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HUMAN RIGHTS POLICY
INTRODUCTION: 
The company strives to provide human rights to its employees, contractors, growers, suppliers, customers, visitors and all other stakeholders (internal, external and vulnerable). The company weighs its relationship with employees, contractors, suppliers, customers, visitors and stakeholders of great value and the key to the company's success. The company makes a strong commitment to develop and maintain high standards that deliver a fair, respectable and safe workplace in its facilities. This policy qualify our organization’s human rights expectations of personal, business partners and other parties directly linked to operations, products or services. 
OBJECTIVE: 
The purpose of this policy is to define the human rights standards to all employees, contractors, growers, suppliers, customers, stakeholders and visitors in activities and operations of plant and agriculture farms registered with the company. This policy aims to ensure the respect of Human rights align with UNGP & ILO C111 by fulfilling all applicable national, international and ratified laws.
SCOPE:
This policy applies to all the due diligence, activities, departments and concerns of the company with respect to plant and agriculture fields. 

Terms and Definitions: 
Human Rights: Human rights are applicable simply because we exist as human beings - they are not granted by any state. These universal rights are inherent to us all. These rights include; the right to life and liberty, freedom from slavery and torture, freedom of opinion and expression, the right to work and education 
Grievance: An official statement of a complaint over something believed to be wrong or unfair.
Harassment: If someone is abusing, insulting, or otherwise harming you on a regular basis.
Discrimination: Unfair treatment of people and groups based on their race, gender, age, religion, creed, language, ethnic origin and many more.
Forced/ Bonded Labor: Forced labor accrues when individuals are compelled against their will to provide work or service through the use of force, fraud, or coercion. Bonded labor or debt bondage is when a workers' labor is demanded to repay a loan.
1) GRIEVANCE
INTRODUCTION:
SW Sugar Mills Limited is committed to providing a fair, safe, and productive work environment where grievances are dealt with sensitively and expeditiously. We adopt a zero-tolerance approach towards inappropriate behavior and are committed to respecting the highest standards in terms of efficiency, responsibility, and transparency. Our Grievance Policy:
1. Encourages prevention.
2. Promotes detection.
3. Sets out a clear investigation procedure.
We hold ourselves and our suppliers accountable to respond to grievances, set time-bound action plans to ensure progress, and close the grievance in a timely manner as agreed to by the complainant. Our Grievance Procedure provides a transparent, open, and robust process for dealing with grievances. According to “PUBLIC COMPLAINTS BILLS 2021” the competent authority on receipt of complaint in relation to an act of public grievance shall, the complaint will be resolved within 15 days of its submission. 
 SCOPE: 
We are committed to provide a positive and supportive environment for all employees, registered growers, visitors, contractors, and stakeholders. This grievance mechanism is designed to address any grievance that may arise within the workplace and communities/stakeholders through its operations. Our policy extends to all parts of our business and conforms to all due diligence. Any grievance, complaint, or concern from internal or external stakeholders should immediately be reported as per the policy procedure. 

This policy is in accordance with UNGP guidelines:
1. State should provide effective and appropriate non-judicial grievance
mechanisms, alongside judicial mechanisms, as part of a comprehensive State-based system for the remedy of business-related human rights abuse.
2. State should consider ways to facilitate access to effective non-State based
grievance mechanisms dealing with business-related human rights harms.
3. To make it possible for grievances to be addressed early and
remediated directly, business enterprises should establish or participate in effective operational-level grievance mechanisms for individuals and communities who may be adversely impacted.
4. Industry, multi-stakeholder and other collaborative initiatives that are
based on respect for human rights-related standards should ensure that effective grievance mechanisms are available.
Effectiveness Criteria for Non-Judicial Grievance Mechanisms
The guiding principles are summarized below:
· Legitimate: Enabling trust from the stakeholder groups and being accountable for the fair conduct of grievance processes.
· Accessible: Being known to all stakeholder groups and providing adequate assistance for those who may face particular barriers to access.
· Predictable: Providing a clear and known procedure with an indicative time frame for each stage and clarity on the types of processes and outcomes available and means of monitoring implementation.
· Equitable: Seeking to ensure that aggrieved parties have reasonable access to sources of information, advice, and expertise necessary to engage in a grievance process on fair, informed, and respectful terms.
· Transparent: Keeping parties to a grievance informed about its progress and providing sufficient information about the mechanism’s performance to build confidence in its effectiveness and meet any public interest at stake.
· Rights-compatible: Ensuring that outcomes and remedies accord with internationally recognized human rights.
· Continuous learning source: Drawing on relevant measures to identify lessons for improving the mechanism and preventing future grievances and harms.
· Engagement and dialogue: Consulting with stakeholders on the design and performance of the grievance mechanism.
· Resolves disputes effectively: Ensuring grievances are addressed in a manner that prevents escalation and addresses the root causes.
· Timely and appropriate manner: Handling grievances promptly and appropriately to their nature and complexity.
· Anonymity of complainants when requested: Protecting the identity of complainants when requested to ensure no criticism or discomfort falls upon them.
· Protection of Whistleblowers/Complainant: Individuals who report incidents of harassment, discrimination, or unethical behavior in good faith are protected under this policy from retaliation or adverse actions. 
· Anonymity Guarantee: Whistleblowers/Complainant are guaranteed the option to remain anonymous and ensure strict confidentiality. We are committed to safeguarding the identity of individuals making reports, to the extent possible, throughout the investigation and resolution process.

· No risk of reprisal or intimidation: Ensuring that complainants can raise grievances without fear of retaliation.
· Informed and agreed timeframe: Communicating and agreeing on a timeline for resolving grievances.
· Outcome is available and communicated: Ensuring that the outcomes of grievances are communicated to the complainant.
· System understood by affected parties, including by illiterate parties: Making sure that the grievance mechanism is understood by all affected parties, including those who are illiterate.
· Keep parties informed: Keeping all parties informed about the progress and resolution of the grievance.

· Conflict Resolution Mechanism

· Access to independent legal and technical advice: Providing access to independent legal and technical advice for the complainants.
· Ability to choose their supporters and observers: Allowing complainants to choose their supporters and observers during the grievance process.
· Third-party mediator: Engaging third-party mediators when necessary to resolve disputes.

For complaints, related to grievances against the mill, mill employee must contact this number (0302-3776692) and farmers must contact this no. (0306- 6710643). The written complaints can also be dropped in complaints boxes at designated and prominent places accessible to the farmers and external stakeholders.

Review and Revisions:
The normal review and update frequency of this document is once in a year, but it should be updated if and when needed within the due period.

2) NON-DISCRIMINATION
INTRODUCTION:

It sets the foundation for ensuring that all employees are treated fairly, without bias based on race, gender, age, religion, disability, or other protected characteristics. The policy aligns with legal requirements and ethical standards, emphasizing the importance of equal opportunities for all employees. By implementing this policy, the organization demonstrates its dedication to fostering a diverse and inclusive work environment that supports the well-being and success of every individual.
Definition
Any distinction, exclusion or preference made on the basis of race, color, sex, religion, political opinion,
national extraction or social origin, which has the effect of nullifying or impairing equality of opportunity or treatment in employment or occupation; (b) such other distinction, exclusion or preference which has the effect of nullifying or impairing equality of opportunity or treatment in employment or occupation as may be determined by the Member concerned after consultation with representative employers’ and workers’ organizations, where such exist, and with other appropriate bodies.

This Policy is Align with National Policy of Human Right
Article 15 (1) of the Constitution of Pakistan guarantees equality before the law, whilst 
Article 15 (2) states that there shall be no discrimination on the basis of sex. Furthermore, Articles 25 to 27 enshrine non-discrimination provisions on the ground of race, religion, caste, sex, residence or place of birth.

OBJECTIVE:
The objectives of a Non-Discrimination Policy in an industry are designed to create an equitable, inclusive, and respectful workplace. The company does not tolerate any form of discrimination against employees based on race, color, sex, language, religion, political or any other aspect such as opinion, caste, national or social origin, property, birth, union affiliation, age, disability, or other distinguishing characteristics. Any employment-related decisions, from hiring to discontinuation of service and retirement, are solely based on lawful, non-discriminatory criteria. Here are the key objectives:
1. Promote Equal Opportunities: Ensure that all employees have equal access to opportunities for hiring, promotion, training, and other employment-related benefits, regardless of their race, gender, age, religion, disability, or other protected characteristics.
2. Prevent Discrimination: Eliminate unfair treatment and discriminatory practices in the workplace based on any protected characteristic, thereby fostering a fair work environment.
3. Foster Diversity and Inclusion: Encourage a diverse workforce by valuing and respecting individual differences, which can enhance creativity, innovation, and decision-making within the organization.
4. Ensure Compliance with Laws: Align the company's practices with local, national, and international anti-discrimination laws and regulations, reducing the risk of legal liabilities and penalties.
5. Create a Respectful Workplace Culture: Cultivate a work environment where all employees feel valued, respected, and able to contribute to their fullest potential, leading to higher job satisfaction and productivity.
6. Support Ethical Standards: Uphold the organization's commitment to ethical practices by demonstrating a clear stance against discrimination and promoting integrity in all business operations.
7. Enhance Reputation: Build and maintain a positive corporate image by demonstrating a commitment to fairness, which can attract top talent, customers, and partners.
8. Encourage Reporting and Accountability: Establish clear procedures for reporting, investigating, and addressing complaints of discrimination, ensuring that issues are resolved fairly and promptly.
SCOPE: 
This policy applies to all employees, contractors, and stakeholders involved in the operations of the company. For group certification, this policy covers all farms within the group.

This policy is in accordance with UNGP guidelines:

1. The responsibility of business enterprises to respect human rights refers to internationally recognized human rights – understood, at a minimum, as those expressed in the International Bill of Human Rights and the principles concerning fundamental rights set out in the International Labor Organization’s Declaration on Fundamental Principles and Rights at Work.
2. Business enterprises should respect human rights. This means that they should avoid infringing on the human rights of others and should address adverse human rights impacts with which they are involved.

IMPELEMENTATION:
To ensure non-discrimination and promote equal opportunity, the company will:
1. Develop and Communicate Policies:
· Create a publicly available non-discrimination and equal opportunity policy.
· Communicate this policy to all employees, contractors, and stakeholders through training sessions, handbooks, and the company website.

1. Recruitment and Employment:
· Implement fair recruitment practices that focus on the skills, qualifications, and experience of candidates.
· Ensure job descriptions and advertisements are free from discriminatory language and biases.
1. Remuneration and Benefits:
· Provide equal pay for equal work, ensuring that compensation and benefits are based on job performance and not on discriminatory factors.
1. Training and Promotion:
· Offer equal access to training and development programs.
· Ensure promotion decisions are based on merit, qualifications, and performance.
1. Access to Facilities:
· Ensure all employees have equal access to workplace facilities and resources.
6. Protection of Whistleblowers:
· Individuals who report incidents of harassment, discrimination, or unethical behavior in good faith are protected under this policy from retaliation or adverse actions. 
7. Anonymity Guarantee: 
· Whistleblowers are guaranteed the option to remain anonymous and ensure strict confidentiality. We are committed to safeguarding the identity of individuals making reports, to the extent possible, throughout the investigation and resolution process.
· Compliance and Monitoring
· Regular Audits: Conduct regular audits to ensure compliance with this policy.
· Reporting Mechanisms: Establish clear procedures for reporting discrimination. Complaints will be handled promptly and confidentially.
· Disciplinary Actions: Take appropriate disciplinary action against anyone found to be in violation of this policy.

Review and Revisions:
The normal review and update frequency of this document is once in a year, but it should be updated if and when needed within the due period.

3) HARASSMENT
INTRODUCTION:
SW Sugar mills and its registered agriculture farms are committed to providing a workplace free from abuse, harassment and violence. All stakeholders are entitled to a respectful, safe and healthy work environment.
This Policy is aligned with [THE PROTECTION AGAINST HARASSMENT OF WOMEN AT THE WORKPLACE ACT 2010]

OBJECTIVE:
To establish a comprehensive policy that aligns with the United Nations Guiding Principles on Business and Human Rights, ensuring the prevention of sexual and all other forms of abuse, harassment and/or violence at both SW Sugar mills and its registered agriculture farms. sexual and all other forms of abuse, harassment and/or violence. This Policy shall ensure that no worker is subject to unacceptable behaviors or practices, or threats, which result in verbal or non-verbal forms of physical, psychological, sexual or economic harm, including gender-based violence, extortion and harassment.
SCOPE: 
This policy applies to all employees, contractors, visitors and any other persons present on the premises of SW Sugar mills and its registered agriculture farms.
This policy is in accordance with UNGP guidelines:
Because the risk of gross human rights abuses is heightened in conflict affected areas, State should help ensure that business enterprises operating in those contexts are not involved with such abuses, including by:
1. Engaging at the earliest stage possible with business enterprises to help them identify, prevent and mitigate the human rights-related risks of their activities and business relationships.
2.  Providing adequate assistance to business enterprises to assess and address the heightened risks of abuses, paying special attention to both gender-based and sexual violence.
3. Denying access to public support and services for a business enterprise that is involved with gross human rights abuses and refuses to cooperate in addressing the situation.
4. Ensuring that their current policies, legislation, regulations and enforcement measures are effective in addressing the risk of business involvement in gross human rights abuses.

IMPELEMENTATION:
1. Communication of Policy:
· The policy will be publicly available and communicated to all employees, workers, contractors, and visitors.
· Regular training sessions will be conducted to educate all stakeholders about the policy and procedures.
2. Reporting Mechanism:
· Establish a confidential reporting system for employees and workers to report incidents without fear of retaliation.
· Reports can be made to the HR department, through a dedicated hotline, or via an anonymous through grievance mechanism. 
3. Investigation and Action:
· All reports will be promptly and thoroughly investigated by a designated team.
· Appropriate disciplinary action, up to and including termination, will be taken against anyone found violating this policy.
4. Support for Victims:
· Provide support to victims, including counseling services and medical assistance if needed.
· Ensure the safety and well-being of the victim during and after the investigation.

.
· Whistleblower Protection & Confidential Reporting

The organization maintains zero tolerance for retaliation against any individual who reports incidents of harassment, abuse, or unethical conduct in good faith. Reports may be submitted anonymously, and the identity of the whistleblower will be strictly safeguarded and kept confidential to the maximum extent permitted by law throughout the investigation and resolution process.

5. Preventive Measures:
· Conduct regular risk assessments to identify and mitigate potential risks of abuse, harassment, or violence.
· Organize awareness programs and workshops to promote a culture of respect and zero tolerance towards abuse, harassment, and violence.
Review and Revisions:
The normal review and update frequency of this document is once in a year, but it should be updated if and when needed within the due period.

4) FORCED LABOR & CHILD LABOR
INTRODUCTION:
The company does not allow any form of forced labor including bonded labor, indentured labor, and slave labor, or human trafficking. Workers are allowed to move around freely and leave their place of work when their working hours’ end. If an employee wants to leave the job or something else, he will submit his resignation at least one month before leaving or as per nature and terms of employment. The company does not allow the hiring of child labor under any circumstances before the age of 18 years, the minimum age for full-time employment must be 18 years or the legal minimum age for employment under applicable law, whichever is higher.

This policy is aligned with “THE CONSTITUTION OF THE ISLAMIC REPUBLIC OF PAKISTAN”
1. Clause (2) of Article 11 of the Constitution of the Islamic Republic of Pakistan prohibits all forms of forced labor. All forms of forced labor and traffic in human beings are prohibited.
2. Clause (3) of Article 11 of the Constitution of the Islamic Republic of Pakistan No child below the age of fourteen years shall be engaged in any factory or mine or any other hazardous employment.


OBJECTIVE:
SW Sugar Mill Ltd. does not use involuntary or forced labor – indentured, bonded or otherwise nor does it support the use of forced or compulsory labor in any form including bonded, forced, and/or compulsory prison labor. Forced labor may take different forms: prison labor, coercion, slavery, bonded labor and human trafficking. Menace of penalty can take different form: threats, violence, retention of identity documents, physical confinement (such as imprisonment), denunciation to authorities, non-payment of wage or loss of rights or privilege. SW Sugar Mill Ltd. prohibits all relevant individuals from coercing employees in any way or unnecessarily limiting employee’s freedom of movement.
SCOPE: 
The policy is applicable to all employees (management/non-management, permanent, temporary and seasonal) as well as at our registered cane supplying farms.

This policy is in accordance with UNGP guidelines:
1. As part of their duty to protect against business-related human rights abuse, States must take appropriate steps to ensure, through judicial, administrative, legislative or other appropriate means, that when such abuses occur within their territory and/or jurisdiction those affected have access to effective remedy.
2. States should consider ways to facilitate access to effective non-State based grievance mechanisms dealing with business-related human rights harms.
IMPELEMENTATION:
At the time of hiring of employment Management Representative ensures:
· All employees, original documents are only asked from the employees for the verification of photocopy documents and after verification, original documents will be returned to the employees without holding and incase of registered growers only verify basic document like CNIC.
· During the time of employee’s interview, the potential candidate is briefed about the fact that he/she is under no compulsion to join SWSML as per his / her own free will according to Terms and Conditions of Employment in accordance with existing law of the Country at any given time but under compliance with the rules as agreed in the appointment letter but all are according to the rules and regulation implemented at the time. Similar terms and conditions are also applying on our registered grower farm.
· Management Representative/Farm owner ensures that the workers who are frequently doing overtimes are under no pressure or threat from their respective Departmental Heads/Line managers for compulsory overtime.
· In case where any company’s and registered grower employee decides to leave SWSML or Farm, HR Manager/Farm owner asks about the reason (s) of leaving/Exit Interview in order to make sure that the person is not leaving under any unlawful compulsion or threat and harassment by the organization concerning (s).
· Management Representative/Farm owner ensures continuous communication between workers and management through Worker’s Council; the issues related to the workers are communicated to the management for effective corrective and preventive measures to ensure workers satisfaction.
· We hire only workers over 18, but if any workers under 18 are employed, we ensure compliance with child labor laws, protect their education, and protection of their health and safety.
· Impact on Schooling: As an operator, we are committed to ensuring that the employment of young workers does not interfere with their education. We will structure work schedules in a way that prioritizes schooling, ensuring compliance with local laws and regulations regarding compulsory education. No work will be scheduled during school hours, and we will make every effort to accommodate academic obligations.
· Prohibition of Hazardous Work for Workers Under 18: In line with applicable national laws and regulations, we prohibit any workers under the age of 18 from performing hazardous work. This includes tasks that could jeopardize their health, safety, or welfare, such as operating dangerous machinery, handling hazardous substances, or working in unsafe conditions.
· Protection of Health and Safety: We are dedicated to protecting the health and well-being of all young workers under the legal working age. No work assigned to individuals below the legal age will compromise their physical or mental health. Work will be limited to safe, age-appropriate tasks, with strict adherence to restrictions on working hours, no overtime, and exposure to harmful conditions.


Whistleblower Protection & Anonymous Reporting
The organization enforces a strict zero-tolerance policy against child labor and exploitation across all operations and supply chains. Anyone reporting suspected child labor violations in good faith is fully protected against retaliation or adverse action. Reports may be submitted anonymously, and the identity of the whistleblower will remain strictly confidential throughout the investigation and resolution process.


Review and Revisions:
The normal review and update frequency of this document is once in a year, but it should be updated if and when needed within the due period.
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