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THE EMPLOYMENT ACT, 2023
(ACT NO. 15 OF 2023)

THE EMPLOYMENT REGULATIONS, 2023 Short title

In exercise of the powers conferred upon him by section 112 of
the Employment Act, 2023, in consultation with the Joint Consultative
Committee, the Minister hereby makes the following Regulations.

PART I-PRELIMINARY
1. In this Regulation, unless the context otherwise requires- Interpretation

" Act" means, the Employment Act, 2023 (Act No. 15
of 2023;

"acting allowance” means an allowance paid to a
worker who temporarily performs the functions and
responsibilities of the substantive holder of a higher
post when the post is vacant for a period in excess
of 3 months or more. The acting allowance shall be
paid monthly in addition to the worker's basic salary
and other a2llowances for his substantive position;

vactuarial valuation” means an analysis performed by
an actuary that compares the assets and liabilities of
a pension plan;



"allied health professional” means the definition given
to it in the Allied Health Professions Act No. 3 of
2022;

"cash handling” includes tellers, cashiers and cash
handlers, generally whose job it is to accept, count,
track and dispense cash as part of the workplace
operations;

"Commissioner" means the Commissioner of Labour
and Employment appointed by the Public Service
Commission for the purpose of the administration
and implementatior: of the Employment Act;

“cooking allowance” means an extra money given to
certain set of workers owing to the nature and
remoteness of their work or workplace;

"extra work" includes overtime work and work on rest
days and holidays;

"faecal waste" means a mixture of human excreta, water
and solid wastes including toilet paper or other anal
cleansing materials, menstrual hygiene materials
that are disposed of in pits, tanks, or vaults of onsite
sanitation systems;

"Minister" means the Minister responsible for labour
unless otherwise stated and "Ministry" shall be
construed accordingly;

"night patrol officer” means a night worker whose job
is to provide surveillance and assure security
between the hours of 8pm and 6am the following
day; )

“night work" means all work that is performed during a
period of not less than 7 consecutive hours,
including the interval between the hours of 8pm and
6am the following day;



"private employment agency" means a body corporat.e

that acts as an intermediary for the purpose of

procuring employment for a worker or recruiting a
worker for an employer and includes-

-

(@)

®)

©

services for matching offers and applications
for employment without the private
employment agency becoming a party to the
employment relationship, which may arise from
there;

services consisting of employing workers with
a view to making them available to a third
party who may be a natural or legal person
referred to as a "user enterprise,” which
assigns their tasks and supervises the
execution of these tasks; and

other services relating to job-seeking
determined by the competent authority after
consulting the most representative employers'
and workers' organisations, such as the
provision of information that do not set out
to match specific offers of and applications
for employment.

"register” means a book or separate cards kept by
every employer containing the information relating
to his workers as required under these Regulations
and includes a register required to be maintained
under the Employment Act 2023;

“sludge Waste" means inorganic waste in a semi-
liquid state, excluding hazardous waste, but

including waste from automobile wash racks and
steam cleaning products, ceramic, pottery and glass

wastes, muddied water from laundries, and similar
i non-toxic materials;

[¥5



“"steam boiler" means any closed vessel in which, for
any purpose, steam is generated under pressure
greater than atmospheric pressure, and includes any
economizer used to heat water being fed to any such
vessel and a super heater used for heating steam;

"same work or work of equal value" means work in
respect of which the skill, effort and responsibility
required are the same when performed under similar
working conditions by a man or woman and the
differences, if any, between the skill, effort and
responsibility required of a man and those required
of a woman are not of practical importance in relation
to the terms and conditions of employment;

"unfair dismissal” means an employer applying
different set of criteria in the treatment of his workers
whether based on colour, disability, political opinion,
national extraction, marriage, pregnancy and
maternity, race, religion or belief, sexuality, sex,
membership of a trade union, organization or social
origin, that has the effect of nullifying or impairing
equality of opportunity or treatment in empioyment
and occupation, to the detriment of a worker;

"vulnerable groups” means physically, mentally or
socially disadvantaged persons who may be unable
to meet their basic needs and may therefore require
specific assistance;

"waste collection allowance” means an extra payment
given to a worker employed in the public and private
sector to collect and dispose of wastes (fecal, sludge,
and hazardous);

"young person” means a young person as defined in
the Child Rights Act No.7 0f 2007.



2 These Regulations shall apply o employers and workers
in Sierra Leone and pending employment related claims, except where
the contrary is expressly stated. 3

3. These Regulations shall not apply to the armed forces,
police force, fire force, correctional service of SierraLeone excluding
their civilian workers. ~

PART 11-FREEDOM OFASSOCIATION

4 (1) Inaccordance with the provisions cutlined in Part 111
of the Act, an employer shall reasonably allocate time during work
hours to enable  workers 10 participate in trade unions or other
worker-related associations. )

(2) While workers have the right to freely associate and
belong to trade union groupings or worker-related associations, it
should not be exercised to the detriment of the employer or their
business interests.
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employer’s
right to
freedom of
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(3) A worker who intends to participate in a trade union *

or other worker-related association shall provide the employer with a
prior notice of at least 3 working days.

(4) Workers, individually or through their trade unions
or organisations, shall refrain from engaging in illegal strikes and or
using threats of violence, or making unreasonable demands that
exceed the employer’s capacity and ability which they are not entitled
to as a matter of law.

(5) Inthe event of a dispute concerning a worker's right
to freedom of association, the worker shall have the right to lodge a
complaint with the Commissioner.

(6) Inthe event of a dispute concerning a employ's right
to freedom of association, the worker shall have the right to lodge a
complaint with the Commissioner.



Vetting and
attestation of
contract of
employment.

(7) The Commissioner shall thoroughly examine the
complaint and render a final decision, ensuring the protection and
promeotion of the worker's right to freedom of association.

{(8) The decision rendered by the Commissioner in
response to the complaint lodged under sub-regulation (5) above
shall be deemed final, providing a resolution to the dispute in relation
to the worker's or employ’s right to freedom of association.

PARTIII-VETTING AND ATTESTATION OF

EMPLOYMENT CONTRACT
5. (1) Anemployer shall submit a written application to the
Commissioner requesting the vetting and attestation of a contract of
employment or service, terms and conditions of contract of service,
personnel policies, human resource manuals, or any other document
that regulates labour and employment relations, excluding Collective
Bargaining Agreements between the empioyer and a worker under
section 33 of the Act.

(2) Upon receipt of an application under sub-regulation
(1), the Commissioner shall review the document and if necessary,
invite the employer to a meeting to discuss the document to be vetted
or attested.

(3) The Commissioner shall carefully examine the
document to ensure compliance with relevant labour laws and

regulations.

{4) The Commissioner may consider factors such as fair
treatment of workers, adherence to employment standards, non-
discrimination and other legal requirements.

(5) A contract of employment or service, terms and
conditions of service, personnel policies, human resource manuals,
or any other document that regulates labour and employment relations
shall not be attested by the Commissioner unless the following
conditions are met -



(a) thatthe Employer has obtained the worker's
voluntary consent; confirming the absence
of fraud, coercion, undue influence, mistake
of fact, or misrepresentation inducing the
worker to enter into the contract provided
that where a worker is unionized the union
shall be involved;

(b) the document shall be in compliance with the
Act, these Regulations and other relevant
labour laws.

(6) The Commissioner may request 2 meeting with an
employer to discuss CONCerms, seck clarifications and ensure that the
document to be vetted aligns with legal requirements and best
practices.

(7) The Commissioner shall, based on the review and
discussions, make a decision regarding the vetting and attestation of
the document.

(8) The Commissioner shall, where the document meets
the necessary standards and requirements, proceed with the
attestation process.

(9 The Commissioner may, where there are areas of non-
compliance or concerns, provide recommendations or request
amendments to the document before proceeding with attestation.

(10) The Commissioner shall, upon attestation of the
document, issue a certificate indicating that the document has been
successfully reviewed and attested.

(11) The attestation shall be prima facie evidence that the
document complies with the legal requirements.

(12) The atiesied document holds legal validity and serves
as a reference for the employer and workers concerned.
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PART IV-REGISTRATION AND MAINTENANCE OF
EMPLOYER’S ORGANISATIONS AND WORKERS'

REGISTER.

6. (1) Pursuant to section 13 of the Act, an employers'
organisation shall be registered with the Commissioner in accordance

with Regulation 7.

2) Notwithstanding sub-regulation (1), an employers'
organisation that has been in existence and recognised as such before
the commencement of these Regulations shall be registered by the
Commissioner, notwithstanding that such employers' organisation
may not meet all the requirements for registration under Regulation 7.

7. The requirements for registration of an employers'
organisation under these Regulations are as follows-

(@)

®)

©

@

any 3 or more members of an employers'
organisation may, by subscribing their names
to the rules governing their organisation and
otherwise comply with all the other
requirements of the Act and these
Regulations;

an application accompanied by 3 copies of
the constitution of the employers'
organisation duly authenticated by the
signatures of the Chairman or President and
the Secretary of the employers' organisation
for which the application is made;

the constitution of the employers'
organisation complies with the Act, the
Constitution and the laws of Sierra Leone;

the name of the employers' organisation is
not identical to the name of any other
employers' organisation or so closely
resembles any other organisation’s name,
likely to mislead, deceive or confuse its own
members or the public as to its true identity.



8. An application for registration of an employers' organization Form of
shall be made as specified in Form No. 2 in the First Schedule. application.

9. (1) The Commissioner shall issue to a person registered Certificate of
under these Regulations a certificate of registration which shall be as Registration.
specified in Form No. 3 inthe First Schedule.

(2) A trade union or employers' organisation shall pay
the prescribed fees for the issue of a Registration Certificate.

10. (1) The Commissioner shall keep and maintain a Register Register of
of Employers' Organisations, in which shall be entered, in addition to g;"g';:’.y‘“?’
such other details as-may be prescribed by the Comimissioner, the ’
following -

(a) name of the employer's organisation;

(b) place of business of the employer's
organisation;

(c) sector in which the employer's
organisation is engaged; and

{d) key contact person of the employer's
organisation.

(2) The Register of Employers' Organisations shall be open to
the public for inspection during normal working hours.

11. The rights, benefits, and advantages conferred on an Benefits and

employers' organisations and its members by the Act and these :ﬁ"t{“‘ag‘”
Regulations shall not be enjoyed unless the employers' organisation .

it is duly registered and certified under the hand of the Commissioner.

12. (1) Anempioyers' organisation and workers' organisation Annual retum

shall submit to the Commissioner, within 3 months after the end of :‘riu —

the financial year, an annuz! return which shall include- obli:aﬁons
for employers
and workers
organisations.
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Register of
workers.

(a) the registered address of the employers'
organisation and workers' organisation;

(b) the names and addresses of the officers of
the employers' organisation and workers'
organisation;

(c) the total number of the fully paid-up
members of the employers' and workers'
organisation; and

(d) a financial statement of the employers' and
workers' organisation of the preceding year.

(2) The Commissioner shall, where an employers'
organisation or workers' organisation fails or refuses to submit its
annual returns to the Commissioner by the prescribed date inany
year, give a written notice to the employers' organisation or workers'
organisation of its failure to submit within 14 days of such non-
compliance.

{3) The Commissioner shall, in the event that the non-
compliance notice in sub-regulation (2) is disregarded, notify the
employers' organisation or workers' organisation of the suspension,
revocation or cancellation of its Certificate of Registration as specified
in Form No. 3 in the First Schedule.

13. (1) An employer shall keep, maintain and preserve a
separate register in respect of each worker in the form of a file.

(2) A register under sub-regulation (1), shall contain the
following particulars-

(a) personnel details- *
() name;

(i) gender;



(b)

©

il
(iii) date of birth;
(iv) permanent home address;
(v) national identity card;

(vi)- work permit and resident permit (where
applicable) and date of expiry;

(vii) National Identification Number; and
(viii) curriculum Vitae.

details of terms and conditions of
employment- )

(i occupation or appointment;

(i) job description or terms of reference;
(iii) date of rcommencing employment;
(iv) agreed working hours per day; and
(v) leave entitlements duration;

details of wages and allowances earned
during each wage period-

() wage rates (excluding allowances);
(i) allowances payable and rates;
(i) rates for overtime work; s

(iv) other benefits (including approved
amenity and services);



(v) wage pavment intervals; and

{(vi) where pay is calculated by reference to
time (hour, day, week, or month)-

(aa)

(bb)

(cc)

(dd)

(ee)

(M

rate of pay;

toial number of days of normal
hours of work done during each
wage period.

total amount of wages for
normal hours of work during
each wage period;

rate of pay per hour for overtime
work;

total number of hours of
overtime work done during each
wage period;

total amount of overtime wages
during each wage period,;

(vii) where wage is calculated by reference
to work done in respect of piece,
volume, or task of work-

(aa)

(bb)

rate of pay per piece, volume, or
task of work during normal
hours of werk;

number of pieces, volumes, or
tasks of work done during
normal hours of work in each

wzge period;



(cc)

(dd)
(ee)

#®

(g2)

amount of wages earned durifig
normal hours of work in each
wage period;

rate of pay per piece, volumes,
or task of work done exceeding
normal hours of work per day;

total number of piece, volume,
or task of work done exceeding
normal hours of work in each
wage period;

amount of overtime wages
earned exceeding normal hours
of work in each wage period;

number of days worked or total
number of piece, volume, or
task of work done on rest days
and holidays with or without

pay during each wage period;

(viii) details of holidays, annual or sick leave
with or without pay granted during each
wage period;

®

®

amount of wages paid in lieu of annual
leave with pay in each wage period;

details including reason for the
deductions made during each wage

period:

() date of payment;

(xii) signature of the worker;
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Inspection
of register.

(xiii) attestation of the employer.
(d) severance of employment-

(i) agreed pericd of notice for termination
of emplovment or wages in lieu thereof;

(i) date of leaving employment;

(i) amount of termination or lay-off
benefits paid and the date of such
payment;

(iv) the method of computing the
termination or lay-off benefits
paymenis.

(3) The particulars under sub-reguliation (c) of Regulation
(2), shall be regularly updated in the register not later than the third
day after the end of each wage period to which the particulars relate.

14. (1) Anemployer shall, unless otherwise permitted by the
Commissioner, keep the register referred to in sub-regulation (1) of
Regulation 11, at the workplace of the worker and ensure it is readily
available for inspection by the Commissioner or his duly authorised
representative in that behalf when so required.

(2) Theregister shall be kept in both electronic and paper
format with adequate measures being put in place to protect the
privacy and confidentiality of data contained in the register.

(3) The employer shall establish and maintain internal
policies and procedures to govern the access, use, and retention of
the register’s data with only authorised personnel having qualified
access and such access shall be limited to the extent necessary for
the performance of their duties or as required by law.



(@ The employer shall provide periodic ethical and
professional training to workers responsible for handling the register
1o ensure their compliance with data privacy requirements and their
continued obligations to always maintain strict confidentiality.

15. (1) Anemployershall, subjecttoa reasonable and written
notice, grant each worker full and unfettered access to their information
contained in the register “in sub-regulation (1) of Regulation 11.

(2) The right of a worker to peruse his personal records
in the register shall be at no cost whatsoever and such right shall be
exercised save where the circumstances so demand, on not more
than one occasion in a wage period.

(3) Without prejudice, the employer may seek approval
from the Commissioner for an alternative manner of providing access
to the worker's information and the approved alternative manner
shall comply with the requirements set forth by tihe Commissioner.

(@) The information contained in the Register, including
the worker's particulars, shall be presented in English, however, in
the case of a worker who cannot read English, the employer shali
make facilities available to assist the worker in understanding the
details contained in the register relating to them and these facilities
raay include translations, interpretations, or other means to ensure
comprehension of the information.

(5) The worker shall have the right to review and obtain
copies of information pertaining to them upon submitting a written
request to the employer.

6) The employer shall respond to the waorker's request
within a reasonable timeframe, not exceeding 30 days, and provide
access to the requested information.

- (7) The access provided by the worker shall include
making copies of his pe rsonal file as appertains to him only under the
supervision of the employer or a person authorised in that behalf
free from intimidation.

15

Employer to
make
available
register for
examination.
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(8) In fulfillment of the obligation under sub-regulation
(7), the employer may charge a reasonable fee to cover the
administrative costs of providing such copies and the fee shall be
communicated to the worker in advance.

(9) The employer may require the worker to provide
appropriate identification to verify their identity before granting
access to the information. '

“(10) In cases where the requested information contains
personal data of other individuals, the employer shall take necessary
measures to ensure that the privacy rights of those individuals are
not compromised.

(11) If, for any valid reason, the employer is unable to
grant access to certain information requested by the worker, the
employer shall provide a explanation to the worker, stating the legal
basis or justification for the refusal or inability.

(12) The employer shall inform workers of their rights to
have access to their personal information in the register, including
the procedures involved in making the requests.

(13) The employer shall ensure that the procedures are
fair and transparent, ensuring that the workers' right to access is
respected.

(14) The employer shall ensure that the worker's access to
the information is facilitated prompily and in a manner that respects
the worker's privacy rights and maintains the confidential ity of other
individuals' personal data. ’

(15) The employer shall keep a record of instances where
access 10 the register is granted to workers, including the dates,
methods and any assistance provided to a worker who cannot read
English.



-

(16) The employer shall keep particulars of the register
referred to in sub-regulations (1)and (2) of Regulation 11 fora period
of 3 years from the date of severance of the employment relations
with the worker or for such other period as the Commissioner shall

determine.

PART VI-EMPLOYMENT RIGHTS AND OBLIGATIONS

16. Anemployer shall have the following obligations-

(@)

(b)

(©)

(@

ensure full compliance with the laws of Sierra
Leone and respect every contract Or
agreement with the worker, upholding the
legal rights and obligations established
between himself and the worker;

providing information as set out in Form X of
the Schedule in respect of his workplace or
proposed workplace;

treat all workers equally, regardless of their
colour, disability, political opinion, national
=xtraction, marriage, pregnancy and
aternity, race, religion or belief, sexuality,
sex, membership of a trade union, organization
or social origin, that has the effect of nullifying
or impairing equality of opportunity or
treatment in employment and occupation and
promotes decent work and non-
discrimination;

ensure the occupational safety and health of
workers by implementing appropriate
measures and procedures 10 minimize risks
and hazards associated with their work,
providing necessary training, and personal
protective equipment;

17
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-

()

®

®

()

®

k)

maintain a hygienic workplace environment,
which includes providing adequate sanitary
facilities and ensuring that the overall
conditions are conducive to the well-being
and welfare of the worker;

foster a good working environment that
enhances workers' performance and
contributes to their career development by
promoting professional growth, skill
enhancement, and opportunities for
advancement;

provide workers with means of secure access
into and out of the workplace by ensuring
their ability to enter and exit the premises
safely, healthly and conveniently;

remunerate workers for their services based
on the terms agreed upon between the
employer and the worker by ensuring fair pay
that reflects the value of the work performed;

provide the worker with clear and
comprehensive information regarding his
remuneration, including the manner in which
it is calculated to enable the worker to
understand and verify his remuneration;

respecting the privacy of workers,
safeguarding their persenal information and
ensuring that confidential matters are
handled with discretion and confidentiality;

not to disclose any information relating to
the calculation, payment, or payable wages
of a worker without the worker's explicit
consent, preserving the confidentiality and
privacy of the worker's financial matters;



®

(m)

(n)

(o)

grant periods of absence due to iliness er
injury as stipulated in the Act and as agreed
upon, by ensuring that the worker continues
to receive wages and, supporting the worker
during times of incapacity and maintaining
their financial security;

upon verification, indemnify the worker in
respect of the following-

(i) reimburse all reasonable expenses,
losses, and liabilities incurred by the
worker in the execution of the employer’s
instructions;

(i) reimburse the worker for all reasonably
incidental expenses, losses, and
liabilities incurred in the execution of the
employer’s instructions;

(iii) cover all expenses, losses, and liabilities
incurred by the worker within the
authority granted to them by the
employer;

(iv) provide compensation for all expenses,
losses, and liabilities incurred by the
worker during the reasonable
performance of their employment.

exercise reasonable care to ensure that plants,
tools, equipment, premises, and work
processes used in the workplace are safe,
while taking necessary precautions to prevent
accidents, injuries, or harm to workers;

provide workers with appropriate tools and-
resources necessary to facilitate their work,
while ensuring that they have access to the
equipment, materials, and support required
to effectively carry out their duties; and

<

9



®)

ensure equal treatment for all workers at all
times, both in the evaluation of workers for
career progression by providing equal
opportunities to workers at all times, while
fostering decent workplace culture.

Particulars 17. (1) At the commencement of employment relationship,
of an employer shall provide a worker with comprehensive written
employment.

(a)

®)

(©)

@

®

®

particulars of employment which includes -

the full name and address of the employer,
ensuring clear identification of the employing
entity;

the location of the place of work, including

accurate details of where the worker will
carry out their duties;

a summary of his job description outlining
the nature of the tasks and responsibilities
involved;

the precise date on which the employment
commences, ensuring clarity regarding the
start of the employment relationship;

the worker's ordinary hours of work and days
of work, clearly specifying the regular
working hours and days during which the
worker is expected to be present;

the types of leave to which the worker is
entitled, such as annual leave, sick leave, or
other applicable types of leave, specifying
the duraticn and requirements of such
different ieave.

(2) Where any of the particulars listed in sub-regulation
(1) change, the employer shall provide the worker with updated written
particulars reflecting the changes within 7 working days of the
changes being implemented.



(3) An employer shall, where a collective bargaﬁm'ng
agreement is currently in force and applicable to a worker, furnish
the worker with a copy of the collective bargaining agreement or
alternatively, choose to permanently display a copy of the said
agreement in a conspicuous place within the workplace to ensure
easy access for the worker.

(4) An employer shall, where a worker is unable to
understand the written particulars provided, take necessary measures
to ensure that the particulars are explained to the worker in a language
and manner that the worker comprehends to ensure effective
communication of the terms and conditions of employment.

18. (1) Aworker shall, in the course of discharging his duties,
abide by the following obligatory principles -

(a) act with honesty, competence, and
professionalism, by demonstrating the
necessary skills and abilities to perform
assigned tasks effectively;

(b) maintain integrity by ensuring that his
actions do not bring the employer into
disrepute while upholding the reputation and
interests of the organisation;

(c) do not discriminate in the workplace;

(d) interact courteously and respectfully with all
individuals he encounters in his professional
capacity by fostering good relationships and
promoting a harmonious work environment;

(e) act professionally and responsibly, by being
accountable for his actions and its impact in
the workplace;

21
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h)

®

®

)

maintain strict confidentiality regarding any
information related to his employment, even
after the employment relationship has ceased
by safeguarding sensitive data and respecting
privacy rights;

obey all lawful and reasonable orders given

by the employer or his authorised
representative within the scope of their
contractual duties;

demonstrate skill, competence, and
reasonable care in the performance of his
duties, ensuring the protection of the
employer’s property and meeting the expected
standards of quality and efficiency.

act in the best interests of the employer
prioritising the organisation's goals and
objectives over personal interests or conflicts;

discldse any conflicts of interest that may
arise by his impartiality or negatively impact
the employer’s interests unless authorized by
the employer upon notification and consent;
and

do not engaged in act of gross breach of duty,
gross misconduct or gross insubordination

subject to any express agreement oOr
exceptional circumstances where it is
impossible to provide, the employer shall,
upon a written request, consider providing
joans and advances to workers that can be
deducted from their salary in order to facilitate
financial assistance when needed.



(2) These duties and responsibilities are to be made
integral in order to maintain, enhance a productive and harmonious
work environment, thereby fostering trust and professionalism
between the worker and the employer.

(3) An employer shall provide necessary guidance and
support to ensure that workers are aware of their obligations and
understand the expected standards of conduct.

(@) A violation of these duties and responsibilities shall
result in disciplinary action or other appropriate measures as may be
determined by the employer in accordance with applicable laws,
regulations and employment policies.

{5) Workers are encouraged to seek clarification or
guidance from the employer or relevant authorities in case of any
uncertainties or conflicts related to their duties and responsibilities.

19. (1) In the event that an employer changes its business
name, address, or location, the employer shall provide timely
notification to the Commissioner of such changes within 7 working
days by completing Form No. 5 of the First Schedule and such
notification shall include the following information-

(a) the updated business name of the employer,
ensuring accurate identification and
recognition of the employer's new name;

(b) the new address, if any, of the employer's
business, specifying the precise information
about the physical geographic location where
the employer’s operations are conducted;

(¢) the updated location details, providing
precise information about the new
geographic location of the employer's
business.

Change of
name O



Weekly rest.

(2) The employer shail further furnish the Commissioner
with the necessary documentation or forms required to officially record
the changes in the employer's business name, address, and/or
location, as prescribed by the relevant regulatory authorities.

(3) Failure to comply with the notification requirement
within the specified timeframe may result in penalties or legal
consequences as provided by applicable laws and regulations.

(@) The Commissioner shall maintain accurate records of
the updated business name, address, and/or location of the employer,
ensuring that the information is readily accessible and available for
reference and official purposes.

(5) The employer shall also update relevant records,
including employment contracts, payroll systems, and employee
information, to reflect the changes in the business name, address,
and location to ensure consistency and transparency in employment-
related documentation.

(6) The Commissioner may provide further guidelines or
additional requirements regarding the notification process and
documentation necessary to facilitate the accurate and timely
recording of changes in the employer's business name, address, and
location.

(7) An employer shall communicate any changes to his
business name, address, and location to his workers, ensuring that
workers are informed and aware of the updated information to facilitate
effective communication and potential future correspondence.

20. (1) Unless otherwise agreed to, a worker shall not be
required to work for their employer for more than 5 consecutive days
without at least a day's rest, which shall be taken on a customary day
or as agreed upon between the parties.

(2) The Minister may, afier consultation with the Joint
Consultative Commitiee, exclude persons holding high managerial
positions in a workplace from the operation of section 60 of the Act.



(3) Pursuant to Section 60 (3) of the Act, the right and
entitlement of a worker to weekly rest may be deferred under any of
the following circumstances-

(2) in the event of natural disasters, accidents,
actua! or imminent force majeure, or urgent
work required on the workplace's premises
or eguipment, but only to the extent
necessary to avoid serious interference with
the ordinary working of the workplace;

{(b) in cases of abnormal work pressure due to
special circumstances where the employer
cannot reasonably be expected to employ
other measures;

() in order to prevent the loss of perishable
goods.

(@) When temporary exemptions are granted under sub-
regulation (3), the worker shall be provided with compensatory rest,
with a total duration of at least the equivalent to that provided for in
sub-regulation (1) and the employer shall provide such compensatory
rest within 2 months of the rest period missed.

(5) Where a worker is employed under a contract inwhich
wages are calculated based on a period of one week or more, a
deduction shall not be made from wages on account of not working
or attending his workplace during the usual or compensatory rest
period.

PART VII- MATERNITY-PATERNITY PROTECTION
21. (1) A preguant or breastfeeding woman worker shall not Health

beassigned work that is detrimental to her health or the health of her Protection.
baby.
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(2) An employer shail, where a medical assessment
establishes a risk to the health of a mother and her baby, provide
alternative work or modify the working conditions to eliminate or
reduce the risk.

22. (1) In granting maternity leave under subsection (1) of
section 72 of the Act, the leave shall include a compulsory period of
6 weeks after childbirth. )

" (2) The prenatal period of maternity leave, between the
presumed date of childbirth and the actual date of childbirth, may be
extended to any period without reducing the compulsory postnatal
period of maternity leave.

(3) The employer shall ensure that a female worker is
informed about her entitlement to maternity leave and the procedure
for requesting and taking maternity leave.

(4) A male worker shail be granted paternity leave of the
birth of his child as provided by section 77 of the Act.

23. (1) A pregnant woman or a woman on maternity leave
shall enjoy medical benefits.

(2) Such medical benefits may cover the woman during
the prenatal, childbirth, and postnatal periods, as well as
hospitalization if required.

(3) The medical benefits may also cover the child of the
woman on maternity leave.

24. (1) Employers shall where his circumstances so permit,
ensure that breastfeeding women workers have the right to one or
more daily breaks or a reduction of work Hours to enable them
breastfeed their babies.

(2) The breaks or reduction in work hours where applied
for breastfeeding mothers shall be considered as working time and
shall be remunerated accordingly.



(3) Without prejudice, the following determinations'shall
be made regarding breastfeeding breaks and reduction of work hours-

(@)
®)

(©

@

period of nursing breaks during the workday;

reduction of daily hours of work allowed for
breastfeeding; ’

number of daily hours of work allowed for
breastfeeding; and

procedures for requesting and implementing
the reduction of daily hours of work.

PART VIII- PROTECTION OF CHILD LABOUR

25. (1) An employer shall maintain a separate register
specifically for recording the details of children employed by him
prior to the enactment of the Act and the register shall include the
information specified in sub-regulation (2) of Regulation 11, as well
as the following additional particulars-

@)
®)
©)
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full name and address of the child;

name and address of the parents or guardian
of the child;

age of the child at the date of employment;
educational level of the child;

nature of the job or work in which the child
is engaged;

duration of work performed by the chii&;

rest periods granted to the child;

Child
Labour.



(h) remuneration and any other benefits
provided te the chiid; and

(1) any other matters prescribed by the
employment contizet or as required by the
Commissioner.

(2) Inthe event that an employer fails to comply with the
requirements specified in sub-regulation (1), the Commissicner shall
issue a directive to the employer, specifying the necessary zctions to
be taken within a period of 21 days.

(3) Failure of an employer tc comply with the directions
of the Commissioner, as outlined in sub-regulation (2) above, shall
result in a fine equivalent to one month's minimum wage for each day
of non-compliance.

(4) An employer shall, upon request, present the register
referred to in sub-regulation (1) of Regulation 26 for inspection or
examination by the Commissioner or any duly authorized person.

(5) Failure to produce the register for inspection in sub-
regulation (4) shall be deemed an offence and subject to penalties as
prescribed by the Act and relevant regulations.

(6) The Minisiry shall. in collaboration with relevant .
stakeholders, conduct periodic inspections and audits to verify the
accuracy and completeness of the child employment registers
maintained by employers, as well as to assess compliance with child
labour laws and regulations.

(7) An employer shall cooperate fully with the
Commissioner and authorized personnel during inspections, providing
access to relevant records, documents, and premises as required by
Iaw to support the reduction and or eradication of chiid labour.

(8) The Commissioner may, in consultation with
appropriate authorities, prescribe additional requirements and
procedures relating to the maintenance inspection of the child
employment register to further safeguard the rights and well- being
of children.



(9) The Ministry shall actively promote awareness among
employers, parents, and the general public regarding the importance
of maintaining accurate and up-to- date child employment registers,
ensuring compliance with child labour laws and protecting the rights
and welfare of children.

26. (1) Anemployerwho has already employed a child shall
ensure that the employment nutrition, does not impede or interfere
with the following fundamenta! aspscts of the child's healthcare

(@) to ensure that the child has access to
sufficient and nutritious food in accordance
. with recognized standards for nutrition;

(b) to have access to essential primary health
care services, including regular check-ups,
immunizations, and timely medical attention
in case of illness or injury; and

(c) where the child is enrolled in school or any
other educational institution, the employer
shall not allow the employment to disrupt or
hinder the child's education. The employer
shall make appropriate arrangements, such
as flexible working hours or leave, to enable
the child to attend and fully participate in
educational activities.

(2) In the event that the employment arrangement
compromises any of the aforementioned aspects of the child's well-
being, the employer shall promptly take corrective measures to mitigate
the negative impact zad ensure the child's well-being and
development are safc guarded.

(3) The failure by an employer to comply with the
provisions of this regulation may result in penalties as prescribed
under the Act, aimed at ensuring the effective protection of child's
rights and their overall well-being.

Register of
child
workers.



Access to
nutrition,
healthcare

(4) The Ministry of Labour shall collaborate with relevant
government agencies, educational institutions, and healthcare
providers to promote awareness and provide support to employers
in fulfilling their obligations to protect the nutrition, health, and
education of children.

(5 The Commissioner shall conduct periodic
assessments and monitoring to evaluate Employers’ compliance with
the provisions outlined in this regulation, ensuring the effective
implementation of child labour regulations and the protection of child
labour rights.

PART IX: ALLOWANCES AND SPECIAL PROVISIONS
FORWORKERS

27. (1) A worker assigned the role of 'steam boiler watcher’
shall be entitled to receive a monthly allowance, referred to as the

and education. 'Tisk allowance,” which shall be calculated allowance. based on a

-

percentage of their monthly basic salary. The risk allowance aims to
compensate the worker for the level of exposure and associated risks
related to operating a steam boiler.

(2) The rates of the risk allowance shall be as follows-

(a) for a worker directly exposed to the steam
boiler, 2 minimum of 15 percent of his basic
monthly salary shall be allocated as the risk
allowance; and

(b) foraworker who works in close proximity to
the steam boiler but is not directly exposed
to it, a minimum of 10 percent of his basic
monthly salary shall be allocated as the risk
allowance. E

(3) The determination of the specific percentage of the
risk allowance within the prescribed minimuin rates shall be based
on an assessment of the level of exposure to the steam boiler,
considering factors such as the proximity, duration of exposure, and



