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Abstract : Sexual harassment in the workplace is not merely a behavioral or legal violation—it is a
manifestation of entrenched patriarchal structures and systemic gender inequality that continue to permeate
professional environments. It reflects the normalization of power imbalances and the persistent
marginalization of women and other vulnerable groups in spaces that should ideally foster merit, dignity, and
mutual respect. The consequences of such harassment extend far beyond individual trauma; they serve to
reinforce a culture of silence, fear, and exclusion, undermining both organizational integrity and the broader

vision of social justice.

The POSH Act, while commendable in its legislative intent, represents only a foundational step in the long
journey toward gender-equitable workplaces. Its true potential remains unrealized without a critical
ideological shift—one that challenges existing norms, reconfigures institutional power relations, and cultivates
a culture of accountability and respect. Strengthening the Act’s implementation through sustained,
transformative initiatives—such as compulsory and reflective gender sensitivity training, democratization of
Internal Complaints Committees, and stringent penalties for institutional negligence—is not merely a legal
necessity but a moral and ideological imperative. Only by confronting the deeper roots of workplace
harassment can we begin to dismantle oppressive structures and build genuinely inclusive and egalitarian work

environments.
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. INTRODUCTION

Sexual harassment is a widespread and significant issue in workplaces globally, affecting individuals across

various industries and employment levels. It leads to numerous negative consequences, including fear,
distress, and a diminished sense of safety for employees, often resulting in psychological, emotional, and
career-related harm (Bauer & Kleiner, 1995). Workplace harassment, particularly against women, has long
been a pervasive issue that transcends borders, industries, and social classes. It not only undermines individual
dignity but also creates an environment of fear, inequality, and injustice, which hinders both personal and

professional development.

In India, despite its tradition of striving to empower women, the growing number of harassment cases has
underscored the urgent need for a robust legal framework to protect women in the workplace. The Prevention
of Sexual Harassment (POSH) Act of 2013 marks a significant turning point in India's legal and social

landscape, aimed at empowering women by ensuring a safe and equitable work environment.

Sexual harassment, as defined by the EEOC, includes unwelcome advances, requests for favors, and other
sexual behaviors that contribute to an intimidating, hostile, or offensive work environment, including quid pro
quo and hostile work environment harassment (Benya, 2018). A 2021 global study examining sexual
harassment in newsrooms across 20 countries found that, on average, 41% of women media professionals had
encountered verbal or physical sexual harassment at work. Alarmingly, only 20% of these women reported
the incidents, highlighting a significant gap in addressing workplace harassment. In India, 83% of sexual
harassment cases reported during the financial year 2022-23 within Sensex companies were concentrated in

11 firms from the IT and banking sectors, with the overall number of cases increasing by 13%.
Il. POSH ACT

The POSH Act plays a pivotal role in the empowerment of women by establishing a well-defined and
systematic framework for addressing workplace harassment. It offers women a legal recourse that not only
holds offenders accountable but also encourages organizations to create a safer and more inclusive work
environment (Supreme Court of India. (1997). This empowerment operates on two levels: legal protection for
women and broader societal acknowledgment that workplace harassment is a serious issue requiring

immediate attention and action ( Ministry of Skill Development and Entrepreneurship)
2.1 Key Features of the POSH Act

A central aspect of the Act is the requirement for each organization to establish an ICC, which must consist
of a presiding officer (preferably a senior woman employee), two internal members, and one external member
from an NGO or association familiar with sexual harassment issues. This committee is tasked with handling

complaints confidentially, impartially, and within a specified timeframe.
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The Act also provides a broad definition of sexual harassment, including unwelcome physical contact,

sexually charged remarks, showing pornography, and any other unwelcome behavior of a sexual nature. This
comprehensive definition recognizes the diverse and sometimes subtle forms that harassment can take, making

it easier for victims to seek justice
I1l.  Research Question

This review was driven by the key question: “What are the most common barriers that prevent women from
reporting workplace harassment, even with the POSH Act in place?" This question served as the foundation
for the analysis. Through this study, the scoping review helps to identify critical concepts, gaps, and sources

of evidence that can inform future research on the topic.
IV.  Prevalence of Sexual harassment

Accurately measuring the prevalence of sexual harassment is challenging due to the underreporting of
incidents and the absence of comprehensive data. However, studies indicate that many women experience
sexual harassment in the workplace, with estimates ranging from 30% to 80% (Kapila, 2017; Sue Y Yi et al.,
2024; (Cuenca-Piqueras et al., 2023). The power dynamics within workplaces are often closely associated
with the occurrence and impact of sexual harassment. It is commonly used as a means of asserting dominance
and control, typically perpetrated by individuals in positions of authority or influence. Those most affected
are often in lower-level roles or possess less power within the organization (Spiliopoulou & Witcomb, 2023);(
Kheir et al., 2023).

4.1 Fear of Retaliation:

Foster, Barnetson, and Matsunaga-Turnbull (2018) found that a significant number of workers fear retaliation
when trying to voice their concerns in the workplace. These employees, often in more vulnerable positions,
are also more likely to encounter safety hazards, suggesting the presence of poor working conditions. This
fear of retaliation notably affects their willingness to report issues or incidents. The implications of these
findings are relevant for researchers in other regions, as the high levels of worker fear observed in a jurisdiction
with relatively robust employment protections may indicate even greater prevalence in areas with weaker legal
safeguards. Similarly, Malik and Pichler (2023) highlight that a stressful work environment can generate anger
and fear among employees, contributing to both offline and online bullying in the workplace. Since these two
forms of bullying are conceptually similar and frequently occur together, an integrated approach may be more
effective in preventing and addressing both types of bullying. Furthermore, intervention programs could
achieve greater impact and synergy by incorporating strategies that target both individual employees and

organizational structures.
4.2 Stigma and Shame

The stigma and shame tied to sexual harassment can significantly affect victims, often resulting in emotional
turmoil, anxiety, and depression. Victims may isolate themselves due to concerns about judgment, leading to

strained relationships and professional setbacks. Research by Pijlman et al. (2024) indicates that various
IJRAR25B3439 ] International Journal of Research and Analytical Reviews (IJRAR) www.ijrar.org ‘ 978




© 2025 IJRAR May 2025, Volume 12, Issue 2 www.ijrar.org (E-ISSN 2348-1269, P- ISSN 2349-5138)
barriers, including individual feelings of shame, practical challenges like the cost of help, fear of negative

social reactions, and the normalization of such experiences, can hinder help-seeking behavior. Conversely,
individual experiences and social support can facilitate this process, highlighting the complexity of seeking
assistance. Campbell et al. (2015) identified three distinct patterns of disclosure and pathways to help-seeking
among victims. The first pattern, voluntary disclosure, involves victims sharing their experiences with friends,
who then encourage and assist them in seeking help from adults, allowing the survivors to control the process.
In the second pattern, involuntary disclosure, victims disclose to friends, but those friends inform adults
without the survivors' consent, leading to forced help-seeking. The third pattern, situational disclosure, occurs

when victims are unconscious during the assault, prompting friends to disclose and seek help on their behalf.
4.3 Lack of Awareness

Organizations are increasingly acknowledging the necessity of transforming their cultures to address sexual
harassment effectively. This transformation includes educating employees about what constitutes sexual
harassment, establishing clear boundaries, and implementing consequences for unacceptable behaviors.
Creating an environment where such conduct is not tolerated and where victims feel supported is crucial
(O’Leary-Kelly et al., 2009). Prevention programs should be flexible, user-friendly, culturally competent, and
sustainable. Furthermore, these initiatives must encompass a wide range of gender-based violence, including
gender-related harassment, while being informed by principles of trauma and equity (Crusto, Hooper, &
Arora, 2024). Education and training are vital for both preventing and addressing sexual harassment. In
addition to tackling the root causes of harassment, these programs should be comprehensive, evidence-based,

and culturally sensitive (Crusto, Hooper, & Arora, 2024; Ridenour et al., 2017).
4.4 Economic Dependence

women may feel financially dependent on their jobs, leading to concerns that reporting harassment could
threaten their employment. This sense of economic vulnerability is particularly heightened in situations where
job opportunities are scarce, or women are already facing financial difficulties. Sexual harassment is a global
issue with profound social and health consequences for individuals, as well as negative effects on the economic
growth of nations. While movements like “#MeToo” and “Time’s Up” have raised awareness about sexual
harassment, many of these protests have been concentrated in high-income countries (HICs) and urban areas
of low- and middle-income countries (LMICs) (Sen et al., 2018) Sexual harassment includes a range of
unwelcome behaviors, including verbal actions (e.g., sexual remarks or requests for favors), nonverbal actions
(e.g., exhibitionism, sexual gestures, or staring), and physical actions (e.g., unwanted physical contact or
assault) (Ranganathan et al., 2021). Though it is especially common in workplaces and educational
institutions, harassment also occurs in public spaces, with women being disproportionately affected (Sen et
al., 2018). The International Labour Organization (2018) classifies workplace sexual harassment into two
types: "quid pro quo” and "hostile work environment." Quid pro quo occurs when an employee is asked for a
sexual favor, and their response influences their employment status. Hostile work environment refers to

behaviors that make the workplace intimidating, hostile, or humiliating for the individual. Perpetrators can
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range from supervisors, colleagues, and clients to community members and students (Chaudhuri, 2007; Worke

etal., 2021).

V. Conclusion

To effectively implement the POSH Act and encourage women to report harassment, it is essential to address
key barriers. Organizations should focus on creating supportive work environments, providing comprehensive
training, ensuring the proper functioning of Internal Complaints Committees (ICCs), and raising awareness
about rights and protections under the Act. Overcoming these challenges is vital to fostering a safer, more

equitable workplace for all employe

REFERECE

[1] Benya, F. (2018). Sexual Harassment of Women: Climate, Culture, and Consequences in Academic
Sciences, Engineering, and Medicine. Washington (DC): National Library of Medicine, National
Institutes of Health.

[2] Cuenca-Piqueras, C., Fernandez-Prados, J. S., & Gonzalez-Moreno, M. J. (2023). Approach to
theoretical perspectives of "sexual harassment": review and bibliometric analysis from social sciences.
Frontiers in psychology, 14, 1088469. https://doi.org/10.3389/fpsyg.2023.1088469

[3] Foster, J., Barnetson, B., & Matsunaga-Turnbull, J. (2018). Fear Factory: Retaliation and Rights
Claiming in Alberta, Canada. Sage Open, 8(2). https://doi.org/10.1177/2158244018780752

[4] Yi, S. Y., Ali, N. S, Lee, K. S., & Ross, A. B. (2024). Prevalence and Impact of Workplace Sexual
Harassment Experienced by Medical Sonographers. Journal of ultrasound in medicine : official journal
of the American Institute of Ultrasound in Medicine, 43(2), 307—314. https://doi.org/10.1002/jum.16361

[5] Kapila, P. (2017). Theoretical perspectives to sexual harassment of women at workplace. International
Journal of Humanities and Social Science Invention, 6(9), 32-35.

[6] Spiliopoulou, A., & Witcomb, G. L. (2023). An Exploratory Investigation Into Women's Experience of
Sexual Harassment in the Workplace. Violence against women, 29(9), 1853-1873.
https://doi.org/10.1177/10778012221114921

[7] Kheir, O. O., Khair, H. M., Mapayi, B., & Patwa, Y. H. (2023). Prevalence of sexual harassment among
female medical staff in four Khartoum State tertiary hospitals. The Pan African medical journal, 45, 30.
https://doi.org/10.11604/pam]j.2023.45.30.36072

[8] Jansma, L. L. (2000). Sexual Harassment Research: Integration, Reformulation, and Implications for

Mitigation Efforts. Annals of the International Communication Association, 23(1), 163-226.
https://doi.org/10.1080/23808985.2000.11678973

[9] Livingston, J. A., Buddie, A. M., Testa, M., & VanZile-Tamsen, C. (2004). The Role of Sexual
Precedence in Verbal Sexual Coercion. Psychology of Women Quarterly, 28(4), 287-297.
https://doi.org/10.1111/].1471-6402.2004.00146.x

[10] Handbook on Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act,
2013.

IJRAR25B3439 ] International Journal of Research and Analytical Reviews (IJRAR) www.ijrar.org ‘ 980


https://doi.org/10.1177/10778012221114921
https://doi.org/10.11604/pamj.2023.45.30.36072
https://doi.org/10.1080/23808985.2000.11678973
https://doi.org/10.1111/j.1471-6402.2004.00146.x

© 2025 IJRAR May 2025, Volume 12, Issue 2 www.ijrar.org (E-ISSN 2348-1269, P- ISSN 2349-5138)

[11]

[12]

[13]

[14]

[15]

[16]

[17]

[18]

[19]

[20]

[21]

[22]

[23]

[24]

[25]

Paudel, M., & Khanal, P. (2023). Perceptions and Legal Outlooks on Workplace Sexual Harassment in
Global Setting: A Review Based Study. Historical Journal, 14(1), 69-79.

Crusto, C.A., Hooper, L.M. & Arora, I.S. Preventing Sexual Harassment in Higher Education: A
Framework  for  Prevention Science Program Development.J of Prevention (2024).
https://doi.org/10.1007/s10935-024-00780-4

Bingham, S.G., Scherer, L.L. Factors associated with responses to sexual harassment and satisfaction
with outcome. Sex Roles 29, 239-269 (1993). https://doi.org/10.1007/BF00289938

Hulin, C. L., Fitzgerald, L. F., & Drasgow, F. (1996). Organizational influences on sexual harassment.

In M. S. Stockdale (Ed.), Sexual harassment in the workplace: Perspectives, frontiers, and response
strategies (pp. 127-150). Sage Publications, Inc. https://doi.org/10.4135/9781483327280.n7

Biswas, A., Harbin, S., Irvin, E. et al. Sex and Gender Differences in Occupational Hazard Exposures:
a Scoping Review of the Recent Literature. Curr Envir Health Rpt 8, 267-280 (2021).
https://doi.org/10.1007/s40572-021-00330-8

LiuJ, Gan Y, Jiang H, et al ,Prevalence of workplace violence against healthcare workers: a systematic

review and meta-analysisOccupational and Environmental Medicine 2019;76:927-937.

Clair, R. P., Brown, N. E., Dougherty, D. S., Delemeester, H. K., Geist-Martin, P., Gorden, W. I., ... &
Turner, P. K. (2019). # MeToo, sexual harassment: an article, a forum, and a dream for the future. Journal
of Applied Communication Research.

Borelli-Kjaer, M., Schack, L. M., & Nielsson, U. (2021). # MeToo: Sexual harassment and company
value. Journal of Corporate Finance, 67, 101875.

De Haas, S.; Timmerman, G.; Hoing, M.; Zaagsma, M.; Vanwesenbeeck, I. The impact of sexual
harassment policy in the Dutch police force. Empl. Responsib. Rights J. 2010, 22, 311-323.

Zhu, H., Lyu, Y., & Ye, Y. (2019). Workplace sexual harassment, workplace deviance, and family
undermining. International Journal of Contemporary Hospitality Management, 31(2), 594-614.
McDonald, P. (2012). Workplace sexual harassment 30 years on: A review of the literature. International
Journal of Management Reviews, 14(1), 1-17.

Schneider, K. T., Swan, S., & Fitzgerald, L. F. (1997). Job-related and psychological effects of sexual
harassment in the workplace: empirical evidence from two organizations. Journal of applied Psychology,
82(3), 401.

McLaughlin, H., Uggen, C., & Blackstone, A. (2012). Sexual harassment, workplace authority, and the
paradox of power. American sociological review, 77(4), 625-647.

Rihal, C. S., Baker, N. A., Bunkers, B. E., Buskirk, S. J., Caviness, J. N., Collins, E. A., ... & Noseworthy,
J. H. (2020, April). Addressing sexual harassment in the# MeToo era: an institutional approach. In Mayo
Clinic Proceedings (Vol. 95, No. 4, pp. 749-757). Elsevier.

Ridenour, M. L., Hendricks, S., Hartley, D., & Blando, J. D. (2017). Workplace violence and training
required by new legislation among NJ nurses. Journal of occupational and environmental medicine,
59(4), e35-e40.

IJRAR25B3439 ] International Journal of Research and Analytical Reviews (IJRAR) www.ijrar.org 981


https://doi.org/10.1007/BF00289938
https://psycnet.apa.org/doi/10.4135/9781483327280.n7
https://doi.org/10.1007/s40572-021-00330-8

© 2025 IJRAR May 2025, Volume 12, Issue 2 www.ijrar.org (E-ISSN 2348-1269, P- ISSN 2349-5138)

[26]

[27]

[28]

[29]

[30]

[31]

[32]

[33]

[34]

[35]
[36]

[37]
[38]

[39]

[40]

[41]

[42]

Willness, C. R., Steel, P., & Lee, K. (2007). A meta-analysis of the antecedents and consequences of
workplace sexual harassment. Personnel psychology, 60(1), 127-162.

Liang, T. (2024). Sexual Harassment at Work: Scoping Review of Reviews. Psychology Research and
Behavior Management, 17, 1635-1660. https://doi.org/10.2147/PRBM.S455753

Reyes Rocha, F. A., & Sexsmith, K. (2024). Workplace Sexual Harassment in Waged Agricultural

Employment: A Literature  Review. Journal of Agromedicine, 29(3), 516-530.
https://doi.org/10.1080/1059924X.2024.2338857

Heymann, J., Moreno, G., Raub, A., & Sprague, A. (2023). Progress towards ending sexual harassment

at work? A comparison of sexual harassment policy in 192 countries. Journal of Comparative Policy
Analysis: Research and Practice, 25(2), 172-193.

Boris, E. (2022). From sexual harassment to gender violence at work: the ILO's road to convention#
190. Labor, 19(1), 109-131.

Reyes Rocha, F. A., & Sexsmith, K. (2024). Workplace Sexual Harassment in Waged Agricultural
Employment: A Literature Review. Journal of Agromedicine, 1-15.

Julios, C. (2022). Understanding Sexual Harassment in the# MeToo Era. In Sexual Harassment in the
UK Parliament: Lessons from the# MeToo Era (pp. 37-79). Cham: Springer International Publishing.
Drobac, J. A. (2020). Sexual Harassment: The US in Comparative Perspective. Companion To Sexuality
Studies (Nancy Naples, ed., Wiley, 2020).

Cleveland, J. N., & Kerst, M. E. (1993). Sexual harassment and perceptions of power: An under-
articulated relationship. Journal of Vocational Behavior, 42(1), 49-67.

Burn, S. M. (2019). The psychology of sexual harassment. Teaching of Psychology, 46(1), 96-103.
Rospenda, K. M., Richman, J. A., & Nawyn, S. J. (1998). Doing power: The confluence of gender, race,
and class in contrapower sexual harassment. Gender & Society, 12(1), 40-60 .

Bursik, K. (1992). Perceptions of sexual harassment in an academic context. Sex roles, 27, 401-412.
Katz, R. C., Hannon, R., & Whitten, L. (1996). Effects of gender and situation on the perception of
sexual harassment. Sex Roles, 34, 35-42.

Martin, J. L. (2008). Peer sexual harassment: Finding voice, changing culture—An intervention strategy
for adolescent females. Violence against women, 14(1), 100-124.

Supreme Court of India. (1997). Vishaka & Others v. State of Rajasthan & Others. Judgment dated 13
August 1997. AIR 1997 SC 3011.

Timmerman, G., & Bajema, C. (2000). The impact of organizational culture on perceptions and
experiences of sexual harassment. Journal of Vocational Behavior, 57(2), 188-205.

Hennekam, S., & Bennett, D. (2017). Sexual harassment in the creative industries: Tolerance, culture
and the need for change. Gender, Work & Organization, 24(4), 417-434.

IJRAR25B3439 | International Journal of Research and Analytical Reviews (IJRAR) www.ijrar.org 982


https://doi.org/10.2147/PRBM.S455753
https://doi.org/10.1080/1059924X.2024.2338857

