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ISRA UNIVERSITY

PURPOSE:

The purpose of this procedure is to design a system to encourage and incentivize faculty members to
engage in research and publish papers and articles in high quality and impact journals. This is expected
to lead to increased number of published papers and contribution to the growth of scientific research
and acclamation of the University.

SCOPE:

This document addresses the financial incentive that may be awarded to a member of-the faculty or
staff in recognition of scholarly contribution and research publication in the form of 2 journal article.

RESPONSIBILITIES:

The Publication Award Committee will be responsible for reviewing the applications for the award. The
committee will comprise the fallawing members.

Pro-Vice Chancellor of the relevant campus or section (Chair)
Director Research of the relevant section

Dean(s) of the relevant faculty(ies)

Vice Dean or relevant Chairperson

DO

TERMS & CONDITIONS:

1. Any journal publication that is recognized by the Higher Education Commission (HEC) or other
relevant regulatory body in the, “W" category, may be eligible for an award of Rs.100,000.

Similarly, any journal publication in the, “X” category, may be eligible for an award of

Rs.50,000.

The award will be granted as a one-time financial incentive for each publication.
3. The beneficiary authors must be members of Isra University staff.

4. In order to be eligible for the award, the publication must reflect the author's affiliation with Isra
University.

5. The award application can only be consider

ed for a publication in the same or preceding
financial year.

6. The award will be equally distributed among the authors eligible and affiliated with Isra
University. :
7. A beneficiary author may receive a maximu

m of Rs.200,000 in a financial year under the
publication award. :






1.

Purpose

The purpose of this policy is to encourage fair, consistent and efficient solutions

for the problems arising within.the University and to address the instances where
employees fail to meet the required standards of conduct.

2.

Scope

This policy applies to all the employees of Isra University and Isra Hospitals.

3. Terminologies

A. Gross Misconduct

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

B. Minor Misconduct

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

C. Infra-Departmental Inquiry
An inquiry conducted which will be initiated by the concerned department.
D. Independent Inquiry

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

E. Termination

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. Policy Details

1)

A. Informal Procedure for Disciplinary Action (Informal Procedure)

Managers are reqdired to carry the informal procedure 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 abcuftheﬁi}miscbndqct, where
they need improvement and counsel them to take corrective rheasuresi i

2) Cases of minor misconduct where the informal procedure may be appropriate and
Is encouraged include but are nof limited to; -

a) habitual /ChmmcfPerszstent lateness; |
b) neglect of duties; ] %
c) refusal or failure to comply with supervisor's mstructlans
d) violation of safety rules of the university;
e) abuse of tools, property, and goods of the umverssty
f) smoking in prahib:ted areas;
g) persistent parking offenses;
h) violation of Isra University Service Rules and Code of'Canduct; and
) any offense thatis equal in magnitude.

3) Depending on the severity and occurrence of the oﬁerse .any of the following
action(s) may be taken with the assi stanae/coordmatmn of Human Capital
Office: |

a) Verbal Warning may be recorded by the supervis: rs as they might be
needed as evidence in the future.

. b) First Written Warning: If the verbal warning has not achieved the
purpose, then a written warning needs to be given te the employee. The
concerned head will direct the Human Capital Offit ce 1o issue the written
warning. |

c) Withholding of an increment or promotion. :

d) Demotion.

e) Final Written Warning: If the written warning ha$ not achieved the
purpose, then a final written warning needs to be given to the employee.

) Termination: If the similar or same offense is repaated after the Final
Written Warning. ,

(

B. Formal Procedure \

1) Aformal procedure is involved in the case of gross misconduct OR when
the informal procedure has failed to achieve the desired outcome Note
that the gross misconducts may lead to termination or even dismissal
from service. I

2) Cases of gross misconduct where formal procedure is requ;red include
but are not limited to:
a) theft;
b) physical violation or intimidation;
¢) intentional damage to university's property;
d) serious breach of health and safety rules;
e) fraud and corruption;



3)

4)

5)

TH

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

) harassment;

abusive behavior; . J

i Consumption of alcohol or illegal drugs while on duty or attending office
while intoxicated.

J) Making threats of any kind.

k) Violation of Isra University Service Rules and Code of Conduct.
) Any offense that is equal or more in magnitude.
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Incidents of gross misconduct shall be investigated by either the concerned
department or the concerned department may request the Human Capital Office
to investigate on their behalf. The Human Capital Office may also forward

coriiplaints to the concerned departments they receive which constitute as gross
misconaucts.

Intra-departmental inquiry committee investigating gross misconduct shall be
preliminary have the employee’s supervisor or other designated 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.

If this investigation results in evidence that establishes certainty of the accused
employee’s involvement in the conduct and warrants an inquiry, the supervisor
should submit the detailed inter-departmental inquiry report and the supporting
evidence along with their recommendations to Human Capital Office.

After a review of the case and keeping in view the legal requirements of the law,

‘Human Capital Office may recommend: (a) that the inter-departmental inquiry will

not suffice; and (or) (b) the disciplinary action for the offence is severe or
inadequate. In such cases, the Human Capital Office shall work together with the
concerned department to relay these concerns and initiate an independent inquiry
to the matter, if required. It may be noted that if the intra-departmental inquiry fulfills
all the requirements then we do not need to form an independent inquiry unless

the employee files an appeal to the Vice Chancellor against the fairness of the
inter-departmental inquiry.

At the onset of the independent inquiry, the employee will be informed of
allegations charged against him and provided ample time to provide additional
evidence and/or record a statement which could facilitate or assist the inquiry
committee to reach a final verdict. In certain cases, if necessary, the employee may

be suspended with full pay whilst the inquiry is being conducted and a final decision
is still to be made

8) Inguiry Committee:



a)

b)

Formation of inquiry committee: An inquiry comm:ttee will be formed on
the directions of the Vice Chancellor consisting of fhree members having
arank higher than the accused employee to further probe into the matter.
Ideally, the names of the members of the inquiry. committee will be kept
confidential as it is consistent with achieving fair résults and protecting
the members from any m;oreseen threats or !nﬂuence
‘i

Mandate of the inquiry committee: After dehberatsrl:c: on the matter, the
inquiry committee will suggest the disciplinary action based on the
evidence and statements to the Vice Chancellor for further action.
Disciplinary action: Disciplinary action recommended by the committee
may include but not limited to:

Imposition of Written Warning;
Withholding of an increment or promotion;
Demotion;

Termination; or

Dismissal.
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