
 

 

 

POLICY ON PREVENTION OF SEXUAL HARASSMENT OF WOMEN (POSH) IN 
PARTAP INDUSTRIES LIMITED 

 

Sexual harassment at the workplace results in violation of the fundamental rights of a woman 
- to equality under Articles 14 and 15 of the Constitution of India 
- to life and to live with dignity under article 21 of the Constitution 
- to practice any profession or to carry on any occupation, trade or business which includes a 
right to a safe environment free from sexual harassment. 

 
Protection against sexual harassment and the right to work with dignity are universally 
recognized human rights by international conventions and instruments such as Convention on 
the Elimination of all Forms of Discrimination against Women, which has been ratified on 25 
June 1993 by the Government of India. 

 
The PARTAP INDUSTRIES LIMITED is an equal employment opportunity company and is 
committed to creating a healthy working environment that enables employees to work without 
fear of prejudice, gender bias and in a harassment free workplace to all employees without regard 
to race, caste, religion, colour, ancestry, marital status, gender, age, nationality, ethnic origin or 
disability. The Company also believes that all employees of the Company have the right to be 
treated with dignity. Sexual harassment at the work place or other than work place if involving an 
employee or employees is a grave offence and is therefore, punishable 

This Policy extends to all employees of Partap Industries Limited and any other company which 
may be incorporated in future with applicability of Partap HR policies - hereinafter referred to 
as 'Company' / 'Organization' in this policy. It is deemed to be incorporated in the service 
conditions of all employees of the Company in India. Local country laws will take precedence 
over this policy, in other geographies, if applicable. 

 
 

1. Introduction 
At Partap Industries, all employees are expected to uphold the highest standards of ethical 
conduct at the workplace and in all their interactions with business stakeholders. This means that 
employees have a responsibility to 

• Treat each other with dignity and respect 
• Follow the letter and spirit of law 
• Refrain from any unwelcome behaviour that has sexual connotation (of sexual 

nature) 
• Refrain from creating hostile atmosphere at workplace via sexual harassment 



 

 

 

• Report sexual harassment experienced and/or witnessed to appropriate authorities 
and abide by the complaint handling procedure of the company. 

 
This policy has been framed in accordance with the provisions of “The Sexual Harassment of 
Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013” and rules framed 
thereunder (hereinafter “the Act”). Accordingly, while the policy covers all the key aspects of the 
Act, for any further clarification reference shall always be made to the Act and the provisions of 
the Act shall prevail. If any aspect relating to sexual harassment not explicitly covered in this 
policy is provided for by the law, then the law will be applicable. In case of any conflict between 
the policy and the law, the law will prevail. 

 
This policy provides protection against sexual harassment of women at workplace and the 
prevention and redressal of complaints of sexual harassment and matters related to it. 

 
2. Scope 

This Policy extends to all employees of the Company and is deemed to be incorporated in the 
service conditions of all employees of the Company in India. Local country laws will take 
precedence over this policy, in other geographies, if applicable. 

 
3. Definitions 
• Sexual harassment may occur not only where a person uses sexual behavior to control, 

influence or affect the career, salary or job of another person, but also between co-workers. It 
may also occur between an employee and someone that employee deals with in the course of 
his/her work who is not employed by the Company. 

 
“Sexual Harassment” includes any one or more of the following unwelcome acts or behavior 
(whether directly or by implication), but not limited to: 
1. Any unwelcome sexually determined behavior, or pattern of conduct, that would cause 

discomfort and/or humiliate a person at whom the behavior or conduct was directed namely: 
a. Unwelcome sexual advances involving verbal, non-verbal, or physical conduct, implicit or 

explicit 
b. Physical contact and advances including (but not limited to) touching, stalking, sounds 

which have explicit and /or implicit sexual connotation/overtones, molestation 
c. Teasing, Voyeurism, innuendos and taunts with implicit sexual connotation, physical 

confinement and /or touching against one’s will 
d. Demand or request for sexual favors 
e. Sexually colored remarks or remarks of a sexual nature about a person's clothing or body 
f. Display of pictures, signs etc. with sexual nature/ connotation/ overtones in the work area 

and work-related areas 
 



 

 

 

g. Showing pornography, making or posting vulgar / indecent / sexual pranks, teasing, 
jokes, demeaning or offensive pictures, cartoons or other materials through email, SMS, 
MMS, gestures etc. 

h. Repeatedly asking to socialize during off-duty hours or continued expressions of sexual 
interest against a person’s wishes 

i. Giving gifts or leaving objects that are sexually suggestive 
j. Eve teasing, innuendos and taunts, physical confinement against one’s will or any such act 

likely to intrude upon one’s privacy; Persistent watching, following, contacting of a 
person; and 

k. Any other unwelcome physical, verbal or non-verbal conduct of sexual nature 

2. The following circumstances if it occurs or is present in relation to any sexually determined 
act or behavior amount to sexual harassment: 
a. Implied or explicit promise of preferential treatment in employment; 
b. Implied or explicit threat of detrimental treatment in employment; 
c. Implied or explicit threat about the present or future employment status; 
d. Interference with the person’s work or creating an intimidating or offensive or hostile 

work environment; or 
e. Humiliating treatment likely to affect health or safety. 

An alleged act of sexual harassment committed during or outside of office hours falls under the 
purview of this policy. Further, it is important to note that whether harassment has occurred or 
not does not depend on the intention of the people but on the experience of the aggrieved woman. 

 
• Aggrieved woman: In relation to a workplace, a woman, of any age, whether employed or not, 

who alleges to have been subjected to any act of sexual harassment by the respondent. 
 

• Complainant: Any aggrieved woman who makes a complaint alleging sexual harassment under this 
policy 

 
• Respondent: A person against whom a complaint of sexual harassment has been made by the 

aggrieved woman under this policy 
 

• Employee: A person employed at the workplace, for any work on regular, temporary, ad-hoc or 
daily wage basis, either directly or through an agent, including a contractor, with or without the 
knowledge of the principal employer, whether for remuneration or not, or working on a voluntary 
basis or otherwise, whether the terms of employment are express or implied and includes a 
coworker, a contract worker, probationer, trainee, apprentice or called by any other such name. 

 
• Special Educator: A Special Educator means a person trained in communication with people 

with special needs in a way that addresses their individual differences and needs. 
 



 

 

 

• Workplace: 
o Premises, locations, establishments, enterprises, institutions, offices, branches or units 

established, subsidiaries which are controlled by the Company. 
 

o Places visited by the Employee arising out of or during the course of employment including 
official events, accommodation and transportation provided by the employer for undertaking a 
journey. 

 
 

• Employer: A person responsible for management, supervision and control of the workplace 

 

4. Roles and Responsibilities 
It is the responsibility of all to respect the rights of others and to never encourage harassment. It can 
be done by: 
a. Refusing to participate in any activity which constitutes harassment 
b. Supporting the person to reject unwelcome behavior 
c. Acting as a witness if the person being harassed decides to lodge a complaint 

5. Redressal Mechanism – Formal Intervention 
 

In compliance with the Act, any complaint under this policy shall be followed by a formal 
redressal mechanism as described in this Policy. 
 
 

A. RESPONSIBILITIES REGARDING SEXUAL HARASSMENT: 

All employees of the Company have a personal responsibility to ensure that their behavior is not 
contrary to this policy. All employees are encouraged to reinforce the maintenance of a work 
environment free from sexual harassment. 

B.  COMPLAINT MECHANISM: 

 An appropriate complaint mechanism in the form of "Internal Complaints Committee" has been 
created in the Company for time-bound redressal of the complaint made by the victim 

C. CORRECTIVE ACTION: 

 It may include any of the following:  

1. Formal apology  

2.  Counselling 

3. Written warning to the perpetrator and a copy of it maintained in the employee's file. 

4. Change of work assignment / transfer for either the perpetrator or the victim  

5. Suspension or termination of services of the employee found guilty of the offence 



 

 

 

 In case the complaint is found to be false, the Complainant shall, if deemed fit, be liable for 
appropriate disciplinary action by the Management. 

D. CONFIDENTIALITY: 

 The Company understands that it is difficult for the victim to come forward with a complaint of 
sexual harassment and recognizes the victim's interest in keeping the matter confidential To 
protect the interests of the victim, the accused person and others who may report incidents of 
sexual harassment, confidentiality will be maintained throughout the Investigatory process to the 
extent practicable and appropriate under the circumstances. 

 


