
All workers are treated equally and humanely – diversity is respected. No discrimination is allowed, on any
basis, including race, ethnicity, gender, religion, medical status, sexual orientation, political opinion, national
extraction or social origin. No violence, abuse and harassment, mental or physical, occur in the workplace.
Company policies promote equality.

- EF Respect of Workers Principles, Principle 2

DEFINITION

Abuse and harassment can take many forms, and can be hidden. Harassment and abuse includes verbal,
non-verbal, visual and physical elements. It can include creating negative work environments though
bullying and intimidation, physical violence, sexual harassment, and other behaviours that harms an
individual or group.

Harassment and abuse can harm individuals in many ways – both physically and psychologically. In some
cases this can lead to loss of dignity and confidence, depressions, anxiety, stress, reduced productivity,
injuries and suicide and other forms of death.

For more information, refer: EF Fact Sheet on Harassment and Abuse

LEGAL BACKGROUND 

Harassment and Abuse

The Department of Safety and Health (DOSH) under the Ministry of Human Resources (MOHR) in Malaysia 
published in 2001 the Guidance on the Prevention of Stress and Violence at Work. 

In these guidelines violence is defined as: 

“Incidents where employees are abused, threatened, assaulted or subject to other offensive behaviour in 
circumstances related to their work.” 

http://www.ilo.org/wcmsp5/groups/public/---ed_protect/---protrav/---safework/documents/publication/wcms_108523.pdf


Abuse of foreign workers can also be linked to human trafficking. Under Section 13 the offence of 
trafficking in persons by means of threat, force, etc. is defined as: 

“Any person, who traffics in persons not being a child, for the purpose of exploitation, by one or more of the 
following means: (a) threat; (b) use of force or other forms of coercion; (c) abduction; (d) fraud;(e) 

deception;(f) abuse of power; (g) abuse of the position of vulnerability of a person to an act of trafficking in 
persons; or (h) the giving or receiving of payments or benefits to obtain the consent of a person having 

control over the trafficked person, commits an offence and shall, on conviction, be punished with 
imprisonment for a term not less than three years but not exceeding twenty years, and shall also be liable 

to fine.”
Sexual Harassment

In Malaysia, sexual harassment is covered by the Employment (Amendment) Act 2012, Sections 81A to 
81G. 

Sexual harassment is defined in the Act as: 

“Any unwanted conduct of a sexual nature, whether verbal, non-verbal, visual, gestural or physical, directed 
at a person which is offensive or humiliating or is a threat to his well-being, arising out of and in the course 

of his employment.”

The Ministry of Human Resources published in August 1999 a Code of Practice on the Prevention and
Eradication of Sexual Harassment in the Workplace for employers to adopt. It encourages employers to
establish a comprehensive in-house mechanism at the enterprise level to prevent, handle and eradicate
sexual harassment in the workplace that should include at least the following elements:

• A policy statement prohibiting sexual harassment in the organisation; 
• A clear definition of sexual harassment; 
• A complaints/grievance procedure; 
• Disciplinary rules and penalties against the harasser and against those who make false accusation; 
• Protective and remedial measures for the victim; and 
• Promotional and educational programmes to explain the company's policy on sexual harassment and 

to raise awareness of sexual harassment and its adverse consequences among the company's 
employees, supervisors and managers.

DISCLAIMER: The information in this document is prepared for a brief and general guideline on recruitment and have been compiled
using various sources publicly available. Efforts have been made to ensure that relevant information have been included; however EF
does not claim that the information in this guideline is exhaustive. Further, this document does not purport to contain all the
information that the end user or reader including but not limited to employers, buyers, importers, manufacturers, suppliers or
distributors (collectively “End User”) may desire in understanding regarding the processes, practices or laws in Malaysia in respect
of harassment and abuse. The intent of this document is to provide basic guidelines which may be of some help to the end user.
With the help of this document, the end user should ensure that the relevant laws, rules, regulations and guidelines are applicable,
suitable, updated and relevant to their company or business as a whole. EF, its subsidiaries, related corporation, affiliates,
associates, business partners (collectively, “EF Group”) and EF’s directors, shareholders, officers, employees, agents, representatives
and advisers (“Representatives”) do not:- (i) make any representation, undertaking or warranty, express or implied, nor any of them,
to the extent permitted by law, have any responsibility or liabilities whatsoever in respect of the truth, accuracy or completeness of,
or omission from, this document or any related documents or information, whether written or oral, supplied at any time or in respect
of any statement, disclosure, or opinion expressed or omitted; (ii) owe any duty of care or otherwise owed by EF Group or its
Representatives to the End User in respect of or in connection with this document; (iii) have any obligation to update this document
or to correct any inaccuracies, incompleteness or omissions therein; and (iv) accept any responsibility or liability to any reader or
third party for any damages, loss, cost or expense, or any loss of profits, business or anticipated savings or for any consequential
loss whatsoever, whether directly or indirectly, due to or in connection with any negligence, error, misstatement, misrepresentation or
omission by EF Group or its Representatives.


