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This Toolkit will equip you to: 

• Join 300 million people for the 16 Days Campaign to End Gender-Based Violence in the World of Work

• Pressure the ILO and your government to adopt new global standards to eliminate gender-based 
violence in the world of work 

This is the BETA 16 Days Campaign Toolkit. It will be updated over the coming weeks and 
months, as we build on the power of this community with our sights on June 2019, when the ILO 
will decide on how we will end gender-based violence in the workplace.

To learn more, visit our campaign page.

https://16dayscampaign.org/campaigns/iloendgbv/
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WHY THIS 
MATTERS NOW
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THIS MOMENT IS AN OPPORTUNITY
Through a strong, legally-binding ILO convention to end gender-based violence in the 
world of work, we can:

• Bring millions of women workers under the protection of international law
• Mandate protections for informal workers, the majority of whom are women
• Require employers to address the impacts of domestic violence in the world of work

Women are speaking out loud and clear about the need to end gender-based violence and 
harassment in the world of work. Now is the time to go beyond creating awareness of the 
problem, to demand accountability!



FROM AWARENESS TO ACCOUNTABILITY
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Data and stories are all around 
proving that gender-based violence 
in the world of work is pervasive, 
and persistent. From #MeToo to 
#NiUnaMenos, we are seeing the 
breadth and impact of gender-
based violence in the workplace, 
and beyond.

*

* Per UN Data
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WHY AREN’T WOMEN 
SAFE AT WORK, OR
AT HOME? 

Official authority in the world of work and at home is largely held by men. 

Girls are less valued than boys at home, in school, and in the community.

Girls grow up to be women who continue to be valued less, excluded and discriminated.

Boys grow up to be men who most often believe and express women are not equal.

Data tells us that women dramatically under-report violence and harassment both at work and at home. 

We live under cultural, economic, and political structures that continue to exploit and de-value the contributions of women. 
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WHAT IS #ILOendGBV? 

WHAT ARE ITS GOALS? 
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• Bridge the gap between the labor rights movement and the women’s rights movement to end gender-based 
violence in the world of work

• Mobilize the women’s rights movement to demand that the ILO adopt a strong and inclusive convention 
supplemented by a recommendation to end gender-based violence in the world of work

• Raise awareness about the proposed convention, its importance and its relevance to the advancement of 
women’s rights in all spheres.

• After the ILO votes in June 2019 on how to proceed, build momentum for ratification of the convention and 
local implementation and compliance. 

#ILOendGBV is an initiative of the 16 Days Campaign that aims to ensure that 
women’s voices and lived experiences are brought to bear on the International 
Labor Organization’s (ILO) current discussions on the adoption of a legally-binding 
instrument to end violence and harassment in the world of work. This instrument 
should not only take into account existing international legal standards but also 
strengthen them and fill crucial gaps. The ILO will make a decision about the 
instrument during the next meeting of the International Labor Conference (ILC) in 
June 2019. Our goals:
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GBV and harassment in the world of work include multiple forms of violence and discrimination that States 
have an obligation to eliminate and redress, in both the public and private spheres, according to 
international human rights law. However, there is no dedicated legally-binding international instrument that 
specifically provides a comprehensive set of minimum standards for addressing GBV and and harassment in 
the world of work more broadly, and this is an important normative gap that a new convention would fill.

This 16 Days Campaign provides a crucial opportunity for women worldwide to influence the process that is 
being led by the ILO. #MeToo, #NiUnaMenos and other local movements have more recently helped break 
the long silence surrounding sexual harassment in the workplace on a global scale, but in order to transform 
the power structures that enable gender-based violence and discrimination, women have to gain access to 
key political spaces that have traditionally been closed to them and make their voices heard.

Since 1991, a global community of women’s rights advocates have created 
widespread awareness of the pervasive problem of gender-based violence. This 
year we are leveraging our collective strength to demand that the ILO adopt 
standards to end gender-based violence (GBV) in the world of work. This is part of a 
broader shift from awareness to accountability, to ensure dignity and respect for 
all in the workplace and the realization of women’s human rights.

http://www.un.org/womenwatch/daw/cedaw/recommendations/recomm.htm
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This toolkit offers feminists and women’s rights organizations a guide to understand the ILO’s 
proposed convention. 

We aim to demystify the ILO’s standard-setting process and provide information about the content of 
the instrument, as well as tools and resources to advocate with governments to support the adoption 
of a new convention.

The first phase of #ILOendGBV will run until June 2019, when the ILC will decide on the final 
content of the proposed instrument. There are three possible outcomes: 
1. a legally-binding convention; 
2. a non-binding resolution that provides guidance; 
3. a convention supplemented by a recommendation. 

After June 2019, the second phase of the campaign will begin: demanding governments to ratify 
the new standards and implement them at the national level. 

Along the way, we will provide women with updated information and tools to ensure that employers 
and unions comply with the new standards and adopt good practices
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IT’S TIME TO DEMAND 
NEW STANDARDS FOR 
A NEW WORLD ORDER
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STEP 1: ADD YOUR #16DAYS EVENTS TO OUR NEW 
GLOBAL PLATFORM

16 Days Campaign 2018

Add your event to the new 16dayscampaign.org platform, which was developed based on what 
we learned about your needs during our rigorous evaluation of the 16 Days campaign. 

https://16dayscampaign.org/
https://16dayscampaign.org/about-the-campaign/16-days-assessment-report/
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STEP 2: DEMAND THAT THE #ILOendGBV

16 Days Campaign 2018

As we build on the power of the 16 Days movement, we will continue to identify ways to 
demand that the #ILOendGBV leading up meetings in June 2019. This is our unique opportunity 
to unite worker’s rights and women’s rights activists to create new standards to ensure long-
term accountability and the elimination of gender-based violence in the world of work.

We invite you to use our new tools and visual assets — like an infographic with key data on 
the links between violence and harassment at work and at home, along with other shareable 
data points and visuals. Check back at #ILOendGBV for the latest.

https://16dayscampaign.org/campaigns/iloendgbv/
https://16dayscampaign.org/campaigns/iloendgbv/
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STEP 3: SHARE YOUR RESOURCES, ARTICLES, AND NEWS

16 Days Campaign 2018

We envision the new 16 Days digital platform to be a space for sharing and collaboration, and 
we are committed to amplifying the work of feminists all across the world. 

In the coming months, we aim to make 16dayscampaign.org a one stop shop for information 
pertaining to GBV-related activism and 16 Days campaigns in particular. 

Email us at 16days@cwgl.rutgers.edu to find out more.

https://16dayscampaign.org/
mailto:16days@cwgl.rutgers.edu
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WHAT IS GENDER-BASED 
VIOLENCE IN THE WORLD 
OF WORK? 
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GBV is not strictly the same as violence against women. According to the CEDAW 
Committee, violence against women refers to violence which is directed against a woman 
because she is a woman or that affects women disproportionately. However, the 
expression ‘GBV against women’, is considered to be a more precise term that makes 
explicit the gendered causes and impacts of the violence. This expression further 
strengthens the understanding of violence against women as a social - rather than an 
individual - problem, requiring comprehensive and systemic responses, beyond specific 
events, individual perpetrators and survivors.

GBV refers to violence or harassment directed at a person based on gender, or that 
disproportionately affects people of a particular gender. Violence is considered gender-
based if it arises from power imbalances between men and women or if it has the 
intention to punish based on preconceived notions of what the victim’s sexual orientation 
or gender identity should be. GBV applies to any gender, although women, girls, 
transgender, gender non-conforming people are the primary targets of such violence, 
and the perpetrators are overwhelmingly men.

http://www.refworld.org/docid/52d920c54.html
http://docstore.ohchr.org/SelfServices/FilesHandler.ashx?enc=6QkG1d/PPRiCAqhKb7yhsldCrOlUTvLRFDjh6/x1pWAeqJn4T68N1uqnZjLbtFua2OBKh3UEqlB/CyQIg86A6bUD6S2nt0Ii%2bndbh67tt1%2bO99yEEGWYpmnzM8vDxmwt
http://www.un.org/womenwatch/daw/cedaw/recommendations/recomm.htm
https://www2.ohchr.org/english/bodies/hrcouncil/docs/19session/a.hrc.19.41_english.pdf
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According to international human rights law, GBV includes acts or omissions intended or likely to cause 
or result in death, or physical, sexual, psychological or economic harm or suffering to a person, threats 
of such acts, harassment, coercion and arbitrary deprivation of liberty. However, due to intersecting 
forms of discrimination which have an aggravating negative impact, individuals experience GBV in 
different degrees and ways. GBV is also affected and exacerbated by cultural, economic, ideological, 
technological, political, religious, social and environmental factors.

GBV reinforces patriarchal systems of domination and control. It is rooted in the ideology of men’s 
entitlement and privilege over others based on their gender, social norms regarding masculinity, and the 
need to assert male control, enforce gender roles, and prevent, discourage or punish what is considered 
to be unacceptable female behavior. The key to understanding and ending GBV lies in the social and 
economic power imbalances that make it possible. In that sense, it is one of many forms of gender-
based discrimination. GBV will not be eliminated until gender-based discrimination is eliminated.

GBV occurs both in the private and the public spheres, including the world of work. Two prevalent 
manifestations of GBV that significantly impact the world of work are sexual harassment and domestic 
violence, which includes intimate partner violence. 

http://www.refworld.org/docid/52d920c54.html
http://docstore.ohchr.org/SelfServices/FilesHandler.ashx?enc=6QkG1d/PPRiCAqhKb7yhsldCrOlUTvLRFDjh6/x1pWAeqJn4T68N1uqnZjLbtFua2OBKh3UEqlB/CyQIg86A6bUD6S2nt0Ii%2bndbh67tt1%2bO99yEEGWYpmnzM8vDxmwt
http://docstore.ohchr.org/SelfServices/FilesHandler.ashx?enc=6QkG1d/PPRiCAqhKb7yhsldCrOlUTvLRFDjh6/x1pWAeqJn4T68N1uqnZjLbtFua2OBKh3UEqlB/CyQIg86A6bUD6S2nt0Ii%2bndbh67tt1%2bO99yEEGWYpmnzM8vDxmwt
http://docstore.ohchr.org/SelfServices/FilesHandler.ashx?enc=6QkG1d/PPRiCAqhKb7yhsldCrOlUTvLRFDjh6/x1pWAeqJn4T68N1uqnZjLbtFua2OBKh3UEqlB/CyQIg86A6bUD6S2nt0Ii%2bndbh67tt1%2bO99yEEGWYpmnzM8vDxmwt
http://www.refworld.org/docid/52d920c54.html
http://docstore.ohchr.org/SelfServices/FilesHandler.ashx?enc=6QkG1d/PPRiCAqhKb7yhsldCrOlUTvLRFDjh6/x1pWAeqJn4T68N1uqnZjLbtFua2OBKh3UEqlB/CyQIg86A6bUD6S2nt0Ii%2bndbh67tt1%2bO99yEEGWYpmnzM8vDxmwt
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Sexual harassment includes unwelcome sexually determined behavior such as physical contact and 
advances, sexually colored remarks, showing pornography and sexual demands, whether by words or 
actions. Such conduct can be humiliating and may constitute a health and safety problem; it is 
discriminatory when the person has reasonable ground to believe that her objection would disadvantage 
her in connection with her employment, including recruitment or promotion, or when it creates a hostile 
working environment. Sexual harassment strikes at the heart of women’s economic self-sufficiency, 
disrupting women’s earning capacity by forcing them out of the workplace or school.

Domestic violence includes all acts of physical, sexual, psychological or economic violence that occur within 
the family or domestic unit or between former or current spouses or partners, whether or not the 
perpetrator shares or has shared the same residence with the victim. Domestic violence is referred to as 
intimate partner violence (IPV) when the perpetrator is a former spouse or partner. 

UN experts have adopted the expansive definition of “violence in the family” to address the issue of 
violence perpetrated in the domestic sphere. This emphasizes that women are targeted because of their 
role within that sphere. 

https://tbinternet.ohchr.org/Treaties/CEDAW/Shared%20Documents/1_Global/INT_CEDAW_GEC_3731_E.pdf
https://www.ohchr.org/EN/Issues/Women/SRWomen/Pages/SRWomenIndex.aspx
https://rm.coe.int/168008482e
https://documents-dds-ny.un.org/doc/UNDOC/GEN/G97/104/22/PDF/G9710422.pdf?OpenElement
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According to the CEDAW Convention, women have “the right to protection of health and to safety in working 

conditions” However, many forms of GBV prevent women from realizing their right to work or to enjoy just 
and favorable conditions of work without discrimination, including safe and healthy working conditions.

Different UN mechanisms have acknowledged that GBV in the world of work is a form of violence and 

discrimination that States must address: States must adopt legislation and procedures and take preventive 

measures to deter and severely punish all forms of GBV and sexual harassment against women in the public 

arena, including workplaces, whether it is perpetrated by state agents or by private persons. States also must 

adopt appropriate measures to eliminate stereotypes and social and cultural norms that discriminate women 

in the world of work.

Despite global recognition of the importance of addressing GBV and the advances 

made at the international and national levels, there is little that addresses the 

specificities of GBV at work. Accountability looks very different when we are talking 
about the world of work. Criminal prosecution of an individual perpetrator is not 
enough: the response must be institutional. Employers must accept responsibility for 

the well-being of their workers in order to prevent gender-based violence from 

occurring and to provide redress. 

http://www.un.org/womenwatch/daw/cedaw/cedaw27/tun3-4.pdf
https://documents-dds-ny.un.org/doc/UNDOC/GEN/N14/523/34/PDF/N1452334.pdf?OpenElement
http://www.refworld.org/docid/52d920c54.html
https://documents-dds-ny.un.org/doc/UNDOC/GEN/N14/523/34/PDF/N1452334.pdf?OpenElement
http://www.refworld.org/docid/539ee05a4.html
http://www.un.org/womenwatch/daw/cedaw/cedaw27/tun3-4.pdf
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In the case of individuals subject to violence and discrimination based on their actual or perceived 
sexual orientation and/or gender identity, a UN independent expert has highlighted the 
importance having corporate policies acknowledging sexual orientation and gender identity at 
the administrative level as well as in the entire workplace, training, provision of remedies and 
accountability, incentivization in the workplace and integration of the message of non-
discrimination throughout the supply chain and interaction with small-scale industries, which are 
often closest to the general population.

States are also called upon to encourage employers to engage in efforts to 
eradicate GBV against women and to enhance their responsibility in this regard. 

In the world of work, this entails the adoption of protocols addressing GBV 
that may occur in the workplace or affect workers due to their gender, for 
example through the adoption of sexual harassment policies, effective and 
accessible internal complaints procedures, disciplinary measures against 
transgressors, and the existence of workplace entitlements for GBV survivors.

https://www.pgaction.org/inclusion/pdf/resources/2018-05-Report-Independent-Expert-protection-against-violence-discrimination-SOGI.pdf
http://docstore.ohchr.org/SelfServices/FilesHandler.ashx?enc=6QkG1d/PPRiCAqhKb7yhsldCrOlUTvLRFDjh6/x1pWAeqJn4T68N1uqnZjLbtFua2OBKh3UEqlB/CyQIg86A6bUD6S2nt0Ii%2bndbh67tt1%2bO99yEEGWYpmnzM8vDxmwt
https://documents-dds-ny.un.org/doc/UNDOC/GEN/G97/104/22/PDF/G9710422.pdf?OpenElement
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For a very long time, feminists and women’s rights activists have 
demonstrated that domestic violence is a public, political problem that seeps 
into all aspects of social life.

UN human rights mechanisms have also begun to consider the effect of 
intimate partner violence – a prevalent form of domestic violence - on the 
right of women to work, whether it occurs in the workplace or at home. 
They assert that GBV in the domestic arena keeps women in subordinated 
roles and reduces their ability to seek higher paying employment due to ill 
health, absenteeism, job changes, and the fact that women who have 
experienced GBV are employed more often in casual and part-time work than 
women who have not.

http://www.refworld.org/docid/52d920c54.html
http://docstore.ohchr.org/SelfServices/FilesHandler.ashx?enc=6QkG1d/PPRiCAqhKb7yhsldCrOlUTvLRFDjh6/x1pWAeqJn4T68N1uqnZjLbtFua2OBKh3UEqlB/CyQIg86A6bUD6S2nt0Ii%2bndbh67tt1%2bO99yEEGWYpmnzM8vDxmwt
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Many organizations have documented this phenomenon. AFL-CIO reports that 78% of victims they 
surveyed in the US said they were late to work as a result of domestic abuse. Victims may need to 
take time off from work to heal from their injuries. This makes it more likely for them to lose their 
jobs in the absence of regulations that require employers to take measures to protect and 
accommodate their workers who are experiencing domestic violence. In fact, 25% of rape victims lose 
their job within a year of the assault, and 30%–53% of employed victims of intimate partner violence 
lose their jobs due in part as a result of the domestic violence. Based on data gathered in the UK and 
several European countries including France, Germany, Italy, the Netherlands, and Spain, ETUC 
reports that women living in shelters due to domestic violence often lose their jobs. 

Studies show that domestic violence often follows survivors to their workplaces. Workplace stalking 
can include excessive forms of contact or abuse by email, phone, or social media, as well as 
unsolicited gifts, physical or sexual assault in the workplace. In the US, among women who were 
murdered by an intimate partner, 76% were stalked first. Stalking is often an indicator of other forms 
of violence: 81% of women who were stalked by a current or former husband or cohabitating 
partner were also physically assaulted by that partner. 

https://aflcio.org/sites/default/files/2017-04/Ending%20Gender%20Based%20Violence%20in%20the%20World%20of%20Work%20USA%20Report%20(002).pdf
https://www.etuc.org/en/document/safe-home-safe-work-final-report-national-country-studies
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC4676385/
https://www.speakcdn.com/assets/2497/domestic_violence_and_stalking_ncadv.pdf
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There is increasing recognition that workplaces are prominent sites for domestic violence prevention and 
intervention. Work stability and financial security are key factors in helping women leave violent 
relationships, avoid social isolation, and maintain a degree of normalcy in their lives. In addition to this, 
financial instability and poverty often make women vulnerable to gender-based violence.

In discussing how to best address the issue of violence in the world of work, the ILO convened a Meeting of 
Experts in 2016 who concluded that “domestic violence and other forms of violence and harassment are 
relevant to the world of work when they impact the workplace.”

The ILO Meeting of Experts was convened to provide guidance on the development of a new standard-
setting instrument to address violence against men and women in the world of work, recognizing that the 
workplace is a space that can mitigate the effects of domestic violence, urging employers to be allies in 
addressing it. As an example, they suggested that “Clauses [on domestic violence] could…include provision 
of support for and leave to victims, and connect victims to community services.” Additionally, employers 
could adopt strategies to mitigate the harm caused by domestic violence, such as offering paid, job-
protected leave for victims, flexible working hours, transfer of victims to other workplaces, workplace 
accommodations, income replacement, and protection from discrimination and dismissal.

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_546303.pdf
https://www.ilo.org/ilc/ILCSessions/108/reports/reports-to-the-conference/WCMS_637108/lang--en/index.htm
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Many countries are acknowledging the role of the workplace as a point of entry for addressing 
domestic violence by requiring employers to enact policies that allow them to identify and protect 
survivors. The Maria de Penha Law in Brazil, for example, allows judges to order employers to refrain 
from terminating a survivor of domestic violence and grant them up to six months of leave from 
work. Similar legislation exists in New Zealand, the Philippines, and various US cities and states, 
among others.

Maria de Penha was a Brazilian woman who was shot by her violent husband in 1983 
and was paralyzed from the waist down as a result.

De Penha spent 19 years trying to get her husband convicted. It was not until 2002 
that he was sentenced to 8 years in prison, although he was released after only a year.

De Penha continued to campaign for a law recognizing domestic violence as a crime. 
Finally, in 2006, her efforts paid off and the Maria de Penha law was signed. For the 
first time in Brazil, the law recognized different forms of abuse against women.
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We do not use the term “workplace,” and instead refer to violence and harassment in the “world of 
work.” There is an important conceptual distinction between the two terms that has far reaching 
implications for women workers and any policies and protections that may be developed and 
implemented.

The term workplace refers only to the physical location where work occurs, whether an office, a 
factory, a farm, or a household, which is a very limiting way of thinking that is not attuned to the 
realities of workers’ lives and the types of violence and harassment that they face. This is particularly 
true in the case of women workers.
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The “world of work” expands the idea of the workplace to encompass all aspects of the working environment: 
• The physical workplace (including when the home is the workplace)
• Commuting to and from work
• Attending a training or a work-related social event
• The digital world that connects all people in the world of work
• Anywhere that a worker takes a break or uses sanitary facilities
• In employer-provided accommodation
• Public spaces when connected to the world of work that encompass informal workers such as street vendors

The conceptual framework afforded by the term “world of work” allows us to address the complex and 
multifaceted ways that violence and harassment affects workers and their ability to work in a safe 
environment. It also ensures a comprehensive approach to protection by expanding the areas of intervention to 
address gender-based violence, such as the inclusion of provisions to protect and support victims of domestic 
violence. Furthermore, it breaks down the false dichotomy between the public world of work and the private 
sphere of the home and allows us to understand people’s lives in a holistic rather than fragmented manner.

https://www.ilo.org/wcmsp5/groups/public/---dgreports/---gender/documents/meetingdocument/wcms_546303.pdf
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Human rights mechanisms such as the 
Committee on the Elimination of 
Violence Against Women, the 
Committee on Economic, Social, and 
Cultural Rights, the Special Rapporteur 
on Violence Against Women, and the 
Working
Group on the Issue of Discrimination Against Women in Law and in Practice have extensively addressed the issue 
of GBV in the world of work, including sexual harassment, and issued recommendations to states to prevent its 
occurrence and provide redress. 

Additionally some countries have introduced legislation pertaining to various aspects of violence and harassment 
in the world of work. However, existing standards vary greatly in terms of their nature and scope and 
implementation has been weak. As a result many workers have continued to fall through the cracks and sector 
specific issues remain unaddressed. What is lacking is guidance towards a multi-sectoral integrated approach to 
addressing GBV and harassment for all workers, regardless of whether they work in the formal or informal 
economy, in homes, offices, factories, or even online. The proposed ILO convention will address some of these 
issues.

International labor standards are legal instruments adopted by the ILO that set out basic principles and 
rights at work. 

They can be either conventions, which are legally binding international treaties that member states may 
ratify, or recommendations, which serve as non-binding guidelines. 

In many cases, a convention lays down the basic principles to be implemented by ratifying countries, 
while a related recommendation supplements the convention by providing more detailed guidelines on 
how it could be applied.  

https://www.ohchr.org/en/hrbodies/cedaw/pages/cedawindex.aspx
https://www.ohchr.org/en/hrbodies/cescr/pages/cescrindex.aspx
https://www.ohchr.org/en/issues/women/srwomen/pages/srwomenindex.aspx
https://www.ohchr.org/en/issues/women/wgwomen/pages/wgwomenindex.aspx
https://www.ohchr.org/en/issues/women/wgwomen/pages/wgwomenindex.aspx
https://www.ilo.org/gender/Informationresources/Publications/WCMS_546303/lang--en/index.htm
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A dedicated instrument will complement and strengthen the existing framework of international and 
regional human rights standards and help put the focus on gender-based violence in the world of 
work. It will clarify the minimum standards for governments, employers and unions to more fully 
recognize and protect women’s rights in the word of work. These standards will provide women with 
an addition legal basis to demand accountability and reform. 

It is particularly important for governments as well as employers and unions to set and adhere to clear 
standards at time when there is heightened concern about women’s safety and abuses against them in 
the workplace and to recognize the links between domestic violence and violence in the workplace. 

An ILO instrument would not only strengthen compliance with international law but also promote joint 
efforts between governments, employers, unions, and civil society organizations to eliminate and 
address GBV.



Understanding the ILO
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The ILO has a tripartite structure
that is unique in the UN System. 
Representatives of employers and 
workers have an equal voice with 
those of governments in shaping 
the ILO’s policies and programs. 
Each member state is represented 
by government representatives, 
the most representative 
organization of workers, and the 
most representative organization 
of employers. The collective 
decision-making, consultation, and 
exchange of information on issues 
of economic, labor, and social 
policy is known as social dialogue.
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International labor standards are 
legal instruments that usually take 
the form of conventions and 
recommendations that set out 
basic principles and rights at work 
and regulate other areas of the 
world of work.



How International Labor Standards Are Adopted: 2 of 2

32

Unlike the UN’s human rights treaty bodies, the particularities of the ILO tripartite structure do not 
make any space for the active participation of NGOs in the standard setting process itself. Civil society 
representation is limited to unions. However, there is space for NGOs, and women’s rights 
organizations in particular, to come out in full force to advocate with their governments to support 
the adoption of the strongest possible instrument: a convention supplemented by a 
recommendation whose content is comprehensive and uncompromising. Women’s rights 
organizations can engage more directly with labor movements in their countries as a way to exert 
their influence and ensure a gender-sensitive and gender-responsive approach to legal and policy 
reform and the implementation of new labor laws and policies.

The next ILC meeting will determine the final language of the instrument as well as its form. While 
the majority of governments and workers have expressed support for a convention, nothing is set in 
stone. Now is the time to make sure that governments know that women’s rights organizations are 
watching to make sure they support the adoption of the convention and prevent any backsliding on 
issues of importance to feminists.
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You can read the latest draft of the instrument, also known as the “brown report,” here. Below is a brief 
overview of the key aspects of the proposed convention and recommendation:

Broad definition of violence and harassment
The draft text defines violence and harassment in the world of work as “a range of unacceptable behaviors 
and practices … that aim at, result in, or are likely to result in physical, psychological, sexual, or economic 
harm, and includes gender-based violence and harassment.” The definition applies whether the incident 
occurs only once or is repeated. Importantly, it is enough to demonstrate only the possibility of harm for 
the definition to apply.

Strong focus on gender-based violence
The draft covers violence and harassment against all workers and pays special attention throughout GBV as 
a particularly pervasive and pernicious phenomenon. It defines it as “violence and harassment directed at 
persons because of their sex or gender, or affecting persons of a particular sex or gender 
disproportionately.” 

https://www.ilo.org/wcmsp5/groups/public/---ed_norm/---relconf/documents/meetingdocument/wcms_637108.pdf
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Broad definition of world of work

One of the strengths of the draft text is its expansion of the idea of the workplace. Instead of confining its 
application solely to the physical workplace, the draft explicitly states that it applies to violence and 
harassment “in the course of, linked with, or arising out of work.” It further specifies:
• In the workplace, including public and private spaces where they are a place of work
• In places where the worker is paid, takes a rest break or a meal, or uses sanitary, washing, and changing 

facilities
• When commuting to and from work
• During work related trips or travel, training, events, or social activities
• Through work-related digital communications 
• In employer-provided accommodations
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Inclusion of impact of domestic violence
The proposed convention includes explicit reference of the need for employers to address domestic violence 
and their responsibilities towards the well-being of their workers.

Broad definition of worker
The term “worker” covers persons in all sectors, both in the formal and informal economy, and whether in 
urban or rural areas, including employees as defined by national law and practice, as well as persons working 
irrespective of their contractual status, persons in training, including interns and apprentices, workers whose 
employment has been terminated, volunteers, jobseekers and job applicants. 
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JOIN THE CAMPAIGN! 

VISUAL GUIDELINES AND 
ASSETS ARE AVAILABLE FOR 
YOUR USE HERE

https://16dayscampaign.org/campaigns/iloendgbv/


OUR 16 DAYS DIGITAL PLATFORM IS YOUR ONE-STOP RESOURCE
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Go to 16dayscampaign.org to:

• Showcase your events to the world: upload to our interactive map 
• Submit your resources
• Submit your news
• Submit your content and articles to feature in our newsletter and our blog
• Download 16 Days poster artwork and social media shareables

https://16dayscampaign.org/
https://16dayscampaign.org/events/submit-event/
https://16dayscampaign.org/advanced-search/submit-a-resource/
https://16dayscampaign.org/campaigns/iloendgbv/


PARTICIPATE IN THE #ILOendGBV CAMPAIGN ON SOCIAL MEDIA

Twitter: Keep up with #ILOEndGBV conversations, discuss insights from your 
campaign, and tag us @16DaysCampaign. 

Facebook: Demand the adoption of an ILO convention to end violence in the world of 
work: share photos and videos of your #ILOEndGBV campaign and tag us 
@16DaysCampaign. Use the official 16 Days Facebook frame overlay on your profile 
picture to show your support!

Instagram: Tag @16DaysCampaign when you share photos and videos of your 
organization as you campaign to #ILOEndGBV.
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Download and use our social media shareables, more are available and to come.
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https://16dayscampaign.org/campaigns/iloendgbv/


PROPOSED CAMPAIGN ACTIVITIES
Consider a range of ways to bring #16Days to life:
Start a petition to gather signatures to show your government that you demand a strong and inclusive, 
binding ILO convention

Meet with your local trade unions, and especially their women’s caucuses, to strategize together and 
form a united advocacy bloc

Analyze your country’s labor laws and legislation aimed at ending gender-based violence and 
harassment in the world of work. Against this backdrop, raise awareness among women’s rights 
organizations working in different sectors on the need for a binding international standard

Use the new 16 Days digital platform to share information about your campaign and other efforts to 
draw attention to GBV in the world of work as well as good practices by governments, employers 
and/or unions

Document women’s stories that capture the different forms of violence, harassment and discrimination 
that they face in the workplace to create a body of irrefutable evidence.

Sign up for the 16DaysCampaign newsletter to get the latest news, analysis, and resources from 16 
Days and #ILOEndGBV campaigns from around the world. 
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HELP US IMPROVE THIS TOOLKIT
16 Days Campaign 2018

Thank you for your commitment to women’s rights as human rights, and for helping to end gender-
based violence in the world of work, once and for all. 

Email 16days@cwgl.rutgers.edu with any recommendations to improve this Toolkit in future versions. 

We will continue to release updated versions over the coming weeks and months.

mailto:16days@cwgl.Rutgers.edu

