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General view & background of the 
Act:  

For understanding the women’s right to work it 
is essential to have a brief idea about the 
constitutional provisions & international 
obligations in this regard.  Women in a 
democratic set up are treated on par with 
men in enjoyment of all rights. In India the 
Constitution in Part 3rd confers certain 
fundamental rights on all citizens 
irrespective of caste, creed, colour and 
gender.  

 



 

Some of these fundamental rights are enshrined 
in  

Articles 14 & 15 that aim at equality before law 
which obviously includes ‘gender equality’;  

Article 19 (g) enshrines the right 'to practice any 
profession or to carry on any occupation, 
trade or business‘; 

 Article 21 guarantees ‘right to life and liberty’.  

 



  right to live with dignity and right to work 
with dignity of women are not only 
fundamental rights under the Constitution 
under Articles 14, 15, 19(g) & 21 but these are 
basic human rights universally recognised.  

Article 15:  Prohibition of discrimination on 
grounds of religion, race, caste, sex or place of 
birth: (1) The State shall not discriminate 
against any citizen only on ground of religion, 
race, caste, sex, place of birth or any of them. 
(2)……..(3) Nothing in this Article shall prevent 
the State from making any special provision 
for women and children. (4)………… 



Apart from these fundamental rights, there are CERTAIN DUTIES 
imposed on the State & the citizens; some of which 
mentioned in Directive Principles of State Policy under Part 4th 
of the Constitution are as under:  

Article 42: Provision for just and humane conditions of work and 
maternity relief. The State shall make provision for securing 
just and humane conditions of work and for maternity relief. 

Article 51A: Fundamental duties. - It shall be the duty of every 
citizen of India,  (a) to abide by the Constitution and respect 
its ideals and institutions, ………(e) to promote harmony and 
the spirit of common brotherhood amongst all the people of 
India transcending religious, linguistic and regional or 
sectional diversities; to renounce practices derogatory to the 
dignity of women; 

 



Article 51(State shall promote international peace 
and security).   

Article 253(State shall give effect to international 
agreements).  

Apart from these constitutional provisions, there 
are also international conventions & agreements 
that bind the Indian State to safeguard interests 
of women including their rights at working 
places. The UN charter also guarantees the 
women’s right to work with dignity.   

Not only that, the role of judiciary is also clearly 
stressed upon in this regard in the Beijing 
Statement of Principles of the Independence of 
the Judiciary in the LAWASIA region (1995). 

 



For example, 
 Article 11 of Beijing Statement (1995) : ‘States 

Parties shall take all appropriate measures to 
eliminate discrimination against women in the 
field of employment in order to ensure, on basis 
of equality of men and women, the same rights, 
in particular:(a) The right to work as an 
inalienable right of all human beings;……. (f) The 
right to protection of health and to safety in 
working conditions, ………. 

 Article 24 of Beijing Statement (1995) : States 
Parties undertake to adopt all necessary 
measures at the national level aimed at achieving 
the full realization of the rights recognised in the 
present Convention’.  

 



But there are were a number of social aberrations 
or hurdles that do did do not allow women in 
India to enjoy the benefit of all their rights 
especially the right to work with dignity at 
workplaces. One of such impediments in the way 
of full realisation of these benefits is a social evil 
to be found in what is called sexual harassment of 
women at workplaces. This social evil has taken 
many a lives of women in India at their 
workplaces or elsewhere. One of such horrible 
incidents of death of a woman took place in a 
Rajasthan village when a social worker was gang 
raped & murdered at her workplace. This is the 
landmark case of Vishaka v. State of Rajasthan, 
AIR1997SC 3011. 



 

 

 
 

 

 

  

Despite there being national, international & 
constitutional safeguards already in place, there 
was no guidelines till 1997(Vishaka case) or no 
separate legislation till 2013 in India that would 
protect the rights of women at workplaces . So, 
for the first time the protection of these rights of 
women at workplaces came in the shape of 
Vishaka case wherein the SC laid down certain 
guidelines for strict observance by the employers 
at their workplaces for protection of rights of 
working women. These guidelines are:  



1. It shall be the duty of every employer 
…….……….... to prevent or deter the 
commission of acts of sexual harassment and 
to provide the procedures for the resolution, 
settlement or prosecution of acts of sexual 
harassment by taking all steps required. 



 

2. Definition: For this purpose, sexual harassment 
includes such unwelcome sexually determined 
behaviour (whether directly or by implication) 
as: (a) physical contact and advances; (b) a 
demand or request for sexual favours; (c) 
sexually coloured remarks; (d) showing 
pornography; (e) any other unwelcome 
physical, verbal or non-verbal conduct of 
sexual nature. 

 



3. Preventive Steps: All employers or persons in charge of 
workplace whether in the public or private sector 
should take appropriate steps to prevent sexual 
harassment.……: (a) Express prohibition of sexual 
harassment as defined above at the work place should 
be notified, published and circulated in appropriate 
ways. (b) The Rules/Regulations of Government and 
Public Sector bodies …….should …… prohibit sexual 
harassment and provide for appropriate penalties in 
such rules against the offender. (c) ……….(d) 
Appropriate work conditions should be provided in 
respect of work, …… to …ensure that there is no hostile 
environment towards women at work places and no 
employee-woman should have reasonable grounds to 
believe that she is disadvantaged in connection with 
her employment. 

 



4. Criminal Proceedings:  

    FIRs to be filed with police under the related 
law if the act amounts to a specific offence 
under the Indian Penal Code or under any 
other law. ……. 

   The victim, or witnesses should not be 
victimized or discriminated against while 
dealing with complaints of sexual harassment. 

   The victims of sexual harassment should have 
the option to seek transfer of the perpetrator 
or their own transfer from the workplace 
concerned.  

 



 5. Disciplinary Action: 
Where such conduct amounts to misconduct in 

employment as defined by the relevant service 
rules, appropriate DISCIPLINARY ACTION should 
be initiated by the employer in accordance with 
those rules. 

6. Complaint Mechanism:  
……….., an APPROPRIATE COMPLAINT MECHANISM 

should be created in the employer's organization 
for redressing the complaint made by the victim 
within time bound period. 

7.Complaints Committee: The complaint 
mechanism……. should be adequate to provide,…. 
a  Complaints Committee, ………………. 

 



The Complaints Committee should be headed by 
a woman and not less than ½ of its members 
should be women. Further, to prevent the 
possibility of any pressure or influence from 
senior levels, such Complaints Committee 
should involve a third party, either NGO or 
other body who is familiar with the issue of 
sexual harassment. The Complaints 
Committee must make an annual report to the 
government department concerned of the 
complaints and action taken by them………. 

 



8. Workers' Initiative: Employees should be allowed 
to raise issues of sexual harassment at workers 
meeting and in other appropriate forums and it 
should be affirmatively discussed in Employer-
Employee Meetings. 

9. Awareness: Awareness of the rights of female 
employees in this regard should be created in 
particular by prominently notifying the guidelines 
(and appropriate legislation when enacted on the 
subject) in suitable manner. 

10.Where sexual harassment occurs..………the 
employer ……. will take all necessary and 
reasonable steps to assist the affected person in 
terms of support and preventive action. 

 



11. The Central/State Governments are 
requested to consider adopting suitable 
measures including legislation to ensure that 
the guidelines laid down by this order are also 
observed by the employers in Private Sector. 

12. These guidelines will not prejudice any rights 
available to women under the Protection of 
Human Rights Act, 1993. 

 



But the fact of the matter is that with the 
passage of time, these guidelines framed by 
the Top Court in Vishaka Judgment were 
thought to be not sufficient to deal with the 
incidents of sexual harassment of women at 
workplaces that continues continued to surge 
and it was felt that a strong piece of legislation 
was the need of the hour to tackle this social 
evil and accordingly the Act was enacted in 
2013.  

 



So, ultimately & finally after a long wait of 16 
years due to a continuous pressure of women 
organizations, activists and others on GOI , 
Parliament enacted in 2013 the Sexual 
Harassment of Women at Workplace 
(Prevention, Prohibition and Redressal) Act, 
2013 for prevention of sexual harassment 
against women at the workplaces & redressal 
mechanism for the same if the same occurs. 

The GOI has also on the same day made the 
Sexual Harassment of Women at Workplace 
(Prevention, Prohibition and Redressal) Rules, 
2013 .  



 

 

Objectives of the Act are to provide protection 
against sexual harassment of women at 
workplaces and prevention and redressal of 
complaints of sexual harassment.  
 
Sexual harassment is VIOLATION OF globally recognised 
basic humane right of working women and also the 
fundamental rights of working women viz right to 
equality under Articles 14 and 15; right to life and live 
with dignity under Article 21; right to practice any 
profession or to carry on any occupation, trade or 
business under Article 19 (g) which includes a right to 
safe environment free from sexual harassment. 



Harassment may be physical, mental, 
psychological or sexual. In general terms it 
means words or conduct or action, usually 
repeated or persistent, directed at a specific 
person that annoys , alarms or causes 
substantial emotional distress in that person . 
But under the present context, we deal with 
sexual harassment only. But, what is it? 

 

 

 

 



Section 2 (n) that defines SH has adopted the 
definition of ‘SEXUAL HARASSMENT’ from 
Vishaka Judgment  ( which in itself is based on 
the US Code of Federal Regulations , para 29. 
1604.11 & United States Equal Employment 
Opportunity Commission (EEOC) & the term 
‘sexual harassment’ as per the definition 
includes any unwelcome act or behaviour 
(whether directly or by implication) such as  

c 



(a) physical contact and advances , e.g.  a senior 
officer putting his hand on the hand of victim, 
trying to sit with her & even touch her, (Apparel 
Export Promotion Council v. A.K. Chopra, AIR 
1999 SC 625 ); a senior doctor touching junior 
lady doctor at wrong places in the operation 
theatre, (Dr, Punita K Sodhi v. Union of India 
(2010) ; a non-permanent teacher/principal 
sexually harassed & terminated by the 
management of the school, (D.S. Grewal v. Vimmi 
Joshi (2009) 2 SCC 210); coming close to the 
victim in lifts, office chamber, making her stay 
beyond official hours in office,   see also Miss 
Shantilata Pattanaik case (2012) 



(b) demand or request for sexual favours, eg ‘I want kiss your 
cheeks, chin and lips’ a Dy Reg of HC saying to his PA, (G 
.Pushkala v. High Court  (2007); see also Prof Dhonde v. 
State of Maharashtra ( 2006) ;  

(C) making sexually coloured remarks, e.g., ‘your dress is 
beautiful’ may be welcome behaviour but to say  ‘you look 
pretty, or gorgeous or attractive in this dress…….’ may not 
be taken as welcome act or welcome behaviour.  

     The complainant was working in the office of the 
accused for the last 33 years.  The accused says to 
her ‘your golden days are gone with your age, leave 
the job, young girls are waiting for this post, I shall 
pass some good time with them”, “ stop talking much 
and don’t think you are very smart” , (Mahendra 
Kumar Singh v. Linda Eastwood, (2014) Supreme(Cal) 301 

 
 

 



(d) showing pornography or  

(e) any other unwelcome physical, verbal or 
non-verbal conduct of sexual nature, viz In MP 
a woman- judge of a lower court was asked by 
a HC judge to ‘dance to an item song’ at a 
function at his home related to his son’s  
birthday & on her refusal  the judge managed 
her transfer to a remote place.  

 



For the application of the Act, strict employer-
employee relationship between the employer 
& the victim is not necessary. It is a clear 
deviation from the SC guidelines in Vishaka 
case which stressed on office-type relation. 
This is clear from the definition of the word 
‘workplace’ under the Act.  

 



So, section 2 (o) defines workplace in very 
broader terms as including all government, 
semi-government, non-government departments, 
public sector undertakings, entire private 
sector, domestic places like homes, dwelling 
places, private hospitals & nursing homes, all 
kinds of sports institutes or centers whether 
of residential or non residential nature where 
training in sports is imparted, even schools, 
colleges, universities, and other educational 
institutes are included in the ambit of the 
definition. 

 



Section 3 of the Act provides that no woman 
shall be subjected to sexual harassment at any 
workplace. This section further provides that 
there may be the circumstances present or 
connected with any act or behaviour of sexual 
harassment that would also amount to sexual 
harassment , namely,  

1, implied or express promise to preferential             
treatment  

2, or express or implied threat of detrimental 
treatment in her employment,  

 



3, express or implied threat about her present or 
future employment,  

 

4, interference with her work,  

 

5, or creating an intimidating or offensive or 
hostile work environment for the woman,  

 

6, humiliating treatment which is likely to affect 
health or safety of a woman. 

 



The Act provides for establishment of two kinds of 
complaints committees , namely, (a) Internal 
Complaints Committee & (b) Local Complaints 
Committee .  

Internal Complaints Committee: Section 4 provides for 
constitution of Internal Complaints Committee/ICC at 
administrative office of every employer where 10 or 
more than 10 employees are employed in the 
department or organization, etc. It is mandatory for 
employer to constitute the ICC that would entertain 
the complaints made by any ‘aggrieved woman’ as 
defined under section 2(a). The aggrieved woman 
would include a woman of any age whether 
employed or unemployed & also one who is working 
in a dwelling place or house. 

  



Under section 4, the members of the ICC are to 
be nominated by the employer and the ICC 
should consist of….. 

(i)a Presiding Officer who shall usually be a 
woman employed at senior level in workplace 
provided she is available and if she is not 
available then the employer may nominate 
her from other offices etc of the workplace, 

(ii)not less than two members from amongst his 
employees (preferably committed to the cause of 
women or who have had experience in social work or 
have legal knowledge) 

 



and (iii) one member from amongst any NGO or 
association (committed to the cause of women or a 
person familiar with the issues relating to sexual 
harassment).  

In order to ensure effective participation of 
women employees in the ICC proceedings, the 
Act requires that at least ½ of the total 
members of the ICC nominated by the 
employer should be the women. 



Local Complaints Committee: 
 Sections 5 & 6 provide for setting up of the Local 

Complaints Committee/ LCC by the DM/ADM/Collector 
for every district for receiving complaints of sexual 
harassment from (a) establishments where the ICC has 
not been formed due to having less than 10 workers or 
(b) if the complaint is against the employer himself.  

 
The constitution of the LCC is provided for in section 7. 

The LCC is to be headed by a chairperson who shall be 
a woman of eminence who has worked for the cause of 
women. Other members including one member to be 
chosen from the taluk/tehsil, district or municipality of 
the district   

and at least two members from NGOs, etc.     
 



Complaint procedure: Section 9 stipulates that 
aggrieved woman can make written complaint 
of sexual harassment at workplace to the ICC 
(or the LCC (in case a complaint is against the 
employer or otherwise where ICC has not 
been constituted for the reason mentioned 
above), within a period of 03 months from the 
date of incident and in case of a series of 
incidents, within a period of 03 months from 
the date of last incident.  



But if the aggrieved woman is unable to make 
complaint in writing, reasonable assistance 
shall have to be rendered to her by the 
PO/Chairperson or any member of the 
ICC/LCC, as may be the case, for making the 
complaint in writing. 

The complaint may be lodged by legal heir of the 
deceased aggrieved woman also if she has 
died after the incident/s of sexual harassment 
took place.  

 

 



In case the aggrieved woman is unable to make 
a complaint on account of her physical 
incapacity, a complaint may be filed inter alia 
by some other person on her behalf who 
could be her relative or friend or co-worker or 
an officer of the National Commission for 
Women or State Women's Commission or any 
person who has knowledge of the incident, 
but with the written consent of the aggrieved 
woman.  

 

 



The prescribed period of three months for lodging 
complaint may be extended further to not more 
than 03 months if the ICC or the LCC is satisfied 
that there were sufficient grounds for not making 
complaint within initial period of 03 months. 
However, extension has to be granted for 
recorded reasons.  

The Delhi HC has held that such sensitive 
complaints must be filed as early as possible 
within timeframe otherwise it would have very 
grave repercussions for the accused and his 
family. (Swatanter kumar v. Indian Express 
Limited, 2014)  



 On receipt of the complaint the ICC/LCC  
initially, before taking further steps in the 
matter, has to strive for a settlement between 
the complainant & the accused through 
conciliation.  

On the conclusion of the enquiry, if the accused 
is found guilty of SH, he may be fined by the 
employer by debiting his salary & other perks 
& the victim would get compensated 
monetarily. He cannot be dismissed or 
terminated unless service rules provide for the 
same.  

 



Some imp points:  

1. Every employer having more than 10 employees is 
bound to constitute ICC & the surveys reveal that 
most of the employers  especially in unorganised 
sector have not implemented this law. The 
government has taken very strong note of it & 
stressed that stern action would be taken against 
non compliant employers.  Under section 26 , fine of 
50 thousand rupees may be levied against non 
compliant employer.  The penalty may be enhanced 
and certificate for running business, if any issued, 
may be cancelled for non compliance.  

 

 



2. The Act has resolved many issues that were 
not resolved in the past such as it has 
extended the definition of workplace to 
include almost all types of establishments 
whether in organised or unorganised, public 
sector or private sector, whether  dwelling 
places and homes in order to address the 
issue of SH of women at workplaces. In 
vishaka case the guidelines were confined to 
traditional employer-employee relationships 
only .  

 



    But, to reiterate, the Act covers all kinds of 
educational institutions, sports institutes, 
stadiums, sports complexes, whether residential 
or non-residential, private hospitals, nursing 
homes, shopping malls, cinemas, enterprises, 
(where in strict sense of the term there may not 
be office-type-relation between the victim & 
employer) and any place visited by the employee 
during the course of her employment or pursuing 
some course or training including the 
transportation; even non-traditional workplaces 
which involve telecommuting are covered under 
this law 



3. The Act has defined the term ‘aggrieved woman’ in the 
widest possible sense as it covers  all women, 
irrespective of age or employment status, whether in 
organised or unorganised sectors, public or private, 
sectors and covers clients, customers, patients, and 
domestic workers as well. 

4. The Act inter alia also provides safeguards against 
baseless, unfounded, false or malicious charges 
levelled against ‘accused’ men. If the ICC/LCC arrives at 
such a conclusion that there is evidence of forged 
documents or proof of malicious intent, it may 
recommend the employer to take appropriate strict 
action under service rules against such guilty woman. 
(Ref to section 14 & see also Bader Sayeed v. Southern 
India Education (2012 Mad HC) that there should be 
substantial proof of the allegation).  

 
 



But mere failure to prove the allegations would not, 
however, entail punishment to the complainant 
woman.  

5. The inquiry process conducted by the ICC/LCC 
under the Act has to be always kept confidential. 
The Act lays down a penalty of 5000 rupees on 
the person who has breached confidentiality & 
secrecy. 

6.The Act requires employers to conduct awareness 
& educational programmes on SH; to sensitise 
their employees about the SH law and develope 
policies against SH. The government may also 
direct concerned officers to inspect different 
establishment to check if the incidents of SH take 
place & if the Act is implemented.  

 



7. The ICC/LCC are quasi judicial bodies having  
the powers of civil courts to conduct inquiry 
under the Act in the sense of that they can call 
witnesses & admit evidence. The ICC/LCC is 
required to complete the inquiry within a time 
period of 90 days. On completion of the 
inquiry, the report will be sent to the 
employer or the District Officer, as the case 
may be, who are then mandated to take 
action on the report within 60 days. 



8. The act of sexual harassment has been made a 
CRIME under section 354-A of the IPC which has 
been added to the IPC by the Criminal Law 
(Amendment) Act, 2013 that provides for the 
punishment for the said crime which may range 
from one to three years imprisonment and/or a 
fine and the employers are also obliged to report 
this crime to the police.  

9. Previously women rights activists had raised 
concern that the Act is not applicable to the 
women working in agricultural sector & armed 
forces where the incidence of SH is highest for 
obvious reasons. But the Act has been made 
applicable to them also.  

http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013
http://en.wikipedia.org/wiki/Criminal_Law_(Amendment)_Act,_2013


10. The surveys conducted show that men greatly feel 
insecure by this gender biased law . They say that they too 
feel sexually harassed by the women at workplaces 
especially where women are in commanding position. They 
think that they could be falsely implicated having lasting 
impact on the household and life & reputation of that 
individual will be totally tarnished.  

 
 11. The greatest drawback of this legislation is total absence 

of gender neutrality. For this reason no developed nation of 
the world has enacted this kind of gender discriminatory 
law. There are incidents of  sexual harassment of men also 
taking place at workplaces  where women are in better 
dominating official, administrative and financial positions. 
But there is no recourse available to men to lodge a 
complaint.  

 
 
 
 

 



12. The employers say that with increasing 
number of complaints pouring in under the 
Act, they think they would not hire women 
workers anymore.  They think that in view of 
broad terminology used in the Act like 
‘anywhere’ or ‘transportation’ etc it would not 
be possible for them to protect women at all 
places of the establishment.  

13.Is it obligatory for the employer to report 
incidents of minor nature of SH to the police 
when it has been made crime but the victim is 
not willing to report it ?  These questions still 
remain unanswered in the Act.  

 

 



 

14. In today’s world of equality & IT scenario it is absolute 
essential for creating a hostile free working 
environment that the genders should freely interact, 
interface & communicate with each other with a little 
bit of humour & laughs at times because the same 
relieves them to a larger extent of the otherwise 
charged & stressful work conditions.  It also helps in 
better understanding of the job domain, its 
requirements & proper disposal of work between 
coworkers or colleagues. But with  this legislation in 
place it seems that the genders would remain totally 
isolated from each other which is not good for 
healthy and productive working environment.  

 



15. There does not seem to be analogous law in 
any developed country of the world for 
obvious reasons. However, in one province of 
the USA the Fair Employment Preservation 
Act of 2015 has been passed that protects 
women against workplace harassment. That 
Act does not use the words like SH. 

 

16. Under the Act the victim can seek the 
transfer of the perpetrator or herself from 
the workplace.  

 

 



1. Where a senior officer tried to molest her 
junior officer, it was held that the act of the 
senior officer was unbecoming of good 
conduct and good behavior expected from a 
superior officer and undoubtedly amounted 
to sexual harassment under the Act. Apparel 
Export Promotion Council v. A.K. Chopra, AIR 
1999 SC 625  

2. A SC judge Mr. Ganguly & world reputed 
scientist Dr. R . Pachauri have also been 
facing allegations under the Act.  

 

 



 

                               

  Thank U,  

Have a nice time?  


