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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 Notification s (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.”

5/2013- WW] dated 09/12/2013

Sr. | Gazette Notification No. Description
No.
01 | 2733 S.0. 3606(E). [F. No. 19 Sexual Harassment of Women at

Workplace (Prevention, Prohibition and
Redressal) Act, 2013 (the Act)

02

593 G.S.R. 769(E). [F. No. 19
5/2013- WW] dated 09/12/2013

Sexual Harassment of Women at
Workplace (Prevention, Prohibition and
Redressal) Rules, 2013 (the rules)

1.3. The Act and the rules are provided in Annexure | and Il respectively.
2. 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.

¢ 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.

For this purpose, comprehensive set of guidelines for dealing with complaints of sexual

harassment have been prepared and are given in the ensuing paragraphs.

Page 3 of 14



RAJASTHAN MARUDHARA GRAMIN BANK, HEAD OFFICE, JODHPUR
PREVENTION, PROHIBITION AND REDRESSAL OF SEXUAL HARASSMENT OF WOMEN AT WORKPLACE POLICY

3. Definitions
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
(iii) 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

(iii) 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.

3.3 “Workplace” is defined under section 2 (o) 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.

3.4 “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.

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

(i) In relation to a workplace, a woman, of any age whether employed or not, who
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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 house;

3.6 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

4.1 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.

42 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.

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

5. Prohibition of Sexual Harassment

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

6. Scope of these Guidelines

6.1 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.

6.2 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. e
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7. Redressal of Sexual Harassment
7.1 Constitution of Internal Complaints Committee

7.1.1 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:

(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 ;

(i)  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.

(i) 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,

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

2. 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.

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

4. 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.

5. 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.

6. The Prevention of Sexual Harassment Committee constituted at Head Office of
Bank, shall perform the role of “Internal Complaints Committee” envisaged
under the Act and the Rules framed there under.

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

7.1.2 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
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7.2  Role of Committee members

i) Committee Members will pe the first Known point of contact in regard to cases
of sexual harassment:

of the case.

V) Committee Members wijl provide the complainant with information regarding
possible ways to deal with the problem and assist her in making her own
decision to deag] with the problem;

V) Committee Members may discuss the Mmatter with both, the vicﬁm'and alleged
offender to collect the facts of the case:

Vi) Committee Members wilj provide mediation between the parties:

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

Vi) - Committee Members wij| 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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Procedure for deali ith complain ommittee

8.1 Lodge and Receipt of Complaints

8.1.1 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.

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

8.1.3 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.

8.1.4 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.

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

8.1.6 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.

8.1.7 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.

8.2 Forwarding the complaint to the defendant

8.2.1 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 8.3 below.

8.2.2 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.
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8.3 Process of Conciliation

8.4

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

complainant.

8.3.2 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.

8.3.3 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.

8.3.4 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.

8.5

Interim Reliefs:

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

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

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. Confidentiality of complaint and proceedings

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

9.1

strictly confidential manner.
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9.2 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.

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

94 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 whlch could lead to the identification of the complainant and
witnesses.

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

teps to be foll Internal Complaints Commit

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

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

10.3. The complaint, 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.

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

10.5. The minutes of the hearing shall be prepared, typed, printed and the signatures of
all those present shall be taken on the printout.

10.6. Each person present shall be given a copy of the minutes against
acknowledgement.

10.7. In case the complainant has one or more witness, each one shall be called/
summoned separately and his/ her statement recorded.

10.8. The statement of the defendant shall be recorded.

10.9. Witnesses for the defendant, if any, shall be summoned and their statements to
be recorded.

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

10.11. 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 é%@ S
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» Name of the defendant(s)

» Brief details of the complaint

» Nature of the complaint and offence

e Details of findings

o Conclusion with reasons

* Recommendation for further action.
10.12. Dissonance, if any, shall be recorded.

10.13.  The final report shall be signed by each member of the committee on every
page.
10.14.  The minutes of all the hearings shall be included as annexure to the report.

10.15. 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.

10.16. The Disciplinary Authority, upon receipt of the report from the Internal
Complaints Committee may proceed with disciplinary proceedings against the
employee/ officer complained against. The disciplinary authority need 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.

10.17. The Competent Authority for the disciplinary proceedings, if initiated against
the defendant, remains the same as given in Rajasthan Marudhara Gramin
Bank (Officers & Employees) service regulations, 2010 and Rajasthan
Marudhara Gramin Bank (Officers & Employees) service (Amendment)
regulations, 2019. .

11. Action taken by the Bank after completion of inquiry:

11.1. If the allegations made in the complaint are proved, the Committee shall
recommend to the Appointing Authority:

e To take action against the respondent for sexual harassment as a misconduct
and disciplinary proceedings to be initiated as per service rules.
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e 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.

¢ 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 .

11.2. 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.

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

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

12. Role and Responsibilities orting of Sexual Harassment Cases:

» It is a generally accepted fact that women employee find it difficult to speak 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.

o 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.

13. Appeal

13.1. 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.

13.2. An appeal may also be preferred for non-implementation of the decision of ICC to
the IAC within the above mentioned stipulated time.

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

14.1 Members of Prevention of Sexual Harassment Committee shall familiarize
themselves fully with the provisions of the Act and the Rules.

14.2 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.

14.3 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 imay be immediately referred to the
Chairman.

156. Action for false or malicious complaint or false evidence

15.1 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.

15.2 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
inquiry into the matter to the Competent Authority as per the Rajasthan
Marudhara Gramin Bank (Officers & Employees) Service Regulations, 2010 and
Rajasthan Marudhara Gramin Bank (Officers & Employees) service (Amendment)
regulations, 2019.

153 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.

15.4 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.

16. Letter addressing terms & conditions to be submitted to outside member selected as

member of the Committee:

16.1. 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).

16.2. You will be associated as member of the committee for protection of women
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.
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16.3. 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.

16.4. 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.

16.5 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.

16.6. 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.

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

16.8. We shall be thankful if you return to us duplicate copy of this letter duly signed by
you in token of your acceptance.

kkkkikkkhhkkhkhhhhhkhhkihhhkik
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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
?”'nd April, 2013, and is hereby pnbhshcd for general information:-

< THE SEXUAL “IARA&:&MI.&N I' OF WOMLEN AT WOI{KPLACE
(PREVENTION, PROHIBITION AND REDRESSAL) ACT, 2013
(No. 14 or 2013)
[22nd April, 2013.]
AnActto 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 incidental thereto.

Wittreag sexual harassment results in violation of the fundamental rights of a woman
to equality underarticles 14 and 15 of the Constitution of India and her right 10 life and to live
with dignity under article 21 of the Constitution and right 1o practice any profession or to
carry on any occupation, trade or business which includes a right to a safe environment free
from sexual harassment;

AND wiigREAS the protection against sexual harassment and the right to work with
dignity are universally recognised human rights by international conventions and insiruments
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 wWHEREAS it s expedient 1o make provisions for giving effect 1o the said Convention
for protection of women against sexual harassment at workplace.
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Bi it enacted by Parliament in the Sixty-fourth Year of the Republic of India as follows:—
CHAPTER]
PRELIMINARY
Short title, 1.(7) This Act may be called the Sexual Harassment of Women at Workplace (Prevention,
extent- and Prohibition and Redressal) Act, 2013,
commencement .
{2Y It extends to the whole of India
(3) 1t shall come into force on such date as the Central (Jovemment may, by notification
in the Official Gazette, appoint,
Delinitions 2, In this Act, unless the context otherwise requires, --

{n) “aggricved woman” means—

() in relation to a workplace, 2 woman, of any age whether employed or
not, whuo alleges to have been subjected to any act of sexual harassment by the
respondent;

(i) in relation 1o a dwelling place or house, a woman of any age who is
employed in such a dwelling place or house;

(b) “appropriatc Government” means-~-

(i) in relation to a workplace which is esiablished, 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;

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

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

(¢) “Chairperson™ means the Chairperson of the Local (‘omplamts Commattu,
nominated under sub-section (/5 of segtion 7; .

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

{¢) “domestic worker” means a woman who is employed 1o do the household
work in any household for remuneration whether in cash or kind, cither dircctly or
through any agency on a temporary, permanent, part time or full time basis, but does
nol include any member of the family of the employer;

(f} “employee” means 4 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
confractor, with or, withot 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, traines, apprentice or called by any other such name;

(g) “employer” means—

(#) in relation to any department, organisation, undertaking, cstablishment,
enterprise, institution, office, branch or unit of the appropriate Government or a
local authority, the head of that department, organisation, undertaking,
establishment, 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;

(i) 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-clause “management”
includes the person or board or committee responsible for formulation and
administration of polices for such organisation;

(#i7y in reldtion to workplace covered under sub-clauses (/) and (#), the
person discharging contractual nbh gations with respect to his or her employecs;

(ivyinrelationto a dwelimg place ¢r 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 perfonned by the domestic worker;

{(#) *“Internal Committee” means an Internal Complaints Committee constituted
under section 4;

(1 "Local Committee” means the Local Complaints Committee constituted under
section 6;

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

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

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

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

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

(/) physical contact and advaices; or
(i) a demand or request for sexual favours; or
{iif) making sexually coloured remarks; or

{iv) showing pornography; or

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

(LI

{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 directly or indirectly by the
appropriate Government or the local authority or a Government company or a
corporation or a co-operative society;

(i) any private sector organisalion or a private venture, under{aking,
enterprise, institution, establishment, society, trust, non-governmental
organisation, unit or service provider carrying on commereial, professional,
vocational, educational, entertainmestal, industrial, health services or {inancial
activities including production, supply, sale, distribution or service;

(iif) hospitals or nursing homes;

(iv) any sports institute, stadium, sports complex or competition or games
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 couwrse of
employment including transportation provided by the employer for undertaking
such joumey;
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{vi) a dwelling place or a house;

(p) "unorganised sector” in relation to a workplace means an enterprise owned
by individuals or sclf-employed workers and engaged in the production or sale of
soods or providing service of any kind whatsoever, and where the enterprise employs
workers, the number of such workers is.iess thanen, ;

3. (/) No woman shall be subjected to sexual barassment at any workplace.
(7} The following circumstances, among other circumstances, if it oceurs or is persent
m relation to or connected with any act or behaviour of sexual harassment may amount to
sexual harassments—
(#) implied or explicit promise of preferential treatment in her employment; or
(if) implied or explicit threat of detrimental treatment in her employment; or
(iify implied or explicit threat about her present or future employment status; or
(v} 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 safeuy.
CHAPTER I
Constrrunon gF INTERNAL CompLaNTs COMMITTEE

4. (1) Every employer ol a workplace shall, by ap order in writing, constitute a Committee
to be known as the “Internat Complaints Committee™:

Pravided that where the offices or administrative units of the workplace are Jocated at
different places or divisional or sub-divisional level, the Internal Committee shall be constituted
at alf administrative units or offices.

{2) The Internal Commitiee shall consist of the following members to be nominated by
the employer, naniely: -

(a) & Presiding Gfficer who shall be & woman employed at a senior level at
workplace from amongst the employees:

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
1o 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 be
specified by the employer.

() T'he Member appointed from amongst the non-governmental organisations or
associations shall be paid such fees or allowances for holding the proceedings of the lnternal
Committee, by the employer. as may be prescribed.
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(5) Where the Presiding Officer or any Member of the Internal Commitiee,
(a) contravenes the provisions of section 16; or

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

() he has been found guilty in any disciplinary proceedings or a disciplinary
pr mwdmu is pending against him; or

() has so abused his position as 1o 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 vacaney so created or any casual vacancy shall be filled by fresh nomination in
accordance with the provisions of this section,

CHAPTER 11
ConsTrruTIoN 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 every 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 establishments where the Internal Complaints Committec has not been constituted due
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 every block, taluka and
tehsil in rural or tribal area and ward or municipality in the urban arca, to receive complaints
and forward the same to the concerned Local Complaints Committce within a period of
seven days.

(3) The jurisdictivn of the Local Complaints Committee shall extend to the arcas of the
district where it is constituted. . ‘

7. (1) The l.ocal Complaints Committee shall consist of the following imembers to be
nominated by the District Officer, namely: -

(1) a Chairperson to be nominated from amongst the eminent women in the field
of social work and commiited to the cause of wornen;

(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 « 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 preseribed:

Provided thatat least one of the nominees 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 notificd by the Central Goyermnent, 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 Committee shall hold office for
such period, not exceeding three years, from the date of their appointment as may be specified
by the District Officer.
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(3) Where the Chairperson or any Member of the Local Complaints Commitice -~
(a) contravenes the x}mvmom aff;amcn 16; or

(h) has been convicted for an offence or an mqmry into an oifencc under any law
for the time being in foree is pending against him; or

(c) bas 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 trom the Committec and
the vacancy so created or any casual vacancy shall be filled by fresh nomination in accordance
with the provisions of this section,

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

8. (/) The Central Government may, after due appropriation made by Parliament by Taw
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-scction (4) of section 7.

(2) The State Government may set up an ageney and transfer the grants made under
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 section 7.

(#) The accounts of the agency referred to in sub-scotion (2) shall be maintained and
audited in such manner as may, 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,
to the State Government, before such date, as may be preseribed, its audited copy of accounts
together with auditors’ report thercon.

CHAPTERTY

COMPLAINT

v

9, (1) Any aggricved woman may make, in writing, a complaint of sexual harassment al
workplace to the Internal Committee if so constituted, or the Local Committee, in case it is not
so constituted, within a period of three months from the date of incident and in case 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 Officer or
any Member of the Internal Committee or the C hd;rpersml or any Member of the Local
Committee, as the case may be, shall render all reasonable assistance to the woman for

making the complaint in writing:

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

(J) Where the aggrieved woman is unable to make & complaint on account of her
nhysical 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 (‘nmmmw or, as the case may be, the Local Committee, may, before
pitiating an inguiry under scction ) and at tiic request of the a gr:eveu woman take steps
to settle the matter between her and the respondent through conciliation:
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Provided that no monetary settlement shall be made as a basis of conciliation.

(2) Where a settlement has baen arived at under sub-section (1), the Internal Committee
or the Local Commiitee, as the case may be, shall record the seitlement so arrived and
forward the same to the employer or the District Officer to take action as spe uﬁed in the
rmmnmcndatmn

(3) The Internal Committee or the Local Commmittee, as the case may be, shull provide
the copies of the settlement as recorded under sub-seetion (2) to the aggrieved woman and
the respondent.

{#4) Where a settlement is arrived at under sub-section (7}, 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
Committee, as the case may be, shall, where the respondent is an employee, proceed to make
inquiry into the complaint in accordance with the provisions of the service rules applicable
to the respondent and where no such rules exist, in such manner as may be preseribed or in
case of a domestic worker, the Local Committee shall, if prima facie case exist, forward the
complaint 1o 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 Conumittee or the Local
Commilice, as the case may be, that any term or condition of the settlement arrived at under
sub-section (2) of section 10 has not been complied with by the respondent, the Internal
Committee or the Local 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 parties arc employees, the parties shall, during
the course of inquiry, be given an oppertunity of being heard and a copy of the findings s shall
be made available to both the parties enabling them to make representation against the
findings before the Committee,

(2) Notwithstanding anytling contained in scction 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
provisjons of scetion 1 5.

(3) For the purpose of making an inquiry under sub-section (/), the Internal Commmittee .

or the Lacal 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;

(k) requiring the discovery and production of documents; and
(¢) any other matter which may be prescribed.
() The inguiry under sub-section (/) shall be completed within a period of ninety
days.
CHAPTERY
INQUIRY INTO COMPLAINT

12. (/) During the pendency of an inguiry, on a written request madc by the aggrieved
woman, the Internal Commitiee or the Local Cormittee, as the case may be, may recommend
to the employer to- .

() transfer the uggrieved wornan or the respondent 1o any other workplace; or
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{h) grant leave 1o the aslarievcd woman up to a period of thm’-: momhs or
() grant such other relief 1o lhc aggr;wed woman as may he prescr shsd

(2) The leave granted to the aggricved woman under this section shall be in addition to
the Jeave she would be otherwise entitled.

{(4) On the recommendation of the Internal Commitice or the Local Comimitiee, 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 ray be.

13, (/) On the completion of an inquiry under this Act, the Intemnal Committee or the

Local 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 completion
of the inquiry and such report be made available to the concerned parties.

(2) Where the Internal Commitiee or the Local Committee, as the casc may be, arrives
at the conclusion that the allegation apainst 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 Committee, as the casc 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---

(1) to 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;

(#1) lo 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 gecordance 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 (i), the Internal Commitice or, as the case may be, the Local Committee may
forward the order for recovery ofthe sum as an arrear of land revenue to the coneerned
District Officer.

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

14, (/) Where the Interngl Committee or the Local Commitice, as the case may be,
arrives at a 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 1o be
falsc or the aggricved 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 case may be, to take action against the woman or the person who has made the complaint
under sub-scction (1) 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, insuch manner as may be preseribed:

Provided that a mere inability to substantiate a complaint or provide adequate proof

need not attract action against the wmp}zmdm under this section:

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

recommended.
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2) Where the Internal Committes or the Local Committee, as the case myy be, arrives
at & 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 where 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
clause (if) of sub-section (3) of section 13, the Internal Committee or the Local Committee, as
the casc may be, shall have regard 1o -

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

NI

(b) the loss in the career opportunity due to the incident of sexual harassment;
(¢} medical expenses incurred by the victim for physical or psychiatric treatment;
(d) the ineome and financial status of the respondent;

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

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 aggricved
woman, respondent and witnesses, any information relating to conciliation and inquiry
proceedings, recommendations of the Internal Committee or the Local Commitiee, 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: : RRR

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 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 shall be liable for penalty in accordance with the
provisions ol the service rules applicable to the said person or where no such service rules
exist, in such manner as may be prescribed,

18. (7} Any person aggrieved from the recommendations made under sub-section (2)
of section 13 or under clause (#) or clause (/i) 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 appeal 1o 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 aggrieved may prefer an appeal in such manner as may he preseribed.

(2) The appeal under sub-section (/) shall be preferred within a period of ninety days
of the recommendations.

CHAPTLER VI
Duries or EMPLOYER

19. Every employer shall - _

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

(h) display ut any conspicuous place in the workplace, the penul conseguences
of sexual harassments; and the order constituting, the Internal Committee under sub-

section {/) of section 4,
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() urganise 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 Commiltee in the manner as may be prescribed,

() providenecessary facilities 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 sccuring the attendance of respondent and witnesses before the
internal Committee or the Local Committee, as the case may be;

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

(g) provide assistance to the woman if she so chooses to file a complaint in

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

(h) cause to initiate action, under the Indian Penal Code or any other law for the
time being in force, against the perpetrator, or if the aggrieved woman so desires,
where the perpetrator is nol an employee, in the workplace at which the incident of
sexual harassment took place;,

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

(/) monitor the timely submission of reports by the Internal Committee.
CHAPTER VI
DuTiES AND POWERS OF DISTRICT OFFICKR
20. The District Officer shall,- -
(@) monitor the limely submission of reports furnished by the Local Commitieg;
(h) take such measures as may be necessary for engaging non-governmental
vrganisations for creation of awarcness on sexual harassment and the rights of the
WOmen.
CHAPTER VIII
MISCELLANEOUS
21. (1) The Internal Commitiee 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 submil 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 (/) 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 prepared, 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 ms;*xfmd of in respect of all cases ofisexual

harassment at workplace,

24. I'he appropriate Government may, subject to the avmlablmy of financial and other
resoOUress, -

(a) develop relevant information, educati@n, communication and training
materials, and organise awarcness programmes, to advance the understanding of the
public ofthe provisions of this Act providing for protection against sexual harassment
of woman at workplancz,

435 of 1860

43 of 1860,
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(b) formulate orientation and training programmes for the members of the Local
Complaints Commitiee, .

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,--- .

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

() authorise any officer to make inspection of the records and workplace in
relation to sexual harassment, who shall submit a report of such inspection 1o 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 docurnents in his custody having a
bearing on the subject maticr of such inspection.

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

() constitute an hiternal Commitiee under sub-section (7 y of seetion 4;

(b} take action under sections 13, 14 and 22; and

(¢) contravenes or ﬂifcmﬁts to contravene or abets contravention of other
provisions of this Act or any rules made thereunder,

he shall be punishable with finc which may extend to fifty thousand rupees.

(DIf any employer, after having been previpusly convicted of an offence punishable
under this Act subsequently commits and is convicted of the same offence, he shall be liable
by

() 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 foree, for the offence for which the accused is being prosecuted, the
court shall take due cognizance of the same while awarding the punishment;

(ify cancellation, of his licence or withdrawal, or non-renewal, or approval, or
cancellation of the registration, as the case may be, by the Government or local authority
required for carvying on his business or activity.

27. (1) No court shall take cognizance of any 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 Magistrate or a Judicia) 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 pﬁwisinns 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. (1Y The Central Government may, 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 foregoing 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-section () of
section 4;
{b) 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-section () of section 7;

Power to call
for information
and inspection
af reords

Penalty for
non-
compliance
with
provisions of
Act,

Cognizance of
offenge by
courts

Act not in
derogation of

“any other law.

Power of
appropriate
Government
o make rules.
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() the person who may make complaint under sub-section (2) of section 9;
{e} the manner of inguiry under sub-section (/3 of section 11;

() the powers {or making an inquiry under clause {¢) of sub-section (2) of
seetion 11

- {g) the reliefto be reoonumended under clause {¢) of sub-section (/) of section 12;

{h) the manner of action Lo be taken under clause (i) of sub-section () of
seetion 135

{) the manner of action to be taken under sub-sections (/) and (2) of section 14; -
(/) the manner of action to be taken under section 17,
(k) the manner of uppeal under sub-section (/) of section 18;

(/) the manner of organising workshops, awareness programmes for sensitising
ihe employees and orientation programmes for the members of the Internal Committee
under clause {¢) 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. T

(3) Every rule made by the Central Government under this Act shall be laid as soon as
may be after it is made, before cach House of Parliament, while it is in session, for a totai
period of thirty days which may be comprised in one session or in two or more successive
sessions, and if, before the expiry of the session immediately following the session or the
successive sessjons aforesaid, both Houses agree in making any modification in the rule or
hoth Houses agree that the rule should not be made, the rule shall thereafter have effect only
in such moditied form or be of no effect, 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.

(-9 Any rule made under sub-section (4) of section 8 by the State Government shall be

laid, as soon as may be after it is made, before cach House of the State Legislature where i
consists of two Houses, or where such [egislature consists of one House, before that

House.
Power 1o 30. (/) If any dilficulty 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
difficulfies, 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 he made under this section afler the expiry of a
period of two years from the commencement of this Act.

(2 Every order made under this section shall be laid, as soon as may be after it is made,
betore cach House of Parliament? ’

PK. MALHOTRA,
Secy to the Govt. of India.
CORRIGENDA
THE PREVENTION OF MONEY-LAUNDERING (AMENDMENT)ACT, 2012
(2 0f2013)
Al page 18, in line 2, for “ATs™., read " Art”.

At page 21, in Bine 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)

Atpage 8, in line 29, for ‘sections 30", read ‘sestion 36,
CORRIGENDUM
THE APPROPRIATION ACT, 2013
(90f2013)

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

GMGIPMRND--354GI{84)~23-04-2013,
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Jfgar vd wra faera d3ray
sferg=aT

¢ faeeh, o fRwawr, 2013
BILIAT. 3606(3N).—DBLT WHR, ARRIT HT R R dAfie safied (Frarvr, gfedy sk o)
JfAfm, 2013 (2013 T H. 14) B GRT 1 B SU—YRT (3) ERT e WfFal &7 T B 8, 9 fIARR, 2013 &
T N & ®U # g weedl 8 et sea afifiem ¢ sudy g 89
[BTH. 195 / 2013—Sxygey|

ST 2R, HYad Afg

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

8.0. 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 Countroller of Publications, Delhi-110054.
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gfger vd 91 famm d9mey
SIEKICEI
=3 facel, o fRwmR, 2013

WL 760(@) —dE WeR, ARCRT B HRRA R e SareT (Farvr, afave gd gfid)
AR, 2013 (2013 BT 14) BT GRT 20 T Y& IRAAT BT TIT H gQ, Fr=faRaa 9 a4 &, sreiia—

1. fer W iR URH.—(1) =4 Frmt @ wftra wfEenst w1 erfwa R Ao sasT (Faw,
ufedeyr o wfear) R, 2013 21

@) A I H TBIEH B ARG B gge B8 |
2. qRANIY.—3= fFrmt & 59 9% ded F srger U 7 8l —

@) e ¥ erivee R ARl w1 wEkerd W dfe SeieT (FaRv, afivy vd wfian)
Ffafam, 2013 (2013 BT 14) AU T;

@) “Remd’ ¥ a9 @ e 91 T8 Rera AT

@  Rreed wfafr @ afaRke afafa swear g 9 s g

@) e W uURT 2 @ WS (3) ¥ gen—ufRuiiya <ifre SedieT @ ge i €

€ uRT ¥ sRfEE @ B aRn g g

@ Rey Reer ¥ oF ta afn afa S ey Sewdl arer @l & |RI U9 @ 9§ HER
HE B forg uldifem 8, Ry S9d aftha Aaus] U agadanil BT AT B T

®) 8 v &R ug S aEl yged § eiR uRenfya e feg Ty g, feg o d oy feg
Ty g S ared 9t B, o s § Ry g g

3. siaRe affy & ol @ forw ™ ar W -

(1) R—Rer "l § frgw dew, afaRe fifd @ sriaRdl @ s @ fg ufifE 200
TR B MY B EHER BN, R S Haw YS! H ol TRR araad A1 arigaid 99 |
FoT SMEIRaeT I SRil § I I UN S g W™ o1 T3 arfge wfd, S o), o 8l
ufrgfd & ff spar BT

(2) T su—frm (1) # e wal & der & fore saRer 8rm |

5155 GI/2013 ) )]
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4.

dftre safles @ Wefda q&F 9 uRfya @l : grr 7 9 Su—um (1) @ @vs (M) @ T @

fog dfte Safres & wdfa 3ot @ aRfea =afe tar anfe & R dfe Sadiled 9 wef 9= w
faRyerar T B N g frefafeg # 9 o8 affea 8 wa —

5.

(@) Waﬂé%aﬂﬁwﬁwswﬁmwaﬁéwﬁﬁﬁmaﬁmsﬁﬁ
TRHIBRY T fIRTeTa sRiwe W e @wnisﬂﬁwaﬁ@aﬂﬁzﬁmm
wmifores Reforll &1 o &1 @ A1 IR e g,

@) v afe N osm, o, fafaer ar sifee fafer § sgar w2
T wfif @& sreger gur wewn, @ fag wig ar v -

() e 9 @ sraeg Sw Affy @ sRiaRa @ e @ e afifks 250 T (] AT vE
TM) B W D O FHAR BT |

@ IR 7 B SUUR (1) @ Es (@) AR ws (@) B AT AT gt v e R afafy &
e, S Ay @ eriarRal @ e @ fore ufafew < O S @ T @ §PaR 'R &R
ETE ¥ oY TRR AIged, aaEd 99 W TR TR AT A W AT I W 9D
ERT @9 o ¢ arafde o o o @9 8, @ ufagft & o geer B

@) forem sier, Sufm (1) ok sufrm () § fAfde vl & e @ forw Sarerl 8r |
dfre Sallss @7 Rremd : urT 9 @ SU—URT (2) & TANH @ for,

() sret =fora afgen, sro yRIRG SR @& oRY g axw d sraed §, agl F=faRea gw
fBrerad wIge @ O Gl & —
(®) TEST ARGER a1 B3 ; epemEr ;
(@) <Sa®T TEHHET; ar
(M) L ARET START I IR ARET ATANT BT DIy ARBN; AT
@ =fda gfker & oiea w=fy @ o1 o7 afda S g @) IR 2 |

(i) sref wafrg wfken, sl AFRIe SEEEr @ oRer Rrerd e # sl &, gg AeEfeRaa gwr
e wRa @ 97 9 § —

) BAGT ARGR A7 A, 3rerar

) BIg faRw s, a1

) o Afta FfER s a1 AR, seEr

€) WD A7 MRER s 3efiv 98 SUaR a7 IR W< I I8! T; SR

) 9B ANER AT SR A1 Ry e a1 sRo—yma wifer fas O aesntie a1 aRerd
T WG Td e 98 SUgR I7 TR U ) VE B, B W 9w ®U | B V4T
wfdd o «ifte saiies &1 S 21

(i) et =fera afgen, 0 eRor @ R o § swwel ®, gut sue ffya iy o v afe
§RT Rrprad Bigd &Y S 9o B, SR ' &) JHar ¥

(iv) <ief =fom 9fter @ 9 & 9K € 98 ue Nerm, we @ THeR §RT S9e Qs aike @
Ty @ faRaa w9 § wige @7 S Al |
Rreraa @7 Sg &1 @ —

(1) frerad wrger SR THG, GNT 11 © SUGe B e Rrdaeal wuele qwde qen Anfea

% AW vd uar & w7 Rera o gE afowi Riema afify @7 gy s |

@) Rord o 8w, Rrera oy sufee (1) @ riF afa aRker & o ufal § 9@ e
Ty a1 o o rafy @ iR weadt o wor) |

() wemdl sufm (1) @ erfiF fafafde cwaRet o it @ ok 9 <9 B9 9 o e eEfd &
AR SIS B g T WifeEl & A U9 ue & A1 Rerhd W SO SR GBI B |

(4) o wffy T9fife =7 3 Rgial @ sgaR, e & o el |

) frema affy o a1 eRiad wa oA @1 Rend ) e el vt o o1 sifter
B, afe Rreraaeal a1 geaell gaig orer @ @91 venRafy seger ar fiordi= e grr
Ao wraR A9 geargat § rufkerd wEdar § O Wl 8 ¢

283

~

a




[9FT I-9vg 3(i}] AR &l TS9A 3 STHER] 3

oy HefeT uereR o iE F fofga wu A umw R @ Aifew Ry A W v ar ve
welly sree wiike el fBar o |a |

(6) ueTdRI @ Rrorad Ry & 9 FRITE @ R @R F v " @ it e @ g
foreht fafdre maarlt & @ g wE @Ry

(7) <a o1 dErem wXd 99, Nema 9y @ o9 9 o8 99 gow e genRefy deria
MBI 3rerar areger, 8, SuRerd B |

8. S Wfdd w1 @ <M Rerasdal 1 o= Ay - afd wRer @ fRifed w9 seRy W
Rreraa wfafy fawe 9 fFreafaled & Refer o aod §

@) <fa dfeen & @R fFoeE ar suE Muy Rud s a5 ) o= e @
aafed B & weaell @ sravy BT |

(@) s dwRn @ ARl ¥ fdd wiker o R Hfere TRk w1 w9 vl @ sy
BT |

Q. dffe Safiss & fog aRag &< @1 ARy : W Al & o), S8 Ga1 9 Reme € o
Rrorm affit g@ oo ® ggad 2 5 yeeff & favg afteew fda & 7y € g8 gurRefy e o
Rreoerd & eRarg B B FwRe e dadl & R folad wu o e ara ek, S S e
e a1 fHwr o1, U=l A, daeee a1 aa-giy e, ueadt o ar gy e ar Wt 93§
AT o AT ARG Va1 B BT MY &1 A B

10. ez srerar gufaqel Rieraa sierar fear weg w eRarg : S9 99l & Ryag ww Jar faw
faemr € Sl Mo wff s g w® ggad € 5 gl & fovg sfews giaged & semr afa
Afgen srerar erad o1 gl o el afdd 7 a8 99 g0 5 a7 e @ Rorg @) 2 e @b
Higen A fdr 3 gl B @fem A e s 9w axards ad by o ug genRefy i
Ferqr e ARy B a8 9 @ Iuddl & ATIR BRATE B B RIBIRY B g |

11. U : ORT 18 B SUdE] ¥ anefi, o 13 Y 3u—arr (2) F AT A7 9wy 13 1 9—AWT (3) F WL (i) AT W

(i1) % ST STeraT ST 14 Y SULT (1) AT U~ (2) A1 4w 17 3 37efi < et Ryt o el fwfdt o swaifaa 7 Bl
O =t 1g sat el Frarer umft Od sifafrm, 1946 (1946 1 20) i 9w 2 % @vs (@) ¥ 37T st orefteft
TR BT Al s FHIT |

12 ORI 16 B SUGHl B SewHA & A TS — O 17 D IwEH B o, AR B @Rp R 16 D
SUsE] BT Seefe Bl 8, O FRIRHT W e | wRT @ WY # U B9R Sl 91 I B gl B |

13, FRITMAY Ife raforg s @Y O - ar7 19 & Suge & orfH, udw FRiRhT—

@) wra R A Salied @ ufthy, Farer @ aftdy & Riv vo oiaRe Y @ =@rdy ar
WHHeq IT WINOT JAR AT TAT SHDBT ANG TR B, T e R wad gRim
Rl BT qgrar S T W SR SRt BT Frarer dvn 8, S ARt @ fvg e
DRl aRay # AREE N &,

(@) eaRe AR @& Gawl @ oIy, T $RpAT U9 QRART @1 B

(M  FHEN SITSHAT BRImAE BT G HNN T wardl B R v b1 gor sy Rt
D13 3 e, R savas |HeT oY, Siqdferd &1 9ad €

@) aRe affy & el & foy gaar fmfo vd sieer FEfor oriea o saee o

®) okaRe 9y & o Jewal @& Tm! vd 9usd & &R @1 awon S

@ R @ Sudgl & IR § wiaial o Saeae a9 @ g, erivnerst ud Sredr
PRIFAT & AT D oY, T ORI §RT fIBfa ques) &7 SudnT o |

14, Tiffs R AR B - affe RAOE BRY aRT 21 & il Rowa 4R g1 SuR e oo,
¥ for=fafRaa < 8 - :

@) a9 F v e Scflsw o Rrerdl & g
@) v Rerd @ der e af @ <RE PR fear T
(M T A o A S A9 {9 9 afde a9 <t €
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(@) <ifre Scied @ favg fraraa eriemers a1 SrToHdr BrimH @) W
(®) e ar forer e N1 & TS g o Wy |

[W1. 9. 19-5 /2013—S=gs]
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) 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,-

() 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

(¢) 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. . i

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 nH
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 tha 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. SHREERANIJAN, Jt. Secy.

Printed by the Manager, Government of India Press, Ring Road, Mayapuri, New Delhi-110064
and Published by the Controller of Publications, Delhi-1100354.
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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 work place

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

11 Follow up action taken

12 | Final action taken




RAJASTHAN MARUDHARA GRAMIN BANK, HEAD OFFICE, JODHPUR
PREVENTION, PROHIBITION AND REDRESSAL OF SEXUAL HARASSMENT OF WOMEN AT WORKPLACE POLICY

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)

®)

(4)

L. 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 :

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