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A MESSAGE FROM ILO

The ILO office for Pakistan wishes to expressits gratitude forthe
researchdone by Alliance Against Sexual Harassment (AASHA)
under the ILO's project “Towards Gender Parityin Pakistan”.

Promoting opportunities forwomen and men to obtain decent
and productive work in conditions of freedom, equity, security
and humandignity isthe overarching objective of the
International Labour Organization. ILO's decentwork agenda
provides anoverall framework foractionin economic and social
development. In Pakistan, the Decent Work Country Program
(DWCP), signedin2005 by ILO constituents: the Government
and Employers'and Workers' Representatives, spellsouta
strategy and plan of actionto promote the creation of decent
work.

Asreflectedinthe DWCP, the formulation of decentemployment
and gender parity atworkplaceis a priority agenda. Sexual
harassmentatthe workplace is aform of discrimination that
violatesthe fundamentalhumanrights of citizens. Itisone of the
mostcommonissues women face and hasbecome the biggest
hurdle intheir contributiontothe economy. Inthis respect,
AASHA hastaken atimelyinitiative by carryingoutan
assessment of organizations having adopted “Code of Conduct
against SexualHarassment” and developed best practices using
different case studies.

Itisencouraging onthe part ofthe Government of Pakistan, to
have passed a“Protection Against Harassmentof Women at
Workplace Act2010” and an amendmentto Section 509 of the
Pakistan Penal Code onthe 29th of January 2010, making
sexualharassmentinanylocationincludingthe workplace a
crimein Pakistan. These efforts clearly define sexual
harassmentandthe differentformsit could take and stated that
the perpetrator of harassment could be punished by a fine and
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imprisonment.

Subsequentto theselegislations, nowa process has started to
sensitize all stake holders on the adoption of the “Gode of
Gonduct against Sexual Harassment at Workplace”.

The currentresearchwould surely help the institutions to know
the benefits of having aharassment-free environmentand how it
canhelp build the inrage, productivityand efficiency among men
and women workers.

ILO will continue providing technical assistance to the ILO
Constituents and other stakeholders to further develop and
achieve decent work in the country.

Donglin Li

Country Director
International Labour Organization
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FOREWORD

AASHAwas established as an alliance of organizations
interestedin dealing withthe issue of sexual harassmentin2001.
AASHA recognizedthattheissue of sexual harassmentwas one
ofthe biggestchallengesthatwomen faced, especiallyinthe
publicareaand atthe workplace. The alliance worked for policy
change andthe cultural transformation of organizations tomake
themfree of sexualharassment. AASHA's initiatives soon
became amovement, mobilizing labour unions, formal and
informal groups of working women and networks from the private
sector. AASHA also helpedthe Governmentandthe mediato
understandtheirrolesinfurtheringthe cause. Overthelastten
years, thismovementhas successfully begunto changethe
mindset of people and has established a strong supportbase
among major stake holdersinits efforts to establish a dignified
environmentforwomenathome, andin publicand work places.
Anothermajor success of thismovementhasresultedin
legislative measurestoaddresstheissue.

The current Governmenthas shownits commitmentand support
by passingcritical legislation against sexual harassment,
makingita crimeforthe firsttime inthe history of Pakistan. Thisis
amilestonein Pakistanisocial history that willnotonly legitimize
accesstothe publicandwork spaces forwomen, butwillbe a
turning pointinchanging people's mind sets aboutthe
relationship of men and women. The full support of allthe major
political parties and the unanimous vote in favor of the
legislationinthe National Assembly ensures full political
ownership ofthe legislation, which willbe needed duringthe
implementation process.

Currently, AASHA is spearheading the implementation of this
legislationin close collaboration with the National Commission
onthe Status of Women and with the full supportof all the
relevant Government Ministries. Atthis critical time it is
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important to share the lessons learntthroughoutthe procéssand
showcase the precedents set by someofthe mostprogressive
organizations thatadopted policies against sexuallarassment.
They hadthe vision to realize that this was a major problem and
thataddressing itwas crucialto theirmoving forward intheir
professional arena.

Fouzia Saged
DirectorMehgrgarh
Founding Member AASHA
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EXECUTIVE SUMMARY

Sexual harassment atthe workplace is aform of discrimination
thatviolates the fundamentalhumanrights of citizens and has
been experienced by Pakistaniwomen at places asdiverse as
factories, farms, fields, offices, hospitals and the parliament,
where they have beenintimidated, assaulted, abused and
manipulated by those who have authority over their conditions of
employment.

Although pro-equality and anti-discriminatory provisions are
madeinanumberof International Labour Organization's (ILO)
conventions andinthe Constitution of Pakistan, there were no
laws that specifically defined sexual harassment ortook sexual
harassmentinthe workplace into account untilthe beginning of
2010whenthe Government of Pakistan passed anamendment
to Section 509 of the Pakistan Penal Code making sexual
harassmentinanylocationincluding the workplaceacrimein
Pakistan. Italso passed a Law called the “Protection Against
Harassmentof Women at Workplace Act2010,” making the
development of self regulatory mechanismsto deal with
instances of sexual harassment through adopting the Code of
Conductmandatory forall organizations, be they public or
private. This Code of Conductis based onthe Code of Conduct
for Gender Justicethat AASHA (an Alliance Against Sexual
Harassment) developedin2002 andthat, asaresultof AASHA's
endeavours, was adopted by approximately 300 private
organizations by 2007.
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Thedirective of the adoption of the Code of Conductbeing
mandatory has resultedinits adoption by anumberof publicand
private organizations since the legislation was passedinMarch,
2010. Theirnumberswillincrease overtime. Inthis context, the
companiesthathave recently adopted the Code of Conductor
arein the process of doing so, mayfind it useful to read aboutand
learn from the experiences of organizations thathad adopted
the Code of Conductfor Gender Justice (hereafterreferredto as
the “Code”). Case studies of four organizationsAttock Refinery
Limited, BASF Pakistan Pvt. Limited, GEO Televisionand
Women Worker's Help Linethat adopted the Code several years
ago, have therefore been generated for this purpose. A
comprehensive understanding of the processesthese
organizations underwentasthey successfully adopted and
implementedthe Code can provide other organizations witha
precedent that they candraw upon and learn fromas needed.

The organizationsthatadoptedthe Code took anumber of steps
and considered anumber of factors thatfacilitated the successful
implementation of the Code intheir respective organizations.
The stepstheytook andthefactorsthey considered are
mentioned below and canbe a source of learning for other
organizations.

1. Support and Ownership of the Code by the
Management/ Administration

The support ofthe top leadership and managementis notonly a
necessary pre-requisite forthe adoption ofthe Code but also
facilitatesitsimplementation.

2. Employee Familiarity with the Code

Employee familiarity with the Codeknowing what sexual
harassmentis, whotogotoinordertofile acomplaint,
understanding of the procedures and possible punishmentis
critical to its successfulimplementation and cannotbe
overstated.
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3. Clarity Regarding who to contact for reporting
Employees mustbe informed of whomthey couldgotoinorderto
discussanissueortoreportacase andbetoldthe namesofthe
people making up the permanentinquiry committee in their
organization.

4. Having the Right People on the Inquiry Committee
Having atleastone woman onthe inquiry committeeis
compulsory. Butthought mustalsobe giventothe
characteristics ofthe people makingit, who are seen as credible
and have a strong commitment towards fair play andjustice are
good candidates for the position.

5. Maintaining Confidentiality

The inquiry committee's commitmentto maintaining
confidentiality is critical as it facilitates people's comfortin
approachingthem. Employees willnotreportcasesifthey
believethat the members of a committee will not maintain
confidentiality orif these members are careless and discuss
the case with people who are not directly involvedin the
process.

6. Flexibility in Approach

The nature ofthe case (and any otherrelevant factors) mustbe
considered when determining whethertoinvestigate the case
formally orinformally and when deciding upon the nature ofthe
disciplinary actiontaken againstthe perpetrator. Thisis better
than restricting oneself withany one approach (formal or
informal) or meting outany one kind of punishmentinallthe
cases.

7. Keeping records

Recordsoutlining the nature of the harassmentand the manner
inwhichthe cases were handled can helpthe concerned
departments getagood sense ofthe prevalence of sexual
harassmentinthe organization andthe formsittakes. A
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subsequent analysis canthenlead to the development of
rekevant strategigs to reduce the problem.

8. Dealing with Cases in a Timely Manner

The guidelinesregarding the time frame within which cases must
be investigated and resolved mustbe followed strictly. Itwas
observed thatnotdoing 50, often d&-motivated the complainant
and would openupthe complainanttofurther abuse.

9. Development of a Positive Working Environment

The managenentsstronglyfeltthat a positive working
evirohment could serveasadeterrentto sexual harassment.
However, effortis required for the positive working environment
to remmainpositive or foraworking environmentto further
improve. The following steps can facilitate thisimprovement:

v Dissemination ofthe contents ofthe Code through
multiple mediumsimmediately afterits adoption.

v" Reinforcementofthe message of zerotolerance for
sexual harassmentinthe organization through multiple
mediums periodically and not be satisfied with only an
initial orientation atthe time of adoption.

Tackling cases of sexualharassmentsstrictly within the
time limit and seriously curbing any gossip aroundthe
investigation.

All these steps sendoutaclear message of whatkind of
behaviouranarganization willand will not tolerate and can
contribute towards the creation of an environment marked by
mirual respect and dignity.

10. Employee Selection

A stricter hiring procedure where careful considerationis given
to avariety of factors can bring down the potential for
inappropriate situations arising in the future.

11. Awareness of the Myths Surrounding Sexual
Harassment
The myths surrounding sexual harassmentforinstance, a
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woman who gets harassed must have done somethingto
inciteit, must be understood as deep-rooted socialized biases
bythe members of an organization. Such beliefs, when upheld by
aninquiry member who may be quite fair otherwise, canresultin
a biased inquiry and an unjust decision.

12. The Importance of Institutionalizing Structures.

Itis often assumed thatthere is no need of a structured system if
the managementis positive and committed to resolvingissues.
This study shows that not having formal and institutionalized
mechanismstointroduce new employeestothe Code andto
remind allemployees of its contenton aregularbasis resultsin
peoplefalling inthe cracks. The strategy mustalways be
formal, comprehensive and institutionalized, and mustnotbe
solely dependent upon the good will of committed
personalities.

The Code also has very specific guidelines regardinghow an
investigation oughttobe carried out. ltisthe responsibility of
every organizationto familiarize itself withthe Code and the
nature and dynamics of sexual harassmentin ordertoensure
they are followingitin both letter and spirit. The study shows that
thisbecomes particularlyimportantinthose challenging cases
where the members of the inquiry committee must make some
kind of decisioninthe face of insufficientor contradictory
evidence.

The adoption ofthe Code inthe organizationsthatwere studied
resultedin arange of benefits: the development of asystemthat
was subsequently usedtocombat sexualharassmentina
systematic and effective manner; anincrease inthe confidence
level of employees onknowing that certain behaviours were
unacceptableintheirrespective organizations and thattheir
complaints would be taken seriously if they faced any kind of
harassment; aheightenedawarenessofgenderissuesanda
greater gender sensitizationin anumber of employees; and
public recognition. All of these benefits feed into the creation of a
workplace environmentin which people are able to work with
dignity. Thisisthe right of every human being and benefits both
the employees andthe organizationasawhole.

Leaders of Change | &




INTRODUCTION

Sexual harassmentatthe workplace isaform of disCrimination
that violates thefundamental hurmanrights of citizens. Itls oné of
the mostcomimonissues womenface and hasbecomethe
biggest hurdleintheircontributing to the economy of their
countries. Pakistaniwomen have experienced sexual
harassmentat places asdiverseas factories, farms, fields,
offices, hospitals and the parliament, where humiliatingand
intimidating women.or seging them as sexual objects for
entertainmentis oftenacceptable. These women have been
intimidated, assaulted, abused and manipulated by those who
have authorityover their conditions of employment.

Anewsreportinthe magazine Newsline (2003) drew uponthe
situational analysis of sexual harassment atthe workplace that
AASHA, an Alliance Against Sexual Harassment conducted and
reportedthat:

Astaggering 58 per centof the nurses in Pakistan have been
victims of sexual harassmentby co-workers and patients - and
these are justthe known cases. Anindeterminate number of
cases gocompletely unreported. Shockingly, comparedto
harassmentratesforwomeninother professions, thisfigureis
actuallyonthelowerend. Take female domestic workers for
example, 91 per centofthese women say they have been
subjected to sexualharassmentabuse atleastonce onthejoh. A
staggenng 93 per cent of women working in both private and
public sector organisations claimto have expérienced some
formof sexual harassment atthe hands of theirboss, colleagues,
evenclients. And 92 per centof women speak of severe sexual
harassment while commuting - usually to and fromwork - by
publictransport.

Thereportfurther states that “in Pakistan, about 76 per centof

women say they do notevenreportsuchincidentsto their
parents, letalone register an official complaint.”
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The rightto workwith dignity is a fundamental human right of both
men and weimen. Violations of this rightare notonly harmful for
the victimof s&Xual harassment(Brohi 1998; Ahmad 2001;
AASHA 2002) buthave alsc beenrecognizedasalabour and
mandgement problem. Sexual harassment is problemetic for
employers who face difficultieg when skilled workers leave their
jobbecause of sexual harassment. Sexual rassmentalso
becomes aproblem when it effects the productivityofthe
employee. The organization mayalsoearn abad reputation,
thus making it difficult for them to engage skilled workers inthe
future. The vastviolation of the rightto work withdignity and the
multiple repercussionsithas, creates animmediate needfor
work regulationsthatare basedonjustlaws.

Background of the Research Study
Guidelines forwork regulations are given by the United Nations
throughthe International Labour Organization's (ILO)
conventions (especially number 111 and number 100) and by

countriesthrough their constitution andlabourlaws. There are
equality and anti-discriminatory provisions made inthe
Constitution of Pakistan (articles 25, 26, and 27 in particular) and
they existedinthe Pakistan Penal Code (PPC) priorto2010. The
problemwith these provisionsinthe context of sexual
harassmentwasthatthey were general. Section 509 ofthe PPC,
forinstance, stipulated punishing anyone who “insult[ed] the
modesty of any woman” withimprisonmentupto one yearora
fineorboth. However, there were no laws that specifically
defined sexual harassmentortook sexual harassmentinthe
work place intoaccount. AASHA's activism changed this
sCenario.

AASHAwas formedin 2001 to addressthe issue of sexual
harassment. The civil society, particularly women's
organizations, had neveriaken up theissue of sexual
harassmentas amajorcause untilthattime. They preferred
waorking on more overtbutcomparatively less widespreadissues
sLuchas honorkillingsinordertodraw attentionto and address
the plig ht of Pakistaniwomen.
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AASHA has undertaken ground breakingwork ontheissue of
sexual harassmentinthelastdecade. The Government of
Pakistan agreedto AASHA working on developing a policy
framework (which could later become an anti-sexual
harassmentpolicy for the country)in December2001. Research,
observations and the experiences of member organizations
subsequently ledtothe developmentof apolicyto address
sexual harassment. AASHA thenworkedin close collaboration
withthe ILO and senior government officials and held national
and provincial consultations andfinalized a consensus policy to
address sexual harassmentin organizations in theformal
sector. This policy was called the Code of Conductfor Gender
Justice.

AASHA's efforts resultedin approximately 300 private
organizations adopting this Codeinthe nextfive years. Wanting
togivethe Code alegal cover, AASHA member Dr. Fouzia
Saeeddrafted legislation whichwasthenimproved upon by legal
expertsinlate 2007. AASHA spentthe nexttwo years working

withthe cabinet, parliamentandthe senate and this resultedin
the followingin2010:

The Governmentof Pakistan passed anamendmentto Section
509 ofthe PPC onthe 29" of January 2010, making sexual
harassmentin anylocationincluding the workplaceacrimein
Pakistan. Thisamendmentclearly defined sexual harassment
andthedifferentformsitcould take and stated thatthe
perpetrator of harassmentcould be punished by afineofupto
Rupees 500,000, imprisonment of up to 3 years, or both.

The Government of Pakistan alsopassedalLaw called the
“Protection Against Harassment of Women at Workplace Act
2010”onthe 9" of March 2010, making the development of self
regulatory mechanismsto deal with instances of sexual
harassmentthrough adopting the Code of Conduct mandatory
forallorganizations, be they public or private. This Code of
Conductisbasedonthe Code of Conductfor Gender Justice that
AASHA developedin 2002 and whichwas discussed withthe
relevant Ministries and had undergone abroad based
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nationwide consultation process atthat point. The Law Ministry
has puta significant part ofthis Code of Conductfor Gender
Justiceinthetext of the Act and the rest of it, referred to asthe
Code of Conduct, can be found in the schedule.

This Code defines sexual harassment, informs employees ofthe
avenuesthey cantakeiftheyface sexualharassmentand
outlinestheresponsibilities ofthe managementin following the
code, whichinclude butare notlimited to displaying the code,
spreading awareness aboutitand establishinga 3 member
inquiry committee to deal withinstances of sexualharassment by
following particular procedures.’

The directive ofthe adoption ofthe Code being mandatory has
resultedinits adoption by anumber of public and private
organizations. Theirnumbers willincrease overtime. Inthis
context, the companiesthathave recently adopted the Code or
areinthe process of doing so mayfinditusefultoread aboutand
learn fromthe experiences of organizations thathad adopted the
Code of Conduct for Gender Justice (here after referredtoas
the'Code") several years ago.

Objective of the Study

The purpose of this research project was to put together case
studies of some of the organizations thathad adopted the Code
andto getinformation aboutthe processtheyunderwentasthey
implementedit. The objectiveisto provide organizations
currently adopting it with a precedentthatthey candraw upon
andlearnfrom as needed.

The adoption ofthe Code does notonly provide an organization
withamechanismthroughwhichitis abletotake and
systematically address complaints of sexual harassment. Italso

'The Code of Conduct can be downloaded in both Urdu and English at
http://aasha.org.pk/index.php Adopting this Code results in an organization's compliance
with the Protection Against Harassment of Women at Workplace Act 2010.
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provides an organization with an opportunity tochange the
attitudes of its employees through raising their awareness ofthe
issue and the consequences of its occurrence inthe workplace.
The steps an organization takes to disseminate information
aboutthe Code and raise awareness among its employees, the
systemitestablishesto deal with cases of sexualharassment
andthe actualmannerinwhich reported cases are dealt with, all
play acriticalrole inthe positive transformation of the work
environment. And since such atransformation is dependent
upon a number offactors, this study has paid attentionto the
relevant processes selected organizations have undergone
since they made the decisionto adoptthe Code. Itdoes not
merely focus onthe number of cases of sexual harassmentan
organization has dealt with orthe mannerinwhichthey are dealt
with. Lessons gained fromthis sphere alone are insufficientin
aidingthe successfultransformation ofthe workplace. Lessons
gainedfromthelarger process anorganizationhas undergonein
ordertocurb sexualharassment at the workplace canleadto
greater successandare the focus of this study.

The Code of Conduct can be downloaded in both Urdu and
English at http://aasha.org.pk/index.php Adopting this Code
results in an organization's compliance with the Protection
Against Harassment of Women at Workplace Act 2010.

Methodology

Qualitative research, inthe form of case studies, was undertaken
in ordertogainacomprehensive understanding of the processes
selected organizations wentthrough afterthey made the
decisiontoadoptthe Code.

Nature of the Research

Qualitative researchis bestemployed when the nature of the
researchis exploratory and anin-depth understanding of a
phenomenonis sought. The purpose ofthisresearch wasto
conductanin-depth exploration of selected organizations,
hence its qualitative nature.
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Research Method

The purpose ofthis study was notto make generalizations orto
study trends butto gainacomprehensive understanding ofthe
processes different organizations underwent after deciding that
they would adoptthe Code. A case study method was utilized for
this purpose. Acase study canprovide anin-depthlookinto an
organization's processes inamannerthat quantitative methods
cannot.

Selection of the Organizations

Case studies of four organizations were generated. Purposive
sampling where the sample is chosen onthe basis of pre-
selected criteriawas utilized to select these organizations. This
criteriainvolved:

e Organizationsthatwere diverseintermsof size, sector
andlocation.

Organizationsthat had successfully adopted the Code of
Conductfor Gender Justice foratleastafewyears.

Factors such asthe size ornature of an organization often have
animpactonthe mannerinwhichthatorganization choosesto
implementordisseminate information about the Code and may
alsodetermine whatkind of challenges that organization may
face withreferencetoit. Looking at organizationsthatare
diverseongrounds suchasthese andthathavealso
successfullyimplementedthe Code willensure thatthe results
generated willbe of useto arange of organizations.

The fourorganizations that were chosenwere:
1. Attock Refinery Limited, Rawalpindi
2.BASF Pakistan Pvt. Limited, Karachi
3.GEOTelevision, Karachi

4.Women Worker'sHelp Line, Lahore

Research Tools
In-depth semi-structured interviews were the primary source of
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data generation in this research study. Such intetviews nmade
up of acombinationofa few tlosed-ended but fargely open-
ended questions weie heneficial in gengrating detailed
information aboutthemes that had already been identified as
important by the researcher.

Thesethemeswere:

s Thedynamicsthatwereinvolvedinintroducingan
internal mechanismtoaddress sexual harassment
Thestepstakentocurbsexual harassment/disseminate
inform@ation aboutthe Code after its adoption
The mannerinwhichreal issues were dealt with by the
inquirycommittee
Thechallengesfaced andlessonslearntbythese
organizations ateach of the stages mentioned above
The best/most effective practices of these companies at
each ofthe stages mentioned above

The open-ended nature of the questionswas also usefulin
givingthe respondent space to share relevantbut unanticipated
information. Theflexible nature ofin-depthinterviewing thus
made it possible to both probe informantsin orderto getthemto
clarify orelaborate upontheirresponses andtotake upand
pursue other lines ofinvestigation as they arose.

Interview Subjects

Interviewsweie conducted with arange ofindividualsineach
organization. Those whowere involved inthe processes
surrounding the Code's adoption intheir respective
organizations, workedinthe humanresource departmentand
made uptheinquiry committee were especiallytargeted.
Conversations were also held withrandom employees regarding
the extentto which they were familiarwiththe Code. These
individuals also provided additionalinsig hts regarding the
dynamics surroundingitin their respective organizations. ARL
was the only organizationin whichacomplainantwas
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interviewed. Some of the complainants inthe other
organizationswere unwilling to share theirexperiences while
others had feftthe organization.
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PROFILES OF THE
ORGANIZATIONS

Brief profiles of each of the organizations thatwere studied are
givenbelow. Each profile gives anoverview of the nature, size
and history ofthe organization, and pays particular attention to
the male-female employee ratios, the nature of the positions
occupied bywomeninthe organization andthe period whenthe
organizations adopted the Code. Theinformation aboutthe
process each organization wentthrough as itadopted and
subsequentlyimplementedthe Code isnotmentionedinthese
profilesbutpresentedin anintegrated fashioninthe subsequent
sections of thisreport.
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ATTOCK REFINERY LIMITED

Attock Refinery Limited (ARL) isa member of the Attock Group of
Companies and becamethefirstrefinery oftheregionwhenit
was setupinthe areaof Morgahin Rawalpindiin 1922. Thisarea
has become acity within a city with the passage of time and apart
from housingits offices and processing plantsitalso contains a
number of facilities forits staff members thatinclude but are not
limited to a housing colony, schools, acollege, ahospital, parks,
bakeries, general stores, etc. These facilities have encouraged
anumberofemployees to remain with ARL for a long period of
time and many findthemselvesto be second oreventhird
generationworkers.

ARL hascloseto 1500 employees. 20% of these are women and
12% ofthese women occupy management positions. Tehseen
Siddiquiis one ofthese women. She is the AssistantManager
(Staff Affairs) and hasbeenwith ARL for 30 years. Tehseen
Siddiqui, with the support of the senior managementand her
colleagues such as Ejaz Hussain Randhawa, Assistant General
Manager (Operations), whohas also been at ARL for30years
and Salman Tariq, Manager (Maintenance), who has been with
ARL for 25years played a keyrole in ARL formally adopting the
Codein2005.

ARL's adoption of the Code also meant automatic adoption for
two ofits subsidiaries, the Attock Hospital (Pvt) Limited and the
Attock Sahara Foundation®. ARL subscribes to anumber of core
values and social responsibility is one of them. Itis within this
contextthat ARL substantially developed the already existing
health care centrein 1998 and named itthe Attock Hospital (Pvt)

*The figure of total number of employees at ARL include the employees working at the Attock Hospital (Pvt)
Limited and the Attock Sahara Foundation.
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Limited. ltsgoalisto provide the community members with
affordable medical care. The Attock Sahara Foundation was
created as anon profitwelfare organization. It offers vocational
training programsto women and provides those infinancial need
withmonetary assistance, etc.

The process of ARL adopting the Code took 6 months and
beganwith ARL's careful study of the Code in January 2005.
Those who were atthe forefront of the process then approached
the senior management. The Code was shared withthem and
their opinion was sought. AASHA volunteers came and gave
presentations ontheissue forthe benefit of the other employees
at ARL once the seniormanagementgavetheirconsentand
wereonboard.

ARL formally adoptedthe Codeinits original form and setupits
permanent 3 member Standing (Inquiry) Committee in July
2005. Thiscommittee had dealt with cases in which the nature of
the harassmentranged from staring to physical abuse andthe
repercussionsinvolvedwarnings, annualincrements being
stopped, atransfer and afiring. Allthe complaints were made by
women and againstmen. These men held varying positions and
levels of authority at ARL and ranged from adrivertoadoctor. 1
of the cases turned outto be an instance of a false accusation.

ARL received an AASHA award for being one ofthe mostgender
friendly companiesin Pakistanin 2007.
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BASF

The Chemical Company

BASF PAKISTAN PVT.
LIMITED

BASF is achemical company thatbeganinasmalltownin
Germanyin 1865 butthat now has branches and factories inall
theregions ofthe world. BASF Pakistan was establishedin1969.
Ithasits headquartersin Karachiand branch officesin
Islamabad, Lahore, Faisalabad, Sialkotand Kasur. ltstwo
factories, one of which was establishedin 2009, are locatedon
the outskirts of Karachiin Landhi. These factories receiveraw
material and construct chemicals which are then primarily
providedtotextile mills.

Anumber of Germans worked in BASF Pakistaninitsinitial
decadesbutitis now solely made up of Pakistaniemployees.
Thisincludesthe Managing Director of BASF Pakistan. BASF
currently employs around 200 people in Karachi and Landhi.
Approximately 10% ofthese employees are women. Asmall
proportion ofthese women are employed as receptianists or
occupy secretarial/assistant positions. Alarger proportion
occupies decision making/management positions. Twoofthese
womenh headtheirown departments (Human Resourcesand
Quality Contral). ShahanaKaukab, who heads Human
Resources, revealedthatapartfrom areceptionistandthe
Managing Director's assistant, BASF Pakistan had nowomen
employees whenshe joined the organization 20 years ago.
Highly committed to gender equity, she took the leadin
encouraging the hiring of capable womeninas many
departments as possibleandthey cannowbe seenin
departments such astHuman Resources, Quality Control, Public
Relations and Marketing. There have also been a smallnumber
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of womentextile engineers working at BASF in the past.

Oncehired, BASF ensuresthatwomen getequal opportunitiesin
training and career development. One of theirformer purchase
managers, forinstance, who had joined the organization
immediately aftercompleting hereducation, isnow workingas a
Directorin BASF Germany. Apartfrom ensuring equal
opportunity in hiringandtraining, BASF has alsoinstituted a
number of women friendly policies. Women employees at BASF
getmaternity leave and are dropped home ifthey have towork
late. Shahana Kaukab'sinterestin gender equity atthe
workplace has also resulted in her convening a couple of
projects that surveyedthe state of women employeesin
industries/the private sector.

While a couple of women in senior positions at BASF have
hadto deal with someresentmentfrom menbecause oftheir
beingthe latter's supervisors and another couple of womenhave
faced somerudeness from factory workers onworkrelated
matters, no cases of sexual harassment (where the perpetrator
was anemployee at BASF) have beenreported sofar. The few
cases of sexualharassmentthathave come up haveinvolved
perpetrators working in other organizations. The womanwho
facedthisharassment(whichtookthe form ofinappropriate
phone calls) dealt with one case on her own and deferred the
other matter to a colleague who she thoughtwould be useful in
resolving the issue.

BASF'scommitmentto gender equity and a positive working
environmentresultedintheiradopting the Codeinits original
formatwhentheywere approached by AASHAIn2002. This
initiative was alsoin line with “mutual respect,” one of the core
values oftheir company, and was highly appreciated by BASF
Germany, leadingto awrite upinthe annual Germanreport.
BASF Pakistan alsowonthe AASHA-WEBCOP recognition
award forgender sensitive managementin 2003 and the AASHA
award forbeing one of the mostgender friendly companiesin
Pakistanin2007.
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Geo

GEO TELEVISION

GEOtelevisionwas createdin2002. Its headquarters are based
in Karachiandithas smaller offices inall the majorcities ofthe
country. GEO employsindividuals who occupyarange of
positionsin avariety of departments. Hunmanresources, salss,
finance, product development, research, production, news
reporting, anchoring, and technical support are justsome
examples ofthe diverse components that ultimately coftie
togetherinone space tomake GEOfunction. Team GEOismade
upof2081 employees. 10% of these employees are women and
40% of these women occupy managerial positions.

Accordingto Syed Zulfigar Ali, the Head of Human Resources,
Mir Ibrahim Rehman, the CEO of GEO, had avisionto create a
positive working environment where there would be zero
tolerance for sexualharassment. AASHA's Code coincided with
theirinterests andthey adopteditinits original formatwhenthey
were approached by AASHA in 2003. The Code was customized
to suittheir organization's setup and needs in July 2005.

The inquiry committee at GEO has processed cases inwhich
thenature of the harassmenthasincluded behaviours such as
inappropriatecomiments/personal sharing, touchingand
demands forsexual favours by men. A significant number of
cases alsoravolved around incidences where two people were
involvedin apersonaliglationship and there was suspicion
surrounding the extent to which the relationshipwas
consensual and whetherthatrelationship had beenforged
hecause one of the parties had promised the other some kind of
preferential treatment or threatened them with some kind of
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negative ramification.

The 3-5 memberinquiry committee (thatincluded some
permanentand some rotational members) investigated each of
these cases andthe disciplinary actions ranged fromwarningsin
caseswherethe violation was comparatively minororwhere
there wasinsufficientevidence (butthe committee thoughtthe
accused was atfault)toemployeesbeing fired. Almostallthe
complaints were made by women and against men exceptone
case where people sittinginavanfeltharassedand
subsequently made acomplaintagainsttwo womenwho were
alsointhe vanandwere allegedly engaged ininappropriate
publicdisplays of affection. A small percentage of the cases have
involved women falsely accusing men of harassmentin orderto
getbackatthe men. Anoverview ofthese casesrevealsno
patternasfarasthe profile of the perpetratoris concerned. The
latterhave held varying positions and levels of authority at GEO
thathaveranged fromamake up artistto someone in a
management position.

Team GEO has adopted avery aggressive policy in creating a
genderfriendly environmentand in demonstrating zero
tolerance for sexual harassment. Anumber of individuals at GEO
beartestamenttothis. Inthe words of one: “they drum [the Code]
intoourheads.” Anotherindividual shared that she had worked
with many newspapers andin many television departmentsin
the pastbutfound GEOtobethe only organizationthathad such
systemsinplace. Andthey were good systems, she added.
Team GEO'sendeavoursinthis contexthave contributedtotheir
getting positive results in an employee perception survey that
was conductedforthe year2007. The surveyresultsrevealed
that85% oftheiremployees believe that GEO practiced equal
opportunity employmentandthat 71% ofthe employees were
satisfied withthe gender sensitivity found at GEO. Team GEQO's
practices have resulted intheir winningthe AASHA-WEBCOP
recognition award for gender sensitive managementin 2003 and
the AASHA award for being one ofthe mostgender friendly
companiesin Pakistanin 2007.

20 Profiles of the organizations




i

4%ﬂvwems*"’ 4

WOMEN WORKER'S
HELP LINE

The Women Worker's Help Line (WW¥VHL )} is a worman headed
non governmental organizationthatwas establishedin Lahorg in
theyear2000by the currentchairperson, Azra Shad, tocreate “a
socially just, economically equitable, politically awareand
gender-sensitive society.” Itaimsto take care ofthe socialand
economicissues of workingwomen, particularly those who work
infactories, brick kilns or asdomestic workers and whose
economic conditions add totheir vulnerabilities and
marginalizationin society. The WWHL's General secretary,
Bushra Khalig, shares that the class issueisacoreissuefor
them and draws parallels between their work andthat of
socialist feminists.

Itiswithinthislarger contextthat WWHL engagesin arange of
activitiesthatinclude but are notlimited to: pushing for
appropriate legislation for the protection of the rights ofhome
based workers, facilitating women's political education,
gncouraging their political participation, increasing their
awareness oftheirlegal rights andintroducing differentkinds of
community development programs based onthe needsthatthe
community membersidentify. Literacy centres are an example
ofthe kinds of programs theyinitiate in the different communities
orunitsthatthey workin.

WWHL hasits head office in Lahore and a smaller officein
Mardan. Itcurrently works in 28 units across the country, most of
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which are in Punjab (Lahore, Multan, Kasur, etc). Others are
foundin Peshawar, Mardan, Charsadda, Sibbi, and Jhal Magzi.
The Lahore office oversees the work done across the nation.
WWHL currently has 13 employees out of which 8
(approximately 60%) are women. Out ofthe 5men employed, 2
aredrivers, 2areinfinance and 1is aprogramofficer. The
Mardan office is run by 2 women of whom 1 works fulltime and the
otherparttime. WWHL also has a Board thatis primarily made up
of womenwho have experience working with trade unions or
differentkinds of grass roots movements.

WWHL adoptedthe Codeinits original formatin 2003. ltwas a
Codethatneatly aligned with their interest: the issuesfaced by
workingwomen. Sexual harassmentwas one of the most
common complaints they heard whenthey spoke towomenin
differentspheres. Adopting such a code fortheirown
organizationdid not, therefore, generate any debate.

The nature of harassmentinvestigated at WWHL since they
adoptedthe Codetook the form of aman pressurizing his
colleagueto share ahotel room with him while they were
attending an outoftowntraining. Aninvestigation followed the
woman'scomplaintand resulted in the man being fired.
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LESSONS DRAWN FROM THE
CASE STUDIES

The organizations that adopted the Code took anumber of steps
and considered anumber of factorsthatfacilitated the successful
implementation ofthe Code intheir respective organizations.
The stepstheytook andthe factorsthey considered are
mentioned belowand can bea source of learning for other
organizations.

1. Support and Ownership of the Code by the
Management/Administration

The supportofthetop leadershipis notonly anecessary pre-
requisite forthe adoption ofthe Code butalso facilitatesiits
implementation. The top managementin each of the four
companies supported the Code.

The Code wasdirectly adopted by the WWHL management. But
inthe cases ofthose organizations where the initiative was taken
by the personnelin humanresources department, the senior
managementwastakeninto confidence andthe work continued
only when they were on board.

Ensuring that the management ownsthe Codeisavery
important step. Lettingemployees know thatthe management
supports the Code andisintolerant of harassmentis another
important step. Managers or CEOs can share their commitment
towards having a safe and harassmentfree environmentandtell
theiremployeesthatthey have an active policy in a variety of
ways. Syed Zulfigar Aliat GEO sentthis message across by
attending anew employee sexual harassmentawareness
session (details of the nature of this session givenbelow). The
mere presence ofthoseinleading positions atevents such as
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these sends avery clearmessage across. Verbal articulation
furtherreinforcesit. Yetanother strategy to show employees that
the managementbackedthe Code andthat variousindividuals
shared wasthe managementletting the employees know
without naming namesthatacase of sexualharassmenthad
been reported andthe perpetratorhad been punished. Thattoo,
theyclaimed, sentoutavery strongmessage, i.e., thatthe
managementwas committed towards creating a healthy,
harassmentfree environment where people could work with
dignity.

The worstthing the management or the inquiry committee could
do, they claimed, was nottake cases of sexual harassment
seriously. Ignoring or mismanaging a case or letting a single
perpetrator walk free would setaverybad precedent,
immediately lead tothe employeeslosing confidence inthe
organization's commitmentto the issue and significantly
decrease the probability of their reporting incidences of

harassment in the future.

2. Familiarity with the Code

Employee familiarity with the Code, knowing what sexual
harassmentis, whotogotoinordertofile acomplaint, etc.is
criticaltoits successfulimplementation and cannotbe
overstated. Most of the organizations that were studied adopted
acombination of mechanismsto ensure theiremployees
familiarity withthe Code. These included:

e Includingthe Codeinnew employee welcome packs.
Team GEO developed abrochure thatdefined sexual
harassmentand highlighted the formsitcouldtake. The
brochure also explained what people coulddo if they
faced sexual harassmentand mentionedthe names of
the members of theirinquiry committee so thateveryone
knew whoto approachifthe need arose.
Presentationsforemployees. Presentations onthe
issue of sexual harassmentwere held at varioustimes
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and forvarious purposes inthe organizations. Initial
presentafions were held whenthe Gode was adopted.
Many of these presentations were made jointly with
AASHA. The purpose ofthese presentations wasto
raise awareness aboutthe issue ofsexual harassmentin
general andto informeitiployeésthatthey hadadopted
the Code, whatthe Gode entailed and whatchoices
employees hadiftheyeverfaced sexual harassmentin
the organization. These presentationshecamea means
toinform employees aboutthe Code and also conveyed
the management'sintolerance for sexual harassnentin
the organization.

Team GEO chose toinstitute presentations and continue using
them as an awarenessraising tool. They hold compulsory
awareness sessions fornew employees 3-4timesayear. The
participants arefirsttold what sexualharassmentis and the
differentformsitmaytake and are then informed of the existence
ofthe Codeintheir organization, whatthey candoiftheyface
harassmentand whomthey should speaktoin ordertodiscussor
reportthe matter. The sessions are designedto be interactive.
Role playstake place, employees who have worked there fora
while and who may be attending the sessions are encouragedto
share any incidents of harassmentthatthey mighthave facedin
the organization and the new employees are encouraged to ask
questions and air their concerns. Such sessions are notonly
importantfortherole they play inraising people's awareness
ahouttheissue and how to deal with harassmentifthe need
ariees, butarealsoimportantinthe rolethey play inlesseningthe
sense oftheissue bieingtaboo. Anincreased comfortin talking
abauttheissuewillincrease the probability of their reporting
harassmentifthey faceit.

ARL alsorelied upon presentations toremind alltheiremployees
ofthe valuesthey stand for. They held avaluesinductionmontha
fewyears ago and usedthatas an opportunity to invite aguest

speakerfrom AASHA who then spoke about sexual harassment
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andthe Code. Thisserved asarefresher to the employees who
had already been provided with a copyofthe Cade ih their
welcome packs when they had joined the organization.

» Posters, Banners:Organizations have relied upon
visible toolssuchas postersand banners to remind their
employees thatthereis zerotolerance for sexual
harassmentintheirorganization. Team GEOisinthe
habitof putting up posiers indifferentlocations of their
premises. These posters define sexualharassmentand
tellemployees whattodoifthey face such harassment.
Similarly, ARL has put up banners condemning sexual
harassiment and promoting a healthy work environment
when they held their values induction month.
Use of LAN/Blackboard: Itis extremelyimportantthatall
employees have accesstothe Code atalltimes. Itisin
this contextthat most of these organizations made the
Code accessible by uploadingitontheir respective
internal systems. The names ofthe members ofthe
inquiry committee were also putinthe system.
Emails: BASF usedthe email asone ofthe means
through which employeeswere informed aboutthe
adoption of the Code. Team GEO also usesthe emailto
periodically remind people aboutthe existence of
the Code.
Individual meetings: The human resource manager or
the head of an organizationin acouple of the
organizations briefly mentionedthe Code whentheyhad
one-cn-one meetings with new employees. Allthe
relevant policies of the organization were brought up in
this meeting and the Code got mentionad inthat context.

Theimportance of employee familianty withthe existence ofthe
Code andits contentcannotbe overstated. Reliance upon a
combination of formaltechniquestointroduice new employess to
the contents of the Code andto periodically remind all employees
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aboutitis a better strategy than relying upcnanyone technique,
patticukarly if it1s=2n informal one like a hurman resource manager
verbally metiieaning it during a meeting witha new employee.
Themaragerimay notremembertodosoeverytime or anew
manager may not think of mentioning itatall. The benefit of
having multiple strategies, especially if theyare formally
instituted, is that they minimize the riskofany ermployee missing
outonlearning about the éxBtence and contents ofthe Gode.

3. Clarity Regarding who to Cantact for Reporting
Anumberofindividualsinthe studigd organizations stated the
importance of ensuring that the channelofcommunication be
clearforallthe employeesin anorganization 30 thatthey knew
exactlywhomtogotoinordertodiscuss anissue ortoreporta
case. These organizations used the mechanisms described
abovetoinformtheiremployees of who the members ofthe
inquiry committee were.

In addition to this, some ofthe human resource managers/heads
ofthe organizations also mentionedthatthey encouraged an
opendoorpolicy and repeatedly told theiremployeesthatthey
could share their problems with whomever they felt comfortable
speaking with:theirimmediate supervisor oranyoneinthe
human resource departmentorinthe seniormanagement.

4. Having the Right People on the Inquiry Committee
Decidingwhoto have onthe 3 memberinquiry cormmittee
requires some thought. The inquiry committee mgmbersinthese
organizations were consciously chosen on the basis ofa number
ofcnteria. Thesé members had areputation for being neutral
(theywould notautomatically take any one side or shiowanybias
towards peaple ofany sex, economic group, education level,
etc), fairand hon controwversial. They would practice whatthey
preached, have the ability to maintain confidentiality and
possess a strong camimitirient towards fair play and justice.
Furthermore, allthe employees interviewed mentioned thatthey
found the members of their inquiry committee to be very
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approachable. Some members werealsochosen because in
addition o the characteristics mentioned above, they had also
besn withthe organizationfor many yearsand knewhow it
worked orthey had worked indifferentdepartme nts within the
same organization.

The Gode requires atleasti comimittee membearto be g woman.
WWHLand GEO had morethanone womanas a commitiee
member. The l|tier ad oneseniorlevelwormanandone middle
levelworman intheircommittee. The common opinion was that
thecomplainantmightfindthe middle lsvelwomanto be less
intimidating.

Apartfromits permanent members, GEOalko had 1 -2 rotatioral
and ifthe need arose, shortterm situational members. For
instance, ifthe case involved employees working inanother
town, the human resource person, manager oranyother person
witha comprehensive understanding ofthe workings of that
office could be asked 10 be a partof the committes while the case
was being investigated by the head office inKarachi. Rotational
members, onthe other hand, involved individuals who were
asked to be a partofthe committee fora yearortwo. TeamGEO
believesthat people working indifferentdepartments of the
largerorganizationcan have different perspectives and different
insig hts to offerand thatis one of the main reasons whytheir
commitiee is usuallymade up of both permanentand rotational
members. The [atterare also chosenonthe basis of their
possessing thedesirable characteristics mentioned above.

5. Maintaining Confidentiality

The inquiry commitiee's commitmentto maintaining
confidentiality is criicalas itfacilitates peoplke's comfortin
approaching them. Employees willnotreportcases ifthey
belisve that the members of a committes will not maintain
confidentiality orifthese members are careless and discuss the
case with people who are not directly involved in the process.
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The members of the inquirycommittee shared that they did their
besttoensurettrttheyware notresponsible forfeeding the
gossip mill. Tixwy only shared the details ofthe case with each
Other. Ininstantes where they had to involve other employees in
orderto gel'specific or additionalinformationabout the accuséd,
the complainantand/or the incident under question, theyonly
shared minimalinformation, thatwhichtheyhad toinordertoget
relevantinformationin return. Theyalsotold everyone they had
contact with to keep whatever information theyhad to
themselves and not to share it with their colleagues.

Itis alsoimportant to note that someofinterviews took place
withoutthe interviewees being told why they weré being asked
for certaininformation. While this may notbe possible inall cases
orwith allinterviewees, members of the inquiry commiitteée must
consciously thinkabout howto extractrelevantinformationso
that the maximum level of confidentiality can be ensured.

6. Flexibility in Approach

The Code statesthat sexualharassment can be dealt with
informally orformally. Aninformal mannerinvolves the
complainantsharinganissue verbally orin writing and the issue
being resolved through mediation or counselling. The complaint
can be made directly tothe immediate supervisor orthe inquiry
committee and can be resolved by either party. However, a
serious case shouldresultinthe matter being forwardedio the
inquiry committee and lead to a formal investigation.

Differentorganizations have adopted different approaches
whendealingwith cases of sexual harassment. One ofthe
organizatiors, forinstance, strongly leans towards usingan
informal approach. They have a permanentinquiry committee,
butthose making the camplaints are notrequiredto putdownthe
complaintin writingand there are no formal sessions where the
complainant, the accused, and the employees who may provide
relevant additional information are interviewed one afterthe
other byallthe committee members. Thereisno formal
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showdown. Informationis primarily soughtthrough indirect
means and aformal record of the incidentis not always kept.
Another organizationfeels strongly abouthandling all reported
casesinaformalmanner. The complaintistakeninwriting, a
formalinvestigationtakes place andthereis awritten record of
each and every step ofthe process, including the prescribed
disciplinary action.

Adifference in approachis also withessed whenitcomesto
determining the repercussions of sexual harassment. One
organization, forinstance, shows a preference for rehabilitation
and giving people second chances regardless ofthe nature or
extentof the harassment. They do notbelieve thatterminating
people fromtheirjobis a solution asthat personwill likely goand
create problems elsewhere. The punishment many perpetrators
were giveninthis organization were accompanied by warnings
thatthey would be fired if another complaintwas made against
them. In some casesthe perpetrator was asked to write aletterin
which he admitted to the sexual harassment and stated thathe
oughtto befired if he misbehaved again. Another organization
strongly believes that anyone found guilty of sexual harassment
ought to be fired regardless of the nature of the harassment.

A look at the approach different organizations have used to
dealwith reported cases and the formthe disciplinary action has
takenillustrates thatthe standard Code has beeninterpretedina
particular wayin afew ofthese organizations. Some ofthem
showed aclearpreferencetotake one route overthe otherinthe
majority of the cases they dealt with.

The lessonfororganizations currently adoptingthe Code isto
become awarethatcases canbe handled and punishments can
be meted outinarange of ways andthatleaningonlyonewayin
eachandevery case can setaprecedent, and subsequently
create atradition, thatmay notbe the bestone for each and every
case. Aflexibilityin one's approachwhere the mannerin which a
caseisapproached/investigated and the nature ofthe
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disciplinary action takendepends uponthe nature of the case
and other pettinent factors is better than rigidity.

7. Keeping RecCords

Records outlining the natureofthe larassmentand the manner
inwhichthe cases were hardled were keptin mostofthese
organizations. Records canhelp the concerned depaitments get
agood sense of the prevalence of sezual harassmentinthe
organization andthe formg ittakes. Asubsequentanalysiscan
thenleadtothe development of relevant strategiesto reduce the
problem. Bushra Khalig at WWHL rightly pointed out that formal
records provide the grounds for change.

8. Dealing with Cases in a Timely Manner

The Code contains specific guidelines regarding the time frame
within whichthe complainant should submit adetailed statement
tothe inquiry committee (2 weeks), the time within which the
accused shouldrespondtoit (another2weeks), andthe
maximum amount of time the committee should take to
investigate the matter (3 months). The inquiry committeesin
these organizations did their bestto resolve reported casesina
timely manner. They said thatdoing so was often achallenge
because some casesrequired aninvestigationthatwas very
time consuming and they found it difficult to make outthe time
while alsofulfilling their daily obligations at work. However, they
allemphasizedthe importance of resolving cases asquickly as
possible as delays ontheir partde-motivated the complainant. In
soIme cases, delays can also leave space for the personfacing
sexual harassmeni to begin being harassed by senior officials if
theyare friendswith the accused. A gender sensitive committee
that resolves the matter after a thorough investigation but
within a prescribed amount oftime can prevent orreduce the
potential for further abuse.

9. Development of a Positive Working Environment

Acouple ofthe organizationsrevealed thatthe presence ofa
positive working environment, one where allthe employees have
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respectforone anotherregardless oftheir sex, has servedasa
deterrentto sexualharassmentintheirorganization. Employees
at ARL and BASF claimthatthey are currently enjoying the fruit of
the efforts putin by theirmanagementsin the past. Those making
upthe management, they claim, were notonly strong role models
themselvestherebyindirectly sending a message outregarding
how people oughtto behave andinteract with one anotherbut
also groomedthe staff members tomeet a particular standard.
Shahana Kaukab related thatthe Managing Director working at
BASF atthe time she joined the organization keptreinforcing the
ideathat disrespect was the only thing thatwould notbe
tolerated within the organization.

Iffat Zahra, the Quality Management Executive at BASF,
commented on the continuance of a positive working
environmentand shared thatwhen an organization has a strong
organizational culture, new employees are more likely to change
themselvestofitinratherthandisruptit. They willknow that not
adoptingitwill leadto repercussions. However, effortis required
forthe positive working environmentto remain positive orfora
working environment to further improve:

e Theadoptionofthe Code andthe dissemination ofits
contentthrough multiple mediums can facilitate the
development/reinforcementof a positive working
environment. Thisinitial step willresultinthe employees
knowing whatkind of behaviour is unacceptableintheir
organization.

Reinforcing the message of zero tolerance for sexual
harassmentinthe organization afterthe Code has been
adoptedis avery necessary second stepandcanbe
donethrough emails, posters, awareness sessions for
the staff, statements by the management, etc.

The seriousness with whichaninquiry committee takes
up acase also sendsoutaclear message of whatkind of
behaviour an organization will and will not tolerate.

10. Employee Selection
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Humanresource personnelinboth BASFand GEO commented
upontheimportance of being alertwhen hiring people. The
personnel at GEO, forinstance, mentioned thata number of
problems had been created when their decision to hire
someone hadbeen influenced by the recommendation of a
staffmember. Inmany cases, the staff memberhadbeenina
relationship or had been desirous of one with the newly hired
person. The staff memberwhose recommendation was taken up
subsequently feltthat since he had done the other persona
favourin getting herajob, he wasin a positiontodemand sexual
favoursfrom her. The personnel at GEO sharedthat a stricter
hiring process or being conscious of this factor when determining
whether someone should be hired or notis one way of avoiding
potential complications.

Shahana Kaukab at BASF also highlighted theimportance of
careful hiring. While people who may sexually harass others fit
no social profile, Shahana Kaukab strongly believed that if

anyoneinthe hiringcommittee gotaninkling of ajob candidate
havingthe potential to misbehave inthe future, thatfactorhadto
be takeninto consideration very seriously as it was often difficult
tofire people once they had been hired.

11. Awareness of the Myths Surrounding Sexual
Harassment

The myths surrounding sexual harassment, forinstance, a
womanwho gets harassed musthave done something toinciteit,
have beeninternalized as “truths” by many simply by virtue of
growing upinapatrilineal society. ltis critical thatthe members of
anorganization, some of whommay end up being a partof the
inquiry committee, are aware ofthese myths and understand
themassuch.

Some of the employees atthe organizations that were studied
did make comments such as “when something happensitis
partially the girls fault” and “fashionable and modern girls are
likelyto be harassed, whereasthose who dress decently
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(gesture made towards own headscarf) never have a problem.”
Listening to the stories of how sexual harassment cases were
dealtwith by the various inquiry committees alsorevealed thata
small proportion of the members of these committees gave
weightage to acomplainant's backgroundinterms of her
relationships with menwhentryingto determine whether ornot
she hadbeen harassed, the idea being that a woman who has
had relationships withmeninthe pastislesslikelytofeel
harassed or may have done something to invite the behaviour.

A clear understanding of whatsexualharassmentis andwhat
the myths surroundingitare, thatinclude butare notlimited to
understanding that all women are vulnerable to harassment
regardless of howthey dress andthatawomanwhoisfacing
unwanted sexual attentionis being harassed no matter how
many relationships she has hadis essential forthe inquiry
committee and will helpthem reach fair conclusions. Giventhe
strength and pervasiveness of these myths, itis veryimportant
thatthey be discredited in any sexual harassmentawareness
raising sessions thatare (ideally periodically) heldinthe
organization.

12. The Importance of Institutionalizing Structures

Some of the organizations that were studied did not have a
highnumber of reported cases. The reasons for thisthatwere
highlighted by them includedtheirbeingawoman headed
organization (WWHL), theirhaving more women employees
than men (WWHL), the presence of afamily like atmosphere at
work (BASF) where most people knew everyone else as most
residedinthe same colony andthe role this playedin preventing
people from misbehaving (ARL), the presence ofwomenin
decision making positions (BASF), and the presence of
confidentandvocalwomenin anorganization (BASF). The
argument presentedto explainthe verylast pointwas thatmen
wouldthink twice before harassing confidentand vocalwomen
andthatevenif such womenwere harassed, they would be able
tohandle the matter on their own and would not feel the need
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to reportit.

Some of the factors mentioned abowe, along with others, such
as and there being a strong social networkofinformation sharing
among w2men in an organization where those who had been
there longer guided those who had joined the organization more
recently, were alsodrawn upon by sorme employees of the
organizationsin order to explain whytheydid notdo more than
what they did in order to disseminate informationabout the
Code among their staff members.

Factors such as ahigher proportionofwamenincomparisonto
men, the organization being headed by a wontan, confident
women employees, employees sharing policies witheachother
onaninformallevel and soforth mustnot preventorganizations
from developing a systematic and multithronged strategy of
sharing information aboutthe Code with theiremployees. The
factors mentioned above do notguarantee sexual harassment

notoccurring:

Sexual harassmentcantake placeinwomenheaded
organizations, as seenin WWHL

Sexualharassment cantake place in organizations
where the women outnumberthe men, as seenin WWHL
The presence of afamily like atmosphere does not
preventsexual harassmentfromoccurring, ag seenin
ARL

Ratherthanimpeding misconduct, a fariilylike
atmosphere can, hypothetically, preventwomen from
reporting sexual harassmentifitdoes occur. Fearsof not
being taken seriously and of family relationships being
danmged can crop Lip whenthe harasseris someonethe
person and hisfherfamily knows ata social level.
Evidence fiomPakistan and from other parts of the world
makesitcleartiratwomenin managementordecision
making positions can be harassed by menintheir
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organization.

Evidence fromPakistan and fromother paris of the world
makes itclearthatconfident and vocal wormnen in good
positions inanarganization can be harasSed by menin
their organization.

While thestrategiesanorganizationchoosesto deployin order
todisseminats informationabout the Gode willbe and oughttobe
shaped by the structure ofthe organization for instance, the
numberof staffthe strategymust always be formaland
comprehensive. Nothaving formal and institutionalized
mechanismsiointroduce new employeestothe Code andto
rermind all employees of its contenton aregular basis resultsin
people falling i the cracks; not everyone willend up learning
aboutthecontent. Instituting formal mechanisms meansthatthe
system will continue working even when the committed Human
Resource manager upon whose goodwillthe systemis
informally working retires or changes jobs. Tosumitup:
o formalsystems mustexistthatleadtoanewemployee

becoming familiar withthe Code

allemployees mustbe periodically reminded of the

presence ofthe Code

the Code mustbe displayedin public and be accessible

toallemployeesatalltimes

apermanentinquiry committee mustbe setup andall

employees mustbe aware of who the members of this

commiittee are

The Code hasuery specific guidelines regarding how an
investigation oughtto be carried outand soforth. Itis the
responsibility of every organization to familiarizeitself with the
Code in order toensure they are following itin bothlstter and
spirit.
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CHALLENGESFACED BY THE
ORGANIZATIONS

Thebiggestchallenge faced byorganizations concerned the
inquiry process and the difficulty the members of the inquiry
committee faced in making adecisioninthe presence of
insufficient and contradictory informmation. Most ing uiry
committee members had dealtwithcases that were notclearcut
andwhere they ended up using theirjudgementbased onthe
information they were able to gatherthroughvarious sources.
Cases such asthese were highlighted as theirsole challengein
the entire process.

Some ofthe casesthatcameto the inquiry committee were
straight forward. The case WWHL dealt with, where aman made
attemptstogetacolleagueto share aroomwithhimwhenthey
were both attending atraining out of town, illustrates this. The

manager of the hotel, whomthe manhadalso spokentoin
attempt to get themoneroom, corroborated the story andthe
man himself admittedto doing sointhe formalinquiry.
Corroboration was more difficultin other cases.

Some ofthe casestookthe form of “he said-she said.” ltwas a
matter of one person's claim against another's with no evidence
ofanykind. The inquiry committee would then attemptto shed
lightonthe matterin otherways, by gatheringinformationabout
boththe employses, their performance, personalities, and so
forthin ordertodetermine the likelihood of the incident occurring.
Acompletelackof&vidence and corroboration oftenresulted in
the accused being given awarning andbeing clearly told thatthe
organization rad no tolerance for such and such behaviours, and
that he or she needed to be very careful in the future.

Some cases were particularly complicated because the
concernedindividuals hadbeenin arelationship. If one person
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accused another of harassing her afterthey had broken upand
there was alack of direct evidence butthe inquiry committee's
investigation of the concerned individuals strongly suggested
that the complainant mighthave falsely accusedthemanasa
form of revenge, both the individuals would be given warnings.
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IMPACT REPORTED BY THE
ORGANIZATIONS

1. The presence of a system to deal with complaints in a
logical manner
Interviews conducted with various members of the inquiry

committee revealedthatthey appreciatedthe Code fortheroleit
playedin helpingthem setup systemsthatthey now use to
combat sexual harassmentintheirrespective organizations.
The Code, many claim, has preventedthem from handling
casesinanadhoc manner. They have setup committees made
up of appropriate people and they have concrete guidelines
regarding the process of conducting investigations. Inthe
words of one member of aninquiry committee: “lknow exactly
whatsteps to take if someone comes to me with a complaint.”

2. Builds confidence of employees
Theinterviewsrevealedthatthe presence ofthe Code gave

women afeeling of protection. Knowing that certain behaviours
were unacceptable and thatthe organization would take their
complaints seriouslyifthey faced any kind of harassment
increasedtheir confidence level. Learning about whatthey could
doiftheyfaced sexualharassmentandwhomthey could gotoin
ordertodiscussthe matterorfile acomplaintalso gave their
confidence aboostandincreased the probability oftheiractually
complainingiftheyfaced such behaviourintheirrespective
organizations.

3. Gender sensitization and awareness
Tehseen Siddiquiand Ejaz Hussain Randhawaboth claimthat

the induction of women at ARL has gone up since the adoption of
the Code. They sharethatthe reasonforthisisthatthe
presentationsthe staff members have satthrough sincethe
Code's adoption have sensitizedthem. They gave an example of
one managerwho never hired women on non-secretarial
positions but who went through an attitude shift afterthe
adoption ofthe Code and became significantly more gender
sensitive and opento hiringwomenin avariety of departments
such as finance, procurement, engineering, etc.
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Attock Refinery Limited, a progressive employer, takes concrete measures
toensure ahealthy work environment

Employees of ARL workingin smallgroups ontheissue of sexual
harassment. The more people have an understanding of acceptable and
unacceptable behaviour, the more conscious they willbe about maintaining
ahealthy work environment.

Although a cause and effect relationship cannotbe established,

stories shared by the employees of the four organizations
strongly suggestthatthe adoption ofthe Code and the multiple
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mechanisms different organizations have adopted to
disseminateits contentamong its employees have played arole
inincreasingtheirgender sensitization/awareness of gender
issues. The managerwhose story Tehseen Siddiquiand Ejaz
Hussain Randhawa share illustratesthis, as dothe stories
below.

A woman working in a human resource departmentandwho
was a partof aninquiry committee atthe time she was
interviewed shared thatayoungwoman once cametoher
(beforetheirorganization adoptedthe Code)totell herthatshe
hadbeen sexually harassed. She told the young girlthat she
should notcreate afuss as everyone would blame her. Adopting
the Code and sitting through the initial presentations sensitized
herandincreased herown awareness ofthe issue sothatshe
now deals withreported casesin avery differentway. .

Anawareness session on antisexual harassmentlegislation with
the staff of WW

The story of one youngmember of Team GEO alsoillustrates the
role information dissemination mechanisms canplayin
heightening people's understanding of genderissues. Attending
the new employee awareness session on sexual harassment
resultedin herbeing able to give anameto abehaviourthathad
beendirectedtoherinthe pastandledhertouse hersubsequent
understanding ofthe dynamics of the issue to spread awareness
aboutitinboth herpersonal and professional spheres.
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GEO TV hascreatively produced anumber of pieces of information tokeep
theiremployeesinformed

4. Awards/recognition

ARL, Team GEO and BASF have received awards from AASHA
forbeinggender friendly companies and havingagender frisndly
management. BASF has also received formal recognition by
theirhead office in Germany for being the first BASF company
totake the initiative of creating a gendersensitive environment.

42| Impact Reported by the Organizations




Annex |

Protection Against Harassment of Women at
Workplace, Act 2010
Salient Features

e “Protection AgainstHarassmentofwomen at Workplace
Act2010”isfocused ondealing with sexual harassment
atworkplaceinthe formal sector.

Itrequires everyinstitution, may itbe government,
private or civil society, to adopta'Code of Conduct'
prohibiting behavior constituting sexualharassment
by employees, bothmenandwomen.

Italsoinstructs organizationstoinstitute athree member
Inquiry Committee to address complaints regarding
sexualharassmentwith atleastone memberbeinga
woman, thusfacilitating a self regulatory mechanism
within each organization to make their work environment
moredignified.

The Acthas aprovisionfor setting up an ombudsperson
totake up suchcomplaints, incase anemployeefeels
that the harasseristoo seniorandthe internal committee
will notbe able to hold himorheraccountable.
Ifanorganization failsto abide by the law, the
managementcan be fined upto Rs. 100,000 and notless
than Rs 25,000. The purpose hereis notto punish
organizations butto motivate themto make theirwork
environment dignified.

Overthe lastfive years AASHA facilitated over 300 private sector
organizationsto adoptthis Code of Conductand setupinternal
committeesto addresstheissue. Researchresults showthatit
has provedtobe quite effective. Several organizations have
reported a major positive change in the work environmentand
an increase in the number of women employees because of it.
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Our research also shows that women feel more comfortable
aboutcomplainingtotheir supervisors ora committee member
within their organizations rather than goingto the police station
orcourt. Thus most of the workplace complaints can be settled
in a confidential environment within an organization. This we
believe is more culturally sensitive and practical.
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Annex Il

Step by Step Instructions on How to Comply with
the Law

Now that it is necessary for every organization to comply with
the law against sexual haragsment, following are the steps that
needto be takenimmediately. A Gode of Conducthas already
been prepared in simple language ensuring 100% conpliance
tothe law. Thisdocumentisfar easigrto understand and follow
thanthetextofthe lawitself. The documentis ready to be
incorporated in your HR policies as it is.

STEP 1: Download Code of Conduct from AASHA's website
www.aasha.org.pk

STEP 2:In a meeting of your seniormanagementtakea
decisionto officiallyincorporate the CodeinyourHR
policies.

STEP 3:Managementwillappointathree-member standing
Inquiry Committee to handle any complaints of sexual
harassment. Atleastone member should be awoman. It
is good to have a representation of CBA
(if applicable).

STEP 4: Management should alsoidentify aCompetent
Authority intheirorganization if notalready identified (in
mostcasesit isthe CEOor who ever has the hiring/
firing authority).

STEP 5 : Management will notify allemployees afincorporating
ofthe Gode of Conductintheir HR policies, the names,
conlactinformation ofthe three committee members,
instructions of approaching any of the committee .
members in case of a sexual harassment complaint.

STEP 6: Management will also post this notification and the
full text of the Code onanotice boardoranycommon
areainalanguage understandable by the employees.
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(AASHA has printed a set of two posters with full text
ofthe code in English and Urdu. You may requestthem

from AASHA's office. Itisquite convenienttoframethem
and put them up inthe office.)
ONCEYOUHAVECOMPLETED THESE SIXSTEPS, YOU
HAVE SUCCESSFULLY ADOPTED THE CODE AS
PRESCRIBEDBY THE LAW.

The objective of adopting the code isto make the work
environment more professionalanddignified, which willmake
the organization more efficient and productive; therefore itis
necessary forthe managementto undertake stepsto
institutionalize the Code in letter and spirit.

The Management should also:

1. Educate employeesregardingthe issue of sexual
harassmentand howto create Zerotoleranceforit.

2. TrainInquiry Committee membersto conducttheir
inquiriesinajustand sensitive manner.
Ensurethatdue processis undertakeninafairandjust
manner. ltshouldinterveneifthereis any retaliation or
black mailing by any party.

The Managementandthe Inquiry Committee should be
proactive intaking steps to make the work environment
more professional and free of sexual harassment.
Issues of sexual harassmentare notunusualin
organizations as people bringthemtoworkplaceasa
partoftheirupbringing. Itisthe responsibility of
Managementsto have amechanisminplacetohandle
these cases appropriately.
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