Meeting of SHWW committee with Lady Employees of IPR
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EXxcerpts

from

Handbook on Sexual Harassment of Women at Workplace Act, 2013



4.1 WHO CAN COMPLAIN AND WHERE?

(COMPLAINTS COMMITTEE)

In case of physical incapacity:

- Complainant’s relative

- Complainant’s friend

- Coworker

- Officer of NCW or SCW

- Any person who has
knowledge of the incident
with the written consent
of the complainant

In case of mental incapacity:

- Complainant’s relative

- Complainant’s friend

- Special educator

- Qualified psychiatrist/psychologist

- Guardian/authority under
whose care the complainant
is receiving treatment/care

- Any person with knowledge
of the incident, jointly with
any person mentioned above

In case of Complainant’s
death:
Any person with knowledge of

the incident with the written
consent of her legal heir

In case Complainant is unable to
file the complaint for any other
reason:

By any person who has knowledge
of the incident with her written
consent

The Complainant




4.2 WHAT SHOULD THE COMPLAINT CONTAIN?

The written complaint should contain a description of each incident(s). It should include relevant
dates, timings and locations; name of the respondent(s); and the working relationship between the
parties. A person designated to manage the workplace sexual harassment complaint is required to
provide assistance in writing of the complaint if the complainant seeks it for any reason.
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4.7 NON-NEGOTIABLES DURING THE INQUIRY PROCESS

During a redress process the Complaints Committee/s are required to assure confidentiality, non-
retaliation and recommend interim measures as needed to conduct a fair inquiry.

4.8 THE SEXUAL HARASSMENT COMPLAINT PROCESS

The Complaints Committee/s needs to have information on the six stages (including fifteen steps),
detailed below, for addressing a complaint of workplace sexual harassment.
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Elements of the Behaviour
The complaint needs to satisfy the following elements:

'I The respondent displayed a The behaviour The 4 The behavior
potentially improper and/or was directed at complainant occurred in the
offensive conduct which may the complainant; experienced workplace or at any
come within workplace harm. locationfany event
sexual harassment; related to work

Step 2: Meet and Talk to the Complainant to Explore Options for Formal and Informal Resolution

The complainant needs to be informed about the ensuing process and the informal or formal
options available for the redress.

Step 7: Consideration

1. Interim Measures

While a complaint is pending inquiry, a complainant can make a written request for her transfer or
the transfer of the respondent, or for leave (upto 3 months). She can also request the Complaints
Committee to restrain the respondent from reporting on her work performance or writing her
confidential report or supervising her academic activities (in case she is in educational institution).
Evenin the absence of such a request, the Complaints Committee must take corrective action. Itis
essential to take these actions in order to prevent potential ongoing sexual harassment.
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