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Foreword

In May 2005, the Government of the Hashemite Kimgdaf Jordan launched the Global
Campaign on the Extension of Social Security fdr tirough which it expressed its

intention of extending social security to a widange of the population and to extend its
scope to further social security branches. In aaditit signed in August 2006 the ILO

Decent Work Country Programme which included amotigers the examination of the

feasibility of setting up a maternity insuranceestie in Jordan.

In this context the Minister of Labour invited tHeO to undertake a feasibility study on
the establishment of a maternity benefit scheméondan, focusing on the provision of
cash benefits during the maternity leave periog Director General of the ILO assigned
a team comprising Ms. Ursula Kulke, Co-ordinator &tandards and Co-ordinator for
Arab States, Social Security Department, ILO Gepewrad Mr. Gilles Binet, Senior
Actuary, Social Security Department, ILO Geneva,this task, and they accordingly
undertook a mission to Jordan from 5 to 10 Oct@886 in order to gather information for
the preparation of this study. Additional infornaetiand valuable comments were received
from the Advisory Committee to the Working Womemgpartment of the Ministry of
Labour of Jordan upon submission of a first drathe study in April 2007.

According to the ILO, maternity protection prograesncomprise, in addition to cash
benefits during the maternity leave period, medazke benefits, employment protection
provisions, provisions for the protection of thealie of the mother and the unborn child
and provision for reasonable breaks in the workimg for nursing mothers. At this stage,
however, in accordance with the request of the @wwent, this Report focuses
specifically on maternity cash benefits.

During its mission to Jordan, the ILO mission hebdensive discussions with H.E. Dr.
Basem Khalil Al Salem, Minister of Labour, H. E..diad Fariz, Deputy Prime Minister
and Minister of Finance, Ms. Etaf Halasseh, Directiothe Working Women Department
of the Ministry of Labour and her staff and wittetAdvisory Committee of the Ministry
of Labour, which consists of Government represergst representatives of employers’
and workers’ organizations as well as represemsatof the civil society, as well as with
Dr. Omar Al-Razzaz, Director of the Social Secur@@prporation and his staff and
representatives of employers’ and workers’ orgdiona of Jordan.

The discussions held during the mission pointed atdwstrong support for the
establishment of a maternity insurance scheme idafo However, it should also be
mentioned that a few stakeholders expressed solmetanece, as they were afraid that
putting in place such a scheme could become totlycds addition, the majority of
stakeholders expressed a strong interest in dewpehieir knowledge of maternity
protection so as to be able to establish a schehiehwvould correspond to worldwide
best practices and international standards.

The recommendations set out in this Report aredbasghe information gathered during
the mission, comments provided by the Advisory Cattem to the Working Women'’s
Department of the Ministry of Labour of Jordan upgubmission of a first draft, data
provided by the Social Security Corporation Jorddog relevant ILO social security
Conventions and worldwide agreed principles, a$ ageinternational best practices.

Data referred to in this Report is from Oeun, ard® Trujillo, G. 2005Maternity at work,
A review of national legistion (Geneva, ILO)Social Security Programs Throughout the
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World: Africa, 2005; Social Security Programs Throughout the Worlthe Americas,
2005; Social Security Programs Throughout the WpAdia and the Pacific, 200&ocial
Security Programs Throughout the WorlEurope, 2006, Maternity protection at work:
Revision of the Maternity Protection Convention (Red), 1952 (No. 103)and
Recommendation, 1952 (No. 933eport V(1), International Labour Conference!"87
Session, Geneva, 199™troduction to Social Securitylnternational Labour Office,
Geneva. 1989; Humblet, M.; Silva., R. 20(®andards for the XXlst century — Social
Security (Geneva, ILO); and from information on web sidssch as theMaternity
protection databaseavailable from the ILO Conditions of Work and Emghent
Programme’s website: http://www.ilo.org/public/elsblprotection/ condtrav/ database/
index.htm or from the Australian Council of Tradenibhs (ACTU) web side,
http://www.actu.asn.au/public/papers/matleave. ®ble information was also taken from
the ILO ReportSocial Security in Fiji, Kiribati, Samoa, Solomasidnds and Vanuatu:
Extending Maternity Protection in Pacific Island @uries ILO Suva, Fiji, 2006.

The author of this Report is Ms. Ursula Kulke, Gdipator for Standards and Co-
ordinator for Arab States, Social Security DeparttndLO Geneva. Mr. Gilles Binet,
Senior Actuary, Social Security Department, ILO &encompiled the calculations with
the assistance of Mr. Charles Crevier, Junior Agtu§ocial Security Department, ILO
Geneva. The author wishes to acknowledge the goédand continuous support provided
by Ms. Mary Kawar, Senior Employment Specialist, @imgment Department, ILO
Geneva, who initiated this project with the Mimstof Labour of Jordan. Valuable
comments were also provided by colleagues fronibeal Security Department and the
International Labour Standards Department of thf@.fLMs. Ana Mendez, Social Security
Department, ILO Geneva, provided administrativepsup

This report is the result of a joint effort betwettie Government of Jordan and the ILO
Social Security Department who provided technicsdistance and the ILO Regional
Office for Arab States who financed the mission#sf Kulke.

! The documents “Social Security Programs ThrouglibetWorld” are published by the Social
Security Administration of the USA, Office of Palic Office of Research, Evaluation, and
Statistics, and the International Social Securisgdciation, Geneva.

2 Krzysztof Hagemejer, Policy Co-ordinator, and Jo¥eodall, Co-ordinator for Asia, both Social
Security Department, ILO Geneva, and Kroum Markbegal Officer, International Labour
Standards Department, ILO Geneva.
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Executive Summary

At present, the Jordanian Labour Code provideshierfull cost of paid maternity leave to
be borne by employers. It has been noticed thdt augrovision leads to the adoption by
some employers of discriminating employment prastiagainst female workers, based on
the fact that the employer has to pay the cosheir tmaternity pay. There is no similar
cost when employing male workers. Accordingly, t®vernment is considering
alternative methods for the financing of prescripa@l maternity leave periods.

This Report looks at the feasibility of implemeigtia maternity cash benefits scheme and
thus extending the effective scope of the currextias insurance programme in the
Hashemite Kingdom of Jordan, in accordance withstéyg legal commitments. The
Report focuses on the nature and coverage of paidrnity leave. Based on consultations
with Jordanian stakeholders (Ministry of Labour,nMtry of Finance, Social Security
Corporation and the Advisory Committee to the WiogkihWomen's Department of the
Ministry of Labour, Employers’ and Workers’ Orgaatti®ns) and taking into account the
relevant maternity protection provisions under th@rent Labour Code, it aims at
providing a sound basis for decision making regaydihe establishment of a fair and
affordable maternity protection scheme in Jordan.

Part | discusses the purpose of maternity cash fierschemes and examines the
advantages of such schemes for women workers, dabatkets and societies as a whole.
In this respect, the differences between matewdsh benefits schemes provided through
social security and individual employers’ liabilisghemes are examined. The nature and
coverage of maternity cash benefits schemes inrgkaiee discussed, and a comprehensive
overview provided of relevant policies in countrigis over the world. Although, self-
evidently, women alone can receive benefits payibla such a scheme, it is considered
important that coverage, and therefore contribstiahmould be attributed alike to men and
women members of the general social security systdns is for several reasons, one of
which is the recognition of childbearing as an stmgent on behalf of theociety as a
wholein its future human capital; another is the needrsure that contribution liabilities
do not in themselves offer a reason to discriminagdween women and men in
employment opportunities. This Part includes afbc@mmentary on international best
practices and describes the international Conwvesitiadopted in this field, mainly
comprised of the ILO Social Security (Minimum Starak) Convention (No. 102)and

the ILO Maternity Protection Convention, 2000 (N83).*

Part 1l looks at the present situation in Jordanparticular with regard to existing paid
maternity leave provisions, existing social segypitovisions and their administration, and
further provides an in-depth analysis of the pabsés for establishing a new maternity
cash benefits scheme in Jordan. It examines diffesptions relating to the coverage of
the new scheme, different possibilities regardimg length of the maternity leave period

¥ As of January 2007, Convention No. 102 was ratifley 42 countries: Albania, Austria,
Barbados, Belgium, Bolivia, Bosnia and HerzegoviDamocratic Republic of the Congo, Costa
Rica, Croatia, Cyprus, Czech Republic, Denmark,aou, France, Germany, Greece, Iceland,
Ireland, Israel, Italy, Japan, Libyan Arab JamahiriLuxembourg, The former Yugoslav Republic
of Macedonia, Mauritania, Mexico, Netherlands, Mjgeorway, Peru, Poland, Portugal, Senegal,
Serbia, Slovakia, Slovenia, Spain, Sweden, Swinpel]l Turkey, United Kingdom, Bolivarian
Republic of Venezuela.

* Convention No. 183 was ratified by 13 countriesbahia, Austria, Belarus, Belize, Bulgaria,
Cuba. Cyprus, Hungary, Italy, Lithuania, RepublicMoldova, Romania and Slovakia. In addition,
there are 40 countries which have ratified Coneenho. 103, but not yet Convention No. 183.
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and the amount of cash benefit, as well as qualfytonditions and conditions for
entittement to the maternity cash benefit, takimg iaccount the national context of Jordan
as well as international standards and best pescticorldwide. In addition, the most
advantageous option for administering the propossd maternity cash benefits scheme is
identified.

Part 1l further provides cost estimates for thealgiishment of the proposed new
maternity cash benefits scheme, according to fifferdnt membership scenarios, and two
possible benefit periods (10 weeks and 12 weeklslyeasing the various coverage options
available, which relate to:

(A) coverage of all employees covered by the currebhbuaCode;

(B) coverage of all employees covered by Social Secuatv No. 19 (2001), with the
exclusion of Government employéges

(C) coverage of all employees covered by the currebbuaCode and all Government
employees;

(D) coverage of all employees covered by Social Secudiv No. 19 (2001), and all
Government employeesnd

(E) coverage of all employees covered by Social Sgcluatv No. 19 (2001), including
all Government employees covered by Law No. 191200

Cost projections have been made for each of theseasos, and for the two possible
benefit periods of 10 and 12 weeks. Out of thesmatos,Scenario E with a benefit
period of 12 weeks is favoured by the ILO for immatation purposes and in conformity
with the requirements of Convention No. 102. Tipisoo also appears to be preferred by
the Jordanian stakeholder@n this basis, from its outset (which it is assumditi be in
2008), coverage would be extended to approximately 705,6fl0ate sector and
Government employees, out of which approximately4B® would be female employees.
The cost projections fdBcenario E based ora benefit period of 12 weekimdicate that
the costs could be met in the first year by a to&ilcontribution rate 03.67 per cent of
employees’ gross earningso be divided in the ratio 2:1 between employarsd
employees.

Covered Population - Covered Women under Scenario E

The coverage projections for Scenario E indicate that the proposed new scheme would cover from its
outset (2008), approximately 705,600 employees and civil servants, out of which approximately 180,500
would be female employees and female civil servants.

Cost Projections for Scenario E with a Benefit Period of 12 Weeks

The cost projections for Scenario E, based on a benefit period of 12 weeks, indicate that the costs could
be met in the first year by a total net contribution rate of approximately 0.67 per cent of employees’ gross
earnings, to be divided in the ratio 2:1 between employers and employees.

However, reflecting its deep commitment to socedwity coverage of all workers, the
ILO would encourage the Government to progressieatend coverage under the new

® Government employees in this context includeiall servants and military personnel.
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maternity cash benefits scheme to all employee&ingin enterprises with less than five
employees. The provision of maternity cash bendfitall female employees in those
enterprises represents an important incentive figol@yers of small enterprises, even in
difficult conditions, to hire young women as theillwot have to bear the costs of wage
replacement during their female employees’ matgrgiive period. Such initiative will
thus constitute an important step to combat digodtion between men and women at the
workplace. The extension of maternity cash bene@itenterprises with less than five
employees should preferably be carried out in tbatext of extending the general
coverage of Social Security Law No. 19 (2001) tohssmall enterprises.

In view of the above, the Report concludes that itlieoduction of a maternity cash
benefits scheme in Jordan, for all those employethen and Government employees
covered by Social Security Law No. 19 (2001) appedar be feasible and financially
sustainable, while conforming with the relevant Ilg0cial security Conventions (in
particular Convention No. 102) and worldwide besicfices.

Annex 1 presents an overview of policies governimaternity cash benefits schemes of
representative countries from the different worgjions. Annex 2 sets out the costing
methodology and provides a detailed estimate ofinldecative costs of maternity cash
benefits in Jordan, based on a calculation modedldped for such purposes.

It should be pointed out that the demographic amehtial results presented in the present
report must be interpreted with great care in vidthe inherent uncertainties contained in
the database used to make such calculations. Azéisent report deals with the setting up
of a new scheme and possibly new population gréoigse targeted, there is an obvious
lack of reliable data to base the ILO projections Bhe financial calculations should be
revisited at least one year after the inceptiorthef new scheme and a proper database
should be developed as the experience unfolds

Lastly, it should also be emphasised that all issaised in this Report need to be carefully
analysed, discussed and agreed upon by the Jondata&eholders. The ILO is well
prepared to assist the Government in the futureldpment of the proposed maternity
cash benefits scheme, in particular through detadlesting of the scheme, drafting of
relevant legislation or amendment and revision ofisteng legislation and the
implementation of the administrative processes.
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Establishing a Maternity Cash Benefits Scheme
in the Hashemite Kingdom of Jordan

Part I.

The Nature of Maternity Cash Benefits Schem es

1. General information on maternity cash benefitss  chemes
and ILO Conventions and Recommendations

1.1 Introduction

Maternity protection schemes are recognized as ssen#ial prerequisite for the
achievement of women'’s rights and gender equalitth the right to maternity protection
enshrined in International Human Rights InstrumeKiésg. International Covenant on
Economic, Social and Cultural Rights, 1966), iretnfitional Labour Conventions (e.g.
Conventions No. 3, No. 102, No. 103, No. 183) amdhie national legislation of most
countries around the world. In 1975, ILO membetedtadopted a Declaration on Equality
of Opportunity and Treatment for Women Workers espmg the belief that equality of
opportunity and treatment of women requires theiaktion of maternity as a source of
discrimination and the protection of employment idgr pregnancy and maternity.
Furthermore, in 2004 at the "92nternational Labour Conference, ILO member States
adopted a resolution calling on all governments andial partners to, among other
objectives, provide all employed women with accessnaternity protection, to develop
gender sensitive social security schemes, andotmgte measures to better reconcile work
and family life. Maternity protection in employmeist also an important cornerstone to
achieving Millennium Development Goals 3 (Genderudity), 4 (Reducing Child
Mortality) and 5 (Improving Maternal Health).

Maternity leave supported with cash benefits is ohéhe crucial elements of maternity
protection. The global consensus on the importafigeid maternity leave is reflected in
the fact that some maternity provisions exist im lggislation of virtually all countries. All
developed countries and many developing countreage hn place maternity insurance
schemes designed to cater for the needs of womekevgowho give birth to children.
Children represent the future for any nation aretdfore the financial support of women
during their maternity leave period should be se®a worthwhile investment for society.

The recent period has seen some increases in riateenefit schemes, especially in the
adoption of provisions for maternity and parentahve in a number of developed
countries. Currently the most extensive coveragenafernity cash benefits schemes is
mainly found in European and Central Asian coustead in the AmericaSIn the Arab
region, however, developments in maternity benafiisemes have tended to lag behind
changes elsewhere.

The data referred to in this Report are the laeailable from Social Security Programs
Throughout the World, and the 2005 ILO publicatMaternity at Work or from national
social security websites. In some cases, the ratimegramme details may have changed
from the time the material cited in this Report waede available.

® Reference to those regions is based on the IL@mabadministrative structure.
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1.2

1.3

Objectives of maternity cash benefits schemes

The need for cash maternity benefit has been réoegiy all ILO member States. Cash
benefits provided during maternity leave are inezhdo replace a portion or all of the
income lost due to the interruption of the womapisfessional activity. Without such
financial support, the woman's loss of earningsrduher absence on leave, coupled with
increased expenditures associated with pregnaraiatt, would pose financial hardship
for many families. Under those conditions, womeghhifeel compelled to return to work
before their entittement to leave was exhausted smahetimes, before it was medically
advisable to do so. Cash maternity benefit is #rughdispensable means of protecting the
health of any woman-wage earner and her child. mbéner’s right to a period of rest
before and after delivery with the adequate finansupport, together with the guarantee
of being able to resume work after the break amssary tools for the reconciliation of
women’s work and family responsibilities. The maiharacteristics of maternity cash
benefit schemes may thus be summarized as follows:

. the provision of a period of leave from paid eoywhent for mothers to move
through the later stages of pregnancy and to redowa childbirth and to look after
the baby;

. the provision of income replacement for the p&d such leave, and
. the protection of the employment of the women keos concerned and the

guarantee that the same job or an equivalent jobbearesumed on return from
maternity leave.

Maternity cash benefits schemes versus
employer liability schemes

Maternity cash benefits schemes provide incomeaogphent during the maternity leave
period provided by social insurance schemes amhéied through insurance contributions
or general revenues or a combination of both. Eygpléability schemes, on the contrary,
oblige ;ndividual employers to directly pay wag@leement during the maternity leave
period.

According to worldwide experience, employer lidlpilschemes often work against the
interests of women workers, as employers may tlereluctant to hire women who may
become pregnant, or who are pregnant, or may sefikd reasons to discharge pregnant
employees in order to avoid the costs of payingitage replacement during the maternity
leave period. Also, compliance with individual ey@r liability schemes is often
problematic, particularly in developing countrigghere employers often do not pay the
wage replacement and the legislation is not entbrmdividual employers’ liability can
also impose an excessive cost on small enterpstseggling for survival. In this respect,
employers’ liability schemes have since long belewed as detrimental to the promotion
of equal treatment for men and women in the lalncanket.

Instead of employers’ liability, the ILO promotesatarnity cash benefits schemes based
on solidarity and on the pooling of responsibilityough the use of public funds or
insurance contributions. Children represent theireutfor any nation and therefore the

" In some countries, facilities may exist for entigs to manage, to some degree, their potential
costs under employers’ liability through commerdaurance schemes. In the view of the ILO, this

approach is greatly inferior to provision througitial insurance, due to the limited application of

the principle of solidarity underlying the poolinfjrisk.
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financial support of women during their maternigave period should be seen as a
worthwhile investment for society. Therefore, thepBrt will focus only on maternity cash
benefits schemes provided through social secunityret on employers’ liability schemes.

While the labour legislation of many countries ialy required employers to grant paid
maternity leave, ILO member States have made ceradite progress in providing
maternity cash benefits to employed women finarnthesugh social security contributions
or general tax revenues or both. Rese&iutthis regard shows that in 91 out of 160 ILO
member States maternity cash benefits are prowidedigh social insurance schemes or
out of public funds. In 43 countries, they stilllfan the expense of employers and in 26
countries, there is a mixed system, in which tlspeasibility for financing maternity cash
benefits is shared between social security andvithaal employers. Responsibility of
individual employers for the provision of maternigish benefits exists mainly in Africa
and Asia, the Pacific and the Arab States, whiléhimn Americas and the Caribbean the
percentage of countries using only social insuraademance the benefits is much higher.
Europe is the region where the exclusive use ofabsecurity systems to finance cash
maternity benefits is the most frequent.

1.4 ILO Conventions

Maternity protection for women has been a coreeidau the member States of the ILO
since its establishment in 1919. The first Conventin maternity protection was indeed
adopted that same year, and has subsequently biémmeid by the adoption on two other
Conventions: Convention No. 103 adopted in 1952 amate recently, Convention No.
183, in 2000. The main purpose of these Conventi®ris ensure that a female worker
should be able to sustain and care for herselflemdbaby over the period immediately
before and after her confinement and avoid that &onsuffer discrimination in
employment based on maternity.

A consistent theme in all ILO maternity protecti@onventions is to ensure that maternity
cash benefits be provided through social insuramcether public funds. The basic
principle of payment through social insurance dreotpublic funds is very important to
protect women from discrimination in the labour ket which could be more likely
where employers are directly responsible for thetscof maternity. Convention No. 183
provides an exception to this principle, as it whomaking employers liable for the
payment of maternity cash benefit, but only in cabere there has been an agreement to
such effect between government, employers, and averlor where individual employer
liability was a pre-established component of natidegislation.

Once the Conventions are ratified, their provisibb@eome binding obligations for the
ratifying country, and, if not ratified, they serwegether with the Recommendations, as
guidelines for national policies and legislatiamthis regard, irrespective of the economic,
social and cultural development of any ILO memltates the provisions of the relevant
Conventions should represent a minimum level fatqution while ILO member States
are encouraged to grant more favourable conditiansording to their national
circumstances.

8 |da Oeun and Gloria Pardo Truijillo, Maternity atrk: A review of national legislation. Findings
from the ILO’s Conditions or Work and EmploymenttBlaase, pages 19, 20 and 21; ILO Geneva
2005.
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1.4.1 Maternity Protection Conventions from the historical perspective

. The Maternity Protection Convention, 1919 (Nois3jlirected at women working in
public or private commercial or industrial orgamisas. It lays down the main
principles regarding maternity protection, whicklude entitlement of women to 12
weeks’ maternity leave with cash benefits to ensostinuity of income, daily
breaks for nursing, and protection against disrhidgeng leave. This Convention
has, so far, been ratified by 33 States. In 1948, €onvention was revised by the
Maternity Protection Convention (Revised), 1952 .(Nb03) to take into
consideration developments in national law and tipacConvention No. 103 also
provides for 12 weeks of paid maternity leave, bich at least 6 weeks must take
place after confinement.It extends coverage to women in non-industrial and
agricultural occupations, including women wage eesnworking at home and
domestic workers. It also establishes the minimewell as regards the cash benefits
provided during the period of leave at no less thao-thirds of the woman’s
earnings, provided either by means of compulsasyriance or public funds but not
by direct employers’ liability. Medical benefits e to include pre-natal,
confinement and post-natal care by a midwife orlifiled medical practitioner, as
well as hospitalisation if necessary. Convention. 188 also forbids dismissals
during the period of maternity leave. It was ratifiby 40 countries.

. The years since 1952 have seen dramatic changeshly in the participation of
women in the workforce, and an ever growing commaitmto eliminate
discrimination in employment. The most recent IL@tiuments in this field have
been adopted with a view to cope with such changbs. Maternity Protection
Convention, 2000, (No. 183), which revises ConwntiNo. 103, and the
accompanying Maternity Protection Recommendati@®02(No. 191) constitute a
new step forward both in terms of persons covered protection provided.
Convention No. 183 extends the minimum paid mateteave period to 14 weeks,
with a compulsory leave period of six weeks after birth of the child™® Moreover,
the Convention broadens the right to maternity gotidon to all women workers,
including those in atypical forms of dependent woHowever, it does allow
ratifying members, after consulting with the regmstive organisations of
employers and workers concerned, to exclude whallpartly from the protection
limited categories of workers when its applicatin them would raise special
problems of a substantial nature. The Conventiea ptovides that the cash benefit
shall be at a level that ensures that women camtaiai themselves and their
children in proper conditions of health with a abie standard of living. The amount
of such benefits shall not be less than two thofdhe woman’s previous or insured
earnings and should be provided preferably thrazaghpulsory social insurance or
public funds!* Countries, whose economies and social securityesys are
insufficiently developed, may however set loweesafor maternity benefits but not
lower than the rates payable for sickness or teargadisability. Furthermore, the
right to cash benefits may be made subject to tiondi if such conditions can be
satisfied by a large majority of the protected wartéor women, who do not qualify
for the cash benefit, the Convention provides foreans-tested allowance to be paid

® Convention No. 103 was adopted concomitantly viRéecommendation No. 95 on Maternity
Protection, 1952.

19 A shorter period may however be determined atnéiéonal level by the Government and the
representative organizations of employers and werke

1 Employers’ liability for the cost of maternity befits being only accepted under certain
conditions.
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out of public funds. The Convention also callsdpecial health protection measures
directed to pregnant and breastfeeding women weed makes explicit their right
not to be discriminated against on grounds rel&etthe pregnancy or birth of the
child and its consequences or nursing. So far dimsention has been ratified by 13
countries.

Ultimately, it should be observed that the adoptbrConvention No. 183 in 2000
constituted a new step forward and implied the wief Convention No. 103 to
future ratifications. Nevertheless, for countriebiskh are not yet ready to ratify
Convention No. 183, Convention No. 3 in conjunctigth Convention No. 102 (see
also below) represents a suitable level of commitme

1.4.2 Social Security Conventions covering maternity cash benefits

In parallel with the adoption of comprehensivstinoments focused on maternity
protection, the ILO has adopted several social régcconventions some of which
also contain maternity related provisions. The $o¢sl then placed only on the
benefits received by the covered persons rather ttheir leave entitlement or their
right to employment protection during such leavie TSocial Security (Minimum
Standards) Convention No. 102, which was adoptedstime year as Convention
No0.103, is an example in this respect. It defimesrtine branches of social security -
among them, maternity - and sets minimum standésdgshese branches while
Convention No0.103, as regards maternity, sets ifjech and more comprehensive
standard. Convention No. 102 provides that covesageld be provided to either all
women in prescribed classes of employees, whiclk baconstitute at least 60 per
cent of all employees, or to all women in presdilmasses of the economically
active population which have to constitute at I&®iper cent of all residents. The
Convention envisages the provision of maternity icedcare and the provision of
cash benefits for at least 12 weeks. Medical bengafust include at least pre-natal,
confinement and post-natal care either by medicattyioners or by qualified
midwives, and hospitalization where necessary. ddsh benefit must correspond to
at least 45 per cent of the former earnings ofvitbenan worker. The Convention
also envisages that entitlement to cash benefit Ineagnade subject to a qualifying
period as considered necessary under nationalnegtaunces to preclude abuse. The
determination of the length of such a period istieihational authorities.

In this Report, reference is made to Conventions102 (as the minimum standard
for benefits) and No. 183 (as the higher and cohgmsive standard), as these are
the relevant up-to-date Conventions correspondirije needs of today.
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2.  General practices and worldwide policies
covering maternity cash benefits schemes

2.1 Coverage of the schemes

The vast majority of maternity cash benefits screemsually relate to the nature of the
national social security system in each country imfinancing methods. Most maternity
protection schemes all over the world are finantedugh social insurance contributions
(see, for example, Algeria, Argentina, Barbadoslivisg Chile, Cyprus, Egypt, France,

Greece, lItaly, Lithuania, Luxembourg, Mexico, Mato¢c Namibia, Peru, Philippines,

Portugal, Spain, Tunisia and Turkey), which formrtpaf the statutory national social

security system established in the country conckeriaternity cash benefits schemes
often cover the same categories of workers as ther schemes forming part of the
statutory national social security system. In gaheéhey cover compulsorily all employees
or certain categories of employees in the formahemy.

Some countries also cover self-employed workersdatamily in the statutory maternity
benefits scheme (e.g. Belize, Cyprus and Portwagal)others cover those workers only on
a voluntary basis (e.g Mexico). However, statuteogial insurance systems may also
exclude some categories of workers from coveragecamsequently, those categories of
workers do not benefit from the maternity benefitheme. A large number of countries,
for example, exclude civil servants from the statytscheme, but cover them through a
special scheme (e.g. Japan, Mexico, Morocco, thigppines, Tunisia and Uruguay). In
many countries, domestic workers (e.g. ArgentingeGe, the Philippines and Venezuela),
agricultural workers (e.g. Bolivia, Egypt and Sudand casual workers (e.g. Panama) are
excluded from the statutory scheme due to obstacisig out of their registration and the
collection of contributions. There are also somentdes where only employees of
enterprises with more than a specified number opleyees are covered, or where
coverage is restricted only to certain industriegengraphic areas.

In some countries, maternity benefits schemesiaa@ded out of general revenues (taxes)
and coverage is extended to all those women rdsidainose income or whose family
income is below certain established income or méaugs New Zealand).

ILO Conventions
Article 48 (a) and (b) of Convention No. 102 provides that either

(a) All women workers belonging to prescribed classes of employees which classes constitute at
least 50 per cent of all employees are covered by the maternity protection scheme in the country
concerned, or

(b) All women workers in prescribed classes of the economically population, which classes constitute
not less than 20% of all residents are covered in case of maternity.

Article 2 of Convention No. 183, in contrast, requires maternity protection coverage to be extended to all
employed women, including those in atypical forms of dependent work. However, under certain
conditions, countries may exclude wholly or partly limited categories of workers from the scope of the
Convention when its application to them would raise special problems of a substantial nature.
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ILO Resolutions

ILO member States adopted in 1985 a resolution requesting that priority consideration should be given to
women, as appropriate to national circumstances, to the gradual extension of maternity protection in all
sectors of activity and enterprises of all sizes, including women who are casual, temporary, part-time, sub-
contract and home-based workers as well as self-employed and family workers (Resolution on equal
opportunities and equal treatment for men and women in employment, adopted by the International
Labour Conference at its 71st Session, Geneva, 1985).

Furthermore, ILO member States adopted in 2004 a resolution calling on all governments and social
partners to, among other objectives, provide all employed women with access to maternity protection
(Resolution concerning the Promotion of Gender Equality, Pay Equity and Maternity Protection, adopted
by the International Labour Conference at its 92nd Session, Geneva, 2004).

2.2 Qualifying conditions

Nearly all countries which have maternity cash lignsechemes in place introduce at least
some specific qualifying conditions for the entitlent to maternity cash benefit. In social
insurance schemes, such qualifying conditions avally linked to periods of employment

or contributions, while in schemes financed ougefieral revenues qualifying conditions
are sometimes linked to periods of residency. Mamintries regard such qualifying

conditions as necessary to make the scheme filgnsisstainable and to prevent abuse.
Therefore, they want to ensure that all benefiemrmake a minimum contribution to the
scheme before they are entitled to the benefibwithg immediate entitlement to benefits,

without any qualifying conditions, may allow people destabilize the scheme by
affiliating to it only in case of pregnancy. Quglifg conditions can be as follows:

In Egypt, for example, a woman claiming cash mmtg benefit must have paid

contributions for the last 10 months before theeexed date of childbirth, while in

Morocco, a woman needs 54 days of contributiongnduhe 10 months preceding
the expected childbirth. In Cyprus, a woman halseansured for at least 26 weeks
before the starting date of the maternity cash fiteftitiement to cash maternity

benefit in Greece requires that a women has woitedt least 200 days in insured
employment during the last two years before thesetqul date of childbirth. In Peru,
however, it is sufficient for a woman to have beemsured employment at the time
the child was conceived. Italy requires only tha tvoman has an employment
contract of at least three months, while Vietnanedoot require any qualifying

conditions apart from insurance coverage.

ILO Conventions

Article 51 of Convention No. 102 allows the setting of a qualifying period which, however, must not be
longer than such period which is considered by the national authorities as necessary to preclude abuse.
In this regard, a qualifying period of up to one year of contributions or employment would be in
accordance with the requirements of the Convention.

Article 6 of Convention No. 183 requires that the conditions set to qualify for cash maternity benefit should
be such that they can be satisfied by a large majority of the women to whom the Convention applies.

2.3  Entitlement conditions

Beside prescribed qualifying conditions, many cdestrequire compliance with further
conditions for the entitlement to cash maternitydigs, as summarized below:

Nearly all countries over the world require asamdition for entitlement to cash
benefit a medical certificate which lays down tlxpexted date of the birth.

ILO-TF-JORDAN-R12(Rev)-20-07-07.doc



. In most countries worldwide, the claimant musipspaid employment for the period
during which cash maternity benefit is claimed, sistent with international
standards. In cases where a woman voluntarily met@arlier to paid work, the
payment of cash benefits ceases as of the dateiel work is resumed.

. In some countries, contrary to international deads, the number of times a woman
can claim cash maternity benefits is limited anthstimes leave is granted only
once during a certain period. The former is theeaasEgypt, where a worker may
not obtain cash maternity benefits more than ttirees throughout the period of
employment, and in Barbados, where women cannetrtaternity leave more than
three times while working for the same employerthi@ Philippines, the entitlement
to cash maternity benefit is limited to a maximuifiour deliveries.

ILO Conventions

According to Article 47 of Convention No. 102, the contingency of maternity benefit covers suspension of
earnings due to pregnancy and confinement and their consequences. This means that the benefit may not
be paid if the woman concerned is in receipt of her salary or wage. Neither Convention No. 102, nor
Convention No. 183 prohibit, that a women returns to work before the termination of the statutory leave
period (12 weeks under Convention No. 102 and 14 weeks under Convention No. 183), as long as the
compulsory post-natal leave period (6 weeks under Convention No. 183) is respected. However, it is
strongly recommended for the health of the mother that she completes the full period of statutory
maternity leave. The ILO Committee of Experts on the Application of Conventions and Recommendations
has also considered that maternity protection Conventions do not authorize limitations to the right to
maternity protection based for example on the number of children.

2.4  Periods of compulsory maternity leave

Most countries which have maternity protection sebg in place, provide maternity cash
benefits for a leave period of at least 12 to 14kse Although there are many variations
regarding the duration of compulsory leave periad Aow it is distributed before and
after childbirth, it is most common to provide feix weeks' compulsory leave after
childbirth, in order to protect women from beingegsured to return to work which could
be detrimental for her health and that of the chidaddition, national legislation often
provides for different unexpected circumstancescivhcan extend the duration of
maternity leave, such as multiple births, illnesdioth which occurs earlier or later than
the expected date. Some countries also providae feduced maternity leave period in case
of adoption of a child. Predominant characteristmfs maternity leave provisions
worldwide can be summarized as follows:

. Honduras, Mexico and Uruguay, for example, previdr a paid maternity leave
period of 12 weeks, as prescribed by Convention188, with six weeks before and
six weeks after the expected date of childbirth.

. An increasing number of countries have movedoug keave period of 14 weeks, as
set out in Convention No. 183 (e.g. Algeria, Belr®l Morocco). Several countries
provide for longer periods of leave: Cyprus, Fraritay and Turkey provide for a
leave period of 16 weeks, Vietnam provides for id paaternity leave period of 120
days, Lithuania a period of 18 weeks and some ci@msnin Europe provide even
more than 20 weeks of paid maternity leave, e.gsRuprovides 22 weeks, Hungary
provides 24 weeks, Czech Republic and Denmark dovhis Republic provide 28
weeks, Croatia provides 31 weeks, Portugal provddeseeks, Norway provides up
to 42 weeks and Sweden provides even up to 55 weeks

. Some countries have introduced a tiered apprdacmaternity leave. An initial
period may be paid, and then a second part un@aekce provides paid maternity
leave for 17 weeks, but there after unpaid leaveifato 3.5 months for each parent.
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2.5

Several ILO member States provide for an extenefothe prenatal leave period if
the child is born after the expected date (e.gb&ws and Uruguay), while others
extend the postnatal leave if the birth occurs teetbe due date (e.g. Nicaragua).
Some countries provide for extended prenatal asthptal leave (e.g. Venezuela) in
the case of a longer or shorter pregnancy tharfavaseen.

As mentioned before, a number of countries atswigde for additional leave in case
of illness or complications, although the lengthries significantly. In some

countries, the length is not specified in the naldegislation (e.g. Bolivia, Chile

and the Dominican Republic), while in some cousttlee duration is set explicitly,

e.g. in Barbados, where an employee is entitlegntadditional six weeks of leave
for illness arising from the birth, and in Senegahere women workers may take
three weeks of leave on medical grounds arisingp fpoegnancy and confinement.

In addition, some ILO member States have spguiavisions in case of multiple
births; for example Belgium, where maternity iseexted by two weeks before the
birth and Nicaragua, where extension is providetNmyweeks after birth.

Some developed countries also extend materndyeleo cases of adoption of
children (e.g. France) and some (e.g. ltaly anchd&palso provide for a period of
paid parental leave for either parent. In some rottmintries, a specified small
portion of the maternity leave is reserved forfdtber, which is usually attributed to
the father at the end of the mother’s total matgrgave entitlement (e.g. Norway
and Poland).

ILO Conventions

Article 52 of Convention No. 102 prescribes a paid maternity leave period of at least 12 weeks (Article
52), while Convention No. 183 lays down a period of at least 14 weeks of paid maternity leave (Article 4),
which has to include a compulsory leave period of six weeks after the birth of the child.

Furthermore, Article 52 of Convention No. 102 prescribes that if a longer period of abstention from work is
required or authorised by national laws or regulations, the paid leave period may not be limited to a period
less than such longer period. And Article 5 of Convention No. 183 stipulates that on production of a
medical certificate, leave shall be provided before or after the maternity leave period in the case of illness,
complications or risk of complications arising out of pregnancy or childbirth. The nature and the maximum
duration of such leave may be specified in accordance with national law and practice.

Level of paid maternity leave benefits

Maternity cash benefits provided during maternégJe are intended to replace a portion
of the income lost due to the interruption of thenwan’'s professional activity. Cash
benefits give substance to the right to leave, asda general rule, the duration of cash
benefits coincides with the length of leave, altjiothis is not always the case. There is a
fairly wide degree of divergence in the level oftemaity cash benefits. In many countries,
the cash benefit is linked to the insurable wageahan workers, with the insurable wage
being usually the wage upon which social securdgtiibutions have been paid for a
specified period. The insurable wage can be eitieifull usual wage or a portion of the
usual wage, which is determined as liable for iasoe contributions. The benefit paid can
be either as the full insurable wage or a proportibit.

A number of countries, particularly in Europe yide for 100 per cent of the
covered salary Examples include Austria, Belarus, Croatia, Demmndstonia,

France, Latvia, Luxembourg, Norway, Poland, Pottug§pain, and Russia. 100 per
cent is also paid in Algeria, Argentina, Barbad8sazil, Guatemala, Mexico,
Morocco, Panama, Peru, Uruguay and Vietnam, amasthsts. However, in some
countries there are ceilings on the insurable agmiand/or ceilings on the
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maximum amount of benefits with the consequence tiva benefit, even if it
represents 100 per cent of the former earnings, dapped at a specified level, so
that very high-income earners receive a benefithvlig less than 100 per cent of
their former earnings. A maximum on the benefidpzan be found, for example, in
Belgium, Cyprus, Czech Republic, Denmark, Egyptan€e, Greece, Ireland,
Honduras, Luxembourg, Mexico, Morocco, Peru, Slisa8weden and Tunisia.

. In some other countries a proportion of usual@vagthe insurable wage is paid. In
Bulgaria the cash benefit amounts to 90 per cettioformer wage, while in Belize,
Italy and Sweden it amounts to 80 per cent, ar@dyiprus and Egypt, to 75 per cent.
In Hungary and Ireland, the benefit is 70 per canthe former wage, whereas in
Honduras, Tunisia and Turkey, it is 66 per centy anFinland, 65 per cent. In
Japan, it amounts to 60 per cent and in Costa &idaGreece, to 50 per cent. In the
Caribbean countries, most replacement ratios rénoge 60 per cent as in Trinidad
and Tobago to 70 per cent in Guyana.

. In a few countries, cash benefits are set agstagl rates: in Belgium the payment is
set at 82 per cent of the covered wage for the4imseeks of leave, and thereafter at
72 per cent. Grenada pays a benefit of 100 perafethie former wage for the first
two months of leave, but 60 per cent for the lashin.

. Many countries have set a minimum benefit, egy.Filand, Grenada, Ireland,
Mexico, Portugal and the United Kingdom.

. In some countries, the benefit is a flat-ratedférset at a certain amount, e.g. in
Jamaica where the maternity cash benefit is gbeaninimum wage.

ILO Conventions

According to Article 65 of Convention No. 102, the minimum maternity cash benefits have to amount to at
least 45% of the former wage, when the benefit is linked to former wages/earnings, while they have to
amount to at least 45% of the wage of an unskilled worker, when the benefits represent a flat amount
(Article 66 of Convention No. 102).

According to Article 6 of Convention No. 183, maternity cash benefits shall be at a level which ensures
that the woman can maintain herself and her child in proper conditions of health and with a suitable
standard of living. Where, under national law or practice, cash benefits paid with respect to maternity
leave are based on previous wages/earnings, the amount of such benefits shall not be less than two-
thirds of the woman's previous wage/earnings or of such of those wage/earnings as are taken into
account for the purpose of computing benefits.

Regarding the issue of insurable wage, the up-to-date ILO Conventions on maternity protection do not
specifically define the covered wage to which the minimum proportion applies.

2.6  Frequency of payment

Most maternity cash benefits schemes worldwide igeovfor a benefit payment
mechanism following the same frequency of paymensalaries and wages. Generally,
such benefit payment is made on a monthly basisome countries, however, the cash
benefit for maternity leave is paid in the form aflump sum. This can have the
undesirable effect of allowing women to return torkvbefore the end of the maternity
leave period and therefore to receive their salagddition to the maternity cash benefit.
In the ILO’s view, this practice undermines the Ittegrinciples underlying maternity
leave and contributes to public perceptions thaemdy leave is not really so necessary
or important.
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2.7

ILO Conventions

Article 50 of Convention No. 102 prescribes that the maternity cash benefit should consist of a periodical
payment. However, the periodicity of the payment is not stipulated in the Convention and is thus left to
countries to provide for it according to national legislation and practice.

Convention No. 183 is silent on this issue.

Who pays

There are a number of different payment arrangesrfenfunding maternity cash benefits,
which usually reflect the funding arrangements wippgl to the national social security
systems in the countries concerned. In practieectsts may be borne by employers, the
insured persons, and/or by the government, eitireugh social security contributions or
through general tax revenues. Within this contitx@hould be noted that, in cases where
schemes are financed by insurance contributionsgetisontributions are usually funded by
both employers and workers of both sexes and witdtinction as to age. This funding
mechanism applies also to maternity cash benafiierses and is a direct expression of
the principle of solidarity between sexes and betwage groups.

The predominant funding mechanisms of maternityh cagnefits schemes can be
summarized as follows:

. Shared contributions between employers and ereplyo jointly fund maternity
insurance are the most common pattern in the gregority of countries, both
developed and developing, e.g. in Algeria, Belif&yprus, Greece, France,
Lithuania, Morocco and Tunisia. In many of thesertdes, the contributions for
maternity cash benefits are included in the coatiims covering health and/or
sickness insurance, e.g. in Egypt, Italy, Japathulainia, Mexico, Morocco, Peru
and Russia, or are included in the overall contiiims covering all social insurance
branches of a national social security schemejre@yprus, France, Philippines and
Tunisia.

. In many countries, the Government shares sontieeofosts with the employers and
employees. In Belize, France and Lithuania for edamthe Government provides
subsidies in order to cover any deficit, while re tPhilippines and Tunisia, the
Government is held responsible for the paymenhefadministrative costs. In other
countries, the Government contributes to the schieynaroviding a global amount,
e.g. in Cyprus, Greece and Japan.

. Tripartite funding of maternity insurance schentlesough contributions paid by
employers, employees and the Government are vegybig can be found in certain
countries, e.g. in Honduras, Mexico and Thailand.

. Maternity insurance schemes exclusively fundedelployers’ contributions are
also rare, but can still be found in countries saglitaly, Peru, Russia and Turkey.

. In a small number of countries, the Governmentdfuthe costs for paid maternity
leave out of taxation. This pattern of financingn d#e found in Uruguay and New
Zealand, for example.

. In a number of countries, maternity benefits jled by a public welfare system are
used to supplement those funded by social insurafbey may be granted to
workers who have no right to social insurance oy o added to social insurance
benefits to extend protection. This is the caseragst others, in Austria, Denmark
Finland, France, Germany, Luxembourg, NetherlaNdsway, Poland and Sweden.
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ILO Conventions

According to Article 71 of Convention No. 102, the cost of the benefits and the cost of the administration
of such benefits shall be born collectively by way of insurance contributions or taxation or both in a
manner which avoids hardship to persons of few means and takes into account the economic situation of
the Member State and of the classes of persons protected. It further prescribes that the total of the
insurance contributions born by the employees protected shall not exceed 50 per cent of the total of the
financial resources allocated to the protection of employees and their wives and children.

In this respect, Article 6, paragraph 8 of Convention No. 183 lays down that, in order to protect the
situation of women in the labour market, maternity benefits shall be provided through compulsory social
insurance or public funds, or in @ manner determined by national law and practice. It also stipulates that
an employer shall not be individually liable for the direct cost of any such monetary benefit to a woman
employed by him or her without that employer's specific agreement except where:

(a) such is provided for in national law or practice in a member State prior to the date of adoption of
this Convention by the International Labour Conference; or

(b) it is subsequently agreed at the national level by the Government and the representative
organizations of employers and workers.

In addition, paragraph 4 of Recommendation No. 191 advocates that contributions should be based on
the total number of employees.

2.8 Cost of paid maternity leave

In general, maternity cash benefits represent aively low percentage of total social

security costs in countries where these schemessiablished. For example, in ltaly,

where a maternity cash benefit of 80 per cent efgttevious wage is paid for 4 months,
the costs of those benefits amounts to 0.46 pdrateghe earnings of blue and white collar

workers and 0.24 per cent of the earnings of engasyin commerce and the service
sector. This is a rather low figure relative toestleountries, reflecting the low proportion

of eligible births, and the wage replacement rafi®0 per cent for women workers on

paid maternity leave in Italy. However, nearly atlaternity cash benefits schemes
worldwide cost less than 0.7 per cent of salarywage earnings. In this regard, it should
be pointed out that these contribution rates reprtea very low percentage not only in

comparison to contribution rates of other sociauséy branches such as pensions, but
also in view of the medium- and long-term advansagdich maternity cash benefits

provide to societies.

To calculate the costs of maternity cash benedfitsymber of factors need to be taken into
account. These include:

. The average number of qualifying births per covememnan This is usually low in
developed countries, partly because of low birttegabut also because many
women withdraw from paid employment for a perioteathe birth of their first
child and do not return to paid employment befaresequent births. Hence many
second or subsequent births do not qualify for pagdernity leave. For example in
New Zealand only around 30 per cent of births dyalhe mothers for paid
maternity leave, due to temporary withdrawal frdme tabour market even though
most women workers in New Zealand are employedénformal economy. This
pattern however varies by country. Countries witghhprovision of childcare
facilities such as the Scandinavian countriesi&edylto see more mothers return to
work between childbirths, and hence a higher peagenof qualifying births.

. The proportion of women in the covered populaticovéred employees)he costs
of maternity leave are spread across both womenmardworkers, and hence the
lower the proportion of women in child bearing agé¢he paid workforce, the lower
the comparative cost.
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2.9

The ratio of the earnings of women qualifying foatemnity leave to average
earnings In most countries women on average still ears lsn men, and this
effect may be reinforced if women taking materrdggve are younger and more
junior in pay status than women workers as a whalkatever other problems this
disparity creates, it has the technical effectavfdring the cost of maternity cash
benefits where these are linked to previous wagesifegs.

The ratio of maternity cash benefit to the insueablage/earnings for the woman
concerned As described above (see Chapter 1.9), the lefvétheo maternity cash

benefits varies considerably across countriesraiirad the world. In some countries,
it is 100 per cent, while in other countries, ieavfalls below 70 per cent. In this
respect, ILO Conventions Nos. 102 and 183 estabiisiminimum level of benefits

at, respectively, 45 and 66 per cent.

The period of paid maternity leav&he longer the period of paid maternity leave,
the higher the costs of financing the benefits. Besv, it should be noted that

payment of maternity cash benefits for 12 weeksesgnts the minimum period

required by Convention No. 102 and thus, any mételeave period should not be

shorter than that minimum.

Administrative costs also affect the level of olterasts of paid maternity leavén
countries where social security systems are ineplataternity protection schemes
are usually part of these systems, and thus, arengdered by the national social
security institution. This tends to reduce the @meental administrative costs, as
these institutions already have in place the mdshan for the registration of
employers and insured persons, for the collectibrcantributions and for the
payment of benefits. Therefore, additional admiatste costs for administering
maternity cash benefits schemes mainly relatea@#yment of staff responsible for
the processing of claims and to information campaiggome small costs arise also
through the separate accounting of contributiorss lzenefits and the establishment
and maintenance of the appropriate database.

Institutional arrangement

In many countries where well established socialscsystems are in place, maternity
benefit schemes usually form one part of the systenincludes other branches of social
security as well, such as pensions and short-temefits. In most of these countries, the
social security system is administered by an autmus social security organisation,
which is governed by a tripartite board of direstoomprising representatives of relevant
ministries and headed by the Minister of Labourtter Minister of Social Affairs. The
organisation is responsible for administering tiféeent social security schemes, which
includes the collection of contributions from empos and employees, the processing of
claims and the payment of benefits. In additiors @ften responsible for administering the
different funds and for investing the assets. Wiitthie social security system, maternity
protection schemes are usually merged with othegraes for administrative convenience,
often, however, with separate accountings for eacheme. Three patterns tend to
predominate:

In some countries, maternity cash benefits scheare part of a wider social
insurance system which also characteristically ovwetirement, invalidity and

survivors’ pensions, sickness and employment inhagefits, and health care costs.
This pattern can be found for example in Algeria)iB, Cyprus, Russia and the
Philippines.
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. In many countries, maternity medical care, matgroash benefits and sickness
benefit (and sometimes also work injury benefite) @art of one scheme, as it is the
case in Egypt, Honduras, Japan, Morocco, Peru antsia.

. In a third group of countries, maternity cashéféa are administered in conjunction
with cash sickness benefits and/or employment ynjoenefits while maternity
medical costs are coved by the separate publicatomal health system. Greece,
Lithuania, Mexico, Uruguay and Vietnam, amongsteash belong to this group of
countries.

There are also some countries, where maternity baslefits are funded from general
taxation. In these countries, the maternity schesnagsually administered by the Inland
Revenue Department, as it is the case, for exanmpMew Zealand.

ILO Conventions

Article 72 of Convention No. 102 requires a tripartite administration of the scheme, if it is not entrusted to
a specific Government Department or to a legislature, while Convention No. 183 does not determine a
specific mode for the administration of the scheme. However, social partners need to be consulted for
matters such as the periodic review of the scheme; the exclusion of certain limited categories of workers
for the scope of the convention; the determination of types of work prejudicial to the health of the mother
and child or where there is significant risk; and authorizing the individual liability of employers for the
direct cost of monetary benefits.
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Part Il. Issues regarding the Establishment of a Ma  ternity Cash
Benefits Scheme in Jordan

3. General considerations

3.1 Basis of the recommendations made by ILO

The ILO’s recommendations concerning the estabkstinof a maternity cash benefits
scheme in Jordan are based on:

. extensive consultations held with Jordanian stalders (Ministry of Labour,
Ministry of Finance, Social Security Corporatiordahe Advisory Committee to the
Working Women's Department of the Ministry of Labobimployers’ and Workers’
Organisations);

. information and comments received from the AdwyisGommittee to the Working
Women'’s Department of the Ministry of Labour ofdan upon submission of a first
draft of the study in April 2007;

. the relevant maternity protection provisions unttee current Labour Code and
under the Social Security Law No. 19 (2001);

. international best practices, and

. the relevant ILO social security standards. Adidated in Part | of the Report, the
most relevant ILO social security standards in eespf maternity cash benefits are
Conventions No. 102 and No. 183. Convention No. is0e flagship of all up-to-
date social security Conventions as it providesimmim standards for the nine
branches of social security, including maternitpdfés. It should thus be taken into
account by all ILO member States when setting-up gsecial security schemes or
reforming existing ones. Besides, Convention No3,1&hich covers maternity
protection exclusively, but in a comprehensive neainnprovides for higher
standards in this field. With regard to Jordan,alitis in the process of moving from
an employers’ liability scheme to a maternity irmswre scheme providing cash
benefits, the standards set out in Convention N2 $eem to be the most
appropriate at this stage. It should be noted, kewethat the standards of
Convention No. 183 might serve as guidelines fer filture development of the
scheme.

The recommendations were formulated bearing in ntired need to achieve a balance
between the different political concerns of thekstenlders involved in the process and the
international standards and best practices, addptdte national context. They represent
the most politically acceptable solution in ordeggin the widest support from all parties
involved, which is needed in order to guaranteevik# functioning of the scheme from

the onset. On these grounds, they aim at providirgpund basis for decision-making
regarding the establishment of a fair and afforelabternity protection scheme in Jordan.

3.2  Existing paid maternity leave provisions

At present, Jordanian legislation provides for paidternity leave for Government and
private sector employees, on an employers’ ligbidasis.
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According to section 70 of the Jordanian Labood& women employees shall be
entitled to maternity leave with full pay for tereeks, including rest before and after
delivery. Leave after delivery shall be no lessitbix weeks and employment before
the expiry of such period shall be prohibited. Goweent and municipal officials,
family members of the employer who work without teraration in his/her
undertaking, domestic servants, gardeners, cookisth@ like, and agricultural
workers are excluded from the application of thbdwa Code.

Public sector employees are entitled to a 12-wewbternity leave period with full
pay to be provided by the Government, includingpmjgulsory leave period of six
weeks after childbirth.

The Jordanian Social Security Law No. 19 (200&)ich was adopted in 1978 and
amended in 2001, covers, besides pensions and wmghd injury benefits, the
“insurance of temporary disability due to materrif@ection 3 a of Law No. 19
(2001)). While the old-age, invalidity and survigbbenefits branch as well as the
employment injury benefits branch were implemerdgedsequently to the adoption
of Social Security Law No. 19 (2001), the implenaginin of the maternity cash
benefits branch and its destgmas foreseen to take place at a later stage (BeBti
of Law No. 19 (2001)). When Law No. 19 (2001) waeated, the coverage of the
different social security branches provided fortle Law comprised all private
sector enterprises with 20 and more employees aadince then been extended in
phases to all private sector enterprises with éivenore employees. Furthermore, it
is in the Government’s intention to extend soc&dwsity coverage under Law No.
19 (2001) to all such enterprises with one or narployees. Since 1994, all civil
servants who started service in 1994 or after akered by Law No. 19 (2001),
while as from 2003 all military personnel havingrgtd service in 2003 and after are
covered by the Law. Domestic workers as well ascaljural and forest workers,
sailors and fishers, workers with irregular empley relations and foreign
employees of international, military and foreignseions are excluded from the
application of Law No. 19 (2001).

12| engths of maternity leave period, contributioteraetc.
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4. Policy Considerations

In this section, and the following paragraphs, eeait the main features of the design of
the proposed scheme of maternity cash benefits;hwimve to be determined before the
scheme can be implemented, together, where apateprwith recommendations or
indications as to which of the relevant choices liely to lead to an optimal scheme
design. In this regard, the major consideratiortsettaken into account include:

. the need to ensure that the scheme can achiewgo#i of protecting the welfare of
expectant and newly-delivered mothers, and theirlbern children;

. the need to ensure that the scheme is affordabterms of the contributions which
would be required from workers, employers and (jpbgsthe government;

. the desirability of designing the scheme in a wéwjch progresses from the existing
arrangements for maternity protection without umssarily disturbing the existing
structure of the Labour Code, and the access okewsr(in particular women
workers) to the labour market;

. the views of the respective stakeholders asateftk in particular, in the discussions
held during the mission of the ILO team to Jordad the comments received from
the Advisory Committee to the Working Women’s Depant of the Ministry of
Labour of Jordan on the first draft of the report.

4.1 What kind of scheme: Insurance, financed throug  h contributions,
or universal, financed through general tax revenues ?

One of the most basic issues regarding the edtaidist of a maternity cash benefits
scheme in Jordan consists in determining whether sitheme should be a universal
scheme financed through general taxation, or aako@urance scheme financed through
social security contributions. The nature of thieesae should be decided at the beginning
of the design of the scheme as this determinesraewéher parameters, such as the
personal coverage, the qualifying conditions amdatiministrative arrangements.

From the discussions held with stakeholders in Eta2006, the establishment of a
maternity insurance scheme financed out of cortidha came out as the preferred option.
This appears to be in conformity with the origimeion of the Government when setting
up the statutory social security scheme in 1978thas insurance against temporary
disability due to maternity was already includedhait time in the Social Security Law No.
19 (2001). In addition, the social insurance syséén@ady in place in Jordan enjoys a high
level of acceptance, and it seems appropriate te eagtend this system to the
implementation of the new maternity cash benefiiseme. The provision of the cash
maternity benefit through social insurance fullymmies with the relevant ILO maternity
protection Conventions. Furthermore, the proviscdnmaternity cash benefits through
social insurance is in full conformity with intetienal practice, as in most countries, such
benefits are provided through statutory social gcaystems (see subchapter 2.9). Only
very few countries differ, e.g. New Zealand, whiglovides maternity cash benefits
through a universal tax financed scheme. In thigeed, however, it may be noted that in
New Zealand, all social security benefits are ptedi through tax financed universal and
social assistance schemes covering all residents.
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4.2

ILO Recommendation

Based on the above considerations and in view of the national context, the ILO recommends the
establishment of the new maternity cash benefits scheme by way of social insurance.

Who should be covered

In considering the personal coverage of the newemdy cash benefits scheme, the
starting point is the recommendation that the psedoscheme should be implemented as a
social insurance scheme. It is appropriate thezetbiat the scheme should categorize and
cover workers, as specified below, rather thanisgelat least in the short term) to cover
all residents.

During the discussions held with stakeholders iioBer 2006, it became clear that all
parties involved supported the adoption of a nelmese which would fill in the gaps and

remedy the weaknesses of the current legislatiohcaner as many workers as possible.
Under the existing employers’ liability arrangengnit is commonly seen that private

sector employers are reluctant to hire women warldr childbearing age, due to the
requirement of providing for their full pay durinbe legal maternity leave period and,
perhaps, the issues of temporary staffing duringode of maternity leave. For similar

reasons, moreover, women often face the risk ofgoied when becoming pregnant or of
going without pay during the maternity leave peribdese shortcomings are mostly due to
the fact that this type of schemes is perceivedblasing a considerable burden on
employers, which many of them, and in particulamkreize employers, are unable to
assume.

In the light of the discussions held with the stakders, it is clear that the following
categories of workers should be excluded from |t the outset of the proposed new
maternity cash benefits scheme:

. Self-employed workers, for whom insurance coveragdifficult to achieve due to
the irregularity of their income. This also corresds to international practice, as
only a few schemes worldwide cover self-employedkers for maternity cash
benefits. In this regard, it should be mentionedt thelf-employed workers are
currently allowed to join the Jordanian social si#gischeme on a voluntary basis
under Law No. 19 (2001). Such optional coverageydwer, is not suitable for
maternity cash benefits as it carries a high riskbmse of the scheme.

. Agricultural, forest and pasturage workers, adl ves sailors and fishermen,
housemaids and the like, who are at present naredwby Law No. 19 (2001), as it
was considered by stakeholders too difficult toueasheir coverage given that they
are not even covered by the existing social sgcadheme. For similar reasons, the
proposed new scheme should not extend coveragkeos® tworkers who are not
covered by the current Labour Code (e.g. family ipers without remuneration,
etc.). However, extension of coverage to thesegoates of workers could be
revisited at a later stage.

Taking into account the exclusion of the above moeed categories of workers from the

proposed maternity cash benefits scheme, and lasmain purpose of the establishment
of the new scheme, namely the reduction of discrary practices against female

workers in the private sector and covering as na&mngossible workers, five main possible
scenarios emerge for coverage of categories oatariand public sector sector employees
under the new scheme.
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The firstScenario A would extend coverage of the new
scheme toall those private sector employees already
All private sector employees, working | covered by the Labour CodéThis option has the

in establishments with one or more | - 54y antage of covering all employees by the new
employees, covered by the Labour - . :
Code maternity cash benefits scheme, with the exception
those employees already excluded under the Labour
Code (in 2008 approximately 793,100 private seetoployees out of whicth28,500are
women and 664’600 are men). It would also ensua¢ fdimale employees, working in
enterprises with less than five workers, would altyureceive their maternity cash benefit,
as the financial responsibility, which small entesgs are facing when employing young
women, would be transferred from the employer ®® g$bcial security administration. It
would thus reduce the discriminatory employmenticas in case of pregnancy, which
are witnessed in small enterprises. However, as enterprises are not yet registered with
the Social Security Corporation, it may be veryfidifit to obtain the required data from
employers and their employees and to guaranteedbeipliance with the scheme.

SCENARIO A

SCENARIO B The secondscenario B would provide coverageo all
private sector employees already covered by Social
All private sector employees, working | - Security Law No. 19 (2001The scenario is expected to
in establishments with 5 or more | - oyer jn 2008 approximately 401'100 private sector
employees, covered by Social . ,
Security Law No. 19 (2001). employees, out of whlcm16 000 are women and
285100 are men. The main advantage of this opggon
that all employees and their employers who areecyr
covered by the Law, are already registered by tiw@aE Security Corporation. Therefore,
databases containing the relevant employees’ dajadeclared income, and the relevant
data of their employers have already been estalnljsind can be used in the calculation of
maternity cash benefits entittements. Thus, thédtiaddl administrative costs of setting up
a new scheme would be relatively low as the admmatise apparatus to collect
contributions, process claims and make benefit gaymis already into place. This second
scenario B has the disadvantage of failing to ceveployees of enterprises with less than
five workers under the new scheme, which could gimeimpression of discrimination
against those workers and thus could carry theaiskeakening the support of some of
the main stakeholders, in particular trade uni@measenting workers in small enterprises.
However, discrimination against those employees whd in enterprises with less than
five employees can be minimized by ensuring thay tiemain covered by the provisions
of the Labour Code related to paid maternity le@he application of such provisions
should naturally cease for those workers who wélldovered by the new maternity cash
benefits scheme). Within this context, it should kept in mind that it is in the
Government’s intention to extend social securityezage under Law No. 19 (2001) to all
enterprises with one or more employees. Thus, agplhe coverage provisions of Law
No. 19 (2001) to the new maternity cash benefitseste could provide an excellent
opportunity for the Government to move harmoniouslyards the implementation of the
provision of full coverage of employees working éstablishments with one or more
employees.

As the Advisory Committee to the Working Women’spaagment of the Ministry of
Labour of Jordan recommended in its comments onfitse draft of the report the
inclusion of Government employees (civil servamsl anilitary personnel) in the new
scheme, the followingcenarios C, D and E are framed taking this recommendation into
account. In this respect, it must be noted that fafhale Government employees,
irrespective of whether being covered under Sdsedurity Law No. 19 (2001) or under
the Civil Servants Scheme are currently providedhwiaid maternity leave by the
Government. Therefore, the inclusion of Governmemployees under the new maternity
cash benefits scheme would not imply an extensionaternity protection to these women
who are already covered, but would rather standardnd unify maternity protection for
all persons covered in Jordan.
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SCENARIO C

All private sector employees, working
in establishments with one or more
employees, covered by the Labour
Code and all  Government
employees.

Accordingly, the thirdScenario C has been analyzed,
under which coverage would be providedalb private
sector employees covered by the current Labour Code
and all Government employeé&he main advantage of
this option is that it would provide the widest ganof
coverage under the umbrella of the new scheme0(8 2

approximately 1'245,500 private sector and Govemme

employees out of whicB22,500are women and 1'023'000 are men), thus expandiag t
scope of personal coverage of the new scheme amtdbeding thereby to strengthening

solidarity amongst private sector and public seaonployees. However, extensive
administrative adaptations would be necessary mement the new scheme due to the
widening of the scope of coverage to employees riterprises with less than five

employees and Government employees who are noegistered with the Social Security

Corporation. Thus, the administrative costs fotisgdup the new scheme under this
Scenario D would be higher than under the othen&ies described here below.

The fourth Scenario D, by comparison, would extend
coverage under the new scheme to all private sector
Al private sector employees, working | - employees, working in establishments with five aren

in establishments with 5 or more | - amniovees, covered by Social Security Law No. 19
employees, covered by Social .
Security Law No. 19 (2001) and all (2901) and 'aII Governmen@ employekss expe(;ted that
this Scenario would cover in 2008 853’500 privagetsr
and Government employees, out of whizh0'000 are
women and 643’500 are men. Also this Scenario woetgliire extensive administrative
adaptations in order to implement the scheme a®itld cover Government employees
who are not yet registered by the Social SecurdgpGration.

SCENARIO D

Government employees.

The fifth Scenario E would extend coverage under the
new scheme to all private sector employees, working
All private sector employees, working | - enterprises with five or more employees, covered by
Zm;f/f)t;:g;hmirg\ferggh Zyor S”;g;el Social Security Law No. 19 (2001) together withs#o
Security Law No. 19 (2001) and all Government employegs covereq also by Social Sgcurit
Government employees covered by | Law No. 19 (2001). This Scenario would cover a $enal

Social Security Law No. 19 (2001). number of employees (in 2008 approximately 705’600

SCENARIO E

private sector and Government employees, out ofhwhi
180’500are women and 525’100 are men) than Scenarios Mahdwever, as all those
employees and civil servants, who would fall unither scope of coverage of the proposed
new scheme, are already covered by the Social Bediaw No. 19 (2001), they are
already registered with the Social Security Corpora As mentioned above under
Scenario B, the databases containing the emplogeid’ employees’ data, e.g. declared
income, etc., are already in place and thus Sae&avvould imply relatively low costs for
the setting up of the new scheme while providingecage to a relatively high number of
private sector and Government employees.

When determining the scope of personal coveragesruttte proposed maternity cash
benefits scheme, it has also to be taken into attdbat the provision of maternity benefit
was already, in fact, included in the Social Seéguraw No. 19 (2001) at the time of its
adoption and when the pension schemes for whigtoitides were implemented. Hence, it
may be deduced that the original intention at itime of drawing up that law was that those
female workers covered for maternity benefits wolid the same as those covered by
pensions under Social Security Law No.19 (2001)jckvivould correspond to the scope of
coverage described Ifcenario E While it was recognized by most of the stakehade
that only full coverage (i.e. including women wargiin enterprises of 5 employees or
fewer under the new scheme) could fully remedyvireknesses of the current system, it
appeared from the discussions that there was aralet@nsensus on the importance of
adopting the most practical and economical appreddle covering as many employees
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as possible (i.e. providing coverage under the seleme to those private sector and
Government employees already covered by SocialrBgdiaw No. 19 (2001)), which,
again would correspond best3aenario E.

In comparingScenarios Ewith Scenarios A and Cit is evident that the adoption of
Scenario E could be seen as having an indirectidlis@atory effect on those women
working in enterprises with less than five workagader Scenario E, these women would
not be covered by the new scheme and accordingéy,liability for payment of the
maternity cash benefit would remain with their eoyglrs. Thus, the new scheme will not
remove the negative (relative) impact on their eypient prospects. Nevertheless it is
important to consider that a scheme which envisttlgesoverage of all female employees
would require major adaptation from existing adstirstive and regulatory mechanisms
(e.g. registration mechanisms, mechanisms for tieation of employers and workers’
contributions, and enforcement mechanisms) and¢cenamditional implementation and
compliance costs, resulting almost certainly inaglelto the implementation of the new
scheme and, on balance, the overall result maydh fe detrimental to the interests of
female employees as a whole. Finally, it shouldih@erlined that, while the figures show
that a higher number of women could be covered ldheitherScenario Aor Scenario C
be adopted, it is very unlikely that provision bétbenefits can be carried out efficiently in
practice under these Scenarios, for all the abeasans. Therefore, the efficient and
reliable coverage of a smaller number of workerp@posed undeBcenario Eat the
onset of the scheme appears a more practicallizabéd way of establishing the proposed
new scheme.

When determining the scope of personal coverageruting proposed maternity benefits
scheme, international standards should also b take account. According to Article 48
of Convention No. 102, all women in prescribed séss of employees, which classes
constitute not less than 50 per cent of all emmey&or all women in prescribed classes
of the economically active population, which classenstitute not less than 20 per cent of
all residents, should be covered. Article 2 of Gartion No. 183 extends the coverage to
all employed women, including those in atypicalnfierof dependent work. However, the
Convention allows countries to exclude wholly ortlyalimited categories of workers
from the scope of the Convention, under certainditmms, when its application would
raise special problems of a substantial naturéhithregardScenario Bwhich extends the
scope of coverage to all private sector and Goventramployees who are covered under
Social Security Law No. 19 (2001) appears to fatlynply with the scope of coverage of
Convention No. 102.

Therefore, the ILO, while deeply committed to thi#é €overage of workers, would advise

that the design of the new scheme, in the firstgglahould follow the existing structure of
Social Security Law No. 19 (2001), in order to gesthat its implementation takes place
with the shortest possible delay while encouradivegprogressive extension of coverage
in due course to all female employees without disication. The extension of maternity

cash benefits to enterprises with less than fivpleyees should preferably be carried out
in the context of extending the general coverag8atfial Security Law No. 19 (2001) to

such small enterprises.

Subchapter 5 of this Report, which sets out casnages for the proposed scheme, shows
figures for each of the five scenarios. These éguare also intended to provide readers

13 Convention No. 102 permits developing countriefirsi set up a maternity cash benefits scheme
with an even smaller number of persons coverethitregard, Article 48 of Convention No. 102
allows, where a declaration made in virtue of Aeti8 of the Convention is in force, the coverage of
all women in prescribed classes of employees, whiiabses constitute not less than 50 per cent of
all employees in industrial workplaces employingp&dsons or more.
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4.3

with the facility to judge to some degree the imglions of possible extensions of the
scheme in the future.

ILO Recommendations

It appears that Scenario E, which would provide coverage to all those private sector and Government
employees already covered by Social Security Law No. 19 (2001) would be the most realistic and feasible
Scenario in the Jordanian context. This option seems to facilitate the administrative arrangements
necessary for the establishment of the new scheme. It appears to be less costly, as the existing
administrative infrastructure can be used, and would guarantee a higher rate of compliance, which is
necessary in order to make the new scheme work properly and efficiently.

However, efforts should be made to extend in the future the maternity cash benefits provisions to
employees in small establishments. The extension of maternity cash benefits to enterprises with less than
five employees should preferably be carried out in the context of extending the general coverage of Social
Security Law No. 19 (2001) to such small enterprises.

For the time being, in order to minimize discrimination against those employees who work in enterprises
with less than five employees, such employees should still be covered by the provisions of the Labour
Code while the application of the provisions of the Labour Code relating to paid maternity leave, should
cease for those employees who are covered by the new maternity cash benefits scheme.

Who pays for the proposed scheme

The financial arrangements for the funding of theppsed maternity cash benefits scheme
mainly depend on the nature of the scheme. As atet in subchapter 4.1, the
recommendation of the ILO is that the new schenmulshbe provided through social
insurance. Accordingly, it should be financed tlylosocial security contributions, which
constitute a certain percentage of the earningsvefy worker covered by the scheme. It
should be noted that both female and male employeewell as their employer§,who

are covered by the proposed scheme, should be liabthe payment of contributions.

Subchapter 2.7 shows that it is worldwide pradimcesocial security contributions relating
to maternity benefits to be equally shared betwsaployers and workers. There are few
countries where, in addition to employers and warkihe State contributes to the scheme.
Besides international experience, one also hasake tnto account existing national
legislation when determining the distribution oé ttontribution rate between the different
actors under the new scheme. According to ArtileA (1) and 40 A (1 and 2) of Law
No. 19 (2001), employers are obliged to pay 2/3haf contribution rate fixed for the
different branches covered by the Law, while emp&s/have to pay 1/3 of the rate. On the
basis of the discussions held with stakeholder®dtober 2006, it was evident that the
contribution rate should be divided between empleyend workers according to this
share, as laid down in Law No. 19 (2001) for theeotinsurance branches, and indeed it is
unlikely that any other basis would be acceptethieyworkers. The proposal has been put
forward that, in addition to employers’ and worKegentributions to the scheme, the
Government may also contribute in order to show dtsnmitment and ensure its
acceptance amongst employers and employees. Swdntabution could consist for
example of 1/3 of the overall monthly contributidnsbe paid to the scheme, either for an
indefinite period or on a time bound basis for daie fixed initial period. In such case, the
contributions to be paid by employers and employstesild be reduced proportionally.
However, it appeared from the discussions that tgson was not favoured by the
Ministry of Finance, as it seemed difficult to jifigta State contribution to a social security
scheme which is usually financed by employers andkars. In addition, it was pointed

4 The term “employer” includes private sector empisy as well as the Government as an
employer.
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out that there is no regular Government contributim the other social security branches
already implemented in Jordan.

Thus, the choice which appears most suitable omigadland policy grounds is to divide
the contribution to the new maternity cash bendithkeme in the same share as for
pensions stipulated in Law No. 19 (2001). This aptfully complies with Article 71 of
Convention No. 102, which stipulates that employstesuld not contribute more than 50
per cent of the overall costs for social insurarices also in accordance with Convention
No. 183. Furthermore, Article 71 of Convention N@2 lays down that the State has the
general responsibility for both the proper admmaigbn of the scheme the provision of
benefits. Law No. 19 (2001) already lays down tkaeagal responsibility of the State for
the social security branches provided by the Ladviawould be of utmost importance for
this principle to be extended to the new matercityh benefits scheme.

ILO Recommendation

In view of the above, the ILO recommends applying the contribution share stipulated in Law No. 19 (2001)
for pensions to the proposed maternity benefits scheme. Accordingly, workers would have to pay 1/3 of
the contribution rate based on their earnings and employers, the remaining 2/3 of the contribution rate.
This option complies with Article 71 of Convention No. 102, and with Convention No. 183. Furthermore,
as Law No. 19 (2001) already lays down the general responsibility of the State for the social security
branches provided for in the Law, it would be of utmost importance for this principle to be extended to the
new maternity cash benefits scheme.

4.4  Length of maternity leave period during which
cash benefits will be paid

a) For the determination of the length of the paiaternity leave period of the new
scheme, it is important to take into account thevigions of the current Labour
Code. According to section 70, women workers aritled to a maternity leave
period of 10 weeks with full pay. It is suggestedttthe new provisions should be
generally similar to existing ones so to gain thHdest acceptance possible of the
new scheme by stakeholders. In this regard, ihortant that the provisions under
the new scheme should be no less favourable toemtkan existing ones, and yet
at the same time should not be overly generousdoyparison, as those workers
employed in enterprises with less than five empdsywill not initially be able to
benefit from it.

In addition, regard should be paid to the releyaovisions of Conventions No. 102
and No. 183, which respectively provide for a minimpaid maternity leave period
of 12 and 14 weeks. International best practicethis field also provide useful
indications as to the possible length of the mateteave period. At the same time,
it has to be borne in mind that, even if under ey scheme, employers will no
longer be responsible anymore for the payment 8f\vimges during the leave
period, they will still be deprived of the produailabour of those women on
maternity leave. Finally, the financial implicat®rrelated to the length of the
maternity leave period must also be consideretiéndetermination of such period,
as providing for a longer period would entail highests.

On these grounds, an extension of the current Hkwempulsory paid maternity
leave period to 12 weeks under the new scheme epfehe the most appropriate
option considering the national context. This would the one hand, be in line with
the minimum standards set out in Convention No. 482 with the maternity leave
period granted to Jordanian public sector emplay@aghe other hand, it would not
translate into substantially higher costs refledtedhigher contribution rates (see
Tables 5 and 6 of Annex 2B) and thus should beoredsly acceptable for
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b)

d)

employers and workers and possibly also the Goventhmvho have to bear in mind

the overall costs of the paid maternity leave pkrithe administrative demands on
employers also appear to be reasonable. In additienextension of the maternity
leave period from 10 to 12 weeks would ensure statizhtion of the maternity

leave period for all sectors of formal employmemd #hus, ensure compliance of the
new maternity cash benefits scheme with Jordarierriational obligations under

the Convention on the Elimination of all Forms aE@&imination against Women

and the implementation of the recommendationsefttab Labour Conferences.

Even if the overview of the lengths of maternitgve periods all over the world, as
presented in subchapter 1.8, shows that many cestave surpassed the 12-week
leave period required by Convention No. 102 by hang for periods of 14 weeks
and longer, as stipulated under the latest mayepnitection Convention No. 183, it
is believed that a 12-week leave period constitateappropriate target when setting
up a new maternity cash benefits scheme.

Concerning compulsory post-natal leave, secliGnof the current Labour Code
stipulates that the paid maternity leave period®@fweeks includes a compulsory
leave of six weeks after the delivery. This is ¢stesit with Convention No. 183 and
similar provisions can be found in maternity prét@c legislation all over the world

(see subchapter 2.4). Thus, it is recommendeddade within the proposed 12-
week paid leave period a compulsory leave pericsiofveeks after the birth of the
child, during which return to work may not be alledy in order to avoid the risk
that, under pressure, women resume work to thémit of their health and that of
their child. Regarding the remaining compulsoryigubrof six weeks, it should be

left to the pregnant woman to decide when to tdkdni general, it would be

expected that the woman would start the matereiyé period at least two weeks
before the expected date of the childbirth.

As indicated in subchapter 2.4, Article 52 ofn€ention No. 102 prescribes that,
where a longer period of abstention from work iguieed or authorised by national
laws or regulations, the paid leave period maybeotimited to a period less than
such longer period. In addition, Article 5 of Contien No. 183 stipulates that on
production of a medical certificate, leave shall fjpr@vided before or after the
maternity leave period in case of illness, compiices, or risks of complications
arising out of pregnancy or childbirth. The natared maximum duration of such
leave may be specified in accordance with natitavaland practice. Most countries
authorize a prolonged period of paid leave in adskness, complications or risk of
complications arising out of pregnancy or childbiaind its consequences, which is
often granted under sickness benefits schemes nivted that the Jordanian Labour
Code does not include any provision extending paaternity leave in case of
illness and complications due to pregnancy anddbhith. However, section 65 of
the Code provides that every worker shall be eutitb fourteen days of sick leave
with full pay, which can be extended for anotheurfeen days. The provision of
paid sick leave satisfies the requirements of tfmve@ntions. Nevertheless, a
prolonged paid leave, which may be determined kional legislation, should be
guaranteed under the new scheme even if the wooramemed has already used her
sick leave “contingent” of one month.

Some countries grant a prolonged maternity leswvecase of multiple births.
Although the relevant ILO Conventions do not requihe granting of such
additional leave period, paragraph 1 (2) of Reconaaéon 191 suggests that the
provision of extension of the leave period shouddnfiade in the event of multiple
births. As the Jordanian labour legislation does provide for the entitlement of
female workers with multiple births to a prolongeaid leave period, it is felt that
the new scheme should not seek, at this stageittio the provisions of the national
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legislation, so as to avoid any less favorableitneat being granted to those women
who will remain covered by the Labour legislatidime same considerations apply
to the question of whether to provide for paid nitg leave in case of adoptibn

ILO Recommendations

Considering the above, it appears that an extension of the existing compulsory paid maternity leave
period of 10 weeks, as provided for under the Labour Code, fo a period of 12 weeks under the new
scheme would be most appropriate in order to achieve political acceptance while being sustainable and
satisfying ILO’s minimum standards regarding maternity protection.

Furthermore, the maternity leave period under the new scheme should include a compulsory leave period
of six weeks after childbirth. Such provision would be in complete accordance with the current Labour
Code’s provision and with ILO Conventions on maternity protection.

It is also recommended that the new scheme provides for a prolonged or additional paid leave period in
case of medical certified illness or complications arising out of pregnancy or childbirth, which last beyond
the expiration of the statutory maternity leave period.

4.5 Level of maternity cash benefits

When determining the level of cash benefits to &iel pluring the maternity leave period
under the new scheme, the existing provisions eflthbour Code should constitute the
primary reference. In this respect, the rightstiegato the level of pay during maternity
leave set out in the Labour Code can be considasedcquired rights for the workers
concerned. According to Section 70 of the Laboudé€;avomen are entitled to a full pay
benefit during a maternity leave period of 10 wedkswever, in the event that the leave
period under the new scheme is extended from 1@ tweeks, the possibility of providing
for a slightly lower level of benefit, e.g. 85 dd Ber cent, could also be envisaged. In such
a case, the requirements of Convention No. 102&<ent of former earnings) and those
of Convention No. 183 (2/3 of former earnings) wbhl far be exceeded and conformity
with international best practices would also beuesds.

Nevertheless, throughout the discussions held wilkers’ representatives, it appeared
that a reduction of the level of cash payment duthre leave period, even if slight and
irrespective of its length, would be resisted bykeos. As for employers’ representatives,
they expressed no concern regarding the implementadf a replacement rate
corresponding to full pay under the new scheme. diilg concern of employers in this
context related to a high contribution rate, newaldss, it appeared that an employers’
contribution rate of less than 1 per cent of eamiwas regarded as acceptable for them.

Regarding the possibility of setting a ceiling amtibutions or benefits with a view to
prescribe a maximum benefit, any decision in tegpect should be guided by the existing
provisions of Social Security Law No. 19 (2001) aridhe Labour Code, as well as by the
preferences expressed by the constituents duriigzdhous discussions. As mentioned
earlier, Section 70 of the current Labour Code e for full pay during the ten-week
maternity leave period. In addition, Law No. 19 @29 which is already in force since
1978, does not set any ceiling on contributionsbenefits. Given that the workers®
representatives also indicated that a reductioth@fcurrent level of payment during the
maternity leave period would not be agreed to bykexs, and as Law No. 19 (2001) does
not set a ceiling on already existing benefités itecommended that no ceiling be set on

> Also regarding leave in case of adoption, thevami¢ ILO Conventions are silent, while
paragraph 10(5) of Recommendation 191 proposedehat should be granted in case of adoption,
where adoption is provided for by national legisiat
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4.6

contributions or benefits. However, any future sem of Law No. 19 (2001) in this regard
should include the proposed new maternity cashfligiseheme.

Furthermore, as indicated under subchapter 2i$citmmon international practice to base
the maternity benefit on the average earnings ehtbst recent months before the start of
the leave period, in order to avoid higher earningisig declared for the last month before
the maternity leave starts. In this respect, twerahtives are recommended:

. To calculate the cash benefit according to theraye earnings of the most recent
three months before the start of the maternitydgaariod, or

. To calculate the cash benefit according to theragye earnings of the most recent
two months before the start of the maternity lgaseod.

ILO Recommendation

In the view of the ILO, it appears that adopting a replacement rate which corresponds to full pay would be
the preferred choice from the social point of view. It would also be affordable and it appears to be the
politically most sensible option as it is of utmost importance to gain the support of all stakeholders,
including workers’ representatives, for the setting-up of the scheme. It is believed that the new scheme
can only be successfully implemented if the support of workers is guaranteed through their affiliation to
the scheme and the payment of required contributions. As regards the employers’ concern of having to
pay high contribution rates, the calculations indicated in subchapter 5.1 below demonstrate that the
contribution rate for employers would be below 1 per cent of earnings, and this appears as acceptable to
them. In this regard, it is recommended to design the scheme without prescribing a ceiling on
contributions or benefits. However, any revision of the Social Security Law No. 19 (2001) in this regard
should also include the proposed new maternity cash benefits scheme.

Qualifying conditions

Worldwide experience as well as the provisionshef televant ILO Conventions and of
the current Jordanian Labour Code are of utmostoitapce when examining the
possibility, under the new scheme, of making esmint to maternity cash benefits
conditional upon the completion of a qualifyingipdrand when determining the length of
such qualifying period.

As mentioned in subchapter 2.2, most countries lwhiave maternity cash benefits
schemes in place have introduced at least someifispgaalifying conditions for
entittement to benefits, in order to preclude abok¢he scheme. As further indicated,
where insurance schemes are concerned, such dqugliperiods are usually linked to
periods of employment or contributions. The qualifyperiods established by different
countries, however, vary for example from 75 dafantributions within the last 10
months, as required in Honduras, to 10 months ofribmtions, in Egypt.

Variations in the length of qualifying periods aiéwed under Article 51 of Convention
No. 102, as long as such length may be justifiedeggssary to preclude abuse. Article 6
of Convention No 183 requires that conditions talify for cash benefits have to be set in
such a way that they can be met by a large majofityomen in the country concerned.

The current Labour Code does not establish anyifgug period for entitlement to the

continuous wage payment during maternity leave. él@m, it is usual practice that
benefits paid from social insurance schemes hayweacribed qualifying period for

entitlement to the benefit. In this regard, thearisy members of the Advisory Committee
to the Working Women’s Department of the MinistfyL@bour of Jordan agreed on the
establishment of a qualifying period of 12 consieutmonths of contributions in order to
preclude abuse.
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Bearing the above considerations in mind, it appdhat a qualifying period of 12
consecutive months would not be in contradictiothwtie relevant provisions of the ILO
social security Conventions, as such a period weamed necessary by the Government to
preclude abuse. In this regard, the establishmieatqualifying period of 12 consecutive
months of contributions, as proposed by the Adyis@ommittee to the Working
Women’'s Department of the Ministry of Labour of dan could, at the onset of the
scheme, be envisaged, taking into account admatiigtr considerations, as the new
maternity cash benefits scheme will be the firstvating for short-term insurance benefits.
However, it would be recommended reviewing this ctihsecutive months qualifying
period in a reasonable time from the onset of #he scheme and then periodically so as to
ensure that it is not longer than necessary tolymecabuse and that it does not deprive
women of the rights to which they were entitled emtthe current Labour Code.

ILO Recommendation

The ILO would recommend the establishment of a qualifying period which is, on the one hand, long
enough to preclude abuse of the system and, on the other hand, enables the majority of employed women
in childbearing age to qualify for the benefit. In this regard, the establishment of a qualifying period of 12
consecutive months of contributions, as proposed by the Advisory Committee to the Working Women’s
Department of the Ministry of Labour of Jordan could, at the onset of the scheme, be envisaged, taking
into account administrative considerations, as the new maternity cash benefits scheme will be the first
providing for short-term insurance benefits. However, it would be recommended reviewing this 12
consecutive months qualifying period in a reasonable time from the onset of the new scheme and then
periodically so as to ensure that it is not longer than necessary to preclude abuse and that it does not
deprive women of the rights to which they were entitled under the current Labour Code.

4.7 Entitlement conditions

Regarding the establishment of entitlement conaktito cash benefits under the proposed
maternity scheme, it is once again recommendedoliowf the rules and procedures
already established under the Jordanian Labour ,God®der to gain the widest support
from stakeholders for the new scheme and to avoid discrimination between those
workers who will be covered by the new scheme aAodda who will remain covered by the
Labour Code. In this respect, however, it shoulddrgsidered as a minimum condition for
entitlement to cash benefits that women be requogmovide a medical certificate stating
the expected date of the childbirth. In additios,the contingency of maternity covers
suspension of earnings due to preghancy and conéine and their consequences, it
should be considered to require the suspensiorodf iy the woman concerned, in order
to avoid the possibility that she receives caslefienfor leave in addition to her salary or
wage. Such requirement would prevent the woman fresuming work before the
completion of the statutory leave period, which idobe desirable for both the mother’s
health and the child’s well-being.

Furthermore, the Advisory Committee to the Workid¢gpmen's Department of the
Ministry of Labour of Jordan proposed to limit thetittement to maternity cash benefits to
four deliveries. Taking into account the nationatumstances of Jordan where the total
fertility rate in 2004 amounted to 3.7 children amwitere it is expected to decrease to a rate
of 2.1 in 2030 (see Annex 2B), such limitation ofigement to the maternity cash benefit
could be envisaged at the onset of the new schigésieould, however, be reviewed as the
scheme matures to ensure conformity with the requénts of Convention No. 102 and
Convention No. 183.

ILO-TF-JORDAN-R12(Rev)-20-07-07.doc 29



4.8

4.9

ILO Recommendation

The ILO would recommend the adoption of entitlement conditions in line with those provided for in the
Labour Code and related legislation. Also, the provision of a medical certificate stating the expected date
of childbirth as well as stoppage of work for entitlement to the cash benefit should be stipulated as
essential minimum requirements.

Furthermore, as proposed by the Advisory Committee to the Working Women’s Department of the
Ministry of Labour, the limitation of entitlement to the maternity cash benefit to four deliveries could be
envisaged at the onset of the new scheme It should, however, be reviewed as the scheme matures to
ensure conformity with the requirements of Convention No. 102 and Convention No. 183.

Frequency of the benefit payment

As indicated in subchapter 2.6, most maternity daesfefits schemes worldwide provide

for a benefit payment mechanism following the s&mguency of payment as salaries and
wages. In Jordan, salaries and wages are paid mwiondhly basis. As cash maternity

benefits constitute a replacement for the lossadevor salary during the maternity leave,
it should accordingly be paid once a month. Suelydency of payment would also meet
the requirements of Convention No. 102.

ILO Recommendation

In view of the ILO, the new scheme should provide for the payment of the benefit once a month, in line

with the frequency of payment of wages and salaries.

Transitional arrangements

It will be necessary to introduce a set of traosii arrangements to ensure ongoing
entitlement for women under the old scheme whoaagoalify under the new scheme. It
is intended that from the outset of the introductiof the new scheme all covered
employers and their workers will contribute. Theuis is how to protect women who

produce a medical certificate of confinement infitst year of the scheme but do not meet
the qualifying conditions of 12 months of contriloms. The Government will need to

carefully consider the different options wherebgtpction can be maintained.

ILO Recommendation

The issue of how to protect women who produce a medical certificate of confinement in the first year of
the scheme, but do not meet the qualifying conditions of 12 months of contributions, needs to be carefully
considered.
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5.

5.1

Table 1.

Financial, administrative and legislative consid erations

What are the costs of the new scheme?

Before setting-up a new social security schemis, af utmost importance to estimate the
costs relating to the provision of benefits under hew scheme and to its administration.
As noted in subchapter 2.8, the costs of matena@sh benefits schemes usually represent
a relatively low percentage of total social segquiibsts in the countries where such
schemes are established.

According to ILO’s recommendations, the new matgroash benefits scheme should be
set up as an insurance scheme, financed througloygeng and employees’ contributions,
divided in such way that employers will contrib@@ of the fixed contribution rate while
employees will contribute 1/3 of the contributi@te based on the earnings.

Estimates have been developed in order to showdsieimplications of a maternity leave
period of 12 weeks, as recommended by the ILO aitddown in Convention No. 102. In
addition, costs for a benefit period of 10 weelsspeovided for under the current Labour
Code, have been calculated to provide the Goverhmign the comparative costs related
to the extension of the maternity leave period fréth to 12 weeks. It is assumed
throughout that benefits will be paid at a rateregponding to the average of the woman
employee’s former earnings of the last three mdiwlesmonths before the onset of the
maternity leave.

The estimates have also been made in such a way skow the comparative costs
associated with the coverage of different posst#éegories of members of the new
scheme. While the ILO favours the coverage of ailgbe sector and Government
employees covered by Social Security Law No. 1D{20Scenario B a wider range of
possibilities is demonstrated here below, in ortterprovide the Government with as
comprehensive an overview as possible of the @siscontribution rates necessary for
the financing of the new scheme. Considering thetmelevant policy options related to
coverage, estimates for costs as well as for dantdn rates have been carried out
according to five different scenarios which aim capturing all different coverage
possibilities. These five scenarios are descritedovbin Table 1.

Scope of coverage

A Coverage of all women covered by the current Labour Code;

B  Coverage of all women covered by Social Security Law No. 19 (2001), with the exclusion of Government
employees?;

C  Coverage of all women covered by the current Labour Code and all Government employees;
Coverage of all women covered by Social Security Law No. 19 (2001), and all Government employees;

E Coverage of all women covered by Social Security Law No. 19 (2001), including all Government employees
covered by Law No. 19 (2001).

1 Civil servants and military personnel.

It is assumed that the costs of the new materragh denefits scheme will be met by
contributions assessed, broadly, according to élyeas-you-go funding system. Under this
approach, which is straightforward and adequatéhisrbranch of social security benefits,
contributions are calculated so as to cover theefiten(and, in principle, administrative

expenditures) on a year-by-year basis; in additiaelatively small contingency reserve
may be maintained to provide a margin for fluctoasi. However, the figures set out
below are on a “net” basis, to which the administeacosts and an allowance to build the
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Table 2A.

Table 2B.

contingency reserve should be added, but on a badie determined after discussions
with the responsible administrative entity.

The results of the financial projections are sunipearin Tables 2A and 2B below, for the
different membership scenarios, and, as indicabedey for alternative benefit periods of
10 (Table 2A) or 12 weeks (Table 2B).

Benefits-to-earnings ratio (net benefits PAYG contribution rate) (%), 10 weeks benefit period

Benefits-to-earnings ratio (%)’

Year
A B c D E

2007 0.33 0.60 0.32 0.44 0.56
2012 0.32 0.59 0.31 0.43 0.54
2017 0.30 0.57 0.30 0.42 0.53
2022 0.29 0.56 0.29 0.41 0.51
2027 0.28 0.54 0.28 0.40 0.49
2032 0.28 0.52 0.28 0.39 0.48
2037 0.27 0.45 0.26 0.35 0.40
2042 0.26 0.39 0.25 0.31 0.34
2047 0.24 0.33 0.24 0.28 0.30
2052 0.24 0.31 0.23 0.27 0.28
2057 0.25 0.31 0.24 0.26 0.28

1 Under scenarios A and C the benefits-to-earnings ratio is significantly lower than under the other scenarios, due to the
coverage of small enterprises in which the proportion of females is lower than in the other subsets.

Benefits-to-earnings ratio (net benefits PAYG contribution rate) (%), 12 weeks benefit period

Benefits-to-earnings ratio (%)’

Year
A B c D E

2007 0.39 0.72 0.39 0.53 0.67
2012 0.38 0.71 0.37 0.52 0.65
2017 0.37 0.69 0.36 0.51 0.63
2022 0.35 0.67 0.35 0.49 0.61
2027 0.34 0.65 0.34 0.48 0.59
2032 0.33 0.63 0.34 0.47 0.57
2037 0.32 0.54 0.32 0.42 0.48
2042 0.31 0.46 0.30 0.37 0.41
2047 0.29 0.40 0.28 0.33 0.36
2052 0.28 0.38 0.28 0.32 0.33
2057 0.30 0.37 0.29 0.32 0.33

1 Under scenarios A and C the benefits-to-earnings ratio is significantly lower than under the other scenarios, due to the
coverage of small enterprises in which the proportion of females is lower than in the other subsets.

The projections of the contribution rates for the fdifferent scenarios of Tables 2A and
2B show that for the year 2007, the contributiote far scenario A would be for a ten-
week maternity leave period 0.33 per cent of engsy earnings and for a twelve-week
maternity leave period 0.39 per cent of the easiik@r scenario B it would be 0.60 per
cent for a ten-week maternity leave period and @&2cent for a twelve-week maternity
leave period. For scenario C, it would amount @2®er cent for a ten-week maternity
leave period and to 0.39 for a twelve-week matgri@ave period. For scenario D, the
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contribution rate would amount to 0.44 per centdden-week maternity leave period and
to 0.53 per cent for a twelve—week maternity legedod. For the last scenario E, the costs
would be 0.56 per cent of earnings for a ten-weakemity leave period and 0.67 per cent
for a twelve-week maternity leave period. The yi@aaiyear costs are expected to decrease
steadily, due to the anticipated decrease of thiitierate in the next 50 years.

As noted earlier, the ILO recommends that the nelieisie covers at its initial stage all
private sector and Government employees and emglalesady covered under Social
Security Law No. 19 (2001), as expressed urignario E The cost estimates for a
maternity leave period of 12 weeks, as presentdabie 2B above indicate that, in 2007,
the net costs for this scenario could be met byoatribution rate amounting to

approximately 0. 67 per cent of earnings, of wh&mployees would have to pay
approximately 0.22 per cent, while employers wcdsle to contribute the remaining 0.45
per cent. The annual PAYG cost would decreaselyggear, so that contributions at this
rate would naturally contribute to the buildingasofontingency reserve.

ILO Recommendation

Assuming that the scheme covers the members envisaged in Scenario E (private sector and Government
employees and employers already covered under Social Security Law No. 19 (2001)), it is assumed that
the costs for this scenario, net of administration expenses, could be met by a total contribution rate (for
employees and employers combined) of approximately 0. 67 per cent of earnings, of which employees
would have to pay approximately 0.22 per cent, while employers would have to contribute the remaining
0.45 per cent of earnings. This contribution rate appears to be sufficient to cover the benefit costs in the
first year (2008) and may decrease in subsequent years.

5.2  Who administers the new scheme?

Another key issue that needs to be addressed asdeethe establishment of the new
maternity cash benefits scheme is to determine ittstitution responsible for its
administration. As indicated in subchapter 4.3, Iti@ recommends establishing the new
scheme as a social insurance scheme to be findaycedntributions from employers and
their employees. In this regard, subchapter 2.9vshtat in most countries where well-
established national social security systems adaoe, maternity cash benefits schemes
usually form part of these systems and are, togethb the other social security schemes,
administered by the national social security ingitin.

When the statutory social security system was géhwordan in 1978 under Law No. 19
(2001), it already included the branch of maternigsh benefits, which was to be
implemented at a later stage. In due course, theialS&ecurity Corporation was
established as the institution responsible for dldeinistration of the national social
security system. It thus appears as the most $itfitom a policy perspective) and
practical choice for the Social Security Corponatito also be in charge of the
administration of the proposed new maternity cashefits scheme. The Social Security
Corporation is well prepared to administer the sethveme, as it has the capacity as well as
the infrastructure necessary to register employgers their employees, to collect the
required contributions from both employers and rtlehployees, to assess entitlement
criteria to benefits and to pay the appropriateefiento those who fulfill the eligibility
criteria. Furthermore, as the branch of materrétghchbenefits has already been included in
Law No. 19 (2001) in 1978, the Parliament expresgedtention, when setting up the
national social security scheme, to concentrateatfrainistration of all social security
branches within one single institution. In additignwas apparent from the discussions
held with stakeholders that the Social Security pOcation has the widest acceptance
among workers and employers as the most appropnistieution for administering social
security; it was also understood that there werether institutions with the will and the
facilities to administer the proposed new matergiégh benefits scheme. Moreover, the
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5.3

administration of the new scheme through the S&mlurity Corporation fully complies
with the requirements of Convention No. 102 and N83, as the Social Security
Corporation is governed by a tripartite Board cadsipg representatives of relevant
ministries as well as employers’ and workers’ repreatives.

Furthermore, taking into account worldwide practite question of merging the proposed
new maternity cash benefits scheme with other bos&turity branches already

implemented in Jordan should be considered. It ayspadvisable to merge the proposed
new scheme with the old-age, invalidity and surkgv@ensions branches for investment
purposes. However, it is important to keep sepasatsounting on contributions and

benefits payments and administrative costs, so &g table to monitor the performance of
the new scheme and to be able to take the necessaasures to guarantee its
sustainability in the long term.

In this regard, it should be noted that it would Heguired from the Social Security
Corporation that it adapt its mechanism for théeation of contributions and the payment
of benefits to the new maternity cash benefits wgheln addition, an appropriate
mechanism for the processing of maternity cash fiteredaims would need to be put in
place.

ILO Recommendations

In view of the above, the ILO recommends that the proposed new maternity cash benefits scheme be
administered by the Social Security Corporation, as it is believed to have the appropriate infrastructure to
do so, as well as long standing experience in administering social security benefits. In addition, through
the integration of the branch of maternity cash benefits in the Social Security Law No. 19 (2001), the
legislature expressed its will to concentrate the administration of social security benefits in Jordan within
one single institution.

Furthermore, the ILO is of the view that it would be appropriate to merge the proposed new maternity
cash benefits scheme with the old-age, invalidity and survivors’ benefits scheme for investment purposes.
However, it would be advisable to keep separate accounting regarding the contribution income, the
benefit payments and the administrative costs, so as to be able to monitor the performance of the scheme
and to take appropriate measures for guaranteeing its sustainability.

Finally, it must be kept in mind that, in order to process the cash maternity benefits claims under the new
scheme, the Social Security Corporation would need to put in place appropriate mechanisms.

Legislative amendments for implementation of th e new scheme

When proceeding to the codification of the proposed maternity cash benefits scheme,
careful attention has to be given to the adaptatbrthe current legislation, and in
particular, the Social Security Law No. 19 (20044l he Labour Code, so as to ensure that
pieces of legislation do not contradict each othat,rather be complementary.

Given that the branch of maternity cash benefitalisady comprised in Social Security
Law No. 19 (2001), it would seem appropriate foe tprovisions governing its
implementation to also be included in this Law. Sderovisions are mainly related to the
amount of cash benefits, the period during whicheffies are paid, their entitlement
conditions and their financing mechanisms. The alidode needs to be revised in such
way that the application of the provisions govegnthe maternity leave period and the
payment of wages cease to apply to those femaldogags who will be covered by the
new maternity cash benefits scheme. Furthermogelagons and ministerial decrees for
the implementation of the new scheme need to bedss
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ILO Recommendation

The ILO recommends that, as the branch of maternity cash benefits is already included in Social Security
Law No. 19 (2001), the provisions needed for governing this new branch should also be included in this
Law. It is further necessary to revise the Labour Code accordingly. In addition, the necessary regulations
and ministerial decrees for the implementation of the new scheme need to be issued in due course.
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6. Conclusions regarding the establishment of a mat  ernity
cash benefits scheme in Jordan

After having examined carefully the national comtiexJordan and the different concerns
of the stakeholders, it appears that Jordan woeldnbthe position to establish a new
maternity cash benefits scheme as proposed inrdgseim Report, in conformity with the

requirements of the ILO Convention No. 102 andne With international best practices.

It is recommended that the new maternity cash lisn&theme should be established on
the basis of social insurance principles, with ®acial Security Corporation as the
institution responsible for its administration.tlaily, all employees and their employers,
already covered for pension purposes by Social rf@gdiaw No. 19 (2001), including
those Government employees already covered by ISSeieurity Law No. 19 (2001),
should be covered by the new scheme. Female enmgdoy®rking in private sector
establishments with less than five employees shoeidain covered under the Labour
Code. The Government, nevertheless, would be eagedr to progressively extend
coverage under the new scheme to all female emgdoyeho remain covered by the
Labour Code.

It is envisaged that the new scheme should prdeida cash benefit equal to the previous
earnings of the woman concerned during the magereidve period (100 per cent
replacement rate). It is further recommended thatiéave period will be set at the outset
at 12 weeks, in conformity with the requirementLohvention No. 102 as well as in line
with Jordan’s international obligations under then@ention on the Elimination of All
Forms of Discrimination Against Women and with trecommendations of the Arab
Labour Conferences. Furthermore, a minimum of sieekg leave should be taken
compulsorily after the confinement and the remainsteould be at the choice of the
woman concerned. With regard to national circunt#an a qualifying period of 12
consecutive months of contributions, as proposedheay Advisory Committee to the
Working Women’s Department of the Ministry of Lalbaf Jordan could, at the onset of
the scheme, be envisaged. Such qualifying periogdildhbe reviewed after a reasonable
time and then periodically to ensure a balance éetmthe concerns about abuse and the
concerns about excluding insured women from quabfyor maternity cash benefits. The
new scheme should be financed through contributitmbe paid by employees and their
employers, of which employees would pay 1/3 offtked contribution rate based on their
earnings, and employers the remaining 2/3 of tméribmution rate.

Estimates for the new scheme show that the costScienario Ewhich is favoured by the
ILO for implementation purposes, may be met by & gwntribution rate (before the
addition of administration costs) of 0. 67 per ceftemployees’ earnings, of which
employees would have to pay approximately 0.2Zpat, while employers would have to
contribute the remaining 0.45 per cent of earnifigpe financial projections show that the
actual annual costs will reduce year by year, céfig the observed trend to lower rates of
fertility, and would allow either a reduction ofetlcontribution rate in subsequent years, or
an enhancement of the benefit provision. The catmrs show that in Jordan, as in most
countries worldwide, the clear medium and long-t@dwantages that the implementation
of a maternity cash benefits scheme would bringamty to Jordanian female employees
and their employers, but also to society as a whialg be readily achieved at a cost which
is very low in comparison to the costs of otheriaogecurity benefits.

The issues discussed in this Technical Note nedxb toarefully analysed, discussed and
agreed upon by all Jordanian stakeholders. TheisLfDlly prepared and willing to assist

the Government in the future development of sugbraposed maternity cash benefits
scheme, in particular through such further detaitedting of the scheme as may be
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required, drafting of relevant legislation or amenatht and revision of existing legislation
and the implementation of the administrative preces
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Annex 1.

Maternity protection schemes (cash benefit )
in selected countries

Latin American countries

Belize Honduras Mexico Peru Uruguay
Type of Social insurance Social insurance  Social insurance Social and Social insurance
program system; cash benefits system; cash and  system; cash and private system.
only. medical benefits. ~ medical benefits. insurance
system; cash
and medical
benefits.
Coverage Compulsory insurance  Public sector Employees, Compulsory Private sector
for employed persons  employees and members of insurance for employees and
aged 14 to 64, employees of firms  producers’, workers in public  domestic workers.
including public in industry and agricultural, and and private Special systems
servants and self- commerce with credit union sector; self- for public servants.
employed. one or more cooperatives. employed,
workers in Voluntary coverage ~ domestic and
specified regions.  for self-employed, agriculture
domestic workers, workers,
family labour, etc. cooperatives
Special systems for ~ workers, efc;
public sector special systems
workers. for certain
categories of
workers.
Financing Insured persons and Employees (2.5%  Employees (0.25% Employers (9% Insured persons
employers of gross earnings),  of gross monthly of payroll). (3% of gross
(contributions vary employers (5% of  earnings), employer  Contributions earnings),
according to wage payroll) and (0.7% of gross also finance employer (5% of
classes). Self- government (0.5%  monthly earnings), maternity payroll);
employed (7% of of total covered self-employed (0.7%  medical benefit Government
weekly income earnings). of declared and sickness (through tax
between B$55 and Contributions also ~ earnings) and benefit. system)
B$320 (US$1.00 finance maternity ~ Government (0.05% Contribthions also
equals B$2.20) medical benefit, of gross monthly f ick
Government covers work injury, and earnings). Nance sickness
any deficit. sickness benefits.  Contributions also benefit
Contributions also finance cash
finance old-age, sickness benefit.
invalidity, survivors,
sickness, and work
injury benefits.
Amount of 14 weeks. Benefit 12 weeks (6 weeks 84 days (42 before 90 days (45 days 12 weeks (6 weeks
benefit equal to 80% of the before and and 42 after before and before and
and its average weekly 6 weeks after confinement). 45 days after 6 weeks after
duration insurable earnings. confinement) Benefit equal to confinement. confinement)
Benefit equal to 100% of last daily Benefit equal to Benefit equal to
66% of earnings. earnings. Minimum 100% of 100% of average
Minimum monthly  benefit equal to earnings. earnings in the last
insurable earnings  regional minimum Minimum 6 months.
for contribution and  wage. earnings for Minimum earnings
benefit purposes: contribution for contribution

360 lempiras
(US$1.00 equals
18.86 lempiras).

purposes equal
to legal monthly
minimum wage
(460 nuevo soles
(US$1.00 equals
3.25 nuevo
soles)

purposes:
1,746.25 NP
(US$1.00 eugals
24.15 NP)
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Belize Honduras Mexico Peru Uruguay
Ceiling on No ceiling on Maximum monthly ~ Maximum earnings Ceiling on benefit  No ceiling on
earnings contributions. insurable earnings  for benefit (amount not benefit.
considered for contribution and  calculation purposes  specified).
for payment benefit purposes: equal to 25 times the
of 4,800 lempiras minimum monthly
contributions (US$1.00 equals wage in Mexico City
and 18.86 lempiras). (1,631.12NP
calculation of (US$1.00 equals
benefits 10.88 NP)).
Qualifying 50 weeks of 75 days of 30 weeks of Insured when the  No qualifying
conditions contributions, including  contributions in the  contributions in the child was condition.

25 weeks of the 39 last 10 months. 12 months before conceived.

weeks ending 6 weeks benefit is payable.

before confinement.
40 ILO-TF-JORDAN-R12(Rev)-20-07-07.doc



Middle Eastern and North African countries

Algeria

Egypt

Morocco

Tunisia

Type of program

Coverage

Financing

Amount of benefit
and its duration

Ceiling on earnings
considered for
payment

of contributions
and calculation

of benefits

Qualifying
conditions

Social insurance
system; cash and
medical benefits.

Compulsory
insurance for all
employed persons.

Insured person
(1.5% of gross
earnings), employer
(12.5% of gross
payroll).
Contributions also
finance maternity
medical and sickness
benefits, disability
and, survivor
benefits, and death
grant.

14 weeks (including
up to 6 weeks before
confinement). Benefit
equal to 100% of
earnings. Minimum
daily benefit equal to
8 times the legal
hourly minimum
wage.

No ceiling on
contributions.

15 days (or 100
hours) of insured
employment in last 3
months or 60 days
(or 400 hours) in the
12 months preceding
onset of pregnancy

Social insurance
system; cash and
medical benefits

Compulsory insurance
for employed persons
aged 18 or older
(aged 16 or older if a
government
employee).

Insured person (1% of
gross earnings),
employer (4% of gross
monthly payroll and
3% if providing cash
sickness benefits to
employees).
Contributions also
finance maternity
medical and sickness
benefits.

90 days. Benefit equal
t075% of last insurable
daily wage before
maternity leave period.
Minimum benefit equal
to minimum
contributory salary
(equal to lower limit of
civil servant salary
scale)

Maximum monthly
earnings for
contribution and
benefit purposes:
1,150 pounds
(US$1.00 equals 6.21
pounds)

10 months of
contributions.

Social insurance system;
cash and medical benefits.

Compulsory insurance for all
salaried workers and
apprentices in industry,
commerce, forestry,
agricultural cooperatives,
and associations. Special
systems for civil servants
and for certain other
categories of employees.

Insured person (0.33% of
gross earnings) and
employer (0.67% of gross
payroll). Contributions also
finance maternity medical
and sickness benefits.

14 weeks. Benefit equal to
100% of average insurable
salary received during the 6
calendar months before
confinement.

Maximum average monthly
earnings for benefit
calculation

purposes:6,000 dirham
(US$1.00 equals 8.47
dirham).

54 days of contributions
during 10 months before
expected date of childbirth.

Social insurance
system; cash and
medical benefits.

Private-sector
employees; certain
categories of
fishermen. Special
systems for certain
categories of workers
(e.g. civil servants,
agricultural workers,
farmers, and
fishermen)

Insured persons
(1.74% of gross
monthly earnings) and
employer (4.51% of
gross payroll).
Contributions also
finance maternity
medical and sickness
benefits, death grant
and death allowance.

30 days, with possible
extension of 15 days.
Benefit equal to 2/3 of
average daily
earnings.

Maximum benefit:
twice the legal
minimum daily wage.

Eighty days of insured
employment during the
last four quarters.
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European countries

Cyprus

France

Greece

Italy

Lithuania

Type of program

Coverage

Financing

Amount of
benefit and
its duration

Social insurance
system; cash
benefits and medical
benefits.

Compulsory
insurance for
employees and self-
employed; voluntary
coverage for women
working abroad in
service of Cypriot
employer.

Insured persons
(6.3% of gross

earnings), employers

(6.3% of payroll);
self-employed
(11.6% of gross
earnings) and
Government (4% of
payroll).
Contributions also
finance old-age,
disability, survivors’,
unemployment and
work injury benefits.

16 weeks,
beginning with the
6t week and 2nd
week before
expected week of
confinement.
Benefit equal to
75% of weekly
average insurable
earnings over the
benefit year.

Social insurance
system; cash and
medical benefits.

Compulsory
insurance for
employees;
voluntary
coverage for
French citizens
working abroad;
special systems
for certain
categories of
workers including
agricultural,
mining, railroad,
public utility and
public sector
employees, and
self-employed.

Insured persons
(0.75% of gross
earnings),
employers (12.8%
of payroll plus
other contributions)
and Government
through taxes.
Contributions also
finance disability,
survivors’ and
sickness benefits.

16 weeks (6 weeks
before confinement
and 10 weeks after
confinement);
Benefit equals
100% of net salary.
Minimum benefit:
8.24 Euros per day
(US$1.00. equals
0.84 euros).

Social insurance
system; cash and
medical benefits.

Compulsory
insurance for
employees;
special systems
for certain
categories of
workers including
agricultural and
public sector.

Employee (0.4% of
monthly earnings);
employer (0.8% of
monthly payroll).
These
contributions also
finance work injury
and sickness
benefits. Self-
employed (0,4% of
monthly earnings
which also
finances sickness
benefit) employer.
Guaranteed
annual State
subsidy.

119 days (56 days
before and 63
days after
confinement).

Social insurance
(cash benefits)
and universal
(medical benefits)
system.

Compulsory
insurance for
employees,
contract workers

and self-employed.

Employers (0.46%
of gross earnings
paid on behalf of
blue and white-
collar workers and
0.24% of gross
earnings on behalf
of employees in
commerce and the
service sector).
Variable
contributions on
behalf of some
categories of
contract workers.
Variable
contributions from
self-employed.
Government
finances the total
cost for certain
categories of
workers including
home, agricultural
and domestic
workers

4 months (1
month after and 3
months after
confinement.
Benefit amounts
to 80% of
earnings for this
compulsory
period.

Social insurance
system.

Compulsory
insurance for
employees;
voluntary
coverage for self-
employed and all
other persons
older than age 16
residing
permanently in
Lithuania.

Employees (0.5%
of earnings) and
employers (2.8%
of payroll)
Government
covers any deficit.
Self-employed
voluntary monthly
contributions
between 10 to 200
lithas (US$1.00
equals 2.92 lithas).
Contributions also
finance sickness
benefits.

126 days (70 days
before and 56
days after
confinement). Full
compensatory
wage is paid
during the leave
period. The benefit
must not be lower
than % of current
years insured
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Cyprus

France

Greece

Italy

Lithuania

Ceiling on
earnings
considered for
payment of
contributions
and calculation
of benefits

Qualifying
conditions

Ceiling on insurable
earnings: 479£ per
week (US$1.00
equals 0.48£).

Insured person has
to be insured for at
least 26 weeks up
to the starting date
of the
commencement of
maternity
allowance, including
20 weeks of
insurance in the last
year.

No ceiling on
contributions.
Maximum monthly
earnings for
benefit
calculation: 2,589
Euros. Maximum
benefit: 69.31
Euros per day;
(US$1.00. equals
0.84 euros)

Affiliation to the
insurance scheme
for at least 10
months at the
expected date of
confinement and
200 hours of paid
employment in the
3 months before
certification of
pregnancy.

Minimum benefit
equal to 2/3 of the
insured’s earnings;
the insured may
also receive a
maternity
supplement for
dependants equal
to a maximum of
1/3 of earnings.

No ceiling on
contributions.
Maximum benefit:
41.78 Euros per
day (no
dependants) and
58.49 Euros per
day (maximum of
4 dependants)
(US$1.00. equals
0.84 euros).

200 days work
resulting in
contributions
during the last 2
years.

No ceiling on
contributions and
benefit.

Affiliation to the
insurance scheme;
self-employed and
contract workers
must meet
contribution
conditions and a
means-test

income.

No ceiling on
contributions and
benefit.

3 months
insurance during
the last 12 months
or at least 6
months insurance
during the last 24
months.

ILO-TF-JORDAN-R12(Rev)-20-07-07.doc

43



Other selected countries

Japan Philippines Turkey Russia Vietnam

Type of Social insurance Social insurance Social insurance Social insurance Social insurance

program system; cashand  system; cash and system; cash and (cash benefits) system; cash and
medical benefits. medical benefits. medical benefits. and universal medical benefits

(medical benefits)
system.

Coverage Employees of Private-sector Employees working Employed Private and public-
firms in industry employees up to under a service citizens. sector employees
and commerce age 60; domestic contract in the public with employment
with 5 or more employees and self-  and private sectors. contracts of at least
employees; employed earning 3 months including
voluntary at least 1,000 pesos domestic,
coverage for a month (US$1.00 agriculture, fishing,
employees in equals 55.86 and salt production
private sector pesos). Voluntary workers and civil
workplaces with coverage for certain servants. Voluntary
less than 5 categories of coverage for self-
workers and for persons. Coverage employed.
agricultural, for up to 4 deliveries Coverage for first
forestry and or miscarriages. two childbirths.
fishery workers.

Financing Insured persons Insured persons Employers (1% of Employer (3.2% Employers (5% of
(4.1% of basic (3.33% of monthly monthly payroll); of payroll). monthly payroll);
monthly earnings), ~ gross insured Contributions also Contributions also  contribution also
employers (4.1%  earnings), employer  finance and finance old-age, finances cash
of basic monthly (6.07% of maternity medical disability, sickness and work
payroll) and employees monthly  benefits. survivors and injury benefits.
Government (13%  insured earnings), sickness benefits.  Voluntary
of benefit costs). voluntarily insured contributions from
Contributions also  and self-employed self-employed.
finance maternity  (9.4% of monthly Minimum earnings
medical and gross earnings); for contribution
sickness benefits. ~ Government covers purposes are equal

any deficit. to minimum wage.
Contributions also

finance maternity

medical benefit, old-

age, disability,

survivors, and

sickness benefit.

Amount of 98 days (42 days 60 days for 16 weeks (8 weeks 140 days (70 days 120 days. Benefit

benefit and before and miscarriage or non-  before and 8 weeks  before and equal to 100% of

its duration 56 days after caesarian birth; 78 after confinement). 70 days after wages.
confinement). days for caesarian Benefit equal to two-  confinement)
Benefit equal to birth. Benefit equal  thirds of earnings. Benefit equal to
60% of average to 100% of average ~ Minimum monthly 100% of the
daily basic wage.  daily insured earnings for insured's gross
Minimum monthly  earnings. Min. contribution and earnings in the
basic wage for monthly earnings benefit purposes: last 12 months.
contribution and for contribution and 444,150,000 liras
benefit purposes:  benefit purposes: (US$1.00 equals
92,000 yen 1,000 pesos; 5,000 1,499,000 liras).
(US$1.00 equals pesos for voluntary
110.19 yen). insured overseas
Payment of workers (US$1.00
benefit equals 55.86
discontinued or pesos).
reduced partially if
mother is
receiving a wage
or cash sickness.
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Japan Philippines Turkey Russia Vietnam

Ceiling on Maximum monthly ~ Maximum monthly Maximum monthly Maximum benefit: ~ No ceiling on
earnings wage for wage for earnings for 12,480 rubles earnings for
considered for  contribution and contribution and contribution and (US$1.00 equals  contribution
payment of benefit purposes: benefit purposes: benefit purposes: 28.73 rubles). purposes.
contributions 980,000 yen 15,000 pesos 2,886,975,000 liras,
and calculation  (US$1.00 equals (US$1.00 equals or 6.5 times
of benefits 110.19 yen). 55.86 pesos). minimum earnings

(US$1.00 equals

1,499,000 liras).
Qualifying To be in covered 3 months of 120 days of No minimum No minimum
conditions employment. Ifan  contributions inthe ~ contributions. qualifying period qualifying period.

insured person
leaves employment
but was in covered

last 12 months
immediately before
the 6-month period

employment during  prior to the
the previous childbirth or
12 months, miscarriage.
maternity benefit

continues.

International practices

The aim of the annexed schemes is to summarize sbrife international practices in
Asia, Middle East and North Africa (MENA) and Lat#merica (LA). Some of the
international best practices are included: Algefidgexico, Morocco, Peru, Russia,
Uruguay'® and Vietnam. Other sample countries provide mitiitia standard benefits,
such as Belize, Honduras, Egyptran, Japan, Philippines, and Turkey.

16 As opposed to the other country examples, theeBaftepublic of Uruguay provides maternity
benefits from the social assistance fund.

Y This country has in place a mixed system (pasiim of employers and social security).
Employers pay 25% of the aggregate maternity casiefit (in addition to their contribution to the
Social Security scheme). Following the principldsGonvention No. 183, International Labour
Office actively promotes compulsory social insueaf@r maternity protection.
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Annex 2A. The Financial Projections — Principles

a)

b)

d)

The proposal examined in this paper is a schemenaternity cash benefits
organized undeisocial insuranceprinciples, to replace the existing system of
benefits payable on the basiseshployers’ liability It is important to note that, if
the quantum of benefits payable does not changeif(the categories of beneficiary
mothers remain unchanged, the amount of benefinked as before to the pre-
confinement rate of earnings of a beneficiary, tredperiod of payment remains at
10 weeks) then theverall cost of the scheme to the nation is noeetqdl to bange.
The relevant figures have been estimated and caedein Annex 2.B, below. This
is s0, in economic terms, because the cost of ¢énefiis provided is determined by
their definition, andhot by the method of their financing (with the cavéadt the
investment of funds and the income there from mayehan effect on the incidence
over time of the overall cost, although this facthould be of minor significance in
the present case, given that there is no plan tonaglate more than a small
contingency fund).

The new scheme will, however, change the digiobn of the “burden” (which is
shown by the projections, at the national leveheéasmall) amongst the participants.
The application of the social insurance principleams that the costs, which fall in
an otherwise rather unpredictable manner on emp@pweeating some prospective
difficulties for small enterprises, can be pooleda way which preserves a high
degree of fairness and can be met by contributt@msessed in a highly predictable
way.

In addition, the change from a system of empigyéability to one of social
insurance should relieve enterprises of much of ddeninistrative burden (in
particular, the need to check the eligibility ofckaindividual claim, and should
enable expectant mothers to claim their benefith welative ease and speed, with
some extra, consequential advantages to theirthealt

The cost of benefits, in monetary (JD) termsethgls, obviously, on the number of
potential beneficiaries covered. In the presemucnstances in Jordan, although the
number of workers covered by the social securistey is well established, there
are a number of features of the labour marketJJding high levels of migration],
which mean that trends are not well established,camnot easily be analysed. The
projections which have been made, extending somge&@s into future therefore
reflect both what is known at present with reastmatertainty, and also some
estimates as to future progression labour marldfilgs; the estimates are, inter alia,
compatible with those used in the cost estimatesofoer branches of the social
security system for Jordan. On the bases used, astimated that the maximum
number of workers to be included in the contribaitiimse (refer to Scenario C in the
main text) at the outset will be 1.2 million. Thest of benefits in terms of
percentages of earnings, however, reflect the agesax profiles of the workers
covered (rather than their actual numbers), andetbee may be regarded as
providing a better basis than monetary figuresaksessment of the design options.

The cost estimates have been made, in the dijldiscussions with the scheme
authorities in Jordan to show the impact of a numifedecisions to be made in
regard to the scheme. Accordingly, figures areuated for five different groupings
of persons who may be included in the social instgapool (Scenarios A to E).
Figures are calculated on the assumption that ¢hiegfor benefit payment will be
set at 12 weeks, indicated as the preferable omifothe stakeholders and also
recommended by ILO in conformity with the provissolaid down in Convention
No. 102. Figures are also calculated for a matercétsh benefits period of 10
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weeks, as at present under the existing employetsility system; this enables
stakeholders to compare the costs of the schenteefwefit periods of 10 and of 12
weeks.
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Annex 2B. Technical Information

The benefit expenditure formula is as follows:
B=|Y NxTxS|xExRxD
X

Where:
B: Estimated benefits expenditures in the finangier

N:  Number of females in the population covered g system at each age x in the
financial year

T:  Proportion women of age x who give birth in firncial year (known also as the
age fertility rate)

S:  Average monthly salary of women of age x

E: Proportion of women who satisfy the qualifyirngripd
R:  Proportion of salary paid during the maternisne

D:  Average duration of maternity leave expresseaamth.

The costs are obtained by multiplying the projectathber of claimants by the number of
weeks during which the cash benefit is paid pethbdnd the weekly benefit rates. The
projected number of claimants constitutes the &tuumber of births multiplied by the

assumed ratio of the number of claimants to thebmunof births. The contribution rates
are obtained by dividing the sum of the estimateklit expenditure by the total insurable
earnings

The demographic and macro-economic framework deeeldor the actuarial review of
the existing social security system as of 31 De@n@04 was used for establishing the
different scenarios. A detailed description of thieanework can be found in the actuarial
Report prepared by the ILO and to be submittedh® S$ocial Security Corporation in
2007. However, given that five scenarios are coptated for the scope of coverage, it is
necessary to establish a specific set of assungptielated to the scope of coverage. The
most relevant assumptions for the financial esionatare shown in Table 3, as follows:
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Table 3. Key data and assumptions for the costing of the maternity cash benefits scheme

Assumptions Description

Total fertility rate 3.7 in 2004 decreasing linearly to 2.1 in 2030

Participation rates to ~ Males: age-specific participation rates constant at 2004 level.

the labour force Females: age-specific participation rates increasing linearly to 35 of males rates over 50
years

Insurable salaries 2004 salaries by gender and age are increased every year according to the economic
assumption on earnings growth

Eligibility ratio All covered women with at least the required minimum number of weeks of contributions
are eligible

Covered population Statistical data of the Social Security Corporation and from the most recent labour force
surveys were used to estimate the total number of employees covered by Social
Security Law No. 19 (2001), of Government employees not covered by Social Security
Law No. 19 (2001) and of employees in small enterprises by gender and age

Table 4 shows the number of contributors and theb®w of eligible benefit recipients for
selected years of the projection period:

Table 4. Covered population and eligible births (thousand)

Year Average number of contributors' Eligible births

A B c D E A B c D E
2007 762.6 389.8 1,202.1 829.3 675.0 17.6 16.0 274 258 245
2008 7931 401.1 1,245.5 853.5 705.6 17.8 16.1 21.7 260 250
2009 824 1 412.0 1,289.9 877.8 736.6 17.9 16.2 28.0 263 254
2010 855.9 423.0 1,334.9 901.9 767.5 18.1 16.3 28.2 265 258
2011 888.5 433.6 1,380.9 926.1 798.7 18.1 16.3 28.4 266  26.1
2012 922.0 444.6 1,427.3 950.0 829.7 18.6 16.3 29.0 26.7 263
2017 1,094.8 506.4 1,665.7 1,077.3 994.9 21.6 16.4 32.6 214 213
2022 1,275.3 572.9 19224  1,220.0 11747 242 16.2 35.7 217 217
2027 1,467.6 649.4 2,202.7 1,3845 1,369.5 26.2 16.1 38.5 284 284
2032 1,646.9 724.3 24772 1,554.6 1,554.6 28.9 16.9 42.4 303 303
2037 1,814.7 801.2 2,7275 17139 1,713.9 33.6 18.4 48.4 332 332
2042 1,977.0 876.7 2,949.8 1,8495 1,849.5 38.2 19.5 53.9 352 352
2047 2,124.2 945.0 3,147.7  1,968.4 1,968.4 42.8 20.2 59.0 364 364
2052 2,257.5  1,006.3 3,321.6  2,070.4 2,070.4 47.4 20.7 64.1 374 374
2057 2,358.6  1,043.7 34487 21338 2,133.8 50.3 20.8 67.0 376 376

1 This concept is different from the number of persons who contribute at least once during the year used in the Report on the actuarial valuation of
the current system.

The projected costs are of benefit expendituressamvn in Table 5 and Table 6, as
follows:
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Table 5. Benefits expenditures based on a leave period of 10 weeks (million JD)

Year Benefits expenditures
A B c D E
2007 5.6 51 8.8 8.3 7.7
2008 5.8 5.3 9.1 8.6 8.1
2009 6.0 54 9.4 8.9 8.5
2010 6.2 5.6 9.8 9.2 8.8
2011 6.4 5.8 10.1 9.5 9.2
2012 6.8 6.0 10.6 9.8 9.5
2017 9.1 7.0 13.8 11.7 115
2022 12.1 8.2 17.9 14.0 13.8
2027 154 9.5 22.7 16.8 16.7
2032 20.2 11.9 29.8 215 21.3
2037 28.0 15.5 40.6 28.2 27.9
2042 38.0 19.7 53.9 35.7 35.2
2047 50.5 24.3 70.3 44.1 435
2052 66.5 29.6 90.6 53.8 53.1
2057 83.6 35.3 112.4 64.1 63.2
Table 6. Benefits expenditures based on a leave period of 12 weeks (million JD)
Year Benefits expenditures
A B c D E

2007 6.7 6.1 10.5 9.9 9.3
2008 7.0 6.3 10.9 10.3 9.7
2009 7.2 6.5 11.3 10.7 10.2
2010 7.5 6.7 11.7 11.0 10.6
2011 7.7 7.0 12.2 11.4 11.0
2012 8.1 7.2 12.8 11.8 11.5
2017 10.9 8.4 16.6 14.0 13.8
2022 14.5 9.8 215 16.8 16.6
2027 18.5 114 27.2 20.2 20.0
2032 24.3 14.3 35.8 25.8 255
2037 33.6 18.6 48.8 33.8 33.5
2042 45.6 23.7 64.7 42.8 42.3
2047 60.6 29.2 84.3 52.9 52.2
2052 79.8 35.5 108.7 64.5 63.7
2057 100.3 42.4 134.8 76.9 75.9
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