POLICY ON PREVENTION OF SEXUAL
HARASSMENT OF WOMEN AT WORKPLACE
INTRODUCTION
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. The ‘Policy on
Prevention of Sexual Harassment of women at workplace for Dr Lalchandani Labs Limited’ intends to
provide protection against sexual harassment of women at workplace and the prevention and
redressal of complaints of sexual harassment and matters related to it.
In compliance with the Sexual Harassment of Women at Workplace (Prevention, Prohibition and
Redressal) Act, 2013, Internal Complaints Committee was constituted by the Board of Directors on
February 7, 2018 along with the formulation of a Policy on "Prevention of Sexual Harassment of
women at workplace".
APPLICABILITY:
This Policy applies to all the employees and trainees of the Company including all permanent or
temporary staff.
CONSTITUTION AND COMPOSITION OF COMMITTEE
Presiding Officer

Mrs. Anchal Gupta

Mary Thomas

Senior Employee

Poonam Anand (Shabnam)

Senior Employee

Manica Gupta

External Member

SEXUAL HARASSMENT
“Sexual Harassment” includes any one or more of the following unwelcome acts or behaviour
(whether directly or by implication):
a) Any unwelcome sexually determined behaviour, or pattern of conduct, that would cause discomfort
and/or humiliate a person at whom the behaviour or conduct was directed namely:
i. Physical contact and advances;
ii. Demand or request for sexual favours;
iii. Sexually coloured remarks or remarks of a sexual nature about a person's clothing or body;
iv. Showing pornography, making or posting sexual pranks, sexual teasing, sexual jokes, sexually
demeaning or offensive pictures, cartoons or other materials through email, SMS, MMS etc.;
v. Repeatedly asking to socialize during off-duty hours or continued expressions of sexual interest
against a person’s wishes;
vi. Giving gifts or leaving objects that are sexually suggestive;
vii. Eve teasing, innuendos and taunts, physical confinement against one’s will or any such act likely
to intrude upon one’s privacy;

viii. Persistent watching, following, contacting of a person; and
ix. Any other unwelcome physical, verbal or non-verbal conduct of sexual nature
b) The following circumstances if it occurs or is present in relation to any sexually determined act or
behaviour amount to sexual harassment:
• Implied or explicit promise of preferential treatment in employment;
• Implied or explicit threat of detrimental treatment in employment;
• Implied or explicit threat about the present or future employment status;
•Interference with the person’s work or creating an intimidating or offensive or hostile work
environment; or
• Humiliating treatment likely to affect her health or safety.
RESPONSIBILITIES:
Every employee of the Company shall ensure compliance with this policy and the provisions of "The
Act". All employees are encouraged to maintain a work environment free from sexual harassment.
REDRESSAL MECHANISM
In compliance with the Act, if the complainant’s warrants formal intervention, the complainant needs
to lodge a written complaint, which shall be followed by a formal redressal mechanism as described
in this Policy. In case of a verbal complaint, the complaint will be reduced in writing by the receiver
of the complaint and signatures of the complainant will be obtained.
The complainant needs to submit a detailed complaint, along with any documentary evidence
available or names of witnesses, to any of the committee members at the workplace. The complaint
must be lodged within 3 months from the date of incident/ last incident. The Committee can extend
the timeline by another 3 months for reasons recorded in writing, if satisfied that these reasons
prevented the lodging of the complaint. Provided that where such a complaint cannot be made in
writing, the Presiding Officer or any Member of the Internal Complaint Committee shall render all
reasonable assistance to the women for making the complaint in writing. If the aggrieved woman is
unable to lodge the complaint in account of her incapacity, the following may do so on her behalf,
with her written consent.
- Legal heir, relative or friend
- Co-worker
- Any person having the knowledge of the incident
If the initial complaint is made to a person other than a committee member, upon receiving such a
complaint, it will be the responsibility of the complaint receiver to report the same to the committee
immediately.
RESOLUTION OF COMPLAINT


Conciliation
Once the complaint is received, before initiating the inquiry the committee may take steps to
conciliate the complaint between the complainant and the respondent. This is only if requested by
the aggrieved woman. It is made clear to all parties that conciliation in itself doesn’t necessarily
mean acceptance of complaint by the respondent. It is a practical mechanism through which issues
are resolved or misunderstandings are clarified. In case a settlement is arrived at, the committee
records & reports the same to the employer for taking appropriate action. Resolution through
conciliation happens within 2 weeks of receipt of complaint. The committee provides copies of the

settlement to complainant & respondent. Once the action is implemented, no further inquiry is
conducted.


Formal Inquiry
The committee initiates inquiry in the following cases:
• No conciliation is requested by aggrieved woman
• Conciliation has not resulted in any settlement
• Complainant informs the committee that any term or condition of the settlement arrived through
conciliation, has not been complied with by respondent.
The Committee proceeds to make an inquiry into the complaint within a period of 1 week of its
receipt of the original complaint/closure of conciliation.
Termination of Complaint/Ex-Parte Decision
Committee may terminate the inquiry or give ex-parte decision, if complainant or respondent
respectively is absent for 3 consecutive hearings, without reason. 15 day written notice to be given
to the party, before termination or ex-parte order.

