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POLICYONPREVENTIONOFSEXUALHARASMENTOFWOMEN(POSH) IN 
LOTUS EYE HOSPITAL AND INSTITUTE LIMITED 

 
Sexualharassmentattheworkplaceresultsinviolationofthefundamentalrightsofawoman 
- toequalityunderArticles14and15oftheConstitutionofIndia 
- tolifeandtolivewithdignityunderarticle21oftheConstitution 
- topracticeanyprofessionortocarryonanyoccupation,tradeorbusinesswhichincludesarighttoa safeenvironment 
free from sexual harassment. 

Protection against sexual harassment and the right to work with dignity are universally recognized 
humanrightsbyinternationalconventionsandinstrumentssuchasConventionontheEliminationofall Forms of 
Discrimination against Women, which has been ratified on 25 June 1993 by the Government of India. 
LOTUS EYE HOSPITAL AND INSTITUTE LIMITED is an equal employment opportunity company and is committedto 
creatinga healthy working environmentthatenablesemployeestoworkwithoutfear of prejudice, gender bias and in 
a harassment free workplace to all employees without regard to race, caste, religion, colour, ancestry, marital 
status, gender, age, nationality, ethnic origin or disability. TheCompanyalso 
believesthatallemployeesoftheCompanyhavetherighttobetreatedwithdignity. Sexualharassment at the work place 
or other than work place if involving an employee or employees is a grave offence and is therefore,punishable 

This Policy extends to all employees of LOTUS EYE HOSPITAL AND INSTITUTE LIMITED. This version of the policy is 
effective from 24.09.2020 and supersedes all prior policies and communication on this matter. 
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1. Introduction 

At LOTUS EYE HOSPITAL AND INSTITUTE LIMITED, all employees are expected to uphold the highest standards of 
ethical conduct at the workplace and in all their interactions with business stakeholders. This means that 
employees have a responsibility to 

• Treateachotherwithdignityandrespect 
• Followtheletterandspiritoflaw 
• Refrainfromanyunwelcomebehaviourthathassexualconnotation(ofsexualnature) 
• Refrainfromcreatinghostileatmosphereatworkplaceviasexualharassment 
• Reportsexualharassmentexperiencedand/orwitnessedtoappropriateauthoritiesand abide by the 

complaint handling procedure of the company. 

This policy has been framed in accordance with the provisions of “The Sexual Harassment of Women at 
Workplace(Prevention, Prohibitionand Redressal)Act,2013”andrulesframed thereunder (hereinafter 
“theAct”).Accordingly,whilethepolicycoversallthekeyaspectsoftheAct,foranyfurtherclarification reference shall 
always be made to the Act and the provisions of the Act shall prevail. If any aspect relating to sexual harassment 
not explicitly covered in this policy is provided for by the law, then the lawwill beapplicable.In caseofanyconflict 
betweenthepolicyandthe law,the lawwillprevail. 

 
Thispolicyprovidesprotectionagainstsexualharassmentofwomenatworkplaceandthepreventionand redressal of 
complaints of sexual harassment and matters related to it. 

2. Scope 
 
ThisPolicyextendstoallemployeesoftheCompany. 

 
3. Definitions 
• Sexual harassment may occur not only where a person uses sexual behavior to control, influence or affect the 

career, salary or job of another person, but also between co-workers. It may also occur between an employee and 
someone that employee deals with in the course of his/her work who is not employed by theCompany. 

 
“SexualHarassment”includesanyoneormoreofthefollowingunwelcomeactsorbehavior(whether directly or by 
implication), but not limited to: 
1. Anyunwelcomesexuallydeterminedbehavior,orpatternofconduct,thatwouldcausediscomfort and/orhumiliate 

a person at whomthe behavior or conduct was directed namely: 
a. Unwelcomesexualadvancesinvolvingverbal,non-verbal,orphysicalconduct,implicitorexplicit 
b. Physicalcontactandadvancesincluding(butnotlimitedto)touching,stalking,soundswhich have explicit 

and /or implicit sexual connotation/overtones, molestation 
c. Teasing,Voyeurism,innuendosandtauntswithimplicitsexualconnotation,physicalconfinement and /or 

touching against one‟swill 
d. Demandorrequestforsexualfavors 
e. Sexuallycoloredremarksorremarksofasexualnatureaboutaperson'sclothingorbody 
f. Displayofpictures,signsetc.withsexualnature/connotation/overtonesintheworkareaand work-

relatedareas 
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g. Showing pornography, making or posting vulgar / indecent / sexual pranks, teasing, jokes, 
demeaningoroffensive pictures,cartoonsorothermaterials throughemail,SMS,MMS,gestures etc. 

h. Repeatedlyaskingtosocializeduringoff-duty hoursorcontinuedexpressionsofsexualinterest against a 
person‟swishes 

i. Givinggiftsorleavingobjectsthataresexuallysuggestive 
j. Eveteasing,innuendosandtaunts,physicalconfinementagainstone‟swilloranysuchactlikely 

tointrudeuponone‟sprivacy;Persistentwatching,following,contactingofaperson;and 
k. Anyotherunwelcomephysical,verbalornon-verbalconductofsexualnature 

2. The following circumstances if it occurs or is present in relation to any sexually determined act or behavior 
amount to sexualharassment: 
a. Impliedorexplicitpromiseof preferentialtreatmentinemployment; 
b. Impliedorexplicitthreatofdetrimentaltreatmentinemployment; 
c. Impliedorexplicitthreataboutthepresentorfutureemploymentstatus; 
d. Interferencewiththeperson‟sworkorcreatinganintimidatingoroffensiveorhostilework environment;or 
e. Humiliatingtreatmentlikelytoaffecthealthorsafety. 

Anallegedactofsexualharassment committedduringoroutsideofofficehoursfallsunderthepurview of this policy. 
Further, it is important to note that whether harassment has occurred or not does not depend on the intention of 
the people but on the experience of the aggrieved woman. 

• Aggrieved woman: In relation to a workplace, a woman, of any age, whether employed or not, who allegesto have 
beensubjectedto anyactof sexual harassmentbythe respondent. (or men depending upon the aggrieved) 

• Complainant:Anyaggrievedwomanwhomakesacomplaintallegingsexualharassmentunderthispolicy 
• Respondent:Apersonagainstwhomacomplaintofsexualharassmenthasbeenmadebytheaggrieved woman under this 

policy 
• Employee: A person employed at the workplace, for any work on regular, temporary, ad-hoc or daily wage basis, 

either directly or through an agent, including a contractor, with or without the knowledge 
oftheprincipalemployer,whetherforremunerationornot,orworkingonavoluntarybasisorotherwise, whether the 
terms of employment are express or implied and includes a coworker, a contract worker, probationer, trainee, 
apprentice or called by any other such name. 

• Workplace: 
o Premises,locations,establishments,enterprises,institutions,offices,branchesorunitsestablished, subsidiaries 

which are controlled by the Company. 

 
o Placesvisitedbythe Employeearisingoutoforduringthecourseofemploymentincludingofficial 

events,accommodationandtransportationprovidedby the employerfor undertaking a journey. 
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• Employer:Apersonresponsibleformanagement,supervisionandcontroloftheworkplace 

4. RolesandResponsibilities 
Itistheresponsibilityofalltorespecttherightsofothersandtoneverencourageharassment.Itcanbe done by: 
a. Refusingtoparticipateinanyactivitywhichconstitutesharassment 
b. Supportingthepersontorejectunwelcomebehavior 
c. Actingasawitnessifthepersonbeingharasseddecidestolodgeacomplaint 

5. RedressalMechanism–FormalIntervention 
 

IncompliancewiththeAct,anycomplaintunderthispolicyshallbefollowedbyaformalredressal mechanism as described in 
this Policy. 

a. InternalComplaints Committee(Henceforthknownas‘committee’) 
 

Topreventinstancesofsexualharassmentandtoreceiveandeffectivelydealwithcomplaintspertaining to the same, 
Internal Complaints Committees (IC) have been appointed for all administrative units / offices of the company. The 
committee should comprises of: 

1. PresidingOfficer:Awomanemployedataseniorlevelintheorganizationorworkplace 
2. Atleast2membersfromamongstemployees,committedtothecauseofwomenorwhohavehad experience of 

social work or have legal knowledge 
3. Oneexternalmemberfromamongstnon-governmentalorganizationsorassociationscommittedto thecause of 

womenor a person familiar with theissues relating to sexualharassment 
4. Atleastonehalfofthetotalmembersnominatedbeingwomen The 

committee will be responsiblefor: 

1. Receivingcomplaintsofsexualharassmentattheworkplace 
2. Initiatingandconductinginquiry as pertheestablished procedure 
3. Submittingfindingsandrecommendationsofinquiries 
4. Coordinatingwiththeemployerinimplementingappropriateaction 
5. Maintainingstrictconfidentialitythroughoutthe processasperestablishedguidelines 
6. Submittingannualreportsintheprescribedformat 

b. CommitteeMembers 
InternalComplaintCommitteeshavebeenformulatedatthecorporateoffice IC at the 

corporate level will comprise of the following: 

1. Chairperson/PresidingOfficer 
2. ChiefExecutiveOfficer 
3. 3to4members-women&menworkingatseniorlevel 
4. ExternalMember 

 
ThedetailsaboutthecurrentmembersoftheICareenclosedinAnnexureA. 
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c. LodgingaComplaint 

Anaggrievedwomanmaymake,inwriting,acomplaintofsexualharassmentatworkplacetotheInternal 
Committeewithinaperiodof3monthsfromthedateofincident/lastincident.TheInternalCommittee can extend the 
timeline by another 3 months for reasons recorded in writing, if satisfied that these reasons prevented the lodging 
of the complaint within the period. 

Provided that where such a complaint cannot be made in writing, the Presiding Officer or any Member 
oftheInternalComplaintCommitteeshallrenderallreasonableassistancetothewomenformakingthe complaint 
inwriting. 

1. IftheAggrievedWomanisunabletomakeacomplaintonaccountofherphysicalincapacity,a complaint may be 
filed by: 
a. herrelativeorfriendorlegalheir;or 
b. herco-worker;or 
c. anypersonwhohasknowledgeoftheincident,withthewrittenconsentoftheAggrievedWoman 

2. IftheAggrievedWomanisunabletomakeacomplaintonaccountofhermentalincapacity,a complaint may be 
filed by 

a. herrelativeorfriend;or 
b. aspecialeducator;or 
c. aqualifiedpsychiatristorpsychologist;or 
d. theguardianorauthorityunderwhosecaresheisreceivingtreatmentorcare;or 
e. any person who has knowledge of the incident jointly with the Aggrieved Woman‟s relative or friend or 

qualified psychiatrist or psychologist, or guardian or authority underwhosecaresheis receiving treatment 
or care 

3. IftheAggrievedWomanforanyotherreasonisunabletomakeacomplaint,acomplaintmaybe filed by any 
personwho has knowledge of the incident,with her writtenconsent. 

 
4. IftheAggrievedWomanisdeceased,acomplaintmaybefiledbyanypersonwhohasknowledgeof the incident, with 

the written consent of her legal heir. 

Thecomplaintshallbesubmittedbythecomplainant to theICinwritingorshallbesubmittedtotheIC electronically at 
quality@lotuseye.orgThe complaint can also be physically submitted to any IC member. 
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d. ReceivingaComplaint(guidelines) 
 

Dealing with incidents of harassment is not like any other type of dispute. Complainants may be embarrassed and 
distressed and it requires tact and discretion while receiving the complaint. 
Thefollowingpointsaretobekeptinmindbythereceiverofthecomplaint: 
- Complaints are listened to and the complainant informed that the Company takes the concerns seriously. 
Complainant is informed that these concerns will be reported to the appropriate committee and follow up will be 
donespeedily. 
- Situations are notto be pre-judged. Written notes are to be taken while listening to the person. When taking 
notes, complainants own words, where possible, are to be used accurately. Clear description of the incident in 
simple and direct terms is prepared and details are confirmed with the complainant. 
- Allnotesarekeptstrictlyconfidential.Complainant‟s agreementistakentoallowproceedingwiththe matter, which 
involves a formal investigation. 
- The complainant is advised that although the process is confidential, the respondent needs to be 
informedandanywitnessesandpersonsdirectlyinvolvedinthecomplaintprocesswillalsolearnofthe 
complainant‟sidentity 

 
Care is taken to prevent any disadvantage to or victimization of either the complainant or the respondent. 
 

e. Resolutionprocedurethroughconciliation 
Oncethecomplaintisreceived,beforeinitiatingtheinquiry,thecommitteemaytakestepstoconciliate the complaint 
between the complainant and the respondent. This is only if requested by the aggrieved woman. 

Nomonetarysettlementcanbemadeasabasisofconciliation. 

Incaseasettlementisarrivedat,thecommitteerecords&reportsthesameto theemployerfortaking 
appropriateaction.Resolutionthroughconciliationis tohappenwithin2weeks ofreceiptofcomplaint. 
Thecommitteeshallprovidecopiesofthesettlementtocomplainant&respondent.Whereasettlement is arrivedat, no 
further inquiry is to be conducted by the committee. 

 
f. Resolutionprocedurethroughformalinquiry 

 
Thecommitteewillinitiateinquiryinthefollowingcases: 

 
• Noconciliationis requestedbyaggrievedwoman 
• Conciliationhasnotresultedinanysettlement 
• Complainant informs the committee that any term or condition of the settlement arrived through 

conciliation, has not been complied with by respondent 
1. MannerandProcedureofinquiryintocomplaint: 

• Complainantshouldsubmitthecomplaintalongwithsupportingdocumentsandthenamesofthe witnesses, if 
any. 

• The Committee will hold a meeting with the Complainant within 10 days of receipt of the complaint, but 
no later than a week in anycase. 

• At the first meeting, the Committee members shall hear the Complainant and record her allegations. The 
Complainant can also submit any corroborative material with a documentary proof,oral or written 
material, etc., to substantiate her complaint. 



• The Committee shall proceed with the enquiry and communicate the same to the Complainant 
andRespondent. 

• Upon receipt of the complaint, the committee will send 1 copy of the complaint to Respondent within 10 
working days of receiving thecomplaint. 

• Respondent shall reply with all supporting documents within 10 working days of receiving the copy of the 
complaint. 

• Thereafter, the Respondent may be called for a deposition before the Committee and an opportunity will 
be given to him to give an explanation, where after, an inquiry shall be conducted andconcluded. 

• The Complainant shall be provided with a copy of the written explanation submitted by the Respondent. 
• IftheComplainantortherespondentdesiresanywitness/estobecalled,theyshallcommunicate inwriting to the 

Committee the names of witness/es thatthey propose to call. 
• TheCommitteeshallcalluponallwitnessesmentionedbyboththeparties. 
• The Committee shall provide every reasonable opportunity to the Complainant and the Respondent for 

putting forward and defending their respective case. 
• If either party desires to tender any documents by way of evidence before the Committee, the sameisto 

besuppliedasoriginalcopiesofsuchdocuments.Signaturesshouldbeaffixedonthe respective documents to 
certify these to be original copies. 

• Nolegalpractitionercanrepresentanypartyatanystageoftheinquiryprocedure 
• TheComplaintsCommittee istomakeinquiryintothecomplaintinaccordancewiththe principles of 

naturaljustice 
• Inconductingtheinquiry,aminimumofthreecommitteemembersincludingthePresiding Officer are to 

be present 
• Theemployershallprovideallnecessaryassistance forthepurposeofensuringfull,effective and speedy 

implementation of thispolicy 
• Wheresexualharassment occursasaresultofanact oromissionbyanythird partyoroutsider, 

thecompanyshalltakeall stepsnecessaryandreasonabletoassisttheaffected personinterms of support and 
preventiveaction. 

• In the event, the complaint does not fall under the purview of Sexual Harassment or the 
complaintdoesnotmeananoffenceofSexualHarassment,thesamewouldbedroppedafter recording the 
reasonsthereof. 

 
Ifthe complainant or respondent desires to crossexamineanywitnesses, theCommitteefacilitates 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 Committee which asks them and records the statement of the other party. 
Any such inquiry is completed, including the submission of the Inquiry Report, within 90 days from 
thedateonwhichtheinquiryiscommenced.The inquiryprocedureshouldensureabsolutefairness to all parties. 

 
2. Interimrelief 

Duringpendencyoftheinquiry,onawrittenrequestmadebythecomplainant,thecommitteemay recommend to the 
employer to: 
• Transferthecomplainantortherespondenttoanyotherworkplace 
• Grantleavetotheaggrievedwomanofmaximum3months, in additiontotheleaveshewould be 

otherwiseentitled 
• Preventtherespondent fromassessingcomplainant‟sworkperformance 
• Grantsuchotherreliefasmaybeappropriate 
Oncetherecommendationsofinterimreliefareimplemented,thesameisinformedtothe committee. 

3. TerminationofInquiry 
Committee may terminate the inquiry or give ex-parte decision, if complainant or respondent 
respectivelyisabsentfor3consecutivehearings, withoutsufficientreason.15daywrittennoticeis to be given to the 



party, before termination of enquiry or ex-parte order. 

 
4. Actiontobetakenafterinquiry 

Posttheinquiry,thecommitteesubmitsitsreportcontainingthefindingsandrecommendations to the employer, 
within 10 days of completion of the inquiry. 

 
5. Complaintunsubstantiated 

Where the committee arrives at the conclusion that the allegation against the respondent has not 
beenproved,itrecommendstotheemployerthatnoactionisrequired tobetakeninthismatter. Further, the 
committee ensures that both parties understand that the matter has been fully investigated, that the matter is 
now concluded, and neither will be disadvantaged within the Company. 

 
6. Complaintsubstantiated 

Where the committee arrives at the conclusion that the allegation against the respondent has been proved, it 
recommends to the employer to take necessary action for sexual harassment as misconduct, in accordance 
with the applicable service rules and policies, and this may include: 
i. Counseling 
ii. Censureorreprimand 
iii. Apologytobetenderedbyrespondent 
iv. Writtenwarning 
v. Withholdingpromotionand/orincrements 
vi. Suspension 
vii. Termination 
viii. Oranyotheractionthattheemployermaydeemfit. 

The Company is required to act upon the recommendations within 60 days and confirm to the 
committee.Postimplementationoftheactions,followupwiththecomplainant shouldalsooccurto ascertain 
whether the behavior has in fact stopped, the solution is working satisfactorily and if no victimization of either 
party isoccurring. 

7. PenalConsequencesofSexualHarassment 
IncasetheCommitteefinds thedegreeofoffencecoverableundertheIndian PenalCode,thenthis 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)whichdealswithSexualHarassmenthasmadethisa„cognizableoffense‟i.e.apersoncharged with Sexual 
Harassment may be arrested without a warrant. 

8. MaliciousAllegations 
Wherethecommitteearrivesattheconclusionthattheallegationagainsttherespondentismalicious 
ortheaggrievedwomanor anyotherpersonmaking thecomplaint has madethe complaintknowing it to be false 
or the aggrieved woman or any other person making the complaint has produced any 
forgedormisleadingdocument,itmayrecommendtotheemployertotakeactionagainstthewoman or the person 
making thecomplaint. 

 
While deciding malicious intent, the committee should consider that mere inability to substantiate acomplaint 
neednot meanmaliciousintent.Maliciousintentmustbeclearly establishedthrougha separate inquiry. 

 
9. Confidentiality 

Theidentityofthecomplainant,respondent,witnesses,statementsandotherevidenceobtainedin 
thecourseofinquiry process,recommendations ofthecommittees,actiontakenbythe employeris consideredas 
confidential materials,and not publishedormadeknownto public ormedia. 

 



Anypersoncontraveningtheconfidentialityclausesissubjecttodisciplinaryactionasprescribedin the act. 

 
10. Appeal 

Any party not satisfied or further aggrieved by the implementation or non-implementation of 
recommendations made, may appeal to the appellate authority in accordance with the Act, within 90 days of 
the recommendations being communicated. 

 
11. Awareness 

Awarenesssessionsaretobeorganizedto: 
• Formulate and widely disseminate an internal policy or charter or resolution or declaration for 

prohibition,preventionandredressalofsexualharassmentattheworkplaceintendedtopromote gender 
sensitive safe spaces and remove underlying factors that contribute towards a hostile work environment 
againstwomen. 

• CarryoutorientationprogramsandseminarsfortheMembersoftheIC. 
• ConductcapacitybuildingandskillbuildingprogramsfortheMembersoftheIC. 
• DeclarethenamesandcontactdetailsofalltheMembersoftheIC. 
• UsemodulesdevelopedbytheStateGovernmentstoconductworkshopsandawareness programs for 

sensitizing the employees with the provisions of the Act. 

 
12. LegalCompliance 

The IC shall in each calendar year prepare, is such format as may be prescribed, an annual report and submit 
the same to the employer and the District Officer (as defined in the Act). The report shall have the following 
details: 

 
• numberofcomplaintsofSexualharassmentreceivedintheyear 
• numberofcomplaintsdisposedofduringtheyear 
• numberofcasespendingformorethan90days 
• numberof workshopsorawarenessprogram againstSexualHarassmentcarriedout 
• natureofactiontakenbytheemployerorDistrictOfficer 
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ANNEXUREA 

ConstitutionofInternalComplaints Committee (IC): 

Chairperson Ms. SangeethaSundaramoorthyMember

 Dr. Vasudevan 

Member Dr.Vidhya 

Member Mr.R.Karthick 

Member Ms.Nathirajabar 

External Ms.SubhaPradeep 
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