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1. Introduction: 

 

At Carraro India Limited (the Company) harassment of any kind, including sexual harassment, 

is forbidden. Every employee has the right to be protected against harassment, regardless of 

whether the accused considers his or her own behavior to be normal or acceptable and whether 

the harassed person could avoid the harassment. The Company is committed to providing a 

safe and conducive work environment free of sexual harassment. Sexual harassment is a form 

of harassment of a sexual nature at a workplace that affects the dignity of men and women at 

work. The Company’s Policy on Prevention of Sexual Harassment is governed by the 

provisions of the Sexual Harassment of Women at Workplace (Prevention, Prohibition and 

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

(Prevention, Prohibition and Redressal) Rules, 2013 (“POSH Rules”). Accordingly, while the 

policy covers all the key aspects of the POSH Act, for any further clarification reference shall 

always be made to the POSH Act and the provisions of the POSH Act shall prevail. 

 

2. Objective: 

 

The Policy on Prevention of Sexual Harassment has been formed to prohibit, prevent or deter 

the commission of acts of sexual harassment at workplace and to provide the procedure for 

redressal of complaints pertaining to sexual harassment. 

 

3. Applicability: 

 

This Policy applies to all the employees, workers, visitors and other persons (whether in the 

office premises or outside while on assignment) of the Company. 

 

The definition of an ‘employee’ for the purposes of the POSH Act is fairly wide to cover 

regular, temporary, ad hoc employees, individuals engaged on a daily wage basis, either 

directly or through an agent, contract labourers, co-workers, probationers, trainees, and 

apprentices, with or without the knowledge of the principal employer, whether for 

remuneration or not, working on a voluntary basis or otherwise, whether the terms of 

employment are express or implied. 

 

Where sexual harassment occurs to an employee as a result of an act by a third party or outsider 

while on official duty, for e.g., outside the office premise for official work, team outing, 

company party, travel due to company work, any place visited by the employee in the course 

of employment including transportation, the Company would take required actions to assist the 

affected person in terms of support and preventive measures.  

 

4. What is Sexual Harassment: 

 

Sexual harassment includes such unwelcome sexually determined behavior (whether directly 

or by implication) which may be of a serious or less serious nature as: 

(i) physical contact and advances.  

(ii) a demand or request for sexual favors.  

(iii) sexually colored remarks.  

(iv) showing pornography.  

(v) any other unwelcome physical, verbal or non-verbal conduct of a sexual nature.  



 

Sexual harassment is emotionally abusive and creates an unhealthy, unproductive atmosphere 

at the workplace. The following circumstances, among other circumstances, if they occur or 

are present in relation to or connected with any act or behaviour of sexual harassment may 

amount to sexual harassment: 

(i) implied or explicit promise of preferential treatment in employment. 

(ii) implied or explicit threat of detrimental treatment in employment.  

(iii) implied or explicit threat about present or future employment status; 

(iv) interference with work or creating an intimidating or offensive or hostile work 

environment; or 

(v) humiliating treatment likely to affect employee’s health or safety. 

(vi) Indecent comments, dirty jokes, making suggestive sounds, comments about a woman’s 

appearance, body or dress. 

(vii) Physical contact, including touching, patting, brushing against another’s body. 

(viii) Obscene gestures, indecent exposure. 

(ix) Staring, leering, whistling, making kissing sounds, smacking lips, suggestive looks. 

(x) Any physical or computerized display of sexually offensive or explicit material. 

(xi) Direct sexual propositioning. 

(xii) Continued pressure for dates and / or sexual favors. 

(xiii) Letters or calls of a sexual nature; or 

(xiv) Any of the above as a form of coercion or blackmail for advancement, or in the event of 

the recipient’s refusal, resulting in a lack of advancement or dismissal. 

 

Sexual harassment in the virtual workplace may include inappropriate messages, unwelcome 

sexual advances by means of sexual jokes/forwards/pictures/videos, Messages with sexual 

undertone over the telephone or video conferencing, if a person indulges in an act of sexual 

harassment with an employee while working through video conferencing, he cannot take 

defense that he had not committed the act at a ‘workplace’ ate questions and/or passing Sexual 

comments on weight, body shape, size, or figure etc. Thus, any conduct or words with a sexual 

undertone that interferes with an employee's ability to work or create a hostile an uncomfortable 

atmosphere while working remotely may amount to sexual harassment by virtue of POSH Act 

and is punishable under the applicable Indian Laws. 

 

The definition of ‘sexual harassment’ under the POSH Act is wide enough to cover both direct 

or implied sexual conduct which may involve physical, verbal or even written conduct. The 

key distinguishing feature is that the conduct is unwanted and unwelcome by the recipient. It 

includes the following two categories: 

 

(i) “Quid pro quo” sexual harassment (which if translated in English, would mean ‘this 

for that’) is a form of sexual blackmail. In a typical situation of quid pro quo 

harassment, the respondent being a person in power, pressurizes the employee (usually 

a subordinate) for sexual favors in exchange for advancement in the workplace or threat 

of adverse employment action.  

 



(ii) Creating an ‘intimidate, offensive or hostile working environment’ where an 

individual is subject to unwelcome comments about her body type resulting in the 

employee feeling embarrassed. 

 

No individual shall indulge or caused to be indulged under instructions from superior in sexual 

harassment of employee at workplace. An employee who is sexually harassed can complain 

about the same even if there is no adverse job consequence. 

 

In every instance in which sexual harassment is or could be experienced, employees ought to 

indicate that they do not approve of what is being said, done or suggested. This is important, 

since everyone’s perception of sexual harassment differs, and what constitutes sexual 

harassment for one person may not necessarily be experienced as such by another. 

 

Sexual harassment does not refer to behaviour or occasional compliments which are acceptable 

to the recipient. Neither can the mutual attraction between two persons be regarded as sexual 

harassment. 

 

5. If you are being harassed: 

(i) Tell the accused that his behavior is unwelcome and ask him/her to stop. 

(ii) Keep a record of incidents (dates, times, locations, possible witness, what happened, your 

response) to strengthen your case, though not mandatory to have a record of events to 

file a complaint. 

(iii) File a complaint as soon as possible. If after asking the accused to stop his behavior the 

harassment continues, report the abuse to the Internal Committee (“IC”) formed in this 

regards.  

(iv) The complaint against sexual harassment needs to be filed within 3 months from the date 

of the incident and in case of a series of incidents, within a period of 3 months from the 

date of the last incident. 

 

At the company Internal Committee has been formed in compliance with the POSH Act.  

 

The composition of Internal Committee is as follows: 

Sr. 

No. 

Name & Designation 

in Company 

Email id Contact 

number 

Designation in 

the Committee 

1.  Ms. Mamta Bakshi,  Mamta_Bakshi@carraro.com 9810911147 Chairperson 

2.  Ms. Shubhra Sonam Shubhra_Sonam@carraro.com 8408925757 Member 

3.  Ms. Prerana Dubey  Prerana_Dubey@carraro.com 8806708955 Member 

4.  Mr. Kiran Ghonsikar Kiran_Ghonsikar@carraro.com 9822060120 Member 

5.  Mr. Sanjay Kumar Sanjay_Kumar@carraro.com 9822339666 Member 

6.  Mr. Sanjiv Ranjan Sanjiv_Ranjan@carraro.com 7979056593 Member 

7.  Mr. Nilesh Sarmalkar Nilesh_Sarmalkar@carraro.com 9922565144 Member 

8.  Mr. Ambrish Kulkarni Ambrish_Kulkarni@carraro.com 9763703433 Member 

9.  Ms. Poonam Singh Poonam_Singh@carraro.com 9850666984 Member 

10.  Ms. Monika Shinde Monika_Shinde@carraro.com 9404611088 Member 

11.  Ms. Sajiri Sawant Sajiri_Sawant@carraro.com 7057350335 Member 

12.  Ms. Minal Joshi - - External Member 

 

• The term of the IC Members is 3 years from their appointment.  
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6. Conciliation: 

(i) Conciliation is a process of mutual agreement between the complainant and the accused 

before the formal investigation is taken up by IC.  

(ii) The Internal Committee can take steps to settle the matter between the aggrieved woman 

and the respondent. This option can be used only at the request of the woman.  

(iii) Monetary settlement shall not be the basis of conciliation.  

(iv) If the settlement is not reached, the complainant can go back to the committee and initiate 

an inquiry in writing.  

(v) If the settlement is reached, no inquiry shall be made into the matter.  

(vi) A settlement agreement should be signed by both the parties. The original shall be 

maintained with the IC, and a copy each be handed over to the complainant, accused and 

the HR department.  

 

7. Complaint mechanism:  

(i) An aggrieved person who intends to file a complaint is required to submit six copies of 

the written complaint, along with supporting documents and names and addresses of the 

witnesses to the IC, within 3 months from the date of the incident and in case of a series 

of incidents, within a period of 3 months from the date of the last incident.  

(ii) Prompt reporting of an act of sexual harassment is probably as important as swift action 

to be taken by the authorities on receiving a complaint. In fact, the more prompt the 

complaint is, the more authentic can it be treated. In instances where sufficient cause is 

demonstrated by the complainant for the delay in filing the complaint, the IC may extend 

the timeline for filing the complaint, for reasons to be recorded in-writing.  

(iii) Friends, relatives, co-workers, psychologist & psychiatrists, etc. of the aggrieved person 

can also file the complaint in situations where the aggrieved person is unable to make the 

complaint on account of physical incapacity, mental incapacity or death.  

(iv) The POSH Act and the POSH Rules do not prescribe any format in which the complaint 

needs to be filed. 

(v) Upon receipt of the complaint, 1 copy of the complaint along with the related documents 

is to be sent to the respondent within 7 days of the written complaint from the aggrieved 

employee.  

(vi) Upon receipt of the copy of the complaint, the respondent is required to file the reply to 

the complaint along with a list of supporting documents, and names and addresses of 

witnesses within 10 working days of receiving the complaint’s copy.  

(vii) The person accused will be informed that no unfair acts of retaliation or unethical action 

will be tolerated. The IC has the right to suspend, cut-off access, etc. if the accused is 

interfering in the inquiry process.  

(viii) Witnesses will be punished if found to be giving false information.  

(ix) The Committee shall ensure that a fair and just investigation is undertaken immediately. 

The inquiry will commence and be complete within 3 months.  

(x) If the complainant does not cooperate with the investigation process and remains absent 

for 3 consecutive meetings, the ICC can terminate the complaint. Further, if the accused 



does not cooperate with the investigation process and remains absent for 3 consecutive 

meetings, the ICC can give an ex-parte decision favoring the complainant. 

(xi) The Inquiry has to be completed within a total of 90 days of the receipt of the complaint.  

(xii) The Inquiry report shall be sent to the employer & the parties within 10 days from the 

date of completion of inquiry.  

(xiii) The employer is required to act on the recommendations of the IC within 60 days of 

receipt of the Inquiry report.  

 

8. Interim Relief:  

During the pendency of the inquiry, upon written request by the aggrieved employee, interim 

relief can be provided as under:  

- Transfer the aggrieved employee or the respondent to any other workplace.  

- Grant leave to the aggrieved employee up to a period of 3 months.  

- Remove the formal reporting structure between complainant and the accused.  

- Grant leave over and above the prescribed leave for the employee.  

 

9. Disciplinary Action: 

(i) Where any misconduct is found by the Committee, appropriate disciplinary action shall 

be taken against the accused which shall be based on the IC recommendations, severity 

of harassment & its impact on the aggrieved employee.  

(ii) Based on its findings, the IC shall then make appropriate recommendations which may 

include:  

a) Where the IC is unable to uphold the complaint, it shall recommend no action.  

b) Where the IC upholds the Complaint, it may recommend such action as stated in 

the company’s Service Rules or it may include either or combination of the 

following actions: 

- Formal written apology, 

- Warning and taking a written bond of good conduct a copy of it maintained 

in the employee’s personal file,  

- withholding promotion, raise or increment of pay till a certain period,  

- change of work assignment, 

- counselling,  

- transfer for either the accused or the complainant,  

- termination of services of the employee found guilty of the offense,  

- monetary penalty.  

(iii) Determination of damages or monetary penalty shall be based on the following:  

- Mental trauma, pain, suffering and emotional distress caused to the person.  

- Loss in career opportunity due to incident of sexual harassment.  

- Hospitalization or medical expenses incurred by the person for physical and 



medical treatment.  

- The income and financial status of the respondent and the feasibility to pay in lump 

sum or installments shall be taken into account.  

- Deductions applicable under the Payment of Wages Act.  

(iv) The complainant and the accused have the right to appeal to the judicial system or the 

court of law if they are not satisfied with the outcome of the investigation by the ICC. 

This needs to be done within 90 days of recommendations / the inquiry report from the 

IC.  

(v) The employees who are victims of sexual harassment may, in addition to the above, seek 

legal remedies as may be provided under the various laws for the time being in force. 

 

10. Confidentiality: 

 

Dissemination of contents of the complaint, the identity and addresses of the complainant, 

respondent, witnesses, any information relating to conciliation and inquiry proceedings, 

recommendations of the IC and the action taken to the public, press and media in any manner 

is strictly prohibited. Further, the information pertaining to sexual harassment at workplace 

shall not be subject to the provisions of the Right to Information Act, 2005. 

 

11. Protection against retaliation: 

 

Regardless of the outcome of complaint made in good faith, the employee lodging the 

complaint and any person providing information or any witness, will be protected from any 

form of retaliation. While dealing with complaints of sexual harassment, the Committee shall 

ensure that the Complainant or the witness are not victimized or discriminated against by the 

accused. Any unwarranted pressures, retaliatory or any other type of unethical behaviour from 

the accused against the complainant while the investigation is in progress should be reported 

by the complainant to the IC as soon as possible. Disciplinary action will be taken by the 

Committee against any such complaints which are found genuine. 

 

12. Documentation: 

 

The Committee shall keep complete and accurate documentation of the complaint, its 

investigation and the resolution thereof. The incident would be documented in both the 

complainant’s and the accused’s files with full report of the IC. 

 

13. Dissemination of the Policy: 

 

A copy of this Policy shall be given to all employees and to all new recruits and they shall sign 

a statement acknowledging that they have received, read, understood and will abide by the 

Policy. 

 

14. Complaints made with a malicious intent: 

 

This policy has been evolved as a tool to ensure that in the interest of justice and fair play, our 

employees have a forum to approach in the event of instances of sexual harassment. However, 

if on investigation it is revealed that the complaint was made with a malicious intent and with 

the motive of maligning the concerned individual / tarnishing his/her image in the company 



and to settle personal/professional scores, strict action will be taken against the complainant.  

 

15. Responsibilities of the Employer: 

(i) Formulation of an Anti-Sexual Harassment Policy 

(ii) Display within organisations the penal consequences of sexual harassment at places 

where it could be viewed by majority of the people 

(iii) Create an IC at each location and display their contact details 

(iv) Sensitization and training of employees and IC members 

(v) Provide administrative support and monitor timely submission of reports by IC 

(vi) Mention the number of cases filed and disposed of under the PoSH Act within the 

organization’s annual report. 

(vii) Help the aggrieved employee in registering criminal case, if she so desires. 

(viii) Treat sexual harassment as a misconduct & initiate action for such misconduct. 

 

16. Responsibilities of the Committee: 

(i) Ensure that a fair and unbiased investigation is carried out by the ICC members.  

(ii) Protect the privacy of the complainant, accused, employer and the witness.  

(iii) Meet periodically to discuss the incidents, their observations, suggestions to improve the 

implementation of this policy.  

(iv) Regular meetings conducted to ensure appropriate implementation of this policy within 

the organization.  

 

17. Responsibilities of the Complainant: 

(i) Ensure that a fair and genuine complaint is filed with the IC.  

(ii) Protect the privacy of the accused, employer, the witness and the complaint itself.  

(iii) Adhere to the conciliation / settlement terms as awarded by the employer.  

 

18. Responsibilities of the Accused: 

(i) Ensure that a fair and genuine complaint is filed with the IC.  

(ii) Protect the privacy of the complainant, employer, the witness and the complaint itself. 

(iii) Adhere to the conciliation / settlement terms as awarded by the employer. 

 

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


