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POLICY ON PREVENTION OF SEXUAL HARASSMENT

OBJECTIVE

Our Company is committed to providing work environment that ensures every employee is treated with
dignity and respect and afforded equitable treatment. The Company is also committed to promoting a
work environment that is conducive to the professional growth of its employees and encourages
equality of opportunity. The Company will not tolerate any form of sexual harassment and is committed
to take all necessary steps to ensure that its employees are not subjected to any form of harassment.

SCOPE:

This policy applies to all employees (full-time, part-time, trainees and those on contractual
assignments) of the Company including all subsidiaries companies at their workplace or at client sites.
The Company will not tolerate sexual harassment, if engaged in by clients or by suppliers or any other
business associates.

The workplace includes:
1. All offices or other premises where the Company’s business is conducted.
2. All company-related activities performed at any other site away from the Company’s premises.

3. Any social, business or other functions where the conduct or comments may have an adverse impact
on the workplace or workplace relations.

DEFINITION:

“Aggrieved Person” means a person in relation to work place whether employed or not, who alleges
to have been subject to any act of sexual harassment by the Respondent.

“Company” means Modison Metals Limited.

“Employee” means a person employed at a workplace for any work on regular, temporary, ad hoc or
daily wages 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 co-
worker, a contract worker, probationer, trainee, apprentice or called by any other such name;

“Internal Complaints Committee” means a committee constituted by Company as per this Policy.
“Respondent” means a person against whom the aggrieved person has made a complaint.
“Sexual harassment’”’ would mean and include any of the following:

1. Unwelcome sexual advances (verbal, written or physical),

2. Demand or request for sexual favours,

3. Any other type of sexually-oriented conduct,



4. Verbal abuse or ‘joking’ that is sex-oriented,

5.Any conduct that has the purpose or the effect of interfering with an individual’'s work
performance or creating an intimidating, hostile or offensive work environment and/or submission
to such conduct is either an explicit or implicit term or condition of employment and /or submission
or rejection of the conduct is used as a basis for making employment decisions.

Inappropriate conduct could also be a joke, a prank or even a compliment. These gestures also lead
to harassment although the intention of the individual might not be to offend the other person.

“Workplace” includes any department, organization, undertaking, establishment, enterprise
institution, office or branch unit. Any place visited by the employee arising out of or during the
course of employment include transportation provided by the employer for undertaking such
journey.

APPLICABILTY

This Policy applies to all the employees, workers and trainees (whether in the office premises or
outside while on assignment).

Where sexual harassment occurs to anyone as a result of an act by a third party or outsider while on
official duty, the Company will take all necessary and reasonable steps to assist the affected person
in terms of support and preventive action.

Explanation: “Employee” means any person on the rolls of the Company including those on
deputation, contract, temporary, part time or working as consultants.

COMPLAINT REDRESSAL COMMITTEE

Constitution of the Internal Complaints Committee:

An Internal Complaints Committee has been formed to redress any complaints of sexual
harassment.

The committee comprises of:
e Presiding Officer: A woman employee at a senior level in the organization or workplace

e At least 2 members from amongst employees, committed to the cause of women and or having
legal knowledge

e One external member from non-governmental organization, familiar with the issues relating to
Sexual harassment

e At least one half of the total members are women
The members of this committee are mentioned in Annexure 1.

The Presiding Officer reserves the right to nominate more members of appropriate seniority and
rank in the committee to conduct such enquiries to ensure equal representation of the gender as
that of the complainant or for any other valid reason.



The Complaints Committee is responsible for:
¢ Investigating every formal written complaint of sexual harassment.

» Taking appropriate remedial measures to respond to any substantiated allegations of sexual
harassment.

e Discouraging and preventing employment-related sexual harassment.

DEALING WITH THE COMPLAINT

e |t is the obligation of all employees to report sexual harassment experienced by them
personally. A concerned co-worker may also inform the Complaints Committee of any
instance or behaviour of sexual harassment by a co-worker towards another employee.

e The complaint shall have to be in writing and can be in form of a letter, submitted within 3
months from the date of the incident and in case of a series of incidents, within a period of 3
months from the date of the last incident. The Complaints Committee can extend the
timeline for filing the complaint, for reasons to be recorded in writing, by a period of 3
months. Alternately, the employee can send complaint through an email. The employee is
required to disclose their name, department, division and location they are working in, to
enable the Presiding Officer to contact them and take the matter forward. Employees may
also write directly to the Whistle Officer appointed by the Company at
shareholder@modison.com.

e The Presiding Officer of the Complaints Committee will proceed to determine whether the
allegations (assuming them to be true only for the purpose of this determination) made in
the complaint fall under the purview of Sexual Harassment, preferably within 30 days from
receipt of the complaint.

e The complainant and the accused shall be informed of the outcome of the investigation. The
investigation shall be completed within 3 months of the receipt of the complaint. If the
investigation reveals that the complainant has been sexually harassed as claimed, the
accused will be disciplined accordingly.

ACTION

e The Committee shall on completion of the enquiry provide a report of its findings within 10
days from the date of completion of the enquiry and such report shall be made available to
the concerned parties.

o If the allegation against the respondent has not been proved, the Committee may
recommend that no action needs to be taken in the matter.
e If the Internal Complaints Committee arrives at the conclusion that the allegation against the
respondent has been proved, it shall recommend to:
a. Take action for sexual harassment to the complainant, issue warning, withholding of
promotions / increments of the Respondent, terminating the Respondent.
b. To deduct salary/wages of the respondent or issue direction for payment; such sum as it
may consider appropriate to be paid to the aggrieved person or to their legal heirs, as it
may determine.



e Such action will be taken within 60 days of the receipt of report.
DISSEMINATION OF THE POLICY:

1. All the Employees, Agents, Customers, Vendors, Partners and Visitors shall have access to
this Policy at any given point of time and clarification related to this Policy shall be addressed
by the HR team.

2. A brief shall be given to all existing employees regarding the features of this Policy
immediately on formulation of this Policy and to new employees in Modison Metals Limited
during their initial induction.

3. The Company shall comply with all other details as set out under Section 19 of the Act to
ensure that all employees are provided with the safe working environment at the workplace.

4. Company shall display the notice showing the name of the Internal Complaints Committee
members at its every establishment at a conspicuous place.

COMPALINTS MADE WITH A MALICIOUS INTENT:

This policy has been evolved as a tool to ensure that in the interest of justice and fair play, our
employees have a forum to approach in the event of instances of sexual harassment. However, if on
investigation it is revealed that the complaint was made with a malicious intent and with the motive
of maligning the concerned individual/ tarnishing his / her image in the company and to settle
personal/professional scores, strict action will be taken against the complainant. The employees who
are victims of sexual harassment may, in addition to the above, seek legal remedies as may be
provided under the various laws for the time being in force.

MISCELLANEOUS

1. Company may make any alteration or amendment or rescind any of the clauses of this Policy
as and when it finds it necessary to do so as long as it complies with the Act. Any such
alterations or amendment or rescinding will be intimated to the employee.

2. Nothing contained in these rules shall operate in derogation of any law for the time being in
force or to the prejudice of any right of any employee under any other Rules or Law.

3. Internal Complaint Committee shall prepare an annual report with the following details and
shall submit the same to the Company to include in its Annual Report:

a. Number of complaints of sexual harassment received during the year;

b. Number of complaints disposed off during the year;

c. Number of cases pending for more than 90 days;

d. Number of workshops or awareness program against sexual harassment carried out;
e. Nature of action taken by the employer.

CONCLUSION:

In conclusion, the Company reiterates its commitment to providing its employees, a workplace free
from harassment/ discrimination and where every employee is treated with dignity and respect.



List of Members of the Committee:

Annexure-1

Name of the person Designation

Ms. Manika Arora Presiding Officer
Ms. Shalmali Member

Mr. Kirit Patel Member

Ms. Rita Bhatia Member




Action Report:

No. of SH | No. of | No. of Action Taken No. of
Complaint | Complaint | cases Workshop /
Received | Disposed | pending Awareness
off during | for Program
Year more conducted
than 90
days
Termination | Warning | Reported Any
Letter to Police | other
Authorities
Total Total Total Total Total Total Total Total






