
 

 

ANTI-SEXUAL HARASSMENT POLICY 

Prevention of Sexual Harassment at the Workplace 

 

1. Introduction 

MMP Industries Limited (“MMP” or “the Company”) is committed to providing a work 

environment that ensures every employee is treated with dignity, respect, and equality. 

Sexual harassment at the workplace is a grave violation of human rights and is strictly 

prohibited in any form—verbal, physical, or visual. 

This policy has been formulated in line with the provisions of: 

 The Sexual Harassment of Women at Workplace (Prevention, Prohibition and 

Redressal) Act, 2013 (“POSH Act”), and 

 Regulation 34(2)(f) of the SEBI (Listing Obligations and Disclosure Requirements) 

Regulations, 2015, which mandates disclosure in the Annual Report on the number 

of complaints filed, disposed, and pending under the POSH Act. 

 

2. Scope 

This policy applies to all employees of MMP, including permanent, temporary, contractual, 

part-time, interns, consultants, and trainees across all locations of the Company, whether 

working from company premises or offsite, including while on duty-related travel or 

assignments. 

In case an employee is sexually harassed by a third party outside the workplace during the 

course of duty, the Company shall provide appropriate support and assistance to the 

employee. 

 

3. Definition of Sexual Harassment 

“Sexual Harassment” includes any unwelcome act or behavior (whether directly or by 

implication), such as: 

 Physical contact and advances 

 Demand or request for sexual favors 

 Making sexually colored remarks 

 Showing pornography 

 Any other unwelcome physical, verbal, or non-verbal conduct of sexual nature 

It also includes: 

 Innuendos, lewd jokes, remarks, or taunts 

 Eve-teasing, stalking, or gestures 

 Offensive communication, including through phone calls, emails, or social media 

 Creating an intimidating, hostile, or offensive work environment 

 

 

 

 

 



 

 

 

4. Internal Complaints Committee (ICC) 

An Internal Complaints Committee (ICC) has been constituted in accordance with Section 4 

of the POSH Act and consists of: 

 Ms. Madhura Ubale – CS & Compliance Officer 

 Mr. Lalit Ranjeet Raj Bhandari – Member (Whole-time Director) 

 Mr. Tenetti Narasimham Murthy – Member (Whole-time Director) 

The Head of HR shall provide necessary administrative and logistical support to the ICC. 

 

5. Complaint Procedure 

 Any aggrieved employee may file a written or electronic complaint to the ICC within 

3 months of the incident (extendable to 6 months with justification). 

 If the complainant is unable to file due to physical/mental incapacity or death, a legal 

heir may do so on her behalf. 

 Complaints will be handled with utmost confidentiality and zero tolerance for 

retaliation. 

 A prescribed format may be provided for ease of filing. 

 

6. Redressal Mechanism 

Upon receiving a complaint: 

 The ICC will notify the respondent and initiate an inquiry within 7 working days. 

 Both parties will be given an opportunity to be heard, and witnesses may be called. 

 The ICC may allow conciliation, but monetary settlement is not permitted. 

 If conciliation fails or is not opted for, a formal inquiry will be conducted, and 

completed within 90 days. 

 The ICC will submit its findings to the employer within 10 days of completion of 

inquiry. 

 The employer shall act on the recommendations within 60 days of receiving the 

report. 

 During the inquiry, the complainant may request transfer or leave (up to 3 months, 

paid, not counted against statutory leave). 

 

7. Disciplinary Action 

If the complaint is upheld, disciplinary action may include: 

 Written apology 

 Warning or reprimand 

 Suspension 

 Withholding promotion or increment 

 Transfer or termination 

False complaints made with malicious intent will also be subject to disciplinary action. 

However, failure to prove the allegation is not itself grounds for penalty unless malicious 

intent is established. 



 

 

 

8. Protection Against Retaliation 

All parties involved in the process—including the complainant, witnesses, and ICC 

members—will be protected against any form of retaliation or discrimination. Any such 

actions must be immediately reported to the ICC. 

 

9. Confidentiality 

Details of the complaint, identities, and proceedings will remain strictly confidential as per 

Section 16 of the POSH Act. Disclosure to the media or public is prohibited and punishable. 

 

10. Awareness and Disclosures 

 All employees and new hires shall receive a copy of this policy and acknowledge 

understanding. 

 The Company shall conduct regular sensitization programs and workshops to 

ensure awareness. 

 As per SEBI (LODR) Regulation 34(2)(f), MMP shall disclose in its Annual Report: 

o Number of complaints received during the year 

o Number disposed of during the year 

o Number pending at the end of the year 

o Number of awareness programs conducted 

 

This policy will be reviewed periodically and amended as required to ensure compliance 

with law and the highest standards of workplace ethics and safety. 

(Revised as on 8th August, 2025.) 


