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HAfgeT vd 91al e w31y
R CEI
¢ feoeh, o fowmR, 2013

AHLY. 769(31).— DT TRBR, ARRN BT HRRA TR oiffie Ialited (arvr, gfawer vd ufadn)
AfAfrH, 2013 (2013 HT 14) B GRT 29 FRT Yad ARhAl & TANT FRd Y, FrefalRad fFrm a=mdt 8, srrfq—

1. Jdftra A SR URW—(1) 39 HEl &1 e ARRerl w1 sried ) dffie Sdled (AR,
gfemer gd gfodiv) 4, 2013 21
(2) A ISTUF H THRE B ARG BT Uged BT |
2. IRHETNTY. —3= i 8, 519 9% e # arer sruféra 7 &, —
@) “ofRfrm q erRed wR ARt @ dried W ofie SaleT (arvr, ufavy vd gfad)
NfSH, 2013 (2013 BT 14) AR &;

@) R § 9RT 9 & fiF @ T8 Rierd afiud €;
@  Rremd i @ sialRe afafy sear e afafy sfnd g;

“Hed T W ORI 2 & TS (3) H ar—yRaivd <ifffe Safied &) g ifia g;

—

€) uwr | SRR @ BIS aRT AR ©;

@) fae Rere” | B8 T AR AfUT § S ARy STeRdl arel @Rl @ AT U °f | §aR
w1 B foru ulRiferg 2, R S afhid Aadcl U4 SMavdedr &l FHEm 81dl o

®) g v SR ue o F'l wgad € iR uRwifya W@ few wy 2 feg v # aRefya fayg

U 8, 3 ref g8 8, St rffee # Ry u
3. IrfaRe afRfd & Jeai & forw o ar wwT

(1) IR-—WHN el # fFgd dew, idRe |ffy @ sriafRdl & smaeH & fou ufafes 200
PR & W B FPR BN, AR Ih AW NAMS! I ol TRR drargded AT drdgdierd a9 |
TqAT ACIRG IT RN A AA] I R G §RT W9 Dl T3 aR<iad A, i 1, &F 81
afrgfd & 1 shaR B |

@) o Su—fem (1) ¥ fAfde vl & 9o & foy Sarerl g |
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4. dfre Safiss @ w9fta qef 9 uRfaa aafe - ar1 7 @1 Su—uT (1) @& @ve (M) & Ao &
fou <iffre Scites @ wafa el 9 uRfa =afe tar afte e o ot Safled 9 wdfa g5l
faerysTar uret & den s fEfalRaa # & @I afffera & aam —

(@) AT BRI & &3 H B A P 5 Al $ AJ9d dTell DIy AMIGTG BRIGAT Sl AN &
AIhIHROT qor fARTeaar driRed R e SATsT & F9R T & R & & oy rae
AITR R &7 gord B &7 A1 JeRd dhral 8;

@)  var @t S osm, R, Rifae ar gifes fafy 7 oar wra g
5, - afifa @ sieue dor Wl @ faw i ar ww ¢

() e A @ rud S affa @ erdarRal & s @ fog ufafed 250 $w (] | TaAN
TU) B W B oI EhaR BT |

@ gRT7 @ [UURT (1) D WS (@) IR G (@) & efe Amffde de=i 9 =1 wrrig afafa «
e, I AT @ sRiafRal & amae & foy gfafed &7 @ 919 & 1 & gheR 'R 3R
R ¥ ol SRR aTdgdhe, argaiord 98 3 JT STSIRERN I7 ST | Jfrar a1 iR SdD
ERT @9 &I T8 aRAMAS aNTd Sl 91 B4 8, B Uiyl & 1 HaR 81 |

@) e fderd, Suffae (1) ik Sufrm (2) # ffds vl & e & o SaRer 8N |
6. dfire Safled @) RIer™d : gRT 9 3 ST-uRT (2) & YA & forg,
(i) Sret wafra Aftar, o INIRG rTHfdl & ®RUT Rerd oxa # ongaed ®, a8 fAfeRad gwr
RIHRIT BIgd &I S Fhel & —
(@) SHPT AGR a1 AF ; 3fe@r ;
(@) BT AEHHT; AT
) T AT JMMANT AT M AR RN BT BIg SIABNRY: AT
(@) afrd Afeer @ faRad T=fa & B VAT aafdd SR ger & SFar §

(i) Set =afora Afeer, ool #HRISG Semdl & HRY Rerd wxa H erqwel g, a8 f=faRad gwr

RIeRId BIgel @Y ST Ihdl & —
() ST ACTER AT 7, e
@) s faow Rers: an
M @ig HfEd ANfaPHR s a1 A=A, serar
TAReTH AT WG IS 19 98 SUAR AT IWRYG U< HY &l 2; 3ferar

)
(=)
(8) S9Ud ANER AT GRd a1 A9y RBrefd o A< AfdeR s a7 Aadsne a1 aRed
JFrdT WHRT fore el 98 SUER AT <6 TG HR RE| 8, & A1 Ggh WU A Pls VAl
Ffad R <ifre Safied & SHarT 2

(i) <Ter <afdrg Afge, faxlt FRUT I Rerma wxa H oAt B, 98 S9! forRad wwfa & v afad
gRT RIprId BIsd &I O Ihdl 8, R " &1 JHaR! B |

(iv) <ref =i afgen &1 977 8 9l & 98l Ue UPpd, °cdl & IMeR gRI S9a [Af¥e aika &
T 9 forRad wu # wIga & S ADAT |

7. Rreraa & g &1 T —

(1) RreRd BIsa R GFY, URT 11 & Susell & e Ribraaed! axedd Sxardsti qer et
% A U4 Udl & A1 Rierad @ vy ufoa Rrera affa of aga s |

) frera g 89 W), Frera afbfy Sufem (1) @ orfie @ after 9w ufoal & 9 &
gf A1a B ey &) 3afd & WAk yeaeft ®r JoriT |

@) yxedl Sufd (1) @ &refia fafafds <xarast @ wiftd & I & <9 fas & o fde oafd &
AR SATESll @1 Al T el & 9 Gd udr & A1l RIGRT UR U IR B BT |

() Norm At T9iie I & Rgial & agaR, Nera @1 e |

() Rrera Afafy o ST @7 SRIAE FH B a1 Rread R Ue uey vl W #1 sifierR
BrM, afe Rerasal a1 gl waia &Ror & 391 genRefa srge a1 dioRiE e gRT
AT SR 19 garsal # rulRerd Igdm & a1 &l © -

=




[ ITI-8vs 3(i)] HIA <l U9 . SAHER 3

Ry Had uereR a1 AR H faRed wu A ume T @1 Aifew fay fomr & Wi ar e
vl fres aTRd el fhar ST e |

6) uTHERI BT Rrwrad AT & TR HRIAE! & fhdl IR #§ 319+ A &1 ufaffea &1 @ forg
ey fafdrs et &1 o @1 srgAfa T8t 8rf |

(7) S &1 Hared wRd 99, erma 9y @ o9 9 w9 39 e oad genRefa dieria
MBI 3rerar 3reer, B, SURT BT |

8. o4 dfdd w1 & A Rreradedl $1 a9 IgAiy - AT Afzen @ faRad wu # Ry W,
Rreraa afafa e @ fr=faRad @ RieRer &% Jad 7 -

@) =afya Aftem & S fwed a1 e Moy Rue forgm don g9 6l o ey &t
JrEfeT BT I yeRll Pl AT HAT |

(@) fere AT & Al W AT AT B [ fers ity o1 wideror R I geuell B v
BT |

9. ofire Safiss @ forg aRars o313 @) Afd : T 9Hc o vrea, wei a1 fd fagm € o=
Rrera wfafy g9 fod w® wgad 2 & gl @ favg e arfea &1 v € @' aenRefa e &
TEPRI I BRATE B B RIBIRYT B Fhdl & forad foRad g & &1 Iredr &=A1, dard=i SRl 6T,
Sicr a1 e F=1, U AT, daaeic 1 daudig e, Tl B JdT S dAr a1 uwrel 9 o
AT o AT ATRTRIS dT PR BT < <A1 ATMASA 6 |

10. e srerar guiayel Rerad seEr fHear Jed R RAE - S9 qWal @ R S8l dar 9
e €, el e afifd s e R ugedl & 6 gcell & o s guitayel & orerar @
Afger srerdr e w=1 arell o= B @afadd 7 I8 Sd 8¢ 6 I8 fear 2 Nera &1 § srar afdd
e 1 NPprad R arel (Bl A 7 fHexfad Aar YHe Sxardsl URd by 8 i g8 germRefc e
rerar e e &1 1M 9 & Sudel & AR HRAE B &l RIBIRY &R Faefl |

11. JfIe : aRT 18 & UG} F e, URT 13 T SU—awr (2) F el A1 9RT 13 Y -4 (3) F G (1) AT @I
(i1) 3 STETTT STeraT €T 14 3hY STLRT (1) 3T SI—YRT (2) AT €T 17 3 AN 3t 7oAt feropfiatt 2 Wt frewriatt a6t shrrifeara = foR R
G =afa 1S At sfenfien e (et (e stfafrm, 1946 (1946 T 20) 6 9w 2 % @S (F) % el sfegfea srefieft
Tfreh DT STfiet HT FHT |

12. gRT 16 ® SU€El ® Scdd®ud ® fol¥ G — N 17 & SUsel & efiq, afe »is aRp uRT 16 &
SUddl BT Iected HRAT 7, I 6T U0 Jfdd ¥ wRd & w9 H UiE g9R SU B AN BT aGell dT |

13. SR Ife IrAfoIa dx1 ) AT - aRT 19 & Suse & efi|, udd I —

(@) BRI W dfie SafieT & ufomey, W@W?ﬁ%ﬂ@%ﬁ?ﬁ%ﬂTﬂﬁ?ﬂT
HAdHeq T G IR BT TAT IFBT AMS TR BN, Nt ey ol daar ?{j‘\f@m
I BT dgrar A1 qR W ARG SR BT AR HAT 2, S Aot @ v g
SR gRaer § IFTEE B 8

(@) ofdR® FHT & Tl & oy, yarH HrRIHHl Td AAARI S fharaa= H;

([ M) HHAR SIFTeHdT HRIGAT S Haaa &I q1 Harel & fow #E @ go een e
TR RISl G, U™ |9, Ai2ell d9E, Iﬂ?jvﬁrl%ﬂﬂ freiR g, =l W e den
DI 3= o, O aeasd F9e 1Y, 3iddferd 81 Adhd &

@) oraR® dffa & Geil & foy emar i gd Sivre (AT SRisH &1 Herer B,
(®) ofdR® Affa & T Fewl & Ml U4 §UD & @RI S G BT,
@) M & SUSHl & IR H HHAING] B FAeAd I9M @ oY, BRIRNART U SNRedhdl

HRIBA! D AT B 1T, 15T IRBRI gIRT fAbRId AUSSI BT STINT BT |

14. qifife RUId daR &= - a1ffe Rud 59 ar/1 21 @ &iaqvia Rrera afifa grr dar far s,
# famfoRad <R 8 -

@) a9 § ur it Saisd &1 Rl & 6w,

@) A Rremdl o b e a8 & SRE Ao e T

(M T Al B e o 9« T W afded rafy d@ fed &
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@) ffe SaleT & favg fhafaa eriemeRt a1 SIFTSEar dRiGHT & HaT;
(8) FrRRRT a1 Rar A¥HERT §RT ST T8 HRATs BT W9y |
[T, 9. 19-5 /2013—S<gsy]

Sf. #RoH, dyad Afrd

MINISTRY OF WOMEN AND CHILD DEVELOPMENT
NOTIFICATION
New Delhi, the 9th December, 2013

G.S.R. 769(E).—In exercise of the powers conferred by section 29 of the Sexual Harassment of Women at
Workplace (Prevention, Prohibition and Redressal) Act, 2013 (14 of 2013), the Central Government hereby makes the
following rules, namely:—

1. Short title and commencement. — (1) These rules may be called the Sexual Harassment of Women at
Workplace (Prevention, Prohibition and Redressal) Rules, 2013.

(2) They shall come into force on the date of their publication in the Official Gazette.
2. Definitions. — In these rules, unless the context otherwise requires,-

(a) “Act” means the Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal)
Act, 2013 (14 of 2013);

(b) “complaint” means the complaint made under section 9;

(c) “Complaints Committee” means the Internal Committee or the Local Committee, as the case may be;

(d) “incident” means an incident of sexual harassment as defined in clause (n) of section 2;

(e) “‘section” means a section of the Act;

(f) “‘special educator” means a person trained in communication with people with special needs in a way
that addresses their individual differences and needs;

(g) words and expressions used herein and not defined but defined in the Act shall have the meanings
respectively assigned to them in the Act.

3. Fees or allowances for Member of Internal Committee.- (1) The Member appointed from amongst non-
government organisations shall be entitled to an allowance of two hundred rupees per day for holding the proceedings
of the Internal Committee and also the reimbursement of travel cost incurred in travelling by train in three tier air
condition or air conditioned bus and auto rickshaw or taxi, or the actual amount spent by him on travel, whichever is
less.

The employer shall be responsible for the payment of allowances referred to in sub-rule (1).

4. Person familiar with issues relating to sexual harassment.- Person familiar with the issues relating to
sexual harassment for the purpose of clause (c) of sub-section (1) of section 7 shall be a person who has expertise on
issues relating to sexual harassment and may include any of the following:-

(a) asocial worker with at least five years’ experience in the field of social work which leads to creation
of societal conditions favourable towards empowerment of women and in particular in addressing
workplace sexual harassment;

(b) aperson who is familiar with labour, service, civil or criminal law.

1. Fees or allowances for Chairperson and Members of Local Committee.- (1) The Chairperson of the
Local Committee shall be entitled to an allowance of two hundred and fifty rupees per day for holding the
proceedings of the said Committee.

2) The Members of the Local Committee other than the Members nominated under clauses (b) and (d)
of sub-section (1) of section 7 shall be entitled to an allowance of two hundred rupees per day for holding the
proceedings of the said Committee and also the reimbursement of travel cost incurred in travelling by train in three
tier air condition or air conditioned bus and auto rickshaw or taxi, or the actual amount spent by him on travel,
whichever is less.

The District Officer shall be responsible for the payment of allowances referred to in sub-rules (1) and (2).

6. Complaint of sexual harassment. — For the purpose of sub-section (2) of Section 9,-

(i)  where the aggrieved woman is unable to make a complaint on account of her physical incapacity, a
complaint may be filed by —
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(a) her relative or friend; or

(b) her co-worker; or

(c) an officer of the National Commission for Women or State Women’s Commission; or

(d) any person who has knowledge of the incident, with the written consent of the aggrieved woman;

(ii)) where the aggrieved woman is unable to make a complaint on account of her mental incapacity, a

complaint may be filed by-

(a) her relative of friend; or

(b) a special educator; or

(c) aqualified psychiatrist or psychologist; or

(d) the guardian or authority under whose care she is receiving treatment or care; or

(e) any person who has knowledge of the incident jointly with her relative or friend or a special
educator or qualified psychiatrist or psychologist, or guardian or authority under whose care she is
receiving treatment or care;

(iii)) where the aggrieved woman for any other reason is unable to make a complaint, a complaint may be
filed by any person who has knowledge of the incident, with her written consent;

(iv) where the aggrieved woman is dead, a complaint may be filed by any person who has knowledge of the
incident, with the written consent of her legal heir.

7. Manner of inquiry into complaint.- (1) Subject to the provisions of section 11, at the time of filing the
complaint, the complainant shall submit to the Complaints Committee, six copies of the complaint along with
supporting documents and the names and addresses of the witnesses.

(2)  On receipt of the complaint, the Complaints Committee shall send one of the copies received from the
aggrieved woman under sub-rule (1) to the respondent within a period of seven working days.

(3) The respondent shall file his reply to the complaint along with his list of documents, and names and
addresses of witnesses, within a period not exceeding ten working days from the date of receipt of the documents
specified under sub-rule (1).

(4) The Complaints Committee shall make inquiry into the complaint in accordance with the principles of
natural justice.

(5) The Complaints Committee shall have the right to terminate the inquiry proceedings or to give an ex-
parte decision on the complaint, if the complainant or respondent fails, without sufficient cause, to present herself or
himself for three consecutive hearings convened by the Chairperson or Presiding Officer, as the case may be:

Provided that such termination or ex-parte order may not be passed without giving a notice in
writing, fifteen days in advance, to the party concerned.

(6) The parties shall not be allowed to bring in any legal practitioner to represent them in their case at any
stage of the proceedings before the Complaints Committee.

(7)  In conducting the inquiry, a minimum of three Members of the Complaints Committee including the
Presiding Officer or the Chairperson, as the case may be, shall be present.

8. Other relief to complainant during pendency of inquiry.-The Complaints Committee at the written
request of the aggrieved woman may recommend to the employer to-
(a) restrain the respondent from reporting on the work performance of the aggrieved woman or writing her
confidential report, and assign the same to another officer;
(b) restrain the respondent in case of an educational institution from supervising any academic activity of
the aggrieved woman.

9. Manner of taking action for sexual harassment.- Except in cases where service rules exist, where the
Complaints Committee arrives at the conclusion that the allegation against the respondent has been proved, it shall
recommend to the employer or the District Officer, as the case may be, to take any action including a written apology,
warning, reprimand or censure, withholding of promotion, withholding of pay rise or increments, terminating the
respondent from service or undergoing a counselling session or carrying out community service.



6 THE GAZETTE OF INDIA : EXTRAORDINARY [PART ITI—SEC. 3(i)]

10. Action for false or malicious complaint or false evidence.- Except in cases where service rules exist, where
the Complaints Committee arrives at the conclusion that the allegation against the respondent is malicious or the
aggrieved woman or any other person making the complaint has made the complaint knowing it to be false or the
aggrieved woman or any other person making the complaint has produced any forged or misleading document, it may
recommend to the employer or District Officer, as the case may be, to take action in accordance with the provisions of
rule 9.

11. Appeal.- Subject to the provisions of section 18, any person aggrieved from the recommendations made
under sub-section (2) of section 13 or under clauses (i) or clause (ii) of sub-section (3) of section 13 or sub-section (1)
or sub-section (2) of section 14 or section 17 or non-implementation of such recommendations may prefer an appeal
to the appellate authority notified under clause (a) of section 2 of the Industrial Employment (Standing Orders) Act,
1946 (20 of 1946).

12. Penalty for contravention of provisions of section 16.- Subject to the provisions of section 17, if any
person contravenes the provisions of section 16, the employer shall recover a sum of five thousand rupees as penalty
from such person.

13. Manner to organise workshops, etc.— Subject to the provisions of section 19, every employer shall-

(a) formulate and widely disseminate an internal policy or charter or resolution or declaration for
prohibition, prevention and redressal of sexual harassment at the workplace intended to promote gender
sensitive safe spaces and remove underlying factors that contribute towards a hostile work environment
against women;

(b) carry out orientation programmes and seminars for the Members of the Internal Committee ;

(c) carry out employees awareness programmes and create forum for dialogues which may involve
Panchayati Raj Institutions, Gram Sabha, women’s groups, mothers’ committee, adolescent groups,
urban local bodies and any other body as may be considered necessary;

(d) conduct capacity building and skill building programmes for the Members of the Internal Committee;

(e) declare the names and contact details of all the Members of the Internal Committee;

(f) use modules developed by the State Governments to conduct workshops and awareness programmes
for sensitising the employees with the provisions of the Act.

14. Preparation of annual report.- The annual report which the Complaints Committee shall prepare under
Section 21, shall have the following details:-

(a) number of complaints of sexual harassment received in the year;

(b) number of complaints disposed off during the year;

(c ) number of cases pending for more than ninety days;

(d) number of workshops or awareness programme against sexual harassment carried out;

(e) nature of action taken by the employer or District Officer.
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et T T2 FRRTTRen T FATRad T T UH FA I i O, TATRAT, i Jiatd a1 ey afafa v
ST |

13. St RaE—(1) =0 srfafaaw % sefie sti=r % @ g uw, FanfRafy, sl afafe ar e afafy
s Ayt it uw Rore, wanfRafy, s 71 e afgwr 7 S F @ g A arig & a9 3T i safa w
T IUTsy FLTUIT 3T THT IS HaTera TeqshTel il I FXTs SATUIAT |

(2) STef, Farfeata, safe gt a1 erE qfta =@ FoRd 7w ag=dr © F et F fGeg afieree
TTferd A8t FFaT 3T 8 agl, g, e i e srfeerdy it 7g fArerfrer w60 & amoer § Bt wrdars &1 fhar
ST sTofera 7t 8 |




(3) STef, Farfeata, siafs gt a1 e qffa =@ Ford o ag=dr § & gt 7 feg afvere
TIfed B 4T 8, 9gl, a8, TATRAT, st a1 e stferst & Aeatertera & foro e st —

(i) SrfT &7 AR F4T FIHT % ISl F AR FIAT % & § q7 Sef, UH 941 Fa97 T8 a910
w2, @l vt Af §, S AT i s, AR safteT % o wrars w71

(ii) SerefT =1 @] FaT et § Bt ara & gra gu o, yorft % aa a1 Aegdl ¥ S q 7 &
a7 39 fafas arfiat #r d@a v S arer Uy T A Sy ag "tad a8, Ferdr O, ST 15 %
TS F ATHTL A ATLTT FY

Tiq I S Toefl & wided § AuRad T AT AN F q9Ied g7 T 6 HwE0 IEE aad | U
FEIAT e § TR g a7 ag TeadT &7, ATAq qigar Fr UHT 77 T Fa7T F3 A7 (A0 T

Tiq T8 i T afs woeff, @< (i) # Ffde afer &1 d9a@ F9 # s@wa w@ar g a1, Tfeaq, At
afafa a7 e afut, dafaa S atemry v - & Farar & 9 # 90 A a5 F o e s{fd w7
AT |

(4) ST a7 e stfesery, s g frrfer v wifeq & ars f&F & o 37 92 #riars :3m |

14. Fr=gr a1 SuqUT aRETe ix = are F g do—(1) srei, FonfRaty, aats afafy ar erd afaty
= Aot a7 qg=dt § & st & faeg sferwere guqet 8 a1 safaq afger ar afare 3 armo Gl s safaa =
afiare &7 =7 S\a gu BT § a7 st afger a1 afiae #3 ar Bt o= 23t 9 8 fed=a a1 9rHE
FEaTerr ver T & a1 9g, FurRafa, M a1 R st #r o5l wfger ar st F Beg See, goteafa,
ST 9 T ITLTT (1) AT ITETT (2) F erefie aars T 8, ST AR FaT Rt & Suee % e 1 STgi Ve 44T
R R 71 €, =er, =i ffa 7, st fAafea i sro, wriars we i e w7 ot

g T afvare &1 g F3 a1 aaTed qea SUAsy I H had STHHAdr, 9 9T & e ararat &
fowg Frears srRid Tal H

g 7g i B ol wrdars i e fro se & @, fafea ahraT & o 1 S #33 F 9991q
afeardt Y A T gugetr smer frg T st |

(2) STET, FATRATT, SAafaw T AT T FHIT 39 o 92 9g=dl @ 6 S % 30 et qreft 1
T are 33T § 97 A Fet=a a7 9T FEATeS AT 8, agi a9, FATedt, |ret & [Fase ar [ stewrr
T, IFd ATET HT AN HaT T & IUaei & ATH AT i UE qar e w281 €, agi vt G #, s fafga
Y SATT, FTLATS FLd it (RRTIET T TR |

15. TTQRT T ATETTT—TRT 13 T ITUTT (3) F G (ii) F 7w st wigar & g v s areft e
T FATLTLIT FTA o TATo 6 forw, Tl siater afaty a7 s afafy P o 8 @ h—

() =TT |IZHAT H1 FT gU AT AraTa, FET, AT T ATaTeH T e
(@) & 3eftae it et F Freor gfer F s A g,

@) T2 g gt a1 gatesthat i Su= & forw swra e =0,
CIEREIEIEIEE L ER DRI DR

(F) TFHeT AT Fhedl § U "arr it Jrear |

16. IRATE i SAqAEIA S AT FEATRAT 6 THIAT AT TGS HA A TTTT—TAAT FT STAFHT
srferfaT®, 2005 (2005 F7 22) § FoFeft a7 & 2ra g0 T, a7 9 F o7efi oy 0 afaTs it stqaeqe, ST AT,
Tt ST ATt Y TgE T Ud, g T A FEAT AT F Sared T Sy, aerteaty, st atafd ar
TR wAta it Rrerient o = sfafaem % Iuset & srefie s ot S e g i 72 wars w7,
foreft o Sifa &, werrfera, S sfiw difea #r d@xf=a 2 arEst=s a8t T s

TR =9 AtAIH % orefiT AR Icftew ft e fifeq w1 gfafesa = F g9y § SeEaet #71, SAEa
HIZAT ¥ arferat 919, I I7T TgATH T SAhT TgaTH T Thioqd Hed et Fheal o= fAfafteat &t yse o
oA, 8T R ST e

17. aRETE $ siqaegetl X AT FEATRAT F THIAT AT AT A & C AfFq—Tgl Fre AT,
Sraet =8 atferfa=m & Iugdl & stefiq ufars, = a1 gt Rrerfert a7 it ST areft Fars w1 S9rad w31




I U FAATET A T FHAT G ITAT 8, T 16 F ST FT Ioerad FIT, Tgi 9 IFq ATHd %I AN 94T (==t
% IUST F ATATE AT TgT UH &aT == w987 8, agr, vt Ofq &, v f@fga i s, enfea & forw 2wt grm

18. TFT—(1) &TT 13 FT ITLTT (2) F A= A7 9mer 13 ¥ 37T (3) F @2 (i) AT @ (i) AT 91T 14 F
ITLTT (1) AT ITLTT (2) AT &TT 17 % 1= 67 72 FBreprfvent a7 vy fErerfen #r swmtfraa 7 o s & == f9q g
=, SFq AT &l AN qaT I F ISl % AqH ATATAT T ATIFIOT T T FT TR IT STl UH &ar
e fErerme 7t 8, 9et Joma ya et srvg fafer & sueen av wiager wara et foer, =t safaa ot Ofa &,
str fafga o s, srefier & | |
(2) ITETT (1) F 7efie srfier, fRrerfent o oo famr it srafer 3 ofiae i sroefy
FEATT 6

ST & Fdew
19. ST F FeT—IAF (FIToTh,—
(F) FTHEIA IT GLIAT FTF ATATAL0T ITASH FITUIT, TR ST FTAEISA ¥ G § A T
st & et ot g

(@) AR It  ofeas aform; o amer 4 &t STame (1) F qefi= sarafe affta 1 7T w3
T AT Al FIAEAA § FohelT HZSIG9T AT I TE9T FHT,

@) AfaF=w F Iugel ¥ FHATIT H Ul 9919 & forg [Faf{a saaat 97 e =i
SITHHTET FTEAFH AT A G & gaedl & forg tsfamm wrEwa, v dfq &, s @t & s,
AT T,

() FATRATT, siaiys Fiufa 31 s Gt w1 9RETe 9% #TAar &9 i S H# a=9e|
A % oI e Faemd Iuese FIUA;

(%) FaTreAtq, Afaties qiafd a7 e GiEta & qwet Joreff ofw arteray it g gHfead w3
H FETIAT T,

(@) Terteafa, siaie afafy a1 oy afafy fr = SeE suersy woo, S g 9 @i
T (1) F AT 7w 10 9Rare #7 ea19 § T@d gu sated &,

(=) AT F, (% 98 AT dT HZAT (1860 FT 45) a7 Te8wT wgw Fhelt st fafer & srefiw
AT o Fae | IS TATE B FHAT, FAT FLAT g, HETAAT T&TT FHT;

() UH FrEea |, SEH qRF Iofted & wer g2 off, stresar & fwg v afw ==tua qfgan
UHT ATRT FLAT &, Tl ATTIFHAT Fle HFHATLN Al §, AT & AigaT (1860 FT 45) AT TEHT T (el
=1 fafer  orefie FréaTs st FEaTuA,

(=7) AR Scfteer 1 a7 (A=t F 1= FaEm=Te /e i U9 Fer=e F O wriars e w4,
() A FATT T RAIEt 7 F977 9 T&qd 37 ST T JTHT H |
qeqTT 7
S stfererdy & whden s afaaat
20. ST AFAFT F Feied Sl arfFaai—ore stfasrdy,—
(F) T AT 5T & T2 el i F97 § 75 U ST A F3m;

() TE IUTH T, ST AT IS 3T ARHATA F ATHTN F Farer § AT FHord w4 & o1y
AR TMSAT Rl A 6 oI strareds gf |

T 8

EETL
21. AfAfT g arfies R w&qa fFar Sr—(1) ety siafies afafy =7 s afafy, s w6
Y H, U8 987 § o7 UH 79y 92, S AR B s, g arfiw (Ol qar w5 S swenr M qor e
STTErTLT T TEqT HeIT |



(2) ST srferey, saeam (1) F srefie e afis et a2 ue "@terea R Tsa T<hTe &t Som |

22. R gy aifts R & Sy 1 gfeafera fham Smar—fesre, st e & wrger B o
AT, AT TS 2, ST AT FMSA 6F AT RAE § =7 ATSHTH F orefiq 376 et &t swear &1 ateaferd
a1 Stet T foare G T ST A st SR A S €, a8 UH WiHA T 0t 9T, Ate ws e, e sfasw w g
LT |

23. FHET LR G T 6 AT ST A6 T@T AAT—Tq =T TR o7 AT HTH 6 FAeadT
T AT AT ST FTHEAT T AN ICHESA o B2 [0 T {7 [T 70 76 ATHAT 6t HAT § Hafeq s
TER(T |

24, GG G G ATAREH F =) F o urar fFFar ser—at=a ave, B siw s swreet
T IqAHAT F AT Tad gU i—

(F) FTAEIA IT HIZATSH F A eh Schre & A0  forw Iuser e arer =0 Afarfa=a F suaet &
I H AT A THH TR 6 (0 Erq g, forer, S=ar o gt awiat w7 i 6w
TR FTAHH AT FL AT

(@) T giaTe wiata & geeat & oo srfafEeam siw wtoreor sy Afesa we ot

25. GEAT FE ST ATt &7 Feor w2 it afFa—(1) Tq=T 961, Tg G914 g S 9% 3 047
FIAT AT Td & IT FHEAS I GigaAT FHATRAT B H sraea g, Forfea swaer g, —

() Tt fRrgrotes = e sfersrrd & AR Icfteer & e o vt forfera g=mm o saehr srafera g
T FEA T T AT AT

(@) ey var srfasrd = e sefies & "9y ° stivemEt o fwrvae &1 Adheor w3 F o
TTTErEha T |, ST SOl UHT srafer & fiqe, S omeer § fAHfEee i Srw, ver Aerr & foe swqa
LT |

(2) we= ST =i ST sty wivr frw st o fAdveqor e arer srferepTr 3 awer, Seeht arfoer |
Ut AT FEATS, ATl siT o7 TEATASI a0l Tqa e, S uH Adyeror ff fAog-aeg & gafad g |

26. ATATIH & ITFET & FATITAT & [ ATRA—(1) T FI AT, —
(F) &TT 4 T ITLTT (1) F TN U SAraiees TS T TST F0d H TR T,
() 9T 13, &7 14 3 91T 22 % L FEATS T | STHHA LT, 3T

() =H ATATTH F v ITSET AT ITAh ANT AT MU fohegl FIAT F7 Ioerad HOT AT Iooi =
FEA T TATH FHIAT AT Ik Ieerd T GO HM,
&l o, TH S[AT &, ST =T AL T T T E1HHAT, ST FOIT |
(2) 7t FE A =8 Afaf=aw & i dea BRET s § qEadi MEaiyT 580y ST & T997q I61
STITE T FHXAT @ AT I ST JA1a1 ¢ arf 98, —
(i) I AT F o0 ISt AfIwad & % Ff | gU, [FAd] HEE 30U A 9T
St &€ & A &€ FT a0 g
vq Ffe qeawg waa R g fBfe F eehw ve sy ¥ foro, S "9y § afveE @
ATHATSTA T3 ST TET 8, il I=aa< &< [AfRd g af =IaTed 88 <d 90T IHHT G805 ST o,
(ii) FLRTT AT T ITFEHRTET G SHh FIEATE AT TRATohet 1T 7 =T o forw srafera, gamfeafa,
IEAT FqATd & TE U T A7 TR T e R ST A7 qE s A1 SEEd 9 U S Ar
TEHLOT o forw It g |
27. FATATAAT GIRT I /T GHE—(1) Fre A =rarers =o stfafaam a1 e srefte s+ 1o gt et

F efier de=tr fReft sroerer 7 T, St wigwr av sates afmt serar e afbt g @ A i
freft srfar grer ofiaTe oo s & e 7 %0

(2) HEFT Ao AT Y99 a9 AT Afeee o =aTed 7 qaT Fwre <A 29 Afafaad F o
FET foreft sroeTer T =TT A8t T |

(3) =9 Af=w F eI T STueTe THAT AT |
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28. ATATIw 1 et s fAfer & srediseor § 9 SAT—=a At & Iqas, TaT Tg et o= &ty
F U F ATatead gi, T o 3 srefiaeor |

29. FYRT TR F a9 a9 i afFa—(1) FT 9w = qfaf{Taw F udyl f wEifead w7 %
o R, T # srfergE=aT g, ST de |

(2) fafrseaar s TERmt afer it saraeRar a7 s s =1 faar, e e Aeterted asdf ar G

oot o Hag § ITEe HT qobl, AT —

(F) &ITIT 4 T ITLTT (4) F N et 7 ga i I Freit FrH AT 997;

() 97T 7 T ITATT (1) F @S () F Fef T qEwq] T AT ASerT;

(1) ETT 7 T ITLTT (4) F AT TeTeT T qIEAT T o 0l ST ATAT G AT 9

(%) TET ST, ST AT 9 T ITTRT (2) o AT Tars T T,

(F) g 11 ¥ 3941 (1) F stefi=r o= iy G,

() & 11 FT ITLTT (2) F @ () F e = e Fir orfaFam;

() &TT 12 T ITLTT (1) F G () 3 e Rreprfer i S areft wea;

(ST) 4T 13 T ITLTT (3) F @< (i) F Al ¥ S Jreft Fwrears i afF;

(31) 4T 14 ¥ ITTT (1) 37T STLTRT (2) F Al 7 I areft Fwrears f G,

(3) TRT 17 3 i T ST ATt F1aTs Hee hr 1

() &TeT 18 Ft ITUTeT (1)  refi= srfier iy G,

(3) gT=T 19 F @ (M) & AL FHATRAT FT TATET T % (1T FTAATATE, TR FTAFRH AT
Fiater il F geeat & forg et Frdwa e e @ O, 3fiT

() M1 21 ¥ ITLTT (1) F T ATaie AHfd i T AT FRT ATivs e T #37 *
fore w= e 79T |

(3) =9 ATATHTH F AT Feaia TLHT FIRT FATAT TAT T4F FIH, TATT A o T9AT TATNTH, H9g %
TS & o A9, T a8 9 § g, T o9 fad T Tater F oy war S | 98 dafd U 95 § 2047 &1 31 dtew
AR T & T 27 T | ITE 39 T % I7 qATFd ATTh (0 T 6 31 9718 o T % JE & 9 A1 989 39
e & #rE aftady #3 & o 9gaa g1 ST a6 qoae=1q a8 UH qiatdd &9 gf THTEr g7 | T IFd a9 6
T4 IET qa9 9gHT 2l T4 & ag 9| T8l a9 SEr ARY a6 qeqe=rq ag = Fersra g1 stroa | &g e
F =H T gRafad a1 e g & 39 el ager i T Rt ara f fAfemrerar o witge wama 98 92w

(4) et T |91 TR 9TRT 8 AT SULTRT (4) F AT T =T A AT FATT A F oA Temefia,
STet 757 fara=-5ea % I 98 €, 98 TAT 9 & g0 AT gt UH (SAg=-Hed &7 UF 989 g, agi 39 97 & a0
T ST |

30. HISATIAT &1 T T Ht AfFT—(1) 7T =7 Atz F et At TArey F2F § 1S FEA1E Ieuw grev
T AT Feal T TLRTE ST H TRTIAT ST FIT UH ITael FT Thatl, ST =9 ATSHIH o IUSL F TR0 7 gf, S 397
FHSATS & GT A o (o0 I AFeTF T 2l

T T GTT % eI VAT FIS AT TH SATAIH F YA & T a9 T srater f FHTed F 9T el a7
STTOATT |

(2) =T 9T F FefiA T =T gaw ey U ST & qeAnq, Tumelt, €9 F Y 9&d & 9Ae
T STUAT |
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MINISTRY OF LAW AND JUSTICE
(Legidative Department)

New Delhi, the 9th May, 2016/Vaisakha 19, 1938 (Saka)

The following Act of Parliament received the assent of the President on the
6th May, 2016, and ishereby published for general information:—

THE REPEALINGAND AMENDING ACT, 2016

No. 23 orF 2016
[6th May, 2016.]

AnActtorepeal certain enactmentsand to amend certain other enactments.

BE it enacted by Parliament in the Sixty-seventh Year of the Republic of India as
follows—

1. ThisAct may be called the Repealing and Amending Act, 2016. Short title.

2. The enactments specified in the First Schedule are hereby repealed to the extent  Repeal of
mentioned in the fourth column thereof. certain
enactments.
3. Theenactments specified in the Second Schedul e are hereby amended totheextent  Amendment

and in the manner mentioned in the fourth column thereof. of certain
enactments.

4. The repeal by this Act of any enactment shall not affect any other enactment in = savings.
which the repeal ed enactment has been applied, incorporated or referred to;
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and thisAct shall not affect the validity, invalidity, effect or consequences of anything
aready done or suffered, or any right, title, obligation or liability already acquired, accrued or
incurred, or any remedy or proceeding in respect thereof, or any release or discharge of or
from any debt, penalty, obligation, liahility, claim or demand, or any indemnity aready granted,
or the proof of any past act or thing;

nor shall thisAct affect any principleor rule of law, or established jurisdiction, form or
course of pleading, practice or procedure, or existing usage, custom, privilege, restriction,
exemption, office or appointment, notwithstanding that the same respectively may have
been in any manner affirmed or recognised or derived by, in or from any enactment hereby
repealed;

nor shall the repeal by this Act of any enactment revive or restore any jurisdiction,
office, custom, ligbility, right, title, privilege, restriction, exemption, usage, practice, procedure
or other matter or thing not now existing or in force.

THEHRST SCHEDULE
(See section 2)
REPEALS
Year No. Short title Extent of repeal
1 2 3 4

1863 16 TheExcise(Spirits)Act, 1863 So much asis not
repealed.

1874 4 TheForeign RecruitingAct, 1874 So much asis not
repealed.

1875 18  Thelndian Law ReportsAct, 1875 So much asis not
repealed.

1879 6  TheElephants Preservation Act, 1879 So much asis not
repealed.

1890 13  TheExcise(MdtLiquors)Act, 1890 Thewhole.

1898 3 ThelepersAct, 1898 Thewhole.

1902 4 Thelndian TramwaysAct, 1902 Thewhole.

1912 8  TheWildBirdsand AnimalsProtectionAct, 1912  So much asis not
repealed.

1913 6  TheMussamanWeakf Validating Act, 1913 Thewhole.

1916 7  Thelndian Medical DegreesAct, 1916 Thewhole.

1919 1  TheLocd Authorities Pensions and Thewhole.

GratuitiesAct, 1919

1930 X TheMussamanWeakf Validating Act, 1930 Thewhole.

1933 2 TheChildren (Pledging of Labour) Act, 1933 Thewhole.

1936 18  TheRed Cross Society (Allocation of Thewhole.

Property) Act, 1936

1936 2 Thelndian Companies (Amendment) Act, 1936 Thewhole.

1938 24 TheEmployers Liability Act, 1938 Thewhole.

1940 12 Thelncome-tax LawAmendment Act, 1940 So much asis not

repealed.
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THESECOND SCHEDULE
(See section 3)
AMENDMENTS
Year No. Short title Amendments
2013 14 The Sexual Harassment of In sections 6, 7 and 24,—
Women at Work Place

(Prevention, Prohibition and
Redressal) Act, 2013

(i) forthewords"Loca Complaints
Committee", wherever they occur, the
words "Local Committee" shall be
substituted;

(i) for the words "Internal
Complaints Committee", wherever
they occur, the words "Internal
Committee" shall be substituted.

2014 8 The Governors (Emoluments, In section 2,—
Allowances and Privileges)
Amendment Act, 2014

(i) the words and figure "section 2
of" shall be omitted;

(ii) after the brackets and words
"(hereinafter referred to as the
principal Act)", insert the words and
figure"in section 2".

DR.G NARAYANA "RAJU,
Secretary to the Gowt. of India.

PRINTED BY THE GENERAL MANAGER, GOVERNMENT OF INDIA PRESS, MINTO ROAD, NEW DELHI
AND PUBLISHED BY THE CONTROLLER OF PUBLICATIONS, DELHI—2016.

GMGIPMRND—836GI(S3)—09-05-2016.



ST fSHIof Afesi=an gon-a1 SRS
BRI AhRId] a3 PIUARIS TAD
PRSI “SId TR AT TSIa”
PO,

HEIRTSE 2T
AfRST 9 g1 fa@T fawmT
3T foig Sid: AdTl-2093/9.%6.63/A6 ®
BEIRR U E R CE M SR NEIS]
HAIGT HTHT AT, FATHT SIS D14,
HATHY, HIg-800 033,
ANIG: 98 S, R09%.

3T 0T shHTeh: ¥1.9.1d 36 UHIR @ 1-90RR/93/Hha, f.9Q H, 9R8.

3T 10T shieh: 1.9.1d. % Hepal-R008/9.36.90/FH3T, f&.99 |, 008,
3T o1 heies: 1919, % Ahdil-2006/9.56.94/FHeT, f&.9% AaR, 006,
S IR BTN [SHTT ARSI & b BRI HRE]
(fcrae, 7T 3MToT fF1aRon) Sfafae -2093 f&.32/8/2093 9 |
f&..92.2093.

AATGT -

ST fSHTON ARSI BI0N-A7 SRId o Ukiee HRUMNIST 48] =T Re
et 37T (HIRUS) h.666-600 AN A1 .FaTed TSI Sl Fuidwe Arleaid
cd 5 ATAATD G YR BRUYT AT Bl , Hax ANIGRID dcd 81 S AT fasiqrad
BIIST BI AAT8!, AT 1 ANIG3(d dedd BIIGT B AR JeThRD BdIch A3
RS ST ORI BIH.AER A1 A Bl [a3TRIT SToHe el ARTGR1d ded WU
IRIes B, AR TS AMH R/ FHRe RIley / AeFes / 6T 8. fSarol
AfeeT IR e Ffcht 1fed exvard I e ARG SRS Baauar
TP <Tehall BRuATd A Bikil. TATY AT Brrea] fShrolt Afgesear sIom=ar Bis
BRIUDHIG TcI6el HRUGTATS! b ATAATh g D] [SHol Afdesid &Rh SRR
TReror (ufade, 78 omfor Ao Srfaifad-2093 7 f.R.93.2093 JUeil fw uiyeg
PRIV 3T Aed. AMAR [=IE] SioHeHdls Anfezid  dElgaR Ted HRuAM

3T Al esT AHIR MR AT GETRT HRUIT IRATII Bl

3T fAof -

STl Salt afdsi™ e BaMyga Reu (JMfidy, J97g 371 R
AFIH-2093 T 4.8.92.2093 =1 ¥ IRAFFHARIG IR TTAR AT ARATITHE 90
fdrar 90 Uet1 31fdra SIfIHRT / HHART AT AHTAIT IS 3R UAd T maedl
JTRRATIHEY GTASTSHHTO! I TehR A ST BT




3 o1 i Hhdl-2093/Y.5.§3/FhdH

3T TR AT WSS AT THTAT 3TTdT.
3  BRIGIRIS IR AT DRI, A sree T Fgaril HrIdl.

IR, AN AT BRI/ FHAR] SUGE THSH AR 3AX BRITGY,IITHD
faurT <t fafay foamoft =oor f[urr fhar SufawrT wR1aR SRR 8med 3rm
BTGARIS e TavY AT ATDHRT AT feger WU [Fgail Rl Ises.

TET BT fSHIV STHUIT-AT SAR BIATHATT fhal TR A9 geaT
IRS TWRIRG  ARST ATHRY FHAR! SUSL BT TS R IT9 FATdar=an
3= HIU[ATE] BTl fSHTUMg fohal gaxv faumr fhar wrorh &= sax
Heecies 3Tegel Uave Aol JAfehT-ATdl fFgead Hrdl Isa.

§)  9ex I, aea Aafeair arire! 9ifte sracer fahar s
HHIT ST ATHA AT [T ST HTIRT A 3718 3731 BHAT-TLA [HH
QI & forgeRt rda.

®) Ao yHRh dfe s rma g e fhar du fhar 3f®
Borzll Aaferd gzl uRRIT SISl el , ITeEfies U A< 3T¥Tdl.

g , 3N R MR HRaar=n ggu st A Yo% Aavd
AT AT .

3 bR AR 3reer 3ffoT T A ATl BRI T ETh g gt
PRUY Vg g e T [QAieargT 3 auiga sffte 9 saadl
FHIATLATST I WX UG IR DRI 163

. SRS FucH fhdl A8 Imeles Y Bl HawiTes] 3 A=l Y
ST fSaarIel  IFhT %.300/-5ddbT HadT AT ASY JSIHT YedaqT TR
TP Id fbdl AT oiid a4 fbdr et Raz1 fohar Caril I Ty oy e
G YT ATUD! Sl TF BHI 3THS AT TG HRUAT ATaT. TR Wl He e FRIaRiT ITerepl-
RIETEOIGIE

3. U BRITGIME] 9o Y&l Bl BRI/ HHaR] 3fcdies fhdr i fawmmorgifases
THR IS I3 dPRI, N RRTaRIe WfH® dhR Ffidies BRI JTdTd. T
UETEN BTRTSITT A TSI o] TS IR dlcbTeo IRFRIT e IR afidias
THR BRI ISSH.(HGH-§ TAR)

g, 3faid AT 31ede] US IR fhar BIordre! Fay a1 1 o ag
AL ARG SHUT BRI AU [hal RIS QY SRITS 1 e e 1 T b
AT SIS T HIUTTa ! HIIATTY ITT I TURTLT! Ah3 i o fad sr¥ie fhar o
BIVATE] BRANITA HRATGAR ST JFAT SR 31 AU b1 Qe [Ioes
BRAUITE HRATE o iad 3 fdhdr 3z Refi & garar g7 Qs [ qre
QB ATedT UaTal SOUANT B3l AU 372 fegel UG AfABT-IT fohar, TR
SR, IR TR R UGTad Bl B 2Tdhciies 30T 3131 Rl Rad Sieses U fha
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™

DIV AARTS BRI R STel UG 2 AT HSHIT R AR T AHMG Ho
TRAT IS 3.
4. 99, HEAT [SHIM ARSI BIVIT-AT & RTh BRI HREVT (FfTeer, FTs AT0T
Ry AfFIH-3093 AT TBRT -9 AEG FHH-2 AU ARITAR YD D13/
RN PRI, FacHl, AERS , JIRATIAT, TR 2T S9! 2T ATIHT Bod!
3 fohar @iear FRIFVETS 3ies fhan qui fohar or3ic: weder Jreran arvcder e,
AT fehar, wrifd Tefienvor fdhar 2maaa dusl fdhar TRARYS fhar SedhrT dwel
T ST STl 312 9d MRRATYAT , I9d BIVdel  Wrorl &3, Jeer fhar @rer
IUHH/HLAT, SIS, IR HIY FISH, AT, G, IAGH, YRas], [Javor g
< BB IR ITSUR e fhar Ja1 RasaRr, 30N, YUy, el A,
VETTR, fohel Wgpes saral 3ol fdhar Af¥FrR™Td e doedl BrTedl IAD d
WIS SATS BRI fSHTol IR0 Sfa i TR A ST HRuATd I,
& GNP BRIl UK TRl I AfRFIHAHR "o faoiedl TRE R
THRIAT Flpait BRME. TAF Sfaid TR TR a7 a1fid MEaTs TIR B Tes]
SNYHTRT AAT ATER HRIGT. TSR A d JEATAT AT STATIHITIT UTT HTesodT YhR Tl
G, MBTATT HTS sl HRUIH! T ATl qH BRIA1.TGR [STeaT TedhRT
T FGR 3T I IMATSHT F8UTS] Ale 3] d 9163 [qhT (AU T ATeR HRIdT.
V. AT AAFIAHAS BHH-8(9), FSHH-IR T IT ARTIA T3 [T S| §AR Dbeied
R ITSUYTE! SEEaR 81 U Faadrd! fees , a1 o 1 AR gar e ar
NENIGE

e} 3INE Aol HERTE A=A www.maharashtra.gov.in IT HdhaReIeay
SUGE HRUYT ATHT IR T Febelih 098060904Yog030 AT 318, BT 33
feohics @RI AmRfifhd o BIevard Ud TR,
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4 fG9RTT SY AGerd, AT g 15 [epT= [GHHT

S Qid, HERTE Slb¥dl AN, Jag (T31)

qd RTeRTEdRY/ 9d fSeal YRV qig RIGR] ARTHRT
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T oSBT Afes=ar gron-ar
e DT IPRid ADb3N
HROGTETS! foTegT WRTaR "1 \d

HERTSS 2T
AfgsT 9 910 faerT [
3T 19T Spieh: Hapal1-309%/9.35.63/9Hh D
I TR ¥a+, foRaRT AT,
HISTH BTHT 919, gATHT TS i,
HATHY, HI5-800 033,
dRRY: 99 I&R, 209%.

9. 3T 01T 6. THRIR @ 1-90RR/193/HaaT, fd.9] H, 9]RR.

2.2 URUS® & Adhdl-2006/H.96.90/AH3T, .99 H, 2008,
3.3 o1 6. qhd1-3006/1.55.94/Hd3T, f7.9% ¥R, 005,

. 3TNI 0T o Ahdi-2090/9.96.8¢/A®H3T, f&.R/93/3090.

y. 3T ZPERTTAD . Hbd1-2093/H.55.00/Fha, 13.9%/3/3092.

. BT [SHTO ARG SRS BoTaRET wRe (fide, 718 JMfoT
o STfaaH-3093 9 9 1§.R.92.3093.

IR - brred] ool Afgaid e BerR e (|fidy, 797g a fFaro)
AR 2093 T 199 1. .93.2093 TUSil URYEs HRUYN 3MTehel 3MTed. ARes Az
SoHCHETS dRa IR R 2mas ol siierssfia 81 orga a1 IR RmRhs dad
8 (9) I ST 3w Aflesizar Sfie serer aeR Fare HRogr_e i
TPR A" IRIIRT HAH €, (9) i NTesT TRTAR "ATd THR T 73T HRogr=!
ARG 32, R ST T [T S BRI IR YrevarATe! Y esdrah Rl -foies]
3fferepI-(District Officer) T foTea] SSIfErbRl/ iR e STeel SeiEa R/ eaTtary
/ 3 ISR IS Uhl ARTHI-ITST AP HRUITE! aRga 3z, IR AT
affarfrET=r (3 hoieh B/ BRI UR UTSUIRITS! [7e8T JAfBRT (District Officer)
T e BRI G AT TehR AR TSI BRUIT UATIId Bl
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3 oy -

ST [SHT0N Al &R BRTURLT el (e, H1s F fHaro) siferfras
2093 g 7R 12, ].92.2093 I AT JIAFIHIT T8 boios! BRI IR YTSUITAIS] Ul
fregard SURTeRTRIPRT T a1 AfRifrErear sMaasaelt siaia  Rieer sfferer
(District Officer) ¥V YT HRUITT A 3R
2. I SIAFIANER WIfHe TR AR ST HRUIr Ul AHR I Negard
e fSTeaT AR (District Officer) AT T TS Negdrdies U RTeaTEraRl g
RIS, ST BRATHATT 90 § HHI HHAR] ATed fhdl i Fgarit T =yifases T
312d, RN FRATBARNS SRTh BB THRT WS TR Aflies B . a9
TP RTegardie et sIfSrd R (District Officer) FEUTST Y9 RNTeaTRIGRT i+ ITfHoT fdhar
affeart e=rardl Uie e, ATyl 9 8o AL 30 TR &3kiies 99T fbdr
TRUMSHT AL, Yl FHTAD AR e BRI, MO Fax G- ffB] e
BRAEFRNS BAD BoT BRI T HO T HRT WA1H THR FHdTDS 0
ICERIRIECISRICERI
3. RTegTr AR (District Officer) T AT RTcgaraan RicsftIa=aar Jeram™
I ThR AT 3regel 9 Haxdid! e BR1dl. Hax fSiegl WRTakIes W1+
REINSIERICIRCEIRCIRIGEGIE I IR

31) e~ AHTNTD BIATT Y THIET FTHT 5 o JATVT A3 AR

TS SIS edT ARG TG R Tedelidl PRI BR1al.

q) U Aaw- NiegdNdies e/ dreyal/ Tedics/ T9R1/ TRUTGIh] AT ST ared

ST HIOMYT ARHHYT Ueh T AMG R1<] PHRUGT ATl

F) T Ae- Alg =T ArAATS! Siefies 3Tch T 3121 SRMRIH 1T Hee 1/ | fdvar
ST Besred1 gHTRl ARG Sifeies! el MY &1 Ha AHMGIRId BRI,
ST fFIN Uh Ae<g AfgaT 34Tl
) O, TATUD! FPHT UepT A< R1d AT qrasfHt qTem=ai- sl
(Legal) T,
ll) T AT fhaTT e AT RTd e g ST, Aggfr STrei!
fohaT TAN ANTRAET fohdT STocuaRaics AHTSIIC s AR 3T ST,
) Yo Ifed- RNiegT afesT 7 916 [Aerg 1Rl 8 ¥er Ifidia ugRies e
AT,
8. UID TR AHAHTS TeETeT I TSR AT Fgaire brosTaei] o quive sffdre
TS,
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4. AP dhR AR oreuet fhar divrds! Iaw g AT srffHr doH ag Aeftes
TR ST B Al fhal JURTFRIST Sl SR 3dies fbar w1 <r dedl
ST SIS T HIVIATE! HIIIT AT forse MURTET A3 U fad e fhar o
DIUTE! R BRATSHE SI¥] AT 3SD 3ATeh AN fhal T fIoes
BRAMITE SRATS o9 3765 fohdT 3131 Rl QT USTaR Mg ATdoT(+1eh (31T are
IB g QAT YaTdT §OUINT hes] AU, 37211 37ede] [dhal AGxg AT SR YGTaRed §Y

BT Vs 3. T 3z R R s1ov S ug fhar droramg! Afakis srRom Rad sma s

™

U T HSH] ARG AR STeal AR (District Officer) AT AT MG Ho

TRAT IS 3.

. oIl [ Ao SRe BRIl dBRidl dlbel/ db3l ABarBavics
BHRATE!, "SR [SHN A SRe Seurgd wRer ¢fidy, 9918 9 R
A 2093 @ 1M 1. ].93.2093" A9 fagid Phosedl ARYSIJHR HRUAT ATd!.

V.  HER IAFIHITIT Al Hod AIGR Bhos ol TSN YR [FRIaRIT TerBT=Ii=1
oo Refaves S UL ™ e A= 39 9¢ 98 R Jar
Ro feewi=a 3T 37dTes DRl Useh.

¢.  3Ad AR AR g Riegl WRERIS Ide W1d bR AR Qe amfie
3gqres fafed Tg=ama el AR AT e wxrar g Nieal AfaeRT Il dax
BATSTARIe HIET AEdTes Al sl d a1 fAh fa9rIT™T Ucdeh guiean 3o Ttes gdi Hrex
BRI

Q. I FAFTIATRA hrd 3 Al IRAIIIR R Al sHaasauirea
qo. YD RTeaT BRI (District Officer) AT AT FFIAMENS IRISITAR BRI
70T BRUATATS] BIATRNS] AT BRI, TH AT AR el b
IR BIATHIT G311 fSehTolt Sraral..

9. X M ol Aegs 9 fawrTm=an Arade @ s ITaRIe HaY HHId 83/3-2
f&=i 9/]/209% 3 FRTHIT SrvaTa I a1z,

TG 8 Ul 3



TET [T HhHTP: Hhdl-2098/9.5.§3/ThH

Tex e ol AERTS 3= www.maharashtra.gov.n IT HdhaReIedTay
SUGE HRUYTT T3] IR AT Hebellh 20980894390 9030 AT 318, BT 33
fESlics eI Arefifdhd BT BIevaTd Id 3NR.
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. 1R gerar fqemrar/ fogamoRye
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Q. UEY®, A AT, Sed TS, Jag

Q0. 4GP, Bl AT d U B1eh A, I BrITH, Hag
99. 9T ¥ HETHAT &, HERTSS 1Y, s/ UIoh™ HET-RIed
92.3AYH, AT ST I TTA BT YIS, oI

93. 94 fI9RTT SY AGerd, ARSI 9 15 fepT=d [GHmT
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o foarft AfRs=n g
S 1RIC 2 T G E G ) I ) |3 B )
POSH Act 2093 3707 Rules 2093 =1
ST I SUITETE.
HERTSE 3T
Afee1 9 910 fa@mra faum
I RIS HHiH: Redt 09¢/9.56.¢/F1-94
I TR WaH, 3 T A9,
AT ST RIS, FATH] ST AT,
HATHY, HI5- 800 033,
faTieh : g ATy, 2033

q. &g AT BTN [SHTf AfZS ™ SIS BoTURIT ARl (Ffede, 7Ts
JfoT feraRon STt d, 2093 a9 EEad 4 f..93.3093.

2. 3 ol At et T 9168 faaT faumT . 96d1-3093/0.55.63/96 @,
f&.9%.6.309%.

3. 3N foofy, AfeaT 9 916 faar fAurT . Adhdi-2098/9.56.63/F6d,
f&.99.9.309% .

¥, 3 YRYFD, AfRST I 9105 fadr faumT 6. Ahdil-2098/9.55.63/T6d,
f&.9%.6.2033.

y. A GId I FFMHDBII U3 b Hebeh-3033/9.55.80/B1-94, 1&.20.6.3033.

§. 3T URUTH, AST 9 913 A< faIUTT . =R -3033/4.56.30/®1-9Yy,
f&.9.99.3033.

9. AERIS Feud, Fated IRATSY, 41 fogl I 97 9.D.No.3¢19R9/209(9
/SC/PIL(WRIT), f&.2.99.3033.

¢. B AT ARTST T 9165 fIh T HATHIATT IF . WW-96/6/03-WW,
f&.9%.99.2033.

PEGICEIRS
e AT BTl 3B ARG BHIdh BRI AR (IfTae,

AT AT R0 AR, 2093 SH HRUA AT G AdeEad a4
{&..93.2093 PRI HRUATT 3MTe} S, TSI TSI I TR AT
T T ThR AR TSI DRI TF FeR T FIHT=T SO ATERTaITd]
HTRIUEE IURTHT araT Je 2 01y g RuABI= fAfed HRuand el 3718,

JATAT, Writ Petition (Civil) No0.9?%8 of 090 Initiatives for Inclusion
Foundation & Anr V/s Union of India & Ors & JTfereT 1T, Fdied <WRTS AT SRIS




T IRYF P PhHTdh: Redl 309¢/T.36.¢/B1-9y

312, AT YHRUNT BTl [Shol AfZsT™ SRie oy wRerr (fide, 415
3TfOT fereRon) Srferfiems, 2093 TRrg e s f9.9.92.2093 AR SRIATE]
RN, FTeel, AT, T8le d I T HFIRUT 5 hT/TIR UlfesehT WIRTIR Nodal
Officer TIYaRT HR0I, SR AAFIATAT TR, URTEET G SIS HRIHH I,
AT JATSTaT H0 gearal dTed fd.9%.90.2033 IIS{i=dl JUDGEMENT A& T
feear o wrared fAfd BraTada HRIAE! HRUIMETEd a3l fao red. ad99
T Gl #.¢ Afis dg I AT 9 916 [deN AT aE "8
SATHT, 99 Hed, MRAT A9 TiAT W.P(C) No.(PIL) 33000/3032 ALY
f4.94..2033 XISl f&ledn i<l e dRidE el fae Jred. Ao

3T IRUFBIGIR Fd AT o1 UAT q19 SR [TaRIe sid.

IRU=®H

AT, 9aeg Adred  gTad, dl fa@l I Writ Petition (Civil) No.938 of
099 IMITAII Initiatives for Inclusion Foundation & Anr /s Union of India &
Ors B ATIPT SIS 318, FaR T HMETT [SHIUN ARSI SRIdh BRI
TReor (ufdy, #9Ts Sffor farRon SifSfE, 2093 I9w QEEdd IH
f4.8.92.2093 19T AI.HdITd TSI [SSedl Gard UTeh BRUATEEd THa
PHROATT 3MTeS MR, AlL.Fded ARSI f§.9%.90.2033 i@l JUDGEMENT
& AT faedl g e [AfEd Broraei Briars! SRuaNEEd hofde AR
T AU $.¢ I g I AfST 9 916 [dhN #A1aa A1.8
TSI, 99 dHed, MRAT 9T I W.P.(C) No.(PIL) 33000/2032 X
f.94.].3033 RISI=AT AT POSH Act AT BesH (o) e ¥ A el
Hd IRATIYAT (Work Place) AT B&HH 9](0) TAR HRIATE! HRvI Fcam &
3fTed.

. AR JETE Wlosies AT BIIaTe! HRUAT ATel.

9. | g, ARST 9 9163 fdrd, Yur FiAT State Nodal Officer ¥ HIN
HIUITT UG, WeX State Nodal Officer Il A Fded —ATATHIT
f.9%.90.2033 I feSed o g HAIgaR POSH Act =1
HRIARBIEEd d9d A91.89T RT3, hed §9d, RAT 5T il
f&.94..2023 ST fciedn Mz ogasd &g 21 qHdd IH-ag
ABRT FUA SIEER] IR Trerdl. a9d ddlde! azdd dlfed] ba
BTRIITN TG HRUATHRIT T o IR UHh I AT SUGE Hod

UK ISR AR

TS 4 Tt 2
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T (U 19.99%.209% 31 M [SHT0T Al Bd BoTURI
ReTor (wfcrger, F4Ts @ fraro) 1faf e 2093 9 9 f3.9.93.2093 fdvia
gl AR e doe! PR IR UrSvIMel Udd e
SuRTeRTEIdRT I a1 Srff = aaaraeh ofaifa iesifrar)
(District Officer) U TN HRUYTT 37es ATe. ¥eX District Officer AT
POSH Act Section &(ii) TR fafed wresradid fSrest, iy, dedles, T
T HETIR YT 03T/ VR UTfe3ehT 8. fSHIUN POSH Act Section € @9 TAR
WRITd THR TR AT HRUIETE 3Mazdd o BRIGIS! HRIdl. Hex
AT g Nodal Officer Il #ifecll fqumT=ar i rogredl 4=
deATSCaR IFUAE BRI AL e RIS ol faeedn 3ed.
AT STegl, dIdl, T8dls d T a¥d AERUIGSH1/ TR dTfosd I
fA9TT(Ward) 3@ (Nodal Officer TRId I ThRI AR G TS TR
A I R hHiDh, I G 5-Hed gedTal Al ATAAR SUGHE Ho]
STYTHIIT District Nodal Officer i+ State Nodal Officer ITT SUGE Ho
TG, Fex HAlfEd dBIded! MEATad HRUIT! SAEaR! Gaefid  District
Officer @ State Nodal Officer I IMales. INATS! Hedd NTegard fSeaT
AR ST g 9163 [qdHT SIIBRI B District Officer T T BRI,

SWRIFT Hifgd! State Nodal Officer WRTAR Hdhf3d HRUITATS!
YT, AT ST g 9163 [T AT AT ITGH Ho 2T,

YT, ARSI T d1a [dbrd Il Niesl, dae!, dedis 9 1 aud
TEFTRUTTSBT/R UTfdsdT Iid faumi(Ward) I Nodal Officer d¥9d
W TR A A=A POSH Act Section  38(0) TER
Fraderfes T Fafia uRkien srieH maford dRed.

SURTERT TRTET0T BRIBHATDBRIAT Section I8 THR a2 Ll ST Ho
U] SR A, AT T 16 [TDhTd Il IMET. ITBRIAT i1
AMEIDS T ARTON o Mg dRa DRI,

POSH Act Section 20(b) TAR ARSI BHIEH BF M ATHRIAET
S-S BIRIH TAR HRUATATS] AT HIHT AT Hod
BEISKICH

dd Nodal Officer Il STl fSHION ARSI BRI T B, T
ITHT Fd Feefid MfTBRT (Authorities), TARATIT (Management) TH
IR (Employers) I i ThR AR 99 QTS ThR aEc
Il BRIl Orientation Programme, Workshop, Seminar, Awarness
Programmes etc 99 e HHART T ARRST 7€ I POSH Act  faw=it
IR3Telid HRUITATST NALSA o TR $haedl Module YTV BRI THd
\)'I“I\"II‘J_CInI CbIHCQbHI'Cl TSI dhNId.

POSH Act =1 SH STl dTaadl S¥AY I (Hand Book) & ITHATE
wed.nic.in I Hdhd WRIBAR IS 3. FaX SRIYRID] (Hand Book)

TS 4 TP 3
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o] HHARTT T d) Td I IR AR T899 RS ThR A
JATHIAT SN 3=, &1 /ISl State Nodal Officer I+1 4 et
MBI I AT HRUATT ATdl. T9F Ad Negl ATHRI T Fex
ARl B i MR e IR At a9d Section §(3) I
gt |d Nodal Officers @ |d el HRT JiHT SUITd AT, |d
MRS ofaifd TR AR I ot ATl oI STaEaR)

YT, ARAT d d13 [dbTd, YUl IIHT Section 3 I ATV
fleor T AR Adhosld HRUANTS! Standerd Operating Procedure
(SOP) TIR B+ IMAATT ATIIATST ATGY BRI,

POSH Act Section 2(0) ey TH< Td fewmht aa9q Hospitals, Nursing
Homes, Sports Institutes, Stadiums, Sports Complex or Competation or
Games Venues 3fid TR AR RITAT TSI ARSI Districe
Officer I PRI T AT 3EdATA State Nodal Officer AT HIGR
hXIdI. XTI Q_(b—%ﬁ[?ﬂscﬂoﬁ C\J.?SE QMEATH HigX BHIUITHI] State Nodal
Officer ITT TS JMAATH HIGR BRI, SR A DIV HeRTg HR A

ITATaR HRATSd UATd State Nodal Officer I+t e ferd NiegTioradrY /
fauTeiiar Sgepd (AE¥cs)/ M-I AIER BRI

9o.

POSH Act Section 2(0) TAR ¥d WIMHDBR fAURTIT Qe I MHThd
fTegaiies |qd ARATYAET 3eTad Il ddide!  District Officer T
SUGY Ho1 M. THd Fd RS AT TRl A AT
POSH Act A&l -T¥& T2l heedTaTed STofid ST WIIRSTH] BRI,

9q.

SR 94 JeIre! e e d1fed! a¥rd POSH Act ITd< $RUIT A3 ed]
HRIAERT YA ARG 38dTs 9y feadd 9 99 goi+ar arffe
3EATs 9y [STATd District Officer A=l State Nodal Officer I TG
FRTAT. State Nodal Officer I HYUT ITSATAT TH N AT 5T IR
g g TN 9y feasaTd 1R HR1ar.

R.

H1.3Td <IITG Y, JMRAT I {&.94.9.3033 T MM POSH Act Aefies
HAH 0) I YT AFSIT Fd JRAMYAT (Work Place) AT H3H
] (0) THR HER R BT ST D YRUTHTTITAT A1fecl s es aua
I AT XRATIA TS EEd AIfeid Bod BrITGaTadl a3ia feamroft
IV HRIGIS! HIUITT ATdT 3 3T heemad aud I 3R
fached JfTed. TN District Officer AT TN AR Siegdriles d
RN, AT DR AT POSH Act AT dodd ](b) TAR
FHRIATET BN YA TSI FBATd. SR HRIATET AThID HRUIT
7.

TS 4 Ut g
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3 URYSD SHHID HBD/T.36.99 /BT1.94 TG 98.04.303€ AlTdd AEIH
POSH S1UTe3= Tarerofl gt (Compliance Checklist)

(Prevention of Sexual Harassment (POSH) at Workplace - Checklist)

3G / TN STRRATIA
—1qd -

Name of Government / Private
Establishment :

IRCARPACISRL Wﬁllqeﬁll
UT:-
Address of Government /

Private
Establishment:

HE ™ ICE IR / Rewvenue

Division

lavgl / District

dTesehT (Tahsil)/ H=TAT G4
(MNC Ward)

JRRATIAY Aot droTen
faumTT= S1feM HRuara
T 3R AGvl HHTBH-—-
3NIeIT™ GST No./PAN No./
TAN No.

JMRATIAT S He5 JMTS! -

E-mail ID of the
Establishment:

SRR WU hHID -

Contact Number of the
Establishment:

SIRATYAT JRRG / ATH BT ATd
dUgHMH -

Name & Designation of Head
of Establishment / Owner:

10.

JUTrIR =7 ST 9 o -

Date and Time of Inspection:

11.

YT TR 74,

TS I BT -

Name, Designation, and Office
of the Inspecting Officer:




YRT 37 - POSH -7 3MfUT Siefa At (10) Wafta srqure+

Part A - Compliance Related to POSH Policy and Internal Committee (IC)

IA.h

Sr.
No.

3JUTedT J&T (Compliance Point)

Yes

No

POSH YRUT TR ®H& o WIHRSG 378 PI? (POSH HIAGT 3083 =T MIH 23
7% 93 43) TR BT 0BT SIE GBI Hidee, T8 S T
fFaTr BYUIRTIST BT ST FINT, WS, ST fHar FIVUTgE FIN
Y IO TET TP TN BV ST Ge? SIUd HaqTees Geerd
JIATGR 510 @Yl S0 FleFAIS] Hlcipes BIUEHTT BIRVIYT SV
§C% ¥ PV &7 .

Has a POSH policy been formulated and adopted? (As per Rule 13 (a) of the

POSH Act 2013), If no specify reason

(Rule 13 (a) formulate and widely disseminate an internal policy or charter or
resolution or declaration for prohibition, prevention and redressal of sexual
harassment at the workplace intended to promote gender sensitive safe spaces and

remove underlying factors that contribute towards a hostile work environment
against women)

qd ST &R0 (BThT18; SHEdR / HATS! Haar=uiae) fadRd oo 32
B1? (HAH IR (d) TAR) THIRT BIRU] TG DHRIAN.

HAT R (d): HTHTT fSHTON HIvTATE! FEST ToR™ TScs 120 fSHh1oft (Godh
femoN), SFTP T SSIHD YR 3T ST ¥ T Yie-hSH (9) idd
3T AT ST Bedra 3T S fRTd Bl

Has the policy been disseminated to all employees (including

interns/contractual staff)? (As per Section 9% (b) If no specify reason
(Section 9R (b) display at any conspicuous place in the workplace, the penal
consequences of sexual harassments. and the order constituting, the
Internal Committee under sub-section (9) of section ¥')

JRATIT bl TIBTAR 30T TR TRTER TS SUGE RTc ol
SIRATIT 3ffAehel ATEIHIER (Social Media) SHe BOX PORTAL T

Hh IS YR SUSE hed 3 BI?

Is the SHe-Box Portal link and Policy available on the establishment’s website
and official social media channels?

gRued RATe / @=J31es (Work from home) SBTHTeAT dTATER T HHTAZT
3NTE BI?

Does the policy include remote/virtual (Work from Home) work environments?

SITRRATI T YA BHIATHA/JfTSHE *3aId AT (Internal Committee -
IC) TRITI hehl 318 BI7?

Has an Internal Committee (IC) been established in every office/unit?

AT IR (1I0) ThAT 5 TS 3 d H17?

Does the Internal Committee (IC) consist of at least 4 members?

AT I Aeidd! fhHT Yo% AfRHT e 17

Are at least 50% of the members of the Internal Committee women?




3T | STedel B[ RS HigST HHARY A FIgaril bodl 318 Bl ?

Is a senior-level woman employee appointed as the Chairperson of the IC ?

Posh act 2093 T Section () (c) THR dTe] NGO fdhaT AMTSTS He=
ST AT THIIRT BT 3N D17

BAT & (3) () TT TATRS FISSTRIT BRG] FTefler 313 o7 179-
ITTABIT FEIaEficF (NGO) [har TeaeTTeflcs v wav=y, [&ar 37w

37371 FPBTR T[RRI D3 T YPUT HGVITID] [HHTT 97 (40%) Fav=T I1
HISHT 3713

Is an external member from an NGO or social organization included in the
committee? (As per Section 4(2)(c)

(Section 4(2)(c) :- one member from amongst non-governmental organisations or
associations committed to the cause of women or a person familiar with the issues
relating to sexual harassment. Provided that at least one-half of the total
Members so nominated shall be women.

qIT § - NS At a1 debrl/daed

Part B - Support / Assistance to the Aggrieved Woman

3.sh.

Sr. No.

4T3 HET (Compliance Point)

Yes

No

10

TS e AT IUGT 3=ed HI1?

Online/SHe-Box) as per Section 9?

Posh act 2093 &7 Section § T THR BIH BHAUDHIU! ThR HRIJATS]

Are multiple mediums available for filing complaints (Email, Written,

9. éﬁl >/ Email

3. BWI/Written

3. 3fMaT8/SHe Box Portal

11

Posh act R093

179 9(2) a1 AT THG BSETTATT TR T I, TPIX faqreor
G GIe-179% (9) 3% HIST FleBdBgT 1T ST T THINI=IT FA14PH]
U 5T T BIIIHINT BIHHETATRIT feaeaier 37 Flaara? &7 (7

FFT TG THIV 376 3] TSI,

Is an acknowledgment provided and action initiated within 7 days of receiving a
complaint? If no specify reason

(Rule 7(2) (Rule 7 (2) :- On receipt of the complaint, the Complaints Committee
shall send one of the copies received from the aggrieved woman under sub-rule
(1) to the respondent within a period of seven working days.

(M ©9(R) TAR) ThRIE © feadi=an AT TeuTddl/S@e gdel S BI?

12

(BH 9§ TAR) Aleb3 SRR Yol MY g TRE2 [T RG] ST b1?

FAHH 95 7ed THG HOITHIT BRI T ST FBN=T BrITIETT
THT31T a1 T FRIG BY0aIT 978 3Te. Flied] SfEHR e, 200y
(2004 TT 23) HeI BIEIE] SHTHT S AVIE], BAT § FHTIT A
TBRIdIF FOPY, YIS Aledd], Flaars] v @efiere Jid] J@ed 7 v,
wHT (Conciliation) 3T Fid3fiegr drlaisisfl defoa aivdis! gied,
TR, Sifa Al fEar wfae dfAadT daear Rrervdl ifor a7
SHIETIHZIT TRGRIGIR GBI 19T [STe8T SifEIE=ITT H3cs] FINas,
FBIVTE] HBTY ST, GTIH S0 FHNHTETH] T HBT3IT 3] AT 18],




FB/dcA] SR TTE] 1397 12T 731714 310131 STIvITY 18], gvg 9c 331t
P, I HEFIEITIT SIE s@rgr Bl Yilsad  [Aarsedr
G Fed], NST alecsd v wefiereid 7rd, v, e [l
7] 371eeT GV BIRVIYT SV 3T BITATE] TIIF TIS T BVl
IR sl ST 1.

Is complete confidentiality and transparency maintained during the inquiry?
(Section 16)

Section 16 :- Prohibition of publication or making known contents of complaint
and inquiry proceedings.—Notwithstanding anything contained in the Right to
Information Act, 2005 (22 of 2005), the contents of the complaint made under
section 9, the identity and addresses of the aggrieved woman, respondent and
witnesses, any information relating to conciliation and inquiry proceedings,
recommendations of the Internal Committee or the Local Committee, as the case
may be, and the action taken by the employer or the District Officer under the
provisions of this Act shall not be published, communicated or made known to the
public, press and media in any manner: Provided that information may be
disseminated regarding the justice secured to any victim of sexual harassment
under this Act without disclosing the name, address, identity or any other
particulars calculated to lead to the identification of the aggrieved woman and
witnesses.

13

Hifsa afeas At e iaR™ feaTT (Interim relief) fa&T ST P17

(FHFH R TAR)
FBAFT 99 - i3I FAIIT ITTI T BYTTITH BINGTS @Ik JH101 3778,

(9 FiE3f F3R[T war, ifsd Tlecds doadedr 3 fATdiaeT,
TR, iaia vl f&ar wirfae afad! TIFHEIcT @ichics 3B v
3THd:

(3) NfsT afead fFar gfaqrdi=l sav sluensl sraryr eerf gecit
(®) TIST FleHST [eT HITFHIN FTV 74T BIVTIE] 3BT HGTT BRI,
(?) IT FSHITIT NIST Fl@SST GV B3] ¥l &1 [T vvel] A7
EFBIIT VR[N T (@11 3% 3.

(3) Glc-HeFH (9 =%, J, 3iaia fadl fear venfas i
FFIAIGUET 3EqIH, TR, Jaia Ffadiasr [Far wenfas afadiar
71393,

Is Interim Relief provided to the aggrieved woman upon request (e.g., transfer or
leave up to 3 months)? (Section 12) If no specify reason
Section 12 :- Action during pendency of inquiry.—(1) During the pendency of an
inquiry on a written request made by the aggrieved woman, the Internal
Committee or the local Committee, as the case may be, may recommend to the
employer to
(a) transfer the aggrieved woman or the respondent to any other
workplace; or

(b) grant leave to the aggrieved woman up to a period of three months, or

(c) grant such other relief to the aggrieved woman a may be prescribed.
(2) The leave granted to the aggrieved woman under this section shall be in
addition to the leave SHE would be otherwise entitled.
(3) On the recommendation of the Internal Committee or the Local Committee, as
the case may be, under sub-section(1), the employer shall implement the
recommendations made under sub-section (1) and send the report of such
implementation to the Internal Committee or the Local Committee, as the case
may be.




14

dPRER [hal ArNTRIfaog BIUKiEl Jegadl HRAlg bl SId el
Tl Wi Bt ST D12

Is it ensured that no retaliatory action or victimization is taken against the
complainant or witnesses?

15

AR g fhdT a3 D AT AGUG 2/ BTIRINR Had (o] Sl
Eay
Is counselling or legal assistance provided if requested or required?

AT o - STRAeh<lT 3107 F3T8T0r
Part C - Awareness and Training

3.¢b.

Sr. No.

4T3 J&T (Compliance Point)

Yes

No

16

IC IS ThR BTATSUNETEd URTETU SUATT 313 318 BI7? (B IR ()
TR)

BT R (P) - BHAAAT TN ARG ARG Idad  AIGT2NS
HRUITATST R TR HRIRMMST ST AT SIFK HRIHH TIIoTd
RO, THG A AT FeIiad! [Aftd doed dgdiar
JNRTCI (SHIRE) HRIHH JATATIT BRI

Have IC members received training on how to handle complaints? (Section 19 (¢)
Section 19 (c) :- organise workshops and awareness programmes at regular
intervals for sensitising the employees with the provisions of the Act and
orientation programmes for the members of the Internal Committee in the manner

17

as may be prescribed.

JIEFTST FRIMATUUl POSH $RIGITHIR SIofd SR
BRIHH AT Be3 ST BI? (B IR () THR)

Are regular awareness programs conducted for employees regarding the POSH
Act? (Section 19 (¢)

YT S - e / Ao SieeeR!
Part D - Employer’s Responsibility

31.5b.

Sr. No.

IFUTAT J&T (Compliance Point)

Yes

No

18

DS 99(3) TIR I3l Qo [SaH=T 31T YUl hos! STl BI?

HHH 99 (¥) HE UIc-Hed (9) AT RIS o b3l e faaarean
HTAEU qof Fobl TS 31311 RS 3MTe.

Is the inquiry completed within 90 days? (Section 11 (4) If no specify reason

Section 11 (4) The inquiry under sub-section (1) shall be completed within a
period of ninety days.

19

Has the employer taken action on the IC report within 60 days of receipt?
(Section 13 (4) If no specify reason

Section 13 (4) - The employer or the District Olfficer shall act upon the
recommendation within sixty days of its receipt by him.

20

(HOH Q& TIR) T IHRI/AHRI hle YRIGTTT STa- B SIld D12
S ¢ AT AR THRITT ASTHR A Ap3 =T HRIAE THRA

fHar 7 URTE TROINT FA1§ HRUAT AT 31T, ATfRe 1w rfdfam,
2004 (004 FT Q) HEY BIEIB! ATHI A} AXIB!, HAH Q AT bojed]
ABRI AR, NS AT, ufcrard’ s |efler Ji= o T U<,
THE (Conciliation) M1 Tdm3N=a HRIATERN Hafdd HIorg! Arfa,
JfRreh, ofeia affehl fhar wenfe aftdie dosear Brprsd onfor ar
AR RSTIR ATSEHM fdhar [l IeaH= Fova! HRAT,




PHIVTATET TR ST, AU SO FHRHATEAIAT G131 Bedl SIUIR ATel,
B! SR ATe! fhar et ez 1T SR ATel:

W I ?M P, A ARFRETT SRE o bl difsad
3T fohdT Tl 3N YSTART HIRUNYT SN 3T BIVETE! qURNS IS
= BT TAIRT Bl SIS 2.

Are records of complaints and inquiries stored securely? (Section 16)

Section 16 :- Prohibition of publication or making known contents of complaint
and inquiry proceedings. Not with standing anything contained in the Right to
Information Act, 2005 (22 of 2005), the contents of the complaint made under
section 9, the identity and addresses of the aggrieved woman, respondent and
witnesses, any information relating to conciliation and inquiry proceedings,
recommendations of the Internal Committee or the Local Committee, as the case
may be, and the action taken by the employer or the District Officer under the
provisions of this Act shall not be published, communicated or made known to the
public, press and media in any manner: Provided that information may be
disseminated regarding the justice secured to any victim of sexual harassment
under this Act without disclosing the name, address, identity or any other
particulars calculated to lead to the identification of the aggrieved woman and
witnesses.

21

(FAH RN TIR YR ST ITaraRYT (Wit 3T fforee) gifaa
P 3R BI?

RE) TAR BT fSHTo JRIGT BRI IIAERY Y& BRI, ST
ST fSHToN AUhTd JUM=aT FeiaR_gT HBU=aT YR adies FH1aR1
IS

Is a safe working environment (physical and digital) ensured? (Section 19 (a)
Section 19 (a) provide a safe working environment at the workplace with shall
include safety from the persons coming into contact at the workplace.

22

(FAFT 9 TIR) I AT (IC) ATHD / Ries! sffbam=iies aiive
AT SRAYT ATER HAT STl B1?

FSH 29 - G TS STEdTs ATER B —

(9) TATRRIY, 3icie el fohar et i, Te doex auHe,
fafea deyear TH=aTa 3111 I, U aTfieh JfedTes dUR HNe ST al
GBI g TeaT SIS HIeR HRe.

R) 7T AfTHRY, Tre-HeH (9) T UTH TSI AT d TgaraidT
AT T8 AT Vo ARBR AT TG BRI

Does the IC submit an Annual Report to the employer and District Officer every
year? (Section 21)

(Section 21) (1) The Internal Committee or the Local Committee, as the case
may be, shall in each calendar year prepare, in such form and at such time as
may be prescribed, an annual report and submit the same to the employer and the
District Officer.

(2) The District Officer shall forward a brief report on the annual reports
received under sub-section (1) to the State Government.

23

HIc5eh/ RATIAT Y@ 3MUeAT dNieh AT / BRI POSH
TS FHIIRT Bl B1? (FIH 98 TAR)

9 9% =~ TP ABATS TIR HROY. THR AR H3H 9 i St a1
IEATS TIR B, AT WSS TURNS TTUI I3 IR -

(31) TYYRTT UTT STS AT BT BBTIT AhR I FT.

(@) TYIRTT BT BIecs T dhNId G,

() e fEaTUeT SR BT Vo [9d RIS el UHR I H&T.




(®) STP BRIABG AT DhesedT BRIFMEST fhdT STTuie STFF
HTIhHTT G,
(3) TS S fhaT NicaT AfTBT=T F3edT dRATSI W0 U.

Does the employer include POSH compliance details in their annual
reports/filings? (Rule 14)
Rule 14 :- Preparation of annual report.

The annual report which the Complaints Committee shall prepare under
Section 21, shall have the following details :-

(a) number of complaints of sexual harassment received in the year (b)
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MESSAGE

With improved access to education and employment, millions of Indian
women are enterting the country’s workforce today. Many working women
face sexual harassment at the workplace on a daily basis. It is crucial
therefore that as a country, we strive to eliminate work-place sexual
harassment since women have the right to work in safe and secure
environment. It is the responsibility of every employer to ensure safety of
women in a work environment and improve their participation. This will
contribute to realization of their right to gender equality and result in
economic empowerment and inclusive growth and benefit the nation as a
whole.

I am pleased to present this Handbook on Sexual Harassment of Women
at Workplace (Prevention, Prohibition and Redressal) Act, 2013. It provides
key information about the provisions of the Act in an easy-to-use and practical
manner. The Handbook has been developed with the aim to ensure that the
citizens of India are aware of their rights and obligations in terms of creating
safe workplace environment for women.

Government of India is committed to promote gender equality and
women’s empowerment across every sector. This Handbook reflects our
commitment to empower women as economic agents and improve their ability
to access markets on competitive and equitable terms. I am confident that
this Handbook which advocates and enforces the rules as laid out in the
Sexual Harassment of Women at Workplace (Prevention, Prohibition and
Redressal) Act, will be beneficial to everyone. The practical and user-friendly
procedures outlined in the Handbook will be useful for actual implementation

of the Act.
(Smt. Maneka &Zy Gandhi)

Off. : ‘A’ Wing, Shastri Bhavan, Or. Rajendra Prasad Road, Now Delhi-110 001, Tel, : 23074052-54, Fax : 23387384
Resl. : 14 Ashoka Road, New Delhi-110001, Tel. : 23357088, Fax : 23354321
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FOREWORD

| am pleased to share with you this Handbook on Sexual Harassment
of Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013.
This Handbook is of immense imporfance because combating sexual
harassment involves developing deeper understanding of what is sexual
harassment and change of attitudes in all - be it employer, employees,
colleagues, friends, or the policy makers.

Sexual Harassment at workplace is an extension of violence in
everyday life and is discriminatory and exploitative, as it affects women's right
to life and livelihood. In India, for the first time in 1997, a petition was filed in
the Supreme Court to enforce the fundamental rights of working women, after
the brutal gang rape of Bhanwari Devi a social worker from Rajasthan. As an
outcome of the landmark judgment of the Vishaka and Others v State of
Rajasthan the Sexual Harassment of Women at Workplace (Prevention,
Prohibition and Redressal) Act, 2013, was enacted wherein it was made
mandatory for every employer to provide a mechanism to redress grievances
pertaining to workplace sexual harassment and enforce the right to gender
equality of working women. The Act is also unique for its wide ambit as it is
applicable to the organized sector as well as the unorganized sector.

The legisiation, however, requires the support and commitment of all
stakeholders for its effective and successful implementation in preventing
workplace sexual harassment. It casts an obligation upon the empioyer to
address the grievances in respect of sexua! harassment at workplace in a
time bound manner. It is in this context that this Handbook would be very
useful as it provides clear definition of what constitutes sexual harassment
and explains how the complaint process works.

I am sure that the Handbook will be extremely useful to all agencies
concerned and help them in taking pro-active measures 1o eradicate the
problem/menace of workplace sexual harassment in the country.

S S|

(V. Somasundaran)

Shastrl 8hawan, D1 Rajender Prasad Road, New Deihi-110001
Tel - 011-23383566 Fax - 011-23381485 E-mail : secywed@nic.in
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PREFACE

The Government of India s committed to ending all forms of violence against women
that negatively impact society. hamper gender equality and constricts the social and economic
development of the country.

Since, sexual harassment results in violation of the fundamental rights of a woman to
equality as per Articles 14 and 15 and her right to live with dignity as mentioned under
Article 21 of the Constitution, the Government of India enacted the Sexual Harassment of
Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013. The Act is an
extension of the Vishaka Guidelines issued by the Supreme Court in 1997. The Supreme
Court of India, for the first time in the Vishaka Guidelines, acknowledged Sexual Harassment
at the workplace as a human rights violation. Further, the Act also reflects the commitment of
the Government to the ratification of the Convention on the Elimination of all forms of
Discrimination against Women (CEDAW) on July 09, 1993. This new legislation makes
every effort o be a user friendly ool in the hands of the employers and employees, to create
safe and secure workplaces for all women.

With the enactment of the Act, India is now a part of a select group of countries to
have prohibited sexual harassment at workplace through national legislation. The Act is
unigue in its broad coverage which includes all working women from organised and
unorganised sectors alike, as also public and private sectors, regardless of hierarchy.
Effective implementation of the Act is a challenge. The Handbook is designed to be a Ready
Reckoner for organisations vested with responsibility to enforce the law,

The Handbook is structured into six sections, The first section is an introduction and
detail regarding the genesis of the Act, the second sets the context by defining the workplace
and sexual harassment and impact of such behaviour, the third focuses on the key individuals
and institutions involved in prohibition and prevention processes and their responsibilities,
section four discusses the redressal mechanism followed by monitoring requirement in
section five and important international frameworks and best practices on sexual harassment
at the workplace in the concluding section.



It is the hope of the Ministry that this Handbook will be of considerable value for
employers, employees and complaint committees alike, as it provides guidance with regard to
the steps to be taken and the processes to be followed, in line with the requirements of the
law. It will prove useful to all women workers particularly and be a step forward in
promoting their independence as well as the right to work with dignity as equal partners in an

environment that is free from violence.
(Héﬁ‘ﬁﬁm)
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““The meaning and content of the fundamental rights
guaranteed in the Constitution of India are of sufficient
amplitudes to encompass all facets of gender equality...."”

Late Chief Justice J.S. Verma, Supreme Court of India, Vishaka v. State of Rajasthan
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Introduction

“Whereas sexual harassment results in violation of the fundamental rights
of a Woman to equality ... ”’

[Preamble, Sexual Harassment of Women at Workplace (Prevention,
Prohibition & Redressal) Act]

s enshrined in the Preamble to the Constitution of India, “equality of status and opportunity”
must be secured for all its citizens; equality of every person under the law is guaranteed by
Article 14 of the Constitution.

A safe workplace is therefore a woman’s legal right. Indeed, the Constitutional doctrine of equality
and personal liberty is contained in Articles 14, 15 and 21 of the Indian Constitution. These articles
ensure a person’s right to equal protection under the law, to live a life free from discrimination
on any ground and to protection of life and personal liberty. This is further reinforced by the UN
Convention on the Elimination of all Forms of Discrimination against Women (CEDAW), which was
adopted by the UN General Assembly in 1979 and which is ratified by India. Often described as an
international bill of rights for women, it calls for the equality of women and men in terms of human
rights and fundamental freedoms in the political, economic, social, cultural and civil spheres. It
underlines that discrimination and attacks on women’s dignity violate the principle of equality of
rights.

Sexual harassment constitutes a gross violation of women's right to equality and dignity. It
has its roots in patriarchy and its attendant perception that men are superior to women and
that some forms of violence against women are acceptable. One of these is workplace sexual
harassment, which views various forms of such harassment, as harmless and trivial. Often, it is
excused as ‘natural’ male behaviour or ‘harmless flirtation’ which women enjoy. Contrary to these
perceptions, it causes serious harm and is also a strong manifestation of sex discrimination at the
workplace. Not only is it an infringement of the fundamental rights of a woman, under Article 19
(1) (g) of the Constitution of India “to practice any profession or to carry out any occupation, trade
or business”; it erodes equality and puts the dignity and the physical and psychological well-being
of workers at risk. This leads to poor productivity and a negative impact on lives and livelihoods.
To further compound the matter, deep-rooted socio-cultural behavioural patterns, which create
a gender hierarchy, tend to place responsibility on the victim, thereby increasing inequality in the
workplace and in the society at large.
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Though sexual harassment at the workplace has assumed serious proportions, women do not
report the matter to the concerned authorities in most cases due to fear of reprisal from the
harasser, losing one’s livelihood, being stigmatized, or losing professional standing and personal
reputation.

Across the globe today, workplace sexual harassment is increasingly understood as a violation
of women's rights and a form of violence against women. Indeed, the social construct of male
privileges in society continues to be used to justify violence against women in the private and
public sphere. In essence, sexual harassment is a mirror reflecting male power over women that
sustains patriarchal relations. In a society where violence against women, both subtle and direct,
is borne out of the patriarchal values, women are forced to conform to traditional gender roles.
These patriarchal values and attitudes of both women and men pose the greatest challenge in
resolution and prevention of sexual harassment. Workplace sexual harassment, like other forms
of violence, is not harmless. It involves serious health, human, economic and social costs, which
manifests themselves in the overall development indices of a nation.

The Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013
was enacted to ensure safe working spaces for women and to build enabling work environments
that respect women'’s right to equality of status and opportunity. An effective implementation
of the Act will contribute to the realization of their right to gender equality, life and liberty,
equality in working conditions everywhere. The sense of security at the workplace will
improve women'’s participation in work, resulting in their economic empowerment and inclusive
growth.

The full scale of the problem is not known given the difficulties in documenting the experience
of those who have experienced workplace sexual harassment. However, available studies on
sexual harassment show that it is certainly prevalent in India today. This is why the legislation is an
important step forward within the larger architecture of women’s rights, as it tackles this issue to
secure the rights of women workers across the country.

While the official figures for women’s work participation are low, much of the work that women
do is not captured in official data accounts. It is argued’ that where this is to be captured, women’s
overall work participation would be 86.2 per cent. While the official data* shows that women’s
work participation rate is around 25.3 per cent in rural areas and 14.7 per cent in the urban areas,
estimates indicate that there is a huge workforce of women, therefore there is a need to secure
their workplace and entitlements. Given, that 93 per cent of women workers are employed in the
informal sector, they remain unprotected by laws. With no laws or mechanisms to protect them,
proactive measures are required to make their workplaces safe.

"Professor Jayati Ghosh, Paper on ‘What Exactly is Work? http://www.macroscan.org/cur/oct14/pdf/Exactly_Work.pdf
2 NSSO 2011-12
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It is well established that ensuring safe working conditions for women leads to a positive impact
on their participation in the workforce and increases their productivity, which in turn benefits the
nation as a whole. Economically, empowered women are key to the nation’s overall development
and this can only be achieved if it is ensured that women’s workspaces across all sectors and all
over the country have a safe and secure environment for work.

It is important as well to ensure that the emphasis is on prevention rather than punitive action.
This calls for widespread awareness on the Act among employers, managers and the workers
themselves. Frequently, women workers may face sexual harassment but may not be aware that
it is a breach of their rights and that there is something they can do about it. They need to know
that they can do something about it. Then there are others, who may believe that it is a personal
matter that needs to be resolved by the people involved. In order to change this order of things, it
is urgent that measures are taken to change mind-sets and attitudes by creating awareness about
what constitutes sexual harassment and the steps that can be taken to address it.

This handbook will serve as an important tool to make workplaces safe and benefit both workers
and employers alike, leading to mutual gains.

1.1 THE MANDATE

Today, all workplaces in India are mandated by law to provide a safe and secure working
environment free from sexual harassment for all women.

1.2 THE GENESIS

In 1992, a rural level change agent, Bhanwari Devi, was engaged by the state of Rajasthan as a
Sathin® to work towards the prevention of the practice of child marriages. During the course of her
work, she prevented the marriage of a one-year old girl in the community. Her work was met with
resentment and attracted harassment from men of that community. Bhanwari Devi reported this
to the local authority but no action was taken. That omission came at great cost — Bhanwari was
subsequently gang raped by those very men.

The Bhanwari Devi case revealed the ever-present sexual harm to which millions of working women
are exposed across the country, everywhere and everyday irrespective of their location. It also
shows the extent to which that harm can escalate if nothing is done to check sexually offensive
behaviour in the workplace.

Based on the facts of Bhanwari Devi’s case, a Public Interest Litigation (PIL) was filed by Vishaka and
other women groups against the State of Rajasthan and Union of India before the Supreme Court
of India. It proposed that sexual harassment be recognized as a violation of women's fundamental
right to equality and that all workplaces/establishments/institutions be made accountable and
responsible to uphold these rights.

3 Sathin’ means a friend
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In a landmark judgment, Vishaka vs. State of Rajasthan (1997)%, the Supreme Court of India created
legally binding guidelines basing it on the right to equality and dignity accorded under the Indian
Constitution as well as by the UN Convention on the Elimination of All Forms of Discrimination
against Women (CEDAW).

It included:

¢ A definition of sexual harassment

¢ Shifting accountability from individuals to institutions
¢ Prioritizing prevention

¢ Provision of an innovative redress mechanism

The Supreme Court defined sexual harassment as any unwelcome, sexually determined physical,
verbal, or non-verbal conduct. Examples included sexually suggestive remarks about women,
demands for sexual favours, and sexually offensive visuals in the workplace. The definition also
covered situations where a woman could be disadvantaged in her workplace as a result of threats
relating to employment decisions that could negatively affect her working life.

It placed responsibility on employers to ensure that women did not face a hostile environment,
and prohibited intimidation or victimization of those cooperating with an inquiry, including the
affected complainant as well as witnesses.

It directed for the establishment of redressal mechanism in the form of Complaints Committee,
which will look into the matters of sexual harassment of women at workplace. The Complaints
Committees were mandated to be headed by a woman employee, with not less than half of its
members being women and provided for the involvement of a third party person/NGO expert on
the issue, to prevent any undue pressure on the complainant. The guidelines extended to all kinds
of employment, from paid to voluntary, across the public and private sectors.

Vishaka established that international standards/law could serve to expand the scope of India’s
Constitutional guarantees and fill in the gaps wherever they exist. India’s innovative history in
tackling workplace sexual harassment beginning with the Vishaka Guidelines and subsequent
legislation has given critical visibility to the issue. Workplaces must now own their responsibility
within this context and ensure that women can work in safe and secure spaces.

1.3 THE ACT

Having raised the bar of responsibility and accountability in the Vishaka Guidelines, the Supreme
Court placed an obligation on workplaces, institutions and those in positions of responsibility, to
uphold working women’s fundamental right to equality and dignity at the workplace. Three key
obligations were imposed on institutions to meet that standard, namely:

4(AIR 1997 Supreme Court 3011)




¢ Prohibition
¢ Prevention
¢ Redress

In 2013, the Government of India notified the Sexual
Harassment of Women at Workplace (Prevention,
Prohibition and Redressal) Act (referred to as Act
hereinafter). Consistent with the Vishaka judgment,
the Act aspires to ensure women’s right to workplace
equality, free from sexual harassment through
compliance with the above mentioned three elements.

It is important to note that the Act provides a
civil remedy to women and is in addition to other
laws that are currently in force. Consequently,
any woman who wishes to report instances of
sexual harassment at the workplace has the right to
take recourse of both civil and criminal proceedings.

1.4 PURPOSE OF THIS HANDBOOK

This handbook is meant for all workplaces/institutions/organizations to provide a basic
understanding of sexual harassment at places of work. Additionally, it is designed to offer Internal
Complaints Committee/s and Local Complaints Committee/s (Complaints Committee/s) established
under the Act, with simple, user friendly information on sexual harassment; what is expected of
Complaints Committee/s to redress a complaint; and what the inquiry process and outcome should
include.

1.5 WHO IS THIS HANDBOOK FOR

This handbook informs the end user (an employee/worker) about workplace sexual harassment
and their right to an informed complaint process in seeking redress as provided under the Act and
Rules framed thereunder.

1.6 STRUCTURE OF THE HANDBOOK

This Handbook has 6 sections, with each containing information for women, male co-workers as
well as their employers, on how to deal with sexual harassment at the workplace in the context
of the Act.

Section 1 serves as an introduction, as it details the genesis of the Act and the history behind it,
as well as provides a brief description of the Act itself. This section also describes the
purpose of this handbook and who it is designed for.
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Section 2 sets the context by defining a workplace and sexual harassment. It provides the reader
with key elements, such as examples of sexual harassment as well as scenarios and the
impact of such behaviour.

Section 3 focuses on the key individuals and institutions involved in the prohibition and prevention
processes and their responsibilities.

Section 4 is about redress. This section identifies and defines the key players involved in the
complaint mechanism (including the complainant and the respondent). It details the
stages of the complaint process. Particular attention is paid to the complaints committee
which plays a very important role in this process.

Section 5 describes the monitoring requirements as per the Act.

Section 6 lists the important international frameworks and select best practices on sexual
harassment at the workplace.
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Workplace Sexual Harassment- What Is It?

“No woman shall be subjected to sexual harassment at any workplace.”

Section 3(1) of the Sexual Harassment of Women at Workplace
(Prevention, Prohibition and Redressal) Act, 2013

his section defines the aggrieved woman, workplace and sexual harassment as well as

highlights key elements of workplace sexual harassment. It provides examples of behaviours

through which a woman can experience possible professional and personal harm. It presents
the user with scenarios from across-section of work contexts to build clarity on different forms of
sexual harassment as identified under the Act.

2.1 WHO IS AN AGGRIEVED WOMAN?

The Act recognizes the right of every woman to a safe and secure workplace environment
irrespective of her age or employment/work status. Hence, the right of all women working or
visiting any workplace whether in the capacity of regular, temporary, adhoc, or daily wages basis
is protected under the Act.

It includes all women whether engaged directly or through an agent including a contractor, with
or without the knowledge of the principal employer. They may be working for remuneration, on a
voluntary basis or otherwise. Their terms of employment can be express or implied.

Further, she could be a co-worker, a contract worker, probationer, trainee, apprentice, or called by
any other such name. The Act also covers a woman, who is working in a dwelling place or house.

[ Aggrieved Women ]

. Visiting a

P

Regular/ For Employed Contract Worker/
Domestic | | Termporary/ | | remuneration/ directly/Through Probationer/Trainee/
Worker | |Ad Hoc/Daily | | Voluntary basis/ “n adent Apprentice/called by any

Wager Otherwise & other such name
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2.2 WHAT IS A WORKPLACE?

A workplace is defined as “any place visited by the employee arising out of or during the course of
employment, including transportation provided by the employer for undertaking such a journey.”
As per this definition, a workplace covers both the organised and un-organised sectors.

It also includes all workplaces whether owned by Indian or foreign company having a place of
work in India. As per the Act, workplace includes:

- Government organizations, including Government company, corporations and cooperative
societies;

- Private sector organisations, venture, society, trust, NGO or service providers etc. providing
services which are commercial, vocational, educational, sports, professional, entertainment,
industrial, health related or financial activities, including production, supply, sale, distribution
or service;

- Hospitals/Nursing Homes;
- Sports Institutes/Facilities;

- Placesvisited by the employee (including while on travel) including transportation provided by
employer;

- Adwelling place or house.

The Act defines the Unorganised Sector as:

e Any enterprise owned by an individual or self-employed workers engaged in the production or
sale of goods or providing services of any kind;
e Any enterprise which employs less than 10 workers.

All women working or visiting workplaces, for example:

Government
Organisations

Corporations
Re Facilities

Sports perative
Societies

Educational

Service
Institutions

Providers

Companies




2.3 WHAT IS SEXUAL HARASSMENT AT THE WORKPLACE?

“Sexual Harassment” includes anyone or more of the following unwelcome acts or behaviour
(whether directly or by implication), namely:
1. Physical contact or advances;
2. A demand or request for sexual favours;
Making sexually coloured remarks;

3
4. Showing pornography;
5

Any other unwelcome physical, verbal or non-verbal conduct of a sexual nature

2.4 KEY ELEMENTS OF WORKPLACE SEXUAL HARASSMENT

Very often situations that start off innocently end up in inappropriate and unprofessional
behaviours. It is important to remember that workplace sexual harassment is sexual, unwelcome
and the experience is subjective. It is the impact and not the intent that matters and it almost always
occurs in a matrix of power. It is possible that a woman may experience a single instance of sexual
harassment or a series of incidents over a period of time. It is important also to remember that
each case is unique and should be examined in its own context and according to the surrounding
circumstances as a whole.
THE FIRST STEP TO PREVENTION IS

The following table highlights the subjective
RECOGNITION

nature of the experience and the impact it may
have on the person involved, irrespective of the =~ Workplace Sexual Harassment is
intent of such behaviour. behaviour that is

To enable prevention of sexual harassment at UNWELCOME

the workplace, it is critical to recognize and = SEXUAL in nature

differentiate between welcome and unwelcome A ¢\ygJECTIVE experience
sexual behaviour. Listed are some examples of
how “unwelcome” and “welcome” behaviour is
experienced. Often occurs in a matrix of POWER

IMPACT not intent is what matters
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UNWELCOME WELCOME

Feels bad Feels good
One-sided Reciprocal

Feels powerless In-control
Power-based Equality

Unwanted Wanted

lllegal Legal

Invading Open

Demeaning Appreciative
Causes anger/sadness Happy

Causes negative self-esteem Positive self-esteem

Impact of inappropriate behaviour

The impact of sexual harassment at the workplace is far-reaching and is an injury to the equal
right of women. Not only does it impact her, it has a direct bearing on the workplace productivity
as well as the development of the society. Below is a list of select examples of such negative
impacts.

10
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Professional Personal

e Decreased work performance ¢ Depression

. ¢ Anxiety, panic attacks
e Increased absenteeism, loss of pay )P

e Traumatic stress

e | oss of promotional opportunities « Sleeplessness

* Retaliation from the respondent, or * Shame, guilt, self-blame
colleagues/ friends of the respondent * Difficulty in concentrating

. . . e Headaches
* Subjected to gossip and scrutiny at work

e Fatigue, loss of motivation

* Being objectified « Personal Difficulties with time

¢ Becoming publicly sexualized e Eating disorders (weight loss or gain)

* Feeling betrayed and/or violated

* Defamation
e Feeling angry or violent towards the respondent

* Being ostracized e Feeling powerless

« Having to relocate e Loss of confidence and self esteem
e Over all loss of trust in people
e Job and career consequences e Problems with intimacy

e Weakened support network e Withdrawal and isolation

SEXUAL HARASSMENT IS A SUBJECTIVE EXPERIENCE

In 2010, the High Court of Delhi endorsed the view that sexual harassment is a subjective
experience and for that reason held “We therefore prefer to analyze harassment from the
[complainant’s] perspective. A complete understanding of the [complainant’s] view requires...
an analysis of the different perspectives of men and women. Conduct that many men consider
unobjectionable may offend many women... Men tend to view some forms of sexual harassment
as “harmless social interactions to which only overly-sensitive women would object. The
characteristically male view depicts sexual harassment as comparatively harmless amusement.
... Men, who are rarely victims of sexual assault, may view sexual conduct in a vacuum without
a full appreciation of the social setting or the underlying threat of violence that a woman may
perceive.”

Dr. Punita K. Sodhi v. Union of India & Ors. W.P. (C) 367/2009 & CMS 828, 11426/2009
On 9 September, 2010, in the High Court of Delhi

1
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2.5 EXAMPLES OF BEHAVIOURS AND

Below are examples of behaviour that may or
may not constitute workplace sexual harassment
in isolation. At the same time, it is important
to remember that more often than not, such
behaviour occurs in cluster. Distinguishing
between these different possibilities is not an

SCENARIOS THAT CONSTITUE SEXUAL
HARASSMENT

easy task and requires essential training and skill
building.

Some examples of behaviour that constitute sexual harassment at the workplace:

1.

N ow o p W

&

Making sexually suggestive remarks or innuendos.

Serious or repeated offensive remarks, such as teasing related to a person’s body or appearance.
Offensive comments or jokes.

Inappropriate questions, suggestions or remarks about a person’s sex life.

Displaying sexist or other offensive pictures, posters, mms, sms, whatsapp, or e-mails.
Intimidation, threats, blackmail around sexual favours.

Threats, intimidation or retaliation against an employee who speaks up about unwelcome
behaviour with sexual overtones.

Unwelcome social invitations, with sexual overtones commonly understood as flirting.

Unwelcome sexual advances which may or may not be accompanied by promises or threats,
explicit or implicit.

12
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10. Physical contact such as touching or pinching.
11. Caressing, kissing or fondling someone against her will (could be considered assault).

12. Invasion of personal space (getting too close for no reason, brushing against or cornering
someone).

13. Persistently asking someone out, despite being turned down.
14. Stalking an individual.

15. Abuse of authority or power to threaten a person’s job or undermine her performance against
sexual favours.

16. Falsely accusing and undermining a person behind closed doors for sexual favours.
17. Controlling a person’s reputation by rumour-mongering about her private life.
Some examples of behaviour that may indicate underlying workplace sexual harassment and
merit inquiry:

1. Criticizing, insulting, blaming, reprimanding or condemning an employee in public.
2. Exclusion from group activities or assignments without a valid reason.

Statements damaging a person’s reputation or career.

Removing areas of responsibility, unjustifiably.

Inappropriately giving too little or too much work.

Constantly overruling authority without just cause.

Unjustifiably monitoring everything that is done.

Blaming an individual constantly for errors without just cause.

v o® N v oW

Repeatedly singling out an employee by assigning her with demeaning and belittling jobs that
are not part of her regular duties.

10. Insults or humiliations, repeated attempts to exclude or isolate a person.

1. Systematically interfering with normal work conditions, sabotaging places or instruments of
work.

12. Humiliating a person in front of colleagues, engaging in smear campaigns.
13. Arbitrarily taking disciplinary action against an employee.

14. Controlling the person by withholding resources (time, budget, autonomy, and training)
necessary to succeed.

Some examples of workplace behaviours that may not constitute sexual harassment:

1. Following-up on work absences.

2. Requiring performance to job standards.

13



2
W Handbook on Sexual Harassment of Women at Workplace

Towaros & KEw oA

3. The normal exercise of management rights.

4. Work-related stress e.g. meeting deadlines or quality standards.
5. Conditions of works.
6

Constructive feedback about the work mistake and not the person.
2.6 FORMS OF WORKPLACE SEXUAL HARASSMENT
Generally workplace sexual harassment refers to two common forms of inappropriate behaviour:
e Quid Pro Quo (literally ‘this for that’)

- Implied or explicit promise of preferential/detrimental treatment in employment
- Implied or express threat about her present or future employment status

e Hostile Work Environment
- Creating a hostile, intimidating or an offensive work environment

- Humiliating treatment likely to affect her health or safety
2.7 SCENARIOS

The following scenarios have been constructed as examples based on real life experiences of
women at workplaces. The scenarios attempt to build an understanding of the two types of
workplace sexual harassment as prescribed by the Act i.e. quid pro quo and hostile environment.

The names in the following examples are fictional and in no way refer to any individual alive or
dead.

A. Examples of scenarios that constitute quid pro quo or ‘this for that’ type of sexual
harassment at the workplace:

SCENARIO EXAMPLE 1

Kamini is a bright young team leader working in a call centre. Known to be forthright, she is
dedicated, hardworking and is a perfectionist.

Kamini stays back at work late one evening with her colleague Ravi to complete work for an
important presentation. Ravi offers to buy Kamini dinner and later drop her home since it’s been
a long day. After dinner, Ravi proposes to Kamini that he would like her to spend the night with
him. Kamini refuses politely but firmly and goes home. Next evening, Ravi repeats his request and
on Kamini’s refusal, threatens her that if she doesn’t give-in, he will tell everyone that she made a
pass at him.

What is Workplace ‘this for that’ Sexual Harassment?

In the above example, Ravi’s threat to Kamini that if she does not agree to his ‘request’ for a sexual
favour, he will in return smear her character at the workplace as a person who wants to use sexual

14
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favours to her advantage constitutes quid pro quo form of sexual harassment. Ravi’s behaviour is
unwelcome, sexual, and has a negative impact on Kamini.

SCENARIO EXAMPLE 2

Renuka is employed as a domestic worker where she is expected to take care of all the household
activities, other than cooking. Most of the days, the lady of the
house leaves early. Renuka is therefore left alone in the house
with a male member of the household.

Renuka finds the male member constantly leering at her when
he is at home and often walks around the house wrapped in
nothing but a towel which makes her very uncomfortable. On
one occasion, while she was sweeping, he pinched her bottom.
When she protested that she will complain to the lady of the |
house, he threatened to accuse her of stealing, and that he will
ensure that she loses her job.

What is Workplace Sexual Harassment?

In the above example, the male member by threatening Renuka to keep quiet about the unwelcome
physical contact if she wants to continue with her employment commits quid pro quo form of
sexual harassment. His behaviour occurring in a matrix of power, is unwelcome, sexual and has a
negative impact on Renuka.

SCENARIO EXAMPLE 3

Shamima is a lawyer who works as a researcher at an NGO in Delhi since 2013. Dr. Bhavan is the
director of the organisation and has always advocated for the cause of human rights.

During an official field visit to Shimla for 2 days, Dr. Bhavan finds an opportunity to be alone with
Shamima and makes a physical advance. Despite her protests, he forces himself on her while giving
lurid and sexually explicit details of his relationships, both past and present, with women. When
she chastises him and threatens to make his behaviour public, he threatens to destroy her career.

What is Workplace Sexual Harassment?

In the above example, by threatening Shamima with the destruction of her career, Dr. Bhavan
commits quid pro quo sexual harassment. His physical advances and sexual conversation are
unwelcome for Shamima and occur in a matrix of power.

B. Examples of scenarios that constitute a ‘hostile work environment’ type of sexual
harassment at the workplace:

SCENARIO EXAMPLE 1

Jayanthi works in a garment factory in Bangalore.

15
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Varghese, Jayanthi’s supervisor, often tries to touch her on one or
the other pretext. For example, he adjusts her dupatta while she
is sewing at her workstation on the pretext of covering her back.
Jayanthiis very uncomfortable with his behaviour. Her colleagues
at the workplace ridicule Jayanthi and mock her for the ‘special
treatment’ by her supervisor. They often gossip about her and
Varghese.

What is a Hostile Workplace Environment Sexual
Harassment?

In the above example, the physical touching by Varghese is
unwelcome and sexual in nature. The gossip, which is based on
Varghese’s behaviour towards Jayanthi at the workplace, is creating a hostile work environment
for Jayanthi.

SCENARIO EXAMPLE 2

Sukhi is a daily wage labourer working at a construction site. Every day at lunch time, Sukhi sits
under the shade of the tree to feed her 16-month old baby. She finds Jaswinder, a worker, staring
at her from the distance. Sukhi feels uncomfortable and asks Jaswinder to stay away from her
while she’s feeding the baby. However, Jaswinder persists and always finds a place near her. The
group of fellow construction workers now constantly catcall and whistle at Sukhi every time she
walks their way to refill the cement or mortar. When she questions them, they tell her they are
only joking amongst themselves.

What is a Hostile Workplace Environment Sexual Harassment?

Ogling, stalking and gossiping against Sukhi in the above example constitute a hostile work
environment, a form of workplace sexual harassment.

SCENARIO EXAMPLE 3

Sumedhais a Captain with the Indian Army. She has refused an offer made by a Senior Officer for a
relationship. Sumedha has kept quiet about this experience, but thanks to the rumour-mongering
by the Senior Officer, she has acquired a reputation of being a woman of ‘easy virtue’. Now she
is being subjected to repeated advances by three of her senior officer colleagues. When she turns
around and protests, she is singled out for additional physical training.

What is a Hostile Workplace Environment Sexual Harassment?

In the above example, Sumedha’s refusal to the sexual advances of her Senior Officer, leads to
her being subjected to rumours, gossip, character assassination, unwelcome sexual advances by
other officers, and arbitrary disciplinary action. This constitutes Hostile Work Environment form of
workplace Sexual Harassment.

16
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SCENARIO EXAMPLE 4
Ashais aresearcher at a media agency led by Dr. Purshottam, a well-known journalist.

In the first few months of Asha’s employment, Dr. Purshottam is very pleased with her work and
publicly appreciates her. Soon after, Dr. Purshottam frequently summons Asha to his office on the
pretext of work and makes verbal sexual advances and sexually coloured remarks to her. He brushes
aside her protests by saying that they would not be able to work as a team unless she interacted
closely with him and they both got to know each other well. However, once she categorically
rebuffed his sexual advances, he has stopped. Now he ridicules her work and humiliates her in the
presence of colleagues and the staff. He discriminates against her by allotting projects to her and
then arbitrarily withdrawing the work.

What is a Hostile Workplace Environment Sexual Harassment?

In the above example, the workplace actions are a result of Asha rebuffing the unwelcome, sexual
advances of Dr. Purshottam and this constitutes hostile work environment form of workplace
sexual harassment.

This section has listed and illustrated some of the behaviours that constitute the five parameters
of workplace sexual harassment, viz., sexual, subjective, unwelcome, impact and power. This
becomes the basis of the key elements of the Act, Prevention, Prohibition and Redress.

17



Prevention and Prohibition

“The meaning and content of fundamental rights guaranteed in the
Constitution of India are of sufficient amplitudes to encompass all facets of
gender equality...”

Late Justice J.S. Verma

his section describes those who are both responsible and accountable to prevent workplace
sexual harassment in compliance with the Act. It also highlights the role of workplaces in
prohibiting workplace sexual harassment through an effectively communicated policy.

3.1 PREVENTIVE AUTHORITIES
3.1.1 WHO IS AN EMPLOYER?
An employer refers to:

1. The head of the department, organisation, undertaking, establishment, enterprise, institution,
office, branch or unit of the Appropriate Government or local authority or such officer specified
in this behalf.

2. Any person (whether contractual or not) responsible for the management, supervision and
control of a designated workplace not covered under clause (i).

3. A person or a household who employs or benefits from the employment of domestic worker
or women employees.

e )
Employer
(. J
| (= =y l
Workplace of )

Government | Local Private Workplace Dwelling House

Bodies L )
_ Person responsible Person who employs/
Hesade;:: gif:;er for management/ benefits from the
P supervision/control employement
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3.1.2 WHO IS AN APPROPROATE GOVERNMENT?
As per the Act, Appropriate Government means:

i. Inrelation to a workplace which is established, owned, controlled or wholly or substantially
financed by funds provided directly or indirectly—
a. Bythe Central Government or the Union Territory administration, the Central Government;

b. By the State Government, the State Government;

ii. Inrelationtoany workplace not covered under sub-clause (i) and falling within its territory, the
State Government.

3.2 WHO IS A DISTRICT OFFICER (DO)?

State Governments will notify a District Magistrate/Additional District Magistrate/ Collector/
Deputy Collector as a District Officer at the local level. The District Officer will be responsible for
carrying out the powers and functions under the Act at the district levels (including every block,
taluka, tehsil, ward, and municipality).

3.3 RESPONSIBILITIES OF THE AFOREMENTIONED AUTHORITIES

Under the law the employer/DO is obliged to create a workplace free of sexual harassment. It is
the responsibility of the Employer/District Officer in general to:

1. Create and communicate a detailed policy;
2. Ensure awareness and orientation on the issue;

3. Constitute Complaints Committee/s in every workplace and district so that every working
woman is provided with a mechanism for redress of her complaint(s);

4. Ensure Complaints Committees are trained in both skill and capacity;
5. Prepare anannual report and report to the respective state government;
6. District Officer will also appoint a nodal officer to receive complaints at the local level.

3.2.1 Complaints Committee/s
The Act provides for two kinds of complaints mechanisms: Internal Complaints Committee
(1CC) and Local Complaints Committee (LCC). All Complaints Committees must have 50 per cent

representation of women. ICC or LCC members will hold their position not exceeding three years
from the date of their nomination or appointment.

1) Internal Complaints Committee (1CC)

Every employer is obliged to constitute an ICC through a written order. The ICC will be composed
of the following members:
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1. | Chairperson Women working at senior level as employee; if not available then
nominated from other office/units/ department/ workplace of the
same employer

2. | 2Members From amongst employees committed to the cause of women/
(minimum) having legal knowledge/experience in social work
3.  Member From amongst NGO/associations committed to the cause of women

or a person familiar with the issue of Sexual Harassment

Where the office or administrative units of a workplace are located in different places, division or
sub-division, an ICC has to be set up at every administrative unit and office.

ICC/LCC ARE MANDATORY

The employee who had a fundamental right to a workplace free of sexual harassment, had
complained about sexual harassment. According to the Court, had the organisation complied
with the Vishaka Guidelines and set up such a Complaints Committee, the preventative benefit
would have been three-fold:

1. Ensured a place where women employees could seek redress;

2. Sent a clear message to the workplace that such complaints would be enquired into by a
specially designated committee with external expertise;

3. Prevented a series of litigation that followed.

Hence, the Madras High Court awarded Rs. 1.68 crores in damages to an employee for the non-
constitution of a Complaints Committee by the employer, as per the Vishaka Guidelines (at the
time of the complaint, the Sexual Harassment of Women at Workplace Act 2013 had not been
enacted).

Ms. G v. ISG Novasoft Technologies Ltd. Madras High Court (Crl.R.C.No.370 of 2014 order dated
02.09. 2014. Original Petition N0.463 of 2012

2) Local Complaints Committee (LCC)

The District Officer will constitute an LCC in every district so as to enable women in the unorganised
sector or small establishments to work in an environment free of sexual harassment. The LCC will
receive complaints:

1. From women working in an organisation having less than 10 workers;
2. When the complaint is against the employer himself;

3. From domestic workers.
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No Member Eligibility

1. Chairperson Nominated from amongst the eminent women in the field of
social work and committed to the cause of women

2. | Member Nominated from amongst the women working in the block,
taluka or tehsil or ward or municipality in the district

3. 2 Members Nominated from amongst such NGO/associations/persons

committed to the cause of women or familiar with the issues

relating to sexual harassment, provided that:

° At least one must be a woman

o At least one must have a background of law or legal
knowledge

4. | ExOfficio member The concerned officer dealing with social welfare or women and
child development in the district

*One of the nominees shall be a woman belonging to the SC/ST/OBC/Minority community notified by the Central Government.
3) External Members on the Complaints Committee/s

The Act refers to external members, which generally means persons who have expertise with the
issue of sexual harassment. Given the largely intangible nature of workplace sexual harassment,
there are a range of complexities involved in responding effectively to workplace sexual harassment
complaints. For this reason, external third party/ members on the Complaints Committee/s (from
civil society or legal background) should possess the following attributes:

1. Demonstrated knowledge, skill and capacity in dealing with workplace sexual harassment
issues/complaints;

2. Sound grasp and practice of the legal aspects/implications.

Such expertise will greatly benefit Complaints Committees in terms of fair and informed handling
of complaints to lead to sound outcomes. These external third party members shall be paid for
their services on the Complaints Committees as prescribed.

Criteria for the External Member

A ‘person familiar with issues relating to women’ would mean such persons who have expertise
in issues related to sexual harassment and may include any of the following:

e Atleast 5 years of experience as a social worker, working towards women’s empowerment
and in particular, addressing workplace sexual harassment;

e Familiarity with labour, service, civil or criminal law.
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3.2.2 Sexual Harassment at Workplace Policy

Employers/District Officers are responsible for complying with prohibition, prevention and
redress of workplace sexual harassment. In practice, this means having a policy that: (1) prohibits
unwelcome behaviour that constitutes workplace sexual harassment; (2) champions prevention
of workplace sexual harassment through orientation, awareness and sensitization sessions; and
(3) provides a detailed framework for redress.

3.2.3 Dissemination of Information and Awareness Generation
Employers/ District Officers have a legal responsibility to:

1. Effectively communicate a policy that prohibits unwelcome behaviour that constitutes
workplace sexual harassment, and provides a detailed framework for prevention, and redress
processes.

2. Carry out awareness and orientation for all employees.

3. Create forums for dialogue i.e. Panchayati Raj Institutions, Gram Sabhas, Women’s Groups,
Urban Local Bodies or like bodies, as appropriate.

4. Ensure capacity and skill building of Complaints Committees.

5. Widely publicize names and contact details of Complaints Committee members.
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Redress

“...the time has come when women must be able to feel liberated and
emancipated from what could be fundamentally oppressive conditions
against which an autonomous choice of freedom can be exercised and made
available by women. This is sexual autonomy in the fullest degree”

Late Chief Justice J.S. Verma, Justice Verma Committee Report, 2013

his section is about Redress. It provides helpful information on who can complain, to whom,

and what a complaint should contain. It also gives information and lays out the steps involved

when a complaint has reached the Complaints Committee, in terms of the process, findings
and recommendations.

4.1 WHO CAN COMPLAIN AND WHERE?

(COMPLAINTS COMMITTEE
In case of mental incapacity:
In case of physical incapacity: - Complainant’s relative
- Complainant’s relative - Complainant’s friend
- Complainant’s friend - Special educator
- Co worker - Qualified psychiatrist/psychologist
- Officer of NCW or SCW - Guardian/authority under
- Any person who has whose care the complainant
knowledge of the incident is receiving treatment/care
with the written consent - Any person with knowledge
of the complainant of the incident, jointly with

any person mentioned above

In case of Complainant’s

In case Complainant is unable to

death: file the complaint for any other
Any person with knowledge of reason:

the incident with the written By any person who has knowledge
consent of her legal heir of the incident with her written

consent

The Complainant
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Generally, where there are less than ten workers, any woman employee can complain to the Local
Complaints Committee with the support of the Nodal Officer, when required. It is the responsibility
of the District Officer to designate a person as the Nodal Officer in every block, taluka and tehsil
in rural or tribal areas and wards or municipalities in the urban areas, to receive the complaints
of workplace sexual harassment from women. The Nodal Officer will forward all such complaints
within seven days of its receipt to the concerned Complaints Committee for appropriate action.
In most other workplaces, a woman employee can make a complaint to the Internal Complaints
Committee.

4.2 WHAT SHOULD THE COMPLAINT CONTAIN?

The written complaint should contain a description of each incident(s). It should include relevant
dates, timings and locations; name of the respondent(s); and the working relationship between the
parties. A person designated to manage the workplace sexual harassment complaint is required to
provide assistance in writing of the complaint if the complainant seeks it for any reason.

Date (s) |

Timings ]

Complaint Description of -
Content Incident (s)

Respondent's
Name

Parties Working
Relationships

4.3 WHAT CAN AN EMPLOYEE/WORKER EXPECT?

When it comes to redress for workplace sexual harassment, employee/worker has a right to expect
-a trained, skilled and competent Complaints Committee, a time bound process, information
confidentiality, assurance of non-retaliation, counselling or other enabling support where needed
and assistance if the complainant opts for criminal proceedings.

4.3 A. RIGHTS OF THE COMPLAINANT

e Anempathetic attitude from the Complaints Committee so that she can state her grievance in
a fearless environment

e A copy of the statement along with all the evidence and a list of witnesses submitted by the
respondent
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* Keeping her identity confidential throughout the process
* Support, inlodging FIR in case she chooses to lodge criminal proceedings

e Incase of fear of intimidation from the respondent, her statement can be recorded in absence
of the respondent

e Right to appeal, in case, not satisfied with the recommendations/findings of the Complaints
Committee

4.3 B. RIGHTS OF THE RESPONDENT

* Anpatient hearing to present his case in a non-biased manner

e A copy of the statement along with all the evidence and a list of witnesses submitted by the
complainant

e Keeping his identity confidential throughout the process

e Right to appeal in case not satisfied with the recommendations/findings of the Complaints
Committee

4.4 KEY RESPONSIBILITIES

To effectively address workplace sexual harassment complaints, a Complaints Committees must
first be aware of their key responsibilities, some of which are highlighted below:

1. Bethoroughly prepared

2. Know the Act, Policy and/or relevant Service Rules

Gather and record all relevant information

Determine the main issues in the complaint

Prepare relevant interview questions

Conduct necessary interviews

Ensure parties are made aware of the process and their rights/responsibilities within it

0 N o v hWw

Analyse information gathered
9. Prepare the report with findings/recommendations
4.5 KNOWLEDGE, SKILLS, TRAINING

Dealing with workplace sexual harassment complaints is often complex. Hence Complaints
Committee/s must possess critical skills/capacity to effectively carry out their role. That includes
a sound grasp of the Act, Vishaka Guidelines, applicable Service Rules, relevant laws and an
understanding of workplace sexual harassment and related issues. Complaints Committee skills
must include an ability to synthesise information i.e. relevant documents, the law and interviews.
They should also be able to communicate effectively, write clearly, listen actively and conduct
interviews. They should be competent at showing empathy, being impartial and being thorough.
They should be able to identify sexual harassment and its impact.
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A Complaints Committee/s is required to be trained in both skill and capacity to carry out a fair and
informed inquiry into a complaint of workplace sexual harassment. An absence of such training
will lead to unequal and unfair results, which can cost employers, employees, complainants as well
as respondents.

4.6 DO’S AND DON’TS FOR COMPLAINTS COMMITEE
DO’s
1. Create an enabling meeting environment.

2. Use body language that communicates
complete attention to the parties.

3. Treat the complainant with respect.
4. Discard pre-determined ideas.

5. Determine the harm.

DON'TS

N

Get aggressive.

2. Insist on a graphic description of the sexual
harassment.

3. Interrupt.

4. Discuss the complaint in the presence of the
complainant or the respondent.
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4.7 NON-NEGOTIABLES DURING THE INQUIRY PROCESS

During a redress process the Complaints Committee/s are required to assure confidentiality, non-
retaliation and recommend interim measures as needed to conduct a fair inquiry.

4.8 THE SEXUAL HARASSMENT COMPLAINT PROCESS

The Complaints Committee/s needs to have information on the six stages (including fifteen steps),
detailed below, for addressing a complaint of workplace sexual harassment.

Stage O-ne : Receipt of the Stage Two : Planning Stage Three 9 Inte‘rviem.rs
Complaint é Carefully 9 Step 8: Prepare an |nterIV|ew plan
Step 1: Receive and acknowledge Step 6 : Prepare the file fOf‘ the hearing: Complainant,
receipt of the complaint Step 7 : Consideration Witnesses and Respondent.

Step 2 : Meet and talk to the Step 9 : Assess the completeness

complainant to explore options for of the information collected.

formal and informal resolution ¢

Step 3 : Informal mechanism

Step 4 : Formal mechanism Stage Four : Reasoning

Step 5: Respondent and response Step 10 : Analyse and assess the
information gathered during the
inguiry.

Stage Six: Report Stage Five : Finding Step 11: Create a timeline to help

Step 15 : Writing the and Recommendation establish the sequence of events

Report e Step 13 : Finding e related to the complaints.

Step 12 : Compare similarities and
differences within each of the
statements made by interviewees.

Step 14:
Recommendations

STAGE ONE: RECEIPT OF THE COMPLAINT
A fair, prompt, and impartial inquiry process starts with a Complaints Committee capable of
creating an environment of trust and confidence throughout the inquiry.

Step 1: Receive and Acknowledge Receipt of the Complaint

The complainant submits a sexual harassment complaint in writing within three months of the last
alleged incident to the Complaints Committee or any other person designated by the organization/
District Officer (i.e. Nodal Officer) to receive and manage complaints of sexual harassment.

Training and Skill Building : An Institutional Responsibility

It is important that both the Committee and any other person designated by the organization/
District Officer to receive or otherwise handle a sexual harassment complaint has there quired
competency and skill building training formanaging a complaint and/or any concern related to
workplace sexual harassment.
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Upon receipt, the complaint should be reviewed for:

1. Inthe context of workplace that the sexual harassment complaint is to be met with under the
Act, such as, Service Rules, Workplace Policy, Vishaka Guidelines and related laws.

2. Clarity in the complaint.
3. Additional information needed from the complainant.

The complainant will be notified in writing to acknowledge receipt.

Elements of the Behaviour
The complaint needs to satisfy the following elements:

The respondent displayed a 2 The behaviour The 4 The behavior
potentially improper andfor was directed at complainant occurred in the
offensive conduct which may the complainant; experienced workplace or at any
come within workplace harm. location/any event
sexual harassment; related to work

Step 2: Meet and Talk to the Complainant to Explore Options for Formal and Informal Resolution

The complainant needs to be informed about the ensuing process and the informal or formal
options available for the redress.

Step 3: Informal Mechanism

If the complainant chooses to adopt the informal process to resolve her complaint/experience
of workplace sexual harassment, then it is the responsibility of the person designated to receive
and manage the Complaints Committee to explore enabling ways to address the complaint. This
can include counselling, educating, orienting, or warning the respondent to promptly stop the
unwelcome behaviour or appointing a neutral person to act as a conciliator between the parties
to resolve the complaint through conciliation.

However, before recommending conciliation, the Committee must assess the severity of the
situation and if necessary, advise and enable the complainant to opt for the formal route. At no
point, the Complaints Committee will advise the complainant to resolve the matter directly with
the respondent. Where such an informal process is successful, such resolution is to be recorded
by the conciliator and forwarded to the ICC/LCC who in turn will forward the same to the
employer/District Officer for further action based on the resolution. Employers/District Officers
are responsible for taking steps to ensure that the complainant is not subject to any backlash.

The choice of a formal process rests with the complainant even if the person responsible for
managing the complaint believes that this can be resolved through an informal process.

Step 4: Formal Mechanism

1. If the complainant opts for formal redress, or the nature of the complaint is serious which calls
for formal redress, then the Complaints Committee responds to the complaint.
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2. Complaints Committee/s members must be free of any conflict of interest with either the
concerned parties or with the outcome.

3. Ensure that the independent third party member has sound knowledge, skill, and experience
in dealing with workplace sexual harassment complaints.

Step 5: Respondent and Response

1. As per the procedure provided in the Service Rule; or in absence of the same

2. Within seven days of receiving a complaint, the Complaints Committee will inform the
respondent in writing that a complaint has been received.

3. Therespondent will have an opportunity to respond to the complaint in writing within ten days
thereafter.

STAGE TWO: PLANNING CAREFULLY

Step 6: Prepare the File

A sound inquiry relies on sound preparation. This includes taking into account the following steps:
1. Documentation

Create an independent confidential file of the complaint and all subsequent related documentation.
2. Review Law & Policy

Have a clear knowledge and understanding of the Act/Rules as well as the relevant Service Rules,
Workplace Policy, Vishaka Guidelines, existing practices and related laws.

3. Make a List

Make a list of all the dates and events relating to the written complaint as well as the names of
witnesses, where applicable.

Relevant Witnesses

The complaint may include the names of people believed to have witnessed the alleged incidents
or those who may have been aware of other information directly related to the complaint. The
respondent may also include the names of witnesses. In addition, the Complaints Committee
also has the discretion to call any person as a witness, who it believes, has something to contribute
to the inquiry process.

4. Supporting Documents

Obtain and review all supporting documents relevant to the complaint, including those
presented by the complainant and the respondent.
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5. Act Quickly

Create a plan. This can be used as an initial checklist to ensure that all of the critical elements
are covered. It includes:

a. Thenames of the parties and witnesses to be interviewed
b.  Any documentary support that needs to be examined

c. Timeline

Preparing the Plan - Key Elements to Consider

1.  Defining the Issues
What is the complaint
Questions or points that require clarification
2. Determining a violation of the Policy/Act
What information is needed to determine that there has been a violation
3. Logistics
Venue for conducting the interviews. Are special logistics required
Creating timelines for each
4. Critical Information
What documents need to be looked at
Witnesses to be questioned and in what order
5. Areas of Questioning
Questions for each specific incident and party/witness
Questions for each particular issue

Issues likely to require follow-up

Step 7: Consideration
1. Interim Measures

While a complaint is pending inquiry, a complainant can make a written request for her transfer or
the transfer of the respondent, or for leave (upto 3 months). She can also request the Complaints
Committee to restrain the respondent from reporting on her work performance or writing her
confidential report or supervising her academic activities (in case she is in educational institution).
Even in the absence of such a request, the Complaints Committee must take corrective action. It is
essential to take these actions in order to prevent potential ongoing sexual harassment.
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2. Support

Maintain clear, timely communication with the parties throughout the process. Provide
complainants with any specific assistance they may require, such as counselling, addressing health-
related concerns or sanctioning of leave.

STAGE THREE: INTERVIEWS

Step 8: Prepare an Interview Plan for the Hearing: Complainant, Witnesses, Respondent

1. Based on the results of the previous steps and before conducting interviews, the Complaints
Committee should decide which issues need to be pursued for questioning.

2. Interviews are meant to obtain information that is relevant to the complaint from individuals.

3. Interviews should be conducted with each person separately and in confidence. The complainant
and the respondent should not be brought face to face with each other.

Interviewing Tips

1. Introduction 2. Questioning
Questioning the parties and Determine beforehand the following:
witnesses in a situation of .

Date, time, place and order of interviews
workplace sexual harass-

ment is a sensitive task. The * Questions and their order

Complaints Committee must * Time for each interview
therefore proceed with Generally rely on questions related to who, what, where, when
empathy, while appreciating and how. Remember:
t time ifferent i .
Gl (A 8] lifERee vl * Questions ought to be clear and focused.
of the facts.
» Obtain as much information as possible through the
interview.
» Do not share information gathered from other sources.

3. Choose an Appropriate 4. Explain the Interview 5. Records of the Interview
et HRaldzet Take notes and explain
To create trust, comfort and Explain how the interview will the need for a proper
openness be conducted and what is record

expected

6. Manage the Interview 7. Sign Statements
The Chairperson of the At the conclusion of the interview, have
Complaints Committee is those interviewed, sign and date
responsible for ensuring the statements made and recorded before
interviews are correctly carried the Complaints Committee

outand due process followed
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Step 9: Assess the Completeness of the Information Collected

At this stage, the Complaints Committee should review the information gathered and their factual
relevance to each aspect of the complaint. This will help determine whether there is enough
information to make a finding on the complaint.

STAGE FOUR: REASONING

Step 10: Once the information and review is complete, the Complaints Committee will make its
reasoned finding(s), which involves having to:-

e Identify the substance of each aspect of the complaint.

e Determine, whether or not, on a balance of probability, the unwelcome sexual harassment
took place.

e Check that such behaviour/conduct falls within the definition of sexual harassment set out in
the relevant Act/Rules, Policy, Service Rules or law.

e Comment on any underlying factor(s) that may have contributed to the incident.

Step 11: Create a timeline to help establish the sequence of events related to the complaint.

Step 12: Compare similarities and differences within each of the statements made by the
interviewees.

STAGE FIVE: FINDING AND RECOMMENDATION
Step 13: Finding

Based on the above, the Complaints Committee must arrive at a finding of whether the complaint
is upheld, not upheld or inconclusive.

Provided, where both the parties are employees, before finalising the findings, the ICC/LCC shall
share its finding with both the parties and provide them an opportunity to make representation
against it before the Committee.

Step 14: Recommendations

Based on its findings, the Complaints Committee shall then make appropriate recommendations
which may include:

1. Where the Complaints Committee is unable to uphold the complaint, it shall recommend no
action.

2. Where the Complaints Committee upholds the Complaint, it may recommend such action
as stated within the relevant Policy or Service Rules, which may include a warning to
terminate.
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In case service rules do not exist, recommended action may include:

e Disciplinary action, including a written apology, reprimand, warning, censure;
e Withholding promotion/ pay raise/ increment;

e Termination;

e Counselling;

e Community service.

3. The Complaints Committee may also recommend financial damages to the complainant, while
deciding the amount they shall take into consideration:

e Mental trauma, pain, suffering and emotional distress caused;
e Medical expenses incurred;

e Loss of career opportunity;

e Income and financial status of the respondent.

If the amount is not paid it can be recovered as an arrear of land revenue.

4. The Complaints Committee can also give additional recommendations to address the underlying
factors contributing to sexual harassment at the workplace.

STAGE SIX: REPORT

Step 15: Writing the Report
The Complaints Committee will prepare a final report that contains the following elements:

e Adescription of the different aspects of the complaint;
e Adescription of the process followed;

e A description of the background information and documents that support or refute each
aspect of the complaint;

e An analysis of the information obtained;
* Findings as stated above;
e Recommendations.

An inquiry must be completed within 90 days and a final report submitted to the Employer or
District Officer (as the case may be) within ten days thereafter. Such report will also be made
available to the concerned parties. The Employer or District Officer is obliged to act on the
recommendations within 60 days. Any person not satisfied with the findings or recommendations
of the Complaints Committee or non-implementation of the recommendations, may appeal in an
appropriate court or tribunal, as prescribed under the Service Rules or where no such service rules
exist, in such manner as may be prescribed.
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Given that most workspaces today are gender unequal and male-dominated, it is important that
complaints by women be treated fairly and not dismissed. The mere inability to substantiate a
complaint or provide adequate proof will not attract legal action against the complainant.
However, making a false or malicious complaint or producing a forged or misleading document is an
offence.

4.9 AT A GLANCE

1) Complaints Committee’s Checklist

e Review the written complaints and response to complaints
» Review the applicable policy, the Act/Rules, Vishaka Guidelines and other relevant laws
e Developaplan

e Meet with the complainant

e Meet with the respondent

e Meet with the witnesses

e Record statements and have them dated and signed

e Review and adapt the plan, as needed

e Proceed with further interviews, as needed

e Analyze all the facts to develop reasoning

e Arrive at the findings

e Give recommendations

e Preparethe report

e Submit the file to the organization or District Officer for implementation of the

recommendations and for safe keeping.
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INQUIRY PROCESS AT A GLANCE

INCIDENCE OF WORKPLACE SEXUAL
HARASSMENT TO BE REPORTED WITHIN 3
| MONTHS

The respondent

fulfils his
obligations as INFORMAL FORMAL |

agreed upon: the
case is closed
Y Y
' ECE NODAL OFFICER |
CONCILIATION
The respondent Y Y
fails to fulfil his
obligations as One copy of the complaint to LCC
agreed upon: an be submitted to the
inquiry will respondent, to which the
commence respondent needs to reply
within 10 days

COMPLAINT NOT Inquiry report to be

UPHELD: completed within 90

INCONCLUSIVE days by the ICC/LCC

Recommend to
employer/DO that no
action is required to
be taken

If not satisfied by the
recommendations or
non-implementation

Report of the findings
to be submitted to

/

of such the employer or
recommendations, COMPLAINT UPHELD: / district officer (DO)
the complainant and Recommendations to and concerned parties
the respondent can be implemented by within 10 days of
appeal to a the employer/DO completion of the
tribunal/court within within 60 days on inquiry

90 days receipt of the report
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2) Timelines as per the Act

Submission of Complaint Within 3 months of the last incident

Notice to the Respondent Within 7 days of receiving copy of the complaint
Completion of Inquiry Within 90 days

Submission of Report by ICC/LCC to Within 10 days of completion of
employer/DO the inquiry

Implementation of Recommendations Within 60 days

Appeal Within 90 days of the recommendations

3) Confidentiality

The Act prohibits the publication or making known the contents of a complaint and the inquiry
proceedings. Any breach of confidentiality will result in specific consequences.

The Act prohibits the disclosure of:

e Contents of the complaint;

e |dentity and address of complainant, respondent and witnesses; Information pertaining to
conciliatory/inquiry proceedings or recommendations of the ICC/LCC;

e Action taken by the employer/DO.
Accountability: Any person entrusted with the duty to handle or deal with the complaint, inquiry
or any recommendations or action taken under the provisions of this Act.

Consequences: As per the Service Rules or Rs.5,000/ to be collected by the employer.

Exception: Dissemination of information regarding the justice secured without disclosure of name,
address, identity and particulars of complainant or witnesses.

Section 4 completes the details of the Complaints Committee process in addressing formal
complaints. It serves as a guideline to action in providing appropriate redress. The manner in which
a complaint is addressed will make all the difference to the equal rights of working women as well
as the kind of workplace culture being promoted.
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Monitoring

“Vishaka was a victory for all women”
Bhanwari Devi

his section refers to ways in which application of the Act at all workplaces is monitored.

Monitoring is a way to ensure compliance of the Act on the ground. As an additional means

of monitoring, the Act mandates the submission of Annual Reports with specific information
as well as specific consequences where compliance is lacking.

The Act authorizes Appropriate Government to monitor the implementation of the Act. As per the
Act, Appropriate Government means:

i. Inrelation to a workplace which is established, owned, controlled or wholly or substantially
financed by funds provided directly or indirectly-
a. By the Central Government or the Union Territory administration, the Central Government;
b. By the State Government, the State Government;

ii. Inrelationtoanyworkplace not covered under sub-clause (i) and falling within its territory, the
State Government;

Thus to monitor the Act, the Appropriate Government has the authority to undertake any of the
following measures:

5.1 Inspection

In relation to workplace sexual harassment, when it is in the public interest or in the interest of
women employees, every employer/District Officer can be ordered by the Appropriate Government
i.e. State and Central Government, to make available any information, record or document,
including opening its workplace for inspection relating to the same.

5.2 Annual Report

The Appropriate Government is entrusted with the monitoring of the implementation of this Act
and for maintaining the data on the number of cases filed and disposed of under it. In particular,
the Act mandates submission of an Annual Report by the ICC/LCC to the employer/District Officer.
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The District Officer will forward a brief report on the annual reports to the appropriate State
Government. Such reports must include the following information:

a.
b.
C.
d.

e.

No. of complaints received;

No. of complaints disposed of;

No. of cases pending for more than 9o days;

No. of workshops/awareness programmes carried out;

Nature of action taken by the employer/DO;

The Report of ICC will be forwarded to the DO through the employer.

5.3 Penalties

An employer can be subjected to a penalty of up to INR 50,000 for:

Failure to constitute Internal Complaints Committee
Failure to act upon recommendations of the Complaints Committee; or
Failure to file an annual report to the District Officer where required; or

Contravening or attempting to contravene or abetting contravention of the Act or Rules.

Where an employer repeats a breach under the Act, they shall be subject to:

Twice the punishment or higher punishment if prescribed under any other law for the same
offence.

Cancellation/Withdrawal/Non-renewal of registration/license required for carrying on business
or activities.

Monitoring is a critical yardstick to measure success in terms of compliance with the Act.
Additionally, it highlights those areas, in terms of law and practice, which may require improvement
and/or additional information and guidance at both the State as well as the workplace levels.
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Global Norms and Good Practices

ncreasing awareness and compliance with international standards is a reminder that we must not
lose sight of the goal. Over the years, the international community has developed benchmarks
that provide guidance on what the laws around workplace sexual harassment should look like in

practice. The key benchmarks are listed below:

1.

2.

Recognition that workplace sexual harassment is a form of human rights violation.
Recognition that sexual harassment is a form of gender-specific violence."
Equality, dignity and worth of a human person must be emphasized.

Gender-based violence includes sexual harassment and impairs the enjoyment by women of
several basic human rights and fundamental freedoms.™ Some of these rights include:

*  Theright to life, the right to liberty and security of the person.

*  Theright to equal protection under the law.

*  Theright to the highest standard attainable of physical and mental health.
*  Theright to just and favourable conditions of work."

Eliminating violence against women and advancing women’s equality includes the right to be
free from workplace sexual harassment."

Legislation on violence against women should define violence to include sexual harassment.
Such legislation should also recognize sexual harassment as a form of discrimination and a
violation of women's rights with health and safety consequences.”

The International Labour Organization (ILO) has also drawn specific attention to domestic
workers, who have a right to “enjoy effective protection against all forms of abuse, harassment
and violence.” i

In terms of practice, international law and policy frameworks have an important role to play in
encouraging the adoption of an understanding of sexual harassment as a fundamental human
right and equality issue, and not just a problem for labour/employment law to solve.

Converting these concepts into practice involves constant monitoring and adapting to changing
circumstances. As a start, six simple steps to keep in mind and practice in any workplace should
involve the following:
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1. Make sure thereis a policy that has been “effectively” communicated to all workers, irrespective
of whether they are paid or volunteers.

2. Display details of both informal and formal ways available to a worker to address/complain
about workplace sexual harassment.

3. Undertake orientation on workplace sexual harassment for all workers in respective
organizations, establishments or institutions.

4. A Complaints Committee which is trained in terms of skill and capacity is critical for building
trust.

5. Encourage senior persons/leaders/supervisors or any person who can influence employment-
related decisions, to become role models.

6. Men and women should be included in building a culture which no longer tolerates workplace
sexual harassment.

Legally, workplace sexual harassment can no longer be dismissed as some moral transgression.
The Vishaka Guidelines raised that bar, when for the first time it recognized “each incident of
sexual harassment” as a violation of the fundamental right to equality. That notion has found its
way into the Act, which promotes the right of women as citizens to a workplace free of sexual
harassment. Complaints Committees at all workplaces are now charged with the role to ensure
that the right remains intact, through a fair, informed, user-friendly process of redress.

Prioritising prevention and establishing a redress mechanism, which comprises of 50 per cent
women, a woman chair and an external third party expert, is India’s innovative model in responding
to working women’s experience of sexual harassment. Assuming adequate changes follow,
in both law and practice to meet global benchmarks, that model can evolve into an exemplary
best practice. To get there, workplaces in India today, must rise to the requirement of promoting
gender equality.

' General Recommendation 12 of 1989, Committee on the Elimination of All Forms of Discrimination against Women.

i General Recommendation 19 of 1992, Convention on the Elimination of All Forms of Discrimination against Women (CEDAW).

it 1bid.

v Article 3, Declaration on the Elimination of Violence against Women, 1993.

v The Beijing Platform of Action drawn at the United Nations’ Women’s Conference in Beijing in 1995.

viUnited Nations UN Division for the Advancement of Women Handbook for Legislation on Violence Against Women (UN Handbook).
http://www.un.org/womenwatch/daw/vaw/handbook/Handbook%20for%20legislation%200n%20violence%20against%20women.pdf

vi Article 5, ILO Decent Work for Domestic Workers Convention, 2011 (No. 189).
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