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ABSTRACT 

Sexual harassment is any unwelcome sexual advance or conduct on the job that creates 

an intimidating, hostile, or offensive working environment. Any conduct of a sexual 

nature that makes an employee uncomfortable has the potential to be sexual harassment. 

The harasser can be the victim's supervisor, manager, or co-worker. An employer may 

even be liable for harassment by a nonemployee (such as a vendor or customer), 

depending on the circumstances. 

The current study will investigate men’s experiences of sexual harassment in the 

workplace, including sexually advancing harassment (e.g., unwanted touching) and 

gender harassment (e.g., derogatory comments). It will examine the associations among 

engaging in feminist activism, being a sexual minority (e.g., gay, bisexual), and working 

in an organizational context that tolerates sexual harassment in predicting men’s 

experiences of harassment. Moreover, it will also examine whether activism was 

protective against negative personal and professional harassment-related outcomes. 

The research work discusses about need for gender neutral laws for sexual harassment in 

India. The work of doctrinal nature tries to focus on theoretical conceptualizations of 

sexual harassment as a form of punishment for men who deviate from the prescriptions of 

traditional masculinity & how organizations would benefit from comprehensive and 

gender-fair policies and trainings related to workplace sexual harassment. 

Keywords: Biasness, Harassment, Gender-Neutral, Masculinity, Regime 

 

I. INTRODUCTION 
Sexual harassment, this word immediately creates a virtual picture in front of eyes wherein 

a male is harassing or propositioning any female and that gloomy state of women. However, 

the real picture is not same and anybody can be victim of sexual violence, irrespective of age, 

gender and sexual attitude. Usually the cases of harassment or rapes which we perceive and 

see are related to females and therefore women victims are the subject of legislators and 

legislations are also female oriented.3 But if one goes through the ground reality many men 

                                                      
1 Author is a student at School of Law, University of Petroleum & Energy Studies. 
2 Author is a student at School of Law, University of Petroleum & Energy Studies. 
3Prashanti, Access to Justice in India Viz a Viz-Darkest Secret of War: Sexual Harassment of 

Men,LEGALSERVICEINDIA, http://www.legalservicesindia.com/article/2039/Sexual-Harassment-of-Men.html 



222 International Journal of Law Management & Humanities [Vol. 3 Iss 4; 221] 

© 2020. International Journal of Law Management & Humanities   [ISSN 2581-5369] 

also face sexual harassment and they are victim of it though there is no mechanism to address 

their problem.4 

"There's no question this is not only a growing category of claims, but also a large societal 

problem of which we are just starting to see the tip of the iceberg," says Riki Wilchins, who 

served as executive director of the Gender Public Advocacy Coalition, a Washington, DC, 

nonprofit.5 

Males and Females may not locate similar practices harassing, making it hard to offer any 

one exact meaning of sexual harassment. For instance, Berdahl, Magley and Waldo in their 

1996 work detailed ladies are probably going to feel pestered by excessive flirting, however 

men will in general locate a similar conduct complimentary. To the extent that the meaning of 

sexual harassment assumes the practices are uninvited and undesirable, most practices that 

can be sexually annoying are hence marked just contextually and circumstantially. Over the 

top flirting isn't sexual harassment if the target vigorously encourages it, likes it, or both. Just 

extraordinary practices, at that point, similar to sexual inconvenience and rape can completely 

be named sexual harassment, and those are occasions where the latter label is a legal and 

moral understatement.6 

The one sided view of sexual harassment (that only females could be the victims) coupled 

with absence of any safeguards for men in case the similar nature act is committed against 

them is really problematic especially where we are heading towards a progressive global 

society. Generally the issue of sexual harassment at workplace committed against men is 

turned a deaf ear by authorities of the workplace if a man installs enough courage within him 

to raise his voice against it. But the role of law being a silent spectator on such issue cannot 

be legitimately expected from it because it is the ultimate tool on which every person in the 

civilised society relies upon. The core of the research work directly attacks this vacuum itself.  

This paper seeks to demolish some of the traditional and popular myths related to sexual 

harassment. It begins from zero ground level from highlighting what is sexual harassment 

actually and then enunciates about its branch, sexual harassment at workplace. It then targets 

the importance of addressing the said issue and gradually progresses to its causes in cases of 

                                                                                                                                                                     
(last visited Apr. 27, 2020, 06:00AM). 
4Panel, Male Sexual Harassment in the Workplace, WINER, BURRITT & TILLIS LLP, 

https://www.wmlawyers.com/oakland-sexual-harassment-attorneys/male/ (last visited Apr. 27, 2020, 06:04AM). 
5Robert DiGiacomo, More Men Report Sexual Harassment at Work, MONSTER, 

https://www.monster.com/career-advice/article/more-men-report-sexual-harassment-at-work-hot-jobs (last 

visited Apr. 27, 2020, 06:09AM). 
6Benya FF, Sexual Harassment Research, NCBI, https://www.ncbi.nlm.nih.gov/books/NBK519455/ (last visited 

Apr. 27, 2020, 06:09AM). 
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harassment of men. Bias or prejudice in the contemporary regime which is the root cause for 

the said issue being unaddressed is also explained comprehensively to highlight the mischief 

within the law which surely provokes the said issue. Before giving conclusion and 

recommendations to improvise the said issue, few cases are discussed briefly to show the real 

life examples of the said issue. 

II. UNDERSTANDING SEXUAL HARASSMENT AT WORKPLACE 

Equal Employment Opportunity Commission (EEOC) defines Workplace Sexual 

Harassment as “unwelcome sexual advances, requests for sexual favours, and other verbal 

or physical conduct of a sexual nature that explicitly or implicitly affect an individual’s 

employment, unreasonable interferes with an individual’s work performance; or creates an 

intimidating, hostile or offensive work environment.”7  

Sexual harassment refers to unwelcome sexual advances or verbal or physical conduct of a 

sexual nature which has effect of unreasonably interfering with the individual’s work 

performance or creating an intimidating, hostile, abusive or offensive working environment 

(ILO Thesaurus, 2011).8The nature of Sexual harassment can vary from petty issues like ill-

behaviour of an annoying nature to the gravest forms such as sexually assaulting and abusing 

including rape.9 

Sexual harassment is not about sexual allure rather it is all aboutinfluence, potential and 

coercion. Such harassment underlines gender pigeonholes and hierarchical influence of 

power structures over people who are the victims of sexual harassment – most often women. 

Sexual harassment does not hang on the harasser’s intent but on how the victim being 

harassed is afflicted. Giving in does not always unquestionably imply that the act was 

accepted and embraced by the other side. Laws and regulations never restrict normal course 

of mingle between men and women, and in that they can undoubtedly give compliments to 

each other or ask the other party out on a dinner or lunch or for that matter any date. The act 

of socialization for instance flirtation, etc. based on mutual allurement and friendship, if it is 

not unwelcome then it is not termed as sexual harassment. However, such course of 

socialization should immediately stop if a co-worker (men or women) expresses even with 

hints that such gesture or invitations for date are unwelcome.10 

What also needs to be understood is the meaning of what actually is Sexual Harassment, it 
                                                      
7Panel, Yes, Men Can Be Sexually Harassed in the Workplace, PLBSH, https://www.plbsh.com/yes-men-can-

be-sexually-harassed-in-the-workplace/ (last visited Apr. 27, 2020, 06:11AM). 
8Ibid. 
9Ibid. 
10Ibid. 
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need not be something very severe, it could be in various forms like verbal form, physical 

form, visual form, non verbal form. Verbal form basically constitutes gender-based or 

sexuality-based like a comment or remark or any inappropriate gesture. It could be any sexual 

jokes, it could be any demeaning remark on somebody’s sexuality or a particular gender in 

general, it could be some obnoxious and inappropriate behaviour or bias bases behaviour 

based on somebody's sex/gender/sexual preferences, it could evidently be asking for sexual 

favours, spreading lies or rumours about person's private or sex life, forcing for dates, 

comments regarding person’s body type or clothing, etc. Going towards physical form is 

basically trying to touch, hug or kiss inappropriately without the consent of the person, 

forceful unwanted touching, any other form of molestation like staying too close to a person 

or trying to get in touch with the body of a person through brushing or leaning or patting or 

grabbing or pinching. Coming in somebody's way and trying to start a forceful conversation 

about something that the person is not comfortable also come under harassment. Visual form 

of sexual harassment can be understood as any visual material like posters, cartoons, pictures 

of a sexual nature or written material like E-mail, notes, SMS which contains sexual contents. 

Lastly, Non- verbal form of sexual harassment is normally faced by individuals but little 

difficult task to differentiate it from healthy gesture and such form includes staring, stalking, 

derogatory gestures of sexual nature, looking up and down to a person’s body or giving an 

inappropriate expression which is sexual in nature like winking/licking lips. 

Here are some methods of Sexual Harassment: 

 Asking a male employee to stay back late after work so that the employer can spend 

some time with him as his wife is not in the town but asking a employee to stay back 

after working hours in order to complete a project work which is due to be submitted 

is not sexual harassment. 

 A male employer asking his newly wedded male employee or colleague about his sex 

life. 

 Forcing employee to share hotel room and making false statement that project funds 

are low. 

 Constantly finding loopholes in work after the worker has denied for the advances. 

 Displaying pornographic content  

 Passing off comments 
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 Cracking obscene jokes 11 

There is a need to understand the meaning of a workplace. It is any place where people 

develop a relationship usually formal due to their work, it need not be a physical office, and it 

could be any physical or virtual space used by the people to work. Hotels, restaurants, and 

other venues would also come under Workplace if any official meeting or event is going on 

in such places. Work Avenue of other employees would also come under this.  To sum up, it 

is basically any place where you are working, could be lift, canteen area, lobby area, park, 

bus stand or any other place. The concept of "world of work" coined by ILO implies that it is 

a broader concept. This concept actually helps to capture the whole idea of work being 

something for which one is paid for, it is not some traditional idea and it includes everything 

which a person does and feel that he/she is employed. It constitutes places where gender 

based harassment/violence may happen, it may happen while being at the workplace itself, 

while travelling to it or coming back from it.  It should be considered that it is not just the 

workplace where the harassment can happen; it is a broader/larger arena including 

everywhere the person goes to for work and allied things. 

The two classification of the sexual harassment at workplace are : Quid pro Quo :  Hostile 

Work Environment.∙ Quid Pro Quo or This for That This type of sexual Harassment 

constitutes asking for sexual favours in order to give an edge to the person for getting ahead 

in their career. It includes implicit or explicit request or demands for unwanted sexual 

activity/favour as a condition for them being in the job or for their employment to survive. 

Asking/giving Sexual favours being one of the terms of the contract of employment or 

denying to give any sexual favours would bring any adverse situation like dismissal, 

demotion, difficult work conditions also comes under sexual harassment at work place. 

Hostile Work Environment includes unwanted work conduct, may include physical, verbal, 

non-verbal or visual forms which could create such a work environment that makes it burden 

or a very unwanted or uncomfortable place for a worker to be there. This environment is 

mostly dependent on circumstances, the no. Of times the conduct has been repeated 

(repetitive conduct) and the extent of the act. 

The data of Men being sexually assaulted at their work place is not recorded well and is not 

there because not all men file the complaint. The cases registered with the EEOC are just a 

small portion of the larger chunk of cases that there actually is. It has been seen that the fear 

of them being mocked by the co-workers is also one of the reasons why men do not report the 

                                                      
11Ibid. 
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case of harassment against them.  There is this stereotype working here that men cannot be 

harassed by women or 'Is that even a thing!?' Sometimes it is seen that they have a larger fear 

of embarrassment coming in their way to report the thing that has happened with them and 

they also assume that they would be able to handle it on their own. Reason could be anything, 

but it just makes the point clear that men are not filing the complaint.12   

III. IMPORTANCE OF ADDRESSING SEXUAL HARASSMENT AT WORKPLACE 

Sexual harassment diminishes the value of equality at workplace being a serious form of sex 

discrimination and it should not be tolerated because it cast doubt on the honour, dignity and 

welfare of workers. All employees, that mean both women and men, own the protected and 

secured  right to a workplace that is free from any kind of discrimination and violence, and 

convenient as well as favourable in order to fulfil the duty and responsibilities of individuals 

where they dedicate a major fraction of time of their life. 13 

Sexual harassment leaves a long lasting unfavourable and devastating impact which can be 

either in form of physical suffering or psychological suffering or professional losses or all of 

them. This negative impact causes workers to become less productive and therefore the injury 

is not limited to the individual only but also costs at large scale of the workplace with its 

negative results.14 

The rest of the workers of the organization are also under ripple and manifold effect, which in 

turn leave impact on the workplace and brings unfavourable results which may be economic 

imbalance, incompetent team work, flawed productivity, and hampered development. If you 

see this with respect to the society at large the goal of achieving equality between men and 

women is impeded because of sexual harassment excuses the ill practice of sexual violence 

and which as a consequence causes detrimental effects on the advancement of the well being 

of people and the country as a whole. Therefore, addressing and averting sexual harassment is 

in the interest of society at large.15 

When individuals are suffering from sexual harassment, they need any designated person or 

team with whom they should speak about the problem and in the scenario where there is 

absence of a mechanism to redress, the individuals are at a loss. In case of men, majority of  

                                                      
12Ibid. 
13International Labour Organization, Preventing and Responding to Sexual Harassment at Work: Guide to the 

Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013, India, ILO, 

UNO, https://www.ilo.org/wcmsp5/groups/public/---asia/---ro-bangkok/---sro-

new_delhi/documents/publication/wcms_630227.pdf (last visited Apr. 27, 2020, 06:20AM). 
14Ibid. 
15Ibid. 
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the workplace do not have such mechanism which throws light on the bare fact that the 

employer or for that matter the organisation clearly does not prioritize or identify these 

problems which inevitably condone the sexual discrimination and sexual violence. It is 

therefore found that due to absence of such formal structures or mechanism, many men often 

hold back from sharing or talking about the incidents of sexual harassment faced by them. 

There are many reasons also which includes the fear of matter being trivialized and 

disrespected or the sense of lack of security of the matter being believed as many times there 

is no source to prove the incident or fear that the organization will not initiate any steps and 

the harasser will be free to repeat it in more serious form. Further there is dread of being 

transferred or asked to resign even if the truth of harasser is on the face of it or there is 

apprehension of being subjected to blames, humiliation and taunts or negative 

repercussions.16 

IV. BIASNESS OF EXISTING REGIME 

The special preferential view for females is engrossed in the very root of our thinking. And it 

is justified also. Though the female sex is stronger in many aspects as compared to men, but 

at times they need extra care, protection and attention by society as well as institutions as 

well. But when this positive preferential attitude grows negatively towards active exclusion 

of men on certain issues where they too require focus and attention, it degenerates into 

“biasness”. Focussing the debate towards legal protection, though it well covers protection 

for women universally in all regimes, it is absent for men in majority of legal systems. Where 

on one hand we are moving towards an era of equality, does that equality anywhere permits 

or gives reason for not covering men under the ambit of protection. It is an undeniable fact 

that women are the prime victims of most of sexual offences, but if the same happens with 

men, where they should go, whom should they complain, because the legal system has no 

doors for them. Talking about the sexual harassment at workplace, there is not too much but 

sufficient data that substantiates the fact that though women are harassed the most, but even 

men too suffer the same but could not raise voice against it either inside the workplace 

because they would be mocked for it or outside it to legal institutions because they do not 

accommodate the same. 

Drawn at the United Nations’ Women’s Conference, 1995, the Beijing Platform of Action 

was called to progress rights of women and also to eradicate violence committed against 

women including workplace offences such sexual harassment at workplace. 

                                                      
16Supra Note 4. 
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UN Declaration on the Elimination of Violence against Women, 1993 was one of the 

prominent international steps towards women safety. Its Article 1 defined “Violence against 

women” as any act violence which is gender-based that outcomes in, or is probably going to 

bring about, sexual, physical, psychological injury or suffering to females, including dangers 

of such acts, intimidation or capricious withdrawal of freedom, in the case of happening in 

public life or in private life.17 It likewise included sexual harassment and terrorizing at work, 

in institutions such as educational and somewhere else as a component of brutality against 

women. The Declaration expressed that such viciousness incorporates, however isn't 

constrained to, the accompanying: "…physical, sexual and psychological violence in the 

community including rape, sexual harassment and intimidation at work, in education 

institutions and elsewhere"18 

Another instrument for protection of females is the United Nations Convention on the 

Elimination of All Forms of Discrimination against Women (CEDAW), 1979. As per its 

Article 11, States must eradicate discrimination touching women in various fields including 

employment. While till date, the issue of sexual harassment has not yet been dealt by a 

precise international instrument, the committee of CEDAW, under its General 

Recommendation No. 19 of 1992 has fitted it as one of the form of discrimination based on 

sex and also as a method of violence committed against females.  

The aforesaid have been mentioned to give information about the legal framework available 

for protection and safeguards of women from all sorts of discrimination as well as sexual 

harassment either generally or at workplace. 

The Universal Declaration of Human Rights (UDHR), 1948 advocates equality in dignity, 

liberties and rights and equivalent safeguard against any sort of discrimination. To protect 

against employment and occupation discrimination on parameters of race, sex, religion, 

colour, nationality or political opinion, ILO Discrimination (Employment and Occupation) 

Convention, 1958 (No. 111) holds good. In the general observation, 2003, the ILO 

Committee of Experts on the Application of Conventions and Recommendations (CEACR) 

have accentuated that sexual harassment is one of the form of discrimination on basis of sex 

and it should be seriously taken into consideration as per the necessities of Convention No. 

111. In light of the gravity of consequences of sexual harassment, CEACR has advised 

governments of the world to take suitable actions to outlaw sexual harassment in occupation 

                                                      
17Infra Note 16. 
18Panel, Violence against women, UNITED NATIONS OFFICE OF THE HIGH COMMISSIONER, 

https://www.ohchr.org/EN/Issues/Women/Pages/VaW.aspx (last visited Apr. 8, 2020, 04:02PM)  



229 International Journal of Law Management & Humanities [Vol. 3 Iss 4; 221] 

© 2020. International Journal of Law Management & Humanities   [ISSN 2581-5369] 

and employment. At last, the International Covenant on Economic, Social and Cultural 

Rights, 1966 directs all states parties to assure rights articulated in it without prejudice of any 

kind.  

Further as per ILO Indigenous and Tribal Peoples Convention, 1989 (No. 169), Article 20(1-

3),“Governments shall, within the framework of national laws and regulations, and in co-

operation with peoples concerned, adopt special measures to ensure that workers enjoy equal 

opportunities and equal treatment in employment for men and women, and protection from 

sexual harassment”. As per ILO Decent Work for Domestic Workers Convention, 2011 (No. 

189),Article 5, “Each Member shall take measures to ensure that domestic workers enjoy 

effective protection against all forms of abuse, harassment and violence”.  ILO Resolution on 

Equal Opportunities and Equal Treatment for Men and Women in Employment, 71st Session, 

1985 suggested that actions be taken to encompass social protection to men and women 

regarding reproductive dangers and sexual harassment. 

Now, what is noteworthy in the aforesaid international instruments is that they are gender 

neutral, they equally address the issues both for men and women, with zero prejudice or 

preference for anyone. But despite having both sorts of legal protection, one exclusively for 

females and other equally for both, the former is given more preference and mostly widely 

forms the part of domestic legislation worldwide. All of this is due to very strong belief that 

only females can be victims of sexual crimes.  

If we bring the aforesaid debate of legal protection to India, the similar dissatisfactory results 

follow here too, despite availability of empowered laws. The fundamental goal of the 

Constitution of India is to secure to all its citizens “Justice, Liberty, Equality, Fraternity and 

Dignity” as enshrined in the Preamble to the Constitution of India. Talking about the 

Fundamental rights guaranteed by the Constitution, Article 14 provides for equality before 

the law and the equal protection of the law, Article 15 which prohibits discrimination on 

grounds of religion, race, caste, sex or place of birth, Article 19 (1) (g), as per which all 

citizens shall have the right to practice any profession, or to carry on any occupation, trade or 

business, Article 21 which enshrines the right to life and personal liberty. In all the aforesaid 

provisions, equality, generally and in matters of occupation are implied. Though Article 15 

reserves right of state to make special provisions for women, the question which remains 

unanswered is that in case a male faces the similar problems, for that matter sexual 

harassment, then where should he go as the law does not recognizes it despite the 

constitutional goals to serve both sexes equally. 
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The international tools on gender equality have been explained in great details in above 

paragraphs. Pursuant to Article 51 and 253, the state is bound to make legislations on the 

same, but till date there is no such legislation which addresses the issue at hand. 

In India, what happened in issue of sexual harassment at workplace is that the Supreme Court 

Judgement of Vishaka and others vs. The State of Rajasthan19, led to the Court issuing 

directives which were to serve as strategies on prevention of sexual harassment of women 

until the enactment of the Sexual Harassment Act, 2013. These directives which were termed 

the Vishaka Guidelines were part of the momentous judgment passed on 13 August 1997. It 

gave recognition to the issue of sexual harassment of working women adds up to 

infringement of the rights of gender equality, infringement of the right to practice any calling, 

occupation, and trade. It included meaning of sexual harassment, and expressed that that 

“such conduct can be humiliating and may constitute a health and safety problem”, 

highlighting preventive measures for sexual harassment. After that Sexual Harassment of 

Women (Prevention, Prohibition and Redressal) Act 2013 was passed to give safeguard 

against inappropriate behaviour of sexual harassment of women at working environment and 

for forestalling and addressing grievances of sexual harassment.  

There have been many attempts by Parliamentarians to make sexual offences gender neutral 

in India. But all of it has been confined in cold storage till date. And making laws for sexual 

harassment of men at workplace is still not even in debate even in India.  

The aforesaid discussion concludes a fact that in cases of sexual harassment, though women 

have more chances to encounter it, sufficient laws are available internationally also and 

nationally also. And the developed legal system has definitely helped to solve the issue. But 

despite moving towards a jurisprudence of equality, the legal systems in some or the other 

place are missing out the real sense of the term, which takes into account the needs and 

requirements of both. 

V. CASES OF SEXUAL HARASSMENT OF MEN AT WORKPLACE - BURSTING THE 

RUDIMENTARY MYTH 

It is necessary to research about the experiences of sexual harassment faced by men because 

“the rates of harassment experiences reported by men [are] far higher than conventional 

wisdom [leads anyone] to expect, often similar to the rates for women” and it was estimated 

that about forty percent of men have experienced some or other form of sexual harassment in 

                                                      
19 AIR 1997 SC 3011. 
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the place of work.20 

There are some cases where sexual harassments were alleged by men. 

One of the cases was of a man who asserted sexual harassment against his male superior and 

his boss, and they were government authorities. It was additionally claimed that over the span 

of endeavouring to settle the protest the complainant experienced troubles getting to the 

grievance settlement mechanisms inside the organization. 

At the conciliation conference, the charges were examined and mistaken assumptions were 

distinguished, bringing about the complainant pulling back his complaint against his 

superiors. 

The complainant had the option to detail his experience to the respondents and a settlement 

was arrived at which incorporated the employer relooking into the complaint and examination 

strategies to incorporate quick reference summaries as well as flow charts to help access and 

actual implementation of the mechanisms. It was additionally concurred by the employer to 

enhance training as well as familiarity with suitable work place conduct, including 

comprehensive anti-discrimination and sexual harassment grievance instruments.21 

Another noteworthy case was of a man who affirmed that he had been sexually beleaguered 

at his work environment. He alleged that one of his colleagues had presented his anus to him, 

had run a stick of timber with splinters up between his legs to his crotch, and had run his 

finger down between his hindquarters. At the point when he protested, his associates started 

calling him vulgar names consistently. The man said he had seen numerous male adolescents 

being exposed to a similar treatment at the work place, with a large portion of the youngsters 

leaving, and with one young fellow having endeavoured suicide. At the point when he 

advised his foreman concerning this conduct, he was instead advised to disregard the men's 

activities. He guaranteed the executives had seen the conduct, however had done nothing to 

correct the issue. 

Now what happened at the conference was that the individual respondents admitted to the 

conduct however stated that the activities had happened distinctly as a joke trying to lighten 

the workplace environment. The high-ranking managers admitted to be unaware of the 

conduct, as the foremen had not informed them whenever unfavourable conduct happened. 

The organization admitted that they experienced issues in getting youthful guys to stay 

                                                      
20Supra Note 4. 
21Panel, Sexual harassment case studies, QUEENSLAND HUMAN RIGHTS COMMISSION, 

https://www.qhrc.qld.gov.au (last visited Apr. 27, 2020, 07:00AM). 
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utilized with them; nonetheless, they accepted this may have been on the grounds that 

youngsters would not like to work. 

On hearing the aforesaid admissions made, the organization gave a first and only admonition 

to the individual respondents, gave a written undertaking that all staff would be prepared in 

sexual harassment as well as prejudice matters, and that such conduct would not later on be 

endured by any staff. The protest was settled as the complainant was happy with the 

organization's endeavour and the individual men's act of contrition.22 

A Beautifully titled editorial of The Hindu reveals few stories of sexual harassment faced by 

males in course of their occupation. One of them was of a crime reporter. He used to receive 

vulgar messages in his Facebook inbox. He usually ignored the same couples with sexually 

inappropriate comments from female colleagues. However what triggered him was one day 

he received a call from an anonymous ID on which there was voice of a female who gave 

explicit instructions as to what she wanted him to do to her. And in few weeks, these events 

multiplied and he finally went to police station to lodge a formal complaint against the 

perpetrator. What he receives here is much worst disgusting remarks made by female 

Superintendent of Police – “Ladkichhedrahihaitohchhidjaona!”23 

The aforesaid article gives very significant remarks about the prevalent condition in the 

Indian Society –“There are increasing instances of men being sexually harassed — from 

being a target of comments heavy with sexual innuendo to being stalked. But because Indian 

men are supposed to be ‘mards’, they are to take all of this in the spirit intended — fun — 

and not feel uncomfortable and/or complain.”24 

An individual inaugurated his career in a new workplace. After few days, a female colleague 

consistently passed lewd comments at him. It slowly grew from accidental touches to 

deliberate attempts of being touchy. At one office party, she even attempted to disrobe him. 

He couldn’t tolerate this and marched directly to the HR, who was blank on hearing the 

complaint. He said he hasn’t witnessed such complaint in his entire career and doesn’t really 

knows what to do in this case and rose his hands up. He has no answer to significant 

questions of complainant – what would he have done if the complainant had been a female. 

The HR asked him to bury the matters then and there as it would affect the female’s marital 

                                                      
22Ibid. 
23 Zara Khan, Adam, what do you mean you were teased?,THE HINDU (May 2, 2017, 05:09PM), 

https://www.thehindu.com/thread/reflections/men-too-may-be-sexually-harassed/article18351375.ece. 
24Ibid. 
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life and job.25 And in return slap her on her wrist. It was nothing more than a mockery of the 

pain of the complainant. 

In 2015, 6,822 sexual harassment claims were filed with the United States’ Equal 

Employment Opportunity Commission (EEOC) out of which 17.1% of cases were filed by 

men.26 There’s an increase in the trend as sexual harassment cases filed by men constituted 

16.4% of the 11,717 charges in year 2010 as compared to approx 8% in 1990, as per data of 

the EEOC.27Data collected by YouGov shows that “37% of the men have claimed that if there 

was a #MeToo movement for men, they will have a story to share as well.”28These statistics 

though are unable to give a worldwide precise data of sexual harassment of men at 

workplace, but they do give an idea about the existence of cases of men being sexually 

harassed and the increase in trend but negligible response on the same.  

VI. CONCLUSION& RECOMMENDATIONS 

Researchers have inquired about the issue of men's encounters as prey of sexual harassment 

throughout the previous two decades, however stretched out research should be led to assist 

this territory of scholarship, particularly inside the communication discipline. In countries 

like US, Australia, UK, etc. where this problem is recognized as crime and there is proper 

legislation as regards this, the organization should be aware of this crime and should adopt a 

clear sexual harassment policy addressing all the genders including men without any biasness 

stating zero tolerance, it's  procedure for filing the complaints, assurance of investigation after 

receiving any complaint and warning about strictest action for the retaliation against those 

who file the complaints about sexual harassment and the policy  should be monitored and 

revised periodically. In this paper, taking into consideration the scarcity of literature with 

respect to men falling prey to sexual harassment, the  author delineates that: (1) sexual 

harassment is a method for affirming conventional, man centric originations of manliness, in 

any event, when the harassment is male-to-male; (2) white men are the most unrealistic 

segment to be blamed for sexual harassment; (3) what women mark as sexual harassment 

may not really be experienced as sexually hassling by men; (4) a significant number of the 

ebb and flow strategies for examining men's encounters of sexual harassment and propose 

that more research should be directed. In particular, Scholarship regarding the connection 

among power and sexual harassment is significant in light of the fact that sexual harassment 

                                                      
25Ibid. 
26Supra Note 5. 
27Supra Note 3. 
28 Panel, Men in India eager to share their #MeToo story, YOUGOV, https://in.yougov.com/en-

hi/news/2018/10/26/men-india-eager-share-their-metoo-story/ (last visited Apr. 27, 2020, 06:09AM). 
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is essentially a communicative phenomenon with significant effects on associations and the 

individuals in that. 

Training could prove efficacious, therefore, training for employees should be conducted to 

make them aware of the different aspects of sexual harassment and their right of workplace 

free of sexual harassment and training for supervisors and managers should be conducted to 

educate them about this problem and how to deal with complaints. Consciousness raising, 

particularly about inclinations identified with race, sex in the detailing and reaction to sexual 

harassment is a significant initial phase in alleviating the issue of sexual harassment for the 

most part and the numbness about men's encounters with sexual harassment specifically. 

Further it reveals the most useful style, type, and term of awareness raising communication 

endeavours. To the extent that sexual harassment is a communication phenomenon, the same 

communication can likewise be a piece of its goals. 

Last but not least, those countries like India, China, etc. where there is no such legislation 

which address this act against men as a crime should take into consideration the pros and 

cons and such legislation should be brought into force so that the organizations are bound to 

adopt stringent policies to prevent this. Taking an example of India, as discussed above, there 

is still a debate to make sexual offences gender neutral and recognizing sexual harassment of 

men at workplace in law is not even in debate and hence has a long way to go. 

***** 


