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Bajaj Consumer Care Ltd (BCCL] is a Shishir Bajaj Group company into FMCG sector majorly
into Hair care and skin care segment. BCCL upholds the dignity of every person working in
the organization and fosters growth through creating a positive and congenial work
environment. Sexual harassment at workplace has been identified as one of the areas by
BCCL where the employees need to be protected for their own personal and professional
development. BCCL has formulated this policy on prevention of sexual harassment at the
work place as the organization values and respects each individual. The policy is drafted as
per the Supreme Court guidelines of the Vishakha Judgment. The Supreme Court of India, in
1997, in the landmark judgment in “Vishaka and others v. State of Rajasthan, AIR 1997 SC for
the first time, acknowledged sexual harassment at the workplace as a human rights
violation.

Introduction

The Government of India has also enacted a law named as “The Sexual Harassment of
Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013 (“the said law”) on
prevention of Sexual Harassment of female employees at the Workplace. This Law has been
made effective on December 9, 2013 by way of publication in the Gazette of India. Although
the Act covers sexual harassment of women at workplace, our endeavor is to cover all the
employees of BCCL as defined hereinunder and therefore this policy is gender neutral and
covers with equal rigor both women and men.

Objectives
The objectives of this policy are as follows:

a. To reinforce the commitment of BCCL to ensure a work culture and organizational
climate, free from discrimination and harassment with focus on gender-based
discrimination and sexual harassment.

b. To comply with the directive of the said law to develop and implement a system for
prevention, prohibition and redressal of grievance of sexual harassment at workplace.

c¢. Touphold every person’s right to protection against Sexual Harassment and the right to
livelihood ensuring prevention and redressal of reported sexual harassment issues at the
workplace.

d. Toevolve a permanent mechanism for the prevention, prohibition and redressal of sexual
harassment at workplace within the jurisdiction of BCCL.

e. To ensure the implementation of the policy in letter and spirit by undertaking all
necessary and reasonable steps including the constitution of appropriate Committees for
purposes of redressal and gender sensitization and to conduct enquiries into complaints
of sexual harassment.
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Scope of the Policy

The policy is applicable to all the employees as defined hereinunder. An internal complaints
committee formed for the purpose will undertake preventive actions as well as act as a
grievance redressal body where complaints of sexual harassment at the work place will be
investigated.

The operational definitions of the following terms will be considered by the committee while
dealing with these complaints.

Definitions and Explanations

4.1 Definitions:

4.1.1 Sexual Harassment:
Sexual harassment is hereby defined as any conduct that is sexual in nature,
unwelcome acts, imposed on and unreciprocated by the recipient. It includes any one
or more of the following “unwelcome acts or behavior” whether directly or by
implication, namely:
al Physical contact and advances; or
b] Making sexually colored remarks; or
c] Showing pornography; or
d] A demand or request for sexual favors; or
el Any other unwelcome physical, verbal or non-verbal conduct of sexual nature

Explanation:
The following, among other circumstances, may amount to sexual harassment if it occurs or
is present in relation to or connected with act or behavior of sexual harassment:

(a) Implied/explicit promise of preferential treatment in employment or
association.

(b) Implied/explicit threat of detrimental treatment in employment or
association.

(c] Interference with work or creating intimidating or offensive or hostile work

environment.
(d) Humiliating treatment likely to affect health and safety at the Workplace.

Sexual harassment would also include any unwelcome conduct of sexual nature whether
verbal, textual, physical, graphic or electronic or by other means, would include but not
limited to:
(a) Unwelcome sexual advances or propositions, whether it involve physical
touching or not;
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(b) Sexual epithets, written (e.g. via SMS, Calls, Emails etc] or oral references to
sexual conduct, abusive comments about personal sexual activity, life,
deficiencies or prowess.

This type of harassment is defined by its impact on the recipient and not the intent of
the harasser. The impact may cause deep effect on the receiver of such harassment
thus causing the work environment to become unfavorable. Such harassment may
negatively impact the performance of the person at the receiving end of this. Sexual
harassment is identified into two primary categories:

1) Quid Pro Quo harassment
2] Hostile environment harassment
Quid pro quo:

This refers to the demands for sexual favors made by the offender to the recipient in
return of favorable work conditions, increase in salary, higher position in the
organization etc.

Hostile environment:

This refers to the creation of unfriendly atmosphere for the recipient of sexual
harassment by the harasser due to refusal of granting sexual favors, thus making the
organizational environment non-conducive and less productive.

Work place:

In addition to the place of work [Head office / Branch offices, Depots, Research &
Development Centre & Factories] it shall also include any place where the
employees’ visit in connection with his/her work, during the course of and/or arising
out of employment/ contract/ engagement/offsites/trips with BCCL, including
transportation provided for undertaking such a journey.

Employee/Staff:

An employee of BCCL is an individual who has been appointed by the organization to
carry out certain tasks to achieve organizational goals and objectives. It covers all the
staff on the payroll, field staff, part time staff, contractual & casual staff, probationer,
trainee, apprentice, incentive based, consultant, students, Retainers, Visitors etc.

Employer:
Employer means ‘Bajaj Consumer Care Limited'/it's Management.

Aggrieved Person:

Aggrieved person means the employee/contractual staff who alleges to have been
subjected to any act of sexual harassment at the workplace.
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4.1.6 Respondent:

Respondent means a person against whom the aggrieved person has raised a sexual
harassment complaint.

Internal Complaints Committee Against Sexual Harassment:

BCCL has formed a committee to investigate into complaints of sexual harassment at the
workplace for its employees. The key items of the cell are as enlisted below:

(a)

(b)

(c)

(d)

(e

(f)

Facilitating Body:

The “Internal Complaints Committee” (ICC] has been set up for the purpose of
investigation of sexual harassment complaints at the workplace pursuant to this policy.
This committee to ensure regularity of meetings and investigation of cases of sexual
harassment that may arise. This body will also ensure preventive action to be taken to
avoid sexual harassment at the work place.

Members:

There are Seven individual members on the ICC. Maximum representation will be of
women, and the Presiding Officer of the committee will be a woman at a senior level from
the organization.

Selection of Members:
Members will be selected based on their commitment and sensitivity to the issue. They

must be gender sensitive and compassionate individuals. They must be non-judgmental
and tactful in their approach of handling such cases.

Period of Membership:

Membership will be for a period not exceeding 3 years, after which a new set of members
will be appointed. However, few members if willing can continue their membership to
help evolve and guide the new members.

Termination of Membership:

Membership will be terminated in the event of retirement or resignation or termination
of a member from his/her post in the organization, or if a member has been found guilty
in a case of sexual harassment. Membership will also be transferred to another person
after the completion of tenure as stated above.

Appointment of New Members:
New members to the ICC will be inducted as may be required from time to time. An

individual who has been previously elected as a member on the committee can be elected
again.
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(g) Meetings:

Meetings will be held once every 6 months, whether a case of sexual harassment has
been registered or not. This is to discuss and plan for preventive actions, trainings,
sensitization and to make recommendations on prevention of sexual harassment related
issues. The venue and the time for the meetings will be as per the decision of the
members of the committee.

(h) Contact details of Members:
The contact details of members of the Internal Complaints Committee, will be made
available to all associates of BCCL.

Filing of sexual harassment complaint:

An Aggrieved person shall file a written complaint on sexual harassment within three (3]
months of the incident to the Internal Complaints Committee. The complaint must consist of
all the details of the event/s of sexual harassment that occurred, as well as the name of the
Respondent along with details of witnesses as may be available. Approximate date/time of
the event/s could also help during investigation. The complaints delayed by any amount of
time due to certain unavoidable circumstances since the occurrence of event of sexual
harassment may be accepted by the committee on a case to case basis.

A contact will be established with the Aggrieved person who may have approached the
Committee for justice. An initial interview with the Aggrieved person will commence the
investigation of the case.

Conciliation:

The Aggrieved person may request the Internal Complaints Committee to decide the issues
raised in the complaint through the process of conciliation. In such case, the ICC may instead
of conducting an investigation, will take steps to settle the matter between the Aggrieved
person and the Respondent through the process of conciliation. Where a settlement has been
arrived at in the process of conciliation, the ICC shall record the terms of such settlement
and forward the same along with its recommendations to the employer to take action as
specified in the settlement. The ICC shall also provide a copy of settlement to Aggrieved
person and to Respondent. No monetary settlement shall be the basis of conciliation. In such
case, no further investigation will be conducted by the ICC and the complaint will be treated
as closed.

Conduct of Investigation:

The ICC shall investigate sexual harassment complaint filed by the Aggrieved person. At
least 3 members of ICC including the Presiding Officer shall conduct an investigation.
Confidentiality will be maintained during the investigation. The committee will ensure that
no other individuals will know of the complaint besides the Aggrieved person and the
witnesses, if any, brought in by the Aggrieved person. Investigation must be carried out within
a period of one month from the date of receipt of complaint by the ICC. If required, a cross
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examination of the Aggrieved person and the Respondent and if any witness available can be
done which will be decided by the ICC on case to case basis. In case of failure of Aggrieved
person to make himself/herself available for the purpose of investigation, the ICC may after
giving at least 15 days’ notice, shall terminate the proceedings.

Principal of Natural Justice:

The principal of natural justice will be adopted during investigation. Thus, both parties, the
Aggrieved person as well as the Respondent, will be given a platform to produce their
respective views of the event/s and will be given a chance to explain their sides. The
investigation will include interviews with witnesses produced by both sides, as well as other
intervention that may be required.

Investigation report:

On the completion of investigation, the ICC shall provide a reasoned report consisting of its
findings and shall submit the same to the Employer within a period of 10 days of completion
of investigation and a copy will be made available to both the parties. Where the ICC arrives
at the conclusion that the allegation against the Respondent has not been proved, it shall
recommend to the Employer that no action is required to be taken in the matter.

Disciplinary actions:
Where the ICC arrives at the conclusion that the allegation against the Respondent has
been proved, it shall recommend to the Employer in the following manner:

(a] The Aggrieved person will not be required to work under or with the Aggrieved
person. If such a provision requires the transferring of people, the Aggrieved
person’s preferences should take priority.

(b] Action to be taken against the Respondent at the discretion of the management
may be broadly grouped as:

1. Letter of apology to the Aggrieved person.

2. Management of Employer writes a letter of reprimand to the Respondent including
a warning against repeat activity.

. Suspension for specific days without pay.

. Demotion

. No increment for one year.

Termination and fine as to monetary penalty of such sum as may be recommended

by ICC. Such penalty shall be recovered from the remuneration payable to

respondent notwithstanding anything contained in the terms of employment.

7. If the Respondent is a third-party service provider or receiver, termination of such

services with immediate effect.

o~ Ul A~ W

Action for false complaint:

Where the ICC arrives at conclusion that the allegation against the Respondent is Malicious
or the Aggrieved person has produced false or misleading documents/evidence, it may
recommend to the Management to act against the such person making false allegation. A
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mere inability to substantiate a complaint or provide adequate proof need not attract action
under this clause. Malicious intent shall be established after the enquiry in accordance with
the procedure prescribed, before any action prescribed.

Management Obligations:

The Management of Bajaj Consumer Care Ltd is required to take all actions recommended
by the ICC as well as to act against the Respondent found guilty of Sexual Harassment at the
work place. In case there are differences of opinion in terms of the punitive action to be taken
against the Respondent, the ICC 's decision will supersede Management.
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ANNEXURE-I
Si Stage Responsibility Time period

No. (Working days)

1. Receipt of written complaint from Aggrieved women Incident to be reported
aggrieved women. immediately [not later

Complainant than 3 months of the
date of incidence]

2; Forward copy of the said written Committee member* 3 days from meeting
complaint to the respondent. with the complainant
(Along with direction to file an +
explanation within next 7 days of the 4 days for reply of
receipt of the communication.)

the respondent, if any.

3. Give opportunity for conciliation if Internal Complaint Next 2 days
requested by the complainant Committee against

sexual harassment

4, If required, conduct an enquiry to Enquiry officer* Next 6 days of the
probe into the allegation. receipt of the reply, if any.

B, Hearing of the complainant and Internal Complaint 5 days
defense of the respondent. Committee against

sexual harassment

6. Adjudication of the complaint. Internal Complaint 4 days
Committee against
sexual harassment

7. Recommendation to the management| Internal Complaint 3 days

for appropriate action for approval. Committee against
sexual harassment
Communication/Implementation of Through HR/Admin 3 days
8. appropriate action
30 days

*To be nominated by the Internal Complaint Committee against Sexual Harassment
depending on circumstances. This time frame may vary depending upon circumstances in
consideration.
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Internal Complaint Committee

(hereinafter referred to as “the said Committee”)
(Effective September 1, 2019)

Name ICC Role Ei’;icetr E-Mail ID

Anvesha Singh Presiding Officer | 9920340360 Anvesha.singh(dbajajconsumer.com

Tanu Agrawal Member 9833174298 Tanu.agrawalf@bajajconsumer.com

Richa Sharma Member 9799805220 Richa.sharmal@bajajconsumer.com
Naresh Gehlaud Member 99978 06067 Naresh.gehlaud(@ bajajconsumer.com
Makarand Karnataki Member 9820604703 Makarand.Karnatakifdbajajconsumer.com
Sujan Basu Member 94772 38484 | Sujan.basu(dbajajconsumer.com

Meena Lokhande

External Member

9819410818

Meenagrace13(dgmail.com
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