(a) THE PROCESS FOR MAKING A COMPLAINT
(i) The CMGI shall comply with the procedure prescribed in CMGI policy and
the Act, for making a complaint and inquiring into the complaint in a time bound
manner. An aggrieved person is required to submit a written complaint to the IC
within three months from the date ofthe incident and in case ofa series of incidents
within a period ofthree months from the date ofthe last incident.
(ii) Provided that where such complaint cannot be made in writing, the Chairperson or
any Member of the CMGI shall render all reasonable assistance to the person for
making the complaint in writing.
(iii) Provided further that the CMGI may, for the reasons to be accorded in writing,
extend the time limit not exceeding three months, if it is satisfied that the
circumstances were such which prevented the person from filing a complaint within
the said period.

(iv) Friends, Relatives, Colleagues, Co-students, Psychologist, or any other
associate of the victim may file the complaint in situations where the aggrieved person

e to make a complainl on account ofphysical or mental incapacity or death.abnt,
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(b) THE PROCESS FOR NDTICTIN(; INOT'I IIY

(i) On receipt of the complaint. Ihe Chairperson of CMGI shall form a sub-

committee u,hich will conduct inquiries, hearing and take action on the complaint

received.

(ii) The CMGI sub-commiltee shall. upon receipt of the complaint. send one copy

of the complaint to the respondent within a period ofseven days ofsuch receipt.

(iii) Upon receipt of the copy ofthe complaint, the respondent shall file his or her

reply to the complaint along with the Iist ol documents and names and addresses of
witnesses within a period of ten days.

(iv) The inquiry has to be completed within a period of ninety days from the

receipt of the complaint. The inquiry report, with reconrmendalions, i1- any, has to be

submitted within ten days from the completion of the inquiry to the Executive Director

of KJEI. Copy ofthe findings or recommendations shall also be served on both parties

to the complaint.
(v) The Executive Director of KJEI shall act on the recommendations of the

committee within a period of thirty days from the receipt of the inquiry report, unless

an appeal against the findings is filed within that time by either party.

(vi) An appeal against the findings or / recommendations ofthe IC may be filed by

the either pany before the Executive Authority of the KJEI within a period of thirty

days from the date ofthe recommendations.

(vi) If the Director of KJEI decides not to act as per the recommendations of the

CMGI. then it shall record written reasons for the same and convcy 10 the CMGI and

both the parties to the proceedings. tf the Dircctor decides to act as per the

rccommendations of the CMGI. thcn a show cause notice. answerable within ten days.

shall be served on the party against u'hom action is decided to be laken. The Executive

Director of KJEI shall proceed only after considering the reply or hearing the

aggrieved person.

(vii) The identities ofthe aggrieved party or victim or the witness or the offender

shall not be made public or kept in the public domain.

(c) INTERIM REDRESSAL: When the CMGI prima facie believe, depending of
severity of particular case, there is a requiremenl to act upon to protect the complainant, the

CMGI may recommend and the KJEI maY:

(i) Transfer the complainant or the respondent to another section or department to

rninimize the risks involved in contact or interaction, if such a recommendation is

made by the CMGI;
(ii) Grant leave to the aggrieved with f'ull protection of status and benefils for a

period up to three months;

(iii) Restrain the respondent fronr reporting on or evaluating the work or

performance or tests or examinations ofthe complainant;

(iv) Ensure that offenders are warned to keep a distance from the aggrieved. and

wherever necessary, ifthere is a definite threat; restrain their entry into the campus;

(v) Take strict measures to provide a conductive environment of safety and

protection to the complainant against retaliation and victimization as a consequence of
plaint of sexual harassment. w&
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(d) PI.JNISHMENT AND CONIPENSATION: Anyone found guilty of sexual

harassment shall be punished in accordance with the service rules ofKJEI, if the offender is

an employee. The CMGI may recommend :-
(i) A written apology.

(ii) A letter of warning.
(iii) Removal and/or disbarment from holding an administrative position.
(iv) Withholding the promotion.
(v) Compulsory retirement .

(vit Withholding of pay rise or increments .

(vii) Immediate transfer or suspension without pay .

(viii) Suspension from service for a limited period .

(ix) Termination from service .

(x) Undergoing a counseling session .

(xi) Carrying out community service .

(xii) Deduction from the salary of the employee, such sum as CMGI may consider

appropriate to be paid to the Complainant or to his / her legal heirs as compensation.

(xiii) Where the respondent is a student, depending upon the severity ofthe offence,

the CMGI may recommend :-

(aa) A written apology

(ab) A lefter of waming
(ac) Removal and/or dismissal from holding an administrative position

(ad) Withhold privileges of the student such as access to the library,

auditoria. halls of residence, transportation, scholarships, allowances and

identity card;

(ae) Suspend or restrict entry into the campus for a specific period;

(a0 Award reformalive punishments like mandatory counseling and, or,

performance of community services. Expel and strike off name from the rolls

ofthe institution, including denial of readmission, ifthe offence so warrants;

(xiv) Where the respondent is a third party, depending on the severity ofthe offence,

the CMGI may recommend :-

(aa) Warning. reprimand or censure.

(ab) A letter ofwaming to the respondent.

(ac) A letter communicating their misconduct to his / her place of
education, employment or residence

(ad) Withhold privileges of the third party such as access to the library,

auditoria, halls of residence, transportation, scholarships, allowances and

identity card;
(ae) Suspend or restrict entry into the campus for a specific period; and i or

a bar on appearing lor the entrance examination / interview to any program of
study offered by KJEI

(al) Cancellation of contract with KJEI:

(xv) In case that the CMGI determines that the aggrieved person is entitled to the

payment of compensation, the KJEI shall issue direction for payment of the

recommended by the CMGI and by the Executive Director of
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KJEI. u,hich shall be recovered frorn the offender. The compensation payable shall be

determined on the basis of :-
(aa) Menlal strain, pain. suffering and distress caused to the aggrieved
person:

(ab) The loss ofcareer opportunity due to the incident ofsexual harassmenli

(ac) The medical expenses incurred by the victim for physical, psychiatric

treatment;

(ad) The income and status ofthe alleged perpetrator and victim; and

(ae) The feasibility of such payment in lump sum or in installments;

(c) ACTION AGAINST FALSE COMPLAINT To ensure that the provisions for
the protection of employees and students, and others from sexual harassment do not get

misused, CMGI takes false complaints seriously. If the CMGI concludes that the allegations
made were false, the complaint was made knowing it to be untrue, or forged or misleading
information has been provided during the inquiry, the complainant shall be liable to be
punished as per the provisions in this Policy Section 10.

(0 (.ON FI I)E NTI ALI T\'.
(i) All concerns and reporting can be expressed or made without any fear of
retaliation. It shall be the duty of all persons and authorities designated to ensure that
the complaints lodged with CMGI remains confidential.
(ii) The name and identity of the Complainant or the Respondent or Witnesses
shall not be revealed to the press / media or any other persons whilst reporting ofany
proceedings, case, order or Judgment.
(iii) The contents of the complaint, the identity and contact derails of the
Complainant, respondent and witnesses and any information related to conciliation,
inquiry proceedings, recommendations of the CMGI and the action taken by KJEI
shall not be published, communicated or made known to the public, press and media
in any manner and will be revealed strictly on a need-to-know basis.
(iv) However, information may be spread regarding the justice secured to any
victim without disclosing the name, address, identity or any other particulars
calculated to lead to the identification ofthe Complainant and witnesses.
(v) If any person (including witnesses) breaches confidentiality, the CMGI
reserves the right to initiate proceedings against them and suggest punishments.

(g) PROTECTION AGAINST V ICTIMIZATION . KJEI will not accept, support or
tolerate retaliation in any form against any employee / student who, acting in good faith,
reports suspected misconduct, asks questions or raises concems. Any person who engages in
such retaliation directly or indirectly, or encourages others to do so, may be subject to
appropriate disciplinary action. while dealing with any complaint of Sexual Harassment,
CMGI shall ensure that the Complainant or the witness are not victimized or discriminated
against by the Respondent. In case of any victimization, the GMGI reserves the right to
initiate proceedings for the same and suggest punishments.

(h) RES HARA AM NTS AI, NCE.
e ual Harassment amounts to a specific o the Indian Penal Code,
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I 860 or under any other law, it shall be the duty of CMGI to immediately inform the

Complainant of his / her right to initiate action in accordance with law with the appropriate

authority, and to give necessary assistance regarding the same.

(i) RESPONSII]ILITIES OF KJET .

(a) Place a copy of this Policy on the intemal website of KJEI or such prominent

places as a continual reminder to the employees (including teaching and non-teaching

staff.; and students ofthe KJEI's Policy on Sexual Harassment.

(b) Sensitizing the employees (including teaching and non-teaching staff) and

students and provide training related to Sexual Harassment issues.

(c) Encouraging women employees ofKJEI (including teaching and non-teaching

staffl and students to raise their concems and issues on Sexual Harassment in the

workplace at appropriate forum for affirmative discussion from time to time'

(d) In case the management of KJEI receives a complaint, it shall forward such

complaint to CMGI for redressal'

(e) KJEI shall maintain full confidentiatity with respect to the complaints'

(0KJEIshallextendallnecessaryassistanceforensuringfull,effectiveand
speedy implementation of this Policy.

(g) KJEI shall strive to create a safe workplace and provide support to CMGI for

its effective and unbiased functioning.

(h) KJEI shall forward to the District Officer, the Annual Report of CMGI'

ECTS OMY
CI)

36. EMP YE ARRI] TED FOR ALO N Ii

other period, as the competent authority may direct.

(b) AnY PaYment made to such employee shall be subject to adjustment of his/her pay and

ich shall be made according to the circumstances ofthe case and in the light of
allorvances u'h

thi decision a3 to whether such period is to be accounted od ofduty or leave

(a) An employee who is arrested on a criminal charge or is detained in pursuance ofany

p.o""r, of lu*, rnuy, if so directed by the competent authority' be considered as being o-r

having been under suspension from the date of his detention' up to such date or during such

(i) Help KJlil provide a safe and respectful environment for all and have shared

responsibility oi' crealing the same.

(ii) Speak up if you come across Sexual Harassment' Be aware that KIEI will take

uti"gution, seriously and will ask for co-operation in an inquiry if you bring a

complaint forward.

(iii) Provide support during any inquiry of a complaint' including testifying as

wilness and giving full and truthful disclosure of all truthful information when asked

by CMGI.
(iv) Set an example of dignified workplace behavior and ethical standards in line

with KJEI's values.

(v) Handle information related to known or suspected violations ofthis Policy in a

discreet and confidential manner and not attempt to investigate / inquire into the

information or suspected violations of this Policy on your own i'e' without involving

CMGI.
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(c) Full pay and allowances rvill be admissible only if the enrployee :-
(i) Is trealed as on duly during such period: and

(ii) is acquitted ofall blame or satisfies the compelent aulhority in the case ofhis
release lrom detention or his detention being set aside by the Competent Judiciary
Authority, that he/she had not been guilty of improper conduct resulting in his
detention.

(d) An employee shall be liable to dismissal lor any of rhe olher charges if he/she is
committed to prison for a criminal offence or is convicted fbr an ofTence which in the opinion
of the conrpetent authority, either involves has a bearing on any of the affairs of KJEI or on
the discharge by the employee of his duties in the KJEI; the decision of the Director in this
respect shall be conclusive and binding on the employee.
(e) where the absence of an employee from duty without leave or his overstay is due to
his having been arrested on criminal charges or due to his having been detained in pursuance
of any process of lau,, the emproyee sha be treated as having absented himselflherself
withoul leave

RULES oN DISCIPLINARY ACTION! Non-compriance and vioration of the regurar
es, Service Rules and the Code of Ethics and conduct will invite punishment either in the form of

censure or deferment of lncrement or Suspension or Termination from Service after a due inquiry by
lhe d iscret ion ofthc Authorities.
Tbe Aulhorities olthe KJEI appeal to all Staff members to work as a leam in Institution-building and
in upgrading the reputation ofthe Institution into one of the besl Instilutions ofExcellence in Higher
Education in India.
Employee shall be classified as Permanent, Probationers- Tenure Based Scaled Contract. Temporary.
Part-time, Casual and Associate etc.
The authority u'hich appoints a membcr o1-the laculty and staffof the Institute, hereinafter relerred 1o
as 'emplol'gs' or pcrson. may suspend. discharge. dismiss. or arvard any for the misconduct or for
violate ofthe terms and conditions ofhis/her appointment.

(a) PENALTIES: Nor withstanding anlhing contained in any other regulation, and
without prejudice to such action to which an employee may become liable under any other
regulation or Iaw for the time being in force, the following penalties may (for good and
sufficient reasons and as hereinafter provided) be imposed on any employee ofthe lnstitute

(i) ]\,IINOR PENALTIES:-

Jt.
duti

(aa) Censure;

(ab) Withholding of his promotion;
(ac) Recovery from; his pay of the whole or part of any pecuniary loss
caused by him to the Institute by negligence or breach oforders;(ad) Reduction to a lower stage in the time scale of pay fbr a period not
exceeding 3years without cumulative elfect and not adversely affecting his
pension.

(ae) Withholding of increments of pay.
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[]) MAJOR I'ENALTIES:

(aa) Reduction to a lorver stage in the time scale of pay fbr a specified
period, with further directions as to whether or not the employee of the Institute
will eam increments of pay during the period of such Reduction and whether on
the expiry of such period, the reduction will or will not have the etfect of
postponing the future increments o1'his pay;
(ab) Reduction to a lower time-scale ofpay or post which shall ordinarily be
a bar 10 the promotion of the employee to the time-scale of pay or post from
u'hich he was reduced, with or without further directions regarding conditions of
resloration to the post from which the employee ofthe Instilute was reduced and
his seniority and pay on such Restoration to that post;
(ac) (Compulsory)retirement;
(ad) Removal from service which shall not be disqualification for future
employment under the Institute;
(ae) Dismissal from service which shall ordinarily be a disqualification for
future employment under the Institute.

(b) susPENsIoN: The appointing authority or any authority to which it is subordinate or the
disciplinary authority or any other aulhority empowered in that behalfby the Board, by general or special
order. may place an employee under suspension.

(c) ENOUIRY PRoCEEDINGS:
(D In the enquiry, the employee shalr be entitled to appear in person or to be represented
by an employee ofthe lnstitute.
(ii) The proceedings of the enquiry shall be recorded in English. However, the Institute
shall a*ange for a Hindi or Marathi translation of the proceedings at the request of the
employee.

(iiD The proceedings ofthe enquiry shall generafly be compreted within three months.
Provided that the period ofthree months may, for reasons to be recorded in writing, be extended
by such further period as may be deemed necessary by the enquiry officer.
(iv) lfon the conclusion ofthe enquiry or, as the case may be, ofthe criminal proceeding,
the employee has been found guilty ofthe charges framed against him/lrer and it is considered,
after giving the employee concemed a reasonabre opportunity of making representation on the
penalty proposed, that an order of dismissar or suspension or fine or stoppage of annual
increment or reduction in rank would meet the ends ofjustice, the competent authority shall
pass an order accordingly.
(v) Ifon the conclusion ofthe enquiry, or as the case may be, ofthe criminar proceedings,
the employee has been found to be not guirty of any of the charges framed against him/her,
he/she shall be deemed to have been on duty during the period of suspension and shall be
entitled to the same salary as he/she would have received if he/she had not been placed under
suspension, after deducting the subsistence allowance paid to him/her for such period.
(vi) The paynent of subsistence allowance under these rules sha[ be subject to the
employee concerned not taking up any employment during the period ofsuspension.
(vii) In awarding punishment under this rule, the competent authority shall take into
account the gravity of the misconduct, the previous record, if any, of the employee and any
other extenuati ng or aggravating circumstances that may exist. A copy of the order passed by
rh ority shall be supplied to the employee
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(viii) No order ofdischarge or dismissal shall be passed under the preceding rule unless the

specific charges on which such order is to be passed, are framed against the person in writing,

and given to the said person, so that he/she shall have reasonable opportunity to show cause

why the proposed action should not be taken against him/her, and submitting an explanation in

writing within such time as may be prescribed by the appointing authority.

(d) APPEALS: An employce who has been discharged or dismissed shall have a right to appeal

against any order passed against him/her to an authority referred to as 'Appellate Authority' in

Annexure I. Every appeal shall comply with the following requirements.

(i) It shall be written in English, or, if not written in English, it shall be accompanied by a

translation in English and shall be signed.

(ii) It shall be presented, in concise, polite language and be free from irrelevant matter.

(iii) lt shall contain all material statements and arguments relied on and shall be complete

in itself.
(iv) lt shall specify the reliefdesired.

(v) It shall be subrnitted to the authority which made the order appealed against within

three months from the date on rvhich the Appellant receives a copy of the order appealed

against provided further that a copy of the appeal may be submitted directly to the appellate

authority.
(vi) It shall not be addressed to the authorities listed in Annexure I or to any member ofthe

Board ofGovemors by name, and any such action shall be deemed a breach of discipline'
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(e) CoNSIDERATION OF APPEALS: In the case of an appeal against an order of discharge

or dismissal, the appellate authority shall consider:

(i)whethertheprocedureprescribedintheprecedingparashasbeencompliedwith,and,
ifnot, whether such non-compliance has resulted in a miscarriage ofjustice'

(iD Whether the findings are justified' and

(iii) Whether the penalty imposed is excessive, adequate or inadequate and pass orders

(iv) Setting aside, reducing, confirming, enhancing the penalty, or

(v)Remittingthecasetotheappointingauthoritywithsuchdirectionasitmaydeemfitin
the circumstances of the case. Provided that the appellate authority shall not impose any

enhanced penalty unless the appellant is given an opportunity of making any representation

which he/she may wish to make against such an enhanced penalty'

(0IMPLEMENTATIONoFORDERSINAPPEAL:Theauthoritywhichmadetheorder
upp*t"-a uguirrrt shall give effect to the orders passed by the appellate authority.42. REVIEW OF

ORDERS IN DISCIPLINARY CASES: The authority specified in Annexure I before which an

upp*t aguin.t an order imposing any of the penalties, may of its own motion or otherwise, call for

the records ofthe case in a disciplinary proceeding review any order passed in such a case, and pass

such orders as it deems fit as ifthe employee had preferred an appeal against such an order. No such

review will be undertaken three months after the date ofthe order to be reviewed.

ColEge Code

EN 6320



38. BoARD' S POWE,R TO REVIEW.

(a) Notwithstanding anything contained above, the Board of Governors may, on its own
motion, after calling for the records of the case, review any order which is made or is

appealable under these rules.
(b) An employee who has been discharged or dismissed or imposed any of the
punishments by an order passed by the Board of Govemors, can make a request to the Board
for reconsideration of its decision, within one month from the date of receipt of the decision
of the Board of Governors. The Board after reconsideration may arrange to communicate its
decision to the employee concemed. Once such reconsideration is communicated the decision
ofthe Board will be final. No further appeal will lie against such a decision ofthe Board.

39. PAY AND ALLOWANCES ON DISMISSAL: If an employee of the lnstitute has been
discharged or dismissed and charges are not proved against himAer, the appellate authority may
grant him/her for the period ofabsence fiom duty.

(a) If he/she is fully exonerated, the full pay to which he/she would have been entitled if
he/ she had not been discharged or dismissed, and by an order to be separately recorded, any
allowance of which he/she was in receipt prior to his/her discharge or dismissal,

or
(b) If not fully release, such proportion of such pay and allowances as the appellate
authority may prescribe. The period of absence from duty will be treated as period spent on
duty in case of(a) above and it will not be treated as period spent on duty in case of(b) above
unless the appellate authority directs to the contrary.

40. PROCEDURf, FOR DISCPLINARY PROCEEDINGS AFTER RETIREMENT: Any
disciplinary proceeding, if instituted by issue of charge sheet while the employee was in service,
whether before his retirement or during his re-employment, shall, after the retirement of the
employee, be continued and concluded by the authority by which it was commenced, in the same
manner, as ifthe employee had continued in service.
Such proceeding after retirement should be completed expeditiously and within twelve months from
the date of delivery ofcharge sheet to the charged official, subject to Court Orders, ifany. During the
pendency of the disciplinary proceedings, the disciplinary authority may withhold payment of
gratuity for ordering the recovery from gratuity of the whole or part of any financial loss caused to
the Institute. If the employee is found in a disciplinary proceedings or judicial proceedings to have
been guilty of offence or misconduct as mentioned in the relevant Sections of the Payment of the
Gratuity Act, 1972 (39 of 1972) or to have caused financial loss to the Institute by misconduct or
negligence during his service, including service rendered on deputation or on re-employment after
retirement, provided that the provisions of relevant Sections ofthe Payment of Gratuity Act, 1972
shall be kept in view in the event ofdelayed payment, in case, the employee is fully relieve
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ANNEXURE _ I

LIST OF APPOINTING AUTHORITIES, PUNISHING AUTHORITIES AND APPELLATE
AUTHORITIES FOR DIFFf,RENT CATEGORIES OF EMPLOYEES

Sr.
No.

Pay Band

of posts

Appointing
Authority

Authority
competent to
impose penalty

Appellate
Authority

I Faculty Campus Director Executive Director Board of
Governors

2 Research Staff Campus Director Executive Director Board of
Govemors

3 Administrative Staff in

Pay Level ll and

above

Executive Director Executive Director Board of
Govemors

1 Administrative Staffin
Pay Level I to Pay

Level l0

Campus Director Campus Director Executive

Director

qV
q

Dr. Suh.1s S. Khot
PrinciPal

r1 I College of Engineeri.it
- :'en3geFrent Rcsear.''

. i , 
' l. .,. :. S : : ,. .: c !

Crllegs Code

EN 6320

&

*

36 lPage


	KJCOEMR_6.2.1.1.pdf
	Binder1.pdf
	KJCOEMR_6.2.1.1.pdf
	Doc. 6.2.1.1.pdf
	Organogram_KJCOEMR.pdf
	Final KJEI SOP -27.07.2022.pdf

	College Development Committee_0.pdf
	IQAC  Committee_1.pdf
	Greviance  redressal  Committee_2.pdf
	Anti Ragging  Committee_3.pdf

	Womens Greviance  Committee_4.pdf
	Reservation Committee_5.pdf
	Student Counseler  Committee_6.pdf
	Alumni Committee_7.pdf
	NSS committee_8.pdf
	Industry Institute Interaction  Committee_9.pdf
	Internal Complaint   Committee_10.pdf

	Code of Cunduct.pdf
	Plan.pdf
	1.pdf
	2.pdf
	3.pdf
	4.pdf
	5.pdf
	6.pdf
	7.pdf


