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HISTORICAL CONTEXT OF SEXUAL HARASSMENT IN 
INDIA

• India being a patriarchal society, faces the dubious distinction of having a very 

deep-rooted history of sexual harassment in the society.

• In old times, the women were mostly confined to the four walls of their homes, not 

permitted to get educated or work. There were many instances of workplace 

harassment, yet, the women had to keep quiet and bear the brunt as coming out in 

the open would tarnish their image.

• The perpetrators of such acts were generally not persecuted, as there was no law to 

protect the sanctity of women.
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BACKGROUND OF THE POSH ACT OR SEXUAL 
HARASSMENT LAW

•Vishaka vs State of Rajasthan (1997)

• The framework of this women harassment act which was 

termed as POSH Act was laid down in the landmark 

judgement by the Supreme Court in Vishaka vs State of 

Rajasthan (1997). Another case was of Bhanwari Devi.
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WHAT IS POSH?

•PoSH stands for Prevention of Sexual Harassment of 
Women at workplace (Prevention, Prohibition and 
Redressal) Act 2013.

• It refers to a set of guidelines, policies, and laws designed 
to prevent and address sexual harassment in the 
workplace. 
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DEFINITION OF THE TERM “SEXUAL HARASSMENT”
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WHAT DOESN’T CONSTITUTE TO SEXUAL HARASSMENT
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IMPORTANCE OF POSH COMPLIANCE

• It create a safe and comfortable work environment for 
everyone. 

• This lead to higher job satisfaction, productivity, and a 
reduction in legal liability for employers.
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RECENT INSTANCES 
OF POSH VIOLATION 
IN NEWS
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WHAT IS POSH COMPLIANCE ?

• refers to ensuring that an organisation follows the guidelines, policies, 
and laws related to preventing sexual harassment of women in the 
workplace. 

• Compliance involves:

• Implementing appropriate policies and procedures.

• Providing training to employees and managers.

• Taking appropriate action to address any instances of sexual 
harassment.
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THE PREVENTION OF SEXUAL HARASSMENT (POSH) 
ACT AND ITS PROVISIONS :

• It is a law passed by the Indian government in 2013 to prevent and 
address sexual harassment of women in the workplace. 

• The Act requires all organisations with more than ten employees 
to implement policies and procedures to prevent sexual 
harassment and to establish an internal complaints committee to 
investigate and address complaints of sexual harassment
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WHO IS COVERED UNDER THE ACT ?

• Full time employees

• Temporary workers

• Contract workers

• Daily wage employees

• Trainees

• Interns

• Contractual workers

• Housekeeping 

• Security

• Client representatives

• Vendor representatives

• Volunteers with/without 

renumeration
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DEFINITION OF AN “EMPLOYEE”

• In terms of the definition of an “employee” the women harassment act once 

again encompasses a wide range and covers regular, temporary, ad hoc 

employees, individuals engaged on a daily wage basis, either directly or 

through an agent, contract workers, co-workers, probationers, trainees, and 

apprentices.
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DEFINITION OF AN “EMPLOYER”

• The women’s harassment act defines an employer to be any person who is 

responsible for the management, supervision and control of the workplace 

and management. It also includes a person or board or committee in an 

organization which is responsible for formulation and administration of 

policies.
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DUTIES OF EMPLOYERS

The POSH Act prescribes certain duties of the employer to provide a safe working 
environment for persons in the workspace. Set out below are some of the duties which are 
required to be performed by the employers:

• Provide a safe working environment

• Display at any conspicuous place at the workplace the penal consequences of workplace 
sexual harassment and the order constituting the IC

• Conduct PoSH training programs from time to time to create awareness and sensitize 
employees at all levels

• Conduct orientation programs for the members of the ICC

• Provide necessary facilities to the members of the ICC

• Assist the aggrieved woman to secure justice under the IPC

• Monitor the timely submission of the reports by the IC
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RESPONSIBILITIES OF EMPLOYERS UNDER POSH ACT

• employers are responsible for implementing policies and procedures to prevent sexual 

harassment

• providing training to employees and managers, and 

• establishing an internal complaints committee to investigate and address complaints of sexual 

harassment. 

• Employers are also required to display information about the Act and the complaint procedure in 

a prominent location in the workplace.

• If an employer fails to comply with the provisions of the Act, they can be penalised with fines, and 

the guilty person may face imprisonment or both.

• Therefore, employers must take POSH compliance seriously and take appropriate measures to 

prevent and address sexual harassment in the workplace. 
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STEPS to achieve POSH compliance :

Create a POSH Policy: Developing a comprehensive 
POSH policy is the first step in achieving 
compliance. The policy should clearly define sexual 
harassment, provide examples of prohibited 
conduct, and outline the complaint process.

Conduct Training: Training employees and managers is 
critical to ensuring that everyone knows the 
organisation’s POSH policies and procedures. The 
training should cover what constitutes sexual 
harassment, how to recognise and report it, and the 
consequences of engaging in such behaviour.

Establish a Complaint Mechanism: Businesses should 
create a mechanism for employees to report sexual 
harassment. The mechanism should be easy to 
access and protect the complainant’s 
confidentiality.
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Investigate Complaints: When a complaint is received, 
it should be promptly investigated by an impartial 
internal complaints committee. The committee should 
include members who are trained in handling 
complaints of sexual harassment and are

Take Appropriate Action: If the investigation finds that 
sexual harassment has occurred, the company should 
take appropriate action, including disciplinary action or 
termination of the harasser’s employment.
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BEST PRACTICES FOR POSH COMPLIANCE

• Regularly review and update policies: Organisations should review and update their POSH 
policies to ensure they remain up-to-date and effective

• Conduct regular training: Businesses should conduct regular training sessions on POSH 
policies and procedures for all employees, including managers

• Foster open communication: Encourage open communication between employees and 
management to ensure everyone is aware of the POSH policies and procedures

• Take complaints seriously: Promptly investigate all complaints of sexual harassment and 
take appropriate action. This includes supporting the complainant and ensuring that the 
investigation is fair and impartial.

• Encourage reporting: Make it easy and safe for employees to report sexual harassment. 
This can include anonymous reporting mechanisms and protections against retaliation.
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ACTION AGAINST HARASSMENT
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CASE STUDIES



RISE IN SEXUAL 
HARASSMENT CASES IN 
INDIA'S TOP 
COMPANIES SHOWS 
DICHOTOMY
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Source - https://www.forbesindia.com/article/take-one-big-story-of-the-day/rise-in-

sexual-harassment-cases-in-indias-top-companies-shows-dichotomy/80721/1



HOW THE NUMBERS 
STACK UP?

Among all the companies under review, HDFC 

Bank with 51 cases received the maximum 

complaints in FY22, but those are just 8 

percent higher than last year. Next are ICICI 

Bank (46), Axis Bank (45) and Tech 

Mahindra (45). Tech Mahindra showed the 

maximum increase in the number of 

complaints compared to 30 in the previous 

year.
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“

”

Contact No. 9323562282

Email ID : consultantsurge@gmail.com
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