VIGIL MECHANISM CALLED
WHISTLE BLOWER POLICY OF
SURYAAMBA SPINNING MILLS LIVIITED

1. PREFACE

o

The Company believes in the conduct of the affairs of its constituents in a fair and
transparent manner by adopting highest standards of professionalism, honesty, integrity and
ethical behaviour.
The Company is committed to developing a culture where it is safe for all employees to
raise concerns about any poor or unacceptable practice and any event ofmisconduct.

As per section 177 of New Companies Act,20l3 and Regulation22(l) of the SEBI (Listing
Obligations and Disclosure Requirements) Regulations,2015 ("Listing Regulations"),
provides, a mandatory requirement, for all listed companies to establish a Vigil mechanisrn
called "Whistle Blower Policy" for employees to report to the management instances of
unethical behaviour, actual or suspected fraud or violation of the Company's code of
conduct or ethics policy.
The purpose of this policy is to provide a framework to promote responsible and secure
whistle blowing. It protects employees wishing to raise a concern about serious
inegularities, unethical behaviour, actual or suspected fraud, or violation of the Company's
code of conduct within the Company.
The policy neither releases employees from their duty of confidentiality in the course of
their work, nor is it a route for taking up a grievance about a personal situation.

2. POLICY AI\D ITS COVERAGE

o

Every employee of the Company or Group is expected to promptly report to the management
any actual or possible violation of the soar's principles of Conduct and Action, The Code of
Conduct for Employees or any other unlawful or unethical or improper practice or act or
activity concerning the Company he/she is employed in by or any other subsidiary of the
Company. The unlawful or unethical or improper practice or act or activity (hereinafter
referred to as an "alleged wrongful conduct") may include, but is not limited to, any of the

following:
1. Abuse

of authority

2. Breach of contract
3. Negligence causing substantial and specific danger to public health and safety

4. Manipulation of company datalrecords
5. Financial inegularities, including fraud, or suspected fraud

6. Criminal offence
7. Pilferation of confi dentiaVpropriety information

8. Deliberate violation of ladregulation

9. Wastage/misappropriation of company funds/assets
10. Breach

of employee Code of Conduct or Rules

I 1. Any other unethical, biased, favoured, imprudent event.

o

3.

No manager, director, department head, or any other employee with authority to make or
materially influence significant personnel decisions shall take or recommend an disciplinary
personnel action against an employee in knowing retaliation for a disclosure of information,
made in good faith, about an alleged wrongful conduct.

DEFINITIONS

1. I'This Policy" or rfPoliciesil
"This Policy" or "Policies" refers to the "Whistle-Blower Policy."
2. Whistle-Blower (WB)
WI| means an Employee making a protected Disclosure under this Policy.

3. ttGroup"
"Group" refers to all the Suryaamba Spinning Mills Limited. Presently there is no subsidiary.
4. ttCompanytt
"Company" refers to each individual Corporate Entity i.e Suryaamba Spinning Mills
constitutes the Group.

Limited that

5. "Protected Disclosure"
"Protected Disclosure" means a concern raised by a wriffen communication made in good faith that
discloses or demonstrates information that may evidence unethical or improper activity.
6.

"Disciplinary Action"

"Disciplinary Action" means any action that can be taken on the completion of / during the
investigation proceedings including but not limiting 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.
7. "Designated Committees"

Whistle Offtcer" or "Committee" means an officer or Committee of persons who is nominated
/appointed to conduct detailed investigation.
"Ombudsperson" will be a Non-Executive Director for the purpose of receiving all complaints under
this Policy and ensuring appropriate action. In the first instance, the Audit commiffee & Board shall
appoint this Ombudsperson.
Chairman of the Audit Committee and /or Chairman of the Company shall have the authority to
change the Ombudsperson from time to time.

8. Good Faith
An employee shall be deemed to be communicating in 'good faith' if there is a reasonable basis for
communication of the alleged wrongful conduct. Good faith shall be deemed lacking when the
employee does not have personal knowledge of or a factual basis for the communication or where the
employee knew or reasonably should have known that the communication about the alleged wrongful
conduct is malicious, false or frivolous.
4. ROLES, RIGHTS AND RESPONSIBILITIES OF'

o

WIIISTLE-BLOWERS

Whistle-Blowers provide initial information based on a reasonable belief that an alleged
wrongful conduct has occurred. The motivation of a whistle-blower is irrelevant to the
consideration of the validity of the allegations. However, the intentional filing of a false
report, whether orally or in writing, is itself considered an improper activity, which the
Designated Committee has the right to act upon.

Whistle-Blowers shall refrain from obtaining evidence for which they do not have a right

of

access. Such improper access may itself be considered an improper activity.

o

o

o

o

Whistle-Blowers have a responsibility to be candid with the members of the Designated
Committee or others to whom they make a report of alleged improper activities and shall set
forth all known information regarding any reported allegations.

Anonymous whistle-blowers must provide sufficient corroborating evidence to justifz the
commencement of an investigation. An investigation of unspecified wrongdoing or broad
allegations would not be undertaken without verifiable evidence. Because investigators are
unable to interview anonymous whistle blowers, it may be more difficult to evaluate the
credibility of the allegations and, therefore, less likely to cause an investigation to be
initiated.

Whistle-Blowers are "reporting parties," not investigators. They are not to act on their own
in conducting any investigative activities, nor do they have a right to participate in any
investigative activities other than as requested by the investigating authority.

The identity of the whistle-blower will not be disclosed except where required under the law
or for the purpose of the investigation. Should, however, the whistle-blower self-disclose his
or her identity, there will no longer be an obligation not to disclose the whistle-blower's
identity.

o I

whistle-blower's right to protection from retaliation does not extend immunity for any
complicity in the matters that are the subject of the allegations or an ensuing investigation or
any other misconduct or wrong doing.

o

This policy may not be used as a defence by an employee against whom an disciplinary
action has been taken for legitimate reasons or cause under Company rules and policies. It
shall not be a violation of this policy to take disciplinary action against an employee, whose
conduct or performance warrants that action, separate and apart from that employee making
a protected disclosure.

s. DTSQUALTFTCATTON

While it will be ensured that genuine Whistle-Blowers are accorded complete protection
from any kind of unfair treatment as herein set out, any abuse of this protection will warrant
disciplinary action.
Protection under this Policy would not mean protection from disciplinary action arising out
of false or bogus allegations made by a whistle-blower knowing it to be false or bogus or
with a mala fide intention.

o

Whistle-Blowers, who make any Protected Disclosures, which have been subsequently
found to be mala fide or malicious or whistle-blowers who makes three or more Protected
Disclosures, which have been subsequently found to be frivolous, baseless or reported
otherwise than in good faith, will be disqualified from reporting further Protected
Disclosures under this Policy. This it will be considered as an improper activity which the
Designated Committee members have the right to act upon.

6A. PROCEDURES (Manner in which concern can be raised)
Employees can make Protected Disclosure to Ombudsperson, as soon as possible
but not later than 30 consecutive days after becoming aware of the same.

Whistle Blower must put his/her name to allegations. Concems expressed anonymously
WLL NOT BE investieated.

If initial enquiries by the Ombudsperson indicate that the concern has no basis, or it is not a
matter to be investigation pursued under this Policy, it may be dismissed at this stage and the
decision is documented.
Where initial enquiries indicate that further investigation is necessary, this will be carried
through either by the Ombudsperson alone, or by a Whistle Officer/Committee nominated by
the Ombudsperson for this purpose. The investigation would be conducted in a fair manner,
as a neutral fact-finding process and without presumption of guilt. A written report of the
findings would be made.

In exceptional cases, where the Whistle Blower is not satisfied with the outcome of the
investigation and the decision, s/he can make a direct appeal to the Chairman of the Audit
Committee.

6B. F'OR F'ILING A COMPLAINT BY WHISTLE-BLOWER
No unfair treatment will be meted out to a Whistle Blower by virtue of his/her having
reported a Protected Disclosure under this Policy. The Company, as a policy, condemns any
kind of discrimination, harassment, victimization or any other unfair employment practice
being adopted against Whistle Blower. Complete protection will, therefore, be given to
Whistle Blower against any unfair practice like retaliation, threat or intimidation of
termination/suspension of service, disciplinary action, transfer, demotion, refusal of
promotion, discrimination, any type of harassment, biased behaviour or the like including any
direct or indirect use of authority to obstruct the Whistle Blower's right to continue to
perform his duties/functions including making further Protected

o

o

o
.
7.

Disclosure. The Company will take steps to minimize difficulties, which the Whistle Blower
may experience as a result of making the Protected Disclosure. Thus, if the Whistle Blower is
required to give evidence in criminal or disciplinary proceedings, the Company will arrange
for the Whistle Blower to receive advice about the procedure, etc.

The identity of the Whistle Blower shall be kept confidential.

Any other Employee assisting in the said investigation or furnishing evidence shall also be
protected to the same extent as the Whistle Blower.

SECRECY/CONFIDENTIALITY

The Whistle Blower, the Subject, the Whistle Officer and everyone involved in the process shall:
maintain complete confidentiality/ secrecy of the matter

o
o
o
.
o
.

not discuss the matter in any informaUsocial gatherings/ meetings
discuss only to the extent or with the persons required for the purpose

of

completing the process and investigations
not keep the papers unattended anywhere at any time
keep the electronic mails/files under password

If

anyone is found not complying with the above, he/ she shall be held liable for such disciplinary
action as is considered fit.
8.

NOTIF'ICATION

o

All the department heads of the Suryaamba Spinning Mills Limited in India are required
to notiff and communicate the existence and contents of this policy to their employees. The
new employees shall be informed about the policy by the HR department.

This policy, as amended from time to time, shall be made available on the website of the Company.
9.

REPORTING

A quarterly report with number of complaints received under the Policy and their outcome shall be
placed before the Audit Committee and the Board.
10.

AMENDMENT

The Company reserves its right to amend or modifu this Policy in whole or in part, at any time

without assigning any reason whatsoever.

VIRENDER KUMAR AGARWAL

CHAIRMAN

The Vigil Mechanism called Whistle Blower policy has been amended in accordance with Regulation 22 of the
Securities and Exchange Board oflndia (Listing Obligations and Disclosure Requirements) Regulations,2015.

