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Knowledge
Experti se We strive for a deeper understanding of our domain.

Innovati on We aspire to do things creati vely.

Acti on
Entrepreneurship We are empowered to act decisively and create value.

Integrity We are consistent in our thought, speech and acti on.

Care
Trusteeship We protect and enhance the interests of our customers, 

community, employees,  partners and shareholders.

Humility We aspire to be the best, yet strive to be humble.

Impact

Performance We strive to achieve market leadership in scale and 
profi tability, wherever we go.

Resilience We aspire to build businesses that anti cipate, adapt and 
endure for generati ons.
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1. Objecti ves 
a. We are committ ed to providing all of our employees an environment free of gender-based discriminati on and 

harassment. In furtherance of this commitment, the Company strives to provide all its employees with equal 
opportunity conditi ons of employment, free from gender-based coercion, inti midati on, or exploitati on and to 
create a work environment where everyone has an opportunity to fully parti cipate in achieving business success 
and is valued for the disti ncti ve skills, experiences, and perspecti ves an employee brings to the workplace. The 
Company has zero tolerance for harassment, inti midati on, or humiliati on of a sexual or gender-based nature 
in its workplace and is dedicated to ensuring enactment, observance, and adherence to guidelines and best 
practi ces that prevent and prosecute acts of sexual harassment.

b. The Company believes that all individuals have the right to be treated with dignity. Sexual harassment as well as 
discriminati on or inti midati on of a sexual or gender-based nature by or towards any employee in the workplace 
will not be condoned. The Company will not tolerate retaliati on in any form against personnel for raising sexual 
harassment complaints or concerns. 

c. This Policy applies to all allegati ons of sexual harassment made by a Complainant against another employee 
irrespecti ve of whether sexual harassment is alleged to have taken place within the Company premises or in 
any other place visited by such employee for or in relati on to work. All acti ons prohibited for an employee of 
the Company by this Policy are also prohibited for all individuals who are on the Company premises or on any 
other property where the Company conducts its business. As such this Policy shall apart from employees be 
also applicable to all third parti es such as visitors, clients, customers, contractors, service providers, and any 
other person authorized to be present within the premises/ workplace of the Company. 

d. The Company believes that all individuals have the right to be treated with dignity. Sexual harassment as well as 
discriminati on or inti midati on of a sexual or gender-based nature by or towards any employee in the workplace 
will not be condoned. The Company will not tolerate retaliati on in any form against personnel for raising sexual 
harassment complaints or concerns. 

e. This Policy applies to all categories of employees of the Company, including permanent employees, permanent 
management, workmen, temporary employees, trainees, consultants, advisers, ad hoc employees, daily 
wage earners, probati oners, apprenti ces, employees on contract, etc., at its workplace or visits to partner 
organizati ons. The Policy is applicable to all categories of employees as stated above, irrespecti ve of whether 
such persons have been engaged directly or through an agency or a contractor, and whether such employees 
are working for remunerati on or on a voluntary basis. 

f. If an individual commits an act in violati on of this Policy,  whether an employee of the Company or a third party 
interacti ng with the Company, the Company will take appropriate remedial measures under the circumstances, 
including measures to miti gate the potenti al for repeti ti on, and to discipline any of its employees who may 
have parti cipated in such conduct, or may have failed to stop such conduct when they had actual knowledge 
of such conduct and the authority to do so.

g. This is a gender-agnosti c company policy and is applicable to all categories of employees, whether permanent 
or on contract, and at their workplace or client sites. All complaints will be dealt with in a just and fair manner 
and may have serious consequences. The company will not tolerate any form of sexual harassment engaged 
in by clients, employees, suppliers, or any other business associates and is committ ed to taking all necessary 
steps to ensure the safety and well-being of all employees and associates.

h. EXCLUSION: It is to be noted that this Policy does not apply when the Complainant is performing work 
outside of the Workplace, of their own accord and for personal reasons, and without the authorizati on of the 
Organisati on.

i. This Policy is applicable to all the enti ti es listed in Annexure 2. Accordingly for each enti ty, while reading the 
Policy, the term “Company” used in the Policy shall refer to that enti ty.
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2. Defi niti ons and examples of sexual harassment
a. “Complainant” means, in relati on to a Workplace (as hereinaft er defi ned), an aggrieved person, of any 

age whether employed or not, who alleges to have been subjected to any act of sexual harassment by the 
Respondent (as hereinaft er defi ned)

b. “Employees” means all employees of the Company and includes all categories of employees of the Company 
either working part-ti me or full-ti me and including but not limited to: 

• Permanent employees;

• Temporary employees;

• Trainees;

• Contract employees;

• Consultants; and

• Advisers.

c. “Employer” means and includes – 

• a Director of the Company; and

• any person(s) or board or committ ee responsible for the formulati on and administrati on of policies that 
enable management, supervision, and control of the Workplace. 

d. “Internal Committ ee” (hereinaft er referred to as the “IC”) means the committ ee consti tuted by the Company 
further to the Act and Rules to redress complaints of sexual harassment at the workplace. The IC is the sole 
inquiring authority into all complaints of sexual harassment at the workplace and a recommendatory body for 
disciplinary acti ons thereof based on the fi ndings of the inquiries.

e. “Member/s” means a Member/s of the IC;

f. “Respondent” means a person (Employee) against whom the Complainant has made a complaint of Sexual 
Harassment;

g. “Sexual Harassment” includes any one or more of the following unwelcome acts or behaviour (whether 
directly or by implicati on) namely: 

• Physical contact and advances; or

• A demand or request for sexual favours; or

• Making sexually coloured remarks; or

• Showing pornography; or

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

h. The following circumstances, among other circumstances, if it occurs or is present in relati on to or connected 
with any act or behaviour of sexual harassment, may amount to sexual harassment at the workplace:

• Implied or explicit promise of preferenti al treatment in the Complainant’s employment; or

• Implied or explicit threat of detrimental treatment in the Complainant’s employment; or

• Implied or explicit threat about the Complainant’s present or future employment status; or 

• Interference with the Complainant’s work or creati ng an inti midati ng or off ensive or hosti le work 
environment for the Complainant; or

• Humiliati ng treatment likely to aff ect the Complainant’s health or safety.
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Examples of instances construed as sexual harassment are provided at Annexure 1.

i. “Witness” means any individual or individuals who have been called upon by either the Complainant,  
Respondent, or the IC to record their statements as a part of the inquiry proceedings.

j. “Workplace” means and includes the offi  ces of the Company as well as the premises of other third parti es, 
vendors, and associates of the Company where the Employees of the Company are required to perform work 
or that are visited by the Employees of the Company arising out of or during the course of employment and 
includes transportati on provided by the Company for undertaking any journey, in connecti on with the business 
of the Company. Thus workplace shall inter alia include:

• All offi  ces or other premises where the company’s business is conducted; 

• Any other site away from the company’s premises where company-related acti viti es are performed (For 
example: off -sites or company-organized social events, training sessions conducted);

• Any social, business, or other events related to the company’s work where any conduct or comment may 
have an adverse impact on the workplace or workplace relati ons; 

• Transportati on provided by the company to undertake a professional journey; 

• All work-from-home and virtual communicati ons inclusive of telecommunicati ons and online virtual 
meeti ngs, emails, or communicati ons that are conducted or shared via any virtual platf orms;

• This defi niti on will also include the hybrid model of workforce in organizati ons where this policy will sti ll 
be applicable to the part of the employees working from remote locati ons, or even from home and if 
there are any complaints from either an employee working from home to an employee in offi  ce or vice-
versa, the IC proceedings will accordingly be conducted online as well upon the discreti on of the IC itself.

3. Responsibiliti es regarding sexual harassment
All employees of the Company have a personal responsibility to ensure that their behaviour is not contrary to 
this Policy. All employees are encouraged to reinforce the maintenance of a work environment free from sexual 
harassment.

a. Employees’ Responsibiliti es

• Treat others with respect and dignity. 

• Read and understand the Policy document;

• Take reasonable care not to off end co-workers and associates through one’s acti ons or behaviour;

• Take responsibility to discourage unwelcome conduct that is off ensive, degrading, or humiliati ng;

• Apologize if someone tells them they are off ended by their words or acti ons;

• Be informed about who is on the IC;

• Cooperate in the inquiry of complaints when called to do so;

• Maintain confi denti ality at all ti mes in the event that you are involved in or have access to informati on 
related to any complaint that is raised;

• Maintain and take up any other acti vity or responsibility that contributes towards making the work 
environment safe and respectable for all employees.
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b. Management and Team Manager’s responsibiliti es

• Create and maintain a working environment in which all employees feel safe and respected;

• Be alert to observe any inappropriate conduct or comments passed; 

• Report to the IC in accordance with this policy, when instances of sexual harassment that occur within 
the workplace are brought to their att enti on;

• Discuss and display the consequences of sexual harassment at a conspicuous place of the workplace;

• Assist in securing the att endance of the respondent;

• Make any such informati on available to the IC; 

• Provide assistance to the employees if they wish to fi le a complaint under the Indian Penal Code;

• The Company may take appropriate acti ons in accordance with law by fi ling complaints with the right 
authoriti es where any conduct that amounts to a specifi c off ense under the Indian Penal Code or any 
other such penal law that is in force at the ti me. 

• In the event that any visitor(s) engages in sexual harassment or if the company receives complaints 
from their employees or consultants, the company will assist in fi ling complaints with the appropriate 
authoriti es under the applicable laws enforced and the company shall also assist such employees or 
consultants in distress, 

• The company encourages individuals facing sexual harassment to promptly noti fy the off ender that such 
an act is unwelcomed and it creates a hosti le work environment for themselves and others as well, It 
is also recognized that the disparity of power between the off ender and the victi m can be a hindrance 
in noti fying such off ender and might make it someti mes impossible to do so. In such an event, the 
individual may directly contact the members of the IC or IC using the contact informati on on the noti ce 
board to noti fy such behaviour. 

• Sexual harassment will be treated as a major misconduct that is dishonourable, detrimental, and 
discreditable to the reputati on of the company which can lead to very severe consequences and acti ons 
that also include the dismissal from service.

c. IC responsibiliti es

 The IC is responsible for conducti ng an inquiry into every formal writt en complaint of sexual harassment and 
making recommendati ons to the Company on the acti ons to be taken against the responsible person. The 
IC will also be responsible for the preparati on and submission of the Annual Report prepared by the IC for 
each calendar year to be submitt ed to the District Offi  cer and employer and maintain a record of such annual 
reports.

4. Third party harassment
a. Third-party harassment means Sexual Harassment perpetrated by visitors, patrons, vendors, independent 

contractors, auditors, consultants, and others with whom the Employees have come in contact, directly or 
indirectly, because of the organizati on having a relati onship/business relati onship with them.

b. Where Sexual Harassment at the Workplace occurs as a result of an act or omission by any third party, the 
organizati on shall take all steps necessary and reasonable to assist the aff ected employee in terms of support 
and preventi ve acti on
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5. Procedures for resoluti on, sett lement, or prosecuti on of acts of sexual 
harassment
The Company is committ ed to providing a supporti ve environment in which the concerns of sexual harassment shall 
be resolved as follows:

a. Writt en complaint:

 When an incident of sexual harassment occurs, a Complainant may make a writt en complaint to the Presiding 
Offi  cer or any member of the IC. The Complainant can fi le a physical copy of the complaint through a sealed 
envelope or send it through an email to their IC members or email at posh@piramal.com. 

 The complaint should be in writi ng and clearly include:

• The identi ty, and designati on of the Complainant and the identi ty of the Respondent against whom the 
complaint is being lodged;

• The dates, ti me, and locati on of the incident or incidents, since these are useful for speedy redressal;

• The identi ti es, designati on, and contact informati on of any other employee who may have witnessed the 
incident (if any); 

• Other relevant documented evidence (if available)

 The complaint should be made, preferably no later than three months from the date of the incident. If the 
incidents are conti nuous or have occurred more than once then the complaint should be made within three 
months since the most recent incident. The period of three months for fi ling the writt en complaint may be 
extended by the IC at its sole discreti on for an additi onal period of three months, if it is sati sfi ed that the 
circumstances were such which prevented the Complainant from fi ling of the complaint within the initi al 
period of three months. The reasons for an extension will be recorded in writi ng by the IC in its fi nal report.

 The Presiding Offi  cer or any Member of IC may also render reasonable assistance to the Complainant for 
making any complaint in writi ng if the complainant cannot make the complaint in writi ng themselves.  

 In the event the Complainant is unable to make the complaint on account of the Complainant’s physical 
incapacity, the complaint may be fi led by:

• The Complainant’s relati ve or friend;

• The Complainant’s co-worker;

• An offi  cer of the Nati onal Commission for Women or State Women’s Commission (in case the Complainant 
is a woman); or

• Any person who has knowledge of the incident, with the writt en consent of the Complainant.

 In the event the Complainant is unable to make the complaint on account of the Complainant’s mental 
incapacity, the complaint may be fi led by:

• The Complainant’s relati ve or friend;

• A special educator;

• A qualifi ed psychiatrist or psychologist; 

• The guardian or authority under whose care the Complainant is receiving treatment or care; or

• Any person who has knowledge of the incident jointly with the Complainant’s relati ve or friend, or a 
special educator or qualifi ed psychiatrist or psychologist, or guardian or authority under whose care the 
Complainant is receiving treatment or care. 

 In the event the Complainant is unable to make the complaint for any other reason, the complaint may be fi led 
by any person who has knowledge of the incident, with the Complainant’s writt en consent.
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 In the event of the death of the Complainant, the complaint may be fi led by any person who has knowledge of 
the incident, with the writt en consent of the Complainant’s legal heir.

 In the event the respondent is not an employee of the Company, IC will take appropriate acti on to safeguard 
the Complainant while fi le the complaint against the Respondent with the appropriate authority.

b. Initi al IC meeti ng

 The IC will hold a meeti ng with the Complainant, as soon as practi cable, but no later than within 7 days from 
date of receipt of the complaint. At this meeti ng, the IC shall hear the Complainant, record the allegati ons, 
and encourage the Complainant to submit any corroborati ve material with documentary proof, oral or writt en 
material, etc. to substanti ate the complaint if available.

c. Statement of allegati ons to Respondent

 Within seven working days from the date of the complaint, the IC shall forward a copy of the complaint or 
a statement of allegati ons to the Respondent and give the Respondent an opportunity to submit a writt en 
explanati on.

d. Writt en response from Respondent

 The Respondent will receive a copy of the complaint within seven working days of the complaint being lodged 
with the IC. The Respondent will have an opportunity to submit a writt en response, along with a list of witnesses, 
dates, and events, if any, to the IC or make an oral representati on in response to the contents of the complaint 
within ten working days of receipt of the complaint.  

e. IC jurisdicti on

 In the event the IC concludes that prima facie the allegati ons in the complaint do not fall within the purview 
of sexual harassment, the IC will forward the complaint to the HR Department or any appropriate Committ ee 
within the Company having jurisdicti on to inquire into the complaint to investi gate into the complaint in 
accordance with applicable Company policies and procedures.

 Once the complaint has been fi led, the following courses of acti on may be taken:

f. Conciliati on

• The Complainant can request for conciliati on before the commencement of an inquiry by the IC. Such 
conciliati on can only be requested by the Complainant.

• The IC shall then record the sett lement so arrived and forward the same to the Employer to take acti on 
as specifi ed in the recommendati on. 

• The IC shall provide copies of the sett lement to the Complainant and the Respondent. 

• Where a sett lement is arrived under conciliati on, no further inquiry shall be conducted by the IC.

• The possible correcti ve acti on in Conciliati on includes a verbal/writt en warning, counseling, or a gender 
workshop. Under the conciliati on process, compensati on cannot be granted to the Complainant. The IC 
will maintain documentati on of complaints that have been addressed through conciliati on. 

• The documentati on handled by the IC pertaining to the proceedings through inquiry or conciliati on, 
will be handled with the utmost confi denti ality. The Complainant, the Respondent, and any other 
person involved in these proceedings will also be subjected to maintain confi denti ality regarding the 
proceedings.

g. Inquiry

• If the Complainant is not comfortable with Conciliati on or where the Conciliati on fails or the terms of 
conciliati on are not adhered to, IC shall proceed to make an inquiry into the complaint. 

• IC shall follow the principles of natural justi ce during the course of the proceedings.
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• Legal representati on: Neither the Complainant nor the Respondent will have the right to be represented 
by legal counsel at any stage of inquiry by the IC.

• For the purpose of making an inquiry, the IC shall have the same powers as are vested in a civil court 
under the Code of Civil Procedure, 1908 when trying a suit in respect of the following matt ers, namely:

i) summoning and enforcing the att endance of any person and examining him on oath;

ii) requiring the discovery and producti on of documents; and 

iii) any other matt er as may be prescribed.

• While the inquiry/ conciliati on proceedings shall ordinarily be conducted face-to-face with the parti es 
and witnesses physically appearing for meeti ngs at the offi  ce premises or any other locati on specifi ed 
by the IC, in certain circumstances, the IC may allow the parti es or witnesses to appear before it through 
videoconference or telephonic means. In such situati ons, the following guidelines shall also be observed:  

- Videoconference or telephonic proceedings shall be conducted only with the consent of the 
parti es and witnesses involved. 

- The parti es or witnesses who are required to depose before the IC shall be given adequate noti ce 
of 24 hours to ensure that they have enough ti me to set up the infrastructure required for taking 
a video conference call. 

- The IC members/ parti es/ witnesses to any inquiry or conciliati on will be bound by the same 
standards of confi denti ality as in the case of face-to-face proceedings. Audio or video recording 
of proceedings shall not be permitt ed. The IC member/ party/ witness appearing through virtual 
means must ensure that they are alone in the room when taking the call and that no part of the 
informati on relati ng to the proceedings is made known to any unauthorized individual. 

- Parti es/ witnesses will be sent a copy of the minutes of meeti ngs or other relevant documentati on 
(such as inquiry/ fi ndings reports, evidence, etc.)  via email. 

- Any and all communicati on (including but not limited to consent, confi rmati ons, questi ons, 
comments, responses, and statements) shall be made through email and/ or digital signatures. 

- In the event that videoconference or telephonic proceedings are not feasible, the IC may postpone 
the same unti l physical meeti ngs can be conducted.

h. Quorum

 The quorum for the inquiry proceedings shall be a minimum of three members of the IC including the Presiding 
Offi  cer and External Member.

i. Att endance at an inquiry hearing

 The IC will provide a reasonable opportunity of being heard to both, the Complainant and the Respondent. 

 Both the Respondent and the Complainant (unless specifi cally exempted by the IC in writi ng) shall be required 
to att end every hearing that they have been called for. If either party fails to att end three consecuti ve hearings 
without suffi  cient cause, the IC may terminate the inquiry or pass an ex-parte order with fi ft een days’ noti ce to 
the concerned party.

j. Summoning Witnesses

 While conducti ng the inquiry, the IC may call upon such Witnesses as it may deem appropriate. The Complainant 
and the Respondent will have the right to submit a list of Witnesses.

k. A withdrawal of the complaint made or fi led at any stage of the proceedings shall not preclude the IC from 
proceeding with the investi gati on of the complaint. 
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l. Completi on of Inquiry Report

• The IC shall provide a report of the fi ndings to the Employer and both parti es within a period of ten days 
from the date of completi on of the inquiry.

• The Employer shall act upon the recommendati on within sixty days of the receipt of the Inquiry Report.  

• If the IC arrives at the conclusion that the allegati on against the Respondent has not been proved, it shall 
recommend to the Employer that no acti on is required to be taken.

• If the IC arrives at the conclusion that the allegati on against the Respondent has been proved, it shall 
recommend to the Employer to, as the case may be:

i) Take acti on for Sexual Harassment as a misconduct in accordance with the provisions of this 
policy; and/ or

ii) Deduct, notwithstanding anything in the service rules applicable to the Respondent, from the 
salary or wages of the Respondent such sum as it may consider appropriate to be paid to the 
Complainant or to her legal heirs, as it may determine, in accordance with the provisions of 
Secti on 15 of the Act. In the event the Employer is unable to deduct the same or in the event of 
non-payment of the above-menti oned sum by the Respondent, the same shall be recovered in a 
manner as prescribed under Secti on 13 of the Act.

6. Penalti es: 
Any person found guilty of violati ng this Policy as substanti ated by data and facts, will be subject to any of the below-
menti oned disciplinary acti ons, leading up to and including terminati on of services, based on the severity of the case.

• Writt en apology 

• Warning 

• Reprimand or censure

• With-holding of promoti on 

• With-holding of pay rise or increments

• Terminati ng of service

• Undergoing a counseling session

Additi onally, if any party is not sati sfi ed with the recommendati on/ decision of the IC, they may appeal to the Tribunal/ 
Court of appropriate jurisdicti on within 90 days of the decision of the IC.

7. Assistance during criminal proceedings
Irrespecti ve of and without prejudice to the complaints initi ated before the IC, the Complainant may, at his/ her 
sole discreti on, also choose to lodge a complaint for the same off ense with the Police. In such a situati on there shall 
be no objecti on by the IC and the Company. In such an event, the Company will att empt to provide all reasonable 
assistance to the Complainant in fi ling a complaint with the Police. The Company may also choose to initi ate criminal 
proceedings against the Respondent. The IC shall be bound to provide reasonable assistance to the Police in its 
investi gati on. IC may take note of the fi ndings by the Police and/or any other competent authority, in arriving at its 
recommendati ons and conclusion.
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8. Interim Relief
The IC is empowered to issue certain interim orders during the pendency of the inquiry on the writt en request of the 
Complainant. This is to provide interim protecti on to the Complainant. These include:

• Arrange the Complainant to work from home for up to 3 (three) months.

• A transfer of the Complainant or the Respondent to another workplace.

• Grant of leave to the Complainant for a period of up to three months;

 Note: In the event that the Complainant is granted leave in accordance with this Policy, such leaves shall be in 
additi on to the leave the Complainant is otherwise enti tled to.

• Restraint on the Respondent from reporti ng on the work performance of the Complainant, or from writi ng 
their confi denti al report, and assigning the said task to another offi  cer.

• Such other relief to the Complainant as may be prescribed in the rules.

This relief is not limited to the complainant but, the IC may at its discreti on also extend an appropriate interim relief 
to the witnesses involved in the proceedings. 

The Employer shall implement such recommendati ons and send a report of such implementati on to the IC.

9. Confi denti ality
The Company understands that it is diffi  cult to come forward with a complaint of sexual harassment. To protect the 
interests of the Complainant, Respondent, and Witnesses, confi denti ality will be maintained throughout any inquiry 
process to the extent practi cable and appropriate under the circumstances.

The identi ti es of the Complainant, the Respondent, and the Witnesses involved with the process are kept confi denti al. 
Where any person entrusted with the duty to handle or deal with the complaint, inquiry or any recommendati ons or 
acti on to be taken under the provisions of the Act violates confi denti ality, they shall be liable for penalty as may be 
prescribed in the Rules.

Where any Employee who is part of the proceedings of the complaint as a witness, Complainant, and/or Respondent 
violates the confi denti ality provisions of this Policy they shall be subject to appropriate disciplinary acti on.

10. Access to reports and documents
All records of complaints, including contents of meeti ngs held, results of the inquiry conducted, and other relevant 
material will be kept confi denti al by the company except where otherwise required by law.

11. False or Malicious Complaint
In case the complaint is found to be intenti onally false and malicious in nature, the Complainant is liable for appropriate 
disciplinary acti on. This is only in cases where the Complainant is aware while fi ling the complaint, that it is false. 

These recommendati ons to be made by the IC will be similar to the recommendati ons of disciplinary acti on to be 
taken against the Respondent if they are found guilty of sexual harassment, as discussed in clause 6. 

In cases where there is insuffi  cient evidence to prove that harassment has taken place, the IC would deem the 
complaint as not proven. It won’t be judged as a false complaint and the Complainant will not be liable.
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12. Compensati on
The purpose of compensati on is to put the Complainant in the same positi on as they were had the harassment not 
occurred. It is the Respondent who shall be liable to make good the fi nancial loss suff ered by the Complainant and 
not the employer. 

In additi on to disciplinary acti on recommended, the IC is empowered to recommend monetary compensati on, 
factoring in the income and fi nancial status of the Respondent, in the following cases:

• Mental trauma, pain, suff ering, and emoti onal distress;

• Loss in a career opportunity;

• Medical expenses (physical and psychiatric).

The compensati on amount will be paid in a lump sum or instalments.

13. Protecti on of Complainant and Witnesses from retaliati on
If an employee feels any kind of retaliati on, victi mizati on, or discriminati on in the nature of inti midati on, pressure 
to withdraw the complaint, or threats for reporti ng, testi fying, or otherwise parti cipati ng in the proceedings, the 
employee should immediately report the matt er by sending an email to the Presiding Offi  cer of the Internal Committ ee 
or any other Internal Committ ee member. The Company prohibits retaliati on against anyone for raising a complaint 
or helping in addressing the complaint. Any retaliati on or reprisals are subject to immediate correcti ve acti on, up to 
and including terminati on of services. Alleged retaliati on or reprisals are subject to the same complaint procedures 
and disciplinary acti on as complaints of Sexual Harassment.

In the event that the Complainant or any Witness of the Complainant is being supervised by the Respondent or any 
of their Witnesses, then such reporti ng assignments will be changed to the extent possible by the Company.

14. Reporti ng by the IC
The IC shall prepare an annual report and fi le it with the appropriate authority. The annual report  shall contain the 
following details: 

• Number of complaints received in the year 

• Number of complaints disposed of during the year 

• Number of cases pending for more than ninety (90) days 

• Number of workshops or awareness programs conducted 

• Nature of acti on taken by the employer

15. Modifi cati on and review of the policy
The Company reserves the right to modify and, or review the provisions of this Policy, so as to comply with applicable 
legal requirements, internal policies, or otherwise with a view to revise the provisions of this Policy to the extent 
deemed necessary by the Company from ti me to ti me. Any such changes or modifi cati ons may be noti fi ed by the 
Company to its employees in due course.
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16. IC members
The names and contact details of the Members of the IC shall be as communicated by the Company to the Employees 
from ti me to ti me. For any complaints, employees can write to PoSH@piramal.com or they reach out to their Business 
HR to learn more about their IC  members.  

Each locati on/business of the Company in India has a duly consti tuted IC, details of which can be obtained by any 
person writi ng into PoSH@piramal.com . The IC member details would also be sent over email to all employees and 
displayed in the posters in each of the locati ons. The maximum term of each member of IC shall be 3 (Three) years 
from the date of their nominati on.

17. Timelines under the act:

SR. NO. ACTION POINT AUTHORITY/CONCERNED PERSON TIME LIMIT

1 Complaint Complaint to be lodged by the 
aggrieved person before the IC

1) within the period of 3 months from 
the date of the incident, or

2) in case of series of incidents, within 
the period of 3 months from the 
date of last incident

2 Initi ati on of Inquiry 
Proceedings 

By the IC, by sending the copy of 
complaint To the Respondent

Within the period of 7 working days of 
receipt of the complaint

3

Reply by the 
Respondent along 
with list of documents, 
names and addresses of 
witnesses 

To the IC
Within 10 working days from the day 
of receipt of the copy of complaint 
forwarded by IC.

4 Completi on of Inquiry 
proceedings By IC Within 3 months from the date of 

receipt of complaint

5

Submission of 
Inquiry Report and 
Findings along with 
Recommendati ons by IC 

To the Employer Within 10 days of completi on of 
Inquiry Proceedings by IC

6

Implementati on of 
Recommendati ons 
made in the Inquiry 
Report of IC 

By the  Employer
Within 60 days of the receipt of 
the Recommendati ons made in the  
Inquiry Report by IC

7 Appeal By the aggrieved person Within a period of 90 days of 
Recommendati ons by IC.
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Annexure 1: Examples of instances construed as sexual harassment
Sexual harassment is classifi ed as below, which includes but is not limited to the following:

• Surrepti ti ously looking or prolonged staring at a person, giving rise to gross discomfort to the person; 

• Telling sexually coloured jokes or sending these through text, electronic mail, or other similar means, causing 
embarrassment or off ense, and the same being carried out aft er the off ender has been advised that they are 
off ensive or embarrassing or, even without such advice, when they are by their nature clearly embarrassing, 
off ensive or vulgar; 

• Malicious leering or ogling; 

• The display of sexually off ensive pictures, materials, or graffi  ti ; 

• Unwelcome inquiries or comments about a person’s sex life; 

• Unwelcome sexual fl irtati on, advances, and propositi ons; 

• Making off ensive hand or body gestures; 

• Persistent unwanted att enti on with sexual overtones; 

• Unwelcome phone calls, text messages, online messages/ communicati on, video calls, or any such verbal or 
virtual communicati on with sexual overtones causing discomfort, embarrassment, off ense or insult to the 
receiver;  

• Unsavoury remarks about a person’s physical characteristi cs, dress, atti  tude, etc. ; 

• Sexual assault; 

• Malicious and/or unwanted touching or brushing against a victi m’s body; 

• Requesti ng for sexual favours in exchange for employment, promoti on, local or foreign travels, favourable 
working conditi ons or assignments, a passing grade, the granti ng of honours or scholarship, or the grant of 
benefi ts or payment of a sti pend or allowance;

• Derogatory or degrading remarks or innuendoes directed toward the members of one sex, or one’s sexual 
orientati on or used to describe a person; 

• Verbal abuse with sexual overtones; and 

• Other analogous cases.

Annexure 2: Enti ti es covered under the policy
Piramal Enterprises Limited
Piramal Corporate Services Private Limited
Piramal Trusteeship Services Private Limited
Piramal Capital & Housing Finance Limited
Piramal Fund Management Private Limited
Piramal Alternati ves Private Limited
India Resurgence Asset Management Business Private Limited
India Resurgence ARC Private Limited
Piramal Agastya
Piramal Consumer Products Private Limited
PRL Developers Private Limited
Piramal Estates Private Limited
Glider Buildcon Realtors Private Limited


