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Kopargaon Taluka Education Society’s

K.J. Somaiya College of Arts, Commerce & Science,

Mohanirajnagar, Kopargaon
Prevention of Sexual Harassment Cell

Introduction/About Cell:-

As per the recommendation of UGC Prevention of Sexual harassment Cell has been
established in college. The primary aim of this cell is to provide guidelines for protection from
sexual harassment, fundamental right to work with dignity and to handle related complaints
received or referred to the cell. The cell is to create and maintain an atmosphere in which staff,
faculty and students, can work together in an environment free of violence, harassment,
exploitation, and intimidation. It includes all forms of gender violence, sexual harassment, and
discrimination on the basis of sex/gender. The Cell aims to evolve a mechanism for the
prevention and redressal of sexual harassment cases and other acts of gender based violence in
the institution.

> Objectives

e Cell has to conduct awareness programs among the staff and students.

e Provide an environment free of gender-based discrimination.

* Ensure equal access of all facilities and participation in activities of the college

» Create a secure physical and social environment which will deter acts of sexual

harassment
» Promote a social and psychological environment that will raise awareness about sexual

harassment in its various forms.

» What Is Sexual Harassment?

Sexual harassment includes unwelcome sexually determined behavior (whether
directly indirectly) such as:
Verbal or physical threats
Insulting, Abusive, Embarrassing or patronizing behavior or Comments
Offensive gestures, Language, Rumors, Gossip or Jokes
Humiliating, Intimidating, Demeaning and/or Persistent criticism, Open hostility
Publishing, Circulating or Displaying pornographic, Racist, Sexually suggestive or
Otherwise offensive pictures or other materials
The unwanted physical contact
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Anti Sexual Harassment Cell assures all the complaints of the students. Teaching and
nonteaching staffs are treated with dignity and respect and the complaints should be
maintained confidential.

False Reporting: Intentionally making a false report or providing false information is
grounds for indiscipline.



For any Complaints, Queries & Assistance:
E-Mail: kjscollege@rediffmail.com
Composition of Anti-Sexual Harassment Committee:
a) A Presiding Officer who shall be a woman faculty member employed at a senior level at
the educational institution
b) Not less than two teaching employees and two non teaching employees, preferably
committed to the cause of woman or who have had experience in social work or have
legal knowledge.
c¢) Not less than three students, who shall be enrolled at the undergraduate, master, and
research scholar levels respectively.
d) One member from amongst non-governmental organizations or associations committed to
the cause of woman 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.

» Names of the Committee Members:

Sr No. | Name of the Member Designation Contact No

1 Dr.B.S. Yadav Chairman 9423181155
2 Dr S.B. Bhingardive Member 9421601396
3 Prof. V.S. Aher Member 9975944807
4 Dr. N.B. Shinde Member 9322177794
5 Dr. R.A.Jadhav Member 7057328879
6 Dr S.G.Konda Member 9860020934
7 Dr S.B.Kute Member 9604040383
8 Mr. A.B. Kokate Member 9850747443
9 Adv. Vidhyasagar Shinde Member 9822551129
10 Miss Priyanka Jogdand Member 7219876008
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Grievance Redressal Cell

» Introduction/About Cell:

The cell functions to look into the grievances lodged by any student. Students may approach

the cell to voice their grievances. Any form of discontent or dissatisfaction on the part of the
students can be informed to the cell. Anyone with a genuine grievance may approach the Co-
ordinator or member of the Students’ Grievance cell. Grievances may also be sent through e-
mail to the Co-ordinator of the Students’ Grievance Cell. The cell then redresses the
grievances promptly and judiciously. As a result of this mechanism, the institute has pleasant

ambient atmosphere and good work culture with in-built goodwill and mutual understanding

among the students.

% Functions of Cell:

Complaint Boxes have been installed in the College campus in which the Students, who want
to remain anonymous, can put in writing their grievances and their suggestions for improving
the academics/administration in the College.

The person concerned can personally approach to any member of the Cell and can send email
or write an application and submit to Cell Convener for grievances of any sort,

The cases will be attended promptly on receipt of grievances from the students.

The cell will review all cases and will act formally accordingly as per the Management
policy.

The cell will give report to the authority about the cases attended to and the number of

pending cases, if any, which require direction and guidance from the higher authorities

» Objectives
The main objective of the Grievance Cell is to promote and maintain a conducive and
harmonious educational environment among the students. The Students’ Grievance Cell is
constituted for the redressal of the problems reported by the students of the College. This is

with the following objectives in mind

Ghievance cell 45 fofined in ordet 1o keep the healthy Worl(ing atmosphere amongst staff,

Students and parents.
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This cell helps Students to record their complaints and solve their problems
academics, resources and personal grievances freely and frankly without any Yea ke
victimization.

To keep the dignity of the college high by ensuring conflict free atmosphere in the College by
promoting good Student-Student relationship and Student-teacher relationship.

To ensure effective solution to the student grievances with an impartial and fair approach.

To guide Students of the College to respect each other and be patient whenever any occasion
of conflict arises.

To advise all the students to refrain from stirring up students against other students, teachers

and College administration.

Ragging in any form is strictly prohibited in and outside the institution. Any violation of
ragging and disciplinary rules should be urgently brought to the notice of the Principal.
Ragging Complaints will be handled as per ragging rules.

Woman Harassment complaints will be handled as per government guidelines by respective

section.

» Scope

The cell will deal with Grievances received in writing from the students about any of the

following matters:

Academic Matters: Related to timely issue of duplicate Mark-sheets, Transfer Certificates,
Conduct Certificates or other examination related matters.

Financial matters: Related to dues and payments for various items from library, hostels etc.
Other Matters: Related to certain misgivings about conditions of sanitation, theft, library

facility, preparation of food, availability of transport, victimization by teachers etc,

> Exclusions

The grievance Redressal cell shall not entertain the following issues:

Decisions of the executive council, academic council, board of studies and other
s hh C

administrative or academic committees constituted by the university
Decisions with regard to award of scholarship, fee concessions, medals ete
. ]

Decisions made by the university with regard to disciplinary matters and misconduct

Decisions of the university about admissions in any courses offered by the institute
institute.

Decisions by competent authority on assessment and examination result
sult.



Names of the Grievance Redressal Cell Members:

Sr Name of the | Post Position in the Cell

No. Member

1 Dr S.B. Kale Associate Prof., Dept of | Chairman
Chemistry

. Dr B.D. Gavhane | Associate Prof, Dept of | Member
mathematics

3 Asst Prof. Aher | Asst Professor, Dept of | Member

V.S. English

incipa
K.J.Somaiy2 College of Arts
Commerce & Science,Kopargaon




Kopargaon Taluka Fducation Society’s,
K. 1. Somaiva College of Arts, Commerce and Science, Kopargaon

Anti-Ragging Committee

Introduction:

Organizations including educational Institutions must create Anti- Ragging Cell to
safeguard students from any type of misbehavior by students. Compliance of the guidelines of
UGC. which is modified as UGC regulations on curbing the menace of ragging in higher
educational institutions, 2009 is compulsory. The establishment of an anti-ragging cell should be
mandatory to prevent incidents like these from happening again, effectively eradicating this
menace for good.

Objectives of Anti-Ragging Committee:

The Anti-Ragging Committee will be the monitoring and advisory group for preserving a
culture of ragging-free environment in the college campus. The main objectives of this
committee are as follows:

To design strategies and actions to stop the menace of ragging.

To avoid and prohibit sexual harassment in the college campus.

To adopt a wide range of activities to create ragging-free environment.

To make students aware about the effects of ragging.

To take preventive actions against the act of ragging.

To keep attention towards known dangers regarding an act of ragging.

To create an atmosphere of discipline by sending a clear message to students that, no act
of ragging will be tolerated.

To punish students those who involved in any act of ragging.

To deal with the incidents of ragging promptly.
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unctions of Anti-Raeeing Committee:
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To create awareness among the students regarding an act of Anti-Ragging by conducting
workshops.

To pereolate the useful information and guidelines to the students regarding an action of
ragging and ctiects of ragging along with punishments involved.

To display anti ragging posters and notices at various locations in the college campus.

To conduct surprise visits in hostels and other places in the college campus,

To Prevent, Prohibit, and Redress any act ragging by the committee formed in this
regards.

To address complaints about ragging as per the Govt. and University procedures.

To take all necessary actions for prevention of ragging inside the college campus.

To maintain records of the cases investigated and submit it to the IQAC.

SOP of Functioning of Anti-Ragging Committee:

Formation and functioning of Anti-Ragging Committee is made compulsory as per the
Notifications and Guidelines provided by the UGC in educational institutions to take preventive
actions against an act of ragging by the seniors or by any student while learning. Standard
Operating Procedure is adopted by College Anti-Ragging Committee to follow guidelines
provided by the UGC and to take disciplinary action against responsible boys and girls of the
college, which leads to Rustication from the college or relevant action as per an act of ragging.
SOP of functioning of Anti-Ragging Comumittee in college is as follows:

t9

At the time of Admission Affidavit Forms are to be filled up by students and parents
regarding Anti-Ragging.

Anti-Ragging Committee regularly organizes workshops and activities to guide students
about the effects of an act of ragging.

In case of an act of ragging, names of culprits arc to be displayed on notice board and
places where students usually come together in the college.

Charts and displays are to be placed on various places where students can notice the fact
ofragging.

Anti-Ragging Committee conducts squads to visit classrooms, hostels and places in the
college campus to prevent an act of ragging.

Anti-Ragging Committec working in hand with Gricvance Redressed Cell, Sexual
Harassment Committee in the college campus to create well coordination amongst all
committecs.

Keep watch on incidents of ragging including reported incidents of ragging is to be
assessed properly and punished immediately.

Mentor student representatives to promote right attitude towards solving problems related
to ragging faced by the fresher's in the college by involving them in different activities
like NSS, NCC etc.




Suspension of students from classes as well as withdrawing admission from hostel

Refuse scholarships and other benefits.

Punish responsible students with said penaltics in regards of an act of ragging.
Withdrawing facilities of Training and Placement,

Debarring from representing the institution in any regional, national or international
meet, tournament, youth festival, cte.

Cancellation of admission from the college.

Make *Red Mark® on all the educational documents and prevent the students to take

admission to any other institution.

Order of Supreme Court and Notiflication from University Grants Commission; an act of

ragging include following actions:
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Any act of indiscipline, teasing or handling with rudeness.

Any act that prevents disrupts the regular academic activity.

Any activity which is likely to cause annoyance, hardship, psychological harm or creates
fear or apprehension.

Any act of financial extortion or forceful expenditure.

Any act ol physical abuse causing assault, harm or danger to health.

Any act of abuse by spoken word, emails, SMS or public insult.

Any act of injury or infringement of the fundamental right to the human dignity.

Any act of wrongful confinement, kidnapping, molesting or committing unnatural
offences, use of criminal forces, trespass or intimidation.

Any unlawful assembly or conspiracy to ragging.

10. Punishment to those found guilty.

Students can register complaints with the following authorities:

College Anti-Ragging Committee: 9146142000, 9146152000
Chairman (Principal): Dr. B. S. Yadav - 9423181155
Coordinator: Prof. Dr. Sanjay Argade - 9922720270

Email ID: kjscollege@rediffmail.com

Complaint Link Form: htps:/antiragging.in/complaint_register_form.html

UGC Anti-Ragging helpline:

Anti-Ragging Helpline: 1800-180-5522




cof Information about n wweing and its regulations:
hips:/ antircagging. invinformation.html

Link for questions regarding anti rageing in the mind of students:
https: Jantiragging.in/tags, html

Link of affidavits and undertaking to be filled by the students and guardians:
https://antiagging. in‘atfidavit_affiliated_form.php

Link for Complaint:
https:/antiragging.in/complaint_register_form.html

Link of Compliance by Institution:
https://antirageing.in/compliance_desclaimer.html

Link of UGC Notification on Anti-Ragoing:
https:/www.ugc.cov.in/pdfnews/7811287 Anti-Ragging Cell_Circular.pdf

Link of UGC Regulations on Curbing the Menace of Ragging in Higher Educational
Institutions, 2009:
https://Awww.ugc.cov.in/oldpdf/ragging/minuterag230409.pdf




Anti-Ragping Commitiee:
(Under Section 26¢1) () ol the University Grants Commission Act, 1956)

—_————— - pa—

1
| St.No. | Name - Designation
‘ Dr. B S0 Yaday
E L (Poncipal, K. J. Somaiya College, Kopargaon) (-h"""""
[ | Police Inspector |
:‘ B 2; | (Kopargaon City Po Police Station) ; Member
‘ Mr. Jawale Laxman Member
! RS (Local Media Representative) '
B Rajole Hemant Rambhau Member |
4. (Parent Representative) 1
Gunjal Babasaheb Sampat Member 1’
S. (Parent Representative) J!
Mr. Raktate Vinayak Member 1
6. A/P — Kokamthan, Tal — Kopargaon. E
(Alumni Representative) |
Vakte Shraddha Vinod Member |
7. (Student Representative) ’
Mr. Aasane H. N. Member
8. (Rector, Boys Hostel)
Mrs. Tikande S. A. Member |
9. (Rector, Ladies Hostel)
Dr. Khose M. B. Member |
10. (Teacher Representative)
Dr. Dhokale N. T. Member
11. (Teacher Representative)
Dr. Naikwade A. C. Member
12. (Non-Teaching Representative)
Prof. Dr. Argade S. L. Coordinator
13. | (Teacher Representative)

Prof. Dr. Sanjay Argade  Prof. Dr. VijEy Thange Dr%ﬁa\

~ Coordinatyr ooﬁ:ﬂor Principal
Anti-Ragging Committee IQAC, K ]1 aiya CoH ¢ ). Somaiya Col!ege of Arts
Kopargaon, Dist. mamnwrcc & Science, Kopargaon




STHIIY]
EXTRAORDINARY
i Jl— @vg |
PART Il — Section |
wifusmr ¥ yenrfim
PUBLISHED BY AUTIORITY

T 18] 1§ fewedt, vimern, sre 23, 2013 dura 3, 1935 (1)
No. 18] - NEW DELHI, TUESDAY, APRIL 23, 2013/ VAISAKIIA 3, 1935 (SAKA)
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Separate piging is given to this Part in order that it may be filed as a separate compil

ation.

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:- -

< THE SEXUAL HARASSMENT OF WOMEN AT WORKPLACKH
(PREVENTION, PROTIBITION AND REDRESSAL) ACT, 2013
(No. 14 or 2013)
22nd April, 2013,]

AnActio provide protection against sexual harassment o' womenal workplace
and for the prevention and redressal of complaints ofsexual harassment ang
for matters connected therewith or incidental thercto,

WiiERLAS sexual harassment results in violation of the fundamenta) rights of a woman
10 equality underanicles 14 and 15 of the Constitution of Indiu and her right to life 51!(] to live
with dignity under article 21 of the Constitution and right o practice any profession oy 1o
Larry on any occupation, trade or business which includes right to a sate Cnviromnent free
from sexual harassment;

Ax witerEAs the protection against sexual harassment ang
dignity arc universally recognised human rights by intcrnatiunalcolwcnlions andinstruments
such as Convention on the Elimination of all Forms of Discrimination against Wo g ri”“|L'nvth
has been ratified on the 25th June, 1993 by the Government of India; ; PRt

the right to work with

Asb winreas itis expedient o mike provisions for 8iving effeey 10 the sajg
S : i . giving SR
for protection of wamen aganst sexual harassinent a) workp Hd Convention

e,
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Brit enacted by Parliament in the Sixty-fourth Year of the Republic of India as follows:—--
CHAPTER 1
PrELIMINARY
Shon title. 1. (/) This Actmay be called the Sexual Harassment of Women at Workplace (Prevention,
extent and Prohibition and Redressal) Act, 2013.
commmenecment ) ’
(2) It exaends to the whole of India.
(3) It shall come into force on such date as the Central Government may, by notification
inthe Official Gazelte, appoint.
Defintions 2. In this Act, unless the context othenwvise requires, - -

(a) “aggricved woman” means—

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

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

(b) “appropriate Government” means-- -

(1) in relation to a workplace which is esiablished, owned, controlled or
wholly or substantially financed by funds provided directly or indircctly-

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

() by the State Government, the St_alc Government;

(4i) in relation to any workplace not covered under sub-clayse (7 and
falling within its tervitory, the State Government;

1

(c) “Chairperson™ means the Chairperson of the Local Complaints Committee
nominated under sub-scction (/) of scetion 7; :

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

(¢) “domestic worker” means a woman who is employed to do the household
work in any houschold for remuneration whether in cash or kind, cither directly or
through any agency on a temporary, permancnt, part time'or full time basis, byt docs
notinclude any member of the family of the cmployer;

(/) “employee” means a person employed at a workplace for any work on reaular,
temporary, ad hoc or daily wage basis, cither directly or through an agent, including a
contractor, with or, without the knowledse of the principal employer, whether for
remuncration 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; ‘

(g) “employer” meang—-

(::) in ’rclalion to any department, organisalion, undcrlaking,,-cslublishmem
enterprise, institution, office, branch or unit of the appropriate Government or
local authority, the head of that department, organisation undertaki o
cstablishment, enterprise, institution, office, branch or unjy or iill:':h c)lI'Lnl . ; HT‘S;'
as the appropriate Government or the local authority, as the case n o oeer
an order specify in this behalf: oy be, may by

(i) in any workplace not covered under sub-¢|

. ¥ : : duse
respansible for the management, supervision

(1), any pers
and control ofth * Petspn

e Workplace,
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Explanation.— For the purposes of this sub-clausc “management™ -
includes the person or beard or committee responsible for formulation and
administration of polices for such organisation;

(4if) in relanon to workplace covered under sub-clauses (f) and (4), the
person discharging contractual obligations with respect to his or her employecs;

(iv)in relation to a dweliing place ¢r house, a person or a household who
employs 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 activitics performed by the domestic worker,

(h) “Intemmal Committee™ means an Internal Complaints Commnittee constituted
under section 4;

(/Y “Local Committee” means the Local Complaints Committee constituted under
section G

() “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;

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

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

(n) “sexual burassment” 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
(iif) making scxually coloured remarks; or

(fv) showing pornography; or

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

(o) “workplace” includes -

(/) 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 suciely;

(/) any private sector organisation or a privaie venture, undertakine
enterprise, institution, establishment, society, trust, I]Olhgovcrnmum;i
organisation, unit or service provider carrying on commercial, professional
vocational, educational, entertainmental, industrial, health services or ﬁnancjai
activitics including production, supply, sale, distribution or service;

(fii) 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 ordu
employment including transportation provided by
such jowmey;

ring the course of
the employer for undertaking
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(v) a dwelling place or a house;

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

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

(2) The following circumstances, among, other civcumstances, if' it occurs or is persent
in relation 1o or conneeted with any act or behaviour of sexual harassment |r|ziy amount Lo
sexual harassment: -

() implied or explicit promise of preferential 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 safety.
CHAPTER I
CONSTITUTION OF INTERNAL COMPLAINTS COMMITTEE

4, (/) Every employer ofa workplace shall, by an order in writing, constitute a Commitiee
to be known as the *Internal Complaints Committee™:

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

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

(a) & Presiding Officer who shall be a woman employed at @ 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 Lo insub-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 emploayer or other department or
orgamisation;

(5 not less than two Members from amongst employees preferably committed
to 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 shul be women

(3) The Presiding Officer and every Member of'the Internal Commitiee shall hold office
for such period, not exceeding three years, from the date of their nomination

g8 a8 may be
specified by the employer.

(1) The Member appointed frem amongst the non-governmental organisations o

o . . . o L .
assaciations shall be paid such fees or allowances lor holding the proceedines ofthe tnternal
Committee, by the employer. as may be prescribed. = erna
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(5) Where the Presiding Oflicer or any Member of the Internal Committee.. --

1

(«) contravenes the provisions of section 16; or

(&) 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

(c) he has been found guilty in any disciplinary praceedings 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 Il
ConstnuTion or 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. (/) Every District Officer shall constitute in the district concerned, a committee to be

known as the “Local Complaints Committee” (o receive complaints of sexual harassmen:

~from establishments where the Internal Complaints Committee 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 cvery block, tuluka and
tehsilin 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 jurisdictica of the Local Complaints Committee shall extend to the arcas of the
district where it is constituted. '

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

(a) a Chairperson to be nominated from amongst the eminent women in the field
ol 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 whoem at least one shall be a woman, to be nominated from
amongst such non-governmental organisations or associations committed 1o the cause
of women ora person familiar with the issucs relating to sexual harassment, which may
be preseribed:

Provided that at least one of the nominees should, preferably, have a backeround
in law or legal knowledge:

Provided further that at least one of the nominces shall be 4 woman belonging to
e ! i A = =3
the Scheduled Castes or the Scheduled Tribes or the Other Backward Classes or
minority community notificd by the Central Government, from time 1o time;

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

(2) The Chairperson and every Member of the Local Commitee s
such period, not exceeding three years, from the date of their appointment
by the Distriet OfTicer.

hall hold office for
asmay be specified

Noufication
of District
Officer.
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(3) Where the Chairperson or any Member of the Local Complaints Comunittee - -
(@) contravenes the provisions of scction 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 Commitiee 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 Commiltee other than the Members
nominated under clauses (b) and () ol sub-section (/) shall be centitled to such fees or
allowances for holding the proceedings of the Local Committee as imay be prescribed.

8. (/) The Central Government may, afier 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 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.

(4) The accounts of the agency referred to in sub-scition (2) shall be maintained and
audited in such manner as may, 'in consultation with the Accountant General of the State, be
preseribed and the person holding the custody of the accounts of the agency shall furnish,
1o the State Government, before such date, as may be preseribed, its audited copy of accounts
together with auditors” report thercon.

CHAPTERLY
COMPLAINT

9. (1) Any aggrieved woman may make, in writing, a complaint of sexual harassment at
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 o
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 Commiltee or the Chairperson 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 Committee
may, for the reasons 10 be recarded in writing, extend the time limit not exceeding three
months, i 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 to make o complaint on account of her
]h e artal e anae - " H o - ’
physical or mental incapacity or death or otherwise, her leval heir or such other pe

: . ; . i ) rson as
may be prescribed may make a complaint under this section.

10. (/) The Internal Committee or, as the case may be, the Local Commitiee may, before

31 1eat - . . . L . 4y iy,
mitiating an inquiry under section 11 and at tiie request of the aperieved vioman take stens
to settle the matter between her and the respondent through ugncnia'\in'n- HIHRRESER
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Provided that no monetary scitlement shall be made as a basis of conciliation.

(7) Where a scttlement has been arrived] atunder sub-section (1), the Internal Committee
or the Local Commiltee, as the case may be, shall record the settlement S0 arrived and
forward the same to the employer or the District Officer to take action as specified 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.

() Where a settlement is arvived at under sub-section (/), no further inquiry shall be
conducted by the Intemal 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 pravisions of the service rules applicable

10 the respondent and where no such rules exist, in such manncr as may be prescribed or in

case of a domestic worker, the Local Committee shall, if prima facie case exist, forward the

complaint to the police, within a period of seven days for registering the case under seclion

45 of 1860 509 of the Indian Penal Code, and any other relevant provisions of the said Code where
applicable:

Provided that where the apgricved woman informs the Internal Committec or the Local
Committee, 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 1Local Committee shall proceed to make an inquiry into the complaintor, as
ihe case may be, forward the complaint to the police:

provided fuither that where both the partics arc employces, 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 partics enabling them to make representation against the
findings before the Committec.

43 of 1860, (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 {he respondent, having regard to the
provisions of section 15.

. (3) Far the purpose of making an inquiry under sub-section (7), the Internal Cormittee .

or the Local Committee, as (he case may be, shall have the same powers as are vested in a
5 0f 1008 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 matier which may be preseribed.
(+4) The inquiry under sub-section (/) shall be completed within a period of ninety
duys.
CHAPTERY

INOUIRY INTD COMPLAINT

12. (/) During the pendency of an inquiry, on a written request made by the
woman, the Internal Committee or the Local Commiltec,
to the employer (@

aoorieved

f=lh

as the case may be, may recommend

ransfer the aggricved wornan or the res o
(a) agy : the respondent 1o any other workplacc: or

Inquiry nto
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(h) arant leave 1o the aggrieved woman up to a period of three months: or
(¢) grant such other relief to the aggricved woman as may be prescribed.

(2) The Jeave granted to the aggricved woman under this section shall be in addition 10
the leave she would be otherwise entitled.

() 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 Interal
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
Local Commiltee, as the case may be, shall provide areport 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 Committee or the Local Commitice, as the case 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 Commiittee or the Local Committee, as the case may be, arrives
at the conclusion that the allegation against the respondent has been proved, it shall
recommend to the cmployer or the District Officer, as the case may be---

(i) 10 take action for sexual harassment as a inisconduct 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, Irom the salary or wages of the respondent such sum as it may consider
appropriate 1o be paid to the aggrieved woman or to her legal heirs, as it may determine,
in accordance with the provisions of section 15:

Provided thal in casc 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 1o the aggrieved woman:

Provided further that in case the respondent fails to pay the sumn referred to in
clause (i), the Internal Comimnittee or, as the case may be, the 1.ocal Commiltce may
forward the order for recovery of the sum as an arrear of land revenue to the concerned
District OfTicer.

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

14, (1) Where the Internal Committee or the Local Committee, as the case inay 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
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 case may be, to take action against the woman or the person who has made the complaint
under sub-scction (/) or sub-section (2) of section 9, as the case may be, in accordance with
the provisions ol the service rules applicable 1o 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 proof

need not attract action against the complaingnt under this section; -

Yol - e R _ ‘
Provided further that the malicious intent on part of the complainant shall be established
after an inquiry in accordance with the procedure prescribed. before any action i
rcuum:m'ndcd .
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(2) Where the Internal Committee or the Local Committee, as the case may be, arri
at a conclusion that during the inquiry any witness has given false evidence or produce
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.

I5. For the purpose of determining the sums to be paid to the aggrieved woman under
clause (i) of sub-section (3) of section 13, the Internal Committee or the Local Commiltec, as
the case may be, shall have regard to -

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

(6) the loss in the career opportunity due to the incident of sexual harassment;
() medical expenses incurred by the viclim for physical or psychiatric treatment;
(d) the income ;'uid 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 Committee, as the
case may be, and the action taken by the employer or the District Officer under the provisions
of this Act shall not be published, communicated or made known to the public, press and
media in any manner:

Provided that information may be disseminated regarding the justice securcd to any
victim of sexual harassment under this Act without disclosing the name, address, identity or
any other particulars calculated to lead 1o the identification of the aggrieved woman and
wilnesses. '

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.

(8. (1) Any person aggrieved from the recommendations made under sub-scetion (")
of section 13 or under clause (i) 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 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 heing in
lorce, the person agerieved may prefer an appeal in such manner ag may be preseribed.

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

CHAPTER VI
DUTIES OF EMPLOYER
19. Every employer shall -

(1) provide a safe working environment at the workplace which -‘;ha?l iwckide
safcty from the persons coming into contact ai the workplace; '

(h) display at any conspicuous place in the waorkpl
of sexual harassments; and the order constituting
sechon (1) of section 4

ace, the peyal consequences
. the Internal Committee under sub-
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(¢) organisc workshops and awarcncss programmes al 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 Commiltec,
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 Commitlee, as the case may be;

(/) make available such information to the Internal Commiltee or the Local
Commiltee, as the case may be, as it may require having regard to the complaint made
under sub-scction (1) of section 93

(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;

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

(¢) trcat 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.

CHAPTER VII
DUTIES AND POWERS OF DISTRICT OFFICER
20. The District Qfficer shall, - -
(@) monitor the timely submission of reports [urnished by the Local Committec,

(h) toke such measures as may be necessary for engaging non-governmental
organisations for creation of awareness on sexual harassment and the rights of the
women.

CHAPTER VI
MISCELLANEOUS

21. (1) The Internal Conunittee or the Local 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 employer and the District Officer.

(2) The District Officer shall forward a briefreport 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 cisposed of in respaet of all cases of sexual
harassment al workplace.

24. The appropriate Government may, subject to the availability of financial and other
resources, -~

(a) develop relevant information, education, communication and training
ariale o aIee - g e . - L 2 - . 2
malg'ndls. and organise awareness programmes, o advance the understanding of the
public of the provisions of this Act providing for protection against sexual harassment
of woman at workplacs, o

43 of 1860,

43 of 1860
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(M) formulate orientation and training programmes 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 employces at a workplace to do so, by order in
writing,---

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

(1) authorise 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 Distriet Officer shall produce on demand before the officer
making the inspection all information, records and other documents in his custody having a
bearing on the subject matter of such inspection,

26. (1) Where the employer fails to--
(¢) constitute an internal Committee under sub-section (/) of section 4,
() tuke action under sections 13, 14 and 22; and
(¢) contravenes or attempts o contravene or abets contravention of other
provisions of this Act or any rules made thercunder,
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
under this Act subsequently comimits 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 preseribed under any other law for
the time being in force, tor the offence for which the accused is being prosceuted, the
court shall take due cognizance of the sume while awarding the punishment;

(#i) canccllation, 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 carrying on his busincss or activity.

27. (/) 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 Committec in this behalf.

(2) No court inferior to that of a Metropolitan Magistrate or a Judicial Magistrate of

the first class shall try any offence punishable under this Act.

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

28. The provisions 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.

20. (/) The Central Government may, by notification in the Officiai Gazette, make rules
for carrying out the provisions of this Act.

(2) In parlicu.lar and without preyuhcu_lo the generality of the foregoing power, such
rules may provide for all or any of the following matters, namely:-

(a) the fees or allowances w be paid 1o the Members under sub-section () of

section 4;
(b) nomination of members under clause (¢) of sub-section (/) of section 7-

(c) the fees or allowances (o be paid (o the Chairperson, and Members under
sub-section (1) of section 7,

Power to call
tor information
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compliance
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(¢) the person who may make complaint under sub-section (2) of section 9;
{e) the tnanner of inquiry under sub-section (/) of section 11,

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

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

(1) the manner of action to be taken under clause (5) of sub-scction (3) of
section 13;

(/) the manner of action to be taken under sub-scctions (/) and (2) of section 14; -
(/) the manner of action to be taken under section 17;
(%) the manner of appeal under sub-section (/) of section 18;

(/) the manner of organising workshops, awarcness programmes for sensitising
the einployecs and orientation programmes for the members of the Internal Commitice
under clavse (¢) of section 19; and

() the form and time for preparation of annual report by Internal Cominitiee and ’
the Local Committee under sub-section (/) of section 21. B

(1) Every rule made by the Central Government under this Act shall be laid as soon as
nay be after it is made, before cach House of Parlisment, while it is in session, for 4 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 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 thereafier have effect only
in such modilied 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,

(/Y Any rule made under sub-scction () of section 8 by the State Government shall be

laid, as soon as may be after it is made, before each Plou§c of the State Legislature where il
consists of two louses, or where such Legislature consists of one Housc, before that

House.
Power 16 30, (/) Ifany difficulty ariscs in giving cffect to the provisions of this Act, the Central
remove Government may, by order published in the Official Gazette, make such provisions, not
difficulties inconsistent with the provisions of this Act, as may appear to it to be necessary for removing
the difficulty:

Provided thal no such order shall be made under this scetion after 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 afier it is made,
belore cach House of Parliament.

P.K. MALHOTRA,
Secy to the Govt. of Indiu.

CORRIGENDA
THE PREVENTION OF MONEY-LAUNDERING (AMENDMENT)ACT, 2012
(20f2013)
Atpage 18, in line 2, for “Arts”, read “An”.

At page 2. inline 14, f{)l‘ “Pratection”, read *(Protection)”.
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() the person who may make complaint under sub-section (2) of section 91
() the manner of inquiry under sub-section (/) of section 115

(/) the powers for making an inquiry under clause (¢) of sub-scction (2) of
section |13

(g) the relicfto be recommended under clause (¢) of sub-scction (1) of section 125

(h) the manner of action 10 be taken under clause (i) of sub-section (3) of

section 13

(i) the manner of action 10 be taken under sub-sections (/) and (2) of section 14;

(/) the manner of action to be taken under section 17;
(k) the manner of appeal under sub-scction (1) of section 18;

(/) the manner of organising workshops, awarcness programmes for sensitising
the cimployecs and orientation programmes for the members of the Internal Committee
under clause () of section 19 and

(35 the form and time for preparation of annual report by Internal Cominittee and
ihe Local Committee under sub-section (1) of section 21. :

(3) Every rule made by the Central Government under this Act shall be laid as soon as
may be after it is made, befare 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 LWO OF MOre Suceessive
sessions, and if, before the expiry of the session immediately lollowing the session or the
successive sessions aforesaid, both Houses agree in making any modification in the rule or
both Houses agree thit 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-section (#) 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 it
consists of bwo Houses, or where such lLegislature consists of one House, before that
House.

30. (/) If any difficulty arises in giving effect to the provisions of this Act, the Central
Government may, by order published in the Official Gazetle, make such provisions, not
inconsistent with the provisions of this Act, as may appear to it to be necessary for removing,
the dilficulty:

Provided that no such order shall be made under this scction after 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 afteritis made,
belore cach House of Parliament.

PIC MALHOTRA,
Secy. to the Gove of India.

CORRIGENDA
PHE PREVENTION OF MON EY-LAUNDERING (AMENDMENTYACT, 2012
(20f2013)
Al page 18, in line 2, Jor “ATIS”, read AL

At page 21, in line 14. for " Protection”™. read "(Protection)”,
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CORRIGENDUM

THE UNLAWFULACTIVITIES (PREVENTION) AMENDMENT ACT, 2012
(30f2013)

At page 6, in line 22, for “clause”, read “clause”.
page o, f )

CORRIGENDUM

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

At page 8, in line 29, for ‘sections 30™," read ‘scction 30,”,",

CORRIGENDUM

THE APPROPRIATION ACT, 2013
(90f2013)

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

GMGIPMRND--354G1(S4)—23-04-2013.
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Guidelines and norms laid down by the Hon’ble Supreme Court in
Vishaka and Others Vs. State of Rajasthan and Others (JT 1997 (7) SC 384)

HAVING REGARD to the definition of ‘human rights’ in Section 2 (d) of the Protection of
Human Rights Act, 1993,

TAKING NOTE of the fact that the present civil and penal laws in India do not adequately
provide for specific protection of women from sexual harassment in work places and that
enactment of such legislation will take considerable time,

It is necessary and expedient for employers in work places as well as other
responsible persons or institutions to observe certain guidelines to ensure the prevention of
sexual harassment of women.

It shall be the duty of the employer or other responsible persons in work places or
other institutions to prevent or deter the commission of acts of sexual harassment and to
provide the procedures for the resolution, settlement or prosecution of acts, of sexual
harassment by taking all steps required.

For this purpose, sexual harassment includes such unwelcome sexually determined
behaviour (whether directly or by implication) as:

a) Physical contact and advances;

b) A demand or request for sexual favours;

¢) Sexually coloured remarks;

d) Showing pornography;

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

Where any of these acts is committed in circumstances where-under the victim of
such conduct has a reasonable apprehension that in relation to the victim’s employment or
work whether she is drawing salary, or honorarium or voluntary, whether in government,
public or private enterprise such conduct can be humiliating and may constitute a health and
safety problem. It is discriminatory for instance when the woman has reasonable grounds to
believe that her objection would disadvantage her in connection with her employment or
work including recruiting or promotion or when it creates a hostile work environment.
Adverse consequences might be visited if the victim does not consent to the conduct in
question or
All employers or persons in charge of work place whether in public or private sector

should take appropriate steps to prevent sexual harassment. Without prejudice to the
generality of this obligation they should take the following steps:




(a)  Express prohibition of scxual harassment as defined above at the work place
should be notified, published and circulated in appropriate ways.

(b)  The Rules/Regulations of Government and Public Sector bodies relating to
conduct and discipline should include rules/regulations prohibiting sexual
harassment and provide for appropriate penalties in such rules against the
offender.

(¢)  As regards private employers, steps should be taken to include the aforesaid
prohibitions in the standing orders under the Industrial Employment (Standing
Orders) Act, 1946.

(d)  Appropriate work conditions should be provided in respect of work, leisure,
health and hygiene to further ensure that there is no hostile environment
towards women at work places and no employee woman should have
reasonable grounds to believe that she is disadvantaged in connection with her
employment.

4. Criminal Proceedings

Where such conduct amounts to a specific offence under the Indian Penal Code or
under any other law, the employer shall initiate appropriate action in accordance with law by
making a complaint with the appropriate authority.

In particular, it should ensure that victims, or witnesses are not victimized or
discriminated against while dealing with complaints of sexual harassment. The victims of
sexual harassment should have the option to seek transfer of the perpetrator or their own
transfer.

Disciplinary Action

Where such conduct amounts to misconduct in employment as defined by the relevant
service rules, appropriate disciplinary action should be initiated by the employer in
accordance with those rules.

Complaint Mechanism®

Whether or not such conduct constitutes an offence under law or a breach of the
service rules, an appropriate complaint mechanism should be created in the employer’s
organisation for redress of the complaint made by the victim. Such complaint mechanism
should ensure time bound treatment of complaints.

70000 Complaints/ Committeer i A IS

The complaint mechanism, referred to in (6) above, should be adequate to provide
where necessary, a Complaints Committee, a special counsellor or other support service,
including the maintenance of confidentiality. .

The Complaints Committee should be headed by a woman and not less thiait Balk ot it
member should be women. Further, to prevent the possibility of any undue pressirs 0:
influence from senior levels, such Complaints Committee should involve 4 third party, cith
NGO or other body who is familiar with the issue of sexual harassment. )

The Complaints Committee must make an annual report to (he

. ; Governm
department concerned of the complaints and action taken by them. el




i

The employers and person in charge will also report on the compliance with the
aforesaid guidelines including on the reports of the Complaints Committee to the
Govemment department

SIW

Employees should be allowed to raise issues of sexual harassment at a workers
meeting and in other appropriate forum and it should be affirmatively discussed in Employer-
Employee Meetings.

Awareness of the rights of female employees in this regard should be created in
particular by prominently notifying the guidelines (and appropriate legislation when enacted
on the subject) in a su1table manner.

10Z Third Paxty

Where sexual harassment occurs as a result of an act or omission by any third party or
outsider, the employer and person in charge will take all steps necessary and reasonable to
assist the affected person in terms of support and preventive action.

11.  The Central/State Governments are requested to consider adopting suitable measures
including legislation to ensure that the guidelines laid down by this order are also observed
by the employers in Private Sector.

12, These guidelines will not prejudice any rights available under the Protection of
Human Rights Act, 1993.

hoksk

Other legal provisions include filing a criminal case under sections of the Indian
Penal Code (IPC), the Indecent Representation of Women (Prohibition) Act and/or filing a
civil suit.

The sections of the Indian Penal Code that can be applicable to sexual harassment
(which makes it a criminal case)

“Whoever, to the annoyance of others, (a) does any obscene act in any public place, or
(b) sings, recites and utters any obscene songs, ballads or words, in or near any public space,
shall be punished with imprisonment of either description for a term that may extend to three
months, or with fine, or with both.” This provision is included in Chapter XVI entitled ‘Of
Offences Affecting Public Health, Safety, Convenience and Morals® and is cognisable,
bailable and triable by any magistrate.

Whoever assaults or uses criminal force on any woman, intending to outrage her
modesty or knowing it likely that he will thereby outrage her modesty, shall be punished with
1mpr1sonment for a term which may extend to two years or with fine, or w1th both.

(Word gcsnue or act mtcnded to msult the modesty of a woman) Thls is included in
Chapter 22 entitled ‘Of Criminal Intimidation, Insult and Annoyance’, and is cognisable,
bailable and triable by any magistrate s ‘Whoever, intending to insult the modesty of
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a woman, utters any word, makes any sound or gesture, or exhibits any object, intending that
such word or sound shall be heard, or that such gesture is seen by such woman, or intrudes
upon the privacy of such woman, shall be punished with simple imprisonment for a term
which may extend to one year, or with fine, or with both.’

Under the Indecent Representation of Women (Prohibition) Act (1987) if an
individual harasses another with books, photographs, paintings, films, pamphlets, packages,
etc. containing the “indecent representation of women”, they are liable for a minimum
sentence of 2 years. Section 7 (Offenses by Companies) further holds companies where there
has been “indecent representation of women” (such as the display of pornography) on the
premises, guilty of offenses under this act, with a minimum sentence of 2 years

Ciy

A civil suit can be filed for damages under tort laws. That is, the basis for filing the
case would be mental anguish, physical harassment, loss of income and employment caused

by the sexual harassment.

%6



No. 11013/2/2014 Estt (A.1I1)
Government of India
Ministry of Personnel, Public Grievances and Pensions
(Department of Personnel and Training)
North Block, New Delhi,
Dated the 27" November 2014

OFFICE MEMORANDUM

Subject: Alignment of Service Rules with the Sexual Harasément of
Women at Workplace (Prevention, Prohibltion and Redressal) Act
2013.

The undersigned is directed to say that the ‘Sexual Harassment of Women at
Workplace (Prevention, Prohibition and Redressal) Act, 2013’ { SHWW (PPR) Act }
has been promulgated on 22" April 2013.  Further to the Act, the ‘Sexual
Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Rules,
2013 were notified on 9,12.2013. The Act and the Rules framed thereunder provide
a redressal mechanism for handling cases of sexual harassment at workplace. The

i _ﬂ—‘-ﬁ""“"ﬁ—-"‘
Act and Rules are available at the website of the Ministry of Women and Child
Development (wed.nic.in) under Legislation/Acts.

2. The CCS (Conduct) Rules, 1964 and CCS (CCA) Rules,1965 have been
amended vide Notifications of even number published as G.S.R. 823(E) and
G.S.R.822(E) in the Gazette of india — Extraordinary dated 19-11-2014. These are
available on this Department's website WwWw.persmin.gov.in

3. So far as Central Government employees are concemed, provisions already
exist in the CCS (Conduct) Rules 1964 defining sexual harassment. Further, the
proviso to Rule 14(2) of the CCS (CCA) Rules 1965 provides that the complaints
committee established in each Ministry or Department or office enquiring into such
complaints shall be deemed to be the inquiring authority appointed by the
disclplinary authority and the committee shall hold the inquiry so far as practicable in
accordance with the procedure laid down in those rules. Similar provisions exist in
the relevant service rules of the Central Government servants not.governed by CCS
(Conduct) Rules / CCS (CCA) Rules.
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Mo. 11013/2/2014 Estt (A1) Dated the 27" November 2014

4. Sexual harassment as defined rule 3.G of CCS (Conduct) Rules, 1964 in has
been amended vide Notification of even number dated 19-11-2014 (copy enclosed).
The amended rule is as follows:

“Rule 3C - Prohibition of sexual harassment of working women

(1) No Government servant shall indulge in any act of sexual harassment of any
woman at any work place.

(2) Every Government servant who is incharge of a work place shall take
appropriate steps to prevent sexual harassment to any woman at such work place.

Explanation- 1 For the purpose of this rule,
(a) “sexual harassment’ includes any one or more of the following acts or
behaviour, (whether directly or by implication), namely:—

(i) physical contact and advances, or

(i) demand or request for sexual favours; or

(iii)sexually coloured remarks; o

(iv)showing any pornography; or

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

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

(i) implied or explicit promise of preferential treatment in emplayment; or

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

(liiy 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 enviranment for her; or

(v} humiliating treatment likely to affect her health or safety.

(c) "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 Central Government;
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(i)
(iif)

(iv)

v

5. All

No. 11013/2/2014 Eslt (A1) Dated the 27" November 2014

hospitals or nursing homes;

any sports institute, stadium, sports complex or competition or games
venue, whether residential or not used for training, sports or other activities
refating theréto,

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; :

a dwelling place or a house.”

Ministries/Departments are advised that the following procedure may be

adopted while dealing with complaints of sexual harassment:-

(i)

(if)

(iif)
(v)

6.

Sexual harassment will include any one or more of the Acts or behaviour
defined in Rule 3-C of the CCS (Conduct) Rules 1964 read with Sec 3(2) of
SHWW (PPR) Act.

The Committee constituted in each Ministry/ Department/ office under the
CCS (Conduct) Rules, 1964 shall inquire into complaints of sexual
harassment in accordance with the provisions of Section 4 of the SHWW
(PPRY) Act.

The Committee will as far as practicable follow the procedures prescribed in
CCS (CCA) Rules 1965 for conduct of the inguiry.

If any complaint is received directly by the committee, the same shall be
referred to the appropriate disciplinary authority and the Committee shall
inquire into the complaint on the complaint being referred to it by the
disciplinary authority.

In addition, the Committee will have the powers to recommend to the
employer:-

a) to transfer the aggrieved woman or the charged officer to any other

workplace; or

b) to grant leave to the aggrieved woman up to a period of three months.

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

c) to grant such other relief to the aggrieved woman as may be prescribed; or
d) to deduct from the salary or wages of the charged officer such sum as it may

consider appropriate to be paid to the aggrieved woman or to her legal heirs.
Any amount outstanding at the time of cessation of the services of the

charged officer due to retirement, death or otherwise may be recovered from
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No. 11013/2/2014 Estt (A1) Dated the 27" November 2014

the terminal benefits payable to the officer or his heirs. Such compensation
will not amount to penalty under Rule 11 of CCS (CCA) Rules in terms of the
Explanation (ix) to Rule 11 inserted vide Notification of even Number dated
18-11-2014.

7. It may also be noted that the Committee may recommend action to be taken
against the person who has made a complaint, if the Committee arrives at the
conclusion that the allegation Is malicious or. the aggrieved woman or the person
making the complaint has made the complaint knowing it to be false or has produced
any forged or misleading document. The Committee may also recommend action
against any witness if it comes to the conelusion that such witness has given false
evidence or produced any forged or misleading document.

8. Attention is also invited to the following provisions of SHWW (PPR) Act:

e« Sec 16 & 17 : Prohibition of publication or making known contents of
complaint , inquiry proceedings and recommendations of the Committee.

« Sec 19 : Duties of employer. This may be read with provisions of Rule
3(C) (2) of CCS (Conduct) Rules.

e Sec 21, 22 of SHWW(PPR) Act and Rule 14 of the SHWW (PPR) Rules
Annual Reports

9. All the Ministries/Departments are requested to bring the contents of this OM
to the notice of all officers and staff working under them. The Ministries/ Departments
are also requested to advise the PSEs /Autonomous Bodies under their
administrative control to align their service rules with the SHWW (PPR) Act/ Rules.

mta Kundra)
Joint Secretary to the Government of India

Tel: 23094276
To

All Ministries/Departments (as per standard list)
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IQAC, K J. Somaiya College Principal

Kopargaon, Dist. ANagar

K. J. Somaiya College of Arts
Commerce & Science, Kopargaon
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