POLICY ON PREVENTION OF SEXUAL HARASSMENT OF
WOMEN AT WORKPLACE
OF
EVOQ REMEDIES LIMITED
(Pursuant to SEBI (Listing Obligations and Disclosure
Requirements) Regulations, 2015)
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1. INTRODUCTION
Our Company is committed to providing work environment that
ensures every employee is treated with dignity and respect and afforded
equitable treatment. The Company is also committed to promoting a
work environment that is conducive to the professional growth of its
employees and encourages equality of opportunity. The Company will
not tolerate any form of sexual harassment and is committed to take all
necessary steps to ensure that its employees are not subjected to any
form of harassment.
The Prevention of Sexual Harassment Policy has been formed to
prohibit, prevent or deter the commission of acts of sexual harassment
at workplace and to provide the procedure for the redressal of
complaints pertaining to sexual harassment.
The Policy for Prevention of Sexual Harassment was constituted by the
Board of Directors at the meeting held on February 12, 2022 in
compliance with the Sexual Harassment of Women at Workplace
(Prevention, Prohibition and Redressal) Act, 2013.
2. APPLICABILITY
The Prevention of Sexual Harassment Policy has been formed to
prohibit, prevent or deter the commission of acts of sexual harassment
at workplace and to provide the procedure for the redressal of
complaints pertaining to sexual harassment.
3. DEFINITIONS
i.

Sexual harassment:

Sexual harassment may be one or a series of incidents involving
unsolicited and unwelcome sexual advances, requests for sexual
favours, or any other verbal or physical conduct of sexual nature.
Sexual Harassment at the workplace includes:
1.
2.
3.
4.

unwelcome sexual advances (verbal, written or physical),
demand or request for sexual favours,
any other type of sexually-oriented conduct,
verbal abuse or ‘joking’ that is sex-oriented,
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5. any conduct that has the purpose or the effect of interfering with
an individual’s work performance or creating an intimidating,
hostile or offensive work environment and/or submission to
such conduct is either an explicit or implicit term or condition
of employment and /or submission or rejection of the conduct
is used as a basis for making employment decisions.
ii.

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.
iii.

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 Nandan Terry Limited.
4. RESPONSIBILITY REGARDING SEXUAL HARASSMENT
All employees of the Company have a personal responsibility to ensure
that their behaviour is not contrary to this policy. All employees are
encouraged to reinforce the maintenance of a work environment free
from sexual harassment.
5. COMPLAINT MECHANISM
An appropriate complaint mechanism in the form of “Internal
Complaints Committee” has been created in the Company for timebound redressal of the complaint made by the victim.
6. COMPLAINTS PROCEDURES
Anyone who is subject to sexual harassment should, if possible, inform
the alleged harasser that the conduct is unwanted and unwelcome.
Nandan Terry Limited recognises that sexual harassment may occur in
unequal relationships (i.e. between a supervisor and his/her employee)
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and that it may not be possible for the victim to inform the alleged
harasser.
If a victim cannot directly approach an alleged harasser, he/she can
approach one of the designated staff members responsible for receiving
complaints of sexual harassment. This person could be another
supervisor, a member of the human resources department, etc.
When a designated person receives a complaint of sexual harassment,
he/she will:
 Immediately record the dates, times and facts of the
incident(s)
 Ascertain the views of the victim as to what outcome he/she
wants
 Ensure that the victim understands the company’s
procedures for dealing with the complaint
 Discuss and agree the next steps: either informal or formal
complaint, on the understanding that choosing to resolve the
matter informally does not preclude the victim from pursuing
a formal complaint if he/she is not satisfied with the outcome
 Keep a confidential record of all discussions
 Respect the choice of the victim
 Ensure that the victim knows that they can lodge the
complaint outside of the company through the relevant
country/legal framework.
7. CONFIDENTIALITY
The Company understands that it is difficult for the victim to come
forward with a complaint of sexual harassment and recognizes the
victim’s interest in keeping the matter confidential. To protect the
interests of the victim, the accused person and others who may report
incidents of sexual harassment, confidentiality will be maintained
throughout the investigatory process to the extent practicable and
appropriate under the circumstance.
8. PROTECTION TO COMPLAINANT / VICTIM
The Company is committed to ensuring that no employee who brings
forward a harassment concern is subject to any form of reprisal. Any
reprisal will be subject to disciplinary action. The Company will ensure
that the victim or witnesses are not victimized or discriminated against
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while dealing with complaints of sexual harassment. However, anyone
who abuses the procedure (for example, by maliciously putting an
allegation knowing it to be untrue) will be subject to disciplinary action.
9. CONCLUSION
In conclusion, the Company reiterates its commitment to providing its
women employees, a workplace free from harassment/ discrimination
and where every employee is treated with dignity and respect.
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