
 Grievance Redressal System 

 

An employee aggrieved by any decision/action or dispute on any issue may approach the WG for 

redressal after an attempt is made to sought the grievance within the team at an informal level. While 

the decision of the WG will be binding, the employee will have a right to appeal against it to the GB. 

The decision of the GB will be final. The GB should not be approached directly unless the grievance 

is of that nature eg. Grievance against the Coordinator. The grievance should be signed by the 

concerned person. Anonymous grievance will not be accepted. In case where a grievance is being put 

forth on behalf of someone else, consent should be taken from the aggrieved party. 

 

WHEN THE COMPLAINT/ GRIEVANCE IS ACCOMPANIED BY THE RESIGNATION 

 The acceptance of resignation should be made contingent upon completion of inquiry. Perhaps 

the person should be informed immediately that an inquiry is started and would report in two 

weeks. And till then the acceptance or rejection of resignation has been kept in abeyance and 

when the decision is taken after the inquiry report made available (not more than 2 weeks from 

the date of resignation letter), the organisation would be very flexible about the notice period. 

 The authority receiving the complaint should immediately seek written reply from all persons 

accused in the resignation letter. Not more than a week should be made available to such 

persons to submit a reply. And such person, without waiting for the meeting of WG/ Trust 

should appoint one person to inquire into charges. 

 The inquiry should be summary one, using all documentary material and the complaint cum 

resignation letter and replies, and of course interview of complainant and accused. The person 

doing inquiry should take less than two weeks to give report. 

 If the decision-making bodies (WG/Trust) are not able to meet to review the inquiry report and 

take decision, they MUST empower appropriate person (Coordinator, Managing Trustee) to 

decide on the issue. Such decision must include (i) position taken by the organisation on the 

allegations, (ii) decision on resignation (whether person requested to reconsider or acceptance 

of resignation), (iii) if the allegations or some of them are found to be correct their proposal for 

action against the person found guilty. 

The grieved person can approach any person who he/she is comfortable with and that person can act 

as a staff advocate for that occasion. 


