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I’léema[ MWA CWM (Z-CC) Sexual Harassment is a hazard encountered in
workplaces across the world that reduces the

quality of working life, jeopardizes the well-being of

women, undermines gender equality and imposes

costs on firms and organizations. Sexual
en a harassment results in violation of the fundamental
rights of a women to equality under article 14 & 15
of the constitution of India and her right to life and

‘ on se uen c e s to live with dignity under article 24 of the
constitution and right to practice any profession or
to carry on any occupation, trade, or business which

includes a right to safe environment free from
o ex ua sexual harassment. The protection against sexual

harassment and the right to work with dignity are

HeaHa W

universally recognized human rights by various

H arassm ent at international conventions and instruments.
Workplace

STOP
SEXUA

11111111111

Imprisonment In addition, employer
may

Imprisonment for a term e take action for sexual harassment as a
. misconduct in accordance with the
which may extend to provisions of the service rules applicable to
three years or with fine or the respondent or where no such service
with both rules have been made, in such manner as

may be prescribed;
e deduct, notwithstanding anything in the
Are youa victim of sexual service rules applicable to the respondent,
from the salary or wages of the respondent
harassment??? such sum as it may consider appropriate to

be paid to the aggrieved woman or to her
legal heirs, as it may determine, in

Dial - accordance with the provisions of the Sexual
9884176310 Harassment of Women at Workplace
9820785256 (Prevention, Prohibition And Redressal) Act,

or 2013.
. . * In case the employer is unable to make such
reg-lster you:.' comp!al?t o deduction frompth‘:a salary of the respondent
Icc hq@'mu'ac‘m due to his being absent from duty or

and WE will reach to you cessation of employment it may direct to
% 5 the respondent to pay such sum to the
aggrieved woman and
* In case the respondent fails to pay the sum,
the Internal Committee may forward the
order for recovery of the sum as an arrear of
land revenue to the concerned District
Officer.
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AMa G e e
(feafderer arger amm)
SR
T fowell, 2 W, 2016

favafdene e oMM (SwR e deoEl # Afken HHaRal wd BEl @ dfie Sdled @
fRrexo, e vd s gurR) fafaw 2015

A 4 91—1/2013 (& Uw. . vo—favafdemea e smarT iffam 1956 (1956 @1 3)
o S s @ arged| 20 & SU-orgTe (1) W WgEd TU W Uel oY 99 AT 26 & g
(1) @ gRT (SN) N Yo AR@RI & fharagd JgaR fawafdere™ e o vaggrr = fafras
AT @ e 8, A —

1. Y Y, PN O wERw— (1) 3 RFEE faferey sgem oam (SR HMare dwermt § Afger
HHEIRAl & Bl & e Sadied & fFRiavw, iy vd g guR)  fafvaw, 2015 wgamT |
() 7 fafaw YRT af # |fi SR fdre Wl W Ay 81 |
(3) ARBRI ST H D UHYE BT F q AR A S |
2. GRS~ 34 fafeEl #—aerd f[AwaRg & ol §o 31 Sl 28—
@) Ofsa Afzen” 1 ef g BN A1 omg o @1 v W ARker—ar 98 AR ¥ ' A1 79, e o
el § BRG dR Ayl gRT @ «ffie yarsT @ o &1 ReR a9 g

@) affEm | st § wr vrd # Akene &1 dfte saliten (e, favy ud wEemE) s,
2013 (2013 BT 14);

@) IRERT BT Y S W YA A W 2 Wl R IR Ve WA AT TH! g AT
wfETH, 9T Uerg e, SUgHl o WIS TUT 3R B JUTY O WR &g, e, 9% g
e Rog € qon Rrad Bl gN S=afel & 813 & w9 H IRT fFar o e § a8
UREEd oA € Sl S 99 WM W M WM & oy, SS9 W & sremar & yH 3g

2136 G1/2016 (e)]
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AR R, AT, I ¥HO, IR-JUe & forg, Fg—erafy arell fFrgfaaarl @ forg, fufaRi @ forg
SYINT U S I I, ARgfad TREl, Sadge deEl g U 8 o wffafer e e
Ifad T AN ea] S’ fEE WRAH B UH B B TU H WA of 3@ 8—T8 TG I
gReR # afafad €

R BT @1ef & favafdenad e AT S fawafdenerd argar AT R 1956 (1956 BT

3) % TITOT 4 B A M &

g i @ o o afidl 9 o T qulh TRRR ¥ srd § S B Rl 3

Siied &1 Riemg @ qRR aRT-ea 9 W 50 @fed 9 afie vy @ wwg € S gRie
TfAff § FRka & 9ur W Gfed te SR 8 Gadl @ el 99 Yifed afdd &1 te A
2] Gl & Agdl e Tl BT sar Afdrae 8 Fhdl B

(@) “HHa” b1 3, 39 afdd @ g R ofafram § oRefia fen e @ den gud g9 fAffE @

gfte & ufdneneff, femefl srorar ¥ orw R W ¥ W 9M S €| RS e H o B,
TRRIAH, JAUA-FETE MG-JEEE AT T A9NR A § Al T8I, d ey emyd
RIS Tg—¥R & gAor srerar RifeRt § srika afedal @ ¢

(G “PrRIER TRERY | ol ¥ SR e WA & U SRR WReR), @e R AW 9 9

SIa Bl— g R drE § Swad] e TReE & 9 wead afferd 2| didvie wu A
Jardi (arffeseor, fra=or v ardien) fraw den sae wagen sl # qwiar T €,

‘FeeR AR WU (TaganE) ¥ A 3-va Rwaflemem S orgees 2 @ uR1 (B) & i

soff & AR B, VAT Ua FEIdEnerd Wi agewE 12 (¥) & Su-srgwe (1) @1 ari (@) B e &
ITAR B T Uh AT AR S A fwafdere & wu A fawafdenery siger s srfefem
1956 (1956 &1 3) @& 3IITDE 3 S A o;

(@1E) “araRe Rremd afEfy (MEAHM) (Eod Frercd dife) A sl & g9 fafvgsl @ fafaw 4

& Su—fafe (1) & od & AR Seaak AfdE AR gRT A @1 S drell AraRks Ribad
g @ 21 3l usal @ & 9EF SewW drel a% e 9hg 2 (O & dfe dadiaRon
afafa S oifte Scfieq weel faare <wfl Shoudiogaga) W& e o ardRe Riead
afffa (el & wu d gifed fear S =Ry

I, 91e drel Aol H Seaar St dwerm v gfRaa o 6 g fafml @ srla smaRe
RerE o & U U e e &1 189 asysd ¢ | 991 6 o Herm 39 Rl & urau=i
ERT 9189 BT

Rfera wfafafer § N e wERn, & ufd degel ke efie B, e aR A g A S @
6 IO TRE | AUAT B TR AN B WE A A Il FaEl BT BT Iociwd IH
TR & ArRgH QB o j8T o— o {6 e Safisd amal @ dRarg # “riiar &=, e
) AR ST Tediel H 31yl BiYd oifiie SciieT Bl H HEART BT Jreral fhdl 9l gorl
ERI &1 1 <& Sitg gsare # oAt {6 g@ed #§ R TarE His@ &

@) “ifire Scfreq” @t arf 8-
(i) T U ararer amenvl o U wu A dfe wraAd S gcer o 81 Il § s St

ATTY e Agd BIdl, Saargad Bl 8, srTHeE Bl 8 3ferdT U fadel SR eaT
W] GIATER UeT BRAT & AT R Jrerar gHGT WX uRvmAl grRT srfidar @1 ik uRa
P arell B § qur Uil gt # faeferRaa swmifsa & w1 waERl # @18 N e a1
I 3fAp AT A TG FIER IS T (TR WY AR 9 A1 Y dR @) AHEa—

@) fre ao ¥ gad 1 N ot TRRE, Aiee sar R AR & sfaRed 3¢
3TERTT

(@) <iffred aus AT IR HIAT
@) ifreargad fewol @A
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(8) INIRF T F AdY T Feral URT a9 5T BT DI BRAT
() sreliar wifeey faarar

(ii) ﬁmﬂ%ﬁaﬁﬁﬁ@ﬁwﬁwﬁ(&wwﬁa@mwmwﬁﬁ)aﬁ@wm%
JraT 98 V¥ 6 qdfa & ar F ? 1 o Wi & R aue wu @ a4 oy ey
Wit doa sy 8-
(31) B9 AR & o1 yeue BU F AT TAER 3 B aRET A A wwelT @ vaw
@ @@ Fues ¥ By $9 W @ AT IR G sHae <o A gaa)
() Wag Afed & gadHH rerar SHS W™ B Ul Y AR ¥ W 9 OR ¥ gma) o
(%) v TEea o fATHE A gugel ardreRer e wee:
) T FAER BT S 5 Haw I B wRe Swel e, ufeT s SuE RS

Tedl Bl gUMIRIT XA arell &

(Te) "m—or'mmaﬁwmﬁaa%ﬁm%ﬁ@ﬁmmﬁwgm%aﬁﬁaﬁamﬁmag
%mﬁﬁﬁwmﬁrm@mﬁ,wammmmwwéﬁmﬁag
Faly yRteror ureashy o wsfte &

Ied, W BN BT B W Al B1g e SalleT 9 e Bl € o v RuEr ke
URER # ga9 o ) ufe § - el 9y yaw ura T8 gem ® o 59 R & omR w
T BT DI I7d el GRA BT BT AT S

aﬁw@wmaﬁﬁﬂﬁwmﬂwﬁﬁmwéamwﬁwﬁwﬁmﬁ
sﬁqu%ﬁaﬁéﬁﬁmﬁw@m%ﬁeﬁwm@mmwwm;

@) el MR afdd g Safe 99 Rufy @1 gufar & o9 Sfe salieT @1 ge e R
M g A1 &N AR B e gN A T & A A A 99 Sz Wve IR BT
AN THDT BT 2-afch S WA § U5 AFgP & A o0 3 Rl ar siwm QA
3ITAT oW

(©) IS B S & el @fdd @ TeRee @gER fr B ak 4w 9 dr 9 Sfe
e @l g f5d 8

(@M BRI BT oef § IeacR MM AR FT URER R e &

(sx)aﬁs‘ﬁnm,W,W,W,W,WW,W,Wammvﬁm
IR AféS WAF R I TRe Aya wafeq w0 A Suers B g @9 dR < srerar
STICET ®U ¥ I, Wi arel o Sa) Frafsa 2.

@) TEr B Werqy W, RRwW, @d ke @ uRRIfT W Qe &9 a) 9w
AR & a1 TE A1 SN SR WM W B ufder, Aewme sreraT o ARRR
@ g SyarT & fhar o e 2

() a1 g e R HHAR) AT B N ISR @ SR AT SETE @ SR e
Ed E T R TAffY § g e @ AR SRiE miRier S O g & frg
IS BT 8 S 9 e M R A T @ o ¥

3. SwRR e AR @ TRE—(1) TS Sear i wRer)

(&) Rl vd Bl & ufd e Sadien & P vd iy GeE s AR vd A § swREd
TRATIISA B ATET BT AN oMavIS SUPAd WU H AARIG B qeT 39 R @ sndeuedr
STIER 30 JreATeel vd sl o1 wWenfrd s

@) Wm$ﬁ$@mmﬁaﬁa®?ﬁﬂmamw$ﬁmw—wﬁmm;
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(@) ST 5 T @ ges (qﬁaﬁﬁw%waﬁaﬁg?mwmmwmﬁw)ﬁﬁéﬁ@ﬁm
ﬁgmﬁawamwa@ﬁm@sﬁﬁﬁaﬁﬁwﬁﬁm,wﬁwmﬁm
= gifad HET a 9% Ufd 9% STed T

(?:)s‘amﬁwﬁgqﬁﬁmaﬁww@mmﬁammaﬁ@@mamm%%ﬂm
o T UPR B e Scfied, JUAM Ud v & aid waeTde ¥, deger i for @
AR U wTE @ Ui g T o amRa R & favg Fofurs w1 W |fbd a9

@) <iffrs Iadied & Ul I wR e el A B wrdste uftagd e,

(w)ﬂﬁwﬁmaﬁmﬁ,ﬁzw,m,maawﬁﬁﬁsW@rgﬁaﬂﬁaﬁuﬁm
F g gfte e,

(ﬁ)wﬁwﬁmﬁam%ﬁﬁmﬁ@ﬁwwﬁa%—amg@maﬁw
AraTaReT Scdied Ud Ufye] Sedied g faval # SrTeddr UeT e,

(W)mmﬁmﬁmmsﬁ?mwﬁmﬁ%wwﬁmmﬁmaiéwﬁﬁm
SaiteT @ aus Tl ORUTH @ T ST dei AR @ W Agerl @ 9 Bf $6 T S A
a%qf%fmzﬁmaiwﬁﬁ?ﬁa—@ﬁeﬂwsﬁ&mﬁzﬁwmﬂzﬁﬁmaﬂmw%‘aaﬂs‘ﬁa\s
TR F araRE Rrerd Afif @ del B e, I wdue @, Reed & ar § faf arfe @
aﬁﬁmuﬁzﬁélﬂ?@ﬁ?ﬁmm@ﬁwﬁmﬂzﬁﬂmmﬁ(ﬁﬁ%ﬁmmﬂm
AR o7 e Scied @ g €, U9 orel AAegeie S arifve ARged ERe—SiLua.
TUETE g 31 oTaRe Rerd Jff) (SeRdd e FRR—emE AW & T9= & gTifed
HRAT
qors. g ¥ <l MU A § SeacR e ke giRed e & s geR & e &1 med
SERE, B 0 oTavIe Rigi @ ER W gA fafEl & srla fewn T &) e o f
iy o fafdi & g & §RT gred 8

(3?13‘)Wﬁﬁ@mﬁﬁmwm@aﬁﬁmqﬁﬁﬁﬁmﬂ@zﬁm@%
(ﬁ)mﬁwm$mmm$ﬁmﬁwmawwﬁﬁwﬁaﬁmm
Fere EETeE BU QB B forg, Frafa el serar wftierer erien Henfo e,

(&)mﬁaﬁwmaﬁwﬁmzﬁmﬁﬁwﬁmwﬁmawm%aﬁ
SafreT fre Tae eI Serar SeaeR AR WRee R URTmA AdHl B SR W T | e
Al | aTex {58l a@l & BRT &L

(Qa)Wﬁmﬁaﬁwmfﬁmﬁmﬂqﬁﬁmmzﬁﬁwaﬁiﬁﬁm%@%mmam
R gRT A B B SR TR BrEad e e aReR # dfie SeisT & FRieser vl
SR &g TS UG GHRI YOTel BT G S

(W)ﬁwwmmﬁﬁwméﬁwmﬁﬁmmmaﬁqm
AR & B § A,

(@)ﬁmﬁm%ﬁﬁwmﬁﬁmmﬁ(ﬁm@aﬁwmﬁ
THAT B) B SooHd B BT H AT,

(sﬁ)sﬁﬁﬁwzﬁuwaﬁﬁ@ﬁmaoﬁaﬁmﬁﬁsﬂﬁﬁmﬁzﬁmmm
gfifaa fear s, Rrenl eraRe Rera aftfd @ fgfed o &,

(@) e Rrera aftify grr @ 7 Ruet o1 anaeg §9 ¥ TRIADR;

(@) T afte Rafy Rod R aRR 7mel o1, 576 foer @ fqgqeor €1, 9% GUR FHeAl il ¥
IR BT U BT,

3.2 Tl HRA arell Tfafaferi—

(1) R o, A sudr oFg T TER B WEgW e ERT ITWRe Rerd &
(ené.qﬁifi‘r_)mm,ﬁmmmawﬁﬂm—mwm@aﬁm

[
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@)

(10)

(11)

STYT-adifs =ararerd & i 9d o/ i 9o FgH gRT 99 S e aaR
HENEE BT X8 e IR e e fhar S g

SR e WAFl BT FRGR TGN gRT SRS w0 F R GHA Ay Sy
AIEY T A8 W@ W1 a1fRT b g WAl & RywiRel &1 fharass 9999 w9 3
frar S v@ 2 e 8| . B yer @ forv guv gwifdd S99 Sudel HRIv
S ARy 59 Brfed iR 9ad SEeRE ARd (FRer, Bl SRR, s gw
SUHRY 3Mfe) W (efiRe, WaE vd arAr Jars) aftd vt wu § i g9
BT 3mEcH A &L

IR} / gde a7t fRy wU | yare T & ReR 99 o € 3R S gR1 Rrerad aRA
3R N warer SfeA B 2 &7, ol ofa, e uafy, sowviers g, vd gus wu
Armel W SRREN NG w9 F WA §1 Tl ® | arfer afdferl @ 39 UeR @
SRXfEradren & ufe aife Waewefear vd fR Swwdl & ufa Wdeid @ @
MaRIHAT &

wife My BrE AR SFeRa BF ANy $U F Ampr B4 2, I STk M dxerEl
&R1 U8 gifad s Sy & ey wdaor o Afdear dae e fde sfua wu @ ang
BI %8 &

THE TR AATS AR gRT S9! it Scdied faRid) Hify @) awan &1 Frafdg wu
q e aifies gAReroT far S ARy

Tl e Wi dietal (B2 o@ Ag due e d=i & w9 § 9rar orar 2)
(T@IRER) SR eman fafor & & F=l g1 ol dedeht w3t a1 e ofnRd ud
gegat ureamHl § fETfd wRAr @Ry | o=y 99 fawal @ off o9 wifAwdar & Sy der
I U B WY W Y ¥ ¥ R0 AN den 39e forg CgufRfl e R @
ITIRT o, 39 IR ¥, Ufaferl Suaer ax1g ol §;
SR Aferd WA H el & fory Farfera vl urgusmHl # v U W dfie
HANHR ql oifiis I @ IR W UH HUSUS gl ARy STEdak didd
I & g [t # Aioe 9wl @ oy et afia su 9 Sefad @ e
EURY

s forg guidiféra quieifers wmefear 89 @Ry

B3 SR Wt e e fawme oRer & R varer el agaven sga am@ @

qAT 3 ARF! & AN B GHT ATAR I W SRREAT 9AS I &, 987 g weprer
AR JAFTAT Ud Wg—GTd BT Tep JAfard 3T 2

qaier vd sregl axE A uRiera gRe W Mavud ®U J S ARy R Afkern qRe
TIh I el AT H g, T Agerd 997 %8 | GRa W gl @ A | Wi
Hagefierar uideor & U& o & w9 H JE S Ay

SR AfeTd R Aaead WU ¥ frawa 5 a1 ghkad - fady wu 9
SR e Wl B faRgd IR @ ox fafie favmt & wew SR sEma,
QRbTerd], GANTTTS ol qrrerd iR faRy w9 9 9 wH 59 9% uga amn e
Ferebaiell & Y BfeT 8| GRem & HH T Sciied 98 9¢ ol & o BHEN) 3R
B JREd SF FrarE W OR T8 wed € $HER ud BTl gRT Qs ik
TRl H R I dd BH BRA IR U B I I BHEHA H AN o B fg
Teerer Sfers AT RT R AT &1 ye= far S anfey;

AR SR AfeTed AU §RT Al BIEErd! @ 6Rg=T & mIfiedr < § | Afger
BN, S Q1 TR & Idred ¥ ARS) 9ga gReTl UeH &_d €, S Sed e & i
TR W, A UG gEAr &l A 9 W A Sea R sTgs gar qfgansit & fow sa
SESURS
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(13)

(14)

(15)

(16)

gmwﬁﬁﬁwﬁwﬁﬁwwﬁaﬁ@m%wzﬁiﬁmt@ﬁmﬁm
SO A AT ST ARY | URER @ RN Waell AR @1 Afeen dHE gl sl
ﬁ@mﬁﬁwﬁﬂﬁwmaﬁqﬁm%wﬁamﬁwm
Wﬁﬂﬁammmaﬁmﬁ?ﬁéﬁm—ﬁrmmmw
@ Sea ARG R & g TarE @red gfawr B s € Afeanst @
e & =@ ufpar § f G TeR ik R quT Twe @ & v i ] favme o
Jart Yudrel B ARG

weifererdl # Afker Rer TeTS gA: @ Y o aRY v S% e famn S aney
mﬁmwﬁaﬁmmﬁﬁaﬁm@mmﬁmﬁqwm
@l @ S ARu| SEd W f 3 aaRe Riemda el @ e W S
TRk fRa e R dfe Gadiev Grig wife § dur FEfd deR W
Sfre Sailed AR AR oRERt ¥ wERa gaiRa w97 CaRglis geqRt
rHETRE APERE U TR WER TR B ARy A A brfneny Tar,
e 9 vd WA A 8

SrETardl & arsa, aeme, o, gefel, fR aReRda vd om eEeR wewl @
Rl @ srerr SRRl § WeleHt gRT SHESE @ QRN # AAAIS BU | o ARy

4. Rrorag garRE -

(1)

aRq @ oaRe Rewd affy ) @ 7o B | AN B wRE
BRf—

@) T Gode JRE S UE ARel FEE e @ &R W e AR T W (19
W@Wﬁﬁmﬁmﬁﬁﬁﬂﬁﬁwﬁﬂﬂmﬁﬁmﬁ

TE-TTOER g ex W e 7 ) I <ikemr # g 8 g srier! wiReRy
gRT AT &8

g I el Rufy § o RS WR P Afen $HIN SUSel A8 8 d oA
RPN B SU—ITATT 2(3) § TR FriRerd & 3 Braferd erdr JAfD THiEl
J S g fear Sreem

e AR O PERIE B I GATadl AU YING THR H BIg aR® wR @

H%wmﬁmﬁﬂﬁ%ﬁawamﬁwmzﬁmwﬁmmw
a1 T a7 e # 9 At fhar S A B

@) aﬁmmqﬂﬁﬁ?—ammﬁmﬁaﬁsﬁmﬁazmaﬁaﬁwsﬁ%
farg gRigE & dur R AERTe BT SUd G ER 8, S SrierT mftery
gRT =Ifde fear ST =niev;

@) afy f=f Amel § BT ifer ¥ a1 99 dF o B R Wae ¢d, SdareR Tl
SRy W Hae: 9dl fear SR i BTEl @ aReHl Arbaitie gomell §RT g
W%\r;

@) R e e 4 @ e e ¥ s R W w7 A S A @

e @ fow ufieg & A1 v W afea @ o dfte Saited W 9s Al @
SFHR B, S BRIBR WG gRT A &7,

() erRe Rier AhiT @ G weRl § A o Wae qeerd g e

€) SR A deere # aRe el el W FRed @fd O geufd, ged g, e,
W%H,@?,%Wﬁiﬁawaaﬁmﬂﬁﬁaémﬁgﬁmﬁsﬁmaﬁm
B Al ghfded e




[am IIT-@ve 4] IRA 1 TSI+ STHIER 7

(4)  raRe Rrerma Affa & wewdl @ Fewar qafy fF 9§ @ gl | STaa fde EverE Ol
gRafda g E;

(5)  raRe ST @ 98@ NG BxT & forg S 9ew IR ARG HSAl far Ul I Hag
& 9% PRGRI WHGR gRT U4 Yo a1 w1 &1 7aW & S, s feiRa faan m g

6) g Rafa # smaRe afdfd &7 el IR @l 9@ BIE Hew, fe—
(@) ot & aRT 16 B YT BT Sooit_ BRAT ©, T

@ @& f&N e & foau Sl Rig gan 2 a1yar S9a A% g9 d o] fadl arA
@ I BN TR & AR H FIE ySdTd dffad g, s1rar

(@) foe sgEEaTHe HIEAE] & dEd 98 QM Url A1 R Il S9e [dvE Big
SIIATHS PIATE! @ffad &, ferar

(@) O AUH YT BT OUART 59 W dd (AT 7 6 driery # IFSAH Har fRwRar
BI SHfRed & Uidae AT ST

a1 U Jege B T Hew, diRerfd, 39 |ffa | ger faar S den gw
UhR ¥ B aell Rfdd srerar 0l w8 AR (S9jere) Rfdd & 79 Triea g™
9 URT & UTaETHl & AR 9_T S

5. IR e afafa ErEAd) — saRe Rema afafa avf —

(@) I BT FHAN 1@l BTF Yo & U D18 RIERId g6l A1 a8l & Ol S9 eIl Suded
GNP

@) fage wEEE & g dadd el 9 U™ AT e f[darfed adl W qaigaE & ||k
v Ifaa FYEl a1 gRT <@ o1 |l SR 99 Readedl & @RI @1 81 7 81 aen
5 90 e A IvSIHE gl @ IETH kg 8l Y iR a1 Seer), fasraan
fergr f9T 1 we;

() <9 afed o ggaH SuR &Y A1 39 Rrermaed! @1 gRefl 991 G TUT Wiad JaaTe]
FerqT IuRefa el aifariarsii # ge gRT sfedr o el favmT # srerar fd wderoraal &
URT RFTRY GRI, 1 3aWdh WU ¥ 9 agd & dffad 89 @1 @ d se@Er 39
ARITHAT & AR BT ) gragm= fhar S,

@) <ife Scdred waeh Raral @ fuem axa 999 ghlea & & difsa afa @ ast &
SIYOT A7 fhar STV 3raT S9d 1 4SHId | a1 WY, qor

@) el N onga afid @ fovg @ ufiad eRaE W gfrey &1 gfReaa aw @aifs g
HHAN] T BT U Ixfard Tfafafy § < 8

6. NBIT T=A T Sifg gsdrd @ Uishar— am<aRe Rrera afafa i ff Brera o1 arR ax+ iR
S R a1 Sifg o3 & fag 9 fafgdl ok sfdfas 4 FaiRa gomell &1 srgures &l aifes
8 [HYAE BU I [ B 9D | ST G WM, RS Rierd w9 1 e snavas glaemd
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MINISTRY OF HUMAN RESOURCE DEVELOPMENT
(University Grants Commission)
NOTIFICATION
New Delhi, the 2nd May, 2016

University Grants Commission (Prevention, prohibition and redressal of sexual harassment of women
employees and students in higher educational institutions) Regulations, 2015

No. F. 91-1/2013(TFGS).—In exercise of the powers conferred by clause (g) of sub-section (1) of section 26
of the University Grants Commission Act, 1956 (3 of 1956), read with sub-section (1) of Section 20 of the
said Act, the University Grants Commission hereby makes the following regulations, namely:-

1. Short title, application and commencement.—(1) These regulations may be called the University
Grants Commission (Prevention, prohibition and redressal of sexual harassment of women employees
and students in higher educational institutions) Regulations, 2015.

(2) They shall apply to all higher educational institutions in India.
A3) They shall come into force on the date of their publication in the Official Gazette.

2. Definitions.—In these regulations, unless the context otherwise requires,-

(a) “aggrieved woman™ means in relation to work place, a woman of any age whether employed or not, who
alleges to have been subjected to any act of sexual harassment by the respondent;

(b) ‘Act’ means the Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act,
2013 (14 of 2013);

(c) “campus” means the location or the land on which a Higher Educational Institution and its related
institutional facilities like libraries, laboratories, lecture halls, residences, halls, toilets, student centres,
hostels, dining halls, stadiums, parking areas, parks-like settings and other amenities like health centres,
canteens, Bank counters, etc., are situated and also includes extended campus and covers within its scope
places visited as a student of the HEI including transportation provided for the purpose of commuting to
and from the institution, the locations outside the institution on field trips, internships, study tours,
excursions, short- term placements, places used for camps , cultural festivals, sports meets and such other
activities where a person is participating in the capacity of an employee or a student of the HEI,
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(e)
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1

)
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Commission” means the University Grants Commission established under section 4 of the University
Grants Commission Act, 1956 (3 of 1956);

“covered individuals” are persons who have engaged in protected activity such as filing a sexual
harassment charge, or who are closely associated with an individual who has engaged in protected activity
and such person can be an employee or a fellow student or guardian of the offended person;

“employee” means a person as defined in the Act and also includes, for the purposes of these Regulations
trainee, apprentice (or called by any other name), interns, volunteers, teacher assistants, research
assistants, whether employed or not, including those involved in field studies, projects, short-visits and
camps;

“Executive Authority” means the chief executive authority of the HEI, by whatever name called, in which

the general administration of the HEI is vested. For public funded institutions the Executive Authority
means the Disciplinary Authority as indicated in Central Civil Services (Classification, Control and
Appeal) Rules, 1965 or its equivalent rules;

“Higher Educational Institution” (HEI) means a university within the meaning of clause ( j) of section 2, a

college within the meaning of clause(b) of sub-section (1) of section 12A and an institution deemed to be
a University under section 3 of the University Grants Commission Act, 1956 (3 of 1956);

“Internal Complaints Committee” (ICC) means Internal Complaints Committee to be constituted by an
HEI under sub regulation (1) of regulation 4 of these regulations. Any existing body already functioning
with the same objective (like the Gender Sensitization Committee Against Sexual Harassment
(GSCASH)) should be reconstituted as the ICC;

Provided that in the latter case the HEI shall ensure that the constitution of such a Body is as required for
ICC under these regulations. Provided further that such a Body shall be bound by the provisions of these
regulations;

“protected activity” includes reasonable opposition to a practice believed to violate sexual harassment
laws on behalf of oneself or others such as participation in sexual harassment proceedings, cooperating
with an internal investigation or alleged sexual harassment practices or acting as a witness in an
investigation by an outside agency or in litigation; '

“sexual harassment” means-

(1) *“An unwanted conduct with sexual undertones if it occurs or which is persistent and which demeans,
humiliates or creates a hostile and intimidating environment or is calculated to induce submission by
actual or threatened adverse consequences and includes any one or more or all of the following
unwelcome acts or behaviour (whether directly or by implication), namely;-

(a) any unwelcome physical, verbal or non verbal conduct of sexual nature;
(b) demand or request for sexual favours;

(c) making sexually coloured remarks

(d) physical contact and advances; or

(e) showing pornography”

(i1) any one (or more than one or all) of the following circumstances, if it occurs or is present in
relation or connected with any behaviour that has explicit or implicit sexual undertones-

(a) implied or explicit promise of preferential treatment as quid pro quo for sexual favours;

(b) implied or explicit threat of detrimental treatment in the conduct of work;

(c) implied or explicit threat about the present or future status of the person concerned;

(d) creating an intimidating offensive or hostile learning environment;

(e) humiliating treatment likely to affect the health, safety dignity or physical integrity of the

person concerned;
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(1) “student” means a person duly admitted and pursuing a programme of study either through regular mode
or distance mode, including short-term training programmes in a HEL;
Provided that a student who is in the process of taking admission in HEIs campus, although not yet
admitied, shall be treated, for the purposes of these regulations, as a student of that HEI, where any
incident of sexual harassment takes place against such student;
Provided that a student who is a participant in any of the activities in a HET other than the HEI where
such student is enrolled shall be treated, for the purposes of these regulations, as a student of that HEI
where any incident of sexual harassment takes place against such student;

(m) “third Party Harassment” refers to a situation where sexual harassment occurs as a result of an act or
omission by any third party or outsider, who is not an employee or a student of the HEI but a visitor to
the HEI in some other capacity or for some other purpose orreason;

(n) “victimisation” means any unfavourable treatment meted out to a person with an implicit or explicit
intention to obtain sexual favour;

(0) “workplace” means the campus of a HEI including-

(a) 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 HEISs;

(b) Any sports institute, stadium, sports complex or competition or games venue, whether residential or
not used for training, sports or other activities relating thereof in HEIs;

(c) Any place visited by the employee or student arising out of or during the course of employment or
study including transportation provided by the Executive Authority for undertaking such journey for

study in HEIs.
3: Responsibilities of the Higher Educational Institution- (1) Every HEI shall -
(a) Wherever required, appropriately subsume the spirit of the above definitions in its policy and

regulations on prevention and prohibition of sexual harassment against the employees and the
students, and modify its ordinances and rules in consonance with the requirements of the Regulations:

(b) publicly notify the provisions against sexual harassment and ensuretheir wide dissemination;

(©) organise training programmes or as the case may be, workshops for the officers, functionaries, faculty
and students, as indicated in the SAKSHAM Report (Measures for Ensuring the Safety of Women and
Programmes for Gender Sensitization on Campuses) of the Commission, to sensitize them and ensure
knowledge and awareness of the rights, entitlements and responsibilities enshrined in the Act and
under these regulations;

(d act decisively against all gender based violence perpetrated against employees and students of all
sexes recognising that primarily women employees and students and some male students and students
of the third gender are vulnerable to many forms of sexual harassment and humiliation and

exploitation;
(e) publicly commit itself to a zero tolerance policy towards sexual harassment;
) reinforce its commitment to creating its campus free from discrimination, harassment, retaliation or

sexual assault at all levels;

(g) create awareness about what constitutes sexual harassment including hostile environment harassment
and quid pro quo harassment;

(h) include in its prospectus and display prominently at conspicuous places or Notice Boards the penalty
and consequences of sexual harassment and make all sections of the institutional community aware of
the information on the mechanism put in place for redressal of complaints pertaining to sexual
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harassment, contact details of members of Tnternal Complaints Committee , complaints procedure and
so on. Any existing body already functioning with the same objective (like the Gender Sensitization
Committee Against Sexual Harassment (GSCASH)) should be reconstituted as the ICC;

Provided that in the latter case the HEI shall ensure that the constitution of such a Body is as required
for ICC under these regulations. Provided further that such a Body shall be bound by the provisions of
these regulations;

inform employees and students of the recourse available to them if they are victims of sexual
harassment;

organise regular orientation or training programmes for the members of the ICC to deal with
complaints, steer the process of settlement or conciliation, etc., with sensitivity;

proactively move to curb all forms of harassment of employees and students whether it is from those
in a dominant power or hierarchical relationship within HEIs or owing to intimate partner violence or
from peers or from elements outside of the geographical limits of the HEI;

be responsible to bring those guilty of sexual harassment against its employees and students to book
and initiate all proceedings as required by law and also put in place mechanisms and redressal systems

like the ICC to curb and prevent sexual harassment on its campus;

treat sexual harassment as a misconduct under service rules and initiate action for misconduct if the
perpetrator is an employee;

treat sexual harassment as a violation of the disciplinary rules (leading up to rustication and
expulsion) if the perpetrator is a student;

ensure compliance with the provisions of these regulations, including appointment of ICC, within a
period of sixty days from the date of publication of these regulations;

monitor the timely submission of reports by the ICC;

prepare an annual status report with details on the number of cases filed and their disposal and submit
the same to the Commission.

Supportive measures.—(1) The rules, regulations or any such other instrument by which ICC shall

function have to be updated and revised from time-to-time, as court judgments and other laws and rules will
continue to revise the legal framework within which the Act is to be implemented.

(2) The Executive Authority of the HEIs must mandatorily extend full support to see that the
recommendations of the ICC are implemented in a timely manner. All possible institutional resources
must be given to the functioning of the ICC, including office and building infrastructure (computers,
photocopiers, audio-video, equipment, etc.), staff (typists, counselling and legal services) as, well as a
sufficient allocation of financial resources.

3) Vulnerable groups are particularly prone to harassment and also find it more difficult to
complain. Vulnerability can be socially compounded by region, class, caste, sexual orientation,
minority identity and by being differently abled. Enabling committees must be sensitive to such
vulnerabilities and special needs.

4) Since research students and doctoral candidates are particularly vulnerable the HEIs must
ensure that the guidelines for ethics for Research Supervision are put in place.

%) All HEIs must conduct a regular and half yearly review of the efficacy and implementation of
their anti-sexual harassment policy.
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(6) All Academic Staff Colleges (now known asHuman Resource Development Centres
(HRDCs) and Regional Centres for Capacity Building (RCCBs) must incorporate sessions on gender
in their orientation and refresher courses. This should be across disciplines, and preferably
mainstreamed using the UGC SAKSHAM Report which provides indicative modules in this regard.

@b Orientation courses for administrators conducted in HEIs must have a module on gender
sensitization and sexual harassment issues. Regular workshops are to be conducted for all sections of
the HEI community.

(8) Counselling services must be institutionalised in all HEIs and must have well trained full-time
counsellors.

9) Many HEIs having large campuses have a deficit in lighting and are experienced as unsafe
places by the institutional community. Adequate lighting is a necessary aspect of infrastructure and
maintenance.

(10)  Adequate and well trained security including a good proportion or balance of women security
staff is necessary. Security staff must receive gender sensitization training as a part of conditions of
appointment.

(11)  HEIs must cnsure reliable public transport, especially within large campuses between
different sections of the HEI hostels, libraries, laboratories and main buildings, and especially those
that do not have good access for day scholars. Lack of safety as well as harassment is exacerbated
when employees and students cannot depend on safe public transport. Reliable transport may be
considered by HEIs to enable employees and students to work late in libraries, laboratories and to
attend programmes in the evenings.

(12)  Residential HEIs should accord priority to construction of women’s hostels. For the growing
population of young women wishing to access higher education, hostel accommodation is desirable in
both urban and rural areas and at all levels of higher education which provides a modicum of
protection from harassment of all kinds.

(13)  Concern for the safety of women students must not be cited to impose discriminatory rules for
women in the hostels as compared to male students. Campus safety policies should not result in
securitization, such as over monitoring or policing or curtailing the freedom of movement, especially
for women employees and students. k

(14)  Adequate health facilities are equally mandatory for all HEIs. In the case of women this must
include gender sensitive doctors and nurses, as well as the services of a gynaecologist.

(15)  The Women’s Development Cells in colleges shall be revived and funded to be able to carry
out the range of activities required for gender sensitizationand remain autonomous of the functioning
of anti sexual harassment committees and ICCs. At the same time they shall extend their activities to
include gender sensitization programmes in consultation with ICCs and help to disseminate anti-
sexual harassment policies on campuses on a regular basis. The ‘cultural’ space and the ‘formal
academic space’ need to collaborate to render these workshops innovative, engaging and non-
mechanical.

(16) Hostel Wardens, Provosts, Principals, Vice Chancellors, Legal Officers and other
functionaries must be brought within the domain of accountability through amendmentsin the rules or
Ordinances where necessary.

Grievance redressal mechanism.—(1) Every Executive Authority shall constitute an Internal

Complaints Committee (ICC) with an inbuilt mechanism for gender sensitization against sexual harassment.
The ICC shall have the following composition:-
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(a) A Presiding Officer who shall be a woman faculty member employed at a senior level (not below
a Professor in case of a university, and not below an Associate Professor or Reader in case of a
college) at the educational institution, nominated by the Executive Authority;

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
2(0);

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 organization;”

(b) two faculty members and two non-teaching employees, preferably committed to the cause of
women or who have had experience in social work or have legal knowledge, nominated by the
Executive Authority;

(c) Three students, if the matter involves students, who shall be enrolled at the undergraduate,
master’s, and research scholar levels respectively, elected through transparent democratic
procedure;

(d) one member from amongst non-government organisations or associations committed to the cause
of women or a person familiar with the issues relating to sexual harassment, nominated by the
Executive Authority.

At least one-half of the total members of the ICC shall be women.
Persons in senior administrative positions in the HEI, such as Vice- Chancellor, Pro Vice-Chancellors,
Rectors, Registrar, Deans, Heads of Departments, etc., shall not be members of ICCs in order to

ensure autonomy of their functioning.

The term of office of the members of the ICC shall be for a period of three years. HEIs may also
employ a system whereby one —third of the members of the ICC may change every year.

The Member appointed form amongst the non-governmental organizations or associations shall be
paid such fees or allowances for holding the proceedings of the Internal Committee, by the Executive

Authority as may be prescribed.

Where the Presiding Officer or any member of the Internal Committee:

(a) contravenes the provisions of section 16 of the Act; 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

(¢) he 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 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.”

Responsibilities of Internal Complaints Committee (ICC) - The Internal Complaints Committee

provide assistance if an employee or a student chooses to file a complaint with the police;
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(b) provide mechanisms of dispute redressal and dialogue to anticipate and address issues through just
and fair conciliation without undermining complainant’s rights, and minimize the need for purely
punitive approaches that lead to further resentment, alienation or violence;

(c) protect the safety of the complainant by not divulging the person’s identity, and provide the
mandatory relief by way of sanctioned leave or relaxation of attendance requirement or transler to
another department or supervisor as required during the pendency of the complaint, or also provide
for the transfer of the offender;,

(d) ensure that victims or witnesses are not victimised or discriminated against while dealing with
complaints of sexual harassment; and
(e) ensure prohibition of retaliation or adverse action against a covered individual because the employee

or the student is engaged in protected activity.

6. The process for making complaint and conducting Inquiry — The ICC shall comply with the
procedure prescribed in these Regulations and the Act, for making a complaint and inquiring into the
complaint in a time bound manner. The HEI shall provide all necessary facilities to the ICC to conduct the
inquiry expeditiously and with required privacy

7. Process of making complaint of sexual harassment - An aggrieved person is required to submit a
written complaint to the ICC within three months from the date of the incident and in case of a series of
incidents within a period of three months from the date of the Jast incident.

Provided that where such complaint cannot be made in writing, the Presiding Officer or any Member of the
Internal Committee shall render all reasonable assistance to the person for making the complaint in writing;

Provided further that the TCC may, for the reasons to be accorded in the writing, extend the time limit not
exceeding three months, if it is satisfied that the circumstances were such which prevented the person from
filing a complaint within the said period.”

Friends, relatives, Colleagues, Co-students, Psychologist, or any other associate of the victim may file the
complaint in situations where the aggrieved person is unable to make a complaint on account of physical or
mental in capacity or death.

8. Process of conducting Inquiry- (1) The ICC shall, upon receipt of the complaint, send one copy of
the complaint to the respondent within a period of seven days of such receipt.
2) Upon receipt of the copy of the complaint, the respondent shall file his or her reply to the complaint

along with the list of documents, and names and addresses of witnesses within a period of ten days.

3) The inquiry has to be completed within a period of ninety days from the receipt of the complaint. The
inquiry report, with recommendations, if any, has to be submitted within ten days from the completion of the
inquiry to the Executive Authority of the HEL Copy of the findings or recommendations shall also be served
on both parties to the complaint.

4) The Executive Authority of the HEI shall act on the recommendations of the committee within a
period of thirty days from the receipt of the inquiry report, unless an appeal against the findings is filed within
that time by either party.

%) An appeal against the findings or /recommendations of the ICC may be filed by either party before the
Executive Authority of the HEI within a period of thirty days from the date of the recommendations.

(6) If the Executive Authority of the HEI decides not to act as per the recommendations of the ICC, then
it shall record written reasons for the same to be conveyed to ICC and both the parties to the proceedings. If
on the other hand it is decided to act as per the recommendations of the ICC, then a show cause notice,
answerable within ten days, shall be served on the party against whom action is decided to be taken. The
Executive Authority of the HEI shall proceed only after considering the reply or hearing the aggrieved person.

@) The aggrieved party may seek conciliation in order to settle the matter. No monetary settlement
should be made as a basis of conciliation. The HET shall facilitate a conciliation process through ICC. as the
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case may be, once it is sought. The resolution of the conflict to the full satisfaction of the aggrieved party
wherever possible, is preferred to purely punitive intervention.

(8) The identities of the aggrieved party or victim or the witness or the offender shall not be made public
or kept in the public domain especially during the process of the inquiry.

9.  Interim redressal-The HEI may,

(a) transfer the complainant or the respondent to another section or department to minimise the risks
involved in contact or interaction, if such a recommendation is made by the ICC;

(b) grant leave to the aggrieved with full protection of status and benefits for a period up to three months;

(c) restrain the respondent from reporting on or evaluating the work or performance or tests or examinations
of the complainant;

(d) ensure that offenders are warned to keep a distance from the aggrieved, and wherever necessary, if there
is a definite threat, restrain their entry into the campus;

(e) take strict measures to provide a conducive environment of safety and protection to the complainant
against retaliation and victimisation as a consequence of making a complaint of sexual harassment.

10. Punishment and compensation- (1) Anyone found guilty of sexual harassment shall be punished in
accordance with the service rules of the HEL if the offender is an employee.

(2) Where the respondent is a student, depending upon the severity of the offence, the HEI may,-

(a) withhold privileges of the student such as access to the library, auditoria, halls of residence,
transportation, scholarships, allowances, and identity card;

(b) suspend or restrict entry into the campus for a specific period;

(c) expel and strike off name from the rolls of the institution, including denial of readmission, if the
offence so warrants;

(d) award reformative punishments like mandatory counselling and, or, performance of community
services.

(3) The aggrieved person is entitled to the payment of compensation. The HET shall issue direction for
payment of the compensation recommended by the ICC and accepted by the Executive Authority, which
shall be recovered from the offender. The compensation payable shall be determined on the basis of-

(a) mental trauma, pain, suffering and distress caused to the aggrieved person;
(b) the loss of career opportunity due to the incident of sexual harassment;
(c) the medical expenses incurred by the victim for physical, psychiatric treatment;

(d) the income and status of the alleged perpetrator and victim; and
(e) the feasibility of such payment in lump sum or in instalments.

11. Action against frivolous complaint.—To ensure that the provisions for the protection of employees
and students from sexual harassment do not get misused, provisions against false or malicious complaints
have to be made and publicised within all HEIs. If the ICC concludes that the allegations made were false,
malicious or the complaint was made knowing it to be untrue, or forged or misleading information has been
provided during the inquiry, the complainant shall be liable to be punished as per the provisions of sub-
regulations (1) of regulations 10, if the complainant happens to be an employee and as per sub-regulation (2)
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of that regulation. if the complainant happens to be a student. However, the mere inability to substantiate a
complaint or provide adequate proof will not attract attention against the complainant. Malicious intent on the
part of the complainant shall not be established without an inquiry, in accordance with the procedure
prescribed, conducted before any action is recommended.

12.

Consequences of non-compliance.—(1) The Commission shall, in respect of any institution that will

fully contravenes or repeatedly fails to comply with the obligations and duties laid out for the prevention,
prohibition and redressal of sexual harassment of employees and students, take one or more of the following
actions after providing due notice: -

(@)

(b)

(©
(d)

(e)

()
(g)

(h)

)

withdrawal of declaration of fitness to receive grants under section 12B of the University Grants
Commission Act, 1956.

removing the name of the university or college from the list maintained by the Commission under
clause () of section 2 of said Act, 1956;

withholding any grant allocated to the institution;

declaring the institution ineligible for consideration for any assistance under any of the general or
special assistance programmes of the Commission;

informing the general public, including potential candidates for employment or admission, through a
notice displayed prominently in the newspapers or other suitable media and posted on the website of the
Commission, declaring that the institution does not provide for a zero tolerance policy against scxual
harassment;

recommending the affiliating university for withdrawal of affiliation, in case of a college:

recommending the Central Government for withdrawal of declaration as an institution deemed to be
university, in case of an institution deemed to be university;

recommending the appropriate State Government for withdrawal of status as university in case of a
university established or incorporated under a State Act.

taking such other action within its powers as it may deem fit and impose such other penalties as may be
provided in the University Grants Commission Act, 1956 for such duration of time till the institution
complies with the provisions of these regulations.

No action shall be taken by the Commission under these regulations unless the Institution has been
given an opportunity to explain its position and an opportunity of being heard has been provided to it.
[Advt.-1T1/4/Exty./53]

JASPAL S. SANDHU, Secy. UGC
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THE SEXUAL HARASSMENT OF WOMEN AT WORKPLACE
(PREVENTION, PROHIBITION AND REDRESSAL) ACT, 2013

ACT NoO. 14 oF 2013
[22nd April, 2013]

An Act to 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.

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

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

AND WHEREAS it is expedient to make provisions for giving effect to the said Convention for
protection of women against sexual harassment at workplace.

BE it enacted by Parliament in the Sixty-fourth Year of the Republic of India as follows: —
CHAPTER |
PRELIMINARY

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

(2) It extends to the whole of India.

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

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

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

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

(b) “appropriate Government” means—

(i) in relation to a workplace which is established, owned, controlled or wholly or
substantially financed by funds provided directly or indirectly—

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

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

1. 9th December, 2013, vide notification No. S.O. 3606(E), dated 9th December, 2013, see Gazette of India, Extraordinary, Part
11, sec. 3(ii).



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

(c) “Chairperson” means the Chairperson of the Local Complaints Committee nominated under
sub-section (1) of section 7;

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

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

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

(9) “employer” means—

(i) in relation to any department, organisation, undertaking, establishment, 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;

(ii) in any workplace not covered under sub-clause (i), any person responsible for the
management, supervision and control of the workplace.

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;

(iii) in relation to workplace covered under sub-clauses (i) and (ii), the person discharging
contractual obligations with respect to his or her employees;

(iv) in relation to a dwelling place or 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 activities performed by the domestic
worker;

(h) “Internal Committee” means an Internal Complaints Committee constituted under section 4;
(i) “Local Committee” means the Local Complaints Committee constituted under section 6;

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

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

(I) “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 aggrieved woman has made a complaint
under section 9;



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

(i) physical contact and advances; or

(ii) 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;
(o) “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 organisation or a private venture, undertaking, enterprise, institution,
establishment, society, trust, non-governmental organisation, unit or service provider carrying on
commercial, professional, vocational, educational, entertainmental, industrial, health services or
financial activities including production, supply, sale, distribution or service;

(iii) 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 course of employment
including transportation by the employer for undertaking such journey;

(vi) a dwelling place or a house;

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

3. Prevention of sexual harassment.—(1) No woman shall be subjected to sexual harassment at any
workplace.

(2) The following circumstances, among other circumstances, if it occurs, or is present in relation to
or connected with any act or behavior of sexual harassment may amount to sexual harassment.—

(1) implied or explicit promise of preferential treatment in her employment; or
(1) 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.
CHAPTER I
CONSTITUTION OF INTERNAL COMPLAINTS COMMITTEE
4. Constitution of Internal Complaints Committee.— (1) Every employer of a workplace shall, by

an order in writing, constitute a Committee to be known as the “Internal Complaints Committee™:
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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 Committees shall consist of the following members to be nominated by the
employer, namely: —

(a) a Presiding Officer who shall be a woman employed at a senior level at workplace from
amongst the 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(1):

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;

(b) 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;

(c) one member from amongst non-governmental organisations or associations committed to the
cause of women or a person familiar with the issues relating to sexual harassment:

Provided that at least one-half of the total Members so nominated shall be women.

(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.

(4) The Member appointed from amongst the non-governmental organisations or associations shall be
paid such fees or allowances for holding the proceedings of the Internal Committee, by the employer, as
may be prescribed.

(5) Where the Presiding Officer or any Member of the Internal Committee, —
(a) contravenes the provisions of section 16; or

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

(c) he has been found quilty 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 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 1l
CONSTITUTION OF LOCAL COMPLAINTS COMMITTEE

5. Notification of District Officer—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. Constitution and jurisdiction of *[Local Committee].—(1) Every District Officer shall constitute
in the district concerned, a committee to be known as the “*[Local Committee]” to receive complaints of

1. Subs. by Act 23 0f 2016, s. 3 and the Second Schedule, for “Local Complaints Committee” (w.e.f. 6-5-2016).
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sexual harassment from establishments where the *[Internal 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 every block, taluka and tehsil in rural or
tribal area and ward or municipality in the urban area, to receive complaints and forward the same to the
concerned ?[Local Committee] within a period of seven days.

(3) The jurisdiction of the ?[Local Committee] shall extend to the areas of the district where it is
constituted.

7. Composition, tenure and other terms and conditions of ?[Local Committee].—(1) The *[Local
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 of social work
and committed to the cause 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;

(c) two Members, of whom at least one shall be a woman, to be nominated from amongst such
non-governmental organisations or associations committed to the cause of women or a person
familiar with the issues relating to sexual harassment, which may be prescribed:

Provided that at 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 notified by the
Central Government, from time to time;

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

(2) The Chairperson and every Member of the Local Committee shall hold office for such period, not
exceeding three years, form the date of their appointment as may be specified by the District Officer.

(3) Where the Chairperson or any Member of the ?[Local Committee]—
(a) contravenes the provisions of section 16; or

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

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

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

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

(4) The Chairperson or Members of the Local Committee other than the Members nominated under
clauses (b) and (d) of sub-section (1) shall be entitled to such fees or allowances for holding the
proceedings of the Local Committee as may be prescribed.

8. Grants and audit.—(1) The Central Government may, after due appropriation made by Parliament
by law in this behalf, make to the State Government grants of such sums of money as the Central

1. Subs. by Act 23 0f 2016, s. 3 and the Second Schedule, for “Internal Complaints Committee” (w.e.f. 6-5-2016).
2. Subs. by s. 3 and the Second Schedule, ibid., for “Local Complaints Committee” (w.e.f. 6-5-2016).
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Government my 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 set up an agency and transfer the grants made under sub-section (1) 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 (4) of section 7.

(4) The accounts of the agency referred to in sub-section (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 prescribed, its audited copy of accounts together with auditors’ report thereon.

CHAPTER IV
COMPLAINT

9. Complaint of sexual harassment.—(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 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 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 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.

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

10. Conciliation.—(1) The Internal Committee or, as the case may be, the Local Committee, may,
before initiating an inquiry under section 11 and at the request of the aggrieved woman take steps to settle
the matter between her and the respondent through conciliation:

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

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

(4) Where a settlement is arrived at under sub-section (1), no further inquiry shall be conducted by the
Internal Committee or the Local Committee, as the case may be.

11. Inquiry into complaint.— (1) 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 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 section 509 of the Indian Penal Code (45 of 1860), and
any other relevant provisions of the said Code where applicable:
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Provided that where the aggrieved woman informs the Internal Committee or the Local Committee, as
the case may be, that any term or condition of the settlement arrived at under sub-section (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 are employees, the parties shall, during the course of
inquiry, be given an opportunity of being heard and a copy of the findings shall be made available to both
the parties enabling them to make representation against the findings before the Committee.

(2) Notwithstanding anything contained in section 509 of the Indian Penal Code (45 of 1860), the
court may, when the respondent is convicted of the offence, order payment of such sums as it may
consider appropriate, to the aggrieved woman by the respondent, having regard to the provisions of
section 15.

(3) For the purpose of making an inquiry under sub-section (1), the Internal Committee or the Local
Committee, as the case may be, shall have the same powers as are vested in a civil court the Code of Civil
Procedure, 1908 (5 of 1908) when trying a suit in respect of the following matters, namely:—

(a) summoning and enforcing the attendance of any person and examining him on oath;
(b) requiring the discovery and production of documents; and
(c) any other matter which may be prescribed.
(4) The inquiry under sub-section (1) shall be completed within a period of ninety days.
CHAPTER V
INQUIRY INTO COMPLAINT

12. Action during pendency of inquiry.—(1) During the pendency of an inquiry on a written
request made by the aggrieved woman, the Internal Committee or the local Committee, as the case may
be, may recommend to the employer to—

(a) transfer the aggrieved woman or the respondent to any other workplace; or
(b) grant leave to the aggrieved woman up to a period of three months; or
(c) grant such other relief to the aggrieved woman a may be prescribed.

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

(3) On the recommendation of the Internal Committee or the Local Committee, as the case may be,
under sub-section (1), the employer shall implement the recommendations made under sub-section (1)
and send the report of such implementation to the Internal Committee or the Local Committee, as the case
may be.

13. Inquiry report.—(1) On the completion of an inquiry under this Act, the Internal 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 Committee or the Local Committee, 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 Committee 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 employer
or the District Officer, as the case may be—

(i) 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;

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

Provide 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 to the
respondent to pay such sum to the aggrieved woman:

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

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

14. Punishment for false or malicious complaint and false evidence.—(1) Where the Internal
Committee or the Local Committee, 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 to be false or the aggrieved woman or any other person making the complaint
has produced any forged or misleading document, it may recommend to the employer or the District
Officer, as the case may be, to take action against the woman or the person who has made the complaint
under sub-section (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, 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 complainant under this section:

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 is recommended.

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

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

(a) the mental trauma, pain, suffering and emotional distress caused to the aggrieved woman;
(b) the loss in the career opportunity due to the incident of sexual harassment;

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

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

(e) feasibility of such payment in lump sum or in instalments.
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16. Prohibition of publication or making known contents of complaint and inquiry
proceedings.—Notwithstanding anything contained in the Right to Information Act, 2005 (22 of 2005),
the contents of the complaint made under section 9, the identity and addresses of the aggrieved woman,
respondent and witnesses, any information relating to conciliation and inquiry proceedings,

recommendations of the Internal Committee or the Local Committee, as the case may be, and the action
taken by the employer or the District Officer under the provisions of this Act shall not be published,
communicated or made known to the public, press and media in any manner:

Provided that information may be disseminated regarding the justice secured to any vicitim 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. Penalty for publication or making known contents of complaint and inquiry proceedings.—
Where any person entrusted with the duty to handle or deal with the complaint, inquiry or any
recommendations or action to be taken under the provisions of this Act, contravenes the provisions of
section 16, he shall be liable for penalty in accordance with the provisions of the service rules applicable
to the said person or where no such service rules exist, in such manner as may be prescribed.

18. Appeal.—(1) Any person aggrieved from the recommendations made under sub-section (2) of
section 13 or under clause (i) or clause (ii) of sub-section (3) of section 13 or sub-section (1) 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 being in force, the person aggrieved may prefer an appeal in such manner as may be
prescribed.

(2) The appeal under sub-section (1) shall be preferred within a period of ninety days of the
recommendations.

CHAPTER VI
DUTIES OF EMPLOYER
19. Duties of employer.— Every employer shall—

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

(b) display at any conspicuous place in the workplace, the penal consequences of sexual
harassments; and the order constituting, the Internal Committee under sub-section (1) of section 4;

(c) organise workshops and awareness programmes at regular intervals for sensitising the
employees with the provisions of the Act and orientation programmes for the members of the Internal
Committee in the manner as may be prescribed:;

(d) provide necessary 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 securing the attendance of respondent and witnesses before the Internal Committee or
the Local Committee, as the case may be;

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

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

(h) cause to initiate action, under the Indian Penal Code (45 of 1860) or any other law for the time
being in force, against the perpetrator, or if the aggrieved woman so desires, where the perpetrator is
not an employee, in the workplace at which the incident of sexual harassment took place;
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(i) treat sexual harassment as a misconduct under the service rules and initiate action for such
misconduct;
(j) monitor the timely submission of reports by the Internal Committee.
CHAPTER VI
DUTIES AND POWERS OF DISTRICT OFFICER
20. Duties and powers of District Officer.—The District Officer shall, —
(a) monitor the timely submission of report furnished by the Local Committee;

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

CHAPTER VIII
MISCELLANEOUS

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

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

22. Employer to include information in annual report.—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. Appropriate Government to monitor implementation and maintain data.—The appropriate
Government shall monitor the implementation of this Act and maintain date on the number of cases filed
and disposed of in respect of all cases of sexual harassment at workplace.

24. Appropriate Government to take measures to publicise the Act.—The appropriate
Government may, subject to the availability of financial and other resources, —

(a) develop relevant information, education, communication and training materials, and organise
awareness programmes, to advance the understanding of the public of the provisions of this Act
providing for protection against sexual harassment of woman at workplace;

(b) formulate orientation and training programmes for the members of the ‘[Local Committee].

25. Power to call for information and inspection of records.—(1) The appropriate Government, on
being satisfied that it is necessary in the public interest or in the interest of women employees at a
workplace to do so, by order in writing,—

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

(b) 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 District 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. Penalty for non-compliance with provisions of Act.—(1) Where the employer fails to—

(a) constitute an Internal Committee under sub-section (1) of section 4;

1. Subs. by Act 23 0f 2016, s. 3 and the Second Schedule, for “Local Complaints Committee” (w.e.f. 6-5-2016).
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(b) take action under sections 13, 14 and 22; and

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

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

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

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

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

(ii) 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 carrying on his
business or activity.

27. Cognizance of offence by courts.—(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 Judicial Magistrate of the first class
shall try any offence punishable under this Act.

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

28. Act not in derogation of any other law.—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.

29. Power of appropriate Government to make rules.—(1) The Central Government may, by
notification in the Official 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:—

(a) the fees or allowances to be paid to the Members under sub-section (4) of section 4;
(b) nomination of members under clause (c) of sub-section (1) of section 7;

(c) the fees or allowances to be paid to the Chairperson, and Members under sub-section (4) of
section 7;

(d) the person who may make complaint under sub-section (2) of section 9;

(e) the manner of inquiry under sub-section (1) of section 11,

() the powers for making an inquiry under clause (c) of sub-section (2) of section 11;
(g) the relief to be recommended under clause (c) of sub-section (1) of section 12;
(h) the manner of action to be taken under clause (i) of sub-section (3) of section 13;
(i) the manner of action to be taken under sub-sections (1) and (2) of section 14;

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

(k) the manner of appeal under sub-section (1) of section 18;
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(1) the manner of organising workshops, awareness programmes for sensitising the employees and
orientation programmes for the members of the Internal Committee under clause (c) of section 19;
and

(m) the form and time for preparation of annual report by Internal Committee and the 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, before each House of Parliament, while it is in session, for a total 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
thereafter have effect only in such modified 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.

(4) 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 each House of the State Legislature where it consists of two Houses, or
where such Legislature consists of one House, before that House.

30. Power to remove difficulties.— (1) If any difficulty arises in giving effect to the provisions of
this Act, the Central Government may, by order published in the Official Gazette, make such provisions,
not inconsistent with the provisions of this Act, as may appear to it to be necessary for removing the
difficulty:

Provided that no such order shall be made under this section 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 after it is made, before each
House of Parliament.
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