WHISTLEBLOWER
POLICY

This policy is formulated to encourage employees to feel confident in raising
concerns regarding any malpractice, embezzlement, forgery or any wrongful
conduct adversely affecting the goodwill of the company. This policy also prohibits
managerial officials from taking any adverse personal action against those
employees who have identified the wrong doing.

Policy covering issues /complaints which are in
large public interest not specified to the individuals.
Issues / Complaints that count as whistleblowing
are:

« A criminal offense ie. Fraud or Financial
indiscipline etc.

«  Damaging assets of the Company.

+  Health & Safety in danger due to operational
risk.

«  Risk or actual damage to the Environment

«  Failure to comply with an obligation set out in
local applicable laws

« A miscarriage of justice, incumbent is breaking
rules/regulations/procedures etc.

«  Someone covering up wrongdoing

The Chief Executive Officer is overall responsible
for ensuring implementation of this policy. In the
first instance he may delegates this responsibility
to the Manager HR/Administration.

No person entitled to protection shall be subjected
to retaliation, intimidation, harassment, or other
adverse action for reporting information in
accordance with this Policy. Any person entitled to
protection who believes that he or sheis the subject
of any form of retaliation for such participation
should immediately report the same as a violation
in accordance with this Policy.

An employee of the Company who discloses in
good faith any unethical & improper practices
or alleged wrongful conduct to Manager HR/
Administration or and in exceptional cases Chief
Executive Officer in writing.

Reports should be factual rather than speculative
and contain as much specific information as
possible to help proper investigation.

Identity of the whistleblower will
confidential.

be kept

The Manager HR/Administration will collect full
details/evidences of the complaint to conduct
appropriately and  expeditiously  preliminary

inquiry; the report shall be forwarded to the CEO
if required.

CEO will review the preliminary inquiry report
and may appoint Officer or Committee of Senior
Officials to investigate the matter if deemed
appropriate. Committee shall have right to outline
detailed procedure for an investigation.

The Officer or Committee, as the case may be, shall
have right to call for any information/document
and examination of any employee of the Company
or other person(s), as they may deem appropriate
for the purpose of conducting investigation.

A report shall be prepared after completion
of investigation and submitted to the CEO for
remedies which may inter-alia include:

a) To takes disciplinary action, impose penalty /
punishment as per law, order recovery when
any alleged unethical & improper practice or
wrongful conduct of any employee is proved.

b) Recommend termination or suspension of
any contract or arrangement or transaction
vitiated by such unethical & improper practice
or wrongful conduct.

c) Order for compensation for lost wages,
remuneration or any other benefits, etc.

The decision of the CEO shall be final and binding.

Where it is possible and deemed appropriate,
corrective action may be communicated to the
whistleblower

Manager HR/Administration shall maintain a log of
all reported concerns and complaints, preliminary/
investigation report along with corrective action
and submit quarterly to the HR & R Committee for
review if required by them.

If a whistleblower believes that company has
treated him unfairly, he may decide to take up the
issue /complaint at appropriate legal forum.



