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THE STRUGGLE FOR THE JNU GSCASH

Formally instituted in 1999, in fulfilment of a two year-long 
intense struggle by JNU teachers and students: Gender 
Sensitisation Committee Against Sexual Harassment 
(GSCASH). This long struggle was for:  

➤ A popularly constituted (through election) body that was 
representative of the campus community: students, 
teachers, non-teaching staff, workers, unions and 
associations.  

➤ A fully autonomous committee independent of the 
university Vice-Chancellor and other top-level functionary 
whose decisions the University administration shall 
implement.



➤ A gender-sensitive and impartial inquiry process that 
guarantees confidentiality and dignity to all parties but 
particularly women and is free from pressure from senior 
levels. 

➤ A body that is devoted to changing the sexist mindsets of 
students, staff, and faculty through sensitisation programmes 
throughout the year, with an emphasis on women's freedom 
and autonomy (rather than patriarchal protectionism, policing, 
imposition of curfews, etc). 

➤ A body to enable the delivery of counselling and mental health 
services to those affected by gender based violence. 

While the last two objectives could be served potentially by 
any committee, the first three, JNU decided, required a 
popularly elected body.



ITS COMPOSITION IS KEY

➤ A university is a special kind of workplace, which encodes 
different levels of hierarchy: teachers, students, officers, 
contractors, union leaders, ‘senior’ and ‘junior’ teachers/
students. These hierarchies translate into varying strengths of 
hierarchical power that are expressed in sexual harassment 
events and the way they are handled.   

➤ The usual route is to institute a committee that only 
comprises of the hierarchically powerful but this leaves the 
powerful 'in charge' of dealing with a sexual harassment event 
directed at 'one of their own', as well as allowing the free 
expression of patriarchal and hierarchical power outside the 
committee.



➤ Rather than taking this well-trodden route that doesn't yield 
any positive results for complainants (but does entail public 
controversy, societal pressure, and mental anguish for her), 
the JNU GSCASH brings all potentially contending sides into 
the Committee through popular election. This has the result 
that: 

Elections requires an explicit commitment from candidates 
and all concerned for the just redressal of sexual 
harassment and an educated and aware electorate. 

All constituents of GSCASH are bound by an oath of 
confidentiality, so complainants are guaranteed it. 

Institutional hierarchies are levelled in the committee: all 
directly elected constituents are equal.



➤ Not including members of the university administration on the 
Committee accomplished three objectives: 

It facilitates frank discussion and disagreement, with each 
constituency acting as checks and balances on the other. 

It provides independence for the Committee to carry out 
investigations into the truth of the complaint, insulating it from 
pressure from senior levels of the organisation.  

It maintains confidentiality for both the complainant and the 
respondent until the inquiry proceedings are over.  

It separates the inquiry function from the executive disciplinary 
function, and in effect allows a final scrutiny of the GSCASH inquiry 
before action is taken. 

This independence of the Complaints Committee from the 
organisation's administration is an important feature of the Sexual 
Harassment Act of 2013 as well.



CURRENT COMPOSITION OF THE JNU GSCASH

GSCASH has a membership of twenty-three persons, of which at least half 
the members must be women.. 
➤ Four faculty members (at least two women), directly elected. 

➤ Four students (at least two women) directly elected. 

➤ One woman officer and one woman staff member directly elected. 

➤ Four Wardens (at least two women) 
➤ One representative each of the Jawaharlal Nehru University Students’ Union 

(JNUSU), Jawaharlal Nehru University Teachers’ Association (JNUTA), 
Jawaharlal Nehru University Staff Association (JNUSA) and Jawaharlal Nehru 
University Officers’ Association (JNUOA). 

➤ Two eminent women academicians from outside the University. 

➤ Two women representatives of an NGO. 

➤ One woman Co-ordinator for counsellors.



COMPOSITION OF THE ENQUIRY COMMITTEE OF THE GSCASH

The Enquiry Committee constituted into each complaint ensures 
that the system of checks and balances is maintained in this most 
crucial subcommittee. 

➤ In cases involving students/academic staff/non-teaching staff, it 
shall include a representative of the constituency of the complainant 
and the defendant (i.e., if the complaint is filed by a student against 
an academic staff member, then the Enquiry Committee shall 
include one student and one academic staff member).  

➤ Members of GSCASH who are representatives of unions/
associations of which the complainant and/or the defendant are also 
members, shall not be eligible to serve on an Enquiry Committee.
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TAILORING PROCEDURES TO THE GRIEVANCE

A typical sexual harassment complaint has the following 
trajectory: 

The event itself is one-on-one, with no eyewitnesses. There is 
usually some buildup to the event. Usually, the woman 
confides in a few friends. 

In most cases if the event has involved physical contact and 
advances, there is an attempt by the perpetrator to 'apologise', 
and if that is not accepted, intimidation. 

Once the complaint is filed and inquiry begins, slander follows. 
Attempts are made to rouse hostility against her in the 
woman's work and living atmosphere, and the very enquiry 
process itself is often used a means of further harassment.



GSCASH's procedures are based on an understanding of what a sexual 
harassment event is, the trauma it causes, and the kind of intimidation and 
pressure that follows once a complaint is made.  

➤ It has developed a Complaints Receiving Form and has a Complaints 
Filing procedure. Complaints are screened for whether the acts 
described are tantamount to a complaint of sexual harassment. 

➤ It routinely issues a Restraint Order on the respondent as soon as a 
complaint is filed. Violations of the restraint order are treated as charges 
in the inquiry report. Interim action on these violations covers the 
whole range of penalties. 

➤ It recognises that sexual harassment inquiries must balance the 
potential trauma to complainants and the risk of their victimisation with 
the principles of natural justice. GSCASH enquiries do not allow face to 
face cross-examination of any party. Rather cross-examination is by 
written questionnaire, based on anonymised statements supplied to 
both parties.



➤ It provides explicit and enforceable protection against victimisation 
for the complainant and her witnesses. It can also take action on  
proven false complaints.  

➤ The GSCASH cannot examine the 'character' and the past sexual 
history of the woman complainant. 

➤ It does not ever mediate between the two parties. The premise is that 
mediation is an instrument that legitimises the wilful ‘disappearing’ 
of women’s complaints, and that it places the woman at risk.  

➤ The GSCASH has at its disposal a whole range of penalties for 
students, ranging from the reformative to the punitive. For teaching 
and non-teaching staff, these are based on service conditions and 
access to amenities provided by the employer. Neither apologies nor 
counselling are penalties. 

➤ The GSCASH provides and pays for counselling services to both 
parties if they make the request.



SENSITISATION ACTIVITIES 

The GSCASH's basic premise is that the problem of sexual harassment 
cannot be addressed or redressed by incarcerating or policing women 
through curfews etc. The goal and objective of having the institution 
is to increase women's access to freedom and autonomy. Its gender 
sensitisation activities are directed to these ends. These include: 

Circulation of the JNU policy on sexual harassment during 
admissions. 

Orientation workshops for all incoming students at the level of 
departments. 

Awareness campaigns on gender issues through the year through 
surveys, panel discussions, film screenings, plays, etc. 

Training workshops for campus security services
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CAN THE GSCASH MODEL BE EXTENDED?

The GSCASH was developed in a particular institution, with a very 
specific history. The question is whether it can be extended to other 
institutions.  

➤ It can, if one understands that the underlying principles that 
should govern the creation of such bodies. These principles have 
been outline in the University Grants Commission (India)'s 
Saksham Committee Report, which emphasises that the larger 
perspective guiding sexual harassment policy has to be 
educational, preventive, corrective and, when punitive, to carry out 
processes following a complaint with sensitivity, rigour and justice.  

➤ It lays down the following guiding principles that should be 
followed in setting up anti-sexual harassment committees:



• Confidentiality, w.r.t. the details of the complaint and the 
identity of the complainant,  

• Provision of a context of non-coercion and interim relief, 
• Fair enquiry, in terms of procedures and the composition 

of the complaints committee,  
• Orientation towards education and redressal 
• Committees must be representative of the entire 

community of an institution, 
• Administrators' zero-tolerance to sexual harassment and 

gender-discrimination 

If these guidelines are followed, then every institution can 
have a body very much like the GSCASH.
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