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Executive Summary 
 
The ILO Subregional Office for the Caribbean organized a Tripartite Capacity-building 
Workshop on Labour Legislation for selected ILO member Sates in the English- and 
Dutch-speaking Caribbean in The Bahamas from 3-6 December 2007.  This report 
summarizes the topics covered, the main issues discussed and the final conclusions of 
the workshop that took the form of Plans of Action for legislative reform at national level.  
 
The workshop was facilitated by Mrs. Mary Read - Deputy Director of the ILO 
Subregional Office for the Caribbean, Mr. Clive Pegus - Labour Law Consultant and Mr. 
Jefferson Cumberbatch, Law Professor at the University of the West Indies, Cave Hill 
Campus, Barbados. 
 
The workshop was notable for its interactive nature as well as the opportunity it afforded 
the tripartite partners to understand better the provisions of the CARICOM Model Labour 
Laws, their linkages to ILO Conventions and the linkages to their national legislation. 
The workshop also provided the participants an opportunity to learn first hand about the 
variations in legislation across some of the countries of the Caribbean. All participants 
expressed a true desire to disseminate the knowledge gained during the workshop to 
others in their national settings as well as to move forward with a legislative plan to 
reform existing labour legislation where it was a priority. 
 
At the end of the workshop, participants were invited to consider those specific areas of 
their national labour legislation that could be better aligned with the provisions of ILO 
Conventions as well as the CARICOM Model Labour Legislation, with the objective of 
developing a Plan of Action.  The Plans of Action developed by each tripartite national 
group is included in this Report. 
 
In addition to the Plans of Action, it is important to highlight a number of other areas 
where significant conclusions were reached, such as; 

• recognition by the tripartite partners of the importance and essential role that 
social dialogue must play in the development and reform of labour laws; 

• recognition of the importance of aligning labour legislation in the regional 
integration process; 

• recognition by the tripartite partners that harmonization of labour law does not 
entail making each countries’ labour laws the same but rather aligning the laws to 
domesticate the main principles contained in ILO Conventions, the CARICOM 
Model Labour Laws as well as the jurisprudence established by the ILO’s 
Committee of Experts on the Application of Conventions and Recommendations; 

• the need to make the provisions of national labour legislation better known to 
employers and workers in all countries; and 

• the need to keep labour legislation under constant review in order to ensure that 
the legislation responds adequately to the real needs of the market and economy 
and to reflect the very rapidly changing nature of work. 

 
A special note of appreciation is given to the Ministry of Maritime Affairs and Labour of 
the Government of The Bahamas for kindly agreeing to collaborate with the ILO and for 
their generous contributions leading to the successful outcomes of this workshop.   
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Introduction 
 
1. The International Labour Organization’s (ILO) Subregional Office for the 
Caribbean, in collaboration with the Government of the Bahamas, convened a tripartite 
capacity building workshop on labour legislation from 3rd to 6th December 2007 at 
Freeport, Grand Bahama, The Bahamas. 
 
2. The workshop was attended by tripartite representatives of the Bahamas, 
Barbados, Belize, Guyana, Jamaica, Suriname and Trinidad and Tobago. A full list of 
participants and resource personnel is attached at Appendix I.  
 
3. The agenda of the workshop is attached at Appendix II. 
 
 
Opening Ceremony 
 
4. The opening ceremony, chaired by Mr. Harcourt Brown, Director of Labour 
Administration of the Bahamas, was addressed by: 
• the Honourable Dion A. Foulkes, Minister of Maritime Affairs and Labour, 
• Mrs. Mary Read, Deputy Director, ILO Subregional Office for the Caribbean,  
• Mr. Carlton Bosfield, representative from  the Bahamas Employers’ Confederation, 

and 
• Mrs. Jennifer Isaacs-Dotson, Assistant Secretary General, National Trade Union 

Centre of the Bahamas. 
 
5. The Honourable Dion A. Foulkes welcomed participants to the workshop. He 
noted that the Bahamas had benefited greatly from the tripartite approach to labour 
legislation that was promoted by the ILO. He indicated that TRIFOR, the tripartite forum 
of the Bahamas, played an important role in the revision of labour law in the Bahamas. 
He informed the participants that the Caribbean Community (CARICOM) Model Labour 
Laws and ILO Conventions were essential benchmarks adopted by the Bahamas in its 
consideration of the reform of its labour law. He urged participants to make good use of 
the opportunity provided by the workshop for sharing of information and networking, 
and to ensure that the knowledge and learning gained be utilized to the best interest of 
their peoples.   
 
6. Mrs. Read, in her welcoming remarks, indicated that the purpose of the 
workshop was to review and examine the report on the application of CARICOM 
Member States with regard to CARICOM’s model legislation in the areas of: 
• termination of employment; 
• registration, status and recognition of trade unions and employers’ organizations; 
• equality and non-discrimination in employment and occupation; and 
• occupational safety and health.  
 
7. She noted that the legislative audit also took into consideration the views of the 
ILO supervisory bodies, in particular the ILO’s Committee of Experts on the Application 
of Conventions and Recommendations.  
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8. The objective of the workshop was to stimulate tripartite parties to review their 
own national legislation and develop a plan of action to bring legislation into harmony 
with the standards espoused in the model legislation and international labour standards. 
She suggested that harmonization of labour legislation was not an attempt to make all 
legislation in the region the same or to impose pre-set formulas. Rather, it was an 
attempt to make concrete the common goals and aspirations of people from across the 
Caribbean to be treated in a fair and just manner in the world of work no matter their 
nationality, their ethnic origins, their faith, or their HIV status. 
 
9. Mrs. Isaacs-Dotson, of the National Trade Union Congress of the Bahamas, and 
Mr. Carlton Bosfield, of the Bahamas Employers’ Confederation, also extended 
greetings on behalf of their respective organizations. 
 
 
Objectives and Methodology of Workshop 
 
10. Mrs. Read outlined the objectives and methodology of the workshop. By way of 
background, she noted that the harmonization of labour law/legislation was on the 
agenda of the ILO and the CARICOM for a number of years. The ILO provided 
technical support in drafting the four model laws in areas of termination of employment, 
registration, status and recognition of trade unions, equality of opportunity of 
employment and occupation and occupational safety and health. 
 
11. She indicated that the objectives of the harmonization process were: 
a) to contribute to the effective application of the Fundamental Principles and Rights at 

Work at the national level; and 
b) to ensure that they are taken into consideration in the regional integration process 

of the Caribbean Community and the creation of the Single Market and Economy. 
 
12. She noted that the first three model laws were adopted in 1995 and the fourth in 
1997. The ILO Subregional Office for the Caribbean had undertaken in 2007 a project 
to review the extent to which national legislation in the ILO’s 13 Caribbean member 
States was in accordance with the model laws and relevant international labour 
standards. A labour law consultant, Clive Pegus, had undertaken the review and his 
draft reports were circulated to the relevant countries for review and discussion and to 
form the basis for the development of national plans of action.  
 
13. The other purposes of the project were: 
• to undertake a comparative analysis of compliance; 
• to develop a complete database of labour laws and regulations of CARICOM 

member States; 
• to raise awareness and provide training to the social partners; 
• to stimulate social dialogue on harmonization of labour law; and 
• to identify areas where further legislative guidelines may be needed. 
 
14. It was also noted that the Tripartite Caribbean Employment Forum in October 
2006 issued a Tripartite Declaration on the Fundamental Principles and Rights at Work 
and a Plan of Action, which included reference to the need to support the process of 
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harmonization of labour legislation and the need to establish an effective social floor of 
rights to protect and enhance the freedom of movement of workers within the CSME. 
 
15. Mrs. Read indicated that in addition to the CARICOM Model Labour Laws, the 
workshop would also consider and discuss other core ILO Conventions such as Child 
Labour Conventions (No.138 and No.82, Forced and Compulsory Labour Conventions 
(No. 29 and No. 105) as well as the important current issue of HIV/AIDS and the World 
of Work. 
 
16. Mrs. Read highlighted ILO’s commitment to facilitate, stimulate and support the 
social dialogue process as regards the revision of labour legislation at the national and 
regional level. She suggested that participants identify areas where further legislative 
guidelines might be needed. In this regard, she drew attention to developments within 
CARICOM relating to contingent rights and the social floor.  
 
17. Participants were invited to share their national experiences and to take an 
active part in the discussions. She expressed the hope that participants would have a 
better understanding of the four CARICOM Model Labour Laws, the relevant ILO 
Conventions, national labour legislation as well as labour legislation of the other 
countries present. She highlighted the importance of social dialogue in the law making 
process. 
 
Expectations of Participants 
 
18. Participants expressed the following expectations regarding the workshops: 
• to better understand the role of social dialogue and collaboration in labour 

legislation; 
• to learn of the experiences of other countries in the implementation of CARICOM 

model labour laws; 
• to understand the relevant issues for the modernization of occupational safety and 

health laws; 
• to understand the gaps that should be addressed in the reform of labour law; 
• to understand the impact of implementation of CARICOM Model labour law. 
 
19. The general view of the participants was that they had greater familiarity with the 
core ILO Conventions than the model laws. 
 
 
Compliance with CARICOM Model Labour Law and ILO Conventions on 
Termination of Employment 
 
20. Mr. Clive Pegus, who facilitated this part of the Agenda, noted that while the ILO 
Convention No. 158 was not a core ILO Convention, issues relating to termination of 
employment were considered important to the CARICOM integration process and the 
protection of the basic rights of workers.  
 
21. Mr. Pegus explained that the review was based essentially on legislation in 
CARICOM countries and took into consideration the most recent Report of the ILO 
Committee on the Experts on the Application of Conventions and Recommendations. 
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He urged participants to draw attention to any judicial/arbitral decisions or practice 
within their country that should be taken into consideration in a comprehensive and 
exhaustive review of legal compliance with the model laws and relevant ILO 
Conventions. 
 
22. He also suggested that participants should identify, examine and discuss areas 
of practical difficulty in securing compliance with the model legislation as well as new 
issues and circumstances, which ought to be given consideration.  
 
23. He noted that the principal objective of the CARICOM Model Labour Law on 
Termination of Employment (referred to only as Model in this section) was to give effect 
to ILO Convention No. 158, which sought to protect workers from unfair dismissal. He 
observed that the provisions of the model legislation went beyond the scope of the ILO 
Convention. Whereas Convention No. 158 dealt with the rules and procedures for 
termination of employment, the model law had additional provisions relating to the 
employment contract, continuity of employment and discipline.  
 
24. ILO Convention No. 158 had certain built-in flexibility provisions. It provided 
procedures, conditions and criteria for exemptions. Exemptions were possible for 
limited categories of workers, including the disciplined forces, provided the decision was 
taken after consultations with the social partners and adequate safeguards were made 
for their employment protection.  The Convention also provided for a flexible method of 
implementation, that is, by national law, collective agreements or national practice. He 
noted that the Model however only provided exemptions for Part 11 on the employment 
contract and no exemption on the provisions relating to termination of employment. The 
Model also provided for implementation by legislation. 
 
25. The Consultant also noted that all CARICOM countries had legislation, which 
sought to protect employees from unfair dismissal. However, the exemptions granted 
from the scope of application of some of the laws were beyond the requirements of the 
ILO Convention No. 158 and the Model. Examples of exemptions in the laws of some 
CARICOM countries included persons employed in the disciplined forces, including fire 
and prison services, Government employees, teachers, central bank employees, 
domestic workers, and managerial employees. Moreover, there was no indication that 
these exclusions were the result of consultations with employers’ and workers’ 
organizations and there were inadequate in-built safeguards with respect to tenure of 
employment of these excluded categories of workers. 
 
26. Mr. Pegus reported that most CARICOM countries had legislative provisions on 
continuity of employment. However, the provisions in some of the countries were limited 
to successor employer and maternity leave; some were silent on the effect of 
interruptions from work due to temporary lay offs, extended sick leave, suspension, 
lawful industrial action, civic duty, etc. on continuity of employment. 
 
27. Most CARICOM countries, except for Barbados, which relied on the common 
law, had legislative provisions or judicial practice requiring a valid reason connected 
with capacity or conduct or the operational requirements of the enterprise for dismissal. 
They also had legislative provisions, which prohibited termination of employment on 
certain grounds. However, not all the prohibited grounds mentioned in the model 
legislation as constituting unfair dismissal were included in the legislation of some 
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countries. Among some of the prohibited grounds not included in the legislation of some 
CARICOM countries were HIV status, disability, family responsibilities, and marital 
status. 
 
28. Another deficiency in the laws of some CARICOM countries was the omission of 
an “Act of God” as an event, which could give rise to retrenchment, with the 
consequential need to pay severance benefits. Other gaps were the failure to include 
dependent contractors in the definition of an employee, to make provision for 
constructive dismissal and the duty of an employer to prove the reason for dismissal. 
  
29. Following general discussions, there was a consensus was that the Model 
should have provided a definition of an “employee”. Attention was drawn of the 
definitions of employee in the legislation of some countries. It was noted that some 
made no express provision regarding commission agents. In this regard, the 
workshop’s attention was drawn to a recent case where insurance agents who worked 
on commissions were deemed to be workers because they were sufficiently integrated 
within the employer’s business. 
 
30. In the ensuing discussion, the participants felt that employers should have the 
right to seek redress for losses incurred as a result of the failure of an employee to give 
requisite notice of termination of employment, that severance pay should not fall within 
the coverage of national insurance schemes because, with the exception of Barbados, 
there was little confidence in the management of these schemes, that constructive 
dismissal should be expressly provided for in legislation, and that the burden of proof 
for dismissals should be placed on employers.  
 
31. There was some difference of views on the issue of the right of a retrenched 
worker for preferential treatment in re-employment. It was agreed that the retrenched 
worker should be given notice of vacancies and the right to be considered for re-
employment. However, the employer’s prerogative to select the best candidate for the 
job should not be fettered. 
 
32. It was noted that only Antigua and Barbuda and Saint Lucia had ratified ILO 
Convention No. 158. Participants of those countries yet to ratify this Convention were 
urged to consider what action should be taken at the national level to promote 
ratification and compliance with the Convention.  
 
 
Compliance with CARICOM Model Labour Law and ILO Conventions on 
Registration, Status and Recognition of Trade Unions and Employers’ 
Organizations 
 
33. The Consultant indicated that the primary objective of CARICOM’s Model 
Legislation on the registration, status and recognition of trade unions and employers’ 
organizations (referred to hereafter in this section as “Model”) was to give effect to ILO 
Convention No. 87 on Freedom of Association and No. 98 on Collective Bargaining.  
 
34. He explained that these two ILO Conventions were core fundamental 
Conventions which all members of the ILO, whether they had ratified such Convention 
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or not, were required to promote and respect. He noted that all CARICOM countries 
had ratified ILO Convention No. 87 and No. 98. 
 
35. The Model had provisions relating to freedom of association, registration and 
status of trade unions and employers’ organizations, safeguards for members of 
organizations, recognition of bargaining rights, and collective agreements. 
 
36. Freedom of association included the following rights: 
• the right of workers and employers to establish and join organizations of one’s own 

choosing without prior authorization; 
• the right of workers’ and employers’ organizations to draw up their constitution and 

rules, to elect their representatives in full freedom and organize their administration 
and activities; 

• the right to strike; 
• the right not to be liable to be dissolved or suspended by administrative authority; 
• the right of organizations to establish federations and to affiliate with international 

organizations. 
 
37. Both the ILO Convention No. 87 and the Model provided for effective remedies 
against any complaint with respect to infringement of these rights.  
 
38. It was noted that the Model provided that members of the disciplined forces 
might be exempted, subject to national regulations for rights of association of police, fire 
and prison forces.  
 
39. The Model also required that a registered trade union and employers’ 
organization should be deemed to be a body corporate with the capacity to contract and 
to hold property and to sue and be sued in their own name. All participants except those 
from Belize argued that the vesting of legal personality on trade unions and employers’ 
organizations was neither necessary nor desirable. It was argued that the legal status of 
trade unions as unincorporated associations posed no major disadvantage to trade 
unions and their members. They also suggested that the change in status could lead to 
the removal of immunities in tort currently enjoyed by trade unions. The participants 
from Belize reported that Belize Trade Unions and Employers’ Organizations Act 2001 
provided that the status of trade unions would be that of bodies corporate and that trade 
unions and employers’ organizations were not disadvantaged by the change of status.  
 
40. On the issue of recognition of bargaining rights, the Model provided for a 
tripartite body for certification. It also provided for employer recognition of a trade union. 
Some participants argued against a tripartite body for certification and the possibility of 
employer recognition of trade unions. It was argued that the tripartite body was too 
bureaucratic and an unnecessary administrative burden. Attention was drawn to the 
long delays in Trinidad and Tobago to process applications. It was also argued that 
employer recognition of trade union could be used to subvert the independence of the 
trade union.  
 
41. It was noted that there were some differences in CARICOM countries regarding 
the institutional arrangements and procedures for recognition of trade union. Both 
Guyana and Jamaica laws provided for recognition of a trade union with at least 40% 
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membership of a bargaining unit where there was more than one union applying for 
recognition and none had more than 50% membership. The practice in Jamaica of joint 
bargaining status was also viewed as a model worth consideration. 
 
42. There was also some debate on the issue of successor rights and obligations, in 
particular whether acceptance of severance pay by all the workers in a bargaining unit 
terminated the validity of the collective agreement of the predecessor employer. It was 
noted that the model legislation on Termination of Employment provided for continuity 
of employment where a business or part was sold or transferred or otherwise disposed 
of, except where severance pay was accepted by the workers. The provision on 
successor rights and obligations in the CARICOM Model Legislation on Registration, 
Status and Recognition of Trade Unions and Employers’ Organizations was silent on 
the effect of acceptance by workers of severance pay on the continued validity or the 
recognition status of the trade union.  
 
43. The issue of whether the acceptance of severance should affect the validity of 
the collective agreement and the recognition of workers. The facilitator noted that this 
issue was before the Industrial Court of Trinidad and Tobago with respect to the 
employees of BWIA. He also drew attention to a judicial decision in the Eastern 
Caribbean Judiciary which ruled that acceptance of severance did not affect the validity 
of the collective agreement or the recognition of trade unions.  
 
44. It was suggested that for the avoidance of any doubt countries, in the reform of 
their labour law, might wish to make an express provision as to whether the acceptance 
of severance pay by all the workers in a bargaining unit prior to the sale or transfer of 
the business had any effect on the continuity of the collective agreement or the 
bargaining status of the recognition trade union. 
 
45. There was a general consensus that it was in the employers’ own interest to 
support the basic rights of workers. It was argued that such support would lead to 
improved productivity, better management, harmonious employer-employee relations 
and greater employee satisfaction. 
 
 
Compliance with CARICOM Model Labour Law and ILO Conventions on 
Equality of Opportunity and Treatment in Employment and Occupation 
 
46. The Facilitator noted that the objective of the CARICOM Model Legislation on 
Equality of Treatment in Employment and Occupation (referred to hereafter in this 
section as “Model”) was to give effect to ILO Conventions No. 100 on Equal 
Remuneration for Work of Equal Value and No.110 on Equality of Opportunity and Non-
Discrimination in Employment and Occupation. Its specific purpose was to eliminate 
discrimination in employment and occupation on grounds of race, sex, religion, colour, 
ethnic origin, national extraction, social origin and political opinion. The model 
legislation included additional grounds such as disability, family responsibilities, 
pregnancy and marital status indigenous population and age, except for the normal 
retirement age and restrictions on child labour, all of which were approved by ILO 
jurisprudence. 
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47. Mr. Pegus indicated that the list of prohibited grounds of discrimination was not 
an exhaustive one. Both the ILO Convention No. 111 and the model legislation provided 
Member States with the right to determine, after consultation with the social partners, 
other prohibited grounds. He noted that in one OECS country, illegitimate birth was a 
prohibited ground. In addition, some countries outside the Caribbean had prohibited 
discrimination on the grounds of sexual orientation. 
 
48. It was observed that discrimination was defined as some distinction, exclusion 
or preference, which had the effect of nullifying or impairing equality of treatment. He 
intimated that the model legislation prohibited not only direct discrimination but also 
indirect discrimination. This included apparently neutral situations, regulations or 
practices, which in fact resulted in unequal treatment of persons with different 
characteristics.  
 
49. Mr. Pegus indicated that requirements that were related to the essential nature 
of the job might be permissible. For example, the requirement to have good eyesight for 
the job as a driver would not constitute a valid claim for discrimination on grounds of 
disability.  
 
50. Attention was drawn to the all-embracive scope of the Model and the ILO 
Convention. The equality of opportunity requirement applied equally to private sector 
and public sector employment, to local and foreign employees. It also applied not only 
in recruitment but also with respect to terms and conditions of employment, training 
opportunities, occupational safety and health. The obligation was imposed not only on 
employers but also any person acting on behalf of an employer, such as an 
employment agency. 
 
51. Mr. Pegus noted that some countries’ equality of opportunity and anti-
discrimination law was laid down in their Constitution. He pointed to certain limitations 
of such arrangements. Constitutional guarantees were binding on the state and tended 
to exclude the private sector or foreign workers.  
 
52. The Model applied not only to employment but also to occupation and imposed 
anti-discrimination obligations in respect of professional partnerships, professional or 
trade organizations, qualifying bodies, vocational training bodies and employment 
agencies. The Model also extended to the provision of goods services and facilities. 
 
53. In response to a question, it was explained that both the ILO Convention No. 
111 and the Model allowed for temporary measures to protect certain groups, which 
were specially disadvantaged. Thus, a country might take special measures to ensure 
that women who were traditionally excluded from certain employment opportunities be 
given special treatment on a temporary basis. 
 
54. Mr. Pegus noted that all CARICOM countries had signed ILO Convention No. 
111 and had legislative provisions regarding equality of opportunity and non-
discrimination in employment. He observed however that some CARICOM countries did 
not include disability, HIV status and family responsibilities as prohibited grounds for 
discrimination. In addition, most CARICOM countries had no legislative provision 
regarding equality of opportunity in occupation or professional partnerships, etc. 
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55. With regard to ILO Convention No. 100 on Equal Remuneration, Mr. Pegus 
observed that most CARICOM countries’ law restricted the equal remuneration to equal 
pay with the same employer. He submitted that the principle of equal remuneration 
applied not only to pay but to all terms and conditions of work including allowances etc 
and that in applying the concept of equal remuneration one had to make comparison 
with similar work in the general economy and not merely the specific workplace. 
 
 
Compliance with CARICOM Model Labour Law and ILO Conventions on 
Occupational Safety and Health 
 
56. The Consultant informed the workshop that the CARICOM Model Legislation on 
Occupational Safety and Health (referred to hereafter in this section as “Model”) was 
not intended to give effect to any specific ILO Convention. Rather, it attempted to 
modernize the laws of CARICOM member States to take into consideration 
contemporary circumstances and relevant labour standards.  
 
57. He indicated that the Model had provisions relating to: 
• registration of industrial establishments and mines; 
• administration; 
• general occupational safety and health requirements; 
• duties of employers, occupiers, owners, supervisors and workers; 
• hazardous chemicals, physical agents and biological agents; 
• enterprise safety and health committees and representatives; 
• notification of occupational injuries, accidents and deaths, 
• enforcement; 
• offences and penalties. 
 
58. Mr. Pegus noted that the Model was applicable to the State and all branches of 
economic activity and to all employers and workers. The only exception was in relation 
to non-commercial work by the owner or occupant of a private residence in his/her 
residence but not to domestic workers. The OSH model legislation was also mandatory 
and prevailed over other legislative provisions. 
 
59. All industrial establishments and mines were required to be registered within 
thirty days of establishment. The particulars of registration included the nature and 
object of the process to be carried out, a list of hazardous chemicals, physical agents 
and biological agents to be used, and whether the industrial establishment or mine was 
a hazard installation. 
 
60. The State was required to provide adequate resources and personnel for the 
administration of the legislation, including the appointment of Inspectors and a Chief 
Officer to enforce the law. The State was also required to appoint a tripartite National 
Advisory Council to advise the Government on policy and regulatory matters, to 
recommend OSH programmes, enforcement and implementation and to promote public 
awareness of OSH. 
 
61. Certain precautions were required in respect of dangerous machines. Persons 
under the age of 18 years were prohibited from working on a dangerous machine. 
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Adults required to work on a dangerous machine must have prior instructions on the 
dangers and precautions to be observed, be given sufficient training and be adequately 
supervised by an experienced and knowledgeable person.  
 
62. In addition, all persons exposed to risks must be issued with and wear suitable 
protective clothing and devices. There must be a conspicuous notice where protective 
clothing or devices should be worn. Reference was made to the recent positive trend in 
the construction industry to use these notices and to forewarn the general public and 
workers of the risks and safety requirements. 
 
63. Employers had a duty to provide a safe, sound, healthy and secure working 
environment. They must take reasonable precaution to protect not only employees but 
the general public from risk of harm. Employers must provide adequate equipment, 
materials and protective devices, information, instruction and supervision of workers. 
They were also required to have workplace OSH Committees with the representative 
trade union or workers’ representative, with whom an OSH policy should be formulated 
and continuously reviewed.  
 
64. Supervisors were required to take every precaution for the protection of workers 
and must ensure that workers worked with protective clothing and observed safety 
procedures. Workers had a duty to wear protective clothing and devices, report to the 
employer and/or supervisor the absence or defect of any protective clothing or device, 
and to exercise reasonable care not to injure his or herself or others. Comments were 
made about the tendency of some workers to avoid wearing safety gear because of 
perceived inconveniences. The Consultant warned that in an action for compensation 
for injuries even though the Court might deem as contributory negligence the fact that 
the worker had refused to use a safety device the employer might not be excused 
wholly of liability. His liability might be reduced but not exonerated as a result of the 
failure of the employee to use the safety device. 
 
65. Workers also had the right, subject to certain conditions and procedures, to 
refuse work for health and safety reasons. The worker must have good reason to 
believe that any equipment, material or device he or she had to use presented a serious 
and imminent danger to life or health. In such circumstances, the worker had a duty to 
report forthwith the circumstances of his/her refusal to work to the employer who must 
investigate such matter. The employer had a right to complain to the Minister that he or 
she had reasonable grounds to believe that the worker acted without reasonable cause 
or in bad faith. It was observed that in some countries in the Caribbean this right of 
refusal to work seemed to be used only when negotiations for wage increase had 
broken down. He indicated that such practice might give rise to arguments about the 
bona fides of the workers’ action. 
 
66. n terms of enforcement, the Inspector had the right to enter any workplace 
without notice or a warrant, inspect any workplace, test any equipment etc. He also had 
the right to clear workplace until some danger was removed. The employer had a right 
of appeal against the order to clear the workplace. 
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Freedom of Association 
 
67. This session was facilitated by Professor Jeffery Cumberbatch of the Faculty of 
Law of the University of the West Indies, Cave Hill Campus, Barbados. He noted that all 
Caribbean countries had some provision in their constitutions dealing with freedom of 
association. However, the concept of freedom of association in international law was 
slightly different in scope. In the context of the ILO, freedom of association referred to 
the right to associate for trade union purposes.  
 
68. He noted that all the constitutions in the region provided for the right of workers 
to form and join trade unions and to protect their interests. These rights were not 
absolute and were subject to constitutional limitations imposed on grounds of public 
interest and state action.  
 
69. He emphasized that the principle of freedom of association was a very important 
concept not to be tampered with. The issue of trade union rights and civil liberties was 
fundamental to freedom of association. He noted that the ILO’s Declaration on 
Fundamental Principles and Rights at Work required all members of ILO, even if they 
had not ratified the core Conventions, to promote and realize in good faith the principles 
of those Conventions, among them being Freedom of Association and the effective 
recognition of the right to collective bargaining. 
 
70. Among some of the important rights were: 
• the right to life, security and the physical and moral integrity of the person; 
• freedom of opinion and expression; 
• freedom of movement; 
• freedom of assembly; and 
• protection of trade union premises and property. 
 
71. It should be noted that limitations on these rights might be justified in the event 
of an acute national emergency. However the emergency measures which restricted 
freedom of association should be limited in scope to measures that were necessary to 
deal with a bona fide national crisis. 
 
72. Attention was then drawn to ILO Convention No. 87.  Article 2 provided that 
workers and employers, without distinction whatsoever, should have the right to 
establish and, subject only to the rules of the organization concerned, to join trade 
unions of their own choosing without previous authorization. It was pointed out that this 
was the foremost trade union right. Without it, all other articles were ineffective. It 
embodied three principles: 
• no distinction was to be made between those entitled; 
• no need for prior authorization; and  
• freedom of choice with respect to membership. 
 
73. The only exceptions permitted were members of the armed forces and police. 
However the members of the armed forces and police who could be excluded from the 
application of C. 87 should be defined in a restrictive manner. The Committee of 
Experts on the Application of Conventions and Recommendations (CEARC) noted that 
the ILO intended to leave it to each State to decide the extent to which it was desirable 
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to grant members of the armed force and police service the rights covered by the 
Convention. Moreover civilian workers in the manufacturing establishments of the 
armed services should have the right to establish organizations of their own choosing 
without previous authorization.  
 
74. The State had the power to establish formalities for the registration of trade 
unions but such power must not be exercised in a manner, which would impair the free 
establishment of organizations. It was stressed that the formalities must not be applied 
to unreasonably delay or prevent the establishment of the organization. In addition 
there should be recourse to some judicial authority to decide on complaints by workers.  
 
75. The right of workers to establish organizations of their own choosing implied the 
law could not establish trade union monopoly. It also implied the free determination of 
the structure and composition of unions.  
 
76. The right to strike was a fundamental right but permissible only in so far as it 
was utilized as a means of defending workers’ economic interests. Strikes of a purely 
political nature and pre-meditated strikes decided before negotiations took place did not 
fall within the scope of the principles of freedom of association. Strikes might not be 
limited to collective bargaining. It might be done to protest a government policy affecting 
the interests of workers but it should not be a political strike unconnected with specific 
worker issues.  
 
77. A criminal act committed in the course of a strike was not protected by the 
principle of freedom of association. It was not contrary to the principles of freedom of 
association for an employer to deduct wages of workers for period of strike action. The 
right to strike was not to be regarded as a breach of contract. Workers should neither 
be penalized nor discriminated against merely for taking strike action.  
 
78. The right to strike was not an absolute right. There were cases where strikes 
might be restricted or even prohibited. A general prohibition of strikes could only be 
justified in the event of an acute national emergency and for a limited period or in an 
essential service. In the public service the right to strike could be restricted where the 
interruption of services might endanger life, personal safety or health of the whole or a 
part of the population.  
 
79. In addition, the right to strike could be restricted in essential services where the 
strike could cause serious hardship to the national community and provided that the 
limitations were accompanied by certain compensatory guarantees. There should be 
the existence of a clear and imminent threat to life, personal safety or health of the 
whole or a part of the population.  
 
80. It was noted that the CEACR had made a number of observations regarding the 
designation of essential services by Governments in the region, which could not be 
justified as essential services under Convention 98 such as port services, Government 
printers, airline employees, bank workers, and workers in the energy sector. 
 
81. The right to Organize and Collective Bargaining Convention, 1949 (No.98) dealt 
with two different aspects of freedom of association. First, it sought to protect workers 
exercise of their right to organize vis-à-vis employers and to protect workers’ and 
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employers’ organizations against interference by each other. Secondly, it ensured the 
promotion of collective bargaining. Article 1 provided protection to workers and trade 
union officials against acts of anti-union discrimination. Refusal to employ, dismissal or 
transfers based on trade union activities were inconsistent with the Convention.  
 
82. The public authorities should refrain from any interference, which would restrict 
that right or impede the lawful exercise thereof. It would be contrary to the principles of 
Convention No. 98 to make a collective agreement subject to prior approval before it 
could enter into force or to allow it to be cancelled on the grounds that it ran counter to 
government’s economic policy. This does not preclude the right of the state to ensure 
that agreements comply with legal requirements, such as the inclusion of a provision for 
dispute settlement. The parties in interest disputes should be given every opportunity to 
bargain collectively, during a sufficient period, with the help of independent mediation or 
conciliation.  
 
83. It was noted that a number of countries in the Caribbean had compulsory 
conciliation and adjudication of interest disputes, which were not fully consistent with 
the Convention. Recourse to compulsory arbitration was permissible only in the context 
of essential services in the strict sense of the term.  
 
 
Establishment of a CARICOM Social Floor  
 
84. Mr. Pegus informed the workshop of recent initiatives taken by CARICOM on 
the establishment of a social floor as well as proposals for a Protocol on Contingent 
Rights as an integral part of the arrangements for the CARICOM Single Market and 
Economy.  
 
85. He indicated a decision had been taken to introduce Contingent Rights (ancillary 
rights necessary for the proper enjoyment of an established right under the Treaty) to 
ensure that equal treatment with respect to workers’ rights was facilitated in different 
CARICOM countries.  
 
86. It was agreed that the ILO’s eight core Conventions and ILO Conventions No. 
97 and No. 143 on Migrant Workers should constitute the social floor, in the first 
instance. Consideration was given as to whether the social floor and contingent rights 
should take the form of a Protocol or a separate Intergovernmental Agreement. The 
Protocol would require CARICOM Member states to provide these rights on the basis 
non-discrimination.  
 
87. It was noted that all CARICOM Member States had ratified ILO Convention No. 
97 on the Migrant Worker but none had ratified ILO Convention No. 153 which also 
provided rights to the family of migrant workers. The workshop was told that the United 
Nations had recently adopted a Migrant Treaty, which adopted many of the provisions 
of ILO Convention No. 143. Participants were urged to promote the ratification by their 
countries of both the ILO Convention No. 143 and the UN Treaty on Migrants. 
 
88. ILO Convention No. 97 imposes a duty not to discriminate against migrant 
workers in terms of rights and benefits. ILO Convention No. 143 obliges ratifying 
member States to provide equality of opportunity and treatment, and to take all 
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necessary and appropriate action to eliminate and prevent abusive conditions for 
migrant workers.  
 
89. On the issue of transfer of social benefits, the participants were informed that 
the Agreement for the Transfer of Social Security Benefits was in place in all Member 
States except Suriname. Suriname did not have a comparable social security system 
and accordingly could not implement the Agreement.  
 
 
Participatory Law-Making: Introduction, legislative plan and drafting 
techniques  
 
90. Mr. Pegus referred participants to the Labour Legislation Guidelines. He 
indicated that the guidelines focused on process and examples in drafting labour 
legislation and should not be considered to be a model. He noted that Article 10 of ILO 
Constitution conferred on the ILO a duty to offer assistance in framing laws in 
accordance with the decisions of the Conference and administrative decisions.  
 
91. He noted that there was a movement towards consolidation of labour laws in a 
code. This was useful for investment promotion since investors were able to find all 
labour laws in one document. He noted that Antigua and Barbuda, Grenada and Saint 
Lucia had enacted labour codes. Some of the labour laws currently being reformed 
concerned issues such as protection of employment, training and continuing skill 
development, public service reforms, disability of workers, occupational safety and 
health, HIV status of workers, and social security. 
 
92. Whenever the ILO was requested to provide technical advice on the revision of 
labour legislation ,the ILO had to take into consideration the unique position of the 
requesting state including relevant regional models as well as constitutional law issues. 
He noted that the ILO was receiving requests for assistance in revising legislation to 
handle such issues as atypical employment relationships, the representation gap, and 
gender issues.  
 
93. One requirement strictly observed by the ILO in developing the text of laws was 
that there must be social dialogue in the drafting process. There must be consultations 
linked to Convention No. 144. He noted that some countries had tripartite bodies or task 
force that were involved in setting the labour law reform agenda and in the law making 
process. Task forces on labour legislation would normally include representatives from 
the Ministry of Labour, labour law specialists, and equal representation of key workers’ 
and employers’ organizations. It might also include on an ad hoc basis other concerned 
Ministries and civil society organizations. 
 
94. He suggested that the ILO could not usurp the authority of the State in drafting 
legislation. The initial drafting must be done by member states. ILO’s assistance was 
advisory in nature and would illustrate the kinds of legal provisions that worked in other 
countries with similar cultural, economic and social background. Normally the member 
state would produce skeletal draft or a concept paper, which would be the subject of a 
stakeholders’ conference chaired by the Minister of Labour and another Minister. The 
ILO would take a neutral advisory position.  
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95. Another area of assistance by the ILO concerned awareness programmes and 
training of the judiciary in the law. The new laws were disseminated in small handbooks 
appropriate to the communities. There were also songs, soap operas and radio 
programmes illustrative of the law to educate the employers, workers and the general 
public.  
 
96. The ILO representative highlighted the value of having provisions in labour law 
on fundamental principles. The fundamental principles would assist to clarify the 
reasons for other provisions in the law.   
 
97. Some rules to be observed in drafting labour legislation included: 
• having a table of contents; 
• setting the basic principles in the text and details in regulations; 
• using plain unambiguous and gender inclusive language; 
• avoiding criminalizing labour law except for heinous offences such as child labour, 

forced labour and trafficking in persons; 
• avoiding using monetary penalties in sums but units;  
• annexing the relevant ILO Convention if the purpose of the law is to give effect to 

the Convention; 
• where feasible, including a Code of Practice as a schedule to the Act; 
• avoid obscure language such as “and matters thereto”. 
 
98. The observation was made that some Governments required cost/benefit 
analysis of a proposed law before enactment. It was suggested that the cost/benefit 
analysis helped with the mobilization of parliamentary support. 
 
 
Employment Relationship- ILO Convention No. 158 and 
Recommendation No. 198 
 
99. Mr. Pegus, facilitator of this agenda item, noted that the changes in the nature of 
work had given rise to disguised forms of employment relationships, which sought to 
deny their rights and benefits of the workers concerned. He noted that many workers 
were employed by employment agencies and sent to diverse workplaces on 
assignments. There were issues relating to the employment status of such a worker 
and also who was to be considered the employer of the worker. There were a number 
of cases involving health care workers before the British Employment Arbitration 
Tribunal. Some of these cases were appealed to the House of Lords. 
 
100. The ILO adopted Recommendation No. 198 on the Employment Relationship in 
2006. Part 1 called upon Members to formulate and apply a national policy to clarify the 
scope of the law in order to guarantee effective protection of workers in an employment 
relationship.  
 
101. Part 11 addressed the issue of the determination of the existence of an 
employment relationship. Essentially, one had to examine the real nature of the 
relationship and the performance of the work rather than the classification of the 
position.  
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102. Paragraph 13 of the Recommendation identified some of the possible indicators 
that might be used to determine the existence of an employment relationship. These 
included: 
• the fact that the work was carried out according to the instructions and under the 

control of another party; involved the integration of the worker in the organization of 
the enterprise; was performed solely or mainly for the benefit of another person; 
was carried out personally by the worker; was carried out within specific working 
hours or at a workplace specified or agreed by the party requesting the work; was of 
a particular duration and had a certain continuity; required the worker’s availability; 
or involved the provision of tools, materials and machinery by the party requesting 
the work; 

• periodic payment of remuneration to the worker; the fact that such remuneration 
constituted the worker’s sole or principal source of income; provision of payment in 
kind; recognition of entitlements such as weekly rest and annual holidays; payment 
by the party requesting the work for travel undertaken by the worker in order to 
carry out the work; or absence of financial risk for the worker. 

 
103. Attention of the workshop was drawn to the South African Code of Good 
Practice on the Employment Relationship, which was issued by NEDLAC. There were 
tripartite consultations prior to the establishment of the Code. It used gender-neutral 
language. It made special provision for vulnerable groups. It contained a rebuttable 
presumption that an employment relationship had existed and the burden of proof to 
show that there was no employment relationship was on the employer.   
 
 
Tripartite Consultation and Role of Tripartite Institutions in Labour Law 
– ILO Convention No. 144 
 
104. Mrs. Mary Read facilitated this session. She noted that ILO Convention No. 144 
adopted in 1976 was designated as a priority Convention. It ensured consultation with 
workers’ unions and employers’ organizations by Governments on international labour 
standards. 
 
105. Article 5 indicated the areas for consultation were: 
(a) government replies to questionnaires concerning items on the agenda of the ILC 

and government comments on proposed texts to be discussed by the Conference; 
(b) the proposals to be made to the competent authority in connection with the 

submission of Conventions and Recommendations; 
(c) the re-examination at appropriate intervals of unratified Conventions and 

Recommendations and to consider what measures that might be taken to promote 
their implementation and ratification; 

(d) questions arising out of reports to be made at the ILO; and 
(e) proposals for the denunciation of ratified Conventions. 
 
106. Mrs. Read indicated that consultation must be effective and meaningful. It must 
be so oriented as to allow government to take a decision. It was more than providing 
information but it did not necessarily mean tripartite decision. There should be equal 
representation by the social partners in tripartite bodies even though the numbers of 
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representatives may vary. Where no consensus was reached, the Government had the 
right to determine the final decision. 
 
107. Consultation had to be had with the most representative organizations of 
employers and workers. They must be independent and enjoy freedom of association. 
In addition, where the decision to be taken involved a particular sector, consultation 
should be had with trade unions and employers’ organizations representing that sector. 
However, the most representative organization should be informed of such consultation.  
 
108. Attention was drawn to countries, such as Trinidad and Tobago, that had a 
special ILO Committee to prepare for the International Labour Conference as well as 
the Reports submitted to the Conference. Training of persons who supported such 
Committee was important. Such training could be accessed from the ILO.  
 
109. Participants discussed the advantages of ratification of Convention No. C 144 
for employers’ and workers’ organizations. They submitted that ratification of that 
Convention provided the opportunity to be involved in the decision-making process.  
 
 
Forced and Compulsory Labour 
 
110. Mrs. Read noted that there was no CARICOM Model on this topic but that the 
two conventions No. 29 Forced Labour and No. 105 Elimination of Forced and 
Compulsory Labour were core ILO Conventions. The Governing Body of the ILO was 
asked to do a general survey on the application of these conventions. The survey noted 
that despite the widespread ratification of these Conventions, forced and compulsory 
labour still existed in the world today.   
 
111. Turning attention to the provisions of these Conventions, it was noted that the 
Conventions defined forced or compulsory labour as all work required under a threat of 
penalty and for which the person had not offered himself or herself voluntary. The 
practice of people working in very poor working conditions for low wages might not be 
forced labour since the conventions based forced labour on coercion and non 
voluntarism. However, the ILO had held that where persons were not forced to work but 
the failure to attend work resulted in abuse and dismissal, the oppressive nature of such 
situation could be deemed to be forced labour. 
 
112. The Convention was very clear on what was not forced and compulsory labour: 
• any work normal civic obligation of citizen e.g. jury service, school crossings; 
• any work that was part of compulsory military service of a purely military nature; 
• any work extracted from a person as a result of a prison conviction provided that the 

worker is supervised by prison authority and person not hired out to private firm;  
• any work or service exacted in cases of emergency in the event of war, of a 

calamity etc.; 
• minor communal service of a kind directed at the interest of a community could be 

considered a civic obligation. It had to be minor and for the community and the 
community had to decide not the tribal chief of the community.  
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113. It was noted that modern forms of slavery still existed. There were cases where 
people were forced to work in conditions that included sex and ethnic slavery. Article 53 
of the ILO’s Constitution provided that continuous violation of principles by a member 
state could trigger an ILO report to the United Nations.  
 
114. ILO Convention 105 enunciated five areas of forced labour: 
• as a means of political coercion or education ; 
• use of forced or compulsory labour for purposes of economic development 
• as a means of labour discipline and as a punishment for participating in strikes 
• as a means to enforce racial, religious discipline. 
 
 
ILO Conventions on the Elimination of Child Labour 
 
115. Ms. Mary Read noted that there were two ILO Conventions on Child Labour 
which were considered core ILO Conventions: Convention No. 138 on Minimum Age for 
Admission Employment and No. 182 on Worst Forms of Child Labour.  
 
116. Ms. Read intimated that the minimum age for admission to employment should 
be no lower than the maximum age for compulsory education and should be, as a rule, 
not less than sixteen years. Exceptionally, countries with developmental challenges 
could set a lower age but in any event such age should be not less than fourteen with a 
commitment to progressively increase the age to 16 years. The Convention also made 
provision for light work. Children two years below minimum age were permitted to 
perform light work outside of school hours. The number of hours should be limited and 
should not adversely affect the educational opportunities of the child. Children from the 
age of fourteen may engage in apprenticeship programme as an integral part of the 
education process.  
 
117. Children were also allowed to engage in artistic performances, subject to certain 
procedures and conditions. Permission had to be sought from the relevant authority and 
the education and general development of the child must not be put at risk.  
 
118. The worst forms of child labour consisted of any type of employment that 
jeopardizes health or morals of a child under the age of eighteen years. In response to 
a query, participants expressed the view that they saw the sexual exploitation of 
persons under 18 as a criminal act and child abuse not child labour. They revealed that 
the Labour Departments had no authority to deal with child abuse. Such matters were 
dealt with by other Government agencies. They indicated that their authority was 
derived from Convention No. 150. 
 
 
Plan of Action Developed by the Tripartite Participants 
 
119. National participants then presented their Plan of Action based on the reviews 
and discussions on their national labour legislation and the need to harmonize the 
legislation across the region in order to advance the regional integration process.  The 
Plans of action as agreed by the tripartite participants are included in Appendix III. 
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Appendix I 
 

List of Participants 
 
 

NAME POSITION ORGANIZATION COUNTRY ADDRESS TELEPHONE FAX EMAIL 

Government 

Mr. Tyrone Gibson Deputy Director of 
Labour 

Ministry of Maritime Affairs 
and Labour Bahamas P.O.Box F - 40589, Freeport  1-242-351-

1700 
1-242-352-
9869 tyronedgibson@yahoo.com 

Ms. Cherita 
Symmonett Legal Counsel  

Department of Labour, 
Ministry of Maritime Affairs 
and Labour 

Bahamas P.O.Box N - 1586, Nassau, 
Bahamas 

1-242-302-
2561 

1-242-356-
5585 cheritasymmonett@gmail.com 

Mr. Victor Felix Assistant Chief Labour 
Officer 

Labour Department, 
Ministry of Labour and 
Civil Service 

Barbados 
Second Floor, West Wing, 
Warrens Office Complex, 
Warrens, St. Michael  

1-246-310-
1500-4 

1-246-424-
2589 

victorflx@yahoo.com 
or 
vfelix@labour.gov.bb 

Ms. Hertha Gentle Acting Labour 
Commissioner 

Ministry of Labour, 
Education and Culture Belize West Block, Belmopan 011-501-822-

2663 
011-501-822-
1275 

moeducation@moes.gov.bz 
or 
jahcj2@yahoo.com 

Ms. Murna Joseph Assistant Chief 
Labour, OSH Officer 

Ministry of Labour, Human 
Services and Social 
Security 

Guyana 81 Brickdam, Georgetown 
011-592-226-
8739 or 652-
1693 

011-592-225-
7510 yvonne_labour@yahoo.com 

Ms. Netricia Miller Senior Legal Officer Ministry of Labour and 
Social Security Jamaica 1F North Street, P.O.Box 481, 

Kingston 
1-876-967-
1267 

1-876-922-
6902 mlsslegalunit@yahoo.com 

Mr. Glenn van der 
San Policy Officer 

Ministry of Labour, 
Technological 
Development and 
Environment 

Suriname Wagenwegstraat 22, 
Paramaribo 

011-597-
47.65.40 

011-597-
47.19.40 vpp_atm@yahoo.com 

Ms. Kerry-Ann 
Barrett Legal Counsel II 

Ministry of Labour and 
Small and Micro Enterprise 
Development 

Trinidad 
and 
Tobago 

Riverside Plaza, Level 11, 
Besson Street, Port of Spain 

1-868-352-
0776 or  624-
8482 

1-868-624-
4091 barrettk@labour.gov.tt 
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NAME POSITION ORGANIZATION COUNTRY ADDRESS TELEPHONE FAX EMAIL 

Employers' Organizations 
Mr. Carlton Bosfield Board Member Bahamas Employers' 

Confederation Bahamas  P.O.Box F-42486, Freeport, 
Grand Bahama 

(242) 352-
3663 

(242) 352-
3685 carltonbosfield@gb-power.com 

Ms. Gea Robinson Management Bahamas Employers' 
Confederation Bahamas  P.O.Box F-42486, Freeport, 

Grand Bahama 
(242) 352-
3506 

(242) 352-
2779 grobinso@polymersint.com 

Mr. Curtis Smith Industrial Relations 
Officer 

Barbados Employers' 
Confederation Barbados P.O.Box 33B, Brittons Hill, St. 

Michael 
(246) 620-
4753 

(246) 620-
2907 

curtis@barbadosemployers.com 
or 
becon@barbadosemployers.com 

Mrs. Kim Aikman Manager Membership 
and Labour 

Belize Chamber of 
Commerce and Industry Belize 63 Regent Street, P.O.Box 

291, Belize City 
(501) 227-
3148 

(501) 227-
4984 

membership@belize.org 
 

Ms. Bibi S. Ramchan 
Secretary CAGI and 
member tripartite 
committee 

The Consultative 
Association of Guyanese 
Industry Ltd 

Guyana 157 Waterloo Street, North 
Cummingsburg, Georgetown 

(592) 226-
4603 

(592) 227-
0725 

bibibhopal@yahoo.com 
or 
cagi@solutions2000.net 

Dr. Trevor Murray 
Industrial Relations/ 
Human Resource 
Specialist 

Jamaica Employers' 
Federation Jamaica 2a Ruthven Road, Kingston 10 

(876) 926-
6762 or 926-
5524 

(876) 968-
4576 tmurray@jamaicaemployers.com 

Mr. Ferdinand 
Welzijn 

Board Member and 
Industrial Relations 
Advisor 

Suriname Trade and 
Industry Association Suriname Prins Hendrikstraat 18, 

Postbus 111, Paramaribo (597) 475286 (597) 472287 
vsbstia@sr.net 
or 
ferdinand.welzijn@alcoa.com 

Mr. Bryan Rooplal 
Team Leader- 
Research and 
Representation 

The Employers' 
Consultative Association of 
Trinidad and Tobago 

Trinidad 
and 
Tobago 

23 Chacon Street, P.O.Box 
911, Port of Spain 

(868) 625-
4723 

(868) 625-
4891 

brooplal@ecatt.org 
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NAME POSITION ORGANIZATION COUNTRY ADDRESS TELEPHONE FAX EMAIL 

Workers' Organizations 
Ms. Jennifer Isaacs- 
Dotson 

Assistant Secretary 
General 

National Congress of 
Trade Unions Bahamas Horseshoe Drive, P.O.Box GT 

2887, Nassau, N.P. 

242-422-
2196/356-
7459 

242-356-7457  
ncongress@hotmail.com 
or 
jisaacs39@yahoo.com  

Ms. Dionne M. 
Britton Recording Secretary Bahamas Trade Union 

Congress Bahamas 

Grand Bahama Port Authority 
and Workers' Union, P.O. Box 
F-42032, Freeport, Grand 
Bahama 

242-422-
2196/356-
7459 

242-356-7457  
dbritton@gbpa.com 
or 
dionne_briton33@hotmail.com 

Mr. Antonio 
Gonzalez General Secretary Christian Workers' Union 

(CWU) Belize Cemetery Road, P.O.Box 533, 
Belize City 

(501) 227-
2150 

(501) 227-
8470 cwu@btl.net 

Mr. Norris Witter General Secretary 
(Ag) 

Guyana Trades Union 
Congress Guyana Non-Pariel Park, Georgetown 

(592) 226-
1493 or 226-
4879 

(592) 226-
5772 

norris_witter@yahoo.com 
or 
gtucorg@yahoo.com 

Mr. Lambert Brown Assistant General 
Secretary 

Jamaica Confederation of 
Trade Unions Jamaica 50 lady Musgrave Road, 

Kingston 10 

(876) 978-
8260-1 or 
977-5170 

(876) 927-
9931 or 977-
4575 

labpoyh@yahoo.com 

Ms. Elfriede Tjen-A-
Kwoei Secretary Progressive Trade Union 

Federation (C-47) Suriname Wanicastraat 230, Paramaribo (597) 465105 (597) 432092 e.tjenakwoei@slm.firm.sr 

Mr. Vincent Cabrera General Secretary National Trade Union 
Centre 

Trinidad 
and 
Tobago 

C/o Banking Insurance and 
General Workers Union 

(868) 675-
2426 

(868) 675-
4664 

vincent.cabrera@bigwu.org 
or 
natuc@carib-link.net 

ILO Officials/Facilitators 
Mr. Jefferson 
Cumberbatch 
(Facilitator) 

Senior Lecturer Faculty of Law Barabdos UWI , Cave Hill Campus (246) 417-
4000 

(246) 424-
1788 jeflaw75@yahoo.com 

Mr. Clive Pegus 
(Facilitator) 

Attorney-at-
Law/Consultant Ideas to Business Limited 

Trinidad 
and 
Tobago 

Suite #2, 21 Eight Street, 
Barataria 

(868) 674- 
3875/3207 

(868) 674- 
3875/3207 cempegus@yahoo.com 

Ms. Mary Read Deputy Director ILO Subregional Office for 
the Caribbean 

Trinidad 
and 
Tobago 

#6 Stanmore Avenue, Port of 
Spain 

(868) 623-
7178 

(868) 627-
8978  read@ilocarib.org.tt 
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Appendix II 
 

Agenda 
ILO TRIPARTITE CAPACITY-BUILDING WORKSHOP 

ON LABOUR LEGISLATION 
3-6 December 2007 

Sheraton Grand Bahama Island Our Lucaya 
Freeport, Bahamas 

 

Monday 3 December 2007 

9:00 – 10:00 Opening ceremony 

10:00 -10:30 Coffee break 

10:30 – 11:00 Introduction to the background of CARICOM model law laws and 
process and their linkages to ILO Conventions 

11:00 – 12:15 Session 1 - Compliance with CARICOM Model Labour Law and ILO 
Conventions on Termination of Employment and Initial 
Recommendations 

12:15 – 13:00 Discussions and group work  

13:00 – 14:00 Lunch 

14:00 -  15:15 Session 2 - Compliance with CARICOM Model Labour Law and ILO 
Conventions on Registration, Status and Recognition of Trade Unions 
and Employers' Organizations 

15:15 – 16:00 Discussion and group work  

16:00 - 16:15 Coffee break 

16:15 – 17:00 Session 3 - Compliance with CARICOM Model Labour Law and ILO 
Conventions on Equality of Opportunity and Treatment in Employment 
and Occupation 

17:00 – 17:30 Discussion, group work and exercise 

Tuesday 4 December 2007 

8:30 – 9:15 Session 4 - Compliance with CARICOM Model Labour Law and ILO 
Conventions on Occupational Safety and Health 

9:15 – 10:00 Discussion and group work 

10:00 – 10:30 Session 5 - Establishment of a CARICOM Social Floor 

10:30 – 11:00 Coffee break 

11:00 – 11:30 Session 6 - Participatory Law Making 

Introduction, Legislative Plan and Drafting Techniques 

11:30 - 12:00 Exercise  



FINAL Report 
Tripartite Capacity-building Workshop on Labour Legislation  3-6 December 2007 

 

 
23 

 

12:00 – 13:00 Session 7 - Freedom of Association, Collective Bargaining and the 
Right to Strike 

13:00 – 14:15 Lunch 

14:15 – 15:00 Discussion and exercise  

15:00 – 15:15 Coffee break 

15:15 – 16:00 Session 8 - The Employment Relationship 

ILO Conventions 158 & Recommendation 198 

16:00 – 17:00 Exercise - Analysis of South Africa Code on Who is an Employee 

Wednesday 5 December 2007 

9:00 – 9:45 Session 9 - Tripartite Consultation and the Role of Tripartite 
Institutions in Labour Law reform 

9:45 – 10:15 Exercise - Frequently Asked Questions/Group work 

10:15 – 10:45 Coffee break 

11:15 – 12:15 Session 10 - Migration 

12:15 – 13:00 Discussion and exercise 

13:00 – 14:15 Lunch 

14:15 – 15:15 Session 11 - Forced Labour, Child Labour and Trafficking 

15:15 – 15:30 Coffee break 

15:30 – 16:30 Discussions and exercise: Frequently asked questions 

16:30 – 17:00 Initiate Plan of Action 

Thursday 6 December 2007 

8:30 – 9:30 Session 12 - ILO Promotional Framework for Occupational Safety and 
Health (ILO Convention No 187) and the ILO Code of Practice on 
HIV/AIDS & Guidelines 

9:30 – 10:30 Exercise - Transposing an HIV policy into law in a holistic approach 

10:30 – 11:00 Coffee break 

11:00 – 12:00 Continuation of Plan of Action 

12:00 – 13:00  Lunch 

13:00 -  14:00 Presenting plan of action 

14:00 – 15:00 Evaluation, presentation of certificates, and wrap up 
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Appendix III 

Plan of Action:  The Bahamas 
Priority  Level of 

difficulty 
Recommendations for the labour law 
reform/harmonization AND/OR for effective 
implementation 

What legal text is 
involved? What Act 
and Section? 

Who is involved and 
responsible? 

What this an appropriate 
and achievable timeline? 

e.g. top, 
medium, not 
urgent 

urgent/ easily 
done/ need to 
reach 
consensus 

e.g. scope, what action is needed to address the gap, Identify what act and 
sections of the act need to 
be revised 

e.g. consultations with social 
partners and other 
stakeholders, labour 
advisory board, etc. 

e.g. within 2 months of return from 
workshop or by what month/year 

Top  1. Develop National OSH policy 
2. Adopt and create Code of Conduct/ 

Regulations 
3. Amend Act to ensure inspections are 

informed of fatality or critical mass injuries 
within 48 hours. 

4. Amend the Act to: 1. Workplaces to be 
registered, 2. Safety of children, 3. Deal with 
refusal to work, 4. Rules for safety 
committees, 5.Address specific shortcomings 

5. Bahamas to ratify ILO Convention #155 and 
Convention #161 

OCCUPATIONAL 
SAFETY AND 
HEALTH ACT 
2002 

 

  

Top 
 
 
 
 
 
 
 
 
 

Urgent 
need to 
reach 
consensus 
 
 
 
 
 
 

1.Members of the armed services and the 
police – Constitution Article 24-Freedom of 
association-Prison Officers and Fire 
services- Convention 87 and 98 not complied 
with and not ratified. Constitutional rights of 
prison officers and fire employees 
contravened. Section 3 of the IRA need to be 
amended to comply with Article 24 or 4. 
Amendment can be executed by an act of 
Parliament. (TOP priority)  

INDUSTRIAL 
RELATIONS ACT 

 

Tripartite 
consultation 
committee to give 
their 
recommendation to 
the government 
 
 
 
 

Within four to five 
months 
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Top  
 
 
 
 
 
 
Top 
 
 
 
 
 
 
 
 
 
Top 
 

Need to 
reach 
consensus, 
can be 
easily 
done  
 
Need to 
reach 
consensus 
 
 
 
 
 
 
 
Need to 
reach 
consensus 
 
 
 
 
 
 
 

2.The word “Employer” needs to be defined in 
Section 2 of the IRA for the purposes of 
establishing the employer as a party to a 
trade dispute.  

 
 
 
3.Section 42- the determination for recognition 

by unions should not be solely done by the 
Minister but a tripartite body should also 
have the option to elect employers, 
employees and independent persons to such 
bodies in determining which unions should 
get recognition. IRA: Model harmonization 
Act regarding status and recognition of trade 
unions and employees organizations.  

 
4.Annual returns- registrar need to have the 

power to suspend or withdraw the 
registration of any trade unions or 
employer’s union which fails to submit a 
return pursuant to Section 3 or 30.   

 
5.Legal status of a registered trade union and 

union of employer’s. 
6.Section 25 IRA all property shall vest in the 

succeeding trustees. 
 

Tripartite 
consultation 
committee to give 
their 
recommendation to 
the government  
 
Tripartite 
consultation 
committee to give 
their 
recommendation to 
the government 
 
 
 
 
Tripartite 
consultation 
committee to give 
their 
recommendation to 
the government 
 

Within two to four 
months 
 
 
 
 
 
Within four to seven 
months 
 
 
 
 
 
 
 
 
Within four to nine 
months 
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Top Need to 
reach 
consensus 
 

Bahamas needs to ratify Convention No. 158 

Revise SEC 2 (1) to include definition of 
“basic pay”, “wages”, & “remuneration”, 
“employee” and “employer”. 

Amend SEC 3(1) to change disciplined forces 
to include police, defense force and prison 
services. It is understood that the fire services 
come under the police as they are first trained 
as police officers 

Amend SEC 5 to include the (i) the content of 
the employment contract and (ii) the time 
frame for delivery of the written contract to be 
given to an employee within 14 days 

Amend SEC 6 to include the prohibition of 
discrimination on the grounds of ethnic origin, 
social origin or family responsibility or HIV 
status. 

Revise SEC 8 (1) (C) to include “shift breaks”- 
recommend the inclusion of this new section 
which would make allowance for workers to 
have a minimum of 11 hours before returning 
for their next shift.  Again this is consistent 
with ILO Convention 30. 

Revise SEC 8 (1) to include “meal breaks”- 
recommend that this section be amended to 
make clear meal breaks. 

Revise SEC 8 (4) to recommend “standard 
hours” be removed, as it is inconsistent with 
ILO convention 30.  We believe that the 
exception order of the Fair Labour Standard 

EMPLOYMENT 
ACT of 2001 

 

Tripartite 
consultation 
committee to give 
their 
recommendation to 
the government 
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Act still applies. Need to examine further 

Amend SEC. 9 as regards “day off” because 
Section 9 is misrepresented, we recommend 
that we consider using the language of the Fair 
Labour Standards Act. 

Amend Sec. 10 (b) as regards “overtime pay”- 
the proviso of this subsection is discriminatory 
and therefore unconstitutional.  It should be 
removed. 

Revise Sec. 11 to change “sick pay” from one 
week to two weeks for sick pay. 

Recommend revising Sec 13 (2) (a) on 
”vacation pay” to have vacation pay identified 
as wages. For better clarity in the Act as some 
employers believe and practice a principle that 
if vacation is not used it is forfeited. As 
earnings are a fundamental issue in contract 
law, this amendment would not allow vacation 
to be taken back by the employer.    

Relevant court rulings: 
Paradise Enterprises Ltd. Vs Eugene Cooper 
22 October 2001 
Bahamas Marine Const. Company Ltd Vs 
Hugh Antonio…. 10 Feb 03 
Lafornia Ginger Bowe Vs Royal Bank of 
Canada 4 October 2006 
Paula Deveaux Vs Bank of The Bahamas 19 
July 2006 
The Hotel Corp. of The Bahamas Vs Henry 
Pinder 5 March 2007  
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John Hanna Vs Imperial Life Assurance Co. of 
Canada – Privy Council 2nd May 2007. 
Amend SEC. 22 to include a rebuttable 
presumption of continuity of employment  

New Amendment to SEC. 26 (2)(a) (ii) – two 
weeks’ basic pay (or a part thereof on a pro 
rata basis) for each year of service up to fifty-
two weeks’ 

SEC 26(2)(b)(ii) – one month’s basic pay (or a 
part thereof on a pro rata basis) for each year 
up to sixty weeks. 

New Amendment to SEC 29(1) – If redundancy 
becomes necessary, management in 
consultation with the appropriate Ministry, 
Trade Unions and the Apex Trade Union 
Organizations should: 

(a) give as much warning as practicable to 
employees concerned; 

(b)  offer to help employees in finding work, in 
co-operation with the Ministry and; 

(c) Decide how and when to make the facts 
public, ensuring that no announcement is 
made before the Ministry, employees, trade 
unions and the Apex Organizations have 
been informed 

(d) Give grounds or conditions under which an 
employer may terminate the employment of 
an employee with notice. Also to give 
employees written warnings and 
instructions for unsatisfactory performances 
as pre-requisites for termination. 
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Amend SEC. 50(1) so that a child shall not be 
employed in any undertaking except as 
expressly provided in the First Schedule for 
two – four hours after school. 

Amend SEC. 57 to say it is not lawful to 
employ any young person in any type of night 
work. 

Amend the Employment Act to also include: 

1. Put in a probationary period 
2. Prohibit dismissal or disciplinary action in 

the case of temporary absence from work 
because of sickness or injury or civic 
liability 

3. Burden of proof to be put on the employers 
4. Put in constructive dismissal 
5. In the third schedule for the employer to 

give preference to retrenched employees 
6. Severance pay for employees with ten years 

or more 
7. Provide additional sums or exemplary 

damages for dismissal on the grounds of 
employee’s race, sex, religion, ethnic 
origin, national extraction, indigenous 
population, social origin, political opinion, 
disability, family responsibility, marital 
status, age, HIV status, lawful trade union 
activities, pregnancy, absence from work on 
leave or due to civic obligations 
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Plan of Action:  Barbados 
Priority  Level of 

difficulty 
Recommendations for the labour law 
reform/harmonization AND/OR for effective 
implementation 

What legal text is 
involved? What Act 
and Section? 

Who is involved and 
responsible? 

What this an appropriate 
and achievable timeline? 

e.g. top, 
medium, not 
urgent 

urgent/ easily 
done/ need to 
reach 
consensus 

e.g. scope, what action is needed to address the gap, Identify what act and 
sections of the act need to 
be revised 

e.g. consultations with social 
partners and other 
stakeholders, labour 
advisory board, etc. 

e.g. within 2 months of return from 
workshop or by what month/year 

Urgent Need to 
reach 
consensus 

To eliminate discrimination of all human 
beings irrespective of race, creed, sex, religion 
political opinion, etc. 

No major text 
currently in place 

Tripartite Group 
and social partners 

2 years 

Not 
urgent 

Need to 
reach 
consensus 

Certification and Decertification of trade unions Trade Union Act Tripartite Groups 12-18 months 

Top Easily 
done 

HIV and AIDS programme to be taken onboard 
by Employers Confederation for continuity 

None Employers 
Confederation and 
tripartite Group  

Within 2 months  

 
 
Plan of Action:  Belize 
Priority  Level of 

difficulty 
Recommendations for the labour law 
reform/harmonization AND/OR for effective 
implementation 

What legal text is 
involved? What Act 
and Section? 

Who is involved and 
responsible? 

What this an appropriate 
and achievable timeline? 

e.g. top, 
medium, not 
urgent 

urgent/ easily 
done/ need to 
reach 
consensus 

e.g. scope, what action is needed to address the gap, Identify what act and 
sections of the act need to 
be revised 

e.g. consultations with social 
partners and other 
stakeholders, labour 
advisory board, etc. 

e.g. within 2 months of return from 
workshop or by what month/year 

Top Need to 
reach 
consensus 

Ratify Convention 158 and make necessary 
amendments to Labour Act to include HIV and 
AIDS 

Labour Act, 
Section 40, 32, 
178 and 46 

Consultations with 
social partners 

6-8 months 

Medium Need to 
reach 
consensus 

Harmonization of definitions (e.g. Workers, 
employees, employers, independent contractor) 
and adapt definitions from Trade Union and 
Employers Organizations Act of 2000 

Trade Union and 
Employers 
Organizations Act 
of 2000 and 

MOL and 
consultations with 
social partners 

Within 6 months 
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Labour Act 

Top Easily 
done 

List of services in the essential services act 
needs to be revised 

Essential Service 
Act, Section 29 

Minister Within 3 months 

Top Urgent Occupational Safety and Health Document is 
drafted awaiting 
passage through 
the House 

Minister and social 
partners 

 Within 3 months 

 
 
Plan of Action:  Guyana 
Priority  Level of 

difficulty 
Recommendations for the labour law 
reform/harmonization AND/OR for effective 
implementation 

What legal text is 
involved? What Act 
and Section? 

Who is involved and 
responsible? 

What this an appropriate 
and achievable timeline? 

e.g. top, 
medium, not 
urgent 

urgent/ easily 
done/ need to 
reach 
consensus 

e.g. scope, what action is needed to address the gap, Identify what act and 
sections of the act need to 
be revised 

e.g. consultations with social 
partners and other 
stakeholders, labour 
advisory board, etc. 

e.g. within 2 months of return from 
workshop or by what month/year 

Top Need to 
reach 
tripartite 
consensus 
and put to 
parliament 

Amendment to existing Termination of 
employment Act No. 19 of 1997 to address the 
security of severance pay in the event of 
insolvency or winding up of the enterprise. 

Termination of 
Employment and 
Severance Pay 
Act, No. 19 of 
1997 

Draft amendment 
to be subject of 
consultation with 
social partners and 
other relevant 
stakeholders 

April 2008 

Top Easily 
done 

Determination of Ministry of Health as to 
whether or not Regulations on OSH should be 
promulgated under their law or the OSH Act 
No. 32 of 1997.  Special attention to be given 
to HIV and AIDS in the workplace 

Occupational 
Safety and Health 
Act No. 32 of 
1997, Section 75 

Consultation with 
social partners, 
Ministry of Health 
and Labour 

April 2008 
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Top Need to 
reach 
consensus 

Revision of draft regulations on the safe use of 
chemicals, hiring on consultants and tripartite 
consultations 

Occupational 
Safety and Health 
Act No. 32 of 
1997, Section (1) 
(m) draft 
regulations on 
safe use of 
chemicals 

Consult with social 
partners, Ministries 
of Labour and 
Health and other 
relevant 
stakeholders 

Before August 2008 

Top Easily 
done 

To amend Sections 2(3) of the Equal Rights 
Act, No. 19 of 1990 to bring it in line with 
Section 9 of the Prevention of Discrimination 
Act, the Caricom Model and ILO Conventions 

Equal Rights Act, 
No. 19 of 1990 

Consult with social 
partners and 
Health and other 
relevant 
stakeholders 

May 2008 

 
 
Plan of Action:  Jamaica 
Priority  Level of 

difficulty 
Recommendations for the labour law 
reform/harmonization AND/OR for effective 
implementation 

What legal text is 
involved? What Act 
and Section? 

Who is involved and 
responsible? 

What this an appropriate 
and achievable timeline? 

e.g. top, 
medium, not 
urgent 

urgent/ easily 
done/ need to 
reach 
consensus 

e.g. scope, what action is needed to address the gap, Identify what act and 
sections of the act need to 
be revised 

e.g. consultations with social 
partners and other 
stakeholders, labour 
advisory board, etc. 

e.g. within 2 months of return from 
workshop or by what month/year 

Top Urgent Promulgation of Occupational Safety and 
Health Act 

Factories Act – 
replaces all 
sections 

Tripartite Labour 
Advisory 
Committee & 
government 

Next legislative year 
2008-09 

Medium Need to 
reach 
consensus 

Awareness raising of the elements of the equal 
opportunity and treatment in employment and 
occupation Model and relevant ILO 
Conventions 

Employment – 
Equal pay) Act 

Tripartite Labour 
Advisory 
Committee and 
Social Partners 

2 years 
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Top Urgent Amendments to all non-unionized workers 
access to the Industrial Disputes Tribunal  

Labour relations 
and industrial 
disputes Act 

Tripartite partners Next legislative year 
2008-09 

 
 
Plan of Action:  Suriname 
Priority  Level of 

difficulty 
Recommendations for the labour law 
reform/harmonization AND/OR for effective 
implementation 

What legal text is 
involved? What Act 
and Section? 

Who is involved and 
responsible? 

What this an appropriate 
and achievable timeline? 

e.g. top, 
medium, not 
urgent 

urgent/ easily 
done/ need to 
reach 
consensus 

e.g. scope, what action is needed to address the gap, Identify what act and 
sections of the act need to 
be revised 

e.g. consultations with social 
partners and other 
stakeholders, labour 
advisory board, etc. 

e.g. within 2 months of return from 
workshop or by what month/year 

Top Difficult Ratify Convention 100 and 111 including 
revising Labour Act and create a policy 

Labour Act Social Partners and 
Labour Advisory 
Board 

1-2 years 

Top Easily 
done 

Ratify Convention 138 and revise Labour Act 
to up the minimum age 

Labour Act Social Partners and 
Labour Advisory 
Board & Ministry 
of Education 

6 months 

Medium Easily 
done 

Integrate Convention 144 into national 
legislation (already have consultations but need 
to regularize it through legislation) 

Safety Act – 
Consultation on 
the work floor 
Decree on 
recognition of 
Unions 
(Consultation on 
a national level) 

Social Partners and 
Labour Advisory 
Board 

6 months to 1 year 

Medium Need to 
reach 
consensus  

Integrate CARICOM Model Legislation into 
Suriname Labour Code 

Complete Labour 
Code 

Social Partners and 
Labour Advisory 
Board 

1 year 
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Plan of Action:  Trinidad and Tobago 
Priority  Level of 

difficulty 
Recommendations for the labour law 
reform/harmonization AND/OR for effective 
implementation 

What legal text 
is involved? 
What Act and 
Section? 

Who is involved 
and responsible? 

What this an 
appropriate and 
achievable timeline? 

e.g. top, 
medium, not 
urgent 

urgent/ easily 
done/ need to 
reach 
consensus 

e.g. scope, what action is needed to address the gap, Identify what act and 
sections of the act need to 
be revised 

e.g. consultations with social 
partners and other 
stakeholders, labour 
advisory board, etc. 

e.g. within 2 months of return from 
workshop or by what month/year 

Top Not 
easily 
done 

Amendments to the RSB Act to include “acts of 
God”, winding up and to widen the definition 
of a worker, review the terms of retrenchment 
to ensure complete coverage and priority of 
severance pay. 

Repeal and 
replace RSB Act 
with a 
Termination of 
Employment Act, 
review 
relationship 
Company Act and 
RSBA. 

MOL, Industrial 
Court and Social 
Partners 

2 years 

Top Easily 
done 

Need specific legislation to deal with worst 
forms of child labour (C. 182) 

Either Amend the 
Children’s Act or 
develop new Act  

Min. Social 
Development, 
Education, MOL 
and Social Partners 

6 months to 1 year 

Medium Need to 
reach 
consensus 

Need to include HIV and IADS specifically in 
the equality of opportunity legislation. 
The rights of contract workers and religious 
workers need to be addressed as well. 
 

Equality of 
Opportunity Act 
to be proclaimed 
include religious 
workers and 
contract workers 

Attorney General, 
MOL Social 
Partners  

1-2 years 

Medium Need to 
reach 
consensus 

Need for clear guidelines as to who is an 
employee and who is an employer 

Develop similar 
document as the 
South Africa 
Code of Practice 

ILO, Social 
partners and MOL 

1-2 years 
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Not 
urgent 

Need to 
reach 
consensus 

Reducing percentage required for recognition 
of trade union, Need for expeditious process to 
grant trade union recognition. Right to strike 
being more easily exercisable. Review right of 
TU to take up rights disputes for individuals in 
unrecognized areas 
 

Industrial 
Relations Act, 
Trade Union Act, 
Need single 
legislation 

MOL and Social 
Partners 

1-2 years 

 


