
 

 

BHATIA COLOUR CHEM LIMITED 

 

CIN No: L24290GJ2021PLC127878 

 

 

POLICY FOR ANTI SEXUAL HARASSMENT 

 

EFFECTIVE DATE- 21.02.2022 

REVISED DATE- 28.01.2026 

 

 

 

 

 



  

 

“Prevention of Sexual Harassment” (POSH) policy under the Sexual Harassment of Women at 
Workplace (Prevention, Prohibition and Redressal) Act, 2013  

 

Purpose & Objective  

The Company recognizes the Sexual Harassment of Women at the Workplace (Prevention, Prohibition and 
Redressal ) Act, 2013 enacted by the Government of India. This law is meant to protect women from sexual 
harassment at the workplace. 

To comply with the law and ensure a safe and respectful workplace, the Company has adopted this Anti-
Sexual Harassment Policy (“Policy”). The Policy defines and prohibits sexual harassment, outlines 
disciplinary actions for violations, and provides a clear process for reporting, investigating, and resolving 
complaints, ensuring that employees are aware of their rights and protections. 

 

Scope 

This policy applies to all employees of the Company and those working for the company at all locations. 
All workers, including supervisors and managers, will be subject to discipline, up to and including 
discharge, for any act of sexual harassment they commit.  

 

Definitions  

Sexual harassment means any unwelcome sexual advance, unwelcome request for sexual favours, or other 
unwelcome conduct of a sexual nature which makes a person feel offended, humiliated or intimidated, and 
where that reaction is reasonable in the circumstances. Examples of sexual harassment include, but are not 
limited to,  

• staring or leering  

• unnecessary familiarity, such as deliberately brushing up against you or unwelcome touching  

• suggestive comments or jokes  

• insults or taunts of a sexual nature  

• intrusive questions or statements about your private life  

• displaying posters, magazines or screen savers of a sexual nature  

• sending sexually explicit emails or text messages  

• inappropriate advances on social networking sites  

• requests for sex or repeated unwanted requests to go out on dates  

• behaviour that may also be considered to be an offence under criminal law, such as physical assault, 
indecent exposure, sexual assault, stalking or obscene communications  

Behaviour that is based on mutual attraction, friendship and respect is not sexual harassment. 

Internal Committee: 

The Company has set up an Internal Committee to handle complaints of sexual harassment. The Committee 
currently has 4 members, with at least half being women. 
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Members of the Internal Committee: 

Details of the 
current Members of 
the Internal 
Committee are 
contained below: 
Name  

Designation  E Mail  Role in the 
Internal  

Committee  

Mrs. Renu Garg  Company Secretary csrenugarg08@email.com Presiding Officer  

Mr. Sunny  Vyaswala  Chief Finance Officer sunny@bccindia.com Member  

Mr. Sanjeev Khurana  General Manager  sanjeev@bccindia.com Member  

Mrs. Vishwa Ronak 
Patel  

Member of Institute of 
Company Secretary  

csvishwa.patel98@yahoo.c
om 

External Member  

 

Term: Each member serves for 3 years, but the term may be extended temporarily to complete any pending 
cases. 

Removal: A member may be removed if involved in actions that are immoral, unbecoming, or against 
company interests, including: 

 Leaking or publishing confidential complaint information. 
 Being convicted or under inquiry for any offence. 
 Being found guilty in disciplinary proceedings or having pending proceedings. 
 Abusing their position as a Committee member. 

The Company may also remove and replace any member at its discretion, provided they are not involved 
in an ongoing inquiry. Any vacancies will be filled promptly. 

 

Functions and Powers of the Complaints Committee: 

The Internal Complaints Committee established in the Company’s office for inquiring into complaints of 
sexual harassment shall be deemed to be the Inquiring Authority appointed by the Management and the 
Internal Complaints Committee shall hold the inquiry in accordance with the procedure laid down in the 
Rules formulated by the State Government or as may be prescribed. 

The Complaints Committee shall have power and jurisdiction for conducting an inquiry and also have the 
powers – 

 to summon witnesses and documents 
 to recommend transfer and/or suspension; 
 to recommend penalties as per Service Rules of the Company. 
 the Complaints Committee shall submit its Report to the Management for further necessary action. 

The Internal Complaints Committee shall organize programmes for the gender sensational of employees 
through awareness programs.  

Committee to submit annual report - The Internal Committee shall in each calendar year prepare, in such 
form and at such time as may be prescribed, an annual report and submit the same to the employer and the 
District Officer. 

The Complaints Committee shall meet once a quarter and review preparedness to fulfil all requirements of 
the Sexual Harassment Act in the Company. Even in the event of there being no reported case of harassment, 
the Complaints Committee shall meet once in a quarter as aforesaid and review the preparedness of the 
Company in this matter. 



 

The quorum for the purpose of meeting/hearing shall be 2/3rd of the members of the Complaints 
Committee. However, this shall not be a pre-requisite for the quorum of an adjourned meeting. 

The Presiding Officer of the Complaints Committee shall have veto power. 

The minutes of every meeting shall be recorded in the Minutes of the meeting maintained for the purpose 
and shared with the committee members. 

 

Complaint of sexual harassment 

An aggrieved woman may submit a written complaint of sexual harassment to the Internal Committee 
within three months from the date of the incident or, in case of multiple incidents, from the date of the last 
incident. If she is unable to submit the complaint in writing, reasonable assistance will be provided to help 
her do so. The Committee may extend the time limit by up to three additional months for valid reasons.  

If the aggrieved woman is unable to file the complaint due to physical or mental incapacity or death, the 
complaint may be made by her legal heir or any other authorized person. 

 

Conciliation 

The Internal Committee may, before initiating an inquiry at the request of the aggrieved woman take steps 
to settle the matter between her and the respondent through conciliation: 

Provided that no monetary settlement shall be made as a basis of conciliation. 

Where settlement has been arrived the Internal Committee shall record the settlement so arrived and forward 
the same to the employer. 

The Internal Committee shall provide the copies of the settlement as recorded to the aggrieved woman and 
the respondent. 

Where a settlement is arrived no further inquiry shall be conducted by the Internal Committee. 

 

Confidentiality  

All inquiries, complaints and investigations are treated confidentially. Information is revealed strictly on a 
need-to-know basis. Information contained in a formal complaint is kept as confidential as possible. 
However, the identity of the complainant is usually revealed to the respondent and witnesses. The HR 
director takes adequate steps to ensure that the complainant is protected from retaliation during the period 
of the investigation. All information pertaining to a sexual harassment complaint or investigation is 
maintained by the HR head in secure files. The HR head can answer any questions relating to the procedures 
for handling information related to sexual harassment complaints and investigations to complainants and 
respondents. 

 

Inquiry into complaint  

If the respondent is an employee, the Internal Committee will conduct an inquiry in accordance with 
applicable service rules or prescribed procedures. If a settlement is not complied with, the Committee will 
proceed with an inquiry or refer the matter to the police. During the inquiry, both parties will be given a 
fair opportunity to be heard and will receive a copy of the findings.  

 

Action during pendency of inquiry 

During the pendency of an inquiry and on a written request from the aggrieved woman, the Internal 
Committee may recommend interim reliefs such as transfer of the aggrieved woman or the respondent to 
another workplace, grant of paid leave to the aggrieved woman for up to three months (in addition to her 
regular leave), or any other appropriate relief as prescribed. The employer shall implement these 
recommendations and report the same to the concerned Committee. 



 

The Committee has powers similar to a civil court to call persons, examine evidence, and request 
documents. The inquiry must be completed within 90 days, and the court may order compensation to the 
aggrieved woman where the respondent is convicted. 

 

Inquiry report 

After completing the inquiry, the Internal Committee will submit its findings to the employer within 10 
days, and the report will be shared with both parties. If the complaint is not proved, no action will be 
recommended. If the complaint is proved, the Committee may recommend disciplinary action as per service 
rules and/or payment of compensation to the aggrieved woman. The employer must implement the 
recommendations within 60 days. 

 

Appeal 

If either party desires to appeal the decision, he/she may appeal in writing to the Board of Directors who 
shall decide the appeal within one month of the appeal reaching the Board of Directors. 

 

Punishment for false or malicious complaint and false evidence 

If the Internal Committee finds that a complaint was made maliciously or knowingly false, or that any 
forged or misleading documents were submitted, it may recommend disciplinary action against the 
complainant or the person who provided false evidence. Inability to prove a complaint does not 
automatically mean it was malicious. Any malicious intent will be established only after a proper inquiry. 

 

Confidentiality 

All complaints, inquiry details, and identities of the aggrieved woman, respondent, and witnesses must be 
kept strictly confidential. Only anonymized information about justice served may be shared. 

 

Penalty 

Anyone who breaches confidentiality may be disciplined as per company rules or applicable procedures. 

 

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. The power to 
make rules pertaining to sexual harassment at workplace vests with the Management Committee of Bhatia 
Colour Chem Limited. Any changes to these rules shall be suitably communicated to all the employees. 

 

 

                                                                         ********************** 

 

(This policy is approved and amended by the Board of Directors at their meeting held on 28/01/2026 and 
shall be effective from 28/01/2026) 

 

 


