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Reference:  

Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013  

 

Policy for Prevention, Prohibition, and Redressal of Sexual Harassment (POSH) at Work Place 

 

In this policy, ‘Conatus Finserve Private Limited’ has been referred to as ‘CFPL’ or ‘The Company’ 

interchangeably.  

 

1. OBJECTIVE: 

1.1. The Company’s quest for competitive excellence reinforces its commitment for lawful and ethical 

conduct and adhering to the core values, viz. integrity, honesty and respect for each other.  

1.2. CFPL is committed to provide the right work environment which ensures that every employee is 

treated with dignity, respect and equitable treatment. The environment should also be conducive to 

their professional growth and encouraging equality of opportunity. The Company shall 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. 

1.3.  This Policy for Prevention of Sexual Harassment at Workplace has been formed to prohibit, prevent 

or deter the acts of sexual harassment at the Company’s workplace and to provide the procedure for 

redressal of complaints pertaining to any incident of sexual harassment. 

1.4. The Company is committed to maintaining a workplace free from all forms of discrimination and 

harassment, including sexual harassment. Any conduct that amounts to harassment will invite 
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appropriate disciplinary action, up to and including termination of employment. The Company places 

particular emphasis on safeguarding women employees from any harassment or sexually colored 

behavior, including eve-teasing or sexual overtures, in the workplace. 

2. APPLICABILITY: 

2.1. The Policy shall be applicable to all the employees (including those appointed on temporary, ad hoc 
or daily wage basis, interns, trainees, apprentices and any person engaged in any capacity at CFPL, 
whether paid or unpaid either directly or through an agent) and also to third parties associated with 
Conatus Finserve Private Limited (‘CFPL’ or ‘The Company’).  The third party mentioned above 
shall include vendors, customers, consultants, auditors and visitors, etc, who may be subjected to 
sexual harassment at the workplace(s) of the Company including its branches and/or field locations. 
Such workplace shall also include any place visited by the employee arising out of or during the 
course of employment including transportation/ accommodation provided by the Company for 
undertaking the visit. 

 

2.2. This Policy is deemed to be incorporated in the service conditions of all employees of the Company 
and comes into effect immediately on their joining. 

 

3. DEFINITIONS: 

3.1. Article 51A(e) of the Constitution of India, inter alia, imposes on every citizen by way of 

fundamental duty the responsibility to renounce practices derogatory to the dignity of women. 

Having regard to the definition of ‘human rights’ in Section 2(d) of the Protection of Human Rights 

Act 1993, the Hon’ble Supreme Court of India, in the case of Vishaka & Others Vs. State of Rajasthan 

& Others [JT 1997 (7) SC 384], laid down Guidelines and Norms to ensure prevention of sexual 

harassment of women. 

3.2. In February 2020, the Hon’ble Supreme Court in a Bench observed in a verdict that “Sexual 

harassment at the workplace is an affront to the fundamental rights of a woman to equality under 

Articles 14 and 15 and her right to live with dignity under Article 21 of the Constitution as well as 

her right to practice any profession or to carry on any occupation, trade or business.” 

3.3. According to the Sexual Harassment of Women at Workplace (Prevention, Prohibition & Redressal) 

Act 2013 (‘The Act’) - “Sexual harassment includes any one or more of the following unwelcome 

acts or behaviour (whether directly or by implication), namely: 

i. Physical contact and advances, or 

ii. A demand or request for sexual favours, or 

iii. Making sexually coloured remarks, or 

iv. Showing pornography, or 

v. Any other unwelcome physical, verbal or non-verbal conduct of sexual nature.” 

3.4. Hostile work environment: Sexual harassment is defined as conduct which has the purpose or effect 

of unreasonably interfering with an individual’s work performance or creating an intimidating, 

hostile, or offensive work environment (i.e., where the atmosphere at work is made extremely 

uncomfortable because of behavior such as sexual advances or gestures, off color, obscene 

language, or sexist pictures or cartoons/ pamphlets, pornographic sites). Hostile work 

environment leading to scenarios of sexual harassment, occurs when the conduct is pervasive or 

severe enough to alter the conditions of an employee’s job and create an abusive working 

environment. 
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3.5. Complainant means a victim of Prohibited Conduct (defined below). 

3.6. Employee - means any person employed (whether part-time or full time, permanent or temporary) 

directly by the Company or through contractors. 

3.7. Grievance Redressal Authority or GRA - means the person appointed by the Company to whom 

complaints of Prohibited Conduct (defined below) shall be reported by Complainant. 

3.8. Grievance Redressal Mechanism - means the mechanism prescribed for dealing with complaints 

under this Policy. 

3.9. Harassment - means any unwelcome sexual advance, request for sexual favors, or any verbal, 

written or physical conduct or other behavior, of a sexual nature, towards any person that: 

i. has the purpose or effect of humiliating the victim of such conduct or behavior; or 

ii. has the purpose or effect of creating an intimidating, hostile or offensive work environment; or 

iii. has the purpose or effect of interfering with the victim’s work performance; or 

iv. affects the victim’s employment opportunities or compensation. 

3.10. Respondent - means a person against whom a complaint is made under this Policy 

 

4. THE COMPANY STRICTLY PROHIBITS 

4.1 Harassment of any Employee or any person that has interactions with the Company in the course of 

its business by another Employee OR Harassment of any Employee by any person that has 

interactions with the Company in the course of its business; and 

4.2 Any form of retaliation directed against any person who either complains about Harassment or who 

participates in any investigation concerning Harassment. (Hereinafter individually and collectively 

referred to as “Prohibited Conduct”) 

4.3 Guidelines: 

The following examples illustrate what can be considered as Harassment. Such examples do not limit 

the scope of the definition of Harassment and the Company shall be the sole authority in determining 

whether any person has engaged in Prohibited Conduct. 

i. Subjecting a person to an unwelcome act of physical intimacy, like grabbing, brushing or 

touching. 

ii. Making an unwelcome demand or request (whether directly or by implication) for sexual 

favors from a person or making the grant of sexual favors a condition for offering 

employment/retention in employment/payment of wages/increment/ promotion. 

iii. Making unwelcome remarks with sexual connotations, like sexually explicit 

compliments/cracking jokes with sexual connotations/ making sexist remarks. 

iv. Showing a person any sexually explicit material in the form of pictures/cartoons/pinups/ 

calendars/screen savers/any offensive written material/pornographic e-mails. 

v. Engaging in any other unwelcome conduct of a sexual nature, which could be verbal, or even 

non-verbal, like staring to make the other person uncomfortable. 

vi. Making offensive gestures or sounds with sexual connotations. 

vii. Making unwelcome inquiries into the private relationships of a person. 

viii. Persistently asking a person for informal meetings outside office premises. 

ix. Joking about sexual conduct in an attempt to humiliate or embarrass another person. 
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x. Passing on comments about the dress and appearance. 

xi. Making a person work beyond working hours and making them stay late in the night. 

xii. Listening to vulgar songs causing discomfort to the other person. 

 

4.4 Examples of Harassment: 

The following examples are only illustrations of the types of conduct that may constitute as 

harassment. There are, of course, many other types of conduct that may constitute as harassment. 

Each employee must exercise his or her own good judgment to avoid engaging in conduct that may 

reasonably be perceived by others as harassment. 

i. Verbal comments that take the form of slurs, derogatory comments or negative stereotyping 

about a person’s national origin, color, religion, caste gender, sexual orientation, marital 

status, age, disability, appearance, or such personal information. 

ii. Distribution, display, or discussion of any written or graphic material that ridicules, 

denigrates insults, belittles, or shows hostility or aversion toward an individual or group 

because of national origin, race, color, religion, gender, sexual orientation, marital status, age, 

disability, appearance, or such personal information. 

iii. A supervisor who tells an employee or implies that she or he can earn a promotion or salary 

increase by providing any form of sexual favor to the supervisor has engaged in sexual 

harassment. As a further example, a manager who tells an employee that she or he can get 

ahead by being “nice” to the manager may have engaged in sexual harassment, if comments 

are reasonably perceived as asking for sexual favors. 

iv. A workplace where inappropriate posters of women or men are displayed, where employees 

make crude references about other employees’ physical appearance(body), where 

unwelcome touches, hugs or pats occur, or where employees make lewd (vulgar) comments 

or offensive gestures may make some employees uncomfortable and can be viewed as sexual 

harassment. 

 

5. ROLE OF THE COMPANY AND ITS COMMITMENT 

The Company: 

• shall display this Policy on its website and the at any conspicuous place in the workplace, the penal 

consequences of sexual harassments along with names and contact details of the members of the 

Internal Complaints Committee constituted by the Company and the procedure for lodging 

complaint. 

• shall impose appropriate punishment on the offender (if he/she is an employee; on others, the 

Company may not have any locus standi except lodging a complaint with an appropriate authority) 

after due investigation and recommendation of the Internal Complaints Committee as per the 

provisions of the said Act. 

• shall maintain a proper record of the cases dealt with and the actions taken.  

• shall publicize its ‘Policy for Prevention of Sexual Harassment at Workplace’ amongst all the 

employees by different means and shall hold training/ awareness sessions for its workers and 

staff, wherever required. 

• is committed to maintain full confidentiality of the cases both for the victim and for the alleged 

offender and is also committed for time bound actions. 

 

6. CONSTITUTION OF INTERNAL COMPLAINTS COMMITTEE (ICC) 
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6.1. The Internal Committees (for dealing with the complaints of sexual harassment at the workplace for 

the employees and third parties) shall consist of the following members, namely: — 

a) Presiding Officer who shall be a woman employed at a senior level at workplace from amongst the 

employees. However, in case of non-availability of a senior level women employee in a unit, such 

a woman employee may be nominated from other offices or administrative unit of the Company 

to act as the Presiding Officer. 

b) not less than two Members from amongst employees preferably committed to the cause of women 

or who have had experience in social work or have legal knowledge; 

c) one member from outside amongst non-governmental organizations or associations committed 

to the cause of women or a person familiar with the issues relating to sexual harassment;  

Provided that at least one-half of the total Members so nominated shall be women.  

6.2. The Presiding Officer and other Members shall hold their position in the Committee for a maximum 

period of 3 years from the date of their appointment. A member shall be removed from the Committee 

in case he/she is: 

• found to have contravened the provisions of the Policy, or 

• found to have indulged in rampant abuse of his/her position, or 

• convicted of any offence or during pendency of inquiry into an offence under any Law, or found 

guilty in any disciplinary proceedings or during pendency of a disciplinary proceeding. 

6.3.  In terms of the relevant Act, the ICC shall be constituted at all administrative units or offices located 

at different places. Accordingly, the MD/CEO shall constitute Committee at its major Offices/ locations 

of operation. 

 

7. PROCEDURE FOR COMPLAINT HANDLING 

7.1. Grievance Redressal Authority (GRA)  

The Presiding Officer is the Grievance Redressal Authority. 

Any person who is the victim of Prohibited Conduct may report such conduct ONLY to the GRA.  

The complaint shall be dealt with in accordance with the procedure laid down in the Grievance 

Redressal Mechanism described below. 

 

GRIEVANCE REDRESSAL MECHANISM 

Whether or not such conduct constitutes an offence under law or a breach of the service rules, an 

appropriate complaint mechanism should be created in the organization for redress of the complaint 

made by the victim: All complaints of sexual harassment shall be addressed in a confidential manner. 

 

7.2. Lodging a Formal Complaint with Internal Complaints Committee 

7.2.1 Any aggrieved employee or a third party as defined in para 2.1 of this Policy with a harassment 

concern, who is not comfortable with the informal resolution options or has exhausted such 

options, may make a formal complaint to the Presiding Officer of the Committee in writing with 

his/her signature or through e-mail, preferably within 15 days, but not later than 3 months of 

occurrence of the (last) incident. The Complainant employee shall disclose his/her name, 

department/division and location of working, to enable the Presiding Officer to contact 

her/him for taking the matter forward. 

7.2.2 In case the aggrieved person is unable to file the complaint for any reason, the same may be 

lodged by any other person having knowledge of happening of such incident, with the written 

consent of the aggrieved person. 

7.2.3 The application must contain all the details of the incident, as well as the name of the 

Respondent (alleged offender). 
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7.3 Inquiry Process by the Internal Complaints Committee (ICC) 

 

7.3.1 After receiving the complaint, the following steps will be initiated:  

• Presiding Officer of the Committee shall go through the complaint and evaluate whether there 

is a prima facie case falling under the purview of sexual harassment. 

• If satisfied, she will convene a committee meeting within a week from receipt of the complaint, 

to discuss and take appropriate steps for resolution. 

• Committee members shall hear the Complainant and record the allegations.  

• If during the meeting, the alleged offense is found to be of serious nature, then an appropriate 

law enforcement agency could be intimated, in consultation with the Company’s legal adviser.  

7.3.2 Before initiating an enquiry, the Internal Committee may, however, at the request of the 

Complainant, take steps to facilitate a settlement between him/her and the Respondent 

through conciliation, provided no monetary settlement is made a basis for such conciliation. In 

such a case, the Committee shall record the settlement and forward it to the Company’s 

Managing Director (MD) for information and necessary action. 

7.3.3 In case no settlement is agreed between the parties, ICC shall proceed with the inquiry 

proceedings, initiating the following steps: 

• A notice will be sent to the Respondent with details/copies of the complaint received from 

the Complainant. 

• The Respondent shall file his reply to the complaint along with his list of documents, and 

names and addresses of witnesses, if any, as early as possible, but not exceeding 10 (ten) 

days from the date of receipt of the documents/complaint. 

• The Complainant shall have the option to file a rejoinder to the reply filed by the Respondent 

within a period not exceeding 7 (seven) days from the date of receipt of the Respondent’s 

reply or directly proceed for the personal hearing of the matter. 

 

7.4 Confidential Investigation 

7.4.1 During the enquiry/ investigation, the Complainant may also submit any corroborative 

material as evidence, to substantiate the complaint; the documents can be made available 

either in printed, handwritten or electronic mode. 

7.4.2 The Committee shall ensure that full confidentiality is maintained during the investigation. No 

one other than the Complainant, the Respondent and the Witness(es), if any, brought in by both 

the parties, will be made aware of the investigation. 

7.4.3 All colleagues and witnesses who participate in the Committee proceedings must keep all 

details thereof confidential. 

 

7.5 Action during Pendency of Inquiry 

During the pendency of an inquiry, on a written request made by the Complainant, the Internal 

Committee may recommend the following: 

• transfer the Complainant or the Respondent to any other Workplace 

• grant leave to the Complainant up to a period of 3 (three) months or grant such other relief as 

may be prescribed under applicable law 

• restrain the Respondent from reporting on the work performance of the Complainant or writing 

his/ her confidential report and assign the same to another officer. 

 

7.6 Principle of Natural Justice 
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7.6.1 The principle of natural justice shall be scrupulously followed during the investigation. The 

Internal Committee shall quickly proceed with the enquiry and both the parties shall be given 

an opportunity to represent their case and produce witnesses or evidence in support of their 

allegations and defense. 

7.6.2 The Committee shall have the powers to summon and enforce the attendance of any employee 

for conducting an examination, request the discovery and production of documents and/or any 

other matter which may be prescribed and deemed necessary for the inquiry process. 

7.6.3 The Complainant and the Respondent shall not be allowed to bring in any legal practitioner to 

represent them in their case at any stage of the proceedings before the Committee. However, 

they may be accompanied by a colleague for psychological or emotional support. Such 

colleague will not speak at or otherwise interfere with the proceedings of the Committee unless 

permitted to do so by the Committee. 

 

7.7 Ex-Parte Proceedings or Termination of Inquiry 

The Committee shall also have the right to terminate the inquiry proceedings or to give an ex-parte 

decision on the complaint, if the Complainant or Respondent fails, without satisfactory reason, to 

present themselves, for three consecutive hearings convened by the Presiding Officer. Such 

termination or ex-parte order may not, however, be passed without giving a notice in writing, 15 

(fifteen) days in advance, to the party concerned. 

 

7.8 Timeline for Completing Inquiry 

The inquiry shall be completed as soon as possible; however, the timeframe shall not exceed 90 

(ninety) days from the date of receipt of the complaint. 

 

7.9 Recommendation to Management 

7.9.1 The Internal Committee shall endeavor to submit its report of its findings/ recommendation 

within a period of ten days from the date of completion of the enquiry and such report shall be 

made available to the concerned parties. 

7.9.2 Based on the findings of the investigation, if the Internal Committee arrives at the conclusion 

that the allegation against the Respondent has not been proved, it shall recommend to the 

management that no action is required to be taken in the matter. 

7.9.3 However, if it is found that the allegations are false/frivolous and/or made with malicious 

intentions or the Complainant has produced any forged or misleading document, the 

Committee may recommend for taking appropriate action/ punishment against the 

Complainant, as it may deem fit, in accordance with applicable service rules and/or law as the 

case may be. Provided that mere inability to substantiate a complaint or provide adequate 

proof need not attract action against the Complainant. 

7.9.4 Where the Committee arrives at the conclusion that the allegation against the Respondent has 

been proved, it shall recommend to the Company’s management for taking appropriate action 

against the Respondent. Recommendation for punitive action could be in the nature of an 

instruction for apology to the victim, and/or reprimand/written warning (with noting in 

personal file), and/or transfer/change of work assignment, and/or reduction in remuneration, 

suspension/termination from employment, and/or any other action, as the Committee may 

deem fit. The recommended punishment shall be based on the circumstances and gravity 

involved in each case. 

Notwithstanding anything in the service rules applicable to the Respondent, the Act also 

provides for payment of appropriate compensation to the Complainant by recovery from the 

salary of the Respondent, in accordance with the provisions of Section 15.  



Page 9 of 10 

POSH POLICY- CONATUS FINSERVE PVT LTD 

 

7.10 Management to take decision 

The findings of the investigation and the recommendations of the Committee shall be duly forwarded to 

the MD of the Company for taking appropriate action against the offender. The MD shall review the 

recommendation and a decision shall be taken in consultation with the Committee, which will be 

implemented within 60 days of receipt of the recommendations. 

 

7.11 Malicious or False Complaints 

If ICC concludes that the complaint was malicious, fabricated or filed with ill intention, ICC may recommend 

appropriate disciplinary action against the complainant. 

However, inability to substantiate a complaint does NOT amount to malicious intent, and no action shall be 

taken in such cases. 

 

7.12 Criminal Offence 

If the act alleged amounts to a criminal offence (such as molestation, assault, or stalking), the Company 

shall, in addition to conducting the internal inquiry, assist the complainant in filing a police complaint or 

FIR, should she choose to do so. The Company shall also extend all reasonable support required under law 

and cooperate with the authorities during the investigation. 

 

8. ANNUAL REPORTING & MEETINGS 

8.1 Meetings shall be held as and when required, depending on case/s of sexual harassment registered or 

reported. While the quorum for the meeting shall be 2/3rd of the members of the Committee (not a 

pre-requisite for an adjourned meeting), there shall be minimum of three members present for 

conducting an inquiry, including the Presiding Officer. In case any member of the Committee is a 

Complainant/ Respondent/ Witness, he/she shall abstain from participating in the proceedings and 

shall not be a part of the required quorum. In such an event, the Company may nominate another 

suitable person in place of such member. 

8.2 The Committee shall meet at least once a year for reviewing the status of complaints lodged with it 

and shall thereafter make an annual report to the management listing the complaints and action 

recommended/ taken during the year. The Committee shall also suggest preventive measures to avoid 

the incidence of sexual harassment at the work place. 

The venue and time for the meetings shall be decided by the Presiding Officer of the Committee. 

 

9. REVIEW / AMENDMENT OF THE POLICY 

The Company reserves the right to review and/or amend this Policy as and when necessary, with approval 

of its Board, in order to comply with any laws/ rules/ regulations related to sexual harassment, that may 

come into effect from time to time. The latest version of the Policy including the composition of the Internal 

Committees shall be available on the Company’s website (www.conatusfin.com). 

 

 

*************** 
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ANNEXURE 

 

Particulars of the Internal Committee constituted by CFPL for POSH 

 

At Karnataka (for Head Office and All other Branches/Offices of Conatus Finserve Private Limited) 

 

S. No. Name  E-mail ID 

1 Ms. Pushpa Bhatt Presiding Officer pushpa.bhatt@conatusfin.com 

2 Mr. Bhaskar Priyadarshi Member bhaskar@conatusfin.com 

3 Ms. Ashritha E B Member (Company 
Secretary) 

secretarial@conatusfin.com 

4 Ms. Sion Kongari External Member Sion.Kongari@actionaid.org  

 


