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I. INTENT

To create and maintain
discrimination for all KLM
Harassment of Women at W

II. COMMITMENT

KLM AXIVA is committed to
treated with dig n ity and

fe work environment, free from sexual harassment and
A employees. As per the guidelines of '.The Sexual

(Prevention, Prohibition & Redressal) Act, 2013,,.

providing work environment that ensures every employee is
ct and afforded equitable treatment.

to promoting a work environment that is conducive to the
oyees and encourages equality of opportunity.

ny form of sexual harassment and is committed to take all
its employees are not subjected to any form of harassment.

KLM AXIVA is also comm
professional growth of its em

KLI\4 AXIVA will not tolerate
necessary steps to ensure

u. scoPE

This policy applies to all
employees, trainees and
harassment, if engaged in by

The workplace includes:

ents or by suppliers or any other business associates.

1. All offices or other prem where the Company's business is conducted.

2. All company-related
premises.

performed at any other site away from the Company,s

3. Any social, business or

3gories of employees of the KLM AXIVA, including
ployees on contract. KLM AXIVA will not tolerate

regular
sexual

adverse impact on the wo

III, DEFINITION OF

Sexual harassment may be
sexual advances, requests
sexua I nature.

Sexual Harassment at the

1. Unwelcome sexual adva

2. Demand or request for favou rs,

3, Any other type of sexually co nd u ct.

is sex-oriented.

functlons where the conduct or comments may have an
or workplace relations.

HARASSMENT

or a series of incidents involving unsolicited and unwelcome
sexual favours, or any other verbal or physical conduct of

(verbal, written or physical).

4. Verbal a buse or'joking'
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rv, REsPoNSrsruTIEg
srmtlRlssilEitT

All employees of the
is not contrary to this policy.

All employees are encourao
from sexual harassment.

have a personal responsibility to ensure that their behavior

to reinforce the maintenance of a work environment free

:lfrT in.the form of .,Comptaints 
Committee,, has beenoouno redressal of the complaint made by the victim.

r Complaints Committee for redressal of sexual harassment
) and for ensuring time bound t.""treniois-rcl.,-;;rlil;r.

Initially, and till further the Complaints Committee will

V. COMPLAINT M

An appropriate complaint
created in the Company for

VI, COMPLAINTS

The Company has instituted
complaint (made by the vi

members out of which at
complainant:

two members will be of the
comprise of the following four
same gender as that of the

1,
2.
?

4.

Head - HR (Presiding Ofl
Employee at the level of
Functiona I Head from

stant Manager or above from HR Department (Member)
the complaint has originated (Member) -. - \' rv-ievr i/

to the cause of women or having legal knowledge.

ON, SETTLEMENT OR PROSECUTION OF ACTS OF

providing a supportive environment to resolve concerns of

When an incident of sexual harassment occurs, the victim of
.l:lr jlsaeprov_?t and objections immediatety t; ih; hu;;;".rave decently. If the harissment does not 

"i"p "i ir rt.ti. i,
I the harasser direcfly, the victim can brin! i[ui. ion.#'toCommittee for redressal of their grievanc"i. in" i"rpl"i"t,e advice or extend support as ,"!r".t"o 

"no 
*ill;lil;["

he matter.

The complaints committee is ble for:

Investigating every
Taking appropriate
sexual harassment

I written complaint of sexual harassment
measures to respond to any substantiated allegations of

Discouraging and ng employment-related sexual harassment

Employee preferably
(Member)

the attention of the ComDlai
Committee will thereafter or

a)
b)

c)

VII. PROCEDURES FOR
SEXUAL HARASSMENTI

The Company is committed
sexual harassment as under:

A. Informal Resolution
such conduct can commu
and request the harasser to
not comfortable with addressi

prompt investigation to
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B. Complaints: 1. An em

Presiding Officer to contaci

2. The Presiding Officer of

informal resolution opUons o
the Presiding Officer of the

Alternately, the employee
to disclose their name, de

complaint shall have to be i

days from the date of

In the event, the allegation
allegation does not
record this finding with and communicate the same to tne comptainant,

3. If the Presiding Officer
c0nstitute an act of sexual
with the assistance of the plaints Committee.

e with a harassment concern, who is not comfortable with the
l.:^:il_Tr,:9 such options, may make u rorrriio.piuint toomplaints Committee constituted by the 

-t4;n;g;J"[,"in"
writing and can be in form of a letter, pretera6tv *-iinin'rsrrence of the alleged incident, sent in a .eutej enr"iope.

,_t^.Ld :plplltlt throush an email. rne empioyee i. i"qrir"ant, division and location they are *o.ki;;i;;; ;;;i;'fi;
ano taKe the matter forward.

Complaints.Committee will proceed to determine whether the
,.T,^,:y.^..1'I 

f9f fle purpose of this determination) made inrview of Sexual Harassment, preferably-;fh; ;'A;;;",

)es not fall under the purview of Sexual Harassment or thean offence of Sexual Harassment, the presidin! Offl.", *ifl

the Complaints Committee determines that the
?s.sTelt, he/ she will proceed to investigate the

allegations (assuming them
the complaint fall under the
receipt of the complaint.

4. Where such conduct, on
law, the Company shall in

from the date of receipt of
action on the recommendati
informed of the same.

appeal specifying the reason
Charter. If the complainant
Committee, she or he may
15 working days from the

a llegation s
allegation

part of the accused,
appropriate action

a uthority.

amounts to a specific offence under the
in accordance with law by making acomplaint with the

5. The Complaints Committee
submit a written report
COO/CEO/Director as soon

Within 2 working days from
the respondent is dissatisfied

eipt of decisions of Internal Committee, if the complainant orvith the decision of the Internal Com;itte;;,h; ;;;;;"yin writing to the Fairness Committee unaui tn" erpiJV"L,,
r€spondent is dissatisfied with the decjsion oi F"i;;;
rl specifying the reasons in writing to tfre Oiiector. wiffipt, the appeal shall be finally disposed of b, *;i[;;
The decision of the Director shall be finaf anO1annoi-[e

I conduct.such investigauons in a timely manner and shallarnrng the findings and recommendations to th;practically possible and in any case, not later than 90 days
r_e complaint. The COO/CEO/Director will 

"nrrr" 
.oii"Jt]r"of the Complaints Commiitee and keep th; ;";;i.i;;;;

of the following:

'ator and,a copy of it maintained in the employee,s file.
transfer for either the perpetrator or the victim.

communication to the said pa
further appealed

Corrective action may include

a. Formal apology
b. Counseling

Written warning to the
Change of work assignment

services of the employee found guilty of tne oftence

c.

d.
e. Suspension or termination
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6. In case the complaint is
tor appropriate disciplinary

VIII. CONFIDENTIALITY

The Company u nderstands
of sexual harassment and I

To protect the interests of
incidents of sexual
investigatory process to the

IX, ACCESS TO REPORTS

Policy

nd to be false, the Complainant shall, if deemed fit, be Iiableon by the Management.

it is difficult for the victim to come forward with a complaintnizes the victim,s interest in keeping lne-miti;';ir"ije;i::,.
e-victim, lhe accused person and others who may report
:$,".::119fl,,:Ity_ wiil be marntained throushour thepracticable and appropriate uno"iinu .ircrri#*:l.s

ging c_ontents of meetings, results of investigations and other
:"."?T:*::i.-1 -b_y -the 

c-ompany except where disctosure isrequired under disciplinary or remedial processes.

X. PROTECTION TO COMP / VICTIM

The Company is committed
concern is subject to any

The Company will ensure
against while dealing with

However, anyone who a
allegation knowing it to be

XI, CONCLUSION

All records of complaints, in(
relevant material will be k

In conclusion, the
workplace free from
dignity and respect.

Company
ha

D DOCUMENTS

:::yliS that no emptoyee who brings forward a harassmentor reprisat. Any reprisat wil be subje& t" oi"Jipli-"jiv .".iiii.
th.e vict-im or witnesses are not victimized or discriminatedlaints of sexual harassment.

the..procedure (for example, by maliciously putting an) will be subject to disciplinary action.

re.iterates its commitment to providing itsrt/ discrimination and where every employee
employees, a

is treated with
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