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1. PURPOSE

Raj Television Network Limited (“the Company” or “Raj Television”) is committed to creating a healthy
work environment that is free from any form of prejudice, harassment or discrimination regardless of
gender, disability, marital status, age, race, religion, geographic origin, or any other perceived differences,
and to prohibit, prevent and deter any acts of sexual harassment, and to provide a procedure for dealing
with cases of sexual harassment in compliance with Raj Television Code of Conduct and pursuant to the
Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013 and rules
made thereunder.

INTRODUCTION

Raj Television is an equal opportunity employer. The Code of Conduct and this policy reiterates this
commitment. The spirit of mutual trust and respect and an environment free from sexual harassment is
central to this policy. Raj Television is committed to protect the dignity and respect of every individual. At
Raj Television, we have zero tolerance for sexual harassment at the workplace.

The policy has been published under the overall ambit of the Code of Conduct and pursuant to the Sexual
Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013 and rules made
there under (hereinafter referred to as the law).

Sexual harassment is a misconduct under employment rules or terms of employment/agreement and is a
serious punishable offence. No employee shall engage or be party to any action, act or behaviour which is
sexual harassment in nature.

The law in India is aimed to protect women at the workplace, however as an equal opportunity employer,
Raj Television policy extends to all employees and third-party employees, including all genders.

SCOPE AND APPLICABILITY

This policy is applicable to all employees based in India and employed at the Raj Television as per the
POSH Act of 2013, including its affiliated or group companies. Accordingly, this policy is deemed to be
incorporated in the employment rules or terms of employment/service conditions, agreement of all
employees.

This policy is also applicable for remote/virtual ways of working including interactions through online
meetings, conferences, calls etc. The employees are expected to conduct themselves in a manner as if they
are working in the office, in terms of behavior, etiquettes and dressing.

This Policy is also applicable to any business meeting, social functions which may be held away from Raj
Television’s workplaces where the relevant conduct or comments constitute sexual harassment or have an
adverse impact on the workplace.

EXCLUSIONS FROM POSH POLICY

The Internal complaint Committee (ICC), while conducting inquiries on complaints that may not strictly
fall under the definition of sexual harassment under Law, but may fall under workplace harassment or
discrimination, is empowered to rely on the Raj Television Code of Conduct. All recommendations by the
IC to the management pursuant to such inquiries shall be based on misconduct and disciplinary action as
defined in Raj Television Service Rules and/or the Industrial Employment Standing Orders, as applicable.
Sexual harassment is to be considered a MISCONDUCT and attracts penal consequences as envisaged in
the Act and code of conduct.

OWNERSHIP AND COMPLIANCE
The Chairman and Managing Director is the owner of this policy and will ensure that the policy is

implemented in letter and in spirit by putting a right committee in place, organizing frequent workshops/
refresher sessions for its employees, etc.
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6. DEFINITION OF SEXUAL HARASSMENT

Sexual harassment is any direct or indirect unwelcome sexual advances, requests for sexual favors and
other verbal or physical conduct of a sexual nature. The unwanted nature of sexual harassment
distinguishes it from behavior that is welcome and mutual.

1.
2.

Physical conduct of a sexual nature includes all unwanted physical contact.

Verbal forms of sexual harassment include unwelcome advances, requests, demands for sexual favours,
innuendoes, suggestions, hints, sexual advances, comments with sexual overtones, sex-related jokes or
insults or unwelcome graphic comments about a person’s body made in their presence or directed
towards them, unwelcome and inappropriate inquiries about a person’s sex life and unwelcome
whistling directed at a person or group of persons.

Direct or indirect forms of non-verbal sexual harassment include unwelcome gestures, indecent
exposure and the unwelcome display of sexually explicit pictures and objects.

Whoever publishes or transmits or causes to be published in any electronic form, any material which is
lascivious or appeals to the prurient interest or if its effect is such as to tend to deprave and corrupt
persons who are likely having regard to all relevant circumstance, to read, see or hear the matter
contained or embodied in it. Such forms may include forwarding or sending explicit emails,
photographs in any form, MMS or SMS, unintentionally or otherwise.

7. POLICY STATEMENT

Raj Television has zero-tolerance towards any act of Sexual Harassment at workplace.

The perception of the recipient is taken into consideration to assess the situation, not the intent of the
perpetrator. Hence, subtle hints seeking sexual favours, double meaning comments and any probability
of sexual harassment is viewed seriously in keeping with the zero-tolerance policy.

In all cases of sexual harassment, the complainant will be required to notify to the ICC or the Presiding
Officer of the ICC, in writing, so that the appropriate process of investigation and resolution can be
followed.

In case of any incident of Sexual Harassment, proper inquiry will be carried out and strict action will be
initiated, in accordance with the policy.

The victim will be assisted in filing a police complaint against the Respondent if requested in writing by
the Complainant.

No party shall be allowed to bring in any legal practioner to represent them in their case at any stage of
the proceedings before the ICC.

8. INTERNAL COMPLAINT COMMITTEE

A complaint committee will be formed to investigate the complaints of Sexual Harassment. The complaint
committee will constitute of the following members:

Mr

s. Vijayalakshmi- Non Executive Director (W)- Presiding Officer

. Rajakokila- Head- Human Resource Department (W)- Member

. Priyanka Mudaliyar- Company Secretary (W) - Member

. M Raajhendhran- Chairman & Managing Director (M) - Member
. M Ravindran- Whole Time Director (M) - Member

. Nandhini- Retainer (W) - External Member- Member

9. WHO CAN COMPLAIN?

Complaints can be made by:

1.

ii.

Any aggrieved women employee, including any person on deputation or on contract working in the
premises of the Company who is affected by any form of sexual harassment to them during the course
of the their working in the premises of the Company.

Any legal heir of the aggrieved person may make a complaint.

Against any person/persons, who is/are alleged to have committed an act of sexual harassment, No third
party complaints will be entertained.
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10. REPORTING PROCEDURE
Filing a Complaint

11.

Any aggrieved person should file a complaint of Sexual Harassment via email to the IC on
redressal@rajtvnet.in, within a period of 3 (three) months from the date of incident or in case of series of
incidents, within a period of 3 (three) months from the date of last incident. A delay of an addition to 3
(Three) months can be condoned if the IC is convinced of the reason for the delay, provided in writing by
the complainant. In the event, the complainant approaches their line manager/senior manager, functional
head, the concerned manager should request the aggrieved person to approach the IC, even when the
complaint is verbal in nature. The line manager/s are expected to strictly refrain from mediating the case
and should refer immediately to the IC for further action. It is advised that the concerned managers should
stay away from any interference/direction/protection/retaliation either independently or in conjunction
with the respondent.

In the event the aggrieved person is unable to complain in writing, the line manager/senior manager,
functional head, the concerned manager or Presiding Officer or any member of IC shall provide reasonable
assistance to the aggrieved person for making the complaint in writing. Moreover, complaints may be filed
on behalf of the aggrieved person by friends, relatives, officer of the National Commission for Women or
State Women’s Commission or any person who has knowledge or others in case of mental incapacity.

SHe-Box: In compliance with the provisions of the Sexual Harassment of Women at Workplace
(Prevention, Prohibition and Redressal) Act, 2013, the organization recognizes the Sexual Harassment
Electronic Box (SHe-Box), an initiative of the Ministry of Women and Child Development, Government of
India, as an additional mechanism for lodging complaints of sexual harassment at the workplace.

While the organization’s Internal Committee (IC) shall remain the primary authority for receiving,
inquiring into, and redressing such complaints, employees shall also have the option to submit complaints
through the SHe-Box portal at https://shebox.wcd.gov.in. The use of the SHe-Box platform shall not
preclude or limit the complainant’s right to approach the Internal Committee directly.

It is the responsibility of all involved in the investigation to maintain and uphold the Confidentiality and
sensitivity of the information pertaining to the POSH case.

Exceptions - Instances where a person other than the aggrieved person can file a complaint.

A colleague or a co-worker can initiate the complaint in place of the aggrieved person, in the aforesaid time
frame, only if the aggrieved person is unable to do so and the IC is in agreement.

Anonymous complaints will not be investigated by the IC. However, the same will be investigated as per
the provisions of the Code of Conduct.

Where the aggrieved person is unable to make a complaint on account of their physical incapacity, mental
incapacity, or in case of the death of the aggrieved party - the complaint may be filed as per the provisions
of Section 9 of the POSH Act, 2013.

COMPLAINT RESOLUTION PROCEDURE THROUGH CONCILIATION

Once the complaint is received by the ICC, before initiating an inquiry on the Complaint, ICC may at the
request of the Complainant / Aggrieved Woman take steps to settle the matter between the
Complainant/Aggrieved Woman and the Respondent through conciliation, provided that monetary
settlement shall not be made a basis of conciliation

The ICC will hold a meeting with the Complainant within seven days of receipt of the complaint, but no
later than a week in any case. Resolution through conciliation is to happen fourteen days of receipt of the
complaint, but no later than two weeks in any case.

In conducting the conciliation, a minimum of three ICC members including the Presiding Officer and one
mandatory Nominated Member from the employer of the Aggrieved Woman and the Respondent are to be
present.
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It is the sole responsibility of the Head HR of the Employer of the Aggrieved Woman / Complainant /
Respondent to provide all necessary assistance and support for conducting the Conciliation for the
redressal of the Complaint.

In the event, the Complaint does not fall under the purview of Sexual Harassment or the Complaint does
not mean an offence of Sexual Harassment, the same would be dropped after recording the reasons thereof.

If a settlement has been arrived in Conciliation Meeting, the ICC shall:

e Record the settlement and forward the same to the Employer to take action as specified in the
recommendation; and

e Provide copies of the settlement as recorded to the Complainant and the Respondent and no further
inquiry shall be conducted

e The indicative format of the settlement through conciliation is annexed as Annexure E, which may be
modified by the ICC as may be necessary from time to time.

Complaint resolution procedure through formal Inquiry:

The ICC shall initiate inquiry in the following cases:

¢ No conciliation is requested by the Complainant / Aggrieved Woman

¢ Conciliation has not resulted in any settlement

¢ Complainant informs the ICC that any term or condition of the settlement arrived through conciliation,
has not been complied with by the Respondent

Manner and Procedure of inquiry:

¢ In conducting the Inquiry, a minimum of three ICC members including the Presiding Officer and one
mandatory Nominated Member from the employer of the Aggrieved Woman and the Respondent are
to be present..

e The ICC shall have the same powers as are vested in a Civil Court under the Code of Civil Procedure,
1908 namely summoning, enforcing the attendance of any person, examining on oath, requiring the
discovery, production of documents and any other matter, which may be prescribed.

e The ICC is to make inquiry into the Complaint in accordance with the principles of natural justice and
the provisions of the Act.

e No legal practitioner can represent any party at any stage of the inquiry procedure

e The ICC will hold an inquiry meeting with the Complainant and the Respondent within 21 days from
the date of receipt of the Complaint, but no later than three weeks in any case.

e It is the sole responsibility of the Head HR of the Employer of the Aggrieved Woman / Complainant /
Respondent to provide all necessary assistance and support for conducting the Inquiry and redressal of
the Complaint.

e  Where both the Complainant and the Respondent are employees, both the parties shall be given an
opportunity of being heard

o the first in the inquiry meeting, the ICC shall give the opportunity to hear the Complainant and record
the allegations. The Complainant can also submit any corroborative evidence with a documentary
proof, oral or written material, etc., to substantiate the complaint.

e The ICC shall proceed with the enquiry and communicate the same to the Complainant and
Respondent.

o Thereafter, the Respondent shall be given an opportunity to give an explanation, where after, an
inquiry shall be conducted.

e The Complainant shall be provided with a copy of the explanation submitted by the Respondent.

e A copy of the findings shall be made available to both the parties enabling them to make representation
against the findings before ICC

o If the Complainant/Respondent desires any witness/es to be called, they shall communicate in writing
to the ICC the names of witness/es that they propose to call.

e The ICC shall call upon all witnesses mentioned by both the Complainant and the Respondent.

e The ICC shall provide every reasonable opportunity to the Complainant and the Respondent for
putting forward and defending their respective case.

e If the Complainant / Respondent desires to tender any documents by way of evidence before the ICC,
the same to be submitted as original copies of such documents. Signatures should be affixed on the
respective documents to certify these to be original copies.
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e If the Complainant or Respondent desires to cross examine any witnesses, the ICC facilitates the same
and records the statements. In case Complainant or Respondent seeks to ask questions to the other
party, they may give them to the ICC which asks them and records the statement of the other party.

e The inquiry shall be concluded, including the submission of the Inquiry Report, within ninety days
from the date of receipt of the complaint.

Action during pendency of inquiry:

During pendency of the inquiry, on a written request made by the Aggrieved Woman or the Complainant
with the written request from the Aggrieved Woman, the ICC may recommend to the employer to:

® Transfer the aggrieved woman or the respondent to any other workplace; or

® Grant leave to the aggrieved woman up to a period of three months, in addition to the leave she would
be otherwise entitled; or

® Grant such other relief to the aggrieved woman as may be appropriate

On the recommendation of the ICC, the Employer shall implement the recommendations and send the

report of such implementation to the ICC.

Termination of Inquiry:

The ICC may terminate the inquiry or give ex-parte decision, if the Complainant or the Respondent is
absent for 3 consecutive hearings, without any intimation to the ICC or sufficient reason. ICC to give, 15
days of written notice to the party, before termination of enquiry or ex-parte order.

Inquiry Report:

On the completion of the inquiry, the ICC shall provide a report of its findings to the Employer within a
period of ten days from the date of completion of the inquiry and such report be made available to the
concerned parties.

An indicative format of the Inquiry Report is annexed as Annexure F, which may be modified by the ICC as
may be necessary from time to time.

Complaint Unsubstantiated:

Where ICC arrives at a conclusion that the allegation against the Respondent has not been proved, it shall
recommend the Employer that no action is required to be taken in the matter.

Further, the ICC ensures that both parties understand that the matter has been fully investigated, that the
matter is now concluded, and neither will be disadvantaged.

Complaint Substantiated:

Where ICC arrives at a conclusion that the allegation against the Respondent has been proved, it shall

recommend to the Employer, as the case may be-

e to take disciplinary action for sexual harassment as a misconduct in accordance with the provisions of
the service rules applicable to the Respondent or where no such service rules have been made, in such
manner as may be prescribed and this may include:

Written Apology by the Respondent

Written Warning

Counseling

Censure or reprimand

Withholding of promotion and/or postponement or withholding or stoppage of increment

Suspension

Termination

Or any other action that the employer may deem fit.

¢ to deduct, notwithstanding anything in the service rules applicable to the Respondent, from the salary
or wages of the Respondent such sum as it may consider appropriate to be paid to the aggrieved
woman or to her legal heirs, as it may determine, in accordance with the provisions of the Act.

O O O O O O O ©O
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12.

13.

Determination of Compensation:

For the purpose of determining the sums to be paid to the aggrieved woman, the ICC shall have regard to:
(a) The mental trauma, pain, suffering and emotional distress caused to the aggrieved woman;

(b) The loss in the career opportunity due to the incident of sexual harassment;

(c) Medical expenses incurred by the victim for physical or psychiatric treatment;

(d) The income and financial status of the respondent;

(e) Feasibility of such payment in lump sum or in instalments.

In case, the Employer is unable to make such deduction from the salary of the Respondent due to his being
absent from duty or cessation of employment it may direct to the Respondent to pay such sum to the aggrieved
woman or to her legal heirs. Further, in case Respondent fails to pay such sums, ICC may forward the order for
recovery of the sum as arrears of land revenue to the concerned District Officer. The Employer is required to act
upon the recommendations within 15 days from the date of receipt of the recommendation and confirm to the
ICC. Post implementation of the actions, follow up with the Complainant should also occur to ascertain
whether the behavior has in fact stopped, the solution is working satisfactorily and if no victimization of either
party is occurring,.

Protection against Retaliation:

Regardless of the outcome of the Complaint made in good faith, the Complainant / Aggrieved Woman and any
person providing information or any witness, will be protected from any form of retaliation. While dealing with
Complaint of sexual harassment, ICC shall ensure that the Complainant, Aggrieved Woman or the Witness(es)
are not victimized or discriminated against by the Respondent. Any unwarranted pressures, retaliatory or any
other type of unethical behaviour from the Respondent directly or indirectly against the Complainant /
Aggrieved Woman should be reported by the Complainant / Aggrieved Woman to ICC as soon as possible.
Disciplinary action will be taken by ICC against any such complaints which are found genuine.

Punishment for false or malicious complaint and false evidence:

Where the ICC, arrives at a conclusion that the allegation against the respondent is malicious or the aggrieved
woman or any other person making the complaint has made the complaint knowing it to be false or the
aggrieved woman or any other person making the complaint has produced any forged or misleading
document, it may recommend to the Employer, to take action against the woman or the person who has made
the complaint. While deciding malicious intent, the ICC should consider that mere inability to substantiate a
Complaint or provide adequate proof need not mean malicious intent and attract action against the
Complainant. The malicious intent on part of the complainant shall be established after an inquiry in
accordance with the procedure prescribed, before any action is recommended.

Where the ICC, arrives at a conclusion that during the inquiry any witness has given false evidence or
produced any forged or misleading document, it may recommend to the Employer of the witness, to take action
in accordance with the provisions of the service rules applicable to the said witness or where no such service
rules exist, in such manner as may be prescribed.

PENAL CONSEQUENCES OF SEXUAL HARASSMENT

In case the ICC finds the degree of offence coverable under the Indian Penal Code, then this fact shall be
mentioned in its report and appropriate action shall be initiated by the Employer, for making a Police
Complaint. Under the Indian Penal Code, (IPC), the newly introduced Section (S. 354A) which deals with
Sexual Harassment has made this a ‘cognizable offense’ i.e. a person charged with Sexual Harassment may be
arrested without a warrant.

APPEAL

Any party not satisfied or further aggrieved by the implementation or non-implementation of
recommendations, may prefer an appeal to the court or the tribunal in accordance with the provisions of the
service rules applicable to the said person or where no such service rules exist then, without prejudice to
provisions contained in any other law for the time being in force, the person aggrieved may prefer an appeal in
such manner as may be prescribed. The appeal shall be preferred within a period of ninety days of the
recommendations.
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14. CONFIDENTIALITY

15.

16.

Prohibition of publication or making known contents of complaint and inquiry proceedings:

It shall be the duty of all the persons including ICC involved to ensure that notwithstanding anything
contained in the Right to Information Act, 2005 (22 of 2005), the contents of the complaint, the identity &
addresses of the aggrieved woman / complainant / respondent / witnesses, statements , evidence obtained in
the course of inquiry process, recommendations of the ICC, action taken by the employer or any information
relating to conciliation & inquiry proceedings are considered as confidential materials, shall not be published,
communicated or made known to the public, press and media in any manner.

However, information may be disseminated regarding the justice secured to any victim of sexual harassment
under this Act without disclosing the name, address, identity or any other particulars calculated to lead to the
identification of the aggrieved woman, complainant, respondent and witnesses.

Penalty for publication or making known contents of complaint and inquiry proceedings:

Where any person entrusted with the duty to handle or deal with the complaint, inquiry or any
recommendations or action to be taken under the provisions of this Act, contravenes the aforesaid
confidentiality clause, he/she shall be liable for penalty or subject to disciplinary action in accordance with the
provisions of the service rules applicable to the said person or where no such service rules exist, in such manner
as may be prescribed.

INTERPRETATION

In all disputes regarding the interpretation of this policy only this English Text shall be considered as being
authentic. Unless specifically stated to the contrary, masculine shall include feminine and vice versa wherever
relevant.

UPDATING THE CONTENTS OF THIS POLICY (ADDITIONS, DELETIONS AND REVISIONS)

The company reserves the right to amend and/or alter this policy at any time, in accordance with the applicable
laws.

*kkkkkk
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OUR COMMITMENT

We all have a responsibility to create

a respectful, safe and inclusive workplace.
Speak up. Support others.

Together, let’s build a workplace

where everyone feels safe and respected.

a 10. PENAL CONSEQUENCES

m 11. APPEAL
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or non-impl of

may file an appeal before the appropriate
court or tribunal within 90 days.
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If the ICC finds the offence
coverable under the Indian Penal
Code (IPC), appropriate action
including filing of police complaint
will be initiated,

Sexual Harassment under

IPC Section 354A is a

cognizable offence.
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RESPECT IS OUR CULTURE.
SAFETY IS OUR PRIORITY.
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are not alone. We a
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