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Background 

An outcome of cross 
movement of 
solidarity of trade 
unions, worker 
associations,  
women’s right 
organizations and 
feminist movements



ILO CONVENTION VOTED

 C190 - Violence and Harassment 
Convention, 2019 (No. 190) and 
Recommendation 206

 World of work free from violence and 
harassment

 Violence as threat to equal 
opportunities

20 June 2019 



Rationale for Convention

 Negative impact on health and dignity

 Growing understanding that costs of violence 
affect the bottom line and undermine business’ 
obligations to human rights

 Costs to society and economy



ILO Adopts a Gender-responsive 
Approach

 Tackles underlying causes and risk factors

 Focus on impact of DV on workplace 

 Scope of Convention  - covers all employees 
and sectors (formal and informal)



Convention Articles

 20 Articles on scope, principles and  measures in the 
Convention and 23 clear recommendations detailed 
Recommendation 206

 Ratification process -comes in force after 2 States ratify

 High level of support more than 90% of delegates voted 
for adoption of the Convention



Specific Measures for Addressing IPV

(a)Leave for victims of domestic violence;

(b) Flexible work arrangements and protection for victims of domestic 
violence;

(c) Temporary protection against dismissal for victims of domestic violence, as 
appropriate, except on grounds unrelated to domestic violence and its 
consequences;

(d) The inclusion of domestic violence in workplace risk assessments;

(e) A referral system to public mitigation measures for domestic violence, 
where they exist; and

(f) Awareness-raising about the effects of domestic violence.



Ratification of ILO Convention

 National laws

 Company policy

 Monitoring  



Ratification of ILO Convention

 Identify high-risk sectors

 Effective protection measures

 Standards for mitigation of violence  



The Convention ‘…provides a clear framework for action and an 
opportunity to shape a future of work based on dignity and respect, free 
from violence and harassment. The right of everyone to a world of work 
free from violence and harassment has never before been clearly 
articulated in an international treaty. It also recognizes that such 
behaviours can constitute a human rights violation or abuse’.

Shauna Olney, ILO



Towards Implementation of  the ILO 
Convention

 Trade unions  to campaign (in partnership with 
wormen’s rights organisations)

 Training and resources (Governments)

 Involvement in development of measures 



Companies Actions for 
Implementation: Business Toolkit

5 step framework:

 Prevention

 Commitment

 Protection

 Collaboration and Campaigning

 Accountability

https://businessfightspoverty.org/articles/how-companies-
can-tackle-gender-based-violence/
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Business Surveys: Sampling 
and Methodology – John 
Kennedy, Ipsos MORI
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Survey Method Target group Target 
interviews

Female
employee 
survey

Self-completion Female 
employees

100 business in 
formal sector 
per country  

Male employee 
survey

Self-completion Male employees

Manager’s 
survey

Interviewer-
administered

Human 
resource and 
finance 
managers

25 interviews in 
each country

The business surveys
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Sampling and strategy

1. National research experts devised the sampling 
strategy

2. Focus on the formal business sector

3. Strategy focused on business sectors which 
contribute most to GDP (although information not 
available in South Sudan)

4. Survey administered in two or three cities in each 
country (businesses contacted & appointments made 
in advance)

5. The employee and manager survey administered in 
separate businesses
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Country Cities Business sectors Sample Source

Ghana

(805 
employees and 
25 managers 
participated) 

Accra and 
Kumasi

- Trade
- Hotels and restaurants
- Transport and storage
- Financial services
- Real estate
- Manufacturing
- Mining and quarrying
- Construction

Association of Ghana Industries

Desk research using business 
directories 

Dun and Bradstreet

Pakistan 

(532 
employees and 
25 managers 
participated) 

Faisalabad, 
Karachi, Lahore

- Large scale manufacturing 
- Wholesale & retail trade 
- Transport, storage & 

communication 
- Housing services 
- Finance & insurance

Desk research using business 
directories

Dun and Bradstreet

South Sudan

(680 
employees and 
27 managers 
participated) 

Juba and Yei - Manufacturing
- Retail and wholesale
- Hotels and restaurants
- Communication and IT
- Transport and logistics
- Construction
- Financial services

Africa Enterprise Survey (AES)

Coverage and surveys completed
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Survey findings, 
implications and next steps 
– Mrinal Chadha, NUIG
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Businesses Surveyed in Ghana
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Businesses Surveyed in Pakistan
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Businesses Surveyed in South Sudan
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Proportion of Male and Female Employees
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Education Level

Women (%) Men (%) Women (%) Men (%) Women (%) Men (%)

No formal qualifications 0.3 0.8 6.0 2.7 3.7 4.2

Primary school 1.4 - 11.2 8.4 4.4 6.4

Secondary school 22.2 12.4 26.1 36.1 30.8 36.1

Undergraduate diploma 10.3 5.0 20.9 26.2 18.0 14.6

Bachelor’s degree or 
higher

65.8 81.8 35.8 26.6 43.2 38.7

Ghana Pakistan South Sudan
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Type of Contract

Women (%) Men (%) Women (%) Men (%) Women (%) Men (%)

Permanent contract – 
full-time

60.2 65.2 50.9 53.9 47.8 40.6

Permanent contract – 
part-time

9.9 5.1 7.5 6.2 11.3 10.5

Temporary contract – 
full-time

22.9 20.5 25.5 26.5 24.7 20.7

Temporary contract – 
part-time

2.3 4.5 1.5 5.0 10.9 13.4

No contract 4.7 4.8 14.6 8.5 5.3 14.8

Ghana Pakistan South Sudan
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Measurement of Business Costs
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Costs of Bystanders
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Women Survivors-IPV
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Perpetrators-IPV

GHANA 23% men among all employees reported perpetrating IPV

15% men lost 6 days of work

PAKISTAN 5% men among all employees reported perpetrating IPV

3% men lost 20 days of work

SOUTH SUDAN 35% men reported perpetrating IPV

19% men lost 7 days of work



28

Women Survivors-Non Partner Sexual Violence

GHANA 16% of female employees reported NPSV

9% women lost 7 days of work due to NPSV

PAKISTAN 30% of female employees reported NPSV

10% women lost 8 days of work due to NPSV

SOUTH SUDAN 46% reported NPSV

22% women lost 9days of work due to NPSV
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Perpetrators-Non Partner Sexual Violence
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Total Person Days Lost-Ghana
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Total Person Days Lost-Pakistan
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Total Person Days Lost-South Sudan
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Overall Impact of Violence

• GHANA- 10000 days of productivity loss  in total or 2.5 days for each employee in the surveyed 
businesses

• PAKISTAN- 34000 days of productivity loss  in total or 1.3 days for each employee in the surveyed   
businesses

• SOUTH SUDAN- 12000 days lost amount to approximately 3.3 days for each employee in the 
surveyed businesses

• Need for strong intervention by businesses 

• Violence has productivity impacts for colleagues, male employees and female employees

• Significant economic costs for businesses
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Dr. Arístides A. Vara-Horna

avarah@usmp.pe

Business Models to 
prevent Intimate 
Partner Violence: 
Example of Bolivia



IPVAW
Physical and 
psychological 

damage.
Laboral inhability

Tardiness, 
absenteeism, 
presenteeism, 
staff turnover

Decreased
productivity

How does IPVAW affect companies?

- Different sources of costs: Survivors, Perpetrators, Witnesses.
- Different scenarios: work, home.



The costs of violence not only come from the victims

Perpetrators

witnesses

Survivors



38

Business costs of IPWAV in South America

Perú:
3,7% GDP
US$ 6,7 billions

70 millions

171.806 
Lost workforce

Paraguay:
2,4% GDP

US$ 734 millions

21 millions

72.337 
Lost workforce

Bolivia:
6,5% GDP
US$ 1,9 billions

52 millions

183.534
Lost workforce

DIAS

+𝟐𝟎, 𝟎𝟎𝟎 𝐰𝐨𝐫𝐤𝐞𝐫𝐬 𝐬𝐮𝐫𝐯𝐞𝐲𝐞𝐝
+ 300 big and medium size enterprises



Why invest in IPVAW prevention?

VAW… Kind of 
strategies

Invest in VAW prevention…

Weaken the 
workforce of the 
staff.

Reactive: "Prevent to 
avoid losses"

Increase organizational commitment.

Reduce costs.

Reduces the personal-work life conflict.

It is a profitable occupational health and safety 
policy.

Weaken the 
value chain.

Proactive "Prevent to 
increase profits"

Optimize the value chain

Identify new needs and market shares.

Increase the value perceived by the clientele.



Determine the state
of the IPVAW and 

its impact on
productivity

Determine the state
of the IPVAW and 

its impact on
productivity

Create and modify the
policy guidelines of 

IPVAW zero-tolerance.

Create and modify the
policy guidelines of 

IPVAW zero-tolerance.

Create a safe and 
co-responsible

environment against
IPVAW.

Create a safe and 
co-responsible

environment against
IPVAW.

Articulate a network
of institutional

services for IPVAW.

Articulate a network
of institutional

services for IPVAW.

Promote a cultural 
change of free 

equity of IPVAW.

Promote a cultural 
change of free 

equity of IPVAW.

Identify inequitable
management patterns.
Identify inequitable

management patterns.

Implement the
principles of Gender
Theory to optimize
management and 

IPVAW.

Implement the
principles of Gender
Theory to optimize
management and 

IPVAW.

¿How to prevent effectively?



Involve
management in 
direct prevention.

Insert prevention
within the daily
business processes.

Measure the
changes from a 
cost-investment
approach.

The innovation lies…

Ensure the 
effectiveness and 
sustainability of 
VAW prevention.

Articulate the 
VAW prevention 
market.
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Equitable management strengthens other management
competencies



0

9.8

17.6

21.9

29.8

Self-evaluation Boss Partners Internal clients Subordinates

Inequitable management perceived(%)

Percentage of staff that perceive equitable
management below the minimum desired
(65%), according to data source: 2017

Equitable management is a management competencies in 
constant evaluation by 360 DE



Prevention in internal processes

Recruitment process

Trainning process

Induction process



Attention: Internal route

Attention: Network to prevent



Prevention thru Internal & external 
campaigns
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1. The prevention of VAW is 
profitable.

2. Top management and 
management structure are key 
to the success of the model. 
Equitable management is the 
context that ensures 
effectiveness.

3. It is a process of long-term 
change.

Learned lessons

This work "has changed the 
internal culture of 
Drogueria Inti. Today 
within the company there 
is an environment that 
promotes gender equality, 
equal opportunities and 
non-violence in all its 
forms and at all levels”, said 
the company's CEO, Christian 
Schilling, during the closing of 
the program.



http://www.mujereslibresdeviolencia.usmp.edu.pe

All our studies are in… 



Dr. Arístides A. Vara-Horna

avarah@usmp.pe

Business Models to 
prevent Intimate 
Partner Violence: 
Example of Bolivia


