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This toolkit is for al l  UNI affi l iated 

unions who are engaged in lobbying 

efforts with their Governments and 

emp loye rs  to  ach ieve  an  I LO 

convention against violence against 

women and men at the workplace.

Objectives:

 To ensure that as many  

    governments as possible vote   

   for an ILO convention,  

   supported by a recommendation.

  To ensure that as many   

   governments and employers as   

   possible push for the 

   improvements identified by UNI.
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entering the labour market, especially in male 

dominated sectors and jobs, and remain 

therein. I t  may also undermine democrat ic 

decision-making and the rule of law. 

An ILO convention wi l l  provide a definit ion, 

a scope and a c lear,  comprehens ive and 

integrated approach for preventing and 

addressing violence and harassment in the 

workplace; del ineating clear responsibi l i t ies 

for publ ic and private employers, workers 

and the i r  respect ive organ izat ions,  and 

governments,  and jo in t  s t ra teg ies and 

col laborat ion.

These dif ferences in legislat ion, in definit ion 

of terms, in understanding what violence at 

the workplace entai ls, are a result of the 

lack of  an internat ional legal standard that 

addresses v io lence and harassment,  

including gender-based violence, in the 

world of work; despite the fact that violence 

and harassment are a human r ights issue 

that  affects workplace relat ions, worker 

engagement, health, productiv i ty, qual i ty of 

publ ic and private services, and enterprise 

reputat ion. 

Violence affects labour market part icipat ion 

and, in part icular, may prevent women from 
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Background 

As expressed by the ILO in i ts background 

paper for the Meeting of Experts on Violence 

against women and Men in the world of 

work,  “V io lence in the wor ld of  work is  a 

threat to the dignity, security, health and 

wel l-being of everyone. I t has an impact not 

only on workers and employers, but also on 

their famil ies, communit ies, economies and 

society as a whole…”. 

Unfor tunate ly,  there are areas where 

internat ional standards are absent or 

l imited on this aspect. 

For example, the definit ions for “violence”, 

“harassment” and “bul ly ing”, are used 

synonymously, or the same terms are used 

to mean d i f ferent  th ings in nat iona l  

legislat ions. In  some countr ies, the law 

expl icit ly excludes workers in non-standard 

forms of employment ( l ike casual employees) 

from labour protections against violence and 

harassment; whi lst in others the  scope of 

legislat ion protects only women and not 

men against sexual Harassment. There are 

other  cases where  legislat ion only exists in 

the cases of vert ical harassment (not in 

co-worker relat ionships).

In the case of gender-based violence, some 

countries  sometimes regulate it  in domestic 

law;  but more commonly, specific forms 

o f  w o r k - r e l a t e d  g e n d e r- b a s e d  v i o l e n c e  

a re  addressed th rough  l abou r  o r  

discriminat ion law.

Why is an ILO convention in 
this subject is important?
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When a country rat ifies an ILO convention, 

it accepts both incorporation and application 

of the convention in the national legislat ion, 

as wel l  as to be subjected to the ILO 

supervision regarding the measures taken 

to apply the convention.

A Recommendation is a non-binding 

guidel ine which e i ther  supplements a 

Convention by providing more detai led 

guidel ines on how it could be appl ied; 

or stands on its own. 

A Convent ion accompanied by a 

Recommendation form a st rong set  of  

in ternat iona l  inst ruments.  That ’s  why 

we need to build strong support for the 

adoption of an ILO Convention, 

accompanied by a Recommendation.

Resources:

A trade union manual on International Labour 

Standards and equal i  of opportunit ies

http://www.uniglobalunion.org/sites/default/
fi les/at tachments/pdf/En.pdf  

ILO
   ILO’s webpage:  
ht tp://www. i lo.org/gender/Events/WCMS_
519760/ lang--en/ index.htm 

   The ILO report V(1) and questionnaire:
ht tp://www. i lo.org/ i lc/ ILCSess ions/107/re
por ts/ repor ts- to- the-conference/WCMS_5
53577/ lang--en/ index.htm

   ILO Meeting of Experts on violence 
against women and men in the world of work: 
- Final report:  
ht tp://www. i lo.org/gender/ In format ionreso
urces/Publ icat ions/WCMS_546303/ lang--
en/ index.htm
- Background document 
ht tp://www. i lo.org/wcmsp5/groups/publ ic/
---dgrepor ts/---gender/documents/meet in
gdocument/wcms_522932.pdf  

   ILO-ACTRAV report: Violence and 
Harassment against Women and Men in 
the World of Work - Trade Union 
Perspective and Action:
ht tp://www. i lo.org/act rav/ in fo/pubs/WCMS
_546645/ lang--en/ index.htm    

We need a convention with 
recommendation. Not only a
recommendation.

 
   

http://www.uniglobalunion.org/sites/default/files/attachments/pdf/En.pdf
http://www.ilo.org/gender/Events/WCMS_519760/lang--en/index.htm
http://www.ilo.org/ilc/ILCSessions/107/reports/reports-to-the-conference/WCMS_553577/lang--en/index.htm
http://www.ilo.org/gender/Informationresources/Publications/WCMS_546303/lang--en/index.htm
http://www.ilo.org/wcmsp5/groups/public/---dgreports/---gender/documents/meetingdocument/wcms_522932.pdf
http://www.ilo.org/actrav/info/pubs/WCMS_546645/lang--en/index.htm


The ILO govern ing 
body p laces the issue 
on the agenda of  the 
In ternat iona l  Labour 
Conference

Office prepares law 
and pract ice repor t  wi th
a quest ionnai re 
on the content  of  a 
poss ib le new inst rument
(Whi te repor t )

A PROBLEM IS 
IDENTIFIED: 
Vio lence against  
women and men in 
the wor ld of  work

Office analyses 
comments and prepares 
proposed conclusions

(Yellow report)

First discussion of 
the conclusions at the 
International Labour 
Conference:
June 2018

Report sent to 
governments, workers  
and employers for 
comments

Office prepares summary 
report of discussion 
and first draft of 
instrument 
(Brown report)

Report sent to 
governments, employers 
and workers for their 
comments 
Deadline to reply: 
September 2017

Adoption of the new 
instrument at the 
Conference with a 
2/3 majority vote 

Office prepares 
revised draft of 
the instrument 
(Blue report)

Second discussion 
(draft instrument) at 
the International 
Labour Conference 
June 2020

1. Ilo standard-setting process explained
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In May 2017, the ILO sent a questionnaire 

to governments, trade union national centres 

and employers ’  organ isat ions,  ask ing for  

their views on the content of a possible new 

instrument(s).The questionnaire will be open 

for submission until 22 September 2017.

The questionnaire wil l  include questions 

concerning:

   what form a possible new instrument(s)  

   should take;

   the scope of the new instrument(s), i .e., 

   what such instrument(s) should cover;

   whether the instrument(s) should specifically 

   address  the gender dimensions of 

   v iolence in the world of work; and

   how wide the definit ion of the world of  

   work should be.

Governments wi l l  be preparing their repl ies 

to the questionnaire, as wi l l  employers.

Trade unions must also prepare and send 

their responses to the questionnaire. I t  is 

crucial that as many trade union national 

centres as possible respond to the 

questionnaire.

You will find an ideal  model for answers 
to the questionnaire in this toolkit. 

What can we do?

   Lobby Governments to adequately fund  

   nat ional pol icies to tackle violence and 

   harassment

   Strongly campaign with the support of 

   other unions and civil society organisations 

   to raise awareness of the need of an 

   ILO Convention 

   Design and negotiate the implementat ion 

   of procedures to prevent violence at the 

   work place – eg women not pressured for 

   sexual favours because they have to ask 

   for their wage

   Include the topic of workplace violence in  

   col lect ive bargaining

   Highl ight specific examples of the support  

    that your union provides to people suffering 

Time is running

   from violence and harassment at work,  

   and share them in your campaigning efforts.

   A commitment to look at the impact on  

   workers and their wel lbeing by the 

   changing nature of work.  (eg digitalisation,  

   technology, work intensificat ion).
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What obstacles you may 
face from the employers? 

   They wi l l  want to Push for a voluntary 

   recommendat ion,  and not  a mandatory 

   convention (voluntary versus obligatory)

   They wi l l  want to make the issue one of 

   occupational health and safety, undermining 

   the importance of the topic.

   They wi l l  argue that more research needs 

   to be done, postponing indefinitely this 

   issue, rather than addressing i t now.



FEBRUARY 2017 
Ask employers to sign up to the UNI 

Violence at work campaign in good t ime for 

us to use their logos.

JANUARY – MARCH 2017
Brief governments to support UNI objective 

(above).

March 8th 2017

Launch the UNI Violence at work Campaign 

towards an ILO Convention 

APRIL 2017
  ILO produces its Law and Practice report.

  UNI wi l l  update affi l iates on the ILO report.

APRIL – SEPTEMBER 2017 

  Continue to lobby governments.

  Continue to ask employers to sign up to  

  the UNI Violence at Work campaign. 

Timescales for the ilo 
lobby – dates to calendar! 
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      TIMELINE 

2017

Unions to lobby governments to respond 

to the ILO questionnaire 

   Sign up to the UNI Violence at work  

  campaign 

   Brief governments to support UNI objective 

Trade unions to prepare a response to the 

questionnaire

   UNI includes guidance to unions on   

   completing the questionnaire in this toolkit.

30 APRIl - the ‘white’ report: 

ILO produces its Law and Practice report and 
Questionnaire on the content of the possible 

new instrument(s).

22 SEPTEMBER 

Deadline to respond to the ILO 
questionnaire

TRADE UNION ACTIONS
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AFTER JUNE: 
   ILO prepares the “brown” report with summary of discussion and draft instrument –  

   hopeful ly a Convention and Recommendation – to the governments, trade unions and 

   employers asking for amendments and/or comments. 

NOTE: The 2019 ILC will celebrate the 

centenary of the ILO. There will be no 

standard-setting committee.

Trade unions to continue with their lobby 

and advocacy campaigns 

Trade unions to continue with their lobby and 

advocacy campaigns and prepare for the 

second  discussion at the ILO Conference

JANUARY – MARCH (CONFIRMATION OF 
TIMETABLE PENDING):  ILO sends the final 
‘blue’ report with the text of the draft 

instrument to the governments.

JUNE 2020: SECOND DISCUSSION OF 
DRAFT INSTRUMENT AT THE ILO 
CONFERENCE. A 2/3 major i ty vote is 

required to adopt the instrument at the 

Conference.

   AFTER THE ADOPTION OF THE ILO INSTRUMENT(S) AT THE ILO CONFERENCE: 
IF WE ARE SUCCESSFUL IN ACHIEVING A CONVENTION, unions wi l l  need to campaign 

strongly for i ts rat ificat ion! 

      TIMELINE TRADE UNION ACTIONS

Trade unions to continue with their lobby and 

advocacy campaigns and prepare for the first 

discussion at the Internat ional Labour 

Conference ( ILC)

JANUARY - MARCH: ILO sends out the 
“yellow” report based on the replies received. 
It will contain the “draft conclusions” for the 

discussion, and will indicate the principal 

questions which require consideration by the 

International Labour Conference (ILC).

JUNE: First discussion at the ILC in a 
committee composed of governments, 
employers and workers

2018

2019

2020
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There is  cur rent ly  no un iversa l ly  accepted 

defin i t ion of  the terms “harassment”  or

“v io lence” in  the wor ld of  work.  However,  

in  sp i te of  d i f fe rences,  there is  a genera l  

consensus that i t  includes not just physical,  

but  a lso psychological, economic, sexual 

and symbol ic aspects.

Accord ing  to  WHO “V io lence  i s  the  
in tent iona l  use of  phys ica l  force or  power,  
th rea tened o r  ac tua l ,  aga ins t  onese l f ,  
ano the r  pe rson ,  o r  aga ins t  a  g roup  o r  
communi ty,  which e i ther  resu l ts  in  or  has 
a high l ikel ihood of result ing in injury, death,  
psycholog ica l  harm, maldeve lopment,  or  
depr ivat ion”

Vio lence and harassment are h igh ly  

contextua l  and they are of ten dr iven by 

dynamics inc lud ing,  but  not  l imi ted to,  

power re la t ions,  gender norms, cu l tura l  

and socia l  norms, and d iscr iminat ion.

Resources:

   UNI’s Educational video “Break the 
circle of violence” 
ht tps://www.youtube.com/watch?v=VV9PZ
4asJFQ

   Guide to discuss
ht tp://en.break ingtheci rc le.org/descargas/
en/v ideo1/guia_discu_en.pdf

 

https://www.youtube.com/watch?v=VV9PZ4asJFQ
http://en.breakingthecircle.org/descargas/en/video1/guia_discu_en.pdf


Acts of violence do not necessari ly have to 

occur exclusively in a physical “workplace” 

to be understood as violence in the world of 

work; rather, they may occur in circumstances 

related to, or that have an impact on, work, 

to be understood as such. That’s is why 

domest ic v io lence has to be a par t  o f  a 

definit ion of violence in the world of work 

as i t ’s a kind of violence that impact in the 

dai ly act iv i t ies of people who suffer i t .

A power imbalance in the workplace is 

considered a “core dimension” of bul ly ing 

and can be seen when a manager uses 

formal power to bul ly a worker, but power 

dynamics are also influenced by factors such 

as gender, age, race, disabi l i t ies and class. 

The intersection, or combination, of these 

factors makes violence and harassment 

more possible. Young women workers, for 

example, can be part icular ly exposed to 

sexual violence at work, especial ly those 

beginning their professional careers, 

compared with older women workers 

(Canadian Labour Congress). 

Risk factors

Circumstances that could expose 

workers to violence and harassment 

(alone or in combination)

  working in contact with the publ ic;

  working with people in distress;
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Violence in the world of work

  working with objects of value;

   working in situat ions that are not, or not  

   properly, covered or protected by labour 

  law and social protection;

   working in resource-constrained sett ings     

   ( inadequately equipped faci l i t ies or

   insufficient staffing can lead to long waits  

   and frustrat ion);

  unsocial working hours (for instance, 

   evening and night work);

   working alone or in relat ive isolat ion or in 

   remote locations;

   working in intimate spaces and private homes;

   the power to deny services, which increases 

   the risk of violence and harassment from

   third parties seeking those services;

   working in conflict zones, especially providing  

   public and emergency services; and

   high rates of unemployment.

Source: ILO: 2016a, Appendix I, para. 9.

Resources:

   UNI’s Educational video “Violence is 
at work – We can stop it” 

ht tps://www.youtube.com/watch?v=Vmsw
HjRioeg&t=2s 

   Guide to discuss 
ht tp://en.break ingtheci rc le.org/descargas/
en/v ideo2/guiaen.pdf  

https://www.youtube.com/watch?v=VmswHjRioeg&t=2s
http://en.breakingthecircle.org/descargas/en/video2/guiaen.pdf
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Gender violence 

Physical, psychological and sexual violence 

can be considered gender-based if it stems 

from unequal power relat ionships between 

men and women. That ’s  why gender 

dimensions of violence need to be 

addressed specifically in a definition of violence 

in the world of work. 

Gender based violence:

  It is one of the most widespread and  

  systematic abuses of human rights. 

  It reflects the historically unequal balance of 

  power between women and men which led 

  to men dominating women, discrimination  

  that placed obstacles in the path to women 

  attaining their full potential. 

  It is rooted in social structures based on 

  gender rather than on individual action or 

  random chance. It is not limited to age,  

  socio-economic group, educational attainment   

  or geography. It affects all societies and 

  prevents the elimination of gender inequality 

  and discrimination throughout the world. 

  Such acts of violence perpetuate the inferior  

  role assigned to women in the family,

  workplace, community and society. 

  It is linked to the role that each gender is 

  supposed to play in society; such roles can  

  also cause violence against men and boys. 

  However violence against women and girls is 

  more widespread, and the perpetrators are 

  mostly men. 

  Can be committed by or against both 

  women and men, such as violence against 

  non-gender conforming men, including men 

  who are or who are perceived to be gay, 

  bisexual or trans. Lesbian, gay, bisexual, 

  trans and intersex (LGBTI) workers report 

  a considerably greater incidence of violence 

  in the workplace compared with non-

  LGBTI workers.

Resources:

   Gender violence and the role of UNI 
affil iated unions.
ht tp://en.break ingtheci rc le.org/descargas/
en/man/v io lencepol ic ies_en.pdf  

About Symbolic Violence and how stereotypes, 

messages and symbols transmit and reflect 

gender roles.  UNI’s Campaign “Change our 

media, change our reality” 

   V ideo:  
ht tps://www.youtube.com/watch?v=HtywZ
5ogQxA  

   Guide: 
ht tp://en.break ingtheci rc le.org/descargas/
en/man/PROGRAMA_UNI_v io lenc ia_en.pdf  

   About Men as agent of change:  
“ I  am man enough”
ht tps://www.youtube.com/watch?v=GBFwv
wcQcD4 

   About sexual diversity at work: UNI’s 
guides to achieve egalitarian workplaces 

ht tp://en.break ingtheci rc le.org/descargas/
en/ lgbt/ lgbt-s ind icatos-en.pdf  

ht tp://en.break ingtheci rc le.org/descargas/
en/lgbt/lgbt-and-working-environment-en.pdf 

http://en.breakingthecircle.org/descargas/en/man/violencepolicies_en.pdf
https://www.youtube.com/watch?v=HtywZ5ogQxA
http://en.breakingthecircle.org/descargas/en/man/PROGRAMA_UNI_violencia_en.pdf
https://www.youtube.com/watch?v=GBFwvwcQcD4
http://en.breakingthecircle.org/descargas/en/lgbt/lgbt-sindicatos-en.pdf
http://en.breakingthecircle.org/descargas/en/lgbt/lgbt-and-working-environment-en.pdf
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The impact of domestic 
violence at the workplace 

Domest ic v io lence can take many d i f ferent  

forms inc lud ing in t imidat ion,  coerc ion or  

isolation, emotional, physical, sexual, mental, 

financia l  and sp i r i tua l  abuse.

Increasingly, countries are including domestic 

workers,  and other  persons l i v ing in the 

household,  under the scope of  appl icat ion 

of  domest ic v io lence due to the i r  exposure 

to v io lence and harassment in  the 

“domest ic sphere” .  

Domestic violence can impact the worker 

who is suffering it at her/his workplace in 

the fol lowing ways: 

   being prevented or delayed from getting to work 

   being harassed or intimidated at work 

   being distressed or crying at work 

   struggling to manage workload and deadlines 

   covering up what is happening

The abusive person can:

   constantly call, email or text the victim at work 

   follow her/his to or from work 

   make threats to harm the victim or victim’s  

   co-workers at work 

   threat to tell others embarrassing personal 

   information 

   come into or hang around the workplace to 

   intimidate the victim

Resources

   Domestic Violence is a Workplace    
Issue 
ht tp://en.break ingtheci rc le.org/descargas/
en/man/guidedelegates_en.pdf  

   Information for workers experiencing 
domestic violence
ht tp://en.break ingtheci rc le.org/descargas/
en/man/guidemembers_en.pdf

Sexual harassment as a form of 
workplace violence

Sexual violence and harassment are prominent 

aspect of workers’ l ives – part icularly women 

workers – around the wor ld and sexua l  

harassment is  the most repor ted form.

 

Sexua l  Harassment is  any behav iour  of  a 

sexual nature which is uninvited,unwelcome, 

o f fens i ve  o r  th rea ten ing ,  whe the r  i t  i s  

in tent iona l  or  not .

I tcan take many forms including suggestive 

remarks,  unwelcome sexua l  jokes,  sexua l  

gra ffi t i ,  pornographic p ictures or  images or  

un inv i ted sexua l  proposi t ions,  un inv i ted 

touch ing ,  i ndecen t  exposu re ,  sexua l  

assaul t  or  obscene communicat ions (such 

as in le t ters,  te lephone ca l ls ,  SMS, or  

e lect ron ic images or  t ransmiss ions)  and 

rest r ic t ing a person’s f reedom (standing 

over  a person/b lock ing a person’s on ly  

way to get  away) .

The harasser  could be anyone in the 

workplace. It could be a superior, colleagues,  

affi l iates, visi tors to the workplace, suppl iers 

or  others.  

Sexua l  harassment can happen to anyone, 

male or  female,  and of  whatever  sexua l  

preference.

I t  can be ind iv idua l  or  group behav iour.

Sexua l  harassment is  not  just  a pr ivate 

matter between two people. It has implications    

for  everyone at  the workp lace:  a f fects 

mora le,  undermines product iv i ty,  prov ides 

unnecessary d is t ract ion,  can create an 

int imidating, hosti le, offensive or distressing 

work env i ronment.

Resources

   It’s not a joke. UNI’s Campaign Video: 
ht tps://www.youtube.com/watch?v=_y j lW2
5SJZU 

http://en.breakingthecircle.org/descargas/en/man/guidedelegates_en.pdf
http://en.breakingthecircle.org/descargas/en/man/guidemembers_en.pdf
https://www.youtube.com/watch?v=_yjlW25SJZU
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03 - Tackling violence and harassment impacting the world of work: Levels of commitment

Using themes f rom the UNI  Global  Union 

Wor ld Congresses,  we inv i te employers,  

un ions and other  organ isat ions to show 

the i r  commitment to tack l ing v io lence and 

harassment impact ing the wor ld of  work.  

Violence and Harassment

Vio lence and harassment are a cont inuum 

of  unacceptable behav iours and pract ices 

that  can occur in  the wor ld of  work.  

As the at tent ion to the issue has grown, 

occupat iona l  safety specia l is ts and other  

analysts have broadly agreed that responding 

to workp lace v io lence requi res at tent ion to 

more than just  an actua l  phys ica l  a t tack.  

Homic ide and other  phys ica l  assaul ts are 

on a cont inuum that  a lso inc lude domest ic 

v io lence, sta lk ing,  threats,  harassment,  

bu l ly ing,  emot iona l  abuse, in t imidat ion,  

and other  forms of  conduct that  create 

anx iety,  fear,  and a c l imate of  d is t rust  in  

the workplace. Al l  are part of the workplace 

v io lence problem. Prevent ion programs 

tha t  do  no t  cons ide r  ha rassment  i n  a l l  

forms and threats are un l ike ly  to be 

ef fect ive (Uni ted States Depar tment of  

Just ice,  2004, page 13) .

Managers,  co l leagues and c l ients can be 

the perpet rators.

Violence Impacting People at Work

Violence, such as domestic violence, can 

fol low people to work and impact them, 

their col leagues and their employers.

Levels of commitment 

As par t  o f  our  campaign “Towards an ILO 

Convention” we are encouraging employers, 

un ions and other  organ isat ions to show 

the i r  commitment to tack l ing v io lence and 

harassment impact ing the wor ld of  work 

accord ing to the i r  capaci ty.  Each leve l  o f  

commi tmen t  has  been  taken  f rom the  

themes f rom the UNI  Global  Union Wor ld 

Congresses,  and they ind icate measures     

taken so that  workers can work in an 

environment f ree from fear and int imidat ion. 
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VIOLENCE AND HARASSMENT
Policies make it clear that violence and 

harassment at work are not acceptable

Imagine

VIOLENCE THAT IMPACTS 

THE WORLD OF WORK

You are suffering from domestic violence and we 

understand that it can follow you to work, 

impacting you and your colleagues.  We deal with 

this sympathetically.

BREAKING THROUGH – “Next step to Imagine”. BREAKING THROUGH – “Next stepp to Imaggine”. 

Policies and procedures help us stop 

violence and harassment at work

VIOLENCE THAT IMPACTS 

THE WORLD OF WORK

We promote and have diversity in the 

workplace, as well as strong equality and 

non-discrimination policies 

VIOLENCE AND HARASSMENT

We commit to establishing safe reporting 

and procedures that will protect against 

victimisation.

Your job is safe if any impacts at work are 

due to domestic violence
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INCLUDING YOU –next step to Imagine and to Breaking Through,INCLUDING YOU –next stepp to Imaggine and to Breakingg Througgh,

Policies and procedures address employee 

and client behaviours, helping us to stop 

violence and harassment at work.

VIOLENCE THAT IMPACTS 

THE WORLD OF WORK

Prevention and support are key components 

of our policies.

VIOLENCE AND HARASSMENT

We recognise the importance of collective 

bargaining in preventing violence and 

harassment

We encourage our suppliers to have effec-

tive policies and procedures to address 

violence and harassment.

If you are suffering from any kind of external 

violence, we will give you support. In the 

case of domestic violence, we will give you 

support such as routes to access support 

services, unpaid time off work to address 

matters such as legal, health, childcare 

and education etc.

MAKING IT HAPPEN – Next step to Imagine, to Breaking Through and 
to Including You

p g g g
to Inccluuddingg Yoouu

We assess the risk factors associated with 

your work and have practical measures to 

help protect you 

VIOLENCE THAT IMPACTS 

THE WORLD OF WORK

We engage with suppliers across our total 

supply chain to achieve zero tolerance of 

violence and harassment.

VIOLENCE AND HARASSMENT

As work changes (eg digitalisation, 

intensification etc) we commit to assess 

impacts and address any issues arising.

If you are suffering from domestic violence 

we will give you paid leave to access sup-

port services, to address matters such as 

legal, health, childcare and education etc.



UNI would l ike to publ icise the commitment 

l e v e l  o f  y o u r  c o m p a n y,  u n i o n  o r  

organ isat ion.   Th is wi l l  be done by showing 

you r  l ogo ,  a long  w i th  those  o f  other  

o rgan isa t i ons  g i v i ng  the  same leve l  o f  

commitment.

We a im to  show tha t  the  vas t  ma jo r i t y  o f  

emp loye rs  have  e f fec t i ve  po l i c i es  and  

p rocedures  to  tack le  v io lence  and  

h a r a s s m e n t ,  s o  w e  c a n  e n c o u r a g e  

waverers to follow the good example you set.

P lease rep ly  to UNI ,  le t t ing us know which 

l eve l  o f  commi tmen t  you r  company  

prov ides.  Thank you.

Additional Information on Violence, 
such as Domestic Violence, Impacting 
People at Work

Domestic violence can impact an employee’s 

performance and attendance and reduce 

product iv i ty. Violence often fol lows the 

employee to work, such as through email, 

phone calls, etc.  The perpetrator may also 

come to the workplace and be violent to any 

of the people encountered.

Work is often the safest place to access 

support services.

Keeping a victim of domestic violence in paid 

employment gives them economic independence 

to they can make life changing decisions to 

keep themselves and their families safe.

Resources 

 POLICIES AND PROCEDURES

   Ideal  pol icies and procedures can be 
found on the UNI website at 
(h t tp://en.break ingtheci rc le.org/ )

 Practical  Guide to Establ ish Equal i ty 
Pol icies in Union Organizat ion 

ht tp://un ig loba lun ion.org/s i tes/defau l t /fi les
/ imce/3-_book let_on_equal i ty_en.pdf
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Use of Information

http://en.breakingthecircle.org/
http://uniglobalunion.org/sites/default/files/imce/3-_booklet_on_equality_en.pdf


LAW AND PRACTICE REPORT 
FOR THE ILO CONVETION 

equal
opportunities

global
union
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http://www.ilo.org/wcmsp5/groups/public/---ed_norm/---relconf/documents/meetingdocument/wcms_553577.pdf


QUESTIONNAIRE FOR 

MEMBERS STATES FOR THE 

ILO CONVENTION: IDEAL 

MODEL FOR ANSWERS

equal
opportunities

global
union
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equal
opportunities

global
union

en . b r e a k i ng t he c i r c l e . o r g

en.breakingthecircle.org

