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Context 
 
Violence and harassment in the world of work, in particular, gender-based 
violence and harassment (GBVH) affects women and girls disproportionately 
and wreaks negative impacts on their effective participation in the workforce, 
education and public life – thereby reinforcing gender inequality.1 Although 
violence and harassment in workplaces have been a reality for many years 
across the globe, there were no binding international instruments 
prohibiting or requiring states to effectively address workplace violence and 
harassment. It was only in June 2019 that the General Conference of the 
International Labor Organization (ILO) adopted the Violence and Harassment 
Convention, 2019 (Convention No. 190)2. The Convention calls on all ILO 
members to adopt “an inclusive, integrated and gender-responsive 
approach for the prevention and elimination of violence and harassment”, 
taking a broad definition of “the world of work” applied to all sectors.  The 
Convention speaks of legal prohibition on violence and harassment 
and emphasizes that the ratifying members should establish and 
strengthen enforcement and monitoring mechanisms, ensure access to 
remedies and support for victims, and provide for sanctions.  
 
In the context of Bangladesh, GBVH in workplaces are common in all sectors 
- formal and informal. Although empirical evidence on the prevalence of 
GBVH in workplaces is relatively little, ample evidence exists of violence 
against women in general. The most recent official survey on violence against 
women in Bangladesh, undertaken in 2015, found that almost two-thirds 
(72.6 per cent) of women who are, or have ever been, married have 
experienced some form of violence by an intimate partner.3   
In recent years, a number of organizations (national and international non-
governmental organizations) have conducted surveys on workplace 
conditions of women in Bangladesh. A study by the Shojag (‘Awaken’) 
Coalition4 found that 22 per cent of women garment workers in Bangladesh 
have been exposed to physical, psychological and sexual harassment – either 

	
The present paper reflects on some of the major findings of two recently completed in-depth studies 
on the subject conducted by the author herself in 2020 and in 2021 which were commissioned by the 
ILO and Care Bangladesh respectively. The author is pleased to acknowledge contributions of these 
two organizations in commissioning the studies; namely- i) Taslima Yasmin, ‘Overview of laws, policies 
and practices on gender-based violence and harassment in the world of work in Bangladesh 
(International Labour Organization, 2020); and ii) Taslima Yasmin, “Study on the ILO Convention No. 
190 and the Legal Framework of Bangladesh on Gender Based  Violence and Harassment at the World 
of Work”  (Care Bangladesh, 2021) (unpublished). 
1 Taslima Yasmin, ‘Overview of laws, policies and practices on gender-based violence and harassment 
in the world of work in Bangladesh’, (International Labour Organization, 2020).  
2 Hereinafter referred as C190. 
3 Bangladesh Bureau of Statistics, Report on Violence Against Women (VAW) Survey 2015, 2016.  
4 The Shojag Coalition consists of five organizations: Naripokkho, Christian Aid, BRAC, the Bangladesh 
Legal Aid and Services Trust (BLAST) and the Netherlands Development Organisation (SNV), who work 
together to reduce gender-based violence in the garment industry. They do so by raising awareness, 
strengthening the capacity of accountable private and public bodies, protecting the rights and legal 
entitlements of female workers and engaging factories towards promoting systemic changes across 
the garment sector. More information is available on SNV’s website, 
https://snv.org/project/shojag-ending-gender-based-violence-rmg-sector.  



in the workplace, or on their way to and from work. 5  A survey by the 
Bangladesh Institute of Labour Studies (BILS) found that 12 women working 
in various sectors were raped, 12 were gang-raped and 62 were murdered 
between April and June 2019.6 A 2019 study by Karmojibi Nari collected data 
from 1,002 garment workers in 113 factories. Among them, 63 per cent of 
women workers reported experiencing verbal harassment and 60.7 per cent 
reported psychological harassment.7 In addition, 23.6 per cent of workers 
reported physical harassment and 10.8 per cent reported suffering sexual 
harassment. 8  Incidents of violence and harassment are also frequently 
reported in relation to domestic workers.9  

The legal framework for eliminating violence and harassment in the world of 
work in Bangladesh is also very weak and lacks basic elements of protection 
and prevention. Convention No. 190, which recognizes the right of everyone 
to a world of work free from violence and harassment, including GBVH, is 
thus an essentially relevant benchmark against which the gaps and loopholes 
in the present laws need to be examined.  
 

International legal framework 
 
In addition to C190, a range of international instruments and norms address 
GBVH in the workplace in varying degrees. General instruments, such as the 
Universal Declaration of Human Rights, International Covenant on Economic, 
Social and Cultural Rights and the International Convention on the 
Elimination of All Forms of Racial Discrimination each recognize the ‘right to 
just and favorable conditions of work.’10 General Comment no. 23 (2016) on 
article 7 of International Convention on the Elimination of All Forms of Racial 
Discrimination views freedom from violence and harassment, including 
sexual harassment, as a way of ensuring just and favorable conditions for 
work and states that national policy and definitions should be implemented 
to meet these goals. Of particular relevance to gender-based violence at the 
workplace is the United Nations Convention on the Elimination of All Forms 
of Discrimination against Women 1979 (CEDAW) 11  and General 
Recommendation No.19, which recognizes how equality in the workplace is 

	
5 SHOJAG Coalition, Baseline Study: Situation of Gender Based Violence in the Garment Industry, 
2018. Also see, http://www. newagebd.net/article/49240/22pc-female-rmg-workers-face-harassment-
study. 
6 Bangladesh Institute of Labour Studies, Workplace Situation Report (April-June, 2019), 2019. 
7 Karmojibi Nari, Monitoring work and working condition of women employed in ready-made garment 
industries of Bangladesh, 2019.  
8 Ibid. 
9 Bangladesh Institute of Labour Studies, Assessment of the implementation status of the Domestic 
Workers Protection and Welfare Policy and way forward, 2021; http://bilsbd.org/wp-
content/uploads/2021/08/Assessment-of-the-implementation-status-of-the-Domestic-Workers-
Protection-and-Welfare-Policy-and-way-forward.pdf. 
10 Article 23 of Universal Declaration of Human Rights, article 7 of International Covenant on Economic, 
Social and Cultural Rights and article 5(e) (i) of the International Convention on the Elimination of All 
Forms of Racial Discrimination. 
11 UN General Assembly, Convention on the Elimination of All Forms of Discrimination Against Women, 
18 December 1979, United Nations, Treaty Series, vol. 1249, p. 13, available at: 
https://www.refworld.org/docid/3ae6b3970.html. 



impaired when women are subjected to GBV, such as sexual harassment, in 
the workplace.12  
 
Building upon these general instruments, several other specific measures 
and recommendations aimed at addressing workplace violence and 
harassment have since been introduced by the ILO and other occupational 
health organizations. The ILO Discrimination (Employment and Occupation) 
Convention, 1958 (No. 111) addresses discrimination on a number of 
grounds, including sex, and requires member states to declare and pursue 
national policies designed to promote equality of opportunity and treatment 
with a view to eliminating discrimination.13 In 2002, the ILO’s Governing Body 
published ‘The Code of Practice on Workplace Violence in Services Sectors 
and Measures to Combat This Phenomenon,’ a non-binding set of guidance 
on addressing workplace violence.14 The Code defines workplace violence 
as “any action, incident or behavior that departs from reasonable conduct in 
which a person is assaulted, threatened, harmed, injured in the course of, or 
as a direct result of, his or her work,”15 including harassment, and provides 
information on action against workplace violence such as implementing 
policy, risk identification and prevent, training, mitigation measures and 
monitoring.  
 
The International Commission on Occupational Health also set out a guide 

which encourages employers to adopt ‘anti-violence’ policies which prohibit 
a wide nature of physical and verbal abuse and harassment. 16  Another 
relevant framework is that of the Occupational Safety and Health Convention 
1981 (No. 155) and its Recommendation (No. 164). The Convention views 
health at work as including physical and mental elements which directly 
relate to safety and hygiene at work and requires states to formulate, 
implement and periodically review national policy on occupational health 
services.17  
 
Bangladesh participates in various international fora and has ratified the key 
international human rights treaties as discussed above that focus on 
protecting women’s rights. At the global level, Bangladesh has thus clearly 
demonstrated its commitment to ending gender-based violence in all 
spheres of life, as envisaged in its Constitution.  
 

	
12 UN Committee on the Elimination of Discrimination Against Women (CEDAW), CEDAW General 
Recommendation No. 19: Violence against women, 1992, para 7. 
13 ILO Discrimination (Employment and Occupation) Convention, 1958 (No. 111). 
14 ILO Sectoral Activities Programme, ‘Code of Practice on Workplace Violence in Services Sectors and 
Measures to Combat This Phenomenon: Meeting of Experts to Develop a Code of Practice on Violence 
and Stress at Work in Services: A Threat to Productivity and Decent Work,’ 2003, MEVSWS/2003/11. 
Available at: https://www.ilo.org/wcmsp5/groups/public/---ed_protect/---protrav/---
safework/documents/normativeinstrument/wcms_107705.pdf. 
15 ibid. p 4 para 1.3.1. 
16 The International Commission on Occupational Health, Guide to Occupational Health and Safety for 
Entrepreneurs, Owners and Managers, 2014, http://www.icohweb.org/site/multimedia/oh-
guide/formatted _ohs_guide_v6_2015.pdf. 
17 Article 2, The Occupational Health Services Convention, 1985 (No. 161). 



National legal framework and key gaps in preventing 
and addressing GBVH in light of the mandates of 
C190 
 
Overview of the legal framework 
The key law that regulates the formal work sector is the Bangladesh Labour 
Act 2006 (BLA). The BLA has no mention of violence and harassment at 
workplaces, neither sexual harassment has been addressed anywhere. The 
informal sector on the other hand is beyond any regulatory framework and 
this is where majority of the women workforces are employed. 18  The 
Bangladesh Labor Rules, 2015 (BLR) framed under the BLA also does not 
have any supplementing rule to section 332, which further weakens 
implementation of the provision. The EPZ Labour Act, 2019 (EBZ Act)19, also 
contains a provision identical to section 332 of the BLA in section 189. Similar 
to BLA, this section is clogged with vague and outdated provisions. 
The applicable criminal laws that address GBV generally are also clogged 
with inconsistencies and antiquated provisions and are poorly enforced. The 
term, ‘sexual harassment’ is also not mentioned or defined anywhere in the 
criminal laws. The only legal document that dealt with sexual harassment at 
workplaces is a guideline issued by the High Court Division (HCD) of the 
Supreme Court of Bangladesh (SC) in 200920 in response to a public interest 
litigation filed by women rights based NGO.21 In the 2009 judgment the 
Supreme Court itself had highlighted the lacuna in the existing laws in 
defining or criminalizing sexual harassment and had asked the appropriate 
authorities to enact laws to effectively protect women from sexual 
harassment at workplaces.  
 
Key gaps in the laws  
 

Ø Laws do not define or prohibit violence and harassment  
Prohibiting violence and harassment in law is considered as one of the 
key indicators of an inclusive, integrated and gender-responsive 
approach that the Member states are mandated to adopt within the 
core principles of C190.22 The BLA does not provide any definition of 
violence and harassment, neither it contains provision that explicitly 
prohibits such acts. Although section 332 faintly describes certain acts 
in the nature of sexual harassment against women, the term ‘sexual 
harassment’ is again not defined or addressed anywhere. The 

	
18 Rushidan I Rahman et al., ‘Female Labour Force Participation in Bangladesh: Trends, Drivers and 
Barriers’ (2013) ILO Asia-Pacific Working Paper Series. New Delhi: DWT for South Asia and Country 
Office for India, International Labour Organization (ILO). 
19 Applicable to the owners and workers of industrial units in all economic zones under the Bangladesh 
Economic Zones Authority (BEZA) [https://www.thefinancialexpress.com.bd/trade/epz-labour-act-to-
protect-rights-of-workers-owners-1569731945]. 
20 Hereinafter referred to as the Guideline. 
21 Bangladesh National Women Lawyers Association (BNWLA) Vs. Government Of Bangladesh And 
Others (2009) 29 BLD 415. 
22 Article 4(2)(a) of the C190. 



wordings used in the section are also vague and outmoded. Words 
like modesty and honor of the women has the effect of placing 
emphasis on the character of the victim instead of focusing on the 
wrongful act itself. The definition of sexual harassment given in the 
2009 Guideline does not define the nature of the act itself but only 
provides a list of examples that can be considered as sexual 
harassment. Moreover it is limited in scope in comparison to the 
definition provided in the C190.  
 

Ø Lack of legal provision addressing prevention  
Article 9 of the Convention requires member states to adopt 
appropriate laws and regulations that require employers to take 
certain measures to protect and prevent workers against violence and 
harassment at the world of work. In the context of Bangladesh, there 
is no law requiring employers to adopt such measures in terms of 
addressing violence and harassment at workplaces. Neither the BLA 
nor the Rules under the BLA contain any such provision. Absence of 
effective remedies 

 
Ø Lack of provisions for effective legal remedies  

In terms of legal protection, the Convention emphasizes on measures 
to ensure effective remedies in case of violence and harassment in the 
world of work. In Bangladesh, legal forum for such remedies is largely 
absent.23 As far as the BLA goes, the remedy for an offence under 
section 332, is a nominal penalty of imprisonment for up to 3 months 
or fine up to Taka 25000 and the forum for filing the case is the Labour 
Courts. 24  The 2009 Guideline although proposes sanctions for 
perpetrators of sexual harassment at workplaces, there is no specific 
mention of possible remedies to be made available to the aggrieved 
person. Studies suggest there are also very few establishments where 
internal complaint committees as required by the HCD Guideline, 
have been formed or are functioning properly.25 There is also currently 
no external dispute resolution mechanism as mandated by the C190.  

 
Ø Poor enforcement of laws 

Article 10 of the Convention requires all Members to take appropriate 
measures to monitor and enforce national laws and regulations 
regarding violence and harassment in the world of work. However, 
implementation of the GBVH related laws in Bangladesh is extremely 
weak. In cases related to violence against women, instances of 

	
23 Unless any particular organization’s internal policy provides for such remedies.   
24 Section 307 of the BLA. 
25  Karmojibi Nari, Third Fact-Sheet (2019), Monitoring work and working condition of women 
employed in ready-made garment industries of Bangladesh’, https://www.karmojibinari.org/wp-
content/uploads/2019/07/Third-Fact-sheet.pdf; Taslima Yasmin (2018), ‘Sexual Harassment at 
Educational Institutions and Workplaces: A study on the Implementation Status of the 2009 Supreme 
Court Guideline’, Commissioned and Published by ActionAid Bangladesh. 



conviction are extremely low compared to a high rate of acquittal.26 
Effective enforcement of the labour laws again, is a challenge, and 
continuing non-compliance is a key driver of violence and harassment 
in the world of work in the context of Bangladesh.27 

 
Ø Absence of violence and harassment in OSH management 

C190 places significant importance in including measures against 
violence and harassment within the management of occupational 
safety and health (OSH).28 However, the policies and practices in the 
context of Bangladesh generally overlook violence and harassment 
issues in the OSH management. Although the National Occupational 
Health and Safety Policy was adopted in 2013, the policy does not 
specifically address violence and harassment in any places. The 
general understanding of OSH is predominantly confined to workers’ 
deaths, occupational injuries or occupational diseases.29  

 
Ø Weak inspection 

Article 10 of the Convention specifically require member states to take 
appropriate measures to ensure that labour inspectorates and other 
relevant authorities are empowered to deal with violence and 
harassment in the world of work, ‘including by issuing orders requiring 
measures with immediate executory force, and orders to stop work in 
cases of an imminent danger to life, health or safety.30 The Department 
of Factory Inspection (DIFE) does not have any executive authority to 
directly take any action against such breach and the only remedy 
against such breach is to lodge a complaint in the Labour Court.31 
Apart from lack of resources and manpower, DIFE officials are also not 
specifically trained to respond to or address GBVH in the workplaces.  

 
Ø Lack of Protection against domestic violence  

The Convention specifically mandates the states to take appropriate 
measures to recognize the effects of domestic violence and, so far as 
is reasonably practicable, mitigate its impact in the world of work. 32 
However, the laws addressing domestic violence in Bangladesh do 
not provide adequate protection for victims and has little reference to 
the link between domestic violence and world of work. The Domestic 
Violence (Prevention and Protection) Act 2010 does not include 
provisions that stipulate employers’ obligation to mitigate the 
negative impacts of domestic violence in the world of work.  

  

	
26 The Daily Prothom Alo, 23 May 2018, https://www.prothomalo.com/bangladesh/article/1494576/. 
27  ILO, “ILO Commission of Inquiry issues report on complaint against the Bolivarian Republic of 
Venezuela”, 3 October 2019. 
28 Articles 9, 11, 12 of the C190. 
29 Taslima Yasmin (ILO 2020). 
30 Article 10(h) of C190. 
31 Section 319 of BLA. 
32 Preamble to C190; Article 10 of C190. 



Ø Laws do not extend to informal sector 
In the context of Bangladesh, the formal procedural and substantive 
labour law provisions do not apply to the informal sectors. The 2009 
Guideline also did not include informal sector within its scope as 
disused in the previous sections. Among the various sectors of 
informal economy, the domestic workers employed in household 
works need particular attention, as they are particularly vulnerable to 
violence, and prolonged hours of work because of lack of any 
regulatory protection.33 The Government of Bangladesh formulated 
the Domestic Workers Protection and Welfare Policy in 2015. 
However, there has not been much effort to implement this policy 
since 2015 and the said monitoring cells also have not been formed.  

 
Ø Absence of anti-discrimination laws   

Elimination of discrimination in respect of employment and 
occupation is recognized as one of the core principles of the 
Convention. 34  There is no law currently in force in Bangladesh to 
prohibit or ensure protection against discrimination. The BLA does not 
have any specific reference to actions against discrimination. There 
was however a draft Anti-Discrimination Bill formulated by the 
National Human Rights Commission in 2013 but the draft has not been 
successful in achieving a stronger support in favor of its enactment and 
it is still awaiting legislative review.  

 
Ø Lack of awareness   

C190 gives a clear emphasis on the need for trainings on violence and 
harassment.35 However studies indicated that there is a general lack of 
clarity especially as to what constitutes sexual harassment among the 
key stakeholder including workers and employers.36 Issues like non-
payment of wages, unlawful dismissal, irregular work hour, etc. are 
more often given priority by the relevant stakeholders, over issues of 
violence and harassment.37 

  

	
33  Domestic Workers: Devaluation and Discrimination (Unnayan Onneshon 2014); 

http://www.unnayan.org/index.php/publications.  
34 Articles 5, 6 of C190. 
35 Article 11 of C190. 
36 Taslima Yasmin (ILO, 2020). 
37 Ibid. 



Recommendations 
 

Ø In light of the core mandates of C190, Section 332 should be replaced 
with a provision that clearly prohibits gender based violence and 
sexual harassment at workplaces. The amended provision should 
include a clear definition of the terms ‘gender based violence and 
harassment’ reflecting the key elements of the definition provided in 
C190 as well as in other international standards and instruments. The 
amended provision on GBVH should also include among others – an 
internal complaint procedure (guided by the key provisions of the 
2009 Guideline), specific remedies to be awarded to the aggrieved 
person including compensation, provision for protection of the 
complainants and witnesses from retaliation, execution of the decision 
and obligations of the employers to give access to information and 
training to GBVH related laws and procedures. The Bangladesh 
Labour Rules 2015 (BLR) can be further amended to include detail 
procedures for such complaint mechanism including investigation, 
appeal, terms of complaint committee members etc.  
 

Ø In addition to providing an internal grievance mechanism, GBVH 
should also be considered as an offence triable by the Labour Courts, 
for which adequate penal sanction should be specified in place of the 
nominal punishment provided in the current section of 332. The penal 
sanction may include fine to be paid to the aggrieved complainant as 
compensation for the injury. The BLR should add simplified rules 
detailing procedures for filing a case under such provision as well as 
for execution of any order received.  

 
Ø Also, with regard to the Bangladesh EPZ Labour Act 201938, where a 

provision similar to section 332 exists i.e. section 189, similar reform 
needs to be brought, to define GBV and sexual harassment, as well as 
to provide mechanism for complaint and sanction.39 

 
Ø To ensure a violence and harassment free workplace for all it is 

essential that the existing laws should effectively protect workers 
against GBVH both within and outside the world of work. As such, laws 
relating to rape, sexual assault, domestic violence and other gender-
based violence need to be reviewed to accommodate the global 
developments and to ensure effective protection of workers from 
GBVH even beyond the world of work.  

  

	
38 http://bdlaws.minlaw.gov.bd/act-1285/section-48832.html.  
39  See, https://www.ilo.org/global/about-the-ilo/newsroom/news/WCMS_722456/lang--
en/index.htm.  



Ø The 2009 guideline had contemplated enactment of such a law and 
had only made its directives legally binding for the interim period till 
such legislation comes into effect. Keeping that spirit of the HCD 
guideline it is crucial that the relevant stakeholders proactively take 
action towards promulgation of a separate law against sexual 
harassment at workplaces. An inter-ministerial task force can lead such 
an effort of drafting the law. At the same time, it is critical to form 
alliance with CSO, workers and employers’ organizations and 
development partners to assist and guide the task force.40 

 
Ø In the absence of specific legislation to address sexual harassment, it 

is important to effectively enforce the Guideline in the world of work, 
and to monitor its enforcement. To do so, an enforcement and 
monitoring mechanism should be set up – the absence of such 
mechanism is a major reason that the guideline is not currently well-
implemented. The Ministry of Labour and Employment (MoLE) can 
play an essential role in developing such an enforcement and 
monitoring mechanism for workplaces by forming a national level 
monitoring body in consultation and coordination with other 
government entities, employers’ and workers’ organizations, CSO 
representatives and other relevant stakeholders. Monitoring should 
include regular reporting by workplaces to the committee, as well as 
regular audits of workplaces.  

 
Ø In light of the C190 provisions, the government should require all 

employers to adopt internal organizational policy against violence and 
harassment, reflecting the key provisions of the 2009 Guideline. Since 
the HCD Guideline has not provided details on certain procedural 
aspects, such organization-specific policy can address the detail 
procedural guidelines which can, in turn, ensure successful 
implementation of the 2009 Guidelines. Until legislation is enacted 
that requires employers to adopt such policy, MoLE can issue circulars 
to all concerned establishments to that effect. Learning from other 
jurisdictions, MoLE can also initiate to develop a model policy 
framework or code of conduct to be attached with the proposed 
circular. Development partners, CSOs and entities like National 
Human Rights Commission of Bangladesh (NHRC), can also assist the 
government in developing such model policy.41 

 

	
40 Taslima Yasmin (ILO 2020). 
41  For instance Massachusetts Commission against Discrimination developed a model sexual 
harassment policy for employers, available at: https://www.mass.gov/doc/model-sexual-harassment-
policy/download; the National Gender and Equality Commission in Kenya had developed a model 
policy framework for County Governments on sexual and gender based violence, available at: 
https://www.ngeckenya.org/Downloads/NGEC%20Model%20Policy%20on%20GBV%20for%20Coun
ty%20Govts.pdf. 



Ø It is essential to include violence and harassment, in particular GBVH, 
as a hazard in all health and safety codes in Bangladesh. 42  The 
Occupational Health and Safety Policy of 2013 should specifically 
include violence and harassment including GBVH, in workplaces, 
taking guidance from the provisions of the C190 and R206. At the 
same time, the current efforts towards formulating a national action 
plan for OSH 43  should essentially consider including GBVH as an 
occupational hazard and should require the employers to mitigate 
psychosocial risks associated with workplace violence and 
harassment. 

 
Ø In order to ensure that the employers comply with the labour 

regulations for introducing preventive measures and complaint 
mechanisms against violence and harassment including GBVH, at their 
workplaces, it is crucial to strengthen the capacity and authority of the 
DIFE inspectors. MoLE should consider developing training modules, 
a specific violence and harassment related checklist, and other 
guidelines and resources for inspection on harassment and other 
forms of violence at work.  

 
Ø The legal authority of the DIFE inspectors under the BLA needs to be 

reviewed. Amendments to BLA may be considered to expand power 
of the inspectors to issue interim orders towards employers where 
they find cases of actual risk of workplace violence and harassment.   

 
Ø The Domestic Violence (Prevention and Protection) Act and it 2013 

Rules 44  should be reviewed to incorporate provisions requiring 
employers to ensure measures to mitigate the impacts of domestic 
violence in the world of work, so far as practicable. At the same time, 
the other relevant laws, policies and action plans should incorporate 
provisions having focus on mitigating impact of domestic violence at 
the world of work.  

 
Ø Intersecting grounds of discrimination, such as race, disability and 

ethnicity are often considered as risk factors for workplace GBVH.45 
GBVH in the world of work thus should be defined and prohibited in 
Bangladesh’s anti-discrimination law, to ensure appropriate 
safeguards. The draft anti-discrimination bill proposed by the National 

	
42  Fair Wear Foundation (2018), ‘Breaking the Silence’, https://api.fairwear.org/wp-
content/uploads/2018/04/2018_FWF_Breaking-the-silence.pdf. 
43 The ILO is working in cooperation with the Ministry of Labour and Employment in updating the 
National OSH Profile and developing a National Plan of Action on OSH; source:  
 https://www.ilo.org/dhaka/Areasofwork/safety-and-health-at-work/lang--en/index.htm. 
44 The Domestic Violence (Prevention and Protection) Rules, 2013. 
45 Global Labor Justice and Asia Floor Wage Alliance, End Gender Based Violence and Harassment – 
Pillar 1 Gender Justice on Garment Global Supply Chains: An Agenda to Transform Fast-Fashion, 2019. 
Available at:  
https://www.globallaborjustice.org/wp-content/uploads/2019/06/GLJAFWA-Recommendations-
and-Key-Findings.pdf. 



Human Rights Commission should be reviewed to ensure the inclusion 
of these dimensions. At the same time, advocacy efforts should be 
consolidated and strengthened to create a robust lobbying group 
able to influence law-makers for the enactment of this law. 

 
Ø Efforts to prevent workplace GBVH through legal reforms and 

advocacy must design ways to ensure that informal workers are 
covered by institutional protection and can seek redress. This is crucial 
when proposing a special law prohibiting GBVH in the world of work 
especially in light of the provisions of C190.  

 
Ø Labour inspectors, judges of the Labour Courts and Labour Appellate 

Tribunals, workers and employers need to be provided with training 
on identifying risks of violence and harassment, understanding laws 
related to violence and harassment, and effectively responding to 
cases of violence and harassment. The Directorate of Labour, under 
the Ministry of Labour and Employment, should consider designing 
training programs for these stakeholders, in consultation or 
partnership with development organizations and CSOs.  

 
Ø C190 requires members to provide safe, fair and effective reporting 

and dispute resolution mechanisms and procedures in cases of 
violence and harassment in the world of work that includes providing 
dispute resolution mechanisms external to workplace. 46  In several 
countries also, recourse to such external procedures other than courts 
or tribunals exist, where internal workplace dispute resolution 
procedures do not lead to a satisfactory result for either party.47 In 
Bangladesh, similarly the government can consider forming an 
independent body or commission where employees of all sectors can 
directly refer a complaint to the authorities for a non-judicial resolution 
of the dispute. The BLA or a separate legislation on workplace GBVH 
can include provisions for establishing such Commission defining its 
roles and responsibilities. Considering that the existing Labour Courts 
and Tribunals are often clogged with pending cases with consequent 
delay in disposal, such an alternative dispute resolution mechanism 
may prove to be an effective and unbiased forum for employees of all 
sectors.  

  

	
46 Article 10(b) (ii) of C190. 
47 ILO. "Ending Violence and Harassment Against Women and Men in the World of Work." Report V 
(1), International  Labour Conference, 107th Session, 2018. 2017. 
 



Conclusion 
 
A healthy work environment free of violence and harassment would not only 
benefit the workers but would also prove to be beneficial for the employers 
as it contributes to increased productivity. As such, while ways to amend the 
existing laws, enacting new laws, and enhancing capacity of the key 
implementing stakeholders can be explored and evaluated, ratifying the ILO 
Convention 190 is essential. Ratification to C190 would surely provide a 
strong foundation for the overall reform efforts to ensure an effective legal 
and policy framework addressing GBVH at workplaces. 
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