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Introduction

The Government of Mauritius has received a loan from the International Bank for Reconstruction and Development (IBRD) and a grant from the European Union towards the financing of a Rodrigues Airport Project. The objective of the Project is to improve air transport access and enhance the climate resilience and productivity of the island of Rodrigues. The project is comprised of five components as elaborated below.

 Component 1 — Infrastructure Development. Financing the construction of a new airport runway and associated facilities on Rodrigues Island. In addition to the new runway, that will be increased 2.1km length to be able to handle Airbus A321 Neo-type jet aircraft or similar, during landing, the project will fund new taxiways linking the existing and new runways, strengthening part of the existing runway for use as a taxiway, three new aircraft parking stands jet aircraft. It will also finance stormwater drainage, airfield ground lighting, control systems, floodlighting, and navigational aids. 

Component 2 — Technical Assistance for Project Implementation and Sector Reforms. (i) Support aviation sector development, providing technical assistance to the government to enhance sector growth and resilience; and (ii) support project implementation, including financing for consultancy services, studies, equipment, training, and other implementation support activities.

Component 3 — Support for Rodrigues’ Sustainable Integrated Development with a Focus on Water Access and Food Security, to support local governments, rural communities, and the private sector to carry out targeted investments and implement a sustainable territorial development strategy. Subcomponents include: (i) strengthening local food systems and; (ii) supporting improved water management and development.  

Component 4 — Supporting the Sustainable Development of the Tourism Sector in Rodrigues. Through (i) tourism promotion and the attraction of investment; (ii) Skills development to support the tourism sector; advancing sustainable tourism among MSMEs; and strengthening sustainable tourism infrastructure (e.g., site enhancements, trails, signage). 

Component 5 — Contingent Emergency Response (CERC). Enabling rapid access to financing by allowing the reallocation of uncommitted project funds in the event of an eligible emergency, either following a formal declaration of a national emergency or upon a formal government request. 

Given that components 1,2,3 and 4 involves a lot of human resources, it is crucial to define the pathway for the management of such key assets which are crucial for the successful implementation of the project. Thus, a Labour Management Procedures (LMP) has been elaborated to guide the management of labour from the beginning to the end of the project. 

Labour Management Procedures

This Labour Management Procedures (LMP) document shall be considered dynamic and will be continually edited and updated throughout the project's development to address specific needs and emerging issues. The LMP covers components 1,2,3 and 4 of the Rodrigues Airport Project (RAP). Part one of the document is about component one and Part two covers components 2,3, and 4. Component 5 (Contingent Emergency Response – CERC) enables rapid access to financing in the event of an eligible emergency. While specific activities and workforce requirements under this component cannot be determined at this stage, the principles, procedures, and requirements set out in this Labour Management Procedures (LMP) shall apply to CERC‑related activities, to the extent relevant.
In the event of CERC activation, this LMP will be reviewed and, if necessary, updated in a proportionate manner to reflect the nature, scale, and urgency of the emergency response activities, in accordance with national labor legislation and the requirements of World Bank Environmental and Social Standard 2 (ESS2), prior to the engagement of project workers.

The selected Construction Contractor (the Contractor) will be required to implement the provisions of this Labour Management Procedures (LMP). The same applies, as relevant, to all consultants, contractors, and other entities engaged under Components 2, 3 and 4, who shall comply with the applicable requirements of this LMP in relation to their workforce.
The implementation of this LMP is guided by the principles of transparency, fair treatment, non-discrimination, accountability, protection of vulnerable groups, and respect for workers’ rights. No worker will be subject to retaliation for raising concerns, and all labour management practices are aligned with national legislation, ESS2 requirements, and international good practices.

The purpose of the LMP is to facilitate the planning and implementation of the project by identifying key labour requirements and associated risks. It will assist the Borrower in determining the necessary resources to address labour issues. Initiated early in project preparation, the LMP will be reviewed and updated regularly during the project's development and implementation.
1. Overview of labour required on the Project 

[bookmark: _Toc179981124]1.1 Labour requirements for component 1

During the construction phase, the Project is expected to require 400 workers, of which will be both foreign and local workers. Indeed, Mauritius is already dependent on workers from Bangladesh, China and India, which implies that Rodrigues will likely depend on these as well. The contractor will aim to recruit local workers through the Employment Office and if found that there are not enough skills, there will be need for foreign workers to be recruited. Thus, local recruitment will be prioritised through the Rodrigues Employment Office, and foreign labor will be engaged only where suitable local skills are not available, in line with ESS2 requirements and national labor laws. Given the level of qualification and the limited workforce available in Rodrigues, local workers are likely to occupy most non-qualified jobs in the construction sector and maintenance activities.

The Project will require:
i. Direct Workers: These are individuals employed directly by the Project to enhance the ARL’s capacity in managing Project activities. They will include administrative, managerial, and technical personnel.
ii. Contracted Workers: Primarily engaged for construction activities, these workers are typically hired through contractors. In the construction sector, daily workers are often recruited locally in Rodrigues and Mauritius.
iii. Primary Suppliers’ Workers: These workers are employed by primary suppliers, who provide goods and services necessary for the construction activities. Similar to contractors, primary suppliers are likely to recruit daily workers from the local area.
iv. Community Workers: Workers engaged or employed by a borrower/client from a community or communities in a project-affected area, often contributing their labour to a community development project through various working arrangements. Community workers will be engaged only for specific, localized activities and under agreed working arrangements, with full application of minimum age, OHS, and grievance requirements.
v. Casual/Day labourers: A casual- day labourer is a worker employed on a short- term basis , typically hired by the hour or day to perform specific tasks with no guarantee of ongoing work. They are common in the construction, agriculture and shipping industry often serving as a flexible workforce for employers facing seasonal or unpredictable demand.

During the operation phase, the Project is expected to require 126 additional workers. Most of these will be classified as direct workers, while contracted workers will likely be involved in cleaning operations. The distribution of staff required for Project operations is expected to be as follows:


[bookmark: _Toc179981569]Table 1: Expected workforce required for the project
	Department
	Number of employees
	 Additional staff
	Total

	Airport operations
	25
	55
	80

	Planning and maintenance
	20
	31
	51

	Airport rescue and firefighting services
	16
	22
	38

	Finance and administration
	10
	18
	28

	Total
	71
	126
	197





[bookmark: _Toc179981125]          1.2   Labour requirement for Components 2,3 and 4
       Most of the labour requirements for components 2,3 and 4 have already been mentioned for component 1. However, it is important to emphasise on what is relevant for components 2,3 and 4 . Component 2 involves only direct workers and components 3 and 4  involves a majority of direct workers (consultants) and a smaller percentage of contracted workers and community workers. In fact, most of the workforce under these three components are in the area of consultancy/technical assistance. However, for the Tourism Green Grant, an agency will be contracted to manage the grant. Additionally, community workers will be involved for activities that necessitate refurbishment of existing buildings and land rehabilitation for example.

The activities for components 3 and 4 will entail the following: 
Agriculture
•	Consulting Services for Individual Consultant for Post-harvest strategy, investment and Capacity Building Design and Planning
•	Consulting Services for Land Rehabilitation and Design and Supervision of Irrigation Schemes and Reservoirs. However, a contractor will be recruited for direct construction works.
Fisheries
•	Consultancy services for a Rodrigues Off-Lagoon scheme 
•	Consultancy services for stock assessment /improved scientific assessment
•	Consultancy services for strengthening fisheries management and conservation in Rodrigues 
•	Consultancy services for Value Addition and Improved Postharvest practices 
Water 
•	Supply of water quality testing laboratory equipment and training of lab technicians
•	Capacity building of RPUC technical staff
•	Technical Assistance for the Design and Supervision of Installation of Water Supply Telemetry Monitoring System at RPUC
•	Technical Assistance for Institutional Development Support for the RPUC to Strengthen Key Utility Functions
•	Preparation of Sanitation Master Plan for Rodrigues and Design of Priority Investments and Upgrade Interventions for the Grenade WWTP
•	Technical Assistance for Preparation of Sanitation Master Plan for Rodrigues and design of priority investments and upgrade interventions for the Grenade WWTP
•	Transaction support for mobilization of private capital to improving energy efficiency in desalination plants through the installation of 1MW solar power plant
Tourism 
•	Action Plan for Green Tourism Certification
•	Consulting Services– Firms Selection: Implementing Entity (IE) for Rodrigues Green Tourism Grants Scheme
•	Individual Consultancy for the Training Needs Analysis and Skills Development Framework for the Tourism Sector in Rodrigues
•	Consulting services-Firms Selection: Market Assessment of Potential New Source Markets, Branding Strategy, and Tourism Product Development for Rodrigues
•	Individual National Consultancy for Tourism Planning (Commission for Tourism
•	National Consultancy for Tourism Planning (Commission for Tourism) (INDIVIDUAL).

Training and induction requirements should be explicitly extended to consultants, contractors, and community workers, proportionate to their roles and duration of engagement.

Table 2: Labour forecast for components 2,3 and 4
	Types of labour 
	Component 2
	Component 3
	Component 4 

	Direct labour
	17
	20
	8

	Contractual Labour
	3
	40
	15

	Community labour
	NIL
	10
	15

	Total 
	20
	70
	38


The above figures are indicative and labour management measures apply regardless of workforce size or duration of contract. 


Table 3: Labour Management Responsibilities 
	Types of labour
	Employer of record 

	Direct labour
	Contractor 

	Contractual labour
	AML

	Community labour 
	Contractor, RRA,AML



 The PIU will exercise oversight by:
•	Periodic site inspections and audits;
•	Review of labor and OHS records (contracts, payroll, training, incidents);
•	Regular reporting by contractors to the PIU using agreed formats
 
 2. Assessment of key potential labor risks and impacts

The construction activities will entail the following: 
· Demolition of dwellings, agricultural buildings, and fisheries buildings; 
· The construction of a workers’ camp 
· Supply of construction materials;
· The construction of asphalt and concrete batching plants;
· Construction waste, solid and liquid waste production and management


As a result, key labour risks and impacts are:
Component 1 

i. Recruitment of local workers: the recruitment of local workers should be a priority on this project as per consultation with the Labour Office. It is expected that local workers with enough skills will be prioritized in the recruitment process and some members of the local community will want to work on the Project;
ii. Influx of external workers: if during the recruitment of local workers, the island does not count sufficiently numerous and qualified workers to supply the workforce, foreign workers will be recruited;
iii. Lack of awareness on occupational health and safety requirements: such as the use of personal protective equipment (PPE) and safe workplace practices: complex operations will require the implementation of health and safety measures that workers and communities may not be aware of;
iv. The conduct of hazardous work/Egornomics, such as the use of heavy machinery, for demolition and construction activities;
v. Possible accidents due to the use of rotating and moving equipment;
vi. Use and storage of hazardous products;
vii. Waste production and storage;
viii. Gender-Based Violence and risks for workers and community: the influx of migrant workers may create a risk of gender-based violence, sexual exploitation and abuse, or sexual harassment (GBV/SEA/SH) and an increase in teenage pregancy;
ix. Spread of sexually transmitted diseases (STDs): the influx of migrant male workers may induce sexual behaviors that favor the spread of sexually transmitted diseases;
x. Unequal pay for men and women workers, in particular unskilled labors;
xi. Discrimination against women and other vulnerable persons.
Risks specific to casual day labourers
xii. Job insecurity 
xiii. High safety and physical hasards 
xiv. Economic and income insecurity
xv. Vulnerability and exploitation
xvi. Legal and protection gaps 
xvii. Casual day worker’s face greater job instability . Their security should be covered by the contractor as per Mauritian law and their daily payment should also be in line with the minimum wage law. 

Components 2,3 and 4 
Components 2, 3, and 4 primarily involve consultancy services, technical assistance, capacity building, and small‑scale or community‑based activities. Labor risks under these components are generally lower in intensity and relate mainly to occupational health and safety, fair working conditions, non‑discrimination, and the management of community and contracted workers. These risks are addressed through the application of the relevant provisions of this LMP, including those related to terms and conditions of employment, OHS, grievance redress, and prevention of GBV/SEA/SH, applied proportionately to the nature of ivities.

Components 3 and 4 will entail the following: 
•	Several technical assistance and capacity building activities; 
•	Land rehabilitation and design and supervision of irrigation schemes;
•	Installation of Water Supply Telemetry Monitoring System at RPUC. 
SEA/SH prevention and response measures apply to all workers under Components 2-4 including consultants, grant-managing entities, and community workers, as relevant.

As a result, key labour risks and impacts  for components 2-4 are:
Direct labour 
•	Lack of awareness on occupational health and safety requirements: such as the use of personal protective equipment (PPE) and safe workplace practices: complex operations will require the implementation of health and safety measures that workers and communities may not be aware of;
•	The conduct of hazardous work/Egornomics, such as the use of heavy machinery, for demolition and construction activities;
•	Possible accidents due to the use of rotating and moving equipment;
•	Use and storage of hazardous products;
•	Waste production and storage
•	Unequal pay for men and women workers, in particular unskilled labors;
•	Discrimination against women and other vulnerable persons.
•	Sexual Exploitation and Abuse/Sexual Harassment 
Consultancy 
•	Delayed payment
•	Market unpredictability
•	Loss of Intellectual Property/Data 
•	Contractual clarity 
•	Burn-out and stress
•	Sexual Exploitation and Abuse /Sexual Harassment
Community Labour
•	Community disruption: Infrastructure projects can, lead to noise pollution, traffic, accidents, and, environmental damage
•	Weak Social Protections: Lack of compensation for injuries, workers unprotected 
•	Lack of training: Inadequate training on rights and safety increases vulnerability
•	Waste production and storage 
Sexual Exploitation and Abuse/Sexual Harassment
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This section sets out the relevant legal requirements regulating labour aspects of the project. These consist mostly in the Mauritius’ legal requirements and the World Bank Environmental and Social Standard (ESS) 2. In Mauritius, labour and occupational health and safety (OHS) are mainly regulated by:

i. The Worker’s Rights Act No. 20 of 2019 as amended;
ii. The Employment Relations Act No. 32 of 2008 as amended; and
iii. The Occupational Safety and Health Act and Regulations (OSHA) No. 28 of 2005.
iv. Remuneration Regulations 2019 (specific to the Construction sector)
v. Non-citizen (Employment restriction act (migrant workers)
vi. Immigration Act 2022
vii. End of year Gratuity Act 2001
viii. Additional Remuneration Act as amended
ix. The National Wage Consultative Council Act and Regulations
Additionally, Mauritius has ratified the ILO conventions below. These conventions are all in force in the country.. Forced labour Conventions, 1930 (No. 29)
I.	Freedom of Association and Protection of the Right to Organise Convention, 1948 (No,87)
II.	Right to Organise and Collective Bargaining Convention, 1949(No.98)
III.	Equal Renumeration Convention,1951 (No.100)
IV.	Abolition of Forced Labour Convention, 1957 (No.105)
V.	Discrimination (Employment and Occupation) Convention, 1958 (No.111)
VI.	Minimum Age Convention,1973 (No.135)
VII.	Labour Clauses (Public Contracts) Convention, 1949 (No. 94)
VIII.	Occupational Safety & Health Convention, 1961 (No.155)
IX.	Worst Forms of Child Labour Convention,1999
X.	Promotional Framework for Occupational Safety and Health Convention, 2006 (No 187)
XI.	Labour Inspection Convention, 1947 (No.81)
XII.	Equality of Treatment (Accident Compensation) Convention,1952(No.19)
XIII.	Protection of Wages Convention, 1949 (No.95)
XIV.	Migration for Employment Convention (Revised), 1949 (No.49)
XV.	Labour Administration Convention, 1978 (No.150)
XVI.	Collective Bargaining Convention,1981, (No.154)
XVII.	Workers with Family Responsibilities Convention, 1981 (No. 156)
XVIII.	Vocational Rehabilitation and Employment (Disabled Persons) Convention, 1983 (No. 159)
XIX.	Labour Statistics Convention, 1985 (No. 160)
XX.	Maternity Protection Convention, 2000 (No. 183)
XXI.	Violence and Harassment Convention, 2019 (No. 190)

These laws and conventions apply across all project components and to all categories of project workers, as relevant. Where national legislation differs from ESS2 requirements, the higher standard will apply as reflected in the legal gap analysis in section 3.1. 

[bookmark: _Toc179981127]3.1 World Bank ESS 2

ESS2 recognizes the importance of employment creation and income generation in the pursuit of poverty reduction and inclusive economic growth. Borrowers can promote sound worker-management relationships and enhance the project’s development benefits by treating workers fairly and providing safe and healthy working conditions.

A legal gap analysis of Mauritius labor law and regulation against World Bank ESS 2 suggests that Mauritius legal framework generally complies with the International Labor Organization’s conventions and ESS 2 and is more stringent on several issues such as the minimum age to work. Where differences exist, the LMP incorporates supplementary measures to ensure full ESS2 compliance. ESS 2 applies to all workers and labour issues on the project to ensure that primary supply workers are employed as per ESS 2, as well as some additional measures that may need to be implemented as part of this LMP to complement Mauritian labour laws. The table below provides a gap analysis of Mauritius legislation against World Bank ESS 2.
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Table 4: Legal gap analysis of Mauritius Labour requirement against World Bank ESS2
	ESS 2 Requirements
	Mauritius Labour legal requirements
	Gap 
identified
	Recommended action


	ESS 2 §9: The Project will develop and implement written labor management procedures applicable to the project. These procedures will set out the way in which project workers will be managed, in accordance with the requirements of national law and this ESS.


ESS 2 §11: Project workers will be paid on a regular basis as required by national law and labor management procedures. Project workers will be provided with adequate periods of rest per week, annual holiday and sick, maternity and family leave, as required by national law and labour management procedures.












ESS 2 §13 and 15: Decisions relating to the employment or treatment of project workers will not be made on the basis of personal characteristics unrelated to inherent job requirements. The employment of project workers will be based on the principle of equal opportunity and fair treatment, and there will be no discrimination with respect to any aspects of the employment relationship, such as recruitment and hiring, compensation (including wages and benefits), working conditions and terms of employment. 
The Project will provide appropriate measures of protection and assistance to address the vulnerabilities of project workers, including specific groups of workers, such as women, people with disabilities, migrant workers and children. 
	The Workers’ Rights Act requires any employers who employ a worker to register at the Labour office, to maintain a register of workers, a record of remuneration paid, an inspection report book and other records as required for at least 3 years (§115 and §116).

The Workers’ Rights Act provides that a standard working week consist of 45 hours, excluding time for meal and breaks. Workers should not be allowed to work for more than 12 hours per day and consecutive rest time shall be of at least 11 hours per day.
Shift work of more than 8 hours per day and at night can occur only with the workers’ consent.
Workers are entitled to annual leave (§45), sick leave (§46), and maternity/paternity leave (§52 and §53), special leave §48 as per WRA as amended. 


The Workers’ Rights Act (WRA) as amended – Section 5; prohibit discrimination to any worker (§5). The Act also requires an equal remuneration for work of equal value (§26).
Additionally, Mauritius has adopted the Equal Opportunities Act No. 42 of 2008, which also prohibit discriminations in employment activities (§9 to §16).









 
	No gap identified.










No gap identified.






















No gap identified.

	Application of Mauritian Laws.










Application of Mauritian Laws.






















Application of Mauritian Laws.


	ESS 2 §16: In countries where national law recognizes workers’ rights to form and to join workers’ organizations of their choosing and to bargain collectively without interference, the project will be implemented in accordance with national law. In such circumstances, the role of legally established workers’ organizations and legitimate workers’ representatives will be respected.
	The Employment Relations Act of 2009 considers that freedom of association is a basic right of workers (§29 to §32). 
	No gap identified.

	Application of Mauritian Laws.


	ESS 2 §17: A child under 16 will not be employed or engaged in connection with the project. The labor management procedures specify the minimum age for employment or engagement in connection with the project.
	According to the Workers’ Rights Act child labor is prohibited. A child is considered as an individual younger than 16 years old, except when he or she helps his parents outside of school hours or on holidays (§ 8).
This prohibition is also mentioned in the Child Protection Act, where a child under the age of 16 should not be employed in the construction sector.
	Mauritius’ law is more stringent than ESS 2.
	Application of Mauritian Laws. 

	ESS 2 §18: The project shall not rely on forced labor, which consists of any work or service not voluntarily performed that is exacted from an individual under threat of force or penalty.
	The Workers’ Rights Act do not deal with forced labor. However, the Combatting of Trafficking in Persons Act of 2009 considers forced labor as a form of exploitation that is prohibited in Mauritius law and considered as a criminal offense.
	No gap identified.
	Application of Mauritian Laws. 

	ESS 2 §17: A grievance mechanism will be provided for all direct workers and contracted workers (and, where relevant, their organizations) to raise workplace concerns.
	§120 of the Workers’ Rights Act provides that any worker may make a complaint to the Supervising officer (Labour Office) against his employer. This procedure allows the officer to make an enquiry and may refer to the Rodrigues Commission for Conciliation or Mediation.
Additionally, the Employment Relations Act gives the possibility to resort to arbitration prior appealing to court (§63 to
§75).
It should be noted that the §99 of the Employment Relations Act provides for the establishment of Rodrigues Commission for Conciliation and Mediation to deal with labour disputes.
	No gap identified.
	Application of Mauritian Laws.


	ESS 2 §24: Measures relating to occupational health and safety will be applied to the Project. The OHS measures will include ESS 2 requirements, and will take into account the General EHSGs and, as appropriate, the industry- specific EHSGs and other GIIP.
	Mauritius has adopted the Occupational Safety and Health Act (OSHA) No. 28 of 2005 as amended. This Act provides general requirements and duties for the employers such as risk assessment, provision of protective equipment, information, training, establishment of OHS committees. 
The Act also provides technical requirements on health and welfare such as cleanliness of buildings, ventilation, lightning, supply of drinking water, safety of machinery.
Other technical requirements relate to health monitoring and recording, notification of occupational diseases and accidents.
	No gap identified.
	Application of Mauritian Laws.

	ESS 2 §39 and 40: As part of the environmental and social assessment, the Project will identify potential risks of child labor, forced labor and serious safety issues which may arise in relation to primary suppliers. In such case, the Borrower will require the primary supplier to identify those risks.
	Mauritius law does not require a company to undertake due diligence in relation to child labor or forced labor within its subcontractors or suppliers.
	Significant gap identified between ESS 2 and the domestic legal framework.
	Apply	ESS	2 recommendations & OSHA § 13 and 17. 




[bookmark: _Toc179981128]3.2 Terms and Conditions

The Workers’ Rights Act requires any employers who employ a worker or more need to maintain a register, a record of remuneration paid, an inspection of report book, and other records as required for at least three (3) years (§115 and §116). These terms and conditions apply, as relevant, to all categories of project workers and across all project components (including components 2-4). 

· Working time, Rest, Leaves and Compensation. 
According to the Workers’ Rights Act, a standard working week consists of 45 hours of effective work, excluding time for meal and breaks within 5 or 6 worked days. Workers should not be allowed to work for more than 12 hours per day and consecutive rest time shall be of at least 11 hours per day. 
Shift work of more than 8 hours per day and at night can occur only with the workers’ consent.

Workers are entitled to 22 days of annual leave (§45), 15 days sick leave (§46), and 16 weeks and 4 weeks for maternity and paternity leave respectively (§52 and §53), special leave (§ 48).
In Mauritius, the minimum wage is defined by Government Notice on a yearly basis. The minimum wage is defined by the National Minimum Wage. Workers are entitled to receive their remuneration in monthly intervals. Wages/salary will be paid as per Remuneration Regulations. 
When a worker works during a public holiday, the employer shall provide a remuneration of at least twice the normal rate during normal working hours, and at least 3 times more than normal rate after normal working hours.

· Prohibition of discrimination and fundamentals rights. 
According to the Workers’ Rights Act, child labour is prohibited. A child is considered as an individual younger than 16 years old. For the construction sector young person under 18 is prohibited to work. This prohibition is not applicable when the child helps his parents outside of school hours or on holidays (§8). This prohibition is also mentioned in the Child Protection Act. 

The Workers’ Rights Act does not deal with forced labor. However, the Combatting of Trafficking in Persons Act of 2009 considers forced labor as a form of exploitation that is prohibited in Mauritius law and considered as a criminal offense.
The Workers’ Rights Act also defines the category of “young person”, who are workers aged from 16 to 18 years old. Moreover, the Act requires employers to keep a registry of workers.

· Workers’ Grievance Mechanism. 
Mauritian labour legislation provides procedures to manage work-related disputes. §120 of the Workers’ Rights Act provides that any worker may make a complaint to the Supervising officer (Labour office) against his employer. This procedure allows the officer to make an enquiry and may refer to the Rodrigues Commission for Conciliation or Mediation.  

Additionally, the Employment Relations Act gives the possibility to resort to arbitration prior appealing to court (§63 to §75).

AML and ARL will establish a Worker's grievance mechanism for the purpose of the project. The Worker’s Grievance mechanism are further elaborated in pages 35-39 of this LMP. 
[bookmark: _Toc179981129]3.3 Occupational Health and Safety 

Mauritius has adopted the Occupational Safety and Health Act No. 28 of 2005. This Act provides general requirements and duties for employers. More particularly, the employers are required to:
· Undertake a risk assessment within 30 days of the start of operation on any risk related to the safety and health to which employees or non employee may be exposed in the course of operations taking place in the Project area;
· Provide suitable and appropriate PPE and clothing;
· Provide information, instruction, training and supervision as is necessary to ensure the safety and health at work of his employees;
· Inform workers from outside the undertaking of the risks for health and safety;
· Establish a procedure to deal with serious and imminent dangers and ensure that a sufficient number of competent persons are able to implement those procedures;
· Establish a Safety and Health Committee that will promote cooperation between employees, suggest improvements on safety, health and welfare, discuss occupational accidents and near misses;
· Establish and maintain a record of risk assessments and health surveillance (risk assessment will be updated when activities, equipment,or workforce composition change,in line with ESS2 good practice).Additionally, workplace safety statistics are to be routinely reported and recorded.

The Act also provides technical requirements for employers on health and welfare, such as:
· Ensure the cleanliness of every place, free from effluvia from the drain or sanitary convenience; 
· Ensure that the workplace is not overcrowded;
· Ensure that the workplace is provided with sufficient ventilation and lighting;
· Provide sanitary convenience with sufficient lighting and ventilation, and sensitive to gender specifics;
· Provide basic conditions such as supply of drinking water, washing facilities and accommodation for clothing;
·  Undertake training, fencing, and other safety measures in relation to the use of machinery in line with ergonomics requirements;
 Keep records of training on the use of dangerous machines, of chain and rope maintenance, of engineering controls, of health surveillance, of accidents and dangerous occurrences, and of occupational diseases.The OHS requirements also apply, in a proportionate manner, to workers engaged under Components 2–4, including consultants, contractors, and community workers. Additionally, given the interface between OHS and environmental community health risks, coordination with the ESMP/ESMF would enhance coherence across ESF instruments. 

[bookmark: _Toc179981130]4. Roles and Responsibilities

AML as the implementation agency for the project will be responsible for:
· The approval and management of these Labour Management Procedures (LMP)
· The engagement of the Project’s staffing, including Human Resources (HR) Department, Health and Safety (HS) Department in the Project Implementation Unit (PIU), potential Consultants and Contractor;
· Ensuring sufficient staffing able to manage migrant workers on a large scale, which includes training, signalization, communication and other activities in languages adapted to the diversity of expected workers, notably during the construction phase. Workers are currently expected to come from China, Bangladesh and India;
· The overall management of the staff, potential Consultant's staff and the Contractor.

The Social Specialist and HS Specialist within the Project Implementation Unit (PIU) team are responsible for all labour relations of the Project staff, including:
· Ensure Project compliance with the Project Standards and other requirements set out in this LMP.
· The development of the Project’s OHS Management Plan
· Ensure that the HS requirements are known, implemented and revised as necessary;
· Overall responsibility for this LMP’s scope and implementation.
· Addressing worker grievances;
· Development, monitoring and revision of this LMP.
· Reporting to the government and other bodies on compliance with commitments and on other occasions as required by legislation
The PIU has an oversight and monitoring role to ensure compliance with the LMP across all employers of project workers. The same oversight and compliance responsibilities apply as relevant ,to components 2-4,including consultants, contractors, and community-based entities .

Contractor (or its HS/HR specialist) is responsible:
· For the application of the Labor Management Procedures, HR procedures and standards and OHS Management Plan in work teams;
· For performance assessments fitness for work and training of workforce; For the training of the workers;
· To report on the LMP implementation;
· For the regulatory compliance related to recruitment, employment and training; 
· To maintain HR records;
· To Process HR transactions
· Contractors and subcontractors are required to cooperate with the PIU in resolving grievances and implementing corrective actions. They should report all grievances to the PIU Social Specialist or the PIU Communication Specialist and cooperate with the project grievance committee whenever the need be. 

All workers are responsible for:
· Being familiar with Labour Management Procedures through safety and health/HR induction and other company-provided training and communications. The induction training will be conducted by the Contractor HR/HS specialist. There will be ongoing training so that workers are strongly aware of their responsibilities. 
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ARL is committed to ensuring compliance of its own operations and those of the Contractor and subcontractors working on the Project with the provision of the following:

i. Application of Mauritian Labour Laws and Regulations;
ii. International Labour Organisation (ILO) conventions ratified by Mauritius; and 
iii. World Bank Environmental and Social Standard 2 (ESS 2).
iv. Sustainable Employment Practices (sustainability, inclusive hiring, diversity targets)
       
The Contractor will set specific internal policies intended to maximize beneficial impacts of the Project and to minimize or mitigate its potential adverse impacts:

· A transparent and equal hiring policy that may prioritize local residents for employment, thus maximizing socio-economic benefits in communities closest to operations;
· Information and training on this Labour Management Procedures and HS procedures and requirements;
· Sound policy for external workers’ accommodation;
· Specific anti-discrimination policies and complaint management procedures. 
These management principles apply to all project components and all categories of project workers (direct, contracted, primary suppliers, and community workers), as relevant. Consultants and other entities engaged under components 2-4 are also expected to adhere to these principles in managing their workforce.

Key management measures are presented in the following section.
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All aspects listed in this section are, or will be, explicitly included in the contract and/or bid documents to ensure full compliance with the Labour Management Procedures and alignment with the relevant labour laws and standards. These management measures apply, as relevant and proportionate, to Components 2-4 including consultancy, small-scale, and community-based activities.

· Labour Needs
Timely and systematic forecasting of workforce requirements allows to identify and find suitable local/regional candidates for all unskilled, semi-skilled and skilled positions both for the construction stage and for the operation stage. These requirements will be integrated into the tender documentation, and, if possible, enhanced by the selected Contractor. During the key informant interview with officers from the Commission on Tourism and Labor, it was made clear that no minimum threshold would be imposed on the Contractor. This assessment must involve the Employment Office and Rodrigues Statistics Office, which has a solid overview of available workers in Rodrigues and their qualifications. 

· Local Employment
In the process of employee selection, the Project will give due consideration to workers from the local community. However, opportunities for direct employment will be constrained by the availability of appropriate skills. Taking into consideration the skills limitation within the affected area, the focus of the employment strategy will be the employment of the unskilled and semi-skilled workforce if necessary. For this purpose, the following measures will be implemented:

· Implement training and capacity-building program for unskilled and semi-skilled workers from the local community, helping to upskill them and align their competencies with the project's needs. This will not only ensure they are employable for the current project but also create long-term benefits for the community’s workforce.
· Establish a monitoring and verification mechanism in collaboration with the Labour and Employment Office and an independent third-party to ensure that the recruitment process, including interviews, is conducted fairly, and to verify that local candidates are given a genuine opportunity to secure employment.
· Strengthen collaboration with local authorities such as the RRA and the Employment Office to create a coordinated effort in executing the information program, ensuring the local community is well-informed and that the recruitment process is monitored for fairness and effectiveness. As per the practice in Rodrigues, employment opportunities will be disseminated through at least 2 local medias (radio and newspapers). Additionally, it can include social media platforms and online job websites and the RCSS - Comités Villageois can disseminate the information as well. 

· Recruitment Procedure
The Contractor will design a recruitment procedure that is fair and transparent. Besides the recruitment of local workers as explained in the section above, the recruitment procedure will ensure equal opportunity: non-discrimination in relation to recruitment and employment on the grounds of race, gender, age, disability, sexual orientation, or religious or political beliefs is not permitted under any circumstances.

The Recruitment Procedure will adhere to the following principles:
· Establish affirmative action measures to promote the employment of women on the construction site, encouraging their participation in a wide range of roles, including those traditionally dominated by men, whenever possible.
· Introduce inclusive hiring practices that encourage the recruitment of people with disabilities for positions suited to their abilities, ensuring equal opportunities in the workplace.
· Enforce strict age verification processes to prevent child labour, ensuring full compliance with national labour laws and international standards.


· Labour force management
These Labour Management Procedures require the Contractor to ensure that the workplace is free from discrimination and harassment. This Policy also seeks to avoid inappropriate behavior from the workforce toward local communities. Implementation measures include training/awareness-raising sessions, disciplinary sanctions and regular controls. The Project Implementation Unit (PIU) will ensure that all the measure mentioned in the LMP is respected. Additionally, at the Contractors’ level, there should be HR, HS Officers and supervisors who will be responsible for enforcing these procedures within the workforce, ensuring adequate staffing for compliance, monitoring and addressing any incidents. 

To ensure that the contractor is compliant with requirements for staffing, training and monitoring, the following measures must be implemented: 
· Maintain a detailed workforce register of key information, including gender, age, and any declared disabilities, to ensure accurate monitoring of workforce demographics and support inclusivity initiatives.
· Inclusivity of all workers by ensuring all recruitment and employment information—including contracts, training material, safety signage, and codes of conduct—will be provided in languages understood by workers, especially migrant workers (e.g., Bengali, Hindi, Mandarin). Interpreters will be made available where required to ensure full comprehension. 
· Provide appropriate infrastructure (e.g., toilets, bathrooms, and changing areas) specifically designed for women when female workers are employed on site, ensuring their comfort, safety, and privacy.
· Establish and implement a health awareness program in partnership with the Commission for Health or an NGO specializing in sexually transmitted diseases (STDs), HIV/AIDS, to educate workers on the risks and prevention of these infections. The program should focus on regular awareness sessions and access to preventive resources.
· Implement gender equality and anti-discrimination training for all workers, with a particular focus on preventing gender-based violence, sexual exploitation, abuse (SEA), and sexual harassment (SH) This would involve the Commission for Women Affairs which usually organizes sensitization campaigns. Gender equality and SEA/SH training will be provided not only at induction but also through periodic refreshers. This will apply to all categories of workers, including contractors, subcontractors, consultants, and community workers, as relevant.   Each worker must sign a Code of Conduct related to SEA/SH, reinforcing their commitment to maintaining a respectful and safe work environment. Training and Codes of Conduct will be provided in languages understood by workers, reinforced through periodic refresher sessions, and linked to disciplinary measures and SEA/SH -sensitive grievance mechanisms. 
· Raise awareness of the rights of vulnerable persons (including those with disabilities, marginalized groups, and others) through regular sensitization programs, promoting respect and inclusion within the workforce.
· Prohibit any form of discrimination against vulnerable persons on site. Clearly define and enforce disciplinary measures for workers found to be engaging in discriminatory behaviour.
· Conduct regular site inspections to ensure compliance with labour laws, specifically verifying that no children under the age of 18 are employed at the construction site as the Construction sector in Mauritius prohibits employment of minors on site, in line with national regulations and international labor standards.


· Union and worker’s representation
The Contractor shall commit to work in good faith with trade unions and any other bodies that employees collectively choose for their formal representation.

The Contractor will implement, at minimum, the following:
· The Project will not seek to prevent by any means whatsoever the formation of trade unions or any other legally-established worker groups;
· The Contractor will comply with Mauritian law concerning relations with labor organizations and workers representatives;
· In the case of a strike, ensure that the HS/HR Manager, subcontractors and other parties are informed promptly so that appropriate engagement and action can be carried out;
· In the event of a strike, engage with designated labour/worker representatives to resolve issues;
· If necessary, the relevant requirements provided by labour legislation will be applied.

· External Workers Accommodation
Due to the limited population on Rodrigues and the fact that it is an island, the Project will require the engagement of an external workforce. As part of the Project activities, a workers’ camp will be constructed. The Contractor will be responsible for providing and managing the accommodation facilities in full compliance with Occupational Safety and Health (Employees’ Lodging Accommodation) regulations, and the following principles:

· National and local construction standards will be respected, notably for the quality of materials, fire safety, electricity, plumbing, water and sanitation;
· Ensure good standards in living facilities, including air conditioning, ventilation and light, access to drinkable water, management of wastewater and solid waste;
· Room and dormitory facilities will be of an adequate size;
· Provide sanitary and toilet facilities in sufficient number and outside of the rooms and dormitory facilities so that workers maintain a good standard of personal hygiene and prevent the spread of diseases;
· Canteen, laundry and cooking facilities will be available;
· Consider good standards for nutrition and food safety;
· Include medical facilities, leisure, social and telecommunication facilities;
· Detail these standards in collaboration with the relevant Commission for Employment and Labour Office. 

Further guidance is available in ESS2 Guidance Note for Borrowers, and IFC and EBRD’s documentation named “Workers’ accommodation: processes and standards”, published in 2009. The RRA has earmarked a potential site for the workers’ camp in the vicinity of the project area.
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The Contractor will establish an OHS Management Plan, including a Safety and Health Policy that meets Mauritius OHS legislation, the World Bank Environmental, Health and Safety General Guidelines and Environmental, Health, and Safety Guidelines for Airports. PIU’s Health and Safety Specialist, will vet and approve the established Occupational Health and Safety (OHS) Management Plan. This section provides basic principles to be considered in the Contractor’s OHS Management Plan. These measures also apply , in a proportionate manner, to workers engaged under Components 2-4,including consultants, contractors, and community workers. Also, given the interface between OHS and environmental and community health risks , coordination with the ESMP/ESMF would enhance coherence across the Project’s environmental and social management instruments. 

· Right to stop working
Workers should have the right to refuse or to stop work that they believe is unsafe without being considered a violation of labour discipline if OSHA (Sec. 14):
· A situation places them, their co-worker(s), or the public in danger from another worker.
· A situation could result in a release to the environment above regulatory requirements or approvals.
· It is required to clarify work instructions or to propose additional controls.

 In such case, the following steps apply:
1. Worker considers work unsafe.
2. Worker shall ensure the work/activity is left or placed in a safe condition and he/she stays in safe place. Worker immediately reports refusal to his/her supervisor.
3. The Contractor HS Team investigates the issue and should seek mutual agreement with the worker to resume the work after corrective measures are proposed and implemented.
4. Appropriate monitoring and documentation of the situation should be put in place.

Despite this procedure, if the worker does not feel their concerns have been addressed, the situation shall be reported to the Contractor HS manager, and additional corrective measures should be implemented.
Stop work issued shall be reviewed by the PIU’s HS Specialist to verify the quality of the intervention, ensure corrective actions are met, and lessons learnt propagated.

Further guidance is available in ESS2 Guidance Note for Borrowers, and Section 2 of the General Environmental Health and Safety Guidelines (EHSGs) on Occupational Health and Safety.

· Risk Assessment
The OHS Management plan requires a job safety analysis to identify specific potential occupational hazards and, where appropriate, conducts industrial hygiene surveys to monitor and verify chemical exposure levels and compare them with applicable occupational exposure standards.

To protect all personnel from risks to their health, safety and welfare, the Contractor and subcontractors shall adopt a risk management approach to ensure that, , appropriate control measures are in place for any identified hazards. The risk management involves the conduct of risk assessment of work activities, control and monitoring of the risks, and communication of the risks to all stakeholders. The PIU’s HS Specialist, the Contractor’s HS Manager and its subcontractors shall undertake risk assessment for all activities where there is the potential for harm, including before activities commence, before the introduction of new equipment, procedures or processes, and when equipment, procedures or processes are modified.

The risk assessment process generally comprises the following steps:
1. Identifying Hazards: All potential situations and events that could cause injury, illness, or significant impact on the environment and surrounding communities must be identified. This involves a thorough examination of work areas and tasks to pinpoint inherent risks. The assessment should also consider the experience and skill levels of workers as determined during the recruitment process.
2. Assessing the Risk: The probability and severity of potential harm to workers, the environment, and surrounding communities must be evaluated. This step involves determining the likelihood of an incident occurring and the potential magnitude of its impact.
3. Risk Management: Based on the identified risks, the team should develop and implement appropriate mitigation measures and control strategies to minimize or eliminate those risks.
4. Review and Adjust Mitigation Measures: Regular monitoring and evaluation of the mitigation measures and controls must be conducted to ensure they remain effective. Adjustments should be made as necessary to address any new or evolving risks.

· Security Access
The Contractor will take appropriate measures to prevent the worksite from unauthorized access and avoid injuries, which include:

· Install barricades, security houses and surveillance security systems shall be installed at site entrances, worker accommodations, the office and laydown areas.
· Clear entry and exit path.
· Securitisation and signalisation of working sites, including of excavation areas.
· Organise awareness campaigns in villages in the study area on hygiene measures to be respected.
· Install visible signage, especially warning signs and notices at site entrance and around the worksite to inform personnel and members of the public about particular issues.
· Workers and visitors entering the worksite shall carry identification badges, and workers' and visitors’ logs shall be maintained.
· Regulated and limited access to the worksite at a specific period during the day only (i.e., working hours).
· Dedicated paths and tracks for pedestrians and vehicles.
· Ensure unobstructed, unrestricted, and ready access to equipment and installations requiring servicing, inspection, and/or cleaning.
· Hand, knee and foot railings shall be installed on stairs, fixed ladders, platforms, permanent and interim floor openings, loading bays, and ramps.

· Adequate Welfare facilities
The selected Contractor and subcontractors shall ensure that workers at the worksite have access to the following welfare facilities, which must comply with OSHA (Employees' Lodging Accommodation) standards and be clearly outlined in the bid and contract documents:

· Sanitary Facilities: Adequate washing and toilet facilities must be provided, including sufficient numbers of showers, handwashing stations, and toilets. These facilities should be gender-specific, with separate and secure toilets, showers, and washing areas designated for men and women. All facilities should be well-lit, offer privacy, and be regularly maintained and cleaned to ensure high hygiene standards and worker comfort.
· Access to Potable Water: Workers must have continuous access to clean drinking water (OSHA Sec.40) and appropriate facilities for food preparation and storage. 
· Waste Management: Proper waste disposal systems must be in place to ensure a clean and sanitary environment, both within the accommodation and surrounding areas.
· First Aid and Medical Facilities: First aid stations equipped with essential supplies must be available on-site. Additionally, arrangements for access to local medical services should be made in case of emergencies.
· Rest and Recreational Areas: Workers should have access to designated areas for rest and recreation, providing space to relax outside of working hours. These areas should be safe and equipped with basic amenities.
· Compliance and Inspections: Regular inspections must be conducted to ensure that all welfare facilities comply with OSHA standards, and any deficiencies must be promptly addressed.
· Storage for PPE and personal belongings.

The number of lavatory facilities and changing rooms will be determined based on the number of workers working on the site.


· Construction site lighting
The Contractor and subcontractors should ensure sufficient illumination of the work site by:
· Maximizing natural lights;
· Supplying sufficient artificial light;
· Prohibiting work in situations of insufficient lighting;
· Using energy-efficient light sources;
· Determining appropriate light intensity in various construction sites.

· Medical care and First-Aid
The Contractor and subcontractors shall ensure that first aid facilities and services at the worksite comply with OSHA regulations and the First Aid Act, meeting the following minimum requirements:

· Ensure the presence of medical staff (nursing officers/s) at the worksite to provide prompt medical assistance; The medical staff shall be present on site during both night and day works. The appointment of nursing officers shall take  gender into account.
· Define an adequate number of medical staff, depending on the overall number of workers on the Project site 
· Ensure easy access to the nearby hospital or medical center by vehicle;
· Ensure that a sufficient number of first-aid kits are available on the worksite, placed in common areas that are well known, accessible highlighted as such;
· Information on the number of first aid kits and supplies, first aid room and first aiders and where to find/summon them shall be communicated to all personnel during the induction training, and reminders shall be issued during refreshers;
· Emergency supplies, first aid boxes and the number of first aiders shall be weekly checked and maintained to ensure that they are ready for use.

· Information and Training
This Labor Management Procedures mandates that all staff working on the Project site receive appropriate training, and that key information is prominently displayed. The following information must be clearly visible and displayed in well-known, accessible locations across all components of the Project: 

· Emergency contact numbers (which include Labour, Employment Office and Passport and Immigration contact numbers)
· Emergency Evacuation Plan
· Location of first aid kits and first aid room
· Site safety rules and lifesaving rules
· The Project’s OSH Management Plan
· Accident/Incident Notification details
· Good personal hygiene practice
· SEA/SH Prevention and Response

Each recruited worker will receive training on HS/HR rules and principles during their induction. Refreshers will be organized every 6 months. These trainings will prepare workers to recognize and respond to workplace chemical hazards, accidents and emergency situations. Trainings should include aspects of hazard identification, safe operating and materials handling procedures, safe work practices, basic emergency procedures, and special hazards unique to their jobs. Training should incorporate information from Material Safety Data Sheets (MSDSs) for hazardous materials being handled. MSDSs should be readily accessible to employees in their local language.

· Specific Requirements
The Contractor will define specific technical requirements based on the Project’s operations. These can relate to:

· The provision of suitable PPE such as footwear, masks, protective clothing and goggles in an appropriate area;
· The verification of permits to work;
· Electrical safety;
· Hot works;
· Lifting operations;
· Excavations;
· Manual handling;
· Equipment;
· Noise and vibration; and
· Dust.

Other requirements will be defined based on construction activities that will take place. The PIU will review, approve and monitor implementation of the OHS plan to ensure consistent compliance across all contractors and subcontractors. 

5.4 Gender and employment 
World Bank Environmental and Social Standard 2 (ESS2) aims to protect workers and manage project-related risks, including gender-based violence (GBV) and non-discrimination. GBV is further elaborated in 5.5 
The implementing agency must ensure equality and Non-discrimination.
· Workplace fairness: ESS2 prohibits discrimination in the workplace regarding employment , including issues related to gender ,sexual orientation, and gender identity.
· Equal pay: Requirements emphasize that women should not be paid less than men for the same or similar work.
· Gender balance: Efforts are made to promote an increased gender balance in staff and management positions.
Component 1 involves mostly construction work. The construction sector is male-dominated  and it is challenging to bring gender balance in this sector. However, mechanisms to deter SEA/SH should be activated right from the very beginning and all throughout the life cycle of the project.  Also, the contractor should be encouraged to adopt gender mainstreaming strategies throughout all cycles of recruitment and project implementation.

Component 2,3 and 4:  currently there is gender imbalance in PIU, on 13 consultants already mobilized , there are 10 men and 3 women. It is expected that this ratio will remain more or less the same with future mobilisation. AML should aim to bring more gender balance in the team and ensure that even within the current configuration , gender equality prevails in day to day activities  for example: 
i.	Equal payand compensation policies : Conduct regular, independent pay audits to identify and close gender pay gaps for similar roles and experience 
ii.	Anti-harassment and safety: Establish and enforce zero-tolerance policies for sexual harassment and gender-based discrimination
iii.	Inclusive culture and training: Provide unconscious bias training , encourage inclusive leadership , and encourage staff to call out micro agressions and stereotypes.

The same conditions apply to components 3&4. Employees should be encouraged to report any case of gender discrimination and SEA/SH to the grievance mechanism.
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Preventing and Managing Sexual Exploitation and Abuse and Sexual Harassment (SEA/SH). 

In accordance with World Bank Environmental and Social Standard 2 (ESS 2), the Contractor will implement specific measures to mitigate risks related to SEA/SH that may arise during the Project’s activities. Such measures will be applied proportionately to activities under components 2-4, where relevant. 

· GBV
Gender Based Violence (GBV) is an umbrella term that refers to any harmful act that is perpetrated against a person’s will, and that is based on socially-ascribed gender differences, such as acts that inflict physical, mental, sexual harm or suffering; threats of such acts; and coercion and other deprivations of liberty, whether occurring in public or in private life. These issues may take place because of labour influx induced by the Project.

The Commission for Women Affairs and Child Development in Rodrigues provides integrated services to victims of sexual abuse and has a protocol of intervention to address GBV as well as preventive measures. However, detailed arrangements for GBV/SEA/SH risk assessment, prevention, survivor-centered response, referral pathways, monitoring, and reporting are set out in the project’s GBV/SEA/SH Action Plan, which is implemented in coordination with this LMP.  Detailed implementation arrangements are set out in the aforementioned action plan. 

 Any cases of SEA/SH shall be reported by the contractor to the PIU who will further refer the case to service providers. 


GBV, particularly relevant to the Project are acts of Sexual Exploitation and Abuse (SEA) as well as Sexual Harassment (SH). According to the World Bank’s Good Practice Note on Addressing Sexual Exploitation and Abuse and Sexual Harassment (SEA/SH) in Investment Project Financing involving Major Civil Works, these are defined as follows:

· Sexual Exploitation is defined as any actual or attempted abuse of a position of vulnerability, differential power, or trust, for sexual purposes, including, but not limited to, profiting monetarily, socially or politically from the sexual exploitation of another. Any sexual exploitation of a minor is also sexual abuse.
· Sexual Abuse is defined as actual or threatened physical intrusion of a sexual nature, whether by force or under unequal or coercive conditions; and
· Sexual Harassment refers to any unwelcome sexual advance, request for sexual favor, verbal or physical conduct or gesture of a sexual nature, or any other behavior of a sexual nature that might reasonably be expected or be perceived to cause offense or humiliation to another, when such conduct interferes with work, is made a condition of employment or creates an intimidating, hostile or offensive work environment.

· GBV Risk Assessment
 The PIU jointly with the Commission for Women Affairs will undertake a risk assessment regarding GBV. This assessment will consider the following factors:

· Societal Factors: These include existing levels of gender-based violence, inadequate protections for women and girls within the policy and legal framework, and limited capacity among police, health, and judicial agencies to effectively manage GBV issues. Input of the Commission for Women Affairs and Child Development as well as The Family Welfare and Protection Unit (FWPU) under the Commission for Women Affairs. 
· Community-Related Factors: This refers to the community’s ability to accommodate a large influx of external workers, lack of access to health services, insufficient awareness and information on how to report GBV, gender-based inequalities in community decision-making processes, and a culture of tolerance towards violence and harassment. The Commission for Women Affairs has preventive measures such as awareness campaigns, reporting mechanism with a hotline offering 24/7 service, community mobilization and safe spaces. 
· Profile of Project Workers: Factors include the presence of foreign workers, lack of sanctions for inappropriate behavior by employers, and an increase in income that may enable transactional sex or create power imbalances between workers and community members.
· Household-Related Factors: These involve unequal decision-making dynamics within households, widespread alcohol use, extreme poverty and vulnerability, and entrenched gender roles and expectations. The Commission for Women’s Affairs conducts sensitization campaigns on the Women Leadership Programme since the year 2020. The campaign is ongoing.
· Individual Factors: This encompasses vulnerabilities related to age, disability, gender, sexual orientation, and belonging to racial minorities.
· Substance Abuse: The prevalence of substance abuse within the workforce and community, which can exacerbate GBV risks. Cases of such are directly reported to the Police and hospitals, which are then referred to the Commission for Women’s Affairs for Psychological Support mainly in cases of rape (sexual abuse). 

The risk assessment may include the following activities:
· Identification and assessment of SEA/SH risk and response capacity within the Project, communities, and local authorities;
· Undertake social risk assessment of community-level risks;
· Assess capacity and availability of quality, safe and ethical services for victims of GBV;
· Rate project for overall risk using several Bank tools including the SEA/SH Risk Assessment Tool.
· Establish procedures to review and update risk assessments during project implementation.

· SEA/SH Risk Management
The SEA/SH risk management activities may include the following but not necessarily limited to:

· Incorporation of GBV Management Requirements: Specific SEA/SH management requirements will be included in the bidding documents for contractor selection to ensure that all potential bidders address SEA/SH risks adequately.
· Exclusion of Non-Compliant Bidders: Bidders with a poor track record in managing SEA/SH issues will be excluded from consideration, ensuring that only those with proven commitment to GBV prevention are selected.
· Evaluation of Bidders’ Documentation: Submitted documentation, including codes of conduct, will be thoroughly evaluated to assess the bidders’ commitment to SEA/SH risk management practices.
· Training Programs: Comprehensive training will be provided (in collaboration with Commission for Women Affairs) to staff, contractors, and subcontractors to equip them with the skills to identify, assess, and manage SEA/SH risks and incidents effectively.
· Grievance Management Mechanism: A grievance management mechanism will be established with dedicated channels tailored to survivors, enabling them to file complaints safely and confidentially. This approach aims to minimize the risks of stigmatization, rejection, and retaliation against survivors.
· Monitoring and Reporting: The Project’s performance in relation to management of SEA/SH risks will be monitored and reported using specific indicators, % of survivors referred for holistic care on a timely basis upon complaint intake (within 72 hours) and % of SEA/SH complaints resolved in accordance with GRM procedures and within timeframe outlined under GRM.
· Confidentiality and Data Protection: Personal information of workers, including grievance data, medical information, and disciplinary records, will be stored securely and accessed only by authorised personnel. Confidentiality will be strictly maintained in cases involving SEA/SH, discrimination, or health-related issues. Data management practices will comply with the Data Protection Act 2017. 

· Existing Legislations for GBV in Rodrigues and Mauritius to protect the rights of victims of different forms of abuses:
i. The Children’s Act 2020
ii. The Children’s court Act 2020
iii. The Child Sex Offender Register Act 2020
iv. The Protection from Domestic Violence (amended) Act 2016
v. The Protection from Domestic Violence (amended) Act 2011
vi. The Protection from Domestic Violence (amended) Act 2007
vii. The Protection from Domestic Violence (amended) Act 2004
viii. The Protection from Domestic Violence Act 1997
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The minimum age for employment on the Project is 18 years, as per the Workers’ Rights Act of 2019. This requirement applies to all project workers, including direct workers, contracted workers (the construction contractor) and primary supply workers (sub-contractors). The Contractor will not employ young persons.  

The Contractor will check the age of project workers based on government-issued identity cards or passports.
If underage workers are found working on the Project, the PIU will provide immediate notification to the Contractor and labor office and instruct immediate termination of the worker by the Contractor. Corrective actions will be documented by the PIU to prevent recurrence. 
The minimum age requirement applies to all categories of project workers, including direct workers, contracted workers, primary supply workers, and community workers, across all project components. It also apply as relevant to consultancy and community-based activities. 
[bookmark: _Toc179981137]

7. Terms and Conditions 

The terms and conditions of employment must comply with the principles outlined in World Bank Environmental and Social Standard 2 (ESS 2) and align with current Mauritian labour legislation.  These terms and conditions apply, as relevant, to all project workers engaged under Components 1-4, including consultants, contracted workers, and community workers.

i. Non- discrimination
The PIU and the Contractor will not tolerate discrimination of any kind during recruitment or in the workplace. In compliance with Mauritian labour laws, including the Employment Rights Act 2008 as amended and the Equal Opportunities Act 2008 as amended, the Contractor will ensure that the remuneration of a worker is not less favorable than that of another worker performing work of equal value, regardless of age, race, color, caste, creed, sex, sexual orientation, gender, HIV status, impairment, marital or family status, pregnancy, religion, political opinion, place of origin, or national or social origin.

ii. Working Hours
This section outlines the basic working hours arrangements established by the Contractor and subcontractors for the Project in accordance with Mauritian labor laws, including the Employment Rights Act 2008:

· Working Hours: Full-time workers will work a maximum of 45 hours per week, distributed over 5 or 6 days.
· Daily Limits: No worker will be required to work more than 12 hours in a day, except in special circumstances as permitted under applicable laws.
· Rest Days: Workers will be entitled to at least 1 day of rest for every 7 consecutive days worked and a minimum of 11 consecutive hours of rest in a 24-hour period.
· Protection for Young Workers: Workers younger than 18 years old will not be employed during Construction activities in accordance with OSHA Section 8 (d).
· Consent for Extended Shifts: Workers’ consent will be required for any shift work exceeding 8 hours in a day.

iii. Remuneration
The Contractor and subcontractors must pay workers' remuneration at monthly intervals unless both parties agree to shorter payment periods. Remuneration must be paid directly to each worker during working hours at the workplace, either in legal tender or by cheque. Payments will be accompanied by a pay slip in the format prescribed by the Workers’ Rights Act 2019.

For part-time workers, the Contractor and subcontractors shall ensure that their remuneration is not less than the basic wage or salary prescribed by any relevant legislation or specified in a collective agreement. Additionally, part-time workers must receive at least the basic wage or salary of a comparable full-time worker, calculated proportionately based on the national hourly rate and increased by at least 5%.
iv. Tools and Equipment
The Contractor and subcontractors shall ensure that all tools and equipment provided for the Project comply with the relevant provisions outlined in Section 58 of the Workers’ Rights Act (WRA) and Section 13 of the Block Making Remuneration Order for Construction. These provisions mandate that tools and equipment must be safe, well-maintained, and appropriate for the tasks assigned to workers. Additionally, training will be provided to ensure that all workers are proficient in the safe and effective use of the tools and equipment supplied, thereby enhancing their safety and efficiency on the job site. 

v. Termination of Agreement
Parties to a work agreement may terminate the agreement by providing a notice of no less than 30 days to the other party, either verbally or in writing, in accordance with the Employment Rights Act 2008. The employer is required to explain the reasons for the contract termination.

Termination of the agreement cannot be based on a worker’s race, gender, HIV status, sexual orientation, or any other factors unrelated to occupational duties, nor can it occur due to the worker's absence resulting from sickness or maternity leave, as protected under the Workers' Rights Act 2019.

In lieu of providing a notice of termination, the Contractor or subcontractors may choose to pay the worker the amount of remuneration the worker would have earned during the notice period had they remained employed.

During the notice period as outlined in subsections (1) and (4), the Contractor or subcontractors shall grant the worker reasonable time off, without loss of pay, to seek alternative employment, provided the worker presents satisfactory proof of the purpose of the request.
The Workers right act has been amended through the Finance (Miscellaneous provisions) Act 2024 so that an employer who intends to terminate the employment of a migrant worker and to repatriate him, shall before the repatriation date give at least 20 working days written notice to the supervising officer of the human resource development and training division of the Ministry of labor, human resource development and training. 
Provisions on termination of employment will be communicated to workers (e.g. through written contracts and induction) to ensure transparency and understanding. 

vi. Violence at work
The Contractor and subcontractors shall not tolerate any form of violence in the workplace, including sexual and professional harassment, assault, verbal abuse, insults, humiliation, bullying, or threats directed at any worker, including individuals undergoing training as part of any training scheme, during the course of their work or training. A mandatory Code of Conduct which defines acceptable behavior, disciplinary measures, and sanctions related to violence, harassment, and SEA/SH should be signed by all workers on the project. Any case of SEA/SH will be reported to the Workers’ Grievance Mechanism. 

The Contractor will be vicariously liable for any acts of violence committed by a worker or third party if the Contractor knew or should have known about the situation and failed to take appropriate preventive action. Therefore, the Contractor is expected to implement effective measures to prevent and address incidents of violence and to mitigate the risk of recurrence. 

vii. Workfare Programme Fund
In accordance with the Workers’ Rights Act 2019, the Contractor shall contribute for each worker employed to the supervising officer of the Ministry responsible for social security. This contribution will be directed into the Workfare Programme Fund at the rate specified in the Seventh Schedule of the Workers’ Rights Act.

Additionally, at the time of payment of the basic wage or salary to a worker for any period, an amount representing one per cent of the basic wage or salary will be deducted and submitted to the supervising officer of the Ministry responsible for social security for credit into the National Savings Fund.

viii. Contributions to CSG, NSF, and PRGF
In compliance with Section 94 of the Workers’ Rights Act 2019, the Contractor is required to make contributions to the Contribution Sociale Genéralisée (CSG) -Contribution Sociale Genéralisée Amended Regulations 2021, the National Savings Fund (NSF), and the Portable Retirement Gratuity Fund (PRGF) for each worker employed where applicable.  As for foreign workers certain points may differ. These contributions are essential for ensuring workers' social protection and welfare, as well as providing necessary support to vulnerable populations. The Contractor must accurately calculate and remit these contributions to the relevant authorities in a timely manner, thereby fulfilling legal obligations and contributing to the broader social security framework in Mauritius.
ix. Standardized Content of Labor Contracts
The labor contract shall be provided to workers in writing and shall include the following provisions: 

· The fixed term of the labor contract, as specified in Section 13 of the Workers’ Rights Act (WRA), mentions specific skills and tasks.
· Work content.
· Labour protection and working conditions.
· Remuneration for labour.
· Labour discipline.
· Conditions for termination of the labour contract (Finance Miscellaneous Provisions Act 2024 for Migrant Workers).
· Responsibility for breach of the labour contract.
· Individual Staff Code of Conduct.
· Grievance Redress Mechanism.
· Equal Opportunity and Non-Discrimination
· Health and Safety Measures
· Freedom of Association and Collective Bargaining

[bookmark: _Toc179981138]8. Worker’s Grievance Redress Mechanism 

The Project includes a Grievance Redress Mechanism (GRM) as detailed in the Stakeholder Engagement Plan. The GRM is critical to allow all key users and stakeholders of the airport, including communities, to submit their complaints and/or concerns regarding the Project construction and operation. This includes issues related to resettlement, environmental and social impacts, community health and safety, and not working conditions under the project.

Therefore, as required by ESS 2, a separate and dedicated Workers GRM shall be set up to manage labor and occupational health and safety grievances registered by the Project’s direct workers, as well as contracted workers. The GRM applies uniformly across all project components and implementation arrangements (PIU, contractors, subcontractors, consultants, suppliers)

· Principles
Regarding labour management more particularly the Worker, a specific GRM will be established to deal with:
· Complaints from staff and consultants working for the PIU;
· Complaints from the Contractor’s employees about their working contract or conditions;
· Complaints from employees of suppliers, subcontractors and service providers and contracted workers relating to their contract or working conditions; and
· Complaints from local residents regarding recruitment procedures.
The governing principles of the GRM are:
· Accessibility and multiple intake channels;Confidentiality and protection from retaliation;
· Timely resolution with clear feedback; and 
· Right to escalate and seek judicial remedies.
The working conditions of employees and subcontractors are important concerns according to international financing institutions’ standards. These working conditions may be subject to internal or external audits (internal audit conducted by the HR and HS Department or external audit conducted by the Labour office of the RRA. 
Also, language that is SEA/SH-sensitive i.e language that is inclusive and respectful of all genders, avoid bias and ensuring all identities are represented equally must be adopted in the GRM and also by all the workers on site irrespective of their position in the labour hierarchy. In the same vein, there should be SEA/SH-sensitive reporting channels. Translators should also be recruited as a communication bridge between the workers and the authorities.
The GRM will adhere to the following key principles:
· Independence and Objectivity, ensuring unbiased handling of complaints;
· Accessibility, making it easy to use, particularly for both direct and contracted workers;
· inclusivity, ensuring that the mechanism is available and fair to all workers, including migrant and female workers;
· Efficiency, to provide prompt responses to complaints
· Predictability, so complainants understand the process and the steps that will follow after registering a complaint;
· SEA/SH related grievances are handled through confidential, survivor-centered pathways;
· Such cases follow the project’s SEA/SH Action Plan and Code of Conduct; and 
· Reporting channels allow anonymity and bypass normal management lines.

· Channels 
In this context, it is necessary that the HR Department of PIU provide a mechanism to receive workers' complaints offering different channels of submission and guaranteeing the possibility of anonymous submission of complaints. Worker complaints and all related documentation should then be recorded in a dedicated database by the HR Department. The workers’ GMM should be broadly communicated to all contractor’s staff.
The proposed channels to submit labor or occupational complaints are:
i. Complaint in person to the PIU or 
ii. In person at ARL, in the Dropbox located in ARL premises or by email
iii. The Labour Office in Rodrigues.

List of service providers for SEA/SH
· Police Station of La Ferme -Tel 8317200
· Child Development Unit (CDU) Tel:8324119
· Brigade pour la Protection de la Famille ( BPF) Tel: 8324118
· Family Protection Unit: Tel: 8324118
In Rodrigues, it is common practice for workers to lodge labour or occupational complaints through the Labour Office. The Labor Office maintains a grievance log and regularly compiles statistics to detect recurrent issues or identify numerous problems within a specific sector or company. For this Project, while the Labour Office can assist in assessing and offering solutions to grievances, all project-related complaints should be centrally managed by the Project implementation Unit (PIU) to avoid confusion and ensure efficient resolution. 
With this respect, PIU will regularly:
· Communicate and recall to the Labour office that any grievance regarding the Project must be communicated to ARL;
· Communicate to workers about available channels and that ARL will independently and impartially deal with labour and occupational complaints.
Once this mechanism is operational, the PIU team and Rodrigues’ Labour Office must set up a functional collaborative relationship at a very early stage of the project and at regular intervals to ensure that all labor-related complaints are considered, addressed, and that the ARL HR and HS Departments conduct checks or feedback on relevant complaints.
In addition, Contractor shall offer the possibility to the employees of its subcontractors to address any complaint related to working conditions to the PIU, provided that the employees have already submitted their complaints to their direct employer and that they were not satisfied with the response given by their employer. In this context, subcontractors and their employees must be informed of this possibility in writing (e.g., by posting) and orally (e.g., during induction and refresher training) with a contractual commitment to respect the complaint management process.
If grievances are repeated, unresolved or submitted by several people, this should be escalated to the Rodrigues’ Labour Office. 
· Procedure
This section sets out the key steps of the workers’ grievance redress mechanism. These can be modified, adapted or detailed. For instance, channels dedicated to complaint reception can evolve over time.
It is first recommended that prior to lodging a complaint, the employee or a group of employee must try to solve the issue on an amicable and informal basis with their immediate supervisor. When this is not possible, the grievance redress procedure starts.
Complaint Registration:
The complainant must lodge the grievance through a dedicated channel, preferably in written form. 
 There are two points of reception of grievances: one at ARL and one at RRA by GRM focal points.  The grievances are reported to the Social Specialist. A copy of the grievance can be shared with the department where the dissatisfaction occurred. 
The GRM committee and the HR department will investigate and propose a resolution. Resolving labour-related complaints is the direct responsibility of the HR department, and any solution should be recorded in the workers' GRM database. Each registered complaint must include the complainant’s contact details (unless anonymity is requested), a description of the issue, the complaint date, and any supporting documents. This database will also record project-related complaints lodged through the Labor Office. 
Settlement Proposition:
The PIU team and the GRM co will promptly arrange a meeting to discuss the issue and propose a solution. When relevant, particularly for Health & Safety issues, a representative from the Labour Office may attend the meeting to clarify legal requirements in relation to labor and safety regulations. This step should be completed within one week of the meeting.
PIU Management Resolution:
If the proposed solution is not satisfactory to the complainant, the issue is escalated to the Grievance Mechanism Committee for further action or resolution. Final decision is made by the GRM committee. This step should be completed within two weeks or less. 
Legal Remedy:
If the complainant remains unsatisfied with the proposed outcome, they can escalate the case to state mediation or judicial institutions.
Investigation and protocols for SEA/SH related cases: 
For any complaint related to SEA/SH and GBV, the contractor Social Specialist has not more than eight hours to report to the  PIU Social Specialist who in turn has 24 hours to report to the World Bank.
Also, after internal investigation, referral to enforcement and legal authorities should be made, if needed.  The contractor is to cater for the legal fees where applicable as well as provide a translator. 

Timeline for reporting and processing grievances 

•	Acknowledgement of grievances: within 2 working days;
•	Assessment and proposed resolution: within 5 days;
•	Escalation and final resolution: within 20 days
Note: This GRM does not prevent a worker from relying on the mediation and judicial means provided by Mauritius’ Workers’ Rights Act. At any point, the worker retains the right to access external remedies, including the Labour Office, Rodrigues Commission for Conciliation and Mediation, or judicial institutions. Workers may also access the World Bank’s Grievance Redress Service (GRS). Aggregated workers’ GRM data (number, type, resolution status) will be included in regular E&S reports to the Bank;
•	SEA/SH cases are reported in a non‑identifiable manner.
· Any repetitive or serious complaint must lead to checks, verifications and the adoption of corrective measures by the PIU
· While contractors are directly responsible for managing their workers, overall accountability for compliance with ESS2 rests with the Borrower/PIU.
[bookmark: _Toc179981139]9. Contractor’s Management
PIU will make reasonable efforts to ascertain that the Contractor and their subcontractors hire the workers from legitimate labour entities in the country, to ensure that contracted workers benefit from the same level of protection as direct and indirect workers as provided in these Labour Management Procedures. Recruitment of child labour and forced labour is strongly prohibited. To avoid discriminatory practices, age verification and employment records are required.  While contractors are directly responsible for managing their workers, overall accountability for compliance with ESS2 rests with the Borrower/PIU.  Additionally, contractors must have a functioning GRM system, and unresolved grievances may be escalated to the project-level mechanism. PIU may ask the Contractor to provide the following information:
i. Business licenses, registrations and permits of the local entities that supply labour to the Contractor and its subcontractors;
Documents relating to a labor management system, including OHS issues (for example: labor management procedures)
[bookmark: _Toc179981140]

10. Primary Supply Chain Workers

Primary supply workers are those employed by suppliers who:
· provide essential materials for the project,
•	supply them directly to the contractor, and
•	do so on an ongoing basis. 
As required by World Bank ESS 2, the Contractor will be responsible for conducting due diligence on working conditions of the primary supply chain workers providing key materials for construction, in particular raw materials, to ensure there is no indentured/forced or child labor (as per the Workers’ Rights Act). Contractors are required to prepare and implement their own labor management and OHS procedures, consistent with the project LMP.
Therefore, the Contractor will select subcontractors according to the following standards:
· Possess a valid trade license issued by the RRA (Rodrigues Regional Assembly) to perform the required work.
· Prohibit the employment of forced or child labor and implement processes to ensure compliance with this standard.
· Maintain and implement policies that respect basic human rights and dignity without discrimination on any basis. These include rights to life, liberty, and security of person, freedom from slavery and cruel treatment, and equal protection under the law, with a compliance assurance process.
· Comply with the Occupational Safety and Health (OSH) requirements of the Project and demonstrate a strong organizational commitment to responsible OSH management.
· Demonstrate a commitment to fostering responsible and productive community relationships, including initiatives that have a positive and long-lasting impact on local communities.
· Incorporate the labor and occupational health and safety requirements of this Labor Management Procedure into subcontracting agreements.
· Where child labor, forced labor, or serious safety risks are identified and not remedied within a reasonable timeframe, the contractor—under PIU oversight—will shift to alternative suppliers
· Keep accurate records of all relevant information and include these in periodic reporting activities, i.e.
i. Contractors maintain due diligence records on primary suppliers;
             ii. Relevant information is made available to the PIU and Supervision teams upon request;
iii. Findings are reflected in periodic E&S reporting
The PIU retains an oversight role, including review and follow‑up where risks are identified.
[bookmark: _Toc179981141]11. Key Performance Indicators (KPIs)
This section outlines key performance indicators to monitor the effective implementation of the Labor Management Procedures (LMP). The Contractor may develop additional KPIs as needed to ensure comprehensive tracking of labour-related aspects.
· Number of recruitment campaigns organized in collaboration with local authorities.
· Percentage of local workers hired in comparison to established recruitment targets.
· Number of complaints related to the recruitment process of local workers and their working conditions.
· Number of training and awareness sessions provided on gender equality, the rights of vulnerable persons, and the risks of contamination by STDs and HIV/AIDS.
· Number of complaints filed for discrimination on any grounds (e.g., gender, age, race, disability, etc.).
· Number of lost-time accidents, near misses and other workplace incidents of any form must be systematically compiled. 
· Frequency of drills conducted to test response capabilities.
· Percentage of personnel fully trained in emergency response protocols 
· Percentage of required medical supplies,food, or equipment available and within expiration dates.
· Number of SEA/SH complaints and complaints of any form of abuse resolved in standard time delay under LMP.
· Percentage of complaints related to SEA/SH that are provided service referrals on a timely basis.
· Number of resolved grievances related to workplace issues, ensuring timely and appropriate redress.
· Frequency of site inspections to monitor compliance with occupational health and safety (OSH) standards.
· Percentage of workers attending mandatory training programs, including on-site safety protocols and GBV prevention.
· Numb
The PIU will monitor contractor’s performance through: 
· Periodic site inspections and audits;
· Review of labor and OHS records (contracts, payroll, training, incidents);
· Regular reporting by contractors to the PIU using agreed formats.


[bookmark: _Toc179981142]
12. Records Management
Records management is a core compliance and supervision function under ESS2, not only an administrative requirement. The management and control of human resources-related documents and records must adhere to the Contractor’s document control procedures. Both the Contractor and subcontractors are required to maintain, at a minimum, the following records:
· Worker registry, including details of all employees and subcontracted workers.
· Recruitment campaign records, documenting all efforts to hire personnel, particularly local workers.
· Worker inspection records, covering health and safety checks, fitness for duty, and compliance with labor regulations.
· Non-conformance reports, detailing any deviations from established procedures or standards.
· Complaints and remedy records, tracking all grievances filed and the corrective actions taken.
· Training records, documenting attendance and completion of mandatory training sessions, including occupational health and safety (OSH), gender equality, and other relevant topics.
· Safety records including risk assessments , training records and incident reports help identify dangerous trends
· Other relevant documents, such as identification documents and work permits, where applicable.
[bookmark: _Toc179981143]All documents and records must be retained for a minimum of five years, or as per regulatory requirements—whichever is longer—and stored securely, accessible only to authorized personnel. These records must be made available for inspection and audit by PIU or any relevant authority upon request.
















CONTACT DETAILS 

Commission for Employment, Labour and Industrial Relations.
Mrs. Marie Natacha Larose-Milazar (Natacha.Milazar-Larose@rragov.mu)
8310392/8332558

Commission for Womens’ Affairs
Mrs. Virgine Labour
headgenderrod@gmail.com
  8324183
Hotline: 117 Service 24/7

Commission for Employment, Labour and Industrial Relations
Mrs. Anne Michele Grandcourt – Employment Office
8310830

Rodrigues Regional Assembly
Chief’s Commissioner’s Office
8312057

Airport of Rodrigues Ltd
Info@arl.aero
8327888























Annex 1
[bookmark: _Hlk20928216]Code of Conduct for Contractor’s Personnel (ES) Form
Note to the Bidder: 
[bookmark: _Hlk536712236]The minimum content of the Code of Conduct form as set out by the Employer shall not be substantially modified. However, the Bidder may add requirements as appropriate, including to take into account Contract-specific issues/risks.  
The Bidder shall initial and submit the Code of Conduct form as part of its bid.

[bookmark: _Hlk20928165][bookmark: _Hlk534203457]CODE OF CONDUCT FOR CONTRACTOR’S PERSONNEL
We are the Contractor, [enter name of Contractor].  We have signed a contract with [enter name of Employer] for [enter description of the Works]. These Works will be carried out at [enter the Site and other locations where the Works will be carried out]. Our contract requires us to implement measures to address environmental and social risks related to the Works, including the risks of sexual exploitation, sexual abuse and sexual harassment (SEA/SH).   
This Code of Conduct is part of our measures to deal with environmental and social risks related to the Works.  It applies to all our staff, labourers and other employees at the Works Site or other places where the Works are being carried out.  It also applies to the personnel of each subcontractor and any other personnel assisting us in the execution of the Works.  All such persons are referred to as “Contractor’s Personnel” and are subject to this Code of Conduct.
This Code of Conduct identifies the behavior that we require from all Contractor’s Personnel. 
Our workplace is an environment where unsafe, offensive, abusive or violent behavior will not be tolerated and where all persons should feel comfortable raising issues or concerns without fear of retaliation.
The Contractor considers that failure to follow ESHS and OHS standards, or to partake in activities constituting SEA/SH—be it on the work site, the work site surroundings, at workers’ camps, or the surrounding communities—constitute acts of gross misconduct and are therefore grounds for sanctions, penalties or potential termination of employment, including notification to law enforcement if appropriate.
REQUIRED CONDUCT
Contractor’s Personnel shall:
1. carry out his/her duties competently and diligently;
2. comply with this Code of Conduct and all applicable laws, regulations and other requirements, including requirements to protect the health, safety and well-being of other Contractor’s Personnel and any other person; 
3. maintain a safe working environment including by:
a. ensuring that workplaces, machinery, equipment and processes under each person’s control are safe and without risk to health; 
b. wearing required personal protective equipment;   
c. using appropriate measures relating to chemical, physical and biological substances and agents; and
d. following applicable emergency operating procedures.
4. report work situations that he/she believes are not safe or healthy and remove himself/herself from a work situation which he/she reasonably believes presents an imminent and serious danger to his/her life or health;
5. treat women, children (persons under the age of 18), and men with respect, regardless of race, color, language, religion, political or other opinion, national, ethnic or social origin, property, disability, birth or other status;
6. not use language or behavior towards women, children or men that is inappropriate, harassing, abusive, sexually provocative, demeaning or culturally inappropriate;
7. not engage in Sexual Harassment, which means unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual nature with other Contractor’s or Employer’s Personnel;
8. [bookmark: _Hlk11663505][bookmark: _Hlk10196619]not engage in Sexual Exploitation, which means any actual or attempted abuse of position of vulnerability, differential power or trust, for sexual purposes, including, but not limited to, profiting monetarily, socially or politically from the sexual exploitation of another;
9. [bookmark: _Hlk10196916][bookmark: _Hlk10196970]not engage in Sexual Abuse, which means the actual or threatened physical intrusion of a sexual nature, whether by force or under unequal or coercive conditions; 
10. not engage in any form of sexual activity with individuals under the age of 18; this includes grooming, or contact through digital media. Mistaken belief regarding the age of a child is not a defense. Consent from the child is also not a defense or excuse; 
11. not use prostitution in any form at any time;
12. unless there is the full consent[footnoteRef:2] by all parties involved, I will not have sexual interactions with members of the surrounding communities. This includes relationships involving the withholding or promise of actual provision of benefit (monetary or non-monetary) to community members in exchange for sex (including prostitution). ) Such sexual activity is considered “non-consensual” within the scope of this Code [2:  Consent is defined as the informed choice underlying an individual’s free and voluntary intention, acceptance or agreement to do something. No consent can be found when such acceptance or agreement is obtained using threats, force or other forms of coercion, abduction, fraud, deception, or misrepresentation. In accordance with the United Nations Convention on the Rights of the Child, the World Bank considers that consent cannot be given by children under the age of 18, even if national legislation of the country into which the Code of Conduct is introduced has a lower age. Mistaken belief regarding the age of the child and consent from the child is not a defense.] 

However, all sexual relationships between workers and community members—even if described as consensual—should be prohibited in active project areas (e.g., worksites, base camps;
13. [bookmark: _Hlk10197034]complete relevant training courses that will be provided related to the environmental and social aspects of the Contract, including on health and safety matters, Sexual Exploitation and Abuse (SEA), and Sexual Harassment (SH);
14. report violations of this Code of Conduct when safe to do so; and
15. not retaliate against any person who reports violations of this Code of Conduct, whether to us or the Employer, or who makes use of the grievance mechanism for Contractor’s Personnel or the project’s Grievance Redress Mechanism. 
With regard to children under the age of 18:

1. bring to the attention of my manager the presence of any children on the construction site or engaged in hazardous activities.
2. wherever possible, ensure that another adult is present when working in the proximity of children.
3. not invite unaccompanied children unrelated to my family into my home, unless they are at immediate risk of injury or in physical danger.
4. not use any computers, mobile phones, video and digital cameras or any other medium to exploit or harass children or to access child pornography (see also “Use of children's images for work related purposes” below).
5. refrain from physical punishment or discipline of children.
6. refrain from hiring children for domestic or other labor below the minimum age of 14 unless national law specifies a higher age, or which places them at significant risk of injury.
7. comply with all relevant local legislation, including labor laws in relation to child labor and World Bank’s safeguard policies on child labor and minimum age. 
8. take appropriate caution when photographing or filming children.

Use of children's images for work related purposes
When photographing or filming a child for work related purposes, I must:
9. before photographing or filming a child, assess and endeavor to comply with local traditions or restrictions for reproducing personal images.
10. before photographing or filming a child, obtain informed consent from the child and a parent or guardian of the child. As part of this I must explain how the photograph or film will be used.
11. ensure photographs, films, videos and DVDs present children in a dignified and respectful manner and not in a vulnerable or submissive manner. Children should be adequately clothed and not in poses that could be seen as sexually suggestive.
12. ensure images are honest representations of the context and the facts.
13. ensure file labels do not reveal identifying information about a child when sending images.


RAISING CONCERNS 
If any person observes behavior that he/she believes may represent a violation of this Code of Conduct, or that otherwise concerns him/her, he/she should raise the issue promptly. This can be done in either of the following ways:
1. [bookmark: _Hlk21172013]Contact [enter name of the Contractor’s Social Expert with relevant experience in handling sexual exploitation, sexual abuse and sexual harassment cases, or if such person is not required under the Contract, another individual designated by the Contractor to handle these matters] in writing at this address [   ] or by telephone at [   ] or in person at [   ]; or
2. Call [  ]  to reach the Contractor’s hotline (if any) and leave a message.

[bookmark: _Hlk11663640][bookmark: _Hlk11686596]The person’s identity will be kept confidential, unless reporting of allegations is mandated by the country law. Anonymous complaints or allegations may also be submitted and will be given all due and appropriate consideration. We take seriously all reports of possible misconduct and will investigate and take appropriate action. We will provide warm referrals to service providers that may help support the person who experienced the alleged incident, as appropriate. 
There will be no retaliation against any person who raises a concern in good faith about any behavior prohibited by this Code of Conduct.  Such retaliation would be a violation of this Code of Conduct.  
CONSEQUENCES OF VIOLATING THE CODE OF CONDUCT
Any violation of this Code of Conduct by Contractor’s Personnel may result in serious consequences, up to and including termination and possible referral to legal authorities.
FOR CONTRACTOR’S PERSONNEL:
I have received a copy of this Code of Conduct written in a language that I comprehend.  I understand that if I have any questions about this Code of Conduct, I can contact [enter name of Contractor’s contact person(s) with relevant experience] requesting an explanation.  

Name of Contractor’s Personnel: [insert name]				
Signature: __________________________________________________________
Date: (day month year): _______________________________________________
Countersignature of authorized representative of the Contractor:
Signature: ________________________________________________________
Date: (day month year): ______________________________________________

[bookmark: _Hlk26557736][bookmark: _Hlk26558626]ATTACHMENT 1: Behaviors constituting Sexual Exploitation and Abuse (SEA) and behaviors and  behaviors constituting Sexual Harassment (SH)

ATTACHMENT 1 TO THE CODE OF CONDUCT FORM

BEHAVIORS CONSTITUTING SEXUAL EXPLOITATION AND ABUSE (SEA) AND BEHAVIORS CONSTITUTING SEXUAL HARASSMENT (SH)

The following non-exhaustive list is intended to illustrate types of prohibited behaviors.
(1) Examples of sexual exploitation and abuse include, but are not limited to:
· A Contractor’s Personnel tells a member of the community that he/she can get them jobs related to the work site (e.g. cooking and cleaning) in exchange for sex.
· A Contractor’s Personnel that is connecting electricity input to households says that he can connect women headed households to the grid in exchange for sex.
· A Contractor’s Personnel rapes, or otherwise sexually assaults a member of the community.
· A Contractor’s Personnel denies a person access to the Site unless he/she performs a sexual favor.  
· A Contractor’s Personnel tells a person applying for employment under the Contract that he/she will only hire him/her if he/she has sex with him/her. 

(2) Examples of sexual harassment in a work context 
· Contractor’s Personnel comment on the appearance of another Contractor’s Personnel (either positive or negative) and sexual desirability. 
· When a Contractor’s Personnel complains about comments made by another Contractor’s Personnel on his/her appearance, the other Contractor’s Personnel comment that he/she is “asking for it” because of how he/she dresses.
· Unwelcome touching of a Contractor’s or Employer’s Personnel by another Contractor’s Personnel. 
· A Contractor’s Personnel tells another Contractor’s Personnel that he/she will get him/her a salary raise, or promotion if he/she sends him/her naked photographs of himself/herself.
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