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NSTIS-C-13014/01/2020/2ST Daled8 March, 2022 

OFFICE MEMORENDUM 

Subjec: Reconstitution of Complainls Commillec against Sexual Harcassment of Wormen al Workplace 

in the RDSDE-Shimla/NSTI(W)-Shimla-regarding. 

In compliance with guidelines on sexual Harassment cases of working women issued in the 

light of judgement of Hon'ble Supreme Cour l in Ihe Writ petilion No. 666-70 of 1992 (Vishaka & others 

Vs. State of Rajasthan coses), the sexual harcissiment of women af workplace (prevention, Prohibilion 

and Recressal) ACI, 2013 was enacled wherein if was made mancialory for every employer lo provide 

Cmechanism to redress grievances pertaining lo workplace sexucal harcissment and enforce the right 

to gender equality of working women. ACCordingly, il has been decided to constitule Internal 

CCornplainls Comrnitlee (lCC) in RDSDE-Shimla/NSTI(W)-Shimlca lo cdeal with thc complain Is of sexucl 

harcssiment of wonen at work plaCe wilh fOllowing composilion. 

Position 
Chairperson S. No. Name of Members 

Shri S. Santhimanalan, Regioncail Direclor, RDSDE-Shirnlci, 

Mob. 9445070655, E-1nail: rdscle-jk-msde@gov.in 

Shri D.L. Meena, DDT, RDSDE-Shimla, 

Mob. 8209032927, E-nail: dl.meena78@gOv.in 

Shri Mohinder Lal, ADT, RDSDE-Shimla, 

Mob. 8988244908, E-mail: mohincder. lal@nic.in 

Smt. Babita, Training Officer, NSTI{N)-Shimla 

Mob. 9621095732. E-mail: babita.0@dgLgov.in 

A member norninalect from State Commission for Women, 

. 

Member 

Member 

Member 

Member 

Contact No. 0177-2783607, E-mail: cornshiinlahp222@hotmail.cOm 

A lady officer/official fromn DIET. Shcinlaghat Shimlca 

Conlcct No. 0177-2774899. E-mcil: glicetshinmlci@@ycilhoo.co.in. 

Member 

e onnilioe Will consider lho complaint: irom omen employe: of lhe? RUSOE Sunlci/NSIIW) 

tic) ly re:lalincy lo sexual liarusSIiNent, 1he: work "SuCH Hircissnen will inc:lucle suc:h ui iWC.T 

XUCily deleimned behaviour, wholiher clirc:clly or otheiwisa suCh is; 

Physical contact and advance; 
Demand or recquest for sexual favors 

Sexucily Coloured remarks; 
Shovwing cny pornogrophy; or 
AY Ollier unwecOIne physic:al, verbal conducl ol sexual nalUre. 

c mHlee will provide, where necessary, a special counsellor or olher sujPJDOrl ServICC IEIU j 

ror C Of Conticlentiality of the complainls and ensure time bouncl troalment ind Redie'SICt ¬i 

npleints made by women employecS. 
iha Cs Of Supreme Court in 'his reaard cas issued DoPT's O.M. clated 13.02.1998 Cire «nIS 

ihe Use of members of the Comite 



5As tper guidelines, the Committee shail meet at leasl once in overy quar ter evenif ro live ci 

vailable, to review the preporectness and fulflil the requirenenis of Ihe apez Courf's jucyernreril in 
VEheika ca'e. The Commitlee sholl be rosponsible for appropriate aclion in this regirI. 

(S. Sanhirru niciran) 
Regioril n 

RDSOE-hiria-r) 

Encls: Supreme Court guidelines as issued by DoPI vide OA doted i3.02.1993 

Copy lo: 
All Members of the Conmiltee 
PPS Io DGT, MSDI, Kaushal Bhawun, Korol Bagh, New Dr,li i -10 (014. 

TS lo DDC (SS), DGI, MSDE, IARI Curnus, Employccrment Exchongc Buildingy, Pusi, i 

110 012. 
Ihe Chairman, State Commission for Wonen, Milsirnglon EsIate, Chotta Shimla-171 00T 

P'radesh with a request lo nominalea suitable lady officer for the purpose. 

5. The Principal, OIET, Shamilcaghat, Hirnachal Pradesh-171 014 wilh c requesl to nominate suiti: 

lcdy officer lor the purpose. 
6. Noclal Officer (IT), RDSDF-Shimlo/NSTI(W)-Shirnla for uploading on Website 

1imic:hr 



No. 11013/10/97-Est. (A) 
Government of India 

Ministry of Personnel, Public Grievances and Pensions 
(Department of Personnel & Training) 

New Delhi, dated the 13h February, 1998 

OFFICE MEMORANDUM 

CCS (Conduct) Rules, 1964- Supreme Court Judgment in the case of 

Vishaka Vs. State of Rajasthan ragarding sexual harassment of working 

women 

Subject 

The undersigned is directed to say that in the case of Vishaka and Ors Vs. State 

of Rajasthan and Ors. (JT 1997 (7) SC 384), the Hon'ble Supreme Court has laid down 

guidelines and nonns to be observed to prevent sexual harassment of working women. 

It has been laid down in the judgment above-mentioned that it is the duty of tne 

employer or other responsible persons in work places or other institutions to prevent or 

deler the commission of acts of sexual harassment and to provide the procedure for the 

resolution, settlement or prosecution of acts of sexual harassment by taking all steps 

required. For this purpose, sexual harassment includes such unwelcome Sexually 

detemined behaviour (whether directly or implication) as 

2. 

a) physical contact and advances; 

b) a demand or request for sexual favoursS 

c) sexually coloured remarks; 

d) showing pomography; 

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

Attention in this connection is invited to Rule 3 (1) (ii) of the CCS (Conduct) 

Rules, 1964, which provides that every Govemment servant shll at all times do nothing 

which is unbecoming of a Govemment servant. Any act of sexual harassment of women 

employees is definitely unbecoming of a Govemment servant and amounts to a 

misconduct. Appropriate disciplinary action should be initiated in such cases against the 

delinquent Government servant in accordance with the rules. 

3 

Where such conduct amounts to a specific offence under the Indian Pernal Code 

or under any other law, the concemed authorities shall initiate approprnate action in 

accordance with law by making a complaint with the appropriate authonity. 

4 

In particular, it should be ensured that victims, or witnesses are not victimized or 

discriminated against while dealing with complaints or sexual harassment. The victims of 

SOxual harassment should have the option to seek transfer of the perpetrator or their own 

transfer 

5. 

21 



2 

Complalnt Mochanisin Whelher or not such conduct constitutes an offence 
under law or a broach of tha sorvica rules, an approprlate cornplaint mechanism should 
be croated in every organization for rodross of tho complaint mado by the victim. Such 

complaint mechanism should onsuro tino bound troatment of cornplaints. Wherever such 
machineries for redressal of griovance already oxlst, thoy may be made more effective 
and in particular women officers should proferably handle such compleints. 

Awareness Awarenoss of the rights of femalo employees in this regard should 7. 
be croated in particular by prominently notilyling the guidelinos (copy enciosed) n a 

suitable manner. 

A specific provision is, however, being mado in the CCS (Conduct) Rules, 1964, 

prohibiting sexual harassment of women by Govemment servants, in compliance of the 

judgment of the Hon'ble Supreme Court. 

8. 

9. 
The Ministries/Departments are requested to bring these instructions to the notice 

of all concemed for strict compliance. 

10. In so far as persons serving in the Indian Audit and Accounts Department are 

concemed, these instructions issue after consultation with the Comptroller and Auditor 

General of India. 

Hindi version will follow. 

Sd/ 
(Harinder Singh) 

Joint Secretary to the Govemment of India 

All Ministries/Departments of the Government of lIndia. 

Copy forwarded to: 

Comptroller and Auditor General of India, New Delhi 

Union Public Service Cornmission, New Delhi. 

Central Vigilance Commission, New Delhi. 

Central Bureau of lInvestigation, New Delhi. 

All Union Territory Adminlstrations. 

Lok Sabha Secretariat/Rajya Sabha Secretariat/Ministry of Parliamentary 

Affairs. 

1 

A. 
5. 

6 

7. All Officers and Sections in the Ministry of Personnel, PG and Pensions 

and MHA. 

8. All Attached and Subordinate Offices of the Ministry of Personnel, Public 

Grievances and Pensions and MHA 

Sd/-
(Harinder Singh) 

Joint Secretary (E) 



GUDELINES AND NORMS LAID DOWN BY THE HON'BI.E SUPREME COURT IN 
VISHAKA & ORS. V. STATE OF RAJASTHAN& ORS. (JT 1997 (7) SC 384) 

HAVING REGARD to the definition of human dghts' in Section 2 (d) of the 

Protection of Human Rights Act, 1993, TAKING NOTE of the fact that the prosent 

civil and penal laws in Indla do not adequatoly provide for specific protection of 

women from sexual harassment in work places and that enactment of such 

leglslatton will take conslderable time, 

It ls necessary and expedlent for omployors in work places as well as other 

responsible persons or Institutions to obsorva certaln guldelines to ensure the 

prevention of sexual harassment of women. 

1. Duty of the Employer or other rosponslble pesons In work places and other 

institutions 

It shall be the duty of tho employer or other rosponsible persons in work places or other 

institutions to prevent or doter the commisslon of acts of sexuel harassment 
and to 

provide the procedures for the resolullon, sottloment or prosecution of acts of sexual 

harassment by taking all steps required 

2. Definition: 

For this purpose, sexual harassment includes such unwelcome sexually determined 

behaviour (whether directly or by implication) as: 

a) Physical contact and advances; 

b) a demand or request for sexual favours; 

c) sexually coloured remarks; 

d) showing pornography. 

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

Where any of these acts is committed in circumstances 
where-under the victim of such 

Conduct has a reasonable apprehension that in relation to the victim's employment or 

work Wiether she is drawing salary, or honorarium or voluntary, whether in Government 

pubic or private enterprise such conduct can be humiliating and may 
constitute a health 

and safety problem. It is discriminatory for instance when the woman has reasonable 

grounds to believe that her objection would disadvantage her in connection with her 

oyimenl or work including recruiting or promotion or whern it creates a hostile work 

h n. Adverse consequences might be visited if the victim does not consent to 

the conduct in question or raises any objection thereto. 

3. Preventlve Steps 

appropriate steps to prever sexual 
harassment. 

Without prejudice to the All ermployers or persons in 
Should take a ns in charge of work place whether in public or private sector 

9neralitly to this obligatlon thev should take the following o teps. 



(a) Express 
prohibition of sexual 

harassnent as definad 

place 
should be nolified, published 

and circula 
ovo at ho work ulated in appropriate ways 

(b) The 
Rules/Regulations 

of Government 
and Public Sector bodies 

to conduct and discipline 
should include 

rules/regulalions 
prohibitiolatling 

harassment and provide for appropriale 
penallios in such rules asexua 

offender. 

nst t the 

(c) As regards private employers steps should be taken to include he 

aforesaid prohibitions in the standing 
orders under the Industial 

Employment 
(Slanding Orders) Act, 1946. 

the 

(d) Appropriate work conditions should be provided in respect of work 

leisure, health and hygiene to further ensure that there is no hostile 

environment 
towards women at work places and no employee woman 

should have reasonable grounds to believe that she is disadvantaged in 

connection with her employment. 

4. Criminal Proceedings 

Where such conduct amounts to a specific offence under the lndian Penal Code or 

under any other law, the employwer shall initiate appropriate action in accordance 

h law by making a complaint with the appropriate authority. 

In particular, it should ensure that victims or witnesses are not victimized or 

discriminated against while dealing with complaints of sexual harassment. The 

victims of sexual harassment should have the option to seek transfer of the 

perpetrator or their own transfer. 

5. Disciplinary Action 

Where such conduct amount to misconduct in employment as definded by the relevant 

service rules, appropriate disciplinary action should be initiated by the employer in 

accordance with those rules. 

6. Complaint Mechanism 

Whether or not such conduct constitutes an offence under law or a breach of the service 

rules, an appropriate complaint mechanism should be created in the employer's 

organization for redress of the complaint made by the victim. Such complaint mechanism 

should ensure time bound treatment of complaints. 

7. Complaint Mechanism 

The complaint mechanism refered to in (6) above, should be adequate to provide, where 

necessary, a Complaints Committee, a special councellor or other support service, 

including the maintenance of confidentiality. 

The Complaints Committee should be headed by a woman and not less than half of its 

member should be women. Further to prevent the possibility of any undue pressure or 

inhuence from senior levels, such Complaints Cormmittee should involve a third party, 

either NGO or other body who is familiar with the issue of sexual harassment. 



The Complaints Committee must make an annual report to the Govemment department concemed of the complaints and action taken by them. 

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

8. Workers' Initiative: 

Employees should be allowed to raise issues of sexual harassment at workers' meeting and in other appropriate forum and it should be affimatively discussed in Employer Employee Meetings 

9. Awareness 

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

10. Third Party Harassment 
Where sexual harassment occurs as a result of an act or omission by any third party or 

outsider, the employer and person in charge will take all steps necessary and reasonable 
to assist the affected person in tems of support and preventive action. 

11. The Central/State Govemments are requested to consider adopting suitable 

measures including legislation to ensure that the guidelines laid down by this order are 

also observed by the employers in Private Sector 

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