
:

ESffiA, UBqEVffiffiffiETY

F u blicatio n A ward FolicY

\t

I

i



Effiffi&.EJTSEV€ffiSETY
PURPOSE;

The purpcse of ihis pi-ccedure is to desiqn a system io encourage anci incentivize facultv members io
enEage in research and publish paners and ariicles in high qualii/ and impaci joui-nais. This is expecie6
to Iead tc inci-eased nu,'i'rber of pubiishecj papers and ccntributicn 'ro the gi-ow,th of scientific research
ano' acclamation of the Universtty.

Ul..Ut'tr1

This docunrent addr-esses the financiai incentive thai nray be awarCed to a rnembe;. of the faculty oi-
siaff in recogniiion of schoiarly contribution and research publication in the form of a journal article.

RESPONSIBILITIES:

The Publicaiicn Awar-d Cornmittee wili be responsible for reviewing the appiicaiions fo' the a,,vard, The
committee wiii comprise lhe {oilo'w,.e.g memrreis.

1. Pro-vice chancellor of the relevant canrous or secribn (chair)2 Director" Resealch of the reievant seciion3. Dean(s) of the i-elevant faculty(ies)
4 Vice Dean oi'relerrant Chairperson

TERIT'IS & CONDITIONS:

1' Any journal pub'licaiion thai is recognized by the Hrghe;' Educaiion Commission (HEC) or otherrelevant reculaior} bociy in the, 'vl' category, mjy be eligible toii".*.ro Ji ns.roo,oo0.Sii-nilariy any journai publication in the, ,,i,; categor-v, ira5, ne eligible foi- an award of

2,. The award wiii be gi'anied as a one-time financial incentive for each pubiicaticn.

3' The beneficiary authors must be rnembers of lsra University staff.

4 ln order to be eligible for ihe award, the pubtication rnust refleet the author,s affiliation vuith lsraUniversity.

5' The award apolication can only be ccnsidered for a pubiication in the same or precedingfinancial year.

6' The award will be equaliy distributed among the authors eiigible and affiiiated w1h lsraUniversity.

7. A beneficiary auihor mav receive
publicaticn av,rard.

a maximum of Rs.200,000 in a financial year under the
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'{" Purpose

The purpose of tiiis policy is to encourage faii-, consistent and efficient sclutions
for the probiems arisirrg wiihin.'uhe Univei'sity 3n6 t,o adciress the insiances u,here

, erlplo5rees faii to nreet the requir,ed standarcis of ccnduct.

2. Sccpe

This policy applies to all the employees of lsra Universiiy and lsra Hospitals.

3. Ternrinologies

A. Gross Misconduct

Gross misconduct is a fundamental breach of policies. lt is an extremely severe
offense which will lead towards the termination of employment.

B. Minor Misconduct

Minor misconduct is an unacceptable but pardonabie offense which may initiate
corrective action.

C. lnira-Departmental lnquiry

An inquiry conducted which witl be initiated by the concerned departnrent.

D. lndependent lrrquiry

An inquire which witl be initiated on the directions of the Vice Chancellor to probe
in the matter.

E. Termination
a

It is an end of employment which will be inconsequence of a misconduct,
however, the end of service benefits of the employee will remain intact.

F. Dismissal.

It is an end of employment in which the employee will not get end of service
benefits and will be released with dishonor from the organization.

4. Poticy Details \

A. lnformal Procedure for Disciplinary Action {lnformal Procedure)

1) Managers are required to carry the informal proceciure as part of their routine
supervisory process and in cases of minor misconduct to bring to the notice of their
employees the standards of conduct and the requirement to meet those standards,
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The manager must speak to the employee, tell them about thelr misconduct, where
ihey need improvement and counselthem to iake cori'eciive rf***ur"=,'

i

2t Cases of minor rnlsconduci where the informal proceduru *ay be appropriate anci
is encouraged incluce but are not limited to: ": I !

a) habituai/ChroniclPersistent iateness; 
,

c) refusal or failure to comply with super-visor,s instrucNions;
d) violatlon of safety ruies of the university;
e) abuse of tools, properhy, and gocds cf the universitf;
q smaking in prohibited areas; 

Ig) persistent parking offenses; 
i

h) violation of Isra University Service Rules and Code bf Conciuct; and
i) any offense that is equal in magnitude. ,

ri

3) Depending on the scverify and oecunence of ihe offense,,;any of the foliowing
action{s} may b* t*ken wiih the assistanceicoordinatiori oi Human Capitai
Office: 

I

a) Verbal Warning may be recarded by the supervisois as they might be
needed as evidence in the futui-e., 

i, b) First lAlritten Warning: lf the verbai warning ha+ not achieved the
pul'pose, then a vrritien warning needs tc be given io the employee. The
concerned head will direct the Fiuman Capital OfficE to issue the written

vl
d)
d)

fl

warning.
Withholding of an increment or promotion.
Demotion.
Final WrituR Warning: !t ther writterl, warfiinf; li4r not ac*leryadl the
purp-as€, theQ'a finalwritteR waming needs:to b*,siubn ts thts,emplsye*.
Terrnination: lf the,similar or sarne offense is repeated after the Final

a

Written W*rning.

B. Formal firocedure

A fornnal pracedure,is involved in the.case af,gross,migconduej oR when
the informat procedure has failed to achieve the desired outchrne. Note
that the grCIss rnisconducts: may lead to tennination oi"o*d:offiG;;'i
from service. I

'
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pases ofgross. mis*onduct where formal proc*dure:is, required fndude

a} theft; i

b) physical violation or intimidation;
c}intentionaldamagetouniversity'sproperty;
d) serious breacir of health and safeg rules:
e) fraud and corruption;

1)

2)

il

I
I
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3)

4)

t

il falsification of times sheets, personnel records or other institutional
records'

g) harassment;
h) abusive behavior, ' 

,ii Consumption of Blcohol or illegal drugs while on duty or attending office
while intoxicated.

j) Making threats of any kind.
k) Violation of lsra University Service Rules and Code of Conduci.l) Any oflense that is equal or more in magrrltude.

lncidents of gross misconduct shall be investigated by either the concerned
department or the concerned depaftnient may request the Human Capital Officeto investigate on their behalf. The Human Capital Office may also forward
con'rplaints to tlre concerned departments they receive which 

"on.titut" 
as gross

misconciucts.

lntra-departmental inquiry committee investigating gross misconduct shafi be
preliminary have the ernployee's supervisor or ottieidesignated employee at a
rank higher than the accused employee. The head of the department should keep
Human Capital Office updated about the proceedings of such investigations.

lf this investigation results in evidence that establishes certalnty of the accused
employee's involvement in the conduct and urarrants an inquiry, the supervisor
should submit the detailed inter-dep,artmental inquiry report and the supportinj
evidence along with their recommendations to Human capitat office.

After a review of the case and keeping in view the legal requirements of the law,*luman capital office may recommend: (a) that the inier-departmentat inquiry wiltnot suffice; and (o0 (b) the disciplinary action for the offence i* ="u"r" oiinadequate. ln such cases, the Human Capital Office shall work together with the
concerned deparlment to relay these concerns and initiate an indepLndent inquiry
to the matter, if required. lt may be noied that if the intra-departmenial inquiry fulfills
all the requirements then we do not need to form an independent inquiry unlessthe employee files an appeal to the Vice Chancellor against the fairness of the
inter-departmental inquiry.

At the onset of the independent inquiry, the ernployee will be informed ofallegations charged against him and prouid"d ample tinre to provide additional
evidence and/or record a statement which could iacilitate or assist the inquiry
committee to reach a final verdict. ln certain cases, if necessary, the employers rnsy
!e 1.t1,s,nended 

with full pay whilst the inquiry is being conducted and a finat decision
rs slilt to be made :

(\

7)

8) Inquiry Committee:



dl Formatlon. of ingui$,comm ittee: An ifl quiry "cg"mm vlili be'f,o eo oR

the directions of the Vice Chancellor consistlng of t mernuqrs navrng
a rank higher than the- accused enrpl$yee:to txqlher intethe ma!tei:.

iittee$,ill be kept
s and'proteciing

ldeallg the namesof'the memberyof iheinqrl$y.
confidential as it is consistent with achieving fair
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the members from any unforeseen ihreats or infi

c)

b} Mandate,uf the,inquiry cammitiee: After deli [i "oH :,the, fy]atter,' the
inquiry csmrnitt*e witrl suggest the :diseiplinary 'based on the
evidence and statements to the Vice Chancellor ftiilher action.
D.i$qplirTary aeti a *l .D $s cipl ina ry a ctio il :, re csrn rxen d
may ihclude but not limited to:

by ihecommittee

1. lmposition of Written Warning;
2. \Mthholding of an inci'ernent or prornotion;
3. Demotion;
4" Terminati+n; or
5. Dismissal.

+"

i
I,l .

ii
'l
:i,:/
li.
I
.i.

tl
I

,i

i

'1,I
i

iI
,!

,l
it

ri

1

I


