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Date: 14.01.2023

To,

The Manager- Listing,

National Stock Exchange of India Limited
Exchange Plaza, Bandra Kurla Complex,
Bandra East, Mumbai-400051

Dear Sir/Madam,

Sub: Outcome of Audit Committee and Board Meeting held on 14" January, 2023.

Ref.: Regulations 30 and other applicable provisions of SEBI (Listing Obligations and Disclosure
Requirements) Regulations, 2015.

This is to inform you that the Board of Directors of the Company, at its meeting held today, 14th of January,
2023 has considered the following points:

L Evaluated the possibility of a De-merger/restructuring involving the Company upon consideration of
the recommendations of Audit Committee, inter alia, has considered and approved the following items:

Sr. Particulars
No.

To consider and approved the “Proposal of Arrangement for Demerger” under Sections 230 to 232
1 of the Companies Act, 2013 between Shuddhi Lifecare Private Limited ("Demerged Company")
and Jeena Sikho Lifecare Limited ("Resulting Company") and their respective shareholders.

2 To consider and approve the appointment of M/s Vikas Verma & Associates, Company Secretaries
having FRN P2012DE081400 for obtaining expert legal advice in respect of Proposal of
Arrangement for Demerger under Section 230 to 232 of the Companies Act, 2013.

3. To consider and approve the appointment of “Fast Track Finsec Private Limited” (SEBI Registered
Merchant Banker) for the purpose of giving “Fairness Opinion” related to the Arrangement for
Demerger.

4 To consider and approve the appointment of Ms. Lopa Verma as Independent Registered Valuer

(IBBI/RV/03/2022/14896) for the purpose of Valuation in relation to above Scheme.

II.  Considered and approved the revised Whistle Blower Policy and Policy on Prevention of Sexual
Harassment Of Woman At Work Place. The revised policies are annexed hereunder.
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You are requested to take the above information on your records and disseminate the same on your website.

Thanking You,

For and on behalf of Board of
Jeena Sikho Lifecare Limited

Digitally signed

MAN |SH by MANISH
GROVER
GROVER Dpate:2023.01.14

16:07:11 +05'30'
Manish Grover
Managing Director
DIN: 07557886



JEENA SIKHO LIFECARE LIMITED

(SCO 11, FIRST FLOOR, KALGIDHAR ENCLAVE, BALTANA, ZIRAKPUR, MOHALI,
PUNJAB- 140604)

CIN: L52601PB2017PLC046545

WHISTLE BOWLER POLICY

Approved by Board of Directors at its meeting held on
January 14, 2023.
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Name of the Company Jeena Sikho Lifecare Limited

Programme Title The Whistle Blower Policy
Policy Type Compliance
Category Country specific policy - Applicable to Indian

operations of Jeena Sikho Lifecare Limited
(“the Company”)

Coverage All employees and Directors and Third parties

who may wish to report a concern related to
a potential violation of the Company Code of
Conduct

BACKGROUND

Section 177 of the Companies Act, 2013 (‘Act, 2013’ requires every listed
company to establish a vigil mechanism for the directors and employees to report
genuine concerns. Such a vigil mechanism shall provide for adequate safeguards
against victimization of persons who use such mechanism and make provision
for direct access to the chairperson of the Audit Committee in appropriate or
exceptional cases.

Regulation 22 of SEBI (Listing Obligation and Disclosure Requirements)
Regulations, 2015 (‘Listing Regulations, 2015’) mandates all listed companies to
formulate a vigil mechanism for directors and employees to report genuine
concerns to the management.

Jeena Sikho Lifecare Limited (herein after referred to as “the Company”), always
emphasized on maintaining high integrity and ethical standards. Accordingly, the
employees of the Company are expected to carry out their professional conducts
with the same level of integrity and ethical standards. The Company believes in
maintaining transparency and fairness to promote ethics and best corporate
governance practices.

The Company has adopted a “Code of Conduct for Board Members and Senior
Management Personnel" (“the Code”) pursuant to Regulation 17 (5) (a) of Listing
Regulations, 2015, which lays down the principles and standards that should
govern the actions of the Board members and Senior Management Personnel. The
Company also has a separate Code of Conduct for all its employees. Any actual
or potential violation of these Codes, howsoever insignificant or perceived as
such, would be a matter of serious concern for the Company. Accordingly, in
order to provide ease and sense of security to employees of the Company while
reporting such violations and to express their concerns, a need for friendly,
secured and approachable system is felt by the Company.
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DEFINITION

o “Alleged Wrongful Conduct” shall mean violation of law, misuse or abuse of
authority, fraud or suspected fraud, any deliberate concealment of such abuse of
fraud, infringement of Company’s rules, misappropriation of funds, substantial
and specific danger to public health and safety or violation of the Company’s
Code.

o “Audit Committee” means a Committee constituted by the Board of Directors of
the Company under Section 177 of Act, 2013 read with Regulation 18 of the
Listing Regulations, 2015.

e “Board” means the Board of Directors of the Company.

e “Codes” means Codes of Conduct for Directors, Senior Management Personnel
and Employees of the Jeena Sikho Lifecare Limited.

e “Company” means Jeena Sikho Lifecare Limited.

o “Director” means the directors, including those who have been in the capacity of
directors during the past 3 years, of the Company.

o “Disciplinary Action” means any action that can be taken on the completion of
/during the investigation proceedings including but not limited to a warning,
imposition of fine, suspension from official duties or any such action as is deemed
to be fit considering the gravity of the matter.

e “Employee” means every employee of the Company (wWhether working in India or
abroad)

o “Protected Disclosure” means a concern raised by a written communication
made in good faith that discloses or demonstrates information that may evidence
unethical or improper activity. Protected Disclosures should be factual and not
speculative in nature.

o “Whistle blower” is someone who makes a Protected Disclosure under this Policy.

o “Whistle Officer” means an officer who is nominated/ appointed to conduct
detailed investigation of the protected disclosure received from the whistle blower
and recommend disciplinary action. Currently, the Company Secretary is
nominated as Whistle Officer.

e Whistle Committee” or “Committee” means a Committee of persons who are
nominated /appointed to conduct detailed investigation of the disclosure received
from the whistle blower and recommend disciplinary action. The Committee, if
appointed, should include Senior Level Officers of Personnel & Admin, Internal
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Audit and a representative of the Company / Division/ Department where the
alleged malpractice has occurred.

e “Good Faith”: An employee shall be deemed to be communicating in ‘good faith’
if there is a reasonable basis for communication of unethical and improper
practices or any other alleged wrongful conduct. Good Faith shall be deemed
lacking when the employee does not have personal knowledge on a factual basis
for the communication or where the employee knew or reasonably should have
known that the communication about the unethical and improper practices or
alleged wrongful conduct is malicious, false or frivolous

OBJECTIVE OF THIS POLICY:

The objective of this policy is to articulate the Company’s point of view on whistle
blowing, the process, and the procedure to strengthen whistle blowing mechanism at
the Company.

1. To encourage the employees and other parties to report unethical behaviors,
malpractices, wrongful conduct, fraud, violation of the company’s policies &
Values, violation of law by any employee of Jeena Sikho without any fear of
retaliation.

2. To build and strengthen a culture of transparency and trust within the
organization.

COVERAGE OF THE POLICY
e This policy is applicable to all the Units/Zones in India, including all employees
and Directors.

e This policy is equally applicable to Third parties to report a concern related to a
potential violation of the Company Code of Conduct.

WHO IS A WHISTLE BLOWER?

Any Employee or Director who discloses or demonstrates an evidence of an unethical
activity or any conduct that may constitute breach of the Company’s Code of Conduct
or Group Values. This whistleblower has come to the decision to make a disclosure or
express a genuine concern /grievance/allegations, after a lot of thought.

APPLICABILITY

This policy applies to all the employees of Jeena Sikho (including outsourced, temporary
and on contract personnel), ex-employees, stakeholders of the Company, including
Vendors (hereinafter referred to as ‘Whistle Blower’). This policy encourages all the
Whistle Blowers to report any kind of misuse of company’s properties, mismanagement
or wrongful conduct prevailing/executed in the company, which the whistleblower in
good faith, believes, evidences any of the following:

1. Violation of any law or regulations, policies including but not limited to
corruption, bribery, Theft, fraud, coercion and willful omission.

2. Rebating of Commission/benefit or conflict of interest.

3. Procurement frauds.
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Mismanagement, Gross wastage or misappropriation of company funds/assets.
Manipulation of Company data/records.

Misappropriating cash/company assets; leaking confidential or proprietary
information.

Unofficial use of Company’s property/human assets.

Activities violating Company policies. (Including Code of Conduct)

. A substantial and specific danger to public health and safety.

0. An abuse of authority or fraud

1. An act of discrimination or sexual harassment *.
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*The above list is illustrative and should not be considered as exhaustive.

SCOPE OF THE POLICY

This policy applies to all the Stakeholders of the Company excluding the shareholders
of the Company who have a mechanism to report their concerns to the Company
through Investor Grievance mechanism as laid down under the SEBI (Listing
Obligations and Disclosure Requirements) Regulations, 2015.

The policy applies to Alleged Wrongful Act that affects the stakeholders including, but
not limited to:

Any unlawful act whether civil or criminal;

Non-compliance with the Company’s internal or external by-laws and regulations;
Corruption, including bribery and money laundering;

Fraudulent practices, such as theft, tampering with the books and records of the
Company, damaging the property/ asset of the Company;

Breach of business practices and the Code;

Dissemination of confidential information Communication and/ or misuse of
unpublished price sensitive information of the Company

Using of Company’s information and records for personal benefits

Misuse or abuse of authority

Any other unethical practices and events which have taken place / suspected to
have taken place, fraud or suspected fraud, violation of company rules,
manipulations, negligence causing danger to public health and safety,
misappropriation of monies and other matters or activity on account of which the
interest of the Company is affected.
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This Vigil Mechanism neither releases employees from their duty of confidentiality in
the course of their work nor can it be used as a route for raising malicious or unfounded
allegations against people in authority and / or colleagues in general.

CONSTITUTION OF THE WHISTLE BLOWER COMMITTEE

The Whistle Blower Committee shall comprise of the members as mentioned below.

S. No. Name Designation Committee
Designation
1 Suraj Kumar Choudhary Independent Chairman of Audit
Director Head
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2 Nanak Chand CFO Whistle Officer
3 Rishabh Kapoor Legal Advisor Vigilance & Ethics
Officer
4 Akansha Jain HR Head Member
S Bhavna Grover Director Member
PROTECTION

The process is designed to offer protection to the whistleblower (employees and directors)
provided that the disclosure made / concern raised / allegations made (“complaint”) by
a whistleblower is in good faith and the alleged action or non-action constitutes a
genuine and serious breach of what is laid down in the Group Values and/or Company’s
Code of Conduct.

The Company affirms that it will not allow any whistleblower to be victimized for making
any complaint. Any kind of victimization of the whistleblower brought to the notice of
the Value Standards Committee will be treated as an act warranting disciplinary action.

As a Company, we condemn any kind of discrimination, harassment, victimization or
any other unfair employment practice adopted against the whistleblowers. Complete
protection will be given to the whistleblowers against any unfair practices like
retaliation, threat or intimidation or termination/suspension of service, disciplinary
action, transfer, demotion, refusal of promotion, or the like including any direct or
indirect use of authority to obstruct the whistleblower’s right to continue to perform
his/her duties/functions in a free and fair manner.

REPORTING IN GOOD FAITH
Every Whistle Blower is expected to read and understand this policy.

However, if a complaint, after an investigation proves to be frivolous, malicious or made
with ulterior intent/motive, the Value Standards Committee should take appropriate
disciplinary or legal action against the concerned whistleblower.

LIST OF EXCLUSIONS
The following types of complaints will ordinarily not be considered and taken up:

1. Complaints that are Illegible, if handwritten

2. Complaints that are Trivial or frivolous in nature

3. Matters which are pending before a court of Law, State, National Human Rights
Commission, Tribunal or any other judiciary or sub judiciary body

4. Any matter that is very old from the date on which the act constituting violation,
is alleged to have been committed

S. Issue raised, relates to service matters or personal grievance (such as increment,

promotion, appraisal etc) also any customer/product related grievance.

DEALING WITH ANONYMITY
A whistleblower may choose to keep his/her identity anonymous. In such cases, the
complaint should be accompanied with strong evidence and data.
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CONFIDENTIALITY

The Value Standards Committee will treat all complaints in a confidential and sensitive
manner. In specific cases where the criticality and necessity of disclosing the identity of
the whistleblower is important, it may be disclosed, on a ‘need-to-know-basis’, during
the investigation process and only with the prior approval of the whistleblower.

PROCEDURE

a.

All Protected Disclosures should be reported in writing or verbal mode of
communication prescribed under this policy, by the Whistle Blower as soon as
possible after the Whistle Blower becomes aware of the same.

The Protected Disclosure should be submitted along with the evidence in a closed
and secured envelope.

Alternatively, the same can also be sent through email with the subject “Protected
disclosure under the Whistle Blower policy” at
whistleblower@jeenasikholifecare.net or by filling the Whistle Blower Form
available in the Whistle Blower Section on the Website of the Company i.e.
jeenasikho.co.in. If the Protected Disclosure is not super scribed and closed as
mentioned above, it will not be possible for the Audit Committee to protect the
Whistle Blower and the Protected Disclosure will be dealt with as if a normal
disclosure.

Verbal disclosures submitted shall be recorded by the Vigilance & Ethics Officer
in the prescribed format by the Whistle Blower Committee and as may be altered
from time to time.

The Protected Disclosure raised should include the following:

a. Nature of Alleged Wrongful Conduct

b. Name of the person, if any, against whom the complaint is lodged,;

c. Branch / Location where the concern observed;

d. Detailed description of the event;

e. Supporting evidence, if any.

The Vigilance and Ethics Officer shall assure that in case any further clarification
is required he will get in touch with the Whistle Blower.

Anonymous / Pseudonymous disclosure shall not be entertained by the Vigilance
and Ethics Officer. However, recording of receipt of such anonymous disclosures
shall be done in similar manner as a normal disclosure under this policy.

The Protected Disclosure should be forwarded under a covering letter signed by
the Whistle Blower. The Vigilance and Ethics Officer / Chairman of the Audit
Committee/ CEO or Chairman of the Company as the case may be, shall detach
the covering letter bearing the identity of the Whistle Blower and process only the
Protected Disclosure.

All Protected Disclosures should be addressed to the Vigilance and Ethics Officer
of the Company or to the Chairman of the Audit Committee or to the CEO or
Chairman of the Company in exceptional cases.

Protected Disclosure against the Vigilance and Ethics Officer should be
addressed to the Chairman of the Company and the Protected Disclosure against
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the Chairman/ CEO of the Company should be addressed to the Chairman of the
Audit Committee.

The contact details of the Vigilance and Ethics Officer, Chairman, CFO of the
Company and the Chairman of the Audit Committee are as under:

Name Designation Email ID
Suraj Kumar Chairman of Audit whistleblower@jeenasikholifecare.net
Choudhary Committee
Rishabh Kapoor Vigilance and Ethics | legal@jeenasikho.co.in

Officer

Nanak Chand CFO nanak.chand@jeenasikho.co.in
Bhavna Grover Director whistleblower@jeenasikholifecare.net
Akansha Jain HR Head akansha.jain@jeenasikho.co.in

On receipt of the Protected Disclosure the Vigilance and Ethics Officer /
Chairman/ CEO of the Company/ Chairman of the Audit Committee, as the case
may be, shall make a record of the Protected Disclosure and also ascertain from
the Whistle Blower whether he was the person who made the Protected Disclosure
or not. He shall also carry out initial investigation either himself or by involving
any other Officer of the Company or an outside agency before referring the matter
to the Audit Committee of the Company for further appropriate investigation and
needful action.

The record will include:

. Brief facts;

. Whether the same Protected Disclosure was raised previously by anyone,
and if so, the outcome thereof;

. Whether the same Protected Disclosure was raised previously on the same
subject;

. Whether the Whistle blower has raised any other genuine Protected
Disclosure in the past, and if so, the outcome thereof;

. Details of actions taken by Vigilance and Ethics Officer / Chairman/ CEO
for processing the complaint.

. Findings of the Audit Committee

. The recommendations of the Audit Committee/ other action(s).

. The Audit Committee, if deems fit, may call for further information or particulars
from the Whistle Blower.

INVESTIGATION

» All protected disclosures under this Policy will be recorded and thoroughly

investigated. The Audit Committee may investigate and may at its discretion
consider involving any other Officer of the Company and/ or an outside agency
for the purpose of investigation.
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In case the Subject is the Chairman/CEO of the Company, the Chairman of the
Audit Committee after examining the Protected Disclosure shall forward the
Protected Disclosure to other members of the Audit Committee if deemed fit. The
Audit Committee shall appropriately and expeditiously investigate the Protected
Disclosure.

The decision to conduct an investigation is by itself not an accusation and is to
be treated as a neutral fact finding process.

Within 7 days of receipt of Protected Disclosure, the Whistle Blower shall be
responded and more information or clarification be sought from him. While doing
so, Vigilance and Ethics Officer shall ensure that his identity remains unraveled.
Vigilance and Ethics Officer may check with the Whistle Blower if he is willing to
disclose his identity to make the communication process smooth, direct, more
meaningful and less time consuming. Depending on the Whistle Blower
willingness to disclose his identity, the Audit Committee members or the officials
authorised to conduct investigation shall meet him.

Subject(s) will normally be informed in writing of the allegations at the outset of
a formal investigation and have opportunities for providing their inputs during
the investigation.

Subject(s) shall have a duty to co-operate with the Audit Committee or any of the
Officers appointed by it in this regard.

Subject(s) have a right to consult with a person or persons of their choice, other
than the Vigilance and Ethics Officer / Investigators and/or members of the Audit
Committee and/or the Whistle Blower.

Subject(s) have a responsibility not to interfere in the investigation. Evidence
shall not be withheld, destroyed or tampered with and witness shall not be
influenced, coached, threatened or intimidated by the Subject(s).

Unless there are compelling reasons not to do so, subject(s) will be given the
opportunity to respond to material findings contained in the investigation report.

No allegation of wrong doing against a Subject(s) shall be considered as
maintainable unless there is good evidence in support of the allegation. Required
confidentiality shall be maintained such that the reputation of the Subject(s) is
not impacted merely based upon the allegation and in the course of investigation.

Subject(s) have a right to be informed of the outcome of the investigations. If
allegations are not sustained, the Subject(s) should be consulted as to whether
public disclosure of the investigation results would be in the best interest of the
Subject and the Company.

The investigation shall be completed normally within 90 days of the receipt of the
Protected Disclosure and is extendable by such period as the Audit Committee
deems fit.
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DECISION & REPORTING

v If an investigation leads the Vigilance and Ethics Officer / Chairman of the Audit
Committee to conclude that an improper or unethical act has been committed,
the Vigilance and Ethics Officer / Chairman of the Audit Committee shall
recommend to the management of the Company to take such disciplinary or
corrective action as he may deem fit. It is clarified that any disciplinary or
corrective action initiated against the Subject as a result of the findings of an
investigation pursuant to this Policy shall adhere to the applicable personnel or
staff conduct and disciplinary procedures.

v" The Vigilance and Ethics Officer shall submit a report to the Chairman of the
Audit Committee on a regular basis about all Protected Disclosures referred to
him/her since the last report together with the results of investigations, if any.

v If the report of investigation is not to the satisfaction of the Whistle Blower, the
Whistle Blower has the right to report the event to the Whistle Blower Committee
or Audit Committee, as the case may be and if still aggrieved, may take up the
concern to appropriate legal or investigating agency.

v' A Whistle Blower who makes false allegations which are misleading, malafide or
backed with negative motives, ill-behavior of unethical & improper practices or
about alleged wrongful conduct of the subject to the Vigilance and Ethics Officer
or the Audit Committee shall be subject to appropriate disciplinary action as
decided by Audit Committee.

v' The decision of the Audit Committee shall be final and binding, if opted by the
Whistle Blower to file the concern to them for investigation.

SECRECY/CONFIDENTIALITY

The Whistle Blower, Vigilance and Ethics Officer, Members of Audit Committee, the
Subject and everybody involved in the process shall:

+ Maintain confidentiality of all matters under this Policy.

+ Discuss only to the extent or with those persons as required under this policy
for completing the process of investigations. Not keep the papers unattended
anywhere at any time.

+ Keep the electronic mails / files under password.

+ Information with respect to the allegation and investigation shall not be
disclosed unless the same is proved.

COMMUNICATION

A whistle Blower mechanism cannot be effective unless it is properly communicated
to stakeholders. The mechanism shall be communicated to stakeholders in the
manner as may be suitable to the Company. Also, such policy shall be published on
the website of the Company.

JSLL Page 10




RETENTION OF DOCUMENTS

All Protected disclosures in writing or documented along with the results of
Investigation relating thereto, shall be retained by the Company for a period of 8
(eight) years or such other period as specified by any other law in force, whichever is
more. However, if the matter of Investigation relating thereto is sub-judice or pending
before any Court, tribunal or forum then any such Protected Disclosures or
document relating thereto may be preserved for a period longer than specified above.

ADMINISTRATION AND REVIEW OF THE POLICY

+ The Audit Committee shall be responsible for the administration,
interpretation, application and review of this policy. Audit Committee also shall
be empowered to bring about necessary changes to this Policy, if required at
any stage with the concurrence of the Board.

s A quarterly status report on the total number of complaints received, if any
during the period with summary of the findings of Vigilance & Ethics Officer or
the Chairman of Audit the Committee and corrective steps taken should be sent
to the Audit Committee of the Company.

AMENDMENT

4 The Company reserves its right to amend or modify this Policy in whole or in
part, at any time without assigning any reason whatsoever, in accordance with
the provisions of the law, as may be applicable from time to time.

4 In the event of any subsequent modification, amendment, alteration or change
in the provisions of law, this policy shall stand amended to such amended,
modified, altered provision of law and the entire policy shall not be regarded as
unlawful or void.

4 The amended Policy shall be posted on the website of the Company.

Digitally signed

MANISH geve™
GROVER 253301 14

16:07:42 +05'30'
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PROTECTED DISCLOSURE

Name of the Complainant e

Address of the Complainant e

Contact O et aeaes
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Subject of the Complaint e

Name of the person involved In ... e
the fraud

Unit/Location where incident is  ....oiii i e
observed

Brief Description of the fraud .o e
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Signature

Position /Designation
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JEENA SIKHO LIFECARE LIMITED

(SCO 11, FIRST FLOOR, KALGIDHAR ENCLAVE, BALTANA, ZIRAKPUR, MOHALI,
PUNJAB- 140604)

CIN: L52601PB2017PLC046545

POLICY ONPREVENTION OF SEXUAL
HARASSMENT OF WOMAN AT WORK PLACE

Approved by Board of Directors at its meeting held on
January 14, 2023.
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OBJECTIVE

Jeena Sikho Lifecare Limited (Jeena Sikho) is committed to creating a safe work
environment that is free from any form of sexual harassment and where all employees
are treated with dignity and respect. Jeena Sikho is dedicated to maintain an
environment which is free from coercion and intimidation.

Jeena Sikho shall adopt certain procedures and guidelines to govern cases against
sexual harassment. The procedure has been provided below in Jeena Sikho’s policy
against sexual harassment (“Policy”).

All allegations of sexual harassment shall be taken seriously by Jeena Sikho and shall
be governed by this Policy.

This Policy extends to all employees of Jeena Sikho and is deemed to be incorporated in
the service conditions of all employees and comes into effect immediately.

1. APPLICABILITY AND MODES OF PRESERVATION

Purpose of this policy is to provide protection against sexual harassment of women at
workplace and the prevention and redressal of complaints of sexual harassment and
matters related to it.

This policy extends to all employees including individuals coming to the workplace for
employment or for any other purpose whatsoever including but not limited to visitors,
vendors, contractual resources, secondees and applies to any alleged act of sexual
harassment against persons at workplace, whether the incident has occurred during or
beyond office hours.

This policy does not prevent any aggrieved person from taking recourse to the law
of the land.

2. DEFINITIONS
> “Aggrieved Individual” means in relation to a workplace, 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.

> “Complainant” is any aggrieved individual (including a representative as more
fully described under Rule 6 of the said Rules, if the aggrieved individual is
unable to make a complaint on account of his/her physical or mental incapacity
or death or otherwise) who makes a complaint alleging Sexual Harassment under
this Policy.

> “Employee” as defined under the Act and means a person employed with the
Company for any work on permanent, temporary, part-time, ad-hoc or daily wage
basis, either directly or through an agent, including a contractor, who 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 expressed or implied and includes a co-worker, a contract
worker, probationer, trainee, apprentice or called by any other such name.
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“Employer” means person who are responsible for management, supervision and
control of the workplace including appointment/removal/termination of
employees and will include ‘Director and General Manager’, ‘Chief People Officer
(CPO)’ and ‘Chief Operating Officer (COO).

“Member” means a member of the POSH Committee.

“POSH Act” means Sexual Harassment of Women at Work Place (Prevention,
Prohibition and Redressal) Act, 2013.

“POSH Committee” means the committee established under the Act.

“Presiding officer” means the presiding officer of the POSH Committee and shall
be a woman employed at a senior level at the workplace amongst the employees.

‘Respondent” means a person against whom a complaint of alleging sexual
harassment has been made under this policy.

“Parties” means collectively the complainant and the respondent.

“Sexual Harassment” includes any one or more of the following unwelcome acts
of behavior (whether directly or by implication):

A. Any unwelcome sexually determined behavior or pattern of conduct that
would cause discomfort and/or humiliation to a person at whom the behavior
or conduct was directed namely -

(i) Physical contact and advances;

(ii) Demand or request for sexual favours;

(ii) making sexually coloured remarks or remarks of sexual nature about
a person’s clothing or body;

(iv) showing pornography;

(V) Any other unwelcome physical, visual, verbal or non-verbal conduct of

sexual nature including but not limited to cat-call, wolf/finger whistle,
vulgar/indecent jokes, letters, phone calls, text messages, e-mails,
gestures etc.

Sexual harassment can involve a series of incidents or it can be a one-off
occurrence.

B. The following circumstances, among other circumstances, if it occurs or is
present in relation to connected with any act or behavior of sexual harassment
may amount to sexual harassment: -

DS

» Implied or explicit promise of preferential treatment in employment; or
Implied or explicit threat of detrimental treatment in employment; or
Implied or explicit threat about the present or future employment
status; or

% Interference with work or creating an intimidating or offensive or
hostile work environment for the person; or

X3
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>

3.

+ Humiliating treatment affecting any person’s health or safety.

“Workplace” means establishments, enterprises, institutions, offices, branches,
premises, locations or units established, owned, controlled by the Company or
places visited by the employees out of or during the course of employment
including accommodation, transportation provided by the employer for
undertaking such journey.

COMPOSITION OF THE POSH COMMITTEE

Pursuant to the relevant provisions of the Act, a POSH Committee ) has been constituted
to prevent instances of sexual harassment and to receive and effectively deal with
complaints pertaining to the same.. The details of the committee is notified to all
employees at the location (Workplace).

v

v
v

Presiding officer: a woman employed at a senior level in the organization or work
place.

At least 2 members from amongst employees

One External Member, familiar with the issues relating to sexual harassment.

Bhavna Grover Presiding Officer Whole Time Director
Shreya Grover Member Director

Akansha Jain Member HR Head

Rishabh Kapoor Member Legal Advisor

Suraj Kumar Choudhary Member Independent Director

The committee is responsible for:

Appointing such other Committee Members as necessary and setting up separate
Internal Complaints Committees at different branches of the Company.
Receiving complaints of sexual harassment at the workplace

Initiating and conducting inquiry as per the established procedure

Submitting findings and recommendations of inquires

Coordinating with the employer in implementing appropriate action

Maintaining strict confidentiality throughout the process as per established
guidelines

Submitting annual reports in the prescribed report

The term of the committee members is 3 years only.

4.

>

COMPLAINT OF SEXUAL HARASSMENT

Any aggrieved individual may make in writing, a complaint of sexual harassment
to the HR Head (Email Id: akansha.jain@jeenasikho.co.in) or to the Company’s
Legal Office (Email Id: legal@jeenasikho.co.in) or directly to the POSH Committee
(Email Id: POSH@jeenasikholifecare.net) within a period of three (3) months from
the date of incident and in case of more than one incident, within a period of
three (3) months from the date of last incident. Complaints arising of incidents
more than three (3) months old shall not be accepted.

JSLL

Page 4




» However, the POSH Committee may, for reasons to be recorded in writing, extend
such time limit of filing complaint up to further 3 months, if it is satisfied that
bonafide circumstances prevented the aggrieved individual from filing complaint
within the time limit mentioned in point (1) hereinabove. The complaint should
clearly mention name and available details of both the aggrieved person and the
respondent. Anonymous or pseudonymous complaints will not be investigated.

» Where the aggrieved individual is unable to make the complaint on account of
her/his physical or mental incapacity or death or otherwise, his/her
representative, as more fully described under Rule 6 of the said Rules, may make
a complaint.

» The HR Head or Legal Office will officially forward the complaint to the Presiding
Officer of POSH Committee within seven (7) days from the date of making of the
complaint.

» The complainant shall submit six copies of the complaint accompanied by
available supporting documents and relevant details concerning the alleged act
of sexual harassment(s) including names and address of witnesses, if any which
the complainant believes to be true and accurate.

5. REDRESSAL PROCESS

5.1 Conciliation

Before the POSH Committee initiates an inquiry, the complainant may request the POSH
Committee to take steps to resolve the matter through conciliation provided no monetary
settlement shall be made as basis of conciliation. If a settlement has been so arrived,
the POSH Committee shall record the same and forward the same to the Employer and
provide copies of the settlement to the aggrieved individual and the respondent. In such
cases, no further inquiry shall be conducted by the POSH Committee.

5.2 Inquiry
(i) In case where a settlement is not feasible or could not be arrived at through

Conciliation (ref clause 5.1 above), the POSH Committee will conduct an
inquiry into the complaint. Additionally, an inquiry may also be initiated if
the aggrieved person informs the POSH Committee that any terms of
settlement (ref clause 5.1 above) has not been complied with by the
respondent.

(i) The POSH Committee within 7 (seven) working days of receiving the
complaint shall forward one copy thereof to the respondent for obtaining a
response.

(iii) The respondent within 10 (ten) working days of receiving the complaint shall
file his/her reply to the complaint along with list of supporting documents,
names and addresses of witnesses.

(ivy The POSH Committee shall consider the reply from the respondent and
initiate an inquiry. The complainant or the respondent to the complaint shall
not be allowed to bring any legal practitioner to represent them at any stage
of the proceedings before the POSH Committee. POSH Committee shall hear
both the complainant and the respondent on date(s) intimated to them in
advance and the principles of natural justice will be followed accordingly.

(v) In the event of failure to attend personal hearing before POSH Committee by
the complainant or the respondent on three consecutive dates (whether
intimated in advance or not), the POSH Committee shall terminate the inquiry
proceedings or give an ex-parte decision. However, the POSH Committee shall
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serve a notice in writing to the party(ies), 15 (fifteen) days in advance, before
such termination or the ex-parte order.

(vij The inquiry process shall be completed maximum within the period of 90
(ninety) days from the date of receipt of the complaint.

(viij The POSH Committee within 10 (ten) days from the date of completion of
inquiry shall provide a report of its findings to CPO and Managing Director
and such report shall also be forthwith made available to the complainant
and respondent.

(viii) Where the conduct of Sexual Harassment amounts to a specific offence under
the Indian Penal Code (45 of 1860) or under any other law; it shall be the
duty of POSH Committee to immediately inform the complainant of his/her
right to initiate action in accordance with law with the appropriate authority,
and to give advice and guidance regarding the same. Any such action or
proceedings initiated shall be in addition to proceedings initiated and /or any
action taken under this Policy.

5.3 Interim relief

During pendency of the inquiry, on a written request made by the complainant, the
committee may recommend to the employer to:
+ Transfer the aggrieved individual or the respondent to any other workplace; or
+ Grant leave to the aggrieved individual of maximum 3 months, in addition to the
leave he/she would be otherwise entitled; or
+ Grant such other relief to the aggrieved individual as may found to be
appropriate; or
+ Restraint the respondent from reporting on the work performance of the
complainant.

Once the recommendation of interim relief are implemented, CPO shall inform the
committee regarding the same.

5.4 Prohibition on disclosure of information

This policy and the law prohibits any person including POSH Committee Members from
publishing, communicating or making known to the public, press and media in any
manner, contents of the complaint, the identity and addresses of the aggrieved person,
respondent and witnesses, any information relating to conciliation and inquiry
proceedings, or recommendations of the POSH Committee during the proceedings under
the provisions of the Act. Any violation thereto shall also be subject to applicable
disciplinary action as outlined in Employee Handbook. Further CPO shall impose
monetary sanctions as per provisions of the Act and Rules.

5.5 Protection to Complainant

The Company 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 Company will ensure that the victim or witnesses are not
victimized or discriminated against while dealing with complaints of sexual harassment.
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However, anyone who abuses the procedure (for example, by maliciously putting an
allegation knowing it to be untrue and/or produces any forged or misleading document)
will be subject to applicable disciplinary action.

5.6 Appeal
Any person aggrieved by the recommendation of POSH Committee may prefer an appeal

under the relevant provisions of the Act and Rules.

5.7 Disciplinary Proceedings

Pursuant to written recommendation of CPO on the basis of report and findings of POSH
Committee and subject to the final outcome of the appeal proceedings, if any, (ref. clause
5.6 above) necessary disciplinary proceedings may be initiated against the respondent
in terms of the applicable provisions of Employee Handbook of the Company.

5.8 Savings and Repeal

Jeena Sikho Lifecare Limited 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. Jeena Sikho 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 with established malicious intent will be
penalized as outlined above.
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ANNEXURE -1

Sections of the Indian Penal Code (IPC) — Sexual Harassment and Punishment for
Sexual Harassment

Under the Indian Penal Code, the newly introduced Section (Section 354A) which deals
with Sexual Harassment has made this a ‘cognizable offence’i.e. a person charged with
Sexual Harassment may be arrested without a warrant.

(1) A man committing any of the following acts:
(i) physical contact and advances involving unwelcome and explicit sexual
overtures; or
(i) a demand or request for sexual favours; or
(iii) showing pornography against the will of a woman; or
(iv) making sexually coloured remarks, shall be guilty of the offence of sexual
harassment.
(2) Any man who commits the offence specified in clause (i) or clause (ii) or clause

(iii) above, shall be punished with rigorous imprisonment for a term which may
extend to three years, or with fine, or with both.

(3) Any man who commits the offence specified in clause (iv) above shall be punished
with imprisonment of either description (i.e. either simple or rigorous) for a term
which may extend to one year, or with fine, or with both.

In addition to Section 354A set out above, acts of Sexual Harassment may also
constitute other offences under IPC including Section 354 (assault or criminal force to
woman with intent to outrage her modesty), Section 354C (Voyeurism), Section 354D
(Stalking), Section 375 and 376 (Rape) and Section 509 (word, gesture or act intended
to insult the modesty of a woman) of the IPC.
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GRIEVANCE REDRESSAL PROCEDURE

Reporting of Complaint through HR Head or Legal Office

<2

HR Head or Legal Office to officially forward the complaint to Presiding Officer of POSH

Committee within 7 days from the date of making complaint

Conciliation
(on request of the
aggrieved person).

~B-

Settlement is arrived,
recorded by POSH
Committee and is
forwarded to Employer

¢

Copy of settlement award is
sent to Complainant and
Respondent

¢

No further inquiry to
be initiated by POSH

Committee.

¢

End of Process

P

)

4;'7

No settlement is requested
and/or arrived through
conciliation;

OR

Terms of settlement not
complied by Respondent

Any person aggrieved by the
recommendation of POSH
Committee may prefer an appeal
under the relevant provisions of the
Act and Rules of 2013.

POSH Committee examines
the allegation and if the
allegation falls under the
purview of sexual
harassment (incidents not
exceeding 3 months) further
investigation is conducted.

<

POSH Committee forwards copy of
complaint to
Respondent within 7 working days

‘Ii|7

Respondent to file reply to the
complaint within 10 working days of
receiving of the complaint.

Both Complainant and Respondent
are asked to present their case before
POSH Committee

4;'7

POSH Committee conducts a detailed
investigation with the accused and
other individuals. It completes the
inquiry maximum within 90 days of
receipt of complaint.

Based on the report/
findings of POSH
Committee,
disciplinary action
may be recommended
by CPO against the
accused.

The POSH Committee
submits a report along with
its findings to the CPO and
Managing Director within 10
days of completion of inquiry.
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