
 
 
 

 

 
 

 
 
 
 

 

Human Rights Code of Practice 
 
 

Definition 
Human rights are rights we have simply because we exist as human beings - they are not granted by any 
state. These universal rights are inherent to us all, regardless of nationality, sex, national or ethnic origin, 
color, religion, language, or any other status. They range from the most fundamental - the right to life - to 
those that make life worth living, such as the rights to food, education, work, health, and liberty. 

 – The United Nations 
 
 
Context 
The increased scale and complexity of the Tata group’s operations today has increased the potential to 
impact the human rights of its employees, supply chain partners and communities. The group companies’ 
value chains have become so multi-tiered and large that it is possible for a human right violation to go 
unnoticed, especially given that operations are within diverse economic, socio-political and legal contexts. 
Therefore, identifying human rights risks, addressing these risks, and providing remedy when required, 
warrants an institutional approach. 
 
The need for a guiding document for Business and Human Rights is rooted in the principle of respecting 
human rights drawn from the Tata Code of Conduct and the Government of India’s National Guidelines on 
Responsible Business Conduct. With the increased focus on Business and Human Rights by media, 
investors, governments, international organisations like the United Nations, and civil society actors, 
adoption and deployment of a Business and Human Right policy is ‘the right way forward’. 
 
The guidelines are drafted by the ‘Working Group on Business and Human Rights’, constituted by the 
Group Sustainability Officer, Tata Sons. The Working Group comprised of senior members from Tata 
Steel, Tata Consultancy Services, Titan Company, Tata Chemicals, Tata Consumer Products and Tata Sons. 
 
The guidelines provide advice on how Tata companies can meet the global standard of the UN Guiding 
Principles on Business and Human Rights, which outlines the role of businesses and governments in 
respecting human rights. Since the Tata group companies are at various stages of maturity in relation to 
human rights discernment, this document intends to provide them with a high-level framework to adopt a 
human rights policy and move forward in their journey of protecting, respecting and remediating human 
rights. 
 
 

Tata Group Business & Human Rights Commitments  

Commitment 1: Constitute a governance structure to oversee human rights commitments  
Commitment 2: Integrate a human rights approach in business strategy and risk frameworks  
Commitment 3: Foster an understanding of human rights across all rightsholders of the business  
Commitment 4: Advocate protection of human rights from adverse impacts of business  



 
 
 

 

 
 

 
Commitment 5: Set up a fair, transparent and consultative remediation framework to address   
 adverse human rights impacts 
Commitment 6: Disclose progress on human rights performance in line with national and or global 
reporting frameworks 
 

– Extracted from the Tata Group Business and Human Rights Guidelines 
 
 
Human Rights and Social Responsibility 
Recognition and respect for human rights are widely regarded as essential to the rule of law and to concepts 
of social justice and fairness and as the basic underpinning of the most essential institutions of society such 
as the judicial system. 
 
States have a duty and responsibility to respect, protect and fulfil human rights. An organization has the 
responsibility to respect human rights, including within its sphere of influence. 
 
Principles 
Human rights are inherent, inalienable, universal, indivisible and interdependent: 
- they are inherent, in that they belong to every person by virtue of being human; 
- they are inalienable, in that people cannot consent to giving them up or be deprived of them by 

governments or any other institution; 
- they are universal, in that they apply to everyone regardless of any status; 
- they are indivisible, in that no human rights may be selectively ignored; and 
- they are interdependent, in that realization of one right contributes to the realization of other rights. 
 

– Reference : Human Core Subject of ISO 26000:2010 - Guidance on Social Responsibility 
 
 
 
 
Human Rights Due Diligence 
To respect human rights, organizations have a responsibility to exercise due diligence to identify, prevent 
and address actual or potential human rights impacts resulting from their activities or the activities of those 
with which they have relationships. Due diligence may also alert an organization to a responsibility to 
influence the behaviour of others, where they may be the cause of human rights violations in which the 
organization may be implicated. 
 
TCPL shall: 
 

● Have a clear human rights policy that guides everyone inside and connected to the organization. 
● Develop assessment tools to check how current and planned activities might affect human rights. 
● Establish procedures to ensure the human rights policy is put into practice throughout the entire 

organization. 
● Establish mechanisms to track and report progress on the performance of the Human Rights policy 

in specified periodicity. 



 
 
 

 

 
 

 
TCPL shall develop, establish and implement a human rights due diligence assessment process for taking 
actions to fix any negative impacts caused by its decisions and activities. 

 

Human Rights Risk Situations  
TCP acknowledges that certain situations and environments can increase challenges related to human rights 
and exacerbate the risk of human rights abuse. These high-risk circumstances include: 

● Conflict and Instability: Areas experiencing conflict or extreme political instability, or those with 
a failing democratic or judicial system, or a lack of political or civil rights. 

● Vulnerability: TCP recognizes vulnerability as situations involving widespread poverty, drought, 
extreme health challenges, or natural disasters.  

● Proximity to Indigenous Peoples: Operating near communities of indigenous peoples. 
● Activities Involving Children: Any activities that could affect or involve children. 
● Corruption: Environments characterized by a culture of corruption. 

TCP is committed to understanding, assessing and addressing these specific risk factors in its operations to 
prevent and mitigate potential human rights abuses. 

 

Commitment to Prevent Complicity in Human Rights Abuses 
TCP is committed to avoiding situations leading to any form of complicity in human rights abuses. 

The following forms of complicity are identified: 

● Direct Complicity: Occurring with the direct involvement of a party leading to violation of human 
rights. 

● Beneficial Complicity: Emanating from parties benefiting from human rights abuses committed by 
another party.  

● Silent Complicity: Occurring from situations where parties fail to raise concerns with appropriate 
authorities about ongoing or systemic human rights violations. 

TCP shall address the risk of complicity in its operations and regularly assess situations to avoid such an 
occurrence.  

 

Resolving Grievances 

1. Legitimate and Independent Process 

● TCPL shall establish a clear, transparent, and sufficiently independent grievance management 
structure to prevent any undue influence in the resolution process. 



 
 
 

 

 
 

 
● A dedicated Grievance Redressal Committee (GRC) shall be formed, comprising HR 

representatives and neutral senior management personnel to ensure impartiality. 
 

● The grievance handling process shall be monitored by an independent review panel to maintain 
transparency and accountability. 

2. Accessibility and Public Awareness 

● The grievance mechanism shall be made available to all internal stakeholders via the intranet and 
to all external stakeholders via our publicly available Whistleblower Policy. 

● Employees facing barriers to access due to language difficulties, illiteracy, financial constraints, 
disability, or fear of reprisal, shall be provided with necessary support, including translation 
services, legal aid, and confidentiality assurance. 

3. Predictability  

● There is a clear procedure and defined timeline for each stage of grievance management to bring 
clarity and a system of monitoring the implementation of any outcome. 

● There are clear and established procedures for handling ethics cases, with a defined turnaround 
time (TAT) of 45 working days from the complaint lodgment date. The process flow is well-
documented and transparent. 

● To ensure timely and effective redressal, there are four local committees, one Apex Committee, and 
a Central Co-ordinating Committee. These bodies are responsible for monitoring the progress of 
complaint resolution and ensuring adherence to the 45-working-day TAT. 

● Quarterly reports on ethics case management are submitted to the Managing Director and CEO, as 
well as the Audit Committee, for their review and oversight. Additionally, the entire process is 
subject to review by external auditors, ensuring an independent assessment of its implementation 
and effectiveness. 

4. Confidentiality and Public Scrutiny 

● While confidentiality shall be maintained where necessary to protect the aggrieved party, the 
process and outcomes shall be made sufficiently accessible to the parties involved and auditors 
appointed by the Company for auditing such aspects. 

● Disclosures on the performance of the Human Rights policy shall be made in accordance with the 
requirements of SEBI BRSR framework as amended from time to time. 

● While the outcomes of individual investigations are updated on the engaged third party portal for 
complainants' access, these cannot be shared publicly due to confidentiality requirements outlined 
in the Tata Code of Conduct and Whistle Blower policy. 

● Nevertheless, the grievance process undergoes rigorous scrutiny. The Managing Director, the audit 
committee, and external auditors periodically review its implementation. Furthermore, in line with 
established guidelines, grievance trend reports are submitted monthly to the Apex Committee and 
reviewed by the Managing Director and audit committee quarterly. 



 
 
 

 

 
 

 

5. Equitability 

● Aggrieved parties need reasonable access to information, advice, and expertise to engage effectively 
in a grievance process on fair, informed, and respectful terms.  

● Aggrieved parties are encouraged to contact Ethics Counsellors or the engaged third-party 
representatives to share information or grievances, which are duly recorded on the portal. For 
additional support and clarification, employees can reach out to Ethics Counsellors, whose names 
and contact details are readily available on the intranet. Furthermore, periodic workshops and 
training sessions are conducted to keep all employees informed about the complaint registration 
mechanism and related procedures. 

● Beyond the workshops, comprehensive training modules on the Tata Code of Conduct (TCoC), 
Conflicts of Interest (COI), gift and hospitality policies, and Prevention of Sexual Harassment 
(POSH) are accessible to all employees on the internal Kredo platform. Completing these modules 
is mandatory for all employees at least once every year, reinforcing a strong ethical culture. 

6. Commitment to Fair and Transparent Workplace Practices 

● TCPL is committed to maintaining a fair, transparent, and non-discriminatory workplace 
environment. 

● Employees are encouraged to report grievances in a timely manner, ensuring prompt and effective 
resolution for the overall well-being of the organization. 

● To ensure confidentiality, all complaints are registered on the engaged third party portal, with 
outcomes updated on the same portal. The engaged third party is responsible for explaining the 
process to the complainant and providing regular updates until the complaint is resolved. 
Additionally, Ethics Counsellors are available across all verticals and units to assist aggrieved 
parties with the process and other relevant details. 

● The commitment to ethical conduct is outlined in the Tata Code of Conduct (TCoC). To ensure 
all employees are aware, regular emailers are circulated, reinforcing the organization’s commitment 
to these principles. Furthermore, the senior leadership team addresses employees during training 
programs, workshops, and other gatherings, reiterating their commitment and the importance of the 
TCoC. 

● Periodic emailers are also shared with employees regarding the grievance reporting mechanism and 
the organization’s commitment to resolving grievances. For easy access, helpline details are 
available on the intranet and displayed on employee desks. 

7. Procedural Clarity and Timelines 

● The grievance process shall follow a structured approach with clearly defined outcomes and 
timelines. Employees and stakeholders are free to pursue appropriate recourse if they are not 
satisfied with the Human Rights Committee's report". 

 



 
 
 

 

 
 

 

8. Stakeholder Engagement & Dialogue 

● The organization shall engage intended stakeholder groups in the design and implementation of 
grievance mechanisms, prioritizing dialogue to address and resolve concerns. 

 
● TCPL shall establish a mechanism for periodic review of the grievance process, ensuring it remains 

effective, fair, and aligned with best practices. 
● Feedback from employees and external audits shall be incorporated to enhance the grievance 

redressal framework. 
● An Apex Committee and four local committees are in place to analyse grievances and recommend 

appropriate actions. The Apex Committee convenes monthly, while the local committees meet 
fortnightly to review all assigned cases. An Ethics Coordination Committee reviews all 
grievances lodged on the portal and assigns them to the appropriate ethics committees based on the 
nature and regional origin of the complaint. 

● In addition to the committee reviews, all cases are reviewed by the Managing Director and the 
Audit Committee on a quarterly basis. A clear policy on consequence management ensures fair 
and equal treatment for all. The entire system undergoes a half-yearly audit by external auditors, 
whose observations are carefully noted and implemented for continuous improvement. 

 

Discrimination and Vulnerable Group 

Non-Discrimination:   

TCP, is committed to non-discrimination in all aspects of employment, including hiring, remuneration, 
access to training, promotion, termination, and retirement. This commitment prohibits any distinction, 
exclusion, or preference based on race, national, territorial, or social origin, caste, birth, religion, disability, 
gender, sexual orientation, family responsibilities, marital status, union membership, political opinions, 
age, or any other condition that could lead to discrimination. 

Discrimination is defined as any distinction, exclusion, or preference that has the effect of nullifying 
equality of treatment or opportunity, where that consideration is based on prejudice rather than a legitimate 
ground. 

TCP ensures that all employees are treated fairly and without bias, regardless of any characteristic protected 
under applicable laws. Laws might range from non-discrimination and labor laws to environmental, 
property, privacy, and anti-bribery laws. 

As an organization, TCP adheres to the principles outlined in the Tata Code of Conduct (TCoC), 
demonstrating its unwavering commitment to providing equal opportunities to all employees and 
prospective candidates for employment. TCP firmly upholds the values of diversity and inclusion, 
refraining from any form of discrimination based on factors such as race, caste, religion, color, ancestry,  



 
 
 

 

 
 

 

marital status, gender, sexual orientation, age, nationality, ethnic origin, disability, or any other legally 
protected category. 

In alignment with its dedication to fostering a diverse and inclusive workplace, TCP has a Business and 
Human Rights Policy. This policy serves to reinforce TCP’s organizational values and promote an 
environment where every individual is respected and valued for their unique contribution. 

 

Vulnerable Groups 
1. Women & Girls: 

While women and girls represent half of the world's population, they are often denied equal access 
to essential resources and opportunities. Organizations must actively address this disparity by 
ensuring their policies and activities respect and promote women to have complete and absolute 
access to all human rights, free from discrimination. These rights include access to education, 
employment, economic and social activities, the ability to make decisions regarding marriage and 
family, and control over their reproductive health. Business enterprises bear a particular 
responsibility to identify and mitigate any human rights impacts on vulnerable or marginalized 
groups, paying close attention to the different risks and challenges faced by both women and men. 
Upholding women's rights and fostering gender equality in the economic, social, and political 
realms is a critical undertaking for all organizations. 

 
2. Person With Disabilities: 

People with disabilities are frequently made vulnerable, partly due to societal misjudgments about 
their capabilities. It is crucial that organizations prioritize their human rights, as emphasized by 
United Nations instruments, including ensuring that men and women with disabilities are treated 
with dignity, have autonomy, and can participate fully in society without discrimination. 
Organizations should take concrete steps, such as making reasonable provisions for accessibility, to 
facilitate this inclusion and foster a more equitable society. 

TCP is committed to creating a truly inclusive environment where everyone, including people with 
disabilities, can thrive. TCP values the insights of people with disabilities and takes significant steps 
to address and manage mobility challenges and other accessibility needs. 

3. Indigenous People: 
Indigenous peoples are a vulnerable group due to a history of systemic discrimination and human 
rights violations. Organizations must therefore recognize and respect their rights, as specifically 
addressed in United Nations instruments concerning particular populations. This includes both the 
universal human rights shared by all individuals and the distinct collective rights of indigenous 
peoples, such as self-determination, access to traditional lands and resources, and the preservation 
of their cultural heritage. 
  
In all operations, TCP shall uphold the principle of non-discrimination and be particularly sensitive 
to potential adverse human rights impacts on indigenous peoples, ensuring their unique rights and 
vulnerabilities are given due consideration. 
 



 
 
 

 

 
 

 
 

 
4. Rights of the migrant workers: 

 
TCP is committed to respecting the human rights of all migrant workers and their families, actively 
promoting an environment of respect and dignity. In alignment with United Nations instruments 
emphasizing the rights of specific groups, including migrant workers, TCP shall be particularly 
vigilant about potential adverse human rights impacts within its operations. The company's practices 
shall consistently uphold the rights and dignity of this vulnerable population. 
 

5. Discrimination on race, caste and other vulnerable groups: 

Discrimination persists against various vulnerable groups worldwide based on factors like descent 
(including caste systems), race, cultural identity, and ethnic origin. This discrimination often stems 
from historical injustices and wrongful beliefs about certain groups being inferior or less worthy.  

TCP shall actively avoid discriminatory practices and, where possible, work towards eliminating 
these deeply ingrained prejudices. 

 

Uphold Economic, Social, and Cultural Rights 

Each and every individual is inherently entitled to economic, social, and cultural rights that are fundamental 
to their dignity and personal growth. These rights include access to education; fair and favorable working 
conditions; freedom of association; adequate healthcare; a standard of living that ensures physical and 
mental well-being for oneself and family (including food, clothing, housing, medical care, and social 
protection against unemployment, sickness, disability, and old age security); freedom to practice religion 
and culture; opportunities for non-discriminatory participation in decision-making that promotes positive 
practices and prevents violation of these rights. 

As a socially responsible organization, TCP shall proactively observe human rights and acknowledge the 
distinct roles and capacities of governments and other organizations in upholding these rights.  

 
Fundamental Principles and right at work 
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 fundamental rights identified by the International Labour Organization (ILO) in its Declaration on 
Fundamental Principles and Rights at Work. These fundamental rights include freedom of association and 
effective recognition of the right to collective bargaining; the elimination of all forms of forced or 
compulsory labour; the effective abolition of child labour; and the elimination of discrimination regarding 
employment and occupation. 
 

1. Freedom of association and right to collective bargaining: 

TCPL is committed to upholding the right of all workers, without distinction, to join or form trade 
unions and to bargain collectively. Our policy ensures that: 



 
 
 

 

 
 

 

A. Freedom of Association:  

As a responsible employer, TCPL shall actively promote freedom of association and collective 
bargaining among its eligible workforces. 

B. Non-Interference:  

TCPL Management shall not interfere with elections or other legitimate trade union activities. 
 

C. Collective Bargaining:  
TCP shall respect the right of workers to engage in effective collective bargaining.  
 

2. Prohibition of Forced Labour and Slavery 

TCPL prohibits all forms of forced labor, slavery, and servitude. We strictly follow the principle that 
no one shall be held in slavery or servitude, and we are committed to the prohibition of slavery and the 
slave trade in all their forms. 

In line with this commitment: 

● We do not use forced labor in any form, including involuntary or compulsory labor. 
● We do not withhold personal documents from our employees. 
● We do not force employees to make any payment to us or to anyone else in order to secure 

employment or to continue working with us. 

3. Equal opportunity and Non discrimination 

TCPL shall ensure its employment policies and practices are free from discrimination. 
Discrimination based on the following is prohibited: 

● Race, colour, gender, religion, national origin, social origin, political opinion, age, or 
disability. 

All decisions related to hiring, earnings, employment conditions, access to training and promotion, and 
termination of employment at TCP are based solely on the requirements of the job. 

4. Child labour:  
TCP prohibits engagement in or benefiting from any use of child labour within the organization or 
across the value chain. The organization recognizes that child labour is a form of exploitation and a 
violation of human rights, and that it has detrimental effects on a child's development. 
 
Note – The above code has been independently assured by a third party for alignment with the UNBHR guidelines, ISO 
26000:2010 Core Subject: Human Rights and the provisions of the Tata Code of Conduct. The assurance statement forms 
a part of this document. 
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