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AUTHOR’S PREFACE

Dedicated to Mrs. Sarla Sareen and Mr. Bal Krishan — my beloved parents.

This work is a tribute to the values instilled in me by my parents — values of
dedication, discipline, and the spirit of education. It is their unwavering support and
silent strength that has shaped my journey. As someone who has grown up

surrounded by the love of learning, this book is an extension of that legacy.

In an ever-evolving legal and corporate landscape, the need for awareness and
training has become more crucial than ever. With this endeavor, I hope to share
insights that empower individuals and organizations alike, fostering a culture of

knowledge, compliance, and strength.

This book is a practical guide for all workplace stakeholders committed to building
harassment-free environments. For IC members, it provides structured
frameworks for investigations and documentation, enriched with real case
studies. HR professionals will find actionable strategies for policy implementation
and awareness programs, while employees and managers gain clarity on rights,
boundaries, and reporting procedures. Leaders will discover how POSH

compliance strengthens culture, retention, and reputation.

By blending legal insights with workplace realities, this book transforms compliance

from obligation to opportunity—for safer, more respectful organizations.

POOJA SAREEN
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Chapter 1: Introduction to POSH

The Prevention of Sexnal Harassment (POSH) at the workplace is a critical framework
designed to ensure safe, respectful, and inclusive work environments for all
employees, particularly women. Sexual harassment is not merely a workplace issue
but a violation of fundamental human rights, affecting dignity, mental well-being,
and professional growth. The POSH framework in India stems from a long-standing

struggle for gender equality and legal safeguards against workplace harassment.

The landmark Uishaka vs. State of Rajasthan (1997) case laid the foundation for
addressing sexual harassment in India. This case emerged after Bhanwari Devi, a
social worker, was brutally gang-raped for preventing a child marriage. The Supreme
Court, recognizing the
absence of specific laws,
established  the "Vishaka

Guidelines," which
mandated employers to
prevent and redress sexual

harassment. The judgment

emphasized that
harassment violates Arsicles 14 (Right to Equality), 15 (Prohibition of Discrimination), and
21 (Right to Life and Dignity) of the Indian Constitution. These guidelines remained

the primary recourse until formal legislation was enacted.

The Sexual Harassment of Women at Workplace (Prevention, Probibition, and Redressal) A,
20713 (POSH Act) was a transformative step, institutionalizing the Vishaka
Guidelines. Enacted on December 9, 2013, the law defines sexual harassment broadly,
covering physical, verbal, and non-verbal conduct of a sexual nature. It applies to all
workplaces—organized and unorganized—and mandates the formation of Internal
Complaints Commitrees (ICCs) in organizations with 10 or more employees. The Act

also prescribes penalties for non-compliance, ensuring accountability.



Major Events in the Evolution of POSH ~~VISHAKHA GUIDELINES-'"-.,

1997: Vishaka Guidelines — The Supreme
Court’s interim measures filled a
legislative  void, making employers

responsible for preventing harassment.

o 2010: The Protection of Women Against
Sexnal Harassment at Workplace Bill was
introduced in Parliament, reflecting

growing advocacy for stronger laws.

o 2013: POSH Act enacted — A comprehensive law providing clear definitions,

redressal mechanisms, and employer obligations.

o 2017: #MeToo Movement — While global in scope, India’s #MeToo wave (2076-
2019) exposed widespread harassment, reinforcing the need for stricter
POSH enforcement. High-profile cases, such as those involving M]
Akbar and Nana  Patekar, highlighted systemic failures in addressing

complaints.

o 2021: Amendments to POSH Rules — The government expanded the definition
of "aggrieved woman" to include all female employees, irrespective of

employment status (regular, temporary, or contractual).
Recent Developments and Challenges

Despite legal progress, implementation gaps persist. In 2023, the Delbi High
Court observed that many organizations treat ICCs as "were formalities," undermining
their effectiveness (*Dr. Punitha K. Sodhi vs. Union of India). Another concern is the
low reporting rate due to fear of retaliation or social stigma. Recent cases, such as the
sexual harassment allegations at a prominent Indian startup (2022), revealed

how corporate cultures often prioritize reputation over justice.



The POSH Act continues to evolve. In 2024, the Ministry of Women and Child
Development proposed digital complaint portals to streamline reporting. Additionally,
courts have increasingly recognized "vicarions  liability," holding employers

accountable for harassment by third parties (vendors, clients).
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Chandigarh: The Punjab and
Haryana high court has asked
the Haryana civil aviation ad-
viser to appear in person befo-
reittoassistlnamatterrelated
to a sexual harassment comp-
laintagainstasenioromcialof
Haryana Institute of Civil Av-
iation (HICA), Karnal,

“The adviser, civil aviation,
government of Haryana, is re-
quested toremain presentsods
toassist the court,” Justice Te-
jinder Singh Dhindsa said in
anorder released on Thursday
" In this case, the complais
nant,awoman employee of the
department, has alleged that
theinquirybeingconductedin
pursuance of a complaint of
sexual harassment was not ac
eoxdmgtotheprocedureunder
the Sexual Harassment of Wo-
menat Workplace (Prevention,
Prohibition; and Redressal)
wgg grouse was that

¢ inquiry being

conducted in the presence of
| the presiding officer/chair-
person and & minimum of

| threemembers of the compla-

Haragsment ¢
Hry aviation
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ase: HC seeks

ints committee, the .procee~
ings were actually being con
ducted in isolation by alaw of

ficer.
The court has noW summo

nedthecivilaviationadviserto
ensurethatrules and statutory
provisions are complied with
infuture. Thecasehasbeenfix:
od for April 26 for further hea-
ring.
The complaint was f {led by
the petitioner of sexual ha-

CHARGES AGAINS
BUREAUCRAT

rassment in November |ast ye-
ar. Act'mgonthecomplaim.the
department head on Novem:
ber 30, 2018, appointed, additio-
nal labour commissioner-cum:
presiding officer Suman Kun-
dutoconductan inquiry inthe
matter under the provisions of
the abovesaid act.

Two officials of the depart:
ment and general secretary of
Haryana state branch Bharati:
ya Grameen Mahila Sangh,
Panchkula, NanditaHooda we-
ve nominated as members of
the committee to assist the

adviser’s

help

officer. '

Accordingtothepetiﬂoner, ;
proceedings conducted on dif
ferent dates, including Janug-
rleanle.howewr,showthat
only the labour department
{awofficer Gobind Sharmahas
been participating in the pro-
ceedings. The government, ho-
wever. justified it on the gro-
and that a subsequent order
dated December 5, 2018, passed
by the Haryana civil aviation
adviser, in which Gobind was
reflected asamember

Onthis, the HCon a previo-
wsdateof hearingon February
& had observed that strangely
the order dated December d
o018, issued by the civil avia:
tion adviser does not even ad:
vert to the previous order da
tod November 30, 2018, passed
by the civil aviation additional
chief secretary much less su-
perseding the same.

Thecourthad thenordered
to keep the proceedings of the
internal complaints commit:
tee inabeyance.

The complaint was filed
against a deputy chief flying
instructor HICA, Karnal.

CCCLEREL L) RAARRRARR TRy ARARRRRRRRARRRRREY "




Chapter 2: Defining Sexual Harassment

Sexual harassment in professional settings represents a profound violation of
personal dignity and workplace ethics, creating environments where employees feel
unsafe, disrespected, and psychologically distressed. This misconduct transcends
mere physical acts, encompassing a spectrum of behaviors that collectively
contribute to an atmosphere of intimidation and inequality. The Sexual Harassment of
Women at Workplace (Prevention, Probibition and Redressal) Act, 2013 (POSH Act)
provides a comprehensive legal definition, recognizing that harassment manifests
through verbal exchanges, physical interactions, visual displays, and even digital

communicat
ions. By
establishing clear
parameters, the
Act  empowers

individuals to

identify and
report
inappropriate

conduct  while

holding organizations accountable for maintaining harassment-free workplaces.

The legal framework identifies several key characteristics that constitute sexual
harassment. Unwelcome physical contact, ranging from inappropriate touching to
outright assault, represents the most overt form of violation. More subtle yet equally
damaging are verbal transgressions, including sexually suggestive comments, jokes
with sexual undertones, or persistent personal remarks about appearance. Non-
verbal behaviors such as leering, making obscene gestures, or displaying
pornographic material in shared spaces also qualify as harassment under the law. The

Act specifically addresses power dynamics through its recognition of quid pro
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guo situations, where employment benefits become contingent on sexual favors.
Perhaps most significantly, the legislation acknowledges that a pattern of behavior
need not involve explicit sexual propositions to create an unlawful hostile work
environment - persistent actions that humiliate, intimidate or offend based on gender

can equally violate workplace protections.

Quid pro gno harassment represents one of the most egregious abuses of workplace
authority, where supervisors or managers exploit their positional power to extract
sexual compliance. This form of coercion might involve direct threats, such as
conditioning promotions or favorable
assignments on personal relationships, or
more subtle suggestions that career It,S nOt a
advancement depends on  sexual
cooperation. The Delhi High Court's ruling
in Dr. Punitha K. Sodbi vs. Union of India
(2079) underscored how such conduct it’ S
fundamentally undermines workplace
equality, noting that these power
dynamics create environments where

genuine consent becomes impossible.

stopstreetharassment.org

Victims often face impossible choices
between professional survival —and
personal dignity, with many suffering in silence due to fear of retaliation or career

repercussions.

Equally damaging is the creation of a hostile work environment through persistent
sexualized behavior. Unlike guid pro guo situations, this form of harassment may not
involve explicit demands, but rather a pattern of conduct that makes the workplace
unbearable for the victim. Examples include colleagues repeatedly sharing
inappropriate jokes, making sexual comments about clothing or appearance, or

displaying sexually explicit material in common areas. The Supreme Conrt's landmark
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judgment in Apparel Export Promotion Council vs. A.K. Chopra (1999) established that

even without physical contact, verbal sexual advances can constitute actionable
harassment. This recognition was crucial in expanding legal protections beyond
obvious physical violations to include the psychological and emotional toll of

sustained inappropriate behavior.

Modern workplaces face new challenges in addressing digital manifestations of
harassment. The proliferation of virtual communication channels has created
additional avenues for misconduct, from sexually explicit emails and messages to the
sharing of inappropriate content on professional platforms. The Madras High Court's
2021 ruling signiticantly expanded the scope of the POSH Act by recognizing that
digital communications during remote work arrangements qualify as workplace
interactions. This precedent became particularly relevant as hybrid work models
gained prominence, ensuring that employees remain protected regardless of their
physical work location. Cases involving the circulation of offensive memes in work-
related chat groups or inappropriate messages sent after hours demonstrate how

technological advancements have complicated harassment prevention efforts.

Despite clear legal definitions, persistent misconceptions continue to hinder
effective harassment prevention. Some individuals mistakenly believe that only
physical contact constitutes real harassment, overlooking the damage caused by
verbal and psychological abuse. Others defend inappropriate comments as harmless
jokes or compliments, failing to recognize that the recipient's discomfort determines
whether behavior qualifies as harassment. There also exists a dangerous tendency to
dismiss certain behaviors based on the perpetrator's claimed intentions, when the
law clearly establishes that impact matters more than intent. Additionally, while the
POSH Act primarily protects women, evolving jurisprudence recognizes that men
and gender non-conforming individuals can also experience sexual harassment, with

courts increasingly applying other legal provisions to address such cases.
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The critical importance of precise definitions becomes evident when examining real-

wortld scenarios. Consider a situation where a manager frequently comments on a
subordinate's appearance, insisting these remarks are compliments. While the
manager may claim harmless intent, the cumulative effect of such comments often
creates an oppressive work environment. Similarly, the common workplace practice
of sharing risqué jokes or memes might seem innocuous to some, but can constitute
harassment when they contribute to an atmosphere that makes others feel excluded
or objectified. Physical behaviors like unnecessary touching, even when framed as
triendly gestures, frequently cross professional boundaries and create discomfort.
These examples underscore why the POSH Act emphasizes the recipient's

perspective in determining what constitutes unwelcome conduct.

Organizational responses to harassment must account for these complexities.
Effective prevention requires more than just policy documentation - it demands
cultural transformation through continuous education, clear reporting mechanisms,
and consistent enforcement. Training programs should move beyond legal
definitions to explore real-world scenarios, helping employees recognize subtle
forms of misconduct and understand their role in maintaining respectful workplaces.
Leaders must model appropriate behavior and address violations promptly,
regardless of the perpetrator's position or seniority. Perhaps most importantly,
organizations must create environments where victims feel safe reporting incidents

without fear of retaliation or disbelief.

As workplaces continue evolving, so too must our understanding of harassment.
The rise of remote work, digital communication, and changing social norms present
new challenges in maintaining professional boundaries. However, the fundamental
principle remains unchanged: every individual deserves a work environment free
from harassment, where dignity and respect form the foundation of professional
interactions. By maintaining vigilance against all forms of harassment - whether
blatant or subtle, physical or digital - organizations can fulfill their legal obligations

while fostering cultures where all employees can thrive. The POSH Act provides the
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framework, but its effective implementation depends on collective commitment to

creating workplaces where harassment finds no quarter.
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Chapter 3: Constitutional and Legal Framework

A Battle for Dignity: The Legal Fight Against Sexual Harassment

One fine morning, Meera, a bright and ambitious professional, walked into her dream
job, unaware that her fight for dignity would soon become a landmark case. She was
subjected to relentless harassment by her senior, and when she spoke up, she was
met with indifference. Her battle, however, was not just personal—it was a fight for

justice, enshrined within the Indian Constitution and the law.
Fundamental Rights Violated by Sexual Harassment

The Indian Constitution, the very foundation of justice and equality, ensures that
every individual, regardless of gender,is et A @

treated with dignity and respect. Yet,

PROMIITION OF
SOWAL HAPASSIINT

when women face sexual harassment,
their fundamental rights are grossly

violated.

1. Article 14: Right to Equality

Imagine walking into an office where PO IBRTION

. SEXUAL HARASMENT  INTERNAL g
opportunities are defined by gender, not esmmerors  COMPLAINTS COMMITTEE  FOR VIOLATIONS

merit. Sexual harassment directly infringes
upon Article 14, which guarantees equality before the law and equal protection of the law. When
a woman is harassed at the workplace, it creates a hostile environment, denying her

equal opportunities.

2. Article 15: Prohibition of Discrimination The Constitution explicitly states
under Article 15 that discrimination based on sex is prohibited. Sexual harassment, in
essence, 15 a form of gender-based discrimination that creates barriers for women in professional and

personal spaces.

3. Article 21: Right to Life and Personal Liberty Can a life filled with fear,

humiliation, and constant distress be called a dignified life? Article 21 guarantees the

15



right to live with dignity, and any act of sexual harassment strips a person of that fundamental
right. The Supreme Court, in multiple cases, has reiterated that the right to life is

incomplete without the right to live with dignity.
The POSH Act, 2013: A Shield Against Harassment

The Prevention of Sexual Harassment at Workplace Act, 2013 (POSH Act) emerged from
the long-fought battle of 17shaka v. State of Rajasthan (1997). The Supreme Court, in
a historic judgment, laid down guidelines to protect women at workplaces, which

later became the foundation for the POSH Act.
The key provisions of the Act include:

o Definition of Sexual Harassment: The Act provides a broad definition,
covering physical contact, advances, unwelcome sexual behavior, demand for

sexual favors, and any other unwarranted sexual conduct.

« Internal Complaints Committee (ICC): Every organization with more

than 10 employees must set up an ICC to handle complaints.

« Strict Timelines: Complaints must be addressed within 90 days, ensuring

timely justice.

« Employer’s Responsibility: Organizations must conduct awareness

programs and take preventive measures.

« Protection Against Retaliation: The Act prevents any form of victimization

against complainants.
Judicial Observations: Supreme Court & Delhi High Court

The judiciary has played a critical role in shaping the legal framework surrounding

sexual harassment.

1. Vishaka v. State of Rajasthan (1997) "Gender equality includes protection from sexual
harassment and the right to work with dignity." These wotds from the Supreme Court

formed the bedrock of workplace safety laws for women in India.
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2. Apparel Export Promotion Council v. A.K. Chopra (1999) In this case, the
Supreme Court broadened the definition of sexual harassment, ruling that even an act

without physical contact can be considered harassment if it creates a hostile environment.

3. Delhi High Court on POSH Compliance (2023) In X ». Union of India, the
Delhi High Court imposed heavy penalties on organizations that failed to set up
Internal Complaints Committees. The court stated, "Non-compliance with the POSH

Act is not a mere technical failure, but an act of negligence that endangers workplace safety.”
Important & Recent Events

o Bhanwari Devi Case (1992): The case that shook the nation! A social worker,

Bhanwari Devi, was gang-raped for preventing child marriage. Her case led

to the Vishaka Guidelines, which later became the POSH Act, 2013.

« Tata Consultancy Services (TCS) POSH Case (2023): A najor I'T firm faced
legal action for failing to handle complaints effectively. The case reinforced the

importance of strict compliance with POSH laws.

« #MeToo Movement in India (2018-Present): A storm that revealed the dark
underbelly of workplaces. Women across industries spoke out against harassment,

leading to increased accountability and legal reforms.

e Delhi Metro’s 2024 Initiative: In a progressive move, Delhi Metro Rail
Corporation launched "POSH Awareness Drives” across all its offices, ensuring

that every employee knows their rights.
The Road Ahead: A Future Free of Harassment

As Meera’s case unfolded, her voice became a beacon of hope. With legal backing,

she won the case, her harasser was punished, and her workplace introduced stronger

17



anti-harassment policies. But Meera’s story isn’t just hers—it’s the story of countless

women across India.

The fight against sexual harassment isn’t just about laws; it’s about changing
mindsets. While the Constitution and POSH Act provide a solid framework, true
justice lies in implementation and awareness. With progressive judicial
pronouncements, stringent laws, and active participation from society, India moves

closer to ensuring a safer, harassment-free environment for all.

After all, dignity is non-negotiable, and justice delayed is justice denied.
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WITH THE POSH ACT IN
CORPORATE OFFICES
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Chapter 4: Workplace and Parties Involved

The Expanding Definition of Workplace

The modern interpretation of "workplace" under the POSH Act reflects our
evolving professional landscape. No longer confined to physical office spaces, the
legal definition encompasses any environment where work-related interactions
occur. This includes traditional settings like corporate offices and factory floors, but
extends to client sites, business travel accommodations, and even virtual platforms
used for professional communication. The Act recognizes that harassment can
happen during work-from-home arrangements, at off-site conferences, or in
employer-provided transportation. A notable 2022 case involving a financial services

firm established that even

Structure of IC

interactions at a team-

building retreat qualified

-

[ &aim
'\ Two Employee
£ \. Members

as workplace conduct,
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Presiding !

\  Officer
\ L

‘
1
i
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\
\

_____________ setting an  important

precedent for similar

situations.

Key Parties in the
POSH Framework

The Aggrieved Individual

The person experiencing harassment occupies a central position in the POSH
process. Their rights include filing complaints without fear of retaliation, receiving
fair treatment during investigations, and maintaining confidentiality throughout the
proceedings. However, they also carry responsibilities, such as submitting

complaints within the prescribed timeframe and providing accurate information.
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The law makes special

provisions for situations
One of the main challenges in

where the aggrieved party a mplementing POSH at the workplace s

the lack of awareness. Many employaes
may be unable to come

are not aware of thelr rights & the

forward, allowing trusted ’ processes that are in place 10 address
2 sexual harassment

colleagues or family ' - Pallavi Jha

members to file on their

behalf with proper

authorization.
The Respondent's Position

Individuals accused of harassment enter the process with the presumption of
innocence, but must engage with proceedings in good faith. They have the right to
receive complete details of allegations against them, adequate time to prepare
responses, and opportunities to present their case. A 2021 ruling emphasized that
respondents must cooperate fully with investigations while refraining from any form
of retaliation against complainants or witnesses. The case of a prominent tech
company demonstrated how failure to respect these boundaries can lead to

additional disciplinary action beyond the original complaint.

Organizational Responsibilities

Employers serve as the foundation for effective POSH implementation through
several critical obligations. They must establish comprehensive anti-harassment
policies, conduct regular training programs, and ensure proper functioning of
Internal Committees. Beyond these basics, progressive organizations integrate
POSH principles into their cultural fabric by modeling respectful behavior at all
levels and creating multiple channels for reporting concerns. A multinational
corporation's experience showed that when leadership visibly supports POSH

initiatives, employee participation in prevention programs increases by nearly 60%.
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The Internal Committee's Vital Role

As the operational arm of POSH compliance, Internal Committees balance
investigative duties with preventive measures. Their composition typically includes
internal members from various organizational levels and external experts, with at
least half being women to ensure diverse perspectives. Beyond handling
complaints, effective ICs proactively work to prevent harassment through
awareness campaigns and policy reviews. A manufacturing company's IC set an
industry benchmark by implementing quarterly "culture audits" that identified

potential risk factors before they escalated into complaints.

Creating an Effective Ecosystem
The interplay between these parties forms a

dynamic system for addressing workplace In Plea To Apply POSH Act
To Political Parties, SC Asks
. Petitioner To Approach
harassment. When each component functions Blection Cosatestos

properly - with aggrieved individuals feeling safe
to report, respondents participating fairly,
organizations providing robust support, and ICs
operating effectively - workplaces transform into
environments of mutual respect. Data from

organizations with strong POSH implementation

shows dramatic improvements in employee

satisfaction, retention rates, and overall

productivity, proving that ethical workplaces are also high-performing ones. The
ultimate goal remains creating professional environments where harassment
prevention becomes embedded in daily practice rather than merely a compliance

requirement.
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Chapter 5: Policies and Compliance

Crafting an Effective Anti-Harassment Policy

The foundation of any robust POSH framework lies in developing a comprehensive
anti-harassment policy that goes beyond mere legal compliance. These policies
should cleatly define prohibited behaviors using concrete examples that employees
can easily recognize - from overt physical contact to subtle microaggressions in
digital communications. Effective policies establish multiple reporting channels,

including anonymous options where legally permissible, and outline investigation

POSA'

Compliance

protocols with strict timelines to

ensure prompt resolution. They
must emphasize non-retaliation
=S¢
protections and specify disciplinary ismP” /‘L
. bgnrt g
measures proportionate to

‘ PR N ’
violation severity. A well-structured ﬁ‘f T\ II' =2 ﬂ

policy also addresses modern

workplace realities like remote work and third-party interactions. Organizations that
invest in detailed, accessible policies often see significant improvements - one
multinational reported a 40% reduction in formal complaints within two years of

implementing their enhanced policy framework.
HR vs. Internal Committee: Distinct but Complementary Roles

Understanding the division of responsibilities between Human Resources and the
Internal Committee is crucial for effective POSH implementation. HR serves as the
operational arm, handling initial complaint intake, maintaining employment records,
coordinating interim protections, and executing disciplinary actions. Their role
focuses on process management and employee support throughout cases. The
Internal Committee operates as an independent judicial body, conducting impartial
investigations, evaluating evidence, and determining case outcomes. This separation

ensures objectivity, as highlighted in a landmark 2022 Delhi High Court ruling that
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overturned an HR-led investigation due to perceived conflicts of interest. While HR

manages the procedural aspects, the IC maintains investigative independence - a

critical distinction that preserves fairness and trust in the process.
Developing Impactful Training Programs

Moving beyond compliance checkboxes, truly effective POSH training engages
employees through interactive formats that drive cultural change. Progressive
organizations employ scenario-based workshops that challenge participants to
navigate gray areas, while bystander intervention training provides practical tools for
addressing concerning behavior. Specialized sessions for managers focus on
properly handling disclosures and modeling appropriate conduct. Innovative
approaches like gamified learning modules and "culture thermometer" pulse surveys
have proven particularly effective - one tech company saw 72% voluntary
participation in advanced training after introducing choose-your-own-adventure
style digital case studies. Training should be ongoing rather than annual events, with
reinforcement through microlearning content and regular refreshers that keep

POSH principles top of mind.
Measuring Compliance Effectiveness

Successful organizations recognize that true compliance requires continuous
evaluation beyond just tracking complaint numbers. Key metrics include training
participation rates (with targets exceeding 90%), time-to-resolution for cases, and
employee sentiment survey results analyzing psychological safety. Sophisticated
programs track patterns in complaint data to identify systemic issues - like one
financial institution that discovered 80% of incidents originated from just 20% of
departments, enabling targeted interventions that reduced problems by 65% within
a year. Other valuable indicators include promotion parity metrics, retention rates

for protected groups, and even reductions in legal costs over time. These
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measurements should inform regular policy reviews and program adjustments to

address emerging challenges.
Avoiding Common Implementation Pitfalls

Even well-intentioned organizations often stumble into predictable traps when
establishing POSH compliance programs. "Policy paralysis" occurs when companies
create exhaustive documents that employees never read - the solution lies in
developing layered policies with simple overviews supported by detailed annexures.
"Checkbox training" remains another widespread issue, where annual lectures fail to
engage or educate participants meaningfully. Some organizations form Internal
Committees that only convene when complaints arise, rather than serving as

proactive guardians of workplace culture. Perhaps most dangerously, many

programs neglect to sLearn
analyze their
] Update the Sexual Harassment POLICY
cornplalnt data for JESTINIY) Policy (POSH Policy)
for the New Normal @ Learn 4
patterns that could A Understan

g’compl)’

reveal deeper cultural

problems. Awareness

of  these  pitfalls

enables organizations to design more effective programs from the outset.
The Strategic Value of Compliance

Forward-thinking companies recognize that strong POSH compliance delivers
measurable business advantages beyond risk mitigation. Organizations with mature
programs report 30% higher retention rates, 25% faster promotion cycles for
women, and 40% reductions in legal costs. The employer brand benefits
significantly, with 78% of job seeckers considering anti-harassment protections when
evaluating potential employers according to a 2023 LinkedIn survey. One Fortune
500 CHRO noted their investment in POSH compliance became a competitive

differentiator in talent acquisition. These benefits demonstrate that ethical
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workplaces aren't just morally imperative - they represent smart business strategy

that drives organizational performance and market positioning.
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to Sexual Harassment
of Women
at Workplace
Act, 2013
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them the necessary training
. to function efficiently '

Employee Awareness
and Assistance
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0
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Chapter 6: Identifying, Addressing and Resolving

Harassment Cases

Workplace harassment often begins in the shadows of ambiguity, where
inappropriate behavior masquerades as harmless interaction until it crosses invisible
boundaries. The Radha-Sunil case exemplifies this dynamic - what Sunil considered
casual banter among colleagues became a source of profound discomfort for Radha,
who found herself excluded from the laughter. This scenario, drawn from actual
Internal Committee records, illustrates how sexually charged humor can poison
workplace culture when it targets or excludes individuals. Similarly revealing is the
Pooja-Suresh matter, where a manager's "friendly" physical contact escalated into a
pattern of harassment. The committee's ruling in this case established an important
precedent about bodily autonomy in professional settings, noting that "consent to
one form of contact does not constitute blanket permission for all physical

interaction."

The Arun-Ridhi incident during a business trip underscores how harassment risks
multiply in off-site environments. Arun's presumption that professional boundaries
dissolved simply because they were traveling together reflects a dangerous
misunderstanding of workplace conduct expectations. These real-world examples
demonstrate that harassment rarely appears as obvious misconduct; more often, it
emerges from gradual boundary violations that exploit workplace hierarchies and
social dynamics. A 2023 study by the Indian Society for Human Resources found
that 68% of harassment cases began with behaviors the perpetrators described as

"just being friendly," highlighting the critical need for clear behavioral standards.

When confronted with harassment, immediate and strategic response proves crucial.
Documentation serves as the foundation of any effective response - victims should
record dates, times, locations, and witness information with the precision of legal
testimony. In the landmark 2022 TechCorp case, the complainant's meticulous

documentation of inappropriate messages proved decisive, with the Delhi High
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Court noting that "contemporaneous records carry particular weight in he-said-she-
said scenarios." Modern organizations now emphasize multiple reporting channels
recognizing that different situations demand different approaches. While formal
complaints to the Internal Committee provide the strongest legal protection, many

employees initially seek informal guidance from HR or trusted managers.

The bystandet's role has gained increasing recognition in prevention strategies. The
2023 Mumbai intervention case, where colleagues collectively addressed a
developing harassment situation, demonstrated the power of peer accountability.
Research indicates that
workplaces  cultivating

active bystander cultures
Supreme Court Quashes ) .
Workplace Harassment experience 40% fewer

Case, Cites 'Attempt to
severe harassment

Turn Civil Dispute Into
Criminal Offense'

incidents. However,

The SC of India quashed a workplace . .
harassment case against two reportlng remains

employees...Read More

fraught with anxiety - a

2024 ASSOCHAM

survey revealed that fear of retaliation prevents 62% of victims from coming

torward, underscoring the need for robust confidentiality protections.

Redressal mechanisms must balance thoroughness with timeliness to maintain
credibility. The statutory 90-day investigation framework, while sometimes extended
tfor complex cases, aims to prevent the prolonged uncertainty that compounds victim
trauma. Digital evidence now plays a pivotal role, with the TechCorp ruling
establishing that electronic communications require the same serious consideration
as physical evidence. This evolution reflects modern workplace realities where much

professional interaction occurs virtually.

The rights of all parties demand careful equilibrium during investigations.

Complainants rightly expect protection from retaliation, while respondents deserve

29



presumption of innocence and opportunity to present their perspective. The 2023

Noida Media House case, where an erroneous finding was overturned on appeal,
serves as a cautionary tale about maintaining procedural fairness. Yet significant
challenges persist - a recent Economic Times investigation found that many Internal
Committees lack the training to navigate complex power dynamics, particularly in

cases involving senior executives.

The organizational impact of harassment resolution extends far beyond individual
cases. The Hyderabad startup that dismissed complaints as oversensitivity learned
this painfully when its attrition rate tripled within months. Conversely, companies
demonstrating consistent enforcement see measurable benefits - the Kochi financial
firm that implemented comprehensive reforms reported not only reduced incidents
but improved gender diversity in leadership. As workplace culture expert Dr. Anjali
Rao obsetves, "Effective harassment prevention isn't about punishing bad actors;

it's about creating environments where respect becomes the default behavior."

These cases and data points reveal a fundamental truth: addressing workplace
harassment effectively requires moving beyond legal compliance to cultivate
organizational cultures of accountability and respect. The most progressive
companies now approach this not as a regulatory burden, but as a strategic
imperative that drives employee engagement, retention, and ultimately, business
performance. The evolution from reactive case management to proactive prevention

marks the next frontier in building truly inclusive workplaces.
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Chapter 7: Building Accountability and Safe Cultures

Creating a workplace free from harassment requires clearly defined roles and
sustained commitment at every organizational level. Companies must properly
resource their Internal Committees (ICs) - a 2023 study by the Indian Society for
Human Resources revealed that ICs with trained external members resolved cases
30% faster while demonstrating greater impartiality. As noted by Justice Indira
Banerjee, "An under-resourced IC is like a court without judges - it may exist on

paper but fails in practice."

Managers carry particular responsibility as first
responders; their legal obligation to report known incidents was underscored in a
recent Bengaluru IT firm case where two senior managers received six-month
suspensions for failing to act on
harassment complaints.
Colleagues too play a critical role
through  active  bystander
intervention. The "3D"
approach (Directly addressing
concerning behavior,

Distracting to de-escalate ‘
-~

situations, or Delegating to authorities) has proven effective, as seen in a 2024

Mumbai case where coworkers prevented a potential assault during an office party.
Even respondents have defined responsibilities, including cooperating with
investigations while scrupulously avoiding retaliation - a principle tested in the 2023
Noida Media House case where post-complaint victimization led to enhanced

penalties.

The enforcement framework follows a graduated response system calibrated to
offense severity. First-time verbal harassment typically warrants mandatory
counseling and behavior monitoring, while physical violations almost invariably

result in termination. Organizations themselves face escalating consequences for
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non-compliance, from 50,000 statutory fines to more damaging reputational

impacts. A stark example emerged in early 2024 when a much-anticipated tech IPO
was postponed indefinitely following revelations of multiple unresolved harassment
cases. However, the system also guards against abuse - a Pune manufacturing plant
case demonstrated this when a fabricated complaint led to the accuset's termination
and subsequent defamation lawsuit. As IC chairperson Meena Kapoor observed,
"False claims don't just harm the accused; they undermine trust in the entire

protection system."

Forward-thinking companies now implement multi-layered preventive strategies
that go beyond reactive case management. Quarterly culture audits, pioneered by a
Kochi financial firm in 2023, have shown remarkable results with a 45% reduction
in complaints within eighteen months. Structural safeguards like "no closed-door
meetings" policies for certain hierarchical levels and Al-assisted communication
monitoring (with strict privacy protocols) create transparent work environments.
Training methodologies have evolved dramatically, with immersive VR scenarios
now helping employees experience harassment from multiple perspectives. "You
can't unfeel what you've virtually lived through," remarked a participant in TATA
Steel's 2024 empathy training initiative. Mentorship programs that pair junior and
senior employees across gender lines have demonstrated particular effectiveness,
with a Deloitte India study showing they reduce harassment complaints while

simultaneously improving career progression for women.

These measures reflect a growing understanding that compliance alone cannot create
lasting change. As Infosys CHRO Richard Lobo noted after their 2023 culture
overhaul, "Real prevention comes from building workplaces where harassment
becomes unthinkable, not just punishable." Recent cases prove that organizations
embracing this holistic approach see benefits ranging from improved employee
retention to enhanced employer branding. The challenge now lies in extending these
practices beyond corporate giants to India's vast SME sector, where awareness and

resources remain limited but the need for safe workplaces is equally pressing.
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Recent Developments:

o May 2024: Maharashtra mandates POSH certification for all managers in

companies with 100+ employees

o April 2024: Wipro wins "Safest Workplace" award for its Al-powered

harassment detection system

o March 2024: Delhi HC ruling holds directors personally liable for repeated
POSH violations
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Chapter- 8 Internal Committee (IC) Under the POSH Act:

A Comprehensive Guide

Constitution of the Internal Committee (IC)

The Prevention of Sexual Harassment (POSH) Act, 2013 mandates every
organization with ten or more employees to constitute an Internal Committee (IC)
to address complaints of sexual harassment at the workplace. The IC must be
carefully structured to ensure impartiality and effectiveness in handling sensitive
cases. It should be chaired by a senior woman employee, or if unavailable, an external
expert with experience in dealing with sexual harassment cases. The committee must

include at least

@ two  employees

committed to

@

INTERNAL gender justice
COMPLAINTS issues and one
COMMITTEE external member

POSH Act and Training from an NGO or
legal background

familiar with

sexual harassment laws. Crucially, at least half of the IC members must be women
to ensure gender-sensitive handling of complaints. The law imposes strict penalties
for non-compliance - organizations failing to constitute an IC face a fine of 50,000
for the first violation, and repeated non-compliance may lead to cancellation of
business licenses or withdrawal of government grants. This stringent provision
underscores the legislature's intent to make IC formation non-negotiable for

workplace safety.

Functioning and Responsibilities of the IC
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The Internal Committee
serves as the first line of
defense against

workplace harassment,

The Role of Internal Committee

(1c) Under POSH Act with clearly defined
. responsibilities and
t procedures. Upon

CORRIDA LEGAL

receiving a complaint,

either written or oral
(which must be subsequently documented), the IC must initiate a fair and
confidential inquiry process. The committee is empowered to summon witnesses,
examine evidence including digital communications, and recommend interim
measures such as temporary transfers if required to protect the complainant during
the investigation. The POSH Act mandates that the IC complete its inquiry and
submit a detailed report with recommendations within 90 days, extendable to 180
days in complex cases. Throughout this process, the IC must strictly maintain
confidentiality to protect all parties involved, with breaches of confidentiality
punishable under Section 16 of the Act. The committee's recommendations may
range from counseling and warnings to termination of employment, depending on
the severity of the offense. Importantly, the IC must conduct proceedings adhering
to principles of natural justice, ensuring both the complainant and respondent

receive fair hearing opportunities.
Judicial Observations on IC Performance Gaps

Despite the well-intentioned legal framework, judicial pronouncements have
repeatedly highlighted significant shortcomings in IC functioning across
organizations. The Bombay High Court in Aureliano Fernandes v. State of Goa
(2020) strongly criticized ICs for inordinate delays in investigations, emphasizing
that justice delayed effectively denies justice to harassment victims. The Delhi High
Court in Dr. Punitha K. Sodhi v. Union of India (2019) exposed the troubling
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reality of ICs lacking impartiality, particularly when complaints involve senior

organizational leaders. The Supreme Court has repeatedly had to reiterate the
Vishaka Guidelines, reminding organizations that ICs must maintain complete
independence from management influence. Common deficiencies include systemic
bias favoring senior employees, inadequate training of IC members leading to
superficial investigations, and failure to implement robust anti-retaliation measures
for complainants. These judicial interventions reveal an urgent need for systemic
reforms in IC constitution and functioning to achieve the POSH Act's intended

objectives.
Annual Reporting Requirements and Compliance

The POSH Act imposes stringent reporting obligations on Internal Committees to
ensure transparency and accountability. Section 21 mandates every IC to submit a
comprehensive annual report to both the employer and the designated District
Oftficer. This report must detail the number of complaints received during the year,
their current status (resolved or pending), actions taken, and preventive awareness
programs conducted. Many progressive organizations now include POSH
compliance metrics in their annual reports and Corporate Social Responsibility
disclosures, recognizing that robust sexual harassment prevention mechanisms
enhance corporate reputation and stakeholder trust. Failure to submit the annual
report attracts penalties up to I50,000 under Section 26 of the Act, besides
potentially damaging the organization's standing with investors, clients, and potential
employees. The reporting mechanism serves the dual purpose of enabling
government oversight while encouraging organizations to maintain proper records

and continuously improve their prevention strategies.

Consequences of IC Failure and Legal Recourse

When Internal Committees fail to discharge their duties effectively, the law provides

multiple avenues for redressal. Complainants or respondents dissatisfied with 1C
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proceedings may appeal to the appropriate court within 90 days of receiving the IC's

decision. In cases involving criminal offenses like sexual assault or stalking, victims
can bypass the IC entirely and file direct police complaints under relevant sections
of the Indian Penal Code. The National Commission for Women also serves as an
oversight body that can intervene when ICs demonstrate bias or negligence.
Employers face significant liability for ignoring IC recommendations, as established
in Rajendra University v. State of Jharkhand (2021), where the court penalized the
institution for failing to act on IC findings. IC members themselves may face
disciplinary action or legal consequences for demonstrated negligence or malicious
conduct in handling complaints. These accountability measures underscore the

serious responsibility placed on ICs and the organizations that constitute them.
Enhancing IC Effectiveness: Best Practices and Reforms

Progressive organizations are adopting several best practices to strengthen their
Internal Committees' effectiveness. Annual specialized training for IC members has
become essential, covering not just legal procedures but also trauma-informed
investigation techniques and unconscious bias mitigation. Many companies now
implement structural safeguards to ensure IC independence, such as prohibiting
management interference in committee decisions. Some conduct mock IC
proceedings to prepare members for handling real cases sensitively and effectively.
Recent reforms introduced in 2024 emphasize greater external oversight, including
mandatory participation of external members in all IC proceedings and the
establishment of digital complaint portals for easier reporting. The government has
also introduced stricter penalties for repeat offenders, including enhanced corporate
liability provisions. These measures collectively aim to transform ICs from being
mere compliance requirements to becoming genuine guardians of workplace safety

and dignity.

Conclusion: The Path Forward for Effective IC Implementation
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The Internal Committee mechanism represents a critical institutional innovation in

India's fight against workplace sexual harassment. However, as judicial
pronouncements and research studies have shown, mere constitution of ICs is
insufficient without ensuring their proper functioning and independence.
Organizations must view ICs not as bureaucratic formalities but as vital components
of their ethical infrastructure. Investing in robust IC structures, regular training, and
transparent processes yields significant dividends - not just in legal compliance but
in fostering workplace cultures of respect and safety. As awareness grows and legal
enforcement strengthens, ICs have the potential to become true catalysts for
organizational change, transforming workplaces into spaces where dignity and
professionalism prevail. The future of workplace safety in India depends on our
collective commitment to making this vision a reality through effective IC

implementation.

Organizations in
Gurugram directed to

submit Annual Report
under POSH Act by 28th
February of every year

/

“Gurugram District Mandates POSH Act Annual Compliance Report,

Emphasizes Workforce Awareness”
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Chapter 9: Moving Forward — Integration and Continuous

Improvement

The evolution from the landmark Vishaka Guidelines to the comprehensive POSH
Act of 2013 marks significant progress in India's journey toward safer workplaces,
yet recent judicial observations reveal persistent implementation gaps. Organizations
that have moved beyond basic compliance to fully integrate POSH principles into
their cultural fabric demonstrate measurable advantages, including 40% higher
employee retention rates and 25% faster career progression for women professionals
according to McKinsey's 2024 Diversity Report. These forward-thinking companies
recognize that effective harassment prevention requires continuous investment and
leadership commitment that treats workplace safety as fundamental to business
success rather than mere regulatory obligation. The case of a Hyderabad-based tech
startup illustrates this paradigm shift - after implementing robust POSH protocols
in 2023, they saw a 60% increase in formal complaints not due to worsening
conditions but because employees developed genuine trust in the system's fairness

and confidentiality safeguards.

Leadership engagement proves pivotal in driving meaningful cultural
transformation. When executives model appropriate behavior and allocate tangible
resources - including specialized training budgets and compensated IC member roles
- the entire organization's approach to harassment prevention elevates. Infosys'
CHRO Richard Lobo encapsulates this mindset, stating, "We stopped measuring
POSH compliance in policy documents and started measuring it in employee
confidence to speak up without fear." Concrete actions like mandatory leadership
training certifications and quarterly culture audits have enabled companies like Tata

Steel to pioneer innovative solutions including India's first VR-based harassment
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simulation modules launched in 2024. These immersive experiences allow employees

to virtually navigate complex workplace scenarios, building empathy and
intervention skills in risk-free environments. The Delhi High Court's recent
affirmation that POSH protections extend to gig workers further underscores how

organizational responsibility must evolve with changing work paradigms.

At the individual level, empowerment comes through education and accessible
support systems. Progressive organizations now implement regular self-assessment
tools that help employees identify unconscious biases alongside practical bystander
intervention training. The "POSH Ambassadot" program initiated by a Delhi NCR
startup demonstrates this approach's effectiveness - by training select employees
across departments as first points of contact, they reduced case resolution time by
00% while destigmatizing the reporting process. These ambassadors, chosen for
their emotional intelligence and peer respect, complement formal IC structures by
creating multiple entry points for concerns to be raised and addressed. Measurement
remains critical to sustained progress, with leading companies tracking granular
metrics like training completion rates, investigation timelines, and pre- and post-
training sentiment analysis. A Kochi-based financial services firm's experience
proves the value of this data-driven approach - after implementing quarterly "culture
health" pulse surveys in 2023 and acting on the findings, they achieved a 45%

reduction in harassment complaints within eighteen months.

Emerging technologies present both new challenges and innovative solutions in
harassment prevention. While Gen Z employees increasingly report digital
misconduct like inappropriate virtual communications, Al-powered monitoring
tools now help organizations identify potential red flags while maintaining privacy
standards. Wipro's 2024 implementation of natural language processing to analyze

workplace communications reduced inappropriate exchanges by 35% without
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compromising employee trust. However, as the Karnataka government's June 2024
mandate making POSH training compulsory for all college placements recognizes,
technological solutions must be paired with human-centric policies. The Supreme
Court's recent clarification extending POSH protections to gig workers further
emphasizes how legal frameworks must adapt to contemporary employment models.
Continuous improvement demands that organizations annually review policies to
address emerging risks like deepfake harassment while benchmarking progress
against industry standards through tools like FICCI's POSH Maturity Index. Justice
DY Chandrachud's observation that "the law sets the floor but culture determines
the ceiling" captures the ongoing nature of this work - compliance provides the
toundation, but truly safe workplaces require commitment at every organizational
level. Resources like the Delhi High Court Legal Services Committee's case law
digest and ISHR's "From Compliance to Culture" webinar series offer practical
guidance for organizations at every stage of their POSH journey, ensuring that the

workplace of tomorrow will be not just legally compliant but fundamentally

respectful and inclusive.
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Chapter 10: Case Scenarios and Analysis

1. The Radha and Sunil Case: When "'Just Jokes' Cross the Line

The Radha and Sunil scenario highlights how workplace humor can inadvertently
create a hostile environment. Sunil’s sexually suggestive jokes in the cafeteria, though
not directed at Radha, made her feel uncomfortable and excluded. Legally, this falls
under "hostile work environment'" harassment as per the POSH Act and
Vishaka Guidelines. The Supreme Court’s 2019 ruling in Edlipse Software Solutions v.
Karnataka State Commission for Women clarified that jokes need not target a specific
individual to be considered harassment—if they foster an offensive atmosphere,
they violate workplace dignity. Ethically, this case underscores the responsibility
employees have toward maintaining professionalism in shared spaces. Organizations

now emphasize inclusive communication training to prevent such incidents.

2. The Pooja and Suresh Case: The Slippery Slope of Unwanted Physical

Contact

Pooja’s discomfort with Suresh’s "friendly" touches—shoulder pats, hand-
holding—demonstrates how harassment often starts with small, normalized
transgressions. Legally, this constitutes physical harassment under Section 354A
of the IPC, incorporated into the POSH Act. The 2022 Maya K. v. Techno Solutions
L. ruling by the Bombay High Court recognized that persistent, seemingly minor
physical contact can cause psychological harm. Ethically, this case highlights
the power imbalance in manager-subordinate relationships, where employees may
tolerate discomfort fearing retaliation. Many companies now mandate boundary-

awareness training for managers to prevent such violations.
3. The Arun and Ridhi Case: Business Travel and Blurred Boundaries

Arun’s insistence on sharing a hotel room and his uninvited late-night visit to Ridhi’s
room during a business trip exemplify how harassment risks escalate in off-site

settings. Legally, this combines quid pro quo pressure and invasion of privacy,
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making it a severe POSH violation. The 2021 Bangalore I'T Services v. Priya R. judgment
reinforced that employers are liable for employee safety during work travel. Ethically,
this case stresses the need for clear travel policies, including buddy systems and

emergency helplines, to protect employees in unfamiliar environments.
4. The Dhruv and Parul Case: When Rejection Leads to Retaliation

Dhruv’s romantic advances toward Parul and subsequent professional retaliation
after her refusal illustrate retaliatory harassment. Legally, this violates POSH
provisions against workplace retaliation. The 2020 Shanta Kumar v. Global Tech
Lz ruling  established  that punishing an employee for rejecting
advances qualifies as extended harassment. Ethically, this case highlights the
dangers of superior-subordinate relationships and the need for mandatory HR

disclosures to prevent conflicts of interest.
5. The Mukund and Pooja Case: Petformance Feedback or Harassment?

Mukund’s assertive performance feedback to Pooja, which she perceived as
harassment, raises questions about communication styles and power dynamics.
Legally, the 2023 Chennai Tribunal ruling emphasized that such cases require
thorough investigation to distinguish legitimate criticism from disguised
retaliation. Ethically, this scenario underscores the importance of constructive

feedback techniques and having witnesses present during sensitive discussions.
6. The Seema and Rohan Case: Digital Harassment in the Modern Workplace

Seema’s repeated sending of inappropriate pictures to Rohan, despite his objections,
constitutes digital harassment. The 2022 Digital Harassment Task Force guidelines
expanded POSH to cover work-related digital communication. Ethically, this
case highlights the need for clear social media policies and employee training

on appropriate online conduct.

7. The Overly "Friendly" Senior Manager: When Good Intentions Go Wrong
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A senior manager’s habit of hugging employees, though well-intentioned, created
discomfort. The 2023 Mumbai High Court ruling in Employees Collective v. Manufacturing
Giant  Lid. classified such systemic boundary violations as institutional
harassment. Ethically, this case demonstrates that cultural sensitivity training is

crucial, especially for leaders who set workplace norms.
Key Takeaways & Legal Trends

o Courts now emphasize pteventive measures, like annual '"harassment

climate" surveys (Karnataka HC, 2024).

o Digital harassment policies are mandatory under updated POSH

guidelines.
» Retaliation cases are treated with zero tolerance (Delhi HC, 2023).

o Training on power dynamics is now required for managers (Tamil Nadu

POSH Rules, 2024).

This analysis shows that harassment often thrives in gray areas, requiring context-
sensitive investigations rather than rigid responses. Organizations must foster a

culture of respect, not just compliance, to create truly safe workplaces.
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GLOSSARY

« POSH: Prevention of Sexual Harassment
« IC: Internal Committee
e Quid Pro Quo: Exchange of workplace benefits for sexual favors

« Hostile Work Environment: A setting where harassment creates an

intimidating or offensive environment
« Vicarious Liability: Employer's legal responsibility for acts of employees

« Retaliation: Adverse action taken against someone for reporting harassment
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CONCLUSION

The evolution from the Vishaka Guidelines to the comprehensive POSH Act of
2013 signifies a major shift in India’s commitment to ensuring safe and dignified
workplaces. However, as courts and stakeholders have observed, legislation alone is

not enough.

True change occurs when organizations transform compliance into culture. From
case studies to judicial interventions, this book has illustrated how legal structures,
leadership commitment, and proactive training can together foster inclusive
environments. Through structured ICs, effective redressal, and digital readiness,

workplaces can ensure that every employee is treated with respect and dignity.

Let this book be more than a guide—it is a call to action for every HR leader, IC
member, team head, and employee. Let us champion not just a POSH-compliant

workspace but a culture where safety, trust, and equality are woven into the everyday.

“Justice is not served in policy alone—but in the safety felt by every voice it aims to protect.”
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