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ABSTRACT 

The jurisprudence governing workplace sexual harassment in India has undergone significant constitutional 

transformation since the enactment of the Sexual Harassment of Women at Workplace (Prevention, Prohibition 

and Redressal) Act, 2013. Although the Act codified the principles laid down in Vishaka v. State of Rajasthan, 

evolving employment relationships have required courts to reinterpret its foundational concepts in light of 

changing workplace realities. 

The Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013 (POSH 

Act) represents one of India's most significant legislative initiatives towards securing gender equality, 

workplace dignity, and constitutional protection against sexual harassment. While the enactment of the Act 

codified the principles laid down by the Supreme Court in Vishaka v. State of Rajasthan, the transformation 

of employment relationships over the past decade has exposed interpretative challenges concerning two of its 

most fundamental expressions, namely "aggrieved woman" under Section 2(a) and "workplace" under Section 

2(o). The expansion of hybrid work arrangements, digital workplaces, contractual employment, consultancy 

engagements, educational institutions, and cross-organisational interactions has required courts to reconcile 

statutory language with changing workplace realities. 

This paper undertakes a doctrinal analysis of the judicial evolution of these concepts through an examination 

of landmark decisions delivered by the Supreme Court of India and various High Courts between 2013 and 

2026. Drawing upon constitutional principles, statutory interpretation, judicial precedents, government 

reports, and contemporary legal scholarship, the study argues that Indian courts have progressively adopted a 

purposive and constitutionally informed approach that has significantly broadened the protective scope of the 

POSH Act. It identifies three distinct phases in this evolution, namely statutory interpretation, purposive 

expansion, and constitutional consolidation, demonstrating how judicial reasoning has ensured that the 

legislation remains responsive to evolving patterns of employment and workplace governance. 

The paper contributes to existing scholarship by proposing a three-phase jurisprudential framework for 

understanding the constitutional evolution of POSH jurisprudence during its first decade. 

The paper further analyses emerging debates relating to virtual workplaces, inter-organisational jurisdiction, 

procedural fairness, and institutional accountability. It concludes that while judicial innovation has 

substantially strengthened the Act's implementation, sustained effectiveness requires legislative refinement, 

institutional capacity-building, and greater integration of constitutional values into workplace governance. 

The study contributes to the growing discourse on employment law by presenting a coherent analytical 

framework for understanding the first decade of POSH jurisprudence in India. 
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Highlights of the Study 

This study: 

• Proposes a three-phase jurisprudential framework for understanding the constitutional evolution of the 

POSH Act. 

• Dentifies three distinct phases in the judicial evolution of the POSH Act between 2013 and 2026;  

• Critically examines the constitutional expansion of the concepts of "aggrieved woman" and 

"workplace";  

• Analyses the implications of recent judicial pronouncements for employers, Internal Committees, and 

workplace governance;  

• Bridges doctrinal legal analysis with practical implementation challenges; and  

• Proposes legislative and institutional reforms for strengthening the effectiveness of the POSH 

framework. 

INTRODUCTION 

The life of the law has not been logic; it has been experience."- Oliver Wendell Holmes Jr. 

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

Act, 2013 (POSH Act) marked a defining moment in the evolution of workplace rights in India. More than a 

legislative response to sexual harassment, the Act reflected the constitutional commitment to ensuring equality, 

dignity, and a safe working environment for women. By codifying the principles formulated by the Supreme 

Court in Vishaka v. State of Rajasthan (1997), Parliament established a statutory framework that imposed 

affirmative obligations upon employers while recognising workplace safety as an essential component of 

fundamental rights guaranteed under Articles 14, 15, 19(1)(g), and 21 of the Constitution of India. 

The enactment of the POSH Act was shaped by the realities of the workplace that existed in 2013, where 

employment relationships were generally characterised by identifiable employers, fixed work locations, and 

conventional contractual arrangements. Over the last decade, however, the nature of work has undergone 

profound transformation. The emergence of contractual employment, outsourcing, consultancy services, 

internships, platform-based work, hybrid work models, digital communication, and cross-organisational 

professional engagements has fundamentally altered the way work places function. These developments have 

created legal questions that extend beyond the literal language of the statute and have required courts to 

determine whether the Act remains capable of addressing contemporary workplace realities. 

Judicial interpretation has emerged as the principal mechanism through which the POSH Act has adapted to 

these changes. Rather than confining the legislation to the circumstances that existed at the time of its 

enactment, the Supreme Court and various High Courts have increasingly adopted a purposive approach that 

seeks to advance the remedial object of the Act. In doing so, courts have progressively expanded the meaning 

of the expressions "aggrieved woman" and "workplace", recognising that the effectiveness of a beneficial 

social welfare statute depends upon its ability to respond to evolving forms of employment and professional 

interaction. 
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Although the implementation of the POSH Act has attracted considerable academic attention, much of the 

existing scholarship focuses on organisational compliance, institutional mechanisms, or individual judicial 

decisions. Comparatively little attention has been devoted to examining how judicial interpretation has 

systematically transformed the two foundational concepts that determine the scope of the Act itself. The 

absence of such an integrated analysis represents an important gap in the literature, particularly in light of 

significant judicial developments during the last decade. 

This paper addresses that gap by proposing that the judicial development of the POSH Act may be understood 

through three distinct phases. The first phase concentrated on establishing the statutory framework 

immediately following the enactment of the legislation. The second phase witnessed purposive judicial 

interpretation that expanded statutory protection in response to changing employment relationships. The third 

and most recent phase reflects a constitutional consolidation of POSH jurisprudence, in which courts have 

increasingly interpreted the Act as an instrument for protecting workplace dignity rather than merely 

regulating employment relationships. This analytical framework provides a coherent explanation of the 

trajectory of judicial reasoning over the first decade of the Act. 

Adopting a doctrinal methodology, this study analyses landmark decisions delivered by the Supreme Court 

and various High Courts between 2013 and 2026, together with relevant statutory provisions, government 

reports, and contemporary legal scholarship. The paper argues that the evolution of the concepts of "aggrieved 

woman" and "workplace" demonstrates how purposive judicial interpretation has enabled the POSH Act to 

remain an effective instrument of constitutional governance despite the rapid transformation of modern 

workplaces. At the same time, it contends that continued reliance upon judicial innovation underscores the 

need for legislative clarification to ensure consistency, institutional certainty, and effective implementation in 

the years ahead. 

This chapter establishes the constitutional and statutory foundation of the study, identifies the existing research 

gap, and presents the central thesis that judicial interpretation has transformed the POSH Act from a statutory 

compliance framework into a dynamic instrument of workplace governance guided by constitutional values. 

REVIEW OF LITERATURE 

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

Act, 2013 (POSH Act) has generated a substantial body of legal scholarship examining workplace sexual 

harassment from constitutional, employment law, gender justice, and organisational governance perspectives. 

Much of the existing literature has analysed the legislative framework established under the Act, its 

implementation within organisations, the functioning of Internal Committees (ICs), and the continuing 

influence of the Supreme Court's landmark decision in Vishaka v. State of Rajasthan. While these studies have 

significantly enriched the understanding of workplace harassment law in India, comparatively limited 

attention has been devoted to the evolving judicial interpretation of the Act's foundational statutory concepts, 

particularly the expressions "aggrieved woman" under Section 2(a) and "workplace" under Section 2(o). 

Early scholarship following the enactment of the POSH Act primarily focused on its legislative architecture 

and its relationship with the Vishaka Guidelines. Legal commentators generally viewed the Act as a statutory 

codification of the constitutional principles articulated by the Supreme Court in Vishaka, emphasising its role 

in translating judicial directives into a comprehensive legislative framework. These studies examined 

employer obligations, constitution of Internal Committees, complaint procedures, confidentiality 

requirements, and the preventive responsibilities imposed upon organisations. The predominant concern 

during this period was the effective institutional implementation of the newly enacted legislation rather than 

the evolution of its substantive jurisprudence. 
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A second stream of scholarship has examined workplace sexual harassment through the broader lens of 

constitutional law and gender justice. Researchers have consistently argued that sexual harassment constitutes 

a violation of fundamental rights guaranteed under Articles 14, 15, 19(1)(g), and 21 of the Constitution of 

India. Drawing upon constitutional morality and substantive equality, these studies have highlighted the 

judiciary's role in recognising workplace dignity as an essential component of the right to life and equal 

participation in professional employment. The constitutional foundations established in Vishaka continue to 

influence subsequent academic discussions concerning equality, non-discrimination, and the positive 

obligations of the State and employers to provide safe workplaces. 

Another important body of literature has emerged from employment law and human resource management. 

Scholars in these disciplines have largely concentrated on organisational compliance with the POSH Act, 

examining the effectiveness of Internal Committees, employer awareness programmes, workplace culture, 

grievance redressal mechanisms, and leadership accountability. These studies have significantly contributed 

to understanding the practical challenges associated with implementation, including inadequate awareness, 

procedural inconsistencies, delayed inquiries, concerns relating to confidentiality, and the varying quality of 

institutional responses across public and private organisations. More recent research has also explored the 

integration of POSH compliance with corporate governance, diversity and inclusion initiatives, employee 

well-being, and Environmental, Social and Governance (ESG) frameworks. 

International scholarship has similarly influenced the discourse on workplace harassment law. Comparative 

studies examining legislation in jurisdictions such as the United Kingdom, Australia, Canada, South Africa, 

and the European Union increasingly emphasise functional workplace relationships rather than rigid 

contractual classifications. International Labour Organization (ILO) Convention No. 190 concerning Violence 

and Harassment in the World of Work has further broadened the understanding of workplace harassment by 

recognising that harassment may occur during work-related travel, training programmes, employer-sponsored 

events, digital communications, and other employment-related interactions extending beyond conventional 

office premises. Although India has not ratified Convention No. 190, its principles have informed 

contemporary debates concerning hybrid workplaces, platform-based employment, and digital work 

environments. 

Recent academic literature has also begun addressing emerging issues arising from technological 

transformation of workplaces. Hybrid work arrangements, remote employment, digital communication 

platforms, artificial intelligence, electronic evidence, virtual meetings, and cross-organisational collaborations 

have generated new challenges for the interpretation and implementation of workplace harassment legislation. 

Scholars have increasingly questioned whether statutory definitions drafted in 2013 adequately accommodate 

contemporary employment structures. Nevertheless, these discussions remain largely policy-oriented and 

comparatively few studies have undertaken a systematic doctrinal analysis of the judiciary's response to these 

changing workplace realities. 

Despite the considerable volume of scholarship on the POSH Act, an important gap remains. Existing studies 

generally examine either organisational compliance, constitutional principles, gender justice, or individual 

judicial decisions in isolation. Few researchers have attempted to analyse how judicial interpretation has 

progressively transformed the statutory expressions "aggrieved woman" and "workplace" into dynamic 

constitutional concepts capable of responding to evolving employment relationships. Similarly, limited 

attention has been devoted to identifying broader jurisprudential patterns underlying the development of 

POSH case law during the first decade of the Act. 

The present study seeks to address this gap by adopting a qualitative doctrinal approach that examines 

landmark decisions of the Supreme Court and various High Courts between 2013 and 2026. Rather than 

analysing judgments individually, the paper identifies broader themes and proposes a three-phase 
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jurisprudential framework comprising Foundation (2013–2016), Expansion (2017–2022), and 

Constitutionalisation (2023–2026). It argues that judicial interpretation has progressively transformed the 

POSH Act from a statutory compliance framework into an evolving constitutional instrument for protecting 

workplace dignity, equality, and access to justice. By integrating constitutional analysis, employment law 

scholarship, and contemporary workplace governance within a single analytical framework, the study 

contributes a fresh perspective to the existing literature and provides a coherent explanation of the judicial 

evolution of the POSH Act during its first decade. 

RESEARCH METHODOLOGY 

A rigorous doctrinal study requires more than a compilation of judicial decisions; it requires a structured 

examination of how judicial reasoning evolves over time and reshapes the interpretation of statutory 

provisions. This chapter explains the research design adopted to analyse the evolving judicial interpretation 

of the expressions "aggrieved woman" and "workplace" under the POSH Act. 

This study adopts a qualitative doctrinal research methodology, an approach widely employed in legal 

scholarship for examining the interpretation and development of statutory law through judicial precedents. 

Since the principal objective of the paper is to analyse how Indian courts have interpreted the expressions 

"aggrieved woman" under Section 2(a) and "workplace" under Section 2(o) of the Sexual Harassment of 

Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013, doctrinal analysis provides the most 

appropriate framework for evaluating the evolution of legal principles. 

The study is based primarily on secondary sources, including the Constitution of India, the POSH Act, judicial 

pronouncements of the Supreme Court and various High Courts, government reports, parliamentary materials, 

reports of the National Commission for Women, scholarly articles published in peer-reviewed journals, and 

authoritative commentaries on employment law and workplace governance. Relevant international 

instruments, including the Convention on the Elimination of All Forms of Discrimination against Women 

(CEDAW) and the International Labour Organization's Convention No. 190 concerning Violence and 

Harassment in the World of Work, have also been considered to provide comparative context where 

appropriate. 

Rather than examining judicial decisions in isolation, the study adopts a thematic and evolutionary approach. 

Judicial pronouncements are analysed to identify emerging patterns of interpretation, shifts in judicial 

philosophy, and the influence of constitutional principles on statutory construction. The analysis is organised 

around three identifiable phases in the evolution of POSH jurisprudence: the establishment of the statutory 

framework, the expansion of the protective scope through purposive interpretation, and the constitutional 

consolidation of workplace dignity through progressive judicial reasoning. This analytical framework enables 

the study to move beyond descriptive case summaries and explain the broader jurisprudential trajectory that 

has shaped the first decade of the POSH Act. 

Existing scholarship has predominantly examined organisational compliance, institutional mechanisms and 

individual judicial decisions. However, relatively little attention has been devoted to analysing how judicial 

interpretation has systematically transformed the statutory concepts of "aggrieved woman" and "workplace" 

into constitutional doctrines capable of responding to evolving employment relationships. This study seeks to 

address that gap. 

Research Questions 

1. How has judicial interpretation expanded the meaning of "aggrieved woman" under the POSH Act?  

2. How has the concept of "workplace" evolved in response to changing employment structures?  

http://www.rsisinternational.org/


www.rsisinternational.org 
Page 1396 

   INTERNATIONAL JOURNAL OF LATEST TECHNOLOGY IN ENGINEERING,  

                                                                         MANAGEMENT & APPLIED SCIENCE (IJLTEMAS)  

ISSN 2278-2540 | DOI: 10.51583/IJLTEMAS | Volume XV, Issue VIII, August 2026 

  
 

3. What constitutional principles have influenced the evolution of POSH jurisprudence?  

4. Does the first decade of judicial interpretation reveal a coherent jurisprudential pattern?  

5. What reforms are necessary to strengthen the future implementation of the POSH Act? 

Research Objectives 

This study seeks: 

• to analyse judicial interpretation of Sections 2(a) and 2(o);  

• to examine the constitutional evolution of POSH jurisprudence;  

• to propose a three-phase analytical framework;  

• to evaluate practical implications for workplace governance;  

• to recommend legislative and institutional reforms. 

Research Design: This research adopts an explanatory doctrinal design aimed at examining how judicial 

interpretation has shaped the evolution of statutory concepts under the POSH Act through constitutional 

reasoning. 

Scope of the Study 

The study is confined to 

• Supreme Court decisions  

• High Court decisions  

• statutory interpretation  

• constitutional principles  

• secondary literature  

Between 2013 and 2026. 

LIMITATIONS 

The study is doctrinal. It does not include empirical interviews nor quantitative surveys. 

Scholarly Reflection 

Legal research concerning social welfare legislation should extend beyond identifying what courts have 

decided; it should also examine why judicial reasoning has evolved in a particular direction. The methodology 

adopted in this paper, therefore, treats judicial decisions not merely as precedents but as indicators of changing 

constitutional thought. By analysing patterns rather than isolated judgments, the study seeks to demonstrate 

that the development of POSH jurisprudence reflects a gradual shift from statutory interpretation towards 

constitutional governance. This perspective provides a more comprehensive understanding of the judiciary's 

role in adapting beneficial legislation to changing workplace realities. 
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Key Takeaways 

• The study adopts a qualitative doctrinal methodology.  

• Judicial precedents are analysed thematically rather than chronologically.  

• The research identifies three phases in the evolution of POSH jurisprudence.  

• Constitutional principles provide the analytical framework for interpreting statutory developments.  

Having outlined the methodological framework, the study now turns to the first of the two foundational 

concepts that determine the scope of the POSH Act. The following chapter examines how the judiciary has 

progressively expanded the meaning of the expression "aggrieved woman", transforming it from a statutory 

definition into a broader constitutional concept rooted in dignity, equality, and access to justice. 

Judicial Evolution of "Aggrieved Woman" 

"Beneficial legislation must be interpreted in a manner that advances its remedial purpose rather than defeats 

it through technical or restrictive construction." 

Chapter Overview: The expression "aggrieved woman" determines the personal scope of protection available 

under the POSH Act. This chapter examines how judicial interpretation has progressively expanded the 

statutory definition by moving beyond conventional employment relationships and adopting a purposive, 

constitutionally informed approach. It argues that the evolution of this concept reflects the judiciary's 

recognition that workplace vulnerability, rather than contractual status, should determine access to statutory 

protection. 

The effectiveness of any protective legislation depends fundamentally upon the breadth of the class it seeks 

to protect. Under the POSH Act, this responsibility is performed by the expression "aggrieved woman", 

defined in Section 2(a) as a woman, "of any age, whether employed or not," who alleges that she has been 

subjected to sexual harassment at a workplace. Although this definition appears broad on first reading, its 

practical application has required ongoing judicial interpretation in response to evolving employment 

structures and increasingly diverse forms of workplace engagement. 

Unlike traditional labour legislation, which generally links statutory rights to the existence of a formal 

employer-employee relationship, the POSH Act consciously departs from that model. The legislature 

employed the expression "whether employed or not", thereby recognising that workplace harassment may 

arise in circumstances where no contractual relationship exists. This legislative choice reflects the preventive 

and remedial character of the Act. The focus is not on the legal status of the complainant but on whether she 

has experienced sexual harassment arising out of or in connection with a workplace. 

The constitutional foundations of this interpretation can be traced to Vishaka v. State of Rajasthan, where the 

Supreme Court recognised sexual harassment as a violation of equality, dignity, and the freedom to practise a 

profession. Although the judgment preceded the enactment of the POSH Act, it established the normative 

framework within which subsequent judicial interpretation has developed. The Act therefore represents not 

merely a statutory mechanism for addressing workplace misconduct but also an instrument for enforcing 

constitutional guarantees under Articles 14, 15, 19(1)(g), and 21 of the Constitution. 

During the initial years following the enactment of the POSH Act, judicial interpretation remained largely 

confined to questions concerning the constitution of Internal Committees, procedural compliance, and 
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employer obligations. As employment relationships became increasingly diverse, however, courts were 

required to determine whether the legislation's protective scope extended beyond permanent employees to 

include contract workers, consultants, trainees, interns, volunteers, and women whose engagement with the 

workplace was temporary or indirect. 

The emerging judicial approach has consistently favoured a purposive interpretation. Courts have increasingly 

recognised that the remedial objective of the Act would be seriously undermined if statutory protection were 

confined to women holding formal contracts of employment. Such an interpretation would exclude precisely 

those categories of workers who often occupy the most vulnerable positions within contemporary workplaces. 

Consequently, judicial reasoning has progressively shifted from examining the parties' contractual relationship 

to evaluating the functional relationship between the complainant and the workplace. 

This evolution reached an important stage in Dr Sohail Malik v. Union of India, in which the Supreme Court 

adopted a purposive interpretation of the Act to address the jurisdiction of the Internal Committee. The Court 

recognised that procedural and organisational boundaries should not become barriers to effective redress under 

a beneficial social welfare statute. Although the principal issue before the Court concerned jurisdiction, the 

reasoning reinforces the broader principle that the Act must be interpreted to facilitate access to justice rather 

than to restrict it by technical considerations. This approach reflects a clear constitutional preference for 

substantive justice over procedural formalism. (A fuller discussion of this judgment follows in Chapter 5.) 

The expanding interpretation of "aggrieved woman" has important implications for various categories of 

workplace participants. Contract workers engaged through third-party agencies, consultants providing 

professional services, apprentices undergoing training, interns attached to educational institutions, temporary 

and casual workers, and domestic workers have increasingly been recognised as falling within the protective 

framework of the Act where the alleged conduct bears a sufficient nexus to the workplace. The underlying 

principle emerging from judicial reasoning is that vulnerability to workplace harassment does not depend upon 

the form of employment but upon the existence of a professional relationship capable of creating unequal 

power dynamics. 

The same reasoning extends to women visiting workplaces in connection with professional, educational, 

commercial, or official activities. Although such persons may not be employees in the traditional sense, their 

interaction with organisational structures exposes them to risks that the legislation seeks to prevent. A narrow 

interpretation based exclusively upon contractual status would therefore undermine the legislative purpose of 

ensuring safe workplaces for all women who enter them for legitimate professional reasons. 

Judicial interpretation over the past decade thus reveals a gradual but significant transition. The concept of 

"aggrieved woman" has evolved from a statutory definition concerned primarily with eligibility to a 

constitutional concept centred upon workplace dignity, equality, and effective access to justice. This 

transformation reflects a broader jurisprudential trend in Indian constitutional law, in which beneficial 

legislation is interpreted to advance substantive equality rather than merely preserve formal legal distinctions. 

Collectively, these decisions demonstrate a clear judicial shift from a literal interpretation of the POSH Act 

towards a purposive and constitutionally informed approach. Rather than treating "workplace" as a 

geographically confined concept, the courts increasingly recognised functional employment relationships and 

the overarching objective of preserving workplace dignity. This pattern characterises the Expansion Phase 

identified in the present study. 

Comparative Insight 

Several jurisdictions, including the United Kingdom under the Equality Act 2010 and Australia through the 

Sex Discrimination Act 1984, focus on the existence of a work-related relationship rather than a strict 
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contractual test when determining protection against workplace harassment. While the Indian POSH Act 

remains gender-specific, Indian courts have increasingly adopted a similarly functional approach by 

emphasising the connection between the complainant and the workplace rather than the legal form of 

employment. This convergence illustrates the growing influence of international workplace equality norms on 

domestic jurisprudence. 

Practice Insight 

For employers and Internal Committees, the expanding judicial interpretation of "aggrieved woman" requires 

a corresponding review of institutional policies. POSH policies should expressly acknowledge that statutory 

protection extends beyond permanent employees and should clearly define complaint mechanisms for 

consultants, interns, trainees, contract workers, and other individuals engaged with the organisation. Regular 

orientation programmes should reinforce this broader understanding to ensure that procedural safeguards 

remain consistent with evolving judicial expectations. 

Scholarly Reflection 

The judicial evolution of the expression "aggrieved woman" represents a significant shift in Indian 

employment jurisprudence. Courts have gradually replaced the traditional emphasis on contractual status with 

a broader recognition of workplace vulnerability and constitutional dignity. This transition has strengthened 

the remedial character of the POSH Act and aligned it more closely with Articles 14 and 21 of the Constitution. 

Nevertheless, reliance on judicial interpretation alone cannot indefinitely address emerging workplace 

realities. As new forms of employment continue to develop, legislative clarification of Section 2(a) would 

enhance legal certainty, facilitate consistent implementation, and reduce avoidable jurisdictional disputes. 

Key Takeaways 

• Section 2(a) deliberately adopts a broader protective approach by extending protection to women 

"whether employed or not."  

• Judicial interpretation has progressively moved from contractual status to functional workplace 

relationships.  

• Constitutional values of dignity, equality, and access to justice increasingly shape the interpretation of 

the expression "aggrieved woman."  

• Contemporary jurisprudence recognises workplace vulnerability rather than employment classification 

as the principal basis for statutory protection.  

If the concept of "aggrieved woman" determines who is entitled to protection under the POSH Act, the 

expression "workplace" determines where that protection operates. As employment increasingly extends 

beyond conventional office premises, the judicial interpretation of "workplace" has assumed equal 

significance in defining the contemporary reach of the Act. The next chapter examines how courts have 

responded to this evolving dimension of workplace governance. 

Judicial Evolution of the Concept of "Workplace" 

The law must evolve with the workplace if it is to continue protecting the dignity of those who work within 

it. 

The expression "workplace" under Section 2(o) of the POSH Act determines the spatial and 

functionalboundaries of statutory protection against workplace sexual harassment. While the legislature 
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adopted a relatively expansive definition in 2013, subsequent changes in employment structures, technological 

advancement, and organisational practices have required courts to interpret the provision in a manner 

consistent with contemporary workplace realities. This chapter examines the judicial evolution of the concept 

of "workplace", demonstrating how Indian courts have progressively shifted from a location-based 

understanding to a functional and constitutionally informed approach that prioritises the objective of 

protecting workplace dignity over rigid geographical limitations. 

Statutory Framework: A Deliberately Expansive Definition 

One of the distinguishing features of the POSH Act is that Parliament consciously refrained from confining 

the concept of a workplace to a conventional office or factory. Section 2(o) adopts an inclusive definition 

covering government departments, private establishments, hospitals, educational institutions, sports facilities, 

dwelling places employing domestic workers, employer-provided transportation, and any place visited by an 

employee during the course of employment. The use of the expression "includes", rather than "means", is 

significant. In statutory interpretation, an inclusive definition generally indicates legislative intent to broaden 

rather than restrict the scope of a provision. 

Unlike several earlier labour statutes that associated employment with a fixed physical establishment, the 

POSH Act recognises that professional responsibilities frequently extend beyond office premises. Official 

travel, training programmes, conferences, field assignments, client visits, employer-sponsored events, and 

transportation arranged by the employer all form part of the professional environment within which workplace 

relationships develop. Parliament therefore anticipated, at least in part, that workplace interactions could occur 

beyond traditional organisational boundaries. 

Nevertheless, the legislature could not have fully anticipated the transformation brought about by digital 

communication, hybrid work arrangements, platform-based employment, and cross-organisational 

collaboration. These developments have required courts to interpret the statutory language in a manner that 

preserves the remedial purpose of the Act while remaining faithful to its constitutional foundations. 

Footnote 1: Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013, § 

2(o). 

From Physical Premises to Functional Workplace 

The early implementation of the POSH Act naturally focused on conventional workplaces where employer-

employee relationships and organisational structures were clearly identifiable. Complaints typically arose 

within offices, factories, educational institutions, or government establishments. Consequently, early judicial 

attention centred more on the constitution of Internal Committees, employer obligations, and procedural 

compliance than on the geographical limits of the term "workplace." 

As employment patterns evolved, however, disputes increasingly involved incidents occurring outside the 

employer's premises but closely connected with professional responsibilities. Questions arose regarding sexual 

harassment during official travel, training programmes, conferences, employer-arranged accommodation, 

client locations, employer-provided transport, and off-site meetings. These situations required courts to 

determine whether the statutory protection extended beyond the physical office to locations where professional 

relationships continued to operate. 

Judicial interpretation gradually moved away from treating the workplace as merely a geographical location. 

Instead, courts increasingly examined the functional relationship between the alleged incident and the 

employment itself. Where the professional obligation created the occasion for interaction, the location of the 

incident became less significant than its connection with the workplace. This purposive approach reflects the 

http://www.rsisinternational.org/


www.rsisinternational.org 
Page 1401 

   INTERNATIONAL JOURNAL OF LATEST TECHNOLOGY IN ENGINEERING,  

                                                                         MANAGEMENT & APPLIED SCIENCE (IJLTEMAS)  

ISSN 2278-2540 | DOI: 10.51583/IJLTEMAS | Volume XV, Issue VIII, August 2026 

  
 

broader principle that beneficial legislation should be interpreted in a manner that advances its remedial 

objective rather than permitting technical distinctions to defeat statutory protection. 

The significance of this doctrinal shift lies in the fact that workplace harassment is rarely confined by physical 

boundaries. Modern employment frequently requires employees to travel, interact with clients, attend 

professional events, and collaborate across organisational and geographical boundaries. Restricting the 

definition of "workplace" to fixed premises would therefore undermine the protective purpose of the 

legislation by excluding many situations in which professional authority and workplace power dynamics 

continue to operate. 

Constitutional Interpretation and the Expanding Meaning of Workplace 

The judicial expansion of the concept of "workplace" is firmly rooted in constitutional jurisprudence rather 

than mere textual interpretation. Beginning with Vishaka v. State of Rajasthan, the Supreme Court recognised 

that sexual harassment constitutes a violation of Articles 14, 15, 19(1)(g), and 21 of the Constitution. These 

constitutional guarantees are not confined to specific physical locations; they protect the individual's right to 

equality, dignity, and professional freedom wherever employment-related activities legitimately occur. 

This constitutional perspective has profoundly influenced subsequent interpretation of the POSH Act. Rather 

than asking whether a particular location technically qualifies as a workplace, courts increasingly inquire 

whether the alleged conduct occurred within the context of a professional relationship created by employment. 

This shift reflects a broader transition from formal legal categorisation towards substantive protection of 

constitutional rights. 

The Supreme Court's recent decision in Dr Sohail Malik v. Union of India further illustrates this approach. 

Although the principal issue before the Court concerned the jurisdiction of the Internal Committee, the 

reasoning reinforces the proposition that procedural or organisational boundaries should not obstruct access 

to remedies under a beneficial social welfare statute. The judgment underscores the importance of interpreting 

the Act in a manner that advances its constitutional purpose rather than restricting it through technical or 

institutional limitations. 

Table 1 

Evolution of Judicial Interpretation of "Workplace" 

Judicial Phase Interpretation Practical Effect 

Statutory Physical workplace Office, factory, institution 

Purposive Functional workplace Official travel, transport, client sites 

Constitutional Dynamic workplace Hybrid work, virtual meetings, cross-organisational interaction 

Footnote 2: Vishaka v. State of Rajasthan (1997) 6 SCC 241 Supreme Court of India (Decided on August 

13, 1997) 

Footnote 3: Dr Sohail Malik v. Union of India & Anr., 2025 INSC 1415 (Civil Appeal No. 404 of 2024, 

decided on December 10, 2025)  

Comparative Insight 

International developments reflect a similar trajectory. The International Labour Organization's Convention  
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No. 190 recognises that violence and harassment may occur "in the course of, linked with or arising out of 

work," including during work-related travel, training, social activities, employer-provided accommodation, 

and digital communications. Although India has not ratified Convention No. 190, its principles reinforce the 

functional understanding of workplace relationships that is increasingly visible in Indian judicial 

interpretation. 

Footnote 4: International Labour Organization, Violence and Harassment Convention, 2019 (No. 190), 

Articles 3 and 4. 

Practice Insight 

The expanding judicial understanding of "workplace" requires organisations to reconsider the geographical 

assumptions underlying their POSH policies. Internal policies should expressly cover official travel, 

conferences, client locations, work-related social events, employer-provided transportation, virtual meetings, 

and digital communication platforms used for professional purposes. Organisations should also ensure that 

Internal Committee members receive periodic training on emerging judicial interpretations so that complaint 

mechanisms remain aligned with contemporary legal standards. 

Scholarly Reflection 

The evolution of the concept of "workplace" demonstrates that the effectiveness of social welfare legislation 

depends not upon the precision of statutory drafting alone but upon the willingness of courts to interpret 

legislation in light of changing social realities. Indian courts have progressively recognised that the workplace 

is no longer merely a physical location; it is a professional environment shaped by organisational authority, 

technological connectivity, and functional relationships. Nevertheless, continued reliance on judicial 

interpretation also exposes the limitations of a statutory framework enacted before the widespread adoption 

of hybrid work models and digital workplaces. Legislative clarification of Section 2(o), incorporating 

contemporary forms of employment and communication, would strengthen legal certainty while preserving 

the constitutional values that have guided judicial development. 

Key Takeaways 

• Section 2(o) adopts an inclusive definition that intentionally extends beyond conventional office 

premises.  

• Judicial interpretation has shifted from a location-based understanding to a functional workplace 

doctrine.  

• Constitutional principles of dignity and equality increasingly guide the interpretation of the workplace 

under the POSH Act.  

• Emerging forms of employment highlight the need for legislative clarification while preserving the 

Act's remedial purpose.  

The judicial expansion of the concepts of "aggrieved woman" and "workplace" did not occur through isolated 

decisions but through a gradual evolution of judicial philosophy over the first decade of the POSH Act. The 

next chapter traces this development by analysing the landmark decisions that collectively transformed POSH 

jurisprudence from a statutory compliance framework into an evolving constitutional doctrine of workplace 

dignity. 
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A Decade of Judicial Expansion (2013–2026): Mapping the Transformation of Posh Jurisprudence 

Judicial interpretation is not an exercise in rewriting legislation; it is an exercise in ensuring that legislation 

continues to serve the constitutional values it was enacted to protect. 

The first decade of the POSH Act has witnessed a remarkable evolution in judicial thinking. The 

transformation has not occurred through a single landmark judgment but through a series of decisions that 

have progressively broadened the scope of the Act while reinforcing its constitutional foundations. This 

chapter analyses that evolution through a thematic framework rather than a chronological catalogue of cases. 

It argues that POSH jurisprudence has developed through three identifiable phases—Foundation (2013–2016), 

Expansion (2017–2022), and Constitutionalisation (2023–2026)—each reflecting a distinct judicial 

philosophy. This framework explains how the judiciary has progressively transformed the Act from a statutory 

compliance mechanism into a constitutional instrument for protecting workplace dignity. 

A Framework for Understanding Judicial Evolution 

The development of POSH jurisprudence has generally been discussed through individual judgments. While 

this approach is useful for understanding specific legal propositions, it often fails to explain the broader 

trajectory of judicial reasoning. This study proposes that the evolution of the Act is better understood through 

three distinct jurisprudential phases, each characterised by a different interpretative approach and responding 

to changing workplace realities. 

Vishaka (1997) 

 

POSH Act (2013) 

 

Phase I – Foundation 

 

Phase II – Expansion 

 

Phase III - 

Constitutionalisation 

 

Future Legislative Reform 
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Table 1: Three Phases in the Judicial Evolution of the POSH Act 

Phase Period Judicial Philosophy Principal Contribution 

Phase I – Foundation 2013–

2016 

Statutory 

Interpretation 

Establishment of the statutory framework, Internal Committees, 

employer obligations and procedural compliance. 

Phase II – Expansion 2017–

2022 

Purposive 

Interpretation 

Liberal interpretation of "aggrieved woman" and "workplace"; 

extension of protection to evolving employment relationships. 

Phase III – 

Constitutionalisation 

2023–

2026 

Rights-Based 

Interpretation 

Integration of constitutional values, institutional accountability, 

functional workplace doctrine and broader access to justice. 

 

This framework does not suggest that judicial approaches changed abruptly at the end of each phase. Rather, 

it reflects the gradual evolution of judicial priorities as courts responded to new legal questions arising from 

changing workplace structures. 

Footnote 1: Vishaka v. State of Rajasthan (1997) 6 SCC 241 Supreme Court of India (Decided on August 

13, 1997) 

Footnote 2: Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013. 

Phase I (2013–2016): Establishing the Statutory Foundation 

The enactment of the POSH Act shifted workplace sexual harassment law from judicial guidelines to a 

statutory framework. During the initial years, judicial intervention was primarily concerned with ensuring 

compliance with the newly enacted legislation. Courts focused on whether employers had constituted Internal 

Committees, complied with statutory procedures, and implemented the preventive obligations imposed by the 

Act. 

Judicial reasoning during this phase remained closely aligned with the statutory text. The emphasis was on 

ensuring that employers discharged their legal responsibilities rather than expanding the substantive scope of 

the legislation. Courts recognised that the effectiveness of the Act depended upon institutional implementation, 

and therefore decisions during this period frequently addressed procedural deficiencies, defective constitution 

of Internal Committees, and failures to provide effective complaint mechanisms. 

Although interpretative expansion was limited during this phase, the judiciary consistently reaffirmed the 

constitutional principles articulated in Vishaka. The Act was treated not merely as an employment statute but 

as legislation intended to protect the dignity and equality of women in workplaces. This constitutional 

orientation laid the foundation for the broader purposive interpretation that emerged in later years. 

Phase II (2017–2022): Purposive Expansion 

The second phase marked a decisive shift in judicial philosophy. By this time, Indian workplaces had become 

increasingly diverse, with greater reliance on contractual employment, outsourcing, internships, consultancy 

arrangements and inter-organisational collaboration. These developments generated legal questions that could 

not always be answered through a literal reading of the statutory provisions. 

Courts increasingly adopted a purposive approach, recognising that the effectiveness of the POSH Act 

depended upon its ability to respond to changing workplace realities. The emphasis gradually shifted from the 
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formal structure of employment relationships to the functional relationship between the complainant, the 

respondent and the workplace. 

During this phase, the expressions "aggrieved woman" and "workplace" received broader interpretation, 

ensuring that statutory protection was not denied merely because employment arrangements differed from 

traditional models. Judicial reasoning reflected the established principle that beneficial legislation should 

receive liberal construction consistent with its remedial purpose. Consequently, the judiciary progressively 

rejected narrow interpretations that would have undermined the objective of ensuring safe workplaces. 

This purposive approach also strengthened employer accountability. Courts increasingly viewed failures to 

constitute properly functioning Internal Committees, maintain confidentiality, or conduct fair inquiries not as 

minor procedural lapses but as failures affecting the statutory rights of complainants and the integrity of the 

legislative framework. 

Comparative Insight 

A similar evolution can be observed in comparative jurisdictions. Courts in the United Kingdom and Australia 

have increasingly adopted functional approaches to workplace harassment, recognising that professional 

relationships frequently extend beyond traditional office premises. Although the statutory frameworks differ, 

the underlying judicial philosophy demonstrates a common movement towards interpreting workplace 

protections in light of contemporary employment practices rather than historical contractual models. 

Practice Insight 

For employers, the second phase of judicial evolution signalled a fundamental shift in compliance 

expectations. POSH compliance could no longer be viewed as the mere constitution of an Internal Committee 

or the adoption of a written policy. Judicial decisions increasingly required employers to demonstrate that 

institutional mechanisms were effective, impartial, accessible and consistent with the remedial purpose of the 

Act. This transition marked the beginning of workplace governance as an integral component of organisational 

compliance. 

Bridge to the Next Section 

If the second phase broadened the protective scope of the POSH Act through purposive interpretation, the 

third phase represents a more profound transformation. Judicial reasoning increasingly draws upon 

constitutional principles to interpret statutory provisions, signalling a shift from statutory compliance towards 

a broader conception of workplace dignity and institutional accountability. This constitutionalisation of POSH 

jurisprudence is examined in the next section through an analysis of recent landmark decisions. 

Phase III (2023–2026): Constitutionalisation of POSH Jurisprudence 

The third phase in the evolution of POSH jurisprudence reflects a significant shift in judicial philosophy. 

While earlier decisions primarily interpreted statutory provisions in light of their remedial purpose, recent 

judgments increasingly locate the POSH Act within the broader constitutional framework of equality, dignity, 

and access to justice. The emphasis has gradually shifted from ensuring procedural compliance towards 

protecting substantive constitutional rights. In this phase, the judiciary has recognised that the effectiveness 

of the POSH Act cannot be measured solely by institutional compliance but by its capacity to secure 

meaningful remedies for women facing workplace harassment. 

The most significant development during this phase is the Supreme Court's judgment in Dr. Sohail Malik v. 

Union of India (2025), which clarified the jurisdictional competence of the Internal Committee in cases 

involving respondents belonging to different organisations. Rejecting a narrow organisational interpretation, 
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the Court held that the Internal Committee at the complainant's workplace is competent to inquire into 

allegations even where the respondent is employed elsewhere, provided the alleged harassment bears a 

sufficient nexus with the complainant's workplace. This interpretation substantially strengthens access to 

justice by preventing organisational structures from becoming barriers to statutory remedies. 

The importance of the judgment lies not merely in its resolution of a jurisdictional dispute but in the judicial 

philosophy underlying its reasoning. The Court reaffirmed that the POSH Act is a beneficial social welfare 

legislation enacted to advance constitutional guarantees under Articles 14, 15, 19(1)(g), and 21. Consequently, 

statutory interpretation must facilitate, rather than impede, the effective enforcement of those guarantees. By 

prioritising substantive justice over procedural technicalities, the Court reinforced the constitutional character 

of the Act and reaffirmed that workplace dignity constitutes an integral component of the right to life and 

equality. 

Footnote 3: Dr. Sohail Malik v. Union of India & Anr., 2025 INSC 1415 (Civil Appeal No. 404 of 2024, 

decided on December 10, 2025)  

Footnote 4: Constitution of India, arts. 14, 15, 19(1)(g) & 21. 

This phase also reflects increased judicial scrutiny of employer accountability. Courts have emphasised that 

Internal Committees must not merely exist in form but must function independently, impartially, and in 

accordance with principles of natural justice. Deficiencies in committee composition, denial of reasonable 

opportunity to parties, non-speaking findings, or disregard of confidentiality obligations have increasingly 

attracted judicial intervention. The judiciary has thus reinforced that institutional credibility is central to the 

statutory objective of ensuring confidence in workplace grievance mechanisms. 

Procedural Fairness and Institutional Accountability 

An important feature of recent POSH jurisprudence is the careful balance maintained between survivor 

protection and procedural fairness. While recognising the remedial character of the legislation, courts have 

consistently held that inquiries conducted under the Act must conform to the principles of natural justice. The 

respondent is entitled to adequate notice, disclosure of relevant material, a reasonable opportunity to present 

evidence, and an impartial inquiry by a properly constituted Internal Committee. Equally, the complainant is 

entitled to a process that is sensitive, timely, confidential, and free from intimidation. 

This balanced approach reflects the judiciary's understanding that fairness strengthens, rather than weakens, 

the credibility of the POSH framework. An inquiry perceived as procedurally deficient risks undermining 

confidence in institutional mechanisms and exposing decisions to judicial review. Consequently, courts have 

increasingly viewed procedural fairness not as an obstacle to effective implementation but as an essential 

safeguard for maintaining the legitimacy of the statutory process. 

Employer accountability has similarly acquired greater significance. Judicial decisions increasingly recognise 

that compliance under the POSH Act extends beyond policy formulation and periodic awareness programmes. 

Organisations are expected to demonstrate institutional commitment through regular training, competent 

Internal Committees, prompt inquiries, confidentiality, and implementation of recommendations. This reflects 

a broader movement towards treating POSH compliance as an element of corporate governance and 

organisational accountability rather than a narrow human resource function. 

Jurisprudential Significance: From Compliance to Constitutional Governance 

The first decade of the POSH Act demonstrates that Indian courts have gradually transformed the legislation 

from a compliance-oriented statute into a constitutional instrument of workplace governance. Earlier judicial 
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interventions primarily focused on ensuring compliance with statutory requirements. Contemporary 

jurisprudence increasingly recognises that the Act protects values that lie at the heart of constitutional 

democracy, namely dignity, equality, non-discrimination, and meaningful participation in professional life. 

This transition has profound implications. The interpretation of the Act is no longer confined to textual analysis 

but increasingly reflects constitutional morality and the principle of substantive equality. Judicial reasoning 

acknowledges that workplace harassment is not merely an employment dispute but a violation of constitutional 

rights capable of excluding women from equal participation in economic and professional life. Accordingly, 

courts have interpreted statutory provisions in a manner that advances constitutional values while preserving 

procedural fairness. 

Viewed in this manner, the first decade of POSH jurisprudence exemplifies constitutional adjudication 

responding to social and organisational change. The judiciary has neither rewritten the legislation nor departed 

from its statutory framework. Rather, it has ensured that the Act can address evolving workplace realities while 

remaining faithful to its constitutional purpose. 

Table: Evolution of POSH Jurisprudence (2013–2026) 

JUDICIAL ISSUE EARLY POSITION CURRENT POSITION EMERGING DIRECTION 

Aggrieved Woman Employee-centric Functional relationship Constitutional protection 

Workplace Physical premises Functional workplace Digital ecosystem 

ICC Jurisdiction Organisational Cross-organisational Integrated institutional accountability 

Judicial Review Procedural Rights-based Governance-oriented 

Comparative Insight 

The constitutionalisation of workplace harassment law is not unique to India. Jurisdictions such as Canada 

and South Africa have similarly interpreted workplace equality legislation through constitutional guarantees 

of dignity and equality. However, the Indian experience is distinctive because the jurisprudential foundation 

was established by the Supreme Court in Vishaka even before the enactment of the statute. The POSH Act 

therefore represents an unusual example of legislation that codified an existing constitutional doctrine and 

continues to evolve through constitutional interpretation. 

Practice Insight 

Recent judicial developments require organisations to reconsider the manner in which POSH compliance is 

institutionalised. Internal Committees should receive specialised legal training, standard operating procedures 

should be periodically reviewed in light of judicial developments, and organisations should incorporate recent 

case law into policy revisions. Compliance should increasingly be viewed as an integral component of 

corporate governance, risk management, and organisational culture rather than as an isolated statutory 

obligation. 

Scholarly Reflection 

The first decade of the POSH Act illustrates a broader phenomenon within Indian constitutional law: the 

capacity of judicial interpretation to preserve the relevance of social welfare legislation amidst rapidly 
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changing social realities. The transition from statutory compliance to constitutional governance demonstrates 

that the judiciary has interpreted the Act as a living instrument capable of responding to contemporary 

workplace structures without departing from legislative intent. Nevertheless, continued dependence upon 

judicial innovation exposes an emerging challenge. As employment relationships become increasingly digital, 

decentralised, and transnational, the absence of legislative clarification may eventually produce uncertainty 

and inconsistent application. The next phase of reform should therefore come through Parliament, building 

upon judicial developments while providing greater certainty to employers, Internal Committees, and 

employees alike. 

Key Takeaways 

• The first decade of the POSH Act reflects three distinct phases of judicial evolution: Foundation, 

Expansion, and Constitutionalisation.  

• Recent jurisprudence increasingly interprets the Act through constitutional values of dignity, equality, 

and substantive justice.  

• Dr. Sohail Malik represents a watershed in reinforcing access to justice and institutional accountability.  

• Procedural fairness and survivor protection are complementary principles rather than competing 

objectives.  

• POSH compliance has evolved from statutory obligation to an integral element of workplace 

governance and corporate accountability.  

Having examined the judicial evolution of the POSH Act during its first decade, it becomes necessary to 

consider the challenges that lie ahead. Emerging forms of employment, digital workplaces, artificial 

intelligence, platform-based work, and increasing expectations of organisational accountability raise questions 

that the legislature did not expressly contemplate in 2013. The next chapter analyses these emerging judicial 

trends and contemporary debates, exploring how the future development of POSH jurisprudence may be 

shaped by technological, organisational, and constitutional change. 

Beyond the Statute: Emerging Judicial Trends and Contemporary Debates 

The continuing relevance of beneficial legislation depends not merely upon legislative drafting but upon its 

ability to respond to changing social realities through informed judicial interpretation. 

Chapter Overview 

The first decade of the POSH Act demonstrates that judicial interpretation has progressively expanded the 

statutory framework to address changing workplace realities. However, contemporary employment 

relationships continue to evolve at a pace that frequently exceeds legislative reform. Hybrid work 

arrangements, digital workplaces, artificial intelligence, platform-based employment, cross-border 

professional engagements and increasing expectations of corporate accountability have generated new legal 

questions that remain only partially addressed by existing jurisprudence. This chapter examines emerging 

judicial trends and contemporary debates and identifies the principal challenges likely to shape the future 

evolution of the POSH Act. 

The Emergence of the Hybrid and Digital Workplace 

Perhaps the most significant transformation in workplace governance during the last decade has been the 

transition from physical offices to hybrid and technology-enabled work environments. Remote working, 
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virtual meetings, collaborative digital platforms, employer-sponsored messaging applications, and cloud-

based workspaces have substantially altered the way professional relationships are established and maintained. 

The COVID-19 pandemic accelerated this transformation, demonstrating that professional interactions 

frequently occur without physical proximity. Consequently, incidents of workplace harassment may arise 

through video conferencing platforms, organisational communication systems, electronic correspondence or 

employer-sponsored social media groups. Although the POSH Act does not expressly refer to digital 

workplaces, the inclusive definition of "workplace" under Section 2(o), read together with purposive judicial 

interpretation, provides a foundation for extending statutory protection to such environments. 

Future judicial decisions are likely to recognise that the defining characteristic of a workplace is no longer its 

physical location but its functional connection with employment. Such an approach would remain consistent 

with the constitutional objective of protecting workplace dignity irrespective of the medium through which 

professional interaction occurs. 

Footnote 1: Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act, 2013, § 

2(o). 

Expanding Protection Beyond Traditional Employment 

The modern workplace increasingly comprises consultants, interns, gig workers, platform workers, 

freelancers, visiting professionals and independent service providers. While the POSH Act consciously adopts 

a broad definition of "aggrieved woman," the continued diversification of employment relationships presents 

new interpretative challenges. 

Judicial developments over the last decade indicate a gradual movement away from contractual classifications 

towards functional workplace relationships. Future courts are therefore likely to examine whether the alleged 

harassment arose from a professional relationship rather than whether the complainant satisfied conventional 

employment criteria. 

This approach reflects an important jurisprudential shift. Employment status is becoming progressively less 

significant than workplace vulnerability. Such reasoning strengthens the remedial character of the legislation 

while ensuring that emerging forms of work do not create unintended gaps in statutory protection. 

Artificial Intelligence, Digital Evidence and POSH Inquiries 

Technological advancement has introduced new complexities into workplace investigations. Electronic 

communications, instant messaging platforms, digital recordings, metadata, surveillance systems and artificial 

intelligence-assisted communication now constitute important forms of evidence in Internal Committee 

proceedings. Although the Indian Evidence Act does not directly govern proceedings before Internal 

Committees, principles relating to authenticity, reliability and procedural fairness increasingly influence 

judicial review of POSH inquiries. Future litigation is likely to address issues concerning the admissibility of 

electronic evidence, algorithmic bias, deep-fake technology and privacy concerns arising from digital 

investigations. Internal Committees will therefore require enhanced technological competence in addition to 

legal knowledge. Organisations may also need to develop standard operating procedures governing the 

preservation, authentication and evaluation of digital evidence. 

Procedural Fairness Versus Survivor-Centric Justice 

One of the most significant contemporary debates concerns the appropriate balance between survivor-centric 

approaches and procedural fairness. 
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Critics occasionally argue that excessive procedural requirements may discourage complainants or prolong 

inquiries. Conversely, others emphasise that fairness to all parties remains essential for maintaining confidence 

in institutional mechanisms. 

Recent judicial decisions suggest that Indian courts increasingly reject this perceived conflict. Rather than 

treating survivor protection and natural justice as competing principles, courts have emphasised that both 

objectives reinforce the credibility of the statutory framework. Fair procedures enhance the legitimacy of 

findings while simultaneously protecting the dignity and rights of complainants. 

The future development of POSH jurisprudence is therefore likely to continue balancing these complementary 

constitutional values rather than privileging one at the expense of the other. 

POSH Compliance as Corporate Governance 

A notable development during the past decade has been the gradual integration of POSH compliance into 

broader corporate governance frameworks. 

Organisations increasingly recognise that workplace harassment is not merely a human resources issue but a 

matter affecting organisational culture, enterprise risk management, environmental, social and governance 

(ESG) reporting, and corporate reputation. Judicial scrutiny of employer obligations has reinforced this 

understanding by emphasising institutional accountability rather than symbolic compliance. 

Future judicial interpretation is therefore expected to encourage organisations to view POSH compliance as 

an essential component of responsible corporate governance rather than a statutory formality. 

Emerging Legislative Questions 

Despite progressive judicial interpretation, several important issues remain inadequately addressed within the 

existing statutory framework. 

These include: 

• explicit recognition of hybrid and virtual workplaces;  

• jurisdiction involving multinational and cross-border employment relationships;  

• protection of gig and platform workers;  

• standardisation of Internal Committee procedures;  

• digital evidence management;  

• use of artificial intelligence during workplace investigations;  

• appellate mechanisms under the Act; and  

• greater clarity regarding inter-organisational complaints.  

While judicial interpretation has successfully addressed many practical difficulties, continued reliance upon 

courts may eventually produce divergent approaches among different High Courts. Legislative refinement 

would therefore strengthen certainty without undermining the progressive jurisprudence developed during the 

first decade of the Act. 
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Comparative Insight 

International developments increasingly support the functional approach adopted by Indian courts. The ILO 

Violence and Harassment Convention, 2019 (Convention No. 190) recognises that workplace harassment may 

occur during work-related travel, training, employer-sponsored events, digital communications and work-

related social activities. Similarly, jurisdictions such as Australia, Canada and the United Kingdom have 

progressively expanded workplace protections to accommodate changing employment structures. 

Although India's statutory framework differs in several respects, these developments indicate an emerging 

international consensus that workplace dignity cannot be confined within traditional organisational or 

geographical boundaries. 

Footnote 2: International Labour Organisation, Violence and Harassment Convention, 2019 (No. 190). 

Practice Insight 

The future effectiveness of the POSH Act will depend not only upon judicial interpretation but also upon 

organisational preparedness. Employers should periodically review POSH policies to incorporate 

developments in hybrid workplaces, digital communication, electronic evidence, third-party interactions, and 

evolving judicial precedents. Internal Committee members should receive continuing legal education, 

behavioural interviewing training and technological orientation to ensure that workplace investigations remain 

fair, efficient and legally sustainable. 

Scholarly Reflection 

The first decade of the POSH Act demonstrates that judicial interpretation has successfully preserved the 

legislation's relevance despite profound changes in workplace organisation. Nevertheless, constitutional 

adjudication cannot permanently substitute for legislative reform. As work becomes increasingly digital, 

decentralised and technology-driven, Parliament will eventually need to revisit the statutory framework to 

consolidate judicial developments and provide greater certainty for employers, employees and adjudicatory 

bodies. The future of POSH jurisprudence therefore lies not in replacing judicial innovation but in 

transforming it into durable legislative policy. 

Key Takeaways 

• Hybrid and digital workplaces represent the next frontier of POSH jurisprudence.  

• Workplace vulnerability increasingly outweighs contractual status in determining statutory protection.  

• Artificial intelligence and digital evidence will significantly influence future POSH inquiries.  

• Procedural fairness and survivor-centric justice should be viewed as complementary constitutional 

principles.  

• POSH compliance is evolving into an integral component of corporate governance and organisational 

accountability.  

• Legislative reform is desirable to consolidate the progressive judicial developments of the last decade.  

The judicial evolution examined in the preceding chapters demonstrates that the interpretation of the POSH 

Act has progressively expanded the scope of statutory protection while strengthening institutional 

accountability. These developments have significant implications for employers, Internal Committees, 
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educational institutions, policymakers and legal practitioners. The following chapter examines these practical 

implications and identifies measures necessary for translating judicial principles into effective workplace 

governance. 

 

Practical Implications for Workplace Governance: Lessons from a Decade of Posh Jurisprudence 

The true effectiveness of a legal framework lies not in the breadth of its statutory language but in the quality 

of its institutional implementation. 

Chapter Overview 

The judicial developments discussed in the preceding chapters have implications extending beyond legal 

interpretation. They influence organisational governance, institutional accountability, human resource 

management, compliance mechanisms, and workplace culture. As courts progressively expand the scope of 

the expressions "aggrieved woman" and "workplace", organisations must reassess their policies, complaint 

mechanisms, and governance structures to remain aligned with evolving judicial expectations. This chapter 

examines the practical implications of the first decade of POSH jurisprudence for employers, Internal 

Committees, educational institutions, policymakers, and regulators. 

Implications for Employers 

The first decade of judicial interpretation demonstrates that employer responsibility under the POSH Act 

extends well beyond statutory compliance. Courts have consistently emphasised that constituting an Internal 

Committee and adopting a written policy are only the starting points of compliance. Employers are expected 

to create a workplace culture that actively prevents sexual harassment, encourages reporting, protects 

confidentiality, and ensures impartial inquiry mechanisms. 

Recent judicial developments indicate that employers may increasingly be assessed on the effectiveness of 

their institutional response rather than the mere existence of formal compliance structures. Consequently, 

organisations should periodically review their POSH policies in light of evolving judicial precedents and 

ensure that they expressly cover contractual employees, consultants, interns, apprentices, trainees, gig 

workers, and women interacting with the organisation in professional capacities. Particular attention should 

also be given to hybrid work arrangements, digital communication platforms, work-related travel, and third-

party interactions, all of which are increasingly recognised as falling within the functional scope of the 

workplace. 

Strengthening the Role of Internal Committees 

The Internal Committee (IC) constitutes the cornerstone of the statutory framework established by the POSH 

Act. Judicial scrutiny during the past decade demonstrates that the legitimacy of the entire complaint 

mechanism depends upon the competence, independence, and procedural fairness of the Committee. 

Internal Committees should therefore function not merely as statutory bodies but as specialised institutional 

mechanisms capable of conducting legally sustainable inquiries. Members should receive regular training in 

principles of natural justice, appreciation of documentary and electronic evidence, behavioural interviewing 

techniques, confidentiality obligations, report writing, and recent judicial developments. Organisations should 

also establish standard operating procedures to ensure consistency in inquiry processes and reduce the 

likelihood of successful judicial challenges. 
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Viewed from a governance perspective, investment in the capacity of Internal Committees is an investment in 

institutional credibility. 

Implications for Human Resource Professionals 

The evolution of POSH jurisprudence has significantly expanded the responsibilities of HR professionals. 

Traditionally viewed as facilitators of administrative compliance, HR departments are now expected to 

contribute to the creation of safe, inclusive, and respectful workplaces. Judicial interpretation increasingly 

recognises workplace culture as a critical component of prevention. 

Accordingly, HR professionals should integrate POSH compliance with broader organisational initiatives 

relating to diversity, equity, inclusion, employee well-being, leadership development, and ethical governance. 

Regular awareness programmes should move beyond statutory obligations and encourage respectful 

workplace behaviour, bystander intervention, and early conflict resolution. HR leaders should also ensure that 

complaint mechanisms remain accessible, confidential, and responsive to emerging workplace realities. 

Educational Institutions and Universities 

Educational institutions occupy a distinctive position under the POSH Act because they simultaneously 

function as workplaces and learning environments. Faculty members, research scholars, administrative staff, 

contractual employees, interns, visiting professionals, and students frequently interact within complex 

institutional relationships characterised by varying degrees of authority and dependence. 

Universities should therefore periodically review their Internal Committee procedures to ensure that they 

reflect contemporary judicial developments. Orientation programmes should extend beyond legal compliance 

and emphasise dignity, mutual respect, and professional ethics. Institutions engaged in research and 

international collaborations should also develop protocols for addressing complaints arising from internships, 

fieldwork, exchange programmes, and digital academic interactions. 

Corporate Governance and Board Responsibility 

One of the most significant implications of recent judicial developments is the gradual integration of POSH 

compliance into corporate governance. Workplace harassment is no longer viewed solely as an employment 

issue but increasingly as a matter affecting organisational reputation, enterprise risk management, ethical 

leadership, and ESG performance. 

Boards of Directors should receive periodic reports concerning POSH implementation, training activities, 

inquiry outcomes (while preserving confidentiality), policy revisions, and emerging legal developments. 

Internal audit and governance committees may also consider including POSH compliance within broader 

organisational risk assessment frameworks. Such measures reinforce accountability while demonstrating 

institutional commitment to workplace dignity. 

Policy Insight: Implications for Government and Regulators 

Judicial developments during the first decade of the POSH Act indicate the need for greater regulatory 

guidance. The Ministry of Women and Child Development, State Governments, the National Commission for 

Women, the University Grants Commission, professional regulatory bodies, and industry associations should 

periodically issue updated implementation guidelines reflecting emerging judicial principles. 

Uniform model procedures for Internal Committees, specialised training modules, guidance on digital 

evidence, and clarification regarding hybrid workplaces would assist organisations in implementing the Act 

more consistently while reducing unnecessary litigation. 
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Comparative Insight 

Internationally, workplace harassment is increasingly regarded as an issue of organisational governance rather 

than individual misconduct alone. Corporate governance frameworks in jurisdictions such as Australia, 

Canada, and the United Kingdom increasingly integrate workplace culture, diversity, and psychological safety 

into board-level oversight. Although India's statutory framework remains distinctive, similar governance-

oriented developments are becoming evident through judicial interpretation of the POSH Act. 

Practice Insight 

Organisations should undertake an annual POSH Governance Review in addition to the statutory annual 

report. Such a review should evaluate policy effectiveness, awareness programmes, inquiry timelines, 

procedural fairness, digital workplace risks, and implementation of judicial developments. This governance-

oriented approach would significantly strengthen organisational preparedness while reducing legal and 

reputational risks. 

Scholarly Reflection 

The practical significance of POSH jurisprudence lies in its gradual transformation of workplace governance. 

Judicial interpretation has expanded the responsibilities of employers beyond procedural compliance, 

emphasising institutional accountability, workplace culture, and constitutional values. The future effectiveness 

of the Act will depend not only upon continued judicial innovation but also upon the willingness of 

organisations to internalise these principles within everyday governance practices. In this sense, the POSH 

Act increasingly functions as an instrument of organisational ethics as much as a legal framework for dispute 

resolution. 

Key Takeaways 

• Employer responsibility extends beyond statutory compliance to institutional accountability.  

• Internal Committees should function as professionally trained, quasi-adjudicatory bodies.  

• HR professionals play a central role in embedding respectful workplace culture.  

• Universities require specialised POSH governance because of their unique institutional structures.  

• POSH compliance is increasingly becoming an element of corporate governance and ESG oversight.  

• Regulatory guidance should evolve alongside judicial developments to promote consistent 

implementation.  

While judicial interpretation has substantially strengthened the implementation of the POSH Act, several 

interpretative and institutional challenges continue to persist. The next chapter proposes legislative, regulatory, 

and organisational reforms to consolidate the gains achieved through judicial interpretation and to prepare the 

statutory framework for emerging workplace realities. 

Recommendations for Legislative and Institutional Reform: Strengthening the Future of the Posh 

Framework 

Judicial innovation has sustained the relevance of the POSH Act during its first decade; the next stage of its 

evolution must be guided by thoughtful legislative and institutional reform. 
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The preceding chapters demonstrate that judicial interpretation has substantially expanded the protective scope 

of the POSH Act by adopting purposive and constitutionally informed approaches to the concepts of 

"aggrieved woman" and "workplace." Nevertheless, continued dependence upon judicial interpretation cannot 

permanently substitute for legislative clarity. Contemporary employment relationships increasingly involve 

hybrid workplaces, digital communication, platform-based work, multinational organisations and complex 

institutional arrangements that were not fully contemplated when the legislation was enacted in 2013. This 

chapter proposes legislative, judicial, institutional and corporate governance reforms intended to consolidate 

the gains achieved through judicial interpretation while preparing the statutory framework for future 

workplace realities. 

Legislative Reforms 

Revisiting the Definition of "Aggrieved Woman" 

Although Section 2(a) consciously adopts a broad formulation by extending protection to a woman "whether 

employed or not", judicial interpretation has progressively expanded its practical scope to include consultants, 

interns, apprentices, contract workers and other categories of workplace participants. 

Rather than requiring courts to repeatedly resolve questions concerning statutory coverage, Parliament should 

consider amending the provision to expressly recognise contemporary employment relationships. Illustrative 

inclusion of gig workers, platform workers, volunteers, visiting professionals, research scholars, fellows and 

trainees would significantly reduce interpretative uncertainty while reinforcing the remedial purpose of the 

legislation. 

Such clarification would not alter the philosophy of the Act; rather, it would codify the direction in which 

judicial interpretation has already evolved. 

Expanding the Statutory Definition of "Workplace - Section 2(o) represented a progressive legislative 

innovation in 2013. However, the emergence of hybrid work, remote  

Work, virtual meetings and employer-sponsored digital platforms have fundamentally altered the meaning of 

the workplace. 

Legislative amendment should therefore expressly include: 

• hybrid workplaces;  

• virtual work environments;  

• employer-authorised digital communication platforms;  

• work-from-home arrangements undertaken in the course of employment;  

• artificial intelligence-assisted workspaces;  

• cross-border virtual collaborations.  

Such amendments would consolidate the purposive interpretation already adopted by Indian courts while 

providing greater certainty to employers and Internal Committees. 

Statutory Recognition of Digital Evidence 

The Act presently contains limited guidance concerning electronic evidence. 
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Future amendments should provide broad principles governing: 

• preservation of electronic records;  

• admissibility of digital communications;  

• authenticity of electronic evidence;  

• privacy safeguards;  

• artificial intelligence-generated evidence;  

• deep-fake technology.  

Given the increasing reliance upon digital communication in workplaces, statutory clarification would 

substantially improve procedural consistency. 

Judicial and Regulatory Reforms 

Judicial interpretation has successfully addressed many statutory ambiguities. Nevertheless, divergent 

approaches among High Courts may gradually create uncertainty unless supported by authoritative guidance. 

The Supreme Court may, in an appropriate case, consider laying down comprehensive principles concerning: 

• jurisdiction of Internal Committees;  

• hybrid workplace complaints;  

• inter-organisational complaints;  

• procedural fairness;  

• confidentiality;  

• digital investigations.  

Similarly, the Ministry of Women and Child Development may periodically issue updated implementation 

guidelines reflecting recent judicial developments. 

The National Commission for Women, the University Grants Commission, professional councils and industry 

regulators should also publish sector-specific guidance to promote greater consistency in implementation. 

Institutional Reforms 

The effectiveness of the POSH Act ultimately depends upon institutional capacity. 

Accordingly, the following reforms deserve consideration. 

Standardised Training 

Mandatory certification programmes for Internal Committee members should be introduced. 

Training should include: 
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• legal principles;  

• natural justice;  

• interviewing techniques;  

• digital evidence;  

• report writing;  

• trauma-informed inquiry;  

• recent judicial developments.  

Standard Operating Procedures 

Model inquiry procedures issued by the Central Government would reduce procedural inconsistencies across 

organisations. 

These procedures should preserve flexibility while ensuring minimum standards of fairness. 

Digital Complaint Management 

Secure digital complaint management systems should be encouraged to improve: 

• confidentiality;  

• documentation;  

• case monitoring;  

• institutional transparency. 

Corporate Governance Reforms  

One of the most significant developments during the first decade of the POSH Act has been the gradual 

transformation of workplace harassment from a compliance issue into a governance issue. 

Accordingly, organisations should consider: 

• annual POSH governance audits;  

• Board-level review of POSH compliance;  

• integration with ESG reporting;  

• independent review of Internal Committee functioning;  

• periodic policy benchmarking against judicial developments.  

These measures would encourage organisations to view workplace dignity as an element of ethical governance 

rather than merely statutory compliance. 
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Policy Insight 

The evolution of POSH jurisprudence illustrates that Parliament and the judiciary have functioned as 

complementary institutions. 

During the first decade, judicial interpretation ensured that the legislation remained responsive to changing 

workplace realities. 

The second decade should now witness legislative consolidation. 

Such an approach would: 

• improve certainty;  

• reduce litigation;  

• strengthen institutional implementation;  

• preserve constitutional values;  

• support organisational governance.  

Comparative Insight 

Several jurisdictions periodically revise workplace harassment legislation to reflect technological and 

organisational developments. 

For example, Australia has strengthened positive employer obligations through amendments to workplace 

equality legislation, while Canada has integrated workplace violence and harassment into occupational health 

and safety frameworks. Although India's constitutional framework differs, these developments demonstrate 

the importance of continuous legislative adaptation rather than exclusive reliance upon judicial interpretation. 

Practice Insight: Employers need not wait for legislative reform. Many of the recommendations proposed in 

this chapter can already be implemented through internal policy revision. 

Forward-looking organisations should voluntarily: 

• expand policy definitions;  

• strengthen Internal Committee capacity;  

• incorporate hybrid work guidance;  

• establish digital evidence protocols;  

• periodically review judicial developments.  

Such proactive governance will reduce organisational risk while strengthening workplace trust. 

Scholarly Reflection 

The first decade of the POSH Act demonstrates that judicial interpretation has effectively preserved the vitality 

of beneficial legislation. Nevertheless, the continued expansion of workplace relationships through 

technology, globalisation and organisational innovation presents challenges that cannot be addressed 
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indefinitely through case-by-case adjudication. The next stage of reform should therefore emerge through 

legislative refinement informed by judicial experience. Such an approach would preserve the constitutional 

values articulated in Vishaka while equipping the POSH framework to respond confidently to the workplaces 

of the future. 

Key Takeaways 

• Judicial developments should now be consolidated through legislative reform.  

• Sections 2(a) and 2(o) deserve reconsideration in light of contemporary employment relationships.  

• Institutional capacity building is essential for sustaining public confidence in the POSH framework.  

• Corporate governance should increasingly integrate workplace dignity within ESG and organisational 

ethics.  

• Future reforms should build upon judicial innovation rather than replace it.  

The recommendations proposed in this chapter seek to strengthen the future development of the POSH Act 

while preserving its constitutional foundations. The concluding chapter synthesises the principal findings of 

the study, evaluates its contribution to legal scholarship, and reflects upon the continuing evolution of 

workplace dignity in India through the combined efforts of Parliament, the judiciary and workplace 

institutions. 

Conclusion and Future Outlook: the Constitutional Journey of Workplace Dignity 

"The enduring strength of a social welfare statute lies not merely in its text, but in its ability to evolve through 

constitutional interpretation while remaining faithful to its legislative purpose." 

The first decade of the POSH Act has witnessed a remarkable transformation in Indian workplace 

jurisprudence. Through purposive and constitutionally informed interpretation, the judiciary has progressively 

expanded the scope of statutory protection while ensuring that the legislation remains responsive to changing 

workplace realities. This concluding chapter synthesises the principal findings of the study, identifies its 

contribution to legal scholarship, acknowledges its limitations, proposes future directions for research, and 

reflects upon the continuing evolution of workplace dignity in India. 

CONCLUSION 

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

Act, 2013 represented Parliament's response to the constitutional mandate articulated by the Supreme Court 

in Vishaka v. State of Rajasthan. Although the legislation established a comprehensive statutory framework 

for the prevention and redressal of workplace sexual harassment, the changing nature of employment 

relationships over the past decade has required continuous judicial interpretation to preserve its effectiveness. 

This study demonstrates that the expressions "aggrieved woman" and "workplace", which initially appeared 

as statutory definitions, have undergone significant jurisprudential development through constitutional 

interpretation. Indian courts have consistently adopted a purposive approach, recognising that beneficial 

legislation intended to secure equality and dignity must be interpreted in a manner that advances, rather than 

restricts, access to justice. The gradual expansion of these concepts reflects judicial recognition that workplace 

harassment cannot be effectively addressed through rigid contractual or geographical limitations. 
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The analysis undertaken in this paper further demonstrates that POSH jurisprudence has evolved through three 

identifiable phases. The Foundation Phase (2013–2016) focused primarily on establishing institutional 

mechanisms and ensuring statutory compliance. The Expansion Phase (2017–2022) witnessed purposive 

interpretation extending protection to increasingly diverse employment relationships. The 

Constitutionalisation Phase (2023–2026) reflects a broader judicial movement towards interpreting the Act as 

an instrument for securing constitutional values of dignity, equality, non-discrimination and meaningful access 

to justice. This three-phase framework offers a coherent explanation of the judicial evolution of the Act during 

its first decade and provides an analytical foundation for future scholarship. 

The study therefore concludes that the first decade of the POSH Act should not be understood merely as a 

period of statutory implementation. Rather, it represents the gradual emergence of a constitutional 

jurisprudence of workplace dignity in which judicial interpretation has enabled the legislation to remain 

responsive to changing organisational, technological and social realities. 

Footnote 1: Vishaka v. State of Rajasthan, (1997) 6 SCC 241. 

Principal Findings of the Study 

The principal findings emerging from this research are summarised below. 

ISSUE EXAMINED PRINCIPAL FINDING 

 Definiti of "Aggrieved 

Woman" 

Judicial interpretation has expanded protection beyond traditional employer-

employee relationships, emphasising workplace vulnerability over contractual 

status. 

 Definition of 

"Workplace" 

Courts increasingly adopt a functional interpretation that extends beyond physical 

premises to employment-related environments and professional interactions. 

Judicial Philosophy Indian courts have progressively moved from literal interpretation to purposive and 

constitutionally informed interpretation. 

Internal Committee The IC has evolved from a statutory compliance mechanism towards an institution 

expected to observe fairness, independence and procedural legitimacy. 

Employer 

Responsibility 

Employer obligations increasingly extend beyond compliance towards 

organisational governance, prevention and workplace culture. 

Future Direction Legislative refinement is desirable to consolidate judicial developments and address 

emerging workplace realities, including hybrid work and digital environments. 

Contribution to Legal Scholarship 

This study makes five principal contributions to the existing literature on workplace harassment law in India. 

First, it proposes a three-phase jurisprudential framework—Foundation, Expansion and 

Constitutionalisation—for understanding the evolution of POSH jurisprudence during the first decade of the 

Act. While previous studies have examined individual judicial decisions, few have attempted to explain the 

broader trajectory of judicial reasoning through an integrated analytical model. 
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Second, the study demonstrates that judicial interpretation has transformed the statutory expressions 

"aggrieved woman" and "workplace" into constitutional concepts grounded in dignity, equality and 

substantive justice. This constitutional perspective provides a deeper understanding of the evolving scope of 

the Act. 

Third, the paper bridges doctrinal legal analysis with workplace governance by examining the practical 

implications of judicial developments for employers, Internal Committees, educational institutions and 

policymakers. In doing so, it integrates constitutional law, employment law and organisational governance 

within a unified analytical framework. 

Fourth, the study identifies emerging challenges relating to hybrid workplaces, digital communication, 

electronic evidence, platform work and organisational accountability, thereby extending the discussion beyond 

existing judicial precedents towards future legal developments. 

Finally, the paper proposes a structured roadmap for legislative, regulatory and institutional reform designed 

to strengthen the effectiveness of the POSH framework during its second decade. 

Limitations of the Study 

This study is primarily doctrinal in nature and relies upon statutory provisions, constitutional principles, 

judicial decisions and secondary legal literature. It does not include empirical investigation based on 

interviews with complainants, respondents, Internal Committee members, employers or judicial officers. 

Consequently, the paper focuses upon the development of legal principles rather than evaluating the practical 

effectiveness of their implementation within organisations. 

Furthermore, the study concentrates primarily on Indian jurisprudence while referring to comparative 

international developments only to provide contextual understanding. A comprehensive comparative analysis 

of workplace harassment laws across multiple jurisdictions falls beyond the scope of the present study. 

These limitations do not diminish the contribution of the paper but rather identify opportunities for future 

interdisciplinary research combining doctrinal analysis with empirical investigation. 

Future Research Agenda 

The rapid transformation of contemporary workplaces suggests several important directions for future 

research. 

Future scholarship may examine: 

• the application of the POSH Act within hybrid and fully virtual workplaces;  

• the legal implications of artificial intelligence, algorithmic decision-making and digital evidence in 

Internal Committee proceedings;  

• comparative analysis of workplace harassment laws across Asian jurisdictions;  

• the applicability of the POSH framework to gig workers, platform workers and other non-traditional 

employment relationships;  

• judicial review of Internal Committee decisions and the evolving standards of procedural fairness;  

• the relationship between POSH compliance, ESG governance and corporate accountability;  

• workplace dignity within multinational enterprises operating across diverse legal systems.  
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These areas present valuable opportunities for extending the constitutional and governance-oriented 

framework proposed in this study. 

Closing Reflection: The Second Decade of the POSH Act 

The first decade of the POSH Act demonstrates that legislation alone cannot anticipate the pace at which 

workplaces evolve. Technological innovation, globalisation, flexible employment relationships and changing 

organisational structures have repeatedly presented legal questions that were neither foreseeable nor expressly 

addressed when the legislation was enacted in 2013. The continuing effectiveness of the Act has therefore 

depended upon the capacity of the judiciary to interpret statutory provisions in harmony with constitutional 

principles rather than confining them within the literal boundaries of legislative drafting. The jurisprudential 

journey traced in this study illustrates that the expressions "aggrieved woman" and "workplace" have 

progressively evolved from statutory definitions into constitutional concepts embodying dignity, equality, 

substantive justice and meaningful access to safe workplaces. This transformation has not altered the 

legislative purpose of the Act; rather, it has enabled the legislation to fulfil that purpose amidst changing 

workplace realities. Nevertheless, judicial innovation should not become a permanent substitute for legislative 

action. The second decade of the POSH Act offers Parliament an opportunity to consolidate the principles 

developed through judicial interpretation, modernise the statutory framework and strengthen institutional 

implementation. Such reform would not only honour the constitutional vision first articulated in Vishaka but 

also prepare Indian workplace harassment law for emerging challenges associated with digital workplaces, 

artificial intelligence, platform-based employment and increasingly complex organisational structures. 

Ultimately, the evolution of the POSH Act is not merely the history of a statute. It is the continuing expression 

of India's constitutional commitment to ensuring that every woman can participate in professional life with 

dignity, equality, safety and respect. The future of the Act will depend on sustained collaboration among 

Parliament, the judiciary, employers, educational institutions, and civil society. If that collaboration continues, 

the second decade of the POSH Act may well become not merely an era of statutory compliance, but an era 

of mature workplace governance rooted in constitutional values. 

Author's Critical Reflection (Optional but Strongly Recommended) 

This study proceeds on the premise that the success of the POSH Act should not be measured solely by the 

number of complaints filed or inquiries completed. Its true measure lies in the extent to which it transforms 

organisational culture and reinforces the constitutional promise of dignity at work. The judiciary has played a 

pivotal role in ensuring that the Act remains responsive to evolving workplace realities. The challenge before 

policymakers, employers and institutions is now to convert these judicial principles into everyday 

organisational practice. The second decade of the POSH Act should therefore be viewed not simply as an 

opportunity for legal reform, but as an opportunity to deepen India's commitment to workplaces founded on 

equality, respect and human dignity.  
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