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CHAPTER I 

Introduction 

1.1: Introduction 

Violence as defined by Merriam Webster Dictionary is an “intense, turbulent, or furious and 

often destructive action or force” (Webster, 1828), and as per studies done on human 

evolution- biologically humans are aggressive by nature (Jean Guilaine, 2006). The study has 

spread so wide that often the origin of violence is traced back to the male human beings 

(Gorham, 2007). Use of violence has been prevalent for acquiring power and authority in 

politics, society and family; and to gain individual sexual aspirations, but for a long time 

male-on-male violence was the only recorded form of violence. With the rise of women’s 

political movement in the later part of 20th century, more effective academic and political 

inquiring brought out the aspects of male-on-female violence (Laura L. O' Toole, 2007). 

Prolonged practice of male-on-female violence through centuries of civilization had slowly 

made it a dominant characteristic of male behaviour in patriarchal societies, which can be 

outlined as an important cause for the prevalence of present socio-economic inequality within 

genders (Lerner, 1986). This male-on-female violence can be categorized under both gender 

violence and violence against women. Prevalence of gender related violence in the present 

society symbolizes the existence of power imbalance (Lopez, 1993). 

Violence against women began to attract attention as a serious social problem in the late 

1960’s and early 1970’s. Since then, the term violence against women has been used to 

describe a variety of different behaviours, including emotional, sexual and physical assault; 

murder; genital mutilation; stalking; sexual harassment; and prostitution (Nancy, Burgess & 

Wolbert, 1996). Classification can be made into three different levels at which violence 

against women have been identified by El-Bushra and Lopez (1993). They are: 
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i. Personal Violence: women experiencing personal violence in physical, mental 

and sexual forms due to culturally defined notions of masculine and feminine 

ideologies. For e.g., women from an early age have been taught to modify their 

behaviour or else it might provoke violence from their male counterparts (father, 

siblings, husband, teachers, etc.). 

ii. Violence within Household: this category mostly identifies violence faced by 

women within their households.  Family is supposed to be a safe house for its 

entire members but because of power imbalance between the members, 

violence against the subordinate members (women & children) is prevalent. 

iii. Public Violence: at the public level one can find both culturally and politically 

approved violence and discrimination, for e.g., fight for women’s civil liberties, 

human rights etc. The issue of public level of violence is wider, as there exist 

many lesser noticed forms of gender violence like, unequal pay gap between 

male and female employees/workers, eve teasing, sexual harassment at 

workplaces, etc. 

The need for protection of the rights of women gained global recognition during the 

International Decade of Women (1975-1985) and steadily gained momentum since then. This 

recognition became international law in 1979, when the UN General Assembly adopted the 

Convention on the Elimination of All Forms of Discrimination against Women 

(CEDAW).India became signatory to the Convention in 1993 and ratified CEDAW and 

committed itself to work for the elimination of all types of discrimination against women. 

Article 11 of the CEDAW clarifies that equality to employment can be seriously impaired 

when women are subjected to gender specific violence, such as sexual harassment at 

workplace. Again, the Constitution of India has several provisions for positive discrimination 
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for women. It embodies the concept of equality, prohibits discrimination and considers that it 

is the fundamental right of each citizen of India to be in a safe environment and work with 

dignity. It has special provisions for women by emphasizing that it is a fundamental right of 

the women to have availability of safe and secure environment in all aspects. Alongside, they 

must be treated with dignity, respect and decency in the workplace. 

Legal Provisions in India for Violence against Women: 

Along with the constitutional rights the legal system of India has its own definition to define 

crimes against women… “although women maybe victims in any sort of crimes, be they 

murder, robbery or other crimes, crimes in which women are the victims and which are 

directed specifically against women are denoted as Crimes Against Women”(National Crimes 

Record Bureau, Govt. of India: 2011).The Constitution of India broadly classifies ‘crimes 

against women’ under two categories: crimes identified under the Indian Penal Code (IPC) 

and crimes identified under Special Laws (SLL).  

 

The legal provisions under Indian Penal Code (IPC) are: 

1. Rape (376 IPC); 

2. Kidnapping and Abduction for different purposes (366-366A IPC); 

3. Homicides for Dowry, Dowry Death or their attempts (304 B IPC); 

4. Torture, both mental and physical (489-A IPC); 

5. Molestation (354 IPC); 

6. Sexual Harassment (509 IPC) and  

7. Importation of girls (up to 21 years of age) (366-B IPC).    

Crimes identified under Special Laws (SLL): 

1. Commission of Sati (Prevention) Act; 

2. Dowry Prohibition Act, 1961; 
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3. Immoral Traffic (Prevention) Act;  

4. Indecent Representation of women (Prohibition) Act; and 

5. The Protection of Women Domestic Violence Act, 2005. 

After 2012 Delhi rape case the legal provisions on women in India has seen some drastic 

changes. A number of Acts for the protection of women got introduced. The landmark 

judgments of India’s judicial history, the Supreme Court of India on August 13, 1997 for the 

first time recognized sexual harassment of women at their workplace as a pervasive 

experience and brought the violation within the purview of human rights laws1. However, in 

early 2006, the Supreme Court expressed its concern over the non-implementation of its 

decade old Vishaka judgement (Gupta and Hazra, 2007). Subsequently, The Sexual 

Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013 

became a legislative act after it got the assent of the President of India on 23rd April, 2013. 

The Criminal Law (Amendment) Act, 2013 also received Presidential assent on 2 April 2013 

and came into force from 3 February 2013. This Act addresses regarding the sexual 

harassment in the public places along with stalking and asserts strong legal provisions against 

the culprit.    

Various studies have also been carried out to analyse the legal aspects of sexual harassment 

in the workplaces, their effectiveness as well as their loopholes and challenges (Darius, 2017; 

Raghuwanshi, 2017; Pradeep & Ray, 2017; Hassan & Lee, 2015).Sexual harassment in the 

workplace has an emotional and psychological impact. Studies have found that low self-

esteem and powerlessness are often felt by the victims of sexual harassment (Darius, 2017). 

Developing effective laws on sexual harassment can prevent and redress sexual harassment at 

workplaces and create a safe environment for women to work with dignity and respect 

(Darius, 2017).  

                                                
1Vishaka and Others Versus State of Rajasthan and Others, Writ Petition (Crl) Nos 666-70 of 1992, decided on 
August 13,1997. 
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1.2: Literature Review: 

Extensive research on women has been carried out by various disciplines in social sciences. 

However, Geography has lagged far behind other social sciences in its appreciation of the 

importance of gender. Women remained invisible to geography until very recently. But "once 

our perspective shifts away from a preoccupation with spatial structures to a focus on process 

in society, the political economy and the ecosystem then, rather magically, great new vistas 

of unexplored territory open up" (Zelinsky, Monk and Hanson: 1982). Despite a flurry of 

research in the area of gender geography in recent times, the aerial perspective that 

geography provides to events and processes to some extent hinders viewing women at the 

‘individual perspective’. But once this theoretical bottle-neck is overcome a ‘gendered’ 

geographical perspective of the society can emerge. The position of women can be viewed, 

(a) by their physical location in the society, i.e. rural or urban, (b) their location in the family 

structure, (c) their ethnic background, which provides a cultural perspective to their situation 

and which necessarily has a spatial connotation and (d) finally, their economic position, 

skills, occupations, work and earning—which undoubtedly can provide possibilities of 

economic independence and at the same time certain constrains. The conceptualization of 

crimes against women (sexual harassment outside home) therefore, from the perspective of 

geography, in some way has to accommodate the above positions (Vauquline: 2007). Social 

scientists and especially geographers are interested to know the pattern and trend of crime as 

well as the bases of their occurrences (Bhushan: 1995), as it varies over space on ethnic or 

economic lines. 

Greater access to public spaces is one of the different forms of opportunities urbanisation 

provides to women. Looking at literature on women’s experiences of public places, women 

spatially inhabit a city differently from men. They not only negotiate the city differently but 
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also perceive it differently (Padhee, 2012). This difference lies not only in the strategies 

women use to produce safety but also in the mind-maps that women carry in their heads of 

the city (Ranade, 2007). Feminist scholars in diverse settings have pointed out that urban 

narratives often construct the city as a space of danger for women and point out the ways in 

which these contribute to excluding women, particularly from public space (Andrews 2000, 

Grosz 1995, McDowell 1999, Massey 1994, Walkowitz 1992, Wilson1991). Some scholars 

such as Rachel Pain (2000, 2001), Gill Valentine (1989), Elizabeth Stanko (1995) and Carol 

Whitzman (2007)  amongst others have worked on women’s experiences of safety vis-à-vis 

fear of crime and violence in public places, and how they negotiate it. The process and forces 

of urbanization does provide women various avenues in the form of employability, education 

opportunity, mobility etc. than her rural counterpart. However, it also exposes women to 

sexual harassment in her professional space as well as the other public spaces that she 

ventures out (Vauquline, 2012 a). 

Violence against women is a central feminist theme and appears to vary geographically in 

form and incidence, being clearly a fundamental aspect of culture (Momsen and Townsend: 

1982). Of the different forms of violence against women, sexual harassment is one. A number 

of definitions of sexual harassment exist.  The term “sexual harassment” first came into use in 

the late 1970s in the United States. The term’s origins are generally traced to a course on 

work and women taught by Lin Farley at Cornell University. In 1979, Catherine MacKinnon, 

a legal scholar from the United States, made the first argument that sexual harassment is a 

form of sexual discrimination prohibited by the constitutional laws and civil rights laws of the 

United States (Sexual Harassment, 2018).  

1.2.1 What is Sexual Harassment at workplace? 

Sexual Harassment is a new approach of enlightening a prolonged difficulty, faced by 

generations of women due to their gender; from unwanted sexual attention and offensive 
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behaviour at work and public places. The presence of patriarchal norms in our societies have 

always forced women into an inferior position, which have led to the prevalence of gender 

discrimination starting from home to workplaces (Institute of Social Development, 2014). 

Gender based discrimination regarding labor and workplaces, have further led to Sexual 

Harassment of Women at Work places a major form of male-on-female violence, affecting 

both the public and private life of a women (Institute of Social Development, 2014).  

 

 

Background 

Tracing down the history of sexual harassment at work place one has to go down a long way 

back to the colonial European period where women mostly worked as house-helps, and faced 

sexual harassment not just from their male employers but also from the other superior male 

house-helps. Due to the hierarchy of work these paid female house helps were regarded as the 

lowest and vulnerable of all (Cela, 2015). It can be understood that sexual harassment did not 

just originate with industrialization when women came up to work in public sectors like 

industries, schools, etc. but have existed since the colonial period.  

However, since women have ventured the public working places much later, this sector also 

became a male territory. The recent shift of women entering different sectors of work has 

brought out different perspectives of gender discrimination faced by women. Men being the 

dominant population in the workplaces/organization have given rise to different forms of 

male-on-female violence’s like, Sexual Harassment which is a threat mostly encountered by 

women in workplaces across the world; affects women’s physical and mental state. It also 

jeopardizes the quality of work, both for the male and female employees by weakening 

gender equality in work-places or organizations (Institute of Social Development, 2014). 

International Labour Organization (ILO) states “workplace sexual harassment is a barrier 
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towards its primary goal of promoting decent working conditions for all workers”(McCann, 

2005).Sexual Harassment hence can be identified both as a form of gender discrimination and 

violence against women.  

Definition of Sexual Harassment 

Michael Rubenstein defines Sexual Harassment as, 

“On the one hand, there is conduct which can be regarded as offensive by its very 

nature, such as physical molestation. On the other hand, a person’s reaction to 

behaviour cannot be entirely unreasonable. But within these broad objective 

parameters, sexual harassment is essentially a subjective concept: it is for each 

individual to decide what does and what does not offend them. Any other standard 

would amount to an intolerable infringement of individual autonomy.” (International 

Labour Organisation) 

In 1970’s the United States of America (USA) recognised the need of a proper definition of 

Work-Place Discrimination of Women as Sexual Harassment. Catharine MacKinnon in her 

book Sexual Harassment of Working Women (1979) for the first time attempted to define it 

for the need of a comprehensive legal theory to prevent it. MacKinnon defines it as forced 

imposition of sexual favours mostly proposed by the one with more power (esp. the 

employer) in a workplace or organization; the problem according to her is not sexual 

attraction of men towards women but is the economic dominance of men over women in the 

workplace which then extends to households. She states “economic power is to sexual 

harassment as physical force is to rape” (Mackinnon, 1979), so sexual harassment has to be 

understood in relation to power and not desire or action. 

Types of Sexual Harassment 

From a traditional perspective, sexual harassment is a demand that a subordinate, usually a 

woman, grant sexual favour(s) to retain a job benefit (Lindemann & Kadue, 1992). A more 
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encompassing definition defines sexual harassment as the imposition of any unwanted 

condition or any person’s employment because of the person’s sex. Under this definition, 

harassment included jokes, direct taunting, disruption of work, vandalism or destruction of 

property, and physical attack (Tangri, Burt & Johnson, 1982). Sexual harassment occurs in a 

wide variety of forms including rape, pressure for sexual favours, sexual touching, suggestive 

looks or gestures, sexual joking or teasing, and the display of unwanted sexual material 

(Tangri, Burt & Johnson, 1982). When unwelcome sexual advances, verbal, non-verbal 

and/or physical conduct such as loaded comments, remarks or jokes, letters, phone calls or e-

mails, gestures, exhibition of pornography, lurid stares, physical contacts, stalking, sounds or 

display of a derogatory nature have the purpose and/or effect of interfering with an 

individual’s performance or of creating an intimidating, hostile or offensive environment is 

defined as sexual harassment (Delhi University Ordinance XV (D), 2004). As per U. S. legal 

standpoint2, sexual harassment is a form of sex discrimination composed of two forms of 

behaviour: quid pro quo harassment and hostile environment harassment. Quid pro quo3 

harassment involves sexual threats or bribery that are made a condition of employment or 

used as the basis for employment decisions. Hostile environment harassment captures those 

behaviours, such as sexual jokes, comments, and touching, that interfere with an individual's 

ability to do her/his job or that create an "intimidating, hostile or offensive working 

environment" (US EEOC 1980). This includes forms of gender harassment such as gender-

based hazing and put-downs. Apart from the ones outlined by MacKinnon, sexual harassment 

can be categorized into the following types respectively: 

i. Verbal forms: It includes verbal unwelcomed sexual advances, propositions or 

pressure for sexual activity, with continuous offer for attending social events/activities 

                                                
2 In India the Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Bill, 2006 is 
yet to be an Act. 
3that which a party receives (or is promised) in return for something he does or gives or promises 
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outside the workplace even after when the person has clearly no interest in such, 

offensive flirtations, sexual jokes, remarks on clothing, body-shaming and innuendoes 

or lewd comments (MacKinnon, 1979). 

ii. Nonverbal forms: The unwanted or sexual nature of leering, whistling, staring, 

showing sexually suggestive gestures; displaying pornographic or sexually 

inappropriate pictures, videos or writings. 

iii. Physical forms: Any unwanted physical contact ranging in from unnecessary 

touching, patting, pinching, and brushing off one’s body to assault sexual intercourse; 

any form of physical conduct which refers to an unwanted sexual nature. 

iv. Quid pro Quo: Meaning ‘this for that’ refers to the demands/blackmail by a person in 

authority that can be a boss or supervisor for sexual favours in lieu of job benefits like 

pay increase, promotion, transfer or even to acquire a job. Often practiced by a person 

of power it forces an employee to giving into sexual demands or losing job benefits 

and sometimes the job.  

v. Hostile Work Environment: A hostile work environment where women feel unsafe to 

work due to various reasons like unfriendly gestures, continuous use of slang words 

by the male employees etc. (Mackinnon, 1979). 

Sexual harassment does not always exist only in the workplace. Some professors and teachers 

have used their positions of power to obtain sexual favour from students. Dziech and Weiner, 

1993 listed the following actions that they consider as inappropriate behaviour by professors: 

 -staring, leering, ogling; 

 -frequently commenting on the personal appearance of the student; 

 -touching out of context; 

 -excessive flattery and praise for the student; 

 -injecting a male versus female tone into discussion with the students; 
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-persistently emphasizing sexuality in all contexts (Dziech and Weiner: 1993). 

 

Effects of Sexual Harassment at Workplace  

The effects of sexual harassment are as varied and complex as the women who endure it 

(Morgan, 2001). The greater the power disparity, the more distressing the experience is likely 

to be (Benson & Thomson, 1982). Feelings of violation are particularly strong when women 

are harassed by authorities entrusted with their care. Sexual harassment is especially 

traumatic when coaches, mentors, therapists, doctors, or clergy commit it (Rutter: 1989). 

Even though no two sexual harassment experiences are alike, analysis of women’s narratives 

about how sexual harassment feels and its effect on their lives has uncovered a few salient 

themes. For most, loss is a core experience. Coping with the negative effects of sexual 

harassment is emotionally distressing as well as physically exhausting (Stambaugh, 1997). 

Anyone subjected to sexual harassment can feel humiliated, demoralized, experience a loss of 

self-confidence and self-esteem and feel violated and stripped of dignity. The impact of 

sexual harassment can be severe, and have a debilitating effect on the personality, working 

life and social behaviour of the target of harassment (Murthy, 2004). So common, indeed, is 

this social malady that most women themselves fail to recognize it as a problem and treat it as 

‘normal’. Others over the years develop internal coping mechanisms to deal with the menace 

(Dasgupta, 2001).      

It can be emphasized that making a woman the object of sexual attention can also work to 

undermine her image and self-confidence as a capable worker. Yet, much of the time, 

harassment assumes a form that has little or nothing to do with sexuality but everything to do 

with gender (Reskin & Padavic 1994).  At its core, sexual harassment is often about letting 

women know they are not welcome in certain workplaces and that they are not respected 

members of the work group (Reskin & Padavic 1994). Sexual harassment is likely to exist 



24 

 

wherever the unequal distribution of power between men and women is greatest. It is 

unwanted and unwelcomed behaviour based on gender. It is part of the whole syndrome of 

discrimination and exploitation that upholds unequal economic and social structures thriving 

in an atmosphere of threat, terror and reprisal. Sexual harassment continues to hamper 

employment opportunities for many women (Dasgupta, 2001). Anglo-American scholar, 

MacKinnon (1979) argues that harassment is as an exertion of power to influence the broad-

scale system of male-domination and hetero-sexual nature of the society (here, Indian 

society), which manifests subordination of ‘women as a class’ in general and structural 

subordination of women (Kabeer, 2013) in particular. 

1.2.2. Indian Scenario  

In the case of Vishakha v. State of Rajasthan 1997, sexual harassment at workplace came up 

to be accepted as an encroachment of human rights and rules were instituted against it. In 

1992 Bhanwari Devi a Sathin worker of Rajasthan prevented the practice of child marriages 

and she protested against the marriage of a one-year old girl in Rajasthan, which was met 

with resentment and some form of harassment from the men of that community. 

Subsequently she went to the local authority to report but no action was taken as the harassers 

belonged to a higher community; at this act of a lower caste potter women they went on to 

gang rape her teaching her the power of the high caste men.  The Bhanwari Devi case 

revealed the presence of sexual harassment faced by millions of working women across the 

country, irrespective of their location of work. As the local authority did not take any action a 

Public Litigation was filed by Vishaka and various women groups against the State of 

Rajasthan and Union of India before the Supreme Court of India. The apex court of India 

pronounced the breakthrough judgment in 1997 widely known as the Vishaka Judgement and 

framed legal guidelines under the Indian Constitution and CEDAW (Ministry of Women and 

Child Development, 2015). It contained a definition of sexual harassment, need for the 
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Sexual Harassment Committee, prioritizing prevention and a need for the provision of 

innovative redress or recompense mechanism (Ministry of Women and Child Development, 

2015). 

The Supreme Court of India defines Sexual Harassment in the workplace as: 

 “Any unwelcomed, sexually determined physical, quid pro quo demands, verbal, or non-

verbal conduct or the existence of a hostile work environment; which weakens her quality of 

work in the organization.” (Ministry of Women and Child Development, 2015) 

Prior to the existence of the Vishakha Guidelines women subjected to sexual harassment had 

to use the provisions of Section 354 and 509 under IPC (Indian Penal Code) for outranging 

the modesty of women. Hence Vishakha Guideline recognized the issue of sexual harassment 

at workplace as violation of basic human rights. Even though the apex court of India made it 

mandatory for the employers to follow the guidelines, many organizations did not follow the 

guidelines. Some other loopholes came into observation that the Vishaka judgement was 

unclear on how the complaint mechanism would work for women working in unorganized or 

informal sectors (Institute of Social Development, 2014).  

Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act, 

2013 

The plea for the amendment of the loopholes in the guidelines went on for sixteen years since 

the pronouncement of the Vishakha Judgment. It was later brought out by the parliament of 

India as the act of Sexual Harassment of Women at Workplace (Prevention, Prohibition and 

Redressal) Act, 2013. Upholding the spirit of the Vishakha Judgement the new law relies on 

the definition of sexual harassment as given by the Supreme Court of India in 1997, the new 

law further makes an attempt to provide protection to women working in both formal and 

informal sectors. While making the structural provision for and Internal Complaint 

Committee (ICC) in every workplace with more than ten workers and provision of a Local 
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Complaint Committee (LCC) for all the women working in other places with less than ten 

workers (Ministry of Women and Child Development, 2015). Even after the introduction of 

the new law for the protection of women in India against sexual harassment at workplace, 

there is a need to gain further knowledge and study about the accomplishments/failure of the 

new act. 

The Act as mentions provides emphasis on the elements of “Prevention, Prohibition and 

Redressal” sexual harassment of women from work places and has laid down few parameters 

in the Act. For the purpose of Prevention and Prohibition of sexual harassment of women its 

states the establishment of ICC and LCC as mentioned above, with the guidelines of having a 

senior female preceding officer; who would be in authority for 3 years, with two outside 

members one with a legal background and the other from an NGO working with women’s 

issues. The workplace should also organize sexual harassment workshops or awareness 

campaigns or training involving both the male and female employees. In addition to the 

committee, the Act states that the Sexual Harassment is to be mentioned as misconduct in 

their company service rules (India, 2013). Apart from forming the Internal Complaints 

Committee as per the Act, the Act also requires employers to ensure dissemination of 

information and awareness regarding their policy for prohibiting sexual harassment in the 

workplace, capacity building and skill development of the ICC members, creating dialogue 

and publicising the names and contact information of the committee members to prevent any 

form of sexual harassment in the workplace (Ministry of Women and Child Development, 

2015). 

As for the Redressal purpose the act in support of the “aggrieved woman” can make a 

complaint of sexual harassment at workplace to the ICC within the period of three months. 

The ICC will further initiate enquiry with the request of the aggrieved woman to settle the 

matter between her and the respondents through conciliation, with no monetary settlement.  
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For making the enquiry the ICC will have the same powers as the Civil Court under the Code 

of Civil Procedure. The aggrieved woman can request for transfer or leave up to a period of 

three months, this leave will be granted in addition to the otherwise entitled leaves; during the 

period of enquiry. 

However, the Act lacks gender neutrality as it only addresses to grievances of women and 

does not include men or transgender individuals who may also be subject to sexual 

harassment at the workplaces (Raghuwanchi, 2017; Pradeep & Ray, 2017). The loopholes 

and challenges in implementing the Act are elaborated in later chapters. 

 

1.3. Statement of the problem 

Access to violence and safe working environment is the basic right of a woman. Yet, the 

greatest challenge relates to the alarming threat to women’s safety and freedom of movement 

in public spaces(Bhattacharyya, 2013).The Apex Court holds that each incident of sexual 

harassment of women at workplace violates the fundamental rights guaranteed by the Indian 

Constitution such as the Right to Life and Livelihood. It calls into its own power for 

enforcement of fundamental rights and the role of the State to meet the challenge to protect 

the working women from sexual harassment and to make their fundamental rights 

meaningful. A 2005 report by the International Labor Organization (ILO)4 also indicates that 

sexual harassment is more prevalent against women who are more vulnerable, such as young 

women, separated, widowed or divorced women, women employed in “non- traditional” or 

male dominated professions, women working in informal sectors of the economy, or migrant 

workers. The Criminal Law (Amendment) Act, 2013 addresses penalties for some of the 

abhorrent forms of crime (stalking, touching, sexually coloured remarks, voyeurism). 

However, it remains unclear as to how the perpetrators of the offences like touching, stalking, 

                                                
4McCann, Deirdre, Sexual harassment at work: National and international responses, International Labour 
Organisation, 2005 <http://www.ilo.org/public/english/protection/condtrav/pdf/2cws.pdf> 
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and sexually coloured remarks would be accused and subsequently prove the assailant as 

guilty.  Multiple questions still arise regarding enhancing the safety and the sense of a free 

and secure space for women in their professional and public area in actuality. The gendered 

scenario raises the spectre of women’s vulnerability (Gupta and Hazra, 2007).  

Who are the women vulnerable to sexual harassment? What kinds of street harassment do 

women face? Whistling, singing lewd songs, disparaging comments on the basis of their 

gender are common, but are sexual harassments limited to just these? Do these women have 

access to address their grievances of sexual harassment at the workplace if they are 

employed? Many more questions evolve around these issues of sexual harassment at 

workplace and public spaces which we intend to address through this research.  

 

1.4. Significance of the problem 

The process of urbanization brings in copious changes to the society. These may be in the 

form of opportunity, avenues; development availed by every member of the society in 

assorted modes. Urbanization provides different forms of opportunities to women. There are 

greater mobility, opportunities to avail employment due to education, greater liberty and 

freedom compared to her rural counterparts to break free from the traditional roles etc. 

Through education, other work skills, to meet to her daily needs or out of economic 

compulsions she ventures into the workplace. These at the same time, generate some specific 

type of problems, which are women-centric (Vauquline, 2007; Vauquline 2012). 

Urbanization and modernization no doubt on the one hand, empower women but at the same 

time it brings in other types of influences, which also create specific types of problems for 

women to confront. It may expose women to various forms of harassment including sexual 

harassment at the workplace and elsewhere which can generate psychological as well as 

physical pressure on them (Vauquline, 2007; Vauquline 2012). These are the darker sides of 
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modernization that act as hurdles for the all-round development of the women in particular 

and a society in general. 

Women enter the workplace much later compared to men thereby interposing a space which 

was till then a male domain or bastion (Kihnley, 2000). This process of transformation of this 

space challenged the generalized patriarchal setup that antecedent existed. Because of this 

outlook of the workplace being an effective male sphere of authority and control, women are 

often made to feel that they are being ‘allowed’ to be there at the workplace (Kihnley, 2000). 

Such notions put a woman at the receiving end and place them in a hostile professional space 

which may take the form of sexual harassment at workplaces (Kihnley, 2000). The entry of 

emancipated women is observed not only in professional spaces since there is a growth of her 

presence in public spaces as well (Kihnley, 2000). This ingress into the perceived ‘male 

domain public space’ exposes women to various forms of sexual harassment once she steps 

out from her home (Kihnley, 2000).  Cities in India as elsewhere in other parts of the globe 

are not immune to these unwelcome developments. Similarly cities and urban centres in north 

east India too experience their share of women being at the short end of the stick and 

experiencing sexual harassment.  

Opportunities created by the urban centres, also create opportunities to crimes specific to 

urban areas. Most of this violence is women centric in the form of sexual harassment in their 

professional spaces (educational institutes, organized and un-organized sectors of 

workplaces). They can be best observed in an urban situation such as Guwahati, Jorhat, 

Tezpur, etc. which is the economic hub of North-east India and offers varied economic 

avenues to all section of people.  It can provide a comprehensive and wide-ranging prospect 

to analyse the various aspects of sexual harassment in the professional spaces of Guwahati 

and the major urban centres of Assam, with Table 1.1 stating the total population of Assam. 
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Table 1.1: Assam Population 2011 

Description Rural Urban 

Total Population 26,807,034 4,398,542 

Male Population 13,678,989 2,260,454 

Female Population 13,128,045 2,138,088 

Source: Assam Census Report 2011 

 

1.5. Objectives of the Study 

The primary aspects of this study would be to investigate the following: 

1. To study the causes and types of sexual harassment at the workplace (organized 

section) in selected urban centres of Assam, reported and unreported. 

2. To examine the pattern of existence of sexual harassment at the workplace (organized 

section) on the basis of economic classes, ethnicity and educational level. 

3. To evaluate the existence of Internal Complaint Committee in the professional 

institutes post and pre 23rd April, 2013. 

4. To analyse the execution of the cases of sexual harassment at workplace and public 

places as per the Acts. 

5. To investigate the extent of implementation of the Acts: The Sexual Harassment of 

Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013 and The 

Criminal Law (Amendment) Act, 2013 

 

1.5. Database and Methodology 

The data-base of the study comprises of both Primary Data and Secondary Data. . 
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1.5.1. Primary data:  

Primary data was collected from a total of 472 respondents of which 186 were employers, 

189 were employees, and 47 of them were the ICC officers and 50 female students through 

interview schedules. Focus group interviews were also conducted to gain further insights of 

the issue. 

1.5.2. Secondary data: 

There has been use of Secondary data which comprises of previously gathered data by 

different researchers or organization or institutes. Like the Assam Statistical Handbook, 

Annual Health Fact Sheet 2011-2012 Economic Survey Assam 2014-15 and various other 

papers have been used to determine the area of study and sample size of the study.  

1.5.3Tools applied to collect primary data 

Primary data was collected from the field using semi-structured interview schedules designed 

separately for employees, employers, ICC officers and students. A separate interview guide 

was used for FGD’s (Focus Group Discussion’s). Audio recording devices were also used 

during the study. 

 

1.6. Study Area 

For the study area, nine major urban centres of Assam were selected. With Guwahati being a 

major hub for education and commercial endeavours 

(http://www.assaminfo.com/districts/27/kamrup-metropolitan.htm), these urban centres have 

created the opportunities for both men and women alike. Along with the rise of the 

opportunities there has been a rise in crime like violence against women and sexual 

harassment of women at work places (Vauquline, 2007; Vauquline 2012). The selections of 

the nine districts have been done on the basis of the indicators of urban population, crime 

rates and literacy rate of the districts. These indicators are considered as indexes of 
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urbanisation. Statistics all across the globe indicates that the population of the urban areas are 

higher than the rural and semi-urban areas. Again, numbers of registered cases of crimes 

against women are higher in urban areas. Data regarding literacy ratesalso indicates that the 

proportion of literacy is higher in urban areas. Thereby these three indicates are taken to 

identify the samples area for this study. 

 

 

Table 1.2: Indicators of the following districts 

Sl. No District 

Urban 

Centres Population 

Urban 

Population 

Crime 

Rates 

Literacy 

Rate (%) 

1 Nagaon Nagaon 2,823,768 368,100 1,067 72.37 

2 Kamrup (M) Guwahati 1,253,938 1,044,832 1,680 88.71 

3 Dhubri Dhubri 1,949,258 201,917 760 58.34 

4 Sonitpur Tezpur 1,924,110 171,140 697 67.34 

5 Cachar Silchar 1,736,617 316,010 631 79.34 

6 Barpeta Barpeta 1,693,622 147,289 582 63.81 

7 Sibsagar Sibsagar 1,151,050 109,877 499 80.40 

8 Jorhat Jorhat 1,092,256 219,565 352 82.15 

9 Chirang Kajalgaon 433,061 35,337 174 81.20 

Source: Assam Statistical Handbook 2015 

 

As shown in the Table 1.2, Indicators of the following districts, Kamrup (M) has the highest 

urban population; following Nagaon, Silchar, Jorhat and Dhubri (Directorat of Economics 
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and Statistics, 2015) moreover they also are the five old and major urban centres of Assam5. 

The next indicator was crime rates which were again very high in the districts of Kamrup 

(M), Nagaon, Dhubri, Sonitpur and Cachar but it was comparatively low in Chirang, Jorhat, 

Sibasagar and Barpeta (Directorat of Economics and Statistics, 2015), the reason for selecting 

these districts were to see if actually these crimes go undetected. The next indicator was 

literacy rates since the study was to be conducted on women working in urban centres the 

factor of literacy came up with most of the districts falling in the category of high literacy 

rates except Dhubri with just 58% (Directorat of Economics and Statistics, 2015). Since the 

situation of Sexual Harassment of Women at Workplaces can be best observed in the urban 

centres like Guwahati, Jorhat, Tezpur, Silchar, Barpeta, Silchar, Nagaon, Sibasagar, 

Kajalgaon which are the economic hub of Assam and offers varied economic avenues to all 

section of people. As all the nine districts cover up the major urban centres of Assam with 

Chirang, Barpeta, Dhubri covering the western Assam,  Guwahati, Nagaon, Tezpur covering 

the central Assam, Silchar covering the southern Assam and Jorhat and Sivasagar covering up 

the eastern Assam. The holistic selection of these districts helped to bring a wide outlook to 

analyse the aspects of sexual harassment of women at the work places. 

 

1.7. Sample Size 

Sampling is an important element of research, as it particulates a population from the 

universe of the study for collecting data. Purposive sampling, a form of non-probability 

sampling method (Sarma, 2010) was applied in the study keeping in mind the objectives of 

the study and because of the sensitive nature of the issue. 

                                                
5List of Largest Cities in Assam. Retrieved from: https://www.worldlistmania.com/list-largest-cities-assam/ 
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A total of 472 respondents were taken up for the study from the nine districts across Assam, 

of which 186 were employers, 189 were employees, 47 of whom were the ICC officers and 

50 female students. 

However, the report provided the analysis only of the employees due to lack of time as the  

fund was released towards the end of 2nd year of the project. 

 

1.8. Design and Data Collection 

The Mixed Methods Approach has been used for better amalgamation of the study. Suitable 

methods from both the qualitative and quantitative approach are used in the mixed methods 

approach. In the mixed methods approach the achievement of the whole result is much more 

important than the sum of its parts (Biber, 2017). The tools used for data collection in the 

study were semi-structured interview schedules, which further helped to select individuals for 

FGD’s (Focus Group Discussions).  

Semi- Structured Interview schedules were used because it allows the interviewer to have the 

flexibility of an open ended interview for the qualitative part and also could focus on the 

close ended questions for quantitative data (Zorn). The FGD’s were conducted in each district 

which comprised of five respondents selected after the interviews. The FGD provides in-

depth information of the experiences of the participants and their knowledge about topic. 

1.9. Tools used for data analysis 

The mixed methods of data analysis have been used in the study. For quantitative data 

analysis, tables, charts have been used extensively. The statistical tools such as average, 

percentage and cross tabulation have also been used in the study. To see the correlation 

between various factors which are considered to have influence on sexual harassment on 

women at workplaces; the chi-square test has been used. For qualitative data analysis, 

descriptive analysis of the data method has been applied.  
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CHAPTER II 

Socio-Economic Profile of the Respondents 

2. Introduction  

In this chapter the socio-economic profile of the respondents will be portrayed. Variables 

such as the respondents’ age, region, religion, education level, income and marital status are 

important socio-economic indicators for understanding the concept of Sexual Harassment of 

Women in workplaces from their perspective. In this chapter an effort is being made to 

provide a comprehensive understanding of socio-economic background of the respondents as 

a whole and at the same time socio-economic background of the different types of 

respondents taken for the study is also provided. 

 

2.1. Socio-Economic Status of Respondents: 

The Socio-Economic Status of the respondents is an important aspect of the study as these 

variables determine their mobility, knowledge and their way of dealing with situations of 

Sexual Harassment of Women at Workplace (SHWWP). Therefore, it is important to know 

the specific age group, caste, education qualification, occupation and rural/urban/semi-urban 

background of the respondents. Similar socio-economic variables found in the data from the 

respondents have been complied together, whereas the other socio-economic variables are 

categorized accordingly.  

Table 2.1: Gender of the Respondents 

Respondents Employee Employer ICC Officers Students 

Sl. no Gender Frequency Percent Frequency Percent Frequency Percent Frequency Percent 

1 Male 3 1.6 148 79.6 4 8.5 0 0.0 
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2 Female 183 97.4 38 20.4 43 91.5 50 100.0 

3 Other 3 0 0 0 0 0 0 0 

Total 189 100.0 186 100.0 47 100.0 50 100.0 

Source: Data Collected from the Field 

The table above (Table 2.1) shows the gender of the total 472 respondents interviewed for the 

study, which included 189 Employees, 186 Employers, 47 ICC Officers and 50 female 

students. The table clearly brings forth the idea that men are mostly at the top, for instance, 

among the employers who have a higher economic status almost 79.6% of them are men and 

only 20.4% of them are women. Only 186 female employees were supposed to be 

interviewed for the study but yet some of the offices did not have a female employee so 3 

male employees were interviewed.  

The ICC officers as per the Sexual Harassment Act, 2013 the presiding officer should be 

women hence majority of them were women i.e. 91.5% and only 8.5% of them were men. 

Table 2.2: Place of Origin 

Respondents Employee ICC officers Students 

Sl. No Place of 

Origin 

Frequency Percent Frequency Percent Frequency Percent 

1 Urban 113 59.8 33 70.2 13 26.0 

2 Semi urban 42 22.2 8 17.0 19 38.0 

3 Rural 34 18..0 6 12.8 18 36.0 

Total 189 100.0 47 100.0 50 100.0 

Source: Data Collected from the Field 

Assam is a developing state with mostly rural areas in comparison to other metropolitan 

states of India which is why the place of origin is an important component of the socio-
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economic background of the respondents. Because it shows the level of immigration of rural 

and semi-rural population to the urban areas and it also brings forth their general 

understanding regarding the ideas and experiences of sexual harassment of women at 

workplaces.   

As Table 2.2 indicates, in the case of the employees 59.8% of the respondents were city 

dwellers and 22.2% of them were semi-urban dwellers and only 18% hailed from rural areas. 

Whereas among the ICC officers, most were from urban areas i.e. 70.2%, only 17% of the 

respondents were from semi-urban areas and only 12.6 % were from the rural areas. Among 

the students 26% were from urban areas, 38% were from semi-urban areas and 36% came 

from rural areas. 

 

 

2.2. Socio-economic Background of Employers:  

Table 2.3 Age of the Employer 

Sl. No Age of the Employers Frequency Percent 

1 25-35 years 20 11.3 

2 35-45 years 50 23.8 

3 45-55 years 58 31.7 

4 55-65 years 54 30.8 

5 65-75 years 4 2.0 

Total 186 100.0 

Source: Data Collected from the Field 

The age of the employers in the table shows that the employers who were interviewed were 

from different age groups. A majority of the respondents were from the age group of 45-55 
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years (31.7%), 55-65 years (30.8%) and 35-45 years (23.8%). Few were within the age group 

of 25-35 years (11.3%) and 65-75 years (2%). 

 

Table 2.4: Gender of the Employers 

Sl. No Gender Frequency Percent 

1 Male 148 79.6 

2 Female 38 20.4 

Total 186 100.0 

Source: Data Collected from the Field 

The above table shows that 79.6% of the employers were male and 20.4% were female which 

highlights the existing gender gap among the employers.  

 

Table 2.5: Type of Workplace 

Sl. No Type of Workplace Frequency Percent 

1 Central Government 16 8.6 

2 State Government 83 44.6 

3 Semi-Government 6 3.2 

4 Private 55 29.6 

5 Self-Owned 26 14.0 

Total 186 100.0 

Source: Data Collected from the Field 
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The employers interviewed belonged to various workplaces which have been categorised as 

workplaces under state government, private, self-owned enterprise, under central government 

and semi-government institutes. The details are shown in the above Table 2.5. 

 

2.3. Socio-economic Background of Employees:  

Table 2.6: Gender of the Employees 

Sl. no Gender Frequency Percent 

1 Male 3 1.6 

2 Female 183 96.8 

3 Other 3 1.6 

Total 189 100.0 

Source: Data Collected from the Field 

Total of 189 employees from all over the state were interviewed. 96.8% employees 

interviewed were women, 1.6% were men and another 1.6% categorised themselves as 

others. 

 

Table 2.7: Place of Origin of Employees 

Sl. No Place of Origin Frequency Percent 

1 Urban 113 59.8 

2 Semi urban 42 22.2 

3 Rural 34 18.0 

Total 189 100.0 

Source: Data Collected from the Field 
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Of the total 189 employees interviewed, mostly belonged to an urban background (59.8%), 

few employees were from a semi-urban background (22.2%) and the rest were from the rural 

areas (18%). 

 

Table 2.8: Mother Tongue of the Employees 

Sl. No Mother Tongue Frequency Percent 

1 Assamese 120 63.5 

2 Hindi 4 2.1 

3 English 1 0.5 

4 Bengali 40 21.2 

5 Boro 13 6.9 

6 Nepali 1 0.5 

7 Karbi 10 5.3 

Total 189 100.0 

Source: Data Collected from the Field 

Table 2.8 shows that out of the 189 employees interviewed, majority (63.5%) identified 

Assamese as their mother tongue; followed by 21.2% who were Bengali speaking, 6.9% 

spoke Bodo, 5.3% spoke Karbi and 2.1% spoke Hindi. Very few employees identified Nepali 

and English as their mother tongue (0.5% each). 

 

Table 2.9: Religious background of the Employees 

Sl. No Religion Frequency Percent 

1 Hinduism 167 88.4 
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2 Islam 17 9.0 

3 Christianity 4 2.1 

4 Other 1 .5 

Total 189 100.0 

Source: Data collected from the Field 

The above table shows that the religious background of the most of the employees was 

Hinduism (88.4%). 9% followed Islam and 2.1 % followed Christianity. 

 

Table 2.10: Caste of Employees 

Sl. No Caste Frequency Percent 

1 General 88 46.6 

2 OBC 64 33.9 

3 SC 17 9.0 

4 ST P/H 20 10.6 

Total 189 100.0 

Source: Data collected from the Field 

In Table 2.10 it can be seen that 46.6% of the employees belonged to the general category, 

33.9% were from OBC category, 10.6% belonged to ST and 9% were SC. 

 

Table 2.11: Marital Status of the Employees 

Sl.No Marital Status Frequency Percent 

1 Single 62 32.8 
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2 Married 114 60.3 

3 Divorced 5 2.6 

4 Widowed 8 4.2 

Total 189 100.0 

Source: Data collected from the Field 

The above table shows that majority of the employees were married (60.3%) and 32.8% were 

single. Only a few were divorced (2.6%) or widowed (4.2%). 

 

Table 2.12: Educational Qualification of Employees 

Sl. No Education Qualification Frequency Percent 

1 Unschooled 2 1.1 

2 Under Class 10 12 6.3 

3 Class 10 pass 14 7.4 

4 HS Passed 27 14.3 

5 Graduate 68 36.0 

6 Post Graduate 48 25.4 

7 MPhil/Ph.D. 16 8.5 

8 Technical Qualification 2 1.1 

Total 189 100.0 

Source: Data collected from the Field 
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The employees were from diverse educational background. 36% were graduates and 25.4% 

were post-graduates. While 8.5% had MPhil or PhD only 1.1% had technical qualification. 

 

Table 2.13: Type of School Attended by Employees 

Sl. No Type of School Frequency Percent 

1 Central Government 7 3.7 

2 State Government 145 76.7 

3 Private School 28 14.8 

4 Public School 3 1.6 

5 Others 6 3.1 

Total 189 100.0 

Source: Data collected from the Field 

As the above table indicates, 76.7% employees attended State Government schools and 

14.8% attended private schools. Only 3.7% attended Central Government schools and 1.6% 

attended public schools. 

 

Table 2.14: Medium of Instruction 

Sl. No Medium of Instruction Frequency Percent 

1 Assamese 116 61.3 

2 English 45 23.8 

3 Hindi 5 2.6 

4 Others 23 12.2 
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Sl. No Medium of Instruction Frequency Percent 

1 Assamese 116 61.3 

2 English 45 23.8 

3 Hindi 5 2.6 

4 Others 23 12.2 

Total 189 100.0 

Source: Data collected from the Field 

The above table 2.14 shows that majority of the employees had Assamese as their medium of 

instruction in school (61.3%). Again 23.8% attended English medium schools and 2.6 % 

attended Hindi medium schools. 

 

Table 2.15: Salary Drawn by Respondent Employees per Month 

Sl. No Salary of employees (in 

Rupees) 

Frequency Percent 

1 3000-23000 88 46.56 

2 23001-43000 48 25.39 

3 43001-63000 23 12.16 

4 63001-83000 9 4.76 

5 83001- 103000 6 3.12 

6 103001- 303000 3 1.5 

7 Data not available 12 6.3 

Total 189 100.0 

Source: Data collected from the Field 
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The above table highlights the salary drawn by the employees. 46.56% employees earned a 

salary between Rs.3000-Rs.23000 per month and 25.39% earn a salary within Rs.23001-

Rs.43000. Very few employees (4.76%) earned salary in the range of Rs. 63001-Rs.83000. 

 

Table 2.16: Type of Workplace of the Employees 

Sl. No Type of Work-place Frequency Percent 

1 Central Govt. 14 7.4 

2 State Govt. 93 49.2 

3 Semi- Govt. 10 5.3 

4 Private 55 29.1 

5 Self-own enterprise 6 3.2 

6 Others 11 5.8 

Total 189 100.0 

Source: Data collected from the Field 

Most of the employees (49.2%) were working in State Government organisations. 29.1% 

worked at private organisations, only 7.4% were Central Government employees and 3.2% 

employees worked at self-owned enterprises. 

 

Table 2.17: Type of House 

Sl. No Type of House Frequency Percent 

1 Didn’t want to share 1 .5 

2 Shanty house 12 6.3 

3 One room apartment 7 3.7 
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4 Two room apartment 6 3.2 

5 Assam type 96 50.8 

6 RCC 57 30.1 

7 Other 10 5.3 

Total 189 100.0 

Source: Data collected from the Field 

The above table shows that 50.8% employees resided in Assam type houses while 30.1% 

resided in RCC houses. 6.3% stayed in shanty houses while 3.7% and 3.2% stayed in one-

room apartments and two-room apartments respectively 

 

2.4. Socio-Economic Background of ICC Officers 

Table 2.18: Age of ICC Officers 

Sl. No Age (in years) Frequency Percent 

1 25-35 6 12.8 

2 35-45 5 10.6 

3 45-55 20 42.6 

4 55-65 16 34.0 

Total 47 100.0 

Source: Data collected from the Field 

Table 2.18 here shows the age of the ICC officers who were interviewed. The age of the ICC 

officers is important for the study as the Sexual Harassment Act, 2013 states that the 

preceding ICC officer should be a senior officer. The above data shows that out of the 47 ICC 

officers interviewed, 42.6% belong to the age group of 45-55 years and only 34% of them 
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belong to the age group of 55-65 years whereas, 12.8% of the ICC officers belong to the age 

group of 25-35 years of age and 10.6% were in the age group of 35-45 years of age.  

 

Table 2.19: Gender of the ICC Officers 

Sl. No Gender Frequency Percent 

1 Male 4 8.5 

2 Female 43 91.5 

Total 47 100.0 

Source: Data collected from the Field 

The above table shows the gender of the ICC officers, which shows that 43(91.5%) of them 

were female and only 4(8.5%) of them were male. As per the SHWWP Act, 2013 the 

preceding officer should only be a women appointed at a senior position of the same 

workplace or any other workplace of the same employer. 

 

Table 2.20: Place of Origin of ICC Officers 

Sl. No Place of Origin Frequency Percent 

1 Urban 33 70.2 

2 Semi- Urban 8 17.0 

3 Rural 6 12.8 

Total 47 100.0 

Source: Data collected from the Field 

The place of Origin of the ICC officers again portray that 70.2% of them were from an urban 

place where as 17% were from a semi-urban place and only12.8% of them were from  rural 

areas.  
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Table 2.21: Mother Tongue of ICC Officers 

Sl. No. Mother Tongue Frequency Percent 

1 Assamese 32 68.1 

2 Hindi 2 4.3 

3 Bengali 6 12.8 

4 Boro 2 4.3 

5 Nepali 5 10.6 

Total 47 100.0 

Source: Data collected from the Field 

As evident from the above table, a majority of 68.1% ICC officers identified Assamese as 

their mother tongue and the rest of them identified Hindi (4.3%), Bengali (12.8%), Boro 

(4.3%), and Nepali (10.6%) as their mother tongue. 

 

 

Table 2.22: Marital Status of ICC officer 

Sl. No. Marital Status Frequency Percent 

1 Single 5 10.6 

2 Married 41 87.2 

3 Widowed 1 2.1 

Total 47 100.0 

Source: Data collected from the Field 
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Table2.22 here shows that most of the ICC officers interviewed were married (87.2%), 10.6% 

of them were single and only 2.1% was widowed.  

 

Table 2.23: Educational Qualification of ICC Officers 

Sl. No. Educational Qualification Frequency Percent 

1 Class 10 pass 1 2.1 

2 H.S Pass 2 4.3 

3 Graduate 7 14.9 

4 Post Graduate 22 46.8 

5 M.Phil./ Ph.D. 15 31.9 

Total 47 100.0 

Source: Data collected from the Field 

Most of the ICC officers were Post Graduates (48.8%), followed by ICC officers who were 

awarded with MPhil or PhD (31.9 %). The educational background of the ICC officers also 

indicated their efficiency. It is also a matter of concern that 3 of the ICC officers were under 

qualified to deliver the duties of the ICC officer. Two of them were Class X pass and one of 

them has passed their Higher Secondary School.  

 

Table 2.24: Types of School Attended by the ICC Officer 

Sl. No Types of School Attended Frequency Percent 

1 Central Government School 3 6.4 

2 State Government School 36 76.6 

3 Private School 7 14.9 
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4 Public School 1 2.1 

Total 47 100.0 

Source: Data collected from the Field 

A large proportion of the ICC Officers have done their schooling in State Government 

schools (76.6 %) followed by education in Private schools (14.9 %). Least number of ICC 

officers are educated in public schools. 

 

2.5. Socio-Economic Background of Students 

Table 2.25: Age of the students 

Sl. No Age Group Frequency Percent 

1 18-23 years 13 26.0 

2 23-28 years 37 74.0 

Total 50 100.0 

Source: Data collected from the Field 

The above table shows the age group of female students who were interviewed for the study. 

The respondents were of the age group of 18-28 years; the girls were legally adults and were 

old enough to form their own viewpoints. There were more students from the age group 23-

28 years. 

 

Table 2.26: Place of Origin of the Students 

Sl.no Place of origin Frequency Percent 

1. Urban 13 26.0 

2. Semi-Urban 19 38.0 
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3. Rural 18 36.0 

Total 50 100.0 

Source: Data collected from the Field 

Table 2.26 here shows the diverse background of the female students. In contrast to the 

previous respondents of employees, employers and ICC officers where majority came from 

urban areas, in the case of students 38% hailed from the Semi-urban areas 36% from rural 

areas and only 26% came from urban areas. The table shows that girls from different places 

of origin come up for further studies to different urban centres. 

 

Table 2.27: Religion of the students 

Sl. No Religion Frequency Percent 

1 Hinduism 40 80.0 

2 Islam 8 16.0 

3 Buddhist 1 2.0 

4 Christianity 1 2.0 

5 Jainism 0 0.0 

6 Others 0 0.0 

Total 50 100.0 

Source: Data collected from the Field 

This table shows the religious distribution of the students who were interviewed. It clearly 

showcases how the religious diversity among the female students of the state.  

 

Table 2.28: Marital Status of the Students 
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Sl.No Marital Status Frequency Percent 

1. Single 47 94.0 

2. Married 3 6.0 

Total 50 100.0 

Source: Data collected from the Field 

The above table here shows the marital status of the students. Although the legal age of 

marriage in India is 18 years, yet this data shows that only 6% female students were married 

and the rest 94% girls were not. 

 

Table 2.29: Nature of Education Institutes of the Students 

SL. No Nature of Institutes Frequency Percent 

1 Semi. Govt. Colleges 23 46.0 

2 Government Colleges 12 36.0 

3 Technical Institutes 3 6.0 

4 Medical Colleges 2 4.0 

5 Private Institutes 4 8.0 

Total 50 100.0 

Source: Data collected from the Field 

The above table here shows the different educational institutes from where the students were 

interviewed. They comprised of Semi-government Colleges, Government Colleges, 

Technical Institutes, Medical Colleges and Private institutes.  
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Table 2.30: Type of school attended 

Sl. No Type of School Attended Frequency Percent 

1. Central Government School 22 44.0 

2. State Government School 17 34.0 

3. Private School 7 14.0 

4 Public School 4 8.0 

Total 50 100.0 

Source: Data collected from the Field 

In the above Table 2.30, it can be seen that 44% of the students who participated in the study 

attended central government schools, 34% attended State government schools and 14% 

attended private schools. 

 

Table 2.31 Medium of Instruction 

Sl. No Medium of Instruction in 

School 

Frequency Percent 

1 Assamese 31 62.0 

2 English 11 22.0 

3 Hindi 5 10.0 

4 Others 3 6.0 

Total 50 100.0 

Source: Data collected from the Field 

The medium of instruction of the students were asked to understand how students from 

different medium of education understand sexual harassment of Women at workplace.  
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2.6. Findings 

It is evident from the above tables that a diverse group of respondents participated in this 

study. Summing up, the demographic profile of the respondents suggests that: 

1. There were 59.8% employees and 70.2% ICC officers who came from urban areas but in 

case of students, only 26% of them hailed from urban areas. 

2. The study also revealed that 79.6% of the employers were male and a majority of the 

employers were in the age group 45-55 years. The low number of female employers indicates 

the existence of gender gap in higher positions of the workplaces. 

3. For the purpose of this study only female employees were approached, but it was found 

that a few workplaces (1.6%) did not have any women working with them. 

4. Assamese was the mother tongue of 63.5% of the employees followed by Bengali which is 

21.2%. 

5. It can also be seen that 88.4% of the employees practiced Hinduism and a 46% belonged to 

the General category followed by 33.9% OBC. 

6. Among the employees 60.3% were married and 32.8% some were single.  

7. Education qualification of the employees, show that 36% of the employees were graduates 

and 25.4% were post graduates 

8. Among the employees 76.7% attended State Government schools, 61.3% had Assamese as 

their medium of instruction and 49.2% were state government employees. 

9. Among the ICC officers, 42.6% were within the age group of 45-55 years implying that 

they were appointed to senior positions and 91.5% of the ICC officers were women with 

87.2% married. 

10. Mother tongue of most of the ICC officers was also Assamese (68.1%), and 76.6% of 

them attended State Government schools. 
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11. In case of students, 38% hailed from the Semi-urban areas 36% from rural areas and only 

26% came from urban areas. 

12. Students were from different types of educational institutions out of which 46% were 

from Semi-Government Colleges and 36% were from Government Colleges and 80% 

practiced of the students interviewed practiced Hinduism, and only 6% were married. 
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CHAPTER III 

Sexual Harassment of Women at Workplace: Occurrences and 

Understandings 

3. Introduction:  

In this chapter the occurrence of sexual harassment of women at workplace (SHWWP) are 

highlighted and discussed. Here, in this chapter, while discussing the occurrences a detailed 

understanding about the various aspects of SHWWP is provided. Few of these cases are 

reported but majority of the cases are not reported to their respective higher authority. The 

analysis and interpretation of the data/narratives are based on interviews and focus group 

discussions carried out in seven urban centres across Assam.  Occurrences of sexual 

harassment in public places are also highlighted in this chapter. Such incidences were 

reported by the working women while they were interviewed to know about SHWWP. These 

are discussed in Section I of the chapter.  

Along with the occurrences of SHWWP the respondents’ understandings about SHWWP are 

also discussed in Section II of the chapter. 

 

Section I 

3.1.1: Existence of Incidences of SHWWP: 

Reports and publications have mentioned that there is a steady and gradual increase of 

incidences of SHWWP in India. This implies that there are high possibilities of its increase in 

Assam too. The study conducted in seven urban centres of Assam intended to analyse 

employee’s understanding about SHWWP. When the employees were enquired about the 

existence of SHWWP in the respective workplace 84.7 % of the employees stated that sexual 

harassment does not occur in their workplace. Again 7.4 % were not aware of existence of 

such incidences in their workplace. A small proportion of 7.9 % of female employees have 
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reported about the existence of SHWWP. Even though the proportion of women who 

informed that SHWWP exist is low, it never the less has significance.     

 

Table 3.1.:Existence of SHWWP 

Sl. No Existence of 

SHWWP 

Frequency Percent 

1 No Idea 14 7.4 

2 Yes 15 7.9 

3 No 160 84.7 

Total 189 100.0 

Source: Data collected from the field study 

 

3.1.2: Victims of Sexual Harassment of Women at Workplace 

Research studies and publication from various organisations, reports from different agencies 

and news from the media have from time to time brought to light the growing incidences of 

sexual harassment of women at workplace (SHWWP). It is observed that only few women 

usually speak about it. And in most cases women are reluctant to speak or share their 

experiences of such incidences, it being a sensitive issue. The reasons for their silence are 

varied. The above table illustrates the proportion of women who have express their views 

regarding them being victims of SHWWP. 19 % of the employee who were interviewed 

expressed that they have faced SH at their workplace. A large proportion of women, 73.5%, 

have stated that they haven’t faces any form of SH at their workplace. There were 7.4 % of 

women who were not comfortable to respond to this question. Respecting their sentiments, 

the enumerators did not insist further to reveal the situation.  
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Table 3.2: Victims of Sexual Harassment at Workplace 

Sl. No Faced any form of 

SH 

Frequency Percent 

1 Did not Respond 14 7.4 

2 Yes 36 19.0 

3 No 139 73.5 

Total 189 100.0 

Source: Data collected from the field study 

During the field study it was observed that quite a few numbers of those women, who stated 

that they were not victims of SHWWP, do not have a clearer understanding of SH. At the 

same time they were reluctant to express the fact. It is considered to be a normal behaviour 

not to express such sensitive issue in front of strangers.  

 

3.1.3: Frequency of Occurrence of SHWWP 

There were 85.7% of the respondents who did not respond to this query either because they 

were not victims of SH or they were reluctant to reveal their experiences. For 2.6% of the 

women it was a daily affair. Same proportion of women, 2.6%, reported of being frequently 

sexually harassed. Majority of them faced it occasionally which accounted to 9%. These 

women undergo huge mental as well as psychological trauma under such situations. It not 

only affects their mental health conditions (Rospenda et al, 2005) but also affects their 

productive outcome of their career (Willness et al, 2007). These have adverse effects on the 

workplace on the long run too.     
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Table 3.3: Frequency of Occurrence of SHWWP 

Sl. No Response Frequency Percent 

1 No Response 162 85.7 

2 Daily 5 2.6 

3 Frequently 5 2.6 

4 Occasionally 17 9.0 

Total 189 100.0 

Source: Data collected from the field study 

 

3.1.4: Pattern of Occurrence of SHWWP 

SHWWP are of different forms. They are sexual in context and can be physical, mental as 

well as physiological. The study intended to understand the pattern of occurrence of SH in 

their workplace. The goal was to study if they encounter the same form of SH or it differed 

from time to time. The study revealed that majority of the women faced different forms of SH 

at different times in their workplace. It accounts to 6.3%. However, 2.6% of women faced the 

same form of SH in their workplace. Again there were 4.8% of women who could not 

provide a distinctive answer to these query because at times it was the same form of SH that 

persisted and at times it differed. 

When the harasser was the same person, in those occasions the forms of SH also tended to be 

same. When the workplace environments were hostile in nature than the forms of SH also 

tended to differ. Again, when the harasser subsequently makes more advances the forms of 

SH also gradually changes. It happens more when the woman is silent about the incidences 

and do not make any move to complain. 
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Table 3.4: Pattern of Occurrence of SHWWP 

Sl. No Responses Frequency Percent 

1 Did not respond 163 86.2 

2 Same 5 2.6 

3 Differed 12 6.3 

4 Not Sure 9 4.8 

Total 189 100.0 

Source: Data collected from the field study 

 

3.1.5: Safe workplace: It is interesting to note that even though 7.9 percent women stated 

about the existence of SHWWP in their workplace, 92.1 percent women felt that their 

workplace is safe to work. Only 3.2 percent women felt that they do not feel safe in their 

workplace and 4.8 percent employees are not sure because at times they feel safe and in other 

instances they feel unsafe. They are those employees who informed that they feel unsafe to 

come to the workplace because of occurrence of sexual harassment outside their workplace 

premises too. 

Table 3.5: Safe Workplace for Women 

Sl. No Safe Workplace for 

women 

Frequency Percent 

1 No Idea 9 4.8 

2 Yes 174 92.1 

3 No 6 3.2 
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Sl. No Safe Workplace for 

women 

Frequency Percent 

1 No Idea 9 4.8 

2 Yes 174 92.1 

3 No 6 3.2 

Total 189 100.0 

Source: Data collected from the field study 

 

3.1.6: Causes of Feeling Safe and Unsafe at Workplace: 

Mixed forms of responses were received from the responds when they were asked to provide 

their perception regarding their feelings of safety within their workplace. There are 

participants who felt safe. They had varied reasons to justify their opinions. Some of them 

felt safe because they were respected and were treated in friendlier ways. Their male 

colleagues were gentle and co-operative. Some also stated that a friendly environment also 

exist in the workplace. Quite a large proportion of the participants mentioned that they felt 

safe at their workplace as they have not encountered any instances of SHWWP till date. 

On the other hand, there is another large section of employee who expressed that their 

workplace was unsafe. One of the respondent expressed that she felt her workplace unsafe as 

she required to work for late hours and going back home during late hours of the nights were 

frightful experiences for her. Same is the case of an employee who works in the hospital 

where she was required to work at night with male colleagues and felt unsafe as no special 

arrangement existed in terms of security for female employees working at night shifts. In 

those workplaces where SHWWP existed and the problems were not resolved or ignored, the 

employees felt unsafe. There are instances where the abuser/harasser belonged to other 
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workplaces with which they have workplace relations. Visiting those workplaces for official 

works made them feel unsafe. Such instances make the employees feel unsafe even in their 

own workplace at times. 

The patriarchal system very well exists in the workplace too and places women in a 

derogatory situation. It also makes the workplace unsafe. Female employees who needed to 

work till late hours or were required to work closely with their senior officers were branded 

and character assassination took place. They are passed derogatory comments, gossiped 

behind their backs or rumours are spread.    

 

3.1.7: Situations in which Employee’s Face SH: 

When the employees were enquired regarding the incidences of SHWWP faced by them or 

by their colleagues, a large number of women stated that they did not face any form of sexual 

harassment. Later on, in the due process of the interview instances where the women have 

experienced SH in different situations were gradually revealed by the employees. There were 

instances where the employee’s senior used to call the woman to his chamber and show 

offensive videos. It used to happen in the evening or when everybody/other employees used 

to be busy with their work. She was junior to him. 

There were incidences of SH which occurred when the employees were on official duties 

away from their workplace. It was when the employees had to travel and work away from 

their workplace to meet clients for business purposes. In some such occasions the employees’ 

felt uncomfortable (did not specify the types of discomforts) and felt that the intensions of the 

clients with whom they were working were not noble or decent. One such respondent worked 

for an insurance company. 
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Incidences of SH has also emerged in the process of interviews where the women have 

reported that they was sexually harassed in other workplace related spaces. It was on their 

way back to their hostel at night.  

There were women who have expressed that such incidences happened during different 

periods of their duty hours. Some of the employees stated that it was more when there are 

lesser people in the workplace or when the employee was alone. It happens during those 

periods of the working hours when the workplaces becomes vacant with nobody around, 

during lunch hours or when the workplace is about to close. There were instances of SH 

faced by the interviewed employee when they had to travel with their senior officers for 

office works. 

For those women who works in educational institutions, instances of sexual harassment were 

reported when they had to evaluate examination papers in isolated rooms. These happened 

more when they were required to go to some other institution for those tasks. They also faced 

SH when they worked till late hours in their workplaces. 

Nurses and female hospital staffs felt unsafe during their night duties both in the workplace 

as well as in the public places. During night duties they usually avoided those places of the 

workplace which they consider as ‘risky’ to venture during night hours. These also illustrates 

that all the spaces of their workplace are not safe for them during night hours and that the 

safety of the workplace changes according to time too.  

Women in higher positions or holding some form of higher and respectable portfolio were 

also at times targeted and became victims of SHWWP. A female employee who was a 

member of the governing body of her institution stated, ‘Since I am a governing body 

member I faced more sexual harassment than the other female employee.’ 
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There are also women who were reluctant to reveal incidences of SH at workplace stating 

that they ‘can’t reveal’. One of them stated that, ‘Sorry I cannot reveal the incident as it is 

confidential.’  

 

3.1.8 Sexual Harassment in the Public Places:  

Occurrences of sexual harassment in the public place of these working women were also 

reported during the interview. From the narrations it shows that the women felt more unsafe 

in the public places and they were also aware of the fact they were sexually harassed. Some 

of these women felt their workplace unsafe because of the occurrences of sexual harassment 

on their way to their workplace and it acted as a deterrent to them.  

Eve teasing on their way to their workplace was a common form of harassment faced by 

women in the public places. It happened more so in roadside, bus stoppage, market etc. In the 

crowded as well as in lonely, isolated places women felt vulnerable to harassment in public 

places. They were passed lewd remarks in public transport or were stared at which made 

them uncomfortable. 

Cybercrime was another form of sexual harassment which emerged from the public domain. 

Often their phone numbers were collected from sources not known to them and calls were 

made or messages texted during late hours of the night. At times they use different SIM cards 

to call the same person. There were incidences where the participants have stated that they 

were demanded sex over such calls.  

It is observed that there exists a pattern in the occurrences of cybercrimes. It usually starts 

with stalking which occurs almost every day when the women were on their way to their 

workplace. They somehow manage to get their contact number and thereafter late night calls 

starts. These incidences which may not have occurred in their workplace but they acted as 

obstructions and hindrances to working women. 
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3.1.9: Causes for Continuing to Work in the Hostile Workplace Environment:  

There are provisions in the Act to provide a safe and comfortable workplace to the aggrieved 

women even after the occurrence of the crime. There are 7.9 % of women in this study who 

have reported of undergoing SHWWP. This study also intends to probe about the after 

experience of those women. Wide ranges of experiences were unfolded during the interview 

with the employees.   

Table 3.6: Continuing to Work at Same Workplace 

  Frequency Percent 

Valid 0 161 85.2 

Yes 21 11.1 

No 7 3.7 

Total 189 100.0 

Source: Data collected from the field study 

There were women who faced sexual harassment when they go for workplace related 

trainings, shows, trade fair etc. (outside their workplace). They never discussed or informed 

about such incidences to their superiors as they felt it was not related to their respective 

workplace. This indicates a sheer case of ignorance on the part of the employee. On the other 

hand, there were employees who have reported about sexual harassment and strong actions 

were taken against them, the harassers were transferred or suspended after the incident. 

Between these two extremes are many experiences of women of varied nature. Again, there 

were women who are still continuing to work in the same workplace as their case is under 

investigation. 
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There were women who left their jobs after the occurrence of the incident. They did not make 

any attempt to report about the incident to their authority. A large proportion of these women 

felt that they were left with no options. They did not report either. For most of these women 

who felt that they were left with no other option continue to work in the same hostile and 

unsafe environment. This notion of continuing to work in the unsafe environment is stronger 

when their jobs were of permanent nature and they did not dared to leave it. As stated by one 

of the participants, ‘For any issue leaving the job is not my option.’ Again another woman 

stated, ‘It is not possible to leave a permanent job so easily.’  For them, the financial security 

provided by their job and the obligations that they could meet from their job is more 

important than the incidents. One of the women stated that, ‘I cannot afford to leave my work 

due to my economic problem. I have to maintain my household needs through this job.’ Few 

of the women continued to live in the abusive situations because their job were not of 

transferable nature and at the same time their job were of permanent nature.                                                                        

 

3.1.10: Instances of Sexual Harassment Faced by their Colleagues:  

There were varied responses when the participants were asked about their knowledge 

regarding the occurrences of sexual harassment with their colleagues in the same workplace 

and in others too. It was observed that women very often consider sexual harassment at 

public places as SHWWP and have also shared their experience of sexual harassment at 

public places.  

The participants felt that there were more instances of SHWWP than actually revealed by the 

women. There were women who confidently confessed that they were aware of instances of 

sexual harassment in their own workplace. Few of these women even expressed that many of 

her colleagues were victims of SHWWP in that workplace but hardly any one raises their 

voices against it. Another few were apprehensive about the existence of SH in their 
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workplace. They were never reported and kept within themselves as darker secrets of their 

workplace environment. They were reluctant to discuss with others, it being a sensitive issue. 

There were a larger section of the participants who were aware of one or few incidences of 

SH in their workplace. One of the employee stated, ‘My colleague was the only one facing it 

in our office.’ Another employee informed, ‘Yes, I know of one such case in our workplace.’ 

There were again a large number of women who were not aware of such incidences in their 

respective workplace because their colleague do not discuss with them about such incidences. 

They also had a feeling that they were not aware of such incidences because women did not 

place complaints of such incidences and lived with it or were silent about it.  

The above finding illustrates that the occurrence of SHWWP is varied. In some workplaces it 

is rampant, in some it is rare and in some, the respondents were not clear about the scene. 

They have expressed that the non-occurrence of SH is more to do with non-reporting of the 

incidences than not existing. 

 

3.1.11: Sources of Information about the Victims of Sexual Harassment 

The information about SH of the other women employees were known to the respondents 

from different sources. In most of the cases the women have discussed and shared about their 

experiences with the respondents. They also tended to share more and felt comfortable when 

both of them were victims of SHWWP.  

There were incidences of SH of other women which happened in front of the respondents. 

Few of the respondents informed that they came to know about the incident when the victim 

confronted the harasser in front of them.   

At times they came to know about the existence of such incidences from their colleagues and 

friends with whom the victims have shared their experience. There were instances where the 

respondent happened to share the same office space/room with the victim along with the 
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other office staff. In such instances the information got diffused to the others in their room 

through their exchanges of conversation. Such situations were more so a third party narrating 

the experiences of the victim. 

Information regarding SH of other victims were also availed by the respondents when they 

were members of ICC and the cases discussed. Being the head of the organisation some of 

the respondents were informed of such instances by others. They were an owner of a hospital 

who was informed by his subordinate and warden of a hostel who came to know from the 

students.    

 

Section II 

3.2: Understanding Regarding Different forms of SHWWP: 

To have a clear analysis of the participant’s understandings of SHWWP the respondents were 

asked to give their opinions about the different forms of SH as identified by the Indian legal 

system. In the following tables the participant’s perceptions and understandings regarding the 

different forms of SH are analyses. They were asked to respond to the different forms of 

situations and actions which they considered as SHWWP.     

 

Table 3.7: Calling names as a form of SHWWP 

Sl. No Calling of names Frequency Percent 

1 No Idea 15 7.9 

2 Yes 130 68.8 

3 No 44 23.3 

Total 189 100.0 

Source: Data collected from the field study 
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When they were asked if callings names was considered as SHWWP, a large proportion of 

68.8% of the respondents considered it to be a form of SH whereas, 23.3% did not consider it 

to be a form of SHWWP and 7.9% of the participant had no idea if it was a situation of SH. 

On view of the above responses it can be assumed that around 30% of the women did not 

know or considered calling names was a form of SHWWP.   

 

Table 3.8: Elevator Eyes a form of SHWWP 

Sl. No Starring at breast Frequency Percent 

1 No Idea 7 3.7 

2 Yes 177 93.7 

3 No 5 2.6 

Total 189 100.0 

Source: Data collected from the field study 

Nearly 94% of the participants considered elevator eyes, more so staring at their breast, as a 

form of sexual harassment. Again 2.6% did not consider it to be a form of SH and 3.7% were 

not aware that such acts were a form of SH. High proportion of positive responds to this form 

of violence is because the sense of feeling uncomfortable and intimidating is high in such 

situations. On the other hand, it also indicates that small proportion of women employees 

were still insensitive in this regard and considers it to be a normal situation.   

 

Table 3.9: Irrelevant Touching as a form of SHWWP 

Sl. No Touching 

Irrelevantly 

Frequency Percent 
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1 No Idea 8 4.2 

2 yes 173 91.5 

3 no 8 4.2 

Total 189 100.0 

Source: Data collected from the field study 

Again, a large section of the participants were aware that touching their body out of context 

or irrelevantly and which made them feel uncomfortable was a form of sexual harassment. 

And if it happens within the workplace premises then it is be considered as SHWWP. 

However, 4.2% of the respondents were not aware that it was SHWWP and the same 

proportion did not considered it to be a form of SHWWP.    

 

Table 3.10: Stalking at the Street as a Form of SHWWP 

 

Sl. No 

 

Stalking at 

the street 

 

Frequency 

 

Percent 

1 No Idea 15 7.9 

2 Yes 144 76.2 

3 No 30 15.9 

Total 189 100.0 

Source: Data collected from the field study 

Stalking as a form of crime is identified by the Criminal Amendment Act, 2013 and is a very 

common form of harassment that women encounter in the public places. However, it is not a 

form of SHWWP as it not associated with the workplace. From the responses of the 
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participants it is illustrated that a large section of these women (76.2%) considers stalking as 

a form of SHWWP. It can be noted here that stalking on their way to their workplace can be 

regarded as professional hazard as it creates fear psychosis among the women and more for 

those women who have to work at night or till late hours, however it is not SHWWP.  15.9% 

of these women expressed that stalking is not SHWWP and 7.9% was not aware if it was a 

form of SHWWP.    

Table 3.11:Sending Romantic Emails/Texts as a Form of SHWWP 

Sl. No Standing Romantic 

emails or texts 

Frequency Percent 

1 No idea 19 10.0 

2 yes 136 72.0 

3 no 34 18.0 

Total 189 100.0 

Source: Data collected from the field study 

Use of emails and e-communication has made communication easier and faster. It has 

brought in revolutionary changes in the mode of communication in the present time. Along 

with its long list of advantages, it has also placed women at disadvantaged position. Sending 

romantic texts and emails has become a common way of harassing women at workplace too 

by their male colleagues. Sending emails and messages with sexist content is considered as a 

form of SHWWP as it is a form of breaching into someone’s privacy and thereby confronting 

her right to work with dignity in her workplace. The study revealed that 72 % of women were 

aware that sending these types of texts was a type of SHWWP. 10 % of them could not give a 

clearer respond to this query. They seemed to be confused and were partially sure. Again, 18 

% of these women did not consider it to be a form of SH.  
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Table 3.12: Calling or Texting at Late Hours 

Sl. No Calling or Texting at 

Late Hours 

Frequency Percent 

1 No Idea 18 9.5 

2 Yes 141 74.6 

3 No 30 15.9 

Total 189 100.0 

Source: Data collected from the field study 

Again when the employee were asked to respond if calling or texting at late hours was 

considered as SHWWP, 74.6 % of women considered it to be a form of SH. It is interesting 

to note that such incidences were considered by a larger proportion of women as SH than 

mailing or texting during the other hours of the day. The time factor, late hours, did have a 

different understanding to women than other hours of the day time. Such incidences are not 

considered as SH by a few women which accounts to 15.9 %.  

From the above table it is observed that breaching into a women’s private life during late 

hours by their male colleague or employer has a derogative understanding to women. 

Thereby, it can be emphasised that time of occurrence of an incident have a different meaning 

to women.    

 

Table 3.13: Commenting on Dress/ Outfit/ Body 

Sl. No Commenting on dress/ outfit/body Frequency Percent 

1 0 14 7.4 
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2 Yes 146 77.2 

3 No 29 15.3 

Total 189 100.0 

Source: Data collected from the field study 

Passing comment on dress, outfit, looks or on a female employee’s body were considered as 

SHWWP. Here in this study the differences between compliments and comments were 

explained to the employee during the process of interview. It was explained that the 

comments which maybe unnecessary, uncalled for or sexist which may make the employee 

feel uncomfortable, annoyed, irrelevant etc. were referred to in this study. When the 

employees were asked if they considered passing personal comments on their dress, body etc. 

as SHWWP, 77.2 % employee responded positively and accepted it as a form of SH and 15.3 

% did not considered it as SH. 7.4 % did not know if these forms of incidences were 

considered as SH. The proportion of women who did not consider or was no aware if it was a 

form of SH stated that commenting on their dresses, their looks or their body were very 

common in their workplace. During the interview it was stated that the frequency of 

occurrences of such incidences were very high. Normalization of such situation and 

internalising it as a part of workplace environment can be attributed to the frequent and 

rampant occurrences of such incidences.      

 

Table 3.14: Asking for Sexual Favour 

Sl. No Asking for sexual 

favour 

Frequency Percent 

1 No Idea 10 5.3 
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2 Yes 173 91.5 

3 No 6 3.2 

Total 189 100.0 

Source: Data collected from the field study 

Demanding or requesting for sexual favour is considered as a form of verbal SH. It can also 

be considered a as Quid Pro Quo (this for that) form of SH where the boss or a senior male 

employee may demand or request for a sexual act for promotion, demotion, punishment etc. 

When the employee were asked if they considered it as form of sexual harassment, a large 

proportion of  91.5 % of the employee considered it as s form of SH. Very few participants 

did not considered it as a form of SHWWP, 3.2% and 5.3% of the women were not aware if 

such an incident was considered as SH.  

From the above responses it reflected that any form of act which is physical sexual act in 

nature, was considered as a form of SH. It is observed that employees did not considered it to 

be SH because the act did not happen. For them only when the women were sexually 

assaulted through physical contacts then such acts according to them were considered as SH. 

They are totally ignorant of hostile workplace environment. They are totally unaware that 

they have a right to work with dignity in their workplace. 

 

Table 3.15: Showing Pornographic Video, Images, Jokes 

Sl. No Showing 

pornographic video, 

images, jokes 

Frequency Percent 

1 No Idea 10 5.3 

2 Yes 165 87.3 
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3 No 14 7.4 

Total 189 100.0 

Source: Data collected from the field study 

Showing pornographic video and images to a female employee in the workplace is a form of 

visual sexual harassment. Again sharing foul and obscene jokes with a female employee or in 

front of her is also considered as SHWWP as per the Act. Such incidences not only create a 

hostile workplace environment but also hamper the dignity of the place. When the employee 

were asked if such incidences were considered as SH, 87.3 % of them were aware  and 7.4 % 

did not considered it to be a form of SH. There were 5.3 % who were not aware if it was a 

form of SH. 

Table 3.16: Frequent Request for Dates and Outings 

Sl. No Frequent request for 

dates and outings 

Frequency Percent 

1 No Idea 18 9.5 

2 Yes 132 69.8 

3 No 39 20.6 

Total 189 100.0 

Source: Data collected from the field study 

The workplace relationship is a professional one. Taking an employee out for dates and 

outings during office hours is not an appropriate professional behaviour. Such incidences 

may occur beyond the office hours but when it is with the adequate consent from the female 

employee then it is not considered as SHWWP. The consent of the women has great 

relevance as it determines her value and indicates her importance as an individual being. On 
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the contrary when a female employee is frequently requested for dates and outings even after 

she has refused it is then considered as SHWWP. 69.8% of the employee was aware that 

these forms of incidences were considered as SH. A large section of the women (in 

comparison to the other responses), 20.6% did not considered it to be a form of SH. Again 

9.5 % were not aware or had no idea if such incidences were SH.  

 

Table 3.17: Verbal abuse of employee/co-worker 

SL. No Verbal abuse of employee/co-worker Frequency Percent 

1 No idea 19 10.1 

2 Yes 158 83.6 

3 No 12 6.3 

Total 189 100.0 

Source: Data collected from the field study 

Use of obscene and foul languages is not only a form of verbal abuse but also a verbal 

SHWWP. Such actions are considered as a demeaning behaviour of a senior employee/boss 

towards a female employee because it affects them both mentally and psychologically. It 

creates a hostile workplace environment which affects the output of the employee and the 

productivity of the workplace in the long run. These forms of incidences were considered as 

SH by 83.6 % of the women and by 6.3% of the women it was not considered as SH. 10.1% 

of the women were not aware if such incidences are forms of SHWWP.  

 

3.3: Causes of SHWWP 

There were efforts undertaken to study the causes of SHWWP. The causes were deep rooted 

which did not emerged during the interviews with the female employees. On the basis of the 
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observations and critical analysis of the situations number of causes of SHWWP has 

emerged. Firstly, patriarchal mind set among the male employee can be considered as one of 

the major causes. As patriarchy legitimise male to supress women in varied situations, in 

certain cases they consider women as an object who can be harassed sexually even in the 

workplace environment. They legitimise the practise of SH as an exercise of power over 

women in the workplace. This mind set of the male colleagues more so the ones who are 

superior haven’t gone through much transformation.  On the other hand many women, 

victims as well as spectators to such incidences, does not resist strongly to such situations. 

They work with the notion that men, due to their privilege position, can behave the way they 

do and women accept these sexually abusive behaviour as a part of the patriarchal system.   

Rather in most situations they tend to normalise such incidences in the workplace.   

Another cause of SHWWP can be attributed to workplace still continuing to exist as 

masculine space. Women’s entry into an organised workplace environment is a recent 

phenomenon and according to a report by Times of India, 2013 there are around 22 % women 

as labour force in India. Workplace is still a male dominated space in India and a huge gender 

gap is observed in this sector. This gender imbalance of representation and participation can 

be attributed as a cause of SHWWP.   

The above explained causes can be considered as the socio-cultural causes of SHWWP. To 

counter such oppressive and negative influences, corrective measures are necessary to create 

gender friendly workplace environment. Preventive as well as prohibitive measures are very 

much required to nib-off such incidences before it’s occurrences.  Initiative to execute health 

and good practises such as sensitisation and awareness drives are lacking in most of the 

workplaces, even though it is categorically mentioned in the Act. 
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3.4: Findings:  

After a thorough discussion about the occurrences and understandings about SHWWP it can 

be concluded that majority of the women employees have an understanding about SHWWP. 

There are still a fraction of women who are still not aware and that accounts to more or less 

30% of the women interviewed. Their understandings about SHWWP are confined to severe 

physical sexual assaults like rape. These women denial to acknowledge the varied forms of 

SH that exist in the workplace maybe because of their lack of knowledge or normalization 

and internalization of the situation faced by women at workplaces. 

While individual interviews were carried out the women employee denied accepting the fact 

about the existence of SHWWP. Very few women were comfortable to reveal about their 

own experience of SH, which is understandable it being a sensitive matter. More incidences 

of occurrences SH were disclosed during the focus group discussion. The study also 

portrayed that SHWWP is complex in nature where power relationship plays distinctive role 

for which many of the incidences are silently accepted and go unreported. Again, the value of 

a permanent job overshadows the occurrences of SHWWP and is considered as trivial matter 

in comparison to other hardship the women faces otherwise in their day to day life. For 

majority of them the importance of a well-paid permanent job is far more important than SH 

and hence they fall as easy prey to sexual harassment at workplace. Their subordinate 

position at large in Indian society to a great extent contributes to women normalizing and 

internalizing such situations. These also diminish their understanding about the importance of 

dignified workplace environment.          
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CHAPTER IV 

Pattern of Existence of Sexual Harassment at the Workplace on the Basis 

of Economic Class, Ethnicity and Educational Level 

 

4. Introduction  

It can be seen in a few studies that educational level, ethnicity and economic class have an 

impact on the existence of sexual harassment at work place. Education makes women aware 

of their rights and makes them bold enough to fight against any injustice and harassment 

happening to them. It is seen in the literature that less educated and uneducated women are 

more vulnerable to sexual harassment at their work places (Report of Yugantar Education 

Society 2004).  

In many countries harassment on the basis of ethnicity is prohibited, yet its effectiveness is 

rarely studied. In existing literatures of harassment on the basis of ethnicity show that racial 

minorities are more often exposed to harassment (Premji and Lewchuk 2013; Chew 2007).  

Coulter et.al. (2006) and Gross et. al. (2006) studied the factors associated with experiencing 

sexual assault in college students and found that racial/ethnic minority student and low 

financial status are two of the factors among others found as the factors associated with 

sexual assault in college students. 

This chapter tries to assess the pattern of existence of sexual harassment at work places on the 

basis of economic classes, ethnicity and educational level of the respondents who have 

witnessed or faced sexual harassment at their workplaces. Before the assessment of the same, 

the terms economic class, ethnicity and educational level considered for this study need to be 

defined properly. For this study, economic class is divided into 6 (six) different categories i.e. 

lower class, lower middle class, middle class and upper middle class, rich and the 

respondents who did not want to reveal their annual family income. This division is based on 
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explanation given in my India Make website, accessed on January, 2019 

(https://myindiamake.com/2017/07/26/what-incomes-define-upper-middle-and-rich-classes-

in-india/). The respondents whose annual family income is up to 4.5 lakh were considered in 

lower class category. Those who have annual family income between Rs 4.5 lakh to Rs 6 

lakhs were considered in lower middle class category and those have their monthly family 

income between Rs 6 lakhs to 12 lakhs was considered in middle class category. The 

respondents who were having their annual family income Rs 12 lakh to Rs 24 lakh were 

considered upper middle class family. Rich respondents were those whose family income is 

more than Rs 24 lakhs annually.  

In the pilot survey, it was found that respondents belonging to different ethnic groups were 

Assamese, Bodo, Karbi, Bengali, Bihari, Nepali etc. Ethnicity was categorised according to 

languages they spoke. The educational qualification of the respondents was categorised from 

illiterate to technical qualification and Doctorate level.  

Cross tabulation was exercised to know the correlation of above stated factors with the 

existence of sexual harassment at work places. The outcomes are explained below. 

 

4.1 Relation of Educational Qualification of the Respondents with the Sexual 

Harassment Cases Faced by Them at Their Work Places: 

A total of 189 employees working in various work places across the state were interviewed. 

The interviewed employees did not face sexual harassment at their work places in most of the 

cases. In table 4.1, it can be seen that 92.1 % of respondents said that they did not face any 

incident of sexual harassment at their respective work places. 
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Table 4.1: Do cases of SHWWP exist in your work place 

Sl.No Responses Frequency Percent 

1 Yes 15 7.9 

2 No 174 92.1 

Total 189 100.0 

Source: Data collected from the field 

In case of educational qualification, most (36 %) of the respondents were graduates followed 

by post graduates (25.4 %). There were good numbers of respondents who were highly 

qualified having MPhil and PhD degree. A very few of them were uneducated (1.1 %). The 

detailed scenario of the educational qualification is being described in Table 4.2 below. 

Table 4.2: Education qualification of the respondents 

Sl. No. Various Level Frequency Percent 

1 Unschooled 2 1.1 

2 Under Class 10 12 6.3 

3 Class 10 pass 14 7.4 

4 HS Passed 27 14.3 

5 Graduate 68 36.0 

6 Post Graduate 48 25.4 

7 M.Phil./Ph.D. 16 8.5 

8 Technical 

Qualification 

2 1.1 

Total 189 100.0 

Source: Data collected from the field 

 

From the table it can be seen that respondents are qualified enough and cloud believed that 

they are aware about their rights and duties on sexual harassment at their work places.  
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The table 4.3 depicts the annual family income of the respondents. In the table, it can be seen 

that most (41.8 %) of the respondents belong to lower middle class category followed by 

middle class family (20.6 %). However, a significant percentage of respondents (22.8 %) 

were reluctant to reveal their annual family income.  There is no respondent belonging to rich 

category. 

Table 4.3: Respondents annual family income 

Sl. No. Different categories Frequency Percent 

1 Poor (up to 1 lakh) 10 5.3 

2 Lower middle class (1 

lakh to 5 lakhs) 

79 41.8 

3 Middle class (5 lakhs 

to 10 lakhs) 

39 20.6 

4 Upper middle class (10 

lakhs to 50 lakhs ) 

18 9.5 

5 Don’t want to reveal 43 22.8 

6 Total 189 100.0 

Source: Data collected from the field 

 

4.2 Relation between existences of sexual harassment at the workplaces on the basis of 

economic classes, ethnicity and educational level. 

To know the relationship between existences of sexual harassment at the workplace on the 

basis of economic classes, ethnicity and educational level, a cross tabulation technique among 

these variables is exercised. The results are discussed below. 
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4.2.1Relationshipof existences of sexual harassment at the workplaces with level of 

education of the respondents: 

Most of the respondents are graduate followed by the respondents having post-graduation 

degree. There is a very little respondent who are uneducated or illiterate (see table 4.4). 

 

Table 4.4: Cross tabulation between education qualification of the respondents with existence of 

SHWWP at their work places 

Do cases of SHWWP exist in your work place? Total 

Educational qualification Yes No 

Unschooled 0 2 2 

Under Class 10 1 11 12 

Class 10 pass 0 14 14 

HS Passed 3 24 27 

Graduate 4 64 68 

Post Graduate 2 46 48 

M.Phil./Ph.D. 5 11 16 

Technical Qualification 0 2 2 

Total 15 174 189 

Source: Data collected from field 
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Table 4.5: Chi-Square Tests 

Chi-Square Tests Value df Asymp. Sig.      

(2-sided) 

Pearson Chi-Square 15.155a 7 .034b 

Likelihood Ratio 12.139 7 .096 

Linear-by-Linear 

Association 

1.912 1 .167 

No. of Valid Cases 189   

a. 9 cells (56.3%) have expected count less than 5. The 

minimum expected count is .16. 

b. Significant at 5% level (value should be less than .05) 

 

The result of cross tabulation between these two variables is satisfactory. In the chi-square 

test, it is seen that there is a significant relationship between educational levels of the 

respondents to the occurrence of the sexual harassment at their work places. It can be stated 

that when the female employees are educated, they are aware about their rights. They also 

know about the concept of sexual harassment, so they cannot be abused by the 

perpetrators.Education qualification of the women increases their status within the workplace. 

Thus, education qualification can be considered as a form of empowerment in such situation 

which acts as a deterrent to SHWWP in most of the cases.  

 

4.2.2 Relationshipof existences of sexual harassment at the workplaces with various 

ethnic groups. 

 In the state of Assam, it is quite obvious that most of the people use Assamese as their 

mother tongue. Therefore Assamese speaking people are the highest among the respondents 
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(see table 4.5). Bengali speaking respondents are the second largest in the table. Language 

spoken by the respondents is considered as an indicator of ethnicity of the respondents.  

Table 4.6: Cross tabulation between Ethnicity of the respondent with exist SHWWP at work 

places 

Ethnicity of the 

respondent on 

the basis of 

language spoken 

do cases of SHWWP exist in 

your work place 

Total 

Yes No 

Assamese 9 115 124 

Hindi 0 4 4 

English 0 1 1 

Bengali 5 35 40 

Boro 1 12 13 

Nepali 0 1 1 

Karbi 0 6 6 

Total 15 174 189 

Source: Data collected from the field 

Though in many studies it is seen that ethnic minorities are generally being sexually harassed, 

but surprisingly in this study it can be interpreted that ethnicity does not have any effect on 

the occurrence of sexual harassment at work places as the relationship between these two 

variables is insignificant. If anyone traces the history of Assam, then one can observe that 

Assam has been a hub of ethnic diversity for years. It always provides a friendly environment 

to various ethnic groups living within its territory. Due to this characteristic of the state, any 

type of suppression in the name of ethnicity cannot be considered. 
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Table 4.7: Chi-Square Tests 

Chi-Square Tests Value Df Asymp. Sig. 

(2-sided) 

Pearson Chi-Square 2.254a 6 .895b 

Likelihood Ratio 3.050 6 .803 

Linear-by-Linear 

Association 

.063 1 .801 

N of Valid Cases 189   

a. 9 cells (64.3%) have expected count less than 5. The minimum 

expected count is .08. 

b. Insignificantat 5% level (value should be more than .05) 

Source: Data collected from the field 

Therefore, the chi square test (see table no 4.7) showing an insignificant result about the 

relationship between ethnicity the respondents belong with the facing or witnessing sexual 

harassment at their workplaces. 

 

4.2.3Relationshipof existences of sexual harassment at the workplaces with the economic 

class: 

The status of the people on the basis of economic class has some effects on occurrence of 

sexual harassment. Due to economic constraints, the victims some time refrain themselves to 

file any case against the perpetrators in fear of losing of their jobs. As they are not 

economically sound enough, they always find themselves in a position of compromise to 

occurrences of sexual harassment at their work place. Another reason could be interpreted 

that, due to their economic status they are automatically placed in a certain societal position 

where pride and prejudice matters more than their self-satisfaction and peace of mind. For 
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lower middle class and middle class family, so called ‘satittwa’ of their daughters is more 

meaningful and valuable than the mental trauma the victims go through. Therefore, majority 

of those families try to hide if sexual harassments incidents happen with their daughters.  

 

The same scenario can be seen in the cross tabulation table in Table  4.8 where the number of 

respondents saying ‘no’ from the total of their respective categories, regarding facing or 

witnessing sexual harassment cases in their workplaces, are more in the lower middle class 

and middle class category respondents. 

 

Table 4.8: Cross tabulation between annual income of the family of the respondents with 

occurrence of Sexual harassment at work 

Economic classes Have you or your colleague 

faced any form of SH at 

work/public places 

Total 

Yes No 

Lower Middle Class (1 Lakh 

To 5 Lakhs) 

13 66 79 

Middle Class (5 Lakhs To 10 

Lakhs) 

6 33 39 

Upper Middle Class (10 Lakhs 

To 50 Lakhs ) 

8 10 18 

Don’t Want To Reveal 9 34 43 

Total 36 153 189 

Source: Data collected from the field 

The chi square test (see table 4.9) has also justified the above discussion by showing 

significant relationship between economic class of the respondents with the facing or 

witnessing the sexual harassment at their work places. 
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Table 4.9: Chi-Square Tests 

Chi-Square Tests Value df Asymp. Sig. 

(2-sided) 

Pearson Chi-Square 10.665a 4 .031b 

Likelihood Ratio 11.065 4 .026 

N of Valid Cases 189   

a. 2 cells (20.0%) have expected count less than 5. The 

minimum expected count is 1.90. 

b. Significant at 5% level (value should be less than .05) 

 

 

4.3: Conclusion  

From the above discussion, it is seen that economic class and educational qualification of the 

respondents have a significant relationship with the existence of sexual harassment at their 

work places. Imparting education to the economically weaker section of the people can 

reduce the existence sexual harassment at their work places as women would make 

themselves aware about what is happening around them and able to know about their rights 

against sexual harassment.  
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CHAPTER V 

Status of the Complaint Mechanism and Background of the Harasser 

5. Introduction: 

The Act clearly mentions in Chapter 2, 4. (1) of the Act that it is the responsibly of each 

employer to constitute the Internal Complain Committee (IC) in their workplace not only to 

redress but also to prevent and prohibit SHWWP. The Act has designed different mechanism 

to redress SH and have mentioned about different mechanisms to prevent as well as to 

prohibit such derogatory act. These are as well considered as responsibilities if the IC. It is 

mandatory for the workplace to constitute IC at all administrative units or office. In this 

chapter, it is intended not only to evaluate the existence of ICs but also to assess the status of 

the ICs and the complaint mechanism. It was also found necessary to study the harasser and 

their background. Keeping that into focus it is intended to divide the chapter into two 

sections. In Section I the status of the ICs and the complaint mechanism will be portrayed and 

in Section II the background of the harasser will be described. 

 

Section I 

Status of the Complaint Mechanism 

Every employer of a workplace shall, by an order in writing, constitute a Committee to be 

known as the ‘Internal Complain Committee’. Chapter 2, 4. (1) 

 

5.1.1. Existence of ICs: 

When the employers were enquired regarding their knowledge of the existence of IC in their 

workplace 5.3 % of them did not respond to this query. In nearly 50 % of the workplace ICs 

did not existed. There were 15.3% employees who were not aware if their workplace had an 
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IC. Again 31.2% of them stated that ICs existed in their workplace. It also indicates that only 

31.2% of the participants confirmed about the existence of ICs in their workplace.   

 

Table 5.1: Existence of IC 

Sl. No. Response Frequency Percent 

1 Did not respond 10 5.3 

2 Yes 59 31.2 

3 No 91 48.1 

4 Not Aware 29 15.3 

Total 189 100.0 

Source: Data collected from the field 

 

5.1.2. Awareness regarding the IC: 

The respondents, who mentioned about the existence of IC in their work place, were further 

enquired regarding the name of the IC of their respective workplace. It was felt necessary to 

study the awareness level of the respondents regarding this factor because the Act clearly 

mentions that the committee will be known as “Internal Complaints Committee”.  The 

following table analyses the responses of the 31.2% (30.1%) that have mention about the 

existence of IC. However, it further went down to 30.1 % because while responding to this 

question few of them responded that they do not have ICs.  
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Table: 5.2: Name of the IC 

Sl. no. Response Frequency Percent Valid 

Percent 

Cumulative 

Percent 

1 Doesn’t Exist/Not Aware 130 68.8 69.3 64.6 

2 ICC 16 8.5 8.5 81.5 

3 Do Not Remember 1 .5 .5 69.8 

4 Does Not Know 2 1 1 70.9 

5 HR Complain/ Directly To The 

HR 

2 1 1 74.6 

6 Others 38 20.10   

Source: Data collected from the field 

Of the 30.1 % who responded that they have ICs in their workplace only 8.5 % of the 

respondents mentioned that it is named as Internal Complaints Committee. Again .5% of the 

respondents did not remember the name of their complaint mechanism and 1% of the 

respondents stated that they were not aware about the name of the complaint mechanism 

provided by their institution. Not being aware of it also indicates the violation of the Act 

because in the Act it is mentioned that the IC will be formed ‘by an order in writing’ (Chapter 

II, 4.1). In few of the workplaces (1%) there exists a form of complaint mechanism where the 

aggrieved women complain directly to the Human Resource, HR. In such cases the 

workplace also did not find it necessary to have a separate committee to address issues 

pertaining only to SHWWP. This was a finding which emerged while interviewing the 

employers.        
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Table: 5.3: Name of the ICs Given by the Institutions 

Sl. no. Responses Frequency Percent 

1.  Academic And Administrative Committee 1 .5 

2.  Anti-Sexual Harassment Cell 1 .5 

3.  Women's Forum 1 .5 

4.  Cell 1 .5 

5.  Gender Sensitization Against Sexual Harassment Committee 1 .5 

6.  Grievance Cell 1 .5 

7.  Grievance Committee 1 .5 

8.  ICC Women Grievance Cell 1 .5 

9.  Ladies Committee 1 .5 

10.  Mahila Samiti, near the Industry and Assam Chah Majdur 

Karmachari Sangha 

1 .5 

11.  Managing Committee Of School 1 .5 

12.  Newly Formed 1 .5 

13.  Policy On Vigil Mechanism 1 .5 

14.  Protection Of Child From Sexual Offence 1 .5 

15.  Prevention Of Sexual Abuse Committee 1 .5 

16.  Prevention Of Sexual Harassment, Grievance Redressal Cell 1 .5 

17.  Sanmilita Naari Adhikar Surakshya Manch 1 .5 



93 

 

18.  Sexual Harassment Committee 1 .5 

19.  Sexual Harassment Complaint Committee 2 1.1 

20.  SMC 1 .5 

21.  Women Association 1 .5 

22.  Women Cell 1 .5 

23.  Women Commission 1 .5 

24.  Women Grievance Cell 1 .5 

25.  Women's Cell 1 .5 

Total 189 100.0 

 Source: Data collected from the field 

The above table indicates the wide-ranging list of names by which the complaint mechanisms 

are termed in different workplaces. As stated before, the Act clearly mentions that it should 

be termed as ‘Internal Complaints Committee’ and will be known as IC. From the responses 

it is clear that the above mentioned committees were formed by the institution without the 

consultation of the Act. There are committees which are formed without names initially and 

are presumed to be provided a term in due course of time. There was a committee which was 

known by two names. It is known as ‘Mahila Samiti’ as well as ‘Assam Chah Majdur 

Karmachari Sangha’.  When further investigated we were informed that the ‘Mahila Samiti’ 

is a committee formed within the ‘Assam Chah Majdur Karmachari Sangha’. It consists of 

the female members of the larger body. Cases of SHWWP are expected to be addressed by 

this committee. In few institutions the Managing Committee functions as the IC. It is 

important to note here that in few workplaces the committee which addresses the issues of 

child sexual abuse also attends the cases of SHWWP.     
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Table: 5.4: Year of Establishment of the Complaint Committee 

Sl. No Responses Frequency Percent 

1. No Response 130 68.8 

2. Established before the Act 20 10.6 

3. Established after the Act 21 11.1 

4. No idea 5 2.6 

5. Do not have 13 6.8 

                    Total 189 100 

Source: Data collected from the field 

The provisions of the Act came into force from 9th December 2013. As per the information 

acquired from the field it reflects that some form of complaint mechanism existed prior to the 

enforcement of the Act and that accounts to 10.6 %. After the Act came into force 11.1 % 

workplaces established Complaint Committees. The enforcement of the Act cannot be 

entirely attributed to it establishment because only 8.5% of the complaint committees were 

referred as ICs (refer Table 5.2). It also indicates that the workplaces that had complaint 

committees were not aware of the Acts as they are known by different names and 

nomenclatures. There were 2.6% respondents who were not aware of the name of their 

complaint committee. It is interesting to note here that 6.8 % of the respondents responded at 

this juncture that they do not have ICs. Thereby, the numbers of workplaces that do not have 

ICs further add up to 130 +13-143 which accounts to 75.6 %.   
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Table: 5.5: Number of Members in the Complaint Committee 

Sl. No. Number of Members Frequency Percent 

1.  No response 148 78.3 

2.  2 2 1.1 

3.  3 1 0.5 

4.  4 6 3.2 

5.  5 10 5.3 

6.  6 6 3.2 

7.  7 4 2.1 

8.  8 1 0.5 

9.  9 3 1.6 

10.  10 1 0.5 

11.  11 2 1.1 

12.  13 1 0.5 

13.  15 2 1.1 

14.  25 1 0.5 

15.  30 1 0.5 

Total 189 100 

Source: Data collected from the field 

The Act provides guidelines for the constitution of the IC. According to the Act there should 

be a Presiding Officer, not less than two (2) members from the employee and one member 

from an NGO or association committed for the cause of women. Therefore, the committee 

should comprise of minimum 4 members. Even though the Act hasn’t mentioned about the 
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upper limit, from the types of member that can be inducted in the committee, it can be 

assumed that the number of members in the committee should not exceed 7. Thereby, an 

ideal committee should consist of 4 to 7 members. Of the existing 31.1% of complaint 

committee, only 13.8 % of them have number of members as laid out in the Act. However, it 

is a point to ponder if these ideal committees were constituted after consulting the Act or it 

happened co-incidentally because only 8.5 % of these committees are known as Internal 

Complaint Committee.  

It is also an issue of concern because some of the committee comprises of 2 or 3 members. 

On the other extreme there are committees with more than 15 members and .5% complaint 

committee comprised of 30 members. It is also important to mention here that the proportion 

of ‘no response’ has increased from 75.6% (Table 5.5) to 78.3 % in this subsequent response.    

 

5.1.3. Senior Female Employee as Presiding Officer:  

The Act strongly intends that the committee should be headed by woman and will be 

designated as the Presiding Officer (PO). It is clear from the clause laid out in the Act. It 

states that the ‘Presiding Officer shall be a woman employed at a senior level at workplace 

from amongst the employees. In those cases where a senior level woman employee is not 

available, the Presiding Officer shall be nominated from other offices or administrative units 

of the Workplace. Provided further that in case the other offices or administrative units of the 

workplacedo not have a senior level woman employee, the Presiding Officer shall be 

nominated from my other workplace of the same employer or other department or 

organization.’ Section 4. (2)(a). The following provisions strongly indicate that it should be a 

woman headed committee.  
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Table: 5.6: Senior Female Employee as Presiding Officer: 

Sl. No. Responses Frequency Percent 

1. Do not have 123 65.1 

2. Yes 35 18.5 

3. No 15 7.9 

4. No Idea 16 8.5 

Total 189 100 

Source: Data collected from the field 

From the responses of the employees it indicates that 18.5% of the ICs have female Presiding 

Officer and 7.9 % of the ICs do have women as Presiding Officer. There was 8.5 % of the 

employee who were not aware of the status of their IC. At certain points and certain cases 

they were not in a position to provide information regarding the existence of IC in their 

workplace. For such situation it can be assumed that no ICs exist in these 8.5 % workplace. 

Thereby, as per the responses of the respondent, at this juncture 73.6 % (65.1+8.5) of the 

workplace do not have ICs. It is important to mention here that the consistency in the 

responses regarding the existence of ICs in workplace was missing with the progress of the 

interview even though various cross tabulations/questions in this regard were carried out. 

Their responses to the existence of ICs varied at different point of time. 

 

5.1.4. Designation of the Presiding Officer of ICs:  

The Act encourages appointing a senior and experienced woman amongst the employee as 

PO. The primary motive for such provision is to break free from the power structure which is 

created between the employer and the employee and also between the people in the higher 
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authority/management and employee. Studies have revealed that occurrence of SHWWP is 

more because of the existence of power relations in the workplace. 

 

Table: 5.7: Designation of the Presiding Officer of ICs 

Sl. No. Designation Frequency Percent 

1 Accountant 1 0.5 

2 Assistant Librarian 1 0.5 

3 Associate Professor 4 2.1 

4 Asso. Prof & HOD 1 0.5 

5 Asst. Professor 2 1.1 

6 Chairperson 1 0.5 

7 Chief Manager 1 0.5 

8 DGM 1 0.5 

9 Faculty 1 0.5 

10 GM (Finance) 1 0.5 

11 HOD 2 1.1 

12 HR 2 1.1 

13 Junior Assistant 

(Grade 1) 

1 0.5 

14 Computer Operator 1 0.5 

15 Sr. Asst. 1 0.5 
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16 Junior Assistant 1 0.5 

17 Professor 2 1.1 

18 Project Assistant 

Grade II 

1 0.5 

19 Chief Judicial 

Magistrate,  

Grade A 

1 0.5 

20 Senior Manager 1 0.5 

21 Assistant Branch 

Manager 

1 0.5 

22 Vice Principal & 

Associate Professor 

1 0.5 

23 Not Aware 6 3.2 

Total 35 18 

Source: Data collected from the field 

From the data provided in the table above it indicates that in majority (51.4%) of the cases the 

workplaces have appointed POs according to the Act. However in 34 % (of 35 workplaces) of 

the cases where IC exist it is observed that the POs are also the administrative heads or are 

the managers of the organizations. There are Chairperson, Chief Manager, General Manager, 

etc. who are appointed as POs. This disrupts the very notion of ICs and the spirit of the Act. 

There are 17.14% of the 35 ICs who are not aware about the designation of their PO. In the 

study it was also found that the ICs are located in the head office or regional head quarter of 

the organization for which the employees are not aware about their POs, which is again a 

violation of the Act. The Act clearly mentions that, “Provided that where the offices or 

administrative units of the workplace arc located at different places or divisional or sub-
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divisional level, the Internal Committee shall be constituted at all administrative units or 

offices” (4. 1). 

 

 

5.1.5. Awareness about Lodging Complaint:  

On many occasion it is observed that even after the existence of complaint mechanism, 

complains are not lodged. Of all the causes, one of the primary factor of lower complaint is 

the aggrieved person not being aware of how and whom to address to in such situations. 

Many a times the problems of the aggrieved employees are not address because of improper 

as well as inadequate complain. Thereby it is equally important to have adequate knowledge 

about the process of lodging complain. Keeping that thought in our mind it was felt essential 

to investigate the awareness level of the process of lodging complain among the employees.     

 

Table 5.8: Awareness about Complaint Mechanism 

Sl. No. Response Frequency Percent 

1 Did not respond 84 44.4 

2 Yes 52 27.5 

3 No 53 28.0 

Total 189 100.0 

Source: Data collected from the field 

Of the total respondents 44.4% did not respond to this question as they were not aware of the 

Act. Among those who are aware about the Act, 27.5% of the respondents were also aware 

about the procedure of filing complaint and 28 % of the respondents were not aware about it. 
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It can be concluded from the above table that 72% of the women were not aware of the 

procedure of complaint mechanism.  

 

Table 5.9: Procedure of Lodging Complaint 

Sl. No. Procedure of lodging complaint Frequency Percent 

1 No response/Does not know 131 69.3 

2 Verbal as well as written 25 13.2 

3 Verbal 5 2.6 

4 Written application to ICC 20 10.6 

5 Written application to the head of the organization/HR 8 4.2 

Total 189 100.0 

Source: Data collected from the field 

The respondents informed about different forms of procedures of lodging complaint even 

though according to the Act the correct procedure of lodging the complaint in only through a 

written application addressed to the IC. There were 69.3% respondents who did not respond 

to this question or were not aware about the procedure.  

According to 13.2% of the employees both verbal as well as written complaint is the correct 

norm. According to few of them if the incident is of severe form it should be addressed 

through a written application otherwise a verbal complain suffice the issue. Again few of the 

employees mentioned that they first need to inform about the issue verbally and then provide 

a written application. This can be understood through the narrative of one of the respondent.  

She stated that, ‘Firstly we can complain verbally to the Head of the Department and 

then an application is needed to submit to the committee’.  
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According to these employees both verbal and written complaint is applicable. Such 

understandings about the procedure of lodging complaint were common among those 

respondents who informed that both verbal and written complaint can be lodged. 

According to 2.6% of the employee verbal complain is the only method of lodging a 

complaint.  

One of the respondents stated that, ‘I will directly talk to higher authority’.  

Another respondent narrated the procedure according to her understanding, ‘At first I 

would go to Mahila Samiti and then police or the village head man’.  

There are 4.2% of the respondents who stated that providing a written application is the way 

of lodging a complaint. However, they were not certain to whom it should be addressed. 

Some of them stated that it should be addressed to the Principal, HoD, and the HR etc. 

From the study it is revealed that only 10.6% of the respondents were aware about the correct 

procedure of lodging the complaint. They mentioned that it should be a written complaint 

address to the IC members or the Presiding Officer.    

 

Section II 

Background of the Harasser 

5.2: An effort was made to probe into few aspects of the socio-cultural background of the 

harasser. This information was provided by those respondents who have experienced sexual 

harassment at workplace or are aware of the occurrence of such incidences in their 

workplace.    

 

5.2.1. Age: There are 14.2% respondents who were aware about the age of the harasser. As 

stated earlier these respondent were either themselves victims of SH or were aware about the 

occurrence of such incidences in their workplace. From the data it is clear that majority of the 
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harasser were between the age group of 35-45 years which accounts to 5.3% which is very 

closely followed by the age group of 25-35 years. There is 85.7% of the respondent who did 

not respond to this query either because they did not encounter such incidences in their 

workplace or were reluctant to provide information of such incidences. 

 

Table 5.10: Age of the Harasser 

Sl. No. Age Frequency Percent 

1 No response 162 85.7 

2 25 and below 4 2.1 

3 25-35 9 4.7 

4 35-45 10 5.3 

5 45 and above 4 2.1 

Total 189 99.9 

Source: Data collected from the field 

5.2.2. Designation of the Harasser:  

The data provided in the table illustrates that 90.5 % of the respondents did not respond to 

these question. Majority of them did not encounter any forms of sexual harassment and quite 

a few of them were hesitant to reveal their experience. Out of the respondents who 

responded, it is observed that it is their superior who harasses them the most, 3.7%. Some of 

these superiors are principal of college, manager of organization, administrative head, 

officers of higher rank etc. There are also cases of teachers harassing their students, which is 

also one form of superior harassing their subordinates. They are also harassed by their 

colleague, co-worker and their class-mate (in case of students) and even by their subordinates 

as cases of them being harassed by the security guard, driver and shopkeeper were reported in 
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the study. Incidences of doctors sexually harassing their patient were also reported. The 

above table reveals that female employee may face SH from male employee of any 

designation. However, the proportion of harassment by their superior is more maybe because 

of the power dynamics. Of all the respondents’ only one of the employee was not aware of 

the designation of the harasser. It needs to be pointed here that in most of the cases the 

harasser is known to the woman.   

 

Table 5.11: Designation of the Harasser 

Sl. No Designation Frequency Percentage 

1 Did Not Respond 171 90.5 

2 Don't know 1 0.5 

3 Superior 7 3.7 

4 Teacher 2 1.1 

5 Doctor 1 0.5 

6 Driver 1 0.5 

7 Colleague 2 1.1 

8 Security Guard 1 0.5 

9 Shopkeeper 1 0.5 

10 Classmate 2 1.1 

Total 189 100 

Source: Data collected from the field 
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5.2.3. Education Qualification of the Harasser: 

The education background of the harasser is wide ranging. However, majority of them are 

well qualified. It can be attributed to the space of the occurrence of the incident, workplace, 

where qualified people are expected to predominate. There were few respondents, 2.6%, who 

mentioned that they were not aware about the harasser’s education background, of which few 

of them assumed that they were well qualified. The highest academic degree of the harasser is 

PhD and one of them is also MBBS. Even though the proportion of respondents is low (who 

were aware about the qualification of the harasser), in this study it can be seen that there are 

more harasser with higher education qualification and the proportion also increases with the 

increase of the qualification. Here, in this study education qualification can be considered as 

an agent of power relation.    

 

Table 5.12: Education Qualification of the Harasser 

Sl. No. Response Frequency Percent 

1 No response 173 91.5 

2 Don't know 5 2.6 

3 HS 1 0.5 

4 Under Graduate 1 0.5 

5 Graduate 3 1.6 

6 MA 3 1.6 

7 PhD 2 1.1 

8 MBBS 1 0.5 

Total 189 100.0 

Source: Data collected from the field 
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5.2.4. Marital Status of the Harasser: 

Majority of the harassers were married which accounts to 6.9% and one of them was 

divorced. There were also harassers who were unmarried and it accounts to 1.6% of the total 

respondents. Few of the respondents (1.1%) were not aware about the marital status of their 

harasser. Married male may take advantage of their marital status because they are usually 

trusted more by women because of their marital status. However, this assumption requires 

further in-depth study for accurate conclusion.   

 

Table 5.13: Marital Status of the Harasser 

Sl. No Response Frequency Percent 

1 No response 170 89.9 

2 Don't know 2 1.1 

3 Divorce 1 0.5 

4 Married 13 6.9 

5 Unmarried 3 1.6 

Total 189 100 

Source: Data collected from the field 

 

5.2.5. Religious Background of the Harasser: 

The harassers belong to two religious groups, Hinduism and Islam and were almost of same 

proportion, 4.8% and 4.2% respectively. It is important to note here that it will be incorrect to 

draw any generalization from this table in this regard because of the smaller sample size. 
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However, it provides an understanding about the pattern of the religious background of the 

harasser in this study.      

 

Table 5.14: Religious Background of the Harasser 

Sl. No Responses Frequency Percent 

1 No response 171 90.5 

2 Do not  know 1 0.5 

3 Hinduism 9 4.8 

4 Islam 8 4.2 

Total 189 100.0 

Source: Data collected from the field 

 

5.2.6. Mother Tongue of the Harasser: 

The table provided below provides an understanding about what the employee perceived the 

mother tongue of the harasser to be. There are 1.1% of employees who were not aware about 

the mother tongue of the harassers. Majority of the harassers’ mother tongue were either 

Assamese or Bengali. There was a harasser whose mother tongue was Rabha, a local dialect 

of Assam, which is categorised as others. The data in the table again clearly illustrates that 

the harassers’ were well known by the employees except by 2 respondents.     

Table 5.15: Mother Tongue of the Harasser 

Sl.no Response Frequency Percent 

1 Did not respond 171 90.5 

2 Not aware 2 1.1 
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3 Assamese 8 4.2 

4 Bengali 7 3.7 

5 Others 1 0.5 

Total 189 100.0 

Source: Data collected from the field 

5.3. Conclusion:  

The guidelines for the process of complaint mechanism of SHWWP are clearly outlined and 

mentioned in the Act. However, in the study it is observed that the existence of the complaint 

mechanism is very poor. Even though 31 % of the women mentioned that there exists 

complaint mechanism in their workplace in the initial part of the study, subsequently when 

detailed information was sought from the female employee it was revealed that only 

negligible IC of the workplace are constituted as per the Act. It accounts to 4 % to 5% of the 

surveyed workplaces.  

It was also observed that initially quite a few respondents did not provide accurate 

information and stated about the existence of the complaint mechanism in their workplace. 

They might have been reluctant to reveal their ignorance in this matter. Thereby, in the 

subsequent cross checking the data did not tally.  

It can also be concluded that mere existence of the Act does not address these grave issue of 

SHWWP. Along with it calls for rigorous awareness drive and sincere effort by the 

Government for the execution of the Act. There are provisions (26.1) in the Act which 

mention that if an employer fails to constitute an IC s/he ‘shall be punishable with fine which 

may extend to fifty thousand rupees’. If this provision along with the others is put into 

practice there is huge possibility of establishment of IC.  
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As per the harassers are concerned a broad generalization cannot be drawn out on account of 

the small sample proportion of employee who were willing to disclose information about the 

harasser. Even then it can be concluded that men who are in superior position tends to use 

their power associated with their position to sexually harass women at workplace. There were 

women who were sexually harassed even by men who were far subordinate then them. It can 

be attributed to how women are perceived in the society, as subordinate being. 
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CHAPTER VI  

Analysis of the Execution of the Cases of Sexual Harassment at Workplace  

As per SHWWP Act 2013 

 

6. Introduction: 

We have discussed in the earlier chapters about the pattern, types and causes of sexual 

harassment at workplace and existence of complaints committee dealing with the harassment 

cases in the workplaces. Here in this chapter, we will be dealing with the analysis on how the 

complaints committees deal with the harassment cases according to the SHWWP Act, 2013 

as well as the respondents’ reply on the various issues related to the occurrence of sexual 

harassment at their respective work places. Responses are collected from employees, 

employers, ICC Officer and from students. 

 

6.1. Responses from Employees: 

6.1.1. Existence of ICC in the Organisation and Other Related Information: 

Among the organizations surveyed for this study, surprisingly only 31.22% of them have 

proper sexual harassment complaints committees in their organisations.  Most (69.4%) of the 

complaints committees were established after the year 2013. According to the SHWWP Act, 

2013, a senior female officer of an organization must be the ICC officer and most (67%) of 

the organizations followed this clause.  

 

6.1.2. Activities Undertaken by the Organisation to make the Employees Aware of 

SHWWP ACT, 2013: 

SHWWP Act 2013 provided a clause regarding the role of ICC in awareness generating 

programme among the employees of an organisation. Most of the organizations organised 
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awareness programmes on SHWWP 2013, gender sensitization programme and put up 

banners or posters of SHWWP Act, 2013 for their employees.  These activities are conducted 

once in a year in most of the organizations (see Table 6.1). 

 

When asked about the complaint mechanism of SHWWP 2013 to the respondents, most of 

them replied that they know about it. Respondents further informed that the written complaint 

needed to be submitted to the ICC first and accordingly the ICC processes the cases further.  

 

Table 6.1: Activities Undertaken By the Organisation to Make the Employees Aware Of 

SHWWP Act, 2013 

Sl. No. Responses Frequency Percent 

1 Putting banner/posters of SHWWP Act 

2013 

2 2.8 

2 Organizing workshops/awareness 

Programme about SHWWP Act 2013 

8 11.1 

3 Gender Sensitization Programme for 

SHWWP Act 

4 5.6 

4 Yearly Submission of report of cases 

of SHWWP 

3 4.2 

5 Sensitizing the staff about Sexual 

Harassment as a misconduct 

7 9.7 

6 Others 9 12.5 

7 More than one 38 52.8 

8 All 1 1.4 

Total 74 100 

Source: Data Collected from the Field 

 

6.1.3. Existence of Sexual Harassment at Work Place and Related Issues: 

The respondents were asked about the occurrence of the sexual harassment at their respective 

work place. Only 8% of the respondents replied that such kind of incidents took place at their 
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work places. Others were quite satisfied with the environment of their work places. While 

asking about the reasons behind having an unsafe working condition to those who had seen 

occurrences of sexual harassment at their work place, they cited with multiple reasons. Not 

having proper security system, not solving the sexual harassment cases, prevailing patriarchal 

mind set of the officers who handled such cases, etc. were the main reasons according to 

them.  

While assessing the types of harassment the respondents faced, respondents replied that most 

(60%) harassers used the way of calling and texting messages at night, teasing, stalking and 

touching body parts of the victims most of the time. Some (24%) of the harassers were in 

favour of giving a proposal to the victims to meet outside after office hours. Some (16 %) 

harassers verbally abused the victims. They also showed pornographic images, videos to the 

victims to morally disturb them.  This is depicted graphically below in Fig 6.1.  

 

Fig 6.1: Types of Harassment Faced by Victims 

 

Source: Data Collected from the Field 

This study also found that men within 31-40 years of age and menthose were married,mostly 

indulged in sexual harassment cases. The youngsters were less likely involved in such 

teasing, stalking, t
oughng, calling & 

texting in late 
night
60%

giving proposal to 
meet outside 
office premise

24%

verbally abuse 
the victims, show 
pornography etc

16%
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activities. The pivotal reason for this might be the awareness among youngsters regarding 

sexual harassment at workplaces and its consequences. Another reason that can be added here 

is the changing mind set of the youngsters. They have changed their patriarchal mind sets to a 

more liberated one which allows them to behave in a way that can provide a just and equal 

society for all.   

The study found that the harassers were from higher positions in their career. Similar results 

were also found in a study carried out by Sahgal and Dang in 2017, on the experiences of 

sexual harassment at work places of the women managers and organization. They found that 

people in higher positions have more power on their hands, therefore, they generally think 

that they will be able to escape from accusation of sexual harassment at their work places.  

They always target the female employees working at lower post. On the other hand, 

harassers’ religion and mother tongue cannot be considered as important factors in this regard 

as the study showed a mixed response to different mother tongues of harassers.  

 

While asking about the time& situation, the respondents faced or saw or heard about sexual 

harassment that took place at their work places, 56% of the respondents replied that the 

harassers always tried to molest the victims when they were alone. The sexual harassment 

took place when both the harassers and victims were alone at office premises. The harassers 

used different ways of molestation in different situation and time. The occurrence of 

harassment took place occasionally at the work places of the respondents.  

 

Most of the respondents who said they saw or faced sexual harassment at their work places 

replied that they were still working in the same organization or institute. 55% of them 

continued their job because the jobs were permanent in nature. The economic conditions of 

respondents (35%) were another reason for which they did not leave their jobs despite of 
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occurrence of sexual harassment at their workplaces. 10% of the respondents thought that 

leaving the job would not solve the problem of sexual harassment, rather they thought facing 

the incident boldly and replying back to the harassers would be fair action against the 

occurrence sexual harassments at workplaces. 

 

Table 6.2: Reasons Why Victims Did Not Leave Their Jobs after Facing Sexual Harassment at 

the Workplace 

Sl. No. Responses Frequency Percent 

1 Jobs were permanent in nature 103 54.5 

2 Economic conditions 66 34.9 

3 Leaving jobs will not solve the 

problem of sexual harassment 

20 10.6 

Total 189 100 

Source: Data Collected from the Field 

 

It was found in the study that some of the victims or witnesses of sexual harassment at work 

places did not complain about the incidents to the complaint cell of their organizations. When 

the field investigators asked about the reason for the same, they replied that they did not 

know particularly to whom they should go to lodge complaints against the incidents. Some 

considered these kinds of incidents normal and did not feel the need to complain about the 

same to the concerned authorities.  

 

6.1.4. Measures to Prevent Sexual Harassment at Work Places: 

The respondents were asked about the measures which could be taken up to prevent the 

sexual harassment at work places. They had various ideas which they thought would help to 
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prevent sexual harassment at work places. 71.4% of the respondents suggested that the cases 

of sexual harassment should be solved within a very short span of time. Some favoured that 

harassers should be presented in front of the victims and forced to answer for their 

misbehaviour. Posters, pamphlets about the Sexual Harassment of Women at Workplaces Act 

2013 should be printed in regional languages too so that native people could also understand 

the Act properly even though they do not understand English. Applications of CCTV 

monitoring system, installation of complaint box were some of the suggested measures 

provided by the respondents. Awareness generation programmes on sexual harassment at 

work place for both boys and girls was another suggestive measure from some of the 

respondents. There should be a complaint committee in each and every branch/campus of 

organizations/institutions so that the victims can file complaints within their work  premises 

itself. On the contrary to these measures provided by the respondents, some of the 

respondents stereotypically replied that it was the responsibility of the victims to behave in a 

properly by wearing decent cloths, not mingling with male colleagues much, laugh or talk to 

the opposite sex in a decent way etc. Table 6.3 depicts various suggestion and measures 

provided by the respondents to prevent sexual harassment at work places. 

 

Table 6.3: Measures to Prevent Sexual Harassment at Work Place 

Sl. No. Responses Frequency Percent 

1 Quick settlement of the cases 135 71.4 

2 Harassers should be presented in front of the 

victims and forced them to answers about their 

misbehavior 

19 10.1 

3 Posters, pamphlets about the Sexual Harassment at 

work Place Act 2013 should be printed in regional 

13 6.9 



116 

 

Source: Data Collected from the Field 

 

6.2 Responses from the Employers: 

Altogether 186 employers across the state were interviewed for the study. These employers 

belonged to government and private sector organisations/institutions or had their own 

organisations. They were working as owner of the organisation, CEO or head of a branch or 

senior level employees in their respective organisations/institutions. As the respondents were 

at their senior level positions, 74% of them were above 40 years of their age. Of the total 

employers interviewed, 80% were male and rests of them were female.  

 

 

 

 

 

 

 

too 

4 Installment of CCTV monitoring system in the 

offices/institutions/organisations 

11 5.8 

5 Installation of complaint box in the 

offices/institutions/organisations 

7 3.7 

6 Awareness generation Programme on Sexual 

Harassment at work place for both boys and girls 

3 1.6 

7 Formation of sexual harassment complaints 

committee in every organizations 

1 0.5 

Total 189 100 
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Fig 6.2: Sex of the respondents 

 

Source: Data Collected from Source 

When the employers of the organizations/institutions were asked about the working 

environment of their respective organisations, 96.2% of the organisations responded 

positively. They informed that they maintained a friendly environment for employees in their 

organisations.  They were again counter asked about how they maintained that environment. 

In reply, 51.6% of them mentioned that they had complaint committees in their organizations, 

21% of them mentioned about safety mechanisms they provided to their employees such as 

existence of CCTV camera in their organizations premises etc. 12.4% of them stated that 

their employees were well versed about the Sexual Harassment of Women at Workplaces 

Act, 2013 and its legal consequences, therefore their employees were conscious about their 

behaviour in the public domain. Maintaining cordial relationships with the fellow employees 

8.6%, existence of all female employees and having small number of employees were some 

(6.5%) other replies provided by the employers to our investigators.  Table 6.4 depicts the 

responses of the respondents regarding the measures taken up by the organisation to maintain 

a healthy environment at the work places. 

80%

20%

male female
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Table 6.4: Measures taken up to maintain a healthy environment at the workplace 

Source: Data Collected from the Field 

 

In response to the question about the knowledge of SHWWP Act, 2013, 84.1% of the 

employers affirmed their awareness about the existence of SHWWP Act, 2013. Only 34.4% 

of the interviewed employers knew about the establishment of ICC in their organizations. Out 

of that 34.4% of the employers, 76.5% informed that ICCs in their organisation were 

established within the year 2006-2016. ICCs of those organisations had both male and female 

members. Those members were holding the senior level rank but only 32.2% of the 

organisations had a female presiding officer.   

 

Regarding the procedure of lodging complaints, most of the employers informed that they 

accept written complaints from the victims regarding the sexual harassment. They also 

Sl. No.  Responses Frequency Percent 

1 Existence of complaint committee at the 

workplace 

96 51.6 

2 Existence of safety mechanism such as 

CCTV camera 

39 21.0 

3 Awareness of Sexual Harassment Act 23 12.4 

4 Maintaining cordial relationship among 

employees 

16 8.6 

5 Having small size employee & all women 

employees 

12 6.5 

Total 186 100 
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accepted emails if the victims wanted to write emails to the employers regarding sexual 

harassment at their work place.  

The 56.4% of the organisations had their own official websites, but only 19.3% of them had 

their own online portal specifying the existence of ICC in their organizations as well as 

provision of lodging complaint against sexual harassment online. The ICCs of the 

organisations organised various sensitisation and awareness programmes on sexual 

harassment at work places for their employees such as workshops, seminars, meetings, 

discussions on SHWWP and its legal consequences, street plays, poster on the SHWWP, 

2013, etc. They undertook these activities mostly on a yearly basis. Organisations tried to 

resolve any cases related to sexual harassment at a faster pace and generally took strong 

actions against perpetrators. The organisations took up the cases to the complaints 

committees, listened to both the parties and discussed the matter with the members. After 

analysing the supporting documents and proofs submitted by both the parties to the 

committees, the ICCs declared their final decisions. 82.7% of the organizations welcomed the 

SHWWP Act, 2013 and believed that the Act will eliminate violence against women in work 

place up to a significant extent. 

 

6.3 Responses from the ICC Officers: 

A total of 47 ICC officers were interviewed across the state. All of the ICC officers believed 

that their respective work places were safe for their women employees. In reflection of their 

understanding, it could be seen that only 14.5% complaints on sexual harassment were 

registered till date in the interviewed ICCs. 85.5% of the ICCs were new as they were 

established after the year 2007. The organisations mostly (87.2%) appointed senior level 

officers as their ICC officer. This is one of the clauses of the SHWWP Act, 2013. The 

detailed description of the above discussion is given in Table 6.5. 
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Table 6.5: Responses on ICCs of organizations/institutions 

Source: Data Collected from the Field 

When the ICC officers were asked about the reason of forming the complaints committee, 

they informed that basically the committees were formed to provide a safe environment for 

their female employees and maintaining equality among the employees. Some of them 

informed that according to the sexual harassment laws of the Government they formed the 

committees. 

 

 

Responses Frequency Percent 

Registered complaints against sexual harassment 

Yes 7 14.9 

No 40 85.1 

Total 47 100 

Establishment of ICCs 

Before 2007 1 2.1 

In 2007 41 87.2 

After 2007 5 10.6 

Total 47 100 

Position of ICC officers 

Senior officers 41 87.2 

Junior officers 6 12.8 

Total 47 100 
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6.3.1. Preventive, Prohibition and Redressal measures undertaken by the ICCs  

The ICC officers were asked about the Preventive, Prohibition and Redressal measures 

undertaken by the ICCs in their respective organizations/institutions. As Preventive measures, 

ICCs organised various workshops, seminars, etc. on sexual harassment at work place and its 

consequences. Banners or posters were hanged at visible places in the organisations’ 

premises so that the employees could read about the issue and make themselves aware about 

the same. Yearly reports on the issue were also prepared. For Prohibition measures, ICCs 

strictly considered any form of sexual harassment as misconduct and immediate actions were 

taken up on the issue. For Redressal measures, ICC members gave chance to both victims and 

perpetrators to provide their statements in support of them and also included providing 

assistance to the victims etc.  

The ICC officers were further asked about the other initiatives they had taken up to prevent 

sexual harassment at their work places. Some of the ICC officers informed that installation of 

complaint/grievance box, CCTV camera, weekly counselling of the female 

employees/students, yearly meeting on sexual harassment issue/women empowerment, etc. 

were some initiatives taken up by them to prevent sexual harassment at their work places.  

85% of the ICCs had organised above mentioned activities once in a year.  Remaining 15% 

of them organised such programmes twice in a year.   
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Fig 6.3: How frequently the ICCs organised activities to generate awareness on Sexual 

Harassment Act 2013 

 

Source: Data Collected from the Field 

 

ICCs accepted only written complaints from the victims about sexual harassment. They felt 

that whatever initiatives they had taken up to prevent the sexual harassment at their work 

places, those were enough to meet the purpose. The ICC officers informed that their female 

employees knew about the ICC and if any incidents on sexual harassment at work place 

happened to them they would lodge complaints about the same immediately to the ICCs. 

 

6.4. Responses from the Students: 

A total of 50 students were interviewed for the study. The educational institutions from where 

the students were interviewed spread across the state of Assam. The educational institutions 

were either government or private. The students were chosen from technical institutions, 

medical colleges and conventional institutions.  Ages of the students were between 18 to 27 

years. 38% of the students came from semi-urban areas followed by 36% from rural and 26% 

from urban areas. About 70% of the students use Assamese as their mother tongue. 86% of 

the students knew more than one language. A very few (6%) students were married.  

once in a year
70%

twice in a 
year
25%

bi-aanually 
5%
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The students were tested about their knowledge on the concept of sexual harassment on 

women. 80% of them replied that they knew about the concepts. Only 18% said they partially 

knew about the concept though they had heard of the term. In the age of wide spread use of 

internet and social media, students have the access of various resources on internet. Various 

news, videos, reports and discussions are available on the internet which they can read for 

free. These make awareness about the concepts sexual harassment possible though the 

eradication of such acts is yet to be fulfilled. The students were asked about what kind of 

actions could be considered sexual harassment. The responses are given below: 

Table 6.6: Responses of the students on acts of sexual harassment on women 

Sl. No. Acts Response 

Yes No 

Frequency Percent Frequency Percent 

1 Calling names e.g. sweetie, 

cutie 

28 56 22 44 

2 Staring at breast while talking 47 94 3 6 

3 Touching irrelevantly 46 92 4 8 

4 Stalking you in streets/social 

media 

37 74 13 26 

5 Sending romantic email/text 30 60 20 40 

6 Call/text at late night 27 54 23 46 

7 Commenting on outfits 31 62 19 38 

8 Asking for sexual favors 44 88 6 12 

9 Showing pornographic  

images/videos/jokes 

26 52 24 48 

10 Verbal abuse 42 84 8 16 

Source: Data Collected from the Field 

It is evident from the responses in Table 6.6 that students knew about the various acts which 

were considered as forms of sexual harassment. This signifies their knowledge about the 

concept of sexual harassment on women. 
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Students were asked about the Sexual Harassment Act, 2013, in reply 44% responded that 

they knew about the Act, 30% responded that they partially knew about the Act and rest did 

not know about the Act. When they were asked about the sources from where they had come 

to know about the Act, most of the students informed that they got their information on the 

SHWWP Act through social media (mainly Facebook). Rest of them got their information 

regarding Sexual Harassment of Women at Workplaces Act, 2013 from the newspapers, TV 

and friends. They were further asked some of the important facts about the Act to check if 

they knew. In reply they informed that about the formation of ICC in the organizations and 

institutions, they were aware that the Act was formulated according to the Vishakha 

Guidelines and that it protects women from being sexually harassed.  

Fig 6.4: Sources of Information about Sexual Harassment of Women at Workplaces Act, 2013 

 

Source: Data Collected from the Source 

The names of the complaint committee were different in different institutions such as Anti 

Sexual Harassment Cell, Gender Sensitisation Committee against Sexual Harassment, 

Grievance Cell, Women Cell, Equal Opportunity Cell, etc. Most of the interviewed students 

did not know about the establishment of the complaints committee in their own institutions. 

The complaints committee organised various awareness/sensitisation 

through social 
media (mainly 
from facebook)

83%

through 
TV, newspaper

17%
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programmes/seminars/workshops on sexual harassment at work place or gender equality. 

Those programmes were organized annually.  

The students felt safe in their respective institutes. When they were asked about the reasons 

behind their views they replied that their institutions were concerned about the protection of 

women’s dignity and both male and female students, teachers and employees respected to 

each other. In response to the question whether they had faced any form of sexual violence in 

life and where did they face it, most (98%) of them replied that they faced sexual harassment 

in public areas such as streets, public transport, markets, cinema halls, etc. 90% of the 

students did not reveal their horrified experience to anybody. Only 10% of them shared their 

experiences to their friends/sisters or parents. This is due to the fear that parents or friends 

may blame them about the incidents they experienced.  

 

Table 6.7: Reponses on Various Questions asked about Sexual Harassment at Institutions and 

Public Domain 

Responses Frequency Percent 

Reasons to healthy environment at institutions 

Institutions were concerned about the protection of 

women’s dignity 

30 60 

All students, teachers and employees pay respect to 

each other 

20 40 

Total 50 100 

Occurrence of sexual harassment 

In public domain 49 98 

In private places 1 2 
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Source: Data Collected from the Field 

They were asked about the suggest measures that could be taken up to eradicate sexual 

harassment at public places. Various suggestions were made by them in response to this 

question. Installation of street lights, CCTV cameras in public transportations and public 

places, sexual harassment cases must be solved within very short span of time and strict 

actions should be sentenced against the perpetrators, making female students as well as 

parents aware about sexual harassment and how to deal with it in legal way through 

organising workshops/training programmes, implementing gender education in school and 

college level, etc. were some of their suggestions. Some stereotypical answers had also been 

recorded in response to this question. A few students believed that it was the responsibility of 

a girl to behave or dress up properly in public places so that they can protect themselves from 

the misbehaviour of their male counterparts.  

 

6.5. Conclusion: 

From the above discussions it can be understood that though the Sexual Harassment at 

Workplaces Act, 2013 was introduced couple of years before, but the purpose of the Act is 

still not been served in its true sense. From the study it has been seen that the employers, 

employee and students stated that they know more or less about Sexual Harassment as a 

concept or about the Sexual Harassment Act, 2013, but when the time comes to file 

Total 50 100 

Whether victims revealed about the harassment 

Did not reveal 45 90 

Reveal to friends/sisters or to parents 5 10 

Total 50 100 
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complaints against the occurrence of the sexual harassment, victims do not complaints about 

the harassment at all. Only 31.22% of organisations have complaints committee at their 

workplaces. One of the main reasons behind this silence is that the cases of sexual harassment 

also take long time period to resolve.  

Another reason is that that people still blame the victims not the perpetrators for such 

incidents. Despite the awareness programmes organized on sexual harassment at workplaces, 

the mind-set of both the male and female employees as well as employers of the surveyed 

organizations have not changed. Some of them are still supporting the stereotypical ideas 

about the behaviour of the female employees with their male colleagues. Some of the male 

employees are still indulging in such incidents even now.  

Some of the suggestive measures which can be taken up to eradicate the sexual harassment of 

women at workplaces are provided below: 

1. Cases of sexual harassment should be put in fast track court and resolved within 

shortest period of time. 

2. Dissemination of SHWWP Act, 2013 should be done in public domain also. 

3. End results of the cases should be disseminated publicly at the workplaces and 

institutions.    

4. Moral and emotional support to the victims should be provided by their fellow 

colleagues of the organizations/institutions 
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CHAPTER VII 

Summary and Conclusion 

7.  Introduction:  

This chapter is the concluding part of the study. The chapter is divided into two sections 

where in the major findings of the study are summarized in Section I and in Section II of the 

chapter measures and suggestions to make the Act stronger in the near future are put forth 

both by the participants and the researchers are provided. It is assumed that these suggestions 

will be incorporated by the policy makers to create a safer workplace environment for women 

in the coming time.    

 

Section I 

7.1. Major Findings: 

It is evident from the study that a diverse group of respondents participated in this study. 

Summing up, the socio-economic and cultural profile of the respondents suggests that in this 

study there were 59.8%employees and 70.2% ICC officers who came from urban areas but in 

case of students, only 26% of them hailed from urban areas. The study also revealed that 

79.6% of the employers were male and a majority of the employers were in the age group 45-

55 years. The low number of female employers also indicates the existence of gender gap in 

higher positions of the workplaces. Among the ICC officers, 42.6% were within the age 

group of 45-55 years implying that they were appointed to senior positions and 91.5% of the 

ICC officers were women with 87.2% married. Mother tongue of most of the ICC officers 

was also Assamese (68.1%), and 76.6% of them attended State Government schools. In case 

of students, 38% hailed from the Semi-urban areas 36% from rural areas and only 26% came 

from urban areas. Students were from different types of educational institutions out of which 
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46%were from Semi-Government Colleges and 36% were from Government Colleges. Again 

80% practiced Hinduism, and only 6% were married. 

Since the findings only of the employees could be analysed (due to lack of time), detailed 

background of the employees are provided. For the purpose of this study only female 

employees were approached, but it was found that a few workplaces (1.6%) did not have any 

women working with them. Assamese was the mother tongue of majority of the employees 

(63.5%) followed by Bengali which is 21.2%. It was observed that, of the respondents taken 

for the study, 88.4%of the employees practiced Hinduism and a 46% belonged to the general 

caste followed by 33.9% OBC. Among the employees 60.3%were married and 32.8%were 

single. Education qualification of the employees show that 36% of the them were graduate 

and 25.4% were post graduates. Again 76.7% of them attended State Government schools, 

61.3% had Assamese as their medium of instruction and 49.2% were state government 

employees. 

After a thorough discussion about the occurrences and understandings about SHWWP it can 

be found out that majority of the women employees had an understanding about SHWWP. 

There were still a fraction of women who were still not aware and that accounts to more or 

less 30% of the women interviewed. Their understandings about SHWWP were confined to 

the assumption that severe physical sexual assaults like rape were considered as SHWWP. 

These women denial to acknowledge the existence of varied forms of SH in the workplace 

were maybe because of their lack of knowledge or normalization and internalization of the 

situation faced by women at workplaces. 

While individual interviews were carried out it was found out that majority of the women 

employees denied accepting the fact about the existence of SHWWP. Very few women were 

comfortable to reveal about their own experience of SH, which is understandable it being a 

sensitive matter. However, more incidences of occurrences SH were disclosed during the 
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focus group discussion (FGD). The study also portrayed that SHWWP is complex in nature 

where power relationship plays distinctive role for which many of the incidences were 

silently accepted and went unreported. Again, the value of a permanent job overshadowed the 

occurrences of SHWWP and was considered as trivial matter in comparison to other 

hardships women faced otherwise in their day to day life. For majority of them the 

importance of a well-paid permanent job was far more important than SH and hence they fell 

as easy prey to sexual harassment at workplace. Their subordinate position at large in Indian 

society to a great extent contributed to women normalizing and internalizing such situations. 

These also diminish their understanding about the importance of dignified workplace 

environment.          

It was found that economic classes and educational qualifications of the respondents had a 

significant relationship with the existence of sexual harassment at their work places. It can be 

concluded that imparting education to the economically weaker sections of the society can 

reduce the existence sexual harassment at their work places as women will make themselves 

aware about what is happening around them and will able to know about their rights against 

sexual harassment.  

The guidelines of the complaint mechanism of SHWWP are clearly outlined and mentioned 

in the Act. However, in the study it is observed that the existence of the complaint 

mechanism was very poor. Even though 31 % of the women mentioned that there existed 

complaint mechanism in their workplace in the initial part of the study, subsequently when 

detailed information were sought from the female employee, it was revealed that only 

negligible IC of the workplace are constituted as per the Act. It accounted to around 5% of 

the surveyed workplaces.  

It was also observed that initially quite a few respondents did not provide accurate 

information and stated about the existence of the complaint mechanism in their workplace. 
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They might have been reluctant to reveal their ignorance in this matter. Thereby, in the 

subsequent cross checking the data did not tally.  

It can also be concluded that mere existence of the Act will not address the grave issues of 

SHWWP. Along with it calls for rigorous awareness drive and sincere effort by the 

Government for the execution of the Act. There are provisions (26.1) in the Act which 

mention that if an employer fails to constitute an IC s/he ‘shall be punishable with fine which 

may extend to fifty thousand rupees’. If this provision along with the others is compelled to 

be put into practice there is huge possibility of establishment of IC.  

As per the harassers were concern, a broad generalization could not be drawn out on account 

of the small sample proportion of employee who were willing to disclose information about 

the harasser. Even then it can be concluded that men who were in superior position tends to 

use their power associated with their position to sexually harass women at workplace. There 

were women who were sexually harassed even by men who were far subordinate than them. 

It can be attributed to how women are perceived in the society, as subordinate being. 

The study revealed that though the Sexual Harassment at Workplaces Act, 2013 was 

introduced in 2013, but the very purpose of the Act is still not been served in its true sense. It 

was observed during the study that the employers, employee and students were more or less 

aware about Sexual Harassment as a concept or about the Sexual Harassment Act, 2013, but 

in terms of filing complaint against the occurrence of the sexual harassment, victims were 

reluctant and hesitant to lodge complaints about the harassment at all. Only 31.22% of 

workplaces had complaints committee at their workplaces. One of the primary reasons behind 

their reluctances was the long duration it undertook to resolve the cases of sexual harassment. 

Again, it was found out that people still blame the victims not the perpetrators for such 

incidents. Despite the awareness programmes organised on sexual harassment at workplaces, 

the mind-set of both the male and female employees as well as employers of the surveyed 
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organizations have not changed. Some of them supported the stereotypical ideas about the 

behaviour of the female employees with their male colleagues. Due to lack of existence of 

supportive mechanism, which was not favourable for women, some of the male employees 

were actively indulged in such incidents.  

Some of the suggestive measures which can be taken up to eradicate the sexual harassment of 

women at workplaces are provided below: 

1. Cases of sexual harassment should be put in fast track court and resolved within 

shortest period of time. 

2. Dissemination of SHWWP Act, 2013 should be done in public domain also. 

3. End results of the cases should be disseminated publicly at the workplaces and 

institutions.    

4. Moral and emotional support to the victims should be provided by their fellow 

colleagues of the organizations/institutions. 

 

Section II 

7.2. Suggestive Measures to Make the Act Stronger: 

The journey of recognising SHWWP as a legal offence culminated only after long struggles 

by women’s collectives which spread over few decades. Even though the Act came into force 

in 2013 it is realized that its implementation is beyond satisfactory. Poor implementation of 

the Act can be attributed to various factors of which lack of awareness about the existence of 

the Act, the procedure of implementing the Act and knowledge regarding the provisions laid 

out in the Act are few of the causes. This Act is for working women engaged in difference 

capacities and levels in workplaces. They are assumed to hold a better position than their 

counterparts in the society because of their economic engagement in the form of job which is 

also an indicator of economic empowerment. 
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7.2.1. Generating Awareness:  

There are various methods which can be adopted to make workplace safer from SH. The first 

and foremost task is to make the employees and employers aware regarding the existence of 

the Act and it various provisions. Program/workshop to create awareness regarding the 

procedures of constituting IC along with it roles and responsibilities as laid out in the Act is 

upmost essential. This action is felt to be very essential because many of the employees stated 

that there was a lack of such committee where they could address such issues and that it did 

not exist in their workplace. Various modes of media, along with social media, can play an 

active role and participation in the awareness drive. Information regarding the Act in the 

regional newspapers and in regional languages can discriminate the information at a larger 

scale and to larger people. 

Awareness not only about the Act but also about the knowledge of the different forms of 

SHWWP is also equally important. There are still large proportions of women who were not 

aware even when they are sexually harassed in their workplace. These types of awareness 

program should be designed both for men and women which will assist to sensitize both the 

perpetrators/abuser and the victims/abused. Community involvement in the awareness drives 

at the grassroots level both at urban and rural area should be organized which should also 

focused upon the legal provisions, litigation processes, roles, responsibilities and rights both 

of women and men at workplace. Educational institutions should conduct 

awareness/orientation program where the parents and guardians should be a part of it. 

Seminars and workshops should be organized where the common people are trained and 

oriented. This will disseminate knowledge regarding the issue of SHWWP. This will help in 

building a workplace a dignified space. Such awareness programs should be held frequently 
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and by using innovative means which can bring in changes in the patriarchal mind set of the 

society at large. These awareness drives will definitely act as preventive measure. 

Gender Sensitisation:  

Along with awareness regarding the Act and about SHWWP, sensitization about gender 

equality, gender roles, gender stereotypes, gender socialization process etc. are equally 

important. Due to lack of understanding about the construction of gender, women were often 

blamed even for the crime/violence of which she was victim (Koss, 2000; Meyers, 1996). 

Often they were blamed for the clothes they were wear or for being in ‘wrong place’, being 

more ‘friendly’ etc. They were accused of inviting trouble for all these actions without 

questioning the gendered understanding of all these circumstances and situations. It is now a 

high time to question these situations and unlearn such knowledge and look at these issues 

from gender perspectives. It will provide better solutions to the old as well as emerging 

problems of women along with SHWWP. 

Of all the agents, educating the children through their curriculum from their early ages can 

bring a change in the gendered society that we live in. Respecting woman and girl child and 

their values in the society should be taught to the younger minds and moulded from the very 

beginning through their curriculums and activities at school. If these measures are undertaken 

to sensitise the members of the society it will definitely bring in changes in the patriarchal 

mind set and the power structure of the society which places women in the subordinate 

position.  These subsequently will reduce violence against women along with sexual 

harassment of women not only in workplaces but also in the other spaces. Sensitising is also 

essential for women to know about their rights along with their right to work in safe 

environment and with dignity. 

Here again the role of the community also can play a vital role. They can act of an active 

agent to sensitise the members of the society about various gender issues. Family is the 
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predominant agent of socialization process (Eagle, 1988; Vauquline, 2015) which can be 

reached by the community members. The community consisting of both men and women can 

also act as a supporting agent on which distress women can fall upon in such situations of 

SHWWP.  

 

7.2.2. Implementation of the Act:  

It can be concluded that there is minimal implementation of the Act in the state of Assam. 

Lack of any implementation of the Act is because of lack of awareness of the existence of the 

Act. More than 80% of the workplaces are not aware of the existence of the Act and that it is 

mandatory for each workplace with more than 10 employees to have an ICC in their 

workplace. There are few employers who were aware of the Act and have established the ICs 

accordingly, however a large proportion of these workplaces have not followed the procedure 

to a great extent as laid down in the Act. There are many workplaces who did not feel the 

need of IC because they were ruled by the belief that SH do not exist in their workplace. In 

such workplaces the role of the ICs to prevent and prohibit SHWWP is totally overlooked. 

Thereby the implementation of the Act not only to redress the issue but also to prevent and 

prohibit is upmost essential. All the steps need to be followed as laid out in the Act in its 

implementation procedures. Proper implementation of the Act will definitely expedite the 

process of providing justice to the aggrieved employee. Proper and strong action can only be 

taken against the harasser through putting into practice the provisions clearly laid out in the 

Act. 

The study also reveals that many of the cases spill over months and sometimes years. 

Thereby, it is very essential to settle the cases as directed by the Act. 

Above all, it is realized during this study that the Act is strong enough to prevent, prohibit 

and redress SHWWP if implemented and executed adequately.  
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7.2.3. Practice the Act in true spirit:  

It is the right of every employee to work in a safe and comfortable workplace environment 

with dignity. Along with redressal when efforts and initiatives are taken by the employers for 

prevention and prohibition of SHWWP, the workplaces environment will subsequently 

become conducive for women to participate as productive and efficient member of the 

organization. There should be zero tolerance to SHWWP. Even small matters/incidences 

should be dealt with grave sincerity.SH should be treated as unacceptable and intolerable act 

in the workplace.  

 

7.2.4. Create complaint conducive workplace:  

The biggest barrier and the greatest challenge of SHWWP is employees’ hesitation to lodge 

complaint against the harasser. Many of the women were silent victims of this crime and 

preferred to keep these incidences to themselves. They did not report or raise their voice for 

varied reasons. At times when they picked up some courage to report and complain to their 

higher authority, efforts were made by the authority to hush-hush the matter assuming that it 

would hamper the reputation of the organization. At times the employers tried to settle the 

matter through negotiation without giving adequate punishment to the harasser. These types 

of situations revolving around SHWWP are not supportive to create a safe workplace 

environment for women.  

Instead, the employers should provide a work space where a sexually harassed woman feel 

encouraged and supported to report such incidences assuming that she will get her due right 

to work with dignity at workplace. It should be considered a responsibility by the employer to 

provide an women friendly work space where she feels comfortable, supportive and are not 

hesitant to complain if any such unpleasant incidence of SH occur. She should also feel 
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assured of getting justice when sexually harassed through the ICs. When such workspaces are 

created, more women employees will feel encouraged to report when they encounter SH and 

lesser employer/colleague will harass women at workplace.  

Existence of adequately surveillance and monitoring systems in workplace: Along with the 

implementation of the Act, during the study it was observed that existence of adequate 

surveillance mechanism such as CCTV within the workplace premises and the isolate places 

in and around the institution was an effective way of prevention of SHWWP. It makes one 

conscious being under surveillance and can prevent them from misbehaving with women in 

general and sexually harassing women at workplace in particular. In the study it was found 

out that those women who were on night duties, mostly in hospital, were vulnerable to SH. 

Most of these harassers were attendants of patients. In such situations surveillance through 

CCTV can act as an important tool to prevent SH. 

Online sexual harassment is a newer and upcoming mode of sexually harassing women in the 

workplace. To prevent such SH the employers can install software which prevents access to 

certain websites. There are computer programs which can prevent email containing certain 

keywords from being delivered. Such programs can be installed in the computers used by the 

employee/employer to prevent online sexual harassment. 

There are cases of SH which has occurred in transports while travelling to and from the 

workplace during late hours. In such cases it is observed that transport hired or owned by the 

employer acts as a deterrent and can be considered a preventive measure to SH. 

Create women friendly policies in workplaces: Workplace can be considered as a masculine 

domain (Laster, 2008). Women’s entry into this masculine space is recent in comparison to 

men and men type-casted them as feminine/others and treated them differently (Padavic, 

1991). However, their importance was acknowledged in due course of time. Even though 

they are considered and treated differently, the masculine space did not undergo much 
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transformation and remained the same in many cases. It is also a fact that both men and 

women through their process of socialization get constructed and it places women at a 

subordinate position (Vauquline, 2016). These subordinate position of women due to her 

gender acts as one of the primary factor of violence against women together with SHWWP. 

Again, in the last few decades it is observed that there is a steady growth of women’s 

participation in the economic sector. Thereby it is essential to frame women friendly policies 

for workplaces to make them more efficient, productive and capable. Policies for safer 

conveyance, night and odd hour’s duties should be framed and executed with sincerity. 

Women as well as men should be oriented from time to time about the existing toll free 

helpline numbers. Dark corners/pockets of the workplace should be adequate lit as these areas 

are considered as the sites of SH.  Again policies to enhance the capacity of women to handle 

difficult and adverse situations should be introduced. These will upsurge the potentiality of 

women by uplifting her from her subordinate position. 

There should be forums in the workplace which can act as a space where they get 

opportunities to address their issues and concerns, share their experiences and potentialities 

etc. These spaces can also be used for counselling. These will aid in deconstructing the 

gender roles through interaction and sharing.   

If the above mentioned suggestions are put into practice, it will not only make the Act 

stronger but will also make the workplace a conducive place to work with dignity. This will 

make them more productive and efficient employees in their workplace in the long run. 

 

7.3. Conclusion:  

The study was of great significance in its present context and relevance in the context of 

Assam because of the increase of participation of women in the labour force. This study 

discuss extensively about the state of condition of employees in the organised section where 



139 

 

women employees can address the issues of SHWWP in ICC. However that addresses to the 

need of a part of the labour force, organised sector.  

The above findings and discussion clearly illustrates that Sexual Harassment of Women at 

Workplace (Prevention, Prohibition and Redressal) Act, 2013 is very poorly implemented in 

the organized workplaces in Assam. In many workplaces it is not even put into practice. As 

such the issue of redressal of SHWWP in Assam is in frail condition. Women working in the 

unorganized sector are in worst state because they do not even have a place to complain if 

they are victims of SH. We could come to this conclusion because none of the administrative 

district headquarters of Assam, where the study was conducted, had Local Complaint 

Committee (LCC) during the study period. This conclusion was drawn on the fact that no 

documents could be produced by the concern authority about the existence of LCC in the 

administrative district headquarters of the study area during the study period. Future and 

further studies of SH of women in the unorganised sector or in workplaces where there are 

less than 10 employees will reveal the complaint mechanism in LCC. It will definitely reveal 

the situations of women labour force engaged in the unorganised sector and the role of the 

government undertaken to create a dignified workplace environment.  

The study also reveals that women need to be sensitized first about SH then only they will 

come forward for redressal. Even though a substantial proportion of women came forward 

and disclosed their experience as victims of SHWWP but a large proportion were still 

hesitant to share their experience because of the different social stigmas associated with it. It 

was noted during the study that majority of the aggrieved women did not lodge complain due 

to various apprehensions. Lodging a written complaint is the foremost requisite of the 

complaint mechanism according to the Act. Until and unless the aggrieved women put this 

into practice mere presence of the Act will not be of any help or assistance. On the other hand 

it is also a responsibility of the employer to create safe workplace and zero tolerant to 
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SHWWP. These efforts by the employers will encourage women to lodge complain if they 

face any form of SH.         

Again, another section of women did not even realize when sexist comments were passed on 

them, that they were working in hostile workplace environment and that their dignity were 

brutalized. The study found that it was very pertinent for the employers to take different 

measure to sensitize not only female but also the male employers of the workplace about 

concepts of gender, gender issues, socialization process etc. These will act as a preventive as 

well as prohibition method.  

The study illustrated that measures to redress SHWWP is implemented to a certain extent but 

initiatives to prevent and prohibit is negligible. There were few Government agencies which 

organizes sensitisation programs on SH from time to time. Initiatives from the employers for 

prevention and prohibition of SH are observed to be negligible and absent in many 

workplaces. Many workplaces did not feel the necessity to establish ICs because they were 

ruled with the false notion that such incidences did not occur in their workplace. While the 

Act gives equal importance to prohibition and prevention of SH as well, these aspects of the 

Act was totally ignored by the employee.  

Since the focus of the study was on women employees in the organised sector thereby 

literacy was taken as one of the indicator of selection of the sample therefore all the women 

taken for the study were literate to a certain extent. Again, it is observed that education is 

considered as a measure to empower women. It is usually assumed that higher the education 

qualification of women lower will be the harassment. In this study it was revealed that there 

is significant relationship between education and SHWWP. It can be concluded that 

education qualification of women can be considered as a deterrent to SHWWP. In most of the 

situation it is observed that it is the patriarchal mind sets of men which makes them consider 

women as object. But in this study in most of the situation educational status of the women 
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acted as an agent of empowerment and acted as a deterrent to SHWWP. However, there were 

cases reported where women employees were sexually harassed by office drivers, liftmen, 

watchmen etc. on the other extremes there were cases where their colleagues as well as their 

superiors were also the perpetrators. This also makes one to ponder that the form of education 

that is imparted now requires in-depth speculation. It is not being able to bring in changes to 

the conservative thinking of the people where women are portrayed as a subordinate being. 

Along with basic knowledge, the curriculums should incorporate components of gender 

concepts, understandings for social issues and problems, rights and responsibilities as 

concern citizen of nation, ethical values and moral responsibilities etc.Such initiatives should 

be taken right from primary education and mould the children minds when they are young. 

These constructive initiatives along with sincere implementation will definitely bring in 

impactful changes in the long run. 
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