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ITHE PRO'l'fc't'IoN ACAINS]' HARAssMEN't ot- woMEN A'l' THE

woRKPLAcE ACT20101

PART I

Acts, Ordinance, President's Orders and Regulations

SENATE SECRETARIAT

Islamabad. the t ltt' March, 2010

No. F. 9 (5)/2009- Legis.- The following Acts of Majlis-e-Shoora

(Parliament) reccivcd thc asscnt ofthc Prcsidcnt on 9rh March' 2010' arc hercby

published for gcneral information:-

Act No. IV or,20l0

An Act to make provisions.fbr the protection against harassment ofwomen at the

workplace

WIIEREAS thc constitution of thc Islamic Rcpublic of Pakistan rccognizcs thc

fundamental rights ofcitizens to dignity ofperson;

AND WHEREAS it is cxpcdicnt to make this provision for thc protcction of

women from harassment at the workplace;

EXTRAORDINARY
PUBLISHED 8Y AUTHORITY

rsl..,\l\lABAD. THL;RSl)Al',, [],\Rcl.l ll. 2010



It is hereby enacted as follows:

l. Short title, extent and commencement. . ( l ) This Act may be called the

Protection against Harassment a/wo men 
^t 

the Workplacc Act' 2010'

(2)

(3)

Definitions. - In this Act, unless there is anything repugnant in the subject or
2

context,-

(a)

(c)

(b)

"accused" means an employee or employer of an organization agatnst

whom complaint has becn made undcr this Act:

"CBA" means Collective Bargaining Agent as provided in the Industrial

Relations Act 2008,( IV of 2008) or any other law for the time being in

force.

"Code" means the Code of Conduct as mentioned in the Schedule to this

Act;

(d),.CompetcntAuthority''meanstheauthorityasmaybcdcsignatedbythe

managcmcnt for thc purposcs of this Act;

(e) ..complainant" means a woman or man who has made a complaint to the

Ombudsman or to the Inquiry Committee on being aggrieved by an act of

harassment;

(0 "Employee" means a regular or contractual employee whether employed

on daily, weckly, er monthly or hourly basis' and includes an intern or an

apprcntice;

(g) "Employcr" in rclation to an organization' mcans any person or body of

persons whether incorporated or not' who or which employs workers in an

organization under a contract of employment or in any other manner

whosoevcr and includcs -

(i) an heir' successor or assign, as thc case may bc' of such person or'

bodY as aforesaid;

(iD any person rcsponsible for the dircction' administration'

It extends to the whole ofPakistan'

It shall comc into forcc at once.



management and control of the management;

(iii) the authority, in relation of an organization or a group of

organization run by or under the authority of any Ministry or

dcpartment of thc Fcderal Govcmment or a Provincial govcmment'

appointed in this bchalf or, whcre no authority is appointed' thc

head ofthe Ministry or department as the case may be;

(iv) the office bearer, in relation to an organization run by or on behalf

of the local authority, appointed in this behalf' or where no officer

is so appointed, the chief executive officer bearer ofthat authority;

(v) the proprietor, in relation to any other organization' of such

organization and cvcry director, managcr' secrctary' agcnt or office

bearer or person concemed with the management of the affairs

thereof.

(ri) a contractor or an organization of a contractor who or which

undcrtakcs to procure thc labour or serviccs of cmployccs for use

by another person or in another organization for any purpose

whatsoever and for payment in any form and on any basis

whatsoevcry; and

(vi) officc bearcrs of a dcpartment of a Division of a Fcdcral or a

Provincial or local authority who bclong to thc managcrial'

secretarial or directional cadre or categories of supervisors or

agents and those who have been notified for this purpose in the

official Gazcttel

(h) harassment" means any unwelcome sexual advance' request for sexual

favorsorotherverbalorwrittencommunicationorphysicalconductofa

sexual nature or sexually demeaning attitudes' causing interference with

work pcrfbrmancc or crcatillg an intimidating' hostilc or offcnsivc work

cnvironmcnt, or thc attcmpt to punish the complainant for refusal to

comply to such a request or is made a condition for employment;

(i) "lnquiry Committee" means the Inquiry Committee established under
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sub-section ( l) of section 3;

0) "management" means a person or body of persons responsible for the

management ofthc affairs ofan organization and includcs an employcr;

(k) "Ombudsman" means the Ombudsman appointed under section 7

0) "organization" mcans a Fcderal or Provincial Govcmment Ministry'

Division or dcpartmcnt, a corporation or any autonomous or scmi-

autonomous body, Educational Institutes, Medical facilities established or

controlled by the Federal or Provincial Govemment or District

Government or registered civiI society associations or privately managed a

commercial or an industrial establishment or institution' a company as

dcfincd in thc Companies Ordinancc, 1984 (XLVII of 1984) and includcs

any otheI rcgistercd privatc scctor organization or institution;

"schedule" means Schedule annexed to this Act;

"workplace" means the place of work or the premises where an

organization or employer operates and includes building' factory' open

area or a larger geographical area where the activities of the organization

or of employer are carried out and including any situation that is linked to

official work or official activity outside the office'

(m)

(n)

Inquiry Committee. - ( I ) Each organization shall constitule an lnquiry

Committcc within thirty days of thc cnactmcnt of this Act to cnquirc into

complaints undcr this Act.

(2) The Committee shall consist of three members of whom at least one member

shall be a woman. one member shall be from senior management and one shall be a

senior representative of the employees or a senior employee where there is no CBA'

One or more members can be co-opted from outside the organization ifthe

organization is unable to designate three members from within as described above A

Chairperson shall be dcsignatcd from amongst them'
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(3) In case a complaint is made against one of the members of the Inquiry Committee

that member should be replaced by another for that particular case' Such member may be

from within or outside the organization'

(4) In casc whcrc no compclcnt authority is dcsignatcd thc organization shall within

thirty days ofthc cnactmcnt of this Act dcsignatc a compctent authority

4. Procedure for holding inquiry'- (l) Thc Inquiry Committcc' within tkcc days

of rcceipt of a writtcn complaint, shall-

(a) communicate to the accused the charges and statement of allegations

leveled against him, the fonnal written receipt of which will be given;

(b) require thc accused within scven days from the day the charge is

communicatcd to him to submit a writtcn dcfcnsc and on his failurc to do

so without reasonable cause, the Committee shall proceed ex-parte; and

(c) enquire into the charge and may examine such oral or documentary

evidcnce in support of thc charge or in defcnsc of thc accused as the

Committee may consider necessary and each party shall be entitled to

cross-examine the witnesses against him'

(2) Subject to the provisions of this Act and any rules made thereunder the

Inquiry Committcc shall have powcr to rcgulatc its own proccdure for conducting inquiry

and for the fixing place and time of its sitting.

(3) Thc following provisions inter alia shalt be followed by the Committee in

relation to inquiry:

(a)

(b)

The statements and other evidence acquired in the inquiry process

shall be considered as confidential;

An ofhccr in an organization, if considcrcd ncccssary' may be

nominatcd to provide advicc and assistancc to cach party;

Both partics, the complainant and the accused, shall have the right

to be represented or accompanied by a Cotlective Bargaining

Agent representative, a friend or a colleague;
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(d) Adverse action shall not be taken against the complainant or the

(c)

wltnesses;

The inquiry Committcc shall cnsurc that thc cmploycr or accused

shall in no case create any hostile environment for the complainant

so as to pressurize her fiom freely pursuing her complaint; and

Thc Inquiry Committcc shall givc its findings in writing by

rccording rcasons thercof.

(1)

(4) The Inquiry Committee shall submit its frndings and recommendations to

the Competent Authoriry within thirty days of the initiation of inquiry' lf the Inquiry

Committee finds the accused to be guilty it shall recommend to the Competent Authority

for imposing onc or more of thc following pcnaltics:

(i) Minor Penalties:

(a) censure;

(b) withholding, for a specific period, promotion or increment;

(c) stoppage, for a specific period' at an efficiency bar in the

time-scale, otherwise than for unfitness to cross such bar; and

(d) recovery of the compensation payable to the complainant from

pay or any other source ofthe accused;

( ii) Major penalties:

(a) rcduction to a lowcr post or time-scalc, or to a lowcr stagc in a

timc-scale;

(b) comPulsoryrctiremcnt;

(c) removal from service;

(d) dismissal from service; and

(c) Fine. A part of the fine can be uscd as compensation for thc

complainant. In case of the owner' the fine shall be payable to the

comPlainant.

The Competent Authority shall impose the penalty recommended by the
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Inquiry Committee under sub-section (4) within one week of the receipt of the

recommendations of the Inquiry Committee

(6) The lnquiry Committee shall meet on regular basis and monitor the

situationregularlyuntitthcyarcsatisficdthattheirrccommcndationssubjccttodecision'

if any of Compctcnt Authority and Appellatc Authority have bccn implcmcnted'

(7) In case the complainant is in trauma the organization will arrange for

psycho-social counselirLg or medical treatntent and for additional medical leavc'

(8) The organization may also offer compensation to the complainant in case

of loss ofsalary or othcr damagcs.

5. Powers of the Inquiry Committee' - (l) The Inquiry Committee shall have

power-

(a) to summon and enforce attendance of any person and examine him on

oath;

to rcquirc thc discovcry and production ofany documcnt;

to receive evidence on affidavits; and

to record evidence.

(2) The Inquiry Committee shall have the power to inquire into the matters of

harassmcnt undcr this Act, to gct thc complainant or thc accuscd mcdically cxamincd by

an authorizcd doctor, if ncccssary, and may rccommcnd appropriate pcnalty against thc

accused within the meaning ofsub-section (4) ofsection 4'

(3) Thc Inquiry Committcc may rccommcnd to Ombudsman for appropriatc

action against thc complainant ifallcgations lcvcled against thc accuscd found to bc falsc

and made with mala fide intentions

(4) Thc Inquiry Committcc can instruct to treat thc procccdings confidcntial'

Appeal against minor and major penaltics'- (l) Any party aggricvcd by

(b)

(c)

(d)
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decision of the Competent Authority on whom minor or major penalty is imposed may

within thirty days of written communication of decision prefer an appeal to an

Ombudsman cstablished undcr section 7 '

(2\ A complainant aggrieved by the decision ofthe Competent Authority may

also prefer appeal within thirty days ofthe decision to the Ombudsman'

(3) Thc Appcllatc Authority may, on consideration of thc appcal and any

other relevant material, confirm, set aside, vary or modifu the decision within thirty days

in respect of which such appeal is made' It shall communicate the decision to both the

parties and the emPloYer.

(4) Until such a time that the ombudsman is appointed the District Court shall have

the jurisdiction to hear appeals against the decisions of Competent Authority and the provisions

of sub-sections (l) to (3) shall autalu mutandis apply

(5) On thc appointmcnt of Ombudsman all appcals pcnding beforc thc District Court

shall stand transfened to Ombudsman who may proceed with the case from the stage at which it

was pending immediately belore such transfer'

7, Ombudsman:- (t) Thc rcspcctivc Govemmcnts shall appoint an ombudsman at

the Federal and provincial levels.

(2) A person shall be qualified to be appointed as an Ombudsman who has been a judge

ofhigh court or qualified to be appointed as a judge ofhigh court The Ombudsman may

rccruit such staff as requircd to achicve thc puposes of this Act and thc financcs will bc

providcd by thc rcspective Govemmcnts

S.ombudsmantoenquireintocomplaint.-(l)Anycmployccshallhavcthc
option to prefer a complaint either to the Ombudsman or the Inquiry Committee '

(2) The Ombudsman shall within 3 days ofreceiving a complaint issue a written show cause

notice to the accused. The accused after the receipt of written notice' shall submit *ritten

dcfcnse to the Ombudsman within fivc days and his failurc to do so without rcasonablc

cause the Ombudsman may proceed ex pqrte Both the parties can represent themselves
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bcforc thc Ombudsman

(3)The Ombudsman shall conduct an inquiry into the matt€r according to the rules made

undor this Act and conduct procecdings as thc Ombudsman dccms proper'

(4) For the purposes of an investigation under this Act' the Ombudsman may requrre any

officc or member of an organization conccrned to fumish any information or to produce

any document which in the opinion of the Ombudsman is relevant and helpful in the

conduct of thc invcstigation.

(5) Thc Ombudsman shall rccord his dccision and inform both parties and thc managcment

ofthc concemcd organization for implcmcntation ofthc ordcrs'

9. Repres€ntation to Pr€sident or Governor:- Any pcrson aggrievcd by a decision of

Ombudsman under sub- scction (5) of section 8, may' within thirty days of dccision' makc a

rcprcsentation ,o the Prcsidcnt or Covemor, as thc case may be' who may pass such ordcr thcreon

as hc may dccm fit.

10. Powers ofthe Ombudsmsn

The Ombudsman shall for the purpose of this Act have the same powers as are vested in a

Civil Court under the Code of Civil Procedures, 1908 (Act V of 1908)' in respect of the

following matters, namelY:

Summoning and enforcing the attendance of any person and

cxamining him on oath;

Compelling the production of evidence;

Receiving evidence on affidavits;

Issuing commission for thc cxamination ofwitncsscs

cntcring any prcmises for thc purposc of making any inspcction or

investigation, elrter any premises where the Ombudsman has a

reason to believc that any information rclcvant to the case may be

found: and

Thc Ombudsman shall havc thc samc powcrs as thc High Court

has to punish any person for its contempt'

(2) Ombudsman shall whilc making thc decision on the complaint may impose any ofthe

l|.

iii.

iv.
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minor or major pcnaltics spccified in sub- section (4) ofscction 4'

I l. Responsibility of employer.- ( I ) It shall bc thc rcsponsibility of thc cmployer to

ensure implementation of this Act, including but not limited to incorporate the Code of

Conduct for protection ogai,,s, harassment at the workplace as a part of their

managemcnt policy and to form Inquiry Committcc rcferred to in scction 3 and dcsignatc

a competent authority referred to in section 4'

(2) The management shall display copies ofthe Code in English as well as in

language understood by the majority of employees at conspicuous place in the

organization and the work place within six months of the commencement of this Act'

(3) On failurc of an cmploycr to comply with thc provisions of this scction

any employee of an organization may file a petition before the District Court and on

having been found guilty the employer shall be liable to fine which may extend to one

hundred thousand rupees but shall not be less than twenty-five thousand rupees'

12. Provisions of the Act in addition to and not in dcrogation of any other law'-

The provisions of this Act shall be in addition to and not in derogation ofany other law

for thc timc bcing in forcc.

13.Powertomakerules.-TheFederalGovemmentmaymakerulesto

carryout the PurPoses of this Act'
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Schedule

[See sections 2(c) and 1lJ

CODD OI.'CONDUCT T''OR PIIOTEC'I'ION AGAINST HARASSMENT OF

WOMEN A't'I'TIE WORKPLACE

Whereas it is expedient to make the Code of Conduct at the Workplace etc to

providc protcction and safcty to womcn against harassmcnt it is hcrcby provided as

undcr:

(i) The Code provides a guideline for behavior of all employees' including

managemcnt, and the owncrs of an organization to ensure a work

cnvironmcnt frcc of harassmcnt and intimidation;

(ii) "Harassment" means any unwelcome sexual advance' request for sexual

favors or other vcrbal or wriftcn communication or physical conduct of a

scxual naturc, or sexually clcmeaning attitudcs, causing intcrfcrcnce with

work pcrformancc or crcating an intimidating, hostilc or offcnsive work

cnvironmcnt, or the attcmpt to punish thc complainant for rcfusal to

comply to such a request or is made a condition for employment;

The abovc is unacccptable behavior in the organization and at the

workplacc, including in any intcraction or situation that is linked to

official work or official activity outsidc thc officc'

Explanation:

There are three significant manifestations of harassment in the

work environmcnt:

(a) Abuse of authority

A demand by a pcrson in authority, such as a supervisor'

for sexual favors in order for the complainant to kccp or obtain

certain job benefits, be it a wage increase, a promotion' training

opportunity, a transfer or the job itself'

- ll-



(b) Creating a hostile environment

Any unwelcome sexual advance, request for sexual favors

or other verbal or physical conduct of a sexual nature' which

interferes with an individual's work performance or creates an

intimidating, hostile, abusive or offensive work environment'

The typical "hostile environment" claim' in general'

rcquires finding of a pattcm of offcnsivc conduct' howcvcr' in

cascs whcrc thc harassmcnt is particularly scvcrc' such as in cascs

involving physical contact, a single offensive incident will

constitute a violation.

(c) Retaliation

Thc refusal to grant a scxual favor can rcsult in rctaliation'

which may include limiting the employee's options for future

promotions or training, distorting thc cvaluation rcports' gcncrating

gossip against the employee or other ways of limiting access to

his,/her rights. Such behavior is also a part ofthe harassment'

(iiD An informal approach to resolve a complaint of harassment may be

through mediation bstwccn thc partics involvcd and by providing advicc

and counseling on a strictly confidcntial basis;

(iv) A complainant or a staff member designated by the complaina" for the

purpose may report an incident of harassment informally to her supervisor'

or a member of the lnquiry Committee' in which case the supervisor or the

Committcc member may addrcss the issuc at hcr discrction in the spirit of

this Codc. The rcqucst may bc made orally or in writing;
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(v) If the case is taken up for investigation at an informal level' a senior

manager from the office or the head offrce will conduct the investigation

inaconfidentialmanner.Theallegedaccusedwillbeapproachedwiththe

intcntion of rcsolving thc mattcr in a confidcntial manncr;

(vi) If the incident or the case reported does constitute harassment of a higher

degree and the officer or a member reviewing the case feels that it needs to

bc pursucd formally for a disciplinary action' with thc conscnt of thc

complainant, thc case can bc takcn as a formal complaint;

(vii) A complainant does not ncccssarily have to takc a complaint of

harassment through the informal channel' She can launch a formal

comPlaint at any time;

(viii) Thc complainant may make formal complaint through hcr incharge'

supcrvisor, CBA nomincc or workcr's rcprcscntative' as thc casc may be'

or directly to any member of the Inquiry Committee The Committee

mcmbcr approached is obtigated to initiate the process of investigation'

Thc supcrvisor shall facilitatc thc proccss and is obligatcd not to covcr up

or obstruct the inquiry;

(ix) Assistance in the inquiry procedure can be sought from any member ofthe

organization who should be contacted to assist in such a case;

(x) Thc cmploycr shall do its bcst to temporarily makc adjustments so that the

accused and the complainant do not have to interact for official purposes

during the investigation period. This would include temporarily changing

the office, in case both sit in one office, or taking away any extra charge

overandabovetheircontractwhichmaygiveonepartyexcessivepowers

ovcr the othcr's job conditions. Thc cmployer can also dccidc to scnd the

accuscd on leavc, or suspcnd thc accuscd in accordancc with the

applicable procedures for dealing with the cases of misconduct' if

required;
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(xi) Rctaliation from cither party should bc strictly monitored' During the

proccss of the invcstigation work, cvaluation' daily dutics' rcporting

structure and any parallel inquiries initiated should be strictly monitored to

avoid any retaliation from either side;

(xii) The harassment usually occurs between colleagues when they are alone'

thcrcforcusuallyitisdifficulttoproducecvidcncc.Itisstrongly
recommendcd that staff should rcport an offensive bchavior immcdiatcly

to someone they trust, even if they do not wish to make a formal

complaint at the time. Although not reporting immediately shall not affect

thc mcrits ofthc casc; and

(xiii) The Code lays down the minimum standards of behavior regarding

protection of women from harassment at workplace etc but will not affect

any better arrangement that an organization may have developed nor will

it bar the grant of protection that employees working in an institute may

secure from their employcrs though negotiation'
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I\IINISTER-I N.C E

YOUSAF RAZA GILLANI

PRIME MINISTER

ISLAMIC REPUBLIC O}' PAKISTAN

STATEMENT OF OBJECTS AND REASONS

The objective ofthis Act is to create a safe working environment for women'

which is iree o'f harassment, abuse and intimidation with a view toward fulfillment of

,r,.ir.igti. *-k with dignity. iiwill also cnablc highcr productiviry and a bcttcr quality

oftif. } *o.L. Harassmert is one ofthe biggest hurdles faced by working women

nrcvcntins manv who want to work to gct thcmsclves and thcir familics out ofpovcrty'

ilt.;;ffffi;;; ;;h io, *oln"rio participate more tullv in the development of

this country at all lcvcls.
This Act builds on the principles ofequal opportunity for men and women and

ttr"l. rigiiio "u. 
a livelihood without fear of discrimination as stipulated in the

Con.tii,tion. This Act complies with the Govemment's commitment to high intemational

labour standards and empowerment ofwomen' It also adheres to the Human Rights

O""tu.utior, tt c Unitcd Nation's Convcntion for Elimination of alI forms of

Discrimination Against women and ILO's convenrion 100 and I I I on workers'rights. It

"a:f,"i"r'r" 
,r," priiciplcs oflslam and all othcr rcligions in our country which assurc

women's dignitY.
Thijcircquircs all public and privatc organizations to.adopt an intcrnal Codc of

Conduci and u .ornpluin/upp.nls mechanism aimed at establishing a safe working

enrironment, free oi intimidation and abuse. for all working women. It shall also

establish an Ombudsman at Federal and provincial levels'
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