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FOREWARD
Our deepest gratitude is to Allah Almighty for having bestowed upon us human beings the
right to live in peace prosperity and tranquility. Our blessings and prayers are upon
Prophet Muhammed (PBUH) who decreed and facilitated the fair and equitable
distribution of these rights.
The last four years have taken the Maldivian people through an unprecedented
transformation process which has set the Maldives on the path to a modern liberal
democracy. The country has undergone an intensive constitutional reform process and
adopted concepts and doctrines that require new and expeditious mechanisms for their
effective implementation.
The right to work and to just and fair working conditions is provided for in Chapter 2 of the
Constitution of the Republic of Maldives in a language similar to that of the Universal
Declaration of Human Rights and other related international instruments, reflecting the
changed nature of economic and labour relations in the country today. However, much
remains to be achieved in order to implement the respective provisions of the new
Constitution and the recently enacted Employment Act.
This Rapid Assessment of the Employment Situation in the Maldives is timely in surveying
the prevailing economic situation and the application of international labour standards in
the country. This report is published at a time of multiple labour disputes, both in the
public and private sectors, which need to be resolved urgently for the common benefit of
employers and employees at this time of global economic crisis and economic uncertainty
within the country. We would have achieved our objective if this assessment and the
recommendations made are received positively by the stakeholders and are helpful in the
resolution of the current employment disputes and contributes to the effective
implementation of the new Constitution and the Employment Act as well as the efforts
made to integrate international labour standards in order to protect Employment Rights
more fully throughout the country.

Ahmed Saleem
President
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Universal Declaration of Human Rights

Article 23
1. Everyone has the right to work, to free choice of employment, to just and
favourable conditions of work and to protection against unemployment.
2. Everyone, without any discrimination, has the right to equal pay for equal
work.
3. Everyone who works has the right to just and favourable remuneration
ensuring for himself and his family an existence worthy of human dignity, and
supplemented, if necessary, by other means of social protection.
4. Everyone has the right to form and to join trade unions for the protection of
his interests.
Article 24
Everyone has the right to rest and leisure, including reasonable limitation of
working hours and periodic holidays with pay.
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EXECUTIVE SUMMARY
The remarkable economic growth of the
past three decades created multiple job
opportunities. The government was
unable to train Maldivians to match the
needs of the growing industries, such as
tourism and construction. The demand
for service personnel out paced the
ability of the country to train workers
for such needs. The relative affluence
created by the economic growth made
the educated reluctant to work at jobs
of certain categories. These factors
together with the cost of living and
consequent demand for higher wages
by Maldivians resulted in an
unmanageable and socially undesirable
migrant work force, stretching the
public services and threatening new
problems.

of the provisions were found to cause
their
further
complications
in
implementation
and
lacking
in
mechanisms for proper implementation
and enforcement.

The demands of the growing labour
force and changing labour relations are
reflected in the recently amended and
enacted Constitution of the Maldives
and the newly formulated Employment
Act of 2008. The Constitution grants the
right to work, organise trade unions,
the right to strike and prohibits forced
labour
and
discrimination.
The
Employment
Act
mandates
employment agreements, prescribes an
8 hour work day, annual and other
leaves comparable to international
standards,
provides
for
setting
minimum wages and establishes a
Labour Relations Authority and an
Employment Tribunal. However, most

The latter part of the report contains
comparisons between international
labour standards and labour standards
and practices in the Maldives. The
report makes recommendations for the
formulation of policies, amendment of
the Employment Act and for the
creation of mechanisms to bring the
existing national labour standards and
practices in line with international
labour standards.

This Report of the Rapid Assessment of
the Employment Situation in the
Maldives starts with an overview of the
employment situation in the Maldives
before moving on to a description the
of employment legislation in the
country followed by a brief section on
international labour standards. It then
briefly describes the most urgent issues
and challenges of the employment
sector and provides recommendations
of measures that could be taken
towards resolving the same.

The report recommends that broad
based consultations be held with
employers’ associations, employees’
associations and principal employers in
the country, among others, to obtain
their views on the implementation of
P a g e |3

Rapid Assessment of the Employment Situation in the Maldives

the Employment Act, the issues related
to implementation and provisions of
the Act that need to be reviewed and
amended. The report also highlights in
its recommendations provisions of the
Act that need revision and amendment
in order to bring the national labour
standards and practices in line with
international labour standards.
The report further recommends the
formulation and enactment of a law on

Trade Unions and Labour Relations as a
basis for the establishment of trade
unions or employees’ associations,
collective
bargaining,
collective
agreements, tripartite consultations
and the resolution of labour disputes.
The report also recommends that
Maldives become a member of the
International Labour Organisation as a
prerequisite for a number of its
recommendations.

Summary of Recommendations
Legislations and National Standards
 Review and amend the Employment Act of 2008
‐ Hold broad based consultations to obtain views on issues addressed in the
Act and need amending
‐ To provide for setting specific standards for specific groups of workers
‐ To introduce new concepts such as compressed workweeks, staggered
working time, annualized working hours and flexitime
‐ To review requirement to sign written employment agreements
‐ To review hours of work, rest days per week and sick leave without medical
certificate
‐ To strengthen employment security
‐ To provide for the regulation of the employment of fishers and seafarers
until respective legislation is enacted
 Formulate and enact a law on Trade Unions and Labour Relations
‐ To provide for the organisation of employees’ associations
‐ To provide for the regulation of relations between employers and employees
‐ To provide for collective bargaining and collective agreements
‐ To provide for tripartite consultation
‐ To provide for mechanism for the settlement of employment disputes,
including an advisory and conciliation service and arbitration
 Formulate and enact a law on pensions for employees of both the public and
private sectors
 Prescribe punishment in law for forced labour
 Set minimum wages
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 Develop national standards for occupational safety and health and codes of
practice
 Formulate standards for the employment of seafarers, fishers, doctors, nurses,
employees of resorts, restaurants and home workers
 Formulate standards for the occupational safety and health of employees of
ports/dockworkers
 Set standards for accommodation of workers

Policy
 Complete the procedures for becoming a member of ILO
 Consider ratification of/accession to ILO Conventions
 Consider ratification of/ accession to the International Convention on the
Protection of the Rights of All Migrant Workers and Members of their Families
 Issue and publish national employment/labour policies
 Develop a national employment agenda
 Formulate national strategies and a plan for technical education and vocational
training
 Develop programmes for integrating new labour market entrants into the
labour force
 Commence programmes at schools aimed at improving work ethic of school
leavers
 Develop programmes for rehabilitation and integration of disabled into the
labour market
 Review policies and arrangements of requiring employees to reside on resorts
and industrial islands and consider providing housing on nearby inhabited
islands for employees of resorts and industrial islands and their families and
integrating such a component into national housing policy
 Issue and publish national policies on migrant workers
 Consider registration of expatriate workers employed in islands other than
Male’ at the respective island offices
 Review the role of employment agencies in recruiting expatriate workers
 Consider imposing visa restrictions to prevent human trafficking where relevant
 Require work places to provide easy access to physically disadvantaged

Institutional
 Provide separate office premises and required financial and other resources to
Labour Relations Authority and enable it to properly function
 Establish a Bureau of Labour Statistics within the Labour Relations Authority
 Establish a labour inspectorate within the Labour Relations Authority
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 Establish an Advisory and Conciliation Service within the Labour Relations
Authority until the same is provided for in law
 Issue and publish Rules of Procedure of the Employment Tribunal and
commence functioning of the Tribunal
 Reaffirm the competency of island courts to hear employment disputes
 Commence the functioning of the Pay Advisory Board
 Consider introducing arbitration as an alternative mechanism for resolving
employment disputes
 Consider establishing a separate bureau for expatriate workers
 Establish day care centers and other child care facilities

Enforcement/Implementation











Conduct regular inspections of work sites to ensure elimination of forced labour
Conduct a survey to assess the situation of child labour
Engage consultancy services for the establishment of trade unions
Consider holding a national conference on human resources/ employment/
labour
Organise workshops/seminars on collective bargaining and collective
agreements
Organise regular employment fairs
Expand technical and vocational training in the atolls
Conduct a survey of work related accidents and deaths in the Maldives
Take measures to prevent discrimination at work places
Ensure tourist resorts maintain the agreed ratio of Maldivian and expatriate
employees
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International Covenant on Economic, Social and Cultural Rights

Article 6
1. The States Parties to the present Covenant recognize the right to work, which
includes the right of everyone to the opportunity to gain his living by work
which he freely chooses or accepts, and will take appropriate steps to
safeguard this right.
2. The steps to be taken by a State Party to the present Covenant to achieve the
full realization of this right shall include technical and vocational guidance and
training programmes, policies and techniques to achieve steady economic,
social and cultural development and full and productive employment under
conditions safeguarding fundamental political and economic freedoms to the
individual.
Article 7
The States Parties to the present Covenant recognize the right of everyone to the
enjoyment of just and favourable conditions of work which ensure, in particular:
(a) Remuneration which provides all workers, as a minimum, with:
(i) Fair wages and equal remuneration for work of equal value without
distinction of any kind, in particular women being guaranteed
conditions of work not inferior to those enjoyed by men, with equal pay
for equal work;
(ii) A decent living for themselves and their families in accordance with the
provisions of the present Covenant;
(b) Safe and healthy working conditions;
(c) Equal opportunity for everyone to be promoted in his employment to an
appropriate
higher level, subject to no considerations other than those of seniority and
competence;
(d ) Rest, leisure and reasonable limitation of working hours and periodic
holidays with pay, as well as remuneration for public holidays
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Article 8
1. The States Parties to the present Covenant undertake to ensure:
(a) The right of everyone to form trade unions and join the trade union of his
choice, subject only to the rules of the organisation concerned, for the
promotion and protection of his economic and social interests. No
restrictions may be placed on the exercise of this right other than those
prescribed by law and which are necessary in a democratic society in the
interests of national security or public order or for the protection of the
rights and freedoms of others;
(b) The right of trade unions to establish national federations or confederations
and the right of the latter to form or join international trade‐union
organisations;
(c) The right of trade unions to function freely subject to no limitations other
than those prescribed by law and which are necessary in a democratic
society in the interests of national security or public order or for the
protection of the rights and freedoms of others;
(d) The right to strike, provided that it is exercised in conformity with the laws
of the particular country.
2. This article shall not prevent the imposition of lawful restrictions on the
exercise of these rights by members of the armed forces or of the police or of
the administration of the State.
3. Nothing in this article shall authorize States Parties to the International Labour
Organisation Convention of 1948 concerning Freedom of Association and
Protection of the Right to Organise to take legislative measures which would
prejudice, or apply the law in such a manner as would prejudice, the
guarantees provided for in that Convention.
Article 9
The States Parties to the present Covenant recognize the right of everyone to
social security, including social insurance.
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Article 10
The States Parties to the present Covenant recognize that:
1. The widest possible protection and assistance should be accorded to the
family, which is the natural and fundamental group unit of society, particularly
for its establishment and while it is responsible for the care and education of
dependent children. Marriage must be entered into with the free consent of
the intending spouses.
2. Special protection should be accorded to mothers during a reasonable period
before and after childbirth. During such period working mothers should be
accorded paid leave or leave with adequate social security benefits.
3. Special measures of protection and assistance should be taken on behalf of all
children and young persons without any discrimination for reasons of
parentage or other conditions. Children and young persons should be
protected from economic and social exploitation. Their employment in work
harmful to their morals or health or dangerous to life or likely to hamper their
normal development should be punishable by law. States should also set age
limits below which the paid employment of child labour should be prohibited
and punishable by law.
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INTRODUCTION TO THE REPORT
The Human Rights Commission of the
Maldives
is
undertaking
rapid
assessments of situations relating to
issues of national importance with a
rights‐based perspective. The Rapid
Assessment of the Employment
Situation in the Maldives is one of
them.
With a total of 167 the highest number
of complaints received by the Human
Rights Commission of the Maldives in
2008 had to do with Employment
Rights. The deteriorating employment
situation in the country has been
reflected in the fact that employment
related issues made up the highest
number of complaints received by the
Commission for the previous 2 years as
well. In order to determine the
underlying reasons for the current
situation and measures required for
improvement, the Commission decided
to conduct a rights based examination
of the employment situation of the
country
and
develop
realistic
recommendations to relevant public
and private agencies which would lead
to greater protection and fulfillment of
Employment Rights throughout the
country
This Rapid Assessment of the
Employment Situation in the Maldives
focuses on labour and other related
issues and conditions at national and
local levels. From November 2008 to

January 2009, the team that carried out
this rapid assessment visited competent
government
Ministries
and
Departments and held interviews with
the concerned officials. The team also
visited a number of companies owned
or controlled by the government and
several private companies.i The
assessment team met with the
management and employees of the
companies visited and obtained their
respective views on the Employment
Act, its implementation and the most
urgent employment issues faced by
them.
The assessment team visited a number
of worksites at K. Thilafushi, K.
Thulusdhoo, Lh. Felivaru, Lh. Naifaru
and L. Maandhoo, and held interviews
with the management as well as the
employees at the sites to obtain an
insight into the prevailing working
conditions and the implementation of
the Employment Act at these sites. The
assessment team visited the working
areas
and
the
employees’
accommodation at all the work sites
and the employees’ accommodation of
a number of construction companies
and the Maldives Ports Ltd. The team
visited the islands of H. Dh.
Kulhuduffushi,
Lh.
Naifaru,
K.
Thulusdhoo, L. Fonadhoo, L. Gan and S.
Hithadhoo and held meetings with
members of the Civil Service, Island
Development Committees, Women’s
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Committees, NGOs and representatives
of community and youth organisations
and small and medium employers in the
islands.
The team also held meetings with the
High Commissions of Bangladesh, India
and Sri Lanka to obtain views of the
respective high Commissions in respect
of migrant workers. The meetings held
with the representatives of Maldives
Association of Tourism Industry,
Maldives Association of Construction
Industry, the National Chamber of
Commerce and Industry
and Job
Market Maldives Pvt Ltd provided views
of the employers on the Employment
Act and its implementation, while the
meetings with the Tourism Employees’
Association of Maldives and the
Teachers Association of Maldives
provided an employees’ perspective of
prevailing working conditions and the
implementation of the Employment
Act. However, the team, regrettably,
was able to visit only one tourist resort,
Rannaalhi Tourist Resort, where the
team met with the management and
employees of the resort. However, the
team was satisfied that they did get a
representative view of the employers
and employees of the tourism industry
from their respective associations.

In the numerous meetings and
interviews held by the assessment team
with
government
authorities,
employers and employees the team
was able to identify key issues and
challenges with regards to the
fulfillment of employment rights
throughout the country. Information
and views were sought from the
interviewees
with
respect
to
enforcement of the Employment Act,
labour disputes, strikes, mechanisms for
dispute
settlement,
attracting
Maldivians to employment, training
Maldivians to the needs of the growing
economy and the increasing number of
migrant workers as key challenges faced
by the Maldives in the employment
sector. Information was also obtained
from the interviewees relating to
national practices in the subject areas
of international labour standards.
In the absence of a system for the
collection, compilation and analysis of
national labour statistics, the team
depended on the national census data
of 2006. However, in conducting the
assessment the team did obtain
statistics relating to migrant workers,
student enrollment and industry
specific data from the relevant
government authorities and the
respective employers’ associations.
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Objectivves of the Rapid Asssessment
The purpo
ose of this asssessment is to
make
reecommendatio
ons
to
t
the
governmen
nt to ensure that it has bettter
defined em
mployment policies that will
w
help both tthe public and
d private secto
ors

protect
employmen
nt
rights
to
pro
ogressively and
a
adjust institutions
i
and
d policies to
o allow them
m to fully
acccommodate both
b
new legisslative and
international staandards.

An office wo
orker – this repo
ort highlights th
he situation of both
b
white colla
ar and blue colllar sectors
in the Maldiives (Photo:Zai))

P a g e | 12
Rapid Assessment of the
t Employmentt Situation in the Maldives

EMPLOYMENT SITUATION IN THE MALDIVES
An overview
The government was the principal
employer in the Maldives until tourism
was introduced in the early 1970s.
Although private owners/operators of
carpentries,
retail
shops,
small
passenger and cargo vessels and other
small enterprises did employ workers
and paid monthly wages to them,
private employment was not a factor in
the economic life of the Maldives.
Owners of fishing vessels paid to
fishermen in kind. Hence, employment
regulations were made to govern only
the
relationship
between
the
government and its employees.
However, with the beginning of 1980s
and the expansion of tourism and
related industries, including the
construction industry, wage earning
workers became a regular feature in the
economic activities of the country. In
order to meet the demands of the
mechanization of fishing vessels and the
newly begun tourism industry, a
vocational training institute named
Vocational Training Center (VTC) was
established in 1975 and a tourism
sector training institute named School
of Hotel and Catering Services was
established in 1987 which were to
become the first ever centers for skills
training in the country.

The remarkable economic growth seen
in the Maldives during the past three
decades created multiple economic
opportunities and thousands of jobs.
The government invested substantially
in education and created opportunities
for training Maldivians for the jobs that
were being created. However, the
efforts of the government were not
adequate to match the demand for
skilled and semi‐skilled workers.
Demand for labourers grew while the
government was promoting policies to
check population growth and to control
birth rates. Most economic activities
were based in the capital island Male’
and its immediate vicinity, forcing
people living in the atolls to migrate to
the capital area, leaving their families
behind. In the past three to four years,
the government leased islands from all
the atolls for the development of tourist
resorts, perhaps, with the intention of
extending economic activities to and
thereby creating jobs in the atolls.
However, some interviewees were of
the view that the islands that were
leased for the development of resorts
during the last two to three years were
leased for political considerations
rather than for creating employment in
the atolls, as they were leased without
any employment planning or training
efforts for the jobs created in the
P a g e |13
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islands beeing develop
ped as tourrist
resorts.
e most receent
At the ttime of the
population
n census (20
006) the to
otal
number of Maldivians employed was
w
110,231.ii The highest numbers weere
n the manufaccturing industtry.
engaged in
A total of 19,259 we
ere engaged in
manufacturing industry,, which includ
des
the highestt number of females engagged
in one industry.iii This figure,
f
howevver,
may be m
misleading in the sense th
hat
manufacturing industryy includes sm
mall
scale manufacturing acctivities such as
the manuffacture of wooden
w
articles,
cork, straw
w and plaitin
ng material and
a
the produ
uction of materials
m
fro
om

cocconut leaves, which are mostly
m
self
em
mployed work undertaken by women
at home and is not man
nufacturing
ork places.
undertaken at organised wo
Sim
milarly processsing and preseervation of
fish
h and fish pro
oducts, sewingg of clothes
and
d preparation
n of food prroducts for
sale which are
a
included
d in the
industry
maanufacturing
are
all
unorganised wo
ork carried outt mostly by
omen in theeir living quaarters and
wo
wo
ould not fall within
w
the sco
ope of any
lab
bour regulations. Most of th
he workers
em
mployed in thee manufacturin
ng industry
aree, hence, eitther self em
mployed or
con
ntributing fam
mily workers who
w do not
gett any direct remuneration
n for their
wo
ork.

A Maldiivian Fishermen
n – this report highlights
h
the situation of both
h white collar and
a blue
collar seectors in the Maldives (Photo:ZZai)
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female

Source: Ministry of Planning and National Development, Analytical Report 2006,
Population and Housing Census 2006, p.143.
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The main industry in the country,
tourism employed 10,578 Maldivians
and is male dominated with only 3.7%
females.iv Male domination of the
industry is due to the working
environment and the way the industry
is organised in the Maldives. Tourist
resorts being developed on uninhabited
islands with the requirement to stay on
the resort islands for extended periods
of time.

60% being migrant workers.vi Very few
females are employed in construction
and related industries. Most of the few
females employed in construction and
related industries are employed as
administrative staff.

The fishing industry which provided for
the livelihood of the majority of the
population living in the atolls employed
the sixth highest number of persons
nationally. Fishing industry, especially
fish harvesting and traditional fish
processing activities are operated as
small scale informal economic activities.
Majority of fishermen have no fixed
location of work and a third operate as
group workers and around one fourth
as
own‐account
workers
and
contributing family workers. Only 16%
of the fishermen worked as employees.v
Agriculture and sand mining, which are
categorized as primary industries, are
also operated informally with similar
characteristics to the fisheries industry
in terms of engagement in work and
employment.

The participation of women and youth
in the labour market is very low
compared to other South Asian nations.
Most of the school leavers do not join
the work force. The relative affluence
resulting from the economic growth is
also cause for a growing number of
educated youth staying out of the
market.
As
a
result,
labour
unemployment rate is very high for
women and youth. Further, low wages
and the existing working conditions at
many work places do not attract
Maldivians to many job categories and
Maldivians do not have the skills
necessary for getting higher paying
jobs, thus driving the national
unemployment rate to 14.4% (See the
table
below:
“Labour
force,
employment
and
unemployment,
Census 2000 & 2006”).

Females dominate teaching, especially
primary teaching in the Maldives and
the education sector nationally employs
the second highest number of females.

Construction and related industries
employ approximately 70,000 people,
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E
Employed
a Unemp
and
ployed as percentage
p
e of 15 yearrs
and over, Censuss 2006
80
70
60
50
40
30
20

6.1

9.3

53.7

otal 2000
To

10.9

3.1

6.4

7.7

54.9

52.8

52.1

54.1

56.5

To
otal 2006

Maale' 2000

Maale' 2006

Ato
oll 2000

Ato
oll 2006

10
0

Employed

Unem
mployed

Source: Ministry of Plannin
ng and Nationall Development, Analytical Report 2006,
Population and Housing
g Census 2006, p.132.

The reluctaance on the paart of the youth,
the inabilitty of females to participatee in
the
labo
our
marke
et
and
t
the
governmen
nt’s inabilityy to facilitaate
training forr the jobs bein
ng created weere
cited by employers interviewed as
reasons for the emp
ployment of a
migrant wo
ork force whiich exceeds one
o

fou
urth of the total
t
populatiion of the
vii
Maaldives. As a result, the country is
facced
with
manageable
an
unm
of
workers
population
migrant
thrreatening the very economy that they
weere brought in to sustain an
nd affecting
eveery aspect of life
l in the country.

Lab
bour Force, Em
mployment and Unemployyment, Censuss 2000 and 20
006
Census
Years

P
Population
15+

LFPR

Lab
bour
Forcce 15+

Em
mployed
Perrsons 15+

Unemployed
U
P
Persons
15+

Unemploy
ment Rate

2000
2006

158,897
205,931

59.8
64.1

95,,068
128
8,836

8
85,356
110,231
1

9,712
18,605

10.2
14.4

Source: Ministry of Plannin
ng and Nationall Development, Analytical Report 2006, Population and
Housing Cen
nsus 2006, p.13
39.
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Employers, while expressing their desire
to employ Maldivians, are unanimous in
identifying reasons for employing
migrant workers instead, which
include:‐
‐ Lack of interest/unwillingness on
the part of Maldivian urban
youth to work in tourist resorts.
Most Maldivians who work in
tourist resorts are from the
atolls.
‐ Lack of interest/unwillingness by
Maldivians to work in isolated
islands.
‐ White collar jobs are limited in
tourism
and
construction
industries. Most prefer white
collar jobs and anything other
than a white collar job is not
desired, especially by Maldivians
who have completed their G.C.E.
O/Levels.
‐ Married females and females
with children are unable to work
in tourist resorts or isolated
uninhabited islands.
‐ Most of the jobs, especially jobs
requiring manual labour in the
construction industry are not
suitable for females.
‐ Lack of need based training.
Tourism and other industries are
not able to employ some of the
educated Maldivians as their
training is not need based.
‐ Existing training facilities are not
adequate – there is a mismatch
between the requirements and

‐

‐

needs of employers and the
training that is being provided.
Lack of work ethics and discipline
among Maldivian employees:
Maldivians might quit at any
time; might not return after
annual or other leaves, might
leave the job once they learn the
skills of the job or after being
trained at company expense.
Drug addiction among Maldivian
Youth.

Maldivian employees, on the other
hand, raise a number of issues as
obstacles faced by Maldivians seeking
employment, which include:
‐
‐

‐
‐
‐
‐

‐

‐
‐

‐

Low wages in view of the
increasing living costs.
Preference of employers to
employ foreign workers for low
wages.
Lack of opportunities for
advancement.
Lack of training and professional
guidance.
Inadequate working conditions.
Inability of foreign workers to
complain about the working
conditions.
Reluctance of employers to grant
leave despite their extended
stays away from their families.
Verbal and social abuse by
employers.
Employers’ refusal or reluctance
to implement the Employment
Act.
Lack of job security.
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‐

Lack of pension schemes or any
other form or type of social
security for employees of the
private sector.
Thus, among the most urgent tasks
before the government in the
employment sector is the challenge of
creating employment opportunities for

the new labour market entrants,
particularly in the atolls, and training
the increasing number of school leavers
for the jobs that are being created,
while at the same time managing a
migrant work force that equals, if not
exceeds the total number of employed
Maldivians.viii
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EMPLOYMENT LEGISLATION
History
Maldives did not have any laws or
regulations governing labour or labour
relations until the mid 1990s. However,
over the years, regulations had been
made by the President’s Office to
address individual issues relating to
government employees. The President’s
Office compiled and consolidated the
then existing regulations concerning
government employees and issued
them in a single volume akin to a code
for the first time in June 1994, which
has since been amended and re‐issued
a number of times. The government
Employees regulations of 1994 required
an employment agreement be signed
by the government with each employee
for the first time in the Maldives. The
Regulations of 1994 covered issues such
as the creation of government jobs,
hiring, transfer, promotions and
termination of government employees,
temporary government employees,

wages, allowances and other benefits
given to Employees, working hours and
leave of government employees.
The first employment regulations
covering the private sector were issued
in 1994 as well. These regulations
provided for an employment agreement
and prescribed minimum standards to
be included in such agreements
covering such issues as employee’s age,
termination of employment, working
hours, training, medical treatment for
injuries sustained at work and fines for
violations of the regulations.
The regulations governing employees of
the government and the general
employment regulations thus made
were amended from time to time and
remained in force until the adoption of
the Employment Act of the Maldives in
2008.

The Constitution
The People’s Special Majlis, convened in
2004 to amend the Constitution of the
Republic of Maldives, completed its
work in 2008 and a new constitution
entered into force on the 7th of August
2008. The new Constitution expanded
the chapter on fundamental rights and
has introduced new dimensions to

labour relations in the Maldives. The
right to work, the right to form trade
unions and to participate in their
activities, and the right to strike in
protest are all newly granted rights
under the new constitution.
Article 37 of the Constitution for the
first time grants the right to every
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Maldivian citizen to engage in any
employment or occupation and entitles
everyone to just and safe conditions of
work, fair wages, equal remuneration
for work of equal value, and equal
opportunity for promotion. The same
Article further grants the right to rest
and leisure, including limits on hours of
work and periodic holidays with pay and
in order to provide this right to each
employed person, this Article requires
the maximum number of working hours

and the length of paid holidays to be
determined.
The right of pension granted under
Article 38, which states that every
person employed by the State shall
have the right to pension as provided by
law, is a right that has continued from
the past constitutions.
The new
constitution categorically prohibits all
kinds of discrimination and forced
labour.

Constitution of the Republic of Maldives 2008

Article 17 Non‐discrimination
17. (a) Everyone is entitled to the rights and freedoms included in this Chapter
without discrimination of any kind, including race, national origin,
colour, sex, age, mental or physical disability, political or other opinion,
property, birth or other status, or native island.
(b) Special assistance or protection to disadvantaged individuals or groups,
or to groups requiring special social assistance, as provided in law shall
not be deemed to be discrimination, as provided for in article (a).
Article 25 No Slavery or Forced Labour
25. (a) No one shall be held in slavery or servitude, or be required to perform
forced labour.
(b) Compulsory military service, service required in cases of emergency or
calamity threatening the life or well‐being of the community, or service
required pursuant to a court order shall not be deemed to be contrary to
article (a).
Article 30 Freedom to form political parties, associations and societies
30. (a) Every citizen has the right to establish and to participate in the activities
of political parties.
(b) Everyone has the freedom to form associations and societies, including
the following:
1. the right to establish and participate in any association or society for
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economic, social, educational or cultural purposes;
2. the right to form trade unions, to participate or not participate in their
activities.
Article 31 Right to Strike
31. Every person employed in the Maldives and all other workers have the
freedom to stop work and to strike in order to protest.
Article 37 Right to Work
37. (a) Every citizen has the right to engage in any employment or occupation.
(b) Everyone is entitled to just and safe conditions of work, fair wages, equal
remuneration for work of equal value, and equal opportunity for
promotion.
(c) Everyone has the right to rest and leisure, including limits on hours of
work and periodic holidays with pay.
(d) Everyone has the right to spend time at rest and leisure. In order to
provide this right to each employed person, the maximum number of
working hours have to be determined as well as the length of paid
holidays.
Article 38 Right of Pension
38. Every one engaged in employment with the State shall have the right of
pension as provided by law.

Employment Act of 2008
The Employment Act of 2008 which
entered into force on 26th May 2008 is
the first Statute on employment or
labour to be enacted in the Maldives.
The Employment Act is the result of
discussions and consultations among
the relevant government agencies over
several years. It also received
consultations from ILO nominated
experts at its initial drafting stages.
The Act extends to all employers and
employees of the public and private

sectors except those exempted by
statute.
The Act is comprised of the following 11
Chapters:
‐
‐
‐
‐
‐

Chapter 1 Introduction, Scope
Chapter 2 Basic Principles
Chapter 3 Employment of Children
Chapter 4 Employment Agreement
Chapter
5
Employment
of
Foreigners
‐ Chapter 6 Employment Agencies
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‐ Chapter
7
Training
and
apprenticeship
‐ Chapter 8 Safety at Work and
Health of Employees
‐ Chapter 9 Labour Relations
Authority
‐ Chapter 10 Employment Tribunal
‐ Chapter 11 Miscellaneous
The Act, in its Chapter 2 (Basic
Principles) prohibits forced labour and
discrimination of all kinds in hiring
employees, determination of wages,
training, dismissal and in other
employment related matters.
The Act, in its Chapter 4 provides for
employment
agreements
and
prescribes minimum standards for
employment such as 8 hours of work a
day, annual, maternity and other
leaves, procedures for termination of
employment and wages.
The Act also contains a Chapter on
employment of foreigners, but merely
states that a regulation be made with
respect to the employment of
foreigners.
The Act further provides for a Labour
Relations Authority and an Employment
Tribunal.
When the Act was first enacted Clause
34 of the Act excluded the following
categories of employees from the
application of Chapter 4 of the Act.
‐ Emergency workers
‐ Crew of marine vessels and aircraft

‐ Employees engaged in the arrival
and departure of marine vessels
and aircraft, stevedoring
and
provision of other services to such
vessels and aircraft
‐ Employees of tourist resorts
‐ Employees
of
uninhabited
industrial islands
‐ Senior management staff
Exclusion from the scope of Chapter 4
meant that no employment agreement
was required to be signed with such
employees, the minimum requirements
relating to working hours, overtime,
dismissal from work, annual and other
leaves and wages were not applicable
to such employees. The exclusion of
employees of tourist resorts from the
application of Chapter 4 of the Act was
not well received by the employees of
tourist resorts. The efforts and lobbying
by Tourism Employees’ Association of
Maldives (T.E.A.M), an association
established to promote and protect the
rights and interests of the employees of
tourist resorts resulted in an
amendment to the Act, which became
effective on the 13th of October 2008.
The Amendment Act amended Clause
34 of the Employment Act by removing
the employees engaged in the arrival
and departure of marine vessels and
aircraft, stevedoring and provision of
other services to such vessels and
aircraft, employees of tourist resorts
and
employees
of
uninhabited
industrial islands from the list of
employees excluded from the scope of
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Chapter 4 of the Employment Act. The
Amendment Act further included
muezzins and labourers of mosques and
on call employees on duty among the

categories of employees excluded from
the application of Chapter 4 of the
Employment Act.

Law on Civil Service
The Law on Civil Service of the Maldives
was enacted in 2007. The Civil Service
Law established a politically non‐
partisan Civil Service and provided for
the establishment of a Civil Service
Commission to manage the Civil Service.
The new constitution provided for the
establishment of an independent Civil
Service Commission with the necessary
guarantees for its independence.
Employment terms of civil service
employees are also governed by the
provisions of the Employment Act.

Many issues, such as salary scales and
transfers and promotions within the
Civil Service remain to be resolved.
Ensuring the independence of the Civil
Service Commission and the politically
non‐partisan character of the Civil
Service has been turbulent in the
current political situation. The current
Civil Service Commission is transitional
and a new Civil Service Commission will
be appointed under the new
constitution after the forthcoming
parliamentary elections.
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INTRODUCTION TO INTERNATIONAL LABOUR
STANDARDSix

Labour is not a commodity and is not to
be treated as a product to be
negotiated for the highest profit or the
lowest price. Work which is part of
everyone’s daily life is important to a
person’s dignity, well‐being and
development. International labour
standards aim to ensure that economic
development is undertaken to improve
human life and dignity. For the purpose
of promoting opportunities for women
and men to obtain decent and
productive work in conditions of
freedom, equity, security and dignity,
the International Labour Organisation
has, since its establishment in 1919,
maintained and developed a system of
international labour standards. The
international labour standards thus
developed by the ILO are closely related
to the universal values of freedom,
equality and dignity laid down in the
Universal Declaration of Human Rights,
and
many
provisions
of
the
subsequently adopted International
Covenant on Economic, Social and
Cultural Rights coincide with ILO
standards that had already been
adopted on the same subjects. The
principles of freedom of association and
the right of all human beings to pursue
their
material
and
spiritual
development in conditions of freedom,

dignity, economic security and equal
opportunity, established and promoted
by the ILO have influenced the
evolution of human rights globally.
More than 75 ILO Conventions are
relevant to the achievement of the
International Covenant on Economic,
Social and Cultural Rights.

International labour standards are
conventions and recommendations of
ILO which set out basic principles and
rights at work. They are drawn up by
the ILO’s constituents ‐ representatives
of governments, employers and
workers and adopted at ILO’s annual
International
Labour
Conference.
Conventions are subject to ratification
by member states and once ratified
would be legally binding international
treaties and recommendations serve as
non‐binding guidelines. In many cases,
recommendations supplement the
conventions by providing more detailed
guidelines on the application of basic
principles laid down in the conventions.
Once a standard is adopted, member
states are required under the ILO
Constitution to submit them to their
competent
authorities
for
consideration.
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-

-

In 1995, the ILO launched a campaign to
achieve universal ratification of these
eight conventions.

Although international labour standards
are sometimes perceived as entailing
considerable costs and thus hindering
economic development, compliance
with international labour standards
often accompanies improvements in
productivity
and
economic
performance. Higher wages and
working time standards and respect for
equality contribute to increase in work
performance and efficiency and lower
turnover of staff. Investment in
vocational training results in a better
trained workforce. Safety standards
reduce costly accidents and health care
costs.
Foreign
investors
prefer
workforce quality and political and
social stability over low labour costs.
Freedom of association and collective
bargaining contribute to better labour
management.

ILO encourages member states to ratify
them because of their importance to
the functioning of the international
labour standards system.

The following eight conventions
covering subjects that are considered as
fundamental principles and rights at
work have been identified as
“fundamental” by the ILO’s Governing
Body:
Freedom of Association and Protection
of the Right to Organise Convention,
1948 (No.87)
Right to Organise and Collective
Bargaining Convention, 1949 (No. 98)
Forced Labour Convention, 1930
(No.29)
Abolition of Forced Labour Convention,
1957 (No.105)
Minimum Age Convention, 1973
(No.138)
Worst Forms of Child Labour
Convention, 1999 (No.182)
Equal Remuneration Convention, 1951
(No.100)
Discrimination
(Employment
and
Occupation) Convention, 1958 (No.111)

Further, the ILO has also developed a
comprehensive Decent Work Agenda
aiming to achieve decent work for all by
promoting social dialogue, social
protection and employment creation, as
well as respect for international labour
standards. The ILO Declaration on
Fundamental Principles and Rights at
Work adopted in 1998 requires ILO
member states to respect, promote and
realize the four fundamental principles
of freedom of association and the
effective recognition of the right to
collective bargaining, the elimination of
all forms of forced or compulsory
labour, the effective abolition of child
labour and the elimination of
discrimination
in
respect
of
employment and occupation. The
Declaration, unlike the conventions
which apply only to those member
states which ratify them, represents a
political commitment by governments

The ILO’s Governing Body has also
designated
the
following
four
conventions as “priority” instruments. :
- Labour Inspection Convention, 1947
(No.81)
- Labour Inspection (Agriculture)
Convention, 1969 (No. 129)
- Tripartite
Consultation
(International Labour Standards)
Convention, 1976 (No.144)
- Employment Policy Convention,
1964 (No. 122)

P a g e | 26
Rapid Assessment of the Employment Situation in the Maldives

to respect, promote and realize the
Declaration’s principles.
The Maldives is not a member of the
International Labour Organisation and
hence, has not ratified any ILO
conventions. Although the language of
the Constitution of the Maldives of
2008 granting the right to work and
providing for the freedom of association
and the general principles contained in
the Employment Act of the Maldives of
2008 are similar to those of and have,
perhaps to an extent, been borrowed

from the relevant international labour
instruments, Maldives is yet to begin
taking appropriate measures to bring its
labour
practices
in
line
with
international labour standards, the first
of which should be becoming a member
of ILO. This report compares
international labour standards and
labour practices in the Maldives and
makes recommendations of measures
to be taken to bring labour practices
and standards in the Maldives in line
with international labour standards.
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EMPLOYMENT ISSUES AND CHALLENGES
Enforcement of the Employment Act
The Employment Act which was
adopted by the Peoples’ Majlis on 23rd
April 2008 was assented to by the
President and published in the Official
Gazette on 26th May 2008. Article 90 of
the Act stipulates that the Act will be
implemented commencing from the
45th day from the date the President
gives his assent. The same Article
further stipulates that any procedures
or other matters related to the Act that
require to be altered or amended by
the government will have to be
completed within 90 days from the date
the Act is assented to by the President.
Article 87 of the Act requires that the
rules of procedure of the Employment
Tribunal be issued within 3 months
from the date of entry into force of the
Act.
However, little, if any, has been done to
implement the Act. The institutions
provided for in the Act have not started
to properly function. Few of all the
parties consulted during the assessment
were aware of the existence of the
Labour Relations Authority created
under the Act. The Employment
Tribunal has not issued its rules of
procedure, although a date for the issue
of the same was expressly stipulated in
the Act. Courts refuse to accept cases
relating to employment disputes and

people involved in employment
disputes are denied justice.
The assessment team in the interviews
held found that few employers have, in
fact,
concluded
employment
agreements in accordance with the Act.
Even government corporations are only
in the process of bringing their
employment agreements in line with
the Act. Many private companies have
not taken any steps to enter into
employment agreements with their
employees. Small employers such as
shop owners and work shop operators
did not show any intention to enter into
such agreements. The same is true with
respect to job descriptions, which too
the law requires to be given to each
employee in writing.
According to some interviewees, law
enforcement is generally weak in the
country and prevailing attitude of
impunity in the country is the main
reason for non‐enforcement of the
Employment Act. According to others,
the Act was formulated without proper
consultation
with
the
principal
employers in the country and thus the
interests of industries with high
numbers of employees were not taken
account of. Such employers argue that
it is impractical to implement the Act
and if they were forced to do so, they
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will not be able to bear the resulting
costs and hence, their business will
suffer.

‐

Maldives Association of Tourism
Industry insists that the Employment
Act does not take into consideration the
rights of employers and for the most
part protects only the employees. MATI
has undertaken considerable work to
review the Act by engaging lawyers to
compare the Act with legislation of
other countries and has submitted its
concerns to competent government
authorities calling for the amendment
of the Act. Some of the issues raised by
MATI are:‐

‐

‐
‐
‐

‐

‐

‐

Ambiguity of provisions, terms
and phrases.
Inclusion of Friday as an official
public holiday is unworkable.
Annual paid leave of one month
may be unworkable for the
tourism industry.
Over time rates, particularly
those for Friday and other public
holidays are not appropriate for
tourism industry.
A number of employment
agreements are based on
company best practices and the
implementation of the Act would
result in resorts having to
rewrite their agreements.
Calculations/guidelines
for
wages should be at the
discretion of the employer and
should not involve intervention
by the Minister.

‐

‐

‐

‐

Granting an extra day in place of
every public holiday falling into
the period of leave is not in the
best interests of the employer.
Need to ascertain whether
minimum wage will be fixed
separately
for
different
industries or whether a national
minimum wage will be fixed.
In
the
tourism
industry,
employees are free to move
about as the employer is
compelled to maintain a local
expatriate ratio, where there is a
severe shortage of skilled or
even semi‐skilled employees to
fill the growing demand for
labour.
Employers are not at liberty to
state the reasons for dismissal of
the employee or to include
employer’s comments in the
reference and this contribute to
the mobility of employees from
one employer to another for
petty increases in salary.
All industry/segment heads
should be included as members
of the Employment Tribunal.
The period of 45 days given for
the implementation of the Act
was too short as a number of
management companies are
based outside the Maldives.

Similar concerns were also expressed by
the
Maldives
Association
of
Construction Industry (MACI) Maldives
National Chamber of Commerce and
Industry and by almost all the
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employers interviewed. Although a few
of
the
government
controlled
corporations and a number of private
employers have taken some steps

towards compliance with the Act, by
and large the Employment Act of 2008
has been ignored by employers in
general.

Recommendation 1
1.1 Review and amend the Employment Act for the purpose of facilitating the
implementation of the same. For this purpose, there is an urgent need to consult
with the existing employers’ associations and employees’ associations,
government controlled companies, Civil Service Commission, individual employers
who are not members of any employers’ association, the principal employers in
the country, employees who are not members of any employees’ association in
order to obtain their views on the Act and to ascertain reasons and obstacles to its
implementation
1.2 Consider holding a national conference on human resources/employment/labour.
Such a conference should be participated by employers’ associations, employees’
associations, major employers, managers of human resources of major employers
and selected employees that would represent a cross section of employees. Such a
conference could be initiated and held by the competent government authority
and participation by ILO could be requested. Deliberations at such a conference
would assist identify the concerns of employers and employees relating to the Act
and the practical issues of implementation of the Act and would assist address
such concerns and resolve such issues. Such a conference could also be a forum for
exchanging ideas and information among managers of human resources and
would be a start to establishing a mechanism for tripartite consultations.
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Employment Agreement
Article 13 (b) of the Employment Act
expressly states that there shall be a
written
employment
agreement
(consisting of one or several
documents) between every employer
and employee. However, employment
agreements are not a common practice
for Maldivian employees. The Civil
Service employees have a symbolic
agreement that dates from the initial
introduction
of
employment
agreements in 1994. The assessment
team, during visits to government
agencies and interviews conducted,
found that employment agreements are
yet to be signed by all members of the
Civil Service in line with the new
Employment Act.
All employers sign employment
agreements with all their expatriate
employees as it is a requirement for
them to process work permits/visa for
foreign employees. Some larger private
companies do sign employment
agreements with their Maldivian
employees as well. However, in both
cases, the employees are not familiar
with the contents of their agreements
and in most cases do not have a copy of
their employment agreements. The
assessment team in their visits and
interviews held found that many
employers employing a few employees,
such as shop owners, work shops and
garage operators, restaurant and café
operators do not sign employment
agreements with their Maldivian

employees. Most employers employing
a few employees consider the
requirement to sign an employment
agreement with every employee an
additional administrative cost, which
they do not seem eager to take. It was
noted during the assessment that there
is a general belief among the smaller
employers especially in the atolls, that
such provisions of the law will not be
implemented. Such employers are of
the view that it is the employment
agreement that gives rights to an
employee and that if such an
agreement is not signed, there would
be no obligation to provide such rights
to the employee and employees would
not have a basis for making claims with
respect to their employment. As a
result, the lack of employment
agreements often leads to unfair
dismissal and abuse of employee rights
by irresponsible employers. This is
further supported by the fact that the
majority of employment related
complaints to the Human Rights
Commission of the Maldives are about
unfair dismissal.
Although no exceptions are made in the
law, the Employment Act does not
seem to address the employment
situation of fishers engaged in fish
harvesting. Fishers do not enter into
employment agreements with owners
of fishing vessels and in view of the
informal manner in which vessels are
operated for fish harvesting, it may not
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be practical for owners of such vessels
to enter into a formal employment

relationship as envisaged in the Act.

Recommendation 2
2.1 Review the requirement to sign written employment agreements by every
employer with every employee and amend the Employment Act accordingly. As
generally with contracts, employment contracts could also be in writing, oral,
express or implied. All employers in every employment situation should be
required to at least maintain the minimum standards required by the law,
whether the employment contract is written, oral, express or implied.
2.2 Consider developing employment agreement forms with standard minimum terms
and conditions for various sectors/categories of employment. Such agreement
forms could help employers comply with the requirements of the Act with respect
to employment agreements and could serve as a mechanism for promoting
employment standards set in the Act.

Disputes and Strikes
Article 31 of the Constitution states that
every person employed in the Maldives
and all other workers have the freedom
to stop work and to strike in order to
protest.

This newly granted constitutional right
to strike combined with the pro‐
democracy activities of the past 4 to 5
years in the Maldives have emboldened
many Maldivians and are on the verge
of a work stoppage or a strike whenever
any dispute arises with an employer.
The Teachers’ Association of Maldives
(TAM) organised an “absence” from
work on 1st July 2008 to protest low
wages and to demand a pay increase for
teachers. TAM has announced another
such action to protest the fact that

teachers have not been given a pay
increase as promised to them by the
relevant
authorities.
Tourism
Employees Association of Maldives
(T.E.A.M) organised a nation wide
industry strike to demand an
amendment to the Employment Act to
extend the scope of Chapter 4 of the
Act to employees of tourist resorts. The
Act was amended to that effect prior to
the date set for the strike. T.E.A.M
again organised a work stoppage at a
luxury tourist resort managed by an
internationally renowned hotel chain to
protest working conditions, failure to
implement the Employment Act and to
demand the removal of one of the
executives at the resort. The dispute
was settled with intervention and
mediation at the highest level of the
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of the civil service, such as doctors,
state lawyers and nurses destabilizes
the functioning of the government and
However, efforts by the Civil Service
Commission, competent government
authorities, employers’ associations and
individual authorities to prevent work
stoppages and strikes by resorting to
interpretation of relevant provisions of
the Constitution, the Employment Act
and other legislative acts is both
controversial and counter productive.

undermines essential public services
and public order.
The right granted in the Constitution to
strike as a means of protest is
unambiguous. Hence, in the current
environment of democratic reform in
the country the attitude should be to
provide, facilitate and guarantee the
rights granted by the Constitution and
restrictive interpretations should be
avoided.

Recommendation 3
3.1 Labour Relations Authority should be strengthened to enable it to immediately
initiate talks with parties to current disputes and function as a mediator to
such disputes until mechanisms such as are recommended in
Recommendation 3.2 are established
3.2 Consider establishing an Advisory and Conciliation Service which will provide
advice, assistance and facilities for mediation to various parties involved in
employment disputes with a view to reaching a settlement. The purpose will
be to discuss and negotiate a settlement between disputing parties and avoid
costly strikes and work stoppages. Such an Advisory and Conciliation Service
should function until a Trade Union and Labour Relations Act is formulated
and enacted and such a Service and other mechanisms for settlement of
employment disputes are established under such law.

Dispute Settlement
Chapter 10 of the Employment Act
provides for the establishment of an
Employment Tribunal and contains
provisions relating to the powers of the
Tribunal and the composition of the
Tribunal. The Amendment Act amended
Clause 86 of the Employment Act
relating to the composition of the
Employment Tribunal providing for the
qualifications for office of members of
the
Tribunal,
appointment
and

termination of members of the Tribunal
and financial matters of the Tribunal.
Article 87 of the Employment Act
stipulates that rules of procedure of the
Tribunal shall be published within three
months from the date of entry into
force of the Act. However, although the
Tribunal was appointed towards the
end of December 2008, the rules of
procedure of the Tribunal are yet to be
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issued and hence, the Tribunal has not
started to function.
Although the Tribunal has not yet
started to function, the Civil Court and
other Courts with jurisdiction to hear

employment related cases have since
the entry into force of the Employment
Act refused to accept or hear
employment related cases, thereby
denying those with labour/employment
disputes access to justice.

Recommendation 4
4.1 Issue and publish the rules of procedure of the Employment Tribunal and take
appropriate measures to commence the functioning of the Employment Tribunal
without delay.
4.2 Review the Employment Act in order to amend it to provide for employment cases
to be filed and heard in island courts. Many employees in the atolls will not be
able to afford to travel to Male’ or to engage lawyers to submit their complaints to
a single employment tribunal sitting in Male’ and as a result will be denied the
right to submit complaints and grievances as provided for in the Employment Act.
Hence, the jurisdiction of island courts to hear employment disputes where it is
impractical or unreasonably costly to submit employment disputes to the
Employment Tribunal should be reaffirmed in the Employment Act.
4.3 Formulate and enact a law on Trade Unions and Labour Relations and in such a law
provide for mechanisms for the settlement of employment disputes. Such
mechanisms should include an Advisory and Conciliation Service which will
provide advice, assistance and facilities for mediation to various parties involved
in employment disputes with a view to reaching a settlement (See
Recommendation 3.2). A law on Trade Unions and Labour Relations should
provide procedures for addressing employee grievances and mechanisms for
conciliation. Such a law should also provide for arbitration as an alternative
mechanism for settling employment disputes.
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Public pro
otest in solidaritty with work sto
oppage at luxury resort being contained by th
he Police
– the resu
ult of lack of prroper channels through which
h employment related
r
disputees can be
settled

Residen
ncy at workkplace
Maldives b
being a nation of small islan
nds
with small isolated com
mmunities posses
unique deevelopment challenges. Su
uch
challenges need to be addressed
a
takiing
into
con
nsideration
the
uniq
que
geography of the Mald
dives, the sm
mall
he population
n, the cost of
size of th
providing services to small isolatted
t
cost of
communities and the
nd.
transportattion from island to islan
Tourism, which provides most job
j
o
wo
ork
opportunitties in an organised
environmeent, is based on facilitties
organised on uninhaabited isolatted

islaands. Tourissm in the Maldives
M
is
bassed on the concept of isolated islands
devveloped as to
ourist resorts. Industrial
wo
orks, in most cases,
c
are carrried out on
iso
olated uninhabited islands. Separate
uninhabited islaands are also leased for
poses. Hence, all tourist
agrricultural purp
ressorts,
indu
ustrial
worrks
and
agrricultural und
dertakings req
quire their
em
mployees to reeside on or at the work
sitees, i.e. at “sstaff quarters” on the
ressort island, ind
dustrial or facctory island
or the agriculturral island.
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Cramped staff
ff quarters at lu
uxury resort

This situation is very similar to that of
nal seafarers.. Although the
t
internation
employeess on tourisst resorts of
Maldives o
or on islands where
w
industrrial
works aree carried out may not be
subject to extreme weaather conditio
ons
or rough o
oceans, they are
a subject to all
other harsh
h conditions of
o work faced by
seafarers. Having to work
w
on isolatted
islands whiile residing on
n such islands,, at
work sites for extended periods of tim
me,
such workeers are vulnerable and subjeect

to social explloitation, abuse, non‐
w
non‐ccompliance
payyment of wages,
witth contracts, and exposurre to poor
dieets and livin
ng conditionss. Humans
being social bein
ngs, require a family life
a
comm
munity
envvironment.
in
Maaldivians, wh
ho are com
mpelled to
speend most of their life at wo
ork sites on
uninhabited islaands, and theeir families
aree deprived off a family lifee and as a
con
nsequence
contribute
to
the
inn
numerable soccial problems facing the
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nation today. The Constitution of the
Maldives echoes in its Article 34, the
recognition provided to the family as
the natural and fundamental group unit
of society and the requirement for
special protection to be accorded to the
family by society and the State provided
for by Article 16 of the Universal
Declaration of Human Rights, Article 10
of the International Covenant on
Economic, Social and Cultural Rights
and Article 23 of the International
Covenant on Civil and Political Rights.
The government needs to take urgent
action to accord the special protection

that it is obliged to provide to the family
under the Constitution and the relevant
international instruments.
Furthermore, the arrangement of
economic
activities
on
isolated
uninhabited islands and workers having
to reside on the same are discouraging
female workers and educated youth
from seeking employment on such
islands. Hence, urgent action is needed
to find a solution to the economic and
social issues resulting from the present
arrangement of compelling workers to
reside at work sites on isolated
uninhabited islands.

Recommendation 5
5.1 Review the current policies and arrangements requiring employees of resorts and
islands with industrial and agricultural projects to reside on such islands and
consider establishing housing facilities in near by inhabited islands for employees
to reside with their families. Providing housing/accommodation for employees of
tourist resorts and islands with industrial and agricultural projects in near by
inhabited islands with their families and facilitating commuting between the
inhabited island and the island where the person is employed would increase the
productivity of the employees and prevent the social and employment problems
that result from keeping all the employees confined to the staff quarters at the
work site for extended periods of time.
5.2 Consider inclusion in the broader national housing policies, and hence, the
national development agenda, the issue of providing housing for employees of
resorts and islands with industrial and agricultural projects in nearby inhabited
islands so that such employees could relocate their families to such inhabited
islands. The objective of such effort would be to facilitate workers to return to
their families after work every day so that they could spend their leisure time with
their families, which will contribute to the strengthening of families and avoiding
the social problems that are associated with children growing up without their
fathers at home. It would further encourage females to seek employment at
tourist resorts and other such islands.
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Migrantt Workers
Expatriate
e employm
ment by sexx, 31 Decem
mber 2008
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The most p
pressing employment issue or
challenge ffacing the Maldives todayy is
the issue o
of migrant or, as is commonly
referred to
o in the Mald
dives, expatriaate
workers. The Maldives with a
population
n of 309,575 people
p
is host to
x
over 80,83
39 migrant workers;
w
26..11
percent of the populatio
on. In 2006, the
t
ber of Maldivians employyed
total numb
was 110,231.xi By some
e accounts, the
t
total num
mber of migrrant workers is
much higher than the offficial figure and
a
surpasses the total number of
Maldivianss in emplo
oyment.xii The
T
number of migrant workers has
h
nd almost tripled during the
t
doubled an
xiii
past five years. Although the leaase
agreementts of islands for developmeent
as tourist rresorts requirre resort owneers
and operaators to main
ntain a ratio in

mploying foreigners, such ratios are
em
not maintained and enforcem
ment of the
rattio does not appear
a
a prio
ority of the
con
ncerned autthority. Tourism and
con
nstruction industries have become
dependent on migrant
m
workeers for their
susstenance.
Migrant domesttic workers have become
a regular feeature of Maldivian
households and it is difficult to imagine
how household work could bee managed
witthout migran
nt domestic workers
w
in
maany household
ds today. In th
he absence
of child care faccilities, migran
nt domestic
wo
orkers have become
b
the child care
“syystem”.
Altthough Maldivvian Rufiyaa reemains the
leggal tender in the
t country, and
a Rufiyaa
is
accepted
at
all
business
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establishments, the saame cannot be
said of Dhivehi, the Maldivian languagge.
Dhivehi, th
hough the offiicial languagee, if
used in a restaurant or
o a café’ orr a
pharmacy would cause
e confusion and
a
the possib
bility of nott receiving the
t

dessired service is high, since almost all
waaiters in thee country arre migrant
wo
orkers. It is acceptable
a
praactice that
exp
patriate pharmacists will “draw”
“
the
insstructions or directions for
f
use of
meedical drugs so
old at pharmacies.

Migran
nt workers ofteen solicit work to
t clean vehicless at parking areeas

Migrant workers in the Maldives tod
day
i all econom
mic
are engageed in work in
activities, including the
t
tradition
nal
ews conductted
fishing sector. Intervie
during thee assessment supported the
t
fact that some have forrmed groups on
n and carry out work on
their own
contract baasis in Male’ and
a in the ato
olls.
Migrant w
workers wait at
a parking areeas
and solicit work to wipe or clean parkked
vehicles. On weekend
ds and pub
blic
holidays, m
migrant worke
ers fill the pub
blic

her major
parks in Male’ and oth
population centters, causing alarm and
ringing warningg bells of the looming
crisis.
The
govvernmental
soccial
autthorities are unable to co
onfirm the
tottal number of migrant wo
orkers. The
con
ncerned Minisstry publishess the figure
forr legal migrant workers butt estimates
thee figure to be much higher as
a the data
basses are not acccurate and iss unable to
con
nfirm the nu
umber of illeggal foreign
wo
orkers in the country.xiv
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Expatriate Employment Annual Growth Rate by Industry
INDUSTRY

2006

Agriculture and Forestry
Fishing
Manufacturing
Electricity, Gas and Water
Construction
Education
Wholesale and Retail Trade
Hotels and Restaurants
Tourism
Transport, Storage and Communication
Financing, insurance, business and real estate
Other Community, social and personal services
TOTAL
Source: Ministry of Human Resources, Youth and Sports

2007

ANNUAL
GROWTH RATE

481
1,534
1,065
115
16,415
2,424
1,744
3,036
11,095
1,077
6.613
8,302

487
1,688
1,406
222
27,958
2,712
2,074
3,462
12,352
1,273
7,104
9,337

1.25%
10.04%
32.02%
93.04%
70.32%
11.88%
18.92%
14.03%
11.33%
18.20%
7.42%
12.47%

53,901

70,075

30.01%

Expatriate Employment and Growth Rate by Industry 2003 ‐ 2007
INDUSTRY

2003

Agriculture and Forestry
Fishing
Manufacturing
Electricity, Gas and Water
Construction
Education
Wholesale and Retail Trade
Hotels and Restaurants
Tourism
Transport, Storage and
Communication
Financing, insurance,
business and real estate
Other Community, social
and personal services

347
672
2,715
17
6,502
1,059
2,132
9,420
4,031
502

2004

2005

2006

2007

AVERAGE
ANNUAL
GROWTH RATE

414
881
1,613
83
9,147
2,501
1,159
2,459
9,776
575

473
1,153
978
90
11,274
2,491
1,589
3,131
10,302
1,238

481
1,534
1,065
115
16,415
2,424
1,744
3,036
11,095
1,077

487
1,688
1,406
222
27,958
2,712
2,074
3,462
12,352
1,273

7.01%
20.23%
‐12.33%
67.18%
33.87%
20.69%
‐0.55%
‐18.14%
25.10%
20.46%

3,880

4,780

5,524

6,613

7,104

12.86%

2,448

5,025

6,602

8,302

9,337

30.28%

TOTAL
33,67
38,413
44,845
Source: Ministry of Human Resources, Youth and Sports

53,901

70,075

15.72%
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The current situation with respect to
migrant workers was created by the
unprecedented economic growth of the
past two decades and the inability to
train Maldivians for the jobs that were
being created. The growth in per capita
income of the Maldives and the relative
affluence compared to other South
Asian countries provided opportunity to
employers in the Maldives to gain from
relatively low wages demanded by
workers in other South Asian countries
and to maximize profits.xv
Migrant
workers
undoubtedly
contribute to the economy of the
Maldives. Some industries, such as
tourism and construction, which heavily
rely on migrant workers, cannot be
sustained without migrant workers.
Maldives has continued to depend on
foreign teachers since teaching in
English medium began. Maldives has
not been able to train sufficient number
of accountants for the increasing
number of companies and enterprises

and has not been able to train adequate
number of doctors or nurses to operate
its hospitals and other health services
without contribution from migrant
workers.
Similar to other countries which are
host to migrant workers, migrant
workers in the Maldives also do not
enjoy much social protection and are
vulnerable to exploitation. However,
the status of migrant workers employed
in
the
categories
of
senior
management, professions and skilled
workers is different from other
categories of migrant workers and they
enjoy a status similar to nationals, if not
at times better. Mention must also be
made here of the fact that the
International Convention on the
Protection of the Rights of All migrant
Workers and Members of their Families
is the only convention so far not ratified
or acceded to by the Maldives from the
nine core international human rights
treaties.

Following are issues that call for urgent action from a human rights perspective with
respect to migrant workers:‐

Human Trafficking:xvi As demand grew
for foreign workers, the number of
companies and agencies providing
recruitment
services
grew.
The
procedures established for issuing work
permits required substantial paper
work thereby increasing the demand for
the services of employment agencies.
Eventually the processing of work
permits of foreign workers through

employment
agencies
became
mandatory. The demand for foreign
workers in the Maldives gave many
workers in neighboring countries an
impression of affluence in the Maldives
and hence, of lucrative jobs. Interviews
conducted revealed that many foreign
workers,
especially
Bangladeshi
nationals are promised high wages and
good jobs by employment agents in
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Bangladesh
and
sometimes
by
Maldivian employment agents and pay
large sums of money as commission to
such agents to secure jobs. In most
cases, foreign workers sell all their
belongings and sometimes belongings
of their spouses or family in order to
pay commission to employment agents.
Many such workers, on their arrival in
the Maldives, find out that the situation
is not what they were promised. The
pay is much lower and the job that was
specified is not available. Such migrant
workers are forced to accept the jobs
available at whatever pay that is offered
so that they could earn back the sum
paid as commission. Many are either
illiterate or unable to communicate in
English and thus, unable to express
their grievance to any authorities. Some
workers who sell their belongings and
travel to the Maldives expecting a good
job with a good salary are abandoned

on arrival. Their complaints are not
heard by any authority and there is no
authority to which they could submit
their complaints. Such activities of
employment agents in the Maldives and
agents in the source country amount to
human trafficking as defined in Article 3
of the Protocol to Prevent, Suppress
and Punish Trafficking in Persons,
Especially Women and Children,
Supplementing the United Nations
Convention
against
Transnational
Organised Crime. Such trafficking is one
of the primary causes for the increase in
the number of illegal immigrants. The
concerned authorities can only make a
guess of the number of foreign workers
in the Maldives. The exclusivity given to
employment agencies to process work
permits of foreign workers is one of the
main reasons for the increase in the
number of foreign workers both legal
and illegal.

Inadequate Housing: The Ministry of

during their visits to work sites and
accommodations of employees, found
that except for a very few government
owned corporations and one or two
private companies, housing provided to
migrant workers by employers is
inadequate and often not suitable for
human habitation. The assessment
team found such accommodation
facilities over crowded, lacking in
proper
ventilation
and
without
adequate sanitary facilities and in most
cases without fresh water or with
limited amounts of fresh water.

Tourism
has
made
regulations
concerning the construction of housing
for staff on tourist resorts and potential
developers of resorts when submitting
bid proposals make specific proposals
for staff housing on resorts. Other than
the regulations of the Ministry of
Tourism, there are no regulations
to
governing
housing
provided
employees. There are no mechanisms
for monitoring staff housing or
accommodation provided to employees
by employers. The assessment team,
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ping quarters provided to
migran
nt workers emp
ployed by the
governmen
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nt
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Non‐payment of wages:

Many
instances of non‐payment of wages to
migrant workers by their employers are
reported daily. There have been cases
of migrant workers gathering at the
relevant Ministry in protest and other
forms of protests over non‐payment of
wages. The team conducting this

assessment visited two construction
work sites where the migrant workers
were not paid their wages for several
months and at one site the workers
complained that they did not have the
energy to work as they have not had a
proper meal for several days.xvii

Illegal migrant workers: Local daily

exploitation by unscrupulous employers
as they would be reluctant to resist it
because of their illegal status and their
situations undergo little monitoring by
any authority, often leading to gross
violations of the rights of these human
beings. Migrant workers who arrive
legally also contribute to the problem of
illegal migrant workers by earning
commission from their friends and
relatives at home to assist them in
coming to the Maldives to seek work
with promises of good jobs that pay
well. Male’ with its limitations of
available housing and other facilities
and the high costs of living place the
illegal migrant worker in a very serious
situation of deprivation, where the
migrant worker has to seek assistance
from a compatriot for temporary
shelter and food. This leads to an
increase in the debt already incurred to
pay commissions to agents. Illegal
migrant workers burden the already
stretched out economic resources and
social services of the Maldives.

newspapers carry several notices of
government authorities asking for
information
relating
to
the
whereabouts of migrant workers, which
is indicative of the magnitude of the
issue of illegal migrant workers. The
number of migrant workers soliciting
work at parking areas and harbor areas
of Male’ and several other islands or
sitting idle at parks are evident of the
defects in the laws and regulations
relating to foreign workers and of the
weaknesses
or
indifference
to
enforcement by relevant authorities.
Interviews with relevant agencies and
individuals revealed that many of the
illegal foreign workers are workers who
have been sponsored by some
employer and processed by an
employment agency and then been
abandoned or foreign workers who
have come under tourist visas with the
assistance of a compatriot and who has
not been able to yet find work. Illegal
workers engage mostly in low paying
day jobs or find something to do for any
sum, however little that may be. Illegal
migrant workers are also vulnerable for
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Recommendation 6
6.1 Consider establishing a separate bureau for expatriate workers with the
responsibilities to issue quotas to employ expatriate workers and work
permits, to collect and maintain statistics with respect to expatriate workers
and to deal with complaints of and other matters relating to expatriate
workers.
6.2 Consider ratification of or accession to the International Convention on the
Protection of the Rights of All Migrant Workers and Members of Their
Families.
6.3 Consider requiring registration of expatriate workers employed in islands
other than Male’ at the island office or at the administrative office of the
island concerned.
6.4 Consider requiring entry visas be obtained from the Maldivian High
Commission/Consulate in the country concerned for nationals of countries
subject to trafficking in order to prevent human trafficking. Maldivian High
Commission/Consulate concerned could check the permission issued for the
employment of the applicant and/or other relevant documentation prior to
issuing the visa.
6.5 Include provisions in a housing code setting minimum standards for
accommodation of workers.
6.6 Conduct regular inspections of work sites and accommodation provided to
migrant workers to ensure that national standards are complied with
6.7 Consider amending the requirement to engage an employment agency for
processing work permits of expatriate employees. Such a measure would
allow principal employers in the country to process work permits of their
expatriate employees on their own and discourage trafficking by some
measure.
6.8 Ensure that tourist resorts maintain the agreed ratio of Maldivian and
expatriate employees.

Membership of International Labour Organisation (ILO)
The International Labour Organisation
(ILO) was founded in 1919 and became
a specialized agency of the United
Nations in 1946. It currently has 182
member states. The ILO serves the
needs of working women and men by
bringing
together
governments,
employers and workers to set labour
standards, develop policies and devise
programmes. Its tripartite structure

makes the ILO unique among world
organisations because employers' and
workers' organisations have an equal
voice with governments in all its
deliberations.
The ILO has, from the very beginning,
sought to define and guarantee labour
rights and improve conditions for
working people by building a system of
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international
labour
standards
expressed in the form of Conventions,
Recommendations and Codes of
Practice. The ILO has adopted more
than 180 ILO Conventions and 190
Recommendations covering all aspects
of the world of work. The ILO helps to
ensure that standards ratified by
individual member States are applied
and provides advice and assistance in
the drafting of national labour laws. The
ILO further encourages tripartism within
member States by promoting social
dialogue to help design and implement
national policies. Fair terms of
employment,
decent
working
conditions, and development for the
benefit of all cannot be achieved
without active involvement of workers,
employers and governments, including
a broad‐based effort by all of them. ILO
helps governments, employers' and
workers' organisations to establish
sound labour relations, adapt labour
laws to meet changing economic and
social needs and improve labour
administration.

The government of Maldives would
immensely benefit from becoming a
member of ILO. It could request for and
obtain assistance in establishing
national labour standards in line with
international labour standards, drafting
relevant
laws
and
regulations,
establishing and organizing trade unions
and setting a culture of dialogue
between employers and employees,
establishing mechanisms to resolve
labour disputes, strengthening labour
administration and technical assistance
in a number of other matters related to
labour relations, thereby providing for
better protection of employees’ and
employers’ rights.
The new government of the Maldives
sworn in on the 11th of November 2008
had indicated that Maldives would
become a member of ILO before the 4th
of December 2008. However, although
some effort was seen to be made
during the first week of December
2008, the Maldives has not yet become
a member of ILO and constitutional and
other required procedures remain to be
completed.

Recommendation 7
7.1 Complete the procedures for becoming a member of the International Labour
Organisation, without further delay.
7.2 Consider ratification of/accession to ILO Conventions.

P a g e |47
Rapid Assessment of the Employment Situation in the Maldives

IMPLEMENTATION OF INTERNATIONAL LABOUR
STANDARDS
“Ensuring the freedom of association and collective bargaining can go a long way
toward promoting labour market efficiency and better economic performance. And there
are obvious economic and social reasons for banning slavery and all forms of forced
labour.” xviii
Following is a list of subjects covered by
international
labour
standards.xix
International labour standards respond
to a growing number of needs and
challenges faced by workers and
employers in the global economy. The
international labour standards are to be
•
•
•
•
•
•
•
•
•
•
•
•

Freedom of associationxxi
Collective bargainingxxii
Forced labourxxiii
Child labourxxiv
Equality of opportunity
treatmentxxv
Tripartite consultationxxvi
Labour administrationxxvii
Labour inspectionxxviii
Employment policyxxix
Employment promotionxxx
Vocational
guidance
xxxi
training
Employment securityxxxii

and

and

found in the many conventions and
relevant
instruments
and
recommendations of the International
Labour Organisationxx. The end notes to
the listed subjects contain a selection of
the
relevant
conventions
and
recommendations.
•
•
•
•
•
•
•
•
•
•
•
•

Social policyxxxiii
Wagesxxxiv
Working timexxxv
Occupational safety and healthxxxvi
Social securityxxxvii
Maternity protectionxxxviii
Migrant workersxxxix
Seafarersxl
Fishersxli
Dockworkersxlii
Indigenous and tribal peoplesxliii
Other specific categories of
workersxliv
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Freedom of Association
The principle of freedom of association
is enshrined in the Constitution of ILO
and lies at the center of the ILO’s
values. It is also a right proclaimed in
the Universal Declaration of Human
Rights, the International Covenant on
Civil and Political Rights and the
International Covenant on Economic,
Social and Cultural Rights. The
fundamental ILO conventions relating
to freedom of association set forth the
right of workers and employers to
establish and join organisations of their
own choosing without previous
authorization.
Article 30 of the Constitution of the
Republic of Maldives grants everyone
the freedom to form associations and
societies, including the right to establish
and participate in any association or
society
for
economic,
social,
educational or cultural purposes and
the right to form trade unions, to
participate or not participate in their
activities. This is the first mention of
trade unions in any law of the Maldives
and is a fundamental departure from
the earlier position that trade unions
did not have a role in the Maldivian
society
since
there
was
no
unemployment in the Maldives and
complaints
regarding
working
conditions were not a common
occurrence in the Maldives.
The Employment Act of the Maldives
does not mention trade unions and
there is no law on trade unions in the
Maldives.
The
existing
organisations/associations active in the
area of workers’ rights were registered

with the Registrar of Associations at the
Ministry of Home Affairs under the Law
on Associations (Law No.1/2003).
Hence, such associations do not have a
status different from other non‐
governmental organisations and do not
have the legal capacity to function as
trade unions and to enter into
negotiations or take action on behalf of
workers
they
represent.
Some
employers and the existing employer’s
associations, Maldives Association of
Tourism Industry (MATI) in particular,
question the competency of such
employee’s associations to represent
their employees.
The Teachers’ Association of the
Maldives (TAM), Tourism Employees‘
Association of Maldives (T.E.A.M) and
Fishermen’s Association are among the
most active associations that have been
established to protect and promote the
interests of the employees of the
respective profession. T.E.A.M has
taken a lead role on a number of
occasions in organizing work stoppages
to protest working conditions and
working hours. Similarly, the Teachers’
Association has taken action to protest
low wages and has been making their
case to the concerned government
authorities.
The actions of such
associations are hindered by the
uncertainties with respect to their
status, mandate and in general, due to
the lack of a law prescribing their role,
functions and procedures for them to
engage with employers and employer’s
associations to negotiate terms of
employment.
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Recommendation 8
8.1 Formulate and enact a law on trade unions or workers’ associations (Law on
Trade Unions and Labour Relations, see Recommendation 4.3). Such law
should provide for the free organisation of employees’ associations and
prevent the dissolving or suspension of such associations by administrative
authority and should grant such organisations the right to establish and join
federations, with the right to affiliate with international organisations of
workers and employees.
8.2 Engage a consultant (perhaps with the assistance of ILO) to assist in the
establishment of trade
unions and to advise workers’ groups in the
establishment, functions, operation and management of trade unions.

Collective Bargaining
The Right to Organise and Collective
Bargaining Convention of 1949 provides
for measures to be taken, where
necessary, to encourage and promote
the full development and utilization of
machinery for voluntary negotiation
between employers or employers’
organisations
and
workers’
organisations, with the aim of
regulating terms and conditions of
employment by means of collective
agreements. Freedom of association
and sound collective bargaining
practices
together
ensure
that
employers and workers have an equal
voice in negotiations and that the
outcome will be fair and equitable.
Collective bargaining allows workers
and employers to negotiate a fair
employment relationship and prevents
costly labour disputes.

The concept of collective bargaining is
unknown in the Maldives. In the
absence of functioning workers’
associations and laws on trade unions
and labour relations, it is not surprising
that the concept of collective bargaining
is yet to be introduced to the Maldives.
The organisation and establishment of
employers’ and workers’ associations is
a prerequisite for sound collective
bargaining.
The recent discussions held between
Maldives Association of Tourism
Industry and Tourism Employees’
Association of Maldives, which currently
appear to represent the interests of
employers and employees of tourism
industry respectively, should be taken
as a positive development indicative of
the need for a formal mechanism for
such negotiations.

Recommendation 9
9.1 Organise workshops/seminars on collective bargaining and collective agreements
with simulation exercises for employers and employees.
9.2 Formulate and enact a labour relations act (Law on Trade Unions and Labour
Relations, see Recommendation 4.3) to provide for the regulation of relations
between employers and workers and their trade unions and the prevention and
settlement of any differences or disputes arising from their relationship and
generally to deal with labour disputes.
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Forced Labour
Forced Labour Convention of 1930
prohibits all forms of forced or
compulsory labour, which is defined as
“all work or service which is exacted
from any person under the menace of
any penalty and for which the said
person has not offered himself
voluntarily.” Exceptions are provided
for work required by compulsory
military
service,
normal
civic
obligations, as a consequence of a
conviction in a court of law, in cases of
emergency, and for minor communal
services performed by the members of
a community in the direct interest of
the community. The convention also
requires that the illegal extraction of
forced or compulsory labour be
punishable as a penal offence, and that
ratifying states ensure that the relevant
penalties imposed by law are adequate
and strictly enforced. Forced labour
today is universally condemned.
The Constitution of the Maldives in its
Article 25 (a) states that no one shall be
held in slavery or servitude, or be
required to perform forced labour.
Article 25 provides exceptions for
compulsory military service, service
required in cases of emergency or
calamity threatening the life or well‐
being of the community, and service
required pursuant to a court order. This
provision of the Constitution of the
Maldives is almost identical to the
prohibition contained in the Forced
Labour Convention of 1930.
Article 3(a) of the Employment Act of
2008 very categorically states that no
person shall be compelled or forced
into employment and defines forced

employment as any service or labour
obtained from a person under threat of
punishment , undue influence or
intimidation, and does not include
services or labour performed of his own
volition by any person. Labour carried
out by, or services obtained from a
person under the control and
supervision of the relevant State
Authority in pursuance of a court order
or labour or services obtained to the
extent deemed reasonable in instances
of emergencies which may pose risk to
the life or well being of the entire
population or a section of the
population are excluded from the
definition of forced employment.
However, illegal extraction of forced or
compulsory labour is not a punishable
penal offence under any law of the
Maldives. The employment Act
prohibits forced labour as a principle to
be followed by employers and provides
for filing a complaint with the
Employment Tribunal in the event of
non‐conformity to the principle. In case
of such complaint, the Employment Act
empowers the Employment Tribunal to
issue an injunction or an order to
reinstate the employee or to restore a
benefit to the employee or to pay
compensation.
Although the prohibition of forced
labour appeared in a statute for the first
time only in 2008, forced labour in the
form of coercive recruitment has not
been evident in the Maldives. However,
some girls and boys who migrate to
Male’ from outer islands for educational
purposes are compelled to work as
domestic workers. The house work
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done by such children cannot be said to
be voluntary in the cases where their
continued stay in such houses depends
on such children obediently doing
house work as required by the owners
of houses.

especially migrant female domestic
workers are at times trapped in
situations of forced labour, and are in
many cases restrained from leaving the
employers’ home through threats and
other means.

During this assessment, no evidence
was found of men, women and children
being tied to work through debt or of
trafficking in women and or children or
of their being sold into forced
prostitution or other work places as
may be found in some other South
Asian countries. However, some cases
of girls addicted to drugs being forced
into prostitution have been reportedxlv.

Although the situation of migrant
workers who work as labourers in the
Maldives is grim, and may not
technically be defined as bonded labour
or forced labour, questions may be
asked as to whether such labourers are
free to leave their employment at will.
Some
migrant
workers
from
neighboring countries pay large sums as
commissions to get employment and
may not be in a position to leave their
employment before they are able to
earn back at least the amount paid as
commission.

A review of the situation with respect to
migrant domestic workers is important
in this context. Some domestic workers,

Recommendation 10
10.1 Prescribe punishment in law for forced labour and for holding workers in
bondage.
10.2 Conduct regular inspections of work sites to ensure elimination of forced and/or
bonded labour.

Child Labour
The Minimum Age Convention of 1973
sets the general minimum age for
admission to employment or work at 15
years, 13 years for light work and 18
years (16 under certain strict
conditions) for hazardous work. It
further provides for the possibility of
initially setting the general minimum
age at 14 (12 for light work) where the
economy and educational facilities are
insufficiently developed. The Worst
Forms of Child Labour Convention of
1999 defines as a “child” a person
under 18 years of age and requires

states to eliminate the worst forms of
child labour, which, inter alia, include
work which is likely to harm the health,
safety or morals of children.
Chapter 3 of the Employment Act of the
Maldives deals with child labour.
Article 6 of the Employment Act
prohibits the employment of a minor
under the age of sixteen except for the
purpose of training in relation to such
minor’s education. The Article makes an
exception for children participating,
with their consent, in work undertaken
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by their families. Article 7 of the
Employment Act
prohibits the
employment of a child (below 18 years
of age) in any work or employment that
may have a detrimental effect on a
child’s health, education, safety or
morals due to the work or job
undertaken or the conditions of work.
Article 8 of the Act requires parental
consent be obtained for employing
minors. Article 9 of the Act prohibits the
employment of a minor during school
hours of such minor and after 11.00 pm
at night. Those who employ minors are
required to maintain a register of
minors employed containing their
names, addresses and dates of birth
(Article 10 of the Employment Act).
Article 11 of the act requires a medical
fitness test prior to employing minors
on vessels and further such tests for
continued employment on vessels. The

punishment that the Act prescribes for
violation of the provisions of the Act
relating to child labour (a fine of Rf
1000 to Rf 5000) does, however, seem
to lessen the gravity of such offences
and the harm that such violations could
cause to a child.
The team that conducted this
assessment was informed of instances
where household poverty and broken
family circumstances forced children to
seek employment in the informal
sectors
and
were
subject
to
exploitation. Note also must be made
here of the under aged children who
migrate to islands other than islands of
their birth for educational purposes and
are place in situations where they are
forced to work as informal domestic
workers
in
exchange
for
accommodation
and
food.

Recommendation 11
11.1 Labour Relations Authority and Department of Child and Family Protection
should conduct a joint survey to assess the situation of child labour in order to
determine measures to be taken to eliminate child labour.

Equality of Opportunity and Treatment
Freedom from discrimination is a
fundamental human right and is
essential for workers to choose their
employment freely, to develop their
potential to the full and to reap
economic rewards on the basis of merit.
The Equal Remuneration Convention of
1951 requires parties to the convention
to ensure the application of the
principle of equal remuneration for
men and women workers for work of
equal value. The Discrimination
(Employment
and
Occupation)

Convention
of
1958
defines
discrimination as any distinction,
exclusion or preference made on the
basis of race, colour, sex, religion,
political opinion, national extraction or
social origin, which has the effect of
nullifying or impairing equality of
opportunity
or
treatment
in
employment or occupation. It requires
ratifying states to declare and pursue a
national policy designed to promote, by
methods appropriate to national
conditions and practice, equality of
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opportunity and treatment in respect of
employment and occupation, with a
view to eliminating any discrimination
in these
fields.
This
includes
discrimination in relation to access to
vocational
training,
access
to
employment
and
to
particular
occupations, and terms and conditions
of employment.
Article 17 (a) of the Constitution of the
Maldives states that everyone is
entitled to the rights and freedoms
included in Chapter 2 of the
Constitution (Fundamental Rights and
Freedoms) without discrimination of
any kind, including race, national origin,
colour, sex, age, mental or physical
disability, political or other opinion,
property, birth or other status, or native
island. Further, Clause (b) of the same
Article states that special assistance or
protection to disadvantaged individuals
or groups, or to groups requiring special
social assistance, as provided in law
shall not be deemed to be
discrimination. Article 37 (b) of the
Constitution provides for equal
remuneration for work of equal value
and for equal opportunity for
promotion.

Article 4(a) of the Employment Act
prohibits
discrimination
amongst
persons carrying out equal work either
in the granting of employment,
determination
of
remuneration,
increase in remuneration, provision of
training, determination of conditions
and manner of employment, dismissal
from employment or resolution of other
employment related matters, based on
race, colour, social standing, religion,
political beliefs or affiliation with any
political party, sex, marital status,
family obligations, and in so far as it
does not contravene the provisions of
the Act, age or disability. Article 4(b)
provides that the implementation of
any principles, activities or programmes
for assisting those disadvantaged would
not be deemed discrimination. Article
4(c) of the Act states that consideration
of matters such as educational
qualifications required for employment,
aptitude, experience and such other
matters directly related to employment
would not amount to discrimination.
Violations of the prohibition of
discrimination would as per the
Employment Act (Article 5) entail an
order by the Employment Tribunal to
perform or cease to perform an act or

Staff quarters provided for Maldivian
workers by the government

Staff quarters provided for foreign workers
by the government
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to reinstate an employee or to restore a
benefit or advantage denied to a person
or an order awarding compensation.
The language used both in the
Constitution of the Maldives and the
Employment
Act
to
prohibit
discrimination is similar to that used in
international instruments prohibiting
discrimination. However, apart from the
mere prohibition contained in the
Constitution and the Employment Act,
no measures have been taken to
prevent discrimination at the work
place. The government has no policies
announced publicly to prevent or to
address issues of discrimination or to
provide
equal
opportunities
in
employment.
A number of issues relating to
discrimination at the work place and
preventing equal opportunity were
brought to the attention of the team
making the assessment.
1.
Women are prevented from
working in tourist resorts: Tourist
resorts in the Maldives are developed
on isolated uninhabited islands and in
most cases quite far from inhabited
islands. Hence, staff cannot commute
daily to resorts from inhabited islands
and are required to stay for extended
periods of time at staff quarters on the
resort. It is not socially acceptable for
young unmarried women to stay on
resort islands for extended periods of
time and married women and women
with children cannot stay for extended
periods on resort islands away from
families.

2.
Absence of child care facilities:
Since there are no child care facilities
in the Maldives and schools function
on shift basis, women with children
can work only if they have sources of
income other than their monthly
wages (monthly wages are low in the
categories in which most females are
employed, such as clerical and
secretarial jobs, pre‐school and
primary school teachers and cleaners)
to pay for child care workers at home.
Hence, many female employees are
forced to quit from their jobs with the
birth of the first child.
3.
No access for physically
disabled: There is no work place in the
Maldives with accesses for physically
disabled. Hence, very few people with
physical disabilities are able to seek
employment. There are very limited
facilities for education and training
available for disabled persons.
4.
Some vacancy announcements
are targeted only to foreigners. The
current labour regulations require
public announcements be made for
vacancies prior to applying for
permission to employ foreign workers.
The announcements are to specify
monthly wages of the announced job.
Most of the announcements in certain
job categories are made with wages
that are too low for Maldivians to
accept. However, although not
acceptable to Maldivians, such wages
are the normal wages being paid to
migrant workers in those job
categories.
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5.
Specific allowances: Specific
allowances are paid to Maldivians
which are not paid to workers of other
nationalities.
6.
Senior executives of other
nationalities favour their compatriots:
In some tourist resorts managed by
foreign companies with foreign
nationals as senior executives and in
other
establishments
managed
similarly by foreign companies,
Maldivian employees have complained
of being mistreated, discriminated
against in favour of employees –
compatriots of the senior executives.
Similar cases have been reported
concerning foreign supervisors at some
establishments managed by Maldivian
companies.
7.
Certain benefits are not paid to
Maldivians:
Migrant workers are
provided housing by employers while
Maldivian workers of the same
category are not provided with

housing nor are they given any
allowance or benefit in lieu thereof.
Foreign employees are provided a
return ticket to their country annually,
while such a benefit is not generally
available to Maldivians who may be
from another atoll or island.
8.
Discriminatory attitude towards
employees of certain nationalities:
There have been reports of ill
treatment of workers of certain
nationalities and categorizing certain
types of work for workers of certain
nationalities.
9.
Discouragement of certain
persons: Women wearing head scarves
for religious reasons are not employed
at some work places and employees of
certain establishments are not
permitted to get married and
pregnancies are either discouraged or
getting
pregnant
would
entail
termination of employment or change
of job.

Recommendation 12
12.1 Establish day care centers and other child care facilities in order to facilitate
women with children to participate equally in the labour force.
12.2 Require work places to provide easy access to physically disadvantaged.
12.3 Introduce training programmes for physically and mentally handicapped persons
in order to train them for employment.
12.4 Review the complaints regarding discriminatory practices and conduct
programmes to both employers and employees to create and increase
awareness with respect to discrimination at work places.
12.5 Conduct a survey of benefits awarded to employees, local and foreign and
require employers to revise all benefits and allowances to ensure that such
allowances and benefits do not contravene the principle of equal remuneration
for work of equal value.
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Tripartite Consultation
The principle of tripartism in the
formulation of standards and policies
dealing with labour matters is dialogue
and cooperation between governments,
employers, and workers. ILO is based on
the principle of tripartism and
international labour standards are
created and supervised through a
tripartite structure at ILO. Tripartism
with regard to ILO standards is also
important at the national level. Through
regular
tripartite
consultations,
governments can ensure that ILO
standards are formulated, applied and
supervised with the participation of
employers and workers. ILO standards
on tripartite consultation set forth the
framework for effective national
tripartite
consultations.
Such
consultations can ensure greater
cooperation among the social partners
and
stronger
awareness
and
participation in matters relating to
international labour standards, and can
lead to better governance and a greater
culture of social dialogue on wider
social and economic issues.
The
Tripartite
Consultation
(International
Labour
Standards)
Convention of 1976, the ratification and
implementation of which ILO has made
a priority, requires states to operate
procedures that ensure effective
consultations between representatives
of the government, of employers and of
workers on matters regarding items on
the agenda of the International Labour

Conference, submissions to competent
national authorities of newly adopted
ILO standards, reexamination of
unratified
conventions
and
recommendations, reports on ratified
conventions,
and
proposals
for
denunciations of ratified conventions.
Employers and workers shall be
represented on an equal footing on any
bodies through which consultations are
undertaken, and consultations shall
take place at least once every year.
At present, there is no institutional
framework for tripartite consultations
in the Maldives. However, discussions
between employers and employees
with the government acting in a
mediatory role have produced positive
results in resolving a few labour
disputes in the recent past.xlvi
The principle of tripartism in the
formulation of standards and policies
dealing with labour matters can be
applied in the Maldives only after
workers’ associations and employers’
associations are established under the
necessary legal framework. Hence, in
order to facilitate the required
institutional framework for tripartite
consultation, it is imperative that the
Maldives become a member of ILO. The
institutional framework for tripartite
consultation would also facilitate social
dialogue on social and economic issues.
The consultation mechanisms must be
provided for in law.
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Recommendation 13
13.1 Complete the procedures for becoming a member of ILO (Recommendation 7.1)
and seek the assistance of ILO to establish the institutional framework for
tripartite consultation.
13.2 Provide for tripartite consultation in the law to be formulated and enacted on
Trade Unions and Labour Relations (See Recommendation 4.3).

Labour Administration
International labour standards are
usually applied through national law
and policy. Hence, it is vital that a viable
and active labour administration system
be maintained that will be responsible
for all aspects of national labour policy
formulation and implementation. The
Labour Administration Convention of
1978 requires states to ensure the
organisation and effective operation in
their territory of a system of labour
administration, the functions and
responsibilities of which are properly
coordinated. The labour administration
system is to be responsible for the
formulation,
implementation
and
supervision
of
national
labour
standards, employment and human
resource
development,
studies,
research and statistics on labour and
provide support for labour relations.
Participation by workers and employers
and their respective organisations in
relation to national labour policy is also
to be ensured.
In the Maldives, the first mandate given
to a governmental authority relating to
labour administration in any sense was
the mandate to manage labourers in
the government service. The mandate
was given in the 1970s and early 1980s
to the department that undertook
major government projects or tasks

involving the largest number of
labourers: first to the authority that was
in charge of administering Male’ harbor
and port and then to the department
undertaking public works projects. In
the early 1990s, with the need to
regulate the inflow of foreign workers,
the mandate was given to the Ministry
of Trade, industries and labour. Today,
after being with the Ministry
responsible for national planning and
development and then with the
Ministry
responsible
for
higher
education and human resources, the
mandate is with the newly created
(November 2008) Ministry of Human
Resources, Youth and Sports. However,
the Ministry’s primary function in
relation to labour administration
appears confined to the issuance of
permissions to foreign workers and to
the issues arising in respect of foreign
workers. The Ministry does not have
the resources or policies in place to
effectively address the wider labour and
employment issues and challenges
facing the nation. The demands of the
other functions delegated to it in
respect of youth and sports, which also
require financial and other resources
have a limiting effect on its ability to
address
national
labour
and
employment
issues.
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The Employment Act of 2008 provides
for the establishment of a Labour
Relations Authority
to observe
compliance with the Employment Act
and the regulations enacted under the
Act, to implement the administrative
measures required to ensure adherence
to the Act and the regulations, to create
awareness for the implementation of
the Act, to provide technical
information and advice to employers
and employees and to advise the
Minister of issues arising due to matters
that are not provided for in the Act and
regulations and of unfair advantages
taken from such issues or matters. The
Labour Relations Authority is also given
the power to make regulations
governing employer and employee
relations.
Although
the
Employment
Act
stipulates that the Ministerxlvii shall
establish and the Minister in fact has
established
a
Labour
Relations
Authority, the Labour Relations
Authority has not begun to function as
required by the Act. The Labour
Relations Authority does not have the
staff or the facilities for it to carry out
the functions vested in it by the Act.
Consequently, it is not surprising that
very few Maldivians have even heard of
the Labour Relations Authority and
those who have heard of it aren’t very
clear about its mandate as evidenced by
focus group interviews conducted
during the assessment.

Besides
promoting
labour
administration systems in a variety of
forms, ILO standards at the same time
promote the collection of labour
statistics, which are invaluable in
identifying needs and formulating
labour policy, at both the national and
international level. The Labour Statistics
Convention of 1958 requires ratifying
States to regularly collect, compile and
publish basic labour statistics, which are
to be progressively expanded in
accordance with their resources, on the
economically
active
population,
employment, unemployment, and
where
possible
visible
underemployment.
The Ministry in charge of labour
administration in the Maldives does not
collect or publish national labour
statistics. It collects and compiles
statistics relating to the employment of
foreign workers. However, the Ministry
has recently stated that even the
statistics collected with respect to the
employment of foreigners and the
relevant data bases are neither
adequate nor accurate. The main
source of labour statistics available in
the country is the national population
census, the most recent being the
census conducted in 2006. Some
nationally conducted surveys relating to
poverty, household income and
expenditure also contain valuable
statistics relating to labour.

Recommendation 14
14.1 Strengthen the Labour Relations Authority by providing separate office premises,
financial and other resources adequate for it to properly carry out the mandate
given to it by law (See Recommendation 3.1).
14.2 Establish a Bureau of Labour Statistics within the Labour Relations Authority to
collect, maintain and analyze labour statistics.
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Labour Inspection
Proper application of labour legislation
depends on effective labour inspection.
Labour inspectors must examine how
national labour standards are applied in
the workplace and must advise
employers and workers on how to
improve the application of national law
in such matters as working time, wages,
occupational safety and health, and
child labour. Labour inspectors would
also be in a position to bring to the
notice of national authorities loopholes
and defects in national law. Labour
inspectors have an important role in
ensuring that labour law is applied
equally to all employers and workers.
The Labour Inspection Convention of
1947 requires ratifying states to
maintain a system of labour inspection
for workplaces in industry and
commerce.

time to time (Article 77). The Act
empowers employment officials to
enter and inspect work places without
prior notice for compliance with the
Act, to interview employees, to require
submission of records, books, registers
and other documents required to be
maintained in relation to employment,
to make copies of the same, obtain
information relating to working
conditions, working hours and wages
and to inspect records of work place
accidents and illnesses. Such officials
also have the authority to require
employers to take measures to comply
with the Act. Further the Act also
requires employers to facilitate the
work of labour inspectors. The Act also
imposes a duty on labour inspectors to
duly report to the Minister on their
findings.

The Employment Act, having provided
for the establishment of a Labour
Relations
Authority
to
ensure
compliance with the Act mandates
officials of the Labour Relations
Authority to inspect work places from

However, the provisions of the
Employment Act relating to labour
inspection, with all the powers and
authority vested in labour inspectors
remain as they were enacted without
any attempt at implementation.

Recommendation 15
15.1 Establish a Labour Inspectorate or a section or a unit for labour inspection within
the Labour Relations Authority and employ labour inspectors to carry out the
duties bestowed on labour inspectors by the Employment Act.
15.2 Provide adequate financial resources to the Labour Relations Authority to
establish a labour inspectorate and to employ and train labour inspectors in
order to enable them to properly carry out their duties.
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Employm
ment Policcy
Thee need for creating em
mployment
opportunities fo
or the increasing number
of new labour market
m
entrants and to
inccrease the participation of youth and
wo
omen in the labour markeet is acute.
Eveery Year ab
bout 8,000 to 10,000
stu
udents complete secondaary school,
out of which on
nly about 140
00 students
enroll for higherr secondary ed
ducation at
insstitutions in the Maldivees, a few
hundreds proceeed overseas for higher
education and a few hun
ndreds get
em
mployed, leaving about 6,00
00 to 8,000
idlee, out of the work force
f
and
vullnerable to drug
d
abuse, gangs and
oth
her social ills..xlviii No career guidance
or work programmes exisst in the
sch
hools or otherr educational institutions
i
and
d hence, no efforts are seen
s
to be
maade to guidee school leavvers or to
atttract Maldivian youth to wo
ork.

The Emplo
oyment Policyy Convention of
1964 requiires ratifying states
s
to declaare
and pursuee an active po
olicy designed to
promote ffull, producttive and freely
chosen employment. ILO promottes
internation
nal standards on employmeent
policy whiich, together with technical
cooperatio
on programme
es, are aimed at
achieving full, producttive and freely
mployment. It dedicatess a
chosen em
large part of its program
mme to creatiing
greater op
pportunities for
f women and
a
men to seccure decent employment
e
a
and
income. ILO standards on employmeent
f
f
for
policy prrovide a framework
designing and imple
ementing su
uch
policies, tthereby ensu
uring maximu
um
access to jjobs needed to
t enjoy deceent
work. Every country is to
o devise its ow
wn
ull employmen
nt.
policies to bring about fu

Stude
ent Enrolment in 2008
8 (Grades 8‐12)
8
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8

9
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1474
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11
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Grade
Source: Min
nistry of Educattion
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The government recently leased over 45
islands across the Maldives for
development as tourist resorts. There
was no planning for employment. The
labour
requirements
for
the
development and operation of the
resorts were not assessed and no effort
has been made to train any Maldivians
for the jobs that will be created by the
development of these resorts. Such
development without proper planning
for employment and training will
increase the number of migrant
workers and will lead to further social
problems. By some estimates the
number of foreign or migrant workers
in the Maldives already equals and
perhaps even exceeds the number of
Maldivians in employment. However,
although all these factors call for
immediate and urgent action on the
part of the government, little

movement is seen in resolving these
urgent issues facing the nation. No clear
policies or strategies, short term, long
term or otherwise have been issued to
address the issues of employment.
There is no sense in setting labour
standards
without
addressing
employment.
During the assessment, a majority of
the employers expressed concern
relating to the lack of work ethic among
Maldivian employees. The lack of work
ethic and the general indifference to
work and employment by Maldivian
youth are national issues which impact
economic development. The high
unemployment
among
youth
contributes to drug abuse and
increased violence on the streets, which
are national issues crying out for help.

Increasing numbers of labour market entrants are left unemployed and vulnerable to
social ills
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Recommendation 16
16.1 Develop a national employment agenda setting forth strategies, both short term
and long term, to boost employment and to replace the migrant labour force.
Such strategies should include economic strategies to promote small and
medium enterprises in the atolls to increase job opportunities in the islands and
strategies for need based vocational and skills training. Development projects
and large foreign investment projects should incorporate planning for
employment as a compulsory component.
16.2 Commence work experience programmes, life skills programmes and career
guidance in schools and other educational institutions to improve work ethic of
school leavers and young graduates.

Employment Promotion
The Employment Policy Convention of
1964 sets out the goal of full,
productive
and
freely
chosen
employment. Strategies for attaining
this goal are contained in other ILO
instruments. The Employment Service
Convention of 1948 requires ratifying
states to establish and operate an
employment service that is accessible
to everyone, free of charge both to
workers and employers. The Private
Employment Agencies Convention of
1997 provides for cooperation between
private and public employment
services, general principles to protect
jobseekers against unethical or
inappropriate practices, and protection
of workers under subcontracting
arrangements and workers recruited
from
abroad.
The
Vocational
Rehabilitation
and
Employment
(Disabled Persons) Convention of 1983
sets forth the principles of national
policy for the vocational rehabilitation
and employment of persons with
disabilities and provides for the setting
up and evaluation of vocational
guidance,
vocational
training,

placement and unemployment services
for persons with disabilities. In the area
of employment promotion, there are a
number of ILO Recommendations such
as the Older Workers Recommendation
of 1980 which recommends that older
workers should enjoy equal opportunity
and treatment without discrimination
on the grounds of age and Job Creation
in Small and Medium‐Sized Enterprises
Recommendation of 1988 which
suggests members to adopt measures
appropriate to national conditions to
promote small and medium‐sized
enterprises, in regard to their
importance in promoting employment
and sustainable economic growth.
The Ministry of Human Resources,
Youth and Sports has recently
announced that the government would
establish a job center in every province
for the purpose of employment
promotion and providing assistance to
job seekers in the islands. Although job
centers
have
been
formally
commissioned in a few islands, none of
the centers is functioning as planned.
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Recommen
ndation 17
17.1 Devellop practical programmes
p
for integratin
ng new labour market entrrants
into the labour force.
17.2 Develop programm
mes for rehabiilitation and integration
i
off disabled into
o the
labou
ur market.
17.3 Organ
nise and hold an employm
ment fair as a periodical reggular event which
w
will bring the em
mployers, emp
ployees, theirr respective organisations
o
and
goveernment autho
orities together to promote
e employmen
nt.

Vocational Guidance and Trraining
Education and trainingg make peop
ple
employablee and allow them to gaain
access to decent work and to escaape
poverty. In order to
t
attain full
f
employment and sustaained econom
mic
growth, co
ountries need to invest in
education and hum
man resourcces
developmeent. Countriies can heelp
ensure wo
orkers maintain and impro
ove
their employability by providing baasic
ong
education, core work skills, and life lo
learning op
pportunities, which
w
will ressult
in a more skilled and
a
productive
workforce. ILO standaards encouraage
countries to develop sound hum
man
resources p
practices and training policcies
which are beneficial to all. The Hum
man
Resource Development Convention of
1975 req
quires ratifyiing states to
develop p
policies and programmes of

voccational guid
dance and vocational
traaining,
clo
osely
linkeed
with
em
mployment, in
i
particularr through
public employm
ment servicess. For this
purpose, states are further required
r
to
devvelop compllementary syystems of
gen
neral, techn
nical and vocational
education, educcational and vocational
guiidance and vo
ocational train
ning, and to
exttend them gradually to young
including
persons
and
adults,
for the
appropriate programmes
p
dissabled. Becaause of thee current
importance of this topic, in 2004 the
Intternational
Labour
C
Conference
ado
opted an upd
dated Recommendation
Human
Resources
con
ncerning
Deevelopment: Education,
E
Traaining and
Lifeelong Learningg.
Kulhudh
hufushi
Campuss of the
Maldivees College
of Higheer
Educatiion (MCHE)
– provid
des
vocational training
required
d for
various sectors,
one of three
t
campusses located
off Malee’
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Chapter 7 o
of the Employyment Act of the
t
Maldives w
which is dedicated to Trainiing
and apprrenticeship contains
c
thrree
Articles. A
Article 69 provides for an
agreementt to be signe
ed between the
t
employer aand the emplo
oyee prior to the
t
commenceement of any formal trainiing
programmee and Article
e 70 of the Act
A
provides fo
or a similar agreement to be
signed
w
with
respe
ect
to
a
any
apprenticeship. Article 71 provides for
f
the submiission of com
mplaints to the
t
Employment Tribunal in the event of
violation off any such agrreement.
The main reason for lo
ow employmeent
among Maldivian youth and new labo
our

maarket entrantss is the lack of training
and
d the skills reequired for the jobs that
aree being creeated. The mismatch
bettween the needs of the employers
and
d the trainingg that is beingg provided
is cited by emp
ployers as a reason for
unemployment among Maldivians. The
rep
of
presentatives
e
employers’
asssociations in tourism and co
onstruction
ind
dustries emphasized the need for
skilled workers in those indu
ustries and
thee lack of training for Maldivians to
acq
quire the neecessary skillss for such
job
bs. Among thee areas with such
s
needs
inccluded carpentry, masonry,, plumbing,
eleectrical wiringg, building supervision
s
and
d operation of heavy equipment.
e

Faculty of H
Hospitality and Tourism Studiees of the MCHEE ‐ provides voccational trainin
ng required
for the touriism industry (Ph
hoto: Ameen)
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Recommendation 18
18.1 Formulate national strategies and a plan for technical education and
vocational training in consultation with employers and the existing
training institutions.
18.2 Review the existing training facilities to ascertain whether additional
facilities are required to provide vocational training or whether the
required training could be provided at the existing facilities.
18.3 Expand vocational training in the atolls. Match the training opportunities to
the number of school leavers in the atoll. Consider providing assistance to
students for accommodation and living to facilitate participation by
students from islands other than the island where the training is provided.
18.4 Consider concluding agreements for employment between employers and
training institutions prior to commencing training programmes to obtain
commitment to employ graduates of such institutions.
18.5 Involve trade unions in the provision of vocational training.

Faculty of Management and Computing of the MCHE‐ provides management and
computing training required for management and administration staff
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Employment Security
The termination of employment results
in loss of income to the worker which
impacts the well being of the worker
and his/her family. Today’s globalization
and the employment flexibility sort by
many countries destabilize traditional
employment patterns and many face
termination of employment at some
point during one’s professional lifetime.
Events or circumstances such as the
current global financial crisis force
employers to terminate large numbers
of employees to ensure survival of their
businesses in such circumstances.
Hence, the flexibility to reduce staff
during such economic crisis and to
dismiss unsatisfactory workers is a
necessary measure for employers to
sustain their businesses and to keep
them productive. ILO standards on
termination of employment seek to find
a balance between maintaining the
employer’s right to dismiss workers for
valid reasons and ensuring that such
dismissals are fair and are used as a last
resort, and that they do not have a
disproportionate negative impact on
the worker. The Termination of
Employment Convention of 1982 sets
forth the principle that the employment
of a worker should not be terminated
unless there is a valid reason for such
termination connected with the
worker’s capacity or conduct or based
on the operational requirements of the
undertaking, establishment or service.
Reasons for dismissal which shall not be
considered valid include those based on
union membership or participation in
union activities, filing of a complaint
against an employer, race, colour, sex,
marital status, family responsibilities,
pregnancy, religion, political opinion,

national extraction or social origin,
temporary absence due to illness, or
absence from work during maternity
leave.
Article 21 of the Employment Act states
that an employee shall not be dismissed
from employment without showing
appropriate cause as to failure to
maintain work ethics, inability to carry
out
employment
duties
and
responsibilities related to the proper
functioning of his work place, even after
measures have been taken to discipline
the employee or upgrade skill
deficiencies. The same Article lists a
number of reasons which shall not be
considered reasonable causes for
terminating an employee or to
determine that a worker is failing to
maintain work ethics, which include
employee’s race, colour, nationality,
social standing, religion, political
opinion, affiliation with any political
party, sex, marital status, familial
responsibilities, disability, pregnancy,
exercise of any right under the Act,
temporary failure to report to work for
a period of time due to illness or injury
and membership of a workers
association or participating in any lawful
activities of such association.
Article 22 of the Employment Act states
that employees may not be terminated
without due notice as specified in the
Act except in the circumstances
specified in the Act. Article 23 of the Act
states that an employee may be
terminated without notice if an
employee’s work ethic is deemed
unacceptable and further continuation
of employment is on reasonable
P a g e |67
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grounds seen by the employer as
unworkable.
An employee’s work
ethics is to be deemed unacceptable if
further continuation of employment is
likely to be detrimental to the employer
or to the work place or if the employee
has committed fraud.
In Article 28, employees are given the
right to complain to the Employment
Tribunal concerning their termination
and Article 27 stipulates that it would
be an obligation of the employer to
prove to the Tribunal that the
termination was for cause. The Tribunal
has the authority to order the

reinstatement of the employee if the
termination was not for cause.
Failure to implement and enforce the
Employment Act, non‐compliance by
employers with the requirement to sign
employment agreements and the lack
of mechanisms for settlement of
employment
disputes
make
employment very insecure in the
Maldives and render the provisions of
the Employment Act relating to
employment security meaningless.
Hence, unfair dismissals are fairly
common in the Maldives.

Recommendation 19
19.1 Review the Employment Act with a view to strengthening the guarantees
provided for in the Act as employment security (see Recommendation 1.1). The
Act provides for dismissal of employees if the employer deems it likely that the
continuation of an employee’s employment is detrimental to the employer or to
the work place, without any mention of how that would be determined by the
employer.
19.2 The Employment Tribunal must begin to function and the jurisdiction of island
courts to hear employment disputes must be reaffirmed. (Recommendations 4.1
and 4.2)

Social Policy
The ILO Constitution, in the Declaration
of Philadelphia, states that “all human
beings, irrespective of race, creed or sex,
have the right to pursue both their
material well‐being and their spiritual
development in conditions of freedom
and dignity, of economic security and
equal opportunity” and that the
fulfillment of this objective “must
constitute the central aim of national
and international policy”. Relevant ILO
standards provide a framework for
creating social policies which ensure
that economic development benefits all

those who participate in it. The Social
Policy (Basic Aims and Standards)
Convention of 1962 sets forth the
general principle that all policies shall
be primarily directed to the well‐being
and development of the population and
to the promotion of its desire for social
progress.
Furthermore,
the
improvement of standards of living shall
be regarded as the principal objective in
the planning of economic development.
It also provides additional requirements
concerning
migrant
workers,
agricultural producers, independent
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producers and wage earners, minimum
wage‐fixing and payment of wages,
non‐discrimination, and education and
vocational training.
The Constitution of the Maldives in its
Article 23 in stipulating economic and
social rights lays down the basis for
economic and social policies. The
Constitution provides that the state
shall, by reasonable measures within its
ability,
achieve
the
progressive
realization of providing adequate and
nutritious food and clean water,
clothing, housing, good standards of
health care, physical and mental, a
healthy and ecologically balanced
environment, equal access to means of
communication, the state media,
transportation facilities, and the natural
resources of the country, the
establishment of a sewage system of a
reasonably adequate standard on every
inhabited island and the establishment
of an electricity system of a reasonably
adequate standard on every inhabited
island that is commensurate to that
island.

Article 37 of the Constitution for the
first time grants the right to every
Maldivian citizen to engage in any
employment or occupation and entitles
everyone to just and safe conditions of
work, fair wages, equal remuneration
for work of equal value, and equal
opportunity for promotion. Further, the
same Article grants the right to rest and
leisure, including limits on hours of
work and periodic holidays with pay and
in order to provide this right to each
employed person, this Article requires
the maximum number of working hours
and the length of paid holidays to be
determined.
After the entry into force of the
Constitution of 2008 with these new
criteria for the economic and social
development of the country, it is
fundamental that all policies be made
to achieve the goals set in the
Constitution as the corner stone for all
policies to be made by any incoming
government.

Recommendation 20
20.1 Ensure that all economic and social policies are made in order to achieve the
goals set in the
Constitution and the progressive realization of the right to
work granted in the Constitution.

Wages
The Protection of Wages Convention of
1949 provides that wages be paid in
legal tender at regular intervals and in
cases where partial payment of wages is
in kind, the value of such allowances be
fair and reasonable. Further, workers
are to be free to dispose of their wages
as they choose and in cases of employer

insolvency, wages are to enjoy a priority
in the distribution of liquidated assets.
The Minimum Wage Fixing Convention
of 1970 requires states to establish a
minimum wage fixing machinery
capable of determining and periodically
reviewing and adjusting minimum wage
rates having the force of law.
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Article 37 of the Constitution provid
des
for fair waages and equaal remuneratiion
for work o
of equal value. Article 50 of
the Emplloyment Actt requires all
temporaary
employeess,
except
employeess, to be paid wages
w
on at leaast
a monthly basis and
a
temporaary
employeess to be paid on
n a daily basiss in
general. Article 56 of the Act provid
des
ory
for the esttablishment off a Pay Adviso
Board whicch is to review
w and ascertaain
the man
nner of em
mployment of
employeess in commerciial ventures and
a
other workk places and is to advise the
t
Minister o
on minimum wages payab
ble
for all such employment. Article 59
provides that the Miniister may, aftter
review by tthe Pay Advisory Board, isssue
an order to establissh, amend or
um wage or
terminate a minimu
remuneration in respect of certaain
employment. Such orders establishiing
minimum w
wages are to be reviewed by
the Pay Ad
dvisory Board once every tw
wo
years.

mployment Acct provides
Altthough the Em
forr the setting of
o minimum wages and
thee establishmeent of a Payy Advisory
Board, no minim
mum wages have been
oyment and
sett for any categgory of emplo
thee Pay Advisorry Board has not begun
to function.
Thee wage and
d salary strructure of
em
mployees of various
v
occup
pations are
under pressure due to the increase
i
in
mo
onthly wages of certain cattegories of
em
mployees. Thee demand for
f
higher
waages due to th
he increase in the wages
of some and the resultiing socio‐
eco
onomic imballances are accute. Wage
issues are keepiing the Civil Service
S
and
som
me professsions under severe
con
nstraint. The threat of protests and
wo
ork stoppagee is disrup
pting the
pro
ovision of esssential publiic services
and
d
destabiliizing
publicc
order.

Migra
ant workers pro
otesting months of unpaid wag
ges in Male’
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In the Maldives non‐payment of wages
to migrant workers remains a problem,
which requires immediate intervention
by the government authorities to
ensure that all employees are paid

wages regularly. The assessment team
interviewed several migrant workers
who complained of not having been
paid monthly wages for over eight
months.

Recommendation 21
21.1 Pay Advisory Board should start to function.
21.2 Consultations must be begun to set minimum wages for different categories of
employment and/or sectors of employment. It must be noted that such
consultations should be tripartite and hence, for this purpose too, it is urgent
that workers’ and employers’ associations be provided a legal basis to function.
It must also be noted that minimum wage schemes are an effective tool in the
efforts to alleviate poverty and in the Maldives it would also be a tool in
managing or dealing with the issue of migrant workers.

Working Time
The regulation of working time is one of
the oldest concerns of labour
legislation. Already in the early 19th
century it was recognized that working
excessive hours posed a danger to
workers’ health and to their families.
Today, ILO standards on working time
provide the framework for regulated
hours of work, daily and weekly rest
periods, and annual holidays. These
instruments ensure high productivity
while safeguarding workers’ physical
and mental health. The very first ILO
Convention, Hours of Work (Industry)
Convention adopted in 1919 and Hours
of Work (Commerce and Offices)
Convention of 1930 limited hours of
work and set the general standard at 48
regular hours of work per week, with a
maximum of 8 hours per day and
provided for adequate rest periods for
workers.
The
Forty‐Hour
Week
Convention of 1935 and the Reduction
of Hours of Work Recommendation of
1962 set out the principle of the 40‐
hour workweek. The Weekly Rest

(Industry) Convention of 1921 and the
Weekly Rest (Commerce and Offices)
Convention of 1957 set the general
standard that workers shall enjoy a rest
period of at least 24 consecutive hours
every seven days. Holidays with Pay
Convention of 1970 provides that every
person to whom the convention applies
shall enjoy at least three working weeks
of annual paid holiday for one year of
service.
Article 37(c) of the Constitution of the
Maldives grants everyone the right to
rest and leisure, including limits on
hours of work and periodic holidays
with pay. Clause (d) of the same Article
further states that everyone has the
right to spend time at rest and leisure
and that in order to provide this right to
each employed person, the maximum
number of working hours have to be
determined as well as the length of paid
holidays.
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Article 32 (a) of the Employment Act
states that no employee shall be
required to work more than forty eight
hours a week. It further states that this
principle does not include overtime
carried out in accordance with the Act.
Article 32 (b) states that no employee
shall be required to work more than six
consecutive days a week without being
provided with twenty four consecutive
hours of leave. The Article provides
flexibility to employees of tourist
resorts, tourist vessels and uninhabited
islands designated for industrial
projects to provide in their employment
agreements to accumulate the weekly
off days and to work an extra 2 hours a
day, which will be paid as overtime
hours. Article 33 of the Act gives the
Minister the discretion to determine
the maximum number of working hours
per day. The Act further provides for a
break of at least thirty minutes for
meals after every five consecutive hours
of work (Article 35) and a break of 15
minutes for prayers without disrupting
work or alternatively a break of 15
minutes after every four consecutive
hours of work (Article 36). Article 37 of
the Act provides for overtime work and
states that employees shall work over
time only as specified in the
employment agreement and shall be
paid one and a quarter times the
employee’s hourly wage and for work
on Fridays and public holidays at one
and a half times the employee’s hourly
wage.
Article 39 of the Act states that every
employee is entitled to thirty days of
paid leave upon completion of one year

of employment. The Act further
provides for 30 days paid sick leave per
year (Article 42) (the employer is not
required to grant sick leave for more
than two consecutive days without a
medical certificate, which has to be
submitted when the employee returns
to work), a paid leave of 10 days a year
to attend to important obligations such
as tending to a family member during
illness (Article 47) and five days of paid
leave on the occasion of the
circumcision of a child (Article 49).
Some employers expressed concern
with the provision of annual sick leave
of 30 days with pay and the option of
taking sick leave without a medical
certificate. The law requires a medical
certificate only in case of sick leave for
more than two consecutive days and
some employers are of the view that
any sick leave should require
submission of a medical certificate.
Employers complained that this creates
difficulties in managing working hours
of employees who work on shifts.
However, many of the employees
interviewed
complained
about
employees not being given adequate
time for rest between shifts and having
to work for more than six days without
a rest period of consecutive twenty four
hours.

Employers have found that application
of hours of work and weekly rest days
provided for in the Act pose practical
difficulties to crew members of marine
vessels.
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Recommendation 22
22.1 Hold consultations with employers and employees and their respective
associations for the purpose of reviewing hours of work, rest days per week and
sick leave without medical certificate, provided for in the Act and the concerns
of employers with a view to amending the Act to facilitate implementation of
the same.
22.2 Review the new practices of working time such as compressed workweeks,
staggered working time arrangements, annualized working hours, flexitime and
on call work to ascertain the suitability of such concepts to resolve work time
related issues in tourist resorts and other industries with specific concerns.

Occupational Safety and Health
The ILO Constitution sets forth the
principle that workers should be
protected from sickness, disease and
injury arising from their employment.
The ILO has adopted more than 40
standards specifically dealing with
occupational safety and health, as well
as over 40 Codes of Practice. Nearly half
of ILO instruments deal directly or
indirectly with occupational safety and
health issues. ILO standards on
occupational safety and health provide
essential tools for governments,
employers, and workers to establish
such practices and to provide for
maximum safety at work. The
Occupational Safety and Health
Convention of 1981 provides for the
adoption of a coherent national
occupational safety and health policy,
as well as action to be taken by
governments and within enterprises to
promote occupational safety and health
and to improve working conditions. This
policy shall be developed by taking into
consideration national conditions and
practice. The Occupational Health
Services Convention of 1985 provides
for the establishment of enterprise‐
level occupational health services which

are
entrusted
with
essentially
preventive functions and which are
responsible for advising the employer,
the workers and their representatives in
the enterprise on maintaining a safe
and healthy working environment.

Safety measures are rarely implemented on
construction sites
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Article 72 of the Employment Act
requires employers to implement
measures for the safety and protection
of employees at the work place without
charging any fees from employees,
which
measures
shall
include
implementation of a safe work place
and procedures, procurement of secure
tools and machinery for carrying out
work, and ensuring the continued
safety of the same, provision of safe
materials to work with, provide
protective equipment and safety
equipment in the event that the nature
of work is such that it is not possible to
eliminate or control health hazards
arising out of work, provide education
and training to employees on the use of
protective gear and safety equipment
and
disseminate
to
employees
information on all issues of related
concern, conduct regular health checks
for employees engaged in work
involving chemical or biological
materials that may cause a hazard to
physical health of employees involved
in any work that may cause physical ill
health, provide or arrange for
appropriate medical care for employees
injured while carrying out employment,
arrange the facilitation of first aid to
employees in the case of emergencies
and accidents. Article 73 of the Act
obligates employees to maintain safe
work practices at work, to avoid danger
to the safety and well being of the
employee and co‐workers which may
be caused by inattentiveness to safety
and security measures, assist the
employer
and
co‐workers
in
maintenance of measures to ensure
health and safety in the work place, use

safety equipment and protective gear
as instructed in accordance with the
training and education provided for use
of such equipment and gear. The
employee is further required to report
to the employer any damage or loss of
protective gear or safety equipment
and to inform the employer or
supervisor
immediately
of
the
occurrence of any incident which may
cause danger and which the employee
is unable to resolve, and of any
accidents or damages sustained or
occurred at work. The employee can
abstain from work if he has reason to
believe that the work may cause
damage to his health and the Minister is
to be notified of any accidents or death
within 48 hours.

Technicians with no safety equipment or
measures – a common sight in the Maldives
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Construcction workers working
w
with no safety equipmeent or measurees

However, aalthough the Employment
E
A
Act
requires em
mployers to im
mplement safeety
measures, there are
e no nation
nal
standards ffor such meassures and hence,
such meaasures would be at the
t
of
employers.
discretion
Som
me
that
have
h
adoptted
employers
internation
nal quality staandards for th
heir
enterprisess and un
ndertakings or
employers who have to comply with EU
requiremen
nts due to their
t
exports to
Europe havve adopted saafety and health
standards that comp
ply with su
uch
requiremen
nts. Howevver, employeers
without su
uch a require
ement have not
n

s
and
takken measuress to ensure safety
pro
otection of employees
e
at the work
plaace. The assesssment team found that
litttle attention was paid to safety and
health at the work
w
place at most sites
visited by the team.
Altthough no staatistics are avvailable on
wo
ork related accidents and deaths in
thee Maldives th
here are casees of work
related diseasess and fatal an
nd no‐fatal
ork related acccidents in thee Maldives
wo
and
d such illnessses and accidents cause
sufffering to families of such workers.
w

ndation 23
Recommen
23.1 Develop national sttandards for occupational
o
safety and he
ealth and develop codes
of prractice to pro
ovide guidance on safety and
a health at work in certaain sectors
such as constructtion, boat buiilding and rep
pair, agricultu
ure, operation
n of heavy
mach
hinery, marine works and harbor
h
works..
23.2 Condu
uct a survey of
o work relate
ed accidents and deaths in the
t Maldives to address
the ccauses of such
h accidents and illnesses and
a to take appropriate measures
m
to
prevent the same.
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Social Security
Social security systems protect people
from the insecurities related to making
a living through work. They provide for
basic
income
in
cases
of
unemployment, illness and injury, old
age and retirement, invalidity, family
responsibilities such as pregnancy and
childcare, and loss of the family
breadwinner. Such benefits are
important not only for individual
workers and their families but also for
their communities as a whole. In
addition to enhancing productivity by
providing health care, income security
and social services, by such measures,
social security systems contribute to the
dignity of the individual and also
promote gender equality through the
adoption of measures to ensure that
women who have children enjoy equal
opportunities in the labour market. ILO
standards on social security provide for
different types of social security
coverage under different economic
systems and stages of development.
Social security conventions offer a wide
range of options and flexibility clauses
which allow the goal of universal
coverage to be reached gradually.
The
Social
Security
(Minimum
Standards) Convention of 1952 lays
down the minimum standard for the
level of social security benefits and the
conditions under which they are
granted. It covers the nine principal
branches of social security, namely
medical care, sickness, unemployment,
old age, employment injury, family,
maternity, invalidity and survivors’
benefits. To ensure that it could be
applied in all national circumstances,
the convention offers states the

possibility of ratification by accepting at
least three of its nine branches and of
subsequently accepting obligations
under other branches, thereby allowing
them to progressively attain all the
objectives set out in the convention.
The level of minimum benefits can be
determined with reference to the level
of wages in the country concerned.
Temporary exceptions may also be
envisaged for countries whose economy
and medical facilities are insufficiently
developed, thereby enabling them to
restrict the scope of the convention and
the coverage of the benefits granted.
Article 38 of the Constitution states that
every one engaged in employment with
the State shall have the right of pension
as provided by law. There is no law on
pensions yet and pension is granted
only to employees of the state, which as
a rule include only the members of the
civil service. There is no pension
scheme for private sector employees.
Article 35 of the Constitution states that
children, young people, the elderly and
disadvantaged persons are entitled to
special protection and assistance from
the family, the community and the
State. The details of the special
protection stated in the constitution are
yet to come.
The only form of social security
available to employees in the Maldives
is the pension available to employees of
the state or government employees. No
medical care benefits, sickness benefits,
unemployment benefits, employment
injury benefits, family benefits,
maternity benefits, invalidity benefits or
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survivor’s benefits are available to
Maldivian employees. No pension
schemes exist or are available to
employees in the private sector.
Until the beginning of 2009, there was
no system or mechanism for making

payments to persons of over a
particular age. The government has
recently (February 2009) started to
implement a scheme for making a
monthly payment of Rf. 2000.00 to
every unemployed Maldivian over 65
years of age.

Recommendation 24
24.1 Formulate and enact a law on pensions for employees of both the public and
private sectors, providing for appropriate pension schemes for all employees.
24.2 Consider the adoption of benefits schemes as incentives to Maldivian employees.

Maternity protection
Pregnancy and maternity are an
especially vulnerable time for working
women and their families. Expectant
and nursing mothers require special
protection to prevent harm to their or
their infants’ health, and they need
adequate time to give birth, to recover,
and to nurse their children. At the same
time, they also require protection to
ensure that they will not lose their job
simply because of pregnancy or
maternity leave. Such protection not
only ensures a woman’s equal access to
employment, it also ensures the
continuation of often vital income
which is necessary for the well being of
her entire family. Safeguarding the
health of expectant and nursing
mothers and protecting them from job
discrimination is a precondition for
achieving
genuine
equality
of
opportunity and treatment for men and
women at work and enabling workers
to raise families in conditions of
security.
The Maternity Protection Convention of
2000 is the most up‐to‐date
international labour standard on

maternity protection, although the
earlier relevant instruments – the
Maternity Protection Convention, 1919
(No. 3), and the Maternity Protection
Convention (Revised), 1952 (No. 103) –
are still in force in certain countries.
Maternity Protection Convention of
2000 provides for 14 weeks of
maternity benefit to women to whom
the instrument applies. Women who
are absent from work on maternity
leave shall be entitled to a cash benefit
which ensures that they can maintain
themselves and their child in proper
conditions of health and with a suitable
standard of living and which shall be no
less than two thirds of her previous
earnings or a comparable amount. The
convention also requires ratifying states
to take measures to ensure that a
pregnant woman or nursing mother is
not obliged to perform work which has
been determined to be harmful to her
health or that of her child, and provides
for protection from discrimination
based on maternity. The standard also
prohibits employers to terminate the
employment of a woman during
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pregnancy or absence on maternity
leave, or during a period following her
return to work, except on grounds
unrelated to pregnancy, childbirth and
its consequences, or nursing. Women
returning to work must be returned to
the same position or an equivalent
position paid at the same rate. The
standard also provides a woman the
right to one or more daily breaks or a
daily reduction of hours of work to
breastfeed her child.
Article 43 of the Employment Act states
that female employees shall be granted
sixty days maternity leave based on a
medical certificate specifying the
estimated date of giving birth issued by
a licensed practitioner. Such leave does
not commence until thirty days prior to
the estimated date of giving birth.
Maternity leave is to be granted to
female employees in addition to other
leaves. Female employees on maternity
leave are also entitled to all the rights
and benefits granted under the
employment agreement such as the
right to a promotion. No employee on
maternity leave is subject to any
lessening of rights conferred by the
employment
agreement
or
in
calculating the duration of employment
for due promotion. Employees on
maternity leave are to be paid wages on
the same day salary payments are made
in the normal course of business even
while the employee is on maternity
leave. A further leave of twenty eight
days (in addition to the maternity leave)
is granted to an employee where a
licensed practitioner certifies of the
employee’s inability to return to work
either due to the ill health of the

mother or the baby. Such leave can be
granted prior to the estimated date of
delivery or after delivery. The employer
has the discretion not to pay the
employee for the duration of any such
leave. Employees have the right to
return to work to the same position
held with the same benefits upon expiry
of the maternity leave unless the
position no longer exists at the work
place due to economic, professional or
organisational purposes or unless the
employee is incapable of continuing to
work in the same job (Article 44). Article
45 provides that upon return to work
after completing of maternity leave, the
employee shall be entitled to two daily
breaks of thirty minutes each to attend
to the needs of the child. No deductions
from pay shall be made for such breaks
and an employee is entitled to such
breaks until the child is one year. Article
46 provides for an unpaid leave of up to
one year for the mother or father upon
expiry of maternity leave. Fathers are
entitled to three days of paid leave on
the occasion of the birth of a child
(Article 48).
Maternity leave is provided to female
employees requiring such leave as
provided for in the Act. However,
female employees are unable to return
to work after child birth due to the non‐
existence of child care facilities in the
country and because not many can
afford child care workers to attend to
children while mothers are at work.
Further, no information is available on
the effects of the provisions of the
Employment Act relating to maternity
leave on the employment of female
workers.
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ndation 25
Recommen
25.1 Estab
blish child care
e facilities to enable femaale workers to
o continue in their jobs
afterr child birth. (Recommendaation 12.1)
25.2 Conduct a survey to ascertain whether the provision of maternity le
eave in the
Employment Act has had any negative imp
(hiring) of
pact on the employment
e
femaale workers.

Migrantt workers
Poverty an
nd unemployyment in maany
developingg countries force
f
many to
seek work elsewhere, while
w
demand for
f
labour, esspecially unskkilled labour is
increasing. As a resu
ult, millions of
workers aand their fam
milies travel to
countries o
other than th
heir own to fiind
work.

Makeshift on‐site sleepiing area for a
n worker ‐ many migra
ant
construction
workers aree forced to sleeep on constructtion
sites
duee
to
lack
of
adequa
ate
accommoda
ation being provvided

Altthough migran
nt workers contribute to
thee economies of their host countries,
theey are acccorded litttle social
pro
otection and
d are vulnerable to
exp
ploitation an
nd human trafficking.
Altthough
lesss
vulneraable
to
exp
ploitation, th
he departure of skilled
miggrant workerrs has depriived some
devveloping coun
ntries of valuaable labour
needed for theeir own econo
omies. ILO
staandards on migration
m
pro
ovide tools
forr both migran
nt sending and
d receiving
staates to managge migration flows and
to ensure adequate protectio
on for this
vullnerable categgory of workers.
Thee
Migration
mployment
for
Em
Convention (Revvised) of 194
49 requires
rattifying states to
t facilitate intternational
miggration
for
employm
ment
by
esttablishing an
nd maintainin
ng a free
asssistance and information service
s
for
miggrant workerrs and taking measures
agaainst misleadiing propagand
da relating
to emigration and immigraation. The
Convention co
ontains provvisions on
appropriate medical
m
servvices for
miggrant workerrs and the transfer
t
of
earrnings and saavings. The Convention
C
req
quires States to apply to
t migrant
wo
orkers treatm
ment no less favourable
thaan that which
h applies to their own
nattionals in respect to a number
n
of
maatters, inclu
uding conditions of
em
mployment, freedom of association
a
and
d social security.
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The Migraant Workers (Supplementaary
Provisions)) Convention of
o 1975 provid
des
for measurres to combat clandestine and
a
illegal migrration while at the same tim
me
setting forrth the generral obligation to
respect the basic human rights of all
migrant w
workers. It also extends the
t
scope of equality between legaally
resident m
migrant worke
ers and nation
nal
workers beeyond the prrovisions of the
t

194
49 Conventio
on to ensure equality
e
of
opportunity and
d treatment in
n respect of
em
mployment and occupation, social
seccurity, trade union
u
and culttural rights,
and
d individual and
a collectivee freedoms
forr persons who
o as migrant workers
w
or
as members of their fam
milies are
law
wfully within
n a ratifyin
ng state’s
terrritory.

Large group
ps of migrant workers
w
gathereed at public spa
aces in Male’ on
n weekends

Article 62
2 of the Em
mployment Act
A
requires tthe Minister to, within six
months fro
om the date the Act com
mes
into force, to publish regulations to
govern thee employmentt of foreignerss in
the Maldiives, carryingg out of su
uch
employment,
emplo
oyment
a
and
dismissal of foreigne
ers and oth
her
related maatters. Article
e 63 of the Act
A
provides fo
or complaints by foreigners or
on their behalf to th
he Employmeent

Tribunal alleging breachess
em
mployment agrreement.

of

the

Thee situation with
w
respect to
t migrant
wo
orkers in thee Maldives has been
add
dressed to earlier in this report.

Re
ecommendattions:

(See
Recommendatio
ons 6.1 – 6.7 on
o Migrant
Wo
orkers)
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Seafarers
Seafarers are frequently exposed to
difficult working conditions. Since ships
that seafarers work on are both their
home and workplace for prolonged
periods of time living and working
conditions are of primary importance.
Seafarers are exposed to many unique
occupational risks such as exposure to
extreme weather conditions, the
possibility of wrecking and sinking and
the carriage of toxic materials and
chemicals. Having to work far from
home, seafarers are vulnerable to social
exploitation and abuse, non‐payment of
wages, non‐compliance with contracts,
and exposure to poor diet and living
conditions.
To protect the world’s seafarers and
their contribution to international
trade, the ILO has adopted over 60
conventions and recommendations.
ILO’s maritime standards deal with
almost all aspects of work in relation to
seafaring
including protection of
children and young persons, vocational
guidance and training, safety and
health, security of employment and
social security. They also cover specific
subjects related to the particular

employment situation of workers in the
maritime industry, such as articles of
agreement, wages, hours of work and
manning, recruitment and placement,
certification of qualification, and
identity documents.
The Merchant Shipping (Minimum
Standards) Convention of 1976 and its
Protocol of 1996 provide general
standards for the protection of
seafarers. These instruments require a
ratifying state to draw up laws or
regulations governing safety standards,
including standards of competency and
hours of work and manning,
appropriate social security measures,
and
shipboard
conditions
of
employment and shipboard living
arrangements for seagoing ships
registered in its territory. States must
also ensure that provisions of laws and
regulations are substantially equivalent
to conventions enumerated in the
appendix to the Convention (covering
freedom of association and collective
bargaining, minimum age, social
security, safety, health and welfare,
certificates of competency, and
repatriation of seafarers), in cases were
they
have
not
ratified
the
corresponding instruments.
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Seafarers a
are forced to livve and work on ships for prolon
nged periods off time (Photo: Ameen)
A

Although sseafaring is a vital domesstic
economic aactivity for th
he Maldives ass it
is comprissed of small islands, and
a
maritime ttransport of passengers and
a
cargo is a d
daily activity essential
e
for the
t
sustenancee of the natio
on employingg a
large
peercentage
of
employyed
Maldivianss, Maldives do
oes not have any
a
regime forr the protectiion of seafareers
or employyees of marin
ne vessels. The
T
Employment Act, having
h
initiaally
excluded eemployees off marine vesssels
from the scope of Chap
pter 4 of the Act
A

e
the
later amended the Act to extend
ope of Chapteer 4 to such employees.
e
sco
Ho
owever, emplo
oyers interview
wed during
thee assessmeent expresssed their
con
ncerns
in
implementting
the
pro
ovisions of the Employyment Act
relating to working hours, overtime,
leaave and otherr issues with respect to
em
mployees of vessels
v
and beelieve that
thee Act should be amended to accord
thee special protection that the
em
mployees of marine vessels need.

Recommen
ndation 26
26.1 Consid
der amendingg the Employm
ment Act to provide
p
for forrmulating regulations to
goveern the emplo
oyment relatio
ons of emplo
oyees of marin
ne vessels un
ntil a law is
form
mulated to govvern the employment of seafarers.
26.2 Consu
ult ship ownerrs and operators of passenger and cargo
o vessels and employees
e
of veessels to obta
ain their view
ws relating to the amendment of the Em
mployment
Act tto provide fo
or the formulation of regu
ulations goverrning the em
mployment
relattions of emplo
oyees of marin
ne vessels as stated in Reco
ommendation
n 26.1.
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Fishers
Fishing is one of the world’s earlieest
industries and todayy provides a
livelihood ffor millions off families arou
und
the globee. Millions of
o people are
a
engaged in capture fishing and
a
aquaculturre worldwide.. Like seafareers,
fishers arre exposed to significaant
hazards, including rough weather at
sea, crush
hing waves, powerful and
a
dangerous machinery, hooks
h
and shaark
bites. Fish
hing is also a very diverrse
industry, raanging from highly
h
organissed

com
mmercial deeep‐sea fishing operations
to the more co
ommon smalll‐scale and
arttisan fishing. The majorityy of fishers
stilll belong to the informal sector.
s
The
waage paymentt system is normally
bassed on a shaare in the value of the
cattch. To respon
nd to the speecific needs
of workers engaaged in fishin
ng, the ILO
hass developed standards specifically
aim
med at provid
ding protectio
on for the
meen and wom
men who wo
ork in this
secctor.

Fishers aree often exposed to significant hazards
h
such ass rough weather

The Mediccal Examinatiion (Fishermeen)
Convention
n of 1959 prrovides that no
person sh
hall be emp
ployed in any
a
capacity on
n a vessel if he
e or she is nott fit
enough to
o be employe
ed at sea. The
T
Fishermen''s Articles of Agreemeent
Convention
n of 1959 provides th
hat
articles of agreement (contracts)
(
sh
hall
be signed both by the
e owner of the
t

vesssel or his au
uthorized reprresentative
and
d by the fisheer. The agreeement shall
cleearly state the respective rights and
obligations of each
e
of the parties
p
and
s
the
shaall, among otther things, specify
voyyage or voyaages to be undertaken,
thee capacity in which
w
the fish
her is to be
em
mployed, the amount of his or her
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wages, an
nd the term
mination of the
t
agreementt.
The Maldives fishing industry by the
t
end of 200
07 employed 14241 fisherss,xlix
most of w
whom were engaged
e
in fish
f

harvesting. In the
t
Maldivess too, fish
harvesting is considered
c
an
n informal
secctor and thee wage pay system is
bassed on a sharee of the catch
h or a share
in the
t value of th
he catch.

Fishers workk in difficult con
nditions, enduriing extreme hott weather

However, d
due to the im
mportance of the
t
fishing ind
dustry and their contributiion
to the natiional economy, it is vital th
hat

fish
hers be accorded
a
a
appropriate
pro
otection in line
l
with thee relevant
international staandard.

ndation 27
Recommen
27.1 Consid
der amendingg the Employm
ment Act to provide
p
for the particular situation of
the eemployment relations
r
of fisshers.
27.2 Consu
ult owners off fishing vesse
els, captains of fishing vesssels and fish
hers across
the ccountry to ob
btain their views on regulating employm
ment relationss of fishers
and providing the
em special prrotection in view
v
of the special circum
mstances of
theirr employmentt.
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Dockworkers
The dock industry in many countries is
an important link in the transport
network that requires constant
upgrading in order to respond to the
demands of international trade. The
growing
transport
volume,
the
increasing
sophistication
of
infrastructure, the widespread use of
containers, and the intensity of capital
investment
required
for
the
development of dock activities have led
to profound reforms in the sector. Once
relying on mostly occasional and low‐
skilled labour, dock work today requires
more highly skilled workers who are
increasingly registered workers. ILO
standards deal with the need for
specific protection due to safety and
health hazards to which dockworkers
are exposed during their work, and the
impact of technological progress and
international
trade
on
their
employment and the organisation of
work in ports.
The Dock Work Convention of 1973
deals with new methods of work in
docks and their impact on employment
and the organisation of the profession
with the objectives of protecting
dockworkers in their professional life
through measures relating to the
conditions of their access to and

performance of work and foreseeing
and managing in the best possible
manner, through appropriate measures,
fluctuations in the work and the
workforce required for it. The
Occupational Safety and Health (Dock
Work) Convention of 1979 requires
ratifying states to take measures with a
view to providing and maintaining
workplaces, equipment and methods of
work that are safe and without risk of
injury to health; providing and
maintaining safe means of access to any
workplace;
providing
information,
training and supervision necessary to
ensure protection of workers against
risks of accident or injury to health at
work; providing workers with personal
protective equipment and clothing and
any life‐saving appliances reasonably
required; providing and maintaining
suitable and adequate first‐aid and
rescue facilities; and developing and
establishing proper procedures for
emergency situations which may arise.
Maldives with dependence on foreign
exports for its sustenance, must give
due consideration to the protection and
well being of those working at its ports.
At present there are no laws or
regulations
formulated
for
the
protection
of
such
workers.

Recommendation 28
28.1 Formulate standards and regulations to provide for the occupational safety and
health of employees of Ports/dockworkers.
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Unique safety and health hazards faced by dockworkers
require specific protection

Indigenous and Tribal Peoples
The most recent ILO standards on the
subject of indigenous and tribal peoples
set out principles and provide a
framework
for
governments,
organisations of indigenous and tribal
peoples,
and
non‐governmental
organisations
to
ensure
the

development of the peoples concerned,
with full respect for their needs and
desires.
The population of the Maldives is
ethnically homogenous.

Recommendation 29
29.1 Disseminate information on the relevant conventions
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Other Specific Categories of Workers
International labour standards in most
cases have universal value and apply to
all workers and all enterprises. Some
standards mentioned earlier cover
specific industries, such as seafaring.
Finally there are a number of standards
dealing with work‐related issues in very
specific sectors of economic activity
(plantations, hotels, restaurants) or
concerning specific groups of workers
(nursing personnel, home workers).
In this regard, three conventions are of
particular importance to the Maldives.
The Nursing Personnel Convention of
1977 requires states to adopt measures
appropriate to national conditions to
provide nursing personnel with
education and training and with
working conditions, including career
prospects and remuneration, which are
likely to attract persons to the
profession and retain them. Although
this Convention was drawn up taking
into account the fact that many nurses
are migrant workers who face particular
challenges, it is relevant to the Maldives
because of the high number of migrant
workers working as nurses and the
need to train Maldivian nurses.
The Working Conditions (Hotels and
Restaurants) Convention of 1991 is
equally important. This convention,
created for the purpose of improving
the working conditions of workers in
hotels and restaurants and bringing
them closer to those prevailing in other

sectors, provides for reasonable hours
of work, overtime provisions, rest
periods, and annual leave. The
employment situation in the tourism
industry of the Maldives warrants a
closer scrutiny of this convention in
order to determine viable measures to
address current challenges within the
industry. Interviews with employees of
tourist resorts during the assessment
revealed the need to formulate
standards specific to tourist resorts.
The Home Work Convention of 1996
aims to promote equality of treatment
between home workers and other wage
earners, particularly in relation to
freedom of association, protection
against discrimination, occupational
safety and health, remuneration, social
security, access to training, minimum
age for admission to work, and
maternity protection. In the Maldives, a
large number of foreigners or migrant
workers work as home workers and live
at the homes in which they work and
live, in cramped or overcrowded rooms.
They are often paid very low wages and
in most cases do not adhere to an 8
hour working day. In Male’, households
continue to informally employ young
females barely over, and sometimes
under, the age limit who come to Male’
from rural areas for various purposes,
such as education. They constitute a
particularly vulnerable category of
workers on account of their often
informal status and lack of legal
protection, their isolation and weak
bargaining position.
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Recommendation 30
30.1 Review the relevant Conventions and consider setting specific standards for
certain specific groups of workers, such as doctors, nurses, employees of tourist
resorts, restaurants and home workers.
30.2 Consider amending the Employment Act, if necessary, to provide for the setting
of specific standards for specific groups of workers as stated in
Recommendation 30.1.
30.3 Consult doctors, nurses and workers of other specific groups to obtain their views
on setting specific standards with respect to their employment.

Male’ Commercial Harbour, where hundreds of dockworkers operate regularly
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ANNEX I
List of Ministries, Departments and other government Institutions, Foreign Diplomatic
Missions, Government Controlled Companies, Private Companies, Work sites, Islands
and Non‐governmental Organisations visited and/or interviewed during the assessment.

Government
‐
‐
‐
‐
‐
‐
‐
‐
‐
‐
‐

Ministry of Human Resources, Youth and Labour
Ministry of Housing, Transport and Environment
Ministry of Economic Development
Ministry of Tourism, Arts and Culture
Ministry of Fisheries and Agriculture
Ministry of Home Affairs
Ministry of Education
Department of Immigration and Emigration
Department of National Planning
Civil Service Commission
Maldives College of Higher Education

Diplomatic Missions
‐
‐
‐

High Commission of Bangladesh
High Commission of India
High Commission of Sri Lanka

Government Controlled Companies
‐
‐
‐
‐
‐
‐

Bank of Maldives Plc
Maldives Transport and Contracting Company Plc
Maldives Airports Company Ltd
Maldives Ports Ltd
Maldives Industrial Fisheries Company Ltd
Island Aviation Services Ltd
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Private Companies
‐
‐
‐
‐
‐
‐
‐
‐

Universal Enterprises Pvt Ltd
Villa Group
Lily Shipping and Trading Pvt Ltd
Aima Construction Company Pvt Ltd
Batch Construction Pvt Ltd
Maldivian Air Taxi Pvt Ltd
Job Market Maldives Pvt Ltd
ADK Hospital

Work Sites
‐
‐
‐
‐
‐
‐
‐

Guarantee Fiber Glass Fabrication at K. Thilafushi
Gulf Craft Services Center at K. Thilafushi
Male’ Aerated Water Company Pvt Ltd at K. Thulusdhoo
Maafahi Agricultural complex
Maandhoo Fisheries Complex
Felivaru Tuna Processing Plant
Rannaalhi Tourist Resort

Islands
‐
‐
‐
‐
‐
‐

H. Dh. Kulhuduffushi,
Lh. Naifaru,
K. Thulusdhoo,
L. Fonadhoo,
L. Gan
S. Hithadhoo

Non‐governmental Organisations
‐
‐
‐
‐
‐

Maldives Association of Tourism Industry,
Maldives Association of Construction Industry,
Maldives National Chamber of Commerce and Industry
Tourism Employees’ Association of Maldives
Teachers Association of Maldives
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END NOTES
i

A full list of the Ministries, Government Departments, Government Companies, Private Companies, Worksites and Islands visited
by the Team that conducted the Rapid Assessment of the Employment Situation from November 2008 to January 2009 is provided
as Annex I of this Report.
ii

For further details and analysis of employment data of the Maldives see, Analytical Report 2006, Population and Housing
Census, 2006, Chapter 8 (Labour Force & Employment), pp. 129-177. Ministry of Planning and National Development.
iii

Ibid.,p.143.

iv
v

Ibid.,p.145.
Ibid.,p.146.

vi

Interview with the President of the Maldives Association of Construction Industry (MACI), Monday, 15th December 2008.

vii

See Statistics issued by the Ministry of Human Resources, Youth and Sports with respect to expatriate workers in the Maldives.

viii

Ibid.

ix

For details on international labour standards see, International Labour Standards. A Global Approach. International Labour
Office, 2001
x

See Monthly Data published by the Ministry of Human Resources, Youth and Sports on Expatriate Workers.

xi

Analytical Report 2006, op. cit., p.143.

xii

Competent authorities of the Government have publicly declared that the data on migrant workers is inaccurate and have
provided varying figures on the estimated number of illegal migrant workers in the country. This conclusion is derived from the
interviews conducted by the team undertaking this Assessment.
xiii

See the monthly and annual data on expatriate workers published by the Ministry of Human Resources, Youth and Sports.

xiv
xv

Press Conference by the Minister of Human Resources, Youth and Sports, November 2008.
See Dr. Hameed, Hassan, Youth Unemployment: the real Issues, May 2003.

xvi

This section and the conclusions arrived at are all based on information obtained from the visits by the assessment team to High
Commissions, to the Ministry of Human Resources, Youth and Sports, to the Department of Immigration and Emigration, to work
sites and interviews with migrant workers, their representatives and representatives of community organisations.

xvii

Visit to Lh. Naifaru, 9th January 2009.

xviii
xix
xx

World Bank, World Development Report 2005, p.141.

For details see, International Labour Standards. A Global Approach. International Labour Office, 2001
For full texts of Conventions and Recommendations, visit www.ilo.org/ilolex/english/convdisp1.htm

xxi

a) Freedom of Association and Protection of the Right to Organise Convention, 1948 (No. 87)
b) Right to Organise and Collective Bargaining Convention, 1949 (No. 98)
c) Workers’ Representatives Convention, 1971 (No. 135)
d) Rural Workers’ Organisations Convention, 1975 (No. 141)
e) Labour Relations (Public Service) Convention, 1978 (No.151)
xxii

a) Right to Organise and Collective Bargaining Convention, 1949 (No. 98)
b) Labour Relations (Public Service) Convention, 1978 (No. 151)
c) Collective Bargaining Convention, 1981 (No. 154)
xxiii

a) Forced Labour Convention, 1930 (No. 29)
b) Abolition of Forced Labour Convention, 1957 (No. 105)

xxiv

a) Minimum Age Convention, 1973 (No. 138)
b) Worst Forms of Child Labour Convention, 1999 (No. 182)
xxv

a) Equal Remuneration Convention, 1951 (No. 100)
b) Discrimination (Employment and Occupation) Convention, 1958 (No. 111)
c) Workers with Family Responsibilities Convention, 1981 (No. 156)
xxvi

Tripartite Consultation (International Labour Standards) Convention, 1976 (No. 144)

xxvii

a) Labour Administration Convention, 1978 (No. 150)
b) Labour Statistics Convention, 1985 (No. 160)
xxviii

a) Labour Inspection Convention, 1947 (No. 81)
b) Protocol of 1995 to the Labour Inspection Convention, 1947 (No. 81)
c) Labour Inspection (Agriculture) Convention, 1969 (No. 129)
xxix

Employment Policy Convention, 1964 (No. 122)
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xxx

a) Employment Service Convention, 1948 (No. 88)
b) Vocational Rehabilitation and Employment (Disabled Persons) Convention, 1983 (No. 159)
c) Private Employment Agencies Convention, 1997 (No. 181)
d) Older Workers Recommendation, 1980 (No. 162)
e) Job Creation in Small and Medium-Sized Enterprises Recommendation, 1998 (No. 189)
f) Promotion of Cooperatives Recommendation, 2002 (No. 193)
xxxi

a) Paid Educational Leave Convention, 1974 (No. 140)
b) Human Resources Development Convention, 1975 (No. 142)
xxxii

Termination of Employment Convention, 1982 (No. 158)

xxxiii

Social Policy (Basic Aims and Standards) Convention, 1962 (No. 117)

xxxiv

a) Labour Clauses (Public Contracts) Convention, 1949 (No. 94)
b) Protection of Wages Convention, 1949 (No. 95)
c) Minimum Wage Fixing Convention, 1970 (No. 131)
d) Protection of Workers' Claims (Employer's Insolvency) Convention, 1992 (No. 173)
e) Equal Remuneration Convention, 1951 (No. 100)

xxxv

a) Hours of Work (Industry) Convention, 1919 (No. 1)
b) Hours of Work (Commerce and Offices) Convention, 1930 (No. 30)
c) Forty-Hour Week Convention, 1935 (No. 47)
d) Reduction of Hours of Work Recommendation, 1962 (No. 116)
e) Weekly Rest (Industry) Convention, 1921 (No. 14)
f) Weekly Rest (Commerce and Offices) Convention, 1957 (No. 106)
g) Holidays with Pay Convention (Revised), 1970 (No. 132)
h) Night Work Convention, 1990 (No. 171)
i) Part-Time Work Convention, 1994 (No. 175)
xxxvi

a) Occupational Safety and Health Convention, 1981 (No. 155) and its Protocol of 2002
b) Occupational Health Services Convention, 1985 (No. 161)
c) Hygiene (Commerce and Offices) Convention, 1964 (No. 120)
d) Occupational Safety and Health (Dock Work) Convention, 1979 (No. 152)
e) Safety and Health in Construction Convention, 1988 (No. 167)
f) Safety and Health in Mines Convention, 1995 (No. 176)
g) Safety and Health in Agriculture Convention, 2001 (No. 184)
h) Radiation Protection Convention, 1960 (No. 115)
i) Occupational Cancer Convention, 1974 (No. 139)
j) Working Environment (Air Pollution, Noise and Vibration) Convention, 1977 (No. 148)
k) Asbestos Convention, 1986 (No. 162)
l) Chemicals Convention, 1990 (No. 170)

xxxvii

a) Social Security (Minimum Standards) Convention, 1952 (No. 102)
b) Equality of Treatment (Social Security) Convention, 1962 (No. 118)
c) Maintenance of Social Security Rights Convention, 1982 (No. 157)
xxxviii

Maternity Protection Convention, 2000 (No. 183)

xxxix

a) Migration for Employment Convention (Revised), 1949 (No. 97)
b) Migrant Workers (Supplementary Provisions) Convention, 1975 (No. 143)
xl

a)Merchant Shipping (Minimum Standards) Convention, 1976 (No. 147)
b) Seafarers’ Identity Documents Convention (Revised), 2003 (No. 185)
c) Seafarers’ Hours of Work and the Manning of Ships Convention, 1997 (No. 180)
d) Recruitment and Placement of Seafarers Convention, 1996 (No. 179)
e) Labour Inspection (Seafarers) Convention, 1996 (No. 178)
f) Repatriation of Seafarers Convention (Revised), 1987 (No. 166)
g) Social Security (Seafarers) Convention (Revised), 1987 (No. 165)
h) Health Protection and Medical Care (Seafarers) Convention, 1987 (No. 164)
i) Seafarers’ Welfare Convention, 1987 (No. 163)
j) Seafarers’ Annual Leave with Pay Convention, 1976 (No. 146)
k) Continuity of Employment (Seafarers) Convention, 1976 (No. 145)
xli

a) Medical Examination (Fishermen) Convention, 1959 (No. 113)
b) Fishermen's Articles of Agreement Convention, 1959 (No. 114)
c) Fishermen's Competency Certificates Convention, 1966 (No. 125)
d) Accommodation of Crews (Fishermen) Convention, 1966 (No. 126)
xlii

a) Dock Work Convention, 1973 (No. 137)
b) Occupational Safety and Health (Dock Work) Convention, 1979 (No. 152)
xliii

a) Indigenous and Tribal Peoples Convention, 1989 (No. 169)
b) Indigenous and Tribal Populations Convention, 1957 (No. 107)
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xliv

a) Plantations Convention, 1958 (No. 110) and its Protocol of 1982
b) Nursing Personnel Convention, 1977 (No. 149)
c) Working Conditions (Hotels and Restaurants) Convention, 1991 (No. 172)
d) Home Work Convention, 1996 (No. 177)

xlv

Draft Report of a Rapid Assessment Survey of Drug Abuse in the Maldives by Journey, an NGO registered in the Maldives,
2008
xlvi

In November 2008, a labour dispute at Reethi Rah Tourist Resort was resolved through discussions and negotiations held at a
meeting of Tourism Employees Association of Maldives representing the striking employees of the Resort, the Management of the
Resort and the Government. The Meeting of the three parties was held at the President’s Office.
xlvii

“Minister” is defined in the Employment Act as the Minister in charge of the Ministry responsible for employment matters or
to any party empowered to represent such person.
xlviii

Number of students enrolled in schools was provided by the Ministry of Education and other statistics are from information

obtained at the interview with the Maldives College of Higher Education.
xlix

Data provided by the Ministry of Fisheries and Agriculture.
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