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Historical Background

The Kingdom of Jordan is at the centre of an anemgion that since the end of
Roman domination, has been attached as a prowr8gria, conquered by the
Crusaders in 11th and 12th centuries and finalbn@with Syria, incorporated into
the Ottoman Empire with the fall of Constantinoplel453. It remained a part of
Ottoman territory, with its legal system develop(og remaining static) until
Ottoman Empire final disintegration during the Gré&ar. Practically, legal
development began under the Ottoman Sultans. Teasdhnithe Ottomans conquered
this territory in the 15th century, but the varidedouin tribes were not disturbed in
the exercise of their local authority until 19tmtey. By the end of Ottoman rule,
their codification of the civil law aspects of Siaaguncodified body of Islamic law
and practices) and the Majallah (the imperial ottargersion of a civil code,
promulgated in 1876) had been accepted in whanhedthe British mandated
territories. This was, in turn, based on Frencloties of codification, although the
law it codified was essentially Islamic. The otton@vil code was replaced by a
modern codification.

During the First World War, the British and Fremromised independence to the
Arab subjects of the Ottomans if they supportedAtties, and in 1920 an Arab
kingdom was proclaimed in Damascus, headed by Haghéamily. The region
became a British mandated territory known as th@d&eof Transjordan under
Abdallah Al Hashemi in 1921. Transjordan was grdraetonomy in 1923 and full
independence in 1946. In 1949, Jordan annexeddtte @f Palestine on the West
Bank of the Jordan. In 1967, West Bank was occulpyeldrael. Jordan renounced its
claim to the West Bank in 1988. In 1994 Jordan gaeced Israel and signed a peace
treaty.

Constitution

The Jordan Constitution was promulgated in 1952hasdbeen amended in 1974,
1976, and 1984. Under its Constitution, the formahe of Jordan is “the Hashemite
Kingdom of Jordan”. It declares Jordan a hereditaoparchy with parliamentary
form of government and defines the people as “thece of all powers”. Under the
Constitution, the monarchy is the most importariitisal institution in the country.
Since 7 February 1999, King Abdallah Il is the tlmeState. The country is divided
into 12 governorates (Mohafaza), which are subeéuiohto districts, subdistricts,
municipalities, towns and villages.

The Constitution divides the powers and functiohthe government into executive,
legislative and judicial categories. The Constitatassigns the legislative power to
both the bicameral National Assembly and the Kwgo is also vested with
executive power. The King exercises his executibaity with the aid of his
Council of Ministers.



Sources of the Legal System

The sources of the legal system are the Constitutie law, Islamic law (Sharia) and
custom. Sharia Courts have jurisdiction over pesbstatus matters relating to
Muslims, as well as cases involving blood moneynelparties are Muslim or where
one party is Muslim and the other agrees to thisdigtion of the Shari'a Court.
Jordanian legislation and the legal system areiafigenced by French legal systems
(Commercial law and civil and criminal proceduras)well as by Egyptian and
Syrian developments and reforms, particularly irspeal status matters. Jordan has a
bicameral legislature, the National Assembly (Mafil Umma). It consists of the
House of Representatives (currently 110 seats)egldry popular vote on basis of
proportional representation to serve four-year sebysecret ballot in a general direct
election. Candidates must be Jordanian citizeng th@n thirty years of age. 6 seats
are reserved to female candidatures. 9 and 3 aeatsserved to Christians and
Chechens/Circassians. The Senate (40 seats) aggpbiynthe King from designated
categories of public figures. Members serve fourryerms. Qualifications for a
senator include a minimum age of forty years amor government or military

service in relatively senior positions. The Kingugts both executive and legislative
powers. The Senate is regarded as the more alitd, s had little real influence in
the legislative process. Although the House of Begntatives was vested with more
legislative power than the Senate, both chambars been overshadowed by the
executive side of government. Jordanians votedime 2003 in parliamentary
elections, the first since 1994. Voters must deaxdt nineteen years of age. Suffrage
has been universal since 1973, when women weraratffised. All Palestinian
refugees who have adopted Jordanian citizenshgqyagual voting privileges with
Transjordanians.

Procedure of Adoption of Laws

The procedure of adoption of laws is as follows: rime Minister refers to the
Chamber of Deputies any draft law, and the Charsball be entitled to accept,
amend, or reject the draft law, but in all cases@hamber shall refer the draft law to
the Senate. No law may be promulgated unless pagsiedth the Senate and the
Chamber of Deputies and ratified by the King.

Should either House twice reject any draft law tredother accept it, whether or not
amended, both the Senate and the Chamber shalahoidt meeting under the
chairmanship of the Speaker of the Senate to didtiesmatters in dispute.
Acceptance of the draft law shall be conditionabmghe passing of a resolution by a
two-thirds majority of the members of both Housesspnt. If the draft law is rejected
as described above, it shall not be placed agdorde House during the same
session. Every draft law passed by the Senatehen@hamber of Deputies shall be
submitted to the King for ratification.

A law shall come into force after its promulgationthe King and the lapse of thirty
days from the date of its publication in the OtiiciGazette unless it is specifically
provided in that law that it shall come into forme any other date. If the King does
not see fit to ratify a law, He may, within six ntba from the date on which the law
was submitted to him, refer it back to the Housepbed with a statement showing the
reasons for withholding his ratification. If anyadirlaw (other than the Constitution)



is referred back within the period specified in gneceding paragraph and is passed
for the second time by two-thirds of the membersaith of the Senate and the
Chamber of Deputies, it shall be promulgated. df ltw is not returned with the

Royal ratification within the period prescribedgreceding paragraph, it shall be
considered as promulgated and effective. If anft thev fails to obtain the two-thirds
majority of votes, it cannot be reconsidered dutlgysame session, provided that the
National Assembly may reconsider the draft durisgiext ordinary session.

In cases where the National Assembly is not sittingg dissolved, the Council of
Ministers has, with the approval of the King, tteaver to issue provisional laws
covering matters which require necessary measunehadmit of no delay or which
necessitate expenditures incapable of postponei@eah provisional laws, which
shall not be contrary to the provisions of the Gitutson, shall have the force of law,
provided that they are placed before the Assentitlyeabeginning of its next session,
and the Assembly may approve or amend such lawikelevent of the rejection of
such provisional laws, the Council of Ministerslghaith the approval of the King,
immediately declare their nullity, and from theelat such declaration these
provisional laws shall cease to have force provithedl such nullity shall not affect
any contracts or acquired rights.

Finally, any ten or more Senators or Deputies map@se any law. Such proposal
shall be referred to the committee concerned irHibese for its views. If the House
is of the opinion that the proposal be acceptstiall refer it to the Government for
drafting it in the form of draft law, and to subntito the House either during the
same session or at the following session. ShotherHouse twice reject any law
proposed by Senators or Deputies, shall not beepted for a second time during the
same session.

The executive power is vested in the governmenufCib of Ministers) chaired by a
prime Minister, which is appointed by the King. Mdi Abul Ragheb is at the head

of government since 19 June 2000. The Cabinetgsiafed by the prime Minister in
consultation with the King.

The Judiciary

The Judicial Power draws from the Ottoman heritagee communal jurisdiction of
the religious courts of different communities owaatters of personal status. In its
civil courts system, it follows the French modeheTJudicial power is independent. It
is vested in three kinds of courts: civil courtdjgious courts and special courts.
Tribal law abolished in 1976. The civil jurisdictias exercised at four levels: the
magistrates’ court, the courts of first instanbe, tourt of appeal, and the Court of
cassation. There are fourteen magistrates’ countsigghout the country. They
exercise jurisdiction in civil cases involving singlkims of no more than JD 250, and
in criminal cases involving maximum fines of JD I@0maximum prison terms of
one year (1 Euro = 0.78 JD in April 2003). The seweurts of first instance exercise
general jurisdiction in all matters civil and crimal. A panel of three judges sits for all
felony trials; two judges of the court sit in fplhnel when important cases are being
argued. For most appeal, however, only five judggEs and rule on the cases.



There is three-judge panel Court of Appeal thatisitAmman. Its appellate review
extends to judgments of the courts of first inséaribe magistrates' courts, and the
religious courts. The highest court is the Cour€aksation in Amman; its president,
who is appointed by the king, serves as the colsnthyef justice. All seven judges of
the court sit in full panel when important caseslaging argued. For most appeals,
however, only five judges hear and rule on the £ase

The religious courts are divided into sharia cototaViuslims and Tribunals of other
Religious Communities (ecclesiastical courts fa minority Christian communities
representing 8% of the population). These coudsesponsible for disputes over
personal status (marriage, divorce, child custady, inheritance) and communal
endowment among their respective communities. Qdgg, called a gadi, sits in each
sharia court and decides cases on the basis ofitslaw. Three judges, usually
members of the clergy, sit in each ecclesiastioattcand render judgments based on
various aspects of canon law as interpreted bytieek Orthodox, Melchite, Roman
Catholic, and Anglican traditions. Appeals from jhdgments of the religious courts
are referred to the Court of Appeal sitting in AmimH any dispute involves
members of different religious communities, thelawurts have jurisdiction unless
the parties mutually agree to submit to the jugsdn of one of the religious courts.
In case of jurisdictional conflicts between any tsgbgious courts or between a
religious court and a civil court, the presidentlad Court of Cassation appoints a
three-judge special tribunal to decide jurisdictarrio hear the case.

Special courts include the High Tribunal (or Higbu@cil or Supreme Council),
which interprets the Constitution at the requeghefprime minister or of either
chamber of the National Assembly; the Special Couwbich may be called on by
the prime minister to interpret any law that haslyeen interpreted by the courts of
law; and the High Court of Justice, which is tochastituted when necessary by the
Court of Cassation. The High Court of Justice hbatseas corpus and mandamus
petitions and may issue injunctions involving paldervants charged with
irregularities; it is also empowered to try cabinenisters charged with offenses.
There is also a special court known as the Lantefatnt Court. After 1976 when
tribal law was abolished, tribal matters came urtderformal jurisdiction of the
regular courts, but adjudication apparently wdktstindled informally in traditional
ways by local intermediaries or tribal authorities.

Labour Rights in the Constitution

Chapter two of the Constitution establishes a nurobeorkers’ rights, including
and equitable working conditions; limited workingurs per week; weekly and
annual paid rest; special compensation given t&earsrsupporting families and on
dismissal, iliness, old age and emergencies armum@f the nature of the work;
special condition for the employment of women ancepiles; equal pay for equal
work; free trade unions origination within the lisbf the law.

Labour Legislation

In Jordan, National Assembly (Majlis al Umma) ismquetent to adopt labour
legislation. The legal framework is mainly compds® the Jordanian Labour Law of
the year 1996 and its amendments. This Code refiealsabour Code of 1960, and



all amendments made thereto. It governs labouiraffaJordan. The provisions of
the law apply to all employees and employers ameéefoy Article 2 of the Law. This
law was completed by regulations, instructions éecisions issued in accordance
with the above labour law. Based on ratified Cotiggrs, amendments to the labour
law were adopted on 28 August 2002. These amendmentern some important
matters mainly:

the extension of the coverage of the labour law to some categories of workers in the
agriculture sector;

the establishment of private employment offices organizing the recruitment of foreign
domestic workers and control of these offices by labour inspectors. This will extend the
control by the Ministry of Labour of the recruitmentand working conditions of these workers;

the protection of workers from dismissal due to economic and technical factors by adoption of
detailed regulation;

the regulation of working hours;
the inter-relation between employers’ and workers’ organizations.

The following Acts may be considered key:

Regulation No. 23 of 1966, as amended, issuing rules governing the public service defines
individual labour relations, paid leave, compensation, temporary assignment and termination
of service;

The Maritime Commercial Law 1972. It governs maritime employment (seafarers contract of
employment, advance payment withholding and authoriesd remittance of seafarers wages);

Order of Minister of Labour to establish committees to study the cases of termination or
suspension of contracts of employment on the basis of the provisions of section 31 of the
Labour Code. This Order establishes committees in each governorate where there is a
Directorate for work and employment, so as to study the cases of termination of contracts of
employment for undetermined periods or cases of suspending such contracts for economic or
technical reasons as provided for in section 31 of the Labour Code;

Act No. 36 of 1997 concerning work permit fees for non-Jordanian workers, issued under
Article 12 of the Labour Code of 1996. This Act provides for the fees to be paid by the
employer for the delivery of work permits;

Act No. 56 of 1996 concerning labour inspection, promulgated under Article 7 of the Labour
Code;

Industrial accidents and occupational diseases instructions of 1993. Instructions issued by the
social security authority which prescribe the procedures to be observed in the event of such
an accident, and provide for medical assistance to victims and financial compensation for
disability resulting from an industrial accident or the contraction of an occupational disease;

Act No. 19 of 2001 on Social security. This law provides for the establishment of the General

Social Security Institution, which should provide social insurance for all workers under sixteen
with certain exceptions (seafarers, domestic servants, agricultural workers). It deals also with
Labour injuries and occupational diseases, Old Age, Disability and Death benefits.

Contract of Employment

Chapter IV of the Labour Code deals with contrdaraployment. It should be
drawn in Arabic and in two copies at least. If mglscontract is made, the worker
may establish his rights by all legal means of enak.

The duration of the employment contract is setd¢ng@ment of the parties. If the
worker is employed for an indefinite duration, h@lsbe considered in service until
his employment is terminated in accordance withpiteeisions of the Code. If he is



employed for a specified period, he shall be careid is service throughout that
period. In this case, the contract is automatidaliyninated at the end of that period.
If both parties to the contract continue implemeqik after that period has expired,
the contract shall be considered to have been mmhe® a contract for an indefinite
duration, and shall be deemed as such from its camament. When a worker who
is regularly employed for piece-work in the workqggaor performs a series of tasks
by piece-work, he shall be considered as a wonkgri@yed for an indefinite
duration.

When labour relation at stake is subcontractingkesns employed by a contractor for
the execution of a project may take direct legéibacagainst the project owner, to
claim the entitlements due to them from the comtra&uch claims shall not exceed
the amount of payments due to the contractor ftogotvner at the time when action
is taken. Workers employed by a subcontractor rakg tirect legal action against
the principal contractor and the project owner. ahmunts claimed in such action
may not exceed payments that are due, at the time@ action is taken, to the
principal contractor from the owner and to the sutbactor from the principal
contractor.

A contract of employment remains in force notwithstanding a change of employer, whether
such a change is due to the sale of the undertaking or its transfer by inheritance, the merger
of the establishment or any other reason. The original employer and the new employer shall,
for a period of six months, be jointly liable in the discharge of any obligations arising out of the
contract of employment and maturing before the date of change. After the expiry of that
period the new employer has sole liability.

Probation

An employer may employ any worker on a trial basigerify his competence and
capacities for the work that is required of hing\pded that the trial period shall not,
in any case, exceed three months. This worker sbalbe paid less than the fixed
minimum remuneration.

The employer has the right to terminate the empbyinof a worker under probation
without notice or indemnity during the trial period

If a worker continues work after the end of hisltperiod, his contract of
employment shall be considered of indefinite doratind the trial period shall be
considered as part of the service period of thekerowith the employer.

Suspension of the contract of employment

An employer may suspend the contract of employragimdefinite duration, if
economic or technical conditions were to requireuch as a reduction of the
workload, the replacement of the old productiortesysby a new one or the total
stoppage of work, provided that the Ministry isydnbtified.

A worker whose contract of employment is suspendeatcordance with the above-
mentioned paragraph is entitled to leave work withwtice while retaining his legal
rights with respect to the end of service.



The Minister of Labour may set up a tripartite coission to examine the validity of
such measures.

Termination of the contract of employment

According to Section 21 of the Labour Code, a amitof employment shall be
considered terminated if:

both parties agree to terminate it;
the duration of the contract has expired or the work itself has been completed;

the worker dies or is no longer capable of working due to a disease or disability certified by
the medical authority.

The death of an employer shall not bring abouténmination of the contract of
employment unless the contract took into considmrdahe personality of the
employer.

Jordanian Labour Code makes distinction betweemairg termination (with notice)
and extraordinary termination (without notice).

Ordinary termination

One of the two parties to the contract of employneémndefinite duration shall give
the other party written notice at least one montadvance. If notice is given by the
employer, he may release the worker from work ierduration of the notice period,
or he may not do so except for the last seven daigt period. In any case, the
worker shall be entitled to his remuneration fag tiotice period. If it is the worker
who gives notice, and he leaves work before theoéige notice period, he shall not
be entitled to any remuneration for the periodlifemce and shall compensate the
employer by paying him the equivalent of his owmuoaeration for that period. In
this respect, an Order of the Minister of Labous haen promulgated in the 1st of
February 1997 to establish committees to studg#ses of termination or suspension
of contracts of employment on the basis of the igioms of section 31 of the Labour
Code.

If the contract of employment is for a specifiedipe, it can be terminated before its
expiry date by either the employer or the workerdioy of the reasons set forth in
section 29 of this Code (the work is different ature from that agreed in the
contract; conditions necessitating a change ofleesie; medical reasons...), the
worker shall have the right to receive all his getnents and benefits as stipulated by
the contract. If the contract for a specified pén®terminated by the worker for none
of the reasons set forth above, the employer nmaignaiamages from the worker.

However, the employer may not terminate the empkynof a worker or give
him/her notice if the worker is:

a pregnant woman who has reached at least her sixth month of pregnancy, or a woman on
maternity leave;

performing military or reserve service;



on annual or sick leave, on leave granted for worker education or pilgrimage or on leave
agreed by both parties to take up trade union office or studies in a recognized institute,
college or university.

Extraordinary termination
An employer may dismiss the worker without noti€e,

the worker assumes false identity or submits false certificates or documents with the purpose
of acquiring a benefit or causing prejudice to others;

the worker fails to fulfill the obligations stipulated in the contract of employment;

the worker commits a fault causing the employer considerable material damage, provided that
the employer notifies the appropriate bodies of the accident within five days from the date on
which he learns of its occurrence;

the worker, in spite of receiving two written warnings, fails to observe the internal regulations
of the establishment, including safety regulations;

the worker is absent from work without good cause for more than twenty days intermittently,
during any one year, or for more than ten consecutive days, provided that, prior to the
dismissal, written notice is sent to his address by registered mail and published, at least once,
in a daily local newspaper;

the worker discloses work secrets;

a court, in a final judgment, finds the worker guilty of a criminal offense or a misdemeanor
involving dishonorable or immoral conduct;

the worker is found at work in a manifest state of intoxication or under the influence of any
drugs or psycho-tropic substances, or if he has committed, at the workplace, an act violating
principles of moral conduct;

the worker strikes or insults the employer, the manager in charge, a superior, a fellow worker
or any other person in the course or on account of work.

According to section 29 of the Labour Code, a workay leave his or her
employment without given notice while preserving lgigal rights to end of service
indemnities and entitlements to damages, if:

1. he or she is employed in work markedly different in nature from that agreed in the
contract of employment, unless it is for reasons stipulated in section 17 of this Code;

2. heor she is employed in conditions necessitating a change of residence, unless such
a change is stipulated in the contract;

3. heor she is downgraded from the agreed level of employment;

4. his or her remuneration is lowered, unless it is for reasons stipulated in section 14 of
this Code;

5. amedical report issued by a medical authority, proves that his or her work, if
continued, could be hazardous to his health;

6. the employer, or the person acting on his behalf, strikes or insults the worker in the
course or on account of his or her work.

Remedies in Case of Unjustified Dismissal

A worker who intends to challenge the validity ad/her termination must file a
submission before the competent court within sgdys of his dismissal. If the court
finds the dismissal arbitrary and in violation bétprovisions of this Code, the
employer may be ordered to reinstate the work@agrhim damages, in addition to
compensation in lieu of notice and all other eaitents stipulated by the Labour
Code (sections 32 and 33), provided that the tedunt awarded shall not be less
than the worker's remuneration for three monthsrartanore than his remuneration



for six months, and shall be calculated on theshakthe last remuneration he
received.

In case of worker's death, all his end of serviti#tlements stipulated by the Labour
Code shall revert to his legal heirs, as if his lExyiment has been terminated by the
employer.

Hours of Work and Leaves

The legal working time is forty-eight during a siay week (excluding meal breaks
and rest periods ) with the exception being hoestaurant and cinema workers
whom are limited to 54 hours per week. The sevdathis a paid weekly holiday. A
worker may be employed, with his consent, in exoésormal working hours,
provided that he is paid overtime at a minimum cdt&25% of his regular
remuneration. If a worker works on his weekly @&y or on religious or official
holidays, he shall be paid overtime at a minimuta cd 150% of his regular
remuneration.

Most private businesses observe Friday as the wedkaliday, while banks and
government offices close on Fridays and Saturdays.

Paid leave

Every worker is entitled to annual leave with fodly for a period of fourteen days for
every year of employment. This leave is extendegvemty one days where the
worker has been in the employment of the same egrapfor five consecutive years.
Official and religious holidays and weekly rest gapall not be counted as part of a
worker's annual leave unless they fall in its ceurs

If a worker's employment is terminated for any cealsefore he uses up his annual
leave, he shall be entitled to receive his remuiwerdor all remaining leave days.
Any agreement by which a worker relinquishes labtrio annual leave in full or in
part shall be null and void.

Maternity Leave and Maternity Protection

Women workers are entitled to maternity leave viuthpay for ten weeks including
rest before and after delivery. Leave after delivarall be no less than six weeks long
and employment before the expiry of such a periadl $e prohibited.

After expiry of the maternity leave period everyman worker is entitled, within one
year of delivery, to take time off with pay for tharpose of nursing her newborn
baby, provided that total time off does not exceed hour a day.

Employers with at least twenty married women woskartheir employment shall
provide an adequate facility under the care ofiméd nurse for the women workers'
children under four years of age, if at least tethem are in such an age group.

Every woman worker in an establishment employimgaiemore workers is entitled
to a maximum of one year unpaid leave to bring @pdhildren. She has the right to



be reinstated at the end of her leave, but slos# khat right if she was engaged in
gainful employment during that period.

Other Leave Entitlements

Every worker is entitled to fourteen days a yeasiok leave with full pay on the

basis of a report by the medical practitioner appdoby the establishment. Sick leave
may be extended to a further fourteen days withplay if the worker is hospitalized
and with half pay if the worker is not hospitalizeat provides a report from a
medical commission approved by the establishment.

Every worker is entitled to fourteen days a yegpatl leave to follow a Ministry
approved worker’s education course, upon his notindy the employer or
manager of the establishment in coordination withttade union concerned

Every worker is entitled to four months of unpadyve if he/she wishes to study in an
officially recognized university, institute or cedie.

A special leave may be granted to a worker, maferoale, to take unpaid leave once
for a maximum period of two years to accompanyheisspouse if the latter is moved
to a work place in a province other than the onghicth he or she normally works or
abroad.

Every worker is entitled to fourteen days a yegpaitl leave to go on pilgrimage,
provided that he has been in the employer's seforcat least five consecutive years.
Such leave shall only be granted once during thexevs period of service.

If both parties are agreed, a worker has the tighiave a leave to take up trade union
office.

Minimum Age and Protection of Young Workers

According the Labour Code, young person is defeeedny person, male or female,
who has attained the age of seven but is lessdigdéuiteen years old; Any person
under sixteen can be employed in any form.

No minor under seventeen can be employed for wortalving danger, hardship or
health hazards. Such types of work are defineddajstns issued by the Minister
upon consultation with the competent official badie

The employment of minors is prohibited in the fallng cases:

in excess of six hours a day, and minors shall be granted a rest period of at least one hour
after four consecutive working hours;

between eight in the evening and six in the morning;
on religious and official holidays and on weekly rest days.



Equality

Civil Service Regulation has been amended in 198& new Regulation amends
section 168 of Regulations No. 1 of 1988, concerméierral to the Council of
Ministers in settling cases involving breach of ghimciples of fairness and equality.

Pay Issues

Minimum wage is fixed by tripartite Committee inrdanian currency either
generally or for a particular area or trade. Meralzérthe committee are hold a two-
year renewable mandate.

The committee shall hold session as necessaryinpitation by its chairman, and
shall submit decisions not adopted by unanimitheoMinister, to be referred to the
Council of Ministers which shall adopt its decisiaking into consideration the cost
of living estimated by the appropriate bodies. Fdeisions adopted under this Code
and their date of entry into force shall be puldisim the Official Gazette.

An employer who has paid a worker less than thermim rate of remuneration shall
be punishable by a fine of no less than twenty &éimd no more than one hundred
Dinars in respect of each offense, and shall aésorliered to pay the worker the
difference. The penalty shall be doubled every tingeoffense is repeated.

Remuneration is specified in the contract. In thgeace of such provision, the
worker shall be paid the remuneration that woul@d$sessed for work of the same
type, if such type of work exists. Otherwise, remmation is assessed in accordance
with common practice. In the absence of such practayable remuneration is
assessed by court in accordance with the provisibties Code, considering the case
as a labour dispute over remuneration. Remuneratiah be paid within a period not
exceeding seven days from the date on which itlbesgayable. An employer may
not make any deductions therefrom other than thasigorized by this Code.

According to section 48 of the Labour Code, noigistary measures shall be taken
and no fines shall be imposed by an employer oor&eav for an offense that is not
stipulated in the regulation of disciplinary peredtapproved by the Minister, while
taking account of the following:

no worker shall, in any one month, be fined more than three days' remuneration or suspended
without remuneration for more than three days; in any case, he shall first be given an
opportunity to show cause against the penalty and shall be entitled to make opposition to it
before the labour inspector within one week of notification;

no disciplinary measures shall be taken and no fines shall be imposed on a worker for any
offense stipulated in the approved regulation of disciplinary penalties if fifteen days have
elapsed since the offense was committed;

fines imposed in accordance with this section shall be entered in a special record stating the
name of the worker, his remuneration and the reasons for which he was fined. Such fines
shall be used to provide social services to workers in the establishment as prescribed by the
Minister.

If an employer is forced to stop work temporarity feasons that cannot be attributed
to him and which are beyond his control, workeesentitled to full remuneration for



no more than the first ten days from the date oithvivork stopped in any one year
and half their remuneration for the remaining peribhe total remunerated period
with full work stoppage shall not exceed sixty dayany one year.

Upon recommendation by the Minister, the CounciMafisters may set up a
“Remuneration Authority”, consisting of one or mdéabour experts and specialists to
hear claims in respect of remuneration in a paddaraegion, including claims
regarding underpayment, unlawful deductions, delgpayment or overtime. Such
claims shall be settled by summary process and ahiglbe receivable, if the worker
has remained in the same employment or no moresilikanonths have elapsed since
the termination of his employment. If that conditis not fulfilled, the worker shall
have the right to take his case to an ordinary e court.

Trade Union Regulation

Article 23(f) of the Constitution of the Kingdom dbrdan states that free trade unions
may be formed within the limits of the law.

Workers may organize themselves in a trade uni@taordance with the provisions
of Labour Code. Any worker in such trade has thhtrto join the trade union if he
fulfills membership conditions. (section 97 of ttebour Code).

Trade union can be established by at least fiftymébng members working in the
same trade or engaged in similar or interdepenalenipations within one field of
production.

The Minister of Labour may, in agreement with then@&ral Confederation of Trade
Unions, issue a decision classifying trades andstrées where workers are entitled
to organize themselves in a trade union and spegifyroups of trades and industries
where no more than one general trade union magtableshed, covering all workers
in such groups, in view of their similarity, intepkendence or participation in a single
or integrated field of production. Such a decisioay be applicable to already
existing trade unions.

No employer shall make the employment of a workiject to the condition that he
or she does not join a trade union or withdrawsfraembership of a trade union,
attempt to bring about the expulsion of a workenfra trade union or cause prejudice
to a worker's rights by reason of his membershi rade union or participation in its
activities outside working hours.

Trade unions may set up the General Confederatidnaole Unions, which shall be a
corporate body, each trade union preserving its og¥ts.

The Confederation shall consist of the membersaalet unions affiliated thereto and
shall have the same rights as a trade union.

In agreement with the General Confederation of &riddions, two or more trade
unions may set up a federation, provided that eaobn obtains approval from its
general assembly by a simple majority and thaRégistrar is informed accordingly
in writing.



The General Confederation of Trade Unions and texgd federations of trade unions
shall have the right to affiliate with any Arabioternational workers' organization
having lawful objectives and means.

No person may be elected to the membership ofdherastrative board of a trade
union if he is not a registered worker or full-timeployee therein, or if he has been
convicted of a felony or of an offense involvingladonorable or immoral conduct.

The General Federation of Jordan Trade Unions

The organizational structure of the Jordanian Lalbdovement consists of a united
framework on the national level, which is the Gah&ederation of Labour Trade
Unions in Jordan. It currently includes all seventéabour trade unions. Before the
1967 war, when the West Bank was part of the kingdbe Labour movement
consisted of 29 trade unions, members of the GERetkeration, and 11 single trade
unions that did not join the Federation.

The General Federation of Labour Trade Unions stabéshed in 1954 through the
initiative of six Labour trade unions. Their aimsv® strengthen the constitutional
framework of the Jordanian Labour Movement, to yitg efforts for the sake of
protecting itself, and to encourage workers tostmi member unions. The
membership of the General Federation developedewaears to reach 23 unions in
1957 and 29 in 1967 out of 40 then existing.

Due to the 1967 war and the occupation of the \Bask, and later the events of
September 1970, the number of unions in the GeRedgration decreased to 21.
This further dropped to 17 after the re-organizabbthe trade unions, merging some
unions and abolishing others. The General Federatiorently includes the same
number of trade unions as it did after the re-oiggion of 1976, with no new trade
unions founded.

As of spring 2001, the total membership of the IFatilen is about 230,000, making
the Federation the largest civil society organaatn Jordan. Regionally and
internationally, the General Federation of Labour

Trade Unions is a member of many Arab and Inteonati Confederations. Among
these is the International Confederation of Arabrkgcs, located in Damascus, which
encompasses all Arab Labour federations. This Clemétion is also a member of the
ICFTU.

Concerning the structure of the General Federaiti@monsists of three main
organizations: the General Conference, the high@siority specializing in
formulating policies; the Central Council, whichtie highest authority within the
Federation during the periods between conveninfecences, and the Executive
Committee, the actual authority of the Federatiboonsists of one representative
from each union.



Collective Bargaining and Agreements

Collective bargaining is not mentioned in the Lab8ode. However, this later
regulates Collective agreements on Chapter VI. & laggeements can be drown up
for a specified period or of indefinite duration.the first case, the specified period
shall not exceed two years. In the second, eithdy ghall have the right to terminate
the agreement after it has been implemented fi@aat two years, by giving the other
party notice to that effect at least one month teetbe termination date. The Ministry
shall be notified accordingly by a copy of the adawentioned notice.

The expiry of a collective agreement shall nottenthe employer to undermine, in
any way, the rights acquired by workers who hadhlmeered by the agreement.

The parties to collective bargaining are on the lvaved employers or their successors
or heirs, including the persons to whom the esthbient has been transferred in any
way, and on the other hand a trade union or feideraf trade union. These
agreements shall be binding on employers, incluthieg heirs and workers even
after they withdraw from their trade union, or thieade union withdraw from the
federation party to the collective agreement. Tiwigions of the collective
agreement cover also workers in any establishnmmdred by this agreement even if
they are not members of any trade union.

The scope of application of collective agreemeat Has been executed for at least
two months can be expanded to all employers an#ex®in a specific sector or a
group of employers and workers in all regions specific region upon request of any
employer or worker and after due examination byM@ster of Labour.

Strikes and Lock Outs

Strikes and lock outs are regulated by the Labawv.LStrike and lock outs are
permitted under certain conditions. Section 13#aifour Code states that no worker
may go on strike and no employer may proceed taledut while proceedings
concerning a dispute are pending before a conotiafficer or board or an industrial
tribunal, and during a period in which a settlem@maward is in force and where the
strike or lock-out is in connection with any mastepvered by such a settlement or
award.

Section 135 of the Labour Code provides that ndkelomay go on strike without
giving the employer notice thereof at least fountdays before the date set for the
strike. Where work is related to a public servibe, notice period shall be double. On
other hand, no employer may proceed to a lock-ationt giving workers notice
thereof at least fourteen days before the datioséte lock-out. Where work is
related to a public service, the notice periodIdtalidouble.

Section 136 of the Labour Code states that if &emgoes on strike in violation of
Labour Code, he or she shall be liable to a finemlkess than fifty Dinars the first
day and five Dinars for every subsequent day orclwvhe or she continues the strike,
and shall be deprived of his remuneration for dhysng which he is on strike. If an
employer proceeds to a lock-out in a manner praddhinder the Labour Code, he or
she shall be liable to a fine of five hundred Dgtire first day and fifty Dinars for



every subsequent day on which he or she contimgel®tk-out, and shall be bound to
pay workers their remuneration for days during \wttlee lock-out is maintained.

Section 120 of the Labour Code provides that Theidfier may appoint one or more
Ministry officials as conciliation officers to cgrout mediation in the settlement of
collective labour disputes for the region that pecifies and duration that he deems
appropriate. For this end, officer shall initiatedration proceedings between the two
parties to settle the dispute. If the dispute idebby means of a collective or other
agreement, the conciliation officer shall keep pycof the agreement ratified by both
parties. However, if it is not possible to conduegotiations between the two parties
or if negotiations that have been initiated arelikely to lead to the settlement of the
dispute, the conciliation officer shall, within arpd not exceeding twenty-one days
from the date on which the dispute was broughtredgiom, submit a report to the
Minister describing the reasons of the disputeptiations that have taken place
between the two parties and his own conclusions.

In this respect, if the Minister also fails to &the dispute, he shall refer it to a
conciliation, board that he shall set up, consgstin

a chairman who shall be appointed by the Minister, and who shall have no connection with
the dispute or with trade unions or employers' associations;

two or more members representing employers and workers in equal numbers, each party
appointing its own representatives on the board.

If the conciliation Board does reach such a settl@be it fully or partially, it shall
send a report thereon to the Minister, togethen wimemorandum of the settlement
signed by both parties. If the conciliation boaadsfto bring about a settlement to the
dispute, it shall send the Minister a report onrdeessons of the dispute, steps taken for
its settlement, causes of the failure to reacttiesgent and the recommendations that
the board deems appropriate on the matter.

If the conciliation board fails to put an end todalective labour dispute, the Minister
shall refer the dispute to an industrial triburrattshall be set up consisting of three
ordinary judges commissioned by the judicial colfweithat purpose, upon the
request of the Minister. Where a labour disputeldes referred to an industrial
tribunal, this later shall conduct its proceediegpeditiously, commencing
consideration of the case within a period not edogeseven days from the date on
which the dispute is referred to it. Its award Ebalissued and notified to the
Minister within thirty days from that date, and Bliee final. No appeal may be
lodged against such a decision before any judasialdministrative body.

According to section 130 of the Labour Code, setélets reached as a result of
conciliation proceedings conducted in accordandk thie Labour Code and
industrial tribunal awards shall be binding on:

the parties to the labour dispute;

the successors of the employer, including heirs to whom the establishment concerned in the
dispute has been transferred;

all persons who were working in the establishment concerned with the dispute or in any part
thereof, as the case may be, on the date on which the dispute arose, and all persons
subsequently employed in the establishment or any part thereof, if the settlement report or



industrial tribunal award decides so, on the condition that no provisions in this Code or any
regulations issued there under stipulate otherwise.

Settlement of Individual Labour Disputes

Individual labour disputes are settled by the Cloatcon Court, except for cases
concerning remuneration, where, in accordance thithCode, competence shall lie
with the Remuneration Authority. Such disputesested expeditiously and each case
is settled within three months from the date onolwhi is brought to court. (Section
137 of the Labour Code) Appeal may be lodged agaiesurt decision issued
pursuant to the aforesaid paragraph within ten ffays the date of issue, if made in
the presence of the parties concerned, and fromdateeof notification. The appeal
shall be ruled on within thirty days of its receipt

ILO Conventions Ratified by Jordan

To see the ILO Conventions ratified by Jordan,ASeELIS.
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