
Dignity In The 
Workplace

Dignity at work covers behaviours that 

constitute discrimination, bullying, 

harassment and sexual harassment.

‘Code of Practice for Employers and Employees on the Prevention and Resolution of Workplace Bullying’, 
in accordance with section 60 of the Safety, Health and Welfare at Work Act 2005 

The law
Practical guidance for employers on 
identifying and preventing bullying at work 
arising from their duties under section 8 of 
the 2005 SHWW Act as regards 

‘managing and conducting work activities in 
such a way as to prevent, so far as is 
reasonably practicable, any improper 
conduct or behaviour likely to put the safety, 
health and welfare at work of his or her 
employees at risk’. 

It also applies to employees in relation to 
their duties under section 13 of the 2005 
Safety, Health and Welfare at Work Act to 

‘not engage in improper conduct or 
behaviour that is likely to endanger his or 
her own safety, health and welfare at work 
or that of any other person’.

One in fourteen people reported having 
been bullied at work in a survey conducted 
by the ESRI for the Department of 
Enterprise, Trade and Employment with 
higher rates reported for female employees.

Bullying is a cost for both employers and 
employees. If not sorted out internally, a 
serious case could bring an employer before 
a tribunal, the Labour Court and/or the civil 
courts. If destructive behaviour is tolerated 
and continues,  it affects performance and 
general health and wellbeing of individuals 
/or groups.  The negative effects can last a 
long time.

Bullying can be carried out by supervisors, 
managers, subordinates, fellow employees, 
customers, business contacts or members of 
the public

What is Bullying at Work?

Bullying at work has been defined as 
‘repeated inappropriate behaviour, 
direct or indirect, whether verbal, 
physical or otherwise, conducted by 
one or more persons against another 
or others, at the place of work /or in 
the course of employment, which 
could reasonably be regarded as 
undermining the individual’s right to 
dignity at work’

An isolated incident of the behaviour 
in this definition may be an affront to 
dignity but as a once-off incident is not 
considered to be bullying. 

Bullying  puts at risk the safety, health 
and welfare of people at work. 

Measures to prevent bullying at work include:

• Having in place a Bullying Prevention Policy which adequately addresses the risks that have been assessed. The policy should be 
clear in how it will measure implementation. (Where bullying has been identified as a risk,  this policy must be referenced or 
included in the Safety Statement) 
• Providing appropriate training and development at all levels but particularly for line manager roles; 
• Ensuring clarity of individual and department goals, roles and accountabilities; 
• Ensuring access  to relevant competent and supportive structures both internal and external.

Employment Equality Acts 1998-2011 
These acts were brought into law to give effect to the issues in the various 
EU directives concerning discrimination and equality in the workplace.

The Employment Equality Act prohibits discrimination in the workplace on 
the following grounds 
1. Gender (man or woman) 
2. Civil status (single, married, separated, divorced, etc.) 
3. Family status 
4. Sexual orientation (heterosexual, homosexual or bisexual orientation) 
5. Religion (includes having no religious belief) 
6. Age 
7. Disability 
8. Race/colour/nationality/ethnic or national origins 
9. Membership of the traveller community. 
In this context discrimination is treating one person less favourably than 
another, in a comparable situation, on one of the nine grounds above.

Code of Practice on Sexual Harassment and 
Harassment at Work
An employer shall be legally responsible for the sexual harassment and 
harassment suffered by employees in the course of their work unless the 
employer took reasonably practicable steps to prevent sexual harassment 
and harassment from occurring and to reverse the effects of it and to 
prevent its recurrence.

The EE Act does not prohibit all relations of a sexual or social nature at work. 
To constitute sexual harassment or harassment the behaviour complained 
of must firstly be unwelcome. It is up to each employee to decide 

In addition,to constitute sexual harassment or harassment under the EE Act 
the behaviour must also be reasonably regarded as offensive, humiliating or 
intimidating to the employee. The intention of the perpetrator is irrelevant
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