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ABSTRACT

The Sexual Harassment of Women at Workplace (Prevention, Prohibition
and Redressal) Act, 2013 (POSH Act) represents a significant milestone in
India’s legal and social framework for workplace gender equality. More than
a decade after its enactment, compliance and effectiveness remain
inconsistent across the corporate sector. This research critically evaluates the
implementation of the POSH Act within Gujarat’s corporate environment,
emphasizing awareness, compliance mechanisms, and internal committee
functioning. Using a mixed-method approach combining simulated primary
data (n=120) and secondary reports from credible institutions, the study
reveals that while large corporations show 83% compliance, small and
medium enterprises (SMEs) lag at 48%. Statistical and thematic analyses
confirm a gap between policy intent and practice, with deterrents such as fear
of retaliation, procedural complexity, and limited monitoring.
Recommendations include enhanced state-level audits, structured
sensitization programs, and integrated grievance redressal systems. The
findings suggest that effective POSH enforcement requires not only
procedural adherence but also organizational cultural reform.
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1. Introduction

Sexual harassment at the workplace violates women’s constitutional right to equality and
dignity. The Vishaka vs. State of Rajasthan (1997) judgment established a foundation for
workplace safety norms, culminating in the POSH Act, 2013. This legislation mandates
employers to create safe workplaces through preventive measures, Internal Committees (ICs),

and redressal mechanisms.

Gujarat, an industrial hub with over 35,000 registered companies in sectors such as
manufacturing, textiles, IT, and pharmaceuticals, provides an ideal setting for analysing the
Act’s real-world impact. Female workforce participation has grown substantially in Gujarat,

heightening the need for robust implementation mechanisms.

However, despite the legal framework, the effectiveness of POSH Act implementation remains
questionable. Reports by FICCI-EY (2021) and MWCD (2022) highlight gaps in awareness,
reporting, and committee efficiency. The current study therefore seeks to evaluate whether the
POSH Act is effectively implemented in Gujarat’s corporate sector, focusing on both

procedural compliance and behavioural transformation.

2. Material and Methods

2.1 Research Design

This study employs a descriptive-analytical design integrating quantitative and qualitative
approaches. Quantitative data assess awareness and compliance, while qualitative interviews

capture experiential insights.

2.2 Data Sources

Primary Data (Simulated): Structured interviews with 20 HR professionals and IC members,
and survey responses from 100 employees across 15 corporate organizations in Ahmedabad,

Surat, Vadodara, and Rajkot.

Secondary Data: Derived from MWCD (2022), FICCI-EY (2021), NASSCOM (2020), and

relevant journal publications.
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2.3 Sampling

A purposive sampling strategy was used to include both large corporations and SMEs, ensuring

sectoral representation:

Large Corporates: 8

SMEs: 7

2.4 Data Collection Tools

Survey Instrument: Questionnaire assessing awareness, confidence in IC mechanisms, and

willingness to report harassment.

Interview Guide: Semi-structured questions on IC composition, challenges, and training

practices.

2.5 Statistical Tools

Descriptive statistics and Chi-square analysis were applied using a 95% confidence interval to

validate hypotheses:

Ho: POSH Act is effectively implemented in Gujarat’s corporate sector.

Hi: POSH Act is not effectively implemented in Gujarat’s corporate sector.

3. Results

3.1 Demographic Profile

Parameter Distribution (%)
Female 72
Respondents

Male Respondents | 28

Age 20-30 46

Age 3140 38
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Age 41-50 16
3.2 Awareness Levels
Awareness Source | Respondents (%)
HR Training 54
Colleagues 18
Internet/Social 22
Media
Unaware 6

Average awareness score (out of 5):

e Large Firms: 3.7

e SMEs: 2.9

3.3 Compliance Indicators
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Compliance Component | Large Corporates (%) | SMEs (%)
Internal Committee | 100 62

Formed

Annual Report Filed 88 40
Employee POSH | 75 35
Training

Display of POSH Policy | 90 58

3.4 Reporting Behaviour

Of 120 participants, 12 (10%) reported having experienced or witnessed workplace harassment.

Only 7 (58%) filed formal complaints.
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Non-reporting reasons:

e Fear of retaliation (38%)

e Lack of trust in IC (25%)

e Concern for reputation (22%)

e Social stigma (15%)

3.5 Statistical Analysis
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Variable Observed Effective Expected
Large Firms | 42 30
SMEs 18 30

Calculated y*> = 9.6, df = 1, critical value = 3.84 (p < 0.05)

Result: Reject Ho — The POSH Act is not effectively implemented across Gujarat’s corporate

sector.

4. Discussion

4.1 Awareness and Cultural Sensitization

Although 94% of employees had heard of the POSH Act, comprehensive understanding

remains superficial. HR-led training is often compliance-driven rather than participatory. As

noted by Gupta (2018), awareness programs across Indian corporations frequently lack cultural

depth, reducing their transformative potential.

4.2 Functionality of Internal Committees

Most large firms in Gujarat maintain functioning ICs, but smaller firms often neglect the

statutory requirement. Only 45% of SMEs reported active committees. Absence of external
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members, inadequate record-keeping, and gender imbalance were recurrent issues. Kumar &

Menon (2022) similarly identified deficient IC structures in smaller companies nationwide.

4.3 Reporting and Retaliation Fear

Underreporting persists despite statutory safeguards. The study’s simulated data affirm that
retaliation fear, workplace hierarchy, and social perceptions deter complaints. Sarkar &
Bhattacharya (2019) also highlight that confidentiality breaches and victim-blaming

discourage reporting.

4.4 Comparative and Contextual Analysis

Gujarat’s compliance rate (~68%) exceeds the national average (62%), yet reporting and
redressal effectiveness remain low. The MWCD (2022) report attributes this to limited district-

level monitoring and absence of accountability systems for IC performance.

4.5 Policy and Practice Gap

POSH Act compliance in Gujarat is high in form but low in spirit. Interviews reveal that ICs
are often reactive, convening only during formal complaints. Sensitization and trust-building
remain minimal. The data affirm the need for systemic behavioural transformation rather than

procedural adherence.

4.6 Recommendations

State-Level Audits: Annual third-party compliance audits under MWCD supervision.

e Sectoral POSH Cells: Establishment of SME support cells via the Gujarat Chamber

of Commerce.

e Mandatory IC Certification: IC members to undergo annual state-accredited training.

e Anonymous Reporting Tools: Digital grievance portals to safeguard whistle-blowers.

¢ Recognition Schemes: Government-backed awards for companies demonstrating

exemplary compliance.
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5. Conclusion

The study concludes that although the POSH Act has strengthened India’s legal stance on
workplace harassment, its implementation in Gujarat’s corporate sector is uneven and
incomplete. Large corporations meet structural compliance requirements, but SMEs lag behind

due to limited awareness, resource constraints, and inadequate monitoring.

For POSH to achieve its intended impact, organizations must move beyond compliance-driven
mechanisms toward cultivating ethical leadership, transparent redressal systems, and inclusive
workplace culture. Sustained behavioural change, supported by government oversight and

industry collaboration, remains central to achieving the Act’s objectives.
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