5 October 2011: World Teachers’ Day – “Teachers for Gender Equality”
ILO Equality Conventions (100 and 111)



The last century has seen a transformation in women’s legal rights, with countries around the globe expanding the scope of women’s legal entitlements. Some of these legal entitlements, such as women’s right to equal pay for work of equal value, have been enshrined in Conventions of the International Labour Organization. 


International Labour Organization (ILO)

The ILO (www.ilo.org) is the UN agency responsible for drawing up and overseeing international labour standards, backed up by a supervisory system based on regular government reports. It is unique in being a tripartite organisation of governments, employers and workers. 

International labour standards have grown into a comprehensive system of instruments on work and social policy, backed by a supervisory system that is unique at the international level and that helps to ensure that countries implement the conventions they ratify. 

Once a country has ratified an ILO convention, it is obliged to report regularly on measures it has taken to implement it. These reports are examined by the ILO Committee of Experts, and open for comments from workers’ and employers’ organisations. A selection of observations is discussed at the ILO Conference.

ILO Equality Conventions 

In 1951, the International Labour Conference adopted the ILO Convention 100 on Equal Remuneration; and in 1958 the ILO Convention 111 on Discrimination in Employment and Occupation. These Conventions have been ratified by 168 and 169 countries respectively. 
· Text of the Conventions
C-100 (Equal Remuneration): http://www.ilo.org/ilolex/cgi-lex/convde.pl?C100 
C-111 (Discrimination): http://www.ilo.org/ilolex/cgi-lex/convde.pl?C111

Being two of the eight “Fundamental ILO Conventions”, every ILO member state is obliged to follow the principles expressed in the Conventions on Equal Remuneration and Discrimination in Employment and Occupation. Every two years, governments have to submit a report explaining the measures they have taken to effectively apply the Convention. 
· Schedule for reports: http://webfusion.ilo.org/public/db/standards/normes/schedule/index.cfm.cfm?lang=EN 

Other ILO Conventions pertaining to gender equality: 
· C156 Workers with Family Responsibilities, 1981 (ratified: 41 countries)
· C175 Part-Time Work, 1994 (ratified: 13 countries)
· C177 Home Work, 1996 (ratified: 7 countries)
· C183 Maternity Protection, 2000 (ratified: 21 countries)
· C189 Domestic Workers, 2011 (new convention, no ratifications yet)
Trade Unions and ILO Equality Conventions 


Although laws for gender equality exist on paper for most of the world’s women, they often do not translate into real equality and justice. Through advocacy and legal action on the national, regional and international levels, trade unions can contribute to closing this implementation gap. 


“Equal Pay for Work of Equal Value” – What does that mean?
· The term “equal remuneration for men and women workers for work of equal value” refers to rates of remuneration established without discrimination based on sex.
· The implementation of the ILO convention 100 involves job comparison. 
· There are methods to assess, identify and objectively compare the relative value of work.
· It is necessary to develop job evaluation systems to avoid prejudices or gender stereotypes.
ILO Step-by-Step Guide for Gender-Neutral Job Evaluation for Equal Pay: http://www.ilo.org/ wcmsp5/groups/public/---ed_norm/---declaration/documents/publication/wcms_101325.pdf 

Discrimination in Employment and Occupation – What does that mean?
· The Convention addresses discrimination based on race, colour, national extraction, ethnicity/ indigenous and tribal peoples, sex, religion, political opinion and social origin. 
· Discrimination occurs when any distinction, exclusion or preference is made which has a negative effect on the enjoyment of equality of opportunity or treatment in employment and occupation.

Trade Union Advocacy for Proactive Laws
So-called “proactive” laws make the implementation of gender equality in public and private organizations compulsory. Generally, a “proactive” law is characterized by the following elements:
· It applies to all employers meeting certain criteria (size of workforce, for example).
· It imposes results-based obligations on these employers, within a specified time period.
· It specifies the main methodological criteria to be used to achieve these results.
· It is carried out in a joint effort by the employer and employee representatives.

ILO Supervisory System
Organisations representing employers and workers play an essential role in the system of international labour standards. 
· The regular government reports on the implementation of the Equal Remuneration Convention must be submitted for review and comment to employer and worker organisations in the country. 
· These organisations can also supply relevant information directly to the ILO. 
· They can initiate representations for violations of ILO conventions in accordance with procedures under Article 24 of the ILO Constitution. 
· Employer and worker delegates to the International Labour Conference can also file complaints against member states under Article 26 of the ILO Constitution. 
Find more information on the ILO Supervisory System in the EI Trade Union Rights Manual: 
http://ei-ie.org/en/websections/content_detail/3279 and contact EI for support: equality@ei-ie.org 

Further Reading

Gender equality at the heart of decent work (2009): http://www.ilo.org/ wcmsp5/groups/public/@ed_norm/@relconf/documents/meetingdocument/wcms_105119.pdf
[bookmark: _GoBack]Equality at work: the continuing challenge (2011): http://www.ilo.org/wcmsp5/groups/public/ @ed_norm/@relconf/documents/meetingdocument/wcms_154779.pdf
