VIGIL MECHANISM POLICY




1. Preamble:

In accordance with Section 177 of the Companies Act, 2013 read with Regulation 22 of the Securities
and Exchange Board of India (Listing Obligations and Disclosure Requirements) Regulations, 2015
(“Listing Regulations”) which mandates that listed companies must constitute a vigil mechanism for
the directors and employees to report genuine concerns or grievances about any serious irregularities
or any unfair practice or any event of misconduct of any illegal activity, unethical behaviors, actual
or suspected fraud or violation of Company’s Code of Conduct for Board of Directors and Senior
Management Personnel (“Code”) or ethics policy, PGP Glass Limited (the “Company”) has
constituted this Vigil Mechanism Policy (“Policy”).

The subsidiaries of the Company will also adopt the Policy by having the same adopted by the
respective board of directors in substantially the same form as provided in this Policy. The
Company has designed this Policy to: (a) put in place a vigil mechanism for the Directors and
Employees to report genuine concerns in the manner as prescribed in this Policy; (b) provide for
adequate safeguards against victimization of persons who use such mechanism; and(c) make provision
for direct access to the Chairman of the Audit Committee in appropriate or exceptional cases.

2. Policy Objectives:

The Company is committed to maintain the highest standard of ethical, moral and legal conduct of
business operations. To maintain these standards, the Company encourages its Employees who have
concerns about suspected misconduct to come forward and express their concern without fear of
punishment or unfair treatment.

The Policy provides a channel to the Employees to report to the management about unethical behavior,
actual or suspected fraud, etc. The Policy provides for adequate safeguard against victimization of
Employees and provides direct access to the ‘Vigilance Officer’ — Mr. Animesh Agrawal, Director of
the Company. The Vigilance Officer is not required or expected to act as investigator or finder of facts,
nor would he/she determine the appropriate corrective or remedial action that may be warranted in
a given case.

Provided however that the Employees should maintain their duty of confidentiality in course of their
duty to perform and not raise any malicious or unfounded allegations against people in authority
and/or against colleagues.

To ensure effective implementation of this Policy, the Company shall:

e Ensure protection of the Whistle Blower against victimization for the Protected Disclosures made
by him/her;

e Ensure complete confidentiality of the Whistle Blower’s identity and the information provided by
him/her;

e Ensure that the Protected Disclosure is acted upon within specified timeframes and no evidence is
concealed or destroyed;

e Ensure that the investigation is conducted honestly, neutrally and in an unbiased manner;

e Ensure Whistle Blower would not get involved in conducting any investigative activities other than
as instructed or requested by Vigilance Officer;

e Ensure the Subject or other involved persons in relation with the Protected Disclosure be given an
opportunity to be heard;




e Ensure disciplinary actions are taken against anyone who conceals or destroys evidences related
to Protected Disclosures made under this Policy.

Applicability:

The Policy applies to all the Company’s employees. The policy shall also apply to any complaints made
by directors, other stakeholders of the Company such as customers and members of public.

Eligibility:

All Employees of the Company, Directors and Stakeholders are eligible to make Protected Disclosure
under the Policy in relation to matters concerning the Company.

Definitions:

a) “Audit Committee” means the Audit Committee of Directors constituted by the Board of Directors
of the Company in accordance with Section 177 of the Companies Act, 2013.

b) “Director” means every Director of the Company, past or present.

c) “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 intensity of the matter.

d) “Employee” means every employee of the Company (whether working in India or abroad), including
the Directors in the employment of the Company.

e) “Protected Disclosure” means a written communication of a concern made in good faith, which
discloses or demonstrates information that may evidence an unethical or improper activity under the
title “Scope of the Policy” with respect to the Company. It should be factual and not speculative and
should contain as much specific information as possible to allow for proper assessment of the nature
and extent of the concern. The person making the disclosure should provide his/her name, address,
contact details in the written communication.

f) “Retaliation” is any act, direct or indirect, recommended, threatened or taken against a Whistle-
Blower by any person because the Whistle-Blower has made a disclosure pursuant to the Policy.
Retaliation includes overt / covert acts of (a) discrimination, (b) reprisal, (c) harassment or (d)
vengeance.

g) “Stakeholders” means and includes vendors, suppliers, lenders, customers, business associates,
trainee and others with whom the Company has any financial or commercial dealings.

h) “Subject” means a person or group of persons against or in relation to whom a Protected Disclosure
is made or evidence gathered during the course of an investigation.

i) “Vigilance Officer” is a person nominated/appointed to receive Protected Disclosures from Whistle
Blower/s, maintaining records thereof, placing the same before the Audit Committee/ Board of
Directors for its disposal and informing the Whistle Blower/s the result thereof.




j) “Whistle Blower” is a Director or Employee or any Stakeholder making a Protected Disclosure under
this Policy.

Scope of the Policy:

The Policy covers disclosure of any unethical and improper or malpractices and events which have
taken place/ suspected to take place involving:

¢ Abuse of authority by an Employee or biased or favoured approach or behaviour;

Breach of Code of Conduct (including child/ forced labor, discrimination, harassment, corruption
and bribery, etc.);

Anti-competitive practices (including collusion with business partners, abuse of dominant position,
bid rigging, etc.);

Breach of terms and conditions of employment and rules thereof by a Director or an Employee;

¢ Intentional financial irregularities, including fraud, or suspected fraud or deficiencies in internal
control and check or deliberate error in preparations of financial statements or misrepresentation
of financial reports;

Any unlawful act, whether criminal or civil;

Deliberate violation of applicable laws/ regulations;

e Gross or willful negligence causing substantial and specific danger to health, safety and
environment;

Manipulation of the Company data/ records;

Perforation of confidential/propriety / price sensitive information;

e Gross wastage/misappropriation of Company funds/assets;

Retaliation;

Breach of IT security or data privacy;

Misuse of social media; or

Breach of company policy or failure to implement or comply with any approved company policy.

The Policy shall not cover the following nature of complaints:

e Complaints concerning professional development issues of employees or employees’
compensation or other personal grievances;

e Complaints that are frivolous in nature; and

e Complaints in relation to sexual harassment as it is covered by Anti-Sexual Harassment Policy. If
the Internal Complaint Committee receives a sexual harassment complaint, it should be forwarded
to Sexual Harassment Committee set up for this purpose on the basis of the Sexual Harassment of
Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013.

Receipt and Disposal of Protected Disclosures:

All Protected Disclosures should be reported in writing by the Whistle Blower as soon as possible, not
later than 30 days after the Whistle Blower becomes aware of the same and should either be typed
or written in a legible handwriting in English. Protected Disclosures from the Employees should be
addressed to the Vigilance Officer. The Whistle Blower shall have right to directly report to the
Chairman of the Audit Committee directly with the Protected Disclosure, in case: (a) the Whistle
Blower is a direct subordinate of the Vigilance Officer, or (b) the Subject nhamed in the Prohibited
Disclosure is the Vigilance Officer himself/herself.




The contact details of the Vigilance Officer are as under:

Mr. Animesh Agrawal

PGP Glass Limited

1102, 11 Floor, Tower 2B, One World Center, Senapati Bapat Marg, Delisle Road, Prabhadevi (West)
Mumbai — 400013, Maharashtra, India

Email: vigilance.officer@pgpfirst.com

The Protected Disclosure should be addressed to the Vigilance Officer of the Company and submitted
in a closed and secured envelope and should be super scribed as “Protected Disclosure under the Vigil
Mechanism Policy”. Alternatively, the same can also be sent through email. If the complaint is not
super scribed and closed as mentioned above, it will not be possible for the Vigilance Officer of the

Company to protect the Whistle Blower/s and the Protected Disclosure will be dealt with as if a normal
disclosure. The Company shall not entertain anonymous disclosures.

The identity of the person making the Protected Disclosure shall be kept confidential, if requested by
the person making such disclosure. If a Protected Disclosure is made anonymously or otherwise, the
Protected Disclosure must provide as much detail and be as specific as possible, including names and
dates, in order to facilitate the investigation.

To the extent possible, the Protected Disclosure must include the following:

a) The name of the employee, and/or third party or parties involved;
b) Where it happened (division or office or location);

¢) When did it happen: a date or a period of time;

d) Type of concern (what happened);

e) Submit proof or identify where proof can be found, if possible;

f) Whom to contact for more information, if possible; and/or

g) Prior efforts to address the problem, if any.

On receipt of the Protected Disclosure, the Vigilance Officer shall make a record of the Protected
Disclosure and also ascertain from the Whistle Blower/s whether he/she was the personwho made
the Protected Disclosure or not. The record will include:

e Credentials of the person making the disclosure;

e Brief facts;

e Whether the same Protected Disclosure was raised previously by anyone, and if so, the
outcomethereof;

¢ Details of actions taken by Vigilance Officer for processing the complaint.

¢ Findings by Vigilance Officer;

e The recommendations of Vigilance Officer / other action(s).

The Vigilance Officer, if he/she deems fit, may call for further information.
Investigation:
All Protected Disclosures reported under this Policy will be investigated by the Vigilance Officer under

the authorization of the Chairman of Audit Committee / Board of Directors. The Vigilance Officer may
appoint external consultants or subject matter experts to investigate any Protected Disclosures made
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under this Policy. The Audit Committee will maintain all Protected Disclosure received, tracking their
receipt, investigation and resolution. All Protected Disclosure will be properly investigated, and a
proper follow-up will be conducted.

Subjects shall have a responsibility not to interfere with the investigation. Evidence shall not be
withheld, destroyed or tampered with, and witnesses shall not be influenced, coached, threatened or
intimidated by the Subjects.

The Vigilance Officer shall normally complete the investigation within 90 days of the receipt of
Protected Disclosure, which may be extended upon the recommendation of the Audit Committee /
Board of Directors.

The Audit Committee/ Board of Directors, if deems fit, may call for further information or particulars
from the Whistle Blower and at its discretion, consider involving any other/additional officer(s) of the
Company and/or Committee and/ or an outside agency for the purpose of investigation. The
investigation by itself would not tantamount to an accusation and is to be treated as a neutral fact
finding process.

In case of allegations against Subject/s are substantiated by the Vigilance Officer in his report, the
Chairman of the Audit Committee/ Board of Directors shall give an opportunity to Subject to explain
his/her side.

Decision and Reporting:

If an investigation leads to a conclusion that an improper or unethical act has been committed, the
Vigilance Officer shall recommend to the Chairman of Audit Committee or in the absence of the Audit
Committee, the Board of Directors of the Company to take such disciplinary or corrective actions as it
may deem fit.

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.

A Whistle Blower who makes false allegations of unethical & improper practices or about alleged
wrongful conduct of the Subject to the Vigilance Officer or the Audit Committee / Board of Directors
shall be subject to appropriate Disciplinary action in accordance with the rules, procedures and
policies of the Company.

False alarms and complaints which could not be proven will be considered as “Closed” immediately
on conclusion of investigation and briefed to that effect to the Compliance Officer. Closure status
would be approved by Compliance Officer. In case of genuine complaints, a case will be considered as
“Closed” once following actions, as applicable and appropriate have been taken:

(a)Action against person / persons against whom charges were proven
(b)Initiation of recovery of the losses suffered due to fraud, if any

(c) Police complaint being filed

(d)Appropriate reporting to various authorities as required

In case of false alarm cases, closure is independent of action taken based on recommendation of
Disciplinary Committee.

Only after confirmation of compliance with the above requirements, a case will be reported as
“Closed” to the Audit Committee.
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Confidentiality:

The Whistle Blower/s, Vigilance Officer, 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 and keep the papers
in safe custody. The Company shall also ensure that secrecy is maintained about identity of the
Whistle Blower, Subject, Protected Disclosure, investigation team and witnesses assisting in the
investigation.

Disqualifications:

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 complainant knowing it to be false or bogus or with a mala fide intention.
Complainants, who make any Protected Disclosures, which have been subsequently found to be mala
fide, frivolous or malicious, shall be liable and may be subject to disciplinary action.

Communication:

Directors and Employees shall be informed of the Policy by publishing on the notice board and the
website of the Company. The Policy may be translated into different languages (Hindi, Gujarati), if
needed.

Protection:

The Company condemns any kind of discrimination, harassment, victimization or any other unfair
employment practice being adopted against the Whistle Blower. Complete protection will, therefore,
be given to the 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 behavior 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 Disclosures. Any other Employee assisting in the said investigation or
furnishing evidence shall also be protected to the same extent as the Whistle Blower.

Retaliation

Whistle Blower will not in any way be liable to disciplinary action or loss of benefits, rights or prospects
as a result of his / her action. Retaliation shall not be permissible against any Whistle-blower and the
Company will not tolerate any attempt on the part of anyone to apply any sanction or disadvantage or
to discriminate against any person who has reported concern.

Employee affected by the retaliation can approach Compliance Officer for reporting the retaliation. On
reporting or disclosure of retaliation, the remedies available to a Whistle-blower against whom there
has been retaliation shall be determined by the Disciplinary Committee based upon the findings and
recommendations of the investigators. The remedies shall be updated to the Audit Committee.




14. Communication:

A Vigil Mechanism Policy cannot be effective unless it is properly communicated to Employees.
Employees shall be informed about this Policy by publishing it on notice boards or any prominent place
in the office locations of the Company and the web site of the Company i.e. www.pgpfirst.com.

14. 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.

15. Review and Amendment:

This Policy may be reviewed at such intervals as the Board may deemed necessary. The Company
reserves its right to amend or modify this Policy in whole or in part, at any time withoutassigning any
reason whatsoever. However, no such amendment or modification will be binding on the Directors
and Employees unless the same is not communicated in the manner described as above.

Revision History
Version No. Adopted/Revised Owner Approved by Description
Date

1.0 13-Oct-21 Secretarial Board Policy adoption

1.1 3-May-23 Secretarial Board Amendments

1.2 16-Feb-24 Secretarial Board Change in
Details of
Registered
Office and
Contact Details
of Vigilance
Officer

1.3 12-Mar-26 HR Board Amendment in
terms of SEBI
Regulations
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