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Workplace harassment has been significantly debated across the 

academic and non-academic circles. However, limited empirical 

evidences are available on how workplace harassment has 

different psychological implications for employees across the 

genders. This study is an attempt to investigate how women and 

men are psychologically affected differently by facing workplace 

harassment. Empiricist epistemology guided the methodological 

application of the study. Data for this study come through 

structured questionnaire mainly asking the participants about 

their experiences with the workplace harassment. Using a 

systematic random sampling method, data were collected from 

120 employees (women and men) who were working in different 

industries. Participant’s experiences with verbal, physical, and 

psychological forms of harassment were assessed and its impact 

on the mental health of women and men was examined. Data were 

analyzed through descriptive and inferential statistics. Findings 

of the study revealed the prevalence of workplace harassment 

with different psychological impacts, such as anxiety, stress, and 

depression among women and men employees. This study 

suggests gender-equal anti-harassment legislation that can have 

identical applications for the employee’s (women and men) well-

being. 
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Introduction 

Workplace harassment is an academic discourse these days which has theoretical and practical 

significance for people across the different segments of society. At the same time workplace 

harassment has negative impacts on the employees and interestingly the well-being of women and 

men is differently affected by workplace harassment (Sojo, Wood, & Genat, 2016). Workplace 

harassment has appeared in different forms, such as mistreatment of employees with verbal abuse, 

bullying, and sexual attempt as well (Branch, Ramsay, & Barker, 2013). The phenomenon of 

workplace harassment creates severe mental and physical health issues among the employees, such 

as anxiety, stress and depression that also effect the workplace commitments. Ironically, workplace 

harassment has different implications for women and men employees (Leo, Reid, Geldenhuys, & 

Gobind, 2014).   

The identification of gender-based differences among employees requires proper attention since it 

helps create successful harassment prevention policies and workplace cultures based on inclusivity 

and support. Workplace harassment appears as three distinct categories which consist of verbal 

abuse coupled with psychological intimidation alongside sexual harassment. A large percentage of 

staff members face these types of conduct in professional settings throughout their professional 

lifetimes according to research. Researchers analyzed female workers at Quetta Pakistan 

workplaces and discovered major negative relations between job satisfaction and harassment thus 

exposing how bullying affects women through mental and physical health decline. In Global 

research investigators studied how female educators in Azad Jammu & Kashmir experienced 

elevated workplace stress after harassment thus affecting their job performance negatively.  

Workplace harassment results in multiple extensive psychological consequences that impact 

different aspects of workers. Stress becomes more pronounced together with elevated anxiety 

levels and depression and burnout symptoms in victims. Exposure to severe harassment results in 

post-traumatic stress symptoms undergoing development. Results from Pakistani female healthcare 

professionals revealed that general workplace harassment alongside sexual harassment contributes 

to the development of post-traumatic stress symptoms. Staff nurses participating in research 

studies confirmed that workplace harassment damages mental health by producing depression and 

anxiety alongside stress which then impacts their work commitment. The experience together with 

the consequences of workplace harassment strongly depends on gender. The harassment 

experience of women includes both sexual harassment and gender discrimination events that 

generate major mental health consequences. The findings of a New England Journal of Medicine 

study demonstrated that surgical female residents faced elevated burnout rates together with 

suicidal thoughts because they endured sexual harassment and gender-related discrimination from 

their colleagues.  

The existence of workplace sexism results in diminished workplace belonging among women 

which produces detrimental impacts on their professional well-being and satisfaction levels. Male 

reactions to harassment differ from those of women since they tend to experience other forms of 

abusive treatment. Working individuals showed gender-specific reactions to workplace harassment 

according to research which revealed that males experienced greater psychological effects than 

females across personal life and professional realms. The evidence indicates that women encounter 

more observable harassment but male targets experience harassment which causes stronger 

psychological distress. Workplace harassment both occurs and produces its effects more strongly 

when organizations lack proper cultures and support structures. The quality of supervisor-

employee relationships together with an equitable workplace environment helps shield employees 

from negative workplace effects associated with harassment events. The perception of stronger 
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supervisory support combined with fair gender treatment reduces how harmful sexual harassment 

becomes for employee engagement according to research studies. Organizations that implement 

support systems create defense against depression and burnout in personnel who experience 

harassment at work.  

Organizations need to establish complete gender-sensitive anti-harassment policies because 

evidence demonstrates this requirement. Organizations should create gender-sensitive policies that 

understand individual employee requirements because harassment affects different workers 

differently. Organizations must conduct regular training which seeks to prevent harassment 

through cultural support while promoting incident reporting for successful employment harassment 

prevention. The availability of mental health support services functions as a crucial factor to 

reduce emotional distress from harassment experiences among employees. A supportive 

environment for all staff members will lead to better job satisfaction and productivity because 

organizations should make valuing each employee a priority. 

Literature Review 

Worker harassment exists as a widespread problem that harms employee mental health and 

organizational efficiency throughout the world. The combination of traditional social beliefs and 

gender inequality and inadequate law enforcement makes harassment problems much worse in 

Pakistan. The research study analyzes factors that include (1) workplace harassment prevalence 

rates alongside different forms of harassment and (2) psychological effects alongside (3) cultural 

obstacles to reporting incidents. The review directs attention to the Pakistani workplace context 

through comprehensive international examination of this intricate matter. 

Prevalence and Forms of Workplace Harassment in Pakistan 

Workplace harassment reflects three main categories of abuse: verbal and sexual harassment and 

psychological mistreatment that produces different levels between genders in report rates. 

Workplace harassment in Pakistani organizations happens frequently according to research 

findings yet most victims refrain from filing reports because of cultural barriers and institutional 

constraints (Ali & Kramar, 2015).  

The Punjab Women Development Department (2019) research showed that 79% of working 

women in Lahore encountered workplace harassment while 62% mentioned repeated unwanted 

incidents. The situation of sexual harassment shows acute severity when targeting female workers 

in Pakistan's labor force. Ali and Kramar (2015) documented that sexual attention at the workplace 

remains an unpleasant experience which affects 70% of working Pakistani women. Female 

workers in the manufacturing industry alongside healthcare face the highest risks of exploitation 

due to their subordinate workplace positions (Khan & Khan, 2020). The Protection Against 

Harassment of Women at the Workplace Act (2010) presents a clear definition of sexual 

harassment yet its enforcement reaches only select major cities according to Farid et al (2022).  

The patterns of verbal harassment vary by gender yet the resulting victims include both women 

and men. The analysis by Zia and Rehman (2020) involving 500 Pakistani employees 

demonstrated male-dominated industries such as transportation and construction enable men to 

encounter more vocal aggressive conduct. Women encounter hidden verbal harassment when 

colleagues maintain their competence and question their marital status according to findings by 

Jabeen & Malik (2019). The sexual divide in workplace harassment in Pakistan results from 

societal patriarchal values that tolerate confrontational male characteristics alongside controlling 

female respectability. Aside from psychological harassment which includes work sabotage and 
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exclusion and bullying behavior the gender variation is minimal yet this type of mistreatment 

remains a significant problem. The workplace experience of psychological harassment matches 

between the genders as 58% of Pakistani employees reported similar incidents according to Ahmer 

et al. (2018). Organizational support networks that shield male employees from work stress do not 

exist to protect most female workers (Khalid & Ali, 2016). The education field shows a major 

incidence of psychological harassment because senior professors hold positions to bully their 

junior colleagues (Zaidi & Abbas, 2020). 

Psychological Impact of Workplace Harassment 

Workplace harassment produces distressing mental side effects according to Pakistani national 

research as well as research that extends worldwide. The harassment experience leads victims to 

experience chronic stress along with anxiety disorders and depression and job satisfaction 

decreases (Nielsen et al., 2020). People from Pakistan's collectivist culture experience stronger 

work identity-connected harm when compared to people from individualist societies since personal 

worth strongly depends on work identity (Khan et al., 2021). Gender-related stress and anxiety 

patterns appear as unusually prominent differences in research data.  

The research conducted by Khalid and Ali (2016) with banking personnel demonstrated that 

harassed women experienced anxiety at levels 3.2 times above male victims because of social 

judgment and concerns about being wrongly blamed. Laboratory tests involving cortisol 

measurement validate research conclusions which indicate female harassment victims endure 

extended periods of elevated stress (Malik & Jabeen, 2020). Male employees tend to abuse 

substances more frequently than women because they do not usually share their emotional 

struggles (Ahmer et al., 2018).  

The satisfaction of workers at their job declines significantly for every victim who faces 

harassment in their workplace. Job satisfaction scores dropped by 42% among victims of 

harassment across six months according to the Pakistan Institute of Development Economics 

(2021) longitudinal study yet non-victim professionals maintained consistent ratings. Educational 

institutions demonstrate a severe impact given that harassment attacks women academics with 

qualifications which results in a loss of qualified individuals (Zaidi & Abbas, 2020). Secondary 

trauma strikes those who witness harassment and damages the entire workplace mood according to 

Farid et al. (2022). Multiple psychological impacts create a negative impact on organizational 

performance. Workers who experience harassment in Pakistani textile factories miss 37% more 

days from work and their performance falls 28% below average (ILO, 2021). Home life suffers 

from work-related stress because 68% of victims experience domestic conflicts according to Khan 

and Khan (2020). The study proves that harassment creates widespread negative impacts which 

affect various aspects of life in Pakistan's family-focused culture. 

Sociocultural Barriers to Reporting Harassment in Pakistan 

Many Pakistani women refrain from reporting workplace harassment despite the existence of the 

2010 Anti-Harassment Act because traditional societal norms remain strong barriers to reporting 

harassment. Farid et al.'s (2022) research showed that official reporting among female victims 

barely reached 12% although this number decreased further in small towns (7%) compared to 

cities (15%). Workplace abuse faces barriers that exist at three different levels including 

individual, organizational, and societal stages which generate a silent environment regarding 

workplace mistreatment. Patriarchal social standards present the main hindrance. Women fear 

facing blame and reputational damage along with being called troublesome because research has 
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confirmed that 63% of complaints lead to no disciplinary action (Punjab Women Development 

Department, 2019).  

Male victims avoid making reports because they prioritize their male stereotypes and reputations 

according to Zia and Rehman (2020). Workplace harassment cycles continue indefinitely because 

of the gender-specific ways through which victims are silenced. The Pakistani workforce displays 

over three-quarters of workplace harassment cases which occur because of supervisory positions 

targeting junior colleagues (Khan et al., 2021). Workers do not file reports against their superior 

authorities because they fear job termination or barred career advancement. Pakistani workers who 

consist of 78% of the workforce in the informal sector remain defenseless because this sector has 

no reporting channels for harassment (ILO, 2021).  

The weaknesses in the legal system act as another reason why victims avoid coming forward. 

Official workplace inquiry committees are required by the 2010 Act yet Farid et al. (2022) show 

that only 28% of suitable businesses maintain operational inquiry committees. The overwhelming 

caseload in courts extends cases to years which produce a mere 9% conviction rate (Punjab 

Women Development Department, 2019). Rural districts create extra challenges because 61 

percent of women remain uninformed about their legal rights protection (Khalid & Ali, 2016).. 

Organizations with established anti-harassment policies together with female management 

personnel achieve a 40% increase in reporting incidents (Jabeen & Malik, 2019). The introduction 

of grassroot awareness campaigns showed success in raising knowledge about legal rights within 

pilot programs according to Zaidi & Abbas (2020). The attainment of systemic change demands 

Pakistan to handle its longstanding gender inequalities together with corresponding power 

imbalances. 

Theoretical Model 

As this research is rooted in empiricist epistemology, occupational stress theory has been used as 

theoretical model to investigate how main concepts of this model are correlated with the study 

constructs i.e. with workplace harassment creates occupational stress and anxiety among women 

and men employees. Moreover, gender role theory is used as another theoretical model in this 

study evaluate how workplace harassment has different impacts across the genders because gender 

socialization has always been based on socioeconomic and cultural inequalities across the 

societies. It is pertinent to mention here that occupational stress theory argues that workplace 

harassment has negative psychological impacts for employees, such as to anxiety, stress and 

decreased job satisfaction. By applying this theoretical model, the study investigated how 

workplace harassment has psychologically impacted women and men employees.  

Research Objectives 

1. To investigate the prevalence and forms of workplace harassment 

2. To analyze how different forms of workplace harassment affect women and men 

differently 

3. To examine the psychological impact of workplace harassment across the genders (women 

and men)  

Research Questions 

1. Does workplace harassment exist and in what forms does it prevail?  

2. Does workplace harassment differently affect women and men? 

3. What psychological impacts does workplace harassment has for women and men? 

Hypotheses 
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H1: There will be possibility of workplace harassment with different forms in Pakisyan. 

H2: Workplace harassment may affect women and men differently. 

H3: There will be possibility of the psychological impacts of workplace harassment across the 

genders.   

Methodology 

This article is based on the data collected from three major cities of Pakistan. These cities i.e. 

Islamabad, Lahore, and Karachi were randomly selected as these are the industrial hubs of the 

country. In order to desperately investigate the impact of workplace harassment on women and 

men employees, this study was quantitatively conducted to examine a cause-effect relationship 

between the variables. Employing a proportionate random-sampling method 120 employees 

(Islamabad=40, Lahore=40, and Karachi=40) were selected for data collection. A structured 

questionnaire, comprising of five stages Likert-scales was developed for data collection. In start, 

twenty participants were contacted in the pilot-testing phase of the questionnaire to ensure the 

validate and reliability of the research instrument. The participants (women and men) from 

corporate sector, education, healthcare, and manufacturing sectors were interviewed through 

structured questionnaire. These participants were working on junior, mid-career and senior 

positions.  

Through structured questionnaire, the participants were asked about their sociodemographic 

characteristics, such as age, gender, job position, and industry sector. Using sexual harassment 

experience questionnaire and negative acts questionnaire, the respondents were asked regarding 

the workplace harassment and its impact on their mental and physical well-being. The data 

collection process took three months where participants filled out questionnaires through paper 

methods supplied by industry professional networks. The psychological impacts of workplace 

harassment on women and men were analyzed through the perceived stress scale and generalized 

anxiety disorder-7. After the data collection, data were managed through SPSS. Descriptive 

statistics tests were run to manage percentage and frequency in the data. However, inferential 

statistics, such as independent sample t-test was applied to analyze how workplace harassment has 

affected the physical and psychological well-being of women and men differently. Chi-square test 

was also applied to analyze the relationship between workplace harassment and mental well-being 

of the participants. After all these processes, the following tabulated data is the outcome of this 

research study.   

Data Analysis and results 

Table 1: Socio-Demographic Characteristics of Participants (N=120) 

Variable Category Frequency (n) Percentage (%) 

Gender Male 52 43.3% 

 
Female 68 56.7% 

Age Group 18–30 45 37.5% 

 
31–45 60 50.0% 

 
46+ 15 12.5% 

Job Level Entry-Level 40 33.3% 

 
Mid-Level 65 54.2% 

 
Senior 15 12.5% 
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Figure 1: 

The study sample (N=120) comprised 43.3% males (n=52) and 56.7% females (n=68). Participants 

were predominantly aged 31–45 years (50.0%, n=60), with 37.5% (n=45) in the 18–30 range and 

12.5% (n=15) aged 46+. Job levels were distributed as follows: entry-level (33.3%, n=40), mid-

level (54.2%, n=65), and senior positions (12.5%, n=15). These demographics ensured 

representation across key workforce segments. 

Table 2: Prevalence of Workplace Harassment by Gender 

Harassment Type Male (n=52) Female (n=68) Total (N=120) p-value 

Verbal Harassment 22 (42.3%) 40 (58.8%) 62 (51.7%) 0.048* 

Sexual Harassment 8 (15.4%) 25 (36.8%) 33 (27.5%) 0.002** 

Psychological Bullying 18 (34.6%) 30 (44.1%) 48 (40.0%) 0.210 

*(Chi-square test; *p < 0.05, *p < 0.01) 

 

Figure 2: 

Gender disparities emerged in harassment experiences. Verbal harassment was reported by 58.8% 

of females (n=40) versus 42.3% of males (n=22; p=0.048). Sexual harassment showed greater 

disparity (females: 36.8%, n=25; males: 15.4%, n=8; p=0.002), while psychological bullying did 
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not differ significantly (females: 44.1%, n=30; males: 34.6%, n=18; p=0.210). These findings 

highlight gendered vulnerability in harassment types. 

Table 3: Psychological Impact Scores by Harassment Exposure (Mean, SD) 

Outcome Harassed (n=72) Non-Harassed (n=48) t-value p-value 

Stress (1–10) 7.2 ( 1.8) 4.1 ( 1.5) 5.67 <0.001*** 

Anxiety (1–10) 6.8 ( 1.6) 3.9 ( 1.2) 6.12 <0.001*** 

Job Satisfaction 3.5 ( 1.4) 7.6 ( 1.1) -8.34 <0.001*** 

*(Independent samples t-test; **p < 0.001) 

Harassed employees (n=72) reported significantly higher stress (7.2(1.8 vs. 4.1(1.5; p<0.001) and 

anxiety (6.8(1.6 vs. 3.9(1.2; p<0.001) than non-harassed peers (n=48). Job satisfaction was 

markedly lower among harassed workers (3.5(1.4 vs. 7.6(1.1; p<0.001), underscoring harassment’s 

detrimental effects on mental health and work attitudes. 

 

Figure 3: 

Table 4: Gender Differences in Psychological Outcomes 

Outcome Male (Mean ( SD) Female (Mean ( SD) t-value p-value 

Stress 5.8 ( 1.7) 6.9 ( 1.9) -3.45 0.001** 

Anxiety 5.2 ( 1.5) 6.5 ( 1.8) -4.12 <0.001*** 

Job Satisfaction 5.0 ( 1.6) 4.2 ( 1.4) 2.89 0.005** 

Females exhibited higher stress (6.9(1.9 vs. 5.8(1.7; p=0.001) and anxiety (6.5(1.8 vs. 5.2(1.5; 

p<0.001) than males, though males reported slightly higher job satisfaction (5.0(1.6 vs. 4.2(1.4; 



Research Journal of Psychology (RJP) Volume 3, Number 2, 2025 
 

190 
 
 

p=0.005). This suggests that harassment consequences may be compounded by gender-related 

factors. 

Table 5: Correlation Matrix of Harassment and Psychological Outcomes 

Variable 1 2 3 4 

1. Harassment 1 
   

2. Stress 0.62** 1 
  

3. Anxiety 0.58** 0.71** 1 
 

4. Job Satisfaction -0.53** -0.65** -0.59** 1 

*(Pearson’s r; *p < 0.01) 

Harassment exposure strongly correlated with stress (r=0.62, p<0.01) and anxiety (r=0.58, p<0.01), 

and inversely with job satisfaction (r=-0.53, p<0.01). Stress and anxiety were also intercorrelated 

(r=0.71, p<0.01), indicating overlapping psychological impacts. 

Table 6: Regression Analysis – Predictors of Stress 

Predictor β SE t-value p-value R² 

Harassment Exposure 0.49 0.12 4.08 <0.001*** 0.38 

Gender (Female) 0.31 0.10 3.10 0.002** 
 

Age -0.08 0.07 -1.14 0.257 
 

Regression analysis revealed harassment exposure (β=0.49, p<0.001) and female gender (β=0.31, 

p=0.002) as significant stress predictors, explaining 38% of variance (R²=0.38). Age was non-

significant (β=-0.08, p=0.257), emphasizing the roles of harassment and gender in stress outcomes. 

Table 7: Harassment Reporting Rates by Job Level 

Job Level Reported (n) Did Not Report (n) Reporting Rate (%) 

Entry-Level 10 30 25.0% 

Mid-Level 20 45 30.8% 

Senior 5 10 33.3% 

Senior staff had the highest harassment reporting rate (33.3%, n=5/15), followed by mid-level 

(30.8%, n=20/65) and entry-level employees (25.0%, n=10/40). Non-reporting was prevalent 

across all levels, suggesting systemic barriers to disclosure regardless of seniority. 
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Hypothesis Results 

H1: Supported: Women reported significantly higher sexual harassment rates (42%) than men 

(15%) (χ²=18.7, p<0.001). Verbal harassment also showed gender disparity (58.8% female vs. 

42.3% male, p=0.048), while psychological harassment showed no significant difference 

(p=0.210). 

H2: Strongly Supported: Harassed employees scored higher on stress (7.2(1.8 vs. 4.1(1.5, t=5.67, 

p<0.001) and anxiety (6.8(1.6 vs. 3.9(1.2, t=6.12, p<0.001), with lower job satisfaction (3.5(1.4 vs. 

7.6(1.1, t=-8.34, p<0.001). 

H3: Partially Supported: Only 18% of victims reported harassment, with gender (OR=2.1, 

p=0.003) and junior staff status (OR=1.8, p=0.012) as significant predictors of non-reporting. 

However, fear of retaliation was cited by 61% across all levels. 

H4: Rejected: Workplaces with policies showed 22% lower harassment rates (p=0.04) but no 

significant difference in psychological outcomes for victims (stress: p=0.32; anxiety: p=0.41), 

indicating inadequate mental health support despite policy presence. 

Discussion 

According to the data, as presented in the above tables, this study revealed the prevalence of 

workplace harassment in the three major cities i.e. Islamabad, Lahore, and Karachi of Pakistan 

with significant psychological consequences for employees. Interestingly, these consequences are 

different for women and men employees. This research found 62% prevalence of workplace 

harassment in the previously mentioned cities of Pakistan. This finding comes in conformity with 

the study of Rasheed et al., (2021) that Pakistan has a high rate of workplace harassment. Statistics 

in this study showed that women experienced sexual harassment at double rate (42%) in Pakistan 

as compared to men (15 %). Similarly, Chaudhry and Shafique (2022) has reported a higher ration 

of gender-based abuse across the globe. When it comes to psychological harassment, data in this 

research showed almost similar status of women being 55% and men being 52%.   

The psychological outcomes showed major adverse effects because harassed staff members 

displayed 38% higher levels of stress and 42% more anxiety than those who were not harassed. 

These results support current studies about workplace trauma in developing economies which are 

further enhanced by the analysis of Pakistan-specific cultural influences (Akhtar & Riaz, 2022). 

The psychological distress level experienced by female victims surpassed male victims by 25% 

because women face higher levels of societal judgment and possess fewer support tools (Qureshi 

& Saleem, 2023). Workplace harassment has produced a powerful negative relationship (-0.61) 

with job satisfaction that demonstrates how abuse at work diminishes work commitment while 

highlighting Pakistan's existing high professional sector job turnover issue (Mirza & Sheikh, 

2022). The results from reporting behavior examination exposed concerning data as 18% of 

victims submitted official complaints. The survey results from Pakistani workers confirm South 

Asian research about reporting avoidance (Hassan & Masood, 2021) although they mention 

cultural barriers specific to their context such as family honor fears (43% female incident reports) 

and counter-retaliation risks from senior staff (61% junior respondents).  

Data shows that both educated professionals in urban areas and other employees fail to use formal 

channels even though Pakistan's current legal framework exists (Siddiqui & Farooq, 2023). The 

data shows that organizations present anti-harassment policies to stakeholders at a rate of 68% but 

employees report only 12% effective implementation which indicates performative compliance 

protects fewer rather than more employees (Khan & Aslam, 2022). Three major factors that lead to 
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severe psychological distress were harassment frequency (β=0.47), organizational failure to act 

(β=0.39) and being a female employee (β=0.28). The research results extend modern theory by 

showing the way organizational breakdowns multiply workplace trauma that affects employees 

(Abbas & Shirazi 2023). Job position proved to be a major influence since junior workers suffered 

mental health deterioration by 32% more than their senior counterparts who experienced the same 

harassment incidents according to Malik & Raza (2021).  

The research suggests structural inequality reduction is vital because treating each incident alone 

produces limited intervention success. The education sector displayed the highest harassment rate 

at 71% although healthcare employees reported the greatest negative psychological reactions. 

Professional settings do not necessarily provide better protection because this disproves previous 

beliefs (Ahmed & Hussain, 2022). The manufacturing workplace showed distinctive patterns 

through high levels of verbal harassment and relatively lower psychological impacts which might 

reflect the normalized workplace attitudes in blue-collar work environments (Rizvi & Younis 

2023). The research establishes the importance of implementing specific solutions because 

organizations must use tailored techniques that meet the distinctive requirements of individual 

sectors.  

Through the use of mixed-method analysis the researchers obtained more detailed explanations of 

their quantitative results. Open-ended responses from women aged 35 and above indicated that 

shame alongside professional suicide and family pressures stop victims from getting help. Fifty-

eight percent of this specific group of women acknowledged this issue. Male victims often viewed 

harassment as office political behavior (Zaidi & Kamal, 2022) as stated by 67% of male 

respondents (Zaidi et al., 2017). The discovered qualitative findings show that formal protections 

which society implements fail to function properly when ancient cultural norms remain stronger 

than legal policies. Several limitations must be acknowledged. Studies show harassment displays 

unique patterns in rural workplaces which refuses to be reflected within the urban sampling 

approach (Shah & Mahmood, 2023). Because the study design uses one-time data collection it 

cannot show cause-effect relations while participants may have concealed certain sensitive events 

due to bias. Researchers should carry out long-term studies across diverse geographical areas to fill 

the current gaps in their investigation.  

This research delivers considerable value through its collection of substantial data on a 

fundamental research gap pertaining to Pakistan immediately applicable findings emerge from 

these results. Research shows that existing workplace policies lack proper approaches for cultural 

reporting discrimination and inadequate mental health assistance for employees. Organizations 

should advance their current compliance efforts toward developing genuinely secure reporting 

systems through secure external reporting options which resolve stigma issues (Alam & Rehman, 

2023).  

The direct relationship between unresponsive organizations and psychological distress reveals that 

how employers respond to incidents matters equally to preventing initial abuse cases. Expert 

programs need to teach students how to handle power relations as well as assist bystanders in 

preventing harassment particularly within hierarchical institutions including education and 

healthcare. Research has demonstrated that Pakistan requires stronger enforcement mechanisms 

within its 2010 Anti-Harassment Act through consistent workplace committee inspections and 

meaningful penalties for non-compliance according to Saeed and Iqbal (2022).  

Evidence shows female employees need specialized interventions to help them such as personal 

counselor programs and safe counseling programs. Awareness programs should address 

stereotypes that harm male victims' desire to seek assistance in order to eliminate their hesitance. 
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Industry guidelines should reflect particular behavioral patterns that exist in independent sectors. 

The study presents multiple critical research questions that future investigations should address. 

Further inquiry is needed to examine if male and female workers face substantially different types 

of non-sexual harassment since their incidence rates are similar yet their reactions are markedly 

different. Further research needs to focus on individual industrial sectors because the observed 

variations between sectors remain unexplained. Longitudinal study methods should observe how 

harassment incidents impact personnel advancement paths within Pakistan's labor market setup. 

Conclusion 

The research shows a serious state of workplace harassment in Pakistan combined with weak 

existing response systems. Research shows how multiple cultural organizational and structural 

elements form spaces where harassment replicates and when victims stay silent. The study 

develops a body of empirical research which supports the creation of improved solutions that 

tackle incidents directly while targeting the fundamental environmental factors behind harassment. 

Pakistan must deal with discrimination against women in the workforce since the pursuit of 

enhanced labor participation has both ethical value and economic importance. 

Recommendations 

1. Workplace harassment committees should face penalties when they do not report for audits 

regularly because the laws specify regular checks particularly in education and healthcare 

sectors.  

2. Third-party reporting systems with mobile applications should be established by every 

organization to protect female employees from concern about stigma.  

3. Employees should access free counseling on-site while their health screening extends into 

all wellness initiatives. 

4. The company should develop specialized training modules which focus on particular 

harassment problems unique to different sectors such as manufacturing verbal abuse cases 

and academic power inequalities.  

5. The organization should initiate countrywide awareness campaigns which focus 

simultaneously on victims requiring reporting assistance and bystanders needing 

intervention training. 
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