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1. INTRODUCTION 

1.1. Project Background 
There is a lot of pressure being put in the forest such as conversion in agriculture land, extraction 

of mineral resources and deforestation, among others. All of these result to a lot of greenhouse 

gas emissions. So, there is really a need to look into all these pressures and see how to reduce or 

cut back on the emissions. Together, this is called reducing emissions from deforestation and 

forest degradation (REDD), and the role of conservation, sustainable management of forests and 

enhancement of forest carbon stocks in developing countries or REDD+.  

 

The FCPF is a global partnership of governments, development partners, private sector, 

businesses, civil society, local communities including indigenous people focused on REDD+.  

The objectives of the FCPF are to a) assist countries in their REDD+ efforts by providing them 

with financial and technical assistance in building their capacity to benefit from possible future 

systems of positive incentives for REDD+; b) pilot a performance-based payment system for 

REDD+ activities, with a view to ensuring equitable benefit sharing and promoting future large-

scale positive incentives for REDD+; c) test ways to sustain or enhance livelihoods of local 

communities and to conserve biodiversity; and d) disseminate lessons learned.  

 

To support these objectives, FCPF has set up two separate mechanisms: i) a REDD+ Readiness 

Fund – relating to technical assistance and capacity building for REDD+, and ii) a Carbon Fund 

– relating to pilot performance-based incentive programs for REDD+. The World Bank assumes 

the functions of trustee and secretariat, with the World Bank, the Inter-American Development 

Bank and the United Nations Development Program being delivery partners under the Readiness 

Fund. The World Bank houses the FCPF Facility Management Team (FMT) which is responsible 

for the operation of the Facility.   

 

The Participants Committee (PC) of the FCPF is the main decision-making body.  It is composed 

of an equal number of REDD+ countries and donors, and observers representing indigenous 

peoples, civil society organizations (CSOs), international organizations, and the private sector.  

The FCPF recognizes the importance for developing countries to design and develop series of 

sustainable development programs in a climate-friendly way.  

 

Under the FCPF Readiness Fund, the FCPF has created a framework and processes for REDD+ 

readiness, which help countries prepare for future systems of positive incentives for REDD+. 

Concrete activities implemented under the Readiness Fund include the development of 

Reference Levels,1 the development of a REDD+ strategy, the design of monitoring systems for 

reporting and verification, the establishment of REDD+ national management arrangements, and 

the identification of social and environmental impacts associated with REDD+.  During the 

implementation of these activities, concerted efforts have been made to ensure the active 

 
1 "Reference scenario" refers to a scenario that reasonably represents the volume of emissions from an emissions reduction 

Program, expressed in tons of carbon dioxide equivalent per year, relative to which emission reductions are measured, reported, 

and verified. 



 

2 

 

 

 

 

engagement and participation of relevant stakeholders, including CSOs, forest dependent local 

communities and indigenous people.   

 

The Capacity Building Program (CBP) of the Readiness Fund has two components, one for 

indigenous peoples and another for Southern CSOs and Local Communities (LC). The objective 

of the CBP is to provide forest-dependent indigenous peoples, Southern CSOs and LC with 

information, knowledge, and awareness on REDD+ to enhance their understanding on REDD+, 

and to enable them to engage more meaningfully in the implementation of REDD+ readiness 

activities.  The aim is to support activities that empower and enable these stakeholder groups, to 

enhance and influence REDD+ development outcomes, and also to strengthen mechanisms for 

inclusion, accountability, and participation.  

 

Phase 1 of the CBP (2008-2015) was implemented through the WB’s corporate procurement 

system where implementing organizations were selected and contracted as consultants to carry 

out specific capacity building activities. Internal discussions decided to implement new activities 

of the CBP through the WB’s “Procedures for Small Recipient-Executed Trust Fund Grants”.  

Following this, recipients were selected. Following this, IPOs and CSOs applied as regional 

intermediaries and the Bank selected six organizations (with 1 IPO and 1 CSO in each of the 3 

regions) as the recipients of the fund in accordance with the fiduciary standards of the Bank. 

 

Phase 2 of the CBP (2016-2019/20) financed REDD+ capacity building for IPs, CSOs, and local 

communities through the Small Recipient Executed Trust Funds (SRETFs) with four prominent 

IPs organizations and three prominent CSOs in the three regions channeling sub-grants for 

competitively selected sub-projects in eligible FCPF countries and developing regional 

knowledge products such as studies, workshops, and south-south exchanges. The SRETFs closed 

on December 31, 2020 after completing the projects successfully.  

 

The projects in Asia-Pacific, implemented by the Indigenous Peoples’ International Centre for 

Policy Research and Education (Tebtebba, P153585) and Asia Network for Sustainable 

Agriculture and Bioresources (ANSAB, P153588), respectively, have demonstrated satisfactory 

achievement of set targets. These include national capacity building sub-projects to IPs, civil 

society, and local communities in the targeted FCPF countries, and an abundance of regional 

knowledge activities developed and disseminated. The progress toward achieving the Project 

Development Objective (PDO) of strengthening the knowledge of beneficiaries of REDD+ 

Readiness at the national level and knowledge exchange at the regional level, and the overall 

implementation progress of both projects have been consistently rated satisfactory, and their 

disbursement rates are expected to reach 100% at completion. The projects have been 

implemented in compliance with safeguard policies and legal covenants, and they successfully 

managed grievance redress mechanisms. 

 

With the successful implementation of the Capacity Building Projects in EAP and SAR, ANSAB 

and Tebtebba have been selected as the Recipient for the Asia Pacific FCPF Capacity Building 

Project on REDD+, with ANSAB responsible for the Capacity Building for CSOs and Local 

Communities (P175928). The beneficiaries of the project (P175928) will be CSOs and LCs in 
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three FCPF eligible countries in Asia and the Pacific, namely Fiji, Nepal and Vietnam, which 

will be eligible to participate in national-level activities (under Component 1) and regional 

learning and exchange activities under Component 2.  

1.2. Project Components 
 

Project Development Objective. Strengthen the engagement of targeted forest-dependent 

beneficiaries in REDD+ processes and decision making at the country and regional levels and 

support national pandemic prevention efforts. 

 

Project Description. The Asia-Pacific FCPF Capacity Building Project on REDD+ will support 

activities organized under three components as follows:  

 

Component 1: National Capacity Building and Awareness Raising. Component 1 will support 

REDD+ capacity building and awareness raising sub-projects for forest-dependent IPs, ethnic 

minorities, civil society, and their representative organizations and networks in 3 FCPF 

countries: Fiji, Nepal, and Vietnam. Sub-projects will implement as pilots key elements of 

REDD+, such as safeguards, grievance redress mechanisms, benefit sharing arrangements, 

monitoring, and carbon accounting. In Nepal, Free and Prior Informed Consent (FPIC) 

guidelines will be developed as part of the sub-project. Reflecting feedback from the regional 

dialogue and emerging COVID-19 response needs, all sub-projects will: 

  

• Be discussed and agreed with the beneficiary communities to ensure that they address 

communities’ specific needs, and mechanisms will be put in place to ensure the engagement 

of women and youth in the planning and execution of the sub-projects.  

• Be planned and carried out in collaboration with REDD+-related government agencies to 

ensure alignment with governments’ REDD+ and COVID response programs. All sub-

projects will follow closely national and local guidelines for community outreach. 

• Provide spaces for women’s participation by partnering with women-led and women-focused 

IPOs/CSOs, facilitating women-only fora in appropriate settings which recognize women’s 

diversity and needs, incorporating information of particular relevance to women, such as 

women rights, laws and policies related to REDD+, and adjusting knowledge materials to 

existing literacy levels and spoken languages. 

• Offer communities training for non-timber/alternative livelihoods. 

• Disseminate knowledge on COVID-19 in appropriate languages. 

 

Sub-projects will be financed through a sub-grant mechanism: Tebtebba and ANSAB will issue 

calls for proposals to IPOs and CSOs in the three countries using agreed procedures and 

templates, and screen applicants and their proposals based on a set of criteria, including 

applicants’ legal status, experience and capacities, and proposals’  alignment with countries’ 

REDD+ and COVID-19 response priorities, their participatory approach, and expected impacts. 

The screened proposals will be reviewed by a forum of independent experts who will ensure 

activities’ technical soundness. Following the signing of sub-grant agreements between 
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Tebtebba/ANSAB and the selected entities, the two organizations will monitor sub-projects’ 

implementation and provide technical and operational support as needed to the IPOs/CSOs. 

 

In response to lessons learned from the previous phases, two sub-projects per country (one for 

IPs/ethnic minorities and one for CSOs) will be financed to allow larger budgets than those 

allocated in previous phases (around US$100,00 per sub-project). Sub-projects’ implementation 

periods will be longer and the approval process will be given a shorter timeframe while ensuring 

eligibility and technical soundness of proposals. The sub-projects are expected to support an 

increased participation of IPs and CSO representatives in formulation and implementation of the 

countries’ REDD+ strategies and actions, and in the implementation of the countries’ ERPs and 

benefit sharing programs. 

 

Sub-projects will be designed and implemented in close collaboration with governments’ ERP 

implementing units to ensure that funded activities support governments’ efforts for awareness 

raising and participation of IPs, CSOs, and local communities as part of the safeguards 

implementation of ERPs as well the implementation of community-based livelihood activities.   

  

Component 2: Regional Exchange and Sharing of Lessons Learned. Component 2 will finance a 

launch workshop at the beginning of the project and once sub-projects have been signed, and a 

lessons-learned workshop after the closing of sub projects. The launch workshop will introduce 

the selected IPOs and CSOs to the project management teams in Tebtebba and ANSAB, 

respectively; provide training on sub-project fiduciary management; expose IPOs and CSOs to 

COVID-19 information sources which could be further utilized during outreach to communities; 

and allow selected entities to network as a basis for exchange during sub-projects’ 

implementation. The lessons-learned workshop will help identify good practices and lessons 

learned from implementation and further strengthen the collaboration between the IPOs and the 

CSOs. Both gatherings will enhance the regional dialogue on REDD+, and include relevant 

discussion topics such as the connection between the REDD+ agenda and disease mitigation, 

mechanisms for delivering fast and effective response to communities at the onset of a pandemic, 

the economics of REDD+, and good practices for negotiations and advocacy. The workshops 

will be carried out by Tebtebba and ANSAB jointly and will be executed in tandem with ongoing 

regional fora to the extent possible to ensure cost savings and to leverage on the good 

collaboration fostered between the two organizations during the previous FCPF CBP phase. 

Remote discussions may be organized in case of continued social gathering restrictions. 

Synergies and linkages with other regional REDD+ actors, such as private sector Corporate 

Social Responsibility entities, foundations, bilateral donors, as well as governments, will be 

encouraged by inviting relevant representatives to participate in the regional workshops. 

 

Component 3: Management, M&E, and Reporting. This component will finance the overhead 

costs of secretariats within Tebtebba and ANSAB, which will manage the project, including their 

respective sub-projects, and the joint workshops. Each secretariat will carry out planning 

(preparation of annual work plans and budgets), procurement, financial management, 

environmental and social standard assurance, M&E, and reporting for its respective activities. 

This component will also finance annual audits of the project accounts by external auditors and 
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any costs related to the execution of grievance redress mechanisms. The managements of 

Tebtebba and ANSAB will meet on a semi-annual basis (physically or remotely, as allowed) to 

ensure coordination between the two organizations, evaluate progress, and resolve bottlenecks as 

needed. Each organization will be assisted by a regional advisory committee composed of 

prominent technical specialists from Fiji, Nepal, and Vietnam which will provide technical 

advice to Tebtebba and ANSAB on the quality of proposed sub-projects, support the 

organizations’ grievance redress mechanisms, and contribute technical support to participants in 

the regional workshops 

 

The Asia-Pacific FCPF Capacity Building Project on REDD+ will be financed through a US 

$920,000 Recipient-Executed Trust Fund/small IPF from the FCPF CBP, and implemented by 

Tebtebba and ANSAB, based in the Philippines and Nepal, respectively, through financing 

agreements with each organization. Tebtebba will channel resources to, and supervise, sub-

projects for IPs in the three participating countries, (Fiji, Nepal, Vietnam) while ANSAB will do 

the same for civil society and local communities in the three countries. Regional activities will be 

carried out jointly by both organizations. 

2. OVERVIEW OF LABOR USE ON THE PROJECT 
The Environmental and Social Standards: Standard 2 (ESS2) of the World Bank’s Environmental 

and Social Framework (ESF) categorizes the workers into: direct workers, contracted workers, 

primary supply workers and community workers. This Project will involve direct workers 

(project staff and consultants of ANSAB) and contracted workers (employees of sub-project 

implementing partners).  

2.1. Direct Workers 
A Project Secretariat, established and maintained within ANSAB for the duration of the Project, 

will involve project staff to carry out key project functions, namely project coordination, 

fiduciary, monitoring, supervision and evaluation, and reporting. The Secretariat will comprise 

of five part-time personnel – Project Advisor, Project Coordinator, Procurement Specialist, 

Finance Specialist, and Monitoring and Evaluation Specialist. External experts will be hired as 

consultants for carrying out specific project activities, particularly under Component 2. An 

external auditor will be deputed for the audit of the project. All project workers will be skilled in 

their respective functions and the expectation is that the majority of workers will be locally hired. 

2.2. Contracted Workers  
The contracted workers will be engaged by the sub-project implemention partners to carry out in-

country activities, under Component 1. These workers will be engaged by the sub-project 

implementation partners according to their needs, and will be guided under the specific labour 

law of the specific country of sub-project implementation partners, namely Fiji, Nepal and 

Vietnam. Timing and duration of the employment of contracted workers will be known at later 

stages, however they will only be engaged for the duration of the sub-projects, which will be 

likely to extend over a year. 
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3. ASSESSMENT OF KEY POTENTIAL LABOR RISKS 
With its nature of the focusing on local level capacity building activities, the Project has 

envisioned no major labor risks. The Project requires technical staff with skills that require 

experience and education, which will not be possible for children or those below the age of 18 to 

possess. The issues of migrant and seasonal workers or labour influx do not apply. As the 

incountry activities will be carried out at the community level and the cases of COVID-19 

transmission has not stopped, the chance of transmission of COVID-19 to the workers at field 

level could not be ignored. While the risks are low, there could be chances of sexual exploitation 

and abuse / sexual harassment (SEA/SH) or misconduct in the workplace and in contact with the 

communities.  

4. BRIEF OVERVIEW OF LABOR LEGISLATION 
The Project will implement incountry activities in three countries, namely Fiji, Nepal and 

Vietnam through three sub-project implementing partners, one in each country. Labor provisions 

to the Project workers will comply with the ILO Conventions, and the national legislation of the 

specific country where the Project workers will be working. The fundamental ILO Conventions 

complying with this Project are  Forced Labour Convention, 1930 (No. 29)  (and its 2014 

Protocol ), Minimum Age Convention, 1973 (No. 138), Worst Forms of Child Labour 

Convention, 1999 (No. 182), and Discrimination (Employment and Occupation) Convention, 

1958 (No. 111). National labour legilsations in guiding the labour management in each country 

for this Project are presented below.  

4.1. National Labor Legislation: Terms and Conditions 
 

4.1.1. Fiji  
The Employment Relations Act 2007 (with several amendments), provides a statutory 

framework which promotes the welfare and prosperity of all people in Fiji by creating minimum 

labor standards; helping to prevent and eliminate discrimination in employment; and providing a 

structure of rights and responsibilities of parties engaged in employment relations among others. 

 

• Part 2 Fundamental Principles and Rights at Work: no forced labour and discrimination; 

equal remuneration for work of equal value 

• Part 6 Protection of Wages: payment, authorized deductions, and other remunerations. 

Effective 30 September 2017, the national minimum wage is fixed at 2.68 Fijian dollars 

per hour (Employment Relations Regulations 2015). 

• Part 7 Holidays and Leaves: annual holidays, declared public holidays, sick leaves, 

family care leaves with additional days within the COVID-19 period, and bereavement 

leaves.  

• Part 8 Hours of Work: maximum of 48 (exclusive of overtime)  

• Part 9 Equal Employment Opportunities: discrimination and sexual harassment 

• Part 11 Parental leave: maternity and paternity leaves 

 

http://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:::NO:12100:P12100_ILO_CODE:C029:NO
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:::NO:12100:P12100_ILO_CODE:P029:NO
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:::NO:12100:P12100_ILO_CODE:P029:NO
http://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:::NO:12100:P12100_ILO_CODE:C111:NO
http://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:::NO:12100:P12100_ILO_CODE:C111:NO
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The Health and Safety at Work Act 1996 took effect 21 October 1996 with several amendments 

(No 18 of 1996; No 14 of 2003 and No 31 of 2016). The Act applies to all workplaces including 

territorial waters, land and air space. The exceptions of workplaces or operations connected to 

the Mining Act 1965, Quarries Act 1939, Explosives Act 1937, and Petroleum (Exploration and 

Exploitation) Act 1978 can be waived upon consultation of the concerned Ministers. 

 

4.1.2. Nepal 
 

The fundamental right of the labour management begins with the constitutional right stipulated 

in the Constitution of Nepal 2015, through various articles such as the right against exploitation 

(article 29); the right to a clean and healthy environment (article 30); rights to fair labour practice 

including appropriate remuneration, facilities and contributory social security (article 34), and 

policies relating to labour and employment (article 51). 

 

More specifically, the Labour Management Provisions are reflected in Labor Act (LA) - 2017, 

Labour Rule, 2018, Child Labour (Prohibition and Regulation) Act, 2000 and ESS2, paragraph 

11 (i.e. wages, deductions and benefits) to ensure right, interest, facilities and safety of all forms 

of labours. This aims to establish harmonic relationship among employer and workers as well as 

good culture of work. The glimpse of the legal obligation as term and conditions applicable to 

LMP are: 

 

• Provision of labour against engagement of force labour, child labour at work, discrimination 

and equal pay at work 

• Provision for employment for five categories of employment based on the time and nature of 

work 

• Provision of employment contract for all types of labours. This include (a) nature of 

employment, (b) primary work of the Employee and his/her position, (c) statement that the 

Employees' Service Rule will be integral part, (d) remuneration or wages, (e) overtime, 

compensation and benefits, (f) terms of the employments of the Employee (g) date, time and 

schedule of work, (e)payment mode and such other matters as prescribed, (f) rest per week, 

annual holiday and sick, maternity and family leave, as required by national law and labour 

management procedures 

• Provision of part time work and social security for the workers 

• Provisions for issuing work permit for foreign labour 

• Provision for labour supply and the responsibility of the suppliers towards labour. This states 

employer must obtain the workers from licensed labour supplier. If outsourced workers are 

not from the licensed labour supplier, they are deemed to be workers of the main employer. 

The employer should ensure the workers are provided minimum remuneration and facilities 

as per this act 

• Provision on OHS including role and responsibility of suppliers and manufacturer. 

• Provisions for special types of industries and facilities provided such as tea state, transport, 

and construction 

• Provisions for good culture of work, and discipline at work and performance for labour 

• Provision against harassment, and sexual abuses 
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• Provision for handling dispute and bargaining 

• Provision for labour audit for each workplace 

• Provision of non-discrimination based on caste/ethnicity, gender, religion, language, origin 

and ideology 

• Provisions for fair and unfair reasons for termination of employment. This includes written 

notice of termination of employment and details of severance payments in a timely manner 

 

The LA-2017, has clearly described all issues related to labour and workforce including wage 

and salary, termination, redressing, work environment, female worker, recruitment, unionization, 

child labour and so on. The salient features of LA-2017 provisions relevant to work in road 

construction sector are as follows: Contracts of employment: LA-2017 has stipulated the 

provision for the employment. This includes employment types, involvement of workers, 

employment relationship, provision period, work continuation for all short- term and long-term 

contracts. And, no one shall be involved without employment contract.  

 

Work hours: Working hours continue to be 8 hours a day and 48 hours a week as per article 28 

of the LA-2017. Overtime has been increased to 24 hours per week from 20 hours a week. The 

act provides arrangement for transportation while engaging female workers for the extended 

period after the sunset. 

 

Wages: The term "Wages" means all economic benefits including salary, any bonus, and 

remuneration for overtime work, holiday or leave, termination of employment or other additional 

remuneration payable under the terms of employment. Every employer is responsible for the 

payment of wages to labourers employed by them. In the case where the wages of a worker 

employed by a contractor are not paid by the contractor, the wages must be paid by the employer 

of the establishment. The maximum wage period is one month. The wages of every worker must 

be paid before the expiry of the 7th working day after the last day of the wage period in respect of 

which the wages are payable. 

 

Public sector labourers’ wages are set by the National Pay and Wages Commission and may not 

be disputed. In the private sector, wages are set by the industry, and collective bargaining rarely 

occurs due to high unemployment and labourers’ concerns over job security. The legal 

workweek is 48 hours, with one day off mandated. 

 

The Ministry of Labour, Employment and Social Security has recently prescribed the minimum 

remuneration/wage of the workers is NRs 13,450.00 under article 106 of the LA-2017, by 

publishing a notice in Nepal Gazette (Volume 68, August 16, 2018 (2075-04-31) Number 20) on 

Aug. 16, 2018 (2075-04-31) (“Gazette Notice“). In addition to the Minimum 

Wage/Remuneration, Provident Fund and Gratuity will be provided in accordance with the LA-

2017 and Contribution Based Social Security Act- 2017 and other applicable prevailing laws. 

Where the employment of a worker is terminated by retirement or by the employer, whether by 

way of retrenchment, discharge, removal, dismissal or otherwise, the wages payable to him must 

be paid before the expiry of the 30th working day from the day on which his employment is so 

terminated. Wages have to be paid in legal tender, through cheque and in some cases (given the 
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requirement of the labourers) through an electronic transfer in favour of the bank account of the 

worker or through any other digital medium. Wages must be paid on a working day. No 

deduction can be made from the wages of a worker except those authorized by the Labour. 

 

Regular leaves and benefits: According to LA-2017, every worker must enjoy paid sick leave, 

casual leave, and festive holiday, mourning leave. The labourers would get festival allowances as 

per the rules. The act has also made it compulsory maternity leave from 2 weeks before the 

delivery up to at least 6 weeks after the delivery. There have been also major changes in the 

terminal benefit provided to the workers such that the benefits are provided to each labourer 

irrespective of length of service or nature of employment. The act provides the provision of 

terminal benefits to the permanent and for certain benefits such as gratuity the worker should 

have completed certain year of services. There have been also changes in the benefits such as 

rate of gratuity and leave encashment etc. 

 

Maternity/Paternity leave: According to LA-2017, female worker will get paid maternity 

leave. An expectant mother would be entitled to 98 days maternity leave. Full paid up to 60 days 

after submission of the necessary documents. The act also has a provision of the 15 days fully 

paid paternity leave. 

 

Safe work environment- Health/ Safety/ Welfare: The LA-2017 entrusts to constitute a Safety 

and Health Committee where 20 or more workers are engaged (article 74). Also, the employer 

shall constitute the Collective Bargaining Committee (article 116) where 10 or more workers are 

engaged in the entity. This act also ensures worker safety, health and resolving any kind of 

disputes and unfairness. 

 

Social Security: The LA-2017 requires the retirement fund such as (a) gratuity, and (b) 

provident fund to be deposited in the Social Security Fund. This also includes medical and 

accidental insurance for all workers at workplace. Furthermore, Contributory based Social 

Security Act- 2017 has provisioned for different type of benefits including accidental and 

maternity. 

 

Notice periods: The LA-2017 made provision on the termination of employment voluntarily by 

submitting a resignation letter. The employer must approve the resignation within 15 days and 

provide a notice thereof to the worker. Even if the employer does not approve the resignation, the 

resignation becomes effective on the next day of the expiry of the 15days time. However, if the 

worker continues to work in the entity even on the effectiveness of resignation in such situation 

the resignation is deemed cancelled. 

 

Termination is considered a “discharge” in the case that a worker is fired for reasons of mental or 

physical incapacity, illness or other reasons not related to misconduct by the worker. An 

employer must pay compensation when a termination is unrelated to discharge or dismissal and 

must give justification when they do terminate on grounds of discharge or dismissal. The act 

(article 132) also prohibits the sexual harassment and violence in the workplace. If anyone found 
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to be involved in the sexual misconduct the service may be terminated on the basis of seriousness 

of offence. 

 

Penal provisions for misconduct: LA-2017 made provision for reprimanded/warning, condition 

for deduction of one day’s remuneration, conditions for withholding of annual salary increment 

for one year or withholding promotion for one year, condition for suspension up to 3 months and 

condition for dismissal from service. 

 

Fair and unfair reasons for termination of employment: LA-2017 made provision on 

protection of employment other than the provisions such as time bond employment, 

selfresignation, work efficiency and bad health condition. In such condition advance notice will 

be circulated to the concerns. If otherwise happens, the worker’ union facilitated discussion with 

the management or contractors to settle down the issues at workplace if not success the formal 

official legal provisions like appeal to labour office or labour court are applied. 

 

Dispute settlement and bargaining: The LA-2017 highlighted on the condition and procedure 

for handling of dispute and bargaining for work and workplace. Stepwise process needs to be 

followed according to the article 113 to 129. 

 

Child Labour:  As per the Children’s Act 1992, a child is defined as a person below the age of 

16 years. The Act ensures to protect the rights and interest of children and their physical, mental 

and intellectual development and prohibits a child below 14 years to engage in any kind of 

labour work. The Child Labour (Prohbition and Regulation) Act, 2000 regulates hours of work 

for children aged 14 to 16 years to be not more than thirty-six hours per week, and prohibits the 

employment of children younger than 16 years of age into hazardous work. Furthermore, it 

prohibits the engagement of children below 14 years in any kind of employment/labour work. 

The Act specifies that no child can be engaged in work against his/her will by way of persuasion, 

misrepresentation or by subjecting him/her to any influence of fear or threat or coercion or by 

any means.  Nepal has recently approved the National Master Plan-II on Child Labour (2018-

2028) which aims to amend and formulate national child labour policies and legislations based 

on evidence. 

 

4.1.3. Vietnam 
 

The workers in Vietnam are managed and protected under a relative comprehensive labor 

framework. The key Vietnamese labor legislations are presented below. 

The Laws: 

• The Labor Code No. 10/2012/QH13 passed by the National Assembly of Vietnam on 18 June 

2012; 

• The Social Security Law No. 58/2014/QH13 passed by the National Assembly of Vietnam on 

20 November 2014; 

• The Law on Occupational Safety and Health No. 84/2015/QH13 passed by the National 

Assembly of Vietnam on 25 June 2015; 

• The Law on Public Employees No. 58/2010/QH12 dated 15 November 2010; 
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• The Law on Civil Servants No. 22/2008/QH12, dated 13 November 2008; 

• The Law amending and supplementing a number of articles of the Law on Civil Servants and 

Public Employees No. 52/2019/QH14 dated 25 November 2019. 

Decrees: 

• Decree No.41/2013/ND-CP dated June 23, 2013 of the Government detailing Article 220 of 

the Labor Code on the list of employees that are not allowed to go on strike and settle 

requests of the labor collective in these units; 

• Decree No.44/2013/ND-CP dated May 10, 2013, detailing the implementation of a number 

of articles of the labor code regarding labor contracts; 

• Decree No. 45/2013 / ND-CP of May 10, 2013, detailing a number of articles of the Labor 

Code on working time, rest time and occupational safety and health; 

• Decree No.46/2013/ND-CP dated 10/05/2013 of the Government detailing a number of 

articles of the Labor Code on labor mortgage; 

• Decree No.49/2013/ND-CP dated May 14, 2013 of the Government detailing the 

implementation of a number of articles of the Labor Code on wages; 

• Decree No.27/2014/ND-CP dated May 25, 2014 of the Government detailing a number of 

articles of the Labor Code on labor as domestic workers; 

• Decree No.05/2015/ND-CP dated March 1, 2015 of the Government detailing and guiding 

the implementation of some contents of the Labor Code; 

• Decree No.61/2015/ND-CP dated September 1, 2015 of the Government on regulations on 

employment support policies and National employment fund; 

• Decree No.85/2015/ND-CP dated November 15, 2015 of the Government detailing a number 

of articles of the Labor Code on policies for female workers; 

• Decree No.11/2016/ND-CP dated April 1, 2016 of the Government detailing the 

implementation of a number of articles of the Labor Code on foreign workers working in 

Vietnam; 

• Decree No.39/2016/ND-CP dated May 15th, 2016, detailing the implementation of some 

articles of the Law on occupational safety and sanitation; 

• Decree No.44/2016/ND-CP dated May 15, 2016 of the Government detailing a number of 

articles of the Law on occupational safety and sanitation regarding technical inspection of 

occupational safety and training of occupational safety and hygiene and working 

environment observation; 

• Decree No.24/2018/ND-CP dated February 27, 2018 of the Government stipulating the 

settlement of complaints about denunciations in the labor force, vocational education and 

activities, Vietnamese guest workers, safety, environmental sanitation; 

• Decree No.148/2018/ND-CP dated October 24, 2018 of the Government amending and 

supplementing a number of articles No.05/2015/ND-CP dated January 12, 2015 of the 

Government detailing and guiding the implementation of some contents of the labor code; 

• Decree No.149/2018/ND-CP dated November 7, 2018 of the Government: detailing Clause 

3, Article 63 of the Labor Code on the implementation of democracy regulations at the 

workplace; 

• Decree No.157/2018/ND-CP dated November 16, 2018 of the Government: Regulations on 

regional minimum wage for employees working under labor contracts; 
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• Decree No.121/2018/ND-CP dated September 13, 2018 of the Government: Amending and 

supplementing a number of articles of the Government’s Decree No.49/2013/ND-CP dated 

May 14, 2013 detailing the implementation of a number of articles of the labor code on 

wages; 

• Decree No.29/2019/ND-CP dated May 5, 2019 of the Government: detailing the 

implementation of Clause 3, Article 54 of the Labor Code on licensing of labor sublease and 

deposit and the list of jobs to be subleased; 

• Decree No.38/2019/ND-CP dated May 9, 2019 of the Government: Providing basic salaries 

for cadres, civil servants, public employees and armed forces; 

Circular 

• Circular No.10/2013/TT-BLĐTBXH dated 10 June 2013: Promulgating the lists of jobs and 

workplaces in which the employment of minor persons is prohibited; 

• Circular No.11/2013/TT-BLĐTBXH dated August 1, 2013: promulgating the list of light 

tasks permitted for persons under 15 years old; 

• Circular No.25/2013/TT-BLDTBXH dated 05/12/2013: Guiding the regime of in-kind 

allowances for people working in hazardous and hazardous conditions; 

• Circular No.26/2013/TT-BLĐTBXH dated 15/12/2013: List of jobs that are not allowed to 

employ female workers; 

• Circular No.30/2013/TT-BLĐTBXH dated July 1, 2013: Guiding the implementation of 

Decree No. 44/2014 on labor contracts; 

• Circular No.23/2014/TT-BLĐTBXH dated 20/10/2013: Guiding the implementation of 

Decree No.03/2014 on employment; 

• Circular No.29/2015/TT-BLDTBXH dated 15/9/2015: Guidance on collective bargaining, 

agreement of collective labor and resettlement of labor disputes; 

• Circular No.47/2015/TT-BLDTBXH dated 16/11/2015: Providing some articles on contracts, 

labor rules and material responsibilities of Decree No.05/2015 dated 12/01/2015 of The 

Government detailing and guiding the implementation of a number of contents of the Labor 

Law; 

• Circular No.13/2016/TT-BLĐTBXH dated June 16, 2016: Promulgating a list of jobs with 

strict occupational safety and sanitation requirements; 

• Circular No. 40/2016/TT-BLDTBXH dated October 25, 2016, guidance on implementation 

of a number of articles of Decree No.11/2016/ND-CP dated February 3, 2016 detailing a 

number of articles of the Labor Code in respect of foreign workers in Vietnam; 

• Circular No.53/2016/TT-BLDTBXH dated 28/12/2016: Promulgating the list of machines, 

equipment, supplies and substances with strict requirements on occupational safety and 

sanitation; 

• Circular No. 23/2015/TT-BLĐTBXH dated June 23, 2015: guiding the implementation of a 

number of articles on wages of Decree No.05/2015/ND-CP dated January 12, 2015 of the 

Government detailing and guiding the implementation of some contents of the labor code. 

Others: 

• Directive No. 02/2008/CT-BXD on labor safety and sanitation in construction agencies; 

• Circular No. 22/2010/TT-BXD on regulation on labor safety in construction; 

• QCVN 18:2014/BXD: Technical regulation on safety in construction. 
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Labor Code. The main law regulating employment relationships in Vietnam is the 2012 Labor 

Code. As indicated above, a new Labor Code No. 45/2019/QH14 was adopted on 20 November 

2019, the National Assembly of Vietnam. The Labor Code grants certain protections to particular 

groups of employees (women, child, etc.) as presented in the followings: 

• Gender Equity. Chapter X of the Labor code identifies Specific Provisions on Women’s 

Labor. Article 154 states that “Employers shall ensure the implementation of gender equality 

and measures to promote gender equality in recruitment, employment, training, working 

hours and rest periods, wages and other policies”. This Article also states that: “Employers 

shall consult with female employees or their representatives when taking decisions which 

affect the rights and interests of women”. 

• Prevent Child Labor. Article 162 states that: “Employer shall only employ a minor employee 

(under 18 years old) in work suitable to the health of the minor employee in order to ensure 

his/her physical, mental and personality development, and shall have the responsibility to 

take care of the minor employee in regard to his/her work, wage, health and study in the 

course of his/her employment”. Article 163 lists the tasks prohibited for minor employees. 

Article 164 states that “An employer is only entitled to employ persons from 13 full years of 

age to fewer than 15 years of age to undertake light work in accordance with the list issued 

by the Ministry of Labor, Invalids and Social”. 

• Disabled Laborers. Section 4 of Chapter XI of the Labor code covers disabled laborers. 

Under Article 176, it is indicated that: “The State shall protect the rights to work and to 

selfemployment of workers with disabilities, adopt policies to encourage and provide 

incentives for employers to create work for and to employ workers with disabilities in 

accordance with the Law on People with Disabilities”. 

Social Security Law. Under this law, the contribution of health insurance is an obligation of 

both the employers and all the Vietnamese and foreign employees working in Vietnam under the 

Labor contracts with a term of a full 03 months or more. With health insurance contribution, the 

employees will be entitled to medical treatment expenses and the cost for rehabilitation (partly or 

wholly depending on certain situations), including cases of suffering Labor accidents and 

occupational diseases. 

4.2. National Labor Legislation: Occupational Health and Safety 
A brief review of the national legislations on Occupational Healgth and Safety (OHS) for each 

country of Project implementation is presented below.  

 

4.2.1. Fiji 
It outlines the duties of employers and workers in relation to health and safety at work, 

established the National Occupation Health and Safety Advisory Board with 2 deputy 

Chairpersons representing employers and workers’ organizations, and empowered the Minister 

to appoint Health and Safety Inspectors. The functions of the inspectors on occupational health 

and safety include but are not limited to encouraging employers and workers to consult with each 

other; advice and assist employers and workers in the performance of their obligations and 

advice them on available assistance; provide information, advice, education and training to 

employers and workers; facilitate the monitoring, collecting and analyzing of national data on 
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compensable injuries or diseases; enforce compliance with the Act or regulations;  and prosecute 

persons for offences.  

 

The Fijian Government through its Ministry of Health and Medical Services (MHMS) has been 

issuing advisories and press releases on the management of COVID-19 including measures to 

contain the spread of the virus. Measures included establishing fever clinics at strategic 

locations, closing borders, quarantining travelers and checking on their health status, setting up 

isolation facilities, contact tracing, banning mass gatherings, banning inter-island passenger 

travel and having curfews in place. In collaboration with various government agencies, the 

MHMS prepared Community Isolation Facilities (CIFs).  

 

4.2.2. Nepal  
 

Special provisions related to OHS and working condition have been stipulated in the section 12 

of LA- 2017 and section 7 of Labour Rule 2018, ESS 2 (labour and working condition) and the 

IFC General EHS Guidelines 2007. The provisions are made to protect the labour and concerned 

people at the workplace against hazards to safety and health arising in connection with the 

activities. This act entrusts the employer with the obligation to ensure the safety and health of all 

its employees, and also to mitigate risks of exposure to any hazards in the workplace. The legal 

obligations on OHS, applicable to LMP, are listed below: 

• Provision to demonstrate OHS policy at workplace. 

• Responsibility of employers towards worker such as information, facility, personal protective 

equipment and training on all kinds of OHS related training and responsibility of workers for 

work and use of safety gears. 

• Provision regarding the protection of non-labours such as visitors and others. 

• Provision OHS includes role and responsibility of manufacturer, importer and suppliers for 

assurance of OHS for their goods and services. 

• Provision for appointing responsible person (OHS Officer) at the workplace for OHS 

implementation. Under this there will be joint safety and health committee comprising of 

supervisor and workers at worksite. 

• Provision for immediate shutdown of work and machineries in case of severe OHS concern. 

• Special provision for OHS for eye protection, protection against harmful chemicals, 

operation of pressurized machine/vessel, machine guarding, handling/lifting of load, fire 

protection, provision against fatigue. 

• Information to respective Labour Office (LO) against accident, fatality and disease happened 

due to work. 

• Provision for treatment and prevention of communicable diseases. 

• Specifies requirements for workplace in terms of health and safety such as: proper 

cleanliness, passage of fresh air, proper light and temperature, solid waste management, noise 

control measures, healthy drinking water, bathroom or modern toilet, mandatory medical 

check-up for the entities undertaking health hazardous activities, provide appropriate time for 

the lunch to the workers, child care centre for children under three years. 

• Provision of onsite first aid and primary health care. 

• Provision of accident investigation, inventory of work-related diseases and compensation. 
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There are two components of OHS. One is the physical safety of project communities who are 

exposed to the project activities during construction and operation, including risks of accidents 

and risks of violence due to increase in crimes and cultural conflict between locals and migrant 

population. The other pertains to the exposure and/or increased risks of diseases by the 

community due to influx of people during construction and operation and due to the changes in 

the project area, including pollution and ecological change. The physical safety aspects are partly 

addressed by the OHS provisions of LA-2017. Other laws have specific provisions that address 

part of ESS4. 

 

Health and Safety Offences: 

The LA-2017 provides more stringent sanctions for the violation of the provision of such act. 

The sanctions include fine, imprisonment and both. The authority to impose sanction also 

depends on nature of violation. As per the act there are three institutions viz; the labour office, 

labour and occupation safety department and labour court. If any entity is found of 

discriminating among the labour, they will be fined up to NRs 100,000 and order to maintain 

equality may be given. Similarly engaging a worker without appointment letter or employment 

agreement fine up to NRs. 500,000 at a rate of NRs. 10,000 per worker; the order to conclude an 

employment agreement and provide an appointment letter shall also be given. Likewise, for 

engaging a bonded labour, imprisonment up to 2 years or fine up to NRs. 500,000 or both. The 

Labour Court can require the entity to provide such bonded labour with remuneration, allowance 

and other facilities, as well as to indemnify the bonded labour with an amount double such 

remuneration, allowance and other facilities. If the entity does not make health and safety 

arrangements knowingly and as a result the worker dies or suffers physical or mental injury: 

Imprisonment up to 2 years, except otherwise provided. Such person suffering the injury should 

be compensated. 

 

4.2.3. Vietnam  
 

The two key Vietnamese labor legislations regarding OHS are the Labor Code and the Law on 

Occupational Safety and Health. 

 

The Labor Code which governs all different sectors and industries in Vietnam enacts general 

regulations on the occupational health and safety at the workplaces and the regime on Labor 

accidents, occupational disease of employees. These general regulations are applicable to all 

Vietnam-based employers (including international companies based in Vietnam), Vietnamese 

and foreign employees who are working in Vietnam. Under the Labor Code, the employers are 

required to implement measures to ensure OHS at the workplace, and the employees must 

comply with them. 

 

The main measures are as follow: 

• All types of machinery, equipment and materials with strict requirements for Labor safety as 

detailed by the Vietnamese Government from time to time must be tested and verified prior 
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to being commissioned for use, and must be periodically tested and verified by an 

organization conducting technical Labor safety testing and verification. 

• The employers must provide the employees engaged in hazardous work activities with 

sufficient personal protective equipment and facilities which meet quality standards as 

provided by the relevant laws, and the employees must use such equipment and facilities 

during work in accordance with the regulations of the Ministry of Labor, War Invalids and 

Social Affairs of Vietnam (MOLISA). The employers must hold training classes on OSH for 

employees, apprentices and trainees when they are recruited and when work is assigned to 

them. 

• The employers must arrange periodic health checks for the employees once per year or once 

per each six months. 

• The employers are also required to: (i) ensure that the workplaces meet the requirements on 

spaces, airiness, dust, steam, toxic gas and other harmful factors as prescribed in relevant 

technical regulations; (ii) ensure safe and hygienic working conditions for machines, 

equipment and workshops as required by the promulgated or applied national technical 

regulations or standards on OSH at the workplaces; (iii) check and evaluate dangerous and 

harmful factors at the workplaces in order to put forward measures to avert and minimize 

dangers and harm and improve working conditions and healthcare for the employees; (iv) 

examine and maintain machines, equipment, workshops and warehouses on a periodic basis; 

(v) display signboards of instructions regarding OHS covering the operation of machines, 

equipment and the workplaces at easy-to-read and visible locations at the workplaces; and 

(vi) obtain opinion from the organization representing the Labor collective at the grassroots 

level (trade union or Labor union) when formulating and implementing plans on activities 

ensuring OHS. 

 

In addition, the Labor Code also provides obligations for the employers in the event that an 

employee is victim of a Labor accident or of an occupational disease, as well as the rights and 

benefit regimes to which the concerned employees are entitled in these cases. 

 

The Law on Occupational Health and Safety (No. 84/2015/QH13), seeks to assure occupational 

health and safety and introduces policies for victims of labor accidents and occupational 

diseases. It also provides state management and rights and obligations of organizations and 

individuals in occupational safety and hygiene. 

 

The provisions of this law are applicable to all Vietnamese employers and to all Vietnamese 

employees (including Vietnamese employees working aboard under contracts) and foreign 

employees who are working in Vietnam, and also to all different sectors and industries. 

 

More particularly, this law regulates the employers' obligation to contribute to insurance 

covering Labor accident and occupational disease insurance for the employees covered by the 

social insurance under the Social Security Law. Vietnamese employees who work under the 

Labor contracts with a total term of 03 months or more are entitled to social insurance. 
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Thus, when a Vietnamese employee working in Vietnam, who contributed to social insurance, is 

injured or becomes ill or even dies during the course of his or her employment, all related costs 

such as payment for being unable to work, retraining and even lump sum amounts for permanent 

impairments or death, are paid by the Social Insurance Fund of Vietnam. 

5. THE WORLD BANK ENVIRONMENTAL AND SOCIAL STANDARDS: STANDARD 2  
 

The World Bank’s stipulations related to labor are outlined in its Environmental and Social 

Standards: Standard 2 (ESS2) of the Environmental and Social Framework (ESF). In line with 

the ESS2, ANSAB will promote sound worker-management relationships and enhances the 

development benefits of the Project by treating the project workers fairly and providing safe and 

healthy working conditions. 

 

ESS2 applies to all project workers. The key objectives of the ESS2 are to: 

• Promote safety and health at work; 

• Promote the fair treatment, nondiscrimination and equal opportunity of project workers; 

• Protect project workers, including vulnerable workers such as women, persons with 

disabilities, children (of working age, in accordance with this ESS) and migrant workers, 

contracted workers, community workers and primary supply workers, as appropriate; 

• Prevent the use of all forms of forced labor and child labor; 

• Support the principles of freedom of association and collective bargaining of project workers 

in a manner consistent with national law; and 

• Provide Project workers with accessible means to raise workplace concerns. 

 

In line with the ESS2 and also complying with the national legislation of the countries of Project 

implementation, ANSAB has developed the labor management procedures applicable to the 

Project, namely in confirming the working conditions and management of worker relationship, 

protecting the workforce, grievance mechanism and occupational health and safety. Accordingly, 

these procedures will set out the way in which project workers, mainly the direct and contracted 

workers will be managed. 

6. RESPONSIBLE STAFF 
Engagement and management of project workers and contractors: The Project Coordinator 

will be responsible for all project activities including engagement and management of all project 

workers, implementation of the Labor Management Procedures (LMP) at the project and sub-

projects level, implementation of the grievance redress mechanism for project workers, and 

engagement and management of the sub-project implementing organizations. The Monitoring 

and Evaluation Specialist will support for monitoring environmental and social standard 

compliance, accidents and incidents with assistance from the project team and coordination with 

the sub-project teams. 

 

Occupational Health and Safety (OHS): OHS will be the responsibility of the Monitoring and 

Evaluation Specialist. Sub-project teams will assign a member of staff as OHS representive with 

relevant experience for the responsibility of matters related to health and safety. ANSAB’s Code 
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of Conduct, considered acceptable to the World Bank, will apply to workers as required and 

implemented (Annex 2). The code of conduct includes measures to mitigate the risk of sexual 

harassment or misconduct in the workplace and in contact with communities. At the project level 

the Monitoring and Evaluation Specialist will ensure that any compliance incidents on health and 

safety are recorded, and reported to the Project Coordinator. The OHS representative of each 

sub-project will ensure that implementation of OHS and reporting of any accidents or incidents 

at the sub-project level are reported to ANSAB in a timely manner.  

 

Training of Workers: Training on the Code of Conduct, Grievance Mechanism and OHS will 

be conducted by the Project Coordinator with assistance from Monitoring and Evaluation 

Specialist. Orientation will be provided to inform the Project workers on the purpose of 

grievance mechanism and how to use it. OHS representative of sub-projects will be oriented on 

the OHS and Code of Conduct by the Project Coordinator with assistance from the Monitoring 

and Evaluation Specialist. The OHS representatives will provide necessary orientation to the 

sub-project level workers. 

 

Addressing Worker Grievances: The Project Coordinator will ensure establishment, 

maintanenace and operation of the grievance mechanism with support from Monitoring and 

Evaluation Specialist, and the grievance focal point, who will be assigned after the Project 

becomes effective. With support from the Project team, the Project Coordinator will ensure 

measures in place to make the grievance mechanism easily accessible to all Project workers, and 

also to protect the workers against any reprisal for its use. Project workers will be aware of the 

phone number, email address and webportal through which anyone can submit grievances. A 

grievance focal point will be assigned in each sub-project implementing entity, with whom the 

in-county project coordinator will closely work to implement the county level grievance 

mechanism and report to ANSAB.  

7. POLICIES AND PROCEDURES 
As specified in National legislations, ESS2, and ANSAB’s Organizational policy documents 

(namely, i) Personnel Policy that ensures non-discrimination to the employees, employment 

conditions complying with national legislations and defines organizational codes of conduct to 

the employees, and ii) Gender Equity and Social Inclusion (GESI) Policy 2018 that reaffirms the 

organization’s commitment to the principle of equity and social justice), the Project will ensure 

effective management of Project workers and working conditions. ANSAB’s GESI Policy 2018 

is presented in Annex 1, and organizational Code of Conduct is presented in Annex 2.  

 

• Employment of Project workers will be based on the principles of non-discrimination and 

equal opportunity. There will be no discriminatation against any individual with respect 

to compensation, terms, conditions or privileges of employment, access to training, 

promotion or termination of employment because of race, color, age, religion, sex, 

handicap or ethnic origin.  

• The Project will ensure protection of the worforce with no involvement of child and 

forced labour, and implementation of worker’s grievance and occupational health and 

safety measures.  
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• The Project will prevent any gender discrimination on the workplace, including gender 

pay gap. 

• The Project will adopt a zero-harassment policy for all of its workers and sub-contractors. 

The zero-harassment policy is a part of the organizational Code of Conduct, which will 

be oriented to the staff during their contract and induction. ANSAB’s Orientation will be 

provided to the workers to educate workers rights, the project’s policies on harassment, 

intimidation and exploitation. 

• For the safe working environment of the project workers during the current COVID-19 

pandemic, especially prevention of transmission of COVID-19 and cure, the Project will 

ensure adotion of guidelines related to COVID-19 by national government, regional 

government and local governments, for the workers. The sub-project implementing 

organizations should comply with the national requirements on COVID-19 protocols for 

the workers.  

 

The Project will have a system for periodic (half-yearly) review and reporting on labor, and 

occupational safety and health performance, including those of the sub-projects.  

8. AGE OF EMPLOYMENT 
The Project requires technical staff with skills that require experience and education, which will 

not be possible for children or those below the age of 18 to possess. It is almost certain that the 

workers will be over 18 years of age unless they are highly skilled below that age. The minimum 

age for employment or engagement in connection with the project will comply with the national 

legislations of the three countries of project implementation and the ESS2 of the World Bank’s 

ESF. The minimum age will be 14 or the age specified in national legislation of the respective 

country, whichever is higher. In the unlikely event that workers under the age of 18 (but over the 

required minimum age) will be contracted, it will be ensured that such children will not be 

employed or engaged in a manner that is likely to be hazardous or interfere with the child’s 

education or be harmful to the child’s health or physical, mental, spiritual, moral or social 

development. 

 

All sub-project implementing organizations will be required to verify and identify the age of all 

workers. This will require workers to provide official documentation that will ascertain the age 

of the applicant. If a minor under the minimum eligible age is discovered working on the project, 

measures will be taken to immediately terminate the employment or engagement of the minor in 

a responsible manner, taking into account the best interest of the minor. In addition, the 

necessary punitive actions will be taken against the employer/contractor.  

9. TERMS AND CONDITIONS 
The labor terms and conditions will apply to all workers, and are mainly guided by ANSAB’s 

organizational policy for the direct workers, and by the concerned sub-project implementing 

organizations for the contracted workers. These terms and conditions will be in line, at a 

minimum, with this labor management procedure, the national legislation of the specific country, 

and specified in the standard contracts to be used by ANSAB and sub-project implementing 

organizations under the project, which will be provided in Project Operations Manual.  
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The specific wages, hours and other labor provisions will comply with the national legislation of 

the specific country and this labour management procedure. In general, the normal working time 

should not exceed 40 hours per week for the workers. With a five-day working week, the 

duration of daily work is determined by the internal work regulations approved by the employer 

after prior consultation with the workers. 

10. GRIEVANCE MECHANISM 
ANSAB will establish, maintain and operate a grievance mechanism for the project workers, that 

is consistent with the ESS2. The grievance mechanism, where feedbacks and complaints can be 

reported, will be provided for all staffs and consultants for raising workplace concerns. The 

grievance mechanism will be accessible to all project workers through various means, mainly 

phone, email address and webportal through which anyone can submit grievances. All workers 

will be informed of the grievance mechanism at the time of recruitment. An orientation on the 

project level grievance mechanism will be provided to the incountry sub-project teams as they 

are selected. Measures will be put in place to make the grievance mechanism easily accessible to 

all project workers, and also to protect the workers against any reprisal for its use. 

 

The grievance mechanism is not an alternative/substitution to legal/juridical system for receiving 

and handling grievances. However, this is formed to mediate and seek appropriate solutions to 

labor related grievances, without escalating to higher stages. Having said that, all workers always 

have rights, according to the legislation of the country of project implementation, namely 

legislation of Nepal to the workers recruited for the project, and that of the respective country to 

the workers of the sub-projects, to access judicial/legal grievance management system. The 

project workers’ grievance mechanism will not prevent workers to use other legal remedies 

provided for by law. 

 

ANSAB, at organizational level, has an internal procedures for addressing complaints from its 

staff. For this project, a grievance focal point will be assigned among the administrative staffs, 

who in close collaboration with the Project Coordinator will implement the grievance 

mechanism. The Project will establish a step-by-step procedure for the grievance mechanism for 

the project workers consistent with the ESS2. 

11. CONTRACTOR MANAGEMENT  
Implementation of in-country activities will be carried through sub-projects from three different 

organizations, each from Fiji, Nepal and Vietnam. ANSAB will manage and monitor the labour 

management performance of the sub-project implementing organizations, focusing on 

compliance by the sub-project implementing partners with their contractual agreements 

(obligations, representations, and warranties) and labor management procedures. This may 

include periodic audits and inspections of project locations and work sites as well as of labor 

management records and reports compiled by the contractors. 

 

Labor management records and reports of the organizations that may be reviewed would include: 

representative samples of employment contracts or arrangements between the orgainzations and 
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contracted workers, records relating to grievances received and their resolution, reports relating 

to safety inspections, including fatalities and incidents and implementation of corrective actions, 

records relating to incidents of non-compliance with national law, and records of training 

provided for contracted workers to explain occupational health and safety risks and preventive 

measures. 
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Annex 1: ANSAB’s Gender Equity and Social Inclusion (GESI) Policy 
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1. INTRODUCTION 

ANSAB, a not for profit non-governmental organization, works with the vision of creating a rich, 

healthy and productive ecosystem actively managed and sustainably used by formerly poor local 

communities. It places community empowerment and economic incentives at the heart of its 

approach, and has been consistently evolving, consolidating, institutionalizing and advancing the 

approaches and strategies for the promotion of community-based enterprises and value chains, 

natural resources management and biodiversity conservation, enabling policy environment and 

multi-stakeholders collaboration. ANSAB is committed to biodiversity conservation and 

livelihood improvement in South Asia. It recognizes gender and social inequalities as one of the 

fundamental causes of poverty. ANSAB follows the principles of equity and social justice which 

requires to work to ensure that everyone has equal opportunity for expressing and using their 

potential, irrespective of sex, age, class, caste, religion, ethnic background, sexual orientation or 

disability.  

 

ANSAB is committed to providing a secure and enabling work environment to all of its employees, 

a place of work that is gender sensitive, recognizes the role of men and women as equal players, 

agents and leaders of change in their families, communities and society, and encourages women, 

indigenous people and marginalized groups, including Dalits, Madhesi, and poor people, in 

organizational culture, structure and activities. The purpose of the following Gender Equity and 

Social Inclusion (GESI) Policy is to ensure greater consistency of principles, policies and practices 

across the organization structure and its programmatic activities on gender equality and social 

inclusion. 

 

Consistent with ANSAB’s overarching Finance and Administration Manual-2007, this GESI 

policy shall operate as a stand-alone document. The policy provisions outlined in this document 

are derived from and are consistent with Nepal’s Constitution-2072, Labor Act-2074, Labor 

Regulation-2075 and Sustainable Development Goal (SDG) indicators. 

 

2. STRATEGIC OBJECTIVES 

This GESI Policy reaffirms ANSAB’s commitment to the principle of Equity and Social Justice. 

ANSAB commits to ensure: 

▪ recognition of differential experiences of male, female and others, indigenous people and 

marginalized groups in ANSAB’s core working area such as Natural Resource 

Management and Enterprise Development; 

▪ mainstreaming of GESI agenda in both organizational and programmatic levels; 

▪ creating congenial working environment within ANSAB which enables women, men, 

people of third gender to work together in an equitable, effective and mutually respectful 

manner. 

3. GOAL 

The GESI Policy aims to ensure gender equality and equity, social inclusion and empowerment of 

women and people from marginalized groups are central to ANSAB’s organizational culture and 

behaviors, and programs at all levels.  
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4. GESI MAINSTREAMING STRATEGIES  

ORGANIZATIONAL MEASURES 

 

ANSAB will take following specific measures to create a GESI responsive organizational structure 

and functions. 

Organizational Membership and Staff Recruitment  

▪ Prominent women and members from marginalized groups involved in work within 

ANSAB’s priority program areas will be encouraged to be part of the organization, as 

members and advisors;  

▪ ANSAB’s board and staff composition will be gender and socially inclusive; 

▪ ANSAB will promote representation of women and people from marginalized groups in 

its board of directors; 

▪ A Gender Focal Person will be assigned within the organization;  

▪ ANSAB will offer flexible terms and conditions and other benefits to encourage women 

and people from marginalized groups to join and build their careers with ANSAB; 

▪ The Human Resource Department as well as each program department will analyze the 

gender ratio of their staff prior to any recruitment and aim for gender balance; 

▪ ANSAB will not discriminate the applicants based on their gender, race, age, marital status 

and family situation during recruitment and in process of internal promotion;  

▪ ANSAB will adopt positive discrimination measures for recruitment to encourage women 

and people from marginalized groups; 

▪ Women staff will be prioritized for trainings, exposures and other opportunities in order to 

enhance their competencies and improve their abilities to assume senior position within the 

organization. Repetition of the same staff in similar kinds of opportunity will be avoided.  

Organizational Culture and Behaviors 

▪ ANSAB follows principal of non-discrimination and adopts zero tolerance on 

discrimination against any individual with respect to compensation, terms, conditions or 

privileges of employment because of race, color, age, religion, sex, handicap or ethnic 

origin;  

▪ ANSAB exercises zero-tolerance policy on cases of workplace sexual harassment and 

sexual abuse. Board members or staffs proven guilty of such illegal activities will be 

suspended or fired based on the seriousness of the offense; 

▪ Cases of workplace discrimination or harassment should be discussed with the Gender 

Focal Person in confidentiality; 

▪ In an unbiased and non-judgmental manner, the Gender Focal Person will be responsible 

to take necessary steps to address the grievances within 2 months of formal complaint; 

▪ Gender friendly working environment will be created through open discussion on gender 

based discrimination within the work place.  

Awareness and Capacity Development  

▪ All policies and procedures will be revised according to the GESI Policy-2075; 
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▪ Gender Awareness trainings will be organized annually for all board members and staff in 

order to foster gender friendly workplace behavior; 

▪ All the staff will be equipped through trainings with the appropriate skills necessary for 

gender integration in their respective duties; 

▪ Male staff will be encouraged to participate in gender awareness trainings in order to 

encourage positive attitude towards women’s empowerment; 

▪ ANSAB will take adequate measures to ensure all staff members are aware of GESI Policy; 

▪ Periodic internal GESI Audit will be conducted to identify gaps and take necessary actions.  

Staff Benefits and Services 

▪ Staff will be entitled to festival holiday based on their ethnicity, religion and faith; 

▪ Female employees of ANSAB shall be granted 14 weeks of maternity leave which 

mandatorily starts 2 weeks prior to the pregnancy due date. The first 60 days of the 

maternity leave will be fully remunerated. The pay for the remaining period will be decided 

based on the ANSAB’s Administration and Financial Manual-2007; 

▪ Maternity policy (stated above) will be adopted if female employees has miscarriage or 

stillbirth after 7 months of pregnancy; 

▪ Upon cognizance of female employee’s pregnancy, employers will not assign jobs that 

could negatively affect the employee’s health; 

▪ Male staff shall be granted 15 calendar days of paternity leave to take care of their spouses 

after delivery; 

▪ Depending upon capacity and resource, ANSAB will try to provide breast-feeding time to 

new mothers to enable new mothers to continue their jobs after child birth;  

▪ Gender exclusive toilets (separate male and female) with dustbins will be provided; 

▪ ANSAB will ensure equal social and economic benefits (equal value of work) to staff of 

all gender and socio-economic background working in the same capacity; 

▪ ANSAB will be responsible for creating a safe and hazard free working space for all its 

employees.  

 

PROGRAM RELATED MEASURES 

 

ANSAB will take following specific measures to ensure that all development programs and 

projects will be GESI responsive and contribute towards gender equality.  

Program Designing, Planning and Implementation  

▪ Incorporate gender equality and equity and social inclusion measures into all project design 

documents (not limited to conceptual notes, proposals, log frames) and tools, and at all 

stages of project life-cycle, including planning and implementation; 

▪ Design projects that address both Practical gender needs and Strategic gender interest of 

women; 

▪ Develop capacity of the entire staff to use gender analysis in their work and assign a 

relevantly trained person to ensure gender policy implementation at intervention level; 

▪ Ensure equal social and economic benefits to women, men and people of third gender (if 

applicable) through all programs and projects; 
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▪ Promote participation of women as the targeted beneficiaries in all project activities 

(subject to change based on nature of project and availability of women); 

▪ Make gender equality and equity principles as a pre-requisite for future partnerships and 

collaborations.  

Information Education and Communication  

▪ Use gender transformative visual materials (not limited to posters, photos, videos) as 

opposed to those promoting stereotypical gender roles; 

▪ Ensure reports, videos and other information dissemination techniques are considerate of 

women’s differential capacities and needs in the project intervention sites; 

▪ Gender training for all staff involved in a project during the project inception phase; 

▪ Ensure all project staff are familiar with GESI Policy. 

Monitoring and Evaluation 

▪ Ensure gender sensitivity in monitoring mechanisms and subsequent processes that 

measure participation, outcome and changes for both women, men and people of third 

gender (if applicable); 

▪ Collect disaggregated data on sex and socioeconomic background in all projects that has 

both women and men as targeted population; 

▪ Emphasize gender responsive qualitative analysis of the collected data; 

▪ Include gender assessment in the project evaluation framework; 

▪ Incorporate gender audit within social audit and present it annually to the general assembly. 

 

5. ACCOUNTABILITY 

▪ ANSAB’s Managing Committee is responsible for implementation of the gender policy, 

supported by a Gender Focal Person/ Executive Director, in collaboration with Department 

Heads, and Project Managers. 

▪ ANSAB’s Managing Committee reserves the right to make amendments or update the 

GESI Policy.   

 

Glossary of Terms 

Gender Equality entails the concept that all human beings, both women and men, are free to 

develop their personal abilities and make choices without the limitations set by stereotypes, rigid 

gender roles or prejudices. Gender equality means that the different behaviors, aspirations and 

needs of women and men are considered, valued and favored equally. 

Gender Equity is the process of being fair to end existing gender inequalities. It means steps 

being taken to achieve gender wise fairness and justice in the distribution of benefits and 

responsibilities. Gender equity leads to gender equality.  

Social Inclusion is the process of improving the terms on which individuals and groups take part 

in society—improving the ability, opportunity, and dignity of those disadvantaged on the basis of 

their identity. 
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Gender Mainstreaming is a way of integrating women’s as well as men’s concerns and 

experiences in the design, implementation, monitoring and evaluation of policies and programs in 

all political, economic and societal spheres so that women and men benefit equally and inequality 

is not perpetuated. 

Gender Analysis is a systematic way of looking at the different impacts of development, policies, 

programs and legislation on women, men and third gender that entails, first and foremost, 

collecting sex disaggregated data and gender sensitive information about the population 

concerned. 

Gender-sensitive design is a process of drawing upon research, analysis and experiences to design 

projects that advance gender equality and equity through our operations. 

Sex-disaggregated data is a systematic collection and analysis of sex-disaggregated data to 

understand if and how issues affect females, males and people identifying as third gender 

differently. 

Practical Gender Needs are the needs women identify in their socially accepted roles within a 

society. Practical gender needs arise out of gender division of the labor and women’s subordinated 

position in a society.  They are merely response to the immediate perceived necessity. 

Strategic Gender Interests are identified by women as a result of their sub-ordinate social status 

and tend to challenge gender division of labor, power and control and traditionally defines roles 

and norms.  
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Annex 2: ANSAB’s Organizational Code of Conduct 

 

To protect Organizational interests and to assure productive and conducive working environment, 

ANSAB adheres to the following codes of conduct.  Violation of any of the standards of conduct 

will not be tolerated under any circumstances and will result in disciplinary action against the 

violator. 

1. ANSAB staff should not present any false reports/documents on his/her performance; 

2. ANSAB staff should not involve in any activities, which can tarnish the image of the 

organization and compromise the values and performance of the organization; 

3. ANSAB staff should not take or offer any undue benefits including gifts and cash from the 

parties with whom ANSAB has business relationships; 

4. ANSAB staff should exercise mutual respect and should not undermine the dignity of 

others and involve in any immoral activities like sexual harassment; 

5. ANSAB staff should not discriminate anyone on the basis of race, caste, religion, language, 

and gender; 

6. ANSAB staff should not disobey the lawful orders and instructions from the competent 

authority; 

7. ANSAB staff should not misuse the power and authority; 

8. ANSAB staff should not have drugs, narcotics or similar items during office hours and 

within the office premises; and 

9. ANSAB staff should not involve in any criminal offences including the abuse of drugs and 

narcotics. 

 

 


