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1. Introduction
1.1 Bank had formed an Internal Complaint committee to deal with the complaints of
sexual harassment of women at workplace under provisions of the Sexual
Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act,
2013. It was followed by several instructions, from time to time, laying down the
procedural guidelines for the functioning of the said committee.

1.2 Consequent to the issue of the Gazette Notifications (mentioned below) by the
Ministry of Women and Child Development, Government of India appointing
December 9, 2013, on which the provisions of the Sexual Harassment of Women at
Workplace (Prevention, Prohibition and Redressal) Act, 2013 (the Act) and Sexual
Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Rules,
2013 (the rules) come into force, it has become imperative that the committee
formed by the Bank earlier be modified and align it with the provisions of the Act and
the Rules. In pursuant to the above and in compliance with the requirement of the
Act, it has been decided to formulate a policy and guidelines for dealing with and
redressal of Sexual Harassment Complaints in the Bank. The policy is known as
"PREVENTION, PROHIBITION AND REDRESSAL OF SEXUAL HARRASSMENT OF
WOMEN AT WORKPLACE POLICY.”

S.No.| Gazette Notification No. Description

01 |2733 S.0. 3606(E). [F. No. 19-| Sexual Harassment of Women at
5/2013- WW] dated 09/12/2013 Workplace (Prevention, Prohibition and
Redressal) Act, 2013 (the Act)

02 |593 G.S.R. 769(E). [F. No. 19-| Sexual Harassment of Women at
5/2013- WW] dated 09/12/2013 Workplace (Prevention, Prohibition and
Redressal) Rules, 2013 (the rules)

1.3 The Act and the rules are provided in Annexure I and II respectively.

2. Purpose and Scope of the Policy
Purpose ;
e To create an environment at every workplace inside the Bank which is free from
sexual harassment.

e To prohibit, prevent and deter commission of sexual harassment.
e To provide protection against sexual harassment to women at workplace.

e To provide a platform for redressal of complaints and grievances against sexual
harassment.

e To provide safeguards against false or malicious charges.
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For this purpose, comprehensive set of guidelines for dealing with complaints of sexual
harassment have been prepared and are given in the ensuing paragraphs.

Scope ;
(i) The procedures for handling complaints of sexual harassment given in these
guidelines are applicable in cases :

a) where both the complainant and the defendant are employees of the Bank
and

b) where the defendant is an employee of the Bank and the alleged act of sexual
harassment has been committed at workplace.

(i) In case the complainant is an employee of the Bank and the defendant is not an
employee of the Bank, or both the complainant as well as the defendants are not
employees of the Bank but the act of sexual harassment takes place in the
workplace, such cases shall be referred, immediately, to the employer of the
defendant or other authority competent to take action in this regard, for redressal.
In this regard, Bank’s Committee shall render needed reasonable assistance to the
employee of the Bank or the complainant concerned and shall also follow -up the
progress/developments of such cases till its closure.

3. Definition of i tant 1

3.1 Applicable definitions are given under Section 2 of the Act and the Rules made
thereunder. However, certain important definitions are reproduced below.

3.2 “Sexual Harassment” is defined under Section 2(n) of the Act as under.

“Sexual Harassment” includes any one or more of the following unwelcome acts or
behaviour (whether directly or by implication) namely:

(i) physical contact and advances; or

(i) a demand or request for sexual favours; or
(ii) making sexually coloured remarks; or

(iv) showing pornography; or

(V) any other unwelcome physical, verbal or non-verbal conduct of sexual
nature.

Further, under Section 3 (2) of the Act, the following circumstances, among other
circumstances, if it occurs or is present in relation to or connected with any act or
behavior may amount to sexual harassment:

(i) Implied or explicit promise of preferential treatment in her employment;
or

(i) Implied or explicit threat of detrimental treatment in her employment;
or
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33

34

3.5

3.6

(i) Implied or explicit threat about her present or future employment
status; or

(iv) Interference with her work or creating an intimidating or offensive or
hostile work environment for her; or

(v) Humiliating treatment likely to affect her health or safety.

“Workplace” is defined under section 2 (0) of the Act, which includes any place
visited by the employee arising out of or during the course of employment
including transportation provided by the employer for undertaking such journey ;

Workplace for the purpose of the Guidelines would include office premises as
well as the places of deputation of an employee.

“Employee”, under Section 2 (f) of the Act, means a person employed at a
workplace for any work on regular, temporary, ad-hoc or daily wage basis, either
directly or through an agent, including a contractor, with or, without the
knowledge of the principal employer, whether for remuneration or not, or
working on a voluntary basis or otherwise, whether the terms of employment
are express or implied and includes a co -worker, a contract worker; probationer,
trainee, apprentice or called by any other such name.

The “Complainant” means the “aggrieved woman” as defined under Section 2 (@)
of the Act as under:

(i) In relation to a workplace, a woman, of any age whether employed or not,
who alleges to have been subjected to any act of sexual harassment by the

respondent;

(i) In relation to a dwelling place or house, a woman of any age who is employed
in such a dwelling place or house;

The “Defendant” means the “respondent” as defined under Section 2 (m) of the
Act, which means a person against whom the aggrieved woman has made a
complaint under section 9.

4. Prevention of Sexual Harassment

%l

4.2

4.3

The Head Office of the Bank is required to issue various circulars on the subject
and the procedural guidelines in this regard from time to time to the notice of all
the staff members.

The Head Office of the Bank is required to conduct workshops periodically to
sensitize the employees of the Bank, covering the provisions of the Guidelines on
prohibition, prevention and redressal of sexual harassment of women at
workplace as also the mechanism existing in the Bank for redressal of complaints
of sexual harassment.

The Head Office of the Bank is required to send the members of Bank's
Prevention of Sexual Harassment Committee iadjcally to attend training
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program pertaining to the subject to update their knowledge and recent
developments in the matter.

5. Prohibition of S LH \

In terms of the Regulation No. 38 of the Rajasthan Gramin Bank (Officers &
Employees) Service Regulations, 2010, any act of sexual harassment of any woman at
workplace is prohibited and constitutes a misconduct.

6. Constitution of the Internal Complaints Committee

6.1 Composition

The independent Internal Complaints Committee shall be named as “Prevention of
Sexual Harassment Committee” and shall be constituted at Head Office with at least
04 members and shall be headed by a lady officer of the Bank and not below the
said rank. Not less than half of its members shall be women. Composition of the
Committee shall be as under:

(1)

(i

(i)

Presiding Officer/ Chairperson — A lady officer of the Bank, who should
possess the requisite knowledge and experience of conducting inquiry/
disciplinary proceedings in the Bank ;

Minimum two members from amongst the staff members i.e. one from
officers and one from award staff preferably committed to the cause of
women or who have had experience in social work or have legal knowledge.

One lady officer of the Bank belonging to the minority community or the
scheduled casts or the scheduled tribes notified by the Central Government,
from time to time or one from NGO or Association committed to the cause of
women or persons familiar with the issues relating to sexual harassment.

Provided that,

At least one of the nominees should, preferably, have a background in social
work or have legal knowledge.

During the period of temporary absence of the Presiding Officer/ Chairperson,
the senior most lady member of the Committee from Bank staff will act as the
Chairperson of Committee to look after its affairs.

At least one half of the total members so nominated shall be women.

The names of the Presiding Officer and One Committee Member from Bank
Staff along with contact no. may be displayed on the Bank’s portal/website.

A quorum of the Committee will be minimum three members, viz. the
presiding officer and other two members, one of whom shall be women,
failing which the proceedings of the Committee will be invalid.

The Prevention of Sexual Harassment Committee constituted at Head Office
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under the Act and the Rules framed there under.

The Committee shall maintain complete and accurate documentation of the
complaint, its investigation process and the resolution thereof.

6.2 Duration of the Committee

The Presiding Officer/Chairperson and members of the committee shall hold
office for such period, not exceeding three years from the date of their
nominations as may be specified by the Bank. However, with the approval of
Chairman of the Bank, the term of the members may be altered/ extended or
the Bank may reconstitute the Committee on account of office exigencies.

6.3 Honorarium and Conveyance Allowance to the members

The persons belongs to NGOs who are outside members of Bank’s Prevention
of Sexual Harassment Committee shall be paid sitting fees to attend quarterly
meetings as decided by the Bank from time to time. Further, in case of
investigation/ inquiry into the complaint received, all committee members those
present during investigation/ inquiry may be paid remuneration amount
towards expenses incurred on conveyance, out of pocket expenses/ luncheon
expenses on a reasonable extent as decided by the Bank.

6.4 Role of Committee members

)

Vi)

vii)

Vi)

Committee Members will be the first known point of contact in regard to
cases of sexual harassment;

The complainants may consult any member of the Committee on their own or
through a friend;

Committee Members will listen to the complainant for gaining an
understanding of the case.

Committee Members will provide the complainant with information regarding
possible ways to deal with the problem and assist her in making her own
decision to deal with the problem;

Committee Members may discuss the matter with both, the victim and alleged
offender to collect the facts of the case;

Committee Members will provide mediation between the parties;

Committee Members will attempt to resolve the case appropriately in an
expeditious manner;

Committee Members will maintain strict confidentiality in regard to the cases
dealt with by them and if any member of the committee, be it the Presiding
Officer, discloses any details of the complaint to the media or press or makes
it public in any way, will be liable for immediate disqualification from the
Committee;
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ix) Any member of the Committee if found convicted or accused of any offense

under any law or punished under disciplinary proceedings/ disciplinary
proceeding pending/ contemplated or abused his position in any manner will
be disqualified.

x) The Internal Complaints Committee must handle complaints in a time bound

frame work i.e. within 06 months from the date of complaint is registered. It
is Bank’s responsibility to ensure that complainants or witnesses or committee
members are not victimized or discriminated against while dealing with
complaints.

7. Complaint of sexual harassment

7ol

Lodge and Receipt of Complaints

An aggrieved woman employee of the Bank (hereinafter referred as the
“complainant”) may make in writing, a complaint of sexual harassment at
workplace to the Committee so constituted within a period of three months
from the date of occurrence of the alleged incident and in case of a series of
incidents, within a period of three months from the date of last such incident,
with all material facts. However, for genuine reasons, the Chairperson /
Presiding Officer of the Committee may, if she is satisfied that the
circumstances were such which prevented the woman from filing a complaint
within the said period, condone the delay in preferring the complaint, up to a
further period of three months.

The complaint may be addressed to the Chairperson/Presiding Officer of the
Committee by the Complainant.

In case the complainant is unable to make a complaint in writing, the
Chairperson or any member of Committee shall render reasonable assistance
to the complainant for making a complaint in writing.

In circumstances where the complainant is unable to make a complaint on
account of her physical or mental incapacity or death or otherwise, in writing,
the complaint can be lodged by any of the persons specified in Rule 6 of the
Rules or her legal heir.

The complainant shall submit two copies of the complaint along with
supporting documents (if any) and details of the witnesses.

The member who receives the complaints will put the date, time of receipt of
the complaint and his/her signature thereon, and pass on the same to the
Chairperson/ Presiding Officer of the Committee.

The Chairperson/Presiding Officer shall register the complaint in the
prescribed register (as given in Annexure 3) and issue acknowledgement to
the complainant on or before the end of the following working day.
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9.

[F

Forwarding the complaint to the defendant

On receipt of the complaint, the Committee shall ensure that one copy of the
complaint received from the complainant is provided to the defendant within
seven working days from the date of receipt of complaint, without prejudice
to the process of conciliation (if undertaken) given in Para 8 below.

The defendant shall be allowed to file his reply to the complaint 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 complaint by him.

Process of Conciliation

Section 10 of the Act provides for a process of conciliation at the request of
the complainant.

The Committee may before commencing detailed investigation/enquiry and at
the request of the complainant, take steps to settle the matter between the
complainant and the defendant through conciliation.

Wherever such complaints are settled on the basis of conciliation as
mentioned above, the terms and conditions of such conciliation may be
recorded in writing by the Committee Members and a copy thereof shall be
provided to the Competent Authority, the complainant and the defendant.
The committee shall monitor that the terms and conditions of conciliation are
complied with within the timelines stipulated therein. Where a settlement is
arrived at as mentioned above, no further enquiry shall be conducted by the
Committee. The Committee to ensure that no settlement shall be made on
the basis of monetary consideration.

Where the complainant informs the committee that any term or condition of
conciliation arrived at have not been met by the defendant, the committee
shall proceed with detailed investigation/ enquiry and prepare an investigation
report.

Inquiry into the Complaint

Where the settlement is not arrived at by Conciliation or the terms and
conditions of settlement have not been complied with by the respondent, the
Committee, where the respondent is an employee, will proceed to make inquiry
into the complaint in accordance with the provisions of the service rules
applicable to the respondent. The inquiry will be completed within a period of
ninety days.

9.1 Action during pendency of inquiry (Interim Reliefs) :

During the pendency of the inquiry, interim relief may be granted to the

aggrieved woman.

The Committee may recommend to the app ity to transfer the
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aggrieved woman or the defendant or both to different workplace(s) ; or

e The Committee may recommend to the General Manager (HR) to grant leave
to the aggrieved woman up to a period of 03 months. This will over and
above of applicable service rules in this regard.

9.2 Confidentiality of complaint and proceedings

i. The contents of the complaint, identity and addresses of the complainant,
defendant and witnesses, any information relating to conciliation and
enquiry proceedings, recommendation of the Committee and action taken by
the Competent Authority shall remain strictly confidential. Hence, all
communications exchanged and enquiry proceedings/meetings shall be
undertaken/ conducted in a strictly confidential manner.

ii. The above said information shall not be published, communicated or made
known to the public, press and media in any manner and all the employees
of the Bank and others (like NGOs, outside DRs/witnesses, etc.) associated
with such complaints/enquiries are bound by the said confidentiality
provisions.

ii. It shall also be noted that the above said information shall not be divulged
even under Right to Information Act, 2005.

iv. In terms of Section 16 of the Act, information can be provided, under due
authorization of Chairman of the Bank regarding rendering of justice to the
complainant without disclosing any details which could lead to the
identification of the complainant and witnesses.

v. Any breach of the above mentioned confidentiality by Bank staff will be
treated as “breach of secrecy” under Section 19 of the Rajasthan Gramin
Bank (Officers & Employees) Service Regulations, 2010 and will be treated
as “misconduct” and hence, liable for disciplinary action under the said
service regulations.

9.3 Steps to be followed by Internal Complaints Committee

i. The Presiding Officer of the Committee shall ensure that each member
receives a copy of the complaint received before investigation/ inquiry.

ii. The Committee members may meet once before commencing the inquiry to
discuss the complaint (optional).

iii. The complainant, the defendant and the committee members shall be
notified (with reasonable time) by the Presiding Officer of the Committee,
the date, time and place fixed for the hearing.

iv. The Committee shall record the statement of the complainant.

v. The minutes of the hearing shall be prepared, typed, printed and the
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acknowledgement.

vii.In case the complainant has one or more witness, each one shall be called/

summoned separately and his/ her statement recorded.

vii. The statement of the defendant shall be recorded.
ix. Witnesses for the defendant, if any, shall be summoned and their

Xi.

statements to be recorded.

If deemed necessary, the committee shall visit the site(s) of occurrence to
analyse and examine the case based on circumstantial evidences.

The report shall be drafted and the details of the draft report shall be
discussed and finalized by the Committee. The report shall contain the
following:

Names of committee members those present

Name of the complainant

Name of the defendant(s)

Brief details of the complaint
Nature of the complaint and offence
Details of findings

Conclusion with reasons

Recommendation for further action.

Xii. Dissonance, if any, shall be recorded.

xiii. The final report shall be signed by each member of the committee on

every page.

xiv. The minutes of all the hearings shall be included as annexure to the report.

xv.The inquiry report has to be submitted to appropriate authority within 10

days from the date of completion of inquiry.

The Internal Complaints Committee shall submit its final report along with
their recommendations to classify the case under sexual harassment or not,
to the Disciplinary Authority of the employee/officer against whom the
complaint is made. Also, a copy of the report prepared by the committee
after conducting the inquiry, is to be given to the complainant as well the
person against whom the complaint had been made. The committee shall
not recommend any punishment. The role of the committee is only to find
facts and to recommend further action as per the service rules governing
the alleged employee/ officer.

xvi. The Disciplinary Authority, upon receipt of the report from the Internal

Complaints Committee may proceed with dis’%pliu,mproceedings against
the .employee/ officer complained against. T! @bllnary authority need

5
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not get the complaint investigated separately, but take a decision about
initiating disciplinary proceedings on the basis of the contents of the report
of the Internal Complaints Committee.

xvii. The Competent Authority for the disciplinary proceedings, if initiated
against the defendant, remains the same as given in Rajasthan Gramin
Bank (Officers & Employees) service regulations, 2010.

10 Inquiry Report
10.1 Action taken by the Bank after completion of inquiry:

i. If the allegations made in the complaint are proved, the Committee shall
recommend to the Appointing Authority:
(a) To take action against the respondent for sexual harassment as a misconduct
and disciplinary proceedings to be initiated as per service rules.

(b) To deduct the sum of monetary compensation, if any, from the salary of the
defendant and arrange to remit the same to the aggrieved woman. The
monetary compensation payable to the aggrieved woman may be arrived at,
inter alia, on the basis of loss of career opportunity, hospitalization cost,
mental trauma, pain, agony etc.

(c) If it is not possible to make such deduction from the salary of the defendant
due to his being absent from duty, the defendant may be directed to pay
such sum to the aggrieved woman through our Bank’s branch where the
defendant is posted.

i. In case the allegation against the defendant has not been proved then the
committee can write to the appropriate authority that no action needs to be
taken in the matter against defendant but disciplinary authority may take
decision whether actions to be taken against complainant.

ii. No action will be taken against the defendant if the allegations against him are
proved to be false.

iv. The Disciplinary Authority to act on the recommendation of Internal Complaints
Committee within 60 days from receipt of inquiry report.

11 Punishment for false or malicious complaint and false evidence

i.  Any false or malicious complaint of sexual harassment or production of forged or
misleading document by the complainant/defendant and false evidence or
production of forged or misleading document by any witness will be treated as
misconduct under the Staff Regulations and action will be taken against the
complainant/defendant/witness as decided by the management of the Bank.

i. If the committee members prima facie arrive at a conclusion that the complaint
is false or malicious or false evidence has been submitted, it shall recommend
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inquiry into the matter to the Competent Authority as per the Rajasthan Gramin
Bank (Officers & Employees) Service Regulations, 2010.

ii. In such cases the Competent Authority shall order to conduct of domestic inquiry

to verify the charges and if the charges are proved, shall take disciplinary action
against the employee concerned as per instructions given in the service

regulations.

However, mere inability on the part of the complainant to substantiate the
complaint or provide adequate proof should not be construed as a false or
malicious complaint.

12 Determination of compensation

13

14

For the purpose of determining the sums to be paid to the aggrieved woman under
clause (ii) of subsection (3) of Section 13, the Internal Committee shall have regard

to —

(a) the mental trauma, pain, suffering and emotional distress caused to the
aggrieved woman;

(b) the loss in the career opportunity due to the incident of sexual harassment;

(c) medical expenses incurred by the victim for physical or psychiatric treatment;

(d) the income and financial status of the respondent;

(e) feasibility of such payment in lump sum or in instalments.

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 and the action taken by the employer 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.

Penalty for publication or making known contents of complaint and
inquiry proceedings

Where any person entrusted with the duty to handle or deal with the complaint,
inquiry or any recommendations or action to be taken under the provisions of this

Act, contravenes the provisions of Section 16, he s be liable for penalty in
) R
| =

>
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15

16

accordance with the provisions of the service rules applicable to the said person or

wh

ere no such service rules exist, in such manner as may be prescribed.

Appeal

Any person aggrieved by the decision of the Internal Complaints Committee(ICC)
may prefer an appeal within 30 days of the recommendations to the Internal
Appellate Committee (IAC) constituted in the Bank.

. An appeal may also be preferred for non-implementation of the decision of ICC

to the IAC within the above mentioned stipulated time.

The Appellate Committee shall consist of 04 members, which includes Chairman,
General Manager (HR), one another General Manager and Chief Manager
(Vigilance). Quorum shall be Chairman plus any two members from above.

Duties of Employer :

Every employer shall :

(a)

provide a safe working environment at the workplace which shall include safety
from the persons coming into contact at the workplace;

(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 (1) of Section 4;

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 as may
be prescribed;

(d) provide necessary facilities to the Internal Committee or the Local Committee,

(e)
Q)

(9)

as the case may be, for dealing with the complaint and conducting an inquiry;
assist in securing the attendance of respondent and witnesses before the
Internal Committee or the Local Committee, as the case may be;

make available such information to the Internal Committee or the Local
Committee, as the case may be, as it may require having regard to the
complaint made under sub-section (1) of Section 9;

provide assistance to the woman if she so chooses to file a complaint in
relation to the offence under the Indian Penal Code (45 of 1860) or any other
law for the time being in force;

(h) cause to initiate action, under the Indian Penal Code (45 of 1860) or any other

(i)
)

16.1

law for the time being in force, against the perpetrator, or if the aggrieved
woman so desires, where the perpetrator is not an employee, in the workplace
at which the incident of sexual harassment took place;

treat sexual harassment as a misconduct under the service rules and initiate

action for such misconduct;
monitor the timely submission of reports by the Internal Committee.

Role and Responsibilities at peer level on reporting of Sexual
Harassment Cases:

(a) It is a generally accepted fact that women employee find it difficult to speak
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about sexual harassment in public due to some social constraints. When an
aggrieved woman employee shares her sufferings on sexual harassment among
the staff at peer level whom she usually confides in, the onus on the part of
the peer level staff is to guide and support her appropriately, to approach the
appropriate Internal Complaints Committee to get redressal on her grievances.
The peer level staff should make her aware of her rights and co-operate with
her to get justice for her sufferings. They should never consider it as a trivial
matter, try to discourage her to disclose it to other staff or advise to suppress
the fact. It should be kept in mind that sexual harassment is “unwelcome”
behaviour.

(b) The peer level staff should take responsibility to see that sexual harassment
incidents are discouraged at workplaces and ensure to create an environment

conducive for women employee in the Bank.

17. Committee to submit annual report

The Internal Committee 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.

17.1 Information in annual report :

e Register of Complaints regarding Sexual Harassment at work place
(Annexure-3)

e Statement of complaints received and related details for the financial
year ended (Annexure — 4)

18. Miscellaneous

/ “Members of Prevention of Sexual Harassment Committee shall familiarize
/4.~ themselves fully with the provisions of the Act and the Rules.

o During every stage of handling the complaints of sexual harassment, it shall be
ensured that there is no action taken which is in conflict with any of the
provisions in the Act and the Rules, which override all other instructions.

e In case the complainant prefers to file a complaint of sexual harassment under
Indian Penal Code or any other law for the time being in force (as provided
under Section 19 (g) of the Act), the matter may be immediately referred to the
Chairman.

18.1 Letter addressing terms & conditions to be submitted to outside
member selected as member of the Committee:

e Your induction as member on the above mentioned committee is for a period of
three years from the date of this letter for the noble cause of protection of
women employees from sexual harassment concerning your capacity as
representing (Institute name from where the outside member belongs) working
as (designation).

e You will be associated as member of the com ee for protection of women

4
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employees of the Bank at this office and the offices/ branches of the Bank falling
in the geographical area of this office, from sexual harassment to deal with
complaints received from them.

e As a member of the committee, you will perform the duties and responsibilities
related to cases of sexual harassment reported in the Bank, which includes
Investigation and submission of the report for the same. You will be also called
for Quarterly Meetings with all other members of the said Committee and
Management Team of the Bank.

e You will keep all the correspondence/ facts and other information received by
you in your capacity as member of the above mentioned committee as strictly

confidential.

e You will be entitled for remuneration as decided by the Bank from time to time,
which will include expenses on conveyance, out of pocket expenses/ luncheon
expenses etc.

e The membership of the above mentioned committee is purely voluntary on your
part and you may relinquish the same when you wish to do so, the same option
being available to the Bank.

e For the sake of clarity only, we wish to place on record that this letter is not
intended for offering employment in Rajasthan Gramin Bank.

e We shall be thankful if you return to us duplicate copy of this letter duly signed
by you in token of your acceptance.
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MINISTRY OF LAWAND JUSTICE
(Legislative Department)

New Delhi, the 23rd April, 2013/ Vaisakha 3, 1935 (Saka)

. The following Act of Parliament received the assent of the President on the
22nd April, 2013, and is hereby published for general information:-- -

0 THE SEXUALHARASSMENT OF WOMEN AT WORKPLACE
(PREVENTION, PROHIBITION AND REDRESSAL) ACT, 2013

(No. 14 or 2013)
22nd April, 2013.]

An Act 1o provide protection against sexual harassment of women at workplace
and for the prevention and redressal of complaints of sexual harassment and
for matters connected therewith or inicidental thercto.

WiiRLAS sexual harassment results in violation of the fundamental rights of a woman

1o equality under articles 14 and 15 of the Constitution of India and her right to life and to live

with dignity under article 21 of the Constitution and right to practice any profession or to
carry on any occupation, trade or business which includes a right to a safe ecnvironment free

from sexual harassment;

AxD WHEREAS the protection against sexual harassment and the right to work with
dignity arc universally recognised human rights by international conventions and instruments
such as Convention on the Elimination of all Forms of Discrimination against Women, which
has been ratified on the 25th June, 1993 by the Government of India;

Axn wikREAS it is expedient to make provisions for giving effect (o the said Convention
for protection of women against sexual harassment at workplace.
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B it enacted by Parliament in the Sixty-fourth Year of the Republic ofIndia as follows:~-

CHAPTER]

PRELIMINARY
Short title, 1. (/) This Act may be called the Sexual Harassment of Women at Workplace (Prevention,
extent and Prohibition and Redressal) Act, 2013.
commencement

(2) It extends to the whole of India.

(3) It shall come into force on such date as the Central Government may, by notification
in the Official Gazette, appoint.

Definitions. 2. In this Act, unless the context otherwise requires, -
(a) “‘aggrieved woman™ means—

(1) in relation to a workplace, a woman, of any age whether employed or
not, who alleges to have been subjected to any act of sexual harassment by the
respondent;

(ii) in relation to a dwelling place or house, a woman of any age who is
employed in such a dwelling place or housc; -

(b) “appropriate Government” means-- -

(i) in relation to a workplace which is esiablished, owned, controlled or
wholly or substantially financed by funds provided dircctly or indirectly:

(A) by the Central Government or the Union territory administration,
the Central Government;

(B) by the State Government, the State Government;

(ii) in relation to any workplace not covered under sub-clause (i) and
falling within its territory, the State Government;

() “Chairperson™ means the Chairperson of the Local Complaints Committec
nominated under sub-section (7 of scction 7; :

() “District Officer” means an officer notified under section 5;

(e) “domestic worker” mcans a8 woman who is employed to do the household
work in any houschold for remuneration whether in cash or kind, cither dircetly or
through any agency on a temporary, permanent, part time or full time basis, but does
not include any member of the family of the employer;

(/) “employee” means a person employed at a workplace for any work on regular,
temporary, ad hoc or daily wage basis, either directly or through an agent, including a
contractor, with or, without the knowledge of the principal employer, whether for
remuneration or not, or working on a voluntary basis or otherwise, whether the terms
of cmployment are express or implied and includes a co-worker, a contract worker,
probationer, trainec, apprentice or called by any other such name;

(g) “cmployer” means—-

(4) in relation to any department, organisation, undcrtaking,-cstablishment,
enterprise, institution, office, branch or unit of the appropriate (Government or 4
local authority, the hcad of that department, organisation, undertaking,
cstablishment, enterprise, institution, office, branch or unit or such other officer
as the appropriate Government or the local authority, as the case may be, may by
an order specify in this behalf;

(/7)) in any workplace not covered under sub-clause (i), any person
responsible for the management, supervision and control of the workplace.
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Explanation.-— For the purposes of this sub-clausc “management”
includes the person or board or committee responsible for formulation and
administration of polices for such organisation;

(fify in telation to workplace covered under sub-clauses (i) and (if), the
person discharging contractual obligations with respect to his or her employecs;

(iv) inrelation to a dwelting place or house, a person or a household who
cmploys or benefits from the employment of domestic worker, irrespective of the
number, time period or type of such worker employed, or the nature of the
employment or activities performed by the domestic worker;

(H) “Internal Committee” means an Internal Complaints Committee constituted
under section 4;

() “Local Committee” means the Local Complaints Committee constituted under
section 6;

() “Member” means a Member of the Internal Committee or the Local Committee,
as the case may be;

(k) “prescribed” means prescribed by rules made under this Act;

(N “Presiding Officer” means the Presiding Officer of the Internal Complaints
Committee nominated under sub-scction (2) of section 4;

(m) “respondent” means a person against whom the aggricved woman has mude
a complaint under section 9;

(n) “sexual harassment” includes any one or more of the following unwelcome
acts or behaviour (whether directly or by implication) namely:—

(/) physical contact and advances; or

(1) a demand or request for sexual favours; or

(iif) making scxually coloured remarks; or

(iv) showing pomdgraphy; or .

(v) any other unwelcome physical, verbal or non-verbal conduct of sexual
nature;
(0) “workplace™ includes -

(i) any department, organisation, undertaking, establishment, enterprise,
institution, office, branch or unit which is established, owned, controlled or
wholly or substantially financed by funds provided dircctly or indirectly by the
appropriate Government or the local authority or a Government company or a
corporation or a co-operative society;

(if) any private seclor organisation or a private venture, undertaking,
enterprise, institution, establishment, socicty, trust, non-governmental
organisation, unit or service provider carrying on commercial, professional,
vocational, educational, entertainmental, industrial, health services or financial
activitics including production, supply, sale, distribution or service;

(7if) hospitals or nursing homes;

(/v) any sports institute, stadium, sports complex or competition or pames
venue, whether residential or not used for training, sports or other activities
relating thereto;

(v) any place visited by the employee arising out of or during the course of
employment including transportation provided by the employer for undertaking
such journey;
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(vi) a dwelling place or a house;

(p) “unorganiscd sector” in relation to a workplace means an enterprise owned
by individuals or self-employed workers and engaged in the production or sale of
goods or providing service of any kind whatsoever, and where the enterprise employs
workers, the number of such workers is,iess than ten. ;

3. (/) No woman shall be subjected to sexual harassment at any workplace.

(2) The following circumstances, among other circumstances, if it occurs or is persent
in relation to or connected with any act or behaviour of sexual harassment may amount to
sexual harassment:—-

(i) implied or explicit promise of prefercntial treatment in her employment; or

(i) implied or explicit threat of detrimental treatment in her employment; or

(iif) implied or explicit threat about her present or future employment status; or

(iv) interference with her work or creating an intimidating or offensive or hostile
work environment for her; or

(v) humiliating treatment likely to affect her health or safery.

CHAPTERI
CONSTTTUTION OF INTERNAL COMPLAINTS COMMITTEE

4. (/) Every employer of aworkplace shall, by an order in writing, constitute a Committee
to be known as the “Intermal Complaints Committee’:

Provided that where the offices or administrative units of the workplace are located at
different places or divisioral or sub-divisional level, the Internal Committce shall be constituted
at all administrative units or oflices.

(2) The Internal Committee shall consist of the following members to be nominated by
the employer, namely: -~

(a) a Presiding ‘Officer’ who shall be a woman employed at a senior level at
workplace from amongst the employces:
Provided that in case a senior level woman employee is not available, the

Presiding Officer shall be nominated from other offices or administrative units of the

workplace referred to in sub-section (/):

Provided further that in case the other offices or administrative units of the

workplace do not have a senior level woman employee, the Presiding Officer shall be
nominated from any other workplace of the same employer or other department or

organisation;

() not less than two Members from amongst employees preferably committed
(o the cause of women or who have had experience in social work or have legal
knowledge:

(¢) 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.

(3) The Presiding Officer and every Member of the Internal Committee shall hold office

for such period, not exceeding three years, from the date of their nomination as may bc

specitied by the employer.

(4} The Member appointed fram amongst the non-governmental organisations or
associations shall be paid such fees or allowances for holding the proceedings of the Internal
Committee, by the employer. as may be prescribed.
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(5) Where the Presiding Officer or any Member of the Internal Committee,- -
(a) contravenes the provisions of section 16; or
(h) has been convicted for an offence or an inquiry into an offence under any law
lor the ime being in force is pending against him; or
(¢) he has been found guilty in any disciplinary proceedings or a disciplinary
proceeding is pending against him; or
(d) hus so abused his position as to render his continuance in office prejudicial
to the public interest,
such Presiding Officer or Member, as the case may be, shall be removed from the Committee
and the vacancy so created or any casual vacancy shall be filled by fresh nomination in
accordance with the provisions of this section,
CHAPTER I
ConsTiTuTioN oF LocAL COMPLAINTS COMMITTEE

5. The appropriate Government may notify a District Magistrate or Additional District
Magistrate or the Collector or Deputy Collector as a District Officer. for evéry District to
exercise powers or discharge functions under this Act.

6. (1) Every District Officer shall constitute in the district concerned, a committee to be
known as the “Local Complaints Committee™ to reccive complaints of sexual harassmen!

~from cstablishments where the Internal Complaints Committee has not been constituted duc
to having less than ten workers or if the complaint is against the employer himself.

(2) The District Officer shall designate one nodal officer in cvery block, taluka and
tehsil in rural or tribal area and ward or municipality in the urban area, to receive complaints
and forward the same to the concerned Local Complaints Committee within a period of

seven days.
(3) The jurisdiction of the Local Complaints Committee shall extend to the areas of the
district where it is constituted. '
7. (/) The local Complaints Committce shall consist of the following imembers to be
nominated by the District Officer, pamely:- -
(a) a Chairperson to be nominated from amongst the eminent women in the field
of social work and committed to the causc of women;
(b) one Member to be nominated from amongst the women working in block,
taluka or tehsil or ward or municipality in the district;
(¢) two Members, of whom at least one shall be a woman, to be nominated from

amongst such non-governmental organisations or associations committed to the cause
of women or a person familiar with the issues relating to sexual harassment, which may

be prescribed:
Provided that at Icast one of the nominecs should, preferably, have a background
in law or legal knowledge:

Provided further that at least one of the nominees shall be a woman belonging to
the Scheduled Castes or the Scheduled Tribes or the Other Backward Classes or
minority community notified by the Central Government, from time to time;

(d) the concerned officer dealing with the social welfare or women and child
development in the district, shall be a member ex officio.

(2) The Chairperson and every Member of the Local Comnuittee shall hold office for
such period, not exceeding three years, from the date of their appointment as may be specified

by the District OfTicer.
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(3) Where the Chairperson or any Member of the Local Complaints Committee - --
(a) contravenes the provisjons of section 16; or

(b) has been convicted for an offence or an inquiry into an offence under any law
for the time being in force is pending against him; or

(¢) has been found guilty in any disciplinary proceedings or a disciplinary
proceeding is pending against him; or

(d) has so abused his position as to render his continuance in office prejudicial
to the public interest,

such Chairperson or Member, as the case may be, shall be removed from the Committee and
the vacancy so created or any casual vacancy shall be filled by fresh nomination in accordance
with the provisions of this scction.

() The Chairperson and Members of the Local Committec other than the Members
nominated under clauses (b) and (d) of sub-section (/) shall be entitled to such fees or
allowances for holding the proceedings of the Local Committec as may be prescribed.

8. (/) The Central Government may, after due appropriation made by Parliament by law
in this behalf, make to the State Government grants of such sums of money as the Central
Government may think fit, for being utilised for the payment of fees or allowances referred to
in sub-section (4) of section 7.

(2) The State Government may sct up an agency and transfer the grants made undcr
sub-section (/) to that agency.

(3) The agency shall pay to the District Officer, such sums as may be required for the
payment of fees or allowances referred to in sub-section () of scction 7.

(4) The accounts of the agency referred to in sub-scotion (2) shall be maintained and
audited in such manner a'sﬁmay,‘in' consultation with the Accountant General of the State, be
prescribed and the person holding the custody of the accounts of the agency shall furnish,
10 the State Government, before such date, as may be prescribed, its audited copy of accounts
together with auditors” report thereon.

CHAPTERIV
COMPLAINT

9. (/) Any aggricved woman may make, in writing, a complaint of sexual harassment at
workplace to the Internal Committee if so constituted, or the Local Committec, in case it is not
so constituted, within a period of three months from the datc of incident and in casc of a
series of incidents, within a period of three months from the date of last incident:

Provided that where such complaint cannot be made in writing, the Presiding Officeror
any Member of the Internal Committee or the Chairperson or any Member of the Local
Committee, as the case may be, shall render all reasonablc assistance to the woman for
making the complaint in writing:

Provided further that the Internal Committee or, as the casc may be, the Local Committee
may, for the reasons to be recorded in writing, extend the time limit not exceeding three
months, if it is satisficd that the circumstances were such which prevented the woman from
filing a complaint within the said period.

(2) Where the aggrieved woman is unable ta make d complaint on account of her
physical or mental incapacity or death or otherwise, her legal heir or such other person as
may be prescribed may make a complaint under this section.

10. (/) The Internal Committee or, as the case may be, the Local Committee, may, before
initiating an inquiry under section 11 and at tie request of the aggrieved woman take steps
to settle the matter between her and the respondent through conciliation:



45 of 1860.
45 of 1860,
5 0f 1908

Provided that no monetary settlement shall be made as a basis of conciliation.

(2) Where a settlerent. has been arrived at under sub-section (1), the Internal Committee
or the Local Committee, as the case may be, shall record the settlement so arrived and
forward the same to the employer or the District Officer to take action as specificd in the
recommendation. ’

(3) The Internal Committee or the Local Committee, as the case may be, shall provide
the copies of the settlement as recorded under sub-section (2) to the aggrieved woman and

the respondent.

(4) Where a settlement is arrived at under sub-section (/), no further inquiry shall be
conducted by the Internal Committee or the Local Committee, as the case may be.

11. (/) Subject to the provisions of section 10, the Internal Committee or the Local
Comumittee, as the case may be, shall, where the respondent is an employee, proceed to make
inquiry into the complaint in accordance with the pravisions of the service rules applicablc
to the respondent and where no such rules exist, in such manner as may be prescribed or in
case of a domestic worker, the Local Commitiee shall, if prima facie casc cxist, forward the
complaint to the police, within a period of seven days for registering the case under section
509 of the Indian Penal Code, and any other relevant provisions of the said Code where
applicable:

Provided that where the apgrieved woman informs the Internal Committee or the Local
Committee, as the case may be, that any term or condition of the settlement arrived at under
sub-section () of section 10 has not been complied with by the respondent, the Internal
Committee or the 1,ocal Committee shall proceed to make an inquiry into the complaint or, as
the case may be, forward the complaint to the police:

Provided further that where both the partics are employees, the parties shall, during
the course of inquiry, be given an oppertunity of being heard and a copy of the findings shall
be made available to both the parties enabling them to make répresentation against the
findings before thc Committec.

(2) Notwithstanding anything contained in section 509 of the Indian Penal Code, the
court may, when the respondent is convicted of the offence, order payment of such sums as
it may consider appropriate, to the aggrieved woman by the respondent, having regard to the
provisions of section 15.

_ (3) For the purpose of making an inquiry under sub-scction (/), the Internal Committee .

or the Local Committee, as the case may be, shall have the same powers as are vested ina
civil court under the Code of Civil Procedure, 1908 when trying a suit in respect of the
following matters, namely:—
(«) summoning and enforcing the attendance of any person and examining him
on oath;

(b) requiring the discovery and production of documents; and
(¢) any other matter which may be prescribed.
() The inquiry under sub-section (/) shall be completed within a period of ninety
days.
CHAPTERYV

INQUIRY INTO COMPLAINT

12. (/) During the pendency of an inquiry, on a wrilten request made by the aggrieved  Action during
d pendency

woman, the Internal Commitiee or the Local Commiltec. as the case may be, may recommen
to the employer to-
(a) transfer the aggricved wornan or the respondent to any other workplace; or
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(b) grant leave to thc aggrieved woman up to a period of thrcc momhs or
(¢) grant such other relief to thc aggnwcd woman as may be prcscnbcd

(2) The leave granted to the aggrieved woman under this scction shall be in addition 1o
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 (/), the employer shall implement the recommendations
made under sub-section (/) and send the report of such implementation to the Internal
Committee or the Local Committee, as the case may be.

13. (/) On the completion of an inquiry under this Act, the Internal Committee or the
L.ocal Committee, as the case may be, shall provide a report of its findings to the employer, or
as the case may be, the District Officer within a period of ten days from the date of complelion
of the inquiry and such report be made available to the concerned parties.

(2) Where the Internal Committee or the Local Committee, as the casc may be, arrives
at the conclusion that the allegation against the respondent has not been proved, it shall
recommend to the employer and the District Officer that no action is required to be taken in
the matter.

(3) Where the Internal Committee or the Local Comimittee, as the case may be, 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—--

() 1o take action for sexual harassment as a misconduct in accordance with the
provisions of the service rules applicable to the respondent or where no such service
rules have been made, in such manner as may be prescribed;

(#i) to deduct, notwithstanding anythirg in the service rules applicable to the
respondent, from the salary or wages of the respondent such sum as it may consider
appropriate to be paid to the aggrieved woman or to her legal heirs, as it may determine,
in accordance with the provisions of section 15:

Provided that in case the employer is unable to make such deduction from the
salary of the respondent due to his being absent from duty or cessation of employment
it may direct o the respondent to pay such sum to the aggrieved woman:

Provided further that in case the respondent fails to pay the sum referred to in
clause (ii), the Internal Committee or, as the case may be, the Local Commitice may
forward the order for recovery of the sum as an arrear of land revenuc to the concerned
District Officer.

(/) The employer or the District Officer shall act upon the recommendation within sixty
days of its receipt by him.

14. (/) Where the Internal Committee or the Local Committec, as the case may be,
arrives at a conclusion that the allegation against the respondent is malicious or the aggricved
wotan 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 the District Officer, as
the casc may be, to take action against thc woman or the person who has made the complaint
under sub-section (/) or sub-section (2) of section 9, as the case may be, in accordance with
the provisions of the service rules applicable to her or him or where no such service rules
exist, in such manner as may be prescribed:

Provided that a mere inability to substantiate a complaint or provide adequate proot
need not attract action against the t,omp‘amrmt under this section:

Provided further that the malicious intent on part of the complainant shall be establmhcd
after an inquiry in accordance with the procedure prescribed. before any action is

reccommended.
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(2) Where the Internal Committee or the Local Committee, as the casc may be, arrives
at a conclusion that during the inquiry any witness has given false evidence or produced
any forged or misleading document, it may recommend to the employer of the witness or the
District Officer, as the case may be, to take action in accordance with the provisions of the
service rules applicable to the said witness or wherce no such service rules exist, in such
manner as may be prescribed.

15. For the purpose of determining the sums to be paid to the aggrieved woman under
clausc (i7) of sub-section (3) of section 13, the Internal Committee or the 1Local Commiltlee, as
the case may be, shall have regard to

(a) the mental trauma, pain, suffering and emotional distress caused to the
aggricved woman;

(f) the loss in the career opportunity due 1o the incident of sexual harassment;
(c) medical expenses incurred by the victim for physical or psychiatric treatment;
(d) the income and financial status of the respondent;

(e) feasibility of such payment in lump sum or in instaliments,

16. Notwithstanding anything contained in the Right to Information Act, 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
casc 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: ; by =

.

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. ’

17. Where any person entrusted with the duty to handle or deal wiih the complaint,
inquiry or any recommendations or action to be taken under the provisions of this Act,
contravenes the provisions of section 16, he shall be liable for penalty in accordance with the
provisions of the service rules applicable to the said person or where no such service rules
exist, in such manner as may be prescribed.

18. (/) Any person aggrieved from the recommendations made under sub-section (2)
of section 13 or under clause (i) or clause (ii) of sub-section (3) of section 13 or sub-
section (/) or sub-section (2) of section 14 or section 17 or non-implementation of such
recommendations may prefer an appceal to the court or tribunal in accordance with the
provisions of the service rules applicable to the said person or where no such service rules
exist then, without prejudice to provisions contained in any other law for the time being in
force, the person aggricved may prefer an appeal in such manner as may be prescribed.

(2) The uppeal under sub-scction (/) shall be preferred within a period of nincty days
of the recommendations,

CHAPTIER VI
DUTIES OF EMPLOYER

19. Fvery employer shall --

(a) provide a safe working environment at the workplace which shail include
safcty from the persons coming into contact at the workplace;

(h) display at any conspicuous place in the workplace, the penal consequences
of sexual harassments; and the order constituting. the Internal Committee under sub-

section (/) of section 4;
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(¢) organisc 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 [nternal Committee in the manner as may be prescribed,

(d) provide necessary facilitics to the Internal Committee or the Local Committee,
as the case may be, for dealing with the complaint and conducting an inquiry:

(e) assist in securing the attendance of respondent and witnesses before the
Internal Committee or the Local Committee, as the case may be;

(/) make available such information to the Internal Committee or the Local
Committee, as the case may be, as it may require having regard to the complaint made
under sub-section (/) of section 9;

(g) provide assistance to the woman if she so chooscs to file a complaint in
relation to the offence under the Indian Penal Code or any other law for the time being
in force;

(k) cause to initiate action, under the Indiap Penal Code or any other law for the
time being in force, against the perpetrator, or if the aggrieved woman so desires,
where the perpetrator is not an employee, in the workplace at which the incident of
scxual harassment took place;

() treat sexual harassment as a misconduct under the service rules and initiate
action for such misconduct; ?

(j) monitor the timely submission of reports by the Internal Commuttee.

CHAPTERVII

DUTIES AND POWERS OF DISTRICT OFFICER

20. The District Qfficer shall,- -
() monitor the timely submission of reporis furnished by the Local Committec;
" (b) take such measures as may be necessary for engaging non-governmental
organisations for creation of awareness on sexual harassment and the rights of the
womei.
CHAPTER VIII
MISCELLANEOUS
21. (/) The Internal Commitice or the l.ocal Committee, as the case may be, shall in
cach calendar year prepare, in such form and at such time as may be prescribed, an annual
report and submit the same to the cmployer and the District Officer.
(2) The District Officer shall forward a brief report on the annual reports received under
sub-section (/) to the State Government.
22. The employer shall include in its report the number of cases filed, if any, and their

disposal under this Act in the annual report of his organisation or where no such report is
required to be preparcd, intimate such number of cases, if any, to the District Officer.

23. The appropriate Government shall monitor the implementation of this Act and
maintain data on the number of cases filed and cisposed of in respect of all cases of sexual

harassment at workplace.

24. The appropriate Government may, subject to the availability of financial and other
resources, - »
(a) develop rclevant information, education, communication and training
materials, and organise awarcness programmcs, to advance the understanding of the
public of the provisions of this Act providing for protection against scxual harassment

of woman at workplacz,

43 of 1860

45 of 1860
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(b) formulate orientation and training programimes for the members of the Local

Complaints Committee.

25. (1) The appropriate Government, on being satisfied that it is necessary in the
public interest or in the interest of women employees at a workplace to do so, by order in
writing, -

(a) call upon any employer or District Officer to furnish in writing such information
relating to scxual harassment as it may require;

(&) authorisc any officer to make inspection of the records and workplace in
relation to sexual harassment, who shall submit a report of such inspection to it within
such period as may be specified in the order.

(2) Every employer and District Officer shall produce on demand before the officer
making the inspection all information, records and other documents in his custody baving a
bearing on the subject matter of such inspection.

26. (1) Where the employer fails to--

(a) constitute an Internal Committee under sub-section (/) of scction 4;
" (b) take action under sections 13, 14 and 22; and
(¢) contravenes or atfempts to contravene or abets contzavention of other
provisions of this Act or any rules made thereunder,
he shall be punishable with fine which may extend to fifty thousand rupees.

(2)If any employer, after having been previously convicted of an offence punishable
undcr this Act subsequently commits and is convicted of the same offence, he shall be liable
to--—

(i) twice the punishment, which might have been imposed on a first conviction,
subject to the punishment being maximum provided for the same offence:

Provided that in case a higher punishment is prescribed under any other law for
the time being in force, for the offence for which the accused is being prosecuted, the
court shall take due cognizance of the same while awarding the punishment;

(if) cancellation, of his licence or withdrawal, or non-rencwal, or approval, or
cancellation of the registiution, as the case may be, by the Government or local authority
required for carrying on his business or activity.

27. (1) No court shall take cognizance olany offence punishable under this Act or any
rules made thereunder, save on a complaint made by the aggrieved woman or any person
authorised by the Internal Committee or Local Committee in this behalf.

(2) No court inferior to that of a Metropolitan Magistratc or a Judicial Magistrate of
the first class shall try any offence punishable under this Act.

(3) Every offence under this Act shall be non-cognizable.

28. The hr()visions of this Act shall be in addition to and not in derogation of the
provisions of any other law for the time being in force,

29. (/) The Central Government imay, by notification in the Officiai Gazette, make rules
for carrying out the provisions of this Act.
(2) In particular and without prejudice to the generality of the forcgoing power, such
rules may provide for all or any of the following matters, namely:~
(«) the fees or allowances to be paid to the Members under sub-scction (+/) of
section 4;
() nomination of members under clause (¢) of sub-section (/) of section 7;
(¢) the fees or allowances to be paid to the Chairperson, and Members under

sub-scction (/) of section 7;

Power to call
for information
and inspection
of records

Penalty for
non-
compliance
with
pravisions of
Act,

Cognizance of
offcnee by
courts

Act not in
derogation of
any other law,

Power of
appropriatc
Government
to make rulcs,
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() the persan who may make complaint under sub-section (2) of section 9

{¢) the manner of inquiry under sub-scction (/) of section 11,

() the powers for making an inquiry under clause (c) of sub-section (2) of
section 11

(g) the relief to be recommended under clause (¢) of sub-section (/) of scetion 12;

(h) the manner of action to be taken under clause (i) of sub-scction (3) of
section 13;

(i) the manner of action to be taken under sub-sections (/) and (2) of section [4: -

(/) the manner of action to be taken under section 17;

(k) the manncr of appeal under sub-section (/) of section 18;

(/) the manner of organising workshops, awareness programmes for sensitising
the employecs and orientation programmes for the members of the Internal Committec
under clause (c) of section 19; and

() the form and time for preparation of annual report by Internal Committee and
the Local Committee under sub-section (/) of section 21. ' e
(3) Every rule madc by the Central Government under this Act shall be laid as soon as
may be after it is made, before each House of Parliament, while it is in session, for a totai
period of thirty days which may be comprised in onc $ession or in two or more successive
sessions, and if, before the cxpiry of the session immediately following the session or the
successive sessions aforesaid, both Houses agree in making any modification in the rule or
both Houses agree that the rule should not be made, the rule shall thereafter have effect only
in such modified form or be of no cffect, as the case may be; so, however, that any such
modification or annulment shall be without prejudice to the validity of anything previously
done under that rule.
() Any rule made under sub-scction (4) of section 8 by the State Government shall be
Jaid, as soon as may be after it is made, before cach House of the State Legislature where it
consisls of two Houses, or where such Legislature consists of onc Housc, before that
House.
Power 10 30. (7) If any difficulty arises in giving effect to the provisions of this Act, the Central
remove Government may, by order published in the Official Gazette, make such provisions, not
difficultics. inconsistent with the provisions of this Act, as may appear to it to be necessary for removing,
the difficulty:
Provided that no such order shall be made under this section afier the expiry of a
period of two years {rom the commencement of this Act.

(2) Every order made under this section shall be laid, as soon as may be afier it is made,
before each House of Parliament.

PK. MALHOTRA,
Seey 1o the Govt. of India.

CORRIGENDA
THE PREVENTION OF MONEY-LAUNDERING (AMENDMENT) ACT, 2012
(20f2013)
Al page 18, in linc 2, for SArts”, read AT

Al page 21, in line 14, for “Protection”. read (Protection)”.
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CORRIGENDUM
THE UNLAWFUL ACTIVITIES (PREVENTION) AMENDMENT ACT, 2012
(30f2013)

At page 6, in line 22, for “clause”, read “clause”.
CORRIGENDUM

THE BANKING LAWS (AMENDMENT) ACT, 2012
(40f2013)

Atpage8, in line 29, for ‘sections 30”," read ‘section 30,”,’.

CORRIGENDUM

THE APPROPRIATION ACT, 2013
(9 0f2013)

At page 1, in the marginal heading to scction 2, for “4715,54,00,000”
read*49715,54,00,000".

GMGIPMRND—354G1(S4)—23-04-2013.

’
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Hfger vd qra A d3rey
e
73 faeeh, o fowmr, 2013

BIAT. 3606(3N).—PET ARPR, AZensi B HrRiveT W Afre Seafred (Fraro, gfedyr ik yfarary)
STRIFRIE, 2013 (2013 BT 9. 14) BT GRT 1 B SI—GRI (3) GNT Yo Aferdl BT FANT PR gy, 9 FAwwR, 2013 BT

IH R B w9 ¥ frad ) & Rraer Sa fdfem & Sudy ygw 8|
[®13. 19—5 / 2013—S<gs<y]
31, #fRe, |ya |fa

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

S.0. 3606(E).—In exercise of the powers conferred by sub-section (3) of Section 1 of the
Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013
(14 of 2013), the Central Government hereby appoints the 9th day of December, 2013 as the date
on which the provisions of the said Act shall come into force.

[F. No. 19-5/2013-WW)]
Dr. SHREERANJAN, Jt. Secy.

5154 GI/2013

Printed by the Manager, Government of India Press, Ring Road, Mayapuri, New Delhi-110064
and Published by the Controller of Publications, Delhi-110054.
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Hfger td a1 s 7ATag
IrfergET
T feoel, 9 femR, 2013
AHLIY. 769(31) —BET TR, AR B HERTA W e Sadirgd (Fawer, gfemy d PIREIR)
aﬁfﬁ?ﬂ,zom(20132b‘T14)'cI$f%'IT?T29WWWWWW@,W@HWW%,Gﬂeﬁ—c[:—
1. T M iR ANH—(1) 39 FrE @ |t ARkl a1 eried wodAfe saed (Faw,
gferder ug wfears) 9, 2013 B
(2) A TTUH F FHTIA B AN DI G E |
2. TRYTNIY —3+ et 3§ 5@ d wed # arger onuféa 7 8, —
(@) I § PRRYE R ARTe BT BRIk U ol Soited (Frawvr, gfave vd wfidr)
fafrTE, 2013 (2013 HT 14) ST T;
@) Rewd Jax o P T P 18 Ry At ©
@ R 9 J eidRe SRR seEr g @i s §;
@ e ¥ uUN 2 B ds () # w—uRia <ifre Sciied @1 we Afud B
@) uRr 3 R @ e aR S ©;
©) “Rrery Rierd” § @1 Q4 s g & S fagy Srexdl arel AR @ |1 U4 @ W HER
T 3 fore wRifE €, AR S8 R wadel Ud nawadanail B [T g g
(®) T8t wE iR Ug o TEt ygad § ok uRaifia W€ fey e g, feg sfafeE § uRefi feg
v ¥ 9w oref 9t i, o arfdfm # iy U R
3. JiafRe |ff & el @ forg o a1 a7 ¢
(1) R—eRPT Gl F Pryes dew, aiaRe |y @ srfafRdl @ smde & few wfafeT 200

ST @ T P PR B, AR I TSR YS! W ol TRR rTgaer a1 drrgdhiend 99 ¥
qoT ARG A SRY I ST gl IR SES R W¥ B e anaad I, S o, w9 w

afergfcf & +f sHaR B |
() Prirgar Su—fraw (1) # fAfde vl @& darg & g St B

5155 GI1/2013 (1
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4.
fro e Saiied © WaRT qE 9 ORI @fe Yar wife B R dfe Sefles W wefEd g W

e safieT @ wafa qef @ uRfad afs : g1 7 B SU-—eRT (1) B @eS (1) b FEe @

freyser i & a3 frefeRad ¥ A @IS AftAferd 81 W —

5,

() TS B B &% H B G FH 5 WA B Sd dlell B AHITG Fridpdl o Afkenel &
HIrRTRY e ffredar eRied R Sfe Sciited @ THET B g% B @ [V g
AriTe Rl &1 gor B T AR JRIRE BRall @
@ v s AR osm, e, Rifde ar wifee Al # eEar g
i afafy @ sreae 9o el @ fY Wi Ar H
(1) v Gl @ s S AR @) FraRdl @ emde @ frg mfifes 250 vUd (1 A A
IR) B A b oY sHAR BT |
(@) URT 7 @) ST (1) @ G (@) R e (@) @ e e gl o A vy wif @
Fe, O AR 9 FrEiaRal & oA @ forg uiifed I W WU B W B ghaR sl IR
YTl W ot TR AIdTIde, aIdEe a6 9 qT SR a1 Sa | U A W I

e @ A TE aRafdd T o W B B, @ TRfS @ off gseer B
(3) frem s, Sufrem (1) sk sufam (2) # Pffe awl @ dera & foy Sarer & |
e Safied @ Rrerad : axT 9 & ST-URT (2) & FANE @ f,
(i) v/t g Afven, s wRS sraHfd & @ror R wxA A e & asl el gw
3T wIge @1 O Hhdl © —
(@) SEHT ARGR A1 F7 ; 3T ;
(@) SHBT FEHH,; AT
(1) T AR ARNT AT ST AR SRR BT HIg AADI; AT
(@) fdra after @ olad Wy & @1F v @fed R g o SEer! © |
(i) stet afora wften, o= ARG e & HROT Riead @R # s §, dvl AefaRed g
ferepTad WwIge H O Wahdll & —
(@) IE@ AER AT 7, srerar
@) ®1g faRmy Ruere; ar
M @ AfEd ANfAER s a1 FAds®,; s
@) <= a1 wier R rfiv 98 SUaR A1 SN WIS FR @ 8; 1l
() SH® AeR A e a7 fady R @ sEa-yw  FAIfASR fAwE A AAdSe a1 WRed
3reraT W e orfid 98 SUER a1 SRd UK PR Y& 8, B AT AYH ©Y 9 bie U9l
Ffed Ry <iftres ST @ STHaRI B |
(ii) <=l P wften, el BRoT & Riemd o § o 2, a8 swe! faRed @ fa § T At
g1 Reprad Bigel & O Gl &, R g @ T & |
(iv) <ie =afdra wften @) 9eg 8 oK ® 981 Ua Nprad, "o & SMeR gR SHe [Afte aiva @
THfa & faRad w9 # wigd @1 S G |
Rreraa &1 Siia &1 1 —
(1) Rremad wisd B GHY, 9N 11 & Suddl @ g Rierdedl wHie sw[wl qer
@ M T4 udr @ w1 Rrewd & v wfoar Rerad afbfa o aega e

@) R ww 8F w, Remg wfify sufma (1) & i @l At o wa ufel & | v
gfy o il fead &) af & fier yemeft @1 ol |

(3) wcged sufm (1) @ ol e xaesl @ mi @& Thw ¥ <9 R9 9 omfe ol @
AR SRS BT GA e el @ A Ud g @ WY RIS 0 91 SR Wiged B |
(@) fora wffy Jufife g @ Rigial 3 oguR, e &1 S safl |

() Rrera Ay B oig @ FRAE G e a7 R ) (e i [ F o afger
g, R Rreradadr a1 yeaell watw @rer @ a1 aenRufy sreger a1 doriE SfEer g
SIS SR o goiaTeal § TguRerd Y&l & a7 Jedl ©
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Wmﬁqwﬁmﬁmwﬁm%wﬁ%ﬂmﬁmmmmw
gefr ey wiRa & BT S | |

(6) GerEl @) RreTad R @ aHe B & Rel BROT § Ifa ARl 1 il e @ forg

frdfl fafdres <aTaar) &1 A BT STgAfT el BT |
(7) i &1 Fared wa wHd, erd AR & H9 Q P9 A Ao o gl GeRiE

STTST 3rerar oteger, 81, SuReId B |

8. g <ifd Y @ <R Rrerasdl B o=y IOy - I After @ fAed wu # SRy W,
Rrprog SRR Frare ¥ fr=foriad @ RieiRer & Fadl ® ¢

(@) R wRer @ @i Fwed a1 Sue M R s qen s Rl e e @
arafed ey | gcaeft Bl IaeY HAT |
@) SMerp TR @ AT § Afd AR @ B v vl wr HIer HRA A yedeil @1 ey
FHET |
9. é’%ﬂsﬂ$ﬁm¢ﬂﬂ§mﬁaﬁﬁﬁ:@mﬁaﬁ@@ﬂmﬁmﬁwﬁwém
R wRFT 59 Freed o ggedt @ fr el & faeg ofieem wifdd & Y € U genRefy e
RreTRIaE ¥ BRAE B3 @ RIeRe $7 FHdl & o flad w9 # &1 A BRA1, ddre SR R,
i a1 RieT PR, SR [, daaeied a1 daagly A, geaell @t dar [ S A o /@ q
AT OFY T ARG WaT e BT S AT M B |
10. ﬁwawgmﬁﬁmawﬁwwmwmﬁ:wqmﬁa%ﬁmmmwm
frer & et Rerad it 3w el ) oged @ b gl & fieg ofteus gl § s @l
Hfee @ e < 9l o e @fid 3 98 W gQ 5 78 e & Red o1 & s wfi
At a1 Rprad oo aer el 3 qesfia sdT g Swdas IR fhy € o 7w genferfa fr
17 ReT TS BT o 9 @ SUSHl B AR HRATS B DI RAGING B FHAT |

11. ardier - ORT 18 & SUSHT ¥ ref, O 13 7 379w (2) % el AT W 13 TG (3) % T@UE (i) AT WS
(i) 3 3refI=T STefaT G 14 AT STERT (1) AT TR (2) = 8T 17 3 3refi <h Tl kit am Wit et bt st 7 RO
3 =i 1S safa shefie o (s D) stfifwm, 1946 (1946 3T 20) 1 €T 2 % TUE () & i fergfera rfeft
TIRRRT T STt ST FDH T |

12, gRT 16 @ SUSHT @ SedEA @ Y T — URT 17 B Sudel & o, AR PIE AR GN 16 B
Sudet BT SesE T 2, @ Frae 08 @fid & wRd @ ® § Uid s9R S0 @1 AN B el FT

13. aﬁémaﬂﬁmmﬁﬁﬂﬁkwmﬁmﬁﬁa&ﬁﬁmﬁmﬁﬂ—

@) Bk ) Afe Sdlied @ gfony, famer vd ufdy @ g e siaRe i ar ardy
Fepeq AT EINUT FTR BT TAT ST AP FER D, DT M fof dadr grfara
T T a1 a1 W AIRT BRa! @1 FaRer Ber g, S Afgesll @ fIvg dfdaa
F1d uRaer # IATeE FRA €

FES TeEdT BRIGH BT GraTaaT BT qur daral & faw qa @ gord dvm e
P o o, ARy aavas |qHe WY, Sidferd & Aad ©

aiaRe WAy & W Gew @ M d |ud B <RE PO BRI,
SRR & SUE @ AR F FHaRal @ Gaeeeiiel 99 @ N, erdwrensdt vd Srrhddl
HEHA @ AR B I, W5T AR} )T IR et B SUANT B |
14. aiffe RO IR o1 : aife RAE BT a1 21 @ sicvfa Reraa afdfy g dar fFar s,
# f=fafaa &R 8 ¢

@) af A wra S ScfreT B Rreradl @ ww=

@) R Rreradt o den e a¥ @ RE Farer fear

@) Y AT @) e o A o | il sy 9@ ifed g

g

=

=

=
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(@) e Scied @ favg frafvad FRiEmenst a1 SIFTedar drishAl @) Hem,

(©) e ar Rerm ¥ g7 @1 T8 HRATS BT Wy |
(W1, ¥. 19—5 /2013—S&<gs<y]
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) a social 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) a person 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;

(i) 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) a qualified 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.
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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.
[F. No. 19-5/2013-WW]

Dr. SHREERANJAN, Jt. Secy.

Printed by the Manager, Government of India Press, Ring Road, Mayapuri, New Delhi-1 10064
and Published by the Controller of Publications, Delhi-110054.
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PREVENTION, PROHIBITION AND REDRESSAL OF SEXUAL HARASSMENT OF WOMEN AT WORKPLACE POLICY

Annexure - 3

Register of Complaints regarding Sexual Harassment at workplace

Date on which complaint was received

2 Ref. & date of the complaint

3 Name and designation of the complainant

4 Name and designation of the defendant

5 Brief particulars of complaint received

6 Date on which copy of complaint was sent to defendant
7 Date of receipt of reply from defendant

8 Date on which enquiry was initiated

9 Date of completion of enquiry

10 | Date on which report was made available to the

concerned parties

Follow up action taken

Final action taken
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Annexure - 4

Statement of complaints received and related details for the financial year ended

. Statistics pertaining to complaints

Number of complaints of
sexual harassment

received during the period

Number of complaints
disposed off during
the period

Number of cases
pending for more

than ninety days

Reasons for pendency

(1)

(2)

()

Il Statistics regarding awareness programme/workshops organized

a. No. of Awareness programme/workshop organized for the staff :

b. Brief details of Awareness programme/workshop organized for the staff :

c. No. of Awareness programme/workshop organized for the members of the Committee :

=8

Brief details of Awareness programme/workshop organized for the members of the Committee :
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