
 

 

SEXUAL HARASSMENT POLICY  

(1) Purpose 

1) The purpose of this policy is to set forth Raj Oil Mills Limited (ROML) (the “Company”) 

commitment to maintaining an environment free from sexual harassment.  

2) To ensure that all employees are provided a discrimination free environment to realize 

their goals and to function effectively. 

 

(2) Definition of Sexual Harassment 

For the purposes of this policy, sexual harassment is any attempt to coerce an unwilling 

person into a sexual relationship, or to subject a person to unwanted sexual attention, or to 

punish a person who refuses to comply. Sexual harassment may involve a wide range of 

behaviors from verbal innuendo and subtle suggestions to offensive and unwelcome hugs and 

kisses, overt demands and physical abuse/assault. Sexual harassment is not exclusively a 

sexual issue but must be understood as an exploitation of a power relationship.  

 

Sexual harassment includes one or more of the following:  

1. Sexual misconduct includes but is not limited to:  

a. Overt or covert sexual advances or contact.  

b. Mental abuse (which may include risqué jokes, innuendoes, unacceptable visual contact, 

seductions)  

c. Physical abuse/assault  

 

2. Sexual misconduct includes any intentional touching or fondling (either directly or through 

the clothing) of such areas of the body as the genitals, buttocks or breast of the victim or the 

accused.  

 

 

 

 

 

 

 



 

 

 

 (3) Applicability:  

It is incumbent on all employees of ROML and its associates to follow this Policy and the 

guidelines formulated herein. The obligation to strictly adhere to the Policy guidelines is 

important for curbing Sexual Harassment at the work place. Any violation will be deemed to 

be a crime in addition to violation of gender equality guaranteed under the constitution.  

 

(4) Guidelines:  

The Management shall appoint an Internal Complain Committee (“ICC”) composed of 4 

members. 

 

These people will possess the following characteristics:  

 Ability to maintain confidentiality within the Team;  

 Knowledge of this policy and of the Team's purpose and procedure;  

 Awareness of professional counseling resources;  

 Commitment to respond to requests for assistance;  

 Ability to give independent and balanced evaluation of the concerns of both 

accuser and accused;  

 Awareness of the implications and ramifications of the dynamics of power in 

social and human relations; and  

 Awareness that some current research indicates that in the case of sexual 

harassment, more often than not there is more than one victim.  

 

The purpose of the ICC is:  

a) to make basic inquiries necessary for determining the veracity of the complaint (who? 

what? when? where? how?); and  

b) to formulate recommendations concerning what actions may be appropriate to take. 

1. All parties will be treated with respect and dignity. The members of the ICC appointed by 

the Management shall not discuss the investigation with anyone except those with whom they 

need to talk during the investigation process.  

 



 

 

2. Although offenders may believe their behavior is innocent or unintended, sexual 

harassment is defined by the perception and experience of the victim, so long as it is 

reasonable.  

 

3. This policy is designed as a substitution for legal proceedings; legal recourse is the 

jurisdiction of the court. It is not intended to be legalistic or punitive.  

 

(5) Complaint Procedures:  

1. All complaints or accusations of sexual harassment shall be immediately informed to the 

ICC/Immediate Superior.  

 

2. Though the accusations may initially be shared verbally, the complainant must submit the 

grievance in a written form that is signed before it can be acted upon. The complainant must 

give a separate signed statement of permission to allow the ICC to use her/his written report 

and name in discussion with the accused during the interviews.  

 

3. The ICC will schedule and conduct private interviews with the accuser within three working 

days; the purpose of the interviews is to thoroughly investigate the accusations. The accuser 

shall be informed that she/he may choose an appropriate friend to accompany her/him to 

provide moral support. After initial interviews with the accuser, the ICC must determine 

whether or not to proceed with the investigation.  

 

4. If appropriate for continuing with the investigation, the ICC will then notify the accused of 

the accusation by phone or in person; the ICC shall negotiate a meeting with the accused in 

order to present copies of both the complaint and the ROML Policy on Sexual Harassment. If 

such a meeting cannot be negotiated (as in the case for field sales of domestic and 

international) copies of the complaint and policy will be sent by certified mail, return receipt 

requested, marked confidential, the accused will be asked to respond to the allegations in 

writing within five working days. If a response is received either verbally or in written form, 

the response will be made available to the accuser for comment. The process of the ICC, 

however, is not dependent upon a response from the accused.  

  



 

 

5. Individuals other than the accuser and the accused may be invited to appear before the 

ICC in order to determine whether this is a single incident or not, or to clarify and verify 

information provided by the parties involved.  

 

6. Within twenty working days of the filing of the complaint, the ICC will attempt to conclude 

the investigation and to formulate a recommendation to the moderator for action.  

 

7. If the complainant decide not to pursue the issue, the ICC may continue its investigation 

and action if it has discovered that serious incidents of sexual harassment have occurred.  

 

8. The ICC may confer with the legal department and other professionals on a consultant 

basis as the situation warrants. None of them, however, shall participate in the Team's final 

decision.  

 

9. Using its best judgment, the ICC shall decide upon an appropriate recommendation for 

action to the moderator within twenty working days. The Moderator will provide written copies 

of the recommendation to both the accused and the accuser.  

 

(7) Supreme Court Guidelines: 

The Supreme Court in absence of any enacted law to provide for effective enforcement of 

basic human rights of gender equality and guarantee against sexual harassment, laid down 

the following guidelines:  

 

1.      All the employers in charge of work place whether in the public or the private sector, 

should take appropriate steps to prevent sexual harassment without prejudice to the 

generality of his obligation, he should take the following steps:                   

 

a)  Express prohibition of sexual harassment which includes physical contact and advances, 

a demand or request for sexual favors, sexually colored remarks, showing pornographic or 

any other unwelcome physical, verbal/ non-verbal conduct of sexual nature should be noticed, 

published and circulated in appropriate ways.  

 



 

 

 b) The rules and regulations of government and public sector bodies relating to conduct and 

discipline should include rules prohibiting sexual harassment and provide for appropriate 

penalties in such rules against the offender.  

 

c) As regards private employers, steps should be taken to include the aforesaid prohibitions 

in the Standing Orders under the Industrial Employment (Standing Orders) Act, 1946.  

 

d)  Appropriate work conditions should be provided in respect of work leisure, health, hygiene- 

to further ensure that there is no hostile environment towards women and no woman should 

have reasonable grounds to believe that she is disadvantaged in connection with her 

employment.  

 

2.      Where such conduct amounts to specific offences under the Indian Penal Code or any 

other law the employer shall initiate appropriate action in accordance with the law, by making 

a complaint with the appropriate authority.  

 

3.      Victims of sexual harassment should have the option to seek transfer of the perpetrator 

or their own transfer.  

 

 As stated by the Supreme Court, these guidelines are applicable to:    

 

a) The employer or other responsible persons or other institutions to prevent sexual 

harassment and to provide procedures for the resolution of complaints;  

 

 b) Women who either draw a regular salary, receive an honorarium, or work in a voluntary 

capacity- in the government, private or organized sector come under the purview of these 

guidelines.  

 

 

 

 

 



 

 

 

Preventive Steps:  

 

1.  Express prohibition of sexual harassment should be notified and circulated.  

 

2.  Inclusion of prohibition of sexual harassment in the rules and regulations of government 

and public sector.  

 

3.  Inclusion of prohibition of sexual harassment in the standing orders under the Industrial 

Employment (Standing Orders) Act, 1946 by the private employers.  

 

4.  Provision should be made for appropriate work conditions for women.  

 

(8) Procedure pertaining to filing of complaints:  

 

1. Employers must provide a Complaints Committee which is to be headed by a woman; of 

which half members should be women.   

 

2. Complaints procedure should be time bound.  

 

3. Confidentiality of the complaints procedure has to be maintained.  

 

4. Complainant or witnesses should not be victimized Or discriminated against- while dealing 

with complaints.  

 

  Miscellaneous Provisions:  

 

1. Guidelines should be prominently notified to create awareness as regards the rights of the 

female employees.   

 

2. The employers should assist the persons affected, in cases of sexual harassment by 

outsiders or third parties.  



 

 

 

3. Sexual harassment should be discussed at worker’s meetings, employer-employee 

meetings and at other appropriate forums.   

 

4. Both Central and State governments are required to adopt measures including legislations 

to insure that private employers also observe these guidelines.  


