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Article Information Abstract
Keywords Sexual harassment is now recognized as a social problem.
Harassment There are many housemaids facing with the sexual
Residential Worker harassment problems at the work-place. Sexual harassment
Violence includes many types. Present research is aimed at finding out
Pakistani society the problems and to give solutions of sexual harassment
Social Issues faced by the housemaids. In this study, the data was

collected from 301 female workers. According to the
housemaids, the problems they face include their behavior
and being forced to do it. Findings suggest that a larger part
(67.3%) of provocation was verbal while 22.7% was
physical. The ratio of sexual jokes and taunts faced by the
housemaids at the workplace was alarming. To secure that’s
housemaids are not subjected to that problem, it is important
to create awareness and give punishment to criminals
according to the law.

Introduction

Workplace harassment is characterized by actions that diminish or instill fear in an individual
employee or a collective group of employees. Sexual harassment, a specific manifestation of gender
discrimination, is delineated by unwelcome verbal, visual, or physical behaviors of a sexual nature.
These actions are considered severe and pervasive, resulting in detrimental effects on working
conditions or the establishment of a hostile work environment, as defined by legal parameters. Such
behaviors, encompassing unwarranted advances, comments, or visual gestures, contribute to an
atmosphere where victims feel threatened or demeaned. The severity of sexual harassment lies in its
persistent nature, making it an enduring challenge for individuals subjected to such treatment. Legal
frameworks often emphasize the need for a workplace free from discrimination and intimidation,
underscoring the importance of addressing and preventing sexual harassment to ensure a conducive
and respectful professional environment. The recognition of these issues reflects an ongoing effort to
establish workplaces that priorities the well-being and dignity of every employee, irrespective of
gender, fostering a culture of inclusivity and mutual respect" (Eagly, Carli & Carli, 2007).

Working environment provocation is a generally new region of intrigue that has raised worry among
researchers, organizations, representatives, healthcare experts and government agencies around the
world. A great part of the exploration led on work environment badgering centers around lewd
behavior and segregation in light of listed grounds (i.e. race, age, sex, religion, and so on.) joined in
human rights legislation. Invalid source specified. Women are now seen as competitive jet pilots,
educators, customer service heads, company managers, executive leaders, and contributors in
banking, human resources, and the telecom sector. Women are making substantial contributions in
every sector, and men are no longer exclusively considered the primary breadwinners. Women in
families are now also providing financial support. Despite the increasing number of working women,
harassment remains a significant issue they face. Working women are often perceived as easy targets
by male colleagues. Many women in Pakistan leave their homes to earn money only in times of
extreme necessity, making them vulnerable to inappropriate comments, mockery, or, in extreme cases,
sexual harassment by colleagues and higher-ups.
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In today's professional landscape, the alarming prevalence of inappropriate behavior at work has
reached a critical point, demanding urgent intervention. An investigation has brought to light the
distressing fact that half of all women have encountered some form of abuse in the workplace, with an
even more concerning statistic emerging for younger professionals, where nearly two-thirds have
faced such misconduct. This pervasive issue necessitates a comprehensive effort to eradicate
inappropriate behavior and ensure a safe and respectful working environment for all. One of the
fundamental challenges lies in creating a reporting system that protects those who come forward,
shielding them from any form of exploitation or retaliation. The stark reality that the majority of
women, and a substantial proportion of younger female workers, have experienced harassment
underscores the pressing need for robust policies and preventive measures. Establishing a culture of
zero tolerance for inappropriate behavior, coupled with effective reporting mechanisms, is imperative
to dismantle the deeply entrenched patterns of workplace misconduct. This collective endeavour is
crucial not only for the well-being of individual employees but also for fostering a professional
environment that values diversity, inclusivity, and mutual respect. This incorporates being liable to
unwelcome sexual jokes (32%) or sexual remarks about their body or garments (28%). Almost one
out of five ladies has encountered undesirable lewd gestures, with one out of eight being touched
personally or kissed without wanting to. What's more, a long way from being an issue that is
decreasing, something that used to occur in the shops and workplaces of the 90s, more youthful ladies
are currently more prone to be subjected to lewd behavior. Frequently, this is because more youthful
ladies will probably be in low-paid, unreliable work. It is review that ladies without professional
stability feel less ready to make a move against a partner or business since they fear striking back.
Invalid source specified. The Ailes case told a great deal of media consideration; however, it was not
too exceptional. Despite the fact that the Bureau of Labor Statistics finds that 70% of managers give
lewd behaviour training and 98% of organisations have inappropriate behavior arrangements, the
number of lewd behavior claims recorded with the U.S. Equal Employment Opportunity Commission
(EEOC) is critical — there were 6,822 cases of inappropriate behavior in 2015. Furthermore, we keep
on hearing stories about lewd behavior in the scholarly community, in, science, and driving ladies out
of STEM. In the wake of conducting a subjective investigation of 31 ladies in dominatingly manly
enterprises, we additionally observed that lewd behavior keeps on being an issue for ladies. In spite of
the fact that our investigation concentrated on the impacts of engaging quality and not specifically on
inappropriate behavior, 75% of the ladies we met said they had been sexually harassed at work. They
referred to it as a cost to being alluring, and few talked up for themselves or others. To be sure, a 2015
study demonstrated that 71% of ladies don't report inappropriate behavior (Fitzgerald, 1993).

A Horrible Working environment is created by Sexual Harassment Which Can Make Employees
Dolorous, disagreeable, and Employees Feel Uncomfortable in Working places especially where they
have exposure to harassment. Due to harassment Meany diseases are born in people. Most people
become psychological patients and create Meany mental disease these diseases may be related to
physical health, such as Headaches, Sleep disturbance ,high blood pressure and one third of them are
involved in different deeds like smoking, drug addiction, alcoholism, and suicide (Nadia Aja Sep 18,
2017). Sexual Harassment is a horrible and emotional abuse which is especially victimized against
women. Harassment may be on different bases which will not be tolerated, such as age, Creed,
religion, color, sex/gender, genetic information, gender identity, affectional, habitual, Psychological,
Wrong socialization. Due to sexual harassment, create many diseases in the World like Hate Crime,
Prostitution, Sexual Orientation, threats, Stalking, gestures, name-calling, unacceptable jokes, etc.
According to Robbin (1996), "Sexism stands as the foundational oppression, the one that, unless we
eradicate it, will continue to give rise to the manifestations of racism, classism, animosity, ageism,
rivalry, environmental crises, and economic exploitation. No other distinctions among humans have a
similar potency in perpetuating oppressions, making women the true vanguard of progressive ideals."
Pakistan, as a developing nation, reflects a scenario where a substantial number of women are
engaged in domestic labor. It is estimated that approximately 70 percent of domestic workers in
Pakistan are female. Factors such as poverty, lack of education, and limited resources often propel
women into the realm of domestic services. The primary responsibilities undertaken by domestic
workers include cooking, laundry, cleaning, and childcare. The working hours for these obligations
are not determined now and then they do all day work under troublesome conditions. The female
residential hirelings, from one perspective, have heaps of work to do, while then again. They are
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denied their major rights. Numerous variables lead ladies to enter residential work. Ladies from poor
family units or burdened groups frequently have few work opportunities, and may confront separation
in light of sex, standing or class, race or ethnicity. Cleaning, cooking, and looking after youngsters
and the elderly is all around viewed as ladies. Intersectionality makes the situation more vulnerable
for the household's female and male workers.

Literature Review

Sexual and workplace harassment literature studies discusses and widely look about the behavior
about harassment issues among house maids all over the world but main focus of this study is
Pakistan in District Sialkot.

2.1 Household’s administrations of Pakistan

Household administrations are considered as low salary work with no esteem security or respect in
our general public. Pakistan is one of those creating nations where ladies in substantial numbers are
occupied with residential work. It is evaluated that in Pakistan around 70 for every penny of
household workers are female. They are denied of their major rights. The essential rights are adequate
wages characterized working hours restorative treatment and insurance against provocation. In
Pakistan there is no legitimate composed contract-based set of working responsibilities for household
work. The base settled pay for household laborers is Rs 11,000/ however the sum they are granted is
as high as Rs 7,000/ or as low as Rs 2,000/ every month. Besides, when the workers get leave for
some veritable reasons more often than not they are not given but rather when given their
compensations get deducted for the quantity of days they have been truant. Female residential workers
confront badgering for example physical, sexual, racial and in addition tormenting (Wagelndicator,
2018).

2.2 Inappropriate behavior and law

Inappropriate behavior and particular assurance under the law lewd behavior at the work environment
is a common and in addition a criminal offense. The Insurance against Provocation of Ladies at the
Work environment Act (2010) sets out a structure of common cures. Segment 509 of the Pakistan
Corrective Code following changes in 2009 characterizes inappropriate behavior in the working
environment as a crime. The law notwithstanding is obscure in numerous spots and fails to impress
anyone as far as the ambit of its insurance. Authoritative measures in Pakistan coordinated at the
counteractive action and tending to of inappropriate behavior at the work environment are without
question fundamental. In any case the equivocalness and specific insurance offered under the 2010
Demonstration debilitates a generally praiseworthy lawful administration. 2010 Act in its current
shape flops in such mannered must be revised in like manner (Bandial, 2014).

2.3 District level

Some unidentified individual showered corrosive on a housemaid in Pak Pura territory in the purview
of Common Lines Police headquarters in Sialkot, making extreme consume wounds her. Rescue
groups moved the casualty to healing center. Healing facility sources said that 90 percent assortment
of casualty has been influenced in the corrosive attack. Police have additionally achieved the clinic in
the wake of being educated. As indicated by SHO Shahid Gujar, police have propelled look activity to
capture the culprit. Victim Asima dad YakubMaseeh, a worker by calling, said that Rizwan, the man
he blamed Rizwan needed to wed his little girl yet she had denied as a result of their different
religions. He included that upon her refusal, the charged got anguished and threw corrosive on her
(Acid Thrown Over Housemaid in Sialkot, 2018).

Pakistan operates within a societal structure that heavily favors males, with women often relegated to
secondary citizenship (Ferdoos, 2005). Consequently, it is observable that women predominantly
confine themselves to their homes, and the purdah system further limits their interactions with
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unfamiliar males, making engagements with the male world seem like challenging and intimidating
experiences for women to navigate (Syed, Ali, and Winstanley, 2005). Numerous women have never
experienced being alone in locations such as banks, government offices, bookstores, or hospitals
(Ferdoos, 2005). The difficulty in engaging with male strangers is intricately connected to the purdah
system, which relies on the absence of concepts for mixed social interaction, emphasising the
perception of relationships between non-blood-related individuals (an-mahram) as primarily sexual
(Ferdoos, 2005).

Women's professional choices in Pakistan are constrained by societal and cultural limitations, inherent
gender bias in the job market, and the absence of supportive facilities like childcare and transportation
in the formal labor sector. Employers often harbor preconceived notions regarding women's primary
role as homemakers, leading to the undervaluation of women's labor (Syed et al., 2005). Gender
oppression results in the concentration of female labor in the secondary job market, characterised by
low-paying positions and limited opportunities for advancement.

The cultural significance of female modesty is particularly pronounced in Pakistan. Research by Syed
et al (2005) delved into the experiences of working women, examining Islamic female modesty,
including practices like head covering and segregation. While female modesty is valued in many
cultures, the study suggests that it is a distinct and robust element of Pakistani culture. Women face
emotional challenges when choosing to work in formal organizations, conflicting with moral values
and societal norms (Syed, 2008). The overall work environment in Pakistan proves to be demanding
and unsupportive for female employees (AASHA, 2002). Women often encounter inappropriate
behavior and harassment in public spaces, the workplace, and on the streets. Faced with societal
constraints or a hostile work environment, they may hesitate to seek employment. Those who do work
often find themselves having to contend for their rights with minimal support. The attitudes of their
male counterparts and management are typically unsupportive, discouraging women from exercising
their right to work and contribute to the economic development of society (AASHA, 2002). In such
circumstances, the issue of Sexual Harassment (SH) becomes significantly notable for examination
(Ali, 2008).

2.3 Religion

The institutional structure of Pakistan is significantly influenced by religion. The state religion of the
country is officially acknowledged as Islam, as stated in the constitution. The Objective Resolution,
which is regarded as Pakistan's founding document, introduced the 1956, 1962, and 1973 constitutions
(Patel, 1991). The Goal Resolution was incorporated into the Constitution in 1985, during President
General Zia-ul-Haq's Military Law Administration. It declares that people have the right to exert
sovereignty over the entire cosmos, but only to the extent that God has decreed (Patel, 1991). The
Federal Sharia Court has the jurisdiction to examine laws to determine whether they comply with
Islamic directives, either on its own initiative or in response to requests from the public or the
government.

Although not explicitly stated in the constitution or labor laws until 2010, Islamic sharia prohibits
Sexual Harassment; however, there is a lack of explicit provisions for enforcement (Ali, 2013). The
workplace in Pakistan often sees numerous women experiencing Sexual Harassment (AASHA, 2002).
Women venturing into entrepreneurship are also subjected to harassment, with societal blame unfairly
placed on them for the behavior they endure. Consequently, Sexual Harassment remains stigmatized,
creating significant barriers for women to openly report or discuss such incidents (Ferdoos, 2005).
Despite the prevalent occurrence of Sexual Harassment in Pakistan (AASHA, 2002), research on this
topic, particularly in the workplace context, is limited. A study by AASHA presents statistics on
Sexual Harassment, primarily among domestic workers. The report indicates that almost 80 percent of
working women, spanning both formal and informal sectors, face sexual harassment in their
workplaces (AASHA, 2002). Approximately 93 percent of female employees in the formal sector, in
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both private and public organizations, report encountering Sexual Harassment at work (AASHA,
2002). Victims endure both wage-related and hostile environment Sexual Harassment, including
pressure to leave from colleagues and employers, threats for refusing advances from superiors, and
exposure to sexually suggestive comments.

There would inevitably be certain limits even though it clarifies the perception of sexual harassment
in the workplace in Pakistan. First off, the outcomes of this study could not be very generalizable
because of the narrow and small sample size. Because of significant socio-cultural and demographic
differences, societal impacts in other regions of Pakistan, such as the Sialkot region, may differ from
those in Lahore, Punjab, where the research was done. Furthermore, it is possible that the sample
selected from the private sector does not accurately reflect the prevalence of sexual harassment in the
public sector. Further research is necessary on important issues like the disparity or comparison of
sexual harassment experiences across cultures and organizations, attitudes of Muslim women working
in various sectors, sexual harassment, and the perceptions of Muslim male employees in the
workplace. Other issues include awareness of one's rights and familiarity with the Protection against
Harassment of Women at the Workplace Act, 2010 (Ali, 2000).

2.4 Sexual Harassment

Sexual badgering is defined as behavior that is not preferred, not acknowledged, and that is carried
out without the recipient's consent. It can take the form of verbal, nonverbal, physical, or visual
interactions. The shared factor of models investigating this issue is that sexual badgering is a sign of
the power awkward nature amongst people. Not exclusively would men like to run the show, in any
case, they additionally take measures to legitimize their run. Young ladies and young men with
subordinate masculinities are as yet subject to sex-based badgering. Brandenburg trusts that
inappropriate behavior is firmly attached to sex-part states of mind and generalizations. Sexual
provocation is additionally frequently thought as transcendently or even solely experienced by ladies.
Socio-cultural clarifications of lewd behavior center on the male centric standards and generalizations
that present predominant status upon men. Pryor et al (1997) look into on theoretical situations or
circumstances that gave chances to sexual provocation if the man so picked, recommend that; "The
man who is probably going to start serious sexually bugging conduct has all the earmarks of being one
who stresses male social and sexual strength and who exhibits lack of care to the other individual
points of view." Paludi (1996) when examine lewd behavior with men finds that regularly men carry
on of extraordinary intensity and worry with sense of self or then again out of dread of losing their
situation of energy. Men would prefer not to seem frail or less manly according to other men, so they
take part in brazen and obtuse conduct of rating women’s bodies, squeezing ladies, making suggested
or unmistakable dangers, or keeping an eye on ladies. The greater part of the working ladies,
particularly in bring down positions, are regulated or overseen by men. This circumstance builds the
danger of inappropriate behavior by their male administrators. Lewd behavior is a type of sex
separation and one of the significant work related victimization ladies (Aman, 2016). Ladies
answering to a male 165 chiefs are more inclined to inappropriate behavior (Salman, 2017). Found in
their examination that ladies managed by men experienced more incessant sexual provocation than
ladies working under the supervision of ladies. Regina Cahan recognized five unique classes into
which lewd behavior in lodging generally falls: (1) injurious comments, (2) spontaneous sexual
conduct, (3) sales of sexual conduct by guarantee or honor, (4) intimidation of sexual movement by
danger or discipline, and (5) endless supply of sexual overtures. Lewd behavior incorporates
unwelcome lewd gestures, demands for sexual favors, and other verbal or physical provocation of a
sexual sort in the work environment or learning condition, as indicated by the Equal Employment
Opportunity Commission (EEOC).
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Research procedures and concepts used in the study

This chapter discusses and presents a detail overview on how the research was designed in order to
conclude the extent to which housemaids have awareness of workplace harassment issue in Pakistan.
This chapter deals with the methodology adopted for collection of quantitative data. For collecting
study data, a cross- sectional survey was conducted in which 150 residential housemaids aged 15 to
40 were interviewed through using interview schedule. This chapter is divided into three segments:

3.1 Universe of the Study

To conduct the research on harassment faced by residential housemaids the area which we have
selected was Sialkot, (Punjab Pakistan). Population was all the housemaids who are living on their
workplace permanently or for a specific time period.

3.2 Sampling Technique, Respondents Sample Size and Recruitment of Respondents
3.2.1 Sampling Technique

The data of present study collected from individual aged (13 to 18 years old) the rural adolescent girls
of four tehsil of District Kasur. Cluster sampling technique was used to choose ultimate sampling
units for analysis. When a population is distributed over a large geographic area, it might not be
possible to perform a simple random sampling of the entire population. In such cases, such a process
is appropriate. In this situation, it can make sense to separate the population into "clusters"
(sometimes based on geographic borders), select a random sample of a few clusters, and then measure
each unit inside each cluster.

Sampling frame includes all such housemaids who live on their workplace. Sample for residential
housemaid based research was all the maids who live for a week, month or even more than 1month,
including all such housemaids who are living at their workplace from their childhood, with all those
also who get salary or not.

Sampling size for collecting data for research was 150 and the tool which we have chased for
collecting data was questionnaire with closed ended questions including direct and indirect ways to
ask those questions. Questions were so simple and clear that maids who have some knowhow of
Urdu were easily answering our questionnaire themselves. Many of the questionnaires were filled by
our researchers according to the interviews done with maids because much of them can’t even able to
read Urdu.

Data was collected from all over the city Sialkot but Sialkot was divided firstly on the basis of rural
and urban areas. And also on the basis of lower middle and upper class families. As middle, upper
middle and upper can only afford housemaids who live with them permanently. In Rural areas
residential housemaids were seen mostly in houses of Chaudhry’s and in the houses of politicians who
are rich and can afford maids. In rural areas of Sialkot there are farmhouses of some urban residents
where maids are living permanently but mostly with their husbands or any other family member was
also living with them. Data was collected only from those maids who are living individually not those
with their any other family member.

In urban areas of Sialkot middle, upper middle and lower who have housemaids living with them
usually belongs to their ancestral areas or villages or were there any poor relative. Some housemaids
in Sialkot from which we have collected data were from Sargodha and its nearby areas. Who speaks
Punjabi in Seraiki ascent?

Questions asked in questionnaire were about aggression, sexual harassment workplace violence, and

discriminatory behavior which the residential housemaids usually faced. To be included in the search,
the paper had to be concerned with violence and discriminatory behaviors at workplace on housemaid
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In total 301 housemaids were located and included in the study. Some were directly asked about their
experiences that are willing to answer us. And some of them were indirectly asked by our research
group members. A third option was also there and that was the good opportunity provided to us by
some of our respondents that they helped us to tell us about other housemaids who are living
permanently at their workplace. Some of our respondents guided us to find such maids. So it was easy
for us to some extent to find and gather data from maids.

The areas of Sialkot from where data was collected were Kharotasyedan, Daluwali, Kotli Behram,
Kotli Lohara, Bharth, Sahowali, Machhikhokhar, Kutchery Road, Chitishaikhan, Wazirabad Road,
Kotlimarlan, model town, dheerasandha, Ugoki, Miani, Beerh, Kotkaram bakhsh, Railway Road,
Alomahar, Motra, Headmarala, Adalatgarh, Kashmir road, Cantt, Defence road, Mianapura,
Shahabpura, Neekapura, Haji pura, Rungpura, Tehsil bazar, Mohalla imam sahib.

The research technique used to collect data was multistage sampling which included maximum
variation purposive sampling and snow ball referencing.
Study Findings

This chapter deals with analysis of the data gathered to accomplish the present study, '93% of
Pakistani females encounter sexual savagery' Pakistan is among those nations where 70% ladies and
young ladies encounter physical or sexual viciousness in their lifetime by their private accomplices
and 93% ladies encounter some type of sexual brutality in broad daylight puts in their lifetime.
Understudies get together to end quietness on inappropriate behavior at grounds "The information
recorded by our association is only a glimpse of a larger problem. As indicated by him, keeping in
mind the end goal to avoid savagery against ladies and youngsters, the administration should act
strikingly and declare a crisis in the nation. "For us, consistently should be ladies' day," he
accentuated, saying that a wasteful social equity framework is the explanation behind various types of
savagery in Pakistan. Lewd behavior an intense the vast majority of the savage wrongdoings
submitted against ladies are entirely precluded by laws in Pakistan, for example, kid marriage, sexual
savagery, abusive behavior at home, karo-kari, abducting and provocation, said Awan, saying that
laws are in any case, not being executed and there is an absence of mindfulness on tending to the
dissensions through a legitimate channel.

The study is partitioned into four sections: sex inclination, incivility, improper sexual direct, and
general working environment atmosphere. Every one of the four territories are essential, so please
make an effort to remain as open as conceivable in giving your perspectives.

The examination's findings are categorized into two primary sections. The initial part presents the
discoveries from an organizational standpoint, incorporating results derived from the analysis of
policy documents and HR managers' perspectives on Inappropriate behavior. The second segment is
based on interviews conducted with private housemaids from the six organizations under study.
Regarding organizational approach analysis and managers' perspectives, all HR supervisors in our
sample asserted the presence of formal or informal Equal Employment Opportunity (EEO) policies,
encompassing provisions related to Sexual Harassment (SH). Despite organizations expressing
concern about SH in policy documents, the detailed examination revealed that five out of six
organizations in our sample lacked explicit policies to address SH. For instance, a telecommunications
organization (B) expressed its concern about SH in its code of practice, stating a commitment to zero
tolerance for degrading treatments, including mental or sexual harassment, or biased gestures.
Similarly, another organization (a service provider) declared in its human rights policy a commitment
to a harassment-free workplace. However, detailed analysis of policy documents indicated a lack of
explicit procedures outlining the handling of SH complaints and review systems. Consequently, the
organizational approach to SH appears more symbolic than substantive.

Further analysis suggested that managers faced challenges in identifying specific SH specifications
and procedures due to incomplete provisions on SH. This discrepancy was evident when managers'
perspectives contradicted the actual practices of the organizations. For instance, one HR manager
(male) commented on the SH issue, emphasizing the organization's strict stance and superior HR
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practices. However, instances where a female employee left her job due to harassment but was rehired
showcased a gap between organizational claims and actual awareness of such incidents. Interviews
with managers and policy document analysis collectively indicate that organizations often pay lip
service to Equal Employment Opportunity and SH, especially lacking explicit policies addressing SH.
Additionally, HR managers may lack professional knowledge, relying on personal biases and cultural
norms to shape their perspectives on SH.

Experier Experiencing the sexual ht school

100
80
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Sexual jokes and Rude or obscene Touching
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Table: 4.1 experiencing the sexual harassment in term of age

Explanation:

The table of the experiencing the sexual harassment in term of age explain the three categories of
sexual harassment f housemaids or ladies that faced the first category is to sexual jokes and taunts that
high ratio according to this research. Because in district level the mostly housemaids faced by jokes
and taunt that tag to the housemaids during work. The owner of the house or boss of that workplace
shows the wrong behavior with housemaids or working ladies. That another ratio of sexual
harassment of jokes and taunt due to the working environment in which the housemaids or working
ladies do work in it and faced that problem.
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Do you think sexual harassment happens in...?

All or most workplaces Only some or very few workplaces
Al I 7o I 12
Women 18-49 I |2 o2
Men 18-49 I I 30
wWomen 50+ NN P 35
Men 50+ I - e ap

Explanation:

This table shows sexual harassment in terms of workplaces. There are some workplaces where the
rate of harassment is more than any other workplaces. This table represents the opinions of male and
female house workers about harassment. In the opinions of female workers from age 18-49 years, thy
said that they face harassment on 78% of workplaces.

But as compared to them male workers viewed that they did not witness any such as activity and some
of them said that a little percentage of harassment exists.

Average age when victims were sexually assaulted

42.2%

37.4%

14.2%

before 18 18-24 25-34 over 35

Explanation:

This table shows graphical representation of female housemaids who witness harassment. Table
divides them according to their age. Before 18 years of age 42.2% maids experience sexual
harassment. From 18-24, 37.4% of female housemaids witness harassment. From 25-34, 14.2%
experience it. And the least percentage of experiencing the harassment was over 35 years of age. So
according to this graph the housemaids with more age experience less harassment as compared to 18
or belie 18 years.

Discussion

In our examination, we found that around 28% of the investigation subjects had encountered some
type of provocation, out of which 37% were less than 25 years old. This could be on the grounds that
the more youthful young ladies are more powerless and are unconscious about the activity
prerequisites, or it could be because of the dread of losing their activity or a threatening climate in
their work environment in the event that they gripe. This corresponds with an examination done in
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Denmark, where the occupations which were most exposed to the danger of physical brutality were
medical caretakers, followed by social insurance laborers and teachers.

Among the 48 (28.8%) ladies bugged, 22 (48.8%) uncovered that they had been annoyed inside a time
of joining their occupations. This ongoing provocation could be clarified by the way that when the
ladies join their new employments, they are uninformed of their entitlement to whine about badgering
and perplexed of losing their occupations. The reasons apparent by ladies as the reason for badgering
were them being more proficient in their employments (45.7%) than their male counterparts, trailed
by them being excellent (23.9%). This could be ascribed to the way that guys feel less secure about
their employments when their female partners are gorgeous or are more effective. This likewise
mirrors our male-dominated society where individuals still feel that guys are better than females be it,
even in the working environment. A larger part (67.3%) of provocation was verbal in way while
22.7% were physical. Comparative outcomes were found in an investigation done in Croatia among
school teachers.(7) Grumblings were held up in 52.2% of the cases; for the most part, by their higher
experts, of which just 8.3% were composed. Different investigations additionally substantiate these
findings. (8— 10) It was discovered that a move was made just in 15.2% of the cases, though 41.3% of
the protests were disregarded. The less composed objections clarify the aversion of the ladies to
grumble since the move was made in just a couple of cases, and it could likewise be on the grounds
that the ladies felt it would make a terrible working climate.

Conclusion

Our examination gives an understanding into the profundity of the work environment provocation
among ladies, which is on the rise in light of the expansion in the number of working ladies.
Provocation is a significant issue that must be addressed by the administration so as to ensure a safe
workplace for ladies. In perspective of the above discoveries, the examination advances the
accompanying conclusions and proposals for the thought for counteractive action and redressed of
inappropriate behavior of ladies at workplace. Women are entering the workforce in remarkable
numbers over time. In light of this improvement, there is a pressing need for the privileges of ladies to
be regarded, ensured and fulfilled, especially in the workplace. The "right to work" includes the
privilege to work, free from sexual harassment. Sexual provocation at work is a multidimensional
issue. The issue of lewd behavior at work put reaches out a long ways past individual lady and her joy
to work compel profitability, financial improvement, social and family relations and substantially
more. The issue needs a multidimensional arrangement, too. In spite of the Preeminent Court rules,
willful associations reports, statutory commission's reports and bonuses exhortation, the council has
not done much to check the lewd behavior at work put and to ensure ladies against inappropriate
behavior at the workplace. “It is difficult to consider the welfare of the general public unless the state
of ladies is moved forward. It is unthinkable for a feathered creature to fly on just a single wing".
Since law is a viable weapon for realizing equity and the constitution has been conceived in order to
accomplish this goal, Parliament can authorize an exhaustive law to avoid inappropriate behavior of
ladies at work, by joining the Preeminent Court guidelines. Law alone isn't sufficient to find this
social underhandedness. A comprehensive approach and social development are likewise important to
tackle this issue. Society needs to change its disposition so ladies can turn out and take an interest in
everyday life without feeling undermined. What should be instilled is a feeling of common regard
amongst men and women. The errand of ensuring the assurance of ladies against inappropriate
behavior and the advancement of safe work put are mind boggling and requires the co-activity of all
segments of the general public, lawmaking body, legal, legal advisors, NGOs, Open Hirelings,
associations, educators, police, media people and others. Characterising the hostile treatment they
experienced at work as "lewd behavior" has empowered ladies to push to have it perceived as a
feature of workplace segregation and to campaign for measures to forbid it. Since it was first named
in the 1970s, work environment lewd behavior has progressively been the subject of lawful measures,
mindfulness crusades and work environment arrangements in nations over the world. Through these
activities, there has built up around how this sort of treatment ought to be characterized. It is generally
distinguished as sex-based or sexual conduct unwelcome to its beneficiary. The examination led on its
degree, and elements have affirmed that work environment inappropriate behavior, in spite of the fact
that it has male casualties, is overwhelmingly coordinated at ladies. In addition, it has all the earmarks

47



Pakistan Gender Review
Vol. 1, No. 1, June 2026

of being all the more regularly experienced by the individuals who are in a less-effective work
showcase position, including youthful specialists, household laborers, ladies in non-conventional
employments, transient specialists and ladies in the casual area. It is additionally obvious that
inappropriate behavior forces substantial expenses on both its casualties and their managers. Work
environment inappropriate behavior has been addressed at the territorial and worldwide levels as both
a part of sexual orientation separation and a type of brutality against ladies. The Assembled Countries
Board of trustees on the Disposal of Victimization Ladies has communicated the connection between
these two methodologies by distinguishing inappropriate behavior as a type of brutality against ladies
and sexual orientation based viciousness as a form of sex segregation. At the territorial level, the
European Association, one of the principal bodies to consider the issue important, has received
restricting legitimate measures on inappropriate behavior, Association, lewd behavior has been the
point of convergence of gatherings, research, guidance and data issued to its constituents. Lately, its
criticalness has been perceived by its incorporation.

Recommendations

e An empowering legitimate condition on savagery and provocation at work and the
guaranteeing of well-working modern relations frameworks.

e Flexibility of affiliation and group bartering structure an indispensable piece of future
national and global gauges on counteracting and fighting brutality and provocation in the
realm of work.

e A sexual orientation point of view on brutality and provocation at work Construct
mindfulness and present measures to organize brutality and badgering at work inside
association approaches and procedures.

e Address the reasons for savagery and badgering at work, including outsider brutality in
bleeding edge administrations.

e Make viciousness and provocation at work obvious (through information, mindfulness raising
also, data crusades).

o Actualize mindfulness raising efforts around savagery and provocation at work incorporate
savagery and provocation at work into the core of wellbeing and wellbeing activities.

e QGuarantee arrangement of expert and psychosocial bolster for casualties of viciousness and
badgering at work.

e To counsel common society associations on the arrangements of the bill identified with
abusive behavior at home and to receive the bill at the earliest opportunity from that point.

e Find a way to correct the Work Law to cover local laborers and to set up every single vital
measure to guarantee its execution.

e To embrace hostile to trafficking enactment, in congruity with the Palermo Convention and
other worldwide traditions, including by guaranteeing that all components of trafficking in
people are characterized as wrongdoings. The drafting process should happen in interview
with common society. To nullify the sponsorship framework.

e To set up instruments to screen the working conditions and consistence of business contracts

of residential laborers in the family units of their bosses.

To examine, within the sight of bosses and specialists, all vagrant laborers' agreements.

To deny compulsory HIV/Helps testing of focused gatherings.

To ensure outside specialists the privilege to an open and reasonable framework of equity.

To consequently educate government offices when their nationals are being kept, and

encourage visits by the significant consular authorities

Don't think it is your blame or that you 'requested it'.

Keep a log, of when, where it happened, including information disclosed or done, with

witnesses in the event that conceivable. Keep it in a private, safe place —i.e. at home.

e Look for help from exchange association agents/shop stewards, family, companions and
colleagues.

e Address other individuals at work and see whether they have a similar issue from the
harasser, or, if this is accessible in your work environment, you may want to address one of

48



Pakistan Gender Review
Vol. 1, No. 1, June 2026

the assigned 'people of certainty' who have been named to help the individuals who are
badgering.
Address the harasser in the organization of one of the people of certainty.

e Be particular about what you don't care for and request that it stops. Your exchange
association delegate or on the other hand shop stewards can go with you in the event that you
wish;

e In the event that the harasser is a boss or supervisor, keep records of your activity
assessments, assignments and advancements.

e Address your exchange association agent/shop stewards or one of the assigned people of
certainty (if this is given in your work environment) for guidance, on the off chance that you
have to document a grievance.
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