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Obligations and Clarifications for Sri Lanka after Ratification under C190 / R206 / ILO Constitution 

C190, Articles 1 
& 2 ILO 
Constitution, 
Articles 19 & 22 

 Must give effect to the Convention in law and in practice, not merely through policy statements 
or administrative circulars.  

 Compliance is assessed through the ILO supervisory system, not by domestic self-assessment. 

C190, Article 
4(1)–(2) R206, 
paragraphs 1–3 

 Adopt laws and regulations that explicitly prohibit violence and harassment in the world of 
work, including gender-based violence and harassment.  

 The prohibition must reflect a zero-tolerance approach and address both prevention and 
response, not only punishment after harm occurs. 

C190, Article 
2(1)–(2) C190, 
Article 3(a)–(f) 
R206, 
paragraphs 4–6 

 Protection must extend to all workers, including those in the public and private sectors, the 
formal and informal economy, and workers regardless of contractual status (permanent, 
temporary, casual, trainees, apprentices). 

  Coverage must apply to the entire “world of work”, including workplaces, work-related travel 
and training, employer-provided accommodation, and work-related communications, including 
digital spaces. 

C190, Article 
4(2) C190, 
Article 9(a)–(d) 
R206, 
paragraphs 7–9, 
23–25 

 Ensure preventive measures are in place, including requirements for employers to adopt 
workplace policies on violence and harassment, identify and mitigate risks (including 
psychosocial risks), and provide information and training to workers and management.  

 Prevention measures must be gender-responsive and address power imbalances and structural 
inequality in workplaces. 

C190, Article 
10(a)–(c) R206, 
paragraphs 12–
16 

 Ensure access to safe, fair, and effective complaint and dispute-resolution mechanisms. 
Procedures must ensure confidentiality, due process, and accessibility.  

 Effective remedies must be available and may include sanctions against perpetrators, 
compensation or other relief for victims, and restoration of employment-related rights. 

C190, Article 
10(b) R206, 
paragraphs 14–
15 

 Workers who report violence or harassment, act as witnesses, or assist in proceedings must be 
protected against retaliation and victimisation, including dismissal, transfer, demotion, or other 
adverse treatment.  

 Protection must apply before, during, and after complaint and enforcement processes. 

C190, Article 
10(d)–(f) R206, 
paragraphs 18–
22 

 Ensure effective enforcement, including labour inspection or other competent authorities, and 
sanctions that are effective, proportionate, and dissuasive.  

 Authorities responsible for enforcement must have clear mandates, adequate powers, and 
appropriate training on violence and harassment issues. 

C190, Article 
4(3) C190, 
Article 6 R206, 
paragraphs 3, 8, 
10 

 Measures to implement C190 must be developed in consultation with workers’ and employers’ 
organisations.  

 Trade unions must be enabled to participate in policy formulation, prevention strategies, and 
support for workers in complaint and enforcement processes. 

ILO Constitution, 
Article 22 

 Sri Lanka must submit periodic reports to the ILO explaining how C190 is implemented in law 
and in practice, including legislative measures adopted and difficulties encountered.  

 These reports are examined by the Committee of Experts on the Application of Conventions and 
Recommendations (CEACR). 

ILO Constitution, 
Articles 23–24 
R206, paragraph 
1 

 Worker and employer organisations may submit observations to the ILO on Sri Lanka’s 
compliance.  

 The CEACR may issue Observations (public and serious concerns) or Direct Requests (technical 
clarifications).  

 Persistent non-compliance may be examined at the International Labour Conference by the 
Committee on the Application of Standards. 

C190, Article 4 
ILO supervisory 
practice 

 Ratification does not permit non-compliance on the basis of administrative inconvenience, lack 
of capacity, or resource constraints alone.  

 Existing laws and practices must be reviewed and amended for full compliance. 

 


