
Editor’s note: This is the second 
part in a two-part series.

I
n the first part of this article, I 
discussed the current political 
climate and widespread social 
media use helped #MeToo pro-
mulgate its message and impact 

numerous industries throughout the 
United States.

But, due to distinct legal and cul-
tural factors, #MeToo has taken dif-
ferent shape and has had varying 
impact across international jurisdic-
tions. In the first article, I looked 
at the impact on Italy and France. 
This time, we’ll take a look at Japan, 
India and Egypt.

Japan

Cultural phenomena unique to 
Japan created a distinctive reaction 
to #MeToo there. The concept of 
“saving face,” or avoiding embar-
rassment for oneself and others, is 

considered a high priority in Japan, 
see Rochelle Kopp, “Saving Face: 
A Little Discretion Can Go a Long 
Way in Japan,” Japan Intercultural 
Consulting (Mar. 23, 2010). This cul-
tural value may deter women from 
reporting sexual harassment.

Indeed, in a May 2018 survey 
of over 200 large and midsize 
Japanese companies, only 14 
percent of companies surveyed 
said they received complaints of 
sexual harassment in the past year, 
see “Sexual harassment policies 
unchanged at most firms in Japan, 
despite growing awareness amid 
global Me Too movement: poll,” 
The Japan Times (May 25, 2018. 
A 2015 government survey found 
only 4 percent of rape and sexual 
assault victims reported to the 
police and more than two thirds 

of victims surveyed had not told 
a single person about the crimes.

Kurumi Mori and Shoko Oda, 
“#MeToo Becomes #WeToo in Vic-
tim-Blaming Japan,” Bloomberg 
(May 9, 2018). Japanese culture 
pressures people to “bear one’s 
hardship,” see “#MeToo Japan: 
What happened when women broke 
their silence,” BBC (Apr. 25, 2018). 

This deters reporting, and may help 
explain the culture of widespread 
victim-blaming.

Women’s status in the workforce 
also may help account for underre-
porting. Though Japanese women 
participate in the workforce at a 
higher rate than U.S. women, their 
prospects for advancement are 
worse. Only 3.4 percent of seats on 
boards of the largest publicly listed 
companies in Japan were held by 
women in 2016, see “Organization 
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Though Japanese women par-
ticipate in the workforce at a 
higher rate than U.S. women, 
their prospects for advancement 
are worse. 



for Economic Co-Operation and 
Development, Employment: Female 
share of seats on boards of the larg-
est publicly listed companies.” Japan 
ranked 114th out of 144 countries in 
the World Economic Forum’s 2017 
gender gap report. Perhaps’ women’s 
low status in the workforce deters 
them from reporting: an April 2018 
online poll of 1,000 working Japanese 
women found 60 percent of those 
who experienced sexual harassment 
at work “put up with it” in order to 
protect their status in the workplace, 
and only 24 percent of women sur-
veyed reported it to work or some-
one else. Yet companies have not 
prioritized improving sexual harass-
ment policies: in a May 2018 survey, 
78 percent of companies said they 
had not strengthened sexual harass-
ment policies, and 77 percent said 
they were not considering policy 
changes, “Sexual harassment poli-
cies unchanged at most firms in 
Japan, despite growing awareness 
amid global Me Too movement: poll,” 
The Japan Times (May 25, 2018).

To combat cultural factors unique 
to Japan which result in women dras-
tically underreporting sexual harass-
ment, #MeToo has taken a new form 
in Japan. In its place, #WeToo encour-
ages unity between victims and sup-
porters. It was created in hopes of 
increasing reporting as well as a feel-
ing of validation for victims.

India

India’s violent history of work-
place harassment laws began in 

1992. As required by her govern-
ment job, Bhanwari Devi reported 
five upper-caste men’s plan to marry 
off a 9-month-old girl. In response, 
the men gang-raped Devi. Devi 
reported the rape to the police, a 
rare act in India in 1992. Devi’s expe-
rience inspired women’s groups to 
file public interest litigation, which 
resulted in the first set of workplace 
harassment guidelines, the Vishaka 
Guidelines, in 1997.

India enacted more biting prohibi-
tions on workplace sexual harass-
ment in 2013. Another brutal and 
widely publicized gang-rape inspired 
public outrage and riots. The gov-
ernment responded in December 
2013 with the Sexual Harassment 
of Women at Workplace Act. The 
act requires employers set up a 
system for reporting and address-
ing complaints, which may include 
an internal complaints committee. 
The committee is required to pro-
vide certain types of rectification 
before beginning its investigation. 
The act imposes strict punishments 
on noncompliant employers: they 
can be punished with a fine of up to 
50,000 rupees. Repeated violations 
are subject to higher penalties, as 
well as business de-licensing or de-
registration. See The Protection of 
Women Against Sexual Harassment 
at Work Place Bill (2010).

#MeToo could become a rallying 
movement particularly in Bollywood. 
In Bollywood, many female actresses 
find it commonplace to be asked 
for sexual favors in return for act-

ing roles. See “#MeToo: Why sexual 
harassment is a reality in Bollywood,” 
BBC (Apr. 28, 2018). One anonymous 
actress was sexually assaulted by a 
casting agent. When she reported 
the event to the police, they told her 
people in the film industry can do 
whatever they want. Actresses that 
refuse sexual advances face the pos-
sibility of retaliation or being black-
listed. India’s regional film industries 
are also slowly bringing the indus-
try’s abuse into the public eye. Sri 
Reddy, a “Tollywood” actress, staged 
a nude protest in April 2018. Videos 
of Reddy’s protest spread over the 
internet and incited comments that 
she was merely attempting to fur-
ther her career, see Jeffrey Gettle-
man, “Indian Actress Stages a Top-
less #MeToo Protest,” The New York 
Times (Apr. 8, 2018). Radhika Apte, 
one of the few Bollywood stars to 
speak out about her experiences 
refusing producers’ sexual advances, 
explains one barrier to Bollywood 
catching onto the #MeToo move-
ment is the system of earning film 
roles in Bollywood. Unlike in Hol-
lywood, where theater and acting 
education is heavily valued, earn-
ing roles in Bollywood is based on 
professional contacts, personal con-
duct, and appearance. Bollywood’s 
#MeToo movement may be yet to 
come, given women’s reluctance to 
report abuses.

Egypt

Sexual abuse in Egypt is also com-
mon, as indicated by a 2017 United 
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Nations poll. The poll ranked Cairo 
as the most dangerous megacity for 
women based on factors including 
how well-protected women are 
from sexual assault., see “Exclu-
sive—Cairo named most dangerous 
megacity for women; London best—
poll,” Reuters (Oct. 15, 2017). Until 
2014, Egyptian law did not define 
or criminalize sexual harassment. 
A 2014 law punishes sexual harass-
ment with fines up to 5,000 Egyptian 
pounds and jail sentences between 
six months and five years. Harassers 

who hold a position of power over 
victims, including in the workplace, 
face longer sentences. See “Egypt 
brings in new sexual harassment 
laws,” BBC (June 5, 2014).

One potential obstacle to 
#MeToo’s influence in Egypt is the 
police. Women may feel uncomfort-
able reporting sexual harassment to 
male police officers, and there is a 
dearth of female officers in Egypt. 
See Azza Solimon, “How #MeToo 
and #TimesUp Are Helping Egyptian 
Women Break the Silence Around 
Sexual Violence,” TIME (May 17, 
2018), Harassment by a policeman 
inspired Amal Fathy to post a video 
detailing the harassment and dis-
cussing the government’s failure to 

protect women. Fathy was charged 
with crimes including insulting 
Egypt. See Susannah Cullinane, 
“Egyptian activist detained over 
social media video post criticizing 
government,” CNN (May 11, 2018).

Perhaps in response to this issue, 
Egypt’s Ministry of the Interior 
deployed female police officers to 
crowded areas during the Eid al-Fitr 
holiday specifically in order to com-
bat sexual violence against women.

Without simplifying the issue 
to merely a product of religion, 
#MeToo has impacted Egyptian 
society’s practice of religion. Mona 
Eltahawy is an Egyptian-American 
activist and journalist. When she 
was 15 years old, she journeyed 
to Mecca, Saudi Arabia, for an 
extremely holy Islamic pilgrimage 
called hajj. During a sacred reli-
gious moment and while in a hijab, 
Eltahawy was groped by a stranger. 
In response to a Pakistani woman’s 
post about a similar experience at 
hajj, Eltahawy posted her story on 
Twitter using #MeToo. Her tweet 
inspired hundreds of posts sharing 
similar stories. Eltahawy then post-
ed #MosqueMeToo to encourage 
more women to share their stories 
from the Muslim world and break 
the “taboo” around sexual harass-
ment “in sacred spaces,”  see Mala-
ka Gharib, “#MosqueMeToo Gives 
Muslim Women A Voice About 
Sexual Misconduct at Mecca,” NPR 
(Feb. 26, 2018). Similar stories of 
sexual assault in the Muslim world 
and during holy Islamic exercises 

are shockingly common. See id. 
Many Muslim women are hesitant 
to report abuse because they do 
not want to fuel Islamophobia. 
Others may fear a conservative 
backlash that could result in men 
and women being separated while 
praying at holy sites. #MeToo may 
face obstacles in societies where 
religious factors increase women’s 
reluctance to report abuse.

�Advice to Multi-National 
Employers

Sexual harassment cases have 
arisen out of workplace conduct for 
decades. #MeToo has had a global 
impact on how these cases are per-
ceived and addressed. Employers 
must be razor focused on protect-
ing their brand and reputation, 
which has become increasingly 
challenging in the social media 
era. When addressing individual 
sexual harassment complaints 
and conducting investigations, it 
is imperative that multi-national 
companies understand not just the 
legal differences, but also the cul-
tural nuances in the jurisdictions 
in which they operate.
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Employers must be razor fo-
cused on protecting their brand 
and reputation, which has be-
come increasingly challenging in 
the social media era. 


