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Abstract 
 A recent study found that 1 in every 4 women 
experience sexual harassment in the workplace. A 
similar poll found 1 in 10 men experiencing sexual 
harassment as well. A fourth of men are concerned 
of becoming falsely accused of sexual harassment. 
Stress is a feeling of strain and pressure. 
Harassment is also one of the causes for stress. This 
is one type of psychological pain. Sexual 
harassment can jeopardize the victim's emotional 
and mental health. It can lead to the loss of self-

esteem and it may even compromise personal 
relationships. Sexual harassment in the workplace 
can cause significant stress and anxiety. Both the 
employer and women should take precautionary 
steps to stop the harassment. This paper aims to 
create awareness among the women to reduce this 
kind of stress and stresses the responsibility for an 
employer to safeguard the security for their woman 
employees. 
Keywords: Awareness, Stress, harassment, women, 
workplace 

 

Introduction 

 Creating awareness regarding sexual harassment of women in work place is need of an hour. 

Creating awareness in the sense, the meaning of sexual harassment, types, employer‟s duties, and 

prevention of harassment. Women employee is affected by this harassment causes stress and leads 

to less productivity sometimes even to suicide. This is one type of psychological pain. Sexual 

harassment can jeopardize the victim's emotional and mental health. Sexual harassment in 

the workplace can cause significant stress and anxiety. Both the employer and women should take 

precautionary steps to stop the harassment. This paper aims to create awareness among the 

women to reduce this kind of stress and stresses the responsibility for an employer to safeguard 

the security for their woman employees. 

 

Harrassment 

 A recent study found that 1 in every 4 women experience sexual harassment in the workplace. 

A similar poll found 1 in 10 men experiencing sexual harassment as well. A fourth of men are 

concerned of becoming falsely accused of sexual harassment. 

 Workplace harassment is any unwelcome or unwanted conduct that denigrates or shows 

hostility or an aversion toward another person on the basis of any characteristic protected by law, 

which includes an individual's race, color, gender, ethnic or national origin, age, religion, 

disability, marital status, sexual orientation, gender identity, or other personal characteristic 

protected by law. A conduct is unwelcome if the employee did not solicit, instigate or provoke it, 

and the employee regarded the conduct as undesirable or offensive. Harassment is unwelcome 

conduct that is based on race, color, religion, sex (including pregnancy), national origin, age (40 or 

older), disability or genetic information.  
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 Harassment becomes unlawful where 1) enduring the offensive conduct becomes a condition of 

continued employment, or 2) the conduct is severe or pervasive enough to create a work 

environment that a reasonable person would consider intimidating, hostile, or abusive. Anti-

discrimination laws also prohibit harassment against individuals in retaliation for filing a 

discrimination charge, testifying, or participating in any way in an investigation, proceeding, or 

lawsuit under these laws; or opposing employment practices that they reasonably believe 

discriminate against individuals, in violation of these laws. 

It can include behavior such as 

 Telling insulting jokes about particular racial groups 

 Sending explicit or sexually suggestive emails 

 Displaying offensive or pornographic posters or screen savers 

 Making derogatory comments or taunts about someone‟s race or religion 

 Asking intrusive questions about someone‟s personal life including their sex life. 

 

Review of Literature 

 The emergence of the term „sexual harassment‟ can be traced back to the mid 1970s in North 

America, although in the UK, the first successful case when sexual harassment was argued to be a 

form of sex discrimination was in 1986, under the Employment Protection Act (Hodges Aeberhard, 

2001). 

 There is no one definition of sexual harassment, either in terms of behaviour or the 

circumstances in which it occurs (Bimrose, 2004; Fitzgerald and Ormerod, 1991; Fitzgerald et al, 

1995; Stockdale and Hope, 1997).  

 A study which examined the frequency and nature of sexual harassment amongst women in 

traditional male occupations in North America defined it as: …any action occurring within the 

workplace whereby women are treated as objects of the male sexual prerogative. (Lafontaine and 

Tredeau, 1986: 435) while Stanko (1988: 91) stated that sexual harassment is: …unwanted sexual 

attention. Its behavioural forms are many and include: visual (leering); verbal (sexual teasing, 

jokes, comments or questions); unwanted pressure for sexual favours or dates; unwanted touching 

or pinching; unwanted pressure for sexual favours, with implied threats of job related 

consequences for non co-operation; physical assault; sexual assault and rape. The behavioural 

manifestation may be a singular event or continuous series of events. 

 

Objectives of the Study 

 To create awareness regarding sexual harassment of women in work place 

 To know the obligations taken by the employers to prevent harassment. 

 

Types of Harassment 

Workplace Bullying 

 The repeated less favorable treatment of a person by another or others in the workplace, 

which may be considered unreasonable and in appropriate workplace practice. It include physical 

or verbal abuse, yelling screaming or offensive language, excluding or isolating employees, 

psychological harassment, intimidation, assigning meaningless tasks unrelated to the job, giving 

employees impossible jobs, deliberately changed work rosters to inconvenience particular 

employees, undermining work performance by deliberately withholding information vital for 

effective work performance.  
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Stalking 

 It is a form of harassment which is being more commonly reported. It involves pestering an 

individual, either in person or in writing or electronic formats or on the telephone. 

Sexual Harassment 

 It is unwanted behaviour of a sexual nature that denigrates or ridicules or is intimidating. It 

can be verbal and may include unwanted personal comments or sexual slurs, belittling, suggestive, 

abusive remarks, explicit jokes or innuendo, and compromising invitations, including demands for 

sexual favors. 

Racial Harassment 

 It includes written or verbal threats or insults based on race, ethnicity or skin colour, abusive 

comments about racial origins, ridicule joke, damage to property, the display of offensive graffiti 

or insignia and incitement of others to commit any of the above. 

Religious Harassment 

 It is unwanted behaviour based on religious beliefs or practices. 

Disability harassment 

 It is unwanted behaviour based on disability, impairment or additional need. It includes 

inappropriate reference to disability, refusal to work with and exclusion of peo0ple with 

disabilities from social events or meetings. 

Sexual Orientation Harassment 

 It includes name calling, stereotyping, assault, verbal abuse, actual or threatened unwanted 

disclosures of sexuality etc. 

 
Quid Pro Quo 

 A form of sexual harassment when a manager/supervisor or a person of authority gives or 

withholds a work related benefit in exchange for sexual favors. Typically, the harasser requires 

sexual favors from the victim, either rewarding or punishing the victim in someway. 

 

Hostile Environment 

 A form of sexual harassment when a victim is subjected to unwelcome and severe or pervasive 

repeated sexual comments, innuendoes, touching or other conduct of a sexual nature which 

creates an intimidating or offensive place for employees to work. 

 

Psychological Harassment 

 It is vexatious behaviour that manifests itself in the form of conduct, verbal comments, actions 

or gestures characterized by the following four criteria: 

 They are repetitive 

 They are hostile or unwanted; 

 They affect the person‟s dignity or psychological integrity, and  

 They result in a harmful work environment. 

 Workplace harassment or discrimination must not be confused with legitimate comment and 

advice (including relevant negative comment or feed back) from managers and supervisors on the 

work performance or work related behaviour of an individual group.  

 The process of providing feed back to staff during a formal performance appraisal of 

counseling staff regarding their work performance will not always be free of stress. Managers 

should manage these processes with sensitivity, but they should not avoid their responsibility to 
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provide full and frank feedback to staff.The law does not prohibit simple teasing, offhand 

comments, or isolated incidents that are not extremely serious. The conditions of employment are 

altered only if the harassment culminates in a tangible employment action or is sufficiently severe 

or pervasive to create a hostile work environment. 

 
Women Employee should do the following Hints 

 Talk about the problem you are experiencing with someone that you are close to, a person 

that you trust. 

  Do not remain isolated; 

 Express very clearly to the person who is the source of the unwanted behaviour your wish to 

see such behaviour cease immediately. 

 Check inside the undertaking if there is a procedure making it possible to report the unwanted 

behaviour confidentially. 

 Bring the matter to the attention of your employer who must put a stop to this behaviour by 

taking appropriate step 

 

The following preventive Measures helps for woman employees to reduce stress 

 Learn to say NO  

 Keep the record: Written record should be kept in a safe place. Do not keep the record at 

work.  

 Report the harassment: Tell to the supervisor, or human resources department or some other 

department or person within the organization has the power to stop the harassment. If 

possible, tell them in writing. It is very important that she should report the harassment 

because the employer must know or have know about the harassment in order to be legally 

responsible for a co-worker, client or customer‟s actions.  

 Use the grievance procedure at work: Many employers have policies for dealing with sexual 

harassment complaints. Women may be able to problem through this process. To find out the 

employer‟s policies, look in the employee manual/personnel and/or speak to a human 

resources officer. It is important to follow the employer‟s procedures 

 The employee is not required to report harassment to a supervisor who has engaged in 

harassment against the employee or who is a close associate of the person who has engaged in 

the harassment. In this situation, the employee should report the problem directly to human 

resources or a member of management to handle the problem 

 Dress code: Dressing sense makes the person beautiful. But unwanted make ups, tight jeans 

small skirts leads the women into unwanted trouble. Over dressing sense may lead to slavery. 

 

The Obligation of the Employer in Preventing Harassment in the Work Place 

 The employer must take all reasonable steps to prevent discrimination and harassment from 

occurring. If harassment does occur, the employer must take immediate and effective steps to 

stop further harassment and correct any effects of the harassment.  

 The employer must develop and implement a harassment preventive policy. The policy should 

describe the types of prohibited behavior, provide complaint procedures to follow, explain the 

investigation process, provide assurance that prompt and effective corrective action will be 

taken, and ensure that there will be no retaliation for either filing a complaint or for 

participating in an investigation.  
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 The employer must also educate its employees as to the kind of behavior that is to be avoided. 

The employer should tell employees that it is against company policy and against the law to 

harass another person in the workplace.  

 The employer must have an effective mechanism to prevent and promptly correct any sexual 

or other harassing behavior.  

 The employer must distribute an information sheet on sexual harassment to all employees.  

 
After the Employee has Reported Harassment 

 Each report of harassment will be evaluated on an individual basis. Management will need the 

employee‟s full cooperation to thoroughly review and investigate the problem. Throughout the 

process, confidential or sensitive information will be shared only with those who have a need to 

know. After the investigation, an employee who is found to be in violation of the company‟s policy 

on harassment will be subject to appropriate corrective action, up to and including 

termination. Management will advise the employee who has been harassed of the results of the 

investigation. Retaliation against any employee who reports a problem or files a complaint of 

harassment, or anyone who participates in the investigation will not be tolerated 

 

In Case of Complaint of Harassment that Occurred after Work and Away from Company 

Premises 

 Generally, the company should not intrude or become involved with the private lives of 

employees. However, supervisors may be viewed as company representatives when off the job, 

depending upon the circumstances. If there is a report or complaint of supervisory harassment, the 

company should look into the matter and ascertain if the employee‟s outside activity has a nexus 

to the workplace or a harmful effect on the employer‟s operation. 

 
Employer Liability for Harassment 
 Ignoring the problem may be construed as an admission that the company intentionally failed 

to act. Supervisors should take any comments or statements of harassment seriously, no matter 

how casual, and report the incident to management so that a prompt and thorough investigation 

can be conducted.The employer is automatically liable for harassment by a supervisor that results 

in a negative employment action such as termination, failure to promote or hire, and loss of 

wages. If the supervisor's harassment results in a hostile work environment, the employer can 

avoid liability only if it can prove that: 1) it reasonably tried to prevent and promptly correct the 

harassing behavior; and 2) the employee unreasonably failed to take advantage of any preventive 

or corrective opportunities provided by the employer. 

 The employer will be liable for harassment by non-supervisory employees or non-employees 

over whom it has control (e.g., independent contractors or customers on the premises), if it knew, 

or should have known about the harassment and failed to take prompt and appropriate corrective 

action. 

 

Conclusion 

 The Attitude of woman should change. They should be bold in facing the problems. Unwanted 

behavior and misleading statements of women is not desirable. They should be very careful in 

dealing with other gender. The women should come forward to report the harassment. 

 “To call woman the weaker sex is a libel; it is man's injustice to woman. If by strength is 

meant brute strength, then, indeed, is woman less brute than man. If by strength is meant moral 
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power, then woman is immeasurably man's superior. Has she not greater intuition, is she not more 

self-sacrificing, has she not greater powers of endurance, has she not greater courage? Without 

her, man could not be. If nonviolence is the law of our being, the future is with woman. Who can 

make a more effective appeal to the heart than woman?”  

― Mahatma Gandhi 
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