ILO, UN WOMEN AND OECD’S

VISION FOR

THE EQUAL PAY INTERNATIONAL
COALITION (EPIC)

TO CONTRIBUTE TO THE ACHIEVEMENT OF
SDG TARGET 8.5
FOCUSSING ON EQUAL PAY BETWEEN
WOMEN AND MEN FOR WORK OF EQUAL VALUE



Table of Contents

QLTI O T 11 =T o =TT SRR 3
What is equal pay for work of equal value and why is it important to deal with it?...........cccceeeee. 5

Growing international momentum to accelerate progress in respect of equal pay for work of equal

V-1 [ TSRO PPRTNE 8
Addressing the challenge and seizing the opportunities through EPIC............ccooveeeviiieceneennens 10
LAV oLV T Oo =111 4o o ISP 10
WHhat Will EPIC O? ...uiiiiiiiiieeiiiee ettt ettt e e st e e e st e e e s ata e e e snsaeeesnsaeaesnsaeaesnnsanaenas 10
I A Olo =1 [T o T - T o [T PSP 11
(@fo]00] oTo Iy N uloT o We) i W @o =111 To ] o S 11
THe DUIAING DIOCKS......ccueeieie ettt st e st b besteeab e beeasesbesbeenaestesrnens 11
INAICALONS OF SUCCESS ...cuvvintiiteiirtciietct ettt sttt ettt en e 15
O X-To [V [ol=to o T=T o Lo [T gl o 1o ) VA Lo | o B USRI 15
2.  Demonstrated commitment to achieving equal PAY .........cceeeecveeiieiiieeeeiiiee s eeeee e 16
3. Universal ratification of relevant international labour standards ..................ccccovvveeeeeeeenieennn. 16



The Challenge

The ILO-Gallup world survey Towards a Better Future for Women and Work: Voices of Women
and Men shows that across the world, women want to be in paid jobs. It also shows that one of the main
challenges for women at work is unequal pay.! Across all regions, countries and sectors, women are
paid less than men. Across G20 and OECD countries median monthly earnings for women are on
average 17 per cent below those of men? and, elsewhere, the situation is not any better.

Figure 1: Gender pay gap in G20 and OECD countries, 2015 or latest year
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Note: The gender pay gap is defined as the difference between male and female median monthly earnings divided by male
median monthly earnings for full-time employees. Source: OECD.

The gender pay gap is symptomatic of the many challenges, including discrimination, that women
face before entering the labour market and throughout their working lives, and that make them more
vulnerable to poverty. Everywhere, the gender pay gap tends to widen at the age of parenthood. This is
often the result of the fact that working fathers receive a wage premium, while working mothers
experience a wage penalty. For example, in the United States fathers enjoy a wage premium of 11 per
cent on annual earnings (compared to non-fathers) whereas mothers receive a 5 per cent penalty on the
same measure of income (compared to non-mothers).2 The difference in average gross monthly earnings
between non-mothers and mothers, or the so-called motherhood wage gap, seems to be common,
although its size differs by country (Figure 2).

1ILO-Gallup, Towards a Better Future for Women and Work: Voices of Women and Men, 2017.

2 OECD, Report on the Implementation of the OECD Gender Recommendations, Meeting of the OECD Council at
Ministerial level, 7-8 June 2017.

3 Lundberg, S.; Rose, E. 2000. “Parenthood and the earnings of married men and women”, in Labour Economics, Vol. 7, No.
6, pp. 689-710




Figure 2: Motherhood wage gap in selected countries, latest year
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Mothers who take time off to look after children may not be able to catch up in pay on their return
to work, experiencing a long-term impact on careers and pay.* The challenges continue as women retire.
The gender gap in pensions reflects both lower pension coverage among women compared to men and
lower pension benefits for women, due to lower earnings and intermittent career paths, and translates
into higher poverty risks for older women compared to men. On average, across the OECD, the
percentage of elderly women in poverty was 13.0 per cent in 2014, compared to 8.3 per cent for men.®

The quality of women’s jobs is another important cause of gender inequalities in pay. Women
are over-represented in informal employment and in low-paying jobs. They tend to work in different
occupations and sectors relative to men, and concentrate in a more limited number of them, with
gender segregation by sector having increased by one-third over the past two decades.® Evidence
shows that, on average, occupations in which women prevail tend to have lower earnings than
occupations in which men predominate, but the wage penalty is much larger where employer
discretion is greatest. There is less of a wage penalty where wage setting is guided by formal rules.
Where trade union density and collective bargaining coverage are high, the gender pay gap is
smaller.’

Changes in the organization of production and work, with the rise in new work arrangements and
non-standard forms of employment,? are adding to the challenge. While they provide new employment
opportunities, these work arrangements are associated with greater income insecurity and often lower
earnings. Women, for instance, are more likely than men to be in part-time employment, including
marginal part-time, and involuntary part-time. Research has shown that workers in non-standard forms
of employment often have lower hourly earnings than workers in standard forms of employment, and
have fewer opportunities for skills upgrading and career progression.®

Evidence also suggests that the gender pay gap varies significantly according to the
characteristics of the enterprises. In Europe, for instance, the gender pay gap increases with the

41LO, Women at Work: Trends, 2016

5 OECD Income Distribution Database

5 1LO, World Employment and Social Outlook: Trends for Women 2017

7 1LO, Women at Work: Trends, 2016; OECD, Closing the Gender Gap — Act Now, 2012

8 The term “non-standard forms of employment” (NSFE) is an umbrella term for different employment arrangements that
deviate from standard employment. They include: temporary work, part-time work, private agency work and other multi-
party employment arrangements, disguised employment relationships and dependent self-employment.

9 1LO, Non-Standard Employment Around the World: Understanding challenges, shaping prospects, 2016
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enterprises’ average wages. Among low-paying enterprises, the gender pay gap can be negative, while
among enterprises that record average wages at the top 1 per cent, the difference in hourly wages
between men and women is about 50 per cent on average and higher than the gender pay gap observed
in the population (Figure 3).

Figure 3: The gender pay gap ranked by enterprise average wage (a) and by top occupational categories (b)

(a) The gender pay gap at enterprise level (b) By occupational category
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What is equal pay for work of equal value and why is it important to deal with it?

Equal pay for work of equal value is a principle enshrined in the Equal Remuneration Convention,
1951 (No. 100), which has been ratified by 173 States. Equal pay for work of equal value means that
equally qualified women and men should get equal pay when they perform the same or a similar job in
equivalent conditions. Equal pay for work of equal value also covers situations where women and men
do different work. When women and men carry out work that differs in content, involving different
responsibilities and demanding different skills or qualifications, and is performed under different
conditions, but is overall of equal value, they should be paid equally. This principle is critical to
women’s economic empowerment. Redressing the undervaluation of jobs typically performed by
women not only improves women’s economic autonomy, it also helps address occupational segregation
and other structural barriers that women face. While an overall gender equality policy is essential for
promoting equal pay, gender equality cannot be achieved without equal pay for work of equal value.°

Equal pay for work of equal value is also reflected in the 2030 Agenda for Sustainable
Development which was adopted by the summit of heads of State in September 2015 to frame the global
development agenda (2030 Agenda) for the coming years. This Agenda recognizes equal pay for work
of equal value as key to inclusive growth and poverty reduction. Within the Sustainable Development
Goal (SDG) 8, which calls for the promotion of sustained, inclusive and sustainable economic growth,
full and productive employment and decent work for all, a specific target 8.5 was established to achieve
full and productive employment and decent work for all women and men, including for young people
and persons with disabilities, and equal pay for work of equal value by 2030. Achieving target 8.5 will
also accrue to other relevant SDGs, namely Goal 1 to end poverty in all its forms everywhere, Goal 5
aimed at achieving gender equality and empowerment for all women and girls, Goal 10 aimed at
reducing inequalities within and among countries and Goal 16 aimed at promoting inclusive societies
(Annex I).

Differences in earnings between men and women are explained in part by observable factors,
such as education, work experience, hours devoted to paid employment, the sector of economic activity,
the occupation or the size of the enterprise. However, in all countries, a portion of the gender pay gap
remains unexplained after accounting for observable workers’ and jobs’ characteristics. This

1010, 98th Session, June 2009, Resolution concerning gender equality at the heart of decent work
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unexplained portion of the gender pay gap is equated with discrimination in pay or remuneration and
its size differs by country (Figure 4).

Figure 4: Mean gender wage gap before and after adjusting the total wage gap by human capital attributes, for a
selection of countries, latest years
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This suggests that gender stereotyping, social norms and institutions, the lack of pay transparency
and gender biases in the way in which wages are structured or fixed also play an important role in
determining pay differentials between men and women.

As mentioned, the principle of equal remuneration for women and men for work of equal value
has been widely endorsed, with over 90 per cent of ILO member States having ratified Convention No.
100. However, its application in practice has proven difficult, because of a lack of understanding of
what “work of equal value” is all about and what it entails, and yet, tackling discrimination in
remuneration is key to closing the overall gender pay gap.

Research has shown that gender pay equity needs to be pursued through a policy package that
promotes an inclusive and transparent labour market alongside the application of equal pay for work of
equal value.™ Legislation, which gives full expression to this principle and is effectively implemented
and enforced, is an essential measure. In South Africa, for example, the Government adopted and
published amendments to the Pay Equity Regulations with a view to implementing the Equal Pay for
Work of Equal Value principle; these amendments include criteria and methodology for assessing work
of equal value. A Code of Good Practice for implementing the regulations on pay equity was also
developed and published.

Gender neutral job evaluations, which help determine the value, free of gender bias, of female-
dominated jobs relative to male-dominated jobs, or the extension of the coverage of minimum wages to
those occupations, such as domestic work, or sectors in which women prevail, are additional means
whereby the underestimation of women’s work can be dealt with.?

Collective bargaining, through which employers’ and workers’ organizations determine the terms
and conditions of employment at the national, sectoral or enterprise level, also plays an important role
in addressing questions of equality and fairness, including in respect of pay.*® In Iceland, the signing of
a protocol between the social partners, as part of the 2008 and 2010 collective agreements, included a
commitment to promote gender equality through the introduction of a certification system for
companies, on gender equality and equal pay for work of equal value. Tripartite initiatives, involving
the government and the employers’ and workers’ organizations, such as the Tripartite Commission on
Equal Opportunities and Treatment in Employment (CTIOTE) in Uruguay, can contribute to promoting
the inclusion of gender equality provisions in agreements negotiated by the Wage Councils.

There is also a strong business case for implementing equal pay for work of equal value.
Women’s vital role in employment and economic growth is widely understood and their skills and talent
are necessary for the economic and social development of societies. The undervaluing of work
predominantly done by women and the under-utilization of women's skills is a lost resource for the
economy and for society at large. A fair remuneration for women results in more disposable income in
their pockets, which, in turn, translates in higher investments in their children’s education and health.
This, together with a better use of women’s skills, allows them to increase their contribution to national
societies and economies.

Pay systems that are transparent and value the entire workforce send positive messages about an
organization’s values and ways of working to staff and project a positive image for the company
externally. This can contribute to increased economic productivity within companies, nationally and
globally. Fair and non-discriminatory pay systems represent good management practice and contribute
to the efficient achievement of business objectives by encouraging maximum productivity from all
employees.

Employers that treat staff fairly may find an increase in productivity that comes from higher
morale and employee commitment and lower turnover. They may also find it easier to recruit and retain

11 OECD, Gender Gaps, How much longer, 2017, forthcoming.

2 1LO, Minimum wage policy guide at http:/ilo.org/global/topics/wages/minimum-wages/setting-machinery/lang--
en/index.htm

13 1LO: Labour Relations and Collective Bargaining, Issue Brief No. 4: Negotiating for Gender Equality, 2016
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a skilled workforce, including greater retention of women in work, sustaining or improving the
company’s reputation. Equal pay is also an important element in advancing women into leadership
positions in the organization. In some countries, providing equal pay for all employees will reduce the
risks of an equal pay claim, which can be costly, complex and time-consuming, involving:

Expensive legal fees;

Lost productivity;

Damaged employee relations and low staff morale;
Cost of tribunal decision; and

Loss of reputation.

Growing international momentum to accelerate progress in respect of equal pay for work
of equal value

There is a growing momentum and recognition globally of the need for concrete and coordinated
action to accelerate progress in making equal pay a reality, thereby contributing to women’s economic
empowerment.

At the November 2014 G20 Summit in Brisbane, leaders agreed to reduce the gender gap in
labour force participation by 25 per cent by 2025. Through its action for better quality of female
employment, the G20 leaders aim to substantially increase the quality of women’s earnings and thus
reduce the gender differences in pay.

The sixtieth session of the Commission on the Status of Women (CSW60) in March 2016 also
acknowledged the importance of equal pay for work of equal value and UN Women launched a global
call to action to galvanize multi-stakeholder commitment and action to advance this principle.

Also during CSW60, the first meeting of the Secretary-General’s High-level Panel for Women’s
Economic Empowerment (HLP) was held and its first report was released in September 2016, making
action-oriented recommendations on how government, business, employers’ and workers’
organizations, civil society and development partners can work together to improve economic outcomes
for women, including through equal pay for work of equal value. In March 2017 the second report of
the HLP focussed on transformative actions needed to advance women’s economic empowerment and
highlighted, among other matters, the need for laws to provide equal rights for women and men
including on equal pay.

Since the 1950s, the ILO has been promoting the ratification of Convention No. 100 and has been
assisting member States, which have ratified it, in its implementation. To this end, the ILO provides
advice on drafting or revising laws that promote equal pay for work of equal value; offers technical
advice to the social partners on how they can cooperate on, or negotiate through, collective bargaining
to address the gender wage gap; carries out capacity-building activities for competent national
authorities, enterprises as well as employers’ and workers’ organizations; and produces policy-oriented
reports and guides,'* including on gender-neutral job evaluation processes,'® or surveys of national
companies’ workplace policies aimed at supporting women in business, including through wage parity.
The next edition of the Global Wage Report (2018/19) — one of the ILO’s flagship reports — will review
trends in gender wage gaps across regions, sectors and selected occupations and examine relevant policy
trends and their impact.

The issue of equal pay between women and men for work of equal value is also a key component
of the ILO’s time-bound Women at Work Centenary Initiative. The Initiative was launched to take stock
of the status and conditions of women and to identify transformative action that promotes full and
lasting gender equality. It has three mutually reinforcing tracks: new research and data on the situation
of women at work and the obstacles to equality and empowerment, in partnership with key institutions
and academics; dialogues with the TLO’s constituents and relevant stakeholders with a view to

14 Martin Oelz, Shauna Olney and Manuela Tomei: Equal Pay: An introductory guide, ILO 2013
15 Promoting equity: Gender-neutral job evaluation for equal pay: A step-by-step guide, ILO, Geneva, 2008
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identifying and implementing the innovative policy action needed; and advocacy and support in the
implementation of the action identified. The International Labour Conference in June 2017 called upon
the ILO to continue promoting active participation of all member States and the social partners in multi-
stakeholder partnerships to achieve equal pay for work of equal value.®

Relevant international binding standards and other Ratifications,
Instruments Adherents
ILO Equal Remuneration Convention, 1951 (No. 100) 173
ILO Discrimination (Employment and Occupation) Convention, 175
1958 (No. 111)

UN International Covenant on Economic, Social and Cultural 165
Rights, 1966 (Article 7i)

UN Convention on the Elimination of all forms of Discrimination 189
against Women, 1976 (Article 11d)

ILO Part-Time Work Convention, 1994 (No. 175) 17
ILO Domestic Workers Convention, 2011 (No. 189) 24
OECD Recommendation on Gender Equality in Education, 40
Employment and Entrepreneurship, 2013

OECD Recommendation on Gender Equality in Public Life, 2015 35
ILO Workers with Family Responsibilities Convention, 1981 (No. 44
156)

ILO Maternity Protection Convention, 2000 (No. 183) 34

The OECD has also contributed to global efforts to raise standards and norms on women’s labour
force participation, which will have positive spill-over effects for the gender wage gap. The 2013 OECD
Recommendation of the Council on Gender Equality in Education, Employment and Entrepreneurship
mirrors this aim as it notably recommends that the principle of equal pay for equal work or for work of
equal value is respected in collective bargaining and/or labour law and practice.

Additionally, the OECD’s 2015 Recommendation of the Council on Gender Equality in Public
Life promotes a government-wide strategy for gender equality reform, sound mechanisms to ensure
accountability and sustainability of gender initiatives, and tools and evidence to inform inclusive policy
decisions. The Recommendation promotes a “whole-0f-society” approach, calling for flexibility,
transparency and fairness to ensure fair pay and equal opportunities for women and men with a mix of
backgrounds and experience. The 2013 and 2015 OECD Recommendations provide not only
governments, but also parliaments and judiciaries, with clear, timely and actionable guidelines for
effectively implementing holistic gender equality and gender mainstreaming initiatives, and for
improving equal access to public leadership for women and men from diverse backgrounds.

In the context of the 2030 Agenda for Sustainable Development, a Global Indicator Framework
has been established to measure progress towards achieving the SDGs at the local, national, regional,
and global levels. The indicator framework will turn the SDGs and their targets into a management tool
to help countries develop implementation strategies and allocate resources accordingly, as well as a
report card to measure progress towards sustainable development and help ensure the accountability of
all stakeholders for achieving the SDGs. Each indicator has one or several custodian agencies
responsible for collecting data and reporting.

16 1O, 106th Session, June 2017, Proposed resolution concerning the second recurrent discussion on fundamental principles
and rights at work



The ILO is the custodian agency responsible for the indicators of target 8.5:

e 8.5.1 Average hourly earnings of female and male employees, by occupation, age and persons
with disabilities
e 8.5.2 Unemployment rate, by sex, age and persons with disabilities

EPIC will build upon these commitments, tools and evidence that show why tackling gender
wage gaps, by also removing discrimination in pay, is the right thing to do to protect women’s economic
rights and makes sense for economies.

Addressing the challenge and seizing the opportunities through EPIC
Why a Coalition?

The process leading to the formulation of the SDGs has fostered an understanding that strategic
multi-stakeholder coalitions are required for their successful implementation. Target 8.5 is bold and
ambitious and requires an equally bold and ambitious partnership to meet it. EPIC is built on the
recognition that no single actor can solve this challenge alone and that efforts can be accelerated through
leveraging expertise across a diverse range of stakeholders. EPIC acknowledges the fundamental
importance of country ownership, alignment with national priorities, harmonization, managing for
results and mutual accountability among partners. It does not aim to replace existing partnerships but
rather multiply their outreach and impact, providing a framework within which existing initiatives and
organizations can connect and reinforce each other.

What will EPIC do?

The parties committed to EPIC will work together at the global, regional and national levels to
support governments, employers and workers and their organizations, and other stakeholders, to make
equal pay between women and men for work of equal value a reality, and reduce the gender pay gap.
This will be supported through research and data collection, advocacy, knowledge sharing, capacity
building, technical advisory services, data analysis and monitoring. Improving the collection of sex-
disaggregated data on earnings and clarifying the merits and demerits of different methods to measure
the gender pay gap are key to informing policy action and assessing its effectiveness.

The innovative work of EPIC will contribute significantly to challenging some of the main
assumptions reinforcing gender pay gaps, by strengthening the evidence base for policy action, sharing
good practices and lessons learned, promoting the business case for change in favour of gender equality,
and by investing in initiatives already proven to lead to positive results.

Recognizing the complexities of national contexts EPIC will work with countries to assist in their
progression to achieving equal pay for equal value of work.

Together with global advocacy to challenge stereotypes and social norms and outreach initiatives
to support social justice, EPIC will leverage and support targeted initiatives in a number of countries
based on ongoing work of parties committed to the Coalition. Activities will include analysis of
opportunities and challenges at the national level and participatory consultations with constituencies
whose engagement and action are key for sustainable transformation.

While the ultimate goal of EPIC would be to achieve equal pay for work of equal value, and as
such reduce the gender pay gap, it is recognized that different countries will be starting from a different
base, but that all of them need to move progressively towards this goal.
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Composition of a Coalition

Led by the ILO, UN Women and the OECD, EPIC will be an inclusive initiative of committed parties.
These will include government entities such as ministries responsible for labour and employment as
well as ministries responsible for Gender equality or Family affairs, national statistical offices, national
and international employers’ and workers’ organizations, relevant UN agencies, development partners,
the private sector, civil society organizations, and academia. The Coalition will be supported by the
Equal Pay Platform of Champions launched in March 2017 during the sixty-first session of the
Commission on the Status of Women, made up of influential individuals who, in their personal
capacities, will advocate equal pay in their spheres of influence. The members of the platform will play
a valuable role in contributing to EPIC’s broad awareness raising on the issue of equal pay for work of
equal value and visible political advocacy campaign.

The building blocks

EPIC will engage in coordinated and coherent action at the global, regional and national levels
to support governments, employers and workers and their organizations, and other stakeholders, to
make equal pay between women and men for work of equal value a reality, and reduce the gender pay

gap.
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More gender equal and inclusive world of work.

To achieve equal pay between women and men for work of equal value by 2030.

> Reduced national and global gender pay gaps, especially the portions of the pay gap due to
discrimination in pay;

» Demonstrated efforts and results by private sector to implement equal pay initiatives;

> Systems established or strengthened to monitor progress in closing the gender pay gap at
the global, regional and national levels;

> Improved national equal pay legislation and strengthened enforcement mechanisms and
access to remedies in line with international good practice;

Y

Increased awareness and greater engagement of the ILO and UN constituents and other
key stakeholders at the global, regional and national levels on equal pay;

Universal ratification of ILO Equal Remuneration Convention, 1951 (No. 100);
Increased media coverage on the equal pay;
More empirical evidence and data available on the benefits of equal pay;

YV V V V

Strengthened national capacity to formulate and implement policies and practical measures
to close the gender pay gap.

Short term Vision

While EPIC’s long term vision should be ambitious, its short term vision is grounded in realistic and
concrete action which would serve as building blocks for the future. Peers-to-peers experience and
policy exchanges, advocacy, knowledge sharing, peer-reviewed research and robust data and statistics
are considered priority focus areas for EPIC. The work plan for EPIC’s first year of activity will be
implemented by parties committed to EPIC, in collaboration with the Secretariat. EPIC"s proposed plan
of work (2017-2018) will include:

e First meeting of EPIC"s Stakeholders in Berlin (23rd August 2017)

e Launch of EPIC at the United Nations General Assembly on 18" September 2017

e Regional high level advocacy events

e Sub-regional high level consultations on equal pay for work of equal value

e Trainings on equal pay for work of equal value held at the International Training Centre of the
ILO in the context of regular Gender Equality at Work Academies

e Global wage report on 2017/18 on Gender Wage Inequalities

e Guide on Gender Equality and Collective Bargaining

e Operationalization of EPIC's communication, business engagement and resource mobilization
strategies

12



Long term Vision

EPIC’s work plan is aligned with the 2030 Development agenda, and with the Coalition’s long term
mission which is to achieve equal pay between women and men for work of equal value by 2030.

At the GLOBAL level, parties committed to EPIC will:

o Raise awareness on the importance of equal pay for work of equal value and how to achieve
it;

e Accelerate progress on key areas through documentation and dissemination of good practices;

e Monitor and disseminate trends on key indicators of the gender pay gap; and

o Organize global conferences to share experiences, monitor progress and ensure renewed
commitment to the issues.

Global level building blocks

e A communications and advocacy campaign
e A knowledge-sharing platform

e Equal pay conferences
A communications and advocacy campaign

Communication tools will include dedicated webpages, media and social media campaigns and
proactive participation in high-level events, conferences and seminars across the globe. An example of
this is a pro-bono online campaign #StopTheRobbery which was launched by UN Women at CSW6L1.
The campaign aimed to raise awareness about unequal pay.

EPIC’s communications and advocacy campaign will also be supported by the Equal Pay
Platform of Champions. The Champions will join forces with parties committed to EPIC to raise
awareness of the principle of equal remuneration for work of equal value and its implications, advocate
for increased political support and proactively reach out to policymakers, thought-leaders and decision-
takers, with a view to achieving equal pay for work of equal value.

The media will be engaged with EPIC to promote its objectives and to disseminate information
to the wider public, including on the gender pay gap and good practices and other proactive measures
needed to achieve the target. It will assist with the development of meaningful messages/actions for a
global advocacy plan that will focus on broad universal elements of the equal pay and related issues
that can be concretized in stakeholder commitments. The media campaign will maintain the focus on
advocacy and will ensure:

e Awareness raising and global political attention to the issue, including ratification of ILO
Equal Remuneration Convention No. 100 for non-ratifying member States;
¢ Visibility and momentum of the issue through:
o Intense global media outreach through various channels including social media;
o Regional consultations to advocate and gain commitment for the work of EPIC;
o Milestone events throughout the year; and

o Champions’ advocacy in their individual capacity in their constituencies/field of
influence

13



A knowledge-sharing platform

The parties committed to EPIC will develop a knowledge-sharing platform which will be an online
tool providing a gateway to up-to-date knowledge and information on equal pay for work of equal
value and objective job evaluations, such as the ILO’s NORMLEX, which brings together national
labour laws and comments of the ILO's supervisory bodies on the application of Convention No. 100;
the OECD Gender Portal and its Social Institutions and Gender Index (SIGI), an interactive online
platform which includes indicators on laws, attitudes and norms around workplace discrimination,
including on equal pay for work of equal work. The SIGI is an SDG 5.1.1 official data source

EPIC’s knowledge-sharing platform will facilitate an exchange of information, trends, lessons
learned and good practices on what works and how. It will promote interregional and cross-country
sharing of knowledge and experience, capacity building and peer learning — including through South-
South and triangular cooperation mechanisms.

Equal pay conferences

The parties committed to EPIC will take part in an Equal Pay Conference at least every four years
under the auspices of one of the committed parties, to develop and share innovative interventions for
accelerated action, as well as to focus policymakers’ attention on the issue. The findings and
recommendations of the trends analysis report will be presented during the Conference and will guide
EPIC’s strategy and work plan for the next period.

At the REGIONAL level, parties committed to EPIC will:

e Engage in political dialogue to secure commitment for the issues on regional agendas; and
o Facilitate exchanges within and among regions to expand knowledge and share good
practices.

Regional level building blocks

e Political dialogue
e Regional exchanges

Political dialogue

The parties committed to EPIC and Champions, as needed, will engage with relevant regional
bodies and stakeholders to secure political commitment for reducing the gender pay gap in the
respective regions. Clear manifestations of political commitment could be the development of regional
equal pay initiatives, and the hosting and organizing of inter and intra-regional knowledge-sharing
conferences.

Regional exchanges

The parties committed to EPIC will facilitate exchanges within and between different regions to
expand knowledge sharing and improve the effectiveness of initiatives, with a view to fostering
collaboration among like-minded countries.
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At the NATIONAL level, parties committed to EPIC will, upon the invitation of governments:

Examine solutions to addressing legislative gaps, including effective access to remedies;
Review where maternity, paternity, parental and childcare policies could be strengthened;
Examine gender biases in existing wage structures;

Support capacity building for responsible institutions, including monitoring and enforcement
mechanisms;

Research, analyse and disseminate relevant data on the gender pay gap; and

e Promote the use of gender neutral job evaluations to compare and ascertain the “value” of
different jobs.

National level building blocks
An integrated approach towards implementing National Action Programmes

e National Action Programmes developed or strengthened in implementation to achieve:
o Improved national legislation;

Strengthened enforcement mechanisms;

Capacity building; and

Gender-neutral job evaluations.

o O O

National Action Programmes

Through the strengthening of existing gender equality action programmes, or the development
and implementation of National Action Programmes through development cooperation projects,
technical assistance, South-South, North-North and triangular cooperation, parties committed to EPIC
will engage with national authorities, in particular ministries of labour, ministries of gender, employers’
and workers’ organizations, national statistical offices, UN country teams, academic institutions and
research bodies, to provide technical assistance in required areas, subject to available resources. Areas
include labour law reform, engagement with statistical offices for the monitoring and analysis of the
gender pay gap, capacity building for labour inspectors, national statistical offices, the establishment of
national mechanisms, training for employers and trade unions on the implementation of gender neutral
job evaluation, inter alia and as needed.

While considerable progress has been made in giving full legislative expression to the principle
of equal pay for men and women for work of equal value, several countries continue to have legislation
that is narrower than required under Convention No. 100. National legislation should not only provide
for equal remuneration for equal, the same or similar work, but also address situations where men and
women perform different work that is nevertheless of equal value. However, giving legislative
expression alone will not be sufficient to achieve target 8.5. It is also important that an effective system
of monitoring and enforcement as well as proactive measures are in place, including codes of conduct,
equal pay plans, pay equity schemes, pay equity councils, and pay valuation guides, among others.

Indicators of success

EPIC’s Steering Committee will agree upon the targets and measurement for each of the
indicators of success. The key indicators of success of this Coalition will be:

1. Reduced gender pay gap

The gender pay gap varies from country to country, and between different sectors within a
country. While many countries have made progress in reducing the pay gap, in others it has stagnated
for many years, or even increased. The examination of trends in the gender pay gap and its structure
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may provide an indicator of the impact of relevant legislation, institutional mechanisms, and anti-
discrimination and equality policies and practices on pay equity.

Policies to promote the better sharing and valuing of care work, both paid and unpaid, can also
help to reduce gender wage gaps. In this regard, more determined efforts to eliminate direct and indirect
discrimination and to embed the principle of equal opportunity and treatment between women and men
in laws and institutions constitute a key first step. Further progress can be made by promoting equal
remuneration for work of equal value through wage transparency, including gender-neutral job
evaluation, training and awareness-raising.

2. Demonstrated commitment to achieving equal pay

A mix of efforts are required if equal pay is to become a reality. A public commitment by
governments, employers’ and workers’ organizations and the private sector to prioritizing pay equity
through the following:

Governments

Ensuring legislation is in line with ILO Convention No. 100;
Introducing pay transparency policies;

Establishing national minimum wages;

Establishing National Tripartite Equal Pay Bodies;
Collecting data on wages;

Monitoring compliance through labour inspection.

Employers’ and workers’ organizations

o Raising awareness among their membership;
e Promoting collective bargaining in the workplace;
e Providing training to its members.

Private Sector

e Conducting an annual company-wide gender pay analysis across occupations;

o Reviewing personnel processes to reduce unconscious bias and structural barriers;

o Embedding equal pay efforts into broader enterprise-wide equity initiatives;

o Pledging to identify and promote other good practices to close the wage gap;

e Conducting gender neutral job evaluations; and

e Introducing new measures to incentivize staff at all levels to address discriminatory
practices in the workplace, including the gender wage gap.

3. Universal ratification of relevant international labour standards

To date all but 14 of the ILO’s 187 member States have ratified Convention No. 100. Reports
from most of these countries indicate that the ratification process is either under way or under
consideration. Universal ratification is almost a reality, and only in cases where there is an existence of
political instability or the need for major legislative reform, is this considered a challenge.
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