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  POLICY ON PREVENTION AND REDRESSAL OF WORKPLACE SEXUAL HARASSMENT  

 
Overview 
 
This Policy on Prevention and Redressal of Workplace Sexual Harassment has been 
framed in consonance with applicable law and has been introduced to prohibit, prevent, 
and redress grievances of workplace sexual harassment of women in a time-bound and 
sensitive manner.  
 
Meaning of Sexual Harassment 
 
Sexual Harassment means any one or more of the following unwelcome acts or behaviour: 

 
(i) Physical contact and advances;   
(ii) A demand or request for sexual favours;   
(iii) Making sexually coloured remarks; 
(iv) Showing pornography; or 
(v) Any other unwelcome physical, verbal or non-verbal conduct of sexual nature. 

 
Further, the following circumstances may amount to Sexual Harassment if it occurs or is 
present in relation to any other act of Sexual Harassment: 
 
(i) Implied or explicit promise of preferential treatment in employment; 
(ii) Implied or explicit threat of detrimental treatment in employment; 
(iii) Implied or explicit threat about present or future employment status; 
(iv) Interference with work or creating an intimidating or offensive or hostile work 

environment; or 
(v) Humiliating treatment likely to affect health or safety. 

 
Prohibition of Sexual Harassment at the Workplace 
  
The Company has a ‘zero-tolerance’ approach to any instance of Sexual Harassment. 
Sexual Harassment of women at Company’s workplace(s), whether during or after 
working hours, is strictly prohibited under the law and this policy. For the purpose of this 
POSH Policy, it is clarified that ‘workplace’ also includes any place visited by an employee 
arising out of or during the course of employment, including transportation that may be 
provided by the Company. 
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Internal Committee 
 

The Company has constituted an Internal Committee (“IC”) to investigate allegations of 
Sexual Harassment at the Company’s workplace. The Company reserves the right to add 
to, remove or replace the IC members from time to time. 
 
Complaint 

 
Any woman who alleges to have been subjected to any act of Sexual Harassment at the 
workplace may make a complaint to the IC. The aggrieved woman may request the IC to 
provide reasonable assistance for making the complaint in writing. In case the 
complainant is under any physical or mental incapacity, the complaint can be made by 
the legal heir or any other person authorized in writing by the complainant.  
 
The complaint should be made in writing or via email to the IC as soon as possible, not 
later than 3 months from the date of occurrence of the incident alleged to constitute 
Sexual Harassment (in case of a series of incidents, within a period of 3 months from the 
date of the last incident). The IC may extend the time limit, not exceeding 3 months, if it 
is satisfied that there were unavoidable circumstances which prevented the aggrieved 
woman from filing a complaint within the said period. 

 
Hard-copy complaints should be submitted to Mr. Rajesh Patel, General Manager, HR and 
Admn., Fairchem Organics Limited, 253/P and 312, Village Chekhala, Sanand – Kadi 
Highway, Taluka Sanand, District AHMEDABAD – 382 115 and email complaints should 
be mailed to rajesh.patel@fairchem.in & cs@fairchem.in All complaints, whether in hard-
copy or email form, should be clear and should include details of the incident or incidents, 
supporting documents, names of individuals involved and the names and addresses of the 
witnesses. On receipt of the complaint, the IC shall send one of the copies received from 
the aggrieved woman to the respondent within a period of 7 working days. The 
respondent shall file a reply to the complaint along with a list of documents, and names 
and addresses of witnesses, within a period not exceeding 10 working days from the date 
of receipt of the complaint.  
 
If the complainant would like to initiate action under the Indian Penal Code, 1860, she 
may inform the IC of the same, and the Company shall provide necessary assistance to file 
such a complaint.   
 
Conciliation 

 
Before the IC initiates an inquiry into the complaint, the complainant may request the IC 
to settle the matter between the complainant and the respondent through conciliation 
before initiating an inquiry. However, no monetary settlement shall be made on the basis 
of the conciliation. In the event a settlement has been reached, a further inquiry shall not 
be conducted. 
 
Inquiry 
 
All claims of Sexual Harassment will be promptly and thoroughly investigated by the IC 
in accordance with the principles of natural justice and the provisions of law. Neither the 
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complainant nor the respondent shall be allowed to bring in any legal practitioner to 
represent them in their case at any stage of the proceedings before the IC. 
 
In the event that the complainant or respondent fails to appear before the IC without 
sufficient cause for 3 consecutive hearings, the IC shall have the right to terminate the 
inquiry proceedings or to give an ex-parte decision on the complainant. 
 
The IC shall submit an enquiry report to the Company’s authorized representative upon 
conclusion of the inquiry. The report of the IC shall be deemed to be the enquiry report 
for purposes of any disciplinary rules applicable to the employee against whom a 
complaint of Sexual Harassment was made. Where the IC determines that the allegation 
against the respondent has been proven, it may recommend to the Company to take 
action for Sexual Harassment as misconduct in accordance with the provisions of the 
Company’s applicable policies and applicable law. 
 
In the event the IC determines that the complaint is false or malicious, the IC may 
recommend to the Company to subject the individual making the false complaint to 
disciplinary action, up to and including termination of employment. It is hereby clarified 
that mere inability to substantiate a complaint or provide adequate proof shall not attract 
action against the complainant. 
 
Confidentiality 
 
Complaints of Sexual Harassment shall be treated with sensitivity and confidentiality. 
Contents of the complaint, the identity and addresses of the complainant, respondent and 
witnesses, any information relating to conciliation and inquiry proceedings, 
recommendations of the IC and the action taken by the Company shall be treated as 
confidential. 
 
If any person entrusted with the duty to handle the complaint, inquiry or any 
recommendations of the IC, contravenes his/her confidentiality obligation, he/she shall 
be liable for disciplinary action, in accordance with the provisions of the Company’s 
policies, as applicable. 
 
Information 
 
Please contact Mr. Rajesh Patel, General Manager, HR and Admn at the factory address or 
in case of his non-availability for any reason, Company Secretarial department at the 
Registered Office (which presently is at the factory address only) of the Company, for any 
questions or further guidance in relation to this POSH Policy. 
 
Modifications 
 
The Company reserves the right to alter, add to, vary or substitute any of the provisions 
of the POSH Policy at any time. If any of the provisions contained herein are found to be 
invalid, illegal or unenforceable in any respect, the validity, legality and enforceability of 
the remaining provisions shall not in any way be affected or impaired. 
 


