PAKISTAN NATIONAL SHIPPING CORPORATION

231 May, 2024
ADMINISTRATIVE ORDER NO.03/2024.

SUBJECT: IMPLEMENTATION OF PROTECTION AGAINST HARASSMENT OF
WOMEN AT THE WORK PLACE ACT, 2010 (AS AMENDED).

; Pursuant to Management’s decision, Inquiry Committee is hereby re-constituted
comprising of the following officers for the purpose stated above:

Contact Nos.

a. Mr. Ali Imam Qadri ... Chairperson 021-99204044
G.M (Procurement)
b. Mr. Jamil Ahmad Member 021-99204026
Manager (ER)
c. Ms. Asia Akhtar Member / 021-99203980-99
A.M (Library) Focal Person Ext No. 7009
o The Inquiry Committee shall perform its responsibilities and follow reporting

mechanism and procedures in accordance with Protection against Harassment of women
at the Workplace Act. 2010, (As amended). In this regard, copies of code of conduct under
the said Act as issued by Federal Ombudsperson Secretariat for Protection against
Harassment of Women at the Workplace (FOSPAH) and guidelines in English & Urdu are
enclosed herewith for reference.

: § The Competent Authority in the subject matter shall be Chief Executive Officer.

CDRE. MASOOD UL HASAN Si(M)
GENERAL MANAGER (ADMIN / HR)

For Information:

1. CEO
2. S.0.TO ALL EDs.
3. ALL HEAD OF DEPARTMENTS.



GODE OF GONDUCT

Under Protection against Harassment of women at the Workplace Act, 2010

[ Schedule Sections 2 (c) and 11 ]

Whereas it is expedient to make the Code of Conduct at the Workplace etc to provide protection and safety to women against harassment
it is hereby provided as under:

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 harassment and intimidation;

“harassment” means.—

(@) anyunwelcome sexual advance, request for sexual favours, stalking or cyber 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 oris made a condition for employment; or

(b)  discrimination on basis of gender, which may or may not be sexual in nature, but which may embody discriminatory and prejudicial mind-
set or notion, resulting in discriminatory behavior on basis 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.

(iii)

(iv)

(vi)

(vii)

(viii)

(ix)
(x)

(xi)

(xii)

(xiii)

Helpline: 03444 367 367

Explanation.—There are three significant manifestations of harassment in the work environment:—

(a) Abuse ofauthority

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 awage increase, a promotion, training opportunity, a transfer or the job itself.

(b) Creatingahostile 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; or any discrimination on
basis of gender, which may or may not be sexual in nature, but which may embody a discriminatory and prejudicial mind-set or notion
resulting in discriminatory behavior on basis of gender.

The typical “hostile environment” claim, in general, requires finding of a pattern of offensive conduct, however, in cases where the
harassmentis particularly severe, such as in cases involving physical contact or gender- based discrimination, a single offensive incident
will constitute a violation.

(c) Retaliation
The refusal to grant a sexual favor can result in retaliation, which may include limiting the employee’s options for future promotions or

training, distorting the evaluation reports, generating gossip against the employee or other ways of limiting access to his/herrights. Such
behavioris 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 prowdlng advice
and counseling on a strictly confidential basis;

A complainant or a staff member designated by the complainant for the purpose may report an incident of harassment informally to her
supervisor, or a member of the Inquiry Committee, 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 orin writing;

Ifthe case is taken up for investigation at an informal level, a senior 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 matterin a confidential 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
needs to be pursued formally for a disciplinary action, with the consent of the complainant, the case can be taken as a formal complaint;

Acomplainant 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/ herincharge, supervisor, CBAnominee 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 initiate the process of investigation.
The supervisor shall facilitate the process and is obligated not to cover up or obstruct the inquiry;

Assistance in the inquiry procedure can be sought from any member of the organization who should be contacted to assistin such a case;

The employer shall do its best to temporarily make 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 over and above their contract which may give one party excessive powers over the other's job conditions. The employer can also
decide to send the accused on leave, or suspend the accused in accordance with the applicable procedures for dealing with the cases of
misconduct, if required,;

retaliation from either party should be strictly monitored. During the process of the investigation work, evaluation, daily duties, reporting
structure and any parallel inquiries initiated should be strictly monitored to avoid any retaliation from either side. Filing counter-blast suits for
defamation etc. are also retaliation. The Ombudsperson or Inquiry Committee, as the case may be, should take notice of this in his or its
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 an offensive behavior immediately to someone they trust, even if they do not wish to make a formal
complaint atthe 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 grant of protection that employees working in an institute may
secure from their employers through negotiation.

X if o @fospah

Online Complaint:
X info@fospah.gov.pk P




Under Protection Against Harassment at the Workplace Act, 2010

[ Schedule Sections 2 (c) and 11 ]

% Whereas it is expedient to make the Code of Conduct at the Workplace etc to ﬁi
provide protection and safety against harassment it is hereby provided as under: [=:" "S-

GUIDELINE TO ENSURE A HARASSMENT FREE
WORK ENVIRONMENT

It is the responsibility of every employer to provide a conducive work environment

Types of harassment:

i. Abuse of Authority means demanding sexual favors from subordinate for the subordinate
to keep or obtain job benefits.

ii. Hostile environment means one where the complainant feels uneasy, abused and ‘
intimidated which interferes with the complainant's work performance.

iii. Retaliation means refusing a sexual favor results in limiting promotion, generating gossip or
distorting evaluation reports etc.

Complaint in organization:

- Every organization must have an inquiry committee, consisting of three
members; at least one woman, to entertain the complaints.

« The names and contact numbers of members of inquiry committee should be publicly
displayed.
- Adjustment should be made by the employers such as:
i.  Complainantand accused should not be required to meet for official business.

ii. Extracharge, giving one party excessive power over the other, should be taken away.
iii. Retaliation should be strictly monitored

- Ifharassment committee does not exist/ functional in an organization, complaint can be filed at
FOSPAH.

Appeal at FOSPAH:

- Feeling aggrieved of inquiry committee’s decision, an appeal can be filed at FOSPAH within 30
days. OR

Complaint at FOSPAH:

« Afresh complaint can be filed before the Federal Ombudsman:
1.0Online 2.Bypost 3.Inperson.

FOSPAH IS EMPOWERED TO PROTECT AND SECURE THE RIGHTS OF
OWNERSHIP OF WOMEN IN THE PROPERTY INHERITED OR OWNED

FOSPAH is now empowered under the “Enforcement of Women's Property Rights Act 2020” to deal
with all the complaints related to women's property rights including movable or immovable
property.

« The aggrieved woman or anybody on her behalf can file a complaint at FOSPAH.

. The Ombudsman can even take sou moto notice in such cases.

+ Decision would be announced in 2 months.

Online Complaint (@) Islamabad: +92 519264444, Karachi: +92 21 99206444 £7 (@ (O] (») @fospah
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