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§ Any unwelcome sexual advances, requests for sexual favors, or other verbal 
or physical conduct of a sexual nature.  

§ Includes behaviours like unwelcome sexual advances, requests for 
sexual favors, direct or indirect threats or bribes for sexual activity, 
sexual innuendos and comments, sexually suggestive jokes, unwelcome 
touching or brushing against a person, pervasive displays of materials 
with sexually illicit or graphic content, and attempted or completed 
sexual assault. 



§ Quid pro quo  
§  Employment decision — like a promotion, an assignment, or even keeping your job upon your 

submission 
§  Unwelcome sexual advances, requests for sexual favors, or other verbal or physical conduct of a 

sexual nature constitutes quid pro quo sexual harassment when (1) submission to such conduct is 
made either explicitly or implicitly a term or condition of employment or (2) submission to or 
rejection of such conduct is used as the basis for employment decisions. 

§ Hostile work environment 
§  When sexual harassment makes your workplace environment intimidating, hostile, or offensive.  
§  Unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct of a 

sexual nature constitute hostile-environment sexual harassment when the conduct has the purpose 
or effect of unreasonably interfering with an employee’s work performance or of creating an 
intimidating, hostile, or offensive working environment.  

§  Several factors go into determine whether an environment is hostile, (1) whether the conduct was 
verbal, physical, or both; (2) how frequently it was repeated; (3) whether the conduct was hostile or 
patently offensive; (4) whether the alleged harasser was a co-worker or supervisor; (5) whether 
others joined in perpetrating the harassment; and (6) whether the harassment was directed at 
more than one individual.  



§  In most sexual harassment cases, there is a power play 

§  Will / can my employer punish me because I complained about sexual harassment? 
§  NO. Employers are forbidden from retaliating against you for filing a charge of harassment or speaking out against 

harassment 

§  I’m not sure yet if I want to file a charge or make a formal complaint to my employer. What steps can I take 
to protect myself? 
§  Keep a record of the discriminatory practices you believe are taking place 

§  The internal committee at ORF is a way for you to file an internal complaint. Mediation or other tools to resolve 
problems 

§  Keep doing a good job and keep a record of your work. Keep copies at home of your job evaluations and any letters 
or memos that show that you do a good job at work 

§  Seek support from friends and family. Harassment at work is a difficult thing to face alone, and the process of fighting 
harassment can be very stressful 

§  You can contact the ORF Committee if you wish to speak with a counsellor about your legal rights whether you 
choose to file a claim or not. The ORF Committee also has a lawyer who can help you make understand your legal 
rights 

§  With or without ORF help, you can approach the police/ the Delhi Commission of Women, should you feel the need to 
do so 



§  The Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) 
Act, 2013 - legislative act in India that seeks to protect women from sexual harassment 
at work place - came into force from 9 December 2013 
§  Superseded the Vishakha Guidelines for prevention of sexual harassment introduced by the 

Supreme Court of India  

§  To provide protection against sexual harassment of women at workplace and for the 
prevention and redressal of complaints of sexual harassment and for matters connected 
therewith or incidental thereto 

§  Results in violation of the fundamental rights of a woman to equality under articles 14 
and 15 of the Constitution of India and her right to life and to live with dignity under 
article 21 of the Constitution and right to practice any profession or to carry on any 
occupation, trade or business which includes a right to a safe environment free from 
sexual harassment; 

§  The protection against sexual harassment and the right to work with dignity are 
universally recognised human rights by international conventions and instruments such 
as Convention on the Elimination of all Forms of Discrimination against Women, which 
has been ratified on the 25th June, 1993 by the Government of India 



§  The Act defines sexual harassment at the work place and creates a mechanism for redressal of complaints. It also 
provides safeguards against false or malicious charges. 

§  The Act also covers concepts of 'quid pro quo harassment' and 'hostile work environment' as forms of sexual 
harassment if it occurs in connection with an act or behaviour of sexual harassment. 

§  The definition of "aggrieved woman", who will get protection under the Act is extremely wide to cover all women, 
irrespective of her age or employment status, whether in the organised or unorganised sectors, public or private 
and covers clients, customers and domestic workers as well. 

§  While the "workplace" in the Vishaka Guidelines is confined to the traditional office set-up where there is a clear 
employer-employee relationship, the Act goes much further to include organisations, department, office, branch 
unit etc. in the public and private sector, organized and unorganized, hospitals, nursing homes, educational 
institutions, sports institutes, stadiums, sports complex and any place visited by the employee during the course 
of employment including the transportation. Even non-traditional workplaces which involve tele-commuting will 
get covered under this law. 

§  The Committee 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, they are mandated to take action 
on the report within 60 days. 



§  Every employer is required to constitute an Internal Complaints Committee at each office or 
branch with 10 or more employees. The District Officer is required to constitute a Local 
Complaints Committee at each district, and if required at the block level. 

§  The Complaints Committees are required to provide for conciliation before initiating an inquiry, 
if requested by the complainant. 

§  The inquiry process under the Act should be confidential and the Act lays down a penalty of Rs 
5000 on the person who has breached confidentiality. 

§  The Act requires employers to conduct education and sensitisation programmes and develop 
policies against sexual harassment, among other obligations. 

§  Penalties have been prescribed for employers. Non-compliance with the provisions of the Act 
shall be punishable with a fine of up to ₹ 50,000. Repeated violations may lead to higher 
penalties and cancellation of licence or registration to conduct business. 

§  Government can order an officer to inspect workplace and records related to sexual harassment 
in any organisation. 



§  MUST READ – know your rights and responsibilities 

§  Gross violation of women’s right to equality and dignity 
§  Roots in patriarchy and the following perception that men are superior to women and that 

some forms of violence against women are acceptable 
§  One of these is workplace sexual harassment, which the society for a long time referred to 

as harmless behaviour, trivial and often characterised as ‘natural’ male behaviour or 
‘harmless flirtation’ which women enjoy 

§  Gross infringement of the fundamental rights of a woman, under Article 19 (1) (g) of the 
Constitution of India 

§  Many women do not report the matter to the concerned authorities in most cases 
due to fear of reprisal from the harasser, losing one’s livelihood, being stigmatized, 
or losing professional standing and personal reputation  
§  Know that you are NOT at fault; you did not invite the problem by the manner you dressed 

or the way you walked 



§  Recognizes the right of every woman to a safe and secure workplace environment 
irrespective of her age or employment/work status. Hence, the right of all women working 
or visiting any workplace whether in the capacity of regular, temporary, adhoc, or daily 
wages basis is protected under the Act 

§  It includes all women whether engaged directly or through an agent including a 
contractor, with or without the knowledge of the principal employer. They may be working 
for remuneration, on a voluntary basis or otherwise 

§  Their terms of employment can be express or implied. Further, she could be a co-worker, a 
contract worker, probationer, trainee, apprentice, or called by any other such name 

§  A workplace is defined as “any place visited by the employee arising out of or during the 
course of employment, including transportation provided by the employer for undertaking 
such a journey”  
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I’m not sure yet if I want to file an EEOC charge or make a formal complaint to my employer. What steps can I take to protect myself?  
 

 
 
 







§  Do’s 
§  All forms of communication – verbal and 

non-verbal, direct and implied – must be 
courteous and professional 

§  Respect personal space 
§  Professional and courteous behaviour must 

extend to all employees, irrespective of 
their rank and position 

§  Be aware of your conduct 

§  Don’t’s 
§  Rude, hostile and aggressive behaviour 

(verbal or written) cannot equate to 
disciplining  

§  Use of gendered terms “drama queen”, 
“emotional”, “dramatic” and “sensitive” will 
construe as sexual harassment 

§  Do not make sexually coloured remarks and 
jokes within professional spaces 



§ Dr. Rajeswari Pillai Rajagopalan (Raji) – chairperson, 
rpr@orfonline.org; 98189 15689 

§ Ms. Ritika Passi, member 

§ Ms. Monika Chabra - member 

§ Ms. Shweta Bharti – member 

§ Dr. Harsh Sethi - member 



§ ORF is involved in the process of developing an internal policy 
document, based on the Government Act of December 2013 and the 
Visakha Guidelines 

§ Volunteers  

§ Please also submit suggestions in order to make the work place 
environment more secure and safe 


