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ASSÉDIO SEXUAL NO AMBIENTE DE 
TRABALHO

anadd.org



anadd.brasil

Novas legislações em matéria de combate à violência contra

as mulheres e de promoção de igualdade de gênero
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Lei nº 14.457 DE 1 DE MAIO DE 2022
Institui o Programa Emprega + Mulheres; e altera a Consolidação das Leis do Trabalho,

O artigo 163 da CLT passa a vigorar com algumas alterações: “Art. 163. Será obrigatória a
constituição de Comissão Interna de Prevenção de Acidentes e de Assédio (Cipa), em
conformidade com instruções expedidas pelo Ministério do Trabalho e Previdência, nos
estabelecimentos ou nos locais de obra nelas especificadas.” Artigo 32 da Lei 14.457



LEI Nº 14.540, DE 3 DE ABRIL DE 2023

Institui o Programa de Prevenção e Enfrentamento ao Assédio Sexual e demais Crimes 
contra a Dignidade Sexual e à Violência Sexual no âmbito da administração pública, direta 
e indireta, federal, estadual, distrital e municipal.

Constituem diretrizes a serem adotadas pelos órgãos e entidades previsto pela Lei, entre 
outras: 
i) explicação sobre os elementos caracterizadores do assédio sexual e outros crimes 
contra a dignidade sexual; ii) divulgação dos canais de denúncia de prática de assédio 
sexual e outros crimes contra a dignidade sexual; iii) estabelecimento de procedimentos 
para o encaminhamento de reclamações e denúncia de assédio sexual, devendo ser 
respeitados o sigilo e o devido processo legal; e iv) divulgação da legislação pertinente 
de políticas pública de proteção e as garantias dos direitos das vítimas.
Ademais, a nova Lei estabeleceu em seu artigo 5ª, §1º, que qualquer pessoa com 
conhecimento da prática de crimes contra a dignidade sexual possui o dever legal de 
denunciá-los, contribuindo com os procedimentos administrativos internos e externos.
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Assédio sexual é toda conduta indesejada de natureza sexual que restrinja
a liberdade sexual da vítima.

A reiteração da conduta não é imprescindível para a caracterização do
assédio sexual. Um único ato pode ser suficientemente grave para atingir a
honra, a dignidade e a moral da vítima.

ASSÉDIO SEXUAL
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- insinuações, explícitas ou veladas, de caráter sexual;
- gestos ou palavras, escritas ou faladas, de duplo sentido;
- conversas indesejáveis sobre sexo;
- narração de piadas ou uso de expressões de conteúdo sexual;
- contato físico não desejado;
- convites impertinentes;
- solicitação de favores sexuais; etc.

ALGUNS EXEMPLOS de ASSÉDIO SEXUAL
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Assédio sexual por chantagem, OU
assédio sexual vertical.

Ocorre quando a aceitação ou a rejeição
de uma investida sexual é determinante
para que o assediador tome uma decisão
favorável ou prejudicial para a situação
de trabalho da pessoa assediada

CLASSIFICAÇÃO ASSÉDIO SEXUAL
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Assédio sexual por intimidação,
assédio sexual ambiental ou
horizontal.

O assédio ocorrer entre colegas de
trabalho, na mesma posição
hierárquica.
Também chamado de horizontal.

O assédio sexual por intimidação se
caracteriza por instigações inoportunas
de natureza sexual



Houve um aumento 1500% nas denúncias de assédio sexual no ambiente de
trabalho no estado de São Paulo em um período de 4 anos – de 2018 a 2022.

O primeiro salto aconteceu de 2018 a 2019, em que as denúncias aumentaram de 
11 para 108 em 2019. Houve então queda significativa em 2020, justificada pela 
pandemia: 74 registros. Mas em 2021 os casos relatados ao MPT foram para 126 
e, em 2022 subiram para 182 denúncias. Neste ano, até hoje (8 de março, Dia 
Internacional da Mulher), já foram 54 relatos recebidos pelo MPT
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Você está sofrendo ou é testemunha de algum caso de assédio sexual no trabalho?

Antes mesmo de denunciar, procure um canal interno de denúncias na organização em
que trabalha para registrar o caso .

Depois, tente conseguir testemunhas do que está vivendo e nunca fique sozinha com seu
agressor.

Gravações em vídeo ou áudio também ajudam na hora de comprovar o assédio, mas não
são obrigatórias.

Não guarde para si: fale com amigos e familiares para obter apoio.

Para denunciar ao Ministério Público do Trabalho, que irá então abrir investigação contra a
empresa: https://www.prt2.mpt.mp.br/servicos/balcao-virtual

Como denunciar
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MARIA SANTOS

@mariasantosjus
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POLÍTICAS ANTI-ASSÉDIO
Luiza Faccin
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Experiences of violence and harassment
at work: A global first survey.
Experiências de violência e assédio no
trabalho: Primeira pesquisa mundial.
Organização Internacional do Trabalho (OIT), Lloyd's Register

Foundation (LRF) e Gallup – estudo com 75mil pessoas.

Mais de uma em cada cinco
pessoas empregadas (quase
23%) sofreram violência e
assédio no trabalho, seja físico,
psicológico ou sexual.
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• vergonha,
• culpa ou
• falta de confiança nas instituições,

• ou porque tais comportamentos inaceitáveis são vistos como “normais”.

Fatores que podem impedir as pessoas de falar sobre suas 
experiências:
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O relatório constatou que a violência e o assédio no trabalho são difíceis de medir. Apenas
metade das vítimas em todo o mundo havia revelado suas experiências para outra pessoa, e
muitas vezes somente depois de terem sofrido mais de uma forma de violência e assédio.



É DOLOROSO
saber que as pessoas enfrentam violência e assédio não apenas uma, mas várias vezes em
suas vidas profissionais.
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• “perda de tempo”
• “medo por sua reputação”

Motivos mais comuns apresentados para a não divulgação do 
assédio:

anadd.org

Dado interessante: As mulheres eram mais propensas a compartilhar suas experiências do que os homens (60,7% em

comparação com 50,1%).
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Coletar com regularidade dados sólidos

Recomendações apresentadas pelo relatório da OIT
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sobre a violência e o assédio no trabalho nos níveis nacional, regional e global, a fim de informar leis e mecanismos, políticas e 
programas de prevenção e reparação, bem como pesquisas e defesa destinadas a prevenir e remediar este problema.

Ampliar e atualizar os mecanismos 
para prevenir e gerir eficazmente a violência e o assédio no mundo do trabalho, nomeadamente por meio de sistemas de inspeção
do trabalho e de políticas e de programas de segurança e saúde no trabalho.
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Sensibilizar sobre a violência e o assédio no trabalho

Recomendações apresentadas pelo relatório da OIT
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incluindo as suas diferentes manifestações, com vista à modificação de percepções, estigmas, atitudes e comportamentos que 
possam perpetuar a violência e o assédio, especialmente os baseados na discriminação.

Melhorar a capacidade das instituições 
em todos os níveis para oferecer prevenção, reparação e apoio eficazes, para fortalecer a confiança das pessoas na justiça e para 
garantir que as vítimas recebam apoio.
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primeiras normas internacionais do trabalho a fornecer uma estrutura comum
para prevenir, remediar e eliminar a violência e o assédio no mundo do trabalho,
incluindo a violência e o assédio com base no gênero.

Convenção sobre Violência e Assédio da OIT, 
2019 (Nº.190)  e
Recomendação (Nº.206) 
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A Convenção inclui o reconhecimento específico, pela primeira vez no direito internacional, do direito de todas as
pessoas a um mundo de trabalho livre de violência e de assédio, e estabelece a obrigação de respeitar, promover e
concretizar esse direito.
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EDUCAÇÃO,
PALESTRAS,

CANAIS DE DENÚNCIAS,

POLÍTICAS CONSISTENTES,

INCENTIVO E RESPEITO À DIVERSIDADE NO

AMBIENTE DE TRABALHO,

PREVENÇÃO
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GARANTIAS DE PRÁTICAS GERENCIAIS
IGUALITÁRIAS ENTRE EMPREGADOS,

PROMOÇÃO DE AVALIAÇÕES PERIÓDICAS

SOBRE O AMBIENTE DE TRABALHO,

TREINAMENTO / CAPACITAÇÃO DE TODOS

OS EMPREGADOS PARA LIDAR COM ESTE

ASSUNTO TÃO DOLOROSO.



anadd.brasil

anadd.org

Se não observo isto:
Alterações forçadas/corrigidas acontecerão muito.

Haverá prejuízo na organicidade.

ATUALIZAÇÕES SÃO NORMAIS. CORREÇÕES REVELAM
FALHAS.

Visão de mundo da empresa. Expectativas da administração.
Anseios da sociedade.
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Cabe às instituições:
• Oferecer informações sobre o assédio sexual aos seus servidores e prestadores de serviços;

• Garantir que gestores e líderes sejam treinados;

• Incentivar a formação de um ambiente de trabalho pautado no respeito, uma atmosfera social

respeitosa;
• Avaliar constantemente as relações interpessoais;

• Dispor de instância administrativa para acolher denúncias de maneira simples, segura e

objetiva e efetivamente apurar e punir as violações constatadas;

• Construir metas, regras e responsabilidades claras e nítidas, com uma forte ética de trabalho;

PREVENÇÃO
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EDUCAÇÃO
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FISCALIZAÇÃO

+POLÍTICAS:
vetores comportamentais que 

norteiam as relações organizacionais 
no ambiente de trabalho 
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Políticas de prevenção x Políticas de intervenção

anadd.org

• Ao identificar a ocorrência de assédio, o gestor deve inicialmente tomar uma posição não 

punitiva contra o agressor ou agressores

• No começo o principal objetivo é cessar qualquer comportamento hostil e restaurar uma 

clima justo de trabalho

• Doravante, ao investigar a ocorrência, todas as entrevistas e discussões com os 

possíveis agressores e testemunhas devem ser imparciais e justas
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Fonte: Medidas de prevenção e combate ao assédio moral. FABRO, A. C. Assédio moral no trabalho: identificando na literatura medidas de
combate por parte de organizações. Relatório PIBIC – Programa de iniciação científica – UFSC, 2011.
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Fonte: Medidas de prevenção e
combate ao assédio moral. FABRO,
A. C. Assédio moral no trabalho:
identificando na literatura
medidas de combate por parte de
organizações. Relatório PIBIC –
Programa de iniciação científica –
UFSC, 2011.
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Política ANTI ASSÉDIO
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uma política anti-assédio moral bem desenvolvida é uma ferramenta necessária e 
importante, pois inclui tanto um sistema informal de suporte e orientação para as 
vítimas, quanto um sistema válido de queixas formais para os gestores

• precisa ter uma participação ativa e ter o envolvimento de membros 
organizacionais de diferentes funções e níveis hierárquicos;

• precisa iniciar-se com uma Declaração de Compromisso e Intenção da 
organização;

• precisa prever procedimento de denúncias.

• todas as denúncias serão tratadas seriamente;
• tentativas de recriminação contra as vítimas não serão toleradas;
• a equipe que analisará/julgará as denúncias deve observar as regras naturais da justiça e ser 

oriunda de diversas profissões, receber treinamento e não ter nenhuma relação próxima com a 
suposta vítima ou agressor; 
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De nada adianta documentos robustos com dezenas de folhas se o 
empregado não os ler, não os entender, não os incorporar no seu 
dia a dia. 
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O assédio, em qualquer vertente, desumaniza as relações de trabalho.
A mitigação da violência constitui pauta crucial das organizações, impulsionada pelas demandas do compliance 
antidiscriminatório e de gestão de risco.
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Precisamos humanizar as relações de trabalho.

O paradigma atual construído pela globalização é o do homem produtivo e polivalente, o qual não deve apenas alcançar metas 
fixadas, mas ultrapassá-las nem que para isso precise lutar contra sua própria condição humana (leia-se ética e valores), 
desprezando seus semelhantes, tornando-se um sujeito sem condicionantes éticos (CAVALCANTE; JORGE NETO, 2005).
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Luiza Faccin
Instagram: @lufaccin
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Ações Inclusivas e Ações de 
Combate a Discriminação
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Para incorporar ações inclusivas nas empresas, não basta apenas prever a igualdade na
descrição de missão, visão e valores. Devemos impor medidas efetivas que se iniciam no
recrutamento e seleção e vão até o desligamento do empregado. As medidas devem ser
pensadas priorizando os membros de grupos vulneráveis, constituindo ações afirmativas, que
tem como objetivo promover e dar efetividade ao princípio constitucional da igualdade.

Existem algumas práticas de inclusão que não necessitam investimentos agressivos, e podem
ser realizados por qualquer empresa.



Programa de empregabilidade: Criar novas chances de emprego, tornando ampla a
participação de pessoas com deficiência, negros/pretos, mulheres, indivíduos acima de 65
anos e membros da comunidade LGBTQIA+ nos processos de seleção.
Essencial ter como foco a retenção de seus talentos diversos e ainda, desenvolver o seu
quadro de pessoal com treinos e mentorias sobre:
- diversidade;
- inclusão;
- empatia;
- letramento racial;
- equidade.
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Convenção sobre a Eliminação de Todas as Forma de Discrimanação contra a
Mulher (1979), ratificada pelo Brasil pelo Decreto 4.377 de 13 de setembro de
2002.
Lei emprega mais mulher, Lei 14. 557/2022 – tem como objetivo primordial
promover a inserção e manutenção das mulheres no mercado de trabalho,
implementando medidas sociais alterando diversos artigos da CLT, alterando
inclusive o artigo 163 da CLT passando a CIPA agora a ser Comissão Interna de
Prevenção de Acidentes e de Assédio.

Inclusão de Gênero
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Estatuto da Igualdade Racial (Lei 12.288/2010) conclama que a participação da
população negra, em condição de igualdade de oportunidade, seja promovida,
prioritariamente, por meio da adoção de medidas, programas e políticas de ação
afirmativa destinados ao enfrentamento das desigualdades étnicas.

Convenção Internacional da ONU contra a Discriminação Racial estabelece que
medidas afirmativas visando à diminuição de diferenças não podem ser tidas
como discriminatórias (no sentido negativo)

Inclusão Racial
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Ações afirmativas para o enfrentamento ao racismo estrutural, nº 01/2020.
https://mpt.mp.br/pgt/publicacoes/notas-tecnicas/nota-tecnica-01-2020-da-coordigauldade/@@display-file/arquivo_pdf

A possibilidade de contratação específica de trabalhadores oriundos da
população negra bem como possibilidade de anúncios específicos e bancos de
dados e/ou plataformas virtuais de forma a concretizar o Princípio da Igualdade
insculpido na Constituição Federal de 1988 (GT de Raça)

Inclusão Racial
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Princípios de Yogyakarta apresentados no Conselho de Direitos do Homem das
Nações Unidas:
(http://www.clam.org.br/uploads/conteudo/principios_de_yogyakarta.pdf)

Plano Nacional de Promoção da Cidadania e Direitos Humanos de LGBTQIA+
(https://www2.mppa.mp.br/sistemas/gcsubsites/upload/39/LGBTI/Plano%20Nacional%20de%20Promo%C3%A7%C3%A3

o%20da%20Cidadania%20e%20Direitos%20Humanos%20LGBTI.pdf)

Programa Brasil Sem Homofobia
(https://bvsms.saude.gov.br/bvs/publicacoes/brasil_sem_homofobia.pdf)

Inclusão LGBTQIA+
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Sobre o tema, temos algumas recomendações:

a) Extensão dos direitos a cônjuges do mesmo sexo;
b) Utilização do nome social;
c) Utilização de banheiros e vestiários

Inclusão LGBTQIA+
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LEI Nº 13.146/2015, Lei Brasileira de Inclusão da Pessoa com Deficiência
(Estatuto da Pessoa com Deficiência), assegurado o direito ao trabalho de sua
livre escolha e aceitação, em ambiente acessível e inclusivo, em igualdade de
oportunidades com os demais empregados.

Cota: obrigação do preenchimento de cotas mínima de empregados PCD para
empresas com 100 (cem) ou mais trabalhadores (conforme artigo 93 da Lei
8.213/91).

Inclusão PCDs (Pessoas com Deficiência)
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Cases de Sucesso
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SABIN - é referência em medicina diagnóstica no país. Ganhadora de diversos prêmios, 
como a melhor empresa para a mulher trabalhar no Brasil, ela conta com um comitê de 
diversidade e inclusão.

SAP, empresa de tecnologia que consiste da SAP Brasil e do SAP Labs, foi a primeira 
multinacional de tecnologia a receber o Certificado Global de Igualdade de Gênero no 
mundo.

consultoria PwC ganhou destaque pelas suas ações voltadas para a inclusão do público 
LGBTI+ em 2020. Algumas das suas iniciativas contemplam parcerias com coletivos e 
organizações que visam a integração e proteção da população trans como a 
TransEmpregos e a Astra (Associação de Travestis, Transexuais e Transgêneros).
https://rhjunior.com.br/noticias/inclusao-no-ambiente-de-trabalho-cases-de-sucesso-de-grandes-empresas/
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Combate ao Assédio Sexual
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Segundo dados do Ministério Público do Trabalho (MPT), em 2020, foram registradas
mais de 13 mil denúncias de violações trabalhistas envolvendo mulheres no Brasil.
Entre as principais infrações estavam o assédio moral (25% das denúncias) e o assédio
sexual (12,6% das
denúncias).

Um levantamento feito pela Organização Internacional do Trabalho (OIT) em
2019 apontou que cerca de 52% das mulheres brasileiras já sofreram assédio
sexual no trabalho.
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Combate ao Assédio Sexual
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O empregador deve adotar posturas para evitar constrangimentos e violência no
ambiente de trabalho, pois é sua obrigação cumprir e fazer cumprir as normas de
segurança e medicina do trabalho (artigo 157, inciso I, da CLT).

No relatório “Acabar com a violência e o assédio contra mulheres e homens no mundo
do trabalho”, a Organização Internacional do Trabalho (OIT) (2018) estudou a questão
em 80 países e destacou, entre as medidas de prevenção, a adoção de uma política
sobre assédio sexual, com apresentação de direitos e obrigações dos trabalhadores e
das empresas e a formação obrigatória sobre o tema.

https://www.ilo.org/wcmsp5/groups/public/---europe/---ro-geneva/---ilo-lisbon/documents/publication/wcms_725992.pdf
Fonte: https://www.tst.jus.br/assedio-sexual
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Combate ao Assédio Sexual
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Prevenir o assédio moral e sexual faz parte da Política Nacional de Responsabilidade
Socioambiental da Justiça do Trabalho (Ato Conjunto CSJT.TST.GP 24/2014).

Ainda, as ações do Programa Trabalho Seguro, do Conselho Superior da Justiça do
Trabalho (CSJT) e do Tribunal Superior do Trabalho (TST), no biênio 2018-2020, teve
como tema “Violência no trabalho: enfrentamento e superação”.

Com a entrada em vigor da Lei 14.557/2022, o combate ao assédio moral e sexual foi
incluso como parte das funções da Comissão Interna de Prevenção de Acidentes e de
Assédio (CIPA). A obrigação, estabelecida pelo Ministério do Trabalho e Previdência
(MPT) com a nova norma nº 4219, foi publicada em dezembro de 2022 e entrou em
vigor em 20 de março.
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Combate ao Assédio Sexual
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Algumas ações devem ser observadas para o combate ao assédio:

a) Acompanhar o processo de identificação de perigos e avaliação de riscos bem como

a adoção de medidas de prevenção implementadas pela organização;

b) Registrar a percepção dos riscos dos trabalhadores, por meio do mapa de risco ou

outra técnica ou ferramenta apropriada à sua escolha, sem ordem de preferência, com

assessoria do Serviço Especializado em Segurança e em Medicina do Trabalho

(SESMT), onde houver;

c) Verificar os ambientes e as condições de trabalho visando identificar situações que

possam trazer riscos para a segurança e saúde dos trabalhadores;
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Combate ao Assédio Sexual

anadd.org

d) Elaborar e acompanhar plano de trabalho que possibilite a ação preventiva em

segurança e saúde no trabalho;

e) Participar no desenvolvimento e implementação de programas relacionados à

segurança e saúde no trabalho;

f) Acompanhar a análise dos acidentes e doenças relacionadas ao trabalho, nos termos

da NR-1 e propor, quando for o caso, medidas para a solução dos problemas

identificados;
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Combate ao Assédio Sexual
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g) Requisitar à organização as informações sobre questões relacionadas à segurança e

saúde dos trabalhadores, incluindo as Comunicações de Acidente de Trabalho (CAT)

emitidas pela organização, resguardados o sigilo médico e as informações pessoais;

h) Propor ao SESMT, quando houver, ou à organização, a análise das condições ou

situações de trabalho nas quais considere haver risco grave e iminente à segurança e

saúde dos trabalhadores e, se for o caso, a interrupção das atividades até a adoção das

medidas corretivas e de controle;
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Combate ao Assédio Sexual
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i) Promover, anualmente, em conjunto com o SESMT, onde houver, a Semana Interna de

Prevenção de Acidentes do Trabalho (SIPAT), conforme programação definida pela

CIPA;

j) Incluir temas referentes à prevenção e ao combate ao assédio sexual e a outras

formas de violência no trabalho nas suas atividades e práticas.

https://blog.lg.com.br/cipa-combate-assedio/
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Renata Proximo
@proximo_consultoriajuridica

https://www.linkedin.com/in/renata-proximo/
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 ▶ Experiences of violence 
and harassment at work:
A global first survey
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▶ Preface

Violence and harassment at work causes harm to individuals, families, businesses and societies. It affects people’s lives, dignity, 
health and wellbeing. It also exacerbates inequality in societies and undermines business productivity. There should be no place 
for and no tolerance of violence and harassment at work – anywhere. To prevent and address it effectively, we need to know 
it better. We need to know which types of violence and harassment at work are more prevalent and where, and who is more 
exposed to it and why. Until now, there were no comparable global and regional data on this phenomenon. To fill this gap, the 
International Labour Organization joined forces with Lloyd’s Register Foundation and Gallup to run a global survey on people’s 
experiences of violence and harassment at work within the 2021 Lloyd’s Register Foundation World Risk Poll, which in turn is 
fielded as part of the Gallup World Poll. 

The results of this first-ever global picture are informative and revealing, and in some cases surprising. They help to get a 
sense of the magnitude of violence and harassment at work, including its different forms, and of the factors that may prevent 
people from even talking about it, be it shame and guilt, or lack of trust in institutions, or – perhaps even worse – because such 
unacceptable behaviours are regarded as “normal”.

We hope that this exploratory global account will shed further light on this scourge and pave the way for further in-depth research 
and analysis. Having a clearer picture of how violence and harassment affects the world of work is an important step towards its 
elimination, as called for by the international community when adopting the ILO Violence and Harassment Convention (No. 190) 
and Recommendation (No. 206), 2019. Convention No. 190 is ground-breaking in many ways, including by codifying violence and 
harassment as both an issue of equality and of occupational safety and health. This message was reinforced in 2022 when the 
ILO’s tripartite constituency elevated the right to a healthy and safe working environment to a fundamental principle and right 
at work.

This global survey is part of a broader effort to accelerate action to achieve the Sustainable Development Goals, through which 
the global community has committed to transforming our world by 2030. This objective includes creating a better world of work 
based on equity, sustainability and respect for rights.

This report was designed to catalyse action. Everyone has the right to a world of work free from violence and harassment.

Gilbert F. Houngbo

Director-General
International Labour Organization 

Ruth Boumphrey

Chief Executive
Lloyd’s Register Foundation

Jon Clifton

Chief Executive Officer
Gallup
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 ▶ Summary of results

1 Lloyd’s Register Foundation World Risk Poll 2021 [Data set].

2 As opposed to self-employed.

The ILO-Lloyd’s Register Foundation-Gallup survey1 is the 
first attempt to provide a global overview of people’s own 
experiences of violence and harassment at work. The results 
provide a first glance at the magnitude and frequency of 
violence and harassment at work, providing insights into 
the main forms of violence and harassment (that is, physical, 
psychological and sexual) and on the main barriers that 
prevent people from talking about it. 

Violence and harassment at work is a widespread 
phenomenon around the world, with more than one in five 
(22.8 per cent or 743 million) persons in employment having 
experienced at least one form of violence and harassment 
at work during their working life. Among people who had 
experienced violence and harassment at work, about 
one-third (31.8 per cent) said they had experienced more 
than one form, with 6.3 per cent having faced all three forms 
in their working life:

 ▶ Nearly one in ten (8.5 per cent or 277 million) persons 
in employment has experienced physical violence 
and harassment at work in their working life. Men 
were more likely than women to report experiencing 
physical violence and harassment.

 ▶ Psychological violence and harassment was the 
most common form of violence and harassment 
reported by both men and women, with nearly 
one in five (17.9 per cent or 583 million) people in 
employment experiencing it in their working life.

 ▶ One in fifteen (6.3 per cent or 205 million) people in 
employment has experienced sexual violence and 
harassment at work in their working life. Women 
were particularly exposed to sexual violence and 
harassment at work. The data around sexual violence 
and harassment demonstrate the largest gender 
difference by far (8.2 per cent of women compared 
to 5.0 per cent of men) among the three forms of 
violence and harassment.

Violence and harassment at work is also a recurrent and 
persistent phenomenon. More than three in five victims of 
violence and harassment at work said it has happened to 
them multiple times, and for the majority of them, the last 
incident took place within the last five years. 

The risk of experiencing violence and harassment at work 
is particularly pronounced across certain demographic 
groups. Youth, migrant, and wage and salaried2 women 
and men were more likely to face violence and harassment 
at work, and this can be particular true among women. For 
instance, survey results show that young women were twice 
as likely as young men to have experienced sexual violence 
and harassment, and migrant women were almost twice 
as likely as non-migrant women to report sexual violence 
and harassment.

Persons who have experienced discrimination at some 
point in their life on the basis of gender, disability  
status, nationality/ethnicity, skin colour and/or religion 
were more likely to have experienced violence and 
harassment at work than those who did not face such 
discrimination. Those facing gender-based discrimination 
have been particularly affected: Nearly five in ten people who 
have been victims of gender-based discrimination in their life 
have also faced violence and harassment at work, compared 
to two in ten of those who have not been discriminated 
against on the basis of gender.

Talking about personal experiences of violence and 
harassment is still challenging. Only slightly more than half 
(54.4 per cent) of victims have shared their experience with 
someone, and often only after they have experienced more 
than one form of violence and harassment. People were also 
more likely to tell friends or family, rather than using other 
informal or formal channels. 

Multiple factors and barriers may prevent people from 
disclosing incidents of violence and harassment at work. 
Among survey respondents, “waste of time” and “fear for their 
reputation” were the most common barriers discouraging 
people from talking about their own experiences of violence 
and harassment at work. 
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 ▶ Introduction

3 Lloyd’s Register Foundation World Risk Poll 2021 [Data set].

4 In the survey and consequently this report, the phrase “at work” is synonymous with “in the world of work”.

Violence and harassment in the world of work is a pervasive 
and harmful phenomenon, with profound and costly 
effects ranging from severe physical and mental health 
consequences to lost earnings and destroyed career paths to 
economic losses for workplaces and societies. To address this 
scourge, the International Labour Organization (ILO) adopted 
the Violence and Harassment Convention (No. 190) and its 
accompanying Recommendation (No. 206) in June  2019. 
These instruments recognize the right of everyone to a world 
of work free from violence and harassment, and for the first 
time, provided a common framework for the prevention and 
elimination of violence and harassment in the world of work, 
including gender-based violence and harassment. 

To build a world of work free from violence and harassment, 
solid and comparable data are crucial. Yet statistics on 
violence and harassment in the world of work are sporadic 
and scarce. Comparability of data is problematic because 
different concepts, definitions and methods have been 
used. Statistics are often collected for a specific occupation, 
industry or group and may not be disaggregated by sex. 
Underreporting of violence and harassment in the world 
of work is also a problem, due to fear of victimization and 
retaliation as well as the lack of effective or accessible 
enforcement and monitoring systems in many countries. 

To fill this evidence gap and to advance understanding of and 
action against violence and harassment in the world of work, 
the ILO has joined forces with Lloyd’s Register Foundation 
and Gallup to carry out the first global exploratory exercise 
to measure people’s own experiences of violence and 
harassment at work across the world.3 This survey aimed 
to explore the prevalence and frequency of violence and 
harassment at work, including its main different forms 
– be it physical, psychological or sexual – and respondents’ 
experiences with disclosing such occurrences (see Annex 1).4 

The ultimate goal is to raise awareness on a long-standing 
and highly complex issue rooted in wider economic, societal 
and cultural contexts, including those surrounding the world 
of work and entrenched gender roles. 

Interviews were conducted in 2021 with nearly 125,000 
individuals aged 15 years or older in 121 countries and 
territories using probability-based random sampling to 
ensure nationally representative data and results. However, 
the findings of this report focus exclusively on the 74,364 
respondents who were in employment at the time of 
the interview. 

The survey is likely to have been influenced by a range of 
macroenvironmental factors (national politics, institutional 
norms, historic traditions or cultural norms) and by 
microenvironmental factors (for instance, the location of the 
interview or the presence of others during the interview), as 
well as by individuals’ willingness or reticence to reveal such 
information. For instance, some questions were not asked 
or were asked differently in a few countries due to political 
and cultural sensitivities (see the next section and the 
Technical Note for more details on the methodology). This 
should be taken into account when reading the global findings 
and comparing results across regions. In addition, cultural 
differences were noted when fielding the questionnaire, 
pointing to different definitions of what constitutes violence 
and harassment as well as different degrees of acceptance of 
such behaviours. Moreover, respondents’ personal sensitivity 
may have also played a key role in deciding whether or not to 
disclose information on violence and harassment at work. 

Caveats aside, this report presents the first-ever global 
account of people’s own experiences of violence and 
harassment at work using common questions, thereby 
allowing for an initial measure of the prevalence and frequency 
of this phenomenon at the global level as well as allowing 
for comparability of results across regions. This study paves 
the way for further quantitative and qualitative research 
on violence and harassment at work. Ultimately, stronger 
evidence will help forge more effective legislation, policies and 
practices that promote prevention measures, tackle specific 
risk factors and root causes, and ensure that victims are not 
left alone in handling these unacceptable occurrences. 

Legislators and policymakers, employers and workers 
and their respective organizations, as well as advocates all 
around the world can use the results of this study to shape 
inclusive, integrated and gender-responsive legislative and 
policy changes aimed at creating a world of work free from 
violence and harassment.

The report is structured in three chapters. The first provides 
an overview of the prevalence and frequency of violence and 
harassment in its different forms. The second identifies some 
of the key factors associated with a higher risk of violence and 
harassment, and the third focuses on people’s willingness to 
disclose such occurrences and the barriers preventing them 
from doing so.
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 ▶ How was the survey conducted?

5 The 2021 World Risk poll covers a number of important topics about safety and risks. To learn more about the World Risk Poll, please visit the following 
website: https://wrp.lrfoundation.org.uk/, as well as the Gallup website for more information on methodology: https://www.gallup.com/ 
178667/gallup-world-poll-work.aspx.

6 Notable exceptions include China and India, where at least 3,000 interviews were collected, and Russia, where 2,001 individuals participated. In only two 
countries did the sample size (that is, the number of people interviewed) dip below 1,000 – Jamaica and Iceland, where about 500 people were interviewed.

7 Granted that the Gallup World Poll survey was designed to be nationally representative, the sub-sample of those employed at the time of the interview should 
also constitute a representative sample. 

8 Respondents were asked about whether they had experienced violence and harassment in the workplace, and if so, when they had last experienced it. 
Respondents who had experienced violence and harassment at work had four possible answers concerning when the experience last occurred: (i) “within the 
last year”; (ii) “two to five years ago”; (iii) “more than five years ago”; and (iv) “do not know”. In light of the stringency of COVID-19 containment measures, which 
determined work closures or working from home arrangements in many countries, as well as to maximize the underlying sample size and ensure robustness 
of the estimates, those respondents who reported incidents of violence and harassment that occurred “in the last year” and “two to five years ago” were 
combined together, and those respondents who did not know when the incident occurred were grouped with the “more than five years ago” respondents.

The survey on violence and harassment at work was 
designed as a sub-module within the 2021Lloyd’sRegister
FoundationWorldRiskPoll, which in turn was fielded as part 
of the Gallup World Poll.5 In executing the 2021 World Risk 
Poll, Gallup conducted roughly 125,000 interviews in 121 
countries and territories during 2021, gathering information 
regarding people’s experiences on violence and harassment 
at work, as well as other risks ranging from climate change 
and disaster resilience to the use of personal data. Since the 
survey was conducted during the COVID-19 pandemic, most 
interviews were conducted by telephone, with face-to-face 
interviews conducted where possible (see TechnicalNote). Of 
the 121 countries, interviews were conducted by telephone in 
69 (either landline, mobile or some combination thereof) and 
in person in 52. 

In most countries and territories, the survey was conducted 
among 1,000 individuals using a standard set of questions 
that had been translated into the major languages of the 
respective country.6

All samples collected were probability-based and nationally 
representative of the resident adult population aged 15 and 
older to ensure nationally representative data. 

The World Risk Poll was not asked exclusively to respondents 
who were currently in employment at the time of the 
interview. However, this report focuses exclusively on those 
survey respondents who were employed at the time of the 
interview, regardless of their employment status – be they 
self-employed or employees, full-time or part-time.7 

It should also be noted that 2.7 per cent of survey respondents 
(or 2,091) indicated at the beginning of the World Risk Poll 
that they were employed, but then said that they had never 
worked when asked about experiences of violence and 
harassment at work, with women being more likely than men 
to respond this way (1.8 per cent versus 1.5 per cent). 

This may indicate the respondents were unwilling or 
uncomfortable to discuss and disclose violence and 
harassment, especially in the context of work. These 
respondents were therefore removed from the overall 
sample, as they were asked no further questions from the 
violence and harassment at work sub-module. 

Once the above exclusions were made, the final sample 
for the study came to 74,364 individuals, all of whom were 
employed at the time of the interview. 

Below it will be seen that those respondents who reported 
experiencing violence and harassment at work have been 
broadly divided into two groups based on when they last 
experienced violence and harassment at work, namely 
“in the past five years” or “more than five years ago or not 
sure when”.8

All estimates presented in this report, unless otherwise noted, 
have been calculated using survey weights. Data weighting is 
used to ensure samples are nationally representative for each 
country and is intended to be used for generating estimates 
within a country. The weighting procedure consists of three 
major steps: 

 ▶ First, the base or design weight is constructed to 
account for any disproportionality in the respondent 
selection process. 

 ▶ Next, the base weights are post-stratified to adjust 
for non-response and to match the weighted 
sample totals to known target population totals 
obtained from country-level census data. Gallup 
makes non-response adjustments to gender, age 
and, where reliable data are available, education or 
socioeconomic status. 

 ▶ Finally, approximate study design effect and margin 
of error are calculated. The design effect calculation 
reflects the influence of data weighting. 
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As the analysis in this report focuses on cross-country 
comparisons, the survey weights were scaled by the number 
of employed people aged 15 and older (as well as the number 
of employed women and men for analysis disaggregated 
by sex).9 Population scaling adjusts the data to give greater 
weight to more populous countries when calculating 
cross-country statistics. 

Given the absence of an established standard statistical 
measurement framework on work-related violence and 
harassment – and the sensitivity of the topic – the survey 
encountered a few methodological challenges.

To minimize cultural differences in response styles and to 
facilitate cross-cultural comparisons, the survey questions 
were designed in a simple dichotomous (“yes” or “no”) 
manner, using wordings that were cognitively tested in a 
diverse group of nations. The study explores the prevalence 
and frequency of the following main forms of violence and 
harassment at work:

 ▶ Physical violence and harassment, 
such as hitting, restraining or spitting

 ▶ Psychological violence and harassment, 
such as insults, threats, bullying or intimidation

 ▶ Sexual harassment and violence, 
such as unwanted sexual touching, comments, pictures, 
emails or sexual requests

However, it should be noted that in some countries, some 
questions were not fielded or were reformulated. For 
instance, in China, the questions on experiences with 
physical violence and harassment were not asked and the 
question on psychological violence and harassment was 
slightly reformulated. Moreover, in Iraq, Saudi Arabia and the 
United Arab Emirates, the questions on sexual violence and 
harassment were not asked, while in Algeria, China, Jordan, 
Morocco and Pakistan, they were reformulated.10 In addition, 
none of the questions related to whether individuals talked 
about their experience with violence and harassment at work 
were asked in China, and at least one of these questions was 
removed in Myanmar, Saudi Arabia, Tajikistan and the United 
Arab Emirates. These exceptions should be kept in mind 
when considering the overall results of the survey. 

The survey on violence and harassment at work employed 
a “self-labelling” approach, meaning that the respondents 
were asked directly to assess whether they had experienced 
violence and harassment at work, and therefore an answer in 
the affirmative means that it is the respondents themselves 
who qualify the experiences as constituting violence 
and harassment.

9 These population-based weights were calculated on a country-by-country basis in the following manner: [Total number of employed individuals aged 15 and 
older in 2021 as reported by ILOSTAT] / [Weighted sample size of all respondents who said they were employed at the time of the survey].

10 The question was reformulated as follows: “Have you, personally, ever experienced any type of unwanted intimate physical contact at work and/or have you 
ever been exposed to unwanted vulgar comments, pictures, emails, or requests while at work, creating a hostile working environment?”

The advantage of this approach is the fact that the questions 
provide “synthetic information” about the issue asked, 
without defining the issue or spelling out all the range of 
behaviours that could constitute violence and harassment. 

The disadvantage is that the approach is dependent on a 
respondent’s interpretation as to what actions or behaviours 
fall under the broader concept, as well as being dependent on 
the respondent’s willingness to acknowledge such incidents.

Previous research suggests that it can be difficult for 
respondents to recognize their experiences as violence 
and harassment, and the definition provided may not 
resonate with their experiences (Nielsen, Matthiesen, and 
Einarsen, 2011). In other words, what constitutes violence 
and harassment in one country may be considered merely 
“bad” or “impolite” behaviour in others, as seen in the 
cognitive testing carried out to test the survey questions  
(see TechnicalNote). That subjectivity can only be controlled 
using precise “act or behaviour-based” questions that leave 
no room for interpretation; however, it was not possible to 
include such questions in this survey due to time and length 
limitations, but this will be implemented and considered in 
future ILO work. These are important matters to consider 
when interpreting the results of this survey, as well as when 
comparing data across regions or demographic groups.

Moreover, as with any self-reported data on an issue that is 
sensitive or even taboo to discuss in many societies, the results 
are subject to cultural influences and social norms, including 
varying levels of underreporting associated with discomfort 
or lack of familiarity with what constitutes unacceptable 
behaviour by employed people. The mode of interviewing 
– how an interview is conducted – can sometimes also have 
an effect on how individuals respond to a survey question. 
In this regard, it is worth noting that the majority of these 
surveys were implemented using telephone interviewing in 
light of COVID-19 restrictions. Therefore, the respondents 
in more than half of the countries were limited to men and 
women with access to landline and/or mobile phones. While 
the Gallup World Poll has extensive experience asking about 
sensitive topics in ways that aim to minimize this type of 
effect, it is not possible to eliminate it entirely (Andreenkova 
and Javeline, 2019).
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 ▶ 1  
What is the state of violence and 
harassment at work?

11 All cross-country percentage estimates are calculated using population-scaled weights, as discussed in the Introduction and in the Technical Note. Projections 
as to the number of persons in employment affected by violence and harassment at work are based off the total number of employed individuals globally in 
2021, as reported in the ILO’s ILOSTAT database.

12 In some countries, some questions were completely excluded or had to be slightly reworded due to cultural sensitivities. In China, the questions on 
experiences with physical violence and harassment were not asked, and in Iraq, Saudi Arabia and the United Arab Emirates, the questions on sexual violence 
and harassment were not asked. Additionally, in Algeria, China, Jordan, Morocco and Pakistan, the questions about sexual violence or harassment were 
reformulated to refer to “unwanted intimate physical contact”.

Data on violence and harassment in the world of work are still 
sporadic and scarce. Moreover, comparability of such data 
is problematic because different concepts, definitions and 
methods are used. This chapter provides the first global and 

regional account of the prevalence and frequency of violence 
and harassment in the world of work – including its different 
forms: physical, psychological and sexual – using consistent 
and common questions.

 ▶ 1.1. Violence and harassment at work: An overview
Globally, more than one in five persons in employment has experienced 
violence and harassment at work during their working life
In 2021, across the world, 22.8 per cent or 743 million persons 
in employment had experienced violence and harassment at 
work – whether physical, psychological or sexual – over their 
working life (figure 1.1).11 For 79.4 per cent of these victims, 
the last occurrence was in the five years prior to completing 
the survey. 

This is equivalent to 18.1 per cent or approximately 590 million 
persons in employment. Globally, women were slightly more 
likely than men to have experienced violence and harassment 
over their working life (by 0.8 percentage points).

The Americas registered the highest prevalence rate at 
34.3 per cent, followed by Africa (25.7 per cent), Europe and 
Central Asia (25.5 per cent), Asia and the Pacific (19.2 per cent) 
and the Arab States (13.6 per cent).12 When looking at gender 
differences, in the Americas, women were 8.2  percentage 
points more likely than men to have experienced violence 
and harassment in their working life (39.0 per cent versus 
30.8 per cent), followed by Europe and Central Asia (8.0 
percentage points) and the Arab States (5.9 percentage 
points). Conversely, in Asia and the Pacific and in Africa, men 
were more likely than women to have such an experience, 
both in their working life and within the past five years (by 3.2 
percentage points and 2.2 percentage points, respectively). 

Data also show that high income countries registered the 
highest prevalence, and low and lower-middle income 
countries the lowest prevalence, both over the entirety of 
working life and in the past five years. 

When looking at gender differences in high income 
countries, women were more likely to experience violence 
and harassment over their working life at 38.7 per cent, 
compared to men at 26.3 per cent. By contrast, in both 
upper-middle income countries and low and lower-middle 
income countries, men were more likely than women to 
experience violence and harassment in their working life (by 
5.9 percentage points and 1.0 percentage point, respectively). 

In addition, data show that there is a similar pattern when 
looking at the prevalence in the last five years, although to a 
different extent. In high income countries, women were more 
likely than men to experience violence and harassment (27.8 
per cent versus 19.0 per cent). In both upper-middle income 
countries and low and lower-middle income countries, men 
were more likely than women to have experienced violence 
and harassment in the last five years (by 4.9 percentage 
points and 1.1 percentage points, respectively).
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 ▶ Figure 1.1  Share of persons in employment who have experienced violence and harassment at work and 
last time experienced, by region, by income group and by sex, 2021 (%)

Survey question: Have you, personally, ever experienced [physical/psychological/sexual] violence and/or harassment at work, 
such as [hitting, restraining, or spitting/insults, threats, bullying, or intimidation/unwanted sexual touching, comments, pictures, 
emails or sexual requests while at work]?

 Total   Women   Men   Yes, in the past five years   Yes, more than five years ago or not sure when

Note: Among all employed persons 15 years and older. Global, regional and income group estimates are weighted by the overall employed population 
of individuals aged 15+ for each country. Percentage of employed population and number of countries – World: 92.4 per cent (121 countries); Africa: 
62.3 per cent (26 countries); Americas: 95.8 per cent (20 countries); Arab States: 63.2 per cent (5 countries); Asia and the Pacific: 98.8 per cent (24 
countries); Europe and Central Asia: 97.1 per cent (46 countries); low and lower-middle income countries: 85.4 per cent (44 countries); upper-middle 
income countries: 97.8 per cent (35 countries); high income countries: 98.1 per cent (42 countries).
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]
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More than three in five victims have experienced violence and harassment at 
work multiple times
Survey respondents were asked how many times they have 
experienced any form of violence and harassment – once or 
twice, three to five times or more than five times. At the global 
level, 61.4 per cent of victims said that they had experienced 
violence and harassment more than three times during their 
working lives (figure 1.2). 

Notably, the greatest share of this group (38.1 per cent) had 
experienced it more than five times. In the Americas, victims 
were more likely to say it had happened more than five times 
(48.2 per cent). Africa followed at 43.2 per cent and Europe 
and Central Asia at 39.5 per cent. Overall, 39.2 per cent of 
women victims, compared to 37.2 per cent of men victims, 
had experienced violence and harassment more than five 
times in their working life.

 ▶ Figure 1.2 Frequency with which victims experienced violence and harassment at work, by region, by 
income group and by sex, 2021 (%) 

Survey question: How many times have you experienced [physical/psychological/sexual violence and/or harassment at work]? 
Once or twice, three to five times, or more than five times?

 Total   Women   Men   Once or twice   Three to five times   More than five times

Note: Among all employed persons 15 years and older who said they have experienced any form of violence and harassment at work. Persons who 
were not sure how many times they experienced violence and harassment at work are excluded from these calculations. For global, regional and income 
group coverage see figure 1.1.
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]
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 ▶ 1.2. Physical violence and harassment at work 
Nearly one in ten persons in employment has experienced physical violence 
and harassment at work in their working life

13 Please note that the questions about physical violence and harassment were not asked in China. 

Respondents were asked about their experience with physical 
violence and harassment at work, such as hitting, restraining 
or spitting, as well as the frequency of such experiences and 
how recently they had occurred. Worldwide, 8.5 per cent 
or 277 million persons in employment have experienced 
physical violence and harassment in their working life (figure 
1.3). The vast majority of these incidents (71.8 per cent) last 
occurred within the previous five years – meaning that 6.1 
per cent or 199 million people in employment have been 
recently exposed to this type of unacceptable behaviour. 
Disaggregation by sex shows that physical violence and 
harassment at work is more commonly faced by men than by 
women (9.0 per cent and 7.7 per cent, respectively). 

From a regional perspective, Africa registered the highest 
prevalence at 12.5 per cent, followed by the Americas (9.0 per 
cent), Asia and the Pacific (7.9 per cent),13 the Arab States (7.2 
per cent) and Europe and Central Asia (6.5 per cent).

To put this in perspective, persons in Africa were almost 
two times as likely to report experiencing physical violence 
and harassment in their working life as those in Europe and 
Central Asia. Looking only at recent experience with physical 
violence and harassment at work (last five years), Africa still 
had the highest prevalence at 10.1 per cent, followed by the 
Americas (6.5 per cent), the Arab States (5.8 per cent), Asia 
and the Pacific (5.4 per cent) and Europe and Central Asia 
(4.5 per cent). 

When considering differences by sex, regional variations can 
be found. For instance, in Asia and the Pacific, men were more 
likely than women to have experienced these unacceptable 
behaviours over the course of their working lives (9.1 per cent 
and 5.8 per cent, respectively). Similarly, men in Africa and 
in Europe and Central Asia were more at risk compared to 
women, although to a lesser extent. Conversely, in the Arab 
States and in the Americas, experiences of physical violence 
and harassment were more common among women 
than men.
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 ▶ Figure 1.3 Share of persons in employment who have experienced physical violence and harassment at 
work and last time experienced, by region, by income group and by sex, 2021 (%)

Survey question: Have you, personally, ever experienced physical violence and/or harassment at work, such as hitting, 
restraining, or spitting?

 Total   Women   Men   Yes, in the past five years   Yes, more than five years ago or not sure when

Note: Among all employed persons 15 years and older. Global and regional estimates are weighted by the overall employed population of individuals 
aged 15+ for each country. Percentage of employed population and number of countries – World: 68.7 per cent (120 countries); Africa: 62.3 per cent (26 
countries); Americas: 95.8 per cent (20 countries); Arab States: 63.2 per cent (5 countries); Asia and the Pacific: 57.8 per cent (23 countries); Europe and 
Central Asia: 97.1 per cent (46 countries); low and lower-middle income countries: 85.4 per cent (44 countries); upper-middle income countries: 35.6 per 
cent (34 countries); high income countries: 98.1 per cent (42 countries). Physical violence and harassment question was not asked in China.
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]
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Globally, men were more likely than women to have experienced recurrent 
incidents of physical violence and harassment at work
Physical violence and harassment was a recurrent event for 
the majority of those who have experienced it, with 55.3 
per cent of victims worldwide saying they had faced it three 
or more times in their working life (figure 1.4). Men victims 
were more likely to say that they had faced physical violence 
and harassment multiple times (55.7 per cent) compared to 
women victims (52.2 per cent). 

From a regional perspective, Africa displayed the highest 
frequency, with 61.3 per cent of victims experiencing physical 
violence and harassment at work more than three times in 
their working life, followed by the Americas (55.9 per cent), 
Asia and the Pacific (55.3 per cent), Europe and Central Asia 
(46.7 per cent) and the Arab States (44.0 per cent). 

Disaggregation by sex shows that in the Americas, men 
victims were 17.9 percentage points more likely than women 
victims to have experienced three or more episodes of 
physical violence and harassment in their working lives. A 
similar picture was observed in Asia and the Pacific, although 
to a lesser extent. By contrast, in Africa and in Europe and 
Central Asia, women victims were slightly more likely than 
men victims to have had five or more such experiences, by 
2.3 and 1.3 percentage points, respectively.
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 ▶ Figure 1.4 Frequency with which victims of physical violence and harassment at work experienced such 
behaviours, by region, by income group and by sex, 2021 (%)

Survey question: How many times have you experienced [physical violence and/or harassment at work]? Once or twice, three 
to five times, or more than five times?

 Total   Women   Men   Once or twice   Three to five times   More than five times

Note: Among all employed persons 15 years and older who said they have experienced any form of violence and harassment at work. Persons who said 
they have experienced physical violence and harassment but were not sure how many times they experienced it are excluded from these calculations. 
For global, regional and income group coverage see figure 1.3.
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]

18 Copyright © 2022 International Labour Organization. All rights reserved. 
ILO_V&H_Report_120122_hs

Experiencesofviolenceand harassmentatwork: Aglobalfirstsurvey



 ▶ 1.3. Psychological violence and harassment at work
Nearly one in five people in employment has experienced psychological 
violence and harassment at work in their working life

14 In China, the question wording read as follows: “Have you, personally, ever experienced someone psychologically hurting you at work, such as saying 
something to you that was hurtful or threatening?” 

The survey also asked respondents about their experience 
with psychological violence and harassment at work, such 
as insults, threats, bullying or intimidation, as well as its 
frequency and the last time it occurred.14 Globally, 17.9 per 
cent of persons or approximately 583 million people in 
employment have experienced such unacceptable behaviour 
in their working life (figure 1.5). For almost 80 per cent of 
victims or approximately 463 million people in employment, 
regardless of sex, the last occurrence happened within the 
past five years. Overall, women registered higher prevalence 
than men, both in their working life and in the past five years, 
although with modest differences (by 1.3 percentage points 
and 0.6 percentage points, respectively). 

At the regional level, the Americas displayed the highest 
prevalence of psychological violence and harassment in 
working life (29.3 per cent), followed by Africa (20.2 per cent); 
while the Arab States reported the lowest prevalence 
(11.4 per cent). However, 86.0 per cent of victims in the Arab 
States declared that their last experience of psychological 
violence and harassment happened within the last five years, 
followed by 85.1 per cent in Africa and 81.4 per cent in Asia 
and the Pacific.

In Europe and Central Asia, psychological violence and 
harassment has been a reality in working life for 22.7 per cent 
of women, compared to 17.4 per cent of men. Women were 
more likely than men to experience it in the Arab States (15.0 
per cent versus 10.7 per cent) and the Americas (31.5 per cent 
versus 27.6 per cent). 

Conversely, in Africa, men reported higher rates of 
psychological violence and harassment compared to women 
(21.2 per cent versus 18.9 per cent), and so did men in Asia 
and the Pacific (14.6 per cent versus 13.9 per cent). 

Employed individuals in high income countries were the most 
likely to say they have experienced psychological violence 
and harassment, both throughout their working life (25.5 per 
cent) and in the past five years (18.2 per cent).

Women’s and men’s experiences with this form of violence 
and harassment vary according to country income group. 
While women in both high income countries and low and 
lower-middle income countries reported higher incidence in 
their working life than men (by 8.0 percentage points and 1.0 
percentage point, respectively); men in upper-middle income 
countries registered higher prevalence in their working life 
compared to women (by 4.9 percentage points). 

The prevalence of psychological violence and harassment in 
the last five years reflected the prevalence across the whole 
of working life, although the gender differences narrowed. 
Within the last five years, women were more likely than men 
to have experienced psychological violence and harassment 
in high income countries and low and lower-middle income 
countries, by 5.3 and 0.4 percentage points, respectively; 
while in upper-middle income countries, men were at a 
greater risk by 4.0 percentage points.
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 ▶ Figure 1.5 Share of persons in employment who have experienced psychological violence and harassment 
at work and last time experienced, by region, by income group and by sex, 2021 (%)

Survey question: Have you, personally, ever experienced psychological violence and/or harassment, such as insults, threats, 
bullying, or intimidation at work?

 Total   Women   Men   Yes, in the past five years   Yes, more than five years ago or not sure when

Note: Among all employed persons 15 years and older. Global, regional and income group estimates are weighted by the overall employed population 
of individuals aged 15+ for each country. Percentage of employed population and number of countries – World: 92.4 per cent (121 countries); Africa: 
62.3 per cent (26 countries); Americas: 95.8 per cent (20 countries); Arab States: 63.2 per cent (5 countries); Asia and the Pacific: 98.8 per cent (24 
countries); Europe and Central Asia: 97.1 per cent (46 countries); low and lower-middle income countries: 85.4 per cent (44 countries); upper-middle 
income countries: 97.8 per cent (35 countries); high income countries: 98.1 per cent (42 countries).
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]
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More than three in five victims have experienced psychological violence and 
harassment multiple times
Globally, more than three in five people in employment who 
have experienced psychological violence and harassment 
at work indicated that this had happened to them three or 
more times (63.2 per cent), with men slightly more likely than 
women to have faced recurrent episodes (figure 1.6). Further, 
almost two in five victims (38.6 per cent) said it had occurred 
more than five times over the course of their working life. 

These results were relatively consistent across regions and 
income groups, with the exception that almost half of victims 
in the Americas saying it had happened more than five 
times, compared to less than one-third of those in the Arab 
States. When looking at gender differences, the frequency of 
psychological violence and harassment was higher for men 
victims than for women victims in almost all regions, except 
in the Americas and in Asia and the Pacific.

 ▶ Figure 1.6 Frequency with which victims of psychological violence and harassment at work experienced 
such behaviours, by region, by income group and by sex, 2021 (%)

Survey question: How many times have you experienced [psychological violence and/or harassment at work]? Once or twice, 
three to five times, or more than five times?

 Total   Women   Men   Once or twice   Three to five times   More than five times

Note: Among all employed persons 15 years and older who said they have experienced any form of violence and harassment at work. Persons who 
said they have experienced psychological violence and harassment but were not sure how many times they experienced it are excluded from these 
calculations. For global, regional and income group coverage see figure 1.5.
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]
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 ▶ 1.4. Sexual violence and harassment at work
One in 15 people in employment has experienced sexual violence and 
harassment at work in their working life

15 In Algeria, China, Pakistan, Jordan and Morocco, this question was asked in a slightly different way due to cultural or political sensitivities: “Have you, personally, 
ever experienced any type of unwanted intimate physical contact at work and/or have you ever been exposed to unwanted vulgar comments, pictures, emails, 
or requests while at work, creating a hostile working environment?” In Iraq, Saudi Arabia and the United Arab Emirates, the questions about experience with 
sexual violence and harassment were not asked. Therefore, the regional results for the Arab States have been omitted due to insufficient country coverage 
However, for those Arab States countries where there are data available for this question, these data were included in the calculation of the global and country 
income group results. 

In addition to physical and psychological violence and 
harassment, respondents were asked about their 
experiences with sexual violence and harassment at work, 
such as unwanted sexual touching, comments, pictures, 
emails or sexual requests.15 

Globally, 6.3 per cent or approximately 205 million people 
in employment had experienced sexual violence and 
harassment in their working life (see figure 1.7). Of those, 
more than two-thirds (71.4 per cent) faced these incidents 
within the last five years – meaning that 4.5 per cent or 
approximately 147 million people in employment worldwide 
were recently exposed to this scourge.
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 ▶ Figure 1.7 Share of persons in employment who have experienced sexual violence and harassment at 
work and last time experienced, by region, by income group and by sex, 2021 (%)

Survey question: Have you, personally, ever experienced any type of sexual violence and/or harassment at work, such as 
unwanted sexual touching, comments, pictures, emails or sexual requests while at work?

 Total   Women   Men   Yes, in the past five years   Yes, more than five years ago or not sure when

Note: Among all employed persons 15 years and older. Global, regional and income group estimates are weighted by the overall employed population 
of individuals aged 15+ for each country. Percentage of employed population and number of countries – World: 91.4 per cent (118 countries); Africa: 62.3 
per cent (26 countries); Americas: 95.8 per cent (20 countries); Asia and the Pacific: 98.8 per cent (24 countries); Europe and Central Asia: 97.1 per cent 
(46 countries); low and lower-middle income countries: 85.4 per cent (44 countries); upper-middle income countries: 97.0 per cent (34 countries); high 
income countries: 94.4 per cent (40 countries).
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]
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 ▶ Figure 1.8 Share of persons in employment who have experienced physical, psychological and/or sexual 
violence and harassment at work and last time experienced, global results, 2021 (%)

Survey question: Approximately, when was the last time this happened to you — was it within the last year, two to five years ago, 
or more than five years ago?

 Total   Women   Men   Yes, in the past five years   Yes, more than five years ago or not sure when

Note: Global estimates are weighted by the overall employed population of individuals aged 15+ for each country.
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]

Overall, 8.2 per cent of women in employment had 
experienced sexual violence and harassment over the course 
of their working life, compared to 5.0 per cent of men. This is 
by far the largest gender difference in experience of violence 
and harassment at work among the three forms of violence 
and harassment (see figure 1.8).

The Americas registered the highest prevalence of sexual 
violence and harassment over the course of working life at 
11.8 per cent, compared to slightly more than 5 per cent 
on average in all other regions (figure 1.7). In other words, 
people in the Americas were twice as likely to say they had 
experienced sexual violence and harassment than those 
living in other regions. Looking only at those who have 
experienced sexual violence and harassment within the past 
five years, this figure was highest in the Americas (7.7 per 
cent), followed by Asia and the Pacific (4.1 per cent), Africa (4.0 
per cent), and Europe and Central Asia (3.5 per cent).

Overall, in all regions, women reported higher exposure 
to sexual violence and harassment at work than men, both 
throughout their working life and in the past five years (figure 
1.7), though rates vary by region. In the Americas, nearly two 
in ten women (17.7 per cent) reported such unacceptable 
behaviour in their working life, compared to less than one 
in ten men (7.2 per cent). Sizable differences were also 
registered in Europe and Central Asia, with 9.1 per cent of 
women being subjected to sexual violence and harassment in 
their working life, compared to 2.5 per cent of men. Africa and 
Asia and the Pacific follow with modest differences between 
women and men (1.3 percentage points and 0.6 percentage 
points, respectively). 

Regarding country income level, data show that 
respondents  in high income countries said they have 
experienced a higher prevalence of sexual violence and 
harassment throughout their working life (9.6 per cent) 
compared to those in upper-middle income (8.1 per cent) 
and low and lower-middle income countries (3.0 per cent). 
However, it is also interesting to see that while the latter 
two income groups may have lower rates of sexual violence 
and harassment over the course of working life, they have 
higher shares of victims reporting that such incidents last 
occurred in the past five years – 76.5 per cent in upper-middle 
income countries and 76.7 per cent in low and lower-middle 
income countries, compared to 60.4 per cent in high income 
countries. Among women victims in high income countries, 
this figure is 55.9 per cent. 

Overall, women were more exposed to sexual violence and 
harassment during their working life compared to men 
in both high income countries and low and lower-middle 
income countries (by 10.2 percentage points and 1.5 
percentage points, respectively). In upper-middle income 
countries the difference is minimal, with men slightly more 
likely to report experiencing sexual violence or harassment at 
work (by 0.2 percentage points). A similar pattern is observed 
when looking at the prevalence in the last five years, although 
to a smaller extent. Women victims were more likely than 
men victims to report such unacceptable behaviours in the 
last five years in both high income countries and in low and 
lower-middle income countries, by 4.9 percentage points and 
0.6 percentage points, respectively. In upper-middle income 
countries, sexual violence and harassment in the last five 
years was reported more by men than women, although to a 
very modest extent (by 0.4 percentage points).
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Women were more likely than men to have experienced recurrent sexual 
violence and harassment at work
Globally, more than half of respondents who have experienced 
sexual violence and harassment in their working life said they 
had faced it three or more times (51.9 per cent), and nearly 
three in ten said they had faced it more than five times 
(29.5  per cent) (figure 1.9). The likelihood of experiencing 
recurrent episodes of sexual violence and harassment was 
higher for women victims than for men victims (56.5 per cent 
versus 46.2 per cent). 

Women victims in Africa reported the highest incidence of 
recurrent episodes, being 14.0 percentage points more likely 
than men victims to have experienced multiple occurrences 
of sexual violence and harassment. Asia and the Pacific 
and Europe and Central Asia follow with a difference of 9.8 
percentage points and 4.9 percentage points, respectively; 
while in the Americas, the difference between women and 
men victims is not significant (0.1 percentage points).

 ▶ Figure 1.9 Frequency with which victims of sexual violence and harassment at work experienced such 
behaviours, by region, by income group and by sex, 2021 (%)

Survey question: How many times have you experienced [any type of sexual violence and/or harassment at work]? Once or 
twice, three to five times, or more than five times?

 Total   Women   Men   Once or twice   Three to five times   More than five times

Note: Among all employed persons 15 years and older who said they have experienced any form of violence and harassment at work. Persons who said 
they have experienced sexual violence and harassment but were not sure how many times they experienced it are excluded from these calculations. For 
global, regional and income group coverage see figure 1.7.
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]
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Experiences of multiple forms of violence and harassment at work

Among people who had experienced violence and harassment at work, 31.8 per cent said they had experienced 
more than one form, with 6.3 per cent of victims having faced all three forms in their working life (figure 1.10). Women 
were more likely than men to say they had faced more than one form of violence and harassment in their working life 
(34.1 per cent versus 29.6 per cent). Overall, women victims were the most likely to have experienced both psychological 
and sexual violence and harassment (12.5 per cent); while men victims were the most likely to have experienced both 
physical and psychological violence and harassment (18.6 per cent).

 ▶ Figure 1.10  Overlap among experiences of different forms of violence and harassment at work, 
among employed individuals who reported ever experiencing any form of violence and 
harassment at work, 2021 (%)

Survey question: Have you, personally, ever experienced [physical/psychological/sexual] violence and/or harassment 
at work, such as [hitting, restraining, or spitting/insults, threats, bullying, or intimidation/unwanted sexual touching, 
comments, pictures, emails or sexual requests while at work]?

 Physical violence and harassment

 Psychological violence and harassment

 Sexual violence and harassment

Note: Individuals who were not asked at least one of the three questions were excluded from the above calculations, including respondents 
from countries where at least one of the three questions were not permitted. Global estimates are weighted by the overall population 
of employed individuals aged 15+ for each country. Percentage of employed population and number of countries – World: 67.8 per cent 
(117 countries).
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]
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 ▶ 2  
Who is more at risk?
The risk of experiencing violence and harassment at work is 
not equally distributed across different demographic groups; 
instead, some individuals, especially those facing multiple 
and intersecting forms of discrimination, experience higher 

prevalence rates. The risk also changes based on other 
factors, such as, among others, employment status. Often 
within these groups, women are at greater risk than men.

 ▶ 2.1. Youth
Younger people were most likely to have faced violence and harassment
Worldwide, youth in employment (ages 15–24) were most 
likely to have experienced violence and harassment at work 
within the past five years, with a prevalence of 23.3 per cent. 
This figure decreases with age, from 20.2 per cent among 
employed persons aged 25–34 to 12.0 per cent for those aged 
55 years and above (see figure 2.1). When looking at gender 
differences, young women were more likely than young men 
to have experienced violence and harassment at work within 
the past five years (26.8 per cent versus 20.8 per cent).

In addition, both younger women and men have reported 
higher prevalence compared to other age cohorts within 
the same sex. In other words, more than one in four young 
women has experienced violence and harassment at work 
in the last five years, compared to one in ten women aged 
55 years or above, and two in ten young men reported such 
experiences in the last five years, compared to a little over 
one in ten men aged 55 years or above.
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 ▶ Figure 2.1 Share of persons in employment who have experienced violence and harassment at work 
within the past five years, by region, by income group, by age and by sex, 2021 (%)

Survey question: Approximately, when was the last time this happened to you — was it within the last year, two to five years ago, 
or more than five years ago?

 15–24   25–34   35–44   45–54   55+

Note: Among all employed persons 15 years and older. Global, regional and income group estimates are weighted by the overall employed population of 
individuals aged 15+ for each country. Percentage of employed population and number of countries – World: 92.4 per cent (121 countries); Africa: 62.3 per 
cent (26 countries); Americas: 95.8 per cent (20 countries); Arab States: 63.2 per cent (5 countries); Asia and the Pacific: 98.8 per cent (24 countries); Europe 
and Central Asia: 97.1 per cent (46 countries); low and lower-middle income countries: 85.4 per cent (44 countries); upper-middle income countries: 
97.8 per cent (35 countries); high income countries: 98.1 per cent (42 countries).
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]
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Young women were twice as likely as young men to have experienced sexual 
violence and harassment at work

16 As discussed in the Introduction and several footnotes in Chapter 1, the question about physical violence and harassment was not asked in China, and the 
question about sexual violence and harassment was not asked in Iraq, Saudi Arabia or the United Arab Emirates. A modified form of the question about sexual 
violence and harassment was asked in China, Algeria, Jordan, Morocco and Pakistan.

17 For the purpose of practical measurement and in line with United Nations recommendations, “international migrants” may be measured as “all persons who 
are usual residents of that country and [1] who are citizens of another country (foreign population) or [2] whose place of birth is located in another country 
(foreign‐born population)” (ILO 2018a, para. 13). The Gallup World Poll used the criterion under number 2.

When looking at the prevalence of the three different forms 
of violence and harassment, psychological violence and 
harassment was the most common form reported by young 
women and men in employment (figure 2.2). Altogether, 17.9 
per cent or approximately 73 million youth in employment 
had faced psychological violence and harassment within the 
past five years, compared to 8.8 per cent or approximately 36 
million who had faced physical violence and harassment and 
6.0 per cent or approximately 24 million who had experienced 
sexual violence and harassment.16 

While no notable gender differences were seen in relation 
to physical violence and harassment; young women were 
5.5 percentage points more likely than young men to have 
experienced psychological violence and harassment, and 
more than twice as likely to have been victims of sexual 
violence and harassment.

 ▶ Figure 2.2 Share of persons in employment globally who have experienced violence and harassment at 
work within the past five years, by type of violence and harassment, by age and by sex, 2021 (%)

Survey question: Approximately, when was the last time this happened to you — was it within the last year, two to five years ago, 
or more than five years ago?

 15–24   25–34   35–44   45–54   55+

Note: Among all employed persons 15 and older who said they have experienced physical, psychological or sexual violence and harassment at work. 
Global estimates are weighted by the overall employed population of individuals aged 15+ for each country.
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]

 ▶ 2.2. Migrant women
Migrant women in employment have been especially at risk
Worldwide, employed migrants reported a higher prevalence 
of violence and harassment at work in the last five years 
(figure 2.3).17

Overall, migrants were 3.1 percentage points more likely to 
have experienced violence and harassment compared to 
non-migrants. 
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Migrant women were 8.7 percentage points more likely than 
migrant men to have experienced violence and harassment 
(26.6 per cent versus 17.9 per cent). 

Migrant women were also more likely than non-migrant 
women to face any form of violence and harassment 
(26.6 per cent versus 18.4 per cent).

 ▶ Figure 2.3 Share of persons in employment who have experienced violence and harassment at work 
within the past five years, by country of birth, by region, by income group and by sex, 2021 (%)

Survey question: Approximately, when was the last time this happened to you — was it within the last year, two to five years ago, 
or more than five years ago?

Note: For global, regional and income group coverage see figure 2.1. For this analysis, respondents who said they were born in another country are 
considered “migrants”, while respondents who said they were born in the country are considered “non-migrants”.
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]
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When looking at different forms of 
violence and harassment, migrant 
women were almost twice as likely as 
non‑migrant women to report sexual 
violence and harassment (10.0 per cent 
versus 5.4 per cent) (figure 2.4). 

Migrant women were also more at risk compared to 
non-migrant women in relation to psychological violence 
and harassment (20.4 per cent versus 14.8 per cent), and 
to a lesser extent, they were also more likely to experience 
physical violence and harassment (6.1 per cent versus 
5.3 per cent). 

When looking at the intersection between sex, age and 
migration status (figure 2.5), the data show that 40.7 per cent 
of young migrant women have faced some form of violence 
and harassment at work in the past five years, compared to 
26.8 per cent of young non-migrant women. 

 ▶ Figure 2.4 Share of persons in employment who have ever experienced physical, psychological and/or 
sexual violence and harassment at work, by type of violence and harassment experienced, by 
country of birth and by sex, 2021 (%)

Survey question: Have you, personally, ever experienced [physical/psychological/sexual] violence and/or harassment at work, 
such as [hitting, restraining, or spitting/insults, threats, bullying, or intimidation/unwanted sexual touching, comments, pictures, 
emails or sexual requests while at work]?

 Migrants   Non-migrants

Note: Among all employed persons 15 years and older who said they have experienced physical, psychological or sexual violence and harassment at 
work. Global estimates are weighted by the overall employed population of individuals aged 15+ for each country. For this analysis, respondents who said 
they were born in another country are considered “migrants”, while respondents who said they were born in the country are considered “non-migrants”.
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]
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 ▶ Figure 2.5 Share of persons in employment who have experienced violence and harassment at work 
within the past five years, by country of birth, by age, and by sex, 2021 (%)

Survey question: Approximately, when was the last time this happened to you — was it within the last year, two to five years ago, 
or more than five years ago?

 15–24   25–34   35–44   45–54   55+

Note: For global, regional and income group coverage see figure 2.1. For this analysis, respondents who said they were born in another country are 
considered “migrants”, while respondents who said they were born in the country are considered “non-migrants”.
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]

 ▶ 2.3. Women in wage and salaried work 
Wage and salaried women were more at risk than self-employed women 
and men
Wage and salaried workers were more likely than those 
who are self-employed to have experienced violence and 
harassment in the last five years (19.0 per cent versus 16.8 per 
cent) (figure 2.6). Among wage and salaried workers, women 
were 2.5 percentage points more at risk of violence and 
harassment than men. Moreover, wage and salaried women 
were also worse off than self-employed women, being 6.0 
percentage points more likely to have experienced violence 
and harassment. By contrast, the difference between wage 
and salaried men and self-employed men was very minor.

There were notable regional variations in these results. The 
largest gap in experiences with violence and harassment 
was seen in the Americas, where wage and salaried workers 
were 8.3 percentage points more likely than self-employed 
workers to have faced violence and harassment in the 
past five years, followed by Europe and Central Asia (3.1 
percentage points), Africa (2.5 percentage points) and Asia 
and the Pacific (0.6 percentage points). In the Arab States, 
however, self-employed workers were more at risk than wage 
and salaried workers (3.5 percentage points). 

Among wage and salaried workers, the largest gender 
difference was seen in the Americas, where women were 8.8 
percentage points more likely than their male counterparts 
to have experienced violence and harassment, followed 
by the Arab States (7.2 percentage points) and Europe and 
Central Asia (4.3 percentage points). Among self-employed 
people, the gender gaps vary by region. In Europe and 
Central Asia, self-employed women were 6.3 percentage 
points more likely than men to have experienced violence and 
harassment in the past five years. Conversely, self-employed 
men were more at risk in the Arab States, Asia and the Pacific, 
and Africa, with the first two regions registering a 6.8 and 6.1 
percentage-point gap, respectively, between self-employed 
men and women.
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 ▶ Figure 2.6 Share of persons in employment who have experienced violence and harassment at work 
within the past five years, by employment status, by region, by income group and by 
sex, 2021 (%)

Survey question: Approximately, when was the last time this happened to you — was it within the last year, two to five years ago, 
or more than five years ago?

Note: For global, regional and income group coverage see figure 2.1.
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]

34 Copyright © 2022 International Labour Organization. All rights reserved. 
ILO_V&H_Report_120122_hs

Experiencesofviolenceand harassmentatwork: Aglobalfirstsurvey



 ▶ 2.4. Persons affected by discrimination
Persons who have experienced discrimination in life were more likely to have 
experienced violence and harassment at work

18 Results for the World Risk Poll questions on experiences with discrimination are analysed in Lloyd’s Register Foundation, WorldRiskPoll2021:AResilient
World?–UnderstandingVulnerabilityinaChangingClimate, 2021, 24.

The 2021 Lloyd’s Register Foundation World Risk Poll included 
a series of questions about whether a person has ever been 
discriminated against based on five key characteristics: 
gender, nationality/race/ethnic group, skin colour, religion 
and disability status.18 The results help shed light on the 
relationship between people’s overall vulnerability to 
discrimination in public and private life and their likelihood to 
face violence and harassment at work. 

Globally, people who have been discriminated against 
based on at least one of the aforementioned grounds were 
nearly three times as likely as those who have not been 
discriminated against to say they have experienced violence 
and harassment during the course of their working lives 
(figure 2.7). 

The gap was widest in the case of discrimination based on 
gender: Nearly five in ten people who have been victims of 
gender-based discrimination have also faced violence and 
harassment at work, compared to nearly two in ten of those 
who have not suffered discrimination based on gender. While 
women were almost twice as likely as men to say they had 
ever experienced gender-based discrimination (17.2 per 
cent and 9.0 per cent, respectively), the incidence of violence 
and harassment among women who had experienced 
gender-based discrimination was higher than for men (50.9 
per cent and 46.8 per cent, respectively).
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 ▶ Figure 2.7 Share of persons in employment who have ever experienced violence and harassment at work, 
by sex and by experiences of discrimination in life, 2021 (%)

Survey question: Have you, personally, ever experienced [physical/psychological/sexual] violence and/or harassment at work, 
such as [hitting, restraining, or spitting/insults, threats, bullying, or intimidation/unwanted sexual touching, comments, pictures, 
emails or sexual requests while at work]?

Survey question: Have you, personally, ever experienced any discrimination because of any of the following?

 Total   Women   Men

Note: None of the questions about discrimination were asked in China, Saudi Arabia or the United Arab Emirates. In Tajikistan, the questions about 
discrimination based on religion and nationality/ethnicity were not asked. Global and regional estimates are weighted by the overall employed 
population of individuals aged 15+ for each country. Percentage of employed population and number of countries – World: 68.0 per cent (118 countries); 
Africa: 62.3 per cent (26 countries); Americas: 95.8 per cent (20 countries); Arab States: 24.2 per cent (3 countries); Asia and the Pacific: 57.8 per cent 
(23 countries); Europe and Central Asia: 97.1 per cent (46 countries); low and lower-middle income countries: 85.4 per cent (44 countries); upper-middle 
income countries: 35.6 per cent (34 countries); high income countries: 94.4 per cent (40 countries).
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]
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Discrimination based on the four other personal 
characteristics were almost as strongly related to reports 
of work-related violence and harassment as gender-based 
discrimination. More than two in five persons who 
had been discriminated against based on skin colour, 
race/ethnicity/nationality, religion or disability status had also 
experienced violence and harassment at work, compared 
to fewer than one in five of those who have not faced any 
discrimination in their working lives. 

Disaggregation by sex shows that discrimination based on 
skin colour and race/ethnicity/nationality is more strongly 
associated with higher incidence of violence and harassment 
at work among women than among men; while discrimination 
based on disability status is more strongly associated with 
higher incidence of violence and harassment at work among 
men. Figure 2.8 further shows that the incidence of violence 
and harassment at work increases among people who 
have been discriminated against based on more than one 
personal characteristic.

 ▶ Figure 2.8 Share of persons in employment who have ever experienced violence and harassment 
at work, by sex and by experiences with discrimination based on one or more personal 
characteristics, 2021 (%)

Survey question: Have you, personally, ever experienced [physical/psychological/sexual] violence and/or harassment at work, 
such as [hitting, restraining, or spitting/insults, threats, bullying, or intimidation/unwanted sexual touching, comments, pictures, 
emails or sexual requests while at work]?

 Total   Women   Men

Note: None of the questions about discrimination were asked in China, Saudi Arabia or the United Arab Emirates. In Tajikistan, the questions about 
discrimination based on religion and nationality/ethnicity were not asked. For global, regional and income group coverage see figure 2.7.
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]
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 ▶ 3  
Why is it so difficult to talk about 
violence and harassment at work?

19 Only respondents who were employed at the time of the survey and said they had experienced at least one form of violence and harassment within the past 
five years were asked this question. The questions were not asked in China; while in other countries, including in Myanmar, Saudi Arabia, Tajikistan and the 
United Arab Emirates, Gallup was not able to ask at least one of the survey questions.

It is well-known that talking about personal experiences 
of violence and harassment can be difficult and many 
factors might prevent people from doing so, including 
fear of stigmatization, lack of knowledge of reporting 
and monitoring systems, “normalization” of violence and 

harassment, and re-victimization or retaliation risks (ILO 
2018b). To dive deeper into the matter, the survey asked 
about people’s likelihood to share their experiences (and to 
whom), as well as the reasons for not sharing.19

 ▶ 3.1. Who and to whom: Disclosing experiences of violence and 
harassment at work
Only one in two people has shared their experience of violence and 
harassment at work with someone else
Worldwide, 54.4 per cent of people in employment who had 
experienced violence and harassment in the past five years 
said they had disclosed it to someone else, with women 
victims being more likely to share such harmful experiences 
with others (60.7 per cent, versus 50.1 per cent of men 
victims). This is the case in almost all regions (except Africa), 
although to different extents (figure 3.1).

Survey question: Did you ever tell anyone about the 
violence and/or harassment that you experienced at 
work? Global results
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 ▶ Figure 3.1 Share of persons in employment who have experienced violence and harassment at work 
within the past five years and told someone, by region, by income group and by sex, 2021 (%)

Survey question: Did you ever tell anyone about the violence and/or harassment that you experienced at work?

 Total   Women   Men

Note: Among all employed persons 15 years and older. Global and regional estimates are weighted by the overall employed population of individuals 
aged 15+ for each country. Percentage of employed population and number of countries – World: 68.7 per cent (120 countries); Africa: 62.3 per cent 
(26 countries); Americas: 95.8 per cent (20 countries); Arab States: 63.2 per cent (5 countries); Asia and the Pacific: 57.8 per cent (23 countries); Europe 
and Central Asia: 97.1 per cent (46 countries); low and lower-middle income countries: 85.4 per cent (44 countries); upper-middle income countries: 35.6 
per cent (34 countries); high income countries: 98.1 per cent (42 countries). The survey question “Did you ever tell anyone about the violence and/or 
harassment that you experienced at work” was not asked in China.
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]  
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People who have experienced more than one form of violence and 
harassment were more willing to talk about such occurrences 
People’s decision to talk with others about their experiences 
of violence and harassment varied considerably by the 
form(s) of violence and harassment they were subjected to 
(see figure 3.2). Persons who had experienced only physical 
violence and harassment in the past five years were the least 
likely to reveal it, at 37.6 per cent. The disclosure rate was 
higher among those who had experienced only psychological 
violence and harassment, at 51.1 per cent, and higher still 
among those who had experienced only sexual violence and 
harassment, at 62.0 per cent. 

The likelihood of talking about violence and harassment was 
highest among survey respondents who had experienced 
more than one form of violence and harassment (63.4 per 
cent). Disaggregation by sex shows that, overall, women 
victims were more likely than men victims to talk about 
their experience, regardless of the specific type of violence 
and harassment inflicted upon them. In the case of physical 
violence and harassment, this difference was minor (0.6 
percentage points), but the gaps were considerable in 
the case of psychological violence and harassment (8.0 
percentage points) and, particularly, sexual violence and 
harassment (12.9 percentage points).

 ▶ Figure 3.2 Share of persons in employment who have experienced violence and harassment at 
work within the past five years and told someone, by type of violence and harassment 
experienced, 2021 (%)

Survey question: Did you ever tell anyone about the violence and/or harassment that you experienced at work?

 Total   Women   Men

Note: Individuals who were not asked at least one of the three questions were excluded from the above calculations, including respondents from 
countries where at least one of the three questions were not permitted. Global estimates are weighted by the overall population of employed individuals 
aged 15+ for each country. Percentage of employed population and number of countries – World: 67.8 per cent (117 countries).
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]  
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People were more likely to have told friends or family rather than use other 
informal or formal channels
The survey asked victims who had shared their experiences 
of violence and harassment at work which of the following 
six channels they had used to share those experiences 
(figure 3.3):

 ▶ a friend or family member; 

 ▶ a co-worker;

 ▶ their employer or supervisor;

 ▶ the police, a community leader or a labour inspector;

 ▶ a trade union representative; and

 ▶ social services or a not-for-profit organization.

Overall, victims who shared their experiences reported 
utilizing an average of 2.4 out of the 6 channels, with 
little difference between men and women, and were far 
more likely to confide in other individuals rather than use 
institutional channels.

For instance, victims of violence and harassment most 
commonly turned to friends or family members (84.9 per 
cent), with women being slightly more inclined than men to 
do so (86.6 per cent versus 83.3 per cent). Co-workers were 
the second-most common channel that people turned to, at 
70.4 per cent, with this figure slightly higher among men than 
women (71.0 per cent versus 69.6 per cent). Employers and 
supervisors came next, with more than half of victims turning 
to them. Conversely, people who had experienced violence 
and harassment at work were much less likely to turn to 
institutions, such as police, community leaders or labour 
inspectors (16.0 per cent), trade unions or representatives 
(14.8 per cent), or social services or not-for-profit organizations 
(9.2 per cent).

Survey question: Whom did you tell about your 
experiences? Was it …? Global results
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 ▶ Figure 3.3 Share of persons in employment who have experienced violence and harassment at work 
within the past five years and told someone, by whom they told, by region and by sex, 2021 (%)  

Survey question: Whom did you tell about your experiences? Was it …?

 Women   Men

Note: Among all employed persons 15 years and older who said they experienced any form of violence and harassment in the past five years and that 
they told somebody about their experience. More than one answer possible. Global and regional estimates are weighted by the overall employed 
population of individuals aged 15+ for each country. Percentage of employed population and number of countries – World: 68.7 per cent (120 countries). 
Questions about reporting experience of violence and harassment at work were not asked in China; the reply option “trade union representative” was 
omitted in the United Arab Emirates and “the police, community leader” was omitted in Saudi Arabia.
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]

42 Copyright © 2022 International Labour Organization. All rights reserved. 
ILO_V&H_Report_120122_hs

Experiencesofviolenceand harassmentatwork: Aglobalfirstsurvey



 ▶ 3.2. Barriers to disclosing experiences of violence 
and harassment
It being a “waste of time” was the major barrier to disclosing violence and 
harassment at work

20 Globally, respondents selected an average of more than three reasons, with no difference between women and men.

Survey respondents who did not share their experiences of 
violence and harassment at work were asked to select their 
reason(s) for not doing so from the following seven options:20 

 ▶ thought it was a waste of time;

 ▶ fear for their reputation;

 ▶ procedures at work were unclear;

 ▶ lack of trust in the police, community leaders or 
labour inspectors;

 ▶ worried people would find out about it at work;

 ▶ did no know what to do; and

 ▶ fear of punishment.

More than half, 55.0 per cent, believed that talking about it 
would have been a “waste of time”, with very little difference 
between men and women (figure 3.4). The second-most 
common response, given by 44.5 per cent, was “fear for 
one’s reputation”. However, many survey respondents who 
did not share their experience of violence and harassment 
said it because “procedures at work were unclear” (43.1 per 
cent) or due to “lack of trust in police, community leaders or 
labour inspectors” (42.5 per cent). In addition, 40.8 per cent 
were “worried people would find out about it at work”, and 
many “did not know what to do” (38.3 per cent) or they feared 
punishment (33.2 per cent).

Survey question: Please tell me if each of the 
following is a reason why you did not tell anybody 
about your experience. Was it because …? 
Global results
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 ▶ Figure 3.4 Share of persons in employment who have experienced violence and harassment at work 
within the past five years but did not report it, by reason for not reporting, by region and by 
sex, 2021 (%)

Survey question: Please tell me if each of the following is a reason why you did not tell anybody about your experience. 
Was it because …?

 Women   Men

Note: Among all employed persons 15 years and older who said they experienced any form of violence and harassment in the past five years and said 
they did not tell somebody about the experience. More than one response possible. Global and regional estimates are weighted by the overall employed 
population of individuals aged 15+ for each country. Percentage of employed population and number of countries – World: 68.7 per cent (120 countries). 
Questions about not reporting experience of violence and harassment at work were not asked in China, and the reply option “lack of trust in the police, 
community leaders or [insert country-specific example]” was omitted in Myanmar, Saudi Arabia and Tajikistan.
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]
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When looking at the reasons for not 
talking about each of the specific 
forms of violence and harassment, 
“waste of time” was the most 
commonly named barrier for each. 

Interestingly, men were a bit more likely than women 
to mention “waste of time” as a barrier in the case of 
psychological violence and harassment (58.9 per cent and 
56.3 per cent, respectively); while women were much more 
inclined to mention it than men in the case of sexual violence 
and harassment (61.5 per cent and 38.3 per cent, respectively). 
Of significance is the number of survey respondents, mainly 
women, who did not share their experience of sexual violence 
and harassment out of fear for their reputation or because 
they worried that people at work would find out.

 ▶ Figure 3.5 Share of persons in employment who have experienced violence and harassment within the 
past five years but did not report it, by reason for not reporting and by type of violence and 
harassment, global results, 2021 (%)

Survey question: Please tell me if each of the following is a reason why you did not tell anybody about your experience. 
Was it because …?

 Women   Men

Note: Among all employed persons 15 years and older who said they experienced any form of violence and harassment in the past five years and said 
they did not tell somebody about the experience. More than one answer possible. Percentage of employed population and number of countries – World: 
67.8 per cent (117 countries). Questions about physical violence and harassment were not asked in China, and questions about sexual violence and 
harassment were not asked in Iraq, Saudi Arabia and the United Arab Emirates.
Source: Lloyd’s Register Foundation World Risk Poll 2021 [Data set]
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 ▶ Conclusion

21 As opposed to self-employed.

22 See Annex 2 for a list of ILO publications and materials on Convention No. 190 and Recommendation No. 206.

The ILO-Lloyd’s Register Foundation-Gallup survey 
represents a first attempt to assess the prevalence and 
characteristics of work-related violence and harassment, a 
topic that is challenging to measure. This survey confirms 
that violence and harassment is a widespread phenomenon 
around the world, with more than one in five persons in 
employment having experienced violence and harassment 
at work during their working life. Findings also show that 
violence and harassment at work is a recurrent phenomenon, 
with more than three in five victims having faced it multiple 
times. For the majority of the victims, the last episode has 
been a recent one, occurring within the last five years. 
Moreover, keeping in mind the limitations of coverage 
of some regions in relation to specific survey questions, 
psychological violence and harassment has emerged as 
the form of violence and harassment most commonly 
experienced during respondents’ working lives. 

Overall, women represented the majority of those 
experiencing sexual violence and harassment, and they were 
slightly more likely than men to have faced psychological 
violence and harassment; while men were overrepresented 
among those who have experienced physical violence and 
harassment. In addition, findings also show that the risk of 
experiencing violence and harassment at work is not equally 
distributed across different demographic groups. Instead, 
certain types of individuals, such as youth, migrant, and 
wage and salaried21 women and men were shown to be more 
at risk.

The risk of violence and harassment at work increases when 
these characteristics intersect. For instance, survey results 
show that young women were twice as likely as young men 
to have experienced sexual violence and harassment, and 
migrant women were almost twice as likely as non-migrant 
women to report sexual violence and harassment. In 
addition, persons who have experienced discrimination 
related to gender, race/nationality/ethnicity, skin colour, 
religion or disability status during their life were more likely 
to have experienced violence and harassment at work. Those 
facing gender-based discrimination have been particularly 
affected, as they are more than 2.5 times as likely to have 
faced violence and harassment at work than those who were 
not discriminated against on the basis of gender throughout 
their life. 

Overall, survey results show that talking about violence and 
harassment still represents a challenge for many victims, with 
only one in two people willing to share their experience with 
someone else. The belief that it would be a “waste of time” and 
“fear for their reputation” were the most common reasons 
preventing people from talking about their experience. 

These findings confirm that the ILO Violence and Harassment 
Convention (No. 190) and Recommendation (No. 206), 
2019, are instrumental towards building a world of work 
based on dignity and respect for all. By recognizing the 
right of everyone to a world of work free from violence and 
harassment, these instruments call for the adoption of an 
inclusive, integrated and gender-responsive approach with 
measures including prevention and protection, enforcement 
and remedies, and training and awareness-raising – with 
social partners playing an essential role in the process.22 
The novel data derived from this global first survey strongly 
confirm the urgency and necessity of taking such an 
approach, with much needed attention paid to:

 ▶ More regular collection of robust data on work-related 
violence and harassment at the national, regional and 
global levels. Quality statistics on the phenomenon are 
important to inform prevention and remediation laws 
and mechanisms, policies and programmes, as well 
as research and advocacy. The acquisition of better 
data requires a sound conceptual and methodological 
measurement framework, towards which the ILO 
is working, with the aim of supporting countries to 
measure the issue and monitor progress in the future.

 ▶ Prevention mechanisms. Existing national and 
workplace mechanisms should be extended or adapted 
to effectively prevent and manage violence and 
harassment in the world of work, including through 
occupational safety and health (OSH) management 
systems, OSH policies and programmes, OSH national 
tripartite mechanisms and labour inspection systems. 
These prevention mechanisms should be updated to 
enable protection against all forms of violence and 
harassment by responding to the different needs of 
women and men in all their diversity. 
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 ▶ Rights-based framework for the prevention and 
elimination of violence and harassment grounded on 
decent work and the elimination of inequalities. In this 
regard, the results of the study yield important insights 
into the significant linkage between people’s overall 
vulnerability to discrimination in both private and public 
life and their likelihood to face violence and harassment 
at work, pointing to the fact that violence and harassment 
does not happen in isolation but is fuelled by a general 
climate of injustice and inequality. Efforts to advance 
substantive equality and overcome harmful social norms 
– including stereotypes based on sex and other personal 
characteristics – should be strengthened, as they would 
help curb discrimination and violence and harassment, 
both in society and in the world of work. 

 ▶ Increased awareness on violence and harassment 
at work, as well as on social stigma and attitudes, with 
a view to changing perceptions and behaviours that 
perpetuate violence and harassment in all its forms.  
Too many people are still afraid to speak up because 
of fear for their own reputation and fear of retaliation. 
Heightened awareness and knowledge are a first step in 
changing the perceptions and attitudes that perpetuate 
or condone various forms of violence and harassment, 
particularly gender-based violence and harassment and 
violence and harassment motivated by discrimination. 

 ▶ Enhanced capacities of institutions at all levels to deliver 
effective prevention, remediation and support services 
to build people’s trust in justice and to ensure victims are 
not left alone to handle these unacceptable incidents. In 
line with ILO Convention No. 190 and Recommendation 
No. 206, this would include strengthening the capacities 
of employers’ and workers’ organizations to design and 
implement effective measures, as well as to provide 
support services to their members. It would also include 
enhancing dispute resolution mechanisms and services 
to deal in a timely and gender-responsive manner with 
instances of violence and harassment. 

To conclude, there is no denying that it is challenging to 
develop and implement successful and effective strategies 
and measures to prevent and remedy violence and 
harassment at work. Doing so requires the involvement of 
all levels of government, employers and workers and their 
respective organizations, as well as society in general 
and relevant international actors. Strong political will and 
concerted efforts are crucial to ensuring a world of work free 
from violence and harassment for all.
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 ▶ Annexes

 ▶ Annex 1. Violence and Harassment Questionnaire 2021
Now, I would like to ask you questions on violence and harassment at work. By work, I mean any activity you may have performed 
for which you received money or goods. Let me reassure you that the information you provide will remain strictly confidential.

VH1
Have you, personally, EVER experienced PHYSICAL violence and/or harassment AT WORK, such as hitting, restraining, 
or spitting?

RESPONSE OPTIONS

Yes 1

No 2

(Respondenthasneverworked) 7

(Don’tknow) 8

(Refused) 9

(If code 1 in VH1, Continue; If code 7 in VH1, Terminate; Otherwise, Skip to VH2)

VH1_B
How many times have you experienced this? Once or twice, three to five times, or more than five times?

RESPONSE OPTIONS

Onceortwice 1

Threetofivetimes 2

Morethanfivetimes 3

(Don’tknow) 8

(Refused) 9

VH1_C
Approximately, WHEN was the LAST time this happened to you - was it within the last year, two to five years ago, or 
more than five years ago?

RESPONSE OPTIONS

Withinthelastyear 1

Twotofiveyearsago 2

Morethanfiveyearsago 3

(Don’tknow) 8

(Refused) 9
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VH2 
Have you, personally, EVER experienced PSYCHOLOGICAL violence and/or harassment, such as insults, threats, 
bullying, or intimidation AT WORK?

RESPONSE OPTIONS

Yes 1

No 2

(Respondenthasneverworked) 7

(Don’tknow) 8

(Refused) 9

(If code 1 in VH2, Continue; If code 7 in VH2, Terminate; Otherwise, Skip to VH3/WP22503)

VH2_B  
How many times have you experienced this? Once or twice, three to five times, or more than five times? 

RESPONSE OPTIONS

Onceortwice 1

3to5times 2

Morethan5times 3

(Don’tknow) 8

(Refused) 9

VH2_C
Approximately, WHEN was the LAST time this happened to you - was it within the last year, two to five years ago, or 
more than five years ago? 

RESPONSE OPTIONS

Withinthelastyear 1

2to5yearsago 2

Morethan5yearsago 3

(Don’tknow) 8

(Refused) 9

VH3
Have you, personally, EVER experienced any type of SEXUAL violence and/or harassment AT WORK, such as unwanted 
sexual touching, comments, pictures, emails, or sexual requests while at WORK?

RESPONSE OPTIONS

Yes 1

No 2

(Respondenthasneverworked) 7

(Don’tknow) 8

(Refused) 9

(If code 1 in VH3, Continue; If code 7 in VH3, Skip to Terminate; Otherwise, Skip to Note before VH4)
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VH3_B
How many times have you experienced this? Once or twice, three to five times or more than five times? 

RESPONSE OPTIONS

Onceortwice 1

3–5times 2

Morethan5times 3

(Don’tknow) 8

(Refused) 9

VH3_C
Approximately, WHEN was the LAST time this happened to you - was it within the last year, two to five years ago or 
more than five years ago? 

RESPONSE OPTIONS

Withinthelastyear 1

2–5yearsago 2

Morethan5yearsago 3

(Don’tknow) 8

(Refused) 9

(If code 1 in VH1, VH2, or VH3, Continue; Otherwise, Terminate)

VH4 
Did you ever tell anyone about the violence and/or harassment that you experienced AT WORK?

RESPONSE OPTIONS

Yes 1

No 2

(Don’tknow) 8

(Refused) 9

(If code 1 in VH4, Continue; If code 2 in VH4, Skip to VH4_C/Text; Otherwise, Terminate)
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VH4_B

Whom did you tell about your experiences? Was it…?

Yes No (Don’t 
know) (Refused)

VH4_B1 Youremployerorsupervisor 1 2 8 9

VH4_B2 Aco-worker 1 2 8 9

VH4_B3 Afriendorfamilymember 1 2 8 9

VH4_B4 Atradeunionrepresentative 1 2 8 9

VH4_B5
Thepolice,acommunityleader,or(a/
an[insertcountry-specificexample,

suchasalabourinspector])
1 2 8 9

VH4_B6 Socialservicesoranot-for-profitorganization 1 2 8 9

(All in VH4_B, Terminate)

VH4_C

Please tell me if each of the following is a reason why you did not tell anybody about your experience. Was it because…?

Yes No (Don’t 
know) (Refused)

VH4_C1 Youthoughtitwasawasteoftime 1 2 8 9

VH4_C2 Youdidnotknowwhattodo 1 2 8 9

VH4_C3 Proceduresatworkwereunclear 1 2 8 9

VH4_C4 Youwereworriedpeoplewould
findoutaboutitatwork 1 2 8 9

VH4_C5 Fearofpunishment 1 2 8 9

VH4_C6 Fearforyourreputation 1 2 8 9

VH4_C7
Lackoftrustinthepolice,community
leaders,or[insertcountry-specific
example,suchaslabourinspectors]

1 2 8 9
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 ▶ Annex 2. ILO resources on Convention No. 190 and 
Recommendation No. 206

ViolenceandHarassmentConvention,2019(No.190) 

ViolenceandHarassmentRecommendation,2019(No.206)

Publications

ILO. 2022. Violence and Harassment at Work: A Practical Guide for Employers.

ILO. 2021. Violence and Harassment in the World of Work: A Guide on Convention No. 190 and Recommendation No. 206 
(pdf version) (interactiveversion)

ILO. 2021. “HowtoPromoteDisabilityInclusioninProgrammestoPrevent,AddressandEliminateViolenceandHarassment
intheWorldofWork”,ILOinformationnote.

ILO. 2021. ILO Standards and COVID-19 (Coronavirus): FAQ, version 3.0, 13 April.

ILO. 2020. Safe and Healthy Working Environments Free from Violence and Harassment.

ILO. 2020. Series of Technical Briefs: Violence and Harassment in the World of Work:

Brief No. 1: “ConventionNo.190andRecommendationNo.206ataGlance”. 

Brief No. 2: “SexualHarassmentintheWorldofWork”. 

Brief No. 3: “DomesticViolenceandItsImpactintheWorldofWork”. 

Brief No. 4: “ViolenceandHarassmentagainstPersonswithDisabilities”. 

Brief No. 5: “HIV-relatedViolenceandHarassmentintheWorldofWork”. 

ILO. 2020. Some World Agreements about Stopping Violence and Harassment at Work.

ILO. 2020. “ViolenceandHarassmentConvention, 2019 (No. 190): 12Ways ItCanSupport theCOVID-19Responseand
Recovery”, ILO Brief, May.

ILO. 2020. “ILO Violence and Harassment Convention No. 190 and Recommendation No. 206: Policy Brief for
Workers’Organizations”.

ILO. 2020. “PolicyBriefonSexualHarassmentintheEntertainmentIndustry”, November.

ILO and UN Women. 2019. Handbook: Addressing Violence and Harassment against Women in the World of Work.

ILO. 2019. Ending Violence and Harassment in the World of Work, ILC.108/V/2A. (blue cover)

ILO. 2018. Ending Violence and Harassment in the World of Work, ILC.108/V/1. (brown cover)

ILO. 2018. Ending Violence and Harassment in the World of Work, ILC.107/V2. (yellow cover)

ILO. 2017. Ending Violence and Harassment against Women and Men in the World of Work, ILC.107/V/1. (white cover)

ILO. 2016. Final Report: Meeting of Experts on Violence against Women and Men in the World of Work, MEVWM/2016/7.

ILO. 2016. Background Paper for Discussion at the Meeting of Experts on Violence against Women and Men in the World of 
Work, MEVWM/2016.

Portals

ILOTopicPortalontheEliminatingViolenceandHarassmentintheWorldofWork 

ILORatificationCampaign–ILOCampaignToolkit

54 Copyright © 2022 International Labour Organization. All rights reserved. 
ILO_V&H_Report_120122_hs

Experiencesofviolenceand harassmentatwork: Aglobalfirstsurvey

https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C190
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:R206
https://www.ilo.org/wcmsp5/groups/public/---ed_dialogue/---act_emp/documents/publication/wcms_857915.pdf
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---gender/documents/publication/wcms_814507.pdf
https://c190guide.ilo.org/en/
https://www.ilo.org/wcmsp5/groups/public/---ed_emp/---ifp_skills/documents/publication/wcms_830386.pdf
https://www.ilo.org/wcmsp5/groups/public/---ed_emp/---ifp_skills/documents/publication/wcms_830386.pdf
https://www.ilo.org/wcmsp5/groups/public/---ed_norm/---normes/documents/publication/wcms_780445.pdf
https://www.ilo.org/wcmsp5/groups/public/---ed_protect/---protrav/---safework/documents/publication/wcms_751832.pdf
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---gender/documents/briefingnote/wcms_738114.pdf
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---gender/documents/briefingnote/wcms_738115.pdf
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---gender/documents/briefingnote/wcms_738117.pdf
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---gender/documents/briefingnote/wcms_738118.pdf
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---gender/documents/briefingnote/wcms_740538.pdf
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---gender/documents/publication/wcms_738105.pdf
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---gender/documents/publication/wcms_744676.pdf
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---gender/documents/publication/wcms_744676.pdf
https://www.ilo.org/wcmsp5/groups/public/---ed_dialogue/---actrav/documents/briefingnote/wcms_749786.pdf
https://www.ilo.org/wcmsp5/groups/public/---ed_dialogue/---actrav/documents/briefingnote/wcms_749786.pdf
https://www.ilo.org/wcmsp5/groups/public/---ed_dialogue/---actrav/documents/publication/wcms_761947.pdf
https://www.unwomen.org/sites/default/files/Headquarters/Attachments/Sections/Library/Publications/2019/Addressing-violence-and-harassment-against-women-in-the-world-of-work-en.pdf
https://www.ilo.org/wcmsp5/groups/public/---ed_norm/---relconf/documents/meetingdocument/wcms_675567.pdf
https://www.ilo.org/wcmsp5/groups/public/---ed_norm/---relconf/documents/meetingdocument/wcms_637108.pdf
https://www.ilo.org/wcmsp5/groups/public/---ed_norm/---relconf/documents/meetingdocument/wcms_619730.pdf
https://www.ilo.org/wcmsp5/groups/public/---ed_norm/---relconf/documents/meetingdocument/wcms_553577.pdf
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---gender/documents/meetingdocument/wcms_546303.pdf
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---gender/documents/meetingdocument/wcms_522932.pdf
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---gender/documents/meetingdocument/wcms_522932.pdf
https://www.ilo.org/global/topics/violence-harassment/lang--en/index.htm
https://www.ilo.org/global/about-the-ilo/newsroom/news/WCMS_807463/lang--de/index.htm
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Por quê as ações de Governança e Compliance podem ajudar no Combate ao Assédio?
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Assédio

Conduta indesejada, 
repetitiva, ofensiva, 

depreciativa, 
prejudicial, humilhação, 

comportamento 
abusivo, 

constrangimento, 
coação…

Tipos de Assédio

Sexual, Moral,

virtual,

Discriminatório,

Stalking, Bullyng



Como Prevenir e Combater 
o Assédio?

Incentivando as 
vítimas à 

denunciarem;

Criar Canais seguros, 
confidenciais e 

imparciais, garantindo 
a não retaliação aos 

denunciantes;

Criando e adotando 
políticas claras e 

procedimentos de 
prevenção e combate 

ao assédio;

Conscientizar, educar 
e treinar;

Definir cultura de 
respeito e inclusão;

Estabelecer um 
processo 

investigatório com 
pessoas qualificadas e 

critérios pré-
estabelecidos;

Apresentar aos 
envolvidos a legislação e 

documentos internos com 
as causas e consequências 

para assediadores e 
assediados;

Garantir medidas de 
proteção as partes;

Dar o devido suporte e 
apoio aos assediados, 
inclusive, psicológico;

Monitorar e revisar.
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Para as vítimas

❑ Danos psicológicos

❑ Danos físicos

❑ Danos emocionais

Para a Organização

✓ Redução na produtividade

✓ Ausência/licença do colaboradorador

✓ Processos judiciais

✓ Prejuízo financeiro

✓ Abalo na reputação e imagem da organização

✓ Perda de clientes

Quais são os impactos e as consequências o assédio pode Causar?
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❖ Comportamento Abusivo (gritos, insultos, intimidação, ameaças, agressão física e/ou verbal, 

perseguição, Isolamento)

❖ Discriminação (racismo, sexismo, homophobia, xenophobia, transfobia, discriminação por idade ou 

deficiência)

❖ Pressão ou insinuações para atividades sexuais (favores sexuais em troca de benefícios no trabalho)

❖ Comentários e piadinhas inapropriadas (sobre aparência, sexualidade, vida pessoal)

❖ Isolamento e exclusão (ambiente de trabalho)

❖ Alterações no comportamento (tristeza, ansiedade, estresse, medo, insônia, síndromes)

Como Identificar condutas de assédio?
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E se estar compliance é estar em conformidade “também” com leis, resoluções, regulamentos… 
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Convenção 111 da Organização Internacional do Trabalho (OIT);

Lei 14.457/2022: Institui o Programa Emprega + Mulheres;

Portaria nº 4.219/2022: Altera a nomenclatura de Comissão Interna de Prevenção de acidentes – CIPA nas
normas Regulamentadoras em virtude da Lei nº 14.457/2022.;

Lei nº 13.467/2017 (Reforma Trabalhista): estabelece que o assédio moral e sexual são considerados
formas de violência e assédio no ambiente de trabalho, e prevê indenização por danos morais em casos de
assédio;

Lei nº 7.716/1989: define os crimes resultantes de preconceito de raça ou cor, incluindo a prática de injúria
racial, e prevê pena de reclusão para quem praticar esses crimes;
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Constituição Federal (CF) de 1988: A CF estabelece princípios fundamentais e direitos básicos dos cidadãos. Ela
veda qualquer forma de discriminação, assegurando a igualdade de todos perante a lei (Artigo 5º). Além disso, a CF
estabelece como direito fundamental o valor social do trabalho e a dignidade da pessoa humana, que são
fundamentais para a proteção contra o assédio moral e sexual;

Consolidação das Leis do Trabalho (CLT): A CLT aborda o assédio moral e sexual no ambiente de trabalho. O artigo
482 da CLT considera como falta grave do empregado a prática de ato lesivo à honra ou à boa fama do empregador
ou de seus superiores hierárquicos. Além disso, o assédio sexual pode ser configurado como justa causa para a
rescisão do contrato de trabalho;

Lei nº 9.029/1995: Essa lei proíbe a adoção de práticas discriminatórias nas relações de trabalho, sejam elas
baseadas em sexo, origem, raça, cor, estado civil, situação familiar ou idade;

Lei nº 10.224/2001: instituiu o dia 7 de agosto como o Dia Nacional de Combate ao Racismo;



anadd.brasil

anadd.org

Lei nº 13.146/2015 (Estatuto da Pessoa com Deficiência): O Estatuto da Pessoa com Deficiência estabelece que é 
proibido qualquer tipo de discriminação contra a pessoa com deficiência, incluindo o assédio moral e qualquer 
forma de violência psicológica;

Lei nº 13.718/2018: Essa lei alterou o Código Penal brasileiro para incluir o crime de importunação sexual, que 
consiste em praticar contra alguém, sem o seu consentimento, ato libidinoso com o objetivo de satisfazer a 
própria lascívia ou a de terceiro. O assédio sexual pode se enquadrar nesse crime;

Lei nº 10.741/2003 (Estatuto do Idoso): O Estatuto do Idoso prevê que é crime praticar atos de discriminação 
contra pessoas idosas, incluindo o assédio moral ou qualquer tipo de violência psicológica;

Lei nº 8.213/1991: dispõe sobre os planos de benefícios da Previdência Social e define a discriminação por motivo 
de deficiência como crime.
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