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Subject: Guidelines regarding prevention of sexual harassment
of women at the workplace.

Of late, it has been observed that the complaints pertaining to

sexual
harassment of women at workplace made by some women employees of GSI
posted either at CHQ, Region, SU, Mission or GSITI, etc. are not in a uniform
manner.

In order to deal such cases, a comprehensive legislation focusing on
prevention of sexual harassment as well as providing a redressal mechanism has
been enacted by the Government of India. The Act 'oSexual Harassment of
Women at Workplace (Prevention. Prohibition and Redressal) Act, 2013 (14
of 2013)" [SWHH (PPR) Act, 20131 has been published in the Gazette of India,
Extraordinary, Part-Il-Section No. 18 dated 23.04.2013. The Govt. has also
made rules called "Sexual Harassment of Women at Workplace (Prevention,

i

Prohibition and Redressal) Rules" 2013" ISWHH (PPR) Rules. 20131

published in the Gazette of India Extraordinary, Part-II, Section 3- Sub-Section
(ii) No. 2733 S.O. 3606(E) dated 09.12.2013. The same have also been published
in the Gazette of India dated 09.12.2013. Therefore, on the basis of provisos
mentioned in the above SHWW (PPR) Act. 2013. SHWW (PPR) Rules, 2013
and amendments/additions made from time to time vide DOPT O.M. No.
110131212014-Estt (A-III) dated 16.07.2015, No. ll0l3l2l2014-Estt. A-III dated
30.07.2015, No. 110121512016-Estt.A-III dated 02.08.2016, No. ll0l3l2l20l4Estt.A-III dated 09.09.2016 and No. 110131712016-Estt.A-III dated 22.12.2016
the following instructions are issued for maintaihing uniformity in dealing such
cases in the entire organisation:-

1.

The Constitution of India has given women, the Fundamental Right to
equality and the Right not to be discriminated against on grounds of religion,
caste and sex. The Constitution has a special provision in Article 15(3),
permitting the State to positively discriminate in favour of women by enacting
laws/provision so as to ameliorate their social, economic and political conditions
and to accord them parity.

-.r'I

Sexual harassment of women at workplace violates their sense of dignity
and right to earn a living with dignity and also infringes their fundamental and
basic f,urnun rights. The International Convention on the Elimination of all forms
of Discrimination against Women (CEDAW) adopted in 1979 at Beijing also
reeognized the right of women of equality at the workplace and it stated that
women shall not be subjected to sexual harassment at workplaces, as such

Z.

harassment vitiates the working environment.

The Hon'ble Supreme Court in the matter of Vishaka and others Vs. State
of Rajasthan and others (AIR 1997 SC 3011) while recognizing the International
Convlntion and Norms has interpreted gender of women, in relation to work and
held that sexual harassment of women at the workplace, which is against their
dignity, is a clear violation of the fundamental right of "General Equality" and the
"nighi to life and Liberty" enshrined in Article 74, 15 and21 of the Constitution
of tndia. Other logical consequences of such an incident is also the violation of
the victim's fundamental right under Article- 19(1) (g) to 'practice any profession
or to carry out any occupation, trade or business'. Gender equality includes
protection from sexual harassment and right to work with dignity.

3.

4.

What is Sexual Harassment?

"sexual Harassment" includes any one or more of the following acts or
behaviour, (whether directly or by implication), namely:-

i. Physical contact and advances; or
ii. Demand or request for sexual favours; or
iii. Sexually coloured remarks; or
iv. Showing any pornography; or
v. Any other unwelcome physical, verbal non-verbal conduct of a sexual
nature

The follor,ving circumstances, among other circumstances, in relation to or
connected with any act or behaviour of sexual harassment may amount to sexual
harassment:-

i.
ii.
iii.
iv.
v.

Implied or explicit promise of preferential treatment in employment; or
Implied or explicit threat of detrimental treatment in employment; or
Implied or explicit threat about her present or future employment status; or
Interference with her work or creating an intimidating or ofTensive or
hostile work environment for her; or
Humiliating treatment likely to affect her health or safety.

-.?._

5.

Workplace defined
As per section 2 (o) of the Act, the following places
are included within

the ambit of the expression,korkplace,,:_

i. Any department, organisation,

undertaking, establishment, enterprise,
institution, office, etc. established, o*r.i, controlled
or wholly or
substantially financed by funds provided directly
or indirectry by the

ii.
iii'
iv'
v.
6.

Central Government;
Hospitals or nursing homes;

Any sports institute, stadium, etc., used for training, sports
or

other
activities relating thereto;
Any place visited by the employee arising out of
or during the course of
"emptoyer
employment including transportation plovided
by
tire
for
underlaking such j ourney;
A dwelling place or a house.

Initial Relief

The committee

will also have the powers to recommend:i)to transfer the aggrieved woman or the charged
officer to any other
workplace;
or

ii)to grant leave to the aggrieved woman up to a period
of three months.
(The leave will not be deducted from her
reave account.)
7.

As per Proviso to Rule 14 (2) of ccs (ccA) Rules,
1965, in case of
complaints of sexual harassment. ihe complaints
co*-ittee
set up in each
Ministry or Department etc. for inquiring into such
complaints shall be deemed to
be the Inquiring Authority appointed by the oistiptinary
Authority for the
purpose of these
complaints
committee,
unless
a separate procedure has
:rl::
been prescribed, shall hold the inquiry
as far u, p*ii.uble in accordance with
the
procedure laid down in the Rule 14.

8.

Need for Investigation

. Tht complaints committee may act on complaints of sexual harassment
when they receive them directly o. ihrorgh
aoministrative authorities etc, or
when they take cognizance of the same
suo-moto. As per section 9(1) of the Act,
the aggrieved woman or complainant is required
to make a complaint within three
months of the incident and in case there has
been a series of incidents, three
months of the last incident. The complaints
committee may however extend the
time limit for reasons to be recorded in writing
if it is satisfied that the
circumstances were such which prevented
the complainant from firing a
complaint within the stipulated period.
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As mentioned above, the complaints of sexual harassment are required to
be handled by Compiaints Committee. On receipt of a complaint, facts of the
allegation are required to be verified" This is called Preliminary Enquiry/Fact
Finding Enquiry or investigation. The Complaints Committee conducts the
investigation. They may then try to ascertain the truth of the allegations by
collecting the documentary evidence as well as recording statements of any
possible witness including the complainant. If it becomes necessary to issue a
Charge Sheet, Disciplinary Authority relies on the investigation for drafting the
imputations, as well as for evidence by which the charges are to be proved.
Therefore this is a very important part of the investigation"

9.

Dual Role

In the light of the proviso ro the Rule 14 (2) of ccs (ccA) Rules, 1965,
the Complaints Committee would normally be involved at two stages. The first

stage investigation is already discussed in the preceding para. The second stage is
when they act as Inquiring Authority. It is necessary thatthe two roles are clearly
understood and the inquiry is conducted as far as practicable as per Rule 14 of
CCS (CCA) Rules, 1965. Failure to observe the procedure may result in the
inquiry getting vitiated.

As the Complaints Committees also act as Inquiring Authority in terms of
Rule 14(2) mentioned above, care has to be taken that at the investigation stage
that impartiality is maintained" Any failure on this account may invite allegations
of bias when conducting the inquiry and may result in the inquiry getting vitiated.
As per the instructions, when allegations of bias are receivedagainst anlnquiring
Authority. such Inquiring Authority is required to stay the inquiry titt ttre
Disciplinary Authority takes a decision on the allegations of bias are established
against one member of the Committee on this basii, that Committee may not
be
aliowed to conduct the inquiry.

In view of the above, the Complaints Committee when investigating the
allegations should make recommendations on whether there is a prim a lacie
substance in the allegations which calls for conducting a formal inquiry.
They
should avoid making any judgmental recommendatiom o. .*pr.rring views
which may be construed to have prejudiced their views while cbnducting such
inquiry.
10.

On receipt of the Investigation Reporl, the Disciplinary Authority should
examine the report with a view to see as to whether a foimal Charge
Sheet needs
to be issued to the charged officer. As per Rule 14 (3), charge-sheet is to be
drawn by or on behalf of the Disciplinary Authority. In case the Disciplinary
Authority decides on that course, the Charged Oificer should be given an
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opportunity of replying to the Charge Sheet. As per Rule 14 (5), a decision on
conducting the enquiry has to be taken after consideration of the reply of the
Charged Officer.

if

the Charged Officer admits the charges clearly and unconditionally,
there will be no need for a formal inquiry against him and further action may be
taken as per Rule 15 of the CCS (CCA) Rules, 1965.

11.

The Inquiry-stages

If the Charged Officer denies the charges

and his reply is not convincing,
the Charge Sheet along with his reply may be sent to the Complaints Committee
for formal inquiry, and documents mentioned in Rule 14 (6) will be forwarded to
the Complaints Committee. As per Section 11 (3) of the Act, for the purpose of
making an inquiry, the Complaints Committee shall have the same powers as are
vested in a Civil Court under the Code of Civil Procedure, 1908 when trying a
suit in respect of the following matters, namely:I

(i)

Summoning and enfbrcing the attendance
him on oath;

of any person and examining

(ii)

Requiring the discovery and production of documents; and

(iii)

Any other matter which may be prescribed.

The Section 11 (a) of the Act and subsequent instructions issued vide
Ministry of Women and Child Development letter dated 28.12.2016 requires that
the inquiry of cases must be completed within 30 days and in no case should
it take more than 90 days as per the limit prescribed under the Sexual
Harassment of Women at Workplace (Prevention, Prohibition and
Redressal) Act. 2013.
The Disciplinary Authority shall also in terms of Rule 14 (5) (c) appoint a
Government seruant as a Presenting Officer to present evidence on behalf of
prosecution before the Complaints Committee/ Inquiring Authority. The listed
documents are to be sent to the Presenting Officer. The Complaints Committee
would, thereafter, summon the Presenting Officer and the Charged Officer. As a
first step, the Charged Officer would be formally asked as to whether he admits
the charges. As mentioned above, in case of any clear and unconditional
admission of any Article of Charge, no inquiry would be held in respect of that
Article and the admission of the Charged Officer would be taken on record. The
inquiry would be held, thereafter, in respect of those charges which have not been
admitted by the Charged Oftcer. The Charged Officer is also entitled to engage a
Defence Assistant. The provisions relating to Defence Assistant are given in Rule
14 (8).
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ThelnquiringAuthorityis,thereafter,requiredtoaskthePresenting
listed in the charge Sheet inspected
officer to ha'e the prosecution documents,
the
documents' if not only given to
by the Charged Ofir.... Copies of such
Chargedofficer,*ourobe,handedo"...him'TheChargedofficerwould,
and witness which he wants
a list of documents
therefore, be requireJ to submit

toproduceinsupportofhisdefence.ThelnquiringAuthoritywouldconsider
basis of thtit relevance' Normally'

on the
allorving such docriments o. *it.t.,se'
and helpful in
reasonably appears to be relevant
an,v document or witness which
hur. been allowed, the Inquiring
defence may be allowed. once
of such
these documents to the custodian
for
requisition
u
,.na
would
Authority

th.;;;;.ni,

documents"

the Inquiring Authority would ask
when the regular hearing oommences,
as
documentary evidence' Such documents
the
produce
to
Officer
the Presenting
before they
have to be proved by the witness
Officer
Cfrurg.d
tf',"
by
disputed
are
and
documents would be taken on record
are taken on record. The undisputed
marked as exhibits.

12.

Examination of Witnesses

to the.witnesses listed in the charge
summons would, thereafter, be sent
*uy .t oose to produce them in any order he finds
Sheet. The Presenting officer
following
be examined in the inquiry in the
appropriate. These witnesses would
manner:

may ask

Presenting officer
o The examination in chief would be done byit"thefacts'
The witness would'

of the witness to

ascertain
Defence' After the cross-examination'
thereafter, be cross-e*u*rr.Jby the

questions

thePresentingoflicerwouldbegivenan-.opportunitytore-examinethe
leading questions are not allowed'
witness. In the examination l, ctiief,
Theseur.ho*"'erallowedinthecross-examination'

.

to the Charged Officer to
The procedure of Inquiry requires opportunity
appear on behalf of the Prosecution'
cross-examine all the witnesses that
denial of reasonable opportunity to
Failure to do so may be .onrt*ed as a
of the inquiry' If the
the Charged Officer ..Jl,iG in the vitiation be examined and crosswould also
complainant appears u, u *irnIss, she
however disallow any questions which
examined. The Inquiry otficer may
witness, including the
are ofl-ensive, indecent or anntying to the
comPlainant'

.IflnquiringAuthoritywishestoascertainsomefactsforclarity'hemay
be done in such a
por. q,r.rilo* to the *itrr.rr.r. This should however, officer" This has

or against the charged
manner as to not show any bias for
officer. and the charged
to be done in the presence of the Presenting be conducted behind the
offieerlDefence Assistant. No inquiry should
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back of the Charged Officer. The witnesses will be examined one by one,
and the other witness who are either yet to be examined, or have been
examined are not allowed to be present during the examination of a
witness.

J

13.

Daily Order Sheet

The Inquiring Authority would also maintain a document called Daily
Order Sheet in which all the main events of the inquiry and including
requests/representations by the Charged Officer or the Presenting Officer, and
decisions thereon would be recorded. For example (i) if the Charged Officer
refuses to cross-examine the witnesses. this should be recorded in the Daily Order
Sheet (ii) the Dailr, Order Sheet should record that the Charged Officer had been
advised that he has the right to engage a Defence Assistant (iii) it should also be
clearly mentioned that the Charged officer was also informed as to who are
eligible to assist him as Defence Assistant (iv) the Daily Order Sheet should also
record in case request of the Charged Officer for engaging a particular person as
Defence Assistant is disallowed in the light of the existing instructions. Daily
Order Sheet should be signed by the Inquiring Authority, Presenting Officer and
I

the Charged Offi ceriDefence Assistant.

14.

Defence Evidence

After the prosecution evidence is over, the Charged Officer is required to
submit his statement of defence. In this statement. the Charged Officer is required
to briefly indicate his line of defence. After this, the Defence evidence will be
taken. The evidence will be produced in the same order as the prosecution
evidence. First, the documents allowed by the Inquiry Authority would be taken
on record and then the witnesses called and their examination, cross-examination
and re-examination done" The only difference here would be that the Examination
in Chief would be done by defence while the cross-examination would be done
by the prosecution. The def'ence would then have the opportunity of re-examining
the witness.

15.

General ExaminatDn of the Charged Officer

After the Defence evidence is over. the Inquiring Authority shall

ask
Charged Officer as to whether he wishes to appear as his own witness. In case he
does so, he will be examined like any other defence witness. In case however, he

declines to do so. the Inquiring Authority is required to generally question him.
At this stage, due care is required to be exercised that as per Rule 14 (18) the
purpose of this stage is to apprise Charged Officer of the circumstances which
appear to be against him. This is to enable the Charged Officer to explain them to
the Inquiring Authority. Presenting Officer and the Defenoe Assistant do not take
any part in the General Examination. Charged Officer may not be compelled to
answer questions during examination by the Inquiring Authority.

t
-:8:-

I

I

I

J

16.

Brief

After this. the Presenting Officer would be asked to submit his brief. A
copy of this brief would be given to the Charged Officer. Both the Presenting
Officer and the Charged Officer may be allowed reasonable time for submission
of their brief.

The Inquiring Authority then writes the Inquiry Report in which the

I
i

I

evidence in support of the charges and against them will be examined. The
Report should be a speaking one clearly bringing out as to the evidence on the
basis of which any particular conclusion has been reached. Based on this analysis,
the Inquiring Authority will give its findings on the Articles as proved or not
proved" In case any Article of Charge is proved only partially, then the Inquiring
Authoritv should record the extent to which that Article has been proved.

17.

Powers of the Committee to make recommendations

Normally, the Inquiry Officer is not allowed to make any recommendations
in his report. Here, the function of the Complaints Committee acting as the
Inquiring Authoritv differs. The Complaints Committee may however. make
recommendations including what has been mentioned in point 4 above:

o

(a)to grant such other relief to the aggrieved woman as may be prescribed;
or

.

(b) to deduct from the salary or wages of the Charged Officer such sum as
it may consider appropriate to be paid to the aggrieved woman or to her
legal heirs.

.

AnY amount outstanding at the time of cessation of the services of the
Charged Officer due to retirement. death or otherwise may be recovered
from the terminal benefits payable to the officer or his heirs.

.

Such compensation will not amount to penalty under Rule 11 of CCS
(CCA) Rules in terms of Explanation (ix) to Rule 11 inserted vide
Notification of even Numbered dated 19. 1 1 .2014.

o

Committee may recommend action to be taken against complainant, if
the allegation is malicious, or the complainant knows it to be false. or
has produced any forged or misleading document.

o

The Committee ma
such witness has
misleading document.

recommend
false evidence

n asainst an
roduced an

itness

if
or
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The Complaints Committee should also remember that as per the Section
Act, 2005, information as regards identity
and addresses of the aggrieved woman, respondent and witnesses, Inquiry
proceedings. Recommendations of the Committee, shall not be published or
communicated or made known to public, press or media in any
-unr.r. Provided
that information may be disseminated regarding the justice secured to any victim
of serual harassment under Act without disclosing the name, address, identity or
anY other particulars calculated to lead to the identification of the aggrieved
\\'oman and witnesses.
16 of the Act. nonr ithstanding the RTI

With the above stage, the inquiry would be formally over. The Inquiry

Authority should prepare separate folders containing the documents mentioned in
Rule l4 (23) (ii).

18.

Suspension

A Government

Servant may also be placed under suspension before or
after issue of a Charge Sheet where his continuance in office will prejudice the
investigation, for example if there is an apprehension that he may^tamper with
witnesses or documents. Suspension may also be resorted to where continuance
of the Government servant in office will be against wider public interest such as
there is a public scandal and it is necessary to place the Government servant
under suspension to demonstrate the policy of the Government to deal strictly
with officers involved in such scandals. It may be desirable to resort to
suspension in case of misdemeanour involving acts of moral turpitude.

19.

Special provisions to deal with threats or intimidation

Disciplinary Authorily may also dispense with inquiry under Rule 19 (ii),
and action mav be taken without the inquiry when the Disciplinary Authority
concludes that
is not reasonably practicable to hold such inquiry. Th;
eircumstances leading to such a conclusion may exist either before the inquiry is
commeneed or may develop in the course of the inquiry. Such situation would
be
deemed to have arisen:
Where the Govemment servant, through or together with his associates
terrorises, threatens or intimidates witnesses who are likely to give
evidence against him with fear of reprisal in order to prevent them from
doing so; or

it

(i)

(ii)

Where the Government servant himself or with or through others threatens,
intimidates and terrorizes the Disciplinary Authority, Members of the
committee, the Presenting officer or members of their family.

Disciplinary Authority is not expected to dispense with the inquiry lightly,
arbitrarily or with ulterior motive or merely bicause the case against the
Govemment servant is weak.
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ZO. Dutv of the head of the Resion/Mission/SU/GSlTl/other

responsible

person in rr'orkplaces

i.

He shali orovide a safe working environment at the workplace.

ii"

Dispia-v at any conspicuous place in the workplace, the penal consequences
of sexual harassment and the Order constituting Complaints Committee.

iii.

He shall take all necessary steps at workplace to prevent or deter the
commission of acts of sexual harassment or the acts outraging/insulting the
modesfy of a woman emPloYee.

iv.

He shall ensure that a woman employee is not treated as a sex object.

v.

He shall provide for proper grievance redressal & remedial mechanism for
the purpose.

vi.

He would enforce express prohibition of sexual harassment as defined
above at the workplace and get it notified, published and circulated in
appropriate ways.

vii.

He would augment appropriate work conditions in respect of work, leisure,
health and hygiene to further ensure that there is no hostile environment
towards women at workplaces and no woman employee should have
reasonable grounds to believe that she is disadvantaged in connection with
employment.

viii.

He

21"

ensure suitable arrangements for prevention of sexual harassment
as a result of an act or omission by any third party or outsider and would
provide necessary and reasonable assistance to the afTected person in terms
of support and prevention actions.

will

ComplaintsCommittee

Compiaints Committee is set up in pursuance to the judgement of the
Hon'ble Supreme Court inthe Vishakha case. As per Section a(1) of the Sexual
Harassment of Women at Workplace (Prevention, Prohibition and Redressal)
Act, 2013 ("the Act"), the Internal Complaints Committee (referred to as
"Complaints Committee") is set up in all the Regions/Mission/SUs including
CHQ. As per Section 4(2), this will be headed by a woman and at least half of its
members should be women. In case a women officer of sufficiently senior level is
not available in a particular office, an officer from another office may be so
appointed. To prevent the possibility of any undue pressure or influence from
senior levels. such Complaints Committee should involve a third party, either an
NGO or some other body which is familiar with the issue of sexual harassment.
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22.
t

Constitution of Complaints Committee

Complaints Committees at two levels are formed in GSI i.e. Central
committee at the central Headquarters and Regional/Mission/SU/GSITI level

Committees.

a.

will consist of the following:

i)

:

One lady officer of the rank of Director/Deputy
Director General to be appointed by DG, GSI.

ii) Member-I :

One lady Officer of the rank of Superintending
Geologist rank to be appointed by the DG, GSI.

Chairperson

iii)

Member-Il

:

iv)

Member-III

:

(Male)

One counsellor from NGO (nomination from an
NGO recognized by NCW) to be solicited by the
Chairperson of the Committee.

Deputy Director (P&Ay Assistant Director
(P&A), Legal Section (Ex-Officio member)
t

x

Enquiry into any matter of sexual abuse in the organization suo-moto
or on
complaint with the option to inquire at its own level or assign
the task to
Regional Committee.

*

Monitoring all such cases including reports received from Regions.

*

Ensuring follow up action to its logical end.

*

Submitting annual report to MoM, other bodies as required.

,t

Any other duties assigned by DG, GSI.

Secretarial and logistical assistance to the.Central Complaints
Committee
Section, GSi, cHe, Kolkata.
Central Complaint Committee shall route its reports through
Diiector
DDG
(P&A) who would keep DG, GSI apprised and Lnsure proper action. iir-ry

will be provided by Administrative vigilance

-ilzi-

B. Reeional/Mission/SU/GSITI level Complaint Committee

will

be

constituted as follows:

:

One Gazetted rank lady officer not below the rank of
Director to be appointed by the ADG/ DDG & HOD of
the Regioni Mission/ SU/ GSITI.

ii) Member-I :

One lady Officer of the rank of Superintending Geologist
rank to be appointed by the ADG & HOD, GSI.

i)

Chairperson

iii)

Member-Il

:

One counsellor from NGO (nomination from an NGO
recognized by NCW) to be solicited by the Chairperson
of the Committee.

iv)

Member-III

:

Assistant Director (P&A)/ A.O., Legal Section Of the
Region (Ex-Officio member)

(Male)

The charter of duties of the Region/ Mission/ SU/ GSITI level Committees
would, inter-alia, inelude:-

x

Enquiry into any matter of sexual abuse in the Region.

*

Keeping Central Complaints Committee informed of all such matters
coming to their knowledge and work in close coordination with the Central
Committee seeking proper guidance whenever necessary.

*

Submitting Inquiry Report to the ADG/DDG
solicit further required action.

*

Any other duties assigned by the head of Region/ Mission/ SU/ GSITI.

& HOD of Region and to

The secretarial and logistical assistance to Region/ Mission/ SU/ GSITI
would be provided by the ADGiDDG & HOD of the Region/ Mission/ SU/
GSITI from its local resources. The ADG/DDG & HOD of Region shall ensure
that all complaints are properly disposed of to their logical end. They would
exercise all powers of the head of the department in this respect under their
iurisdiction unless a particular matter falls within the jurisdiction of the Central
Committee or it would otherwise be appropriate for the Central Committee to
take up the matter itself or whenever the action is required at the level of DG,
GSI.
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23"

(i)

/

It may Lre further ensured:
Chairperson of Committee should be senior to the officer/official against
whom the complaint is made. Further DOPT vide their OM No.
ll0l3l2l2014-Estt.A-Ill dated 09.09.2016 clarified that there is no bar
either in the CCS (CCA) Rules or under the Sexual Harassment of Women
at Workplace (Prevention. Prohibition and Redressal) Act, 2013 to the
Chairperson of the Complaints Committee being junior to the suspect
officer or the Charged Officer. Hon'ble Allahbad High Court has in Smt.
Shobha Goswami Vs. State of U.P. and2 Ors. in WRIT- A No. - 31659 of
2015 observed as follows:

"In my opinion, there is nothing in the Scheme of the section which
requires the lady member to be senior in rank to the fficer against
wltom the allegation of sexual harassment are brought. The
language of Section 4 of the Act only requires the lady member to
the Senior Level".

(ii)

Wherever the Region/ Mission/ SUi GSITI does not have a woman
employee to be appointed in Regional level committee, the ADG /DDG &
HOD of the Region shall immediately get in touch with DG, GSI and seek
placement of an officer from any other Region of GSL

(iii)

Where the required number of senior officers are not available within the
organisation, member should be co-opted from other Central Government
department.

(iv) In case the complaint is directed against any Group-'A' & Group-,B,
(Gazetted) officer, the ADG/DDG & HoD of Reeion/ Mission/ SU/
GSITI, the matter will be dealt with at the level of Central Complaints

Committee.

(v)

In case, the complainant is directed against any Group- B (Non-Gazetted)
and Group-C Official, the matter will be dealt with at the level of Regional
Complaints Committee.

("i)

Proper safety and security of the complainant and witnesses shall be
ensured by the concerned Regioni Mission/ SU/ GSITI.

24.

ComplaintMechanism

Any aggrieved woman may make in writing a complaint of sexual
harassment at workplace to the Internal Committee 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.
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Provided that where such complaint cannot be made in writing, the
Chairperson or any Member of Complaints Committee shall render all reasonable
assistance to the woman for making the complaint in writing.
Provided that the Complaints Committee 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"
Where the aggrieved woman is unable to make a complaint on account of
her physical incapacity/mental incapacity, the complaint may be filed by
her legal heir or any other person as mentioned in pata 6 of the SHWW
(PPR) Rules, 2013. After receipt of the complaint, the Complaints
Committee will act on the same after due approval of Director General,
Geological Survey of India

At the time of filing the complaint. the complaint shall submit 06 copies of
the complaint alongwith supporting documents and names and address of
the witnesses"

(iii)

As soon as an inquiry into a complaint regarding sexual harassment

is

entrusted to the Complaints Committee, the Chairperson shall open a Daily
Order Sheet to proceed with the case as envisaged in Rule 14 of CCS
(CCA) Rules, 1965 and the entries in the Daily Order Sheet to be signed by
the Chairperson of Complaints Committee, alleged Officer and witnesses.

(iv)

On receipt of the complaint, the Complaints Committee shall send one
copy of the complaint to the alleged official within a period of 07 working
days.

(v)

The alleged official shall file his reply to the complaint alongwith his list of
documents; the names and addresses of witnesses within a period not
exceeding 10 working days from the date of receipt of complaint.

(vi)

In the preliminary hearing, the Chairperson should formally ask the alleged
official whether he has received the complaint. he pleads guilty or not in
respect of the complaint made against him, accepts the Complaints
Committee, has any Defence Assistant to present his case before the
Committee.

(vii)

The Complaints Committee may, before initiating inquiry, at the request of
aggrieved woman, take steps to settle the matter between her and the
alleged official through conciliation, provided no monetary settlement shall
be made as a basis of conciliation. In such a case, no further inquiry shall
be conducted by the Committee. The Complaints Committee shall record
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the settlement so arrived and forward the same to the DG, GSI to take
action as specified in the recommendation and shali provide the copies of
the settlement to the aggrieved woman and the alleged official.

(viii)

Provided that where the aggrieved woman informs the Complaints
Committee that any term or condition of the settlement arrived at has not
been complied with by the alleged official, the Committee shall proceed to
make an inquiry into the comPlaint.

(ix)

The Complaints Committee shall make inquiry in accordance with the
principle of natural justice. It will have the right to terminate the inquiry
proceedings or to give an ex-parte decision on the complaint, if the
complainant or alleged official fails, without sufficient cause, to present
herself or himself for three consecutive hearings convened by the
Chairperson. Provided that such termination or ex-parte order may not be
passed without giving a notice in writing, 15 days in advance to the party
concerned

(x)

Cross-examination of the witnesses by the complainant and alleged officer
should be allowed. However, cross-examination of complainant by the
alleged officer is permissible only as per Indian Evidence Act 1872 i.e. to
say "Questions put in cross examination on behalf of alleged official",

which relate directly to incident, should be given in writing to

the

Chairperson of the Complaints Committee who may put them to victim of
witnesses in a language which is clear and'Not EMBARRASSING". The
questions shall thus be vetted by the Chairperson of such Complaints
Committee.

(xi)

In conducting the inquiry, a minimum of three members of the Complaints
Committee including the Chairperson, as the case may be, shall be present.

(xii)

The cross examination of witnesses should be done within the limits of
decency and should not be against the dignity of the women. During the
course of inquiry by the Complaints Committee, the question of relevance
would be decided by the Chairperson and aggrieved would be provided
with opportunity of being heard.

(xiii)

The statement of witnesses should be authenticated by the signatures of
witnesses, the alleged officer and the Complaints Committee Chairperson.

(xiv) After completion of recording statement of witnesses (say from the
prosecution side). the alleged officer should be given opportunity to
produce defence, if any. It shall be ensured that the Rule of Law &
principles of natural .lusiice are strictly followed. The committee will give
its findings/opinions only after recording the defence and proceedings of
cross examination of DWs/documents etc., if any.
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(xv)

On completion of inquiry, the Complaints Committee shall provide a report
of its findings to the Disciplinary Authority within a period of 10 days
from the date of completion of inquiry and such report be made available
to the concerned parties, enabling them to make representation against the

findings.

(xvi)

Where the Complaints Committee arrives at the conclusion that the
allegation has not been proved, it shall recommend that no action is
required to be taken in the matter.

(xvii)

As far as practicable. the inquiry in such cases should be completed within
one month and in no case should it take more than 90 days.

(xviii)

Where the Complaints Committee arrives at the conclusion that the
allegation against the alleged official has been proved, it shall recommend
to the Disciplinary Authority to impose any suitable penalty. If Committee
feels to make any other recommendation to improve the system, it may
recommend seParatelY.

(xix)
25.

On receipt of representations, if any, submitted by the alleged officer and
the complainant. the case should be decided by the competent authority as
per procedure laid in CCS (CCA) Rules, 1965.

Periodical ReportMonthlv/Annual)

The Chairperson of the Regional Complaints Committee shall prepare
Periodical Reports i.e. monthlyiannual, giving full account of its activities during
the period and forward a copy thereof to the Chairperson of Central Complaints
Committee, GSI, CHQ, Kolkata by name by 10th of following month/year in
the prescribed formats enclosed as Annexures- I & II respectively. On receipt of
the reports from Chairperson(s), Regional Complaints Committees, the
Chairperson of Central Complaints Committee will consolidate the reports and
forward a report to the MOM, New Delhi by 20th of every month (Monthly
Report) and 20th of January following year (Annual Report).

26.
(i)

Awareness
Every Region ADG/DDG & HOD shall formulate and widely disseminate
an Internal Policy or charter of resolution or declaration for prohibition,
prevention and redressal of sexual harassment at the workplace intended to
promote gender sensitive safe space and remove underlying factors that
contribute towards a hostile work environment against women.
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(ii)

Organise workshops and awareness programmes at regular intervals for
sensitising the members of this organisation (Geological Survey of India)
with the provisos of the Act and orientation programmes, seminars,
capacity building and skill building programmes for the Members of
Complaints Committees.

(iii)

Circulate the names and contact details of Chairperson and Members of
Comp laints Committees.

(iv)

Create awareness of the right of female employees in this regard should be
created by prominently notif-ving and displaying the guidelines at
prominent places.

(v)

Women employees should be allowed to raise issues of sexual harassment
at workplaces through petition in writing to the DG, GSI.

27.

Appeal

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 (l) or Sub-Section (2) of Section 14 or Section 17 or nonimplementation 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.

The appeal under Sub-Section (1) shall be preferred within a period of
ninety days of the recommendations.

28.

Savings

Nothing contained in this Circular shall prejudice any right available to the
employee or prevent any person from seeking any legal remedy under the
National Commission for Women Act, 1990, Protection of Human Rights
Commission Act, 1993 or under any other law for the time being in force.
The instructions on the subject should be adhered to by all concemed in
letter and spirit. A healthy atmosphere should be created in the organisation
(Geological Survey of India) so that women employees can work freely and
fearlessly. There is also a need to educate the officers and men in this regard and
create a sense of responsibility and respect for the women in the organisation.
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This supersedes all previous Orders/Circulars issued on the subject.

29.

Director General
Geological Survey of India

Distribution:1. All Additional Directors General & Heads of Department of the Regions.

2.
3.
4.
5.
6.
7.
8.
9.

All DDsG of GSITI, Missions and SUs.
The Dy. Director General, IT, GSI, CHQ, Kolkata with a request to kindly
upload the Circular in GSI portal.
All the Members of the Central Complaints Committee, SHWW(PPR), GSI,
CHQ, Kolkata.
The Chief Vigilance Officer, GSI, CHQ, Kolkata.
The Director (P-IyP-[ &V.O. (Admn.Vig.)/ Administration, GSI, CHQ,
Kolkata.
The Joint Director (P&A), Geological Survey of India, 15 A&B, Kyd Street,
Kolkata.
The Sr. P.S. to D.G., GSI, CHQ, Kolkata for kind information of DG, GSI.
A11 Sections, GSI, CHQ, Kolkata.

