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With improved aceens o educaton and employment. millions of Indian
wartn &g cniering the copntres workforeoe today. Many sorking wonsen
face wewunl harassmment st the workpisce en o dally basie It b crucal
therefore that ma o couniry, we sirive io climinaic work-plece sexual
harmssment since womsn buwe the right 1w work in sale and mecure
environment. It is the responagbility of every coployer to ensiare safety of
women & work enviranment and mmprove their participation. This will
contril=ae o realisation of their right to gender equality ard resull in

eoonomic empawerment and inclusive growth and bepsfic the nation as a
whode

1 am pleased to present this Handbook on Sesual Hamasment of Wemen
at Workplace (Prevention, Prohibition and Redressall Act, 2003, It prewvides
key information about the provisions of the A=t in an eagy-1o-use and practical
muner, The Hapdboolk bas been developed with the alm to ensure that the
ciiizens of India are awarn of their rights and oblsgatinona in terms of creating
saife workplace srviranmen for wornmen.

Ciovernmeni of india b comumitied o promete pender equality and
women's EMpOWErmERl acroas cvery sector. This Handbook rellects our
EEETELMENE L FInpoweT Waimen a8 soomanis agenis and improve thedr ability
o pcorss markets on competitive and equitable terms. | am confident thas
this Handbook which sdvocaies and criimes the nies as ladd oud s the
Hexual Humssment of Women st Workplacs [Prevention, Prohibition ansd
Redressal) Act, will be bemeflciad 1o everyone, The practioal avd user-friondly
procedures sutlined in the Hamnidbook will be uaeful for actusd implementation
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I Bm sure sl The Hanabook wil be exiremely osehil (o &l spantes
cohtemed and halp them in taing pio-achive medsunes o enadiceis the
problemimerace of workpiacs seoual haraksrnent in e couniry,
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Tha Cirverromem aof Bradin 18 commitiod b onding all Sama ol vinlosce agmres women
e pegatively mmpaot society, hamper gender eguality and condgricn ftw social and econemix
develapment off the cmumry.

since, sevual banawsme o saulls i violates of the fusberemad gt of @ wiesin o
equality o per Ariches 14 and 15 anad bt tighn s live with ity o8 messioned e
Ariele 21 of the Constiiution, the Govermsem of India ensctad the Sexual Homeossen of
Woemen o Woikplace (Provembon, Pridabsos au Redecsaly A, 3003, The At is an
exieriom of the Vishskn Culdeincs fssusd by the Supreme Coont in 1997, The Suprere
Conert o India, Sar the fir time in the ¥ishaks (radelines, achnowiadzed Sexuml ks
il the workplace as @ humen rights vicksion. Parther, Be Acy ol rellecis the commissem af
the Deneermmeni 8o the refification of ke Comvention om the Flimmation of all forms of
Discvimination sgrind Wiemen (CEDAW) on July 03, 1999 This new legrbation muabkes
wwery elfor o by i et Trieridly il in the bads of the emplown. mel cmpbooe, @0 e
waly and secwy workplaces for all wamen.

Wikl the mes imest of the Act. Insdin is now o pant of 0 sleol osp of coumnes B
Bove probibited sexual barcemew o workplace dwough national legisfation. The Ao is
ik i s bl covenge which inchales all wirking wessen Bom ermnisel sl
morgemised ol i, 8 ale puble ond prvele secwes, regmillss of ey
Edfaciive mplemenistica of the A0t bs & challesge. The Hesdbook s dedigned 1o be o Eeady
Reckioner Tor crgnnisathons vested with reponsibility 10 eufore e kiw.

The Hesadbiso 15 strmciured (il abs sectaone. The fird secthon 16 an DS s amd
deied] regunding the genesk of the Act, ihe secnnd seis the conténl by defintag de workplace
il sl harsssnienl and impact of such heharioos, the dhind focews om Bhe bey indivafuads
il imaimmions olved (0 prohibiion and peovesthon procsees. s thels respoosd bflise,
it finw dricems e mdrcassl mochanio Folbineal by mosiring roqmremesd
srcti five and finpoftand intemetenl Framsuoiks amnd best practices oo seual hansesem
& e workpilsce in the toncisling soctine,
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It is the hope of the Ministry that this Handbook will be of considerable value for
employers, employees and complaint committees alike, as it provides guidance with regard 1o
the steps 1o be taken and the processes 1o be followed, in line with the requirements of the
law. It will prove useful to all women workers particularly and be a step forward in
promoting their independence as well as the right 10 work with dignity as equal partners in an

environment that is free from violence.
fwﬁfs%;m
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in ow jousney Towands proparing this Hondbook. which required a lof of guidanch and
assisiance from many people, whose mames may nol be enumeraled, | am Rankdul to all of
iham for thair coninbutions towards the complatan o fhe 8k,

| woulkl lke B esprass my sincens thanks 6 the UN Women (Linibed Matine Entity Toar
Gender Equality and Empowerment of Women) for Sheir valuable condribuliona with their
axpetEnts in women's movament and experise i gender righls in supporing the Mirisiry 1o
prepane the Hapobook with ey indoemation on e Act n an sasy-10-uss praciical mannes and
designing wiih aporopriate Busirations.

| wiouid e achnowledge ihe Fnporant comributions made by ks Risha Syed, Legai
Consultant for the hardwork put by her couplod with hor gxparionoe and axpartics as a legal
professional and commiiment o gender maues in bringing pul the Handboopk,

| am also thankfl o Df. Paramila Majemdsr, Senor Consullan], Gender Budgeling Tor
feviewang the Manuschpl with maticulbus somuliny and schalaty advecs | would like 10 mantkon
with apprecialon lod Shri Samusl Poul, Assistant Seomtary for showing not ondy his keen
nberes] on the subjec], bul asakding wvs in e review work.

W hope thal this Handbook will be & guide and Inspiration lo all of us in crealng an
anabling envircnmant of woman in e workplaces
gl S

(Lepamotea Mahanty)
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“The meaning and content of the fundamental rights
guaranteed in the Constitution of India are of sufficient
amplitudes to encompass all facets of gender equality...."

Late Chief Justice 1.5, Verma, Supreme Court of India, Vichaka v. State of Rajasthan
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Introduction

Avrherwar wrcual haraaseerr reva e in woliben of the fordamantal rights
of i Wiesan by Sgaa TR i "

[Prasmile Sawe Hadmsimmnl of Womes al Worlkblios |Pravectam,
Frofrkeizn S Nedres) Act]

senshrinad inthe Prasmble ta tha-ConsEaution ot adiz, = amality of ssatus and opp ot urdty™
ekt Desecyrell for 80 s 0Riserns EauiEllly o F @vary prersom ubsles rielavy & guairehileed by
ticle 14-of the Constibatron:

& adi winkiar e i3 tharalones 5 woman's legal right, inde e, The Corstikion ol dectite of egquzily
giid pesanal Bberky s corlame] = Artlcles 15, 15 ghd ol (e Ircisn Consd itubon, These s ficles
eraepe g persen s right bo egus! probecton under the Taw, o ive g e tree from decnmeretion
corany groend and io protection of e and persanal boedty, This & further rerdceced by the ON
Comypestiion o the Chimneton of sl Forms of Giscnmmetion sgeinst Women [CEGAW L which was
adopted by the UN Gersrm| Assembly i 4g7e and which s rabfed by inda, Often descibed asan
Intemational B of rgkts forwomen; It calls for the equality of wamer and men in berms of human
rights and-funcemetel freedorns In the poldicel economit, socil, cuttursd snd ol spheres,
crederines that discrimination =ad attacks an wemen's digney viglate the principle of equelthy of

rights.

Souual harassment constfiutos 8 gross eotion of women's right i equaly and dignity, =
Bas iz vpake o pabrrchy and itz siendzal pecception sl men Se siperod {0 wimen Gl
that zame farms of nolence efensd women sz gocepiable, One of these i wonplece sesust
brarmgyment, which wews veriges farms of such hersaomer, 83 harmless snd trival, OFten, =
eEuined asra gl male Dl o e lirfatian sk women enjoy, Conteary Iis fhess
percepbians, i e serous harm end is-also 2 dromg merplealaion of sex gacrminstionatl the
winrkplace, Mot only & it &n ovfringemend of the fundamental rf1|: of = woman, under Arbrle 15
(=} {ghef the Corsptutian of Inde "o prectice sy profession or to camy ot e oodupation, trede
o busress”; it encdes equality end puts the dgmsy and the physical and peycholdogial wel-Deing
of workers ot risk. This {=ads to poor productivity and = negatve bmpact on bves ans ivelhcods.
T further compeund the matter, deeprraated sada-cuthoral befawiooral pattems, which zreote
a genader hlerarchy, tend to place responsihillty on Eho viche, tharely ncreasing inequalRy i the
workilare gnd In ihe sochaty Wl lage.




i\'. sinnsbant an o) P oF Pamen mvndelars

Though sexuel harassment gt the workplece hes assumed senous proparbicns, wamen do not
report the misttar to the concemed mathantizs m mast casas goe to fesr of reprasl from tee
karmsser, fosing one's Iwelihood, being sigmastzed. or iasing professons! standing =nd persons]

reputaticn,

Amrosy the globe today, workplace sexm| heresement i increasingly understood. s = violstisn
of women's rights and 8 form’ af violenoe sgeinet women. Indeed, the.secial constnoct of make
privieges in caciety comiinues toche nsed ta ety violence mgsinet woomen i the amvate and
paslic pinere. Im sszonce, sexoal harszement v a mirmar redlesbing male poser over wormeh that
ssstaine palrizcnal ralabons, In & spcialy whare vinlence against wismen, Both sl ard dicect,
is B gy o ke painizechal valies, woenen gre [omded 10 Cinlorms [ rasiisng] rerder rples
Thee patrierchal walies s Hidcdes of both wemen end men pose dhe grestest challenge in
resciztion and preveTtion of sazysl harsssment. Workolese seosl barsysment Ske gthes farms
e wiolence, = nol Parmless. 1 ooy es seiogs healbhy, o, ecomim e social (osbe, which
rarsfesls emselyves mthe gverall develomment mdices of & etion.

The Secusl Heressmant of viomen st Warkofece (Freventon, Frabiomon snd Secressal] Act 201z
wes enacted ko ensure safe woriang spaces for women 20 to buitd enabling work- environments
that respect women's right to squakty of stzho and cpportuninl An «fectve iImplementation
of the Act will conributs to the realizsdion of ther right to gendér equality, e and Tberty,
ecimiity I waning condTiang everywhere, The senge of secunty at the workplace will
Improve wemen's particpation inworks resultng i ther econconic emaowerment and nolasive
grosth

The full =abe of the grablem 5 net knawn geen the dificulies 2 documsnting the oxperiendd
e Tharke weha Bave pxpddiengdd woikplace saxusl harasemant, Hipweher, segilibbe sludies pm
serzud] hewssment show (hat il & cedeinly prevaentin indis baday. Ths i vy the legisletionis an
impuori=rt sbep fonwsrd withen the lsrger srchibecture of women's nghts, asit tackles this s 10
secure the rights of women weorkers atress the coumdry.,

While (e offcial igores for vgmen's wistk parbiciosten e low, medch of the work that women
dio ts nof captured in oifici=tdete sccounts. it 15 segoed’ thet where this i to be captured, women®s
cered work perticipebon wioold be B2 per cent. While the ofSciel deter shows that women's
wasrk participation rate i =roumid 13:3 per cent in rural areas and 7 pear centin the urban arsas:
estimates indicate that there s 2 hege wardoree of women, therefore thene 5 2 reed thesecune
their workplare ana enmiternests, Chien, thad g3 por cantaf vwomen workens are semnloyed in the
irfermnal sector, they remman iepnatertad by laas, Wl nocBws oF mechaplsms to protact Thea,
proectvie measures pne requirsd b ke their workplaces safe.

Prefamer smory Evon: Pezar oo (e oty i ey e T Trmsly_WWoread
LR




o or ool o Wumemear ] Womrkenl e ﬁ_ .

i1 iz veel eztablizhed thet ensuning ssde warkng condibrons Tor womer |esds tn 8 pestive anpect
oo their oestizipatian & the werkforce snd moresses ther productivety, which m by berefids the
ration ss& whohe, Coonomicelly. empowered women are key to the naton's overall dewelopment
and thes zan cnfy be achisved F i i ansured that wemen's workspaces across all excters and 2l
e the courdry have 2 safe and mecure smirarement foraork.

17t important 25 well o ensoue that the emphesis 15 on prevention rether than pemve acoon,
This malls for widespreed mweneress on the Act among smployers, monagers and the workers
thamsehes Frecuestly, woman workers moy face sExus! harsssment bat may nat be aware that
it 3 lrwmrn al ther rghte sl that thare s something (hey can da ahoa] It They need 10 Endw
Ehatb they v o something aboul it Then there 2o others, woha ey beleyge vzl il i 8 pergansl
metker kbal newds fo be resolved by bhe people rofved. inardet b3 chargle thiv order of thrgs, o
iz urgent that messunes s teken to change mind-sets and atifudes by crestimg sw presess sibout
wrhat corsbiutes sexuzl hemssnent and the steps that cen be tzken to address i

This handbock il serve 2= en rmpertant toal fo rete werkplaces =2ie =nd becefi both werkers
and amprayess phioe, tsading to mutuel gains,

L1 THE MANCATE

Taday, ol workplaces in' India sre mandated by @w to provide o sxfe and seoone working
grwlrgnmart e Froen-sexual Farsssmsnt o all women

1.2 THE CEMNESIS

I +giz, @ rural evel changs agent, Brarrar Devi was angaged by the state of Roasthan asa
St by ok ioeysesk thegieemiinn pf the preciice of chllmasiages. Tuilng the course ol ha
work, she préverded Lhe maimage of o anepesr old gl v the pomifiunRy. dei voaih wa mel with
revertimert and atbrached heeassment from meen af thek commursy., Bhanwan Devi reperted the
to the loce? suthonty bot no schion ivas teen. That oression ame ot greet cost — Shameion was

subsegoertly g=ng raped by those very men.

The Shanwvan Fevi case revepisd the ayer-oresent e sbham ta which milkons ofwocking women
are exposed eoross the coumtry, everywhens and everydey smespective of ther lowtion, 1t =50
shigws the exent bz which thet herm can - excalate f nothing b5 dore o check sexusiy ofersye
beebipratour i the workplace

Ezsed oo the facts o Enarwad Devl's case, 3 Publiz irmeeess Citigation (ML was fled by Vishaka omd
ciher weamen groups agenet the Stzte of Azsthan end Union of Incie before the Supfeme Court
of indla It proposed that seausl erasement b recognized 24 a vial oo ofwomens fundamertal
rignt to equalty ard that sl workplazesesabishmientsInst futions e made accountable and
respeinciblo lo upheld theso righils,

" aan e frond
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ir e fancmerk jodgment. Vishaks ve Stete of Ropsstran fizeql, the Supreme Zowt of indie crested
legeby binding gindsiines bacng A oo the nght to eouality snd dignity actorded under the indien
Constiterbon. =y will 25 by the W Corvention an the Elimanetion of AF Farms: of Disciminetion
against Weomen (CELAW],

1% s e

= A definition of s2xuzl haressment

= Shettrng avcountabdity fromm mdevidusls to mstitutions:
* Priorilicing preventian

= Provislen of on Inmovetive redress mechanism

The Supreme Court defined sexuz| hemszment g any ameeicome, sexuslly determined physizal,
verbal or man-verhal condust Duamples nduded secuely suggecttoe remarks shout wemen,
cemands for sexunl favours, and senally offensive v in the workploce. Thedefinition aso
coversd Sruations where 2 woman could bedszdwantaged inhier woriplace = 2 resall of threzts
relating to employment decisions that could negatively afect her working iz,

1 pfaced responsfiiey on employers to ersurs ot women did not face 3 hostlle onvircomens,
andl prokibitpd mtimidatian or vctimization of thase cooperating with s ingidry, inclitng the
dfectad complarmant 38 wel 35 wilfeset,

It diracted tor tha estobligvment of rodressal miechardsm in the form of Compbints Sommittes,
wehigh wil kaak nfo dhe mattees of seximl barasement of wimen 22 woskplaci. The Complaints
Cominitless were ifandsled Lo B héadad By @ woinar ernpliyee, wilk nel B8 Lhan R of ils
menbers being wormen snd provided Far the invaleemens af = third party person!NG0 experton
the mxue, o preventeny uwdue pressure on the complemeat. The gugelnes estended toef knds
of employment, fom pald to volemary, ecroes the public snd pravebe sectars,

wisheka established thet mternationa! stamdardsdaw could serie to sxpond the scape of Indla's
Costitutional guarsmtecs and fill & the gens wherever thiy exist. india’s Innowativa histary In
tackling warkplace sewcal heraisment heginning with the Yeboks Gadelines and subsequens
legisletton has ghen oftical wisthilty to the iszue, Workplaces most now own thelr respansbility
wilthrin Shis contest and ensome tad wiormen canwwork in safe and secure sEases

4,3 THE ALT

Hewirig radfvied | b Gl respunsililily end sccbentablity in Bhe Vishahie Goideined, (e Jameme
Court placed sn obhigaton omworkpleces, mritutions 2nd those i pesstiara of responsbdity. Lo
i) RN wodnei's lifdlsmenlsl HEEE Fo edpustty sl gty 21 INe caciapisc s, TV e ey
phligations veere mhposed on insditutions.to meet 1hed standard, nesmeh
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Handoook o Sexus Harassment of Yieomen ot Workplaoe +
B

o Prochibitian
» Prevention
o Pledreds

In 2013, the Government-of ndia notifed the Seaual
Harassment aof Women at Workplace (Freventian,
Prohibdtion and Redressaly At (referred 1o a5 Act
heretriafter. Consigient with the Yishaks jaggment,
the Act aspires to ensung women's ight to warkplace
equality, free from  seaual harsssment  thwough
comaiance Wik the abave menliansd rse @lamare,

i i impartant to note that the Act prowvides =
civil remedy to women and & 5 addftion to other
lzws ‘that are currently In force. Conseguently,
gry woman who wishes o repart instances of
seagal hermsement at the workplace has the right to
take recourse of both chll and criminal proceedings.

L4 FLERPOISE OF THS HANDEROOR

This herpdbook. 2 meart bor &8 workplscesfmatiutionsforgamzetions Lo prowide & basic
understanding of sexual haressment =t pleces of wark, Addonally; it is dezigned to offer intermal
Complaints Lommittes)s and Local Complamnts Committee s Complaints Committes!sfestzbiished
under the Ack with simple, usér friendly informebion an sexiel harasment what is expecied af
Compleints Committesls to redress = cormpl ety and what the inguiry process snd gutcame should
mciude,

1.4 WHiD I5 THIS HANDBOOK FOR

This hardbook micrms the end uzer {an emploveeiweriker about warcplace sexuel harpsement

and their right to.an informed complaint process in Seeking redress as provided undear the Act and
Aules Femed thersunder.

A STRLECTLAE OF THE HANDBOCOK

This Hzndbook has & sectfons, with each contsining information for women, made co-warkens 25
well g5 their employers, on haw to deal with sesual harss amsent gt the warkplace in the contest
of the At

Lection serves axan infroduction, es it detzils the genesis of the Act and the kestory behind it,
zs well 3z provides a brief description of the Act itxelf. This section alsn describes the
purpase of this handback and who it s ﬂf—;lf_:ﬂl.‘d for,



2 Handbook on Sexual Harassment of Women at Workplace

Section 2 sets the context by defining a workplace and sexual harassment. It provides the reader
with key elements, such as examples of sexual harassment as well as scenarios and the
impact of such behaviour.

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

Section 4 iz about redress. This section identifies and defines the key players involved in the
complaint mechanism (including the complainant and the respondent). It details the

stages of the complaint process. Particular attention is paid to the complaints committee
which plays a very important role in this process,

Section 5 describes the monitoring requirements as per the Act.

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

Rl pwarrn shid S e b bed 2wl Faresement ot any weookgioe

Sacton g1] of the Fsagsl Hecmswmest =f Womes st orkplecs
{Freveniion, Srohibdion and Redressall Ak Toa

ighlights key elements of waorkplace sewuad harassmnnt, # provides examples of bebaviaurs

throughwhicha waman can experienoe pessile profiessienal and personal harm, 3t presants

the user with scenarics from scross-section of work contexts to bulld dadty on diffarent forms of
el Marassment & identifiad under the Act

Tﬂ!ls- section defines the HEEI'HH'EI.E veaman, workpiace and sexual harzssment as weli a5
h

o0 WWHDE IS AN AGGHEE VTR WORN AMT

The Acl recognized the fght of every woman Lo & safe and secure workplace environment
irmesnesive of her age of employment work status, Hence, the rght of 2 women wodking ar
visiting 2y warkplice whethes i the cepecily of regular, temporary, edhac, of daty weges basis
is protected under the Act

it inchodes 3 women whether engaged directly ar throisgh an agent including 3 condractar, with
or withoul the knowledge of the principel emplover, They may ba warking for remuneration, ona
virlurtary basis or pthersdse, Their terms of employment <30 be express ar impied

Further, she could be a zo-worker, 2 confract weorker, probatinner, trainee, apprentice, or called by
ary ather such name. The Act 2lso covers 3 waman, who & warking Ina d\wlihﬁ plece ar house,

(Coepieriee )

= s =S

{
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.2 WHAT 15 A WORKPLACET

A sworkplace Is defined as “any place visited by the employee arsing out of or dusing the course of
employment, Including transportation provided by the employer for undertaking such 2 pourmey,”
A per this defirdtion, & workglace covers bath the arganised and ur-organised fecion.

It alsa meludes all woarkplacas whether ownad by Indizn ar foreign company having a place of
wark in Isdiz, A per the A, warkplace mcludes:

Covernment orgenirationg, mcluding Covernment compeny, corparabion end cooperativa
sociEhes;

Frivele sectar nr&unis.:tlu:u. werture, $odiety, trest, NGO or sedvice ;:ln:n.'idl:r:. e, |:|||:|'r:dh‘:g
services which ere commercial vocational, educetionel, soorts, pri:-'Fﬂsiunal. enterbaimment,
industrial, health releted or fmancl actiwities; inc h.l.';lhg production. :-',ip::-I:.'. wale, distnbution
or service;

Hospitals/Mursing Homes;

Sports Insttutes/Facilities;

Places vistted by the empioyee (nclading white on travel) imduding transpoertation provided by
emphoyen

A dwelling place or house,

The Act defines the Unorganised Sector as:

Ary enterprise sovned by an individual or self-emplayed waorkers engaged in the production or
sale of goods or providing services of any kind;

Ay enterprise which employs less than 1o workers,

All women warking or visiting workplaces, forexample:
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3 WHAT IS SEXLIAL HARASSMENT AT THE WORKPLACET

“Lexunl Harmssment”" incudes anyone o more of the following tmwelcome acts or behaviour
{whether directly or by impication ), namety:

. Phesrs! contect or edvences;

2. A demsnd or request Bor sexysl fEwayrs;

h'l:lL:.'lE, senaliy coloured remarks;

.

Shawing D"."-'.'1-l:ilP__I'1:':‘5.'I'.-':

5. Anyother umeelcome physical, werbal or nonwecbal condoct of B sexu] nature

4 KEY ELEMEMTS OF WORKPLACE SEXLUAL HARASSRENT

Very often siustions that sizt off mnocently end up In inzppropiate eod unprofessional
behaviours, It important te remember thet workplace sesual harassament is sexual, unweloome
ard the e rperience i subjeclve. iLis the wnpscl 2nd not the infent that matiers and it almost always
oozurs in a metns of power. ITis posshle thet 2 woman may expenence 2 snghe instence of sexual
harassment or a series-of nodents over a periad of Bme. 1t & important alsa to remember that
each case s urigoe and shaold beexamingd = its own contest and socording to the sumaunding
Circumstanges as @ whia,

The foliowing table highlights the subdecties TEIE NS STEY T8 PREVENTIMLES

rabure of the experience and the rmpact it may RECOGNITION
have an the pershn nvoleed, imespective of the ‘Waorkpizoe Sexuzl Herammert i5

Imtoart of such hehaviour. behanour thet s
To eneble prevention of sexusl harecoment st UNWELCOME
the: wormpiace, ft & coriticed o recognize and SEMUAL innehane

diferentiate betveeen wekome and umwelcome A SEBIECTIVE asiperierice

seaual behaviour. Listed are some examples of — s
haw "umeelcome” and “welcome® behaviou ik e it kel i

experianied, Mien ocours i amstnx of POWER



| . : pui
Y: Hamthook on Seusl Haresument of Wornen st Workplace

UNWELCOME WELCODME

Feels-bad Feels good
One-sided Reciprocal

Feels powerless In-cantrol
Power-based Equality

Lrnwarsted Wanted

egsl Legal

Invading Open

Demeaning Appreciative
Causes anger/sadness Happy

Causes negative self-esteem Positive self-esteem

Impact of i|1.1|:||'_rr|;1;,:|ri.'|ld,- behaviour

The impact of sexal harassment af the workplace is farreaching and is an injury to the egual
rightt of women. Not only does it impact her, it has a direct bearing on the workplace productvity
as well as the development of the society. Below i a list of select examples of such negative
mmpacts,
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Profession.al Peisonal

« Drraazed work serforrmance & Depression
B mttacks
*» Incregsed sbsenteelim, loss of pay A s
* Trsumathi slress
# Lioss-of promotionsl opporiunitiss » Sleeplesmess
= Retletion from the respaniderd, or ¥ Sharme, guill, sel-blame
allesgues! nends of the respondent * Difficulty in concentrating
Headaches
= Subgected to goksn and sorakiny 2t work i
& Fatipue, |ozs of mothation
* Being objectfied + Perscral Dfficulties with tme
« Becoming publicly saxualed » Eating disarders [weight less ar gain)

» Feeling berryed and|or walated

» Feslog angry or vialert iowends the respondent
# Being ostradzed = Feeling prwerless

¢ Lossof confidence end seff estesm

& Oheer gl lass of trst in-pacple

» Frobi=ms with inbmacy

a Weakaned support netark = Withdrewal and isoletion

= Defamation

L Ha'r.rn! o refocee

» joband caresr consequUERCES

SERLIAL HARASSMENT |5 A SUBRFCTIVE EXPERIENCE

I 2o the High Court of Delhi endarsed the wiew that senzl hamssment 15 2 subjadthe
experience and for that reeson held "We therefore prefer to analyze herassment from the
[eomplainsnt’s] perspective, A complete understanding of the [complainant's] wew requirs..
an enalysts of the different perspectives of men and wiomen. Conduct that many men constder
unobjectionzbiz may offend many women., bien tend Lo view some formsof senual herassment,
g “harmbess sacial infefaclions b which enly overly-senditve wonben would ohjscl. The
chisrecterstically tnale view depicts sexis] herbedment as comparatively harmilass smussmant,
= Men, weha ere rarely vichims of sexus| sxvaclt, may view sexesl conductim & vesd e withaut
s full mporeciation of the socsl setting or the snderlying threat of salence that = women may

perCEive.

O, Puriita . odhl v, nion af rafia 5005 WP, (C) 367 2000 & OMS B2S, stqabiznng
2o o Septembier, 200, in the High Court of Delhi
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1.5

Befow are exemples of befeviour (hetl mey o
may not comstitule workplecoe sexual harassment
in isetion. At the same tme, it s imporiant

behaviour ocours im0 cluster.  Distinguishing
bebwesn these different possibiftes % not an
eaiy task and requires esserntial traming arsd skl

LHAMPLES OF BEHAWIOUNS AND
SCEMNARIES THAT CONSTITUE REXTIAL
HARASSMENT

remember that more ofie=n than -not, such

ht;id:ng_

Sore enarmples of behaviour thal constitule seaual harassment =t the warkplecos

1.

as

f=

wm

Masing senaly SUEEEsTvE remarks or innsEngd os.

Seripusor repealed offensiveremanks, suchas teesing refated to e person's by of Bppearence,
Ciffenshve comments or jokes

Inappeoariate quertans, sSuggestions oreemarks abaut 5 person’s sex life.

E:‘El:l'-El:u i-"lg zexist or gther offensive piciures, posters, mms, s, whaizsapp, ar emals,
Intimidation, thraats, blackmad arownd sexual favows,

Threats, intrmadation ar retalisticn ageinct an emploves wha speaks vp sbout unwelcome
behavipurwith sevsd averbanes,

Unwielcoimie spcial invikations, with sexial avertones commanhy understondd as firting.

Lneelcome sexual advances which may or may not be accompanied by promises or thrests,
eacplitit ot implicis
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Pleysice! contsct siuch ss tauthing or pinching.
Caressng, kissing or fandling someons agasnst her will (could be considened assault),

invasion of personal spece (fetting too close for no reason, brushing agamst: or cormenng
SOMEOne L

Parsistantly acking somenns ouf, desnlts being turned dewn,
Stalong anindhviduzl

Abizze of suthority or powes fo threaten a persen's fob or undermine her performance 3gainst
senual favours,

Falzely accusing 2nd indermineng a person behind dlosed doors for sexus] fzvours:
Cantroling & pesson's reputation by rumeur-mangeing shout hes private e,

Some examples of hehavionir that may Indicate underlying workplace semaal harassment and
marit ingairy:

13-
4.

Critacizing, insuftng, Blaming, reprimanding or condemning an smplopes in pabic
Exchysion from group actiitfes or zssignments without = valid ressoen.
Statements damaging = person’s reputation or career,

Remypding areas of respansibiity, unjustifiably.

Inapproprietely gong too ditle or {00 much work,

Constantly overruling suthority withaut just cassa,

LWniustsfiably montonng everytheng that is done,

Blaming en ndridual congtently for errars withea! st cause,

Repentedhy singling out an employes by assgring ber with demearing and belittimg jabs that
anenat part of her regular duties:

Insuilts or humilistions, repeeted sttempls to exclude orisolste = permson

! E-thma‘hcal.l:lr ml::rfqrmE wiEh nomal wark fﬂ{wﬂﬂf.'ﬂhntﬂﬁﬂﬁ places or ingtrements af

Wi
Humiliating = personm front of collesgues, engeging m smear campaigng.
Arottrarily taking osciplinary action against an emploves.

Canfroliing the person by withholding rescurces (time, budget, -aptanomy, 2nd tresning )
receEssEry f0 macoeed:

Sorme exzmphes of workplace behaviours thal may not corstitate sexual harassment:

1,

Following-up onwork absences;

Rienuiring performance ta job standards,
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1. The normal Sxercive of manegement rights.

4, Work-rplated siress £.g. meetmg deadlines or guality stendards.

5. Conditons of works.

6. Censtructive feedback about the work mistake and not the person.

2.6 FORMS OF WORKPLACT SEMLAL HARASSMEMNT
Generally workpiaoe sexial harasement refers to two comenon farms of napprepriate lehaviour:
¢ O Pro Qo (literzBy 'this for that')
- Implied or explicit pramise of preferentisldebrmental traziment in emaloyment
implied or express threat about ber present o fiture employment status
= Hostile Work Envircaiment
Creating a hestile, rm:m:htl:ng mr an offensye work enviranmens
Humilialing trestment likely bo affect her health or ssfety
1.7 SCENARIDS

The fallowang scenzrias heve been constructed ss exemples based on resl life experiencas of
wamen ot warkplaces. The scenarios attempt to buoild an url:l-:rinndaﬂ of the taa typesof
warkplace sexual harassmient as prescrbed by the Aot e, guld pro ae and hastile ervironment,

The phames i the lollowing examples are fctional and in ro vy reler b any individusl sive ar
dead,

A. Expmples of =oenarios that constitute quld pro gue o “this for that' type of sexusl
harassmant at the workgplaoe:

SCEMARID EXAMPLE 4

Kamini iz 2 bght young team keader working n g i centres Known 1o be forthright, she
dedicated, hardwarking and is a perfectionist,

‘Karnind stays back at work late one evening with her colleague Rawl to complete wark for an
importsnt presentation: Ravl offers to buy Karinl dinner ard Eter drop her home snce 2% been
2 fang day. After dinmer, Azl propases to Bzminl that e woald ke Rer o spend the mlght with
hiem. Bamini refuses palitely but frmly 2nd goes homea, Mexl evening, A2vi repeats his reguest and
an Kaminl's refusal, threatens e that if she deesa't give-dn, be will tell everyone that she meds a
pass at hem.

What it Workplace ‘this for that” Sexuml Harmsssment

In1 the sheve exsmple. Ravis threst bo Mamin that if she does ol sgres La his ‘reguest for 2 sexual
favour, he wall in refurn smeer her charscter at the warkolace 23 2 person who wenibs to use sexuel
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favaurs to-her adventags corstfutes gud pro-guo form of sexosl barassment: R’y bebasiour s
wnveeizomne; sepusl and has 8 negetive Impect on Eaminl.

ECEMARMY EXAMPLE 3

Rersaka is employed a5 a dom-este vworker whese she ksenpected b take core oF all 1he tusehald
Sl it atba Than poakig, M=t GF Bhe days, Bhie lady ol 1794
house leeves warly, Ranuks i theretore left gone in the hisse
with = mefe member of the hoesshald,

Rerpsle finds the mazle member constant®y feering 2t her when
Tie ts 2t home ard ofter welis arosund the house wiapped B
nathing kot o towed which makes herwery uncomfartzibie. On
ane ofcasian, wiln she-was peeeping. he pnched her hoftom.
When s pratastad that sha vl cosplain Lo tha lgsly of the
Bonse, e et el fo poete hin o1 sleging anil 1hat he wdl
erure thet she lozes Her job

Whet s Workplace Seaual Harpsarmeni!

mthe above example, themale member by threasening Renukato keep culer sbout the urmmesicome
physical contact i she wanss to cordinge with her emaolasyement commilts guls pro qus - form of
senanl harassment. #is behaviour ooruering In a masric of poesen, B unwelcome, sexual and has &
nagative rpast or Bamuka

SCEMARID LMAMPLE 3

Sammime 15 8 lewrper whoowonks 55 8 reseprcher of 2n KGO In Celhi grce 1003, O, Bevan i the
directar of the arganication and Pas shaeys advocated for the oo of kurven rghts:

Durireg 3r: official Tiehd oosit Lo Snimla for 3 esys, D Bavan finds @ opporfaniity 10 be sone with
Shambne andimakes 8 physical sthviende, Despite her protests, be fores himzelFan her while pheng
fimd and senunlly explicit detsils of b telabonships, bath past and present, wath women, When
she chestises tum end thresters to meke hisbehavour poblic, he threatens to destroy her oreer.

What = Workalace Seiual Binrassmeni?

in the above esamale, by threat=ning Shemima with the destruction of hee career, Or, Shoavan
commits quid prooquo sesual haresement, Wi physiol advancas and sexusl cersaersation ane
Ui ecnemiy Tor Shamima =5 aodur in s maka af poar.

&, Laamples of scenarios that constitute a ‘hostibe work envirenment” type of sexual
harascment at the workplisce:

SCEMAREDY EXAMPLE 1

Javandhl wepis in 3 garmend Peclary in Bangsloms,
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Yarghese, lanthi’s soperncsar. often ties o touch heronane o
the cther pretest. For ex=rmle, he sdieats hes dupattowhile sthe
is smwping ot harworstation on the pretest of covenng her badi
Jayanthi o verp uncomTorbale sith his behevioor, Her cofleafues
gl the werkplace miicade deyanthi and mock her for the *specis
trestrmant’ by her sperasoe, They often gessip about bhes and
warghass

what k& a Hosile Workplare Emvironment  Semial
Harassmeni?

I Bl abows enample, the pleeiial Douchrg iy Wl 1
ervelcame s senal in netlre. The gossio, whith & bated an
varghess's hohamdduar fowsets Layanshi 2% tha workplace, |3 Dwafing & bestile weok dnsdiamment
Fir Xeganthi,

SCENARIO EXAMPLE 2

Sukhi v a caily wage laboorer working =t & construchion site, Dvery -day st onch tme, Skt s2e
urrder the shade of the tree to feed her st-manth old badw, She finds tzrwinder, 8 worier, stenng
at ber from the dstance; Sukhi fesls mncomfortable 2nd asks Jecwinder ko ctay 2wy from fer
while she's feeding the baby. Howsver, Jaswrider persats 2rd shways finds 2 plece near hen The
groap of fellaw constroction workers now onstant |y coboall ond wikistie =1 Sukhi every time she
wabc their way ta refill the cament o martzr, ‘When che guestons them, they t=H her they zre
iy fokfng Srmomgst themselves

W el ds o Haws e Wik place Ensdrasimenil Feaal Haeassmend?

Optiri, slafking and gostgeng agamet Sukhi mn the above esamaole comlicie & hottie wirs
ervimonimerd, s form of workolace seius harsssmesnt.

SCENARIO EXAMPLE §

Sumedhe 32 Capiemwith the Indien Armry. She has refused an ofer madie by & Servor Ofcarfor s
rel=tiorabio, Samedha et Kept guiet about this expecence; but thanks to-the rumourmongesing
by the Senicr Officer, she has aoquired = mepatetion of bend = woman of ‘e viue’, Bow she
Is biatng subjacted fo repeated advances by three of her santior officer coffeagnes. When sha-turns
araond and protests; ste s singled cut for sddttional pegsical Enairieg.

what ia o Hostile Workploce Environment Sexunl Harassmen?

I the above sxample. Sumedna’s refsml to the s2aual odyanoes of her Senior Officer, issdc to
baar Being miblectod Lo rumaouns, gossin, themaotor assassination, urwitlcome semal advances by
wibwr alfiiers, and afifirar plkeriplinary acilom, This comnsERiAes Higdlili Wiark Ervelramimsril o ol
weorhplai e Sexunl Hepasameanl,
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SCEMARIO EXAMPLE 4
Asha iz a researcher at 2 media agency led by Dr. Purshottam, a well-knovwn journadist.

in the first few months of Asha's employment, Dr. Purshattam is very pleasad with her work and
publicly appreciates her, Soon after, Dr. Purshottam frequently summaons Ashs to his office on the
pratext of work snd makes verbal sexusl sdvances and sexuslly coloured remarks to her. He brushes
aside her protests by saying that they would not be able to work as a team unless she interacted
closely with him and they bath got to know each other well. However, once she categorically
rebuffed his sexusl advences, he has stopped, Now he ridicules her work and humiliates her in the
presence of collesgues and the staff. He discriminates ageinst her by allotting projects to her and
then arbitrarily withdrawing the work.,

What is a Hostile Workplace Environment Sexual Harassment?

in the above example, the workplace actions are & result of Ashe rebuffing the unwelcome, sexusl
adhvances of Dr, Purshottam and this constitutes hostiie work environment form of workplace
sexuel harassment,

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

“The meaning and content of fundormanto! rights guorantesd n the
Constitubion of indas are of sufficient omplitudes to ancompess afl focsts of
gender equality... ™

Lafe Justice L5 YVerma

sexual harassment in compliance with the Act. it also highlights the role of workpiaces in

This section descnbes those who are both responsible and accountable to prevent workplace
prohibiting workplace sexus! harassment through an effectively commiunicated palicy.

3.1 PREVENTIVE AUTHORITIES
3.4 WHO [5 AN EMPLOYER?
An employer refers to:

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

Any person (whether contractual or not) responsible for the manegement, supervision and
control of 2 designated workplace not covered under clause [1).

3. Apersonor & househald who employe or benefits from the employment of domestic warker
of women employees,

Lo
d

Employer
|
'§ % ;
Work place of
Government [ Local Private Workplace Dwenlling Houts ]
‘Bodies )
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12 WHO IS AN APPROPROATE COVERMNMENT?
As per the Adl, Approgriste Govermiment means:

I In redation 1o & werkplece which is estshlished, cwhed, contralled or wholly o substantially
fmanced by funds provided directly or indirsctiy—
2, By the Centra! Govemment oF tha Unson Tesitory 3dminlstration, the Central GCovemment;
b, By Lhe State Covernment, the Slale Covernment

Il inreladion Yo any warkplace nat covered under sifrclates {1 and falling within 195 territary, the
State Government,

Fo VWD 1% A DMSTHICT OEFRCER (i )r

Slate Govermments will motify 3 District Magistratersddibional Destrict Magistratel Collectar!
Ceputy Collector &3 & Districk Offices at the local level, The Distridt Offcer will be responsible for
cerrping aut the powess and functions under the Act st the districk levels [including every black,
taluka, tehsl werd, end municipa®y ).

3.3 RFSPOMNSIBILITIES OF THE AFODREMENTIONED AUTHORITIES

Under the law the employenD0 is chliged to crestis »oworkpiace free of sessl harssoment. it is
the responshility of the Emploperffectrict Officerin general to:

1. Crealssnd communicate & detsiad pelloy

7. Ensure swareness and orentaban on the mueg

3. Constitule Complaints CommAtea’s In avery workplace end district so that every working
waman Is provided with 2 mechanism for redress of her complaint(s);

4, Enwgre Complaints Commattees are trained m both skell and capacity)

E.  Prepere en arusl repart end fepord Lo the respeclive stade government;

6. Dustrict Qfficerwill also apooint a nodiaf oficer toreceive compianis ot the bocal level,

Fa21 Complaints Comenmitbee/y

The Aot peosides far téio Kinds of complaints mechanisme intérnal Complaints Committes
() and Local Complaints Committes (LOC)L All Complaints Committess must have sa per cont
renresentation of womens 100 or LCC members wilf hold thefr position not exceeding threp years
from the date of thair nominztion or sppoltment,

i} internal Complaints Committes (KT}

Every emplover is obiged to constitute an 10 through = written order. The |20 will He composed
of the fallovang members:
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% | Chaipersan Women warking a senbor el 3 amplopea; H rot availablo than
mnnkdﬁﬂwnﬁmmmhmﬂﬂdupm:rﬂmkﬂlmafﬁb
samie empkoyer

=z Members From amengst emgloyess commBted to the cause of womenl

| frrardimiam | kéving legal wrowled fefexpanence in socl wark

T I-I'I-Lmbﬂ' Eram amongst NGO associetians commitied ba the case of weomen |

[ ore prer=on fisrslise with the Bsue of Sexual Hemsment

Whare the affice ar agminitaive usits 872 weskplace are Aoated a diffsrent plare< dhsbon o
sifi-tivisiom, an K Fes b be set wpal every sominislratme unil ol alfoe.

LD ARL MANDA DY
The employee vehe bed 2 imdemental Aght to 2 warkplece: free af sesusl herzssment, had
compizined shout syl Farssmeat Accoring to-ihe Court, had the organisaten comphed
with the Wianada Guldelmes and sef up ducha Comalaings Enmrnll:llr,h'prll.-lm:ﬁn haneh
wioitd Feve been thresdokes
Y Ensiruda place whore wimpn ewnployeos could spek fedrpsss
f g Bert e clear messafte o the woplece that pith compisints vwirald be snguired into by &
specisily desrsted commitize wih elermal eupertae;
+3, Frevesteda seces-of Ingation thet folowed:
Henee, the Madres nghfun-rrmﬂ:. Lﬂ'mlndqm_n'_ntnmnnpluguh'tmmn

+ epnsdibien af & Complabyis Smremilled by This emploser, 76 par Hie izhals Golcilines 31 the
tne ol Eheconipiaint, (e Sesiet Hargsament of Wemen ol Wodiplace Aull sty lad not heen

ermcied]l

M G 155 Movesaft Techrologies Lhd, Modros High Dot (LR N o0 of pond arder dated
wauog, 7oy Drigmed Petiben Soaly of zom

1} Local Comalaints Commilties (LCC)

Tha Destrict Oefficey will convakRule 38 LS B awidi VR sorms P amialalis win imen An Dhie ianargssiizidl
s Lar of wniel aslshishitiersds 16 work i g emerormetll Tree GF seossl haisssmes) The LOC wil
resee comalsnis:

I, Fermoweomen working i an crpzenisation heeing lesythan o workers

. When the complaint = agamst the employes umzels;

3. From domestic workers.
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e Member Eligibiisty
1

| Chaipgrson Hemingted from amengst Bhe eminant wemen in the Bald of
cocial ik 2nd comemitted to he <ause of wamen

3. MeEmber Hoeminatad fram amongst the women warking In the black, |
tatokia or tebed o wiard or mundcipallty in the district

S 2-MeEmbers Momested froes  smongst. such NGCessacatio

commEted to hm&dmnﬂmmhﬁtum

rolsting b seviat Faracsment, prowided Ehats

*  Atleostone must be o women

v At beast one mist hove 2 bsckground of low or degal
hnowtledge

3. Ex OfRzio mamber Thee canoermed affcer desling with social weetfare or women snd
chid m:lnpﬂ:nt inthe :hslrl"

'lErl cfsfmmomsm T '-'\-u-'rrbd:ﬂw = 5- -1} :llE.. '-h iy T --r"-:r-'n '.b: e T T

3f External Members on the Complaints Committesis

Tha Azt refars to swhernal membent which gensrally mears persans who Reve sxpertise with the
issue of seusl emassment. Given the fargely irtangible reture of workpleoe sexcsl harzssment,
thers arez ramge of compleaities mvelyed in responding eFecineely o workplace seoued harsssment
camphints. Far this reason, external third party] members on the Complaints Committas)s (fram
ol Encinty or deged background] chiokd pascros the following attribotes:

1. Demperileatid kidwiedEe, k0l arul Capadity I dealing will workplaos sesusl harpagmsl
tymizeacmpleird s

. Saund graspand practice of the begal sxpect roheabons

Such expertse will greatly benefit Complants Commvttees in berms-of ter2nd infarmed handing

of complarts to lead tosoond ourcomes. These maternal third party reembers shalf be pmd for

their s2rdcason the-Complants Commattess =8 prescribed.

Correra for the External Hnli}ﬂ

A'persan familier ri'ﬁumrdmynﬁmnu‘ would meen-siech persans who hayve expertise
n seues reladed b oxual haressment and may nolude amy of the 1'|:v|1u'rvrh1.g.

o A lzst 5 wars o e ence 35 6 sochl workes, u.lnr‘&qu-uﬂimnn‘l. ompasarmant
and in pecticolar; acdrecsing wanpface seous! haressment;
(& Faenbianty with i@t serving, ohd or creningd e
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3.2.2 Sexuzl Harassment at Workplace Pollcy

Employers{District Officers =ve responsible for complying with prohibition, prevention and
redress of warkplece sexusl harsssment. In practice, this means having & policy that: (1) prohibits
unwelorme behaviour that constitutes workpiace sexuzl harassment: {2) champlons prevention
of workolce sexual harassment through arlentation, swarenass and sansitization sessionsy and
(3} provides 2 detziled framewerk Tor redrass,

3.2.% Dissemination of Information and Awareness Generation
Employers{ District Officers have 2 legal responsibdlity to:
1. Effectiwely communicate @ policy that prohibits unwelcome: behawiour that construtes

wearkplace sexual harassment, and provides 2 detaiked framework for prevention and redress
ProCesses,

2. LCamy out @wereness and orientation for all employeas.

3. Create forums for dizlogue e, Panchayst Raj instituzons, Gram Sabhas, Women's Groups,
Urban Local Bodies or like bodies, as appropriate.

4. Ensure capacity and skifl plding of Complaints Commitiess.

5. Widely publicize mames end contact details of Complainis Committes members




NOILO3S

s

Redress

*eBber [ime hoy o wihem wornes must b ghle do fesl liberated ang
emongipoted from whet could Be fundamentally aparaishe cendition
dgainal O T o Lo T TR T :Il.lrri?'ﬂ'\dl:r"'.':r k& dxdtrrmd g s ds
prenatile by wamien, THis il bexudl dutaramy in ihe .r""'-"""! dugres -

Late Chiaf Justice LS. Verrma, Justics Venma Commitiss Aeport, o3

endwhat a complaint should cantzin. It alio gives information and lays out the stess invabved
when & compleint has resched the Complaints Committes, in terms of the process; findings

Thls section is about Redress. It provides helpful nfarmation on wha can complain, ta wham,

End recommendetions.

4.0 WHO CAN COMPLAIN AND WHERE?

| COMPLAINTS COMMITTEE |
I casa of mantal incaga
Incase of physiat mcapacy: iyt
Complainants relative - Coamplalnant’s Iriems
- Complatrant’s frnd . Spedal educakar
- Cowearksr + Oualified psychiatrstipsychologist
- DOfficer of NCW or 5CW - Guardian/authority under
- Ay person who s wihiode care the complainant
krwiedge of the incident I§ TRCREIN TraATmant e
with the written consent . Any persan with knowbedge
of the comglamart ot the incident, paintly with
By periam merticned abave
I cage of Complainant’s Lo 3 = e to
. Fi the complaint for any ather
Any person with snowledge of reasar; o
‘tha incidemt with the writien By amy parsan wha has knowledgo
consend of her legal heir of thet ingidengt with her wnitan
[SH LT L
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Gererally, where there-are less than benowioriers, ahy women emplayee can camplain o the Lacel
Compleints Commitbes with the support of the Nodsd Officer, whenrequired, it bs the responsibility
of the Mstrnct Oficer to designate & person as the Nodel Oficer in esery blodk, tahdee =nd tehisil
i rural or trbal aress =nd werds oo municipedites 0 the urben arees, t3 recese ihe complaimts
of warkplace sexual harassment from women. The Modal Officer will forward all such complaints
within seven days of its receipt to-the concermned Complaints Committes for appropriate actian,
in mast other warkplaces, 2 women emplopes cen meke » complaint to the internsl Complaints
Crmmitiee.

A2 WHAT SHOULD THE COMPLAINT CONTAINT

The wHtten corglaint should containa description of eachincident{s) 1 should inclode relevant
dates, tmings andlocalons name of the respondent] =} and the warking refatianshlp between tha
parties, & persan designaled Lo manage the wodkalzce sexual haresement comalizint i reguired b
provide saxxiencein writsig of the compleint # Ehe complainant seeks it Far any regson.

4.5 WHAT CAN AN EMPLOYEENORKER EXPECT?

When = comes ta redress farworkpiate sexusl herzssmert, employesworker has 2 right fo expect
-2 trmingd, skiffed 2rd competent Complaints Committes, & me. bound process, informetion
:l:-nﬁE.:r-.'.":u.'-l:',., asmurance of nom-retaliation, cu-urrpr]'hﬂg or other erabing support where needed
and assstance i the complanant opts for criminal procoedngs.

43 A. FIGHTS OF THE COMPLAIMANT

»  Anempathetic attiude from the Complaints Committes so that she can state her grievance in
a feardess emvironmant

v A copy of the statement slong with =1 the svidence =nd 2 list of witnesses submitted by the
respandesnt
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= Hesping her identily confidentis! throughout the process
+  Suppart, inlodging Fim in case she chooses o lpdze criminal procerdings

® [0 cmse of fesrof mGimidetion from the respondent, ber statement can be recorded n sbsence
of the respondent

= Right o appesl, i cage, not satified with the recomimendations findings of the Complaints
Commitiee

43 B. RIGHTS OF THE RESPONDENT

= A patient hearing bo present his case in 8 norcbizsed mannes

¢ A copy of the statement aiorg with all the endence end a list of witnesses submitted by the
comalainart

*  Kesping hisidentity confidentisl throughout the proceas

= Right to appeal in (a5e not satisfied with the recommendationsfindings of the Complaints
Commities

A KEY RESPOINSIILITIES

Tir effectively address workplace sewwal harassment complaints, @ Complents Committess muest
first bie @ware of their key responsibaities, some of which are highlighted beliw

1. Be HmeJEi'l.lgll Fm:pur:ld
Koy tive Ack, Palicy sndiar relewent Service Rubes
Cather and record all relevant information

3
4. Determine the main isaees in the qnmphﬂnl‘
5. Prepare refevant interdiser questions

6. Conduct recessasy inberviews

7. Ensure parties are made aware of the process and their rightsrespongbiities within it
& Anglyse mformetion gathered

9, Prepare the report with findingsirecommendstions

a5 KNDWLEDGE, SKILLS, TRAINING

Cealing with workplace rexual harmssment complaimts B often complex, Hence Complamts
Commitier)s miast possess crifical skills{capacity to effectvely carry aut their rofe. That Inclisges
2 sound grasp of the Adt Vishahe Guidelines, applicable Service Rules, relewant laws and an
understanding, of workolace sexual harzssment and related bssuss, Cemplaints Committee skils
st frchide an - abdity lo sentheste infarmation e, relevant docum antd, Lhe Loy and intensans,
They should lse be sbie to communicste effectivaly, wiite deerly, listen sctely 2nd sonduct
imterviews. They should be compestent st showmng empathy. beng mpartisl snd being thomoogh.
They should be eble to identily sexpat harassment andits mpact.
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ALamplaints Committesfs is regoired ba be trained n both skil! and eapacity te carry aat = fair and
irfarmed mguiry into & complsnt of workplece sexus| harsssment. An absencs of such traming
will lead bo unequel =nd unfer results; whidh can costemployers, empioyees, complainants zs well
23 rEsponcentis,

FRITAND INFINTMED BROQLUIRY

‘Withm & month= of joining The Sistesman newspeper; Bina Mukerijee lost her job, 'While
the company alleged that her wark was "tardy’™ and “lacking m quelity” it suppressed Rine’s
campiaint of sexial herscsment agnmst the news coardmetor, ishen doshi Within her first
manth of wark] Ama hed taken her complaint directly to-the Menaging Director, Bavinder
Kumer. Time pesped, nothing happened and Rins was fired. in2 r=re displey of social condext
immght mnd clarty, the industial Tribunel [Vear Bengsl) cej=cted the Stmtssman’s deim shat
Rma onby referred to “professonal™ haressmentin hcrr_l:rn'rphh'l:tt.n'l.‘r. Eumsar, inthe Tribonal's
wiewy, M, Kkumar's fallure ta dig deeper was drarly suspect: ', #t becomes clear that there was
no  Commities on Sexual Haressment aspor the Honble Supreme Court's difection i Yishaka
ws Sizte of Aajasthan, edstng in The Statesman, &t that relewant time .o expect-the lady
workman to file 2 wilten complzint 2nd notto bebeve the same, when It has Beeri filed "2t 3
leter date’ is shesr bigs," The Statesman wes ordered 1o reinslate Rinz and grant her full back
WagEL

B The Stztesman Lid: and Smt Ring Mukherfee, Order of B2 Kumal, Judge, deted 06022013,

| Fourth ndustrial Labaur Tribunal {West Bengal

g6 DO"S AND DON' TS FOR COMPLAINTS COMBITEE
DS
1. {reate anenabling meeting enviromments

7. Llse b-r.a'_.- '.:-m-gua-ge that communicaies
conmglade atferifion (o e pardies,

Treal the complainant with respect.

3
4. DOscard pre-determmed ideas,

5. Delennime the hamm.
DONTS
. Cetegdresme,

insst on @ graphic descriplion of the sexual
harazsment,

Intemupt.

4, Disciess the comalaint in the presence of the
comatzmant or the respandent,
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&7 NON NFGOTIAREFS TRIRFNG THE INQILHEY PIOCESS

[irme = rachecs o uess [he Camgplante Commiflee's = regured losssure conhderdisbly, ran-
ref=tislnon end recommeend aberm measures 13 needed bo conduct s-fam inguery.

4.8 ENE SCAVAL HARASSMENT COMPLVINT PHOLESS

The Lgrrpleerts Commitbesfs mesds 10 have informebon oo the siz sisges (incloding fifteen steps];
geteited befoi, for sddressing B comzlent of workpsz oo sl herassment

Stage One [ Receipt of the: Stage Thriw - biterviess
ﬁp_ﬂﬂ!nm ¥l vigve i
Hi1ll-p-r'.-_i|--hmw " Wr-ﬂ',
Lt T _ e 3%
“Hiep w1 Maet and K 1o e Wi g s Anuk e the neplryenr
G L 10 g i 0f ti Ifoerrad lon aodercsed
ﬁ-rr-ﬂﬂdkﬁﬂrquﬂlhﬂ 'd"
“j:hfdrr-ﬁt-ﬂ-ﬂ-h
-Sinp & 1 Formameshindsm Stage For
“Bhp v R 2l il e s St bt A bl e dess ife
beirrmrentken el during e
Stae Sie: Regrors Stage Five : Finding. ¥top m Erewte & e fp teip
Step 1y 1A Tg T and Rieciiin ity STAHIN the seqieece o event.
Bl {' Step thr" = 'P natarsid £t carmmlninn
Sep ‘:?Ilmm ﬂ-rl_l:'ﬂl
Ao mimielatiens wrETLA S i snch of
pel Tl riwETaTT e b T AL

STAGE CHMF- RECEIP] CIE THE COMBL AN
A feir, proepty end impartisl mguery process sterts with g Complemts Commitiee cspeble of
creating =n ervdranment of trest 2nd confidence throughout the ingery,

Step i £ Recetee and Acknowledge Recelpt of the Complalnt

Tha codmplainirt abenitca m..;l'h:mim:ﬂ:cm‘pllhr i warling withis nres monbhe of the fEet
alkegid inchdeal to Tha Complainde Comsnitied o any of e persan designated by the argrnizating
oistoct Officer (Le. Modal Dficer) o receive 2nd rmanege complaings of sexunl barzsmernit.

im-ﬁmﬂmﬂh-m st ianal esponsiblity
rtrliinnﬂrll Ehat both the Cammitan and any 'other perEcn drl-'r-lm!hyihl organiationg
ﬂiﬂatt-l:lﬁb:rtﬂ recnbveéar athereice handle a Emlﬁmulﬂﬂhﬂhﬂ:uqltd

| competincy and aaif hullding training formandging a romplaint sndioe any cances refatad &
| wtrvkplace séml hamsenént,
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Upan receipt, the camplams sneud be reveved Far

T inthe comtest of warkplace thet the sewnaad harmssment coenplest & to be metwith irder the
Act. such 2 Service Rules, Workplace Policy, vishaka Coideiines and relsted lows.

7. Clarty In e complaing.
4 Addibong infarmabon needed rom ke compéamant,
The-samplalasil will e ralifed in wiiting o stknowledge receipl.,

Ehenenty of the Behavioor

T pamplaing needs Lo satsly the Falosdre o mels

"I he& respandant i njplaypes 3 2 1ot g iy Ths .4 1% havecr
petot iy di e aedfo wras firacled b cumirglanii gl e raid in e
oFEshe conduct shich may thecorrplainanl, ecperienced warkplaos or at arip
wemtm it rmrkplace LT bebe kot g e
FEWa AN ST related towe

Siep 1z Meet and Talk to the Compdainant to Explone Optiens. far Formal and Infoamal Resodstion

The complainant needs ta Se rformed about the ensaing process and #he informal or Sormal
cobioms aaaiabie far the redress.

Siep 4 Infarmal Mechanium

I¥ the compiainant drooses to adoat the rrmeal process ta rescue her complaintlecoerience
of workplace sewal harsssment, than & Is the respesashilty of the person desigrated 10 receivn
e msenage this Complamis Cammdites Faarplore anabling sps o sidress the complait, This
o inchdle coursefing. educsling, orignting, or wairmg [he respundent (6 promptly skop The
uriveicame befmnowr o sppombmg = neutrsl person bo B2i e a :.::Im:!ll-et-:t" eEtween 1he pacties
toresolve the complemt theoagh condletion

Howewar, bafore recommending conaliston, the Committes: must- essess the seversy of the
situpbion znd if necessary, ndvise and erabie the compisrars to opt for the farmal route. At no
port. the Comalamts Commaties will adiise the compleinent 1o resohve the metter directly with
the respandent. Where such 2n informal process = successful, soch reschstion is 1o be recarded
by She comciiator ans forwanded to: e ICCILCC who in temy will forwand the same to the
emplavesDiskict Officer far further actlon based an the mesokron. Emplayers!DEtric: Offcers
ara Fespanabls far taldng cléps 1o ensure that 1he camplainant & nob et 1oany aackizsh,

The cholce of @ lormal process testy wil fhe comtplainant ever F e persin restoredie Ao
rrh.:nm'r! the complaint belieyes thet this can be resobred through =n infarmal procezs,

Siejr 42 Foiinel Meclsiiiumn

1 IFthe complemert apts for formie! rednesy, ar the netuse of the complemt = sergus whichioalls
far farmal redres, then the {omplamts Committee respands 1o the complent
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3. Complaints Committee’s mermbers must bz free of eny conflict of interssh with either Lhe
concemed parties or with the outoome,

3. Ensure that the independent third party member has sound knowledge, =kil, and sxpenience
i desling with workgplace sexual harassment complaints,

Step st Respandent and Response
1. A5 per the procedure provided in the Sandce Rule; or in 2beence of the same

2. Within sewen days of recenng = compisint, the Compleints Committes will wfomm the
respondent in writing that a comploint has been recened.

5. The respandent will heve ga oppoclurlly to respand Lo the camalaint in witing wilkin Len dayd
theresfiar,

alAGE TWCL FLANNING LAREFLULLY

Step &: Prepare the File

A soung inguiry relies an spund prsparation. This inclgdes taking into ancount the folfiowing stops:
1. Docment etion

Create an independent confidentlal fileof the complaint srd all subsequent related documentation,
2. Review Law & Folicy

Have & clesr knowdedge and enderstanding of the ActPules s well a2 the relevant Service Bules,
Warkplace PoScy, Visheks Guidelines, exiting prachioes snd reigted levs.

3. Make a List

Make = it of =l the detes and everts refating to the written complent 2« well &8 the names of
witnesses, where apphoable,

Belevant Witnewses
The complaint may indude the names of people befleved to have witnessed tl'tieglﬂhddﬁﬁ'
uﬂmﬂnmﬂ%m#nﬁuﬁmﬁtﬂgﬂm&mmmﬁ
wmdnm'ﬂtmmm in addition, the U;-mphmu Commiiles
-#ilia e the dis cretion Lo call any w:mwnﬂmwmw
ta the inguiry process.

4. Supporting Docueents
Cbtain and review all supparting docaments relevant to the complaint, icloding those
presented by the complainant and the respondent,
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5. Act Quickky
Create @ plan, This can be used 25 an initial checklist to énsure that allof the critical elements
sre covered. It includes:

3. Thznames of the partfes and witnesses to be interviewad
b Any documentary sepport that needs to be examined

¢. Timeline

Preparing the Plan - Key Elements to Consider
1. Defining the issues
Wihat i the complaint
Questions ar paints that require clarfization
2. Determining a violation of the Pollcyiact
What information & needed to determing that there has been 2 viclation
3. Logistis
Venue for conducting the interviews. Are special logistics required
Creatng timelines for ench
4. Critical Information
What documents need to be looked 21
Witnesses to be guestioned and in what order
5. Areas of Questioning
Question for each perticularissue
Ixsises lkaly Lo require follow-up

Step 7: Consideration
1. Imterim Menpsures

‘While a complaint is pending inquiry, 2 compiainant can make a written reguest for her transfer or
the transfer of the respondent, orfor leave {upte 3 months). She can also reguest the Complamts
iCommittee to restrain the respondent from regorting on her work performance or writing her
confidential report or supervising her academ|c activities {in caze she & Ineducational institution].
Even in the absence of sucha request, the Complzints Committes must take cormective actian. [tis
ssgential to take these actiong in order to prevent potentiz] ongeing sexual harsssment,
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1. Support

Manfaln clezs, timely commumicathon with the perties throughout the progess. Provide

comalzinants with amy specfic assistance they may reguire, such as counsefling, addrassing health-

refated concerms or senciianing of leave,

STALE THMBEE: INTERVH

step 8: Prepace an Interyiew Flan for the Hearing: Complainant, Witnesses, Respandent

1. Based on the results of the previous steps 2nd before conducting interviews, the Complaints
Committes should decide which E3ves nzed La be pusved for guestiening,

1. Intersewss are meant to abtain mformation thet s relevant to the complam® from indeend als:

3. Inkepedewd showld be condueted with sach perisn senarodely and in confidence, The consplainet
ored ther respondant should mob be Brought foce bo face with sach other.

Intarviewing Tips

1 Introdisction &, Turestloning
Questoming the parpes and Petermene betorefhmnd the followsing:
willnirises In A sijustian of o et plsce and onder of inlervieaws,.

wirkpisie secusl faress-
et 0 sersiive fask The * Dustans and thair order

Coniphal s CrmimliTee muT = Time forsach Interview

thecelire proceed with Cienerally ety an questioni related to wh, what, whars, when
cmpathy, while appredating vl b, Fgiit wmilswi-

M Gimes, B different weriIn L o estiond ot 16 bee chiar ind fosised,

aithe facts
= Oibtwin s prch mfarmadion ad pestible through the
IntErvime,
= Do not dhre nformat ion gathered from other sounoes,

§, Thoose an Appropriste #: Ewplain the interview . Becoreli uf tha Inierview
T FrOeRLE Taku notes ard s phan
T crsafie Lrusty comiart ard Enpdain bvow tha Intardow will she necd for a proper
Ggrmess lre gavinduicied sind vehat b Fecisd

Eapected

. Manage the nterdow 7. Slgn Statomeenis
Tie Chafeperian of the Al e comcllgiai of Dhe iedesaew, hnve
Complaints Cammities s Ehoss fntereiswed, sign aned date
responedle for enguring the ptatemeEnis o e arel recorded before
P erveEss are cotrect by carriaed tha Cosmplainis Coenmitlas

et 2l e praces s folerenid
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Slep gt Assess the Completeness of the informsation Collected

At this stzge, the Complalnts Committee shauld review the infermation gathered ared their factual
refevance to ach aspect of the comalaint, This will hkelp determine whether there s enough
irfarmation to make 2 finding on e compiaint,

STAGE FOUR: REASOMING

Slep o Once the infarmstion 2nd review @ complets, the Complants Commites will make g
ressaned findingls), which imealves having tac-

+  |dentify the substance of each aspect of the complaint.

= [Determine, whether or nol; on = balsnce of probability, the armyeicome sexiel herassment
tock place.

»  Check that such behaviourioonduct falls within the definition: of seaual harassment set out in
the relevant AclRules, Polley, Sarvice Rides or lave.

+  Comment onany underying factes(s) that man have comtributed to the Incdent

Step n: Creste 5 tmelne to help est=bash the sequence of events relaled to the compiant.

Step 41 Compare simfiarities and dfferences within each of the statements made by the
imterview s,

STAGE FIVE: FINDING AND BECOMMINDATION

Slep 1k Finding

Hazed on the abave, the Complamts Commattee muest ermve 2t & Bnding of whether the complaat
iz upheld, not upheld arinconclosive.

Provided, whera both the partiss are employess, belars fnelising the fmdings, the FOOLCC dhall
sheme its fnding with both Lhe perbies and provide them an cpportunity to make representstion
zgeinst it befors the Committes.

Step 4 Recammendations

Hased on its findings, the Complsints lommittee shall then mzke zpproprizte recomamendztbons

which may michoder

1. Where the Complnts Committes & unable to upheld the comolaint, it shall recommend na.
ackion

7. Where the Complainis Committes wphelds the Complint, it may recommaend such action
as stated within the relevant Folioy or Semvce Rules; which may sclude 2 waming fo
terminate.
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In case service rules do not exist, recommended action may inchedes

»  Dcplinary sction, including a writben apology, reprimand, warning, censure;
»  Withholding promation] poy rese/ increment;

& Terminabon:

+  Counselling:

*  CoampmEnity service.

3. The Complaints Committee may also recommend financial damages to the complzdnant, while
daciding the amount they shall take Inte considerstion:

= Mental trauma, pam, suffering and emotional distress caused;

o Medical expenszes incurred;

= Lossof carcer oppactunity;

2 Income and finencia! status of the respondent.

i the amound s nol paid it can be recoyered 22 an arress of land revenue,

4. The Complsints Commities canalso Eive sddifionsl recommandstiong to eddress tha unded:,lln.g
factors contributing to s=xusl harsssment &t the workplace,

STAGE S1x: REPORT
Step 15: Writing the Report
The Complaints Committee will prepare a fAnal report that contains the followng elements;

» A description of the different sspects of the complaint;

* & description of the process fallowed;

# A description of the background informetion and documents that support or refule each
aspect of the complaint

& An u.nnl}'f.ﬂ:ufih informetion obtained:

*  Findings 23 stated above;

# Hecammendalions.

an Inguiry must be completed within go days and a final report submitled to the Employer or
District Officer {as the case may be) within ten days thereafter. Such report will 2lso be made
available to the concerned parties. The Employer or District Officer is obliged to act on the
recommendations within 6o days. Any person not satisfied with the findings or recommendations
of the Complaints Committes or nonimplementation of the recommendations, may sppesl inan
sppropriste cowrt or tribumal, as prescribed under the Service Rules or where ne such service rules
mxigt, i such menn=r a2 may b= prt:l:nb-l:cﬁ,
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Given that most workspaces today are gender unequal and male-dominated, it is imporiant that
complaints by women be treated fairly and not dismissed. The mere inability to substantiate a
complaint. or provide adeguate proof will not attract legal action against the complaimant.
However, making 2 false or malicious complaint or producing 2 forged ormislezding documentisan
offence.

4.9 AT A GLANCE

1) Complaints Committee"s Checklist

#  Rewiew the written complaints and response to complaints
* Review the applicable palicy, the Act/Rules, Vishaka Guidelines and other relevant [aws
* Developz plan

*  Meet with the complainant

*  Meet with the respondent

=  Meet with the witnesses

+ Record statements and have them dated and signed

s Rewview and adapt the plan. 2s needed

=  Proceed with further inkerviews, as needed

= Anghze all the facts to develop reasoning

* Arrive 2t the findings

s (e recommendations

* - Prepare the report

= Submit the file to the organization or District Officer for implementation of the
recommendations and for safe keeping.
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INQUIRY PROCESS AT A GLANCE
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inauiry will
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Civomn
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v
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b subemitted to the
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within 10 days
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1} Timedines a5 por thae Act

Er.i:ri'-'nl:lFE:l-r:Fﬁh:I mﬂjmﬂufﬂ-htrﬂ-ﬂ
Hatice b the Respandant Within 7 dtys ol receiving capy of the comalaint
Completion of Inguiry Within sa days
Submission af Report by ILCLCC to ‘within 10 days of compietion of
loyar B0 Sk
mplemeniatian of Reca fmbicm Within o deys

3 Confdentiality

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

Thie Azt prohibils the daclsaoie gk

= Comtents of the complaint

= [dentity end address of complzinant. respondent end witnesses; infocrmation pertainmg to
congiiiatoryfinguery proceedings or recommendations of the WCLIC

* Action teken by the empliopedDO.

Accounkabllty: Ary person entrested with the duty to handle ordeal with the comapkzint; fngulry
ar any recammendations of action teken under the provislons of this Act.

Consequences: A5 per the Serace Aules or Asg.poal to be coliected by the emplayer,

Exception: Disemination of irformation regarding the justice secured without tisclesere of name,
addreia, idenlity and harlicidsrs af complainanl of wiknesdes,

Section 4 comphetes the detafs of the Complaints Committer procecs In gddsessing formsl
complsints, 1t serves 332 auideline to action in providing approgrizte redress, The manrer Inwhich
goomrplaint i addressed witl make all the difference te the equal rights of working women 25 well
g5 the kind of workplade cutture baing oremoted.
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Monitoring

“Wizhako was o victory for ail wormen™
Bhiairrarar] Dawi

Mipnitoring is a2 way to ensure compliance of the Act on the ground. As an additional means
of mondtoring. the Act mandates the submission of Annual Beports with spectic information
as well 23 specific conseguences where compliance is lacking,

Thl; section refers to ways in which application of the Act 2t 2l workplaces is monitored

The At autharizes Approprizte Covernment ta monited the mplementation of the Act Ag per the
Act, Apmropriste Government mesns:

L Inreletion to & wark;;l.ﬂ-u: which i astablizhed, owned, contralied ar 'n-.rl'b‘ihl or -:-ubi‘.':nﬁhlbr
financed by funds srovidsd directly ar indirecthy-
&, By the Centrzl Covernment or the Union Territory administration, the Central Governmants
b. By the State Government, the State Government;

L Inrelation to amy workplace not covered under sub-dlause (i) and falling within s tervitory, the
State Givernment;

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

5.4 Inspection

in refation to workplace sexual harassment, when it is in the public interest or m the interest of
weamen employees, avery employerfDistrict Officer can be ordered by the Appropriate GCovernment
Le. State and Central Covernment, to maka zvaliable 2ny information, record or document,
including apentng its workplace for nspection relating to the same,

.3 Annial Repoit

The Appropeizte Government s entrusted with the monitoring of the implementation of thes Act
znd for maintzining the date on the number of cases filed and disposed of under it. In partioular,
the Actmandates submission of an Anmusl Repart by the ICULCT to the employenDistrict Officer.
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The District Officer will forward 2 brief report on the annual reports to the appropriate State
Government. Such reports must include the following information:

a. Mo, of complaints received;
b. Mo.of complaints disposed of;
Mo, of cases pending for more than go days;
di  Mooof workshops/awereness programmes carried outs
e. Mature of action taken by the employer/D;
The Report of IO will be forwarded to the DO through the employer.

5.3 Penalties
An employer can be subjected to 2 penalty of up to INR 50,000 for:

* Feflure to constitute intemal Complaints Committee

& Failyre to act upon recommendations of the Compleints Committes; or

& Failure to file sn annusl report to the Districk Officer where required; or

= Contravening or abtempting to contravene or abetting contravention of the Act or Rules.

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

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

= CancellationWithdrawal/Non-renewsl of registrationflicense required for carrying on business
of activities.

Monitoring is & critical yardstick to measure success in terms of compliance with the Act.
Additionally, it hizhlights those areas, in terms of law and practice, which may require improvement
andor additional information and guidance at both the State as well 2= the workplace levels.
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Global Norms and Good Practices

l

noreasag awarensss and compliznce with miemanore! standards = & reminder that we mest not
liorme ﬂ-aq'rrafﬂ'm gp.ul. Crver the years. the infematoral commurety has developed berchmarks
that provide guidance omwhat the [aws around warkpiaee sexual harassment should laok ke in

prachce=. The key benchrmacks are listed Gelow:

1
7.
ER

4,

wn

&,

Recogriticn Lhal workplece sexusl herasement is 8 form el human rghts valston
Racagnition that sexual harassment is & form of genderspecific vialence
Equsitty, dignity end worth of 2 human person must be emphesized.

Cender-based viplerca Ingludes sexual haresemant and tmpairs the engayment by women of
severzl basic humaa nghts and fundamental freadom:" Some of these rights Include

= Thenght to life, the nght 1o likerty 2nd sacunty of the person.

= Theright toegual pretecton snder the .

«  Theright to the highest standard z2ttanable of ghyscel and mental health.

- Tha right to |ust and fevouralde conditions of work,”

Elimirerting wislence agamst women 2nd sdvancing women's equaity modudes the nght to be
free fram warkplace sexual harsssment.

Legislation on viglence agsinat women should define viclence Lo indlude sexusl harassment,
Such legislation should afso recagneze sepusl herassment 23 2 torm of decrimination and-=
victetion of women's rights with heelth 2nd s=fety conseguences”

The Infemations! Labour Organization (LO] has sSo dewn spedfic attention to domestic
wiarkess, who have a nght ta Yenjoy effective protection agsnst all farmsof abose, hamassmient
and viclence, "

In terms of practice, international lew and podicy framesrorks have =n important nods o play m
enccar@ging the sdaption of =n understanding of sexual haressment =5 2 fundamental kuman
rlghl: ared Equulrl::.' Esue, and not just a problem for Rhowfemployment law to sobee,

Converting these concepts into practice irvobres consant monitoring and adapting to changing
ciroumstances. A a sterd, sk simple steps to keep in mind and practics in 2my warkplace should
itteabe Ui lollowing:




- Hand book o Sexus! Heresmmnert of Woman ot Workptacs
s

1. Mahie sure there s 2palicy thathas been Ysffectively™ commuonicated bo all woskers, irespactive
of whether they sre peid or voluntesrs,

2. Dispisy detzifs ot both gifenmal and formal ways svallable to 8 worker to address/camalain
abieat workpace sexual harassment,

3. Undertake onentstion on workcplace sexuzl hamssment Tor ol workers m respecine
orgzmizations; establishments or msmtutions,

4. A Complaints Committes which & trafned In terms of skill-and capacity Is critica! for bullding
Erost.

5. Encoursge senior personsleaders/supervisars or 2ny persan wha can mfluence employment-
refated decivions, fa become robe models,

B, Menand women should be inchaded in buiding s culture which no longer tolerates workplece
s= sl harsssmient:

Legzlty, warkplace sexuat hargzssment tan notonger be dismissed 25 some morgl transgresshan,
The Visheka Culdelies rafsed that bas, when for the first Ume @ recognized “each Incident of
semasl harassment™ 21 2 viglslion of the fundamental right Lo eguality, Thal nolion hes found its
wiay into the Act, which promaobes the right of women e cibizens to & workplsce free of w=gesl
harazsment, Complainds Committees 2t all workplaces ane now cherged with the rale Lo ensare
it the Fight ramaite nlact, thiough & dar, informed, gses-friendly pracess of redrase,

Pricritising prevention 2nd establshing a redress mechamism, which compeses of 5o per cent
wamen, 3 womandhalr and an extemal third party expert. 5 Ind'snavative modelin respinaing
to warking women's expedience of sexuzl harassment, Assuming adeguate changes fallow,
irt bath lew and gractce to meel giobel benclmarks, thal model can eviolve into an exempiary
best practice, Ta get there, workpléces in ncis boday, must fdue Lo the requirement of promaeding

gender equality,

Do gerzi SRSV O o o g By Toirani e oA vl TTevinatae al e Pasve e off Dleornmenanion 2o rHs S oime.
= iy o i an e Elmunatios of &5 oo off eodimina e sg i Yeamas | S0V
-2 8
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