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Dear All 

I am writing to advocate for the implementation of the Sexual Harassment of Women at 

Workplace (Prevention, Prohibition, and Redressal) Act, 2013 (POSH Act) within the IIF. 

This critical step will not only ensure compliance with the legal framework established in 

India but also uphold our organization's commitment to fostering a safe, inclusive, and 

respectful workplace. 

The POSH Act underscores three pivotal principles—prohibition, prevention and redressal of 

sexual harassment in the workplace. It is designed to protect employees, ensure a supportive 

environment and address grievances effectively. Here are some reasons why implementing 

this policy is vital: 

1. Legal Compliance: As per the Act, organizations are mandated to establish an 

Internal Complaints Committee (IC) and implement systems to prevent and address 

complaints of harassment. Non-compliance can lead to legal and reputational risks. 

2. Safe Work Environment: A harassment-free workplace boosts employee morale and 

productivity. By the POSH Act, we reinforce our dedication to protecting every 

employee’s dignity and fundamental rights. 

3. Awareness and Education: Instituting POSH training will educate employees and 

members about acceptable workplace behaviour, the mechanisms for reporting 

harassment, and the consequences of non-compliance, fostering a culture of respect. 

4. Redressal Mechanism: The Act provides a structured grievance redressal system 

through the IC, ensuring transparency and fairness in addressing complaints. 

5. Enhancing Organizational Reputation: A visible commitment to addressing 

workplace harassment strengthens the organization’s reputation as an ethical and 

employee-focused entity. 

By implementing the POSH Act, our organization will set a standard for ethical conduct and 

inclusivity, showcasing our proactive approach toward ensuring employee well-being. This 

would include conduct training programs for all employees and integrating the POSH policy 

into our HR practices. 

Thank you for considering this crucial matter. I am happy to assist with further discussions or 

planning for implementing this policy in our Institute. 

Warm regards, 

  

Yours sincerely 

Dr. Abhishikta Roychowdhury (Acharyya) 

Executive Director 

THE INSTITUTE OF INDIAN FOUNDRYMEN 
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The Institute of Indian Foundrymen (IIF) was set up in 1950 to promote education, research, 

training and development to Indian foundrymen and to serve as a nodal point of reference 

between the customers and suppliers of the Indian foundry industry on a global scale. 

With its Head Quarter in Kolkata, IIF presently services the entire country through its 24 

Chapters under four Regional Offices located at Kolkata, Delhi, Mumbai & Chennai, 4 

Centres of Excellence, 1 Activity Centre and various Committees and Task Forces. 

 

The Institute is a member of the World Foundry Organisation (WFO), Asia Foundry Federation 

(AFF), BRICS Foundry Forum, Foundry Development Council (FDC), Indian Iron & Steel 

Sector Skill Council (IISSSC) and Confederation of Indian Industry (CII).  

 

 

VISION STATEMENT 

Collaborate with the ecosystem of Indian Foundry industry to achieve sustainable growth & 

global leadership using innovation, technology and policy advocacy. 

 

MISSION STATEMENT 

To empower and elevate the Indian Foundry Industry on the global stage by fostering the 

collaboration within the industry ecosystem, embracing cutting-edge technologies, enhancing 

skill development, promoting sustainable practices and driving environmental responsibility for 

generations to come. 

 

 

P R E A M B L E 

In view of adhering to the prescribed laws under The Sexual Harassment of Women at 

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

Women at Workplace (Prevention, Prohibition and Redressal) Rules, 2014, the IIF has 

framed the policy for Anti sexual harassment Policy of the Organisation (“the policy”).  

The above Act, which is administered by the Ministry of Women & Child Development upholds 

women’s fundamental right to equality as guaranteed under Article 14 and 15 of the Indian 

Constitution, right to live with dignity under Article 21 and right to practice any profession or 

to carry on any occupation, trade or business which includes a right to a safe working 

environment free from sexual harassment as provided under Article 21 and right to practice any 

profession or to carry on any occupation, trade or business which includes a right to a safe 

working environment free from sexual harassment as provided under Article 19(1) (g) of the 

Indian Constitution. 
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I. COMMITMENT 

The IIF is committed to provide a safe work environment that ensures every woman employee is 

treated with dignity, respect and given equitable treatment. 

 

The IIF is also committed to promote a work environment that is conducive to the professional 

growth of its women employees and encourage equality of opportunity.  The IIF will not tolerate 

any form of sexual harassment and is committed to take all necessary steps to ensure that its women 

employees are not subjected to any form of harassment. 

 

II S C O P E 

This policy applies to all categories of employees and members of the IIF, including permanent 

managerial or subordinate whether probationers, casuals, temporaries, trainees and employees on 

contract working for and on behalf of the Organisation either at its workplace or deputed to work 

elsewhere including at client sites. 

The IIF will not tolerate sexual harassment, even if engaged by the clients, customers, vendors or 

by suppliers or any other business associate. 
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PREVENTION OF SEXUAL HARASSMENT POLICY 

 

This Prevention of Sexual Harassment Policy ("Policy") is effective from April 1, 2025 

("Effective Date") and applies to all employees and members of THE INSTITUTE OF 

INDIAN FOUNDRYMEN (henceforth will be referred as “IIF’, "We", "Us", "Our", 

"Organization"). 

The Institute of Indian Foundrymen is committed to creating a safe work environment free from 

any form of sexual harassment where all employees including representatives of the member 

organisations of IIF, while under the aegis of IIF, are treated with dignity and respect. 

As per the Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) 

Act, 2013 ("Act"/ "POSH Act") and rules 2014 thereunder ("Rules"), the Organization has 

framed this Policy and adopted the same. While this Policy covers all the key aspects of the 

Act, for any further clarification, reference shall always be made to the “Act” and provisions of 

the Rule 2014 shall prevail. 

This Policy aims at prohibiting, preventing and deterring the commission of acts of sexual 

harassment at the Workplace and provide the procedure for redressal of complaints pertaining 

to sexual harassment. 

The IIF is committed to the effective dissemination of this policy. All stakeholders are required 

to ensure that they and their team are aware of the policy and are encouraged to adhere to it. 

 

 

1. APPLICABILITY 

(a). This Policy extends to all employees of the Institute, including those employed on a regular, 

temporary, ad-hoc or daily wage basis, either directly or through an agent, including a 

contractor, for remuneration or not and those working on a voluntary basis, with or without 

express or implied terms of employment. 

(b). In addition to the above, this Policy also extends to all paid members  of IIF who deals with 

employees directly or indirectly whether within the premises used for the execution of the 

Institute’s work or day-to-day operations or in an outside location under the aegis of IIF. 

 

2. DEFINITIONS 

(a). "Aggrieved Woman" means in relation to a Workplace in the IIF, a person of any age, 

whether employed or not, who alleges to have been subject to any act of sexual harassment by 

the Respondent and includes contractual, temporary employees and visitors. 

(b). "Complainant" means the aggrieved person or a person having knowledge of the incident 

and having the consent of the aggrieved person to file a complaint or the legal heir of a deceased 

aggrieved person. 
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(c). "District Officer" means the District Magistrate or Additional District Magistrate or the 

Collector or Deputy Collector as appointed by the appropriate government as a District Officer 

for every District to exercise powers or discharge functions under the POSH Act. 

(d). "Employee" means a person employed at a Workplace in the IIF for any work on a regular, 

temporary, ad hoc or daily wage basis, either directly or through an agent, including a 

contractor, with or, without the knowledge of the principal Employer, whether for remuneration 

or not, or working on a voluntary basis or otherwise, whether the terms of employment are 

express or implied and includes a co-worker, a contract worker, probationer, trainee, apprentice 

or called by any other such name. 

(e). "Employer" means a person who is responsible for the management, supervision and control 

of IIF's work and Workplace. 

(f). "IC" or "Internal Committee" means an internal committee constituted as per the Act.( The 

term "Internal Complaints Committee" (ICC) was changed to "Internal Committee" (IC) in the 

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

(PoSH Act) on May 9, 2016. The amendment was made to broaden the role of the sexual 

harassment committees beyond just complaint resolution) 

(g). "Presiding Officer" means the Presiding Officer of the IC and shall be a senior level women 

Employee of IIF. 

(h). "Respondent" means a person against whom a complaint alleging sexual offence has been 

made. 

(i ). "Parties" means collectively the Complainant and the Respondent. 

(j). "Workplace" means establishments, enterprises, institutions, offices, branches, premises, 

locations or units established, owned controlled by the IIF or places visited by the employees 

out of or during employment including accommodation, transportation provided by the 

Employer for undertaking such journey or any other location under the aegis of IIF. 

 

3. ROLES AND RESPONSIBILITIES 

(a). All personnel are expected to respect the rights of others and to never encourage any types 

of harassment. 

(b). All are encouraged to advise others of unwelcome behaviour and deter others from 

involving any such activities. 

(c). All relevant parties at the IIF are required to ensure that nobody is subject to harassment 

and there is equal treatment at all levels. They also are required to educate the all stakeholders 

of unwelcome `behaviours and consequences thereof. 

 

4. SEXUAL HARASSMENT 

(a). Sexual harassment includes any one or more of the following unwelcome acts or behaviour, 

whether directly or by implication: 
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(I) physical contact and advances; 

(II) a demand or request for sexual favours; 

(III) making sexually coloured remarks, 

(IV) showing pornography or 

(V) any other unwelcome physical, verbal or non-verbal conduct of sexual nature. 

(b). The following circumstances among other circumstances, if they occur or are present in 

relation to or connected with any act or behaviour of sexual harassment may amount to sexual 

harassment: 

(I) implied or explicit promise of preferential treatment in employment; 

(II) the implied or explicit threat of detrimental treatment in employment; 

(III) the implied or explicit threat about the present or future employment status; 

(IV) interference with work or creating an intimidating or offensive or hostile work 

environment; or 

(V) humiliating treatment likely to affect the lady employee's health or safety. 

 

5. INTERNAL COMMITTEE 

(a). To prevent instances of sexual harassment and to receive and effectively deal with 

complaints pertaining to the same there would be  a common Internal Committee (IC) at IIF-

HO applicable for the entire IIF 

(b). Internal Committee shall consist of the following Members as nominated by the 

management of the Organization from time to time: 

(I). A Presiding Officer who shall be a woman employed at a senior level at the IIF from 

amongst the employees; 

(II). Not less than two Members from the amongst the employees preferably committed to 

the cause of women or who have experience in social work or have legal knowledge; 

(III). One Member from amongst non-governmental organizations or associations 

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

harassment. 

(c). At least one-half of the total Members so nominated shall be women. 

(d). The IC Members should be sensitive to issues pertaining to gender-based violence and 

should have good credibility and technical competency to handle grievance procedures. 

(e). The Presiding Officer and every Member of the IC shall hold office for a maximum period 

of 1 year from the date of their appointment by the management but may be reappointed to the 

IC. 
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(f). The IC is responsible for: 

(I). receiving complaints of sexual harassment at the Workplace in IIF; 

(II). initiating the inquiry and procedure as per this Policy; 

(III). submitting the report and recommendations to the management; 

(IV). coordinating with the management in implementing appropriate action; 

(V). maintaining strict confidentiality throughout the process as per this Policy; and 

(VI). submitting annual reports in the prescribed format. 

(g). As per the POSH Act, the IC shall while inquiring into a complaint of Workplace sexual 

harassment, have the same powers as vested in a civil court under CPC, 1908 when trying a suit 

in respect of: 

(I). summoning and enforcing the attendance of any person and examining him on oath; 

(II). requiring the discovery and production of documents; and 

(III). any other matter as reasonably required. 

(h). The IC Member or Presiding Officer may be removed or replaced in the following event: 

(I). contravenes any provision of this Policy; 

(II). has been convicted for an offence or an inquiry into an offence under any law for the 

time being in force is pending against him/her; 

(III). has been found guilty in any disciplinary proceedings or disciplinary proceeding is 

pending against him/her; or 

(IV). has so abused his/her position as to render his/her continuance in office(prejudicial 

to the public interest, such Presiding Officer or Member as the case may be, shall be 

removed from the POSH committee. 

 

6. LODGING A COMPLAINT 

(a). Any Aggrieved Woman may make, in writing a complaint (6 copies) of sexual harassment 

at the Workplace to the IC of IIF along with any documentary evidence available, names of 

witnesses, within three months from the date of incident and in case of a series of incidents, 

within three months from the date of the last incident. 

(b). If the Employee cannot make such a complaint in writing, the Presiding Officer or any 

Member of IC would render all reasonable assistance to the woman for making the complaint 

in writing. 

(c). If the Aggrieved woman fails to submit the complaint within three months from the date of 

the incident, the IC may extend the time limit up to three months and in that case, the reason 

for such extension shall be recorded in writing. 
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(d). It is always advised to not delay in filing the complaint if any such untoward incident 

happens at the Workplace to conduct a thorough investigation and take prompt action. 

(e). Even though there is no exact form of making the complaint, the Complainant is advised 

to: 

(I). to submit the complaint to the IC Members and not to the Employer or HR 

representative; 

(II). to write the complaint in simple language; 

(III). to include details of the exact incident, date and time, witness, etc.; 

(IV). to include circumstances preceding and following the incident; 

(V). include whether the Complainant responded/resisted to the actions of Respondent and 

details thereto; 

(VI). submit maximum pieces of evidence supporting the complaint including relevant 

emails, screenshots of SMS's, WhatsApp or other social media platforms, call details, 

photographs, recordings, etc.; 

(VII). not state any false or incorrect facts; and 

(VIII). state the relief that is sought from the Employer. 

(f). If the Aggrieved Woman is unable to make a complaint on account of her physical or mental 

incapacity or death or otherwise, her legal heir or such other person as authorized may make a 

complaint to the IC. 

(g). The Complaint shall be submitted by the Complainant to the IC in writing or shall be 

submitted electronically at the following email: IC.iif@indianfoundry.org________. The 

complaint can also be submitted physically to any IC Member. 

(h). If the complaint is received by any person other than an IC Member, upon receiving such 

a complaint, it is the responsibility of the complaint receiver to report the same to the Internal 

Compliance Committee immediately. 

(i). If the complaint is made against a guest or any other person who is not an Employee of the 

Organization, the IC shall advise the Complainant to file a complaint with the police 

immediately. The option of whether the complaint should be filed with the police or not is left 

with the Complainant, but the support of the IIF in filing the complaint will always be ensured. 

(j). Upon receipt of the complaint, one copy of the complaint shall be sent to the Respondent 

within 7 (seven) days along with a show cause letter from the Presiding officer, IC. 

(k). Upon receipt of the copy of the complaint, the Respondent is required to reply to the 

complaint along with a list of supporting documents, and names and addresses of witnesses 

within 10 (ten) working days. 

(l). The IC maintains a register to endorse the complaint received by it and keeps content highly 

confidential, if it so desires, except to use the same for discreet investigation. 
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(m). Upon receiving such a complaint IC shall act swiftly to find the veracity and take further 

actions as required. 

 

7. RECEIVING A COMPLAINT 

(a). The recipient of the complaint is required to keep the following points in mind while 

receiving the complaint: 

(I). shall make sure that the complaint has been listened to completely without any 

prejudice; 

(II). inform the Complainant that the proper escalation, investigation and prompt actions 

will be taken on such complaint; and 

(III). if possible, the complaint shall be written down as narrated by the Complainant itself 

and shall confirm the same upon completion by getting the signature at the end of the sheet. 

 

8. CONCILIATION 

(a). The Aggrieved Woman has the option to opt for conciliation proceedings before initiating 

an enquiry. Upon receipt of such a request for conciliation, the IC may take steps to settle the 

matter between her and the Respondent through conciliation. IC shall ensure that monetary 

settlement shall not be a basis of conciliation. 

(b). Resolution through conciliation has to be completed within the following period: 90 days. 

(c). Where settlement has arrived under conciliation, the IC shall record the settlement so 

arrived and forward the same to the management to take action as specified in the 

recommendation and IC shall not conduct any further inquiry on such incident. 

(d). A copy of such settlement shall be provided to both the Complainant and the Respondent. 

 

9. ENQUIRY 

(a). The Committee shall initiate an inquiry in the following cases: 

(I). no conciliation is requested by the Complainant; 

(II). conciliation initiated has not resulted in any settlement between the Parties; or 

(III). complainant informs the IC of the failure of the Respondent in complying with the 

settlement entered through conciliation. 

(b). The IC initiates the inquiry within a period of 7 (seven) days of receipt of the written 

complaint/closure of conciliation/repeat complaint. 

(c). The inquiry shall be initiated in the following manner: 

(I). The Complainant shall submit the written complaint (7 copies) along with supporting 

documents and names of witnesses to IC; 
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(II). Upon receipt of such a complaint, a copy shall be sent to the Respondent within 7 

(seven) working days by the IC; 

(III). Respondent upon receipt of such complaint shall submit the reply along with 

supporting documents and a list of witnesses within 10 (ten) working days of receipt of 

such complaint; 

(IV). The IC shall provide every reasonable opportunity to the Complainant and the 

Respondent for putting forward and defending their respective case. 

V). The inquiry shall be completed by the IC within a total of 90 (ninety) days from the 

receipt of the complaint; 

(VI). No legal practitioner will be allowed to represent any party at any stage of the inquiry 

procedure; 

(VII). All statements made orally before the IC employees, witnesses or other persons in 

relation to an investigation shall be minuted and signed by the person making the 

statement; 

(VIII). It shall be incumbent on every Employee of the IIF to respond to queries of IC 

honestly and present the facts in an objective and unbiased manner; 

(IX). The IC shall conduct an inquiry into the matter of the principles of natural justice and 

shall hear both Parties and their submission before taking any decision; 

(X). Where the conduct of Sexual Harassment amounts to a specific offence under the 

Indian Penal Code, 1860, or under any other law, it shall be the duty of the IC to 

immediately inform the Complainant of her right to initiate action in accordance with the 

law with appropriate authority and to give guidance and support on the same. Any such 

action or proceedings initiated shall be in addition to proceedings initiated and/or any 

action taken under this Policy; 

(XI). In conducting the inquiry, a minimum of 3 (three) Members including the Chairman 

shall be present; 

(XII). The inquiry report has to be issued within 10 (ten) days from the date of completion 

of the inquiry to both the management and the concerned Parties; 

(XIII). The IIF is required to act on the recommendations of the IC within 60 (sixty) days 

of receipt of the inquiry report; and 

(XIV). The aggrieved party can appeal against the decision of the committee within 90 

(ninety) days from the date of recommendations to the concerned forum/court. 

 

10. INTERIM RELIEF 

(a). During the pendency of an enquiry, if the Complainant makes a written request, the IC may 

recommend the IIF to: 

(I). transfer the Aggrieved Woman or the Respondent to any other Workplace; 
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(II). grant leaves to the Aggrieved Woman up to a period of three months. Such leave shall 

be in addition to other leaves granted to the Aggrieved Woman; or 

(III). grant other such relief to the Aggrieved Woman as may be appropriate. 

(b). On the recommendation of the IC, the IIF shall implement the recommendation made under 

this clause and send the report of such implementation to the IC. 

 

11. TERMINATION OF INQUIRY 

(a). The IC have the right to terminate the inquiry proceedings or to give an ex-parte decision 

on the complaint, if the Complainant or the Respondent fails, without sufficient cause to present 

herself or himself for three consecutive hearings convened by the Chairperson, as the case may 

be, provided that such termination or ex-parte order may not be passed without giving a notice 

of 15 (fifteen) days to the concerned party. 

 

12. COMPLAINT UNSUBSTANTIATED 

(a). Where the IC arrives at the conclusion that the allegation against the Respondent has not 

been substantiated, it sends a report to the management of closing the complaint. 

(b). Further, the IC shall ensure that both Parties are informed about the investigation and 

closure of the Complainant. 

 

13. COMPLAINT SUBSTANTIATED 

(a). Where the IC arrives at the conclusion that the allegation against the Respondent has been 

proved, it shall recommend to the management: 

(I). to take action for sexual harassment as a misconduct in accordance with IIF’s service 

rules; 

(II). to deduct, notwithstanding anything in the employment terms 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 her legal heirs; or 

(III). such compensation may be determined in accordance with Clause named 

Compensation under this Policy or Section 15 of the POSH Act. 

(b). In case if the management is unable to make such deduction from the salary of the 

Respondent due to his being absent from duty or cessation of the employment it may direct the 

Respondent to pay such sum to Aggrieved Woman. 

(c). Provided further that in case if the Respondent fails to pay the sum as ordered by the IC, 

may forward the order for recovery of the sum as an arrear of land revenue to the concerned 

District Officer. 

(d). Employer or the District Officer will act upon the recommendation within 60 days of receipt 

of the report by him/her from the IC. 



 

13/18 

 

14. COMPENSATION 

(a). To determine the compensation to be paid to the Aggrieved Woman, the IC shall consider 

the following points: 

(I). the mental trauma, pain, suffering and emotional distress caused to the Aggrieved 

Woman; 

(II). the loss in the career opportunity due to the incident of sexual harassment; 

(III). medical expenses incurred by the victim for physical or psychiatric treatment; 

(IV). the income and financial status of the Respondent; and 

(V). feasibility of such payment in lump sum or instalments. 

 

15. PENAL CONSEQUENCES OF SEXUAL HARASSMENT 

(a). As per the POSH Act, the IIF may impose the following punishments on an Employee or 

Member for indulging in an act of sexual harassment in accordance with the gravity of the 

offence committed by him: 

Applicable for Employees 

(I). written apology; 

(II). warning; 

(III). Withholding of promotion; 

(IV). withholding of pay rise or increments; 

(V). terminating the Respondent from service; 

(VI). deduction of compensation payable to the Aggrieved Woman from the salary of the 

Respondent; 

Applicable for Members 

(VII) censoring the member/suspension of membership/termination of membership 

(depending on the gravity of the compliant as determined by IC and agreed by the 

Management. 

Applicable for both Employees and Members 

(VIII). In case of very sensitive and sexually and emotionally harmful cases initiating a 

criminal complaint. 
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16. MALICIOUS ALLEGATIONS 

(a). Where the IC arrives at the 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 

management to take appropriate action against such person. 

(b). The actions recommended against such malicious complaints shall be similar to that of 

punishments if such complaint was substantiated against the Respondent. 

(c). Inability to substantiate a complaint or provide adequate proof need not mean that the 

complaint is false or malicious. 

 

17. NO RETALIATION 

(a). Regardless of the outcome of the complaint made in good faith, the Complainant, witnesses, 

and any other person providing the information will be protected from any form of retaliation. 

While dealing with complaints, the IC shall ensure that the Complainant, witnesses, etc. are not 

victimized or discriminated against in any manner. 

(b). Anyone suspecting or experiencing retaliation should report to the IC immediately. Any 

such retaliation cases will be treated seriously and appropriate disciplinary actions will be taken 

including termination of employment. 

 

18. CONFIDENTIALITY 

(a). The contents of complaint made under this Policy, the identity and address of the Aggrieved 

Woman, Respondent and witnesses, any information relating to conciliation and inquiry 

proceedings, recommendations of IC and the actions taken by the management under the 

provisions of this Policy shall not be published, communicated or made known to the public 

press and media in any manner unless specifically allowed under the POSH Act. 

(b). 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 provision of this Policy, contravenes this 

clause, shall be treated as major misconduct and the management will take appropriate 

disciplinary action including termination of employment. 

 

19. APPEAL 

(a). Any person aggrieved from the recommendations of IC under this Policy or non-

implementation of such recommendations may prefer an appeal to the court or tribunal without 

prejudice to provisions contained in any other law for time being in force. Such appeal shall be 

preferred within a period of 90 (ninety) days of the recommendations of IC. 

20. LEGAL COMPLIANCE 

(a). The IC shall in each calendar year prepare an annual report and submit the same to the 

management and District Officer. The report shall include the following details: 
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(I). number of sexual harassment cases received; 

(II). number of cases disposed of; 

(III). number of cases pending for more than 90 (ninety) days with the IC; 

(IV). number of workshops or awareness programs against sexual harassment carried out 

by the Organization; and 

(V). nature of actions taken by the management and the District Officer in the preceding 

year. 

21.DUTIES OF THE EMPLOYERS 

(a). The IIF will display the details of IC, penal consequences of sexual harassment and other 

information on a visible place in the premises of the Organization and every personnel are 

required to read and understand the same. 

(b). The IIF will conduct workshops and awareness programmes at regular intervals and 

employees and members are required to attend those programmes. 

(c). The IIF will conduct regular orientation programmes for the Members of the Internal 

Committee in the manner as decided from time to time. 

22. ACCESS TO REPORT AND DOCUMENTS 

All records of complaints, including contents of meeting, results of investigations and other 

relevant material will be kept confidential by the IIF except where disclosure will be subjected 

to disciplinary or other remedial process. 

 

23. PROTECTION   TO COMPLAINANT / VICTIM 

The IIF is committed to ensuring that no employee who brings forward a harassment concern 

is subject to any form of reprisal.  Any reprisal will be subject to disciplinary action. 

The IIF will ensure that victim or witnesses are not victimized or discriminated against while 

dealing with complaints of sexual harassment. 

However, anyone who abuses the procedure (e.g. by maliciously putting an allegation knowing 

it to be untrue) will subject to disciplinary action. 

 

24. C O N C L U S I O N 

In conclusion the Institute of Indian Foundrymen (The IIF) reiterates its commitment to 

providing its women employees, a work place free from harassment / discrimination and where 

every employee is treated with dignity and respect. 

.  

25.SUMMARY: 

1. Abuse of authority refers to the inappropriate use of influence, power, or 

authority by an individual in a position of power against others. This can 

manifest through intimidation, threats, blackmail, or coercion.  
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2. Harassment encompasses any unwelcome and improper behaviour that could 

reasonably be expected to offend or humiliate another individual. Such 

behaviour may be expressed through words, gestures, or actions. 

 

3. In a multicultural setting, it is crucial to appreciate diverse perspectives to 

prevent harassment and foster a healthy, harmonious work environment where 

everyone can perform to the best of their abilities. 

 

4. Sexual harassment involves any unwelcome sexual advances, requests for 

sexual favours, or verbal or physical conduct of a sexual nature that could 

reasonably be perceived as offensive or humiliating. 

 

5. Prohibited conduct does not always target a specific individual; it can also create 

a toxic work atmosphere. 

 

6. Respect Boundaries: Uphold professional conduct in all interactions. 

 

7. Act Responsibly: Every member, employee, and employer shares the 

responsibility of cultivating a workplace free from harassment. 

 

By adhering to the guidelines outlined above, employees and members—both individuals and 

members—can ensure compliance within the POSH Act, thereby contributing to a healthier, 

safer, and more equitable work environment at The Institute of Indian Foundrymen (The IIF). 

POSH-compliant behaviour, in line with the Prevention of Sexual Harassment Act, 2013, 

promotes a safe, respectful and professional atmosphere for everyone in the workplace that is 

at The Institute of Indian Foundrymen (The IIF). 

 

 

 

 

 

 

 

 

 

 

 



 

17/18 

ANNEXURE-A 

ACKNOWLEDGEMENT 

                                                          

 By signing this Policy: 

(a)I have read the policy and I admit that abuse of authority is the improper use of a position of 

influence, power, or authority by a relevant party against others. Abuse of authority may include 

the use of intimidation, threats, blackmail or coercion. 

(b) I recognize Sexual Harassment is any improper and unwelcome conduct that might 

reasonably be expected or be perceived to cause offence or humiliation to another person. This 

may be present in the form of words, gestures and actions. 

 

(c) I understood that Sexual harassment means any unwelcome sexual advance, request for 

sexual favour, verbal or physical conduct or gesture of a sexual nature or any other behaviour 

of sexual nature that might reasonably be expected or be perceived to cause offence or 

humiliation to another and the  key point is impact on the aggrieved woman, not intent. 

(d). I acknowledge that I have reviewed the above-listed policies and guidelines of the IIF and 

understand my responsibilities. 

(e). I agree to report any actual or potential situation or incident that may be contrary to the 

above policies as soon as I become aware of it. 

(f). I give my consent to abide by the aforementioned policies and I understand that my failure 

to follow the policies may result in formal complaint to the IC-IIF, disciplinary action if proved, 

up to and including dismissal. 

 

Date: 1st April, 2025 

_________________________ 

Signature  

THE INSTITUTE OF INDIAN FOUNDRYMEN 

IIF HO, IIF CENTER 

335, RAJDANGA MAIN ROAD 

KOLKATA- 700 107 
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ANNEXURE-B 

INTERNAL COMPLAINTS COMMITTEE 

The Institute of Indian Foundrymen (The IIF) 

 

 

SL. 

No. 

Designation Name Phone 

number 

Email  

1 Presiding 

Officer/ 

Chairperson  

 (Female) 

Amrita Datta 9836866671 membership@indianfoundry.org 

2 Member Barsha 

Chanda 

9123996112 iifho.edsecretary@gmail.com 

3 Member Sugata Paul 9836082462 admin@indianfoundry.org 

4 Member Sanjeev 

Kumar 

88006 99428 director.fic@indianfoundry.org 

5 Member Aarti Ghag 73035 11171 western.region@indianfoundry.org 

6 Member Dinesh 

Kumar 

Dhanabalan 

82205 66185 southern.region@indianfoundry.org 

7 Member Anima 

Pandey 

98310 05873 director.ncep@indianfoundry.org 

8 External 

Member 

Soma Sinha 9477129829 smsnhcal@gmail.com 


