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» About this Report

This report summarises the progress of the Decent Work for Women (DW4W) Programme of the International
Labour Organization (ILO) towards enhancing gender equality under the Jordan Decent Work Country Programme
for the periods 2019-2022 and 2023-2027. It presents achievements, challenges, and how the DW4W Programme
and its national partners leads change by advocating for decent work conditions across various sectors and
ensuring national legislation and policies align with International Labour Standards (ILS).

The years 2022 and 2023 have marked significant productivity for the DW4W Programme in Jordan. Despite
prevailing political and economic challenges, the programme has shown dedication, leadership, and resilience
in advancing gender equality and social justice. The programme addresses critical issues by providing technical
support to the Government of Jordan (GoJ), employers, workers, women’s national bodies, and civil society
organizations (CSOs). Through sustained social dialogue with social partners and other stakeholders, Jordan has
aligned its national legislation with ILS, incorporating new provisions addressing violence and harassment in the
workplace, pay equity, maternity and paternity protection, as well as safequarding night shift workers and pregnant
and lactating mothers. Additionally, strides have been made in establishing a quota for women in executive roles
and on boards of directors. Efforts are underway to develop tools and platforms that enable the GoJ to enforce the
legislation and assist employers in complying with these mandates.

The DW4W Programme significantly benefits thousands of female and vulnerable workers annually by engaging
closely with female workers, women-owned enterprises, and vulnerable women and girls to identify and understand
their challenges and prospects. It initiates national campaigns to raise awareness of women’s rights under national
legislation and addresses labour complaints—processing 500 cases in 2023 with an 82 per cent resolution rate and
recovering JOD 32,656 (approximately USD 50,000) in worker compensation.

Furthermore, the programme has empowered over 10,000 private sector female workers, including those in
education and services, enhanced the financial status of 200 female business owners of kindergartens adversely
affected by COVID-19, promoted women’s leadership, aiming for a 20 per cent representation across all sectors and
25 per cent in the banking sector, and enhanced measures to combat gender-based violence in the workplace.

The programme collaborates extensively with the Ministry of Labour (MoL), the Jordanian National Commission for
Women (JNCW), the Jordan Chamber of Industry (JCI), the General Federation of Jordanian Trade Unions (GFJTU),
Social Security Corporation (SSC), and the Inter-Ministerial Committee for Women’s Empowerment to tackle
gender and decent work challenges, particularly among women and vulnerable groups. Programme personnel,
CSOs, and social partners also participate in various national committees dedicated to promoting gender equality,
diversity, and inclusion.

This endeavour is well institutionalised and nationally endorsed, as outlined in two key documents: the National
Strateqy for Women in Jordan (2020-2025) and the Economic Modernisation Vision workplans..



https://women.jo/sites/default/files/2021-12/The%20National%20Strategy%20for%20Women%202020%20-%202025%2001122021%20%282%29.pdf 
https://women.jo/sites/default/files/2021-12/The%20National%20Strategy%20for%20Women%202020%20-%202025%2001122021%20%282%29.pdf 
https://www.jordanvision.jo/en
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» Achievements and Innovations (2022 - 2023)



https://www.mop.gov.jo/EN/Pages/Economic_Modernisation_Vision_Executive_Program_20232025?View=4141
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The inclusion of women in leadership and managerial roles is a cornerstone of the ILO’s mandate, underlining
the critical importance of gender equality in the workplace. Acknowledging women in such capacities is vital for
engendering diverse and inclusive work environments, resonating with the ILO»s dedication to fostering social
justice and equal opportunities.

Women in leadership roles bring unique perspectives, skills, and problem-solving methodologies, which are
instrumental in driving innovation and enhancing organisational performance. By adhering to the ILO’s principles,
enterprises can forge workplaces that embody equality, empowering women to assume pivotal roles in decision-
making processes, dismantle gender stereotypes, and contribute towards sustainable and equitable economic
development.

National Coalition: Together on Boards for Leadership and Equal Opportunities

In 2023, the formation of the National Coalition “Together on Boards” emerged as a collaborative effort among
the JNCW, the Jordan Forum for Business and Professional Women, the Business and Professional Women’s
Association, Women on Boards Jordan, and the ILO.

Led by the JNCW, the coalition released a position paper on the significance of women’s representation on boards,
which culminated in the amendment of Article 151 in the Companies Law*. This amendment ensures “women’s
representation on corporate boards pursuant to the percentage specified in the instructions.” It was published in
the Official Gazette in August 2023.

To ensure the enactment of the new amendments, the coalition is actively drafting articles in the governance
instructions and is lobbying for a 20 per cent quota for women on boards in shareholding companies.

All on Board Platform Positive Impact of Gender Diversity

ThelLO,in collaboration with the Association of Banksin Jordan
(ABJ) and Amam Ventures, has spearheaded the development
of a digital platform, “All on Board,” aimed at enhancing the
representation of women in decision-making positions within
the private sector.

Inaugurated under the auspices of Queen Rania of Jordan,
the “All on Board” platform is dedicated to establishing a
comprehensive national database of proficient women who
are eminently qualified to assume leadership roles and board
positions within the banking sector and other industries.

This initiative is driven by a commitment to augmenting gender
diversity and achieving a more balanced representation in the
Jordanian private sector. It facilitates connections between
these highly qualified women and corporate boards, as well as
senior management teams, thereby opening avenues for them
to occupy top executive roles.



https://abj.org.jo/download/companies-law-no-22-of-1997-and-its-amendments-arabic-version
https://www.ilo.org/resource/news/new-national-initiative-aims-put-more-women-jordans-corporate-boards
https://allonboard.jo/en

To date, the platform has amassed data on 48 candidates, including 24 women who are deemed qualified to serve
on boards, with one already appointed to the board of directors of the Jordan Enterprise Development Corporation
(JEDCO) in 2023. The remaining candidates are under consideration for board positions, which are typically
constituted in March-April each year.

In 2022, the Central Bank of Jordan (CBJ) issued directives to banks to bolster the participation of women in the
workforce by increasing their representation on boards of directors to 20 per cent and in senior management
positions to 25 per cent by the year 2024.

Business Clinic for Women’s Financial Resilience and Growth

Women entrepreneurs frequently encounter obstacles in accessing financial services and credit, necessitating
robust strategies to help them overcome debt and foster more resilient societies and households. In response,
the ILO and the Association of Banks in Jordan (ABJ), in close cooredination with the ILO»s supported National
Committee for Female Owners of KGs, have launched a business clinic aimed at improving the financial well-
being of female business owners adversely affected by the COVID-19 pandemic, with a particular focus on the
kindergarten sector.

The business clinic, a collaborative effort between the ILO and the ABJ, provides targeted support to female
entrepreneurs to enhance their access to suitable credit facilities, thereby mitigating the risks of over-indebtedness
and potential insolvency. An initial measure was the creation of a credit facilitation scheme, supported by
contributions from the ILO. These funds are allocated to assist educational establishments that are delinquent in
rent and/or utility payments and facing the threat of closure.

With support from the ILO, and the National Committee for Female Owners of KGs, the business clinic ensures the
effective execution of this scheme, guaranteeing that the intended beneficiaries receive the necessary support
through a meticulous case-by-case evaluation. It has successfully delivered capacity-building initiatives and
grants to 24 kindergarten owners in default, thereby securing the employment of 110 childcare providers and
serving 720 children.

Sustainable Development Goals (SDGs)

15


https://jedco.gov.jo/Default/En
https://jedco.gov.jo/Default/En
https://ilostat.ilo.org/topics/sdg/
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FINAPP for Better Financial Inclusion in National Strategy for Financial Inclusion (2023 - 2027)
Jordan

The proportion of adults with bank accounts in Jordan
was reported at 33.1 per cent, with a notable disparity
between genders: account ownership among women
was 27.2 per cent, significantly lower than that of
men at 37.6 per cent, according to the CBJ’s National

Financial Inclusion Strateqy (2018-2020).

Research indicates that gender discrepancies in
financial inclusion further disadvantage women,
particularly during crises such as COVID-19. The ILO
and the ABJ are committed to improving women’s
financial decision making and literacy, thereby
advancing their inclusion within the formal financial
system. This involves the development of financial
education resources, accessible through an online
portal, serving as the country’s definitive quide to
financial literacy.

In 2023, the Financial Inclusion Awareness Promotion
Platform (FINAPP) was launched through a
collaborative effort between the ILO, ABJ, UN Women,
and INJAZ.

FINAPP, a specialized electronic platform, aims
to provide essential information and resources
to enhance financial awareness and skills among
individuals. Its objective is to spread financial and
banking culture among youth, women, entrepreneurs,
and various societal segments.

Promoting financial awareness is crucial for enhancing
financial inclusion, facilitating increased access to and
utilization of financial services. The platform offers
simplified, accessible content for users ranging from
novices to those with more financial experience, along
with practical tools and advice to aid youth, women,
startups, and entrepreneurs in achieving financial
goals, enhancing money management, and securing
financial independence and success.



https://www.cbj.gov.jo/EBV4.0/Root_Storage/EN/The_Financial_Inclusion_National_Strategy_Project/The_National_Financial_Inclusion_Strategy_2018_2020.pdf
https://www.cbj.gov.jo/EBV4.0/Root_Storage/EN/The_Financial_Inclusion_National_Strategy_Project/The_National_Financial_Inclusion_Strategy_2018_2020.pdf
https://finapp.jo/ar
https://finapp.jo/ar

Key Achievements (ILO and ABJ)
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Maternity Protection and health care for mother and infant survival is at the core of life itself. They are central
to decent work and productivity for women and gender equality at work. Maternity protection is a fundamental
labour right enshrined in key universal human rights treaties. The ILO has made the provision for child welfare and
maternity protection a primary concern since its very inception in 1919.

' ' “There is a significant focus on the care economy within the work of the ILO, as millions
of people around the world work in this sector and provide essential services to their
communities. However, often the work in the care sector is not adequately appreciated,”

ILO Deputy Regional Director for Arab States, Peter Rademaker.

Care at Work Global Report Investment in Care

The ILO in Jordan launched its global report on care
at work at a discussion meeting hosted by the JNCW,
gathering ILO partners and stakeholders in the country.

The meeting presented the main findings of the report,
“Care at Work: Investing in Care Leave and Services for a
More Gender Equal World of Work,”

based on an ILO legal survey of 185 countries. The report
recommended increasing maternity leave from 14 to 18
weeks to ensure adequate rest and recovery time for
mothers.

It provides a comprehensive comparative analysis
of national legal provisions on maternity protection
and care leave and services for workers with family
responsibilities in these countries.

19


https://www.ilo.org/global/standards/subjects-covered-by-international-labour-standards/maternity-protection/lang--en/index.htm
file:///C:/Users/ajarmeh/Downloads/wcms_838655.pdf
https://www.facebook.com/iloarabstates/posts/%D8%A8%D8%AF%D8%A1-%D8%AD%D9%85%D9%84%D8%A9-%D8%AA%D9%88%D8%B9%D9%8A%D8%A9-%D8%A8%D8%A7%D9%84%D8%AD%D9%82%D9%88%D9%82-%D8%A7%D9%84%D8%B9%D9%85%D8%A7%D9%84%D9%8A%D8%A9-%D9%81%D9%8A-%D8%A7%D9%84%D8%A3%D8%B1%D8%AF%D9%86-%D9%88%D8%A5%D8%B7%D9%84%D8%A7%D9%82-%D8%AA%D9%82%D8%B1%D9%8A%D8%B1-%D8%AF%D9%88%D9%84%D9%8A-%D8%B9%D9%86-%D8%A7%D9%84%D8%B1%D8%B9%D8%A7%D9%8A%D8%A9-%D9%81%D9%8A-%D8%A7%D9%84%D8%B9%D9%85%D9%84%D8%B3/1608796622872829/?_rdr

“We need to re-think the way we provide care policies and services so that they form a

' ' continuum of care that provides children with a good start, supports women to stay in
employment and prevents families or individuals falling into poverty,”

Manuela Tomei, Director, ILO Conditions of Work and Equality Department.

' ' “There will be no full, gender-equal, sustainable and inclusive recovery from the COVID-19
pandemic without serious investments in transformative care policy packages,”

Care at work global report.

According to the report, 52 countries meet or exceed the ILO 18-week standard, with 3 in 10 potential mothers
globally living in these countries. Since 2011, 23 new countries have met or exceeded the ILO 14-week standard..

Key Facts in Jordan

ILO Country Brief - Jordan

Drawing on ILO 2022 global care at work report, and the results of the ILO Care Policy Investment Simulator (ILO,

2023), a country brief was developed to review of the status and progress of legislation on care policies in Jordan.
The document presents the investment case for a transformative package of care policies in Jordan.


https://www.ilo.org/beirut/publications/WCMS_902185/lang--en/index.htm

P Regional Conference on Early Childhood Care and Education in the Arab Region

“Closing the childcare policy gap would generate almost 6 million jobs
in 12 MENA countries by 2035,” the ILO.



https://www.ilo.org/resource/news/closing-childcare-policy-gap-would-generate-almost-6-million-jobs-12-mena
https://www.ilo.org/resource/news/closing-childcare-policy-gap-would-generate-almost-6-million-jobs-12-mena
file:///C:/Users/ajarmeh/Downloads/wcms_901756.pdf
https://www.globalgoals.org/goals/4-quality-education/
https://www.globalgoals.org/goals/5-gender-equality/

p The National Framework for Daycares (2024 - 2026)

National Daycare Action Plan

In commemoration of the International Day of Care, SADAQA and ILO convened a workshop to devise the national

framework for a daycare action plan, engaging national partners and stakeholders in the process.


https://sadaqajo.org/
https://sadaqajo.org/wp-content/uploads/2023/05/Sadaqa-%D8%A7%D9%84%D8%A5%D8%B7%D8%A7%D8%B1-%D8%A7%D9%84%D9%88%D8%B7%D9%86%D9%8A-%D9%84%D9%84%D8%AD%D8%B6%D8%A7%D9%86%D8%A7%D8%AA-2025-2023.pdf
https://sadaqajo.org/wp-content/uploads/2023/05/Sadaqa-%D8%A7%D9%84%D8%A5%D8%B7%D8%A7%D8%B1-%D8%A7%D9%84%D9%88%D8%B7%D9%86%D9%8A-%D9%84%D9%84%D8%AD%D8%B6%D8%A7%D9%86%D8%A7%D8%AA-2025-2023.pdf
https://www.un.org/en/observances/care-and-support-day
https://www.instagram.com/p/CzqP2ejtPzn/

Study Tour in Norway

In collaboration with the Royal Norwegian Embassy in Amman, along with a women’s labour rights advocacy
organization and SADAQA, the ILO organized a study tour in Norway from September 25-30, 2022. The focus of
the tour was on examining early childhood care models and policies that support families and mitigate the care
burden.

Workshop Sessions

p Legislative framework analysis;

p Examination of nurseries reqgulations, licensing, and guidelines;

p Discussion on expanding social protection for individuals working in the childcare sector;

p Strategies for professionalizing the care sector and improving the value and quality of services provided in nurseries;
p Strategies for the efficient dissemination of information and collaboration among all relevant entities to prevent

efforts’duplication.
Outcome

p Establishment of a working team dedicated to finalizing the action plan framework, including delineation of
responsibilities and accountabilities;

p Inclusion of the action plan as a significant achievement within the economic modernization vision indicators
(dashboard), under the “Activation of the National Framework for Daycares”.

23


https://jordantimes.com/news/local/sadaqa-ilo-complete-study-tour-norway

Participants in the study tour gained insights into the
Norwegian approach to supporting families, children,
and daycares by developing and implementing
policies aimed at equality to foster and broaden
access to childcare facilities. Additionally, the tour
emphasized expanding social protection for women
and workers in the sector, aiming to bolster women’s
economic participation in Jordan.

The delegation comprised officials, legal advisors,
and childhood experts, including the Director General
of the SSC, the Secretary General of the Ministry
of Education (MoE), the former Director of the
Legislation and Opinion Bureau, a representative
from the Mol, as well as early childhood experts,
human rights advocates, and representatives from
the ILO and SADAQA.

The agenda included engagements with officials from
the Directorate of Education and Training in Norway
to acquire knowledge on the enforcement of national
policies, regulations, goals, and frameworks.

Meetings were also held with the Director General
and team at the Norwegian Welfare and Labour
Administration to provide the delegation with an
overview of various policies and schemes available to
parents, children, and daycares.

' ' “We were honoured to support this visit, which, as we heard, provided valuable insights
from the Norwegian experience in the childcare sector,”

Ambassador of Norway to Jordan, Espen Lindbeeck



https://www.regjeringen.no/en/dep/kd/organisation/kunnskapsdepartementets-etater-og-virksomheter/Subordinate-agencies-2/norwegian-directorate-for-education-and-/id426533/
https://www.regjeringen.no/en/dep/bfd/organisation/tilknyttede-virksomheter/Norwegian-Labour-and-Welfare-Organizatio/id426155/
https://www.regjeringen.no/en/dep/bfd/organisation/tilknyttede-virksomheter/Norwegian-Labour-and-Welfare-Organizatio/id426155/

The delegation engaged
25 with Norwegian
parliamentarians and officials
from the Ministry of Foreign
Affairs to explore avenues
for enhancing support for
women’s economic rights and
childcare portfolios in Jordan.

Furthermore, the Jordanian
delegates visited two daycare
models - public and private
- to draw lessons from their
management practices and
expertise in early childhood
development for children
aged 12 months and above.

Support for Institutional Nurseries in Jordan

The DW4W Programme has played a crucial role in the rehabilitation of three nurseries at Social Development
Centres under the MoSD and the MolL’s nursery. Financial and technical support from the ILO was based on a
thorough assessment and joint field visits, conducted in collaboration with SADAQA. At the nurseries located in
Jerash, Ruwaished, and Ma’an,

the ILO’s financial assistance was crucial in addressing significant infrastructure and resource deficits.

The technical support provided extended beyond financial aid, including capacity-building initiatives for caregivers
and nursery managers. This strategy was designed to establish model government-run childcare facilities,
specifically tailored to the unique requirements of individuals with disabilities.

' ' “l would like to express my gratitude to all of you as a working mother for creating this warm
and nurturing environment for our children. The provides children with comfort, safety,
contributing to their skill development. Having a nursery for children at the workplace ...
saves their time and effort and relieves them from psychological pressures. The mother
can have peace of mind knowing that her child is in a suitable and specialised environment,

which in turn increases her productivity and desire to work,”

Eman Al Masri, a working mother benefiting from the MoL’s nursery service.

25


https://www.regjeringen.no/en/dep/ud/id833/
https://www.regjeringen.no/en/dep/ud/id833/
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Furthermore, the ILO collaborated with the MoL to revitalize its daycare centre, originally established in the 1970s.

This partnership sought to redefine the standards of government-operated childcare services in Jordan, with the
ILO’s financial support facilitating essential renovations. Technical assistance aimed at enhancing the nursery’s
overall quality, thereby establishing it as a benchmark for excellence in childcare service provision.

The ILO’s financial and technical support, ensured the successful rehabilitation and transformation of the targeted
nurseries at the MoSD and MolL. This collaborative effort highlighted a commitment to creating inclusive and
exemplary childcare facilities, with a significant emphasis on capacity building for a sustainable impact.

Maternity Insurance

The ILO’s advocacy efforts culminated in the
2014 enactment of a new Social Security Law,
introducing maternity insurance with cash benefits,
in alignment with |LS.

In 2020, Jordan endorsed Regulation No. 93 of
2020 on Maternity Social Protection under the
Social Security Law. This regulation allows working
mothers to return to work while ensuring childcare
for their children, either at a childcare facility or at
home, and permits registered childcare centres to
receive direct cash benefits to cover operational
costs.

Workers registered with the SSC account for almost
half of Jordan’s total labour force, which stands at
approximately 2.64 million.



https://www.ssc.gov.jo/wp-content/uploads/2022/05/Social-Security-Law-No.1-for-the-year-2014-and-its-amendments.pdf
https://www.ilo.org/international-labour-standards

» Social Insurance Contributions and Benefits for Women (SSC figures)

435,664 52,098

women are actively contributing to social insured women are receiving retirement pensions,
insurance, of whom 31,812 are voluntary alongside 125,099 eligible widows currently
contributors. entitled to various types of retirement pensions.

104,067 81,824

cases have received benefits, cumulatively women have cumulatively benefited from
benefiting 73,319 insured women since the unemployment insurance.
implementation of maternity insurance in 2011.

20,159

insured women have benefited from newborn care benefits under the social protection system linked to
maternity insurance.

This includes 18,434 women who received home care allowances and 2,121 women who benefited from
daycare allowances.

An ILO-commissioned assessment report advocated for a maternity protection system in Jordan, highlighting
its necessity for ensuring the nutritional needs, health, and well-being of mothers and their children. The ILO
assisted the SSC in reviewing its law, including the amendment of articles related to maternity protection, to
facilitate employment retention among women with young children. It is a member of the “Ri’aya” (Arabic for
care) programme committee, launched by the SSC to support working mothers returning to work post-maternity
leave, and childcare centres catering to working families. As of October 2023, SSC Ri’aya records indicate that
9,163 mothers were eligible for childcare subsidy, with 5,484 applying for assistance and 4,757 receiving support.
Additionally, approximately 450 childcare facilities were eligible for operating cost support, with 327 receiving
assistance. The ILO and its national partners continue to provide technical assistance for the SSC, ensuring the
effective implementation of the requlation.
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Women in Sports

The Goal for Life programme, launched in 2021, was designed to train unemployed recent university graduates
holding degrees in physical education, thereby facilitating their entry into secure employment within the sector.
The programme’s objectives focused on advancing women’s empowerment, fostering decent work, and mitigating
unemployment. It enabled participants to secure employment in gyms, schools, and sports facilities.

A key aspect of the Goal for Life initiative was its strategic utilisation of media platforms to challenge and dismantle
prevailing misconceptions and stereotypes regardingwomen’s capabilities.

To date, the programme has successfully trained and graduated 245 female participants, effectively aligning them
with the labour marketys demands. A notable proportion of these graduates have secured employment contracts
within Jordan, Qatar, and Saudi Arabia, while others have pursued self-employment, offering their services directly
to the market. The cost-effectiveness of this initiative has been significant, with the training and subsequent
employment of each participant estimated at USD 500 — a modest figure compared to similar international
initiatives.

In response to the programme’s success and with an eye towards its sustainability, the DW4W Programme and
Mudarib formalised their collaboration through the signing of a memorandum of understanding (MoU) in 2022.

High Unemployment Rates
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https://www.ilo.org/publications/women-sports-jordan-goal-life-upskilling-fitness-trainers-and-personal#:~:text=This%20programme%20specifically%20focuses%20on,and%20stereotypes%20about%20women%27s%20capabilities.

The partnership aims to establish a national accreditation
system, adhering to the standards set by the European Health
and Fitness Association (EHFA). Additionally, it plans to outfit Y Lobour
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a youth centre to serve as a central hub for beneficiary i i &y
activities, with a particular focus on personal training classes.
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Women in Sports in Jordan

Goal for Life: Upskilling Fitness Trainers and
Personal Trainers

Mudarib has initiated dialogues with the EHFA to secure
accreditation for three professional categories. A dedicated
committee will be established to oversee these efforts
and manage the accreditation process. A facility will also
be prepared to facilitate the training and accreditation of
beneficiaries. Upon the national accreditation system’s
approval by the Ministry of Youth (MoY), the GoJ will
create a sector skills council. This council will advocate for
professionalisation within the sport and fitness sector and
oversee the accreditation of beneficiaries, with a special
emphasis on women.

Comprising representatives from the GoJ and employers,
the council will play a key role in this endeavour. The MoY has
refurbished and equipped one of its youth centres to function
as a sports venue, catering especially to youths and graduates
of physical education faculties, with a particular focus on
women and personal training classes. A poll conducted
by Mudarib in 2021, which surveyed 50 male and female
graduates in physical education, found an employment rate
of merely 20 per cent post-graduation.

This low rate was largely attributed to a lack of awareness regarding the diverse fields available and the
corresponding employment opportunities within these sectors.

Furthermore, data from the Jordan Olympic Committee (JOC) corroborated an annual graduation rate of about
1,500 individuals in the field, with subsequent studies by Mudarib indicating that between 200 to 300 of these
graduates managed to secure employment.

These findings underline the significant impact of the Goal for Life programme in enhancing employment
opportunities, projecting an increase in employment rates among physical education graduates to 50 percent.

This anticipated improvement is attributed to equipping graduates with essential skills, tools, and insights into new
career paths and job vacancies that respond to the evolving needs of the labour market.



Goal for Life Phases
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Initiation Phase: Initiated at the end of 2020, this phase
laid the foundation for the programme by establishing
partnershipswith national entities,includinguniversitiesand
sports facilities. It focused on developing a comprehensive
training curriculum and making preparations for a pilot
phase to train and employ 75 female participants. A crucial
part of this stage was educating participants about their
rights and responsibilities under labour and social security
laws, in collaboration with three Jordanian universities to
refine training materials and select candidates. Additionally,
an intensive social media campaign was launched to raise
awareness about the importance of sports and advocate for
increased female participation in the sports sector;

Implementation Phase: Building on the first phase,
this stage refined and enhanced the training modules
due to a surge in applications from physical education
graduates. Mudarib implemented additional practical
assessments and interviews for participant selection.
Out of 150 candidates assessed, 124 completed
the course and were assigned to sports facilities
for practical training. This phase concluded with
98 trainees securing employment following job
interviews;

Final Preparation Phase: Focused on preparing
trainees for final assessments, this phase trained
approximately 33 young women to international
standards. By the end of 2023, many of these trainees
graduated and secured employment. The training
content received accreditation from the European
Register of Exercise Professionals (EREPS) and
the EHFA. Two out of three training modules were
developed, with the third nearing completion. The
comprehensive training programme consisted of
264 hours of instruction, split evenly between direct
trainer-led instruction and trainee-driven efforts, over
16 weeks. Training sessions were held once a week for
8 hours each day at Mudarib’s premises.



Women in the Private Education Sector

The DW4W Programme, in conjunction with the Stand Up with the Teachers campaign, inaugurated the Tamayoz

(excellence in Arabic) initiative in 2023, following the execution of an MoU with ten private educational institutions
across the Amman, Zarga, Ajloun, Irbid, and Balga governorates.

The Tamayoz initiative was designed to recognise and celebrate educational institutions within the private sector
that prioritise the rights and well-being of their teaching staff. By championing equitable treatment, endorsing
professional development, and fostering a conducive learning environment, the initiative markedly contributed
to the enhancement of educational quality. It stood as a paradigm for other educational entities, advocating for a
reinforced commitment to the preservation of teacher rights.

The MoU established a formal commitment and collaboration between the participating schools and the Stand
Up with the Teacher campaign. This partnership was committed to the advocacy of teacher rights and the
augmentation of their competencies through an exhaustive training programme. This programme covred three
key domains: pedagogical skills, educational technology proficiency, and legal awareness. Initiated in July 2023
and concluding in early August 2023, the training programme saw the successful certification of 250 educators
across eight schools.

A ceremony was convened to recognise and honour the schools that actively engaged in the initiative. Certificates
of appreciation and commemorative plagues were bestowed as symbols of recognition for their dedication to the
initiative’s principles.


https://www.ilo.org/publications/stand-teacher-campaign-experience-collective-voice-irbid-jordan
https://www.ilo.org/ar/resource/news/atlaq-jayzt-tmyuz-khtwt-hamt-lala-aswat-almlmat-fy-qta-altlym-alkhas

Women in Childcare Sector
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The ILO is committed to advancing the implementation of the ILO Equal Remuneration Convention, 1951 (No.100).
This endeavour is pursued through a multifaceted approach encompassing policy awareness workshops, the
establishment of national committees on pay equity, bolstered by research, training, advocacy, and legislative
reform, and the compilation of national situation assessments alongside policy briefs.

9’

According to the ILO study titled “Pay Transparency Legislation: Implications for Employers’ and Workers
Organizations,” pay transparency mechanisms are instrumental in revealing wage discrepancies between
genders and elucidating their root causes. Globally, women earn approximately 20 per cent less than their male
counterparts. While individual attributes such as education level, working hours, occupational segregation, skills,
and experience account for a portion of the gender pay gap, a significant segment is attributable to gender-based
discrimination.

Furthermore, women have disproportionately suffered due to the COVID-19 pandemic, impacting their income
security, overrepresentation in severely affected sectors, and the unequal, gendered distribution of domestic
responsibilities.

These elements have detrimentally influenced women’s employment prospects, posing a risk to the advancements
achieved in gender equality over past decades.

» Jordan’s National Committee for Pay Equity
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https://normlex.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_INSTRUMENT_ID:312245
https://www.ilo.org/publications/pay-transparency-legislation-implications-employers-and-workers
https://www.ilo.org/publications/pay-transparency-legislation-implications-employers-and-workers
https://www.equalpayinternationalcoalition.org/en

» Teacher Rights in the Private
Education Sector

The ILO, in collaboration with its social
partners in Jordan, continues to bolster the
Stand Up with the Teacher campaign. This
initiative plays a crucial role in safequarding
teachers’ wages through mandatory digital/
bank wage transfers and scrutinising
contractual commitments.

Extended under the auspices of Ahel for
Community Organising, this support aims
for the institutionalised adherence of private
educational institutions to governmental
requlations that protect teacher rights.

Since its inception in 2015, the campaign has
vigilantly monitored to ensure that schools
are registered and licensed only if they
comply with digital payment and minimum
wage prerequisites. Enhancing teachers’
legal literacy and technical proficiencies
remains one of the campaign’s primary goals.

The campaign has successfully galvanised
over 10,000 teachers to advocate for
their rights, elevating their awareness and
equipping them with skills in community
organising across various governorates,
including Amman, Zarga, Ajloun, Irbid, Balqga,
Madaba, Jerash, and Agaba.

It also persistently focuses on empowering
teachers to augment their competencies
and understanding of laws and rights,
employ collective bargaining strategies with
employers, organise for their labour rights,
improve their negotiation and deal-making
skills, and forge strategic partnerships and
alliances with labour rights advocates and
CSOs.

» Campaign Accomplishments

Facilitating learning programmes for teachers
while promoting self-learning methodologies.

Mobilising and organising female teachers
into cohesive teams, providing them with
training to enhance their self-leadership and
leadership abilities.

Reinstating the labour rights of numerous
teachers by addressing and resolving
approximately 500 teacher complaints annually.

Ensuring employer adherence to the
Regulation on Registration and Licensing of
Private and International Schools, mandating
wage payments via bank transfers or e-wallets.

Advocating for complete employer compliance
with unified contract terms, including teacher
benefits such as education allowances and I:I
annual increments.

Resolving 200 cases through direct mediation
with employers.

Empowering over 1,200 teachers to conduct
legal negotiations.

Initiating teaching/educational programmes
for 300 teachers.




» New CBA in the Private Education Sector

Workers in private educational institutions are entitled to file complaints or
enquiries via the electronic Hemaya (Arabic for protection) platform on the MoL'’s
website, or to lodge complaints with the ministry’s Wages Authority for matters

within its purview.

Aimed at fortifying labour rights within private educational institutions, the updated contract extends the initial
contractual period from 10 to 12 months. Furthermore, it mandates the digitalisation of the unified contract to
safequard the rights of the workforce in the private education sector and prevent potential malpractices. These
modifications also compel private educational institutions to remunerate workers’ salaries via accredited banks or
electronic wallets, ensuring a more secure and transparent payment process.

» “Eight years of struggle: Has the Power Dynamic Changed?”

“Eight Years of Struggle: Has the Power Dynamic Changed?” is a case study developed in 2023 through a
collaborative effort between Ahel, and the “Stand Up with the Teacher” Campaign, supported by the ILO.

This study builds on the initial analysis covering the period from 2015 to 2019, delving into whether the power
dynamics have shifted after nearly a decade of determined effort. It offers an in-depth examination of the
campaign’s trajectory, articulating the shifts, challenges, and accomplishments encountered since the inaugural
study.


https://www.mol.gov.jo/ar/NewsDetails/%D8%B9%D9%82%D8%AF_%D8%B9%D9%85%D9%84_%D8%AC%D9%85%D8%A7%D8%B9%D9%8A_%D8%AC%D8%AF%D9%8A%D8%AF_%D9%84%D9%84%D8%B9%D8%A7%D9%85%D9%84%D9%8A%D9%86_%D9%81%D9%8A_%D8%A7%D9%84%D8%AA%D8%B9%D9%84%D9%8A%D9%85_%D8%A7%D9%84%D8%AE%D8%A7%D8%B5_%D9%8A%D9%86%D8%A8%D8%AB%D9%82_%D8%B9%D9%86%D9%87_%D8%B9%D9%82%D8%AF_%D8%B9%D9%85%D9%84_%D9%85%D9%88%D8%AD%D8%AF_%D9%8A%D8%AF%D8%AE%D9%84_%D8%AD%D9%8A%D8%B2_%D8%A7%D9%84%D8%AA%D9%86%D9%81%D9%8A%D8%B0_%D8%A7%D8%B9%D8%AA%D8%A8%D8%A7%D8%B1%D8%A7_%D9%85%D9%86_%D8%A7%D9%84%D8%B9%D8%A7%D9%85_%D8%A7%D9%84%D8%AF%D8%B1%D8%A7%D8%B3%D9%8A_%D8%A7%D9%84%D9%85%D9%82%D8%A8%D9%84_20242025#:~:text=%D9%88%D9%82%D8%B9%20%D9%81%D9%8A%20%D9%88%D8%B2%D8%A7%D8%B1%D8%A9%20%D8%A7%D9%84%D8%B9%D9%85%D9%84%20%D8%A7%D9%84%D9%8A%D9%88%D9%85,%D8%A7%D9%84%D8%B9%D8%A7%D9%85%20%D8%A7%D9%84%D8%AF%D8%B1%D8%A7%D8%B3%D9%8A%20%D8%A7%D9%84%D9%85%D9%82%D8%A8%D9%84%202024%2D2025.

Financial and Contractual Violations
O Non-payment of salaries to some teachers.
Contractual discrepancies with some teachers signing for higher wages than received.
Payment of wages below the minimum wage.
Non-fulfilment of financial benefits as per the unified contract.
Non-compliance with mandated electronic or bank wage transfers.
Gender-based wage disparities.
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Other Violations

Failure to enrol teachers in the Social Security Corporation.

Coercion into signing promissory notes to defer payment.

Lack of necessary pedagogical resources, particularly noted during the COVID-19 crisis.
Imposition of tasks not outlined in employment contracts or sector norms.
Compulsory unpaid overtime work.

Mandates for pregnancy testing and scheduling pregnancies outside of the academic
year.

(¢]
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» In 2022, the campaign registered 2026 complaints

In 2022, the campaign registered 2,026 complaints from female teachers in the private sector concerning wage
and leave rights violations, with 829 cases resolved directly by the campaign and school proprietors, and 547
cases addressed through the Ministry of Labour’s Inspection Directorate via the “Hemaya” platform. The study
underscores an escalation in violations against female teachers and a lack of compliance by private school owners
with requlations mandating salary payments through bank transfers, a situation exacerbated by the COVID-19
pandemic’s economic and social ramifications.

» Logib Pay Transparency Tool

The DW4W Programme, in partnership with Germany’s GlZ, is spearheading an initiative to bridge gender pay gaps
through the implementation of the innovative Logib tool. This initiative aims to bolster the efforts of the MoL,
the JNCW, and the NCPE towards achieving legal pay equity and enhancing wage structure transparency among
companies.

The Logib tool, originally devised for the Swiss government and now recognised internationally as a best practice
for equal pay analysis, enables employers to autonomously conduct or facilitate governmental analysis of pay
equity within organisations. A pilot phase scheduled for 2023/2024 will invite Jordanian companies across
various sectors to test the Logib tool, supported by comprehensive training for social partners. This initiative is set
to digitalise the Logib tool by 2024, positioning Jordan as the first Arab country to launch a comprehensive digital
pay transparency tool.


https://www.logib.admin.ch/

» Inclusion of Gender-Sensitive Provisions in CBAs

Supported by the DW4W Programme, WAEI collaborated with the Arab Trade Unions Confederation (International
Trade Union Confederation regional affiliate) to deliver a ten-day training programme entitled “Mainstreaming
Gender-Sensitive Provisions into CBAs”. Conducted in 2023, this programme was designed to equip ten
representatives from pivotal unions with the knowledge and skills to embed principles of gender equality within
the workplace.

This comprehensive training covered various subjects, including an understanding of gender concepts, the analysis
of gender disparities in labour contracts, drafting gender-inclusive contract clauses, confronting stereotypes and
discrimination, and implementing and monitoring gender-equitable contracts. Participants engaged in dynamic
sessions and dialogues to devise strategies aimed at reinforcing gender equality in CBAs.

The training yielded insightful outcomes, prompting recommendations for future endeavours and serving as a
transformative educational experience. It equipped attendees with the essential knowledge and skills to seamlessly
incorporate gender-sensitive provisions into CBAs, marking a significant stride towards workplace gender equality.

» Legal Clinic for Women’s Economic Empowerment and Awareness

Acknowledging the critical need for women’s economic empowerment, the GFJTU, with support from the DW4W
Programme, inaugurated the legal clinic “WAEI” (aware in Arabic) in September 2022. This initiative aims to bolster
women’s economic participation and improve their working conditions across both the public and private sectors.

The initial phase of WAEI underscored the critical link between legal awareness and the promotion of decent work
for women. It was observed that many female workers, particularly those earning lower incomes, lacked legal
representation, fostering a perception of the complaint mechanism as ineffectual. Providing legal counsel thus
empowered these vulnerable workers to articulate their grievances and seek support.

In May 2023, WAEI embarked on its second phase, broadening its scope to include workers with disabilities.
This phase saw the centre amplifying its online presence through enhanced social media strategies and the
establishment of an educative website. Additionally, the centre engaged diverse channels, including SMS
campaigns, sponsored social media posts, and billboards, to raise awareness regarding labour rights. This phase
also facilitated a Participatory Gender Audit (PGA) for GFJTU and its executive committees, examining female
participation within unions and formulating strategies for its enhancement.



The DW4W Programme and GFJTU’s commitment
to advancing women’s economic empowerment
transcends gender disparity, bearing profound
implications for macroeconomic stability and
financial health.

Empowering women to realise their full economic
potential catalyses higher economic growth,
reduces inequality, boosts productivity, optimises
financial sector outcomes, and fortifies financial
stability. Addressing gender disparities in critical
domains enables economies to progress, enhance
competitiveness, and better prepare for future
challenges.

» Participatory Gender Audit for the
GFJTU

Within the WAEI project and in collaboration with
the DW4W Programme, a Participatory Gender
Audit (PGA) for the GFJTU was undertaken. This
audit aimed to evaluate advancements in the status
of women within the federation since the preceding
gender audit in 2017. With support from the ILO and
employing the PGA approach, the initiative focused
on enhancing the representation of women in union
leadership roles.

To facilitate the audit, the GFJTU engaged a certified
gender auditor who, alongside the GFJTU team,
formulated a detailed work plan and methodology.
The initial stage included a desk review of pertinent
documents to guide the audit’s subsequent phases.
This was followed by the organisation and execution
of meetings and individual interviews within the
GFJTU to examine internal practices and support
frameworks for gender mainstreaming.

A participatory workshop was conducted to discuss
insights gleaned from the interviews and desk
review.

The gender auditor then compiled a comprehensive report
detailing the audit process, findings,and recommendations.
This report was shared with key GFJTU personnel,
committees, the ILO, and other stakeholders.

The final phase involved the meticulous finalisation,
drafting, and submission of the report in both English
and Arabic, accompanied by pertinent recommendations.
The GFJTU, with backing from the DW4W Programme,
is committed to implementing these recommendations
over the next two years, aiming to promote gender
mainstreaming and enhance the active engagement of
women in union leadership positions.

» Participatory Gender Audit

The functions as a
self-assessment tool that organisations utilise to reflect
on and analyse their gender capacity, challenges, and
best practices. It also fosters organisational learning on
gender equality and the integration of gender consider-
ations through a participatory approach.

As outlined by the ILO, the supports an organisa-
tion’s commitment to gender equality by scrutinising the
extent to which equality principles are institutionalised.
It aids in identifying exemplary practices in technical
work and delineates effective strategies for integrating
gender considerations across all organisational activi-
ties. The PGA aims to evaluate the degree to which poli-
cies have been institutionalised across various organisa-
tional levels, including the organisation itself, work units,
individuals, and stakeholders.

As a strategy for gender mainstreaming, gender audits
enable organisations to discern and comprehend gender
dynamics within their structure, processes, organisa-
tional culture, human resources management, and in the
formulation and implementation of policies and services.
Furthermore, they assess the impact of organisational
performance and management on gender equality, both
internally and among partners.



https://www.ilo.org/wcmsp5/groups/public/---dgreports/---gender/documents/publication/wcms_101030.pdf
file:///C:/Users/aslan/AppData/Local/Microsoft/Windows/INetCache/Content.Outlook/O5VDPVHD/PGA

» WAEI key achievements and accomplishments 2022 - 2023

Hotline

Addressed approximately 1,000
cases, achieving an 82% resolution
rate and recovering JOD 32,656 in
workers’ compensation.

Teachers’ Rights

Launched four effective social media
campaigns focusing on teachers’ rights
and participated in a national legal
awareness campaign in collaboration
with MoL, the JNCW, and the ILO.

Website
Integration

Developed a dedicated website
integrated with the GFJTU’s
platform, showcasing activities and
achievements digitally.

Awareness

Conducted 16 awareness sessions

for 240 female workers, including
30 with disabilities.

PGA

The process, including data
collection, interviews, and focus
group discussions, yielded practical
recommendations for the GFJTU’s
women and youth committees.

Resource Bank

Established a visual resource bank
with informative videos, interviews
with policymakers, and testimonials
from beneficiaries.

Teachers’ Union

Expanded the Teachers’ Union
membership from 2,199 to 2,620,
with female members constituting
63.7% of the total, incorporating
48 new female members through
awareness sessions and a total of
421 new members.

Training

Conducted a ten-day training
programme on gender
mainstreaming in partnership
with the International Trade
Union Confederation (ITUC),
enhancing the capacity of union
representatives and emphasising
gender-inclusive clauses in CBAs.
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Workplace violence and harassment present a significant and persistent threat to worker health and safety, as
well as to organisational productivity and reputation. In June 2019, the ILO marked a significant moment at its
Centenary Conference by adopting the Violence and Harassment Convention (No. 190) and its accompanying
Recommendation (No. 206), advocating for the prohibition and prevention of violence and harassment in the world
of work.

This convention, which entered into force in June 2021, is the inaugural international treaty to affirm the right
of every individual to a work environment devoid of violence and harassment, including that which is gender-
based. Following the convention’s adoption, the ILO launched a global campaign aimed at garnering support for
its ratification and implementation, encouraging participation from its constituents (governments, employers, and
workers’ organisations), stakeholders, and civil society actors. The ultimate objective is for the convention to be
ratified and enacted by national governments and legislative bodies globally.

Ratification of C190 obliges governments to implement requisite laws and policy measures to counter and address
violence and harassment in the workplace. This Convention offers a historic opportunity to forge a future of work
anchored in dignity and respect for all individuals.

In collaboration with Lloyd’s Register Foundation and Gallup, the ILO conducted the first global survey to explore
individuals’ experiences of violence and harassment at work. This report aims to elevate awareness regarding a
deeply entrenched issue, influenced by broader economic, societal, and cultural factors, including those related to
the workplace and established gender roles.

The survey revealed that nearly one in ten (8.5 per cent or 277 million) employed individuals have encountered
physical violence and harassment in their working lives, with men reporting a higher incidence of physical violence
and harassment than women. Psychological violence and harassment were identified as the most prevalent form,
experienced by nearly one in five (17.9 per cent or 583 million) workers. Additionally, one in fifteen (6.3 per cent or
205 million) employed persons has faced sexual violence and harassment at work, with women disproportionately
affected. The disparity in reports of sexual violence and harassment between women (8.2 per cent) and men (5.0
per cent) represents the most significant gender difference among the three types of violence and harassment
examined.

The acquisition of robust and comparable data and information is crucial for building a workplace environment free
from violence and harassment. However, data on this subject are scarce and often lack comparability due to the
use of varying concepts, definitions, and methodologies.

Furthermore, statistics frequently focus on specific occupations, industries, or groups without sex disaggregation.

Underreporting remains a significant issue, driven by fears of victimisation and retaliation, coupled with ineffective
or inaccessible enforcement and monitoring systems in numerous countries.

Against this backdrop, the ILO Department of Statistics (ILOSTAT) has devised survey instruments on the Well-
being and Safety of Workers (WSW) for testing in collaboration with the ILO Regional Office for Arab States, the
ILO Jordan Country Office, and the Department of Statistics (DOS) in Jordan. This collaborative initiative aligns
with the DW4W Programme, which has supported gender-responsive reforms in Egypt, Jordan, and Palestine since
2009.
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https://normlex.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C190
file:///C:/Users/ajarmeh/Downloads/wcms_738114.pdf

» ILO Regional Policy Brief - C190

Violence and harassmentinthe workplace persist as global challenges. Convention190 (C190) and Recommendation
206 (R206) enshrine the right of all individuals to a work environment devoid of these issues. This convention,
enacted on 25 June 2021 following its adoption in June 2019, represents a historic opportunity to shape a future
of work grounded in dignity and respect.

The policy brief aims to advocate for the ratification and effective execution of ILO C190 within the Arab States,
underscoring the establishment of a workplace environment free from violence and harassment. It particularly
focuses on safequarding vulnerable groups and fostering gender equality.

The DW4W Programme has crafted a policy brief titled “The Right of Everyone to a World of Work Free from
Violence and Harassment in the Arab States,” available in both English and Arabic.

» National Plan for a Safe Work Environment in Jordan



https://www.ilo.org/publications/ilo-convention-190-right-everyone-world-work-free-violence-and-harassment
https://www.ilo.org/ar/publications/mwjz-qtry-alardn
file:///C:/Users/ajarmeh/Downloads/wcms_830338.pdf

This training programme, designed for the tripartite constituents of the ILO (governments, employers, and
workers), aims to combat workplace violence and harassment. It aligns with the Jordanian Labour Law and C190,
striving to elevate awareness and furnish stakeholders with practical tools for establishing safer workplaces, while
highlighting the global urgency of addressing these issues.

The programme is tailored to a diverse audience across various industries, acknowledging the unique challenges
faced by different sectors and proposing sector-specific solutions.

A hallmark of the programme is its focus on practical application and skill development, incorporating case studies
to facilitate the application of theoretical knowledge to real world contexts. It features interactive components such
as group discussions, role-playing, and scenario-based learning to boost engagement and information retention.

Scheduled for official launch in 2024, the training programme offers a holistic approach to eradicating workplace
violence and harassment, combining awareness, practicality, interactivity, cultural sensitivity, and robust
monitoring to empower participants to create safer, more respectful work environments.

The ILO, in collaboration with its national partners, is spearheading a private sector engagement strategy aimed at
encouraging employers to adopt effective policies for the elimination and prevention of violence and harassment.

In this context, the ILO, along with the JNCW and the GFJTU, organised a workshop targeting a cohort of employers.
This initiative seeks to bolster their commitment to fostering a workplace environment devoid of violence and
harassment, utilising efficient and pragmatic tools.

The strategy provides employers with a suite of tools
and benchmarks for promoting decent work, women’s
empowerment, and the eradication of violence and
harassment, alongside enhancing awareness. A toolkit,
developed collaboratively by the ILO, UN Women, and
social partners, serves to equip companies with the
necessary information and guidance to prevent and
address violence and harassment within the workplace.

The toolkit’s primary aim is to offer accessible,
comprehensible guidance for companies in the Arab
States on effectively preventing and responding to
workplace violence and harassment. It underscores that
every enterprise, regardless of its size, geographical
location, or sector, is susceptible to incidents of
violence and harassment among its workforce.
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Companies bear not only a moral and
ethical responsibility to safequard their
employees from violence and harassment
but also a legal mandate to implement
preventive and responsive measures.

Neglecting to establish such mechanisms
can engender widespread mistrust within
the company, dampen employee morale,
impair performance, and ultimately,
detrimentally affect profitability.

Ineffectual prevention and response
strategies can result in substantial
economic and reputational damages to
an enterprise.

Consequently, it is critical for companies
to proactively endeavour to prevent and
address violence and harassment in the
workplace.

» ILO Practical Guide for Employers


https://www.ilo.org/wcmsp5/groups/public/---ed_dialogue/---act_emp/documents/publication/wcms_857915.pdf
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The ILO and its national partnersin Jordan are actively engaged in a suite of advocacy efforts, including awareness-
raising activities and national campaigns, to underscore the principles of decent work and ILS.

» ILS Advocacy

In collaboration with the Jordanian House of Representatives, the ILO convened a three-day Conference on
International Labour Standards, attended by senators, representatives of employers and workers, and CSOs.

The conference underscored the imperative to eliminate all forms of discrimination between men and women, with
particular emphasis on pension pay inheritance and dependency allowance. It advocated for legislative reforms to
ensure equal remuneration for men and women for work of equal value.

The conference affirmed that the Jordanian constitution enshrines principles for the protection of women from
discrimination and violence. It recommended that the Jordanian Labour Law should explicitly define violence,
harassment, and discrimination in the workplace, compelling employers to institute declared policies and complaint
mechanisms to address these issues effectively.

» Proposed Legislative Amendments
and Recommendations

Urging more gender-inclusive legislation, the ILO
and its partners have proposed amendments to
Labour Law articles 2, 27, 28, 29, 45, 46, 55, 67,
69, and 70. The proposed amendments align with
ILO C001, €100, C111, C155, C156, C171, C183, C190,
and C102. Jordan has ratified 26 ILO conventions
including seven out of ten core conventions.



https://www.ilo.org/resource/news/international-labour-standards-conference-jordan-elimination-discrimination#:~:text=The%20three%2Dday%20conference%2C%20held,for%20work%20of%20equal%20value.
https://www.ilo.org/resource/news/international-labour-standards-conference-jordan-elimination-discrimination#:~:text=The%20three%2Dday%20conference%2C%20held,for%20work%20of%20equal%20value.
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:::NO:12100:P12100_ILO_CODE:C001:NO
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C100
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C111
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C155
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C156
https://www.ilo.org/dyn/normlex/en/f?p=1000:12100:::NO:12100:P12100_INSTRUMENT_ID:312316
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C183
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C190
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C102
https://www.ilo.org/dyn/normlex/en/f?p=1000:11200:0::NO:11200:P11200_COUNTRY_ID:103201

» Recommendations by the Conference on ILS in Relation to ILO Conventions




50

» Jordanian Labour Law

The ILO, in collaboration with the NCPE, executed an awareness-raising campaign across two phasesin 2022 and 2023.

This initiative aimed to enlighten workers and employers about their rights and responsibilities under the Labour
Law, thereby preventing workplace violations and discrimination. The “WAEI” campaign, developed in partnership
with the JNCW, the MoL, and the GFJTU, was strategically designed to focus on maternity and paternity leave, child
labour, the rights of workers with disabilities, and rights during the probation period. Its objective was to foster
legal and practical proposals for implementing ILS to ensure decent work in Jordan. Campaign messages were
disseminated through social media platforms, the official websites of government entities, SMS messages, and at
public facilities in Amman, the Jordanian capital.
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https://www.facebook.com/women.jo/posts/5555645574472019/
https://www.ilo.org/ar/resource/news/atlaq-almrhlt-althanyt-mn-hmlt-waywayt-ltzyz-hqwq-alml-byn-alamlyn-walamlat#:~:text=%D9%8A%D8%B0%D9%83%D8%B1%20%D8%A3%D9%86%D9%87%20%D8%AA%D9%85%20%D8%A7%D9%84%D8%A7%D9%86%D8%AA%D9%87%D8%A7%D8%A1%20%D9%85%D9%86,%D8%A8%D8%AD%D9%82%D9%88%D9%82%D9%87%D8%A7%20%D8%A7%D9%84%D8%B9%D9%85%D8%A7%D9%84%D9%8A%D8%A9%20%D8%A7%D9%84%D9%85%D9%86%D8%B5%D9%88%D8%B5%20%D8%B9%D9%84%D9%8A%D9%87%D8%A7%20%D9%81%D9%8A

» Convention C190

Commemorating the anniversary (June 21) of the adoption of C190, the ILO in Jordan initiated an awareness-
raising campaign to affirm workers’ rights to a world of work free from violence and harassment. This campaign
utilised social media platforms to broadcast concise messages about Convention C190, violence and harassment,
and national efforts in Jordan, Palestine, and Egypt to combat these issues. In September 2022 and 2023, the
ILO facilitated two awarenessraising sessions at a prominent mobile telecommunication corporation, focusing on
anti-harassment policies and workplace ethics. The first session targeted senior and middle management, while
the second was directed at other employees. Furthermore, in December 2022, the ILO offered regional training on
C190 for feminists, activists,and CSO members to enhance their awareness of the convention and Recommendation
No. 206, and to bolster their campaigning and lobbying skills.

EEETEY

C190
>

THE WORLD OF WORK
FROM VIOLENCE AND HARASSMENT
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» Equal Pay Day

In observance of International Equal Pay Day (September 18), the ILO and its partners inaugurated a public
engagement campaign centred on pay equity, the gender pay gap, and its underlying causes. This campaign
provided insights into the efforts undertaken in Jordan and other Arab countries to narrow gender pay gaps and
address pay discrimination.

Equal work

Equal pay

Equal rights
"= |t’s that simple



https://www.ilo.org/resource/news/ilo-launches-campaign-mark-pay-equity-day-jordan#:~:text=The%20campaign%20includes%20raising%20awareness,affordable%20childcare%20facilities%20and%20women

mittees

in National Cor




Through strategic collaboration, the DW4W Programme has fostered impactful partnerships with key stakeholders,
including social partners, the JNCW, and CSOs. This cooperative endeavour has proven instrumental in providing
targeted technical assistance to various senior-level committees. The programme’s active engagement with these
committees has enabled it to play a crucial role in driving positive change and launching significant initiatives.
This section outlines the outcomes of our achievements within specific senior-level committees, highlighting the
concrete results attained through these strategic partnerships.

1 All on Board Committee (headed by JNCW secretary general)

2 NCPE (headed by secretaries-general of the MoL and the JNCW)

3 Occupational Safety and Health (OSH) National Committee (headed by SSC director general)

4 National Team for Women’s Economic Empowerment and National Committee for the Development
of Gender Seal (headed by the JNCW)

Technical Committee for Automation of the Unified Contract for Workers in the Private Education
Sector (headed by the General Trade Union of Worker in Private Education):




umbers






https://www.ssc.gov.jo/wp-content/uploads/2022/05/Social-Security-Law-No.1-for-the-year-2014-and-its-amendments.pdf
https://ammanchamber.org.jo/wsimages/800.pdf
https://representatives.jo/Ar/Pages/%D8%A7%D9%84%D8%AF%D8%B3%D8%AA%D9%88%D8%B1

2022 -2023
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Duaa Ajarmeh

Gender Technical Specialist and Manager of Programme Support Officer
Decent Work for Women Programme Decent Work for Women Programme
ILO’s Regional Office for Arab States ILO’s Jordan Country Office

e-mail: aslan@ilo.org e-mail: ajarmeh@ilo.org
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