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POLICY FOR PREVENTION OF SEXUAL HARASSMENT (POSH) 

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. 
 
We treat each other with respect and dignity and expect everyone to promote a sense of 
personal responsibility. We recruit competent and motivated people who respect our 
values, provide equal opportunities for their development and advancement; protect their 
privacy and do not tolerate any form of harassment or discrimination. 
 
The ‘Policy on Prevention of Sexual Harassment of women at workplace: Guidelines for 
Meenakshi India Limited’ (hereinafter “MIL”) 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. 

 
DEFINITION 
1. Sexual harassment may occur not only where a person uses sexual behavior to control, 
influence or affect the career, salary or job of another person, but also between co-workers.  
 
“Sexual Harassment” includes Harassment of a Female/Male employee consisting of any 
unwelcome sexually determined behavior, whether directly, indirectly, by any male/female 
in charge of the management or a male/female co-employee either individually or in 
association with other persons to exploit the sexuality of co-employee to harass him/her in a 
manner which prevents or impairs his/her full utilization of full benefits, facilities or 
opportunities or any other behavior which is generally considered to be derogatory . 
 

2. Aggrieved woman: In relation to a workplace, a woman, of any age, whether employed or 
not, who alleges to have been subjected to any act of sexual harassment by the respondent 
and includes contractual, temporary, visitors. 
 
3. Respondent: A person against whom a complaint of sexual harassment has been made by 
the aggrieved woman or any other person. 
 
4. Employee: A person employed at the workplace, for any work on regular, temporary, ad-
hoc or daily wage 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 coworker, a contract worker, probationer, trainee, apprentice or by 
any other such name. 
 
5. Workplace: In addition to the place of work [Head office / Branch offices, Factories] it shall 
also include any place where the aggrieved woman or the respondent visits in connection 
with his/her work, during the course of and/or arising out of employment/ contract/ 
engagement with Meenakshi India Limited. 
 
6. Employer: A person responsible for management, supervision and control of the 
workplace  
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INTERNAL COMMITTEE: 
Each complaint of Sexual Harassment shall be dealt with utmost confidentiality and 
urgency by an Internal committee consisting of: 
 

 Presiding Officer - 1 member 
 Internal Member - 2 members 
 External Member - 1 member (NGO) 

 
PRESIDING OFFICER KOSALAI.T Kosalai.t@milgroup.in 
INTERNAL MEMBER IMRAN BASHA hrd@milgroup.in 
INTERNAL MEMBER KANCHAN RATHI Kanchan.rathi@milgroup.in 
EXTERNAL MEMBER (NGO) SARANAYA ------------------------------------- 
 
Every location of the business/ Unit shall have an Internal Committee (IC) for better 
achievement of objectives of this policy. This committee will receive and investigate into 
complaints related to sexual harassment and submit its recommendations to the 
Management Team of MIL. For Units and Businesses where it is not possible to form a Unit 
or Business Level Committee as stated earlier, a Group Level Committee at the business 
level will be formed. This committee will receive and investigate into the complaints of 
sexual harassment and will submit its’ recommendations to the Management Team 
comprising of the relevant Unit Head and Business Head, / Business Director and a 
Corporate Function Head and the Business HR Head. 
 
LODGING A COMPLAINT 
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 or any other person 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 to the below mentioned: 
 

Meenakshi India Limited 
[CIN: L74300TN1987PLC014678] 

Registered Office: 29/16, Whites Road, Royapettah, Chennai - 600014 
 

Wherever possible MIL ensures that all the complaints of harassment are dealt with 
speedily, discreetly and as close as possible to the point of origin. 
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MANNER OF INQUIRY INTO COMPLAINT 
 

 Complainant should submit the complaint along with supporting documents and 
the names of the witnesses. 

 Upon receipt of the complaint, the committee sends 1 copy of the complaint to 
respondent within 7 working days. 

 Respondent replies with all supporting documents within 10 working days of 
receiving the copy of the complaint. 

 No legal practitioner can represent any party at any stage of the inquiry procedure. 
 The Complaints Committee makes inquiry into the complaint in accordance with 

the principles of natural justice. 
 In conducting the inquiry, a minimum of three committee members including the 

Presiding Officer is present. 
 
TERMINATION OF INQUIRY 
Committee at MIL 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. 
 
REDRESSAL 
An amicable resolution of the complaint is possible only with the written consent of the 
complainant. Within 24 hours of closing the case file, the internal committee shall present 
the same to and inform its decision to the Managing Director. 
 
In case of decision establishing the offence of Sexual Harassment of the complainant, 
within 3 working days, the internal committee shall recommend Disciplinary action 
against the offender considering the nature and extent of injury caused to the complainant, 
prior complaints or repetition of offence etc. and the impact of the offence on the company 
profile as a whole. 
 
The position of the offender and the criticality of the position occupied by the offender 
shall not be any hindrance to the disciplinary action taken against the offender. The 
disciplinary action that shall be commensurate with the nature of the gravity of the offence, 
shall include but not limited to, 
 Warning 
 Written apology from offender, 
 Bond of good behavior 
 Transfer 
 Debarring from supervisory duties 
 Denial of employee benefits like increments/promotion/salary correction etc. 
 Cancellation of specific work Assignment 
 Suspension 
 Dismissal 

 
Annual report summarizing complaints and Redressal of Sexual harassment shall be 
prepared by designated person. The said report as well as all documents regarding Sexual 
Harassment complaints shall be in the custody of designated person and will be termed as 
‘Strictly Confidential’. 
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MALICIOUS ALLEGATIONS 
Where the committee arrives at the conclusion that the allegation against the respondent is 
malicious or the aggrieved woman or any other person making the complaint has made the 
complaint knowing it to be false or the aggrieved woman or any other person making the 
complaint has produced any forged or misleading document, it may recommend to the 
employer to take action against the woman or the person making the complaint. 
 
The action recommended should be similar to the ones proposed for the respondent in case 
of substantiated complaints. 
 
While deciding malicious intent, the committee should consider that mere inability to 
substantiate a complaint need not mean malicious intent. Malicious intent must be clearly 
established through a separate inquiry.  
 
CONFIDENTIALITY  
The identity of the complainant, respondent, witnesses, statements and other evidence 
obtained in the course of inquiry process, recommendations of the committees, action taken 
by the employer is considered as confidential materials, and not published or made known 
to public or media.  
 
Any person contravening the confidentiality clauses is subject to disciplinary action as 
prescribed in the act.  
 
APPEAL  
Any party not satisfied or further aggrieved by the implementation or non-implementation 
of recommendations made, may appeal to the appellate authority in accordance with the Act 
and rules, within 90 days of the recommendations being communicated. 
 

REVIEW AND AMENDMENTS TO THE POLICY 
 

This Policy and Procedure will be reviewed whenever required from the date of 
implementation. Reviews will be initiated by the HR Department. Where changes in 
employment legislation occur that directly affect this Policy, these will be reflected with 
immediate effect and communicated through HR. 
 
The Board of Directors on its own and/or on the recommendation of the committee can 
amend its policy as and when required deemed fit. Any or all provisions of this Policy 
would be subjected to revision/amendment in accordance with the regulations on the 
subject as may be issued from relevant statutory authorities, from time to time. 


