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6.2.1. The institution practices decentralization and participative management
Response:

Organizational Structure of the institution including governing body, administrative setup
and functions of various bodies, services rules, procedure, recruitment, promotional policies
as well as grievances redressal mechanism.

BLDEA'’s, New Arts College, Tikota

Board of Management

. No Name Designation :
61__‘___7]3rh.-l\/iallanagouda Basaﬁé-g_dﬁaélpatil President & chairman o T
02 Shri. Gurugouda Kallappagouda Patil Vice President
03 Shri .Sunilgouda Basanagouda Patil General Secretary - _1
04  Shri. Shashidhar Virupakshappa Hakkapakkl Member =
05 Shn N:Jalmgappa Slddappa Allolli ~ Member o
06 ;Shrl Hanamant Ramappa Biradar "~ Member ~ 1
07 Shri Rajendra Babugouda Patil Member N
08 ShriAshokG Warad [Member B o
09 Shri Kumar Chandrakant Desasi ~ Member ]
e I ¥ Nk : ~ W »
11 'Shr'l Amagonda Mudugouda Patil ~ Member 'l
12 |Shr1 Arunkumar Manichand Shaha Member il _%
i Shrl T e et D s }Mélhb}:t‘ -
14 Shri.Bsanagouda Ma[lanagouda Patil Member .
is  ShriBB Pai (Chabanur) _"l“i“ﬁ’é" |

Governing body
ion which constitutes the apex body. The top management

BLDEA’s Association is a pioneer educational institutio
ademic leader and makes strategies for academic development. The Sole Trustee, Chairman and
c

mittee Members frame the policies for the enhance
ssential infrastructure for smooth functioning of the college.

acts as an a | ma
ment of the quality of education in the

Management, Com

institution. It provides e

Service Rules ents, protection of seniority

i " i ” . mOtlonS. increl“
€ lules alld Iegulat!OHS are i() (!We(l P[‘(]

: 59
are maintained as per the rules and regulations of State Government and UG




Recruitment

The p fi
ermanent
ull tim vernme
€ recrui are
itments
.
made as per the procedure of S
tate Govern '
nt recruitment

policy and UGC guideli
Ines for teachi
aching fa
culty. Fi
y. First, the permission to fill up th m
p the vacant posts is obtai
tained from the

commissioner of C
ollegiat
4 ¢ Educati
jaily news papers inviti .
inv > Sangel
iting applications. Aft e, Aler thah, the advertsa
- Alter receivi ; TR G o s gl .
e uitment is given in noted
nisation of applicati
plications, thecall |
; etters

are sent to eligible candi
andidate
S. The selecti
ection will be as per theguideli
elines of State G
overnment & UGC

Before the
commen
cement of
academic i
year, Principal submits the informati b
ion about Part time t
eacher’s

yacancies to manage
: ment fOI‘ 1
recruitme
nt. Then
by the permission of management, th
nt, the recruitment ‘
advertisement i
is

given in daily news papers. Aff
.. . After that, tl
, thE a i
ppointments are made through the i
¢ interview and on th
e bases of merit

pnd talent.
Promotional Policies
Promotions are gi
given as per
the ru
les and regulations of State Government d
nt and UGC guideline
S.

Grievances and Redressal mechanism
\ny grievances of st .
aff members are settled by both Principal & M
anagement




Date: 14/11/2025 |

Reg No.160/1914

[Department of Co-Operation]

The District Registrar of Societies and Deputy Registrar of
Co-Operative Societies, Vijayapur District, Vijayapur.

s s i € L —

Submitted Annual Reports for the Year 2024-25.
ubmitted Managing Committee for the Year 2025-26.

BHARATIVA  LINGAYAT  DEVELOPMENT  EDUCA TIONAL

ocuments,

eventy Five Rupees Only.
- |This Ac

—— : - - - - - —

L If the activities of the Association are found to be in the interest of the public and against the law.

. Ifit is held that the present documents filed by the Association are not valid at the court or before
any authorities.

If any Association is found to be misappropriating all forms of subscription and membership fees
not being used for Association Purposes.

=

The District istrar

& DistNéaRagis Dt SOFH
Vijayapur.

D T e

aié July Regegianal 60608 igﬁ?%%socictics,

5
i

i
i

OCIATIONAL, VIJAYAPUR TQ/|D/| VIJAYAPUR. Presented by :
e President/Secretary of the Association on 13/11/2025. Fees paid for the

8,91,875/- (In words) Eighteen lack Ninety One Thousand Eight Hundred ;
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excellence will be achieved by creating the
ve their goals with BLDE ASSOCIATION.

themselves to be Suitable qualified

. APPLICABILITY

BLDE Association,

. TYPE OF RECRUITMENTS

candidates. HR Committee manages all recruitment programs for the major institutions and
provides advice and resource materials to other institutions.

* Entry Level — the entry point for people in profession

e Lateral Hires — Experience professionals

* Temporary Hires — Hire temporary resources to meet professional or faculty needs.

. SELECTION SUPPORT

Experienced as well as entry level hires are managed either through BLDEA’S central

recruitment committee. The central recruitment team will partner with the business to

source and select the talented candidates.

- BLDE ASSOCIATION RECRUITMENT PROCESS

It is the basic policy of the Association to select and place candidates on the basis of job
related requirements, and to offer them maximum job satisfaction by placing them in

positions where their ability, personal qualifications and interests can be developed to full

advantage.

1|Page




a. PROFILE SOURCING

The follow;j
Ng are the
- so
candidates. urces from which HR would s
upport the sourcing of

. Advertising,
* Interna] referrals by em
L]

Resource Management

* External Consultants

in the pregs -
or Posting ip BLDE Association website

Dloyees

Database

(only aft ,
er exhausting all other sources of sourcing

profiles)

SCREENING OF PROFILES:

All the received
profiles through any sources would be screened by the local HR

member of the ¢o ..
llege and invite the shortlisted candidates for interview.

INTERVIEW PROCESS:

Human Resources Interview

HR member would invite the shortlisted candidate after the initial
screening

HR member to conduct first round of face to face interview and provide
their feedback to the technical panel in an Interview assessment form and
the application form filled by the candidate.

HR Member will inform the rejected candidates from this stage.

Technical Team Interview

For teaching staff hiring the interview panel would consist of Head of the
f the respective college, the Head HR & Technical

Department, Principal o

Experts |

For Non-teaching staff hiring the interview panel would consist of

Principal of the respective college & local HR member.

All the panel members have to record their feedback about the candidate
e

e Interview assessment sheet for the records.
ts should be shared with Head HR to

cted candidate documen
n for the candidate.

in th

The sele '
decide on the final compensatio

2|Page




reference 10 comple
rence che ' plete the reference check as per the

In case of
any discr, it
highlight (h €pancy in the reference check the HR member need to
€ same 1o the Head HR . e ‘

B .
ased on the Information re

offer of the Candidate ceived HR Head, the principal to decide on the

6. OFFER & APPOINTMENT LETTER

I'he selected candi e
idate wij ; he
te will be provided with an offer letter before joining. He/ s

sh i
ould accept the offer within 7 days of the receipt of

the offer and revert with the

confirmation of the joining date

The offer woul :
d automatically stands cancelled if no confirmation received from the

candidate wi imeli
€ with the defined timeline as per the offer letter. Any deviations for
acceptance of offer should be approved by the head HR.

The detailed appointment letter will be shared with the candidate on the date of his/ her

joining.

7. JOINING FORMALITIES

>

>

Joining formalities to be carried out for all the employees joining BLDE Association.

Employee need to carry the original documents and the copies of those documents as

mentioned in the offer letter to complete his/her joining formalities.

The New joiner will be provided with a joining kit by the HR member with all the

forms as mentioned below:

» Joining Report
» Employee Information Form

» 1D Card Form
» PF Form 11 (PF Declaration Form)

» PF Form 2 (PF Nomination Form)

3|Page




ESI Fory (ESIp

CClaray;
» Graluity Form f - tion anq Nominmiun Form)
OMinatjq
N Form )

Agreemeny
Any other Agreemeny

New joiner needs 10 submj th

> Conﬁdcnliality
>

tandarq fo, employees

joining formalitjes.

e be|0w :
mentloned d ¢te the
OCllmEI"IlS mandatorily to COITI[)I te their

Acceptance of Offer letter
> Educationa] Qualifj

Cation documents
>

Relieving ]ett
er/ EXperienc
e lette I S . y
has worked) r from Institution (or all institution with whom he

p .
hotographs @3-5 depending 4Pon your requirement)
» Permanent Address proof

» Present/ COmmunication address proof

The new Joi
Joiner should complete all the aboye mentioned forms and submit to HR member
on the day of their joining the Association,

The local HR member should create a mandatory personal file for every employee with all

the documents above submitted by the employee as well as the list of documents collects

during the phase of his / her employee, which are mentioned below:

» Copy of resume

» Resource requisition form

» Employment application form
» Interview assessment sheet

» Salary proof of last company

EMPLOYEE REFERAL PROCESS:

As an organization we value our people and we trust that our employees understand the
need of the association and would refer better candidates for any open vacancy at the
Association.

e Every employee is eligible to refer their known people to the organization.

NEW ARTS COLLEGE,
rIKOTA. Dist:Vijayapurs




2. APPLICABILITY

the probationary appointment of Teaching / Non-Teaching Staff

3. GUIDELINES:

Probati i : !
5 ton Period for all Unaided (full time) employees will be 2 years from the date of

Jjoining for fresher’s

Probation Period for all Unaided (full time) employees will be 2 years from the date of
joining for fresher’s

Probation to confirmation process will attract no increment. Exception to the remaining

people who have joined before roll out of this policy or as per norms.

o Probation Period can be extended maximum for a period of up-to 6 months.

e For further extension, management will review the case and use its own discretion.

e The employee will be eligible for performance appraisal increment only when she/he is
confirmed.

e During the probation period, employee will be eligible for one leave month on month as

per the leave policy.

4. EXTENSION OF PROBATION PERIODS

a. The probation period of 2 Senior Professional staff or of a Management Staff on a fixed

term of probation cannot be extended.

20|Page




2)

p. HR Head may,
Authority with

professional staff

PROBATION CRITER]A

at their g: i
dISCI‘Cllon Or at the
Writte

reaSOn N re . . "
S for Xtension extend fequest of a reporting Reporting
* =Aiend th

on c : . g —
ce only fora Maximum Probation period of a continuing
period of sj
IX months,

. specified as definable goals Probation criterig are:

. Related to the Job Description for the posit;
ion

- Related to the level and time f;
rame of the appoj
pointment of the employee

. Designed to ensure tha
e employee works Productively in the Association.

REPORTING AUTHORITY RO

The employees reporting Reporting Authority
a.

b.

Clarif - in the first weeks of employment:
arity probation criterj : A
cria established in the contract of employment

Introduce the employee to the Performance Development Framework and clarify

objectives and performance indicators and establish a development plan consistent
with probation criteria.

The employees Reporting Authority will be at regular intervals or as necessary during the

probation period:

Meet the employees to monitor and discuss progress against objectives, and provide
reasonable coaching and counseling wherever necessary.

Provide reasonable training and professional development to support the employee
undertake the role.

Document progress against objectives.
Alert the employee to the possibility of termination if it appears that the criteria are

p i ance.

21|Page




iv.

vi.

. - 0y *
pmhalli"ﬂ period, one aroung formal Probatie
mid M review/interyiews duting the

. 2 u . ()' ™
peginning of the fina) month of [ the APPointme
of the ¢ €N and the final review at the

s 4 m '
Human Resource i Ployee's Probation,
ary period,

in order to ensure a good working
The frequency of these meetings s
the employee.
Any difficulties should be addr
essed as early as possi
possible and reported to a

HR Head as soon as possible (i.e it :
. possible (i.e. it is not necessary to wait for the next formal review)
As part of the review, head of the institute should: . !

a. Praise good performance/achievements
b. Review timekeeping/attendance, including sickness absence

Discuss the employee’s
ployee’s performance to-date against the objectives set at induction.

e ©

Review/agree training/development nced!s, if necessary
Provide constructive feedback on progress
Identify aspects of performance/conduct that need improving.

Explore problems the employee has encountered in their role.

F R S oo

Provide guidance/support as appropriate, €.g. mentoring,
i, Introduce/agree any changes to the objectives set.
Set next review meeting (if applicable).

k. It is the Reporting Reporting Authority responsibility to ensure that reviews are

conducted within the timescale describ

L.
.

ed in this policy and that HR is supplied with

the appropriate documentation as soon as possible thereafter. If any issues or

re identified, Principal should seek a
tation is crucial to the probation

rthcoming staff development
Equally, it will indicate clearly the

dvice from the HR Head.

concerns a
as it will provide very helpful

I.  Written documen
review process when the

information for the fo

probation period is completed successfully.
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reasons why an apPUinlmcm .
probation.

m. During the fi

: 0
Reporting Author; 1S Should be perq be

8 objectiy
€S and an ira:. -
St apprajsg| Mmeetin an individual development plan to

tween the employee and their

be reviewed at thejr fi

. One
completed to record details of each revi for cach Stage of the process) should be

includi . ;
ding agreed objectives and set review

_ CONFIRMATION OF APPOINTMENT

(@) If the employee’s performance, conduct, timekeeping and attendance have been
satisfactory and fully meet university’s/association expected standards for the relevant
grade/post, the Principal shall complete the probation form appropriately and recommend
that the appointment should be confirmed.

(b) Employees will be advised in writing of the successful completion of their probation
period.

. DEALING WITH UNSATISFACTORY PERFORMANCE

(a) Reporting Authority should seek advice from their designated senior member of the HR
HEAD whenever an employee’s performance/conduct gives cause for concern when
problems first arise. If appropriate, the HR Head may be present at formal hearing reviews.
(b) Where problems with meeting the appropriate standard(s) are highlighted and/or needs
for relevant training identified, appropriate opportunity/support shall be provided to
improve performance.

() The Reporting Authority shall meet formally with the employee to:

1. Discuss any problems identified;
2. Explain what aspect of the work/conduct is not considered satisfactory

23|Page




T AT T

LR i o

3 Explaj
: APIAIN ywWhie . : R
Vhich Objectives/standards are not met and the shortfall between

Standargg and timescales ex|

- pected of the employee and those achieved:
4. What reme

. dial Buidance angd fraining will be provided;
s N (;i\'c L‘l'
CAT Carly woyret . e g
I early warnings of what may happen if required standards are not
met;

6. Give Unambiguoyg indica
7.A

8.

tion of any necessary improvements.

ree : .
8ree a course of remedial action and timescales.

Record the Outcome of

the meeting in writing and give a copy to the
Employee

9.If the required standargs are not

met the disciplinary procedure may be
invoked.

10. EXTENDING OF PROBATION PERIOD

Exceptionally, BLDE Universi
for the following reasons / und
* The

ty/Association reserves the right to extend the probation period

er guidelines of Bye-Laws, UGC & MCI guidelines:
new employee has not

performed to the expected standards of
performance/conduct byt there is ey

idence that the performance/conduct is likely to
improve given the extra time.

Due to the new employee’s sickness or other authorised absence, it has not been

possible to adequately assess the employee’s performance. The probation period

will not normally be extended if the period of absence relates to a disability or
maternity leave. In this regard, due cognizance will be taken of Association’s

obligations under the Disability Discrimination Act and Maternity provisions within
the Sex Discrimination Act.

Advice should be sought from the designated Human Resources Head for your area.

Where the probation is extended, the following must be discussed between the Principal and
employee:

1. Reasons for the extension.

2. Length of the extension period.

3. Assistance/training that will be given during the period of extension.

4. Areas for improvement and indication of how these will be monitored and measured.
5. Appointment will be terminated at the end of extension period if the employee fails

to meet standards of performance expected for their grade/post.

24|Page




6. Any ex ; . .
Y extension of the probation period will not exceed six months.

During the last month of the extended period, the Reporting Authority and their employee will

meet formally to review progress

ing the extensj : A .
During the extension Probation period, the employee will not eligible for any increments
If progress and performance:’conduct are

satisfactory at the end of the extended period, the
Principal will recommend that

the appointment should be confirmed and will complete the
probation form as appropriate.

The employee wil| be advised in writin
If progress is sti

g of the successful completion of their probation period.
Il considered unsatisfactory, the Reporting Authority will inform the employee

and make a recommendation that the appointment be terminated.

11. TERMINATING THE APPOINTMENT

Where an employee fajls o achieve the expected standards of performance/conduct, for their

grade/post, this shall resyt in the appointment being terminated, subject to notice or where
appropriate, pay in lieu of noice,

(a) Prior to the final review meeting the employee will be informed in writing at least five days
prior to this meeting:

* That this meeting constitutes the final review

* It will specify the areas where performance/conduct is not reaching the required levels

* It will specify the date, time and location of the review

* It will also state that the outcome of the review could be termination of the appointment.

(b) At the review meeting or extended probationary review meeting, it is the responsibility of
the Principal conducting the review to:

* Ensure that the necessary investigations have been carried out;

* Ensure that the meeting is conducted fairly, in line with this procedure

* Ensure that, as far as possible, all relevant facts relating to the issues come out at the meeting;
* Decide what action, if any is reasonable and necessary based on the facts.

(c) If the appointment is terminated employees will be advised in writing that the appointment
shall be terminated. inform them of their last date of service and of their right to appeal against
the termination. Reasons for such a decision must be clearly explained to the employee and put

in writing within three working days of the meeting. A copy of this letter must be sent to the

Human Resources Department before the end of the probation period (or extended period).

NEW ARTS COLLEGE,
TIKOTA. Dist:Vijayapur
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v/ The Partie
final

such person shal] pey be alj
ow

unless such person js a witn
. €ss
Confidentiality: COmpIa‘
Ints
confidentialit
Ity. The facts shou
who require to know

Complaints Committee member
S will

grave danger Présented by tp
e

¢ i ;

4 p the information confidential, unless there is a

. ged har justi

sheps, ssch s immediate_agrrr s assment, so as to justify taking extraordinary
IStrative intervention. It is imperative that the parties

involved be discreet
limit thej
. €Ir conversation inci

who have a role resolving the Complaint A a

int.
re bound to mainta;

maintain iali
confidentiality of the proceedings conducted and the

port under this polj
ic
Policy and shall execute a confidentiality undertaking at the

commencement and the end of the proceedings

7. ANEMPLOYEE’S RESPONSIBILITIES UNDER THIS POLICY:

A. If You Are Sexually Harassed:

o]

e}

o

Don’t be ashamed and don’t blame yourself,
Say ‘NO’ clearly. Inform the offender that his/her attentions are unwanted.
Make it clear that you find the behaviour offensive. If it persists, write a memo to the

offender asking him to stop; keep a copy.
Remember that Sexual Harassment is against the Institution’s policy and is also against

the law.
Know your rights under this policy.
a written, dated record of events. Write down each incident including date, time

Keep
and place, details of what happened and your response.
one of the Committee members.

Confide in the Ethics Officer or
Get help. Don’t delay.
te to raise the issue with the Chief Administrative Officer and Chief of

e of the members of the Internal Complaints Committee for

Do not hesita
Operations or any on
appropriate redressal of the issuc.
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issi | report
J) Monitor the timely submission of annual repo

ight to alter,
k) The Organisation reserves the right

ch .
o Believes o have - ven “Mployee wie
N Subjece
. . " / d 1y
n violation of this poll Sexual Harnsamens o
Cy.

wbtout 1y retalintion which is

the Intornal ¢ onpbaings € demersitten nd

nesseq

1 ¢ o

o With the wy Mduct that
- falses 'hf IF‘,’“E £ dnmty the
f (‘*"mpfa'mh Committes

o™ Nt at the workplace which shall include safety
PErsons coming into Contact at the
b) Display at

of sexual
N

SS programmes at regular intervals for sensitising the
Employees on issues relating to Se

Xual Hamssmcnt;

ling with the
e) Assist in securing the attendance of the Respon

d) Provide necessary facilities for dea complaint and conducting an inquiry;
dent and witnesses:

f) Make available to the Internal Complaints Committee such information, as may be required
in relation to the complaint made;

g) provide assistance to the Aggrieved Person if he/she so chooses, to file a complaint in

relation to the offence under the Indian Penal Code or any other law for the time being in
force;

h) cause to initiate action, under the Indian Penal Code or any other law for the time being in
fi inst the Respondent, or if the Aggrieved Person so desires, where the Respondent
orce, aga

h the incident of Sexual Harassment toc
i in the workplace at whic
1s not an Employee, in

place;

initi ion for such misconduct;
| Harassment as a misconduct and initiate action fo
i) Treat Sexual Haras

s of the investigations conducted in cach

ubsti 1y of the provisions
calendar. add to, vary or substitute an)

of this policy at any time.
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9. DETAILS OF THE COMMIT1gs

A. Members of (he Commitee-

1. External Neutral

: Mcmhcv{‘-w'(‘i() Thairperson
L Bow NGOY- Chairperse
2. Convener (Preferabyy Executive HR)

3. Internal Committee Member

4. Internal Cnmmilwc Member

5. Internal Committee Member

6. .

Internal Commitiee Member

. Quorum:
B. Q -The quorum for the meeting is 50% of the members with the chairperson being

mandatory an si jon i
¥ and that for passing any resolution is 23" of the members.

. Frequ 2
C. Frequency of meeting: Members of the committee meet once in four months,

D. Common minimum agenda:

*  Review of Previous minutes of meeting.

® Medical audit review
e Any other related issues

E. Terms of office:

The committee will be appointed for a period of one Year. The management of Association
office / University Office will have the right to reappoint all or any of the said members and

appoint new members and/or to fill any vacancy, howsoever caused.
F. Records and retention period of records:

- Minutes of meeting

- Attendance sheet

" The records shall be maintained for minimum of 2 years.
The Internal Complaints Committee for Women meeting minutes are circulated amongst the

' members and any other department as deemed necessary.
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. OBJECTIVE

e Accountability & Team work awa

* Full Attendance awa

REWARDS
. A 5 gy
ND RECOGNITION POLICY MANUAIL

The objective of the re
the way contributiong j

ward ang I :
€cognition policy
olicy ig o ,
nt Policy is to motivate the employees for their out of

€IS of creatiy i
a i ¢
tivity and INnovation to the organisation.

_ APPLICABILITY;

This policy is applicable g

all the em [ .
Consolidated, temporary o all Ployees of Association, who are On-roll, Contract,

levels of the Organisation,

. Periodicity:

Assessments and recommenda:
dations can be done on Quarterly / Half yearly / Yearly Basis and

one employee can be nomj iple ti
nated multiple times in different quarters. Further spot achievement

awards can be recomme i
nded during shorter terms of Quarterly basis. For ongoing performance

achievements these awards can pe Assessed yearly basis

Performance Management Link:

ecial consi i :
A isp onsideration and weightage can be given in Performance Based Incentive
(Incentives/Bonus) for Employee’s winning rewards & awards in appraisal year. This can be
an additional Incentives increase over and above the recommended PBI by Appraisers During

yearly Appraisal process.

. REWARD CRITERIA:

In order to align employee’s performance to Association values, Employee’s showcasing

exceptional examples of leading these values can be considered for Reward and Recognition

Program. The Award for best Teaching and Non Teaching criteria are

e Innovation award — New ideas and thoughts in any areas and process improvement.

o Student Focus award — Concentration towards student performance improvements other

than the regular classes.
rd — Person who has taken up responsibility and

f the work with complete accountability and team work

execution O
rd — who attains 95% of attendance for the year.
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2. PURPOSE:

nsfer Policy aim
Tra y . § 10 ensure smooth understanding of the transfer needs by the employee and the
process of following transfers:

1) Organisation initiated transfer

2) Employee Initiated Transfer

3. APPLICABILITY:

The policy is applicable for all the employees across BLDE Association who are on ermanent rolls

atall the levels in the organisation.

4. ELIGIBILITY

Any movements within departments in the same location or across locations to same or different

departments will be considered as Transfer. The duration of the transfer must exceed beyond six

(6) months

3.PROCESS OF TRANSFER:

Organisation Initiated transfer:
L otion of University HR team to share the open positions circular to all the
> ssociation

Offices under them for any internal transfer opportunity seeker
0 isations finding any relevant profile internally for the transfer to
rganis

t, The Principal would di
onsent from the emplo,

including date of tra
the transfer process.

ii. In case of

another departmen

scuss the opportunity with the employee.
yee, Principal will inform HR with the

“ea - - c - -
lii. After receiving the nsfer, new location, duration and new

details of the transfer =
reporting structure for the HR 10 comp
59|Page



iv. Annually 259 of employ i
Yees will be transferred from Group - D

Employee initiated transfer:

i. Inthe employee initiated re

' quest for transf,
months in the Organisation O Sl

from the 1 joini

| he time of loming or from the date of last tranafer in
Ver s latest.
ccount of completing the aboye
their re

the department, wWhiche

ii. Ona
requirement, employees would have to approach 1o

porting authorit :
Y and discuss about this open position / Opportunity. Upon

receiving the written approval from t
transfer request to HR department
‘_ through an interview process with
F published.

he present principal, the employee can forward the

for further processing. Employee will have to go

the new department to win the new position as

iii. On completio i i
piction of the interview process, the principal/reporting authority would provide

: their feedback to HR about the internal candidate.

iv. On successful completion of the interview, HR will revert to the employee and the

present principal about the transfer action and request for a transfer date from the

present principal.
v. Transfer from one department to another department should be completed in 60days
time. Additional approvals are required from the management level for any further
f delay in transfer by the current manager with specified reasons.

vi. The principal should be informed about the delay in transfer.

go|Page
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association gra
nts financij
cial assij
I — T Istance up to Rs. 1.0 Lakh to the principal investigator. |
- gator. It is als
W———— anage Y progress report to the Administrative office. For thi X
Sl . . For this purpose
m rm inancial budget under each instituti |
: ' ach institution. The limi
. imit for

Sanction of IRPs j
S is 10%
o of the total permanent faculty of the institution

EXTERNAL
LY FUNDED RESEARCH PROJECTS

Faculty membe
it M ;
These proposals will be scruti ?JUI' Research Project proposals to different funding agencies
tinized by the central research committee before submitting th(;

same to a fundin
g agency, aft g
er getting the approval from the committee; the faculty can

submit the sam
e to fundin
g agency. The associati
) . socia i i i
facilities available to take up the sanctioned proi tion provides all kinds of infrastructure
The manageme Projess
nt has mechani
s B taﬂlsm through which it shall monitor the progress of Research
ex T
A Z‘t"al agency, maintain its accounts and submit the utilization
u
R nding agency as per the requirement of the funding agency. At the
SS 0 i
the project should be submitted to central committee on half yearly

basis.

TRAINING FOR RESEARCH AND PUBLICATIONS

Generally, faculti
Ys ies are eager to conduct research, but because of the lack of expertise to wr
eir

ite

a resear ing i i

ch proposal or having insufficient research skills, they are unable to channelize th
Hence, in many cases, a research proposal is rejected by a funding agency.
ers because of the lack of knowledge about how to write a paper

Id be submitted, sometimes the papers are not accepted.

efforts effectively.
Even for publication of pap
and under which format it shou
Therefore, the association/Institutions shall organize rigorous training programmes for

researchers in the identified areas.

APERS AND JOURNALS

tical for the effectiveness of the In
the BLDE Association encourages the

PUBLICATION OF P
Publication of papers is cri
sh continuously in quality
of papers by the facult
rs to be published in i
rences shall be scrutini
h institution shall be en
o time to boost research activi

stitutes. Faculty members must

joumals. Therefore,

publi
y with a targeted aim.

dentified journals and to be pres
zed and guided by a research co
couraged to publisha quality jou
ties in the institute and

publication
ented at national and

Research pape
international confe

mmittee comprising
rnal and organize

senior professors. Eac
to contribute to

conferences, from time t
the existing body of knowledge-
g3|Page



8. PATENTS AND IPR

The BLDE Associati
l1ation :
would like to strengthen the rescarch leading to filing of patents. If
' nts.

any innovation is d
one, the a iati
Ssociation shall encourage the researchers and scholars to patent it

However, when a facy]

Department level, inst:t)::i(::\m:“ files for a patent, a thorough scrutiny will be carried out at

Association shall bear expendi evel and -at the management level committee. The BLDE

patent is commercialized th 1t:re-f0r filing application for patent which are genuine. If the

BLDE Association as " Soaning nf .ear"i"g is to be done between researcher and the

Association/Instituti per the guideline developed from time to time. The
ions shall create awareness about intellectual property rights among faculty,

researchers and scholars from time to time

9. CENTERS OF EXCELLENCE
The BLD iati i
) E Association would like to create an environment for each department and an
instituti i i
tion, where they work in a specific research area and be known as a specialist
organization. This will conduce to focus on specific research activities in the specialized areas.
Through these efforts, the Association shall promote a particular department or an institution s

[ -
the ‘Centre of Excellence’ in due course for a specialized thrust area.

10. CODE OF ETHICS FOR RESEARCH
BLDE Association promotes research that benefits the larger section of society and so all

institutes under the association are committed to research focused on people, organization and

in researchers by research participants, funding

industry. To honor the trust placed
and in ways that

nd society, the researchers should at all times act correctly

organizations a
industry. In this regard all

respect the rights and dignity
faculty members, researchers and students u

of the participants, organizations and
ndertaking research are bound by code of research

ethics.
1. Academic honesty: One should be honest in all scientific communications, honestly report

sults, methods and procedures, and publication status. They are not suppose 10

data, re
fabricate, falsify, or mi
2. Integrity: One should keep the

srepresent data.

promises and agreements; act with sincerity; strive for

consistency of thought and action. -
careless errors and negligence; carefully and critically examine

Keep good records of research
h agencies or journals.

3. Carefulness: Please avoid
activities, such as data

ata and the work of peers.

the research d
n, and correspondence Wit

collection, research desig
g4|Page



4. Intellectual Property: Ope should h
ono . :
property- Do not use unpublished d I patents, copyrights, and other forms of intellectual
€d dat : ;
here credit is d " 4, methods, or results without permission. Give credit
where S due. Give proper acknowledgement
. ent o i ibuti
Neverpligiarive; r credit for all contributions to research.
5. Confidentiality: Protect ¢q :
nfid . s :
e ential communications, such as papers or grants submitted
for publication, personnel records, trade or mili )
- crnlie i ) r military secrets, and patient records.
. Social Responsibility: Striv :
.ty ¢ to promote social good and prevent or mitigate social harms
through research, public education, and advocacy
7. Competence: Maintai i .
. in and improve professional competence and expertise through lifelong
education and learning; take steps to promote competence in science as a whole.
‘ ality: i
8. Legality: Know and obey governmental policies, relevant laws and institutional rules and
regulations.
9. Animal care: Show proper respect and care for animals when using them in research. Do
not conduct unnecessary or poorly designed animal experiments.
10. Human subject’s protection: While conducting research on human subjects, the care
should be taken to minimize harms and risks and maximize benefits; respect human dignity,

privacy, and autonomy; take special precautions with vulnerable populations; and strive to

distribute the benefits and burdens of research fairly.

11. PLAGIARISM

BLDE Association aspires to facilitate the highe
its academic and research programmes. The aim of BLDE Association is to prepare graduates

st standards of knowledge and skills through

who will be able to take their expertise to the society. As a pért of this preparation, the

faculty/students are requ
papers, cases, €tc. At the same t

and disseminatio
enting research papers/articles

s it undermines basic
[t is therefore important to sensitize faculty, students and research

ired to work on assignments, project/seminar reports, thesis, research
ime, it is expected that the faculty members should contribute
in  generation n of knowledge through research projects, by
publishing/pres
assumes importance a
reputation of the institutions.
staff regarding plagiarism,

«Zero Tolerance’ against
«Tyrn-it-in” software to che
password. The instituti

/cases/books etc. In this context, plagiarism

objective of higher education and harms the

performed either willfully or ignorantly. The Association shall
: plagiarism. In this direction, BLDE Association has
strive to have
subscribed the

supplied with user ID and

ck the plagiarism and all the institutes have been

ons should make best use of this tool.
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12. MERIT INCENTIVEG
VES FOR I'RUM()’I‘I()N OF RESEARCH

The ﬂ'lCl.lH)’ n
'CMmberg
Soare |y . . .
distinguished research, / onored with an incentive in the form of cash for various
; Merit activitioe ; S
Activities in the field of academics and research. Merit Incentives

for ('onﬁrmcd E
The details are a5 follows:

is applicable only
mployees,

A. Merit Incengj
ves to fa
culty members for research grants projects from external

funding agencies:

The policy of merit ;
Incent;
entive to faculty for getting research grants from external funding

agencies like DST
+ AICTE, CSIR, ICMR, UGC, VGST, RGUHS, BRNS, DRDO etc. or any

other research organizat:
I -
) ganizations is proposed. The breakup of the merit incentive in the form of
cash is as follows:

N -
ame Incentive

3% of the sanctioned fund (excluding
fellowships, remuneration, contingency
and institute overhead charges)

Principal investigat
| or/Progra
coordinator e

Note: The principal investigator receives his 50% share of merit incentive as and when the
sanctioned amount is received by the Institute from the funding agencies with undertaking to
complete the project in stipulated period. The remaining 50% share will be released after

completion/submission of audited reports/ project completion certificate.

B. Merit incentives for books publications and patents:

o Type of work Incentive

No

Full book/monogram published with reputed publisher having Rs. 5000=00

0l ISBN no.
02 | For each Full Book/ Monogram (with chapter or pa}nial Rs. 3000=00
contribution) published with reputed publisher having ISBN No. ;
h patent (Granted
03 | For each patent ( ) Rs. 10,000=00

* Expenses for patent filing, drafting and other office fees will
be borne by the BLDE Association for genuine patentable

works. - - -
In case of multiple authors, the cash will be given to corresponding author.

g6|Page



C.Research Publicationg j, journals;

[sLNe |

Journal type Incentive

01| For papers pubishe | R N

02 | For ;‘;‘r‘vlf: P-l:---'“"?" N Journals having impact factor 5.1 - 10 Rs. 5000=00

03 T:“'“‘“"““‘E-'-----l ‘shed in journals having impact factor 2.1 - 5.0 | Rs. 300000
2 [ 70T Papers publisheq S e e P ———

04 | For papers publioy oy o having impact factor 1.1 -20 | Rs. 200000 _
04 | For pape o ' Journals having impact factor 0.6 - 1.0 Rs. 1500=00

IS publj in =St
Note: 'shed in journals having impact factor 0.0 — 0.5 | Rs. 1000-00 J

» Impact factorg calculated by Thomson reut

: ers/JCR will be considered:; journal’s own

mpact factor : ;
calculation wij not be taken into consideration.

» Papers publisheq i, non-indexed/non-refere
» On-l

and

ed journals will not be considered.

ine open accesg j ; i
S Journals will not be considered until and unless they are indexed

POSsess impact factors by Thomson reuters/ICR.

» The BLDE Associati i
¢ Ssociation will not pay the publication charges for papers published in
Paid journals,

» Incase i i
of multiple authors, cash will be given to corresponding author

D. Presentation of research papers in conferences:

Type of conference Nature of support Frequency
| For presenting papers in Tra_vel allowances and ; :
| national registration fees for presenting ?:l::‘ GEonG i A asademic
| conferences/seminars author
| For preseqting papers Travel allowances and
| in international registration fees for presenting | Once in two Years
| conferences organized author
{ in India
| For presenting papers Maximum of Rs 50,000=00
| in international or Registration fees, | Once in three years
conferences organized whichever is lesser for
outside India. presenting author. l
Note:

> Travel allowances will be paid for sleeper class travelling by train within India.
» For abroad travel (international conferences), the travel allowances to be borne by

the candidates or through funding agencies.

1 IPAL,

ARTS COLLEGE. 87|Page

NEW {-Vijayapue

TIKOTA. DI




W 1 e 1 3 i
ot A 7 | ,
757 i oL A=
T . % N W hlra

|
iy )c o A E . Tl EPa

@.o.u\uv.a@ﬂw\u .\c . I.\/.L,--...a.,.....mw o ~ tp. h-d w)ﬂ%hmnb.\b@ PHU\U«J

e 0L —
5oL me%qoﬁuboh. muba

mﬁﬁﬁ Rare e ] %% 7 (KeIPLB

G 0 S ! =
g | TR e s

ﬁw‘f..,\.].v\»wd w)\J\;\*\w\d
QO ;|

2 ReT m)ud)ﬁ\d =9
Q2 CRO)

B mJQoR i R .. juwfu e
i el 2 Ol pr e g

-

1

. T 0 e a0
X P

. Y
PR e e
3 _ i M.JJ 1

iy ] \,o@_,wuym;mw T 3
_,uJJ;m,QFJHw\W)\u b7 ‘.Jn,m.nvnﬁq. mn_“w bdD%M
e I I0L2 e Pt [act e

SNy YR P,%./ ﬂ.b\ml__ FL:R.W.O % s 07 : ﬁmdﬁm\w %.A‘.N‘r%.b\, Vrud
OO Se— I e |0 Y | U T

! __,\1 ; = AN b E - el
TR BZ 8 1t~ 8¢ IS 0 3 o

{IRE: | P 1
BRI R {2 Lo L THST ] BRERRE o2 cvan L gl

f

goRene mEest poce EeKee

ot aaoate delriw e



