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N I IZS Under Protection Against Harassment Of Women At The Workplace Act, 2010

ﬁ [ Schedule Sections 2 (C)And 11 ]
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The Code provides a guideline for behavior of all employees, Including management, and the owners of an organization to ensure a work
environment free of harasesment and Intimidation:

“harassment” means:

any unwelcomesexual advance, request for sexual favours, stalking or other verbal, visual or written communication or
physical conduct of a sexual nature or sexually demeaning attitudes, including any gestures or expression conveying derogatory
connotation causing Interference with work performance or creating an Intimidating, hostile or offensive work environment, or the attempt
to punish the complainant for refusal to comply to such a request or is made a condition for employment; or
discrimination on basis of gender, which may or may not be sexual in nature, but which may embody discriminatory and prejudicial mindset
or notion, resulting In discriminatory behavior on basls of gender against the complainant;

Provided that a single Incident having the effect of making a person uncomfortable or creating a sense of fear or panic at the workplace Is also
harassment.
Explanation

Abuses of authority
A demand by a person In authority, such as a supervisor, for sexual favors in order for the complainant to keep or obtain certain job
benefits, be it a wage increase, a promotion, training opportunity, a transfer or the job itself.

Creating a hostlle environment
Anyunweicome seual 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; or any discrimination on
basis of gender, which may or may not be sexual In nature, but which may embody a discriminatory and prejudical mind-set or notion
resulting In discriminatory behavior on basls of gender.

The typical “hostlle environment” claim, in general, requires finding of a pattern of offensive conduct, however, in cases where the
harassment is particularly severe, such as In cases involving physlcal contact or gender-based discrimination, a single offensive incident
will constihute a violation.

Retallation

The refusal to grant a sexual favor can result In retaliation, which may include limiting the employee’s options for future promotions or
tralning, distorting the evaluation reports, generating gossip against the employee or other ways of limiting access to his/her rights. Such
behavior Is also a part of the harassment.

An informal approach to resolve a complaint of harassment may be through mediation between the parties involved and by providing advice
and counseling on a strictly confidential basis;

A complainant or a staff member designated by the complalnant for the purpose may report and Incldent of harassment informally to her
supervisor, or a member of the Inquiry Committes, in which case the supervisor or the Committee member may address the issue at her
discretion In the spirit of this Code. The request may be made orally or In writing;

If the case Is taken up for Investigation at an Informal level, a senlor manager from the office or the head office will conduct the Investigation In a
confidential manner. The alleged accused will be approached with the intention of resolving the matter in a confiedential manner;

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
neads to be pursued formally for a disciplinary action, with the consent of the complainant, the case can be taken as a formal complaint;

A complainant does not necessarily have to take a complaint of harassment through the Informal channel. She can launch a formal complaint at
any time;

The complainant may make formal complaint through his/her Incharge, supervisor, CBA nominee or worker's representative, as the case may
be, or directly to any member of the Inquiry Committee. The Committee member approached Is obligated to Inltiate the process of investigation.
The supervisor shall facilitate the process and is obligated not to cover up or obstruct the inquiry;

Asslstance In the Inquiry procedure can be sought from any member of the organization who should be contacted to assist in such a case;

The employer shall do lts best to temporarily make adjustment so that the accused and the complalnant do not have to Iinteract for officlal
purposes during the investigation period. This would include temporarily changing the office, in case both sit in one office, or taking away an
extra charge over and above their contract which may give one party exceesive powere over the other's job conditions. The employer can also
declde o send the accused on leave, or suspend the accused In accordance with the applicable procedures for desaling with the cases of
misconduct, if required:;

retaliation from either party should be strictly monitored. During the process of the Investigation work, evaluation, dally duties, reporting
structure and any parallel Inquirles Initiated should be strictly monltored to avold andy retallation from elther side. Filing counter-blast sults for
defamation etc. are also retallation. The Ombudsperson or Inquirty Commitiee, as the case may be, should take notice of this in his or lis
proceedings.

The harassment usually occurs between colleagues when they are alone, therefore usually It Is difficult to produce evidence. it Is strongly
recommended that staff should report and offensive behavior immediately to someone the trust, even If they do not wish to make a formal
complaint at the time. Although not reporting Immediately shall not affect the merits of the case; and
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 grandt of protection that emplooyees working In an instltute may

secure from thelr employers through negotiation.

There are three significant manifestations of harassment In the work environment:___

In Case of Complaint Contact us on:

051 9032939 | 051 9032911 | 051 9032755
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In Case of Complaint Contact us on:

051 9032939 | 051 9032911 | 051 9032755
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NATIONAL HIGHWAY AUTHORITY
CONFIDENTIAL SECTION

No. lnq/lOSS/Admn/CS/NHA/24/ (69 Islamabad, the lg/ May, 2024

OFFICE ORDER

The Member (Admn), NHA has been pleased to appoint Mrs Aamera Riaz,
Director (LM&IS), NHA, HQ 0300-9725525, as Focal Person to liaison with Federal

Ombudsperson Secretariat in connection cases relate to the “Protection Against

£

(AZ BI)
Deputy Director (Confidential)

Harassment of Women at the Workplace Act, 2010.

Distribution:-

> Federal Ombudsperson Secretariat, Islamabad.

> All Members, Inquiry Committee, constituted under 2010 Act.
> All Member, NHA.

> Secretary, NHA.

> All GMs, NHA, HQ/Regions/Projects

> Director (Personnel) NHA, HQ

> Director (Regulations), NHA, HQ

> Director (MIS), NHA, HQ

> Director (Legal) NHA, HQ

> +— Mrs Aamera Riaz, Director (LM&IS), NHA, HQ

Copy to:-

» SPS to Chairman, NHA, HQ
» SO to Member (Admn) NHA, HQ
> Section Officer (Admn) MoC w.r.t. his letter No. 7 (10)/2011-Admn dated

24-04-2024.

Harassment Act, 2010
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NATIONAL HIGHWAY AUTHORITY
CONFIDENTIAL SECTION

No. Inq/Admn/CS/NHA/1088/24/ /gg Islamabad, theeqd May, 2024

Mr. Usman Sohail, '
Section Officer (Admn),
Ministry of Communication,

ISLAMABAD.
COMPLIANCE WITH THE PROVISIONS OF THE PROTECTION AGAINST

Sub:
HARASSMENT OF WOMEN AT THE WORKPLACE ACT, 2010.

The undersigned is directed to refer your letter No. 7 (10)/2011-Admn dated 24-
04-2024 and Federal Ombudsperson Secrctariat for Protection Against Harassment of
Women at the Workplace (FOSPAH) letter dated 18-04-2024 ca the subject captioned
above and state that since the promulgation of Protection Against Harassment of Women
at the Workplace Act,2010 (2010 Act), an Inquiry Committee was constituted at NHA. It
was altered from time to time and has been functioning ever since. At present the

composition of Inquiry Committce is as follows (Annexed-A):-

* Secretary, NHA - Convener
Ph:0333-3383367
« Syed Tariq Hussain Shah
Mcmber

' Director (Finance) NHA HQ
Ph:0333-5760531
/Mrs Aamera Riaz,
Director (LM&IS), NHA, HQ - Member
Ph:0300-9725525

e Mrs Lubna Tabassam ,
Dy. Dir (Design), NHA, HQ
Ph:0346-5324152
2, Similarly, a comprehensive reporting mechanism on the parameters,as laid down
in the 2010 Act,was devised and placed at thc prominent places in all NHA offices as well

as on the NHA website vide Circular dated 26-04-2010 (Annex-B).

Mcmber

3. NHA is one of the organizationywhere efforts are taken to provide discrimination free
environment so that women can perform their duty with utmost comfort. Furthermore, in
addition to the provisions of 2010 Act, NHA has its own accountability system.

4, In order to liaison with Federal Ombudsperson Secretariat for cases under the
domain of Protection Against Harassment of Women at Workplace Act, 2010, Mrs Aamera
Riaz, Director (LM&IS), NHA, HQ (Cell # 0300-9725525) has been appointed as Focal
Person, NHA. ' ‘ .
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8. Report is submitted as directed, please.

(ZAINAB(JAHANDAD)
Directdr (Confidential)

Harassment Act, 2010
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