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BURKERT INDIA PRIVATE LIMITED
POLICY ON THE PREVENTION OF SEXUAL HARASSMENT OF WOMEN (POSH)

INTRODUCTION AND COMMITTMENT

Burkert India Private Limited (hereinafter referred to as “the Company” or “Burkert”) is committed
towards providing a work environment that ensures every employee (hereinafter “Employees”) is
treated with dignity and respect and affordable equitable treatment. The Company is also committed to
promoting a work environment that is conducive to the professional growth of its Employees and
encourages equality of opportunity. This Anti-Sexual Harassment Policy (hereinafter referred to as the
“Policy”) has been framed in accordance with the provisions of “The Sexual Harassment of Women
at Workplace (Prevention, Prohibition and Redressal) Act, 2013” and rules framed thereunder
(hereinafter the referred to as the “POSH Act” and “POSH Rules”) and with the intention of providing
a safe work environment, free from sexual harassment and discrimination for all Employees of the
Company.

In keeping with this commitment, the Company has adopted a policy of “zero tolerance” regarding
sexual harassment and is committed to take all necessary steps to ensure that its Employees are not
subjected to any form of harassment. Therefore, the Company has taken a step ahead to make this
Policy gender neutral.

Additionally, though the POSH Act specifically deals with the protection of women against sexual
harassment, the Company strongly believes that all Employees, regardless of their gender, have the
right to work in an environment safe from verbal or physical abuse and wunsolicited or unwelcome
sexual overtures. In furtherance to this objective, the Company has adopted this Policy with a gender-
neutral approach. The Company is committed to provide redressal against sexual harassment to all
Employees, irrespective of their gender, and to take strict disciplinary action as provided under this
Policy against any persons who are perpetrators of all forms of sexual harassment, regardless of the
gender of the perpetrators.

While the Policy covers all the key aspects of the POSH Act, for any further clarifications, references
shall always be made to the provisions of the POSH Act, the POSH Rules and any amendments made
thereunder. In respect of any matters relating to sexual harassment which are not explicitly covered in
this Policy but is provided under the law, including, but not limited to, the definition of various terms,
then the relevant provisions of the POSH Act will be applicable. In case of any conflict between the
Policy and the law, the law shall prevail.

This Policy provides for protection against sexual harassment at workplace and also the prevention
and redressal of complaints of sexual harassment and all matters related thereto.

APPLICABILITY AND SCOPE

This Policy extends to all employees of the Company, including permanent management, workers and
individuals employed on regular, temporary, trainee or consultant basis. It also extends to employees
working on contract basis, whether at the workplace or at client sites, as well as those engaged on ad-
hoc or daily wage basis. This includes employees hired directly or through an agent, or contractor
regardless of whether they receive remuneration. This Policy covers both individuals working on a
voluntary basis, with or without express or implied terms of employment.

This Policy shall be deemed to be incorporated in the service conditions of all the Employees of the
Company.

In addition to the above, this Policy also extends to those who are not Employees of the Company but
may be affected in the course of any activity related to the work of the Company or carried out within

the premises used for execution of the Company’s work or day-to-day operations.
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These could include customers, visitors, vendors, suppliers, external consultants, training experts,

interns, candidates participating in job interviews and recruitment process, etc.

It is clarified that though the law governing this Policy is gender specific and is designed for women
stakeholders of workplaces, this Policy, as adopted by the Company, is gender neutral in its approach
and will accept sexual harassment at workplace complaints from all genders.

This Policy is also applicable in case of any romantic relationships between the Employees.
Employees are mandated to disclose any romantic relationship developed with a colleague to the HR
department immediately, especially if it involves a supervisor-subordinate dynamic. This disclosure is
necessary to manage potential conflicts of interest and ensures transparency in professional
interactions.

The scope of this Policy extends to various locations defined as “workplace” in the present Policy and
includes all offices, branches, departments and units of the Company as well as external locations
used for the purposes of Company’s operation.

DEFINITION

(a) “Aggrieved person” means
(i) in relation to a workplace, is a person, of any age and gender, who alleges to have been
subjected to any act of sexual harassment by the Respondent;
(i) It also includes third party customers, service providers, vendors or other stakeholders of the
Company visiting the workplace of the Company.

(b) “Complainant” shall mean any aggrieved person or a person authorized by the Aggrieved person
who has lodged a complaint of sexual harassment at the workplace and has been subjected to
any act of sexual harassment by another employee includes such other person as laid down.

(c) Employee” means a person employed at a 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 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. It includes a
professional/ consultant engaged on a retainer basis for providing consultancy services, a contract
worker, probationer, trainee, apprentice or called by any other such name.

(d) “Employer” means a person responsible for the management, supervision and control of the
workplace. It includes the Company’s Managing Director/Director/ or such other officers or
nominees as may be authorized by the Company.

(e) “Internal Committee” means and includes an Internal committee constituted under Section 4 of
the POSH Act and this Policy.

() “Management’ means the Company’s Managing Director/Director/ or such other officer or
nominees including Head of Human Resource (“HR”) as may be authorized on this behalf by the

Managing Director/Director of the Company.

(9) “Respondent” shall mean any Employee against whom the complaint for sexual harassment has
been lodged.

(h) “Member” means a Member of the Internal Committee or the Local Committee, as the case may
be.
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(i) “Sexual Harassment” is a broad term and shall include one or a series of incidents which 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 of the Company and someone that the Employee deals with within the course of their
work who is not employed by the Company. Sexual harassment can happen regardless of the
individuals’ gender, gender identity, or gender expression and can, for example, occur between
same-sex individuals as well as between opposite sex individuals, and does not require that the
harassing conduct be motivated by sexual desire.

Sexual Harassment includes any one or more of the following unwelcome acts or behaviour
(whether directly or by implication), but is not limited to:
1. Any unwelcome sexually determined behaviour, or pattern of conduct, that would cause
discomfort and/or humiliate a person at whom the behaviour or conduct was directed namely:

a) unwelcome sexual advances involving verbal, nonverbal, or physical conduct, implicit or
explicit;

b) physical contact and advances including (but not limited to) touching, stalking, sounds that
have explicit and /or implicit sexual connotation /overtones, molestation.

c) teasing, voyeurism, innuendos and taunts with implicit sexual connotation, physical
confinement and /or touching against one’s will or an act likely to intrude upon one’s
privacy.

d) demand or request for sexual favors.

e) sexually colored remarks or remarks of a sexual nature about a person’s clothing or body;
display of pictures, signs etc. with sexual nature/ connotation / overtones in the work area
and work-related areas.

f)  showing pornography, making or posting vulgar / indecent / sexual pranks, teasing, jokes,
demeaning or offensive pictures, cartoons or other materials through email, SMS, MMS,
gestures etc.

g) repeatedly asking to socialize during off-duty hours or continued expressions of sexual
interest against a person’s wishes.

h) giving gifts or leaving objects that are sexually suggestive.

i) persistent watching, following, and contacting of person.

j) any other unwelcome physical, verbal or non-verbal conduct of a sexual nature.

The following circumstances, among other circumstances, if it occurs or is present in relation to or
connected with any act or behaviors may amount to Sexual Harassment:

i. Implied or explicit promise of preferential treatment in the employment; or

i. Implied or explicit threat of detrimental treatment in the employment; or

iii. Implied or explicit threats about the present or future employment status; or

iv. Interference with work or creating an intimidating or offensive or hostile environment for

the Employee; or
v. Humiliating treatment likely to affect health or safety.

An alleged act of Sexual Harassment committed during or outside of office hours falls under the
purview of this policy. Further, it is important to note that whether harassment has occurred or not
does not depend on the intention of the Respondent but on the experience of the Aggrieved
Person.

Sexual Harassment also include instances which have been laid down by applicable law either by

way of enactment or by other means such as judgements or can be perceived as Sexual
Harassment within the framework of law, or to further the objective of the law.
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inquiry process, recommendations of the IC and all other matters discussed related thereto to the
extent practicable and appropriate under the circumstances.

All records of complaints, including contents of meeting, results of investigations and other relevant
material will be kept confidential by the Company except where disclosure is required under
disciplinary or other remedial processes.

AWARENESS
Awareness sessions shall be organized to:

a. disseminate an internal policy on prevention, prohibition and redressal of Sexual Harassment
at Workplace intended to promote gender sensitive safe spaces and remove underlying
factors that contribute towards a hostile work environment against Employees.
carry out orientation programs and seminars for the Members of the Internal Committee.
conduct capacity building and skill building programs for the Members of the Internal
Committee.

d. conduct workshops and awareness programs for sensitizing the Employees to the provisions
of the PoSH Act, and internal policy on prevention, prohibition and redressal of Sexual
Harassment at Workplace.

CONCLUSION

All Employees of the Company have a personal responsibility to ensure that their behavior is not
contrary to this Policy. All Employees are encouraged to reinforce the maintenance of a work
environment free from Sexual Harassment. In conclusion, the Company reiterates its commitment to
provide for its Employees, a Workplace free from harassment/discrimination and where every
Employee is treated with dignity and respect.

This policy was formally endorsed and adopted at the 4t Board of Directors Meeting of the 2025
Financial Year, which took place on 30" April 2025, and it replaces all previous iterations of the policy.

For and on behalf of Burkert India Private Limited,
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Mir Sadiq KHAN Marco Ivan STEINEMANN
Director Director
DIN: 10565026 DIN: 08383499
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