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Myths & Facts 
Myth: Sexual harassment is harmless flirtation; People who object have no sense of humour. 

Fact: Behaviour that is unwelcome cannot be considered harmless or funny. 

Sexual harassment rarely involves flirtation or sincere sexual or social interest. It is defined by 

its impact on the harassed and his/her work environment, not the intent of the harasser. 

 

Myth: Women & Men provoke sexual harassment by the way they dress and behave; decent 

women and men do not get sexually harassed. 

Fact: This is a common way of shifting the blame from the harasser to the harassed. People 

have a right to act, dress and move around freely without the threat of harassment.  

 

Myth: If you ignore harassment it will go away. 

Fact: Research has shown that simply ignoring the behaviour is ineffective; harassers generally 

will not stop of their own accord. When sexual harassment is ignored it is often interpreted as a 

sign of approval or consent. 

 

Myth: I will not be able to compliment someone without being accused of sexual 

harassment. 

Fact: Compliments by themselves are not generally considered sexual harassment, but when in 

doubt, don’t! Remember, sexual harassment is defined by its impact on the harassed and the 

work environment, not the intent of the harasser. 

 

Myth: Only men sexually harass women; men are not sexually harassed. 

Fact: The majority of cases involve men sexually harassing women but that does not mean that 

the myth stands true.  

 

 



Facts 



Policy for Prevention of Sexual Harassment 

Never Grow Up Workshops Private Limited, including SPRD & Yellow Seed Content 

Solutions Private Limited [The Company] 

 

1.0 Objective: 

• To provide a safe working environment at the work place for all 

• To provide protection against sexual harassment of all employees/contractual/ 

temporary staff at workplace and for the prevention & redressal of complaints of sexual 

harassment and for the matters connected therewith and incidental thereto. 

 

2.0 Policy: 

2.1 NGU, SPRD and YS are equal employment opportunity companies and we are 

committed to creating a healthy working environment that enables employees to work 

without fear of prejudice, gender or orientation bias and sexual harassment.                           

The Company also believes that all employees of the Company have the right to be treated 

with dignity. Sexual harassment at the work place [work place -as defined under the Sexual 

Harassment of Women at Workplace ( prevention, Prohibition & Redressal) Act, 2013] (called 

the Act) is a grave offence and is, therefore, punishable. 

 

3.0 SCOPE AND EFFECTIVE DATE 

3.1 This Policy extends to all employees of the Company including any associate 

engaged on fixed term contract, temporary/Short-term contract, probationer, trainee and 

apprentice deployed in the ‘Work Places’ of the company and is deemed to be incorporated 

in the service conditions of all employees / contractual staff concerned and comes into 

effect immediately. 

3.2 Sexual harassment includes any one or more of the following unwelcome acts or 

behaviours (whether directly or by implication) namely: 

     (a) Physical contact and advances; or 

     (b) A demand or request for sexual favours; or 

     (c) Making sexually coloured remarks; or 

     (d) Showing pornography; or 

     (e) Any other unwelcome physical, verbal or non-verbal conduct of sexual nature 

     (f) The following circumstances, among other circumstances, if it occurs or is 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; or 

ii. Implied or explicit threat of detrimental treatment in employment; or 

iii. Implied or explicit threat about present or future employment status; or 

iv. Interference with the work or creating an intimidating or offensive or hostile working 

environment for the employee/contractual/temporary staff; or 

v. Humiliating treatment likely to affect the health or safety of the concerned employee/ 

contractual/temporary staff.  
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4.0 Complaint Redressal Committee (CRC) 

A CRC has been constituted by the Management to consider and redress complaints of 

Sexual Harassment. 

 

4.1 The Presiding Officers of the Complaint Redressal Committee for both companies will be 

Mrs. Shazia Upadhye [Director, Never Grow Up WPL], Mr. Aashutosh Katre [Director, Yellow 

Seed Content Solutions Private Limited] & Mr. Asif Upadhye [Director Never Grow Up WPL] 

In addition, the following external member shall be part of the committee for both companies 

to ensure that proceedings and trials are fair and remain unbiased. 

 

Ms. Pallavi Gupta, [Human Rights Activist, Lawyer, and Advisor on Sexual Harassment at the 

workplace] who can be contacted via email at pallavigupta28@gmail.com directly. 

It is to be noted that Ms. Pallavi Gupta [details below] holds the power of 2 votes in case of a 

tie during a redressal. 

4.2 The Committee shall hold Office for a period of five years from 1st January 2014. 

4.3 A quorum of 3 members is required to be present for the proceedings to take place. 

 

5.0 COMPLAINT PROCESS 

5.1. Any aggrieved person (Complainant) may make, in writing, a complaint of sexual 

harassment at the workplace to the Presiding Officer of the Committee, within a period of 

three months from the date of incident & in case of a series of incidents, within a period of 

three months from the date of last incident. 

5.2. This complaint may be filed online with asif@willnevergrowup.com; The complainant 

may also provide the complaint in writing and sign the same and send the scanned copy of 

the complaint to the aforesaid designated email id for this purpose. 

5.3. At the first meeting, within 2 days of receiving the complaint, the CRC shall hear the 

Complainant and record the allegations. The Complainant can also submit any corroborative 

material with a documentary proof, oral or written material, etc., to substantiate the complaint. 

If the Complainant does not wish to depose personally due to the embarrassment of narration 

of the event, a lady employee /any person acceptable to Complainant shall assist the 

Complainant to record the statement. 

5.4. The CRC may before initiating an inquiry and at the written request of the 

aggrieved Complainant take steps to settle the matter between the Complainant and the 

respondent through conciliation; however, no monetary settlement shall be made as a basis 

of conciliation. 

5.5. During the pendency of an inquiry, on a written request made by the aggrieved 

Complainant, CRC, may recommend to - Transfer the aggrieved complainant or the 

respondent to another company; or Grant leave / such other relief to the aggrieved 

Complainant up to a period of three months as provided under the Act. Leave granted to 

the aggrieved Complainant shall be in addition to the leave she/he would be otherwise 

entitled. 



6. Inquiry & Redressal Process: 

6.6. The CRC shall immediately proceed with the inquiry and communicate the same to 

the Complainant and person against whom the complaint is made. 

6.7. The CRC shall prepare and handover the Statement of Allegation to the person 

against whom complaint is made and give him/her an opportunity to submit a written 

explanation if he so desires within 7 days of receipt of the same. 

6.8. The Complainant shall be provided with a copy of the written explanation submitted 

by the person against whom the complaint is made. 

6.9. If the Complainant or the person against whom complaint is made desires any 

witness/es to be called, they shall communicate in writing to the Committee the names of 

witness/es whom they propose to call. 

6.10. The Committee shall call upon all witnesses mentioned by both the parties. 

6.11. The Committee shall provide every reasonable opportunity to the Complainant and 

to the person against whom complaint is made, for putting forward and defending their 

respective case. 

6.12. The Committee shall complete the ‘Enquiry’ within 15 days. 

6.13. On completion of an Inquiry, the CRC shall provide a report of its findings within a 

period of ten days from the date of completion of the inquiry and such report shall be made 

available to the concerned parties. 

6.14. The report of the Committee shall be treated as an enquiry report on the basis of 

which an erring employee can be awarded appropriate punishment. 

6.15. Where the CRC arrives at the conclusion that the allegation against the respondent 

has not been proved, it shall recommend that no action is required to be taken in the matter. 

6.16. Where the CRC arrives at the conclusion that the allegation against the respondent 

has been proved it shall recommend :- 

6.11.1 To take action for sexual harassment as a misconduct in accordance with the 

provisions of service rules applicable to the respondent or where no service rules apply in 

such manner as deemed fit by CRC as provided under the said Act. 

6.11.2 To deduct, notwithstanding anything in the service rules 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 Complainant) or to the legal heirs of the 

complainant, as it may determine in context of the said Act. 

i. Actions to be initiated in case of inability of respondent to pay such sum to the 

aggrieved woman; CRC would be guided by the said Act. 

6.17. The Committee will maintain a register to endorse the complaint received by it and 

keep the contents confidential, if it is so desired, except to use the same for discreet 

investigation.  
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6.18. The Committee will hold a meeting with the Complainant within five days of the 

receipt of the written complaint, but no later than a week in any case. 

6.19. In the event, the complaint does not fall under the purview of Sexual Harassment or 

the complaint does not mean an offence of Sexual Harassment, the same would be 

dropped after recording the reasons thereof. The decision in this regard of the CRC arrived 

after deliberation would be final & binding on the complainant. 

6.20. Where the CRC arrives at the conclusion that the allegation against the respondent is 

malicious or the aggrieved complainant has made the complaint knowing it to be false or 

the complainant or any other person making the complaint has produced any forged or 

misleading document/evidence, it may recommend to the management to take action 

against the complainant or person who has given forged or misleading evidence. 

6.21. In case the complaint is found to be false, the Complainant shall, if deemed fit, be 

liable for appropriate disciplinary action as advised by the CRC. However a mere inability to 

substantiate a compliant or provide adequate proof would not attract action against the 

complainant as provided under the said Act. 

6.22 Before CRC initiates the inquiry it may try to reconcile the incidence within the parties 

and it would not be monetary. During the conciliation, neither party is allowed to bring in a 

lawyer.  

 

7.0 OTHER POINTS TO BE CONSIDERED 

7.1 The CRC Committee may recommend, action which may include minor or major 

punishment or any of the other appropriate disciplinary action. 

7.2 Where sexual harassment occurs as a result of an act or omission by any third party or 

outsider, the company shall take all steps necessary and reasonable to assist the affected 

person in terms of support and preventive action. 

7.3 In case the CRC Committee finds the degree of offence coverable under the Indian 

Penal Code, then this fact shall be mentioned in its report and appropriate action shall be 

recommended by the CRC, for lodging a Police Complaint. 

7.4 This Policy shall be governed by “The Sexual Harassment of Women at Workplace 

(Prevention, Prohibition and Redressal) Act, 2013” and in case of discrepancy between the 

said Act and this policy, the said Act will prevail. 

8. Confidentiality & Protection against retaliation 

8.1 All information received shall be kept confidential. Any person (including witnesses) who 

breaches confidentiality shall be subject to disciplinary action 

8.2 Regardless of the outcome of the complaint made in good faith, the complainant and 

any person providing information or any witness, will be protected from any form of 

retaliation. While dealing with complaints of sexual harassment, the CRC shall ensure that the 

Complainant or the witness are not victimized or discriminated against by the accused. Any 

unwarranted pressures, retaliatory or any other type of unethical behaviour from the accused 

should be reported by the complainant to the CRC as soon as possible.  
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