
     
        

      
      

    
 

 
          

    
   
 

    
    
  
 

   
    
  
 

     
     
   
 

         
     
  
 

     
    
  

 

 
           

        
            

            
               

               
               

                
               
             
             

    
 

            
          

   
 

Composition of ICC for employees of NIC & NICSI with email/contract number and 
procedure for filling offline/online complaint including rules/regulations of THE 
SEXUAL HARASSMENT OF WOMEN AT WORKPLACE (PREVENTION, 
PROHIBITION AND REDRESSAL) ACT, 2013 including duties of ICC, NIC and 
manner in which an inquiry to be conducted. 

I.   Name, Email/Contract Number of ICC  Members  

1.  Smt. Alka Mishra, Scientist `G’, NIC and Chairperson, ICC  
Email: amishra@nic.in  
Phone: 011-24305395  

2.  Smt. Rachna Srivastava, Scientist-G, NIC and Member, ICC  
Email: rachna_sri@nic.in  
Phone: 011-24305810  

3.  Shri Shashi Bhushan, Scientist-G, NIC and Member, ICC  
Email: bhushan@nic.in  
Phone: 011-24305471  

4.  Smt. Prisca Lakra, Deputy Director, NIC and Member, ICC  
Email: prisca.lakra@nic.in  
Phone: 011-24305446  

5.  Smt. Manasi Mishra, Head, CSR and External member of ICC  
Email: manasi@csrindia.org  
Mobile: +918800324129  

6.  Smt. Shobha Rani, Section Officer, NIC and Member Convener of ICC  
Email: shobha.c@nic.in  
Phone: 011-24305491  

II. Procedure  for  filling offline  /online  complaint including rules/regulations of the  THE SEXUAL  
HARASSMENT  OF  WOMEN AT  WORKPLACE  (PREVENTION,  PROHIBITION  AND  
REDRESSAL) ACT, 2013  

(1) Section 9 of the Sexual Harassment of Women at workplace (Prevention Prohibition and 
Redressal) Act, 2013 regarding 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. 

mailto:shobha.c@nic.in
mailto:manasi@csrindia.org
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(3) Also, Ministry of Women and Child Development, Government of India has developed an 
online complaint management system titled Sexual Harassment electronic – Box (SHe-Box) for 
registering complaints related to sexual harassment at workplace by women, including government 
and private employees. Any woman facing sexual harassment at workplace can register their 
complaint through this portal. Once a complaint is submitted to the ‘SHe-Box’, it will be directly sent 
to the concerned authority having jurisdiction to take action into the matter. 

For registering complaints related to Sexual harassment at workplace through the SHe-Box, a valid 
email id is required. The registration of complaint through SHe-Box is very easy. To register 
complaint, please click on the tab Register Your Complaint as shown on the screen. The next screen 
will ask information about the nature of office where alleged act(s) of sexual harassment took place 
(Government/Private); choosing the right tab will open a complaint registration form. After filling 
all the necessary details, kindly click on the submit tab for its submission. Once the complaint is 
submitted, a confirmation message, is sent to your email id (mentioned in the complaint form) 
containing a link through which you can use your email id as userid for the account created on SHe-
Box and, generate a password to view the status of the complaint from time to time. For details 
regarding registration process, kindly read the User Manual uploaded on the website. 

(4) THE SEXUAL HARASSMENT OF WOMEN AT WORKPLACE (PREVENTION, 
PROHIBITION AND REDRESSAL) ACT, 2013 and rules/regulation of the act are attached. The 
said Act and its Rules/Regulations are already available at https://www.indiacode.nic.in. 

III. The  duties of ICC  for  employees of NIC &  NICSI and  manner  in  which  an  inquiry  to  be  
conducted  from  the date  complaint is  received till  report is  submitted.   

(i) The ICC, after considering/hearing complaints from the women employees posted in NIC 
or NICSI, takes appropriate action on such complaints and submits its action taken report thereon. 

https://www.indiacode.nic.in


 

       
      
        
    

      

         
             
  

 

DO'S AND  DON'TS  FOR  PREVENTION OF SEXUAL  HARASSMENT  AT  THE  WORK  PLACE  

DO's 

•   Do remember that women have the following fundamental rights under constitution: 
o   Right to Gender equality Right against discrimination on grounds of sex 
o   Right to practice any profession or to carry out any occupation, trade or business 
o   Right to Life and Liberty 

They must be taken care of in work places. 

Do remember that the Constitution of India requires the State to make provisions for securing just and 
humane conditions of work and for maternity relief. Provide for the same in the work places for the 
working women. 

DON'Ts 

•  Don't  infringe the fundamental rights of women, a s  they  are  enforceable  under Article  32 of the  
Constitution a nd h ence, attract  legal action. 

•  Don't crib special  provisions made  for  women b ecause  they  are made  within the  ambit  of the  
Constitution of Indi a.  

•  As per  Section  66 of the Factories  Act,  no woman sh all be  required or a llowed to  work in a ny  
factory  except  between t he  hours  of 6.00 A.M. a nd 7 P .M. 

•  Do  not forget  to  show due courtesies  towards female  employees  and  colleagues. 
•  No  employee should e ver  indulge  in sexual harassment  of a woman e mployee  at the work place.  If 

you do, you will  be  liable for disciplinary proc eedings.  For this  : - Don't indulge  in  physical  
contact and  advance  directly or   indirectly, t owards  woman  employees. Otherwise, it would  
amount  to sexual harassment. 

DO's 

•   Do  remember that  the constitution also  makes  it  the duty of e very c itizen o f India  to  renounce  
practices  derogatory t o the dignity  of women.  Guard against the  same.  

•  Do  always  endeavor to c reate  and sust ain  conducive  environment for  work. 
•  Do  remember that  all  of us have a collective  responsibility  to  protect  our Human R ights and  

eradicate behavior, whi ch is  unacceptable  and  discriminatory.  
•  Women's  rights are  human  rights.   
•  Ensure  adequate  personal  security  for  employees  specially  women.  
•  Do  take appropriate  steps at the work place to prevent  sexual  harassment.   

DON'Ts 

•  Don't ever pass  sexually colored remarks  on woman  employees.  
•  No  employee should e ver  show or attempt to sho w directly or by implication pornography  to any  

woman  employee. It would amount to se xual harassment  of a  woman employee. 
•   Don't ever indulge  in a ny unwe lcome  physical, verbal  or non-verbal  conduct  of a  sexual  nature  

with any wom an employee.  Any such behavior amounts  to se xual  harassment  of a  woman  
employee. 

•   Do  not  treat women  employees as  sex objects. Do not  place women  employees at  disadvantageous  
position  in c onnection  with their  employment.  

•   Article  51A(e) of the  Constitution imposes  on  every  citizen  by way  of fundamental  duty the  
responsibility to  renounce  practices  derogatory to  the  dignity of women.  The  Honorable  
Supreme  Court passed  judgment in  the  case  of Vishaka  and  Ors.  Vs. State  of  Rajasthan  &  
Ors., AIR 1997   SC 3012, wherein  'sexual  harassment'  has been  defined as under:  



   
    

   
  

       

        
             

 
        

  
       

            

           
          

 
        

        
 

           
      

         
        

  
         

        
   

       
     

"Sexual harassment includes such unwelcome  sexually determined behavior  whether  directly  
or  by implication,  as  : 

•  Physical contact and advances;  
•  demand or request for sexual favors;  
•  sexually colored remarks;  
•  showing pornography;  
•  any other unwelcome physical, verbal or non-verbal conduct of a sexual nature."  

DO's: 

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

•   The victims of sexual harassment should have the option either to seek transfer of the perpetrator 
or their own transfer. 

•   Do remember that sexual harassment of woman has been held as violation of her fundamental 
right by the Hon'ble Supreme Court * 13 and hence, is justifiable (violation can be challenged in 
Courts). 

•   Sexual harassment is a disciplinary offence as per the Supreme Court. Hence, the rules/regulations 
and standing orders relating to conduct and discipline of the employees need to be amended for 
taking departmental , action in such cases. 

•   The Company has a 'Complaint Committee', to deal with cases of harassment of Women 
Employees with designated coordinators at branch offices. Anybody having a complaint can 
approach it.  

o  Besides departmental action, for sexual harassment, the Disciplinary Authority must not 
miss to invoke criminal remedy under the Indian Penal Code: 

   -Assault or use of criminal force to a woman with intent to outrage her modesty is a 
cognizable offence under Section 354 with laid down punishment of imprisonment 
for 2 years or fine or both. 

   -Uttering any word or making any gesture intended to insult the modesty of a 
woman is a cognizable offence under Section 509 with punishment of simple 
imprisonment for 1 year or fine or both. 

Don't make a baseless complaint of harassment. That will adversely affect the credibility of the 
complainant in particular and the dignity of women in general. 
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THE SEXUAL HARASSMENT OF WOMEN AT WORKPLACE 

(PREVENTION, PROHIBITION AND REDRESSAL) ACT, 2013 

ARRANGEMENT OF SECTIONS

CHAPTER I  

PRELIMINARY  

SECTIONS 

1. Short title, extent and commencement. 

2. Definitions. 

3. Prevention of sexual harassment. 

CHAPTER II  

CONSTITUTION  OF INTERNAL  COMPLAINTS  COMMITTEE  

4.  Constitution of Internal Complaints Committee. 

CHAPTER III  

CONSTITUTION  OF LOCAL  COMPLAINTS  COMMITTEE  

5. Notification of  District Officer. 

6. Constitution and jurisdiction of Local Committee. 

7. Composition tenure and other terms and conditions of Local Committee. 

8. Grants and audit. 

CHAPTER IV  

COMPLAINT  

9. Complaint of sexual harassment. 

10. Conciliation. 

11. Inquiry into complaint. 

CHAPTER V  

INQUIRY  INTO COMPLAINT  

12. Action during pendency of inquiry. 

13. Inquiry report. 

14. Punishment for false or malicious complaint and false evidence. 
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16. Prohibition of publication or making known contents of complaint and inquiry proceedings. 

17. Penalty for publication or making known contents of complaint and inquiry proceedings. 
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DUTIES  OF EMPLOYER  
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19.  Duties of employer. 

CHAPTER VII  

DUTIES  AND  POWERS  OF DISTRICT  OFFICER  

20.  Duties and powers of District Officer. 
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23. Appropriate Government to monitor implementation and maintain data. 
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THE SEXUAL HARASSMENT OF WOMEN AT WORKPLACE 

(PREVENTION, PROHIBITION AND REDRESSAL) ACT, 2013 

ACT NO. 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 I  

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
1 
 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 

II, sec. 3(ii). 
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(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; 

(g) “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; 

(j) “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; 

(l) “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; 
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(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; 

(ii) 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:— 

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

(ii) 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 II   

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 III  

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  
1
[Local  Committee].—(1)  Every  District  Officer  shall  constitute  

in the district  concerned, a committee  to be known as  the “
1
[Local  Committee]” to receive complaints of  

1.  Subs.  by  Act 23  of  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 
1
[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 
2
[Local  Committee]  within a period of  seven days.  

(3)  The  jurisdiction of  the  
2
[Local  Committee]  shall  extend  to  the areas  of  the  district  where  it  is  

constituted.  

7.  Composition, tenure and other terms and  conditions of  
2
[Local  Committee].—(1) The 

2
[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 
2
[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  of  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: 

8  



 
 

  

           

         

  

       

        

 

           

         

   

 

          

            

  

   

    

 

    

      

              

 

     

 

  

    

 

         

       

           

 

       

          

         

 

          

        

 

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. 
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(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; 

(f) 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; 

(g) 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 VII   

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 
1
[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  of  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; 

(f) 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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(l) 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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रकार॒ मिहलाअांे
29 द्वारा प्रदत्ता शाित्कयांे का प्रयागे करते हुए॒ िनमनिलिखात िनयम बनाती है॒ अथााॅत

) इन िनयमाें का सिंक्षापत मिहलाअांे का कायॅसथाल पर लैिंगक उतपीड.न (िनवारणा॒

ारीखा काे पव॒ृृतत हांेगIे

तक सदंभाॅ में अनयथाा अपेिक्षात न हाे॒ -

ल पर मिहलाअांे का कायॅसथाल पर लैंिगक उतपीड.न (िनवारणा॒ प॒ितषाधेा एवं प्रितताषेा)
का 14) अिभाप॒ेत है; 

े अ

ांतिरक सिमित अथावा सथाानी

ांड (ढ) में यथाा

काेइॅ धाारा अिभाप॒ते है;

ॅ एेसा वयित्क
ै॒ िजससे उनके वयित्कगत मतभादेाें एवं अावशयकताअांे का समाधाान हाेता है; 

यहां पय॒ुकत हैं अाैर पिरभाािषात नहीं िकए गए है॒ं  िकंतु अिधािनयम में पिरभाािषात िकए

लए  फीस या भात्ताे :

िनयुत्क सदसय॒ अातंिरक सिमित की कायॅवािहयाे
हांेगे॒  अाैर उत्क
ी से अथाव
ेंगIे

ें िनिदॅषट भातताें के सदंाय के िलए उततरदा

D. NO. D. L.

नइॅ िदलली

MO

केंद॒ीय वारणा॒ प॒ितषाधेा एवं प्रितताेषा)
अिधािनयम॒ 2013 (2013 का 14) की धाारा िनयम बनाती है॒ अथााॅत

लैिंगक उतपीड.न (िनवारणा॒

(2) ये राजपत्र में प्रकाशान की

इन िनयमांे मे॒ं  ज

िनयम'' से कायॅसथ वारणा॒ प॒ितषाधेा एवं प्रितताषेा)
अिधािनयम॒ 2013 (2013

''िशाकायत'' से धाारा 9

''िशाकायत सिमित'' से

''घाटना'' से धाारा 2 के िभाप॒ेत ह

''धाारा'' से अिधािनयम क

षेा िशाक्षाक'' से काे के साथा एेसे ढंग से सचंार
करने के िलए प्रिशािक्षात समाधाान हाेता है; 

यहां शाबद अाैर पद जाे िधािनयम में पिरभाािषात िकए

अांतिरक सिमित के सदसयाें के

गैर-सरकारी संग ठनाें मेंे ाजेन के िलए प्रितिदन 200
रूपये के भात्ताे के हकदार न या वातानुकिूलत बस से
तथाा अाटाेिरकशाा या टैक वक राि
प्रितपूितॅ के भाी हकदार ह

िनयाकेता उप-िनयम (1)

RE

का कायॅसथाल पर लैिंगक उतपीाड.न (ि
अिधािनयम॒ 2013 (2013 का 14) की धाारा 29 द्वारा प्रदत्ता शाित्कयांे का प्रयागे करते हुए॒ िनमनिलिखात

(1) इन िनयमाें का सिंक्षापत मिहलाअांे का कायॅसथाल पर

िनयम'' से कायॅसथाल पर मिहलाअांे का कायॅसथाल पर लैंिगक उतपीड.न (ि

पिरभाािषात लैंिगक उतपीड.न की घाटना

गाें
करने के िलए प्रिशािक्षात है॒ िजससे उनके वयित्कगत मतभादेाें एवं अावशयकताअांे का

यहां शाबद अाैर पद जाे यहां पय॒ुकत हैं अाैर पिरभाािषात नहीं िकए गए है॒ं  िकंतु

ं के अा
सदसय रलेगाड.ी से थाी॒ टायर वातानुकू

वासत
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मिहला एवं बाल िवकास मंत्रालय 
अिधासूचना  

नइॅ िदलली॒ 9 िदसमबर॒ 2013 
सा.का.िन. 769(अ).—कंेद॒ीय सरकार, मिहलाअाें का कायॅसथाल पर लैिंगक उतपीाड़न (िनवारणा, प॒ितषाेे॒ा एवं प्रितताेषा) 

अिे॒ािनयम, 2013 (2013 का 14) की े॒ाारा  29 द्वारा प्रदत्ता शाित्कयाें का प्रयागे करत ेहुए, िनमनिलिखात  िनयम बनाती है, अथााॅत:्— 
 

1.   संिक्षापत नाम अाैर प्रारंभा.—(1) इन िनयमांे का सिंक्षापत मिहलाअाें का कायॅसथाल परर  लैिंगक उतपीड़न (िनवारणा,
प॒ितषाेे॒ा एवं प्रितताषेा) िनयम, 2013 है। 

(2)  य ेराजपत्र मंे प्रकाशान की तारीखा काे पव॒ृृतत हाेंग।े

2.  पिरभााषााएं.—इन िनयमाें मंे, जब  तक सदंभाॅ मंे अनयथाा अपेिक्षात न हाे, -

(क)   ''अिे॒ािनयम'' स ेकायॅसथाल पर मिहलाअाें का कायॅसथाल पर लंैिगक उतपीड़न (िनवारणा, प॒ितषाेे॒ा एवं प्रितताषेा)
अिे॒ािनयम, 2013 (2013  का 14) अिभापेत॒ है: 

(खा)   ''िशाकायत'' से े॒ाारा 9 के अे॒ाीन की गइॅ िशाकायत अिभाप॒ते है: 

(ग)   ''िशाकायत सिमित'' स ेअांतिरक सिमित अथावा सथाानीय सिमित अिभापे॒त है: 

(घा)   ''घाटना'' स ेे॒ाारा 2 के  खाड (ढ) मंे यथाा-पिरभाािषात लंैिगक उतपीडऩ की घाटना अििभापेत॒ है: 

( ङ)   ''धाारा''  स े अिधािनयम  की  काइेॅ  धाारा  अिभाप॒ते  है; 
(च)   ''िवशाषेा  िशाक्षाक''  स े काइेॅ  एसेा वयित्क  अिभापते॒  है  जा े िवशाेषा  जरूरता ें वाल े लागेा ंे  क े साथा  एेस े ढंग  स े सचां र 

करन े क े िलए  प्रिशािक्षात  है॒ िजसस े उनक े वयित्कगत  मतभादेा ंे एव ं अावशयकताअा ेंका   समाधाान  हातेा है;   
(छ)   यहा ं शाबद  अाैर  पद  जा े  यहा ं पय॒ुकत  ह ंैअाैर  पिरभाािषात  नही ं िकए  गए  ह॒ ैं िकंतु  अअिधािनयम  म ेंपिरभाािषात  िकए  

गए  ह॒ ंै उनक े अथाॅ  वही ंहागंे॒ े जा े अिधािनयम  म ें िदए   गए  हंIै  
3. अांतिरक  सिमित  क े सदसया ंेक े िलए   फीस  या  भात्ता े :   

(1)    गैर-सरकारी सगंठना ेंमे  ें िनयुत्क सदसय, अातंिरक सिमित की कायॅवािहया ंेक ेअायाजेन क ेिलए प्रितिदन 200 
रुपय ेक ेभात्ता ेक ेहकदार  हागें, े अाैर  उत्क सदसय रलेगाडी़ स ेथाी॒ टायर वातानुकलून या वातानुकिूलत बस स े
तथाा अाटािेरकशाा या टैकसी स ेअथावा यात्रा पर उसक ेद्वारा खाचॅ की गइ ॅ वासतिवक रािशा, जा े भाी, कम हा े
प्रितपिूतॅ क ेभाी हकदार हागंंेे।े

(2)   िनयाकेता उप-िनयम (1)  मंे िनिदॅषट भाततांे क ेसदंाय क ेिलए उततरदायी हाेगा । 
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4.  लैंिगक  उतपीड.न  से  संबंिधात  मुद्दाें  से  पिरिचत  वयित्क  :   धाारा  7  की  उप-धाारा  (1)  क े खाणड  (ग)  क े प॒याजेन  क े
िलए  लिैंगक  उतपीडन.   स े सबंिंधात  मुद्दा ें स े पिरिचत  वयित्क  एेसा  वयाित्क   हाेगा  िजस े लैंिगक  उतपीडन.   स े संबंिधात  मुद्दा ें पर  
िवशाषेाज्ञता  प्रापत  हा े तथाा  इसम ें िनमनिलिखात  म ंे स े काइेॅ  सिममिलत  हा े सकगेा  -  

(क)  समाज  काय ॅ क े क्षाते्र  म ें कम  स े कम  5  साल  क े अनुभाव  वाला  काइे ॅ सामािजक  कायकॅता ॅ जा े मिहलाअा ंे क े
सशात्कीकरणा  तथाा  िविशाषटतया  कायॅसथाल  पर  लिैंगक  उतपीाडन.   की  समसया  का ेदूर करन े क े िलए  अनकुलू 
सामािजक  िसथाितया ेंका  सृजन  करन े का  मागॅ  प्रशासत  करता  है;  

(खा)  एसेा  वयित्क  िजस े श्रम॒ राजेगार॒ िसिवल  या  दािंडक िविधा म ें अहॅता  प्रापत   हIै  
5. सथाानीय  सिमित  के  अधयक्षा  तथाा  सदसयाें॒  के  िलए  फीस  या  भात्ताा  : 

(1)  सथाानीय  सिमित  क े अधयक्षा  उत्क  सिमित  की  कायॅवािहया ंे क े अायाेजन क े िलए  प्रितिदन  250  रूपय े (दा े साै  पचास 
रूपय)े  क े भात्ता े क े िलए  हकदार  हागेंIे 

(2)  धाारा  7  की  उप-धाारा  (1)  क े खाडं  (खा)  अाैर  खाडं  (घा)  क े अधाीन  नामिनिदॅषट  सदसया ेंस े िभानन  सथाानीय  सिमित  क े
सदसय॒ उत्क  सिमित  की  कायॅवािहया ंे क े अायाजेन  क े िलए  प्रितिदन  दा े सा ै रूपय े क े भात्ता े क े हकदार  हांेग े अाैर 
रलेगाडी.  स े थाी॒ टायर वातानुकलून॒ वातानुकिूलत  बस  स े तथाा  अाटािेरकशाा या टैकसी  स े अथावा  यात्रा  पर   उसक े
द्वारा  खाच ॅ की  गइ ॅ वासतिवक  लागत  जा े भाी  कम  हा॒ े की  प्रितपिूत ॅ क े भाी  हकदार  हागेंIे   

(3)   िजला अिे॒ाकारी, उपिनयम (1) अाैर उपिनयम (2) मंे िनिदॅषट भाततांे क ेसदंाय क ेिलए उततरदायी हाेगा । 

6. लैंिगक  उतपीड.न  की  िराकायत  :  धाारा  9  की  उप-धाारा  (2)  क े प॒याजेन  क े िलए॒ 

(i)   जहा ं वयिथात  मिहला॒ अपनी  शाारीिरक  असमथाॅता  क े कारणा  िशाकायत  करन े म ंे असमथा ॅ है॒ वहा ं िनमनिलिखात  द्वारा  
िशाकायत   फाइल  की  जा  सकती  ह ै -  
(क)   उसका  नातदेार  या  िमत्र  ; अथावा  ;   
(खा)   उसका  सहकमीॅ; या    
(ग)  राषटल्रीय मिहला अायाेग या राजय मिहला अायाेग का काेइॅ अिे॒ाकारी: या 

(घा)   वयिथात मिहला की िलिखात सममित से काइेॅ एेसा वयिकत िजस ेघाटना की जानकारी है । 

(ii)  जहा ं वयिथात  मिहला॒ अपनी  मानिसक  अक्षामता  क े कारणा  िशाकायत  करन े म ंे असमथा ॅ है॒ वहा ं िनमनिलिखात  द्वारा  
िशाकायत   फाइल  की  जा  सकती  ह ै -  
(क)   

   
  
   
   

उसका  नातदेार  या  िमत्र; अथावा  

(खा) काइे ॅ िवशाषेा  िशाक्षाक; या   
(ग) काइे ॅ अिहॅत  मनािेवकार  िवज्ञानी  या  मनावेैज्ञािनक; अथावा   
(घा) संरक्षाक  या  प्रािधाकारी  िजसक े अधाीन  वह  उपचार  या  देखारखेेा  प्रापत  कर  रही  है; अथावा  

( ङ) उसक े नातदेार  या  दाेसत  या  िवशाषेा  िशाक्षाक  या  अहॅता-प्रापत   मनािेवकार  िवज्ञानी  या  मनाेवैज्ञािनक  या  सरंक्षाक 
अथावा  प्रािधाकारी  िजसक े अधाीन  वह  उपचार  या  दखेारखेा प॒ापत  कर  रही  है॒ क े साथा  सयंुत्क  रूप  स े काइे ॅ एेसा  
वयिकत  िजस े लैिंगक  उतपीडन.   की  जानकारी  हैI 

(iii)   जहा ं वयिथात  मिहला॒ िकसी  कारणा  स े िशाकायत  करन े म ंे असमथा ॅ है॒ वहा ं उसकी  िलिखात  सममित  स े एसे े वयिकत  
द्वारा  िशाकायत   फाइल  की  जा  सकती  है॒ िजस े घाटना  की  जानकारी  हIै  

(iv)   जहा ं वयिथात  मिहला  की  मृतय ु हा े जाती  ह ै वहा ं एक  ि’ाकायत॒  घाटना  क े जानकार  द्वारा  उसक े िविधाक  वािरस  की     
सममित  स े िलिखात  रूप  म ें फाइल  की  जा  सकगेी  I  

7. िराकायत  की  जांच  का  ढंग  - 
(1)   िशाकायत   फाइल  करत े समय॒ धाारा  11  क े उपबधंाा ेंक े अधयधाीन   िशाकायतकता ॅ समथाॅक  दसतावजेा ें तथाा  सािक्षाया ें

क ेनाम एवं पता के साथा िशाकायत की छह प्रितयां  िशाकायत सिमित काे प्रसतुत करेगा। 

(2)   िशाकायत  प्रापत  हाने े पर॒ िशाकायत  सिमित  उपिनयम  (1)  क े अधाीन  वयिथात  मिहला  स े प्रापत  प्रितया ंे म ंे स े एक  
प्रित  सात  काय ॅ िदवस  की  अविधा  क े भाीतर  प्रतयथाी ॅ का े भाजेगेीI   

(3)   प॒तयथाी ॅ उपिनयम  (1)  क े अधाीन  िविनिदॅषट  दसतावजेा ंेकी  प्रािपत  की  तारीखा  स े दस  िदन  स े अनिधाक  अविधा  क े 
भाीतर  दसतावेजा ंे की  सचीू   तथाा  सािक्षाया ंे क े नाम  एव ं पता  क े साथा  िशाकायत  पर  अपना  उत्तार   फाइल  करेगाI  

(4)    ि’ाकायत  सिमित  नैसिगॅक  नयाय  क े िसद्धातंा ंे क े अनुसार॒ ि’ाकायत  की  जाचं  करगेीI  

(5)    िशाकायत  सिमित  का े जाचं  की  कायॅवाही  समापत  करन े या  िशाकायत  पर  एक  पक्षाीय  िनणाॅय  दने े का  अिधाकार  
हागेा॒ यिद  िशाकायतकता ॅ या पत॒यथाी ॅ पयाॅपत  कारणा क े िबना  यथाािसथाित  अधयक्षा  या  पी ठासीन  अिधाकारी  द्वारा  
अायािेजत  लगातार  तीन  सुनवाइया ेंम ें अनुपिसथात  रहता  ह ै या  रहती  ह ै :  



        

     परतंु सबंंिधात पक्षाकार काे अिगक्रम मंे िलिखात रूप मंे पनदक्रह िदन का नािेटस िदए िबना एसेी समािणत या एक 
पक्षाीय अादशेा पािरत नही ंिकया जा सकेगा।  
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(6)   पक्षाकारा ंेका े िशाकायत  सिमित  क े समक्षा  कायॅवाही  क े िकसी  चरणा  में  अपन े मामल े का  प्रितिनिधातव  करन े के  िलए  
िकसी  िविधाक  वयावसायी  का े लान े की  अनुमित  नही ं हागेीI    

(7)   जाचं  का  सचां लन  करत े  समय॒  ि’ाकायत   सिमित  क े कम  से  कम  तीन  सदसय  िजसम ंे यथाािसथाित  पी ठासीन  
अिधाकारी  अथावा  अधयक्षा॒ हा॒ े उपिसथात  हागंे े I  

8. जांच  लंिबत  रहने  के  दाैरान  िराकायतकताॅ  काे  अनय  अनुताेषा  :  वयिथात  मिहला  क े िलिखात  रूप  म ेंअनुराधेा  पर॒ 
िशाकायत  सिमित  िनयाते्का  स े िनमनिलिखात  की  िस फािरशा  कर  सकती  है  :  

(क)   वयिथात  मिहला  क े काय ॅ िनषपादन  या  उसकी  गापेनीय  िरपाटेॅ  िलखान े तथाा  इस े िकसी  अनय  अिधाकारी  का े 
अाबिंटत  करन े स े प॒तयथाीॅ  का ेअवरूधा  करना  I   

(खा)  शाैिक्षाक संसथाा के मामल ेमे ंवयिथात मिहला की िकसी शािैक्षाक गितिविधा का पयॅवेक्षाणा करन ेस ेप्रतयथाीॅ का ेअवरुधा 
करना । 

9. लैंिगक उतपीड़न के िलए कारॅवाइॅ करने की रीित : एसे ेमामलांे का ेछाेडक़र, जहां सवेा िनयम िवद्यमान हंै जहां
िशाकायत सिमित इस िनषकषाॅ पर पहंुचती है िक पक्रतयथाीॅ के िवरुद्ध अिभाकथान सािबत हाे गए हंै, यह यथाािसथाित िनयाते्का या 
िजलािधाकारी स ेकारवॅाइॅ करन ेकी िसफािरशा कर सकती है िजसमंे िलिखात रूप मंे क्षामा याचना करना, चतेावनी जारी करना, 
डांटना या िनदंा करना, पक्रानेनित राकेना, वतेनबढ़ातेतरी या वतेनवृिृद्ध राकेना, पक्रतयथाीॅ का ेसवेा समािणत करना या परामशाॅ सत्र मंे 
भााग लेन ेया सामुदाियक सेवा करन ेका अादेशा दनेा शाािमल है।  

10. िमथया  अथावा  दुभााॅवपूणाॅ  िराकायत  अथावा  िमथया  साक्षय  पर  कारॅवाइॅ  :  उन  मामला ंे क े िसवाय  जहा ं सेवा  िनयम 
िवद्यमान  ह॒ ैं जहा ं ि’ाकायत  सिमित  इस  िनषकषा ॅ पर  पहंुचती  ह ै िक  प॒तयथाी ॅ क े िवरूद्ध  अिभाकथान  दुभाॅावपणाू  ॅ ह ै अथावा  वयिथात 
मिहला  अथावा  ि’ाकायत  करन े वाली  अनय  िकसी  वयिकत  न े यह  जानत े हुए  िक  यह  िमथया  ह ै ि’ाकायत  की  ह ै अथावा  वयिथात  
मिहला  या  ि’ाकायत  करन े वाल े िकसी  वयिकत  न े कटूरिचत  अथावा  भाा॒मक  दसतावजे  प॒सतुत  िकए  ह ंै ता े यह  यथाािसथाित  िनयाेकता 
अथावा  िजला  अिधाकारी  का े िनयम  9  क े उपबधंाा ंेक े अनुसार  कारॅवाइ ॅ करन े की  िस फािर’ा  कर  सकगेी  I   

11.  अपील  :  धाारा  18  क े उपबधंाा ंे क  अधीन॒  धारा  13  कT  उप-धारा  (2)  क  अधाीन   या  धारा  13  कT  उप-धारा  (3)  क  खण ड  (i)  या  खण ड  

(ii)  क  अधाीन  अथवा  धारा  14  कT  उपधारा  (1)  या  उप-धारा  (2)  या  धारा  17  क  अधाीन  कT गयी िसफािरशों  या ऐसी िसफािरशों  को कायाॅिनवत न िकए जान  
से व यिथत  कोई  व यिक त  औद्याेिगक  िनयाेजन  (स थायी  आदेश)  अिधिनयम॒  1946  (1946  का  20)  कT  धारा  2  क खणड  (क)  क अधाीन  अिधसिचत  अपीली 

प्रािधकारी  का े  अपील  कर सकगेा  ।   

12. /ाारा 16 के उपबं/ााें के उललंघान के िलए दंड - /ाारा 17 क ेउपब/ंााें क ेअ/ाीन, यिद काइे ॅवयित्क /ाारा 16 के
उपबं/ाांे का उललंघान करता है, ता ेिनयाते्का एेस ेवयिकत स ेशाािसत क ेरूणा में पांच हजार रूपय ेकी रािषा की वसूली करगेा । 

13. कायॅराालाएं  अािद  अायाेिजत  करने  की  रीित  :  धाारा  19  क े उपबधंाा ंे क े अधाीन॒ प्रतयके  िनयाते्का.- 

(क)  कायॅसथाल  पर  लिंैगक  उतपीडन.   क े प॒ित’ाधेा॒ िनवारणा  एव ं प्रितताषेा  क े िलए  एक  अांतिरक  नीित  या  चाटॅर  या 
सकंलप , या  घााषेाणाा  तैयार  करगेा  तथाा  उसका  वयापक  प्रसार  करगेा॒ िजसका  अाशाय   िलगं  संवदेी  सुरिक्षात 
सथााना ंे का े बढा. वा  दनेा  तथाा  एसे े अतंिनॅिहत  कारका ंे का  िनवारणा  करना  है॒ जा े मिहलाअा ंेक े िवरूद्ध  प्रितकलू  
काय ॅ पिरवशाे   म ेंयागेदान  करत े है; ं

(खा)  अांतिरक  सिमित  क े सदसया ें क े िलए॒ प्रबाधेान  कायॅक्रमा ंेएव ं सिेमनारा ें  का  िक्रयानवयन  करगेा;  

(ग)  कमॅचारी  जागरूकता  कायॅक्रमा ंे का  िक्रयानवयन  करगेा  तथाा सवंादा ें क े िलए  मचं का सृजन  करगेा  िजसम ंे
पचां यती  राज  संसथााएं॒ ं ग॒ाम  सभाा॒ मिहला  समहू॒ मात ृ सिमितया॒ ं िकशाारे  समहू॒ शाहरी  सथाानीय  िनकाय  तथाा 
काइे ॅ अनय  िनकाय॒ िजस े  अावशयक  समझा  जाए॒  अंतवॅिलत  हा े सकत े ह;ंै

(घा)  अांतिरक  सिमित  क ेसदसया ें  क े िलए  क्षामता  िनमाॅणा  एव ं काैशाल  िनमाॅणा  कायॅक्रमा ें का  सचां लन  करगेा; 

( ङ)  अातंिरक  सिमित  क े सभाी  सदसया ंंे क े नामा ंे एव ं सपंक ॅक े बयाैरा ें की  घााषेाणाा करगेा; 

(च)  अि/ािनयम के उपब/ंााें क े बार े मंे कमॅचािरयांे काे सवंदेनशाील बनान ेक े िलए, कायॅशाालाअाें एव ंजागरूकता 
कायॅक्रमाें क ेअायाेजन क ेिलए, राजय सरकाराें द्वारा िवकिसत मापदडंाें का उपयाेग करगेा। 

14. वािषाॅक  िरपाेटेंॅ  तैयार  करना  :  वािषाॅक  िरपाटे ंेॅ िजस े धाारा  21  क े अतंगॅत  िशाकायत  सिमित  द्वारा  तैयार  िकया  जाएगा॒ 
म ंेिनमनिलिखात  बयााैर े हागंे े :   

(क)   वषा ॅ म ंे प्रापत  लैिंगक  उतपीडन.   की  िशाकायता ें की  सखंया; 

(खा)   एसेी  िशाकायता ंेकी  सखंया  िजनका  वषा ॅ क े दाैरान  िनसतारणा  िकया  गया; 

(ग)   एेस े मामला ंे की  सखंया  जा े  नबब े िदन  स े अिधाक  अविधा  तक  लिंबत  ह;ंै
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(घा)  लैिंगक उतपीड़न क ेिवरुद्ध िक्रयािनवत कायॅशाालाअाें या जागरुकता कायकॅ्रमाें की संखया: 

( ङ)  िनयाते्का या िजला अिधाकारी द्वारा की गइॅ कारवॅाइॅ का सवरूप। 

[ फा. स.ं 19-5/2013-डबलयडूबलय]ू 

डाॅ. श्रीरजंन॒ संयुकत सिचव 
MINISTRY  OF  WOMEN  AND  CHILD  DEVELOPMENT  

NOTIFICATION  

New Delhi, the 9th December, 2013 

G.S.R.  769(E).—In  exercise  of  the  powers  conferred  by  section  29  of  the  Sexual  Harassment  of  Women  at  

Workplace  (Prevention,  Prohibition  and  Redressal)  Act,  2013  (14  of  2013),  the  Central  Government  hereby  makes t he  

following  rules,  namely:—   

1.  Short  title  and  commencement.  –  (1)  These  rules  may  be  called  the  Sexual  Harassment  of  Women  at  

Workplace  (Prevention,  Prohibition  and  Redressal)  Rules,  2013.  

(2)  They shall come into force on the date of their publication in the Official Gazette. 

2.  Definitions. – In these rules, unless the context otherwise requires,­

(a)	 “Act” means the Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) 

Act, 2013 (14 of 2013); 

(b)	 “complaint” means the complaint made under section 9; 

(c)	 “Complaints Committee” means the Internal Committee or the Local Committee, as the case may be; 

(d)	 “incident” means an incident of sexual harassment as defined in clause (n) of section 2; 

(e)	 “section” means a section of the Act; 

(f)	 “special educator” means a person trained in communication with people with special needs in a way 

that addresses their individual differences and needs; 

(g)	 words and expressions used herein and not defined but defined in the Act shall have the meanings 

respectively assigned to them in the Act. 

3. Fees or allowances for Member of Internal Committee.- (1) The Member appointed from amongst non-

government organisations shall be entitled to an allowance of two hundred rupees per day for holding the proceedings 

of the Internal Committee and also the reimbursement of travel cost incurred in travelling by train in three tier air 

condition or air conditioned bus and auto rickshaw or taxi, or the actual amount spent by him on travel, whichever is 

less. 

The employer shall be responsible for the payment of allowances referred to in sub-rule (1). 

4. Person familiar with issues relating to sexual harassment.- Person familiar with the issues relating to 

sexual harassment for the purpose of clause (c) of sub-section (1) of section 7 shall be a person who has expertise on 

issues relating to sexual harassment and may include any of the following:­

(a)	 a social worker with at least five years’ experience in the field of social work which leads to creation 

of societal conditions favourable towards empowerment of women and in particular in addressing 

workplace sexual harassment; 

(b)	 a person who is familiar with labour, service, civil or criminal law. 

1.  Fees or allowances for Chairperson and Members of Local Committee.- (1) The Chairperson of the 

Local Committee shall be entitled to an allowance of two hundred and fifty rupees per day for holding the 

proceedings of the said Committee. 

(2)   The Members of the Local Committee other than the Members nominated under clauses (b) and (d) 

of sub-section (1) of section 7 shall be entitled to an allowance of two hundred rupees per day for holding the 

proceedings of the said Committee and also the reimbursement of travel cost incurred in travelling by train in three 

tier air condition or air conditioned bus and auto rickshaw or taxi, or the actual amount spent by him on travel, 

whichever is less. 

The District Officer shall be responsible for the payment of allowances referred to in sub-rules (1) and (2). 

6.   Complaint of sexual harassment. – For the purpose of sub-section (2) of Section 9,­

(i)	 where the aggrieved woman is unable to make a complaint on account of her physical incapacity, a 

complaint may be filed by – 
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(a) her relative or friend; or 

(b) her co-worker; or 

(c) an officer of the National Commission for Women or State Women’s Commission; or 

(d) any person who has knowledge of the incident, with the written consent of the aggrieved woman; 

(ii)	 where the aggrieved woman is unable to make a complaint on account of her mental incapacity, a 

complaint may be filed by­

(a)	 her relative of friend; or 

(b)	 a special educator; or 

(c)	 a qualified psychiatrist or psychologist; or 

(d)	 the guardian or authority under whose care she is receiving treatment or care; or 

(e)	 any person who has knowledge of the incident jointly with her relative or friend or a special 

educator or qualified psychiatrist or psychologist, or guardian or authority under whose care she is 

receiving treatment or care; 

 (iii)	   where the aggrieved woman for any other reason is unable to make a complaint, a complaint may be 

filed by any person who has knowledge of the incident, with her written consent; 

(iv)	   where the aggrieved woman is dead, a complaint may be filed by any person who has knowledge of the 

incident, with the written consent of her legal heir. 

7.    Manner of inquiry into complaint.- (1) Subject to the provisions of section 11, at the time of filing the 

complaint, the complainant shall submit to the Complaints Committee, six copies of the complaint along with 

supporting documents and the names and addresses of the witnesses. 

(2) On receipt of the complaint, the Complaints Committee shall send one of the copies received from the 

aggrieved woman under sub-rule (1) to the respondent within a period of seven working days. 

(3) The respondent shall file his reply to the complaint along with his list of documents, and names and 

addresses of witnesses, within a period not exceeding ten working days from the date of receipt of the documents 

specified under sub-rule (1). 

(4) The Complaints Committee shall make inquiry into the complaint in accordance with the principles of 

natural justice. 

(5) The Complaints Committee shall have the right to terminate the inquiry proceedings or to give an ex­

parte decision on the complaint, if the complainant or respondent fails, without sufficient cause, to present herself or 

himself for three consecutive hearings convened by the Chairperson or Presiding Officer, as the case may be: 

Provided that such termination or ex-parte order may not be passed without giving a notice in 

writing, fifteen days in advance, to the party concerned. 

(6) The parties shall not be allowed to bring in any legal practitioner to represent them in their case at any 

stage of the proceedings before the Complaints Committee. 

(7) In conducting the inquiry, a minimum of three Members of the Complaints Committee including the 

Presiding Officer or the Chairperson, as the case may be, shall be present. 

8.  Other relief to complainant during pendency of inquiry.-The Complaints Committee at the written 

request of the aggrieved woman may recommend to the employer to­

(a)	 restrain the respondent from reporting on the work performance of the aggrieved woman or writing her 

confidential report, and assign the same to another officer; 

(b)	 restrain the respondent in case of an educational institution from supervising any academic activity of 

the aggrieved woman. 

9. Manner of taking action for sexual harassment.- Except in cases where service rules exist, where the 

Complaints Committee arrives at the conclusion that the allegation against the respondent has been proved, it shall 

recommend to the employer or the District Officer, as the case may be, to take any action including a written apology, 

warning, reprimand or censure, withholding of promotion, withholding of pay rise or increments, terminating the 

respondent from service or undergoing a counselling session or carrying out community service. 
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10. Action for false or malicious complaint or false evidence.- Except in cases where service rules exist, where 

the Complaints Committee arrives at the conclusion that the allegation against the respondent is malicious or the 

aggrieved woman or any other person making the complaint has made the complaint knowing it to be false or the 

aggrieved woman or any other person making the complaint has produced any forged or misleading document, it may 

recommend to the employer or District Officer, as the case may be, to take action in accordance with the provisions of 

rule 9. 

11. Appeal.- Subject to the provisions of section 18, any person aggrieved from the recommendations made 

under sub-section (2) of section 13 or under clauses (i) or clause (ii) of sub-section (3) of section 13 or sub-section (1) 

or sub-section (2) of section 14 or section 17 or non-implementation of such recommendations may prefer an appeal 

to the appellate authority notified under clause (a) of section 2 of the Industrial Employment (Standing Orders) Act, 

1946 (20 of 1946). 

12. Penalty for contravention of provisions of section 16.- Subject to the provisions of section 17, if any 

person contravenes the provisions of section 16, the employer shall recover a sum of five thousand rupees as penalty 

from such person. 

13. Manner to organise workshops, etc.– Subject to the provisions of section 19, every employer shall­

(a)	 formulate and widely disseminate an internal policy or charter or resolution or declaration for 

prohibition, prevention and redressal of sexual harassment at the workplace intended to promote gender 

sensitive safe spaces and remove underlying factors that contribute towards a hostile work environment 

against women; 

(b)	 carry out orientation programmes and seminars for the Members of the Internal Committee ; 

(c)	 carry out employees awareness programmes and create forum for dialogues which may involve 

Panchayati Raj Institutions, Gram Sabha, women’s groups, mothers’ committee, adolescent groups, 

urban local bodies and any other body as may be considered necessary; 

(d)	 conduct capacity building and skill building programmes for the Members of the Internal Committee; 

(e)	 declare the names and contact details of all the Members of the Internal Committee; 

(f)	 use modules developed by the State Governments to conduct workshops and awareness programmes 

for sensitising the employees with the provisions of the Act. 

14. Preparation of annual report.- The annual report which the Complaints Committee shall prepare under 

Section 21, shall have the following details:­

(a) number of complaints of sexual harassment received in the year; 

(b) number of complaints disposed off during the year; 

(c  )  number of cases pending for more than ninety days; 

(d) number of workshops or awareness programme against sexual harassment carried out; 

(e) nature of action taken by the employer or District Officer. 

[F.  No.  19-5/2013-WW]  

Dr.  SHREERANJAN,  Jt.  Secy.   
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