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ABSTRACT 

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

2013 (POSH Act), is a significant legislative initiative in India designed to combat sexual 

harassment and promote a safe working environment for women. Originating from the Vishaka 

judgment, the Act defines sexual harassment comprehensively, encompassing physical 

advances, requests for sexual favours, verbal remarks, and any conduct creating a hostile work 

environment. It applies universally across sectors and employment categories, obligating 

employers to establish Internal Complaints Committees (ICCs) to address complaints 

impartially. This article explores the Act's foundational principles and procedural mechanisms 

for handling complaints, including filing procedures, inquiry processes, and the rights of both 

complainants and respondents. It also discusses the ICC's role in ensuring confidentiality, 

conducting fair investigations, and recommending suitable actions, from warnings to 

termination, based on the severity of offences. The article further examines provisions for 

compensation, safeguards against malicious complaints, and the government's role in 

enforcement and oversight. The POSH Act aims to empower women, foster inclusive 

workplaces, and uphold their right to work in an environment free from sexual harassment, 

contributing to broader societal equality and dignity in employment. 
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INTRODUCTION 

Sexual harassment refers to unwelcome sexual advances or gestures from one gender towards 

another, making the recipient feel humiliated, offended, and insulted. In India, this behaviour 

is often referred to as "Eve Teasing"1. It can be identified through acts such as passing 

suggestive comments or jokes, unwanted touching, propositions for sex, and sending explicit 
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1 Hemlata Singh, ‘Eve teasing in India’ (Legal Service India 2024) 

https://www.legalserviceindia.com/legal/article-5726-eve-teasing-in-india.html accessed 06 June 2024 
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images, messages, or emails. This misconduct also includes demeaning someone based on their 

sex. Sexual harassment infringes on the fundamental right to gender equality under Article 142 

of the Indian Constitution and violates the right to live with dignity under Article 213. As Justice 

Arijit Pasayat eloquently stated, "While a murderer destroys the physical frame of the victim, 

a rapist defiles the soul of a helpless female."4 Sexual harassment is a social evil affecting the 

more vulnerable sections of society. At this crucial juncture, it is imperative for individuals, 

especially those in higher societal positions or those committing such acts, to recognize and 

respect women's rights. If awareness and respect are not cultivated, the growing anger could 

lead to severe consequences comparable to the eruption of a dormant volcano.  

THE ROOTS OF THE POSH ACT 

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

2013, commonly referred to as the POSH Act, is a landmark legislation in India aimed at 

creating a safer and more respectful working environment for women. This comprehensive Act 

addresses the pervasive issue of sexual harassment, providing a robust framework for 

prevention, prohibition, and redressal. The Act outlines detailed procedures for filing 

complaints, conducting inquiries, and delivering resolutions within specified timelines. 

Importantly, it prohibits retaliation against complainants and emphasizes the duty of employers 

to prevent sexual harassment through training, awareness programs, and a zero-tolerance 

approach. By promoting awareness, accountability, and institutional support, the POSH Act 

plays a crucial role in fostering gender equality and safeguarding the dignity of women in the 

workplace. 

The POSH Act was enacted in response to the landmark case of Vishaka & Ors. v/s State of 

Rajasthan5, which addressed the pervasive issue of sexual harassment of women in the 

workplace.  

This case, adjudicated by the Supreme Court of India, highlighted the urgent need for legal 

safeguards against workplace harassment and laid down guidelines for employers to ensure the 

safety and dignity of women employees. The judgment recognized sexual harassment as a 

violation of fundamental rights and emphasized the employer's responsibility to provide a safe 

                                                             
2 Constitution of India, art. 14 
3 Constitution of India, art. 21 
4 Shimbhu & Anr v State of Haryana [2014] 13 SCC 318 
5 Vishaka & Ors v State of Rajasthan [1997] 6 SCC 241 
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working environment. The enactment of the POSH Act in 2013 further institutionalized these 

principles, establishing a comprehensive legal framework for the prevention, prohibition, and 

redressal of sexual harassment at workplaces across India. 

The issue raised in the case of Vishaka & Ors. v/s State of Rajasthan was whether guidelines 

should be mandatorily enacted to prevent and address sexual harassment of women in the 

workplace. The Supreme Court's decision in this landmark case established that in the absence 

of legislation specifically addressing workplace sexual harassment, guidelines must be 

formulated to protect women's rights and ensure a safe working environment. These guidelines, 

known as the Vishaka Guidelines6, set forth preventive, prohibitive, and redressal measures for 

sexual harassment complaints until the enactment of the Sexual Harassment of Women at 

Workplace (Prevention, Prohibition and Redressal) Act in 2013. The case underscored the 

judiciary's role in upholding gender equality and safeguarding the dignity of women in the 

workplace through proactive legal measures. 

The Supreme Court observed that the fundamental rights guaranteed under Article 14, 

19(1)(g)7, and 21 of the Constitution of India necessitate a safe working environment for all 

employees in every profession, trade, or occupation. The Court emphasized that the right to 

life and the right to live with dignity are fundamental and cannot be compromised. It recognized 

that ensuring a safe workplace is a basic requirement to protect these rights, highlighting the 

employer's duty to prevent sexual harassment and uphold the dignity of women employees. 

The judgment laid down the Vishaka Guidelines as interim measures until the enactment of 

comprehensive legislation, marking a significant step towards safeguarding women's rights in 

Indian workplaces. 

Following the landmark case of Vishaka & Ors v/s State of Rajasthan, the Supreme Court of 

India provided a clear and comprehensive definition of sexual harassment. Any form of 

physical contact, an exhibition of pornography, unwelcome remarks or behaviour, and 

expressions of sexual interest or advances towards women, including requests for sexual 

favours, were explicitly deemed as constituting sexual harassment. This ruling established a 

precise framework, outlining various behaviours that fall under the ambit of sexual harassment 

in the workplace. By offering a detailed understanding of what constitutes unacceptable 

                                                             
6 Ungender, ‘Everything you need to know about Vishaka Guidelines’ (Ungender, 21 March 2023) 

<https://www.ungender.in/here-is-everything-you-need-to-know-about-vishaka-guidelines/> accessed on 07 

June 2024 
7 Constitution of India, art. 19(1)(g) 
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conduct, the Supreme Court's clarification aimed to empower individuals to recognize and 

address instances of sexual harassment, fostering a safer and more respectful working 

environment for all. 

THE SCOPE OF THE POSH ACT 

The POSH Act ensures comprehensive protection against sexual harassment for any woman 

who enters a workplace. This legislation empowers women to file complaints in cases where 

they encounter sexual harassment, whether it occurs within their own workplace or in another 

person's workplace. This means that every woman has the right to seek redressal for any form 

of harassment experienced in a professional setting, fostering a safer and more equitable work 

environment across different workplaces. 

The POSH Act extends its coverage to encompass every public and private establishment 

engaged in commercial, vocational, educational, entertainment, industrial, or financial 

activities throughout India8. This includes both organized and unorganized sectors, as well as 

non-governmental organizations. Significantly, the Act also applies to domestic settings, 

thereby offering protection to individuals employed in household roles. This means that even 

domestic workers, such as housekeepers working in private residences, are entitled to the 

safeguards provided under the POSH Act against any instances of sexual harassment they may 

face in the course of their employment. Thus, the Act serves to uphold the rights and safety of 

individuals across a broad spectrum of workplaces and settings within the country. 

The POSH Act exhibits comprehensive inclusivity by extending protection to all women, 

regardless of their employment status. It encompasses regular employees, including full-time, 

part-time, and contractual workers, ensuring they are safeguarded against sexual harassment in 

the workplace. Interns and trainees undergoing training or internship programs also benefit 

from the Act's provisions. Temporary workers engaged on a casual or temporary basis are 

similarly covered, ensuring their workplace environment remains free from harassment. 

Additionally, the Act extends its protection to domestic workers employed in households for 

various domestic tasks. Moreover, visitors and third parties who may not be employees but are 

present at the workplace are also included under the Act's protective umbrella. This broad scope 

                                                             
8 Ungender, ‘Workplace Under POSH Act’ (Ungender,2024) < https://www.ungender.in/workplace-under-posh-

act/> accessed 10 June 2024 
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underscores the POSH Act's commitment to fostering safe and harassment-free workplaces for 

all women across diverse employment and operational contexts. 

This protection encourages more women to speak up about their experiences without fear of 

reprisal, thereby promoting a safer and more supportive workplace environment. 

This regulatory framework underscores the commitment to enforcing workplace standards that 

uphold the dignity and rights of every individual, thereby fostering a culture of respect and 

accountability in organizations across India. 

The POSH Act mandates that every employer, irrespective of the scale or type of their 

enterprise, must adhere to its provisions to establish a workplace that is safe and secure for 

women employees. This legislation applies universally, ensuring that women of all ages, 

religions, and statuses are entitled to protection from sexual harassment in their workplaces. 

By emphasizing inclusivity and universal application, the Act underscores the fundamental 

right of every woman to work in an environment free from harassment, fostering conditions 

where dignity and respect are upheld as paramount values. It reinforces the principle that 

safeguarding women against sexual harassment is not only a legal obligation but also a moral 

imperative essential for promoting equality and ensuring the well-being of all employees. 

WHO IS AN EMPLOYER? 

Under Section 2(g)9 of the POSH Act, an employer is defined as "any person who is the head 

of any department, organization, undertaking, establishment, enterprise, institution, office, 

branch, or unit […]." This definition is broad, encompassing not only formal heads of various 

entities but also extends to those who hold responsibility for the management, supervision, and 

control of the workplace. This means that any individual who exercises authority over the 

workplace environment and its operations is considered an employer under the Act. The scope 

of this definition ensures that the responsibilities and obligations under the POSH Act apply to 

a wide range of supervisory and managerial roles, thereby promoting a safer and more 

respectful workplace for all employees.  

                                                             
9 Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act 2013, s 2(g) 
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EMPLOYER'S DUTIES AND RESPONSIBILITIES 

As per the Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) 

Act, 2013, the role of the employer is clearly defined by the law10. The Act delineates specific 

duties for employers, imposing a legal obligation to ensure a safe and conducive work 

environment for women. Employers must establish an Internal Complaints Committee, conduct 

awareness programs, and implement robust mechanisms for addressing complaints of sexual 

harassment. Failure to comply with these duties can result in penalties, underscoring the 

importance of proactive measures to prevent and address workplace harassment. Some of the 

key duties of employers include11: 

a) A key duty of an employer under the Sexual Harassment of Women at Workplace 

(Prevention, Prohibition and Redressal) Act, 2013, is to establish an Internal Complaints 

Committee (ICC). Employers are required to constitute an ICC at each office or branch with 

ten or more employees. The ICC plays a crucial role in ensuring that aggrieved individuals can 

file their complaints and seek redressal. This Committee is essential in addressing and resolving 

issues of sexual harassment in the workplace, providing a formal mechanism for investigation 

and resolution. By ensuring the presence of an ICC, employers demonstrate their commitment 

to creating a safe and respectful work environment, thereby upholding the rights and dignity of 

all employees. 

b) Creating a Safe Working Environment: Employers must ensure that the workplace is free 

from sexual harassment and create a safe and supportive atmosphere. This involves 

implementing comprehensive policies and procedures to prevent harassment, conducting 

regular training and awareness programs, and fostering a culture of respect and equality. 

Employers must also take prompt and appropriate action when incidents occur, ensuring that 

all employees feel secure and valued. By prioritizing a safe working environment, employers 

not only comply with legal obligations but also enhance overall productivity and employee 

well-being. 

c) Awareness and Sensitization: Employers are mandated to conduct regular workshops and 

awareness programs to educate employees about the provisions of the POSH Act and the 

                                                             
10 Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act 2013, s 19 
11 Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act 2013 (India Code) < 

https://www.indiacode.nic.in/show-

data?actid=AC_CEN_13_14_00009_201314_1517807327213&orderno=19> accessed 11 June 2024 
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significance of maintaining a respectful workplace. These initiatives should be held at regular 

intervals to ensure continuous awareness and understanding among employees. Furthermore, 

employers must organize orientation programs for members of the Internal Committee as per 

the prescribed guidelines. These educational endeavours play a vital role in cultivating a culture 

of respect, preventing instances of sexual harassment, and empowering employees with 

knowledge about their rights and avenues for redressal under the Act. 

d) Displaying Information: Employers are obligated to prominently display notices regarding 

the consequences of sexual harassment and provide details about the Internal Complaints 

Committee (ICC) at the workplace. These notices must be easily accessible to all employees, 

ensuring transparency and awareness of the mechanisms available for addressing complaints. 

By displaying this information, employers not only fulfil their legal requirement under the 

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

2013, but also contribute to creating a supportive environment where employees feel 

empowered to report incidents of harassment without fear of reprisal. This proactive approach 

underscores the employer's commitment to upholding workplace safety and ensuring prompt 

action against any form of harassment. 

e) Employers are required to make available any information requested by the Internal 

Committee or the Local Committee, as applicable, in relation to a complaint made under 

subsection (1) of section 912 of the Sexual Harassment of Women at Workplace (Prevention, 

Prohibition and Redressal) Act, 2013. This includes providing access to relevant 

documentation, records, and witnesses necessary for the thorough investigation and resolution 

of complaints. By cooperating fully with the Committees, employers facilitate a fair and 

comprehensive process that respects the rights of both complainants and respondents. This 

commitment ensures that allegations of sexual harassment are handled effectively and in 

accordance with the law, promoting a workplace environment characterized by accountability 

and fairness. 

INTERNAL COMPLAINT COMMITTEE (ICC) 

The Internal Complaints Committee (ICC)13 is a mandatory committee that every employer is 

required to constitute within their organization under the POSH Act. In the scenario where an 

                                                             
12 Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act 2013, s 9(1) 
13 Internal Complaints Committee Members Training Certification' (MUDS, 2024) < https://muds.co.in/internal-

complaints-committee-members-training-
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employer has branch offices, they must establish an ICC in each branch office to effectively 

address issues of sexual harassment. The ICC holds the sole authority to inquire into complaints 

and undertake measures to redress them, ensuring a safe and respectful work environment. It 

is imperative for every company to have an effective ICC in place, as failure to constitute one 

can lead to penalties and legal consequences. The ICC plays a pivotal role as per the POSH 

Act, ensuring the prompt and fair resolution of complaints related to sexual harassment within 

the workplace, thereby fostering a culture of dignity and equality for all employees. 

The Internal Complaints Committee (ICC) must be constituted with specific roles and 

members14 to ensure its effectiveness under the POSH Act.  

The Committee includes a Presiding Officer, who must be a senior woman employee appointed 

as the chairperson to oversee the proceedings impartially.  

Additionally, it comprises Members, with at least two members selected from employees who 

are preferably dedicated to women's rights, have experience in social work, or possess legal 

expertise to facilitate fair adjudication of complaints. 

Furthermore, an External Member is mandatory, chosen from an NGO or a relevant association 

with a commitment to women's causes or expertise in addressing issues related to sexual 

harassment.  

This diverse composition ensures a balanced and informed approach to handling complaints, 

promoting a safe and supportive workplace environment for all employees. The ICC plays a 

crucial role in upholding the principles of the POSH Act by providing a platform for victims 

to voice their concerns and seek justice while also ensuring due process and confidentiality 

throughout the inquiry process. 

According to the provisions of the POSH Act, the ICC is obligated to complete investigations 

into complaints within 90 days from the date of receipt15. Throughout this process, the ICC 

maintains strict confidentiality and handles each case with sensitivity and impartiality. Upon 

concluding its inquiry, the ICC recommends appropriate actions, which can include 

disciplinary measures such as warnings, suspension, or termination of the accused, depending 

                                                             
certification/#:~:text=As%20per%20the%20POSH%20Act,administer%20complaints%20on%20sexual%20har

assment> accessed on 12 June 2024 
14 Ibid 
15 Ibid 
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on the severity of the misconduct. Furthermore, the ICC may also recommend compensation 

to the aggrieved woman as part of its efforts to provide redressal and ensure a harassment-free 

workplace environment conducive to the well-being and dignity of all employees. 

The Committee is mandated to ensure a fair and unbiased inquiry process, adhering to 

principles of natural justice and providing equal opportunities for all individuals to present their 

cases. By maintaining transparency and sensitivity, the ICC aims to foster a safe and respectful 

workplace environment where employees feel secure and respected, free from any form of 

sexual harassment or discrimination. 

PROCEDURE FOR COMPLAINTS AND INVESTIGATIONS 

The POSH Act outlines a transparent and organized method for managing complaints: 

a) Filing a Complaint: The complainant is required to file the complaint in writing and submit 

it before the Internal Complaints Committee (ICC) within three months of the date of the 

incident or, in the case of a series of incidents, within three months from the date of the last 

incident16. However, the ICC has the discretion to extend this period if it is satisfied with the 

reasons for the delay. An aggrieved woman, or any person on her behalf as specified in Rule 

6, may file a complaint before the Complaints Committee, ensuring that grievances are 

addressed even if the complainant is unable to file the complaint herself. 

Additionally, the complainant has the option to send the complaint to any committee member 

via email for added convenience. The written complaint must be provided in six copies to 

facilitate thorough documentation and review by the committee members. This ensures that 

each member has access to the complete information necessary for conducting a fair and 

comprehensive inquiry. 

b) Conciliation: According to section 1017 of the Act, before initiating an inquiry, the Internal 

Complaints Committee (ICC) may attempt to resolve the matter through conciliation, provided 

the complainant consents to this approach. The process of conciliation is voluntary and aims to 

facilitate a mutually agreeable solution between the parties involved. However, it is important 

to note that monetary settlement cannot be the basis for such conciliation, as the focus should 

                                                             
16 FAQs on POSH' (Patna High Court) 

<https://patnahighcourt.gov.in/POSH/FAQs.aspx#:~:text=once%20a%20complaint%20of%20sexual,days%20o

f%20receipt%20of%20complaint> accessed 13 June 2024 
17 Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act 2013, s 10 
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remain on addressing the issue in a fair and just manner. If the conciliation process is 

successful, the ICC records the settlement and provides copies to the complainant and the 

respondent, ensuring the terms are honoured without compromising the complainant's rights or 

workplace dignity. 

c) Inquiry: If conciliation is not possible or successful, the Internal Complaints Committee 

(ICC) proceeds with a formal inquiry, adhering strictly to the principles of natural justice. 

During this process, both the complainant and the respondent are afforded equal opportunities 

to present their respective cases, provide evidence, and call witnesses if necessary. The inquiry 

aims to meticulously examine all aspects of the complaint in a fair and unbiased manner, 

ensuring transparency and procedural integrity throughout. The ICC diligently assesses the 

evidence presented and seeks to arrive at a just conclusion based on the facts and testimonies 

gathered during the inquiry proceedings. 

Under the procedural framework stipulated in Rule 7 of the POSH Rules 2013, once a 

complaint alleging sexual harassment is filed before the Internal Complaints Committee (ICC), 

the Committee's first duty is to establish whether the reported incident(s) indeed constitutes 

sexual harassment as per the complainant's allegations. Within seven days of receiving the 

complaint, the ICC issues a formal notice to the respondent, informing them of the allegations 

and initiating the inquiry process18. The respondent then has a period of 10 days to submit a 

written reply, along with the names and contact details of any witnesses relevant to the case. 

Section 10 of the POSH Act 2013 allows the ICC, at the request of the complainant, to attempt 

to resolve the matter through conciliation. It is important to note that monetary settlements are 

explicitly prohibited during conciliation proceedings. Should conciliation fail or if the 

complainant prefers not to pursue this option, the ICC proceeds with a detailed inquiry as 

outlined in Section 1119 of the POSH Act 2013. Throughout the inquiry, the ICC may grant 

interim relief as requested by the complainant to ensure their safety and well-being during the 

investigation. 

One notable aspect of the proceedings is that neither party is permitted legal representation by 

advocates at any stage of the inquiry before the Internal Complaints Committee. The 

                                                             
18 'FAQs on POSH' (Patna High Court) 

<https://patnahighcourt.gov.in/POSH/FAQs.aspx#:~:text=once%20a%20complaint%20of%20sexual,days%20o

f%20receipt%20of%20complaint> accessed 13 June 2024 
19 Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act 2013, s 11 
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Committee is legally obligated to conclude its inquiry within 90 days from the date of receiving 

the complaint. If the allegations are upheld and proven true, the ICC has the authority under 

Section 1520 of the POSH Act to order appropriate remedies, which may include compensation 

to the aggrieved woman. Conversely, if the ICC finds the complaint to be false or maliciously 

motivated, it may recommend suitable action against the complainant, ensuring fairness and 

justice in resolving workplace harassment complaints effectively. 

PUNISHMENT AND COMPENSATION 

Punishments21 and compensation22 In POSH cases under the POSH Act of 2013 there are 

crucial aspects that demand a thoughtful and balanced approach. The process involves careful 

consideration to ensure that the penalties imposed are commensurate with the gravity of the 

misconduct while also considering the impact on both the victim and the accused. 

Organizations play a pivotal role in this process by diligently following the guidelines set forth 

in the Act, which may include implementing recommendations from the Internal Committee 

(IC) and adhering to their own internal policies. By prioritizing fairness and accountability, 

organizations contribute to creating a workplace environment that is safe, respectful, and 

conducive to the well-being of all employees. This commitment not only addresses immediate 

concerns but also works towards fostering a culture where instances of sexual harassment are 

prevented and swiftly addressed when they occur. 

The POSH Act empowers the Internal Complaints Committee (ICC) to recommend a range of 

actions in cases where complaints of sexual harassment are substantiated. These actions are 

designed to be proportional to the severity of the harassment and can include a spectrum of 

responses, from minor penalties such as warnings or counselling to more severe disciplinary 

measures like suspension or termination of employment. The flexibility afforded to the ICC 

allows for tailored responses that aim to uphold justice, ensure accountability, and promote a 

safe working environment free from harassment. This framework underscores the importance 

of a nuanced approach in addressing instances of sexual harassment in the workplace, ensuring 

that appropriate measures are taken to protect the rights and dignity of all employees involved.  

                                                             
20 Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act 2013, s 15 
21 Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act 2013, s 14 
22 Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act 2013, s 15 

http://www.jlrjs.com/


VOL. 3 ISSUE 3                 Journal of Legal Research and Juridical Sciences ISSN (O): 2583-0066 

www.jlrjs.com  435 

 

Some actions include23: 

a) Written apology: In cases of workplace sexual harassment under the POSH Act, one 

potential action that may be recommended by the Internal Committee (IC) is for the accused 

individual to issue a written apology to the victim. This written apology serves as a formal 

acknowledgement of the misconduct committed and expresses genuine regret for the harm 

caused. It is a crucial step towards acknowledging responsibility and demonstrating 

accountability for inappropriate behaviour in the workplace. The Act of tendering a written 

apology not only addresses the immediate impact on the victim but also plays a role in fostering 

a workplace culture that values respect and dignity for all employees. This measure underscores 

the importance of recognizing and addressing instances of harassment promptly and 

appropriately, aiming to restore trust and maintain a safe and inclusive work environment. 

b) Warning or censure: In instances where workplace sexual harassment is deemed less severe 

under the POSH Act, one of the actions that may be taken by the Internal Committee (IC) is 

issuing a warning or censure to the perpetrator. This formal warning serves as a clear indication 

that the behaviour in question is unacceptable and must cease immediately. It aims to educate 

the offender about the boundaries of appropriate workplace conduct, particularly when their 

actions may unknowingly cross into behaviour that others find uncomfortable or offensive. For 

instance, comments or discussions that the perpetrator views as harmless or friendly may be 

perceived as sexually suggestive or inappropriate by their colleagues. By issuing a warning or 

censure, the IC emphasizes the importance of respect and sensitivity in workplace interactions 

while also signalling the consequences that could escalate if such behaviour persists or 

worsens. This approach underscores the commitment to maintaining a professional 

environment where all employees feel safe, respected, and valued. 

c) Termination of service: In cases where instances of sexual harassment in the workplace are 

deemed severe or involve repeat offences, the Internal Committee (IC) empowered by the 

POSH Act may recommend termination of service as a disciplinary measure. This action 

signifies the gravity of the misconduct and underscores the zero-tolerance approach towards 

such behaviour in organizational settings. Termination of service is regarded as one of the most 

profound consequences under the POSH Law, reflecting the commitment to upholding a safe 

and respectful work environment for all employees. It serves not only as a punitive measure 

                                                             
23 'Punishments under the POSH Act' (eLearnPOSH)< https://elearnposh.com/punishments-under-the-posh-act/ 

> accessed 16 June 2024 
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but also as a deterrent against future instances of harassment, emphasizing accountability and 

the protection of employee rights. This decision by the IC reinforces the principles of fairness 

and justice in addressing workplace sexual harassment, aiming to safeguard the well-being and 

dignity of every individual in the workplace. 

d) Monetary Compensation: The Internal Committee (IC) under the POSH Act has the 

authority to recommend monetary compensation to be awarded to the aggrieved woman in 

cases of workplace sexual harassment. This compensation is intended to acknowledge and 

address the mental trauma, pain, suffering, and emotional distress experienced by the 

complainant because of the harassment. It also considers factors such as any loss of career 

opportunities and medical expenses incurred due to the incident. Beyond financial restitution, 

the compensation serves as a means of rehabilitation for the aggrieved woman, providing 

tangible support and recognition of the harm caused. When coupled with other forms of 

disciplinary action, such as counselling or training, monetary compensation can foster 

reflection and promote behavioural change among offenders, contributing to a workplace 

culture that prioritizes respect, safety, and accountability. 

SAFEGUARDS AGAINST FALSE COMPLAINTS 

While the POSH Act aims to protect women from sexual harassment, it also includes provisions 

to safeguard against false or malicious complaints. If the Internal Complaints Committee (ICC) 

finds that a complaint was made with malicious intent or that false evidence was provided, it 

can recommend action against the complainant, ensuring a fair process for all parties involved. 

This provision is crucial to maintaining the integrity of the complaint system and to deter 

misuse that could undermine genuine cases of harassment. However, it is equally important to 

note that the mere inability to substantiate a complaint does not amount to a false complaint. 

This distinction is critical, as it ensures that individuals are not dissuaded from coming forward 

due to fear of retaliation if they are unable to prove their claims. Thus, the POSH Act balances 

protecting victims of harassment with measures to prevent abuse of the system, fostering an 

environment of trust and accountability. 

Section 1424 of the POSH Act 2013 addresses the issue of false complaints by providing 

provisions for the punishment of the complainant. If a complaint is found to be untrue and filed 

with malicious intent, the Internal Complaints Committee (ICC) has the authority to act against 
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the complainant. This measure is designed to prevent the misuse of the Act and ensure that the 

grievance mechanism is not exploited for ulterior motives. By incorporating these provisions, 

the POSH Act maintains a balanced approach, protecting individuals from harassment while 

also safeguarding against false allegations that could harm the reputations and careers of the 

accused. 

APPEALS 

Both the complainant and the respondent have the right to appeal the recommendations of the 

ICC25. The appeal must be made to the appropriate Court or tribunal within 90 days of the 

recommendations. This ensures that both parties have access to justice and a fair opportunity 

to contest the findings. The appeals process is designed to provide an additional layer of review, 

offering a critical check on the initial decision and helping to maintain confidence in the 

fairness and integrity of the system. By allowing appeals, the system acknowledges the 

possibility of errors or oversights and provides a mechanism for their correction, thereby 

upholding the principles of due process and equitable treatment for all parties involved. 

MONITORING AND REPORTING 

To ensure compliance and accountability, the POSH Act mandates employers to submit annual 

reports to the relevant government authority26. These reports should detail the number of 

complaints received, the number of cases disposed of, and the actions taken. This reporting 

mechanism helps monitor the effectiveness of the Act and identify areas that need 

improvement. By requiring such detailed documentation, the Act fosters transparency within 

organizations and ensures that cases of sexual harassment are addressed promptly and 

effectively. Additionally, the annual reporting process allows the government to track trends, 

assess the adequacy of current policies, and implement necessary changes to enhance 

workplace safety. This systematic approach not only holds employers accountable but also 

reinforces a culture of vigilance and responsiveness towards preventing workplace harassment.  

THE ROLE OF GOVERNMENT 

The government plays a crucial role in the implementation of the POSH Act. It is responsible 

for ensuring compliance, conducting inspections, and requiring periodic reports from 

                                                             
25 Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act 2013, s 18 
26 Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act 2013, s 23 
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employers27. Additionally, the government can initiate action against employers who fail to 

comply with the provisions of the Act. This includes imposing penalties and taking legal action 

to enforce adherence to the law. The government also plays a vital role in raising awareness 

about the Act and its requirements, providing training and resources to help organizations 

create safe and respectful workplaces. By monitoring and evaluating the effectiveness of the 

POSH Act, the government ensures that the legislation achieves its intended purpose of 

preventing and addressing sexual harassment in the workplace. 

SUPPORT AND REHABILITATION 

The POSH Act mandates employers to actively support victims of sexual harassment by 

providing essential services such as counselling, medical aid, and temporary leave during the 

investigation period. It also places a strong emphasis on preventing any form of retaliation or 

continued harassment against the victim. By implementing these measures, employers 

contribute significantly to creating a workplace culture that prioritizes the well-being and 

protection of all employees, fostering a safer and more respectful work environment for 

everyone. 

CONCLUSION 

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

2013, represents a pivotal advancement in fostering a safer and more respectful work 

environment for women in India. Through its comprehensive definition of sexual harassment, 

the Act ensures clarity and accountability, thereby empowering women to navigate workplaces 

without fear or intimidation. Mandating preventive measures such as sensitization programs 

and establishing Internal Complaints Committees (ICCs) at organizations of all sizes, the 

POSH Act lays a sturdy foundation for proactive intervention. Furthermore, by instituting a 

robust redressal mechanism that guarantees prompt and impartial investigation of complaints, 

the Act strives to eliminate this pervasive issue and uphold the dignity and rights of women in 

workplaces nationwide. 

Employers, employees, and society at large must engage in a concerted effort to ensure the 

successful implementation and impact of the POSH Act. Continuous awareness campaigns and 

training sessions are crucial to educating individuals about the various forms of sexual 

harassment, the importance of respectful workplace interactions, and the procedures for 
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reporting incidents. Strict adherence to the Act's provisions, including the establishment of 

Internal Complaints Committees (ICCs) in organizations, ensures that complaints are managed 

promptly and fairly. By fostering an environment where every employee feels safe, respected, 

and empowered, we can not only prevent instances of harassment but also promote gender 

equality and enhance organizational productivity. It is through collective commitment and 

proactive measures that we can truly transform workplaces into spaces where all individuals 

can thrive and contribute effectively to their fullest potential, free from the threat of harassment 

or discrimination. 
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