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PREFACE 

IMPACT Justice (Improved Access to Justice in the Caribbean) is a project funded by the 

Government of Canada under an agreement with the University of the West Indies, Cave Hill 

Campus. The project is being implemented from within the Caribbean Law Institute Centre, Faculty 

of Law, University of the West Indies (UWI), Cave Hill Campus. 

The beneficiary countries are: Antigua and Barbuda, Barbados, Belize, the Commonwealth of 

Dominica, Grenada, Guyana, Jamaica, Montserrat, St. Kitts and Nevis, St. Lucia, St. Vincent and the 

'ÒÅÎÁÄÉÎÅÓȟ 3ÕÒÉÎÁÍÅ ÁÎÄ 4ÒÉÎÉÄÁÄ ÁÎÄ 4ÏÂÁÇÏȢ 4ÈÅ 0ÒÏÊÅÃÔȭÓ ÐÒÉÍÁÒÙ ÐÁÒÔÎÅÒÓ ÁÒÅ ÇÏÖÅÒÎÍents 

and civil society institutions including the CARICOM Secretariat; the OECS Commission; bar 

associations; the Universities of Guyana, Suriname, UWI and the University of Technology, Jamaica; 

private sector and legal information service providers. The Project is also expected to work closely 

with the JURIST, JUST and other Canadian-funded projects in the region and to cooperate and 

collaborate with other donor-funded projects which have similar objectives.  

4ÈÅ ÕÌÔÉÍÁÔÅ ÏÕÔÃÏÍÅ ÏÆ ÔÈÅ ÐÒÏÊÅÃÔ ÉÓ Ȱenhanced access to justice benefitting men, women, youth and 

ÂÕÓÉÎÅÓÓÅÓ ÉÎ ÔÈÅ #!2)#/- ÒÅÇÉÏÎȢȱ Domestic workers have been identified by IMPACT Justice as a 

group that may be economically vulnerable because their legal employment rights are not well 

known, and may not be adequately protected. In 2016, Cecilia Babb, a gender specialist, was 

selected to report on this topic after looking at applicable international standards,  employment 

laws and other relevant legislative provisions, as well as any actions taken by CARICOM Member 

States to give effect to the 2009 provision under Articles 45 and 46 of the Revised Treaty of 

Chaguaramas,  for domestic workers to move freely within  the CARICOM Single Market and 

Economy (CSME). 

The research was undertaken and the report prepared by Ms. Babb with characteristic 

thoroughness.  It is with great satisfaction that IMPACT Justice shares this document, which is one 

in a series being produced on aspects of the law which affect vulnerable groups in the CARICOM 

region.    

Velma Newton 
Regional Project Director 
IMPACT Justice 
 
February 2017  
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Employment Law Focusing on the Rights of Domestic Workers  

in CARICOM Member States 

EXECUTIVE SUMMARY 
Introduction 

)-0!#4 *ÕÓÔÉÃÅ 0ÒÏÊÅÃÔ ÈÁÓ ÁÓ ÉÔÓ ÕÌÔÉÍÁÔÅ ÏÕÔÃÏÍÅ ȰÅÎÈÁÎÃÅÄ ÁÃÃÅÓÓ ÔÏ ÊÕÓÔÉÃÅ ÂÅÎÅÆÉÔÉÎÇ 

ÍÅÎȟ ×ÏÍÅÎȟ ÙÏÕÔÈ ÁÎÄ ÂÕÓÉÎÅÓÓÅÓ ÉÎ ÔÈÅ #!2)#/- ÒÅÇÉÏÎȱȢ )Î ÏÒÄÅÒ ÔÏ achieve this 

outcome a gender perspective informs analysis, design and implementation of project 

elements and activities. One of the priorities of the Year 3 Workplan, under WBS 1100 

Model CSME and Other Laws, was employment law focusing on the rights of domestic 

workers.  The focus on domestic workers creates synergy between project Component 1ɀ 

increased access to gender equitable legislation, and Component 3 - improved access by the 

legal profession and the public to legal information. Also, the focus on domestic workers can 

assist the legislative framework of the CSME.   

The CSME is conceived as a modern, harmonized and enabling infrastructure designed to 

improve trade, external investment, economic and human development in the region. Domestic 

workers have been granted legal rights to move and work in any CARICOM country under 

the CSME Free Movement of Skilled Nationals regime. The IMPACT Justice Project 

Technical Advisory Group (TAG) identified domestic workers as a group that may be 

economically vulnerable because their legal employment rights are not well known and 

may not be adequately protected. The TAG considers it important to expand public legal 

education in CARICOM Member States on the legislative provisions which exist for 

domestic workers, and expose any impediments to the enforcement of laws intended to 

treat domestic workers on an equal footing with other workers.   

Research Objective 

¶ To collect information on the extent to which employment law on the rights of 

domestic workers is in force throughout the CSME 

¶ To identify issues of human rights and gender equality that should be addressed by 

employment law on the rights of domestic workers  

Scope of Work 
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¶ Investigate whether there is model CARICOM legislation on the employment rights 

of domestic workers 

¶ Provide an overview of current domestic worker employment rights law in force in 

the CSME/CARICOM Member States 

¶ Provide an overview of domestic worker legislation recently passed in other 

Commonwealth jurisdictions 

¶ Provide an overview of ILO C189, including its gender equality provisions, as the 

accepted international standard on the employment rights of domestic workers 

¶ Identify CARICOM Member States that have ratified C189 and integrated its 

provisions into domestic legislation 

¶ Provide an update on civil society mobilization of domestic workers for uptake of 

their free movement right within CSME; and, civil society advocacy and lobbying of 

CARICOM Member States to ratify C189. 

¶ Report on the extent to which CARICOM Member States have instituted the 

legislative and administrative infrastructure to facilitate Free Movement of 

Household Domestics within the CSME. 

¶ Document trends in Free Movement of Domestic Workers within CSME relative to 

sending and receiving countries, to inform targeting of public legal education and 

advocacy 

¶ Make recommendations on gender issues and labour provisions that should be 

considered in drafting a Model Bill on the Employment Rights of Domestic Workers 

Research Overview and Findings  

Research was conducted to identify existing employment law specifically focusing on 

domestic workers in the 12 English speaking CARICOM Member States participating in 

IMPACT Justice Project. Other legislative provisions that should apply to Domestic Workers 

were also noted.  Senior officials of Departments of Labour were interviewed in 8 countries 

and representatives of civil society in10 countries. The General Secretary of each of the two 

trade unions of domestic workers in CARICOM was interviewed. The research also culled 

the views of organizations of People with Disabilities, First Nations/ Indigenous Persons, 
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Youth, and Women. Direct testimony of 1 former and 3 current domestic workers, and 1 

employer was taken late in the process so as to protect the impartiality of the field data 

collection.  This report presents the research findings on the extent to which employment 

law focusing on the rights of domestic workers is in force within CARICOM.   

Section One contextualizes the CSME Free Movement rights for household domestics then 

provides an overview of legislation found in four CARICOM Member States (Barbados, 

Guyana, St. Vincent and the Grenadines, and Trinidad and Tobago) on the employment 

rights of domestic workers. Table 1 lists the legislation that is specific to domestic workers. 

The full texts are given in Annex A. The other employment laws in force in the four 

countries are summarized in Table 2 and a full supplementary list  is given in Annex B. It is 

claimed that many of these laws are applicable to domestic workers. Formal complaints 

made by domestic workers to the Department of Labour in the 10 countries researched 

were used as a proxy for determining compliance with employment laws relative to 

domestic workers and the extent to which the legislative provisions are invoked. Table 3 

lists the types of formal complaints brought to the attention of senior Labour Officers and 

the associated laws that are breached. The section ends with a comparison of the main 

provisions of the four employment laws in force specifically for domestic workers. 

Section Two reviews the provisions of these same four laws from three standpoints - 

gender analysis, mapping against Commonwealth legislation, and scanning with articles of 

ILO C189. Section Three updates on mobilization for ratification of C189 by domestic 

workers through three trade unions and two civil society organizations. Mobilization of 

domestic workers and lobbying of national governments included raising awareness about 

the convention across society. The section also reports on the collaboration of the five 

organizations to lobby for the Caribbean Vocational Qualification required by Domestic 

Workers to be put in place, and the procedures clarified for taking advantage of the CSME 

Free Movement regime. Section Four presents the recommendations made by labour 

officials, civil society stakeholders, and domestic workers.  

Employment Rights Laws for Domestic Workers  

CARICOM has no model domestic workers legislation. The countries of Barbados, Guyana, 

St. Vincent and the Grenadines and Trinidad and Tobago have specific domestic worker 

legislation in force as shown below.  

V Domestic Employees Act (Cap.344) 1961 (Barbados)  
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V Rate of Pay and Hours of Duty Amendment 1982 (Barbados) 

V Household Service Workers (Hours of Work) Act 1980  (Guyana) 

V Minimum Wages (Household Assistants) Order (LN160/1991) (Trinidad & Tobago) 

V Wages Regulation (Domestic Workers) Order 2003  (St. Vincent and the Grenadines) 

Some countries mention domestic workers within their Labour Code, Employment Act, 

Wage Council Orders, and Minimum Wage Act (Table 1). The terminology used ranges from 

Domestic Servants, to Domestic Employees, Household Service Workers, Household 

Assistants, Domestic Helpers, and Domestic Workers.  All CARICOM Member States have 

general employment legislation in force (Table 2) which is asserted by Labour 

Departments to apply fully  to domestic workers. These laws are invoked to address formal 

complaints received from Domestic Workers. Some provisions appear within  the Labour 

Code, Social Security and/ or National Insurance Act.  Belize has the Protection Against 

Sexual Harassment Act (CAP.107) 2000. The Guyana Sexual Offences Act 2010 contains an 

iÎÔÅÒÐÒÅÔÁÔÉÏÎ ÏÆ ȰÓÅØÕÁÌȱ ÁÎÄ ȰÓÅØÕÁÌ ÁÃÔÉÖÉÔÙȱ; definition of the offence of ȰÓÅØÕÁÌ ÁÓÓÁÕÌÔȱ 

[4. (a) and (b)]; and evidential presumptions [7. (2) (k)] concerning ȰÁÂÕÓÅ ÏÆ ÐÏ×ÅÒ ȣȱ   

that is popularly understood to as legislation to prevent and punish sexual harassment.  

Domestic Workersȭ Claims on Legislative Protection  

The research assumes that domestic workers reflect some awareness of their employment 

rights and, possibly, knowledge of legislation in force when lodging formal complaints. On 

average, the Labour Departments receive 3 ɀ 4 complaints annually. However one country 

estimated that 30 complaints were received ×ÈÉÌÅ ÁÎÏÔÈÅÒ ÃÉÔÅÄ Ȱall the timeȱ Ás the norm.  

Officers attribute the low level of complaints to reluctance of workers to risk the loss of 

employment that could result from making a complaint. This fear belies the principle that 

all labour legislation in force applies equally to domestic workers. If workers were fully 

protected by existing legislation there would be no fear of employment loss when seeking 

redress for the infractions of employers.  The Jamaica Household Workers Union, the 

National Union of Domestic Employees in Trinidad and Tobago, and Barbados Workers 

Union also receive complaints.  The complaints made by domestic workers are listed in 

Table 3.  

The research did not interview any legal professionals, Employment Rights Tribunals, or  

National Insurance Schemes  for accounts of domestic workers resorting to court action to 

secure their employment rights.  
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Compliance with and Application of Existing Labour Laws 

Breaches of the employment rights of domestic workers take varied forms and those who 

commit these offences do not perceive labour laws as applying to their employees. All of 

the issues on which the interventions of the Departments of Labour are sought constitute 

non-compliance with national employment legislation. Investigative follow up by the 

Departments of Labour often requires emphasizing to offending employers the general 

applicability of all existing labour legislation to domestic workers. The violations which are 

detailed in Table 3 relate, but are not limited to, the following broad areas: 

¶ inadequate wages, short pay  
¶ delayed payments of wages 
¶ denial of stipulated rest periods and holiday with pay 
¶ unilateral changes in agreed number and nature of tasks 
¶ unsatisfactory conditions of work  
¶ non-payment of Social Security deductions and employer contributions 
¶ sexual harassment and verbal abuse 

 

Ratification of C189 

C189, the Decent Work for Domestic Workers Convention 2011 of the ILO, sets out 

employment standards that extend decent work principles to domestic workers. C189 was 

adopted at the 2011 International Labour Organisation annual conference governments, 

representatives of the private sector and of workers. C189 defines a domestic worker as 

any person engaged in domestic work within an employment relationship. Domestic work 

is work performed in or for a household or households and includes such tasks as house 

cleaning, cooking, washing and ironing clothes, care of children, elderly or sick members of 

a household, gardening, guarding the house, driving members of the family and caring for 

household pets. These definitions were agreed to by the various delegations, including of 

domestic workers, which adopted the convention. 

C189 consists of a preamble and 27 articles. Article 1 relates to definitions while Articles 2 

to 17 confer and safeguard rights of the domestic worker. Articles 18 to 27 deal with the 

processes, administration, and formalities associated with ratification. The main rights 

granted to domestic workers in C189 include: daily and weekly rest periods as are 

applicable; entitlement to pay at or above the minimum wage commensurate with the 
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range of duties performed in a given period; protection from all forms of abuse, harassment 

and violence; safe conditions at work; clarity and agreement on the terms of employment 

and tasks to be carried out; freedom of choice in the use personal free time; independent 

possession of travel and personal documents; freedom of association. 

Guyana and Jamaica have C189. It comes into force in Jamaica in October 2017 but is 

already in force in Guyana.  According to the officials in these countries, ratification was 

prompted by the vibrant activism of civil society organizations that had been campaigning 

prior and subsequent to the adoption of ILO C189.   Labour officials in other CARICOM 

Member States have not identif ied any substantive or institutional barriers to ratification  of 

C189. 

Civil Society mobilization of Domestic Workers on CSME and C189 

Red Thread in Guyana, the National Union of Domestic Employees in Trinidad and Tobago, 

the Jamaica Household Workers Union, the Barbados Workers Union, and the Barbados 

based Caribbean Policy Development Center (CPDC) have severally and jointly mobilized 

on either or both the CSME and C189 prior to and after their coming into effect.  Despite 

some lull in the activities of the latter two organizations, due to resource constraints, this 

grouping continues to mobilize and advocate for ratification of C189.  The ÏÒÇÁÎÉÚÁÔÉÏÎÓȭ 

activism is concentrated also on making domestic wÏÒËÅÒÓ Á×ÁÒÅ ÏÆ ÔÈÅÉÒ ȬÂÉÌÌ ÏÆ ÒÉÇÈÔÓȭ ÁÎÄ 

assisting them to organize into representative bodies. The activists continue to lobby 

governments about the utility of ratifying  C189 and building public consciousness of the 

socio-economic and national development contribution of domestic workers. The overall 

effort is directed at raising the status and value given domestic work. Engagement on CSME 

has slowed somÅ×ÈÁÔ ×ÉÔÈ ÔÈÅ ÅÎÄ ÏÆ #0$#ȭÓ ÔÈÒÅÅ-year project which was advocating for 

the requisite CVQ for domestic workers to be instituted to allow them to meet the 

conditions to access their  free movement rights. All of the organizations link C189 with 

CSME. 

CSME Free Movement Infrastructure for Domestic Workers 

CSME Free Movement of Skilled National rights were granted, in 2009, to Household 

Domestics with Caribbean Vocational Qualification or Equivalent. Presently, the NVQ for 

the domestic worker is available only in Barbados, Guyana and Jamaica. A number of other 

CARICOM Member States, with the assistance of those with one in place, have started the 
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process of developing the NVQ based on the standard guidelines provided by CANTA1. Five 

States have not2. This means that most jurisdictions do not offer the CVQ certification 

required for domestic workers to initiate the application process to take advantage of the 

CSME Free Movement. The availability of a CVQ for domestic workers is unclear and 

Ȱ%ÑÕÉÖÁÌÅÎÔȱ ÈÁÓ ÎÅÖÅÒ ÂÅÅÎ ÄÅÆÉÎÅÄȢ   

The Caribbean Community Skilled National Act (Skills Act) is in force in at least 9 CARICOM 

Member States. Immigration and Customs Officers as well as administrators providing the 

Skilled Nationals Certificate have been trained to implement the CSME Free Movement 

Regime. COSHOD issues guiding principles for all legislation that should guarantee worker 

protection, however no specific category of workers is singled out. The harmonized 

legislation for Free Movement has been in place for a long time but not so the qualifications 

infrastructure for domestic workers. 

Movement of Domestic Workers across CARICOM 

Unpublished preliminary data being collected by the CSME Unit of the CARICOM Secretariat 

on the movement of nationals within the region do not indicate clearly the full extent to 

which Household Domestics are taking advantage of their  2009 guaranteed right under the 

CSME Free Movement of Skilled Nationals regime.  The data analysis is inconclusive 

because some national level immigration statistics are categorized by country of origin and 

not consistently by occupation or profession.  The countries of Antigua and Barbuda, 

Barbados, St. Lucia, and Trinidad and Tobago, which are identified  by civil society activists 

as net receivers of domestic worker s appear to be facilitating these migrants largely within 

the scope of work permit regulations or OECS free movement. In the absence of the 

requisite NVQ/CVQ in most jurisdictions, few domestic workers could be moving under the 

CSME Free Movement regime. 

Recommendations 

In the CARICOM region, an enhanced legislative framework is needed to guarantee the 

employment rights of domestic workers. For example, Jamaica has ratified C189 but does 

not have specific legislation on the employment rights domestic workers. Inevitably, 

employment law passed in four jurisdictions  between 1961 and 1991 to regulate the 

conditions of domestic work does not adequately take into account the special 

                                                           
1 Caribbean Association of National Training Authorities 
2 Interview of the CSME Unit Feb. 2017 
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characteristics of domestic work as elaborated in the more contemporary decent work 

provisions of C189 adopted in 2011. The following recommendations for legislative reform 

and legal education of a range of stakeholders within the CSME draw on proposals from 

domestic workers, labour officials and civil society; model legislation in force in selected 

countries of the Commonwealth; and C189 guidelines for fair treatment of domestic 

workers. 

Main Recommendation  

 

Regional Level 

1. Draft model domestic workers legislation for the CSME drawing on CI89 as well as 

the exemplary provisions in force in the laws of other Commonwealth Countries and 

USA states cited in this report. 

2. Expand the remit and accessibility of CSME Focal Points to receive complaints from 

migrant domestic workers and provide timely and adequate recourse.    

3. Develop a programme of continuous training and refreshers for officials who are the 

first points of contact responsible for implementing the procedures, processes and 

administration of the CSME 

4. Initiate a streamlined regional data collection system to incorporate domestic work 

into census statistics in a manner that reveals its magnitude,  direct and indirect 

economic contributions to revenue generation and its social significance within the 

CSME 

5. Decree a Living Wage  for domestic workers in order to impute their household 

services with its true cultural, economic, human development and social values. A 

living wage is calibrated to keep pace with the cost of living or consumer price index 

ÁÎÄ ÔÏ ÍÁÉÎÔÁÉÎ ÏÎÅȭÓ ÓÔÁÎÄÁÒÄ ÏÆ ÌÉÖÉÎÇ ÁÂÏÖÅ the vulnerability line and leave no 

one behind. 

 

National Level 

1. Ratify C189 and incorporate its articles into national legislation in order to address 

all of the gaps identified above.  
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a. Make use of the C189 supplement, Recommendation No 201, which contains 

practical guidance concerning possible legal and other measures for giving 

effect to the rights and principles stated in the Convention 

b. Give special attention to enforcement mechanisms at various levels to give 

effect to the legislative protections for domestic workers, including State 

commitment to implementing legislative provisions  

c. Any new legislation should state expressly where exclusion applies in respect 

of domestic workers. 

 

2. Enact legislation to prevent and punish sexual harassment. Legislation should 

contain the broadest definition of sexual harassment, protocols to effectively prove 

harassment and appropriate remedies. 

3. Mount comprehensive, long-term, multi -media, public sensitization programmes on 

the CSME and C189 rights of domestic workers targeting different stakeholders 

inclusive of the following:  

a.  Establish a multipartite partnership (Labour Board, employers, domestic 

workers trade unions, committed civil society organizations) for this 

purpose.   

b. Convene forums for employers, migrant and national domestic workers to 

have orientation on, among other issues: 

i. Contingent rights under CSME 

ii. Employment and Labour laws of the country of residence  

iii.  Decent Work for Domestic Workers Convention C189 and R201 

iv. Reasonable approaches to inspection of the private residence 

v. Tripartite Committees for speedy resolution of issues/complaints  

vi. The value of the National Register of Domestic Workers 

vii. Vigilance regarding the payment of national insurance contributions 
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4. Institutionalize within a realistic timeframe, and maintain, the local educational 

infrastructure necessary to offer the CVQ in Domestic Work. 

a. Offer a practical examination in which domestic workers may be video-taped 

demonstrating their skill and experience. Areas that do not meet CANTA 

standards can be highlighted for improvement and re-examination; 

b. Facilitate cross-country collaboration whereby domestic workers in the 

countries lacking the requisite educational infrastructure can benefit from 

observational visits of verifier/assessors teams.  

c. Implement an effective communications strategy to promote the CVQ/NVQ in 

Domestic Work as an option at Career Showcase in order for domestic 

workers, employers and the general public understand the trends in 

formalization of domestic work.   
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Employment Law Focusing on the Rights of Domestic Workers in CARICOM 

Member States 

1. INTRODUCTION 

1.1 CSME Free Movement Rights of Household Domestics 

The CARICOM Single Market and Economy (CSME) is conceived as a modern, 

harmonized and enabling infrastructure designed to improve trade, external 

investment, economic and human development in the region. The Revised Treaty of 

Chaguaramas, Articles 45 and 46 of the Free Movement of Skilled Community 

Nationals regime grants the legal right to different categories of workers to seek viable 

opportunities  in any CSME country to enhance their living situations. CARICOM 

nationals are granted the basic legal right to seek employment, the right to a definite 

stay of six months, the right to reside and to work, the right to social security benefits. 

Since the inception of CSME designated categories of workers have been granted this 

right. The granting of Free Movement rights to domestic workers in 2009 is a 

welcomed advance in the CSME.   

Harmonized legislation to facilitate this Free Movement has been in place for a long 

time in the form of the Caribbean Community Skilled National Act (Skills Act). As 

shown in Table 2, at least 9 CARICOM Member States have passed this law. 

Immigration and Customs Officers as well as administrators providing the skilled 

nationals certificate have been trained to implement CSME Free Movement. The Free 

Movement of Skills regime is concerned strictly with migration; of natural persons 

being granted entry at borders. The Free Movement guarantees do not extend to 

issues which may affect workers once they take up residence in a CARICOM Member 

Country. The Council on Social and Human Development (COSHOD) issues guiding 

principles that should be contained in all legislation for worker protection ; however, 

no specific category of workers is singled out.  

In 2009, the CARICOM Heads of Government granted the CSME Free Movement right 

to Household Domestics with Caribbean Vocational Qualification.  Article 9 of the Treaty 

of Chaguaramas binds CARICOM Member States to implement decisions of the 

Conference of Heads of Government, however, Antigua and Barbuda asked for 

derogation on domestic workers until 2020. This Member State wished to carry out a 
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socio economic assessment of the domestic workers employment sector3 and to set up 

a Technical Vocational and Employment Training agency (TVET).   

The Free Movement of Household Domestics within the CSME is predicated on 

obtaining, upon application in their home country, a Certificate of Recognition of 

CARICOM Skills Qualification (Skills Certificate). Among other specified application 

documents4, presentation of either the Caribbean Vocational Qualification (CVQ) or the 

National Vocational Qualification (NVQ) is a prerequisite.  

Household domestics wanting to take advantage of the CSME Free Movement right  

must take the first step of obtaining a CVQ or NVQ in their home country. Their second 

step is application to the competent issuing authority to secure the Skills Certificate. 

This involves submitting the NVQ or CVQ, along with other required documentation to 

the authority. A comprehensive list of the documentation and the contact information 

is available on the CSME website.   

Upon receipt of the Skills Certificate one may proceed to the desired CSME country and 

is eligible for entry and a six months stay to seek employment, if in possession of a 

valid return ticket covering that period. Anyone who is denied the six-month stamp 

after meeting the requirements above is entitled to a wri tten reason for the refusal, the 

right to contact an Attorney-At-Law, family member or consular office; and the right to 

a judicial and administrative review. If the six-month stamp is obtained, the Skills 

Certificate will be verified during that period by the designated national authority . 

Indefinite stay is extended on the basis of proof of having secured employment during 

the period that the skilled certificate is being verifi ed.  

Barbados, Guyana and Jamaica offer the NVQ/CVQ for domestic workers. A number of 

other CARICOM Member States have started the process of instituting NVQ/CVQ. Five 

Member States have not started the process of instituting the NVQ/CVQ for domestic 

workers.  If the required CVQ is not available in the country of residence then very few 

domestic workers would be able to meet the qualification for CSME Free Movement. 

                                                           
3 3ÅÅ ȰAdvancing Decent Work for Domestic Employees in Antigua and Barbudaȱ Report December 
2012. The Ministry of National Security and Labour, with support from UN Women, commissioned this 
Baseline Study.  
4 See www.csmeworks.org 

http://www.csmeworks.org/
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The CVQ is being offered in a range of subjects at secondary schools and other 

accredited institutions across CARICOM. The Caribbean Association of National 

Training Agencies (CANTA)5 provides guidelines for instituting the  CVQ and NVQ 

within the Regional Qualifications Framework. The National Vocational Qualifications 

ɉ.61ȭÓɊ6 certificate is awarded on completion of assessment measured against 

regional and national occupational standards. The quality assurance process for the 

CVQ is implemented and monitored by a local national training agency or focal point. 

The recognized certification bodies in the CANTA grouping are: Caribbean 

Examinations Council, NCTVET of Jamaica, TVET Council of Barbados and National 

Training Agency of Trinidad and Tobago. None of these national institutions presently 

offers the CVQ in domestic work.  

 

1.2 Domestic Workers are not benefiting from CSME Free Movement 

There is no migration of domestic workers to CARICOM Member States under the 

CSME Free Movement of Skilled Nationals Regime. Long existent Work Permit 

provisions are the legal means used by domestic workers who are able to and do 

migrate throughout the region. They also move under the Organisation of Eastern 

Caribbean States (OECS) free movement policy towards Member nationals that has 

been afforded long prior to establishment of the OECS Economic Union.  

Exact statistics on this trend were not readily available from any institution  although 

tentative data from the CSME Unit corroborates this information . The CSME Unit is 

able to give a gross figure for overall movement but this data is not disaggregated by 

occupation. Across CARICOM, Immigration Departments record movement by country 

of origin. Access to the raw data was outside the scope of this research.  Status reports 

for a civil society project on the CSME make frequent reference to the difficulty of 

ÏÂÔÁÉÎÉÎÇ ÄÁÔÁ ÆÒÏÍ ÒÅÇÉÏÎÁÌ ÉÎÓÔÉÔÕÔÉÏÎÓȢ ȰDue to the nature of data collection process 

in the region, these indicators are not collected on a coordinated timeframe for each of 

the countries7Ȣȱ 

                                                           
5
 https://www.oitcinterfor.org/sites/default/files/edit/docref/rct/canta_nta.pdf  

6 file:///C:/Users/My%20Acer/Downloads/CANTA_Model.pdf  
 
7 CPDC project Status Report for the Quarter Oct to Dec 2014 page 6  

https://www.oitcinterfor.org/sites/default/files/edit/docref/rct/canta_nta.pdf
../AppData/Local/Microsoft/Windows/Temporary%20Internet%20Files/Content.Outlook/AppData/Local/Microsoft/Windows/Local%20Settings/Temporary%20Internet%20Files/My%20Acer/Downloads/CANTA_Model.pdf
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Civil society activists identify Antigua and Barbuda, Barbados, St. Lucia, Trinidad and 

Tobago as receiving or destination countries for domestic workers8 from CARICOM. 

While nationals from any Member State can be found in another country the main 

migration pathways seem to be from the Commonwealth of Dominica to Antigua and 

Barbuda; from Guyana to Barbados and St. Lucia; from St. Vincent and the Grenadines, 

Guyana and Jamaica to Trinidad and Tobago; from Jamaica to St. Kitts and Nevis, and 

recently, to Montserrat9.   

The Work Permit facilitates legal employment of domestic workers in Antigua and 

Barbuda, as that country sought derogation from CSME Free Movement of Household 

Domestics. The Labour Department in Antigua and Barbuda informed that domestic 

workers from other CARICOM Member States constitute the largest group of Work 

Permit applicants. The chart on Ȱcountry of birth and citizenshipȱ in the  baseline 

study for Antigua and Barbuda (2012, 11) shows that out of a sample of 70 domestic 

workers 35 were from the Dominican Republic and 12 from the Commonwealth of 

Dominica. Another chart also shows a large ratio of worker permit holders in 

proportion to other types of immigrant status. Overall 95% of the survey respondents 

were non-nationals. 

 

The study of domestic workers in Barbados (2013, 20) shows that of the 18 non-

nationals in the sample 8 persons had work permits and another 8 were in the process 

of obtaining such.  Guyana was the leading country of origin with 11 nationals among 

the migrant domestic workers. This survey was numerically dominated by Barbadians 

who comprised 82 of the 100 respondents.  

1.3 Patterns of Domestic Work in CARICOM 

Paid ÄÏÍÅÓÔÉÃ ÓÅÒÖÉÃÅ ÉÎ ÔÈÅ #ÁÒÉÂÂÅÁÎ ÍÁÙ ÈÁÖÅ ÁÒÉÓÅÎ ÏÕÔ ÏÆ ÔÈÅ ÃÒÕÃÉÂÌÅ ÏÆ ȰÊÏÂÂÉÎÇ 

ÓÌÁÖÅÓȱ ÉÎ ÕÒÂÁÎ ÃÅÎÔÅÒÓ ×ÈÅÒÅ ÔÈÅ Ȭfeminineȭ occupations of washer, cook and maid, 

among others allowed some slave women to earn incomes for their masters. In 

Caribbean towns after slavery, the imperative to provide for their livelihood pushed 

many women into domestic service (cooks, washer women, nannies, seamstresses 

etc). This became the second key occupation after agriculture.  Living-In with the 

                                                           
8 Interviews conducted in Antigua and Barbuda, St. Kitts and Nevis revealed a trend of increasing 
numbers of domestic workers are coming to these countries from the Dominican Republic.   
9 As a stepping stone to the EU 
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employing family was usually a condition of employment as domestics were 

unendingly at the service of all household members as well as being status symbols.  

 

Domestic service was one of three major employment sectors for black women of the 

lower social and economic group, as shown in 1891- 1921 census data for the English 

speaking Caribbean. Domestic service workers in Barbados numbered 11, 600 in the 

immediate post-war years but dwindled to 7,700 females by 1970. The exploitative, 

paternalistic and insecure nature of employment in this sector prompted the 

recommendation that a survey be conducted with particular reference to wages and 

conditions of employment.  In Guyana, domestic service was a sufficiently plagued 

with employment issues for women to have registered their own Domestic Workers 

Union during the 1950s.  

 

Domestic work remains a significant employment sector - estimated at 5% among 

mature women in St. Vincent and the Grenadines; 2, 167 for whom NIS is being paid in 

Grenada; 10,000 on the records of the NIS in Trinidad and Tobago prior to the year 

2000 and numbered in 2016 at 30,000 by the ILO. Domestic workers are thought to 

range anywhere between 10,000 and 20,000 in Guyana and there are 58,000 ɀ 

100,000 in Jamaicaȟ ÁÃÃÏÒÄÉÎÇ ÔÏ ÔÈÅ ÉÓÌÁÎÄȭÓ %ÃÏÎÏÍÉÃ ÁÎÄ 3ÏÃÉÁÌ 3ÕÒÖÅÙ [prior to 

March 2016].  

 

The organisation of domestic services has been evolving in recent years from a custom 

of long-term, sometimes lifelong, service to one family either on a Living-In or living 

out basis to current none-standard arrangements with increasing formalization. One 

aspect is the ȰHome Care for the Elderlyȱ ÐÒÏÇÒÁÍÍÅÓ evident in the Eastern 

Caribbean whereby housecleaning is provided by government employees. The other 

trend is towards employment companies that place domestic workers on task specific 

or long-term bases. This trend is emerging in Jamaica, Trinidad and Tobago and St. 

Kitts and Nevis. In Antigua and Barbuda, where the majority of domestic workers are 

migrants, the trend is for them to be treated as self-employed persons - allowing 

employers to divest themselves of statutory responsibilities.  

 

In St. Kitts and Nevis domestic work is primarily carried out on a contract basis. There 

are cleaning companies that most householders prefer to hire to do a job for 4 ɀ 6 

hours. They are able to pay EC$100.00 for a job and not have the legal liabilities  of 
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Social Security, Holiday Pay etc. The cleaning companies tend to contract migrant 

Spanish domestic workers at a particular rate to clean private homes. Jamaicans are 

more concentrated in care of the elderly. Cleaning companies are registered and 

monitored by the Labour Department. Individual domestic workers also operate as 

self-employed persons servicing 4 -5 homes with  one specific task such as cleaning, 

cooking or laundry and eschewing multiple tasks.  

In Montserrat, there are two categories of domestic workers: Self-Employed and 

Ȭcontractedȭ employees. Most domestics self-employed and do not work 8 hours for a 

single employer. The norm is 4 hours per day at a rate of EC$10 .00 ɀ EC$20.00 

depending on the task. This is negotiated by the individuals. Self-Employed domestics 

choose how they wish to spread or combine their tasks.  Domestic work in Montserrat 

is mostly about hours worked rather than the tasks done. This allows the domestic 

worker to combine work for  several employers. It allows the employers to change the 

nature of the tasks as required.  

 

A similar pattern of Day Worker is emerging in Barbados with half of the domestic 

workers work ing part-time performing a specific task for different employers. There 

are still a proportion of domestic workers who are employed full-time with one 

employer, have been in the position for several years and perform a multiplicity of 

tasks but live at their own home. The Day Worker operating independently or for a 

firm, Fullt ime Live-In, and fulltime Live-Out are well established domestic worker 

arrangements in Jamaica. 

 

Employers are also requiring domestic workers to be more literate and be more 

familiar with technology. Domestic workers need to operate security systems such as 

electronically controlled gates, use computerized household gargets, and provide early 

childhood stimulation for toddlers in their care.  Recently, the Labour Department in 

Trinidad has been encouraging all employers to register their domestic employees.  

The Free Movement right legally conferred by the CSME has introduced new standards 

for domestic work in CARICOM Member States. The CSME is a trade treaty that is 

inserting previously non-existent competitive formal qualifications into the sphere of 

domestic work. Thus, household care as an occupation could potentially operate on an 

increasing specialized skills platform.  The requisite infrastructure needs to be 

instituted at national level to facilitate the human resources development implied by 
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the CVQ requirements specified for that service sector. Non-standard employment 

arrangements that are already trending in St. Kitts and Nevis, Montserrat, Jamaica, and 

Trinidad and Tobago could accelerate as more domestic workers become trained and 

qualified. Alternatively, the established pattern could prevail of women who have 

acquired training and qualification moving out of domestic work to better positions in 

the labour market.   

Domestic work is of low status; with connotations of servility, lack of pay, and being 

taken for granted. The Barbados Workers Union (BWU) wants to launch a Domestic 

Workers Division which will re-evaluate the contribution that domestic workers have 

made to raising some of the persons who are most successful in the society and some 

of the not-so-successful. BWU wants to send the message that domestic workers have 

been the glue that held communities together, are unsung [s]heroes, and that domestic 

work is a noble profession. The proposal responds to a concern expressed in another 

country, in the query, ȰÃan the word domestic be replaced by one which has a better 

status?ȱ As will be seen in another section of this report domestic work is plagued with 

the class vestiges of slavery and gender exploitation of womeÎȭÓ ÌÁÂÏÕÒȢ 

 

1.4 Domestic Worker s Employment Rights Laws in CARICOM  

The research did not find any CARICOM Model Legislation on the employment rights of 

Domestic Workers. The CARICOM Model Legislation on Occupational Safety and 

Health and the Working Environment10 applies extensively to the domestic worker, 

who is defined ÁÓ Á ÐÅÒÓÏÎ ÅÍÐÌÏÙÅÄ ÔÏ ÄÏ ÈÏÕÓÅÈÏÌÄ ×ÏÒË ÉÎ ÁÎÏÔÈÅÒ ÐÅÒÓÏÎȭÓ ÈÏÍÅ 

or dwelling. Legislation was found, specifically on the employment rights of domestic 

workers, in four CARICOM Members States as shown below.  

                                                           
10

 https://www.unicef.org/easterncaribbean/spmapping/Legal/Subregional/CP/Carimodellaw-
occupationalsafety.pdf 
CARICOM MODEL LAW ON OCCUPATIONAL SAFETY AND HEALTH AND THE WORKING ENVIRONMENT 
Application  4.  (2)  This Act applies to domestic (household) workers and to an owner or 

occupant of a private residence with respect to the work performed by the domestic worker for the 

Ï×ÎÅÒ ÏÒ ÏÃÃÕÐÁÎÔ ÏÆ Á ÐÒÉÖÁÔÅ ÒÅÓÉÄÅÎÃÅ ÁÓ ÆÏÌÌÏ×Óȡ 3ÅÃÔÉÏÎÓ ȣ ÁÎÄ ÔÈÅ ÒÅÇÕÌÁÔÉÏÎÓ ÔÈÅÒÅÔÏȟ ÁÐÐÌÙ ×ÉÔÈ 

necessary modification to workers engaged in domestic work and employers of those workers. Annex C: 

2ÅÃÏÒÄÉÎÇ ÁÎÄ .ÏÔÉÆÉÃÁÔÉÏÎ ÏÆ /ÃÃÕÐÁÔÉÏÎÁÌ !ÃÃÉÄÅÎÔ ÁÎÄ $ÉÓÅÁÓÅÓȟ ρȢσ $ÅÆÉÎÉÔÉÏÎÓȟ ɉÂɊ ȣ his/her meals 

ɉÃɊ ȣ ÈÉÓȾÈÅÒ ÒÅÍÕÎÅÒÁÔÉÏÎ 

 

https://www.unicef.org/easterncaribbean/spmapping/Legal/Subregional/CP/Carimodellaw-occupationalsafety.pdf
https://www.unicef.org/easterncaribbean/spmapping/Legal/Subregional/CP/Carimodellaw-occupationalsafety.pdf
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V Domestic Employees Act (Cap.344) 1961(Barbados) 
V Domestic Employee (Rate of Pay and Hours of Duty) Order 1982 (Barbados) 
V Household Service Workers (Hours of Work) Act 1980  (Guyana) 
V Minimum Wages (Household Assistants) Order (LN160/1991) (Trinidad & 

Tobago) 
V Wages Regulation (Domestic Workers) Order 2003  (St. Vincent and the 

Grenadines) 
 

The full text of these statutes and statutory instruments are reproduced in ANNEX A.  

In addition to these laws, the Labour Code or Employment Act of Belize, Grenada, St. 

+ÉÔÔÓ ÁÎÄ .ÅÖÉÓȟ ÁÎÄ 3ÔȢ ,ÕÃÉÁ ÌÉÓÔ ȰÄÏÍÅÓÔÉÃ ×ÏÒËÅÒÓȱ in the interpretation or 

application. Labour Commissioners in all countries emphasize that, except where 

expressly excluded, domestic workers are protected by all legislation on employment, 

wages, leave, safety, social security, free movement and human trafficking .  

Definition of Domestic Worker  

There is some variance in definition  ÏÆ Ȱdomestic wÏÒËÅÒȱ across CARICOM Member 

States as regards location of the work but not in the tasks to be performed. In the 

"ÁÒÂÁÄÏÓ !ÃÔ Á Ȱdomestic employeeȱ ÍÅÁÎÓ ÁÎÙ ÐÅÒÓÏÎÓ ÅÍÐÌÏÙÅÄ ÆÏÒ ÒÅ×ÁÒÄ ÆÏÒ ÔÈÅ 

purpose of performing household duties in a private dwelling house. The Guyana Act 

ÄÅÆÉÎÅÓ Á Ȱhousehold service workerȱ ÁÓ ÁÎÙ ÐÅÒÓÏÎ ÅÍÐÌÏÙÅÄ ÁÓ Á ÄÏÍestic in a private 

ÒÅÓÉÄÅÎÃÅȟ ÁÎÄ ÉÎÃÌÕÄÅÓ ÃÈÉÌÄÒÅÎȭÓ ÎÕÒÓÅÓȢ The subsidiary legislation in St. Vincent and 

the Grenadines ÉÎÔÅÒÐÒÅÔÓ ȰDomestic Workerȱ ÁÓ a person employed wholly or partly in 

any private household as a cook, cleaner, ÃÈÉÌÄÒÅÎȭÓ ÎÕÒÓÅ ÏÒ Çeneral household help. 

However, the location and scope of domestic work is expanded in an information 

brochure of 3ÔȢ 6ÉÎÃÅÎÔȭÓ $ÅÐÁÒÔÍÅÎÔ ÏÆ ,ÁÂÏÕÒ ÔÏ include a nursing home, a tuck shop 

of an educational institution,  and a day-care center; as a cook, a cleaner, Á ÃÈÉÌÄȭÓ ÃÁÒe-

giver, or an adult care-giver. In Trinidad and Tobago the ȰHousehold Assistantȱ is a full-

time or part-time employee who Ȱcarries out any or all duties that are part of the 

normal functioning of a household, such as cooking or cleaning, washing and/or 

ironingȱ. Domestic work is thus defined strictly within a dwelling house in three of the 

laws above and extended to educational settings in one.  

As shown below, Belize also extends the location of domestic work beyond the 

dwelling house while Grenada and St. Lucia restrict their  definition s to household and 

private dwelling house. 
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BELIZE 

Á Wages Councils (Wages Regulation) (Consolidation) Order Schedule 

 Domestics 

 Ȱdomestic helperȱ ÍÅÁÎÓ ÁÎÙ ÐÅÒÓÏÎȟ ÏÔÈÅÒ ÔÈÁÎ Á ÍÅÍÂÅÒ ÏÆ ÔÈÅ ÏÃÃÕÐÉÅÒȭÓ 

family, employed in or in connection with domestic services of any kind. 

Á Belize Wage Council Act Chapter 30211 Wages Council (Establishment) Order 

Schedule 

88/1990 Domestic Wages Council  

All workers employed, whether full time or part-time, as housekeepers, or 

household helpers in any dwelling house, pension, guest house, institution, or 

any similar establishment not specifically covered by other legislation.   

Á Labour Act Cap 297 Interpretation (p.19) 
 

ȰÄÏÍÅÓÔÉÃ ÓÅÒÖÁÎÔȱ ÉÎÃÌÕÄÅÓ ÁÎÙ ÈÏÕÓÅȟ ÇÁÒÁÇÅ ÏÒ ÇÁÒÄÅÎ servant employed in 
or in connection with domestic services of any private dwelling-house but does 
not include any person employed in the service of establishments open to the 
public; 

GRENADA 

Á The Employment Act  1999, Part VI and Grenada Minimum Wages Order, 2011 

Ȱdomestic workerȱ ÍÅÁÎÓ ÁÎÙ ÐÅÒÓÏÎȟ ×ÈÏ ÉÓ ÅÍÐÌÏÙÅÄ ÆÏÒ ÔÈÅ ÐÕÒÐÏÓÅ ÏÆ 

undertaking household chores including but not limited to cooking, washing, 

ironing, baby-sitting, and general cleaning; 

ST. LUCIA 

Á Labour Code No 37 of 2006 [Labour Code (Amendment) Act 2011(No. 6 of 

2011] 

ȰÄÏÍÅÓÔÉÃ ×ÏÒËÅÒȱ ÍÅÁÎÓ Á ÐÅÒÓÏÎ ÅÍÐÌÏÙÅÄ ÆÏÒ Á ×ÁÇÅ ÉÎ ÁÎÄ ÁÂÏÕÔ Á ÐÒÉÖÁÔÅ 

dwelling house;  

                                                           
11 Revised Edition 2003 prepared by the Law Revision Commissioner 
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Application of legislation to Domestic Worker s 

BELIZE 

Á Belize Labour Act Chapter 29712  PART XVII Domestic Servants   

Application to Domestic Servants 40 of 1963 

182. The Minister may from time to time make regulations applying all or 
any of the provisions of this Act to domestic servants and may make regulations 

not inconsistent with any of the provisions of this Act, to provide generally for 
the engagement, repatriation and working conditions of domestic servants. 

GRENADA 

Á The Employment Act 1999 Part VI ÄÅÆÉÎÅÓ ȰÄÏÍÅÓÔÉÃ ×ÏÒËÅÒȱ. Part VIII lists 

Ȱdomestic workersȱ among other workers. 

Á Grenada Minimum Wages Order, 2011 applies to Domestic Workers in all 

parishes. 

ST. KITTS/NEVIS 

Á Saint Christopher Nevis and Anguilla, The Labour Ordinance, 1966 ; No. 8 of 

1966 

Inspections of private premises where domestic servants are employed 

13.   Notwithstanding the provisions of paragraph (a) of section 12 of this 

Ordinance no visit or inspection of private premises where domestic servants 

are employed may be made except at reasonable times between the hours of 

9a.m. and 6 p.m. 

Á Labour (Minimum Wage) Act (Cap. 18.19) Sec. 3. Domestic Workers Orders 

2005  

Á The Labour (Minimum Wage) (National Minimum Wage) Order, 2008 

ST. LUCIA  

Á St. Lucia Labour Code No. 37of 2006  

                                                           
12 Revised Edition 2000 prepared by the Law Revision Commissioner  
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In this Code ɀ ȰÍÁÎÕÁÌ ÌÁÂÏÕÒȱ ÉÎÃÌÕÄÅÓ ×ÏÒË ÏÒÄÉÎÁÒÉÌÙ ÐÅÒÆÏÒÍÅÄ ÂÙ ÍÅÃÈÁÎÉÃÓȟ 

artisans, handicraftsmen, seamen, boatmen, transport workers, domestic workers and 

all labourers and any other similar work associated with such work, but does not 

include clerical work; 

Application 

3. ɀ (1) Subject to subsection (2) and except where otherwise expressly excluded, this 

Code applies to all employees including domestic workers, homeworkers and people 

employed at all workplaces. 

 

1.5 Main Provisions of Domestic Workers Legislation  

Review of the updated Index13 of Statutes and Subsidiary legislation of 12 CARICOM 

Member States reveals many employment rights laws for workers in general and some 

recognition of Domestic Workers in particular . In Guyana, for example, the 1959 

tÅÒÍÉÎÏÌÏÇÙ Ȱ$ÏÍÅÓÔÉÃ 3ÅÒÖÁÎÔÓȱ ×ÁÓ ÁÍÅÎÄÅÄ ÔÏ Ȱ(ÏÕÓÅÈÏÌÄ 3ÅÒÖÉÃÅ 7ÏÒËÅÒȱ ÁÎÄ 

their Hours of Work are addressed under the Holidays with Pay Act. Belize changed 

ÓÉÍÉÌÁÒ ÔÅÒÍÉÎÏÌÏÇÙ ÔÏ Ȱ$ÏÍÅÓÔÉÃ (ÅÌÐÅÒȱ ×ÉÔÈÉÎ ÉÔÓ 7ÁÇÅ 2ÅÇÕÌÁÔÉÏÎÓȢ  

Comparison of the main provisions, similarities and differences among the four pieces 

of domestic workers legislation shows the Trinidad and Tobago Minimum Wages 

Order 1991 to be the most comprehensive. The St. Vincent and the Grenadines Order 

2003, which revoked the 1989 Order, is closer in its provisions to that of Trinidad and 

Tobago.  Comparatively, the domestic workers legislation in force in the four countries 

grant similar protections, however these are fully detailed in a single Order in Trinidad 

and Tobago, and slightly less so in St. Vincent and the Grenadines. The legislation of 

Barbados and Guyana are not as detailed.  

'ÕÙÁÎÁȭÓ ρωψπ !ÃÔ ÄÏÅÓ ÎÏÔ ÃÏÎÔÁÉÎ ÐÒÏÖÉsions for minimum wage, sick leave or 

maternity benefits. These provisions are found in the Labour (National Minimum 

Wage) Order 2016, and the National Insurance and Social Security, Chapter 36:01 Act 

No 15 of 1999. The Barbados Act 1961 and amendment of 1982 lack vacation, sick 

leave and maternity leave. These provisions are found in the Holidays With Pay Act 

                                                           
13 Compiled for most CARICOM Member States at January 2016 
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(CAP. 348), National Insurance and Social Security Act (CAP. 47) and Employment of 

Women (Maternity Leave) Act (CAP. 345A).  

The Orders in Belize, Grenada, and St. Kitts and Nevis extend minimum wage coverage 

to domestic workers. General applicability of all existing labour legislation to domestic 

workers is established in the Labour Code of Belize and of St. Lucia. The Grenada 

Employment Act 1999 lists Domestic workers in relation to hours of work which is set 

at a maximum of 60 hours weekly, excluding overtime. The Grenada Minimum Wage 

Orders 2011 stipulates for 4 days or less for the prescribed wage.  

The 4 employment rights laws for domestic workers and other subsidiary legislation 

that mention domestic workers are listed Table 1. The full text of the four laws is 

reproduced in Annex A.  

Table 1: Employment Laws specifically for Domestic Workers in CARICOM 

COUNTRIES LEGISLATION SPECIFIC TO DOMESTIC WORKERS 
Barbados Domestic Employees Act (Cap. 344) 1961  

  Amendment 1982 
           Sec. 3A: Domestic Employees (Rate of Pay and Hours of Duty) 
Order 1982 (81/1982)  
 

Guyana Holidays with Pay Act  
        Sec 3. Domestic Servants Order (1959) 
                    Renamed 1980 (by Order) 
Household Service Workers (Hours of Work)Act 1980 

Trinidad and 
Tobago 

Minimum Wage Act (Chap. 88:04) 
      Minimum Wages (Household Assistants) Order (LN 160/1991) 
 

St. Vincent and the 
Grenadines 

Wages Council Act (CAP. 217) 
     Sec. 3: Establishment of Wages Council Orders 
                 Domestic Workers (1981) 
                 Domestic Workers (1989) 
                 Domestic Workers (2008) 
Wages Regulations (Domestic Workers) Order 2003 

Belize Labour Act (CAP. 297)  
     Sec. 177:  Labour (Application to Domestic Servants) Reg. (3/1963)  
Wages Council Act (CAP. 302)  
    Sec. 3: Sch: Domestic Wages (88/180) 
    3ÅÃȢ ϋȡ 7ÁÇÅÓ 2ÅÇÕÌÁÔÉÏÎÓ ɉȣ ÁÎÄ $ÏÍÅÓÔÉÃ (ÅÌÐÅÒÓɊ /ÒÄÅÒ υύύχ 

Grenada  
 

Employment Act  1999       Part VI  
Minimum Wages Order,  2011 
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St. Kitts and Nevis Labour (Minimum Wage) (National Minimum Wage) Order, 2008 

Labour (Minimum Wage) Act (Cap.18.19) 
     Sec. 3: Domestic Workers Orders 
                   Orders 2005 

St. Lucia  Labour Code No 37 of 2006  

[Labour Code (Amendment) Act 2011(No. 6 of 2011)] 

Terminology 

The statutes referenced were enacted between 1961 and 2003 and evidence a shift 

Á×ÁÙ ÆÒÏÍ ÔÈÅ ÃÌÁÓÓÉÆÉÃÁÔÉÏÎ ÏÆ ȰÄÏÍÅÓÔÉÃ ÓÅÒÖÁÎÔÓȱ ÔÏ ÍÏÒÅ ÃÏÎÔÒÁÃÔÕÁÌ ÔÅÒÍÓ ÓÕÃÈ ÁÓ 

Domestic Employees, Household Service Workers, Household Assistants, and 

Domestic Workers.   

Ȱ$ÏÍÅÓÔÉÃ 7ÏÒËÅÒÓȱ ÈÁÓ ÂÅÅÎ ÓÅÌÅÃÔÅÄ ÉÎ ÔÈÅ ÉÎÔÅÒÐÒÅÔÁÔÉÏÎ ÏÒ ÁÐÐÌÉÃÁÔÉÏÎ ÏÆ ÍÏÒÅ 

recently enacted legislation (Grenada, St. Lucia, St. Kitts and Nevis). The term 

Ȱ$ÏÍÅÓÔÉÃ (ÅÌÐÅÒȱ ÉÓ ÕÓÅÄ ÉÎ the laws of Belize.  

Place of Work  

All of the Acts and Orders of Barbados, Grenada, Guyana, St. Kitts and Nevis, St. Lucia, 

Trinidad and Tobago, whether specific to or applicable to domestic workers, locate the 

ÐÌÁÃÅ ÏÆ ×ÏÒË ÁÎÄ ÄÕÔÉÅÓ ×ÉÔÈÉÎ Á ȰÐÒÉÖÁÔÅ Äwelling-ÈÏÕÓÅȱȟ ȰÐÒÉÖÁÔÅ ÒÅÓÉÄÅÎÃÅȱȟ 

ȰÈÏÕÓÅÈÏÌÄȱȟ ȰÐÒÉÖÁÔÅ ÈÏÕÓÅÈÏÌÄȱȢ  

"ÅÌÉÚÅ ÉÎÃÌÕÄÅÓ ȰÄ×ÅÌÌÉÎÇ ÈÏÕÓÅȱ ÁÓ only one of the locations where household helpers 

ÍÁÙ ×ÏÒË ÓÉÎÃÅ ÔÈÅÒÅ ÁÒÅ ÏÔÈÅÒ ÐÏÓÓÉÂÌÅ ×ÏÒËÐÌÁÃÅÓ ÓÕÃÈ ÁÓ ȰÐÅÎÓÉÏÎȟ ÇÕÅÓÔ ÈÏÕÓÅȟ 

institution, or ÓÉÍÉÌÁÒ ÅÓÔÁÂÌÉÓÈÍÅÎÔȱȢ 

St. Vincent and the Grenadines, in an information brochure of the Department of 

Labour, includes nursing home, tuck shop14, pre-school, kindergarten, or day-care 

centre as places of work for the domestic worker. 

 

 

                                                           
14 Of an educational institution such as primary or secondary school 
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Hours of Work 

The 1982 amendment made in Barbados demarcates a 44 hour work week. The 

Trinidad and Tobago Order has a similar provision, exclusive of lunch and other rest 

period, and stresses that the 44 hours must take place within a 6 day week. 

The Guyana Act of 1980 specifies an 8 hour normal working day and no more than 48 

hours per week for household service workers. This has been amended to 40 hours 5 

days in the Labour (National Minimum Wage) Order 2016.  

St. Vincent and the Grenadines stipulates no more than 10 hours per day of which 2 

hours must be for rest and meals; Living-In workers may work no more than 11hours 

of which 2 hours must be for rest and meals.   

Rest Periods 

The St. Vincent and the Grenadines Order 2003 makes provisions for daily periods 

totaling 2 hours to rest and have meals, one afternoon off weekly, and all Sundays or 

Saturdays off based on religious preferences.  

The Trinidad and Tobago 1991 Order grants a daily lunch and rest period, one day off 

each week and limits accumulation of days off to no more than 4, at which time, 

compulsorily, the accumulated days off must be taken.  

The Barbados 1982 Amendment makes provision for a daily break of 1 hour, which 

shall not be included in the computation of the hours of actual work.  Additionally, in 

every month, the domestic employee shall be granted 2 rest periods - each of not less 

than 24 consecutive hours.   

The Guyana Act of 1980 specifies weekly time off of 24 consecutive hours regardless of 

whether employment is on a weekly, fortnightly or monthly basis.  

Vacation Leave/Annual Holidays 

These provisions are absent from the domestic worker statutes of Barbados and 

Guyana. They are contained in the Holidays With Pay Act (CAP. 348) (Barbados) and 

the Leave With Pay Act No. 6 of 1995 Cap. 99:08 (Guyana). 
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Trinidad and Tobago and St. Vincent and the Grenadines each entitle a full-time 

domestic worker to 2 weeks annual vacation with pay, after 12 months of continuous 

service. St. Vincent raises the entitlement to 3 weeks after 5 years of service. The 

Trinidad and Tobago Act has a provision for additional days to be added, should 

sickness or a public holiday occur during a period of annual vacation. The Trinidad 

Order provides for a part-time household assistant who has worked continuously to 

be granted paid annual vacation. The Order explicitly states that public holidays that 

fall on a work day are days off with pay. 

Medically Certified Sick Leave and Maternity Leave with Pay 

The legislation of St. Vincent and of Trinidad make provisions for 14 days paid sick 

leave after a domestic worker has been working with the same employer continuously 

for six months. The worker must submit a medical certificate by day 3 of absence from 

work and payment is apportioned according to Social Security or National Insurance 

regulations. 

The entitlement for paid maternity leave and return to work is provided in the 

legislation of St. Vincent, and of Trinidad in line with national provisions for other 

workers15. The St. Vincent instrument grants 4 maternity weeks leave to the domestic 

worker who has been employed continuously with the same employer for a period of 2 

years. The Trinidad and Tobago legislation provides 13 weeks maternity leave to 

household assistants and does not stipulate any required employment period. 

However, the eligibility criterion is  specified in the Trinidad and Tobago Maternity 

Protection Act Chap. 45:57 of 1998 Section 8. (1) (a) ÁÓ Ȱtwelve months continuous 

serviceȱ to an employer.   

Rates of Pay/Overtime/Minimum Wage 

The minimum wage is the rate below which an employer is prohibited from 

contracting an employee to work continuously for 8 hours per day.  The Minimum 

Wage Order normally requires employers to continue to pay any more favourable 

rates that predate the Order and to bring lower pay in line with the Order. 

                                                           
15

 Harris Roper, Carla-Ann & Natalie Corthésy. 2014. Commonwealth Caribbean Employment and 
Labour Laws. London and New York: Routledge Taylor and Francis Group p.90 
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The Barbados 1982 amendment of the Domestic Employee Act, stipulates a minimum 

rate of BD$1.50 per hour, provides overtime at ȰÁ ÒÁÔÅ ÏÆ ÐÁÙ ÎÏÔ ÌÅÓÓ ÔÈÁÎ ÈÁÌÆ ÁÓ 

ÍÕÃÈ ÁÇÁÉÎȱ ÁÓ ÏÒÄÉÎÁÒÉÌÙ ÒÅÍÕÎÅÒÁÔÅÄ. The employee has discretion about doing 

overtime. 

The 2003 revision of the Belize Wages Council Act Chapter 302, Wages Councils 

(Wages Regulation) (Consolidation) Order, Schedule Domestics, authorizes that the 

minimum basic wages rates for domestic helpers, employed full-time or part-time, 

shall be two dollars and twenty-five (BZ$2.25) per hour. The Labour Act Chapter 297 

contains the stipulations for overtime.  

The Grenada Minimum Wage Order, 2011 stipulates EC$35.00 per day; EC$725. 00 per 

ÍÏÎÔÈȢ Ȱ4ÈÉÓ ÄÁÉÌÙ ÒÁÔÅ ÓÈÁÌÌ ÂÅ ÐÁÉÄ ÔÏ Á $ÏÍÅÓÔÉÃ ×ÏÒËÅÒ ×ÈÏ works for 4 or less 

ÄÁÙÓ ÐÅÒ ×ÅÅËȱȢ Overtime is treated in the Employment Act 1999. 

The Guyana Act of 1980 did not stipulate the rate of pay; however, it set, for every 

ÈÏÕÒ ÏÒ ÐÁÒÔ ÔÈÅÒÅÏÆȟ ÁÎ ÏÖÅÒÔÉÍÅ ÒÁÔÅ ÏÆ ȰÏÎÅ ÁÎÄ ÏÎÅ-ÈÁÌÆ ÔÉÍÅÓ ÔÈÅ ÒÁÔÅȱ ÏÆ ÎÏÒÍÁÌ 

pÁÙȢ 'ÕÙÁÎÁȭÓ ,ÁÂÏÕÒ ɉ.ÁÔÉÏÎÁÌ -ÉÎÉÍÕÍ 7ÁÇÅɊ /ÒÄÅÒ ςπρφ ÓÔÉÐÕÌÁÔÅÓ ÎÏ ÌÅÓÓ ÔÈÁÎ 

GUY$255.0016 per hour for domestic work, a 5 day week of 40 hours, and requires 

employers not to lower the pay of any worker on account of the Order. 

The St. Vincent and the Grenadines 2003 legislation provides a Minimum Wage of 

EC$20.00 per day for persons employed in domestic work on a day to day basis; and 

monthly rate of EC$300.00 with meals for persons with Living-In accommodation.  

Persons without Living-In accommodation are entitled to meals and EC$350.00 per 

month. The Schedule does not mention overtime. 

The Trinidad and Tobago 1991 legislation stipulates minimum remuneration for a full-

time household assistant as follows: TT$150.00 per week, TT$5.10 per hour overtime, 

and TT$6.80 for public holidays. A part-time household assistant has a minimum 

hourly rate of TT$3.75 per hour and TT$7.50 per hour for public holidays. Overtime 

does not apply to the part-time assistant.  

 

 

                                                           
16 US$1.50 approximately 
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Records  

The Barbados Act requires employers to keep a record of overtime. The Guyana Act 

requires a register of wages, hours and conditions of work which shall be produced for 

any inspection. Trinidad and TobagoȭÓ ÌÅÇÉÓÌÁÔÉÏÎ requires that duties be clearly set out 

in writing by the employer. The St. Vincent legislation makes no provisions for any 

type of records to be kept.   

 Offence 

The legislation of Barbados, Guyana, and Trinidad and Tobago create an offence and 

specify penalties.  The law in St. Vincent and the Grenadines does not create any 

offence.  

1.6 Other Employment Legislation  Applicable  to Domestic Workers 

Departments of Labour consistently assert that all existing employment and labour 

laws apply to domestic workers except where exclusion is expressly stated. Most of 

these laws may be grouped under the Labour Code. CARICOM Member States also 

have several separate statutes and statutory instruments that protect the rights of all 

workers. Some of the many labour laws which can be enforced to protect the 

employment rights of domestic workers are highlighted in Table 2. Annex B contains a 

list of employment laws in the four countries that have legislation for domestic 

worker s. 

 

The Labour Code or the Labour Act is the most comprehensive statute on employment 

and labour rights in CARICOM Member States. In seeking to determine the degree to 

which domestic workers are protected by law, this legislation is the major source of 

rights provisions. Belize and Guyana each has a Labour Act. The Labour Code is found 

in Antigua and Barbuda, Montserrat, and St. Lucia. Barbados has a Labour Department 

Act and Dominica has a Labour Standard Act.  In Grenada the Labour Code is 

comprised of the Labour Relations Act and the Employment Act both of 1999. Similarly 

3ÔȢ 6ÉÎÃÅÎÔȭÓ ,ÁÂÏÕÒ #ÏÄÅ ÃÏÎÓÉÓÔÓ ÏÆ ÔÈÅ Ȱ0ÒÏÔÅÃÔÉÏÎ ÏÆ %ÍÐÌÏÙÍÅÎÔ !ÃÔȱ ÁÎÄ ÔÈÅ 

Ȱ7ÁÇÅ 2ÅÇÕÌÁÔÉÏÎ !ÃÔȱȢ 4ÒÉÎÉÄÁÄ ÁÎÄ 4ÏÂÁÇÏ ÈÁÓ ÔÈÅ )ÎÄÕÓÔÒÉÁÌ 2ÅÌÁÔÉÏÎÓ !ÃÔ ρωχςȢ 

The St. Lucia Labour Code defines domestic worker (p.673) therefore a domestic 

worker is as protected as other workers. Currently , the Labour Code is being reviewed. 
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The Antigua and Barbuda Labour Code (Cap 27) brings together all major legislation 

applicable to industrial relations and employment standards. The Labour Code 

includes provisions on contracts, periods of probation, regulations on leave privileges, 

remuneration, a national minimum wage rate, and maximum hours of work on a daily 

as well as a weekly basis. The Labour Code also deals with health, safety, welfare and 

minimum registration requirements. It establishes regulations on offences, penalties 

and legal proceedings. The Labour Code provides for a Labour Board and Arbitration 

Tribunal as well as Conciliation Hearings. The responsibilities of the Labour 

Commissioner and Labour Inspectors are set out in the Code. It does not empower 

officers to inspect private dwelling houses.  

 

In Montserrat, all domestics are covered by the Labour Code 2012. There is no 

separate legislation for Holiday With Pay, Maternity Leave, Minimum Wage or 

Occupational Safety and Health. All these issues are covered in the Labour Code 2012. 

The Code stipulates vacation entitlement, rate of pay per hour, hours of work. The 

Labour Code allows officers to visit only the yard of private homes. The Code gives the 

Commissioner the authority to seek a warrant to enter into the dwelling. If an injury is 

reported the worker would be advised to get a medical report and the Department will 

follow up with a telephone call. If there is abuse or assault the police would take up the 

case. Social Services can also go to the home but both the police and social services 

need a warrant to enter the residence.  

 

'ÒÅÎÁÄÁȭÓ ,ÁÂÏÕÒ #ÏÄÅ 3ÅÃÔÉÏÎ ρυ defines the domestic worker, as someone involved 

in household chores.  Section 39 of the Employment Act specifies the Hours of Work as 

being no more than 10 hours consecutively, within which time there must be 2 hours 

for lunch; and compensation for overtime. The law provides for redundancy at the rate 

ÏÆ ρ ×ÅÅËȭÓ ×ÁÇÅÓ ÆÏÒ ÅÖÅÒÙ ÙÅÁÒ ×ÏÒËÅÄȢ 3ÅÃÔÉÏÎ ψς ÏÆ ÔÈÅ %ÍÐÌÏÙÍÅÎÔ !ÃÔ ÐÒÏÖÉÄÅÓ 

for Holiday Pay, Hours of Work, termination allowance and other allowances. Section 

75 1 (d) speaks about Notice. Domestic workers are entitled to compensation when 

terminated. The Act also provides for Maternity Leave. Section 14 gives the labour 

officer the power to inspect. The revised Labour Code of 2016 gives 1 ɀ 2 weeks of 

leave for each year worked. The revised Labour Code was accepted Nov. 20, 2016 but 

there is no commencement date. 

There is no Labour Code in St. Kitts and Nevis. The Labour Department has been trying 

to modernize and consolidate 25 pieces of legislation into one Labour Code for the 
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past several years. The Factories Act is out of date and an Occupational Safety and 

Health Act is needed. Issues to be addressed include: equal opportunity for 

employment, termination of employment, hours of work, equal pay for equal work, 

prevention of child labour, and freedom of association among others.  

The Labour Department Act of Barbados authorizes the Labour Officers to enter any 

place of employment however there is sensitivity about entering a private residence. 

Respect for the privacy of dwelling houses has taken precedence over the welfare of 

the domestic employee ÉÎ "ÁÒÂÁÄÏÓȭ /ÃÃÕÐÁÔÉÏÎÁÌ 3ÁÆÅÔÙ ÁÎÄ (ÅÁÌÔÈ ÁÔ 7ÏÒË !ÃÔ. 

 

Table 2: Employment Legislation equally applied to Domestic Workers 

GURANTEES LEGISLATION  COUNTRIES 
 
 
WAGES 

Minimum Wage Act Jamaica, St. Kitts/Nevis, St. 
Lucia, Trinidad 

Minimum Wage Act and Board  Barbados 
Minimum (Basic Wage) Order Antigua and Barbuda 
Labour Standards (Minimum Wage)Order Dominica 
Protection of Wages Antigua & Barbuda, 

Barbados, Grenada, 
Montserrat,  
St. Lucia 

Holiday with Pay Act  
 

Barbados, Guyana, Jamaica 
St. Kitts/Nevis,  
St. Lucia  
 

Equal Pay Act 2009  
Equal Pay Act 2012 
Equal Pay Act 2013 

St. Vincent & Grenadines  
St. Kitts/Nevis  
Belize 
 

 
 
EMPLOYMENT 

Protection of Employment Act 1990  
Protection of Employment Act 2002 
Protection of Employment Act 2009 

Dominica,   
St. Kitts/Nevis  
St. Vincent/Grenadines 

Equality of Opportunity and Treatment in 
Employment and Occupation Act (CAP. 16.14) 

St. Lucia 

Employment Act (CAP. 15.03) Montserrat  
Employment Rights Act 2012 Barbados 
Employment of Women (Maternity Leave) Act Barbados 
Maternity Protection Act (Chap. 45.57) 
          Amendment 2012 
 

Trinidad and Tobago 
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SAFETY Occupational Safety and Health at Work Act 
2008 

Barbados 

Employment Safety Act (Chap. 89:05) Dominica, Trinidad 
Safeguard Act 2001  Jamaica 
Employees (Occupational Health & Safety) Act St. Lucia 
Protection Against Sexual Harassment Act 
(CAP.107) 2000 
Sexual Offences Act 

Belize 
 
Guyana 

 
 
 
SOCIAL 
SECURITY/ 
NATIONAL 
INSURANCE 

Social Security Act 
 

Antigua, Belize, Dominica, 
Grenada, Montserrat, St. 
Kitts/Nevis,  
St. Vincent/Grenadines 

Provident Fund Act 1973  Jamaica 

National Insurance Act (Chap. 32.01) Trinidad and Tobago 

National Insurance and Social Security Barbados, Guyana, 

EQUALITY Equal Rights Act 1990;   
Prevention of Discrimination Act  
 

Guyana 

CARICOM Caribbean Community Skilled National Act Antigua, Barbados, 
Dominica, Grenada, 
Guyana, St. Kitts/Nevis, 
Jamaica, St. Lucia, Belize 

TRAFFICKING Transnational Organised Crime (Prevention 
and Control) Act 2011 

Barbados,  

Trafficking in Persons Act 2011 Trinidad /Tobago 
Trafficking in Persons (Prevention) Act 2002 St. Kitts/Nevis 
Prevention of Trafficking in Persons Act 2011 St. Vincent/Grenadines 
Trafficking in Persons (Prohibition) Act 2013 Belize 

  

1.7 Compliance with  Domestic Workers Legislation in Force  

Many domestic workers have an employment experience comparable with other 

workers in the labour force. Most employers treat the domestic workers fairly. Some 

pay more than the minimum wage, others give goods in-kind in addition to correct 

wages, a few assist with medical bills, most give an end of year hamper and cash 

bonus, and a select few include the domestic worker in family vacations. Every 

domestic worker  does not have a bad experience, but many do. 
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Formal complaints to official bodies such as the Ministry of Labour or, where these 

exist, to the domestic wÏÒËÅÒÓȭ ÔÒÁÄÅ unions were taken as a proxy for identifying 

breaches in the law. The trade unions and the Departments of Labour explain that the 

national laws in force are the basis for investigating any complaints and engaging 

offending employers. These institutions also report that employers are not 

knowledgeable about the laws and also do not perceive employment legislation as 

equally applicable to domestic workers, as to other categories of workers.  

The incidence of complaints to Departments of Labour was low in most CARICOM 

Member StatesȢ 2ÅÓÐÏÎÓÅÓ ÖÁÒÉÅÄ ÆÒÏÍ ȰÈÁÒÄÌÙ ÅÖÅÒȱ ÔÏ ȰÐÅÒÈÁÐÓ ς ÔÏ σ ÐÅÒ ÙÅÁÒȱ or Ȱ3 

ÏÒ τ ÐÅÒ ÙÅÁÒȱ ÔÏ ȰÔÈÅÒÅ ÁÒÅ ÖÅÒÙ ÆÅ× ÃÏÍÐÌÁÉÎÔÓȱȢ However, officers in Antigua and 

Barbuda indicated that complaints were received ȰÁÌÌ ÔÈÅ ÔÉÍÅȱ. GrenadaȭÓ ,ÁÂour 

Commissioner admitted complaints could be as many as ȰÁÂÏÕÔ σπ ÐÅÒ ÙÅÁÒȱȢ  In each 

country where the incidence of formal complaints was low, the senior labour officers 

offered the caveat that workers do not come forward for fear of losing their jobs. Even 

in the two countries where responses implied a high number of complaints, the 

officers cautioned that workers fear victimization.  This fear belies the principle that 

all labour legislation in force applies equally to the domestic worker. If workers felt  

fully protected by existing legislation there would be no fear of loss of employment 

when seeking redress for ÅÍÐÌÏÙÅÒÓȭ non-compliance with the laws. 

The perception of recurring infractions against the employment rights of domestic 

workers across CARICOM is shared by all key informants.  Departments of Labour, 

trade unions, youth representatives, and ×ÏÍÅÎȭÓ Çroups seemed well acquainted 

with the violatio ns of the employment rights of domestic workers. The testimony of 

domestic workers, taken at the last stage of field interview s, confirmed the impression 

of frequent breaches of employment law in respect of this category of workers.  Table 

3 presents a summary list of complaints, employment rights of domestic workers that 

are violated and the laws that are breached.  

Baseline studies conducted in Antigua and Barbuda (2012) with 70 domestic workers 

and in Barbados (2013) with 100 domestic workers fully document these 

infringements.  Many of the domestic workers do not know that there is legislation, in 

the CARICOM Member States where such laws are in force, specifically to protect their 

employment rights. This situation hampers their exercise of the rights and freedoms 
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already provided and reinforce the widespread devaluation of their work. As a result 

they make few claims for their employment welfare and security. 

Table 3: Complaints made by Domestic Workers to Departments of Labour 

ISSUES COMPLAINT DETAILS LAWS 

Compensation Low wages, Not getting paid on time, no overtime pay, no 
vacation pay, Pay below the Minimum Wage,  no Holiday Pay,  
dismissal without pay,  no pay if you are Living-In; no increase 
in pay for extra work 

Rate of Pay; 
Holiday with 
Pay; Wage 
Council Act 

Duties Overworked; tasks are constantly added, tasks increase over 
time; told to do more  - cook, laundry, clean, care of children; 
unilateral changes in duties and time of work; no well defined 
hours of work, no clear job description,  

Rate of Pay 
and Hours of 
Work 

Statutory 
Payments 

No terminal benefits such as Severance or Redundancy Pay, 
no pay in lieu of Notice, No employer willing to be responsible 
for severance when you work for several different members 
of one family in their separate homes 

Employment  
Act 

Labour Code 

Social Security NIS not paid although deductions are made, Employer does 
not make his/her contributions,   

Social 
Security Act 

Rest/Leave 
entitlements 

No rest periods, no time off, no vacation, no Maternity Leave,  Hours of 
Work 

Sexual 
Harassment 

Sexual harassment, sexual harassment, sexual harassment, 
sexual harassment, Punitive reactions to unwelcomed sexual 
advances; sudden dissatisfaction with your work when you 
resist advances, the boss comes out of the bathroom and hang 
around you 

Protection 
Against 
Sexual 
Harassment 

Abuse Verbal and physical abuse, talking to you as though you are 
not human, accuse you of stealing, you are out of work if the 
ÆÁÍÉÌÙ ÇÏÅÓ ÏÖÅÒÓÅÁÓ ÂÅÃÁÕÓÅ ÔÈÅÙ ÄÏÎȭÔ ÐÁÙ ÙÏÕ ÖÁÃÁÔÉÏÎȠ 

Labour Code 

Living-In Food, board, in-kind contributions but no cash payments; 
called to work at any time, end up doing more hours; lack of 
ÐÒÉÖÁÃÙȟ ÎÏ ÄÏÏÒȟ ÄÏÏÒ ÃÁÎȭÔ ÂÅ ÌÏÃËÅÄȠ ÂÏÓÓ ÃÁÎ ÃÏÍÅ ÉÎÔÏ 
your room anytime 

Labour Code 
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Other Long distances to walk from the bus stop; danger from dogs; 
no enforceability of laws;  Migrants pay high rents, their 
children cannot get into school; trafficking in persons 

Misc. 
Constitution; 
Trafficking 
in Persons 

 
The high incidence of employer non-compliance, domestic workersȭ fear of reprisals, 

and limited provisions of laws in force makes the case for special legislation that 

addresses the circumstances and characteristics of domestic work. The law must 

provide workers with complaint mechanisms and contain effective enforcement of 

provisions that are fair to both employers and employees.   

Representatives of the Department of Labour in many countries cited the challenge of 

applying the legislation for safety at work to domestic workers. In Montserrat the 

Labour Code 2012 grants access to the yard of a dwelling but a warrant is needed to 

enter the private home. St. Kitts & Nevis stipulates entry between 9.00 am and 6.00 

pm, with due prior  notice, for inspection of private dwellingsȢ )Î 3ÔȢ ,ÕÃÉÁȭÓ Employees 

(Occupational Health and Safety) Act private dwellings are excluded from inspection. 

The same exemption is contained in the Occupational Safety and Health at Work Act 

2005 of Barbados. The authority to inspect premises contained in the Barbados 

Labour Department Act has always been treated with great caution with respect to 

residences. The Antigua and Barbuda Labour Code Cap. 27 $ÉÖÉÓÉÏÎ $ Ȱ%ÍÐÌÏÙÍÅÎÔ 

(ÅÁÌÔÈȟ 3ÁÆÅÔÙ ÁÎÄ 7ÅÌÆÁÒÅȱ ÉÓ ÓÉÌÅÎÔ ÏÎ ÉÎÓÐÅÃÔÉÏÎÓ ÏÆ private residences; thus Labour 

Officers are not authorized to enter. No authority  is granted to enter and inspect 

private residences in Jamaica, St. Vincent and the Grenadines, and Trinidad and 

Tobago. Jamaica is trying to surmount this challenge and follow the CARICOM Model 

Legislation on OSHAW that guarantees domestic workers comprehensive protections. 

In Guyana, Labour Officers have the authority to enter and inspect households. 

1.8 Origins of Legislation Pertaining to Domestic Workers in the 

Commonwealth Caribbean  

Einat Albin (2013) traced the evolution of the treatment of domestic workers as a legal 

category in the United Kingdom in an article entitled Ȱ&ÒÏÍ $ÏÍÅÓÔÉÃ 3ÅÒÖÁnt to 

$ÏÍÅÓÔÉÃ 7ÏÒËÅÒȱ which was published in the March 2013 edition of the SSRN 

Electronic Journal (DOI: 10.2139/ssrn.2240245).   Albin explains that up until the mid-
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twentieth century the UK had different sets of labour laws pertaining to different 

groups of workers, each with its own set of rules.   

 

Fifteenth century legislation recognized ȰÍÅÎÉÁÌ ÓÅÒÖÁÎÔÓȱȠ defined as those working 

and living within the household or its encircling walls. A subset of this group, the 

ȬÄÏÍÅÓÔÉÃ ÓÅÒÖÁÎÔȭ was a legal category from the eighteenth century until the mid-

twentieth century and benefited from the boundaries that emerged between different 

legal categories of workers. For example, domestic servants were differentiated from 

other groups of servants and awarded protection of their wages in eighteenth and 

nineteenth century court judgments, although the body of law known as the Masters 

and Servants Acts 1823 ɀ ρψφχ ȰÎÅÉÔÈÅÒ ÅØÐÒÅÓÓÌÙ ÅØÃÌÕÄÅÄ ÎÏÒ ÅØÐÒÅÓÓÌÙ ÉÎÃÌÕÄÅÄ 

ÄÏÍÅÓÔÉÃ ÓÅÒÖÁÎÔÓȱ ɉ!ÌÂÉÎ ςπρσɊȢ  In Kitchen v Shaw 1837 the court held that, even 

when an Act was stated ÔÏ ÉÎÃÌÕÄÅ ȬÁÎÙ ÏÔÈÅÒ ÐÅÒÓÏÎȭ ÉÎ ÁÄÄÉÔÉÏÎ ÔÏ ÔÈÅ ÓÅÃÔÏÒÓ ÌÉÓÔÅÄȟ ÉÔ 

was not part of its intention to include a domestic servant. However, that sector of 

work had been subject to legal regulation for several centuries and magistrates dealt 

with cases of domestic servants who turned to the courts with their various claims and 

requests for acknowledgment of contractual entitlements.  

 

Separation between domestics and other groups of workers gradually increased with 

the adoption of later legislation and this changed the legal status of domestic servants.  

They became a precarious legal category as unionized collective bargaining developed 

(Albin 2013, 236-7). Thus, when domestics were excluded from the criminal sanctions 

of the Masters and Servants Acts they were exempted also from protective legislation 

such as the Truck Act, 1831.  TÈÅ ÃÁÔÅÇÏÒÙ ÏÆ ȬÄÏÍÅÓÔÉÃ ÓÅÒÖÁÎÔȭ was specifically 

excluded from the scope of the Employers and Workmen Act of 1875. Worker-

protective Acts such as the Employers Liability Act 1880, Shop Hours Act 1892, the 

Unemployment Insurance Act 1920, and the Factory and Workshop Acts excluded 
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tasks done by domestics. The 7ÏÒËÍÅÎȭÓ #ÏÍÐÅÎÓÁÔÉÏÎ !ÃÔÓ ÏÆ ρωπφ ÁÎÄ ρωςυ 

excluded casual workers who were employed otherwise than for the purposes of the 

ÅÍÐÌÏÙÅÒȭÓ ÔÒÁÄÅ or business.   

 

The placing of workers in households or other small establishments outside legal 

scope caused domestic servants to be disadvantaged. Although British labour law 

adopted a unitary regime in the 1960s whereby the distinctive categories of 

Ȱ×ÏÒËÍÅÎȱȟ ȰÅÍÐÌÏÙÅÅÓȱ ÁÎÄ ȰÄÏÍÅÓÔÉÃ ÓÅÒÖÁÎÔÓȱ, ÁÌÌ ÂÅÃÁÍÅ ȰÅÍÐÌÏÙÅÅÓȱ ÕÎÄÅÒ ÔÈÅ 

modern contract of employment, domestic workers were entitled to a very limited set 

of worker-protective rights (Albin 2013, 241).  The Equal Pay Act 1970 and the Health 

and Safety at Work Act 1974, s 51 offers few protections to domestic workers. 

 

The National Minimum Wage Bill was introduced into the House of Commons 

November 26, 1997 and received Royal Assent on July 31, 1998 (David Medcalf 1999). 

The Department of Trade & Industry Draft Minimum Wage Regulations (URN 98/885) 

did little to benefit domestic workers.  The Working Time Regulations, 1998 excludes 

domestic servants in private homes from coverage regarding maximum weekly 

working time and restrictions on the patterns of work that can be set by employers 

when there is risk to the health and safety of a worker. Regulations 2(2) and 2(3) of 

the Minimum Wage Regulations, 1999 of the National Minimum Wage Act, 1998  

exempt family members and those living within the household who are not family, but 

work in  the household or for the family business, from the scope of its protection.  The 

provisions of the Equality Act 2010 offer no benefits to domestic workers. 

 

The legislation of Barbados, Guyana, St. Vincent and the Grenadines, and Trinidad and 

Tobago might be thought of as following the UK model in constituting the legal 
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ÃÁÔÅÇÏÒÙ ÖÁÒÉÏÕÓÌÙ ÔÅÒÍÅÄ ȰÄÏÍÅÓÔÉÃ ÅÍÐÌÏÙÅÅÓȭȟ ȰÈÏÕÓÅÈÏÌÄ ÓÅÒÖÉÃÅ ×ÏÒËÅÒÓȱȟ 

ȰÄÏÍÅÓÔÉÃ ×ÏÒËÅÒÓȱ ÁÎÄ ȰÈÏÕÓÅÈÏÌÄ ÁÓÓÉÓÔÁÎÔÓȱ ×ÈÉÌÅ ÎÏÔ specifying a contract of 

employment for this group.  Yet, the introduction of laws on the employment rights of 

domestic workers shows an effort to recognize and expand legislative protection to 

this category of workers.  

1.9 Other Sources of CARICOM Legislation  for Domestic Workers  

Legislation in force in CARICOM Member States guaranteeing the employment rights 

of domestic workers was enacted primarily  in the period between 1961 and 1991. 

While all Member States do not have domestic worker legislation these jurisdictions  

do have good examples of forward thinking policies and legislation that have been 

used to advance the cause of attaining employment equity for all workers.  

Modern legislative intervention in the sphere of employment and labour law 

substantively began in the post colonial Caribbean after 1938 in response to the 

recommendations of the Moyne Commission17. During the ensuing decades an 

extremely symbiotic relationship18 between political parties and trade unions bore 

substantial weight in labour relations practice, and legislative advances drew on 

varied formal and informal sources to respond to the particular context and needs of 

the region. Thus, although countries of the Commonwealth Caribbean operate mainly 

on the common law legal system inherited from England19, in addition to these 

common law principles employment and labour law has emerged out of custom and 

practice, collective agreements, workplace policies, judicial and non-judicial bodies. 

Recently, employment law in CARICOM has been influenced by international 

commitments to gender equality in the labour market and other spheres of life. 

Membership in regional and international institutions has also influenced thinking on 

labour and employment law at national level. Emerging independent states in the 

Caribbean had hastened to seek membership within the United Nations system and 

                                                           
17 Carla-Ann Harris Roper & Natalie Corthésy. 2014. Commonwealth Caribbean Employment and 
Labour Laws. London and New York: Taylor and Francis Group Routledge p.18 
18 Michael Manley. 1975. A Voice at the Work-place. London: Andre Deutsch p.200 
19

 Karen Nunez-Tesheira. 2016. Commonwealth Caribbean Family Law: Husband, Wife, Cohabitant. 
London and New York: Routledge p.1 - 2 
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other international bodies. Most CARICOM Member States20 are full members of the 

International Labour Organisation (ILO).  Its principles resonated with the deepest 

worker aspirations to which political parties and trade unions were committed. As 

such the Conventions of the International Labour Organisation and its technical 

support have helped to shape the provisions of employment and labour laws in the 

Caribbean.  

During the 1960s the International Labour Office provided strong technical support to 

Jamaica, Barbados, Trinidad and Tobago, and Guyana to draft and administer their 

Social Security and National Insurance legislation21Ȣ  #!2)#/-ȭÓ ρωωυ $ÅÃÌÁÒÁÔÉÏÎ ÏÆ 

Labour and Industrial Relations principles, and its 1996 Agreement on Social Security 

have been influenced by the participation of Member States in the ILO.  It is not 

mandatory to ratify ILO conventions however Members are bound to uphold their core 

human rights principles. Commonwealth Caribbean countries have been ratifying ILO 

Conventions since 196322.     

The International Labour Organisation (ILO) was established as part of the agenda of 

the 1919 Paris Peace Conference and given full effect by Part 13 of the Treaty of 

Versailles. Its nine-point Labour Charter includes the principles of equal pay for equal 

work and equitable economic treatment of all workers. The ILO 1944 Declaration of 

Philadelphia embodies the following principles: 

1. Labour is not a commodity 

2. Freedom of expression and association are essential to sustained progress 

3. Poverty anywhere constitutes a danger to prosperity everywhere 

4. 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. 

The ILO conventions are international treaties that are open to ratification by ILO 

member states, of their own free will. These conventions are universal in character 

                                                           
20St. Lucia and St. Vincent and the Grenadines are not listed as members of ILO. These countries do 
ÂÅÎÅÆÉÔ ÆÒÏÍ ÔÈÅ ÏÒÇÁÎÉÓÁÔÉÏÎȭÓ ÁÃÔÉÖÉÔÉÅÓȢ 
21 2ÏÂÅÒÔ 7ÅÉÓÅȢ Ȱ3ÏÃÉÁÌ 3ÅÃÕÒÉÔÙ !ÂÒÏÁÄȱȢ Social Security Bulletin. April 1969 pp 37-42.  
22 3ÅÅ ,ÅÉÔÈ $ÕÎÎȭÓ 7ÏÍÅÎ ÁÎÄ 7ÏÒËȟ Appendix 2: Caribbean Ratification of ILO Conventions 
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and developed through dialogue and consensus between governments, trade unions 

and private sector groups in a spirit of realism and effectiveness so that they can be 

applied to countries at various stages of development. Core labour standards are not 

directly enforceable but they have the potential of being important elements in 

international and regional trade. In 1998 the ILO adopted the Declaration on 

Fundamental Principles and Rights at Work.  All ILO member countries have an 

obligation to respect, promote and realize this declaration23. In addition to developing 

declarations, conventions and recommendations the ILO has a range of gender 

mainstreaming measures to promote gender equality in the workplace. Its own ILO 

Bureau for Gender Equality was established to implement its gender action plan and 

gender-specific tools and indicators have been produced and disseminated24.  

Arising from its earliest declaration of principles, its commitment to gender equality, 

and promotion of human rights, the ILO advances the concept and practice of Decent 

Work25. This is the ultimate standard that all members should to aspire to achieve in 

the treatment of workers. The Convention on Decent Work for Domestic Worker 

which was adopted at the ILO annual conference in 2011 is an example of how the 

organisation works to promote employment equity for all workers.  

 

2. GENDER, COMMONWEALTH and C189 GAP ANALYSIS  

 

The adequacy of the provisions of employment laws focusing on the rights of domestic 

workers in CARICOM Member States can be appraised from three main standpoints; 

from the perspective of gender equality, the legal guarantees in other Commonwealth 

jurisdictions, and the more recent provisions of the ILO C189. The analyses will 

proceed in that sequence. The gender equality approach is chosen to satisfy outcomes 

of IMPACT Justice Project. The Commonwealth approach is relevant to legal practice in 

CARICOM, and the C189 is the best standard available for domestic workers.  

                                                           
23 /ÒÖÉÌÌÅ 7Ȣ 4ÁÙÌÏÒȢ ςππτȢ Ȱ4ÈÅ #ÈÁÌÌÅÎÇÅ ÏÆ 'ÅÎÄÅÒ ÁÎÄ ÔÈÅ ,ÁÂÏÕÒ -ÁÒËÅÔ ÁÆÔÅÒ σπ 9ÅÁÒÓ ÏÆ #!2)#/-ȱ 
in Gender in the 21st Century. 
24 Leith Dunn. 2004. Women and Work: Policy Implications of ILO Conventions. In Gender in the 21st 
Century. 
25

 http://www.ilo.org/global/topics/decent-work/lang--en/index.htm 
 

http://www.ilo.org/global/topics/decent-work/lang--en/index.htm
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CARICOM Member States subscribe to the principles of universal human rights and 

through membership in the United Nations system have participated in global 

dialogues and signed international conventions that seek to advance economic justice, 

social equity and gender equality. Consistent with the ÒÅÇÉÏÎȭÓ ÅÍÁÎÃÉÐÁÔÏÒÙ ÔÈÒÕÓÔȟ 

policy and legislative reform have been undertaken at national and regional levels to 

give effect to these commitments. In the employment and labour sector the principles 

of human rights, gender equality and decent work operate to progressively improve 

the working conditions and treatment of all categories of workers. 

Human rights  are rights inherent to all human beings, regardless of nationality, place 

of residence, sex, ethnic origin, colour, religion, language, or any other status. Everyone 

is equally entitled to personal human rights without discrimination. These rights are 

all interrelated, interdependent and indivisible. Universal human rights are often 

expressed and guaranteed in the form of treaties, general principles, customary and 

other sources of international law. International human rights law lays down 

obligations for Governments to act in certain ways or to refrain from certain acts, in 

order to promote and protect human rights and fundamental freedoms of individuals 

or groups26.  

Decent work  sums up the aspirations of people in their working lives. It involves 

opportunities for work that is productive and delivers a fair income, security in the 

workplace and social protection for families. Decent work allows employees better 

prospects for personal development and social integration, freedom to express their 

concerns, organize and participate in the decisions that affect their lives. Decent work 

is a practical expression of equality of opportunity and fair treatment for all women 

and men27.  The practice of Decent Work manifests the principles of human rights and 

gender equality and democracy in the workplace to address the total life of the 

worker . 

Gender equality  refers to the equal rights, responsibilities and opportunities of boys, 

girls,  men and women. Equality does not mean that women and men will become the 

ÓÁÍÅ ÂÕÔ ÔÈÁÔ ×ÏÍÅÎȭÓ ÁÎÄ ÍÅÎȭÓ ÒÉÇÈÔÓȟ ÒÅÓÐÏÎÓÉÂÉÌÉÔÉÅÓ ÁÎÄ ÏÐÐÏÒÔÕÎÉÔÉÅÓ ×ÉÌÌ ÎÏÔ 

depend on whether they are born female or male. Gender equality implies that the 

                                                           
26 OHCHR - http://www.ohchr.org/EN/Issues/Pages/WhatareHumanRights.aspx) accessed April 18, 
2017 
27 ILO - http://www.ilo.org/global/topics/decent -work/lang --en/index.htm) accessed April 18, 2017 

http://www.ohchr.org/EN/Issues/Pages/WhatareHumanRights.aspx
http://www.ilo.org/global/topics/decent-work/lang--en/index.htm
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interests, needs and priorities of both women and men are taken into consideration, 

recognizing the diversity of different groups of women and men. Gender equality is not 

a womanȭÓ issue only, but should concern and fully engage men and women. Equality 

between women and men is both a human rights issue and a precondition for, and 

indicator of, sustainable people-centered development28.  Gender equality enhances 

human potential to contribute to cultural, economic, environmental, social, and 

political national development and enables women and men to benefit equitably from 

the results. Gender equality means that boys, girls, men and women have the same 

status and equal opportunity to exercise their full human rights. 

Gender analysis  identifies the varied roles of boys, girls, men and women in the 

household, community, workplace, political processes and economy. This analysis 

reveals the extent to which men and women have access to and control over both 

material and non-material resources, are able to participate in personal as well as 

public decision-making and have guaranteed human rights.  The information obtained 

from gender analysis assists in the planning and designing of initiatives that are aimed 

at contribut ing towards achievement of gender equality.  

 

 

2.1 Gender Analysis of Domestic Workers Employment Rights Laws  

Gender analysis of employment laws focusing on the rights of domestic workers in 

CARICOM involves examining their provisions to assess how they promote equal 

outcomes for domestic workers with other workers in the labour market. The analysis 

probes for underlying assumptions and language that give visibility, ascribe economic 

value, and determine productive earnings of domestic workers. The analysis deploys 

gender concepts such as the sexual division of labour; practical needs and strategic 

interests; general health, sexual and reproductive rights; and influencing factors to 

evaluate whether the laws as currently framed are gender-equitable. These concepts 

though individually stated here are dynamically inter-related and overlap at many 

levels and dimensions of analysis. It is almost impossible to discuss one concept 

                                                           
28 UN Women http://www.un.org/womenwatch/osagi/conceptsandefinitions.htm  accessed April 18, 
2017 
 

http://www.un.org/womenwatch/osagi/conceptsandefinitions.htm%20accessed%20April%2018
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without engaging the other concepts.  The analysis is used to identify strengths as well 

as to reveal gaps of the legislation in force.  

Language of Law 

The domestic worker legislation in force in Barbados, Guyana, and Trinidad and 

Tobago conform to the legal formality of using the masculine pronoun for employee 

and employer. The laws, as framed, do not admit to the possibility that either or both 

persons could be female. Encased in this formulation is the gendered notion that man 

includes woman and that the legal person is male.  The very comprehensive subsidiary 

instrument of Trinid ad and Tobago uses male pronouns, but avoids the absurdity of 

granting ȰÈÉÍȱ ÍÁÔÅÒÎÉÔÙ ÌÅÁÖÅ ÁÎÄ is able to make ȰÈÅÒȱ the recipient. That is, the law 

can recognize the female domestic worker. The St. Vincent and the Grenadines Order 

of 2003 does not use any personal pronouns and provides maternity leave for a 

Ȱ×ÏÒËÅÒȱȢ  )Î ÔÈÉÓ ÉÎÓÔÁÎÃÅ ÔÈÅ ÌÁ× ÃÏÎÓÔÒÕÃÔÓ Á ÕÎÉÆÏÒÍ ÇÅÎÄÅÒÌÅÓÓ Ȱ×ÏÒËÅÒȱ ÏÒ 

ȰÐÅÒÓÏÎȱ ×ÈÏ ÃÁÎ ÈÏ×ÅÖÅÒ ÂÅÃÏÍÅ ÐÒÅÇÎÁÎÔ ÁÎÄ ÏÂÔÁÉÎ ÍÁÔÅÒÎÉÔÙ ÌÅÁÖÅȢ 4ÈÅ 

legislation of Barbados and Guyana do not contain any maternity leave provisions.  

The four statutes and subsidiary instruments under review conform to the older legal 

ÃÏÎÓÔÒÕÃÔÉÏÎ ÏÆ ×ÏÍÅÎ ÎÏÔ ÂÅÉÎÇ ÐÒÏÐÅÒÌÙȟ ȰÐÅÒÓÏÎÓȱȠ ÏÆ ÍÁÎ ÂÅÉÎÇ vested with 

citizenship, of man embodying women. This masculine formulation of law obscures 

the socio-cultural characteristics of domestic work and hinders inclusion of provisions 

that promote full employment rights for women. Regional popular consciousness does 

not fathom men as domestic workers even when they may be employed cleaning the 

yards and grounds of private residences. Admittedly, at that time, there may have been 

men functioning as household servants but the overwhelming number of domestics 

would have been women.  That was the reality when these laws were enacted and 

remains so today. In the Caribbean, domestic work ÉÓ ×ÏÍÅÎȭÓ ×ÏÒËȟ ×ÈÅÔÈÅÒ ÉÔ ÉÓ 

ÄÏÎÅ ÉÎ ÏÎÅȭÓ ÈÏÕÓÅÈÏÌÄ ÏÒ ÉÎ ÔÈÅ ÒÅÓÉÄÅÎÃÅ ÏÆ ÁÎ ÅÍÐÌÏÙÅÒ29. The study conducted in 

Antigua found all domestic workers to be women. The study sample of 100 in 

Barbados included 7 males.  

The four laws under review were progressive advances intent on guaranteeing civil 

rights and protections of domestic workers. The laws made a historical break with the 

ÃÏÌÏÎÉÁÌ ÍÅÎÔÁÌÉÔÙ ÏÆ Ȱservantsȱ ÁÎÄ ÃÏÎÓÔÒÕÃÔÅÄ Ȱemployeesȱ providing services to 
                                                           
29 In Barbados 98% of maids and domestic service workers were female. Report of the National 
Commission on the Status of Women in Barbados, 1978 Volume I p.199 
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households. The law, in its progressive intent, was able to redefine class relations but 

by conforming to the masculine language stopped short of promoting gender equity. 

The laws rendered women invisible in an employment sector where they are 

numerically dominant.  

It is counter intuitive for legislation to continue to cast domestic workers solely in a 

male persona. The Barbados Constitution Review Commission 1998 acknowledged 

ÔÈÁÔ ÌÁ×ȭÓ ÍÁÓÃÕÌÉÎÅ ÐÒÏÎÏÕÎÓ ÍÁÄÅ ×ÏÍÅÎ ÉÎÖÉÓÉÂÌÅ ÁÎÄ ÒÅÃÏÍÍÅÎÄÅÄ Ôhe use of 

ȬÈÅȾÓÈÅȟ ÈÅÒȾÈÉÍȭ ÁÓ Á ÆÉÒÓÔ ÓÔÅÐ to correcting this injustice. In 2000 the Belize Political 

Reform Commission recommended more inclusive language. The Caribbean jurist  

Tracy Robinson (2004, 599) has noted that in ÍÁÎÙ #ÁÒÉÂÂÅÁÎ ÃÏÎÓÔÉÔÕÔÉÏÎÓ ȰÁÓ a 

matter of legal interpretation and, frankly, contrivance, the masculine references are 

ÓÁÉÄ ÔÏ ÉÎÃÌÕÄÅ ×ÏÍÅÎȱ. The law should use both female and male pronouns in order 

to recognize, uphold and protect the full employment rights of the domestic workers. 

Gender equality legislation is already in force throughout CARICOM Member States 

and the CARICOM model legislation on Occupational Safety and Health in the Working 

Environment Act enshrines the legal persona to female domestic workers.  

Ascribed Economic Value of Domestic Work 

The Minimum Wages stipulated in the laws being reviewed impute little economic 

value to domestic work. These wages are shown below: 

¶ Barbados $1.50 per hour in 1982;  
¶ Trinidad TT$150.00 per week of 44 hours in 1991;    
¶ Belize $2.25 per hour in 2003;  
¶ St. Vincent EC$50.00 per week day in 2003; but EC$20 for day to day work  
¶ Grenada EC$35.00 per week of 4 days or less in 2011; EC$725.00 per month;  
¶ Guyana GY$ 255.00 [US$1.50] per hour in 2017  

 

The concept of a Minimum Wage is accepted international employment practice 

signifying a protective floor below which wages cannot fall. It is designed to shield 

workers by ascribing a value to their work which employers may elevate but not 

undermine. The low wages of domestic worker s, low status of domestic work, and 
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pervasively dismal conditions of employment30 signify denial of the real value of 

services provided to the household. This undermines the dignity and human rights of 

the service providers.  

Domestic work is given the least economic value in the labour market because of the 

ideology of gender inequality that ascribes superior status to man, his needs, actions, 

thoughts, products and interests. Maleness has also been projected as superior 

intellectually, psychologically and, not infrequently, spiritually and morally31. -ÅÎȭÓ 

activities are automatically classified as more valuable.  Work is demarcated as the 

domain of men and ascribed higher economic use value in the labour market. This use 

value is equated with cash payment and masculine stÁÔÕÓȢ 4ÈÅ ÖÁÌÕÅ ÏÆ ÍÅÎȭÓ ×ork is 

also determined by status considerations of race, class, age, religion, education among 

other variables. Through higher incomes, the labour market has operated to favour 

ÍÅÎȭÓ ÁÃÃÕÍÕÌÁÔÉÏÎ ÏÆ ÃÁÐÉÔÁÌȟ Ï×ÎÅÒÓÈÉÐ ÁÎÄ ÃÏÎÔÒÏÌ of wealth, and the ability to 

spend a larger portion of their incomes on themselves. 

The ideology of gender inequality ascribes a lower status to woman and to everything 

associated with her. The low use value of household services provided in the homes of 

employers closely mirrors  the exchange value imputed to the unpaid services 

provided by women in their  own homes, where it is taken for granted. The care giving 

work of women that is inherent to the normal functioning of a household is classified 

as ȰÌÁÂÏÕrȱ ÄÏÎÅ ÆÏÒ love, outside the realm of market use values32. The ascribed 

economic value of domestic work remains low because the ideology of gender 

inequality does not classify care services provided in the household as work and deny 

women adequate remuneration for their services. 

WÏÍÅÎȭÓ ÕÎÐÁÉÄ Èousehold domestic services are not thought to be without value. 

Simply, these services are classified as ȰÉÎÖÁÌÕÁÂÌÅȱ i.e. outside the sphere of payment 

with  money.  The legally admissible claim of loss of consortium33 in which cash can be 

                                                           
30

 Report National Commission on the Status of Women in Barbados 1978 p.218-219 and 401 
recommendation #140. 
31 -ÁÒË &ÉÇÕÅÒÏÁȢ  Ȱ'ÅÎÄÅÒ 0ÒÉÖÉÌeging and Socio-%ÃÏÎÏÍÉÃ /ÕÔÃÏÍÅÓȱȢ #ÏÎÆÅÒÅÎÃÅ 0ÁÐÅÒȟ 'ÅÎÄÅÒ ÁÎÄ 
Family in the Caribbean 
32

 Joycelyn Massiah. Work in the Lives of Caribbean Women. Social and Economic Studies Vol. 35 No. 2, 
June 1986 pp 177-239 
33

 Damages for Loss of Consortium cover the losses a spouse experiences when a partner is injured. 
These damages usually fall into one of three categories: damages for loss of services, damages for loss of 
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Á×ÁÒÄÅÄ ÆÏÒ ÌÏÓÓ ÏÆ Á ×ÏÍÁÎȭÓ ÓÅÒÖÉÃÅÓ ÉÎ ÔÈÅ ÈÏÍÅ exposes the artifice of this system 

of inequality. This contrivance illuminates Herman Daly and John CobbȭÓ ÑÕÅÓÔÉÏÎ 

Ȱ×ÈÉÃÈ ÏÆ ÔÈÅ ÁÃÔÉÖÉÔÉÅÓ ÏÆ ÔÈÅ ÈÏÕÓÅÈÏÌÄ ÓÈÏÕÌÄ ÂÅ ÃÌÁÓÓÉÆÉÅÄ Ás work as opposed to 

leisure or an intrinsically satisfying activityȩȱ34 Family law and tort law already 

recognize the indispensible use value of household services.   

Feminists have long advocated and proposed methodologies for the revaluation of 

×ÏÍÅÎȭÓ Èousehold services. Economist Duncan S. Ironmonger analyzed household 

input -output statistics in Australia in 1992 and found that the household accounted for 

48% of national production. Ironmonger found that the household economy is the 

system that transforms intermediate commodities provided by the market economy 

ÉÎÔÏ ÆÉÎÁÌ ÉÔÅÍÓ ÏÆ ÃÏÎÓÕÍÐÔÉÏÎ ÔÈÒÏÕÇÈ ÔÈÅ ÕÓÅ ÏÆ ÉÔÓ Ï×Î ɍ×ÏÍÅÎȭÓɎ ÕÎÐÁÉÄ ÌÁÂÏÕÒ 

and its own capital goods35. The survival of [hu] mankind has been due much more to 

Ȭ×ÏÍÁÎ-the ÇÁÔÈÅÒÅÒȭ ÔÈÁÎ ÔÏ ȬÍan-the-ÈÕÎÔÅÒȭ36.   

Considerable progress has been made within the human rights framework towards 

according equal status to women and men through legislation. Although historically 

constructed inequalities of race, class and gender relations in the Caribbean remain 

sufficiently ingrained as to deny domestic workers competitive economic use value for 

services which are essential to maintain human life, the market value of domestic 

work must be elevated to stop the exploitation of the labour of women. Domestic 

workers have a human right to fair value for their work and legislation has a pivotal 

role in setting the standards for society. 

It is recommended that legislation in force advance gender equality by setting a Living 

Wage for domestic workers in order to impute their household services with its  true 

cultural, economic, social and human development values. A living wage is calibrated 

ÔÏ ËÅÅÐ ÐÁÃÅ ×ÉÔÈ ÔÈÅ ÃÏÓÔ ÏÆ ÌÉÖÉÎÇ ÏÒ ÃÏÎÓÕÍÅÒ ÐÒÉÃÅ ÉÎÄÅØ ÁÎÄ ÔÏ ÍÁÉÎÔÁÉÎ ÏÎÅȭÓ 

                                                                                                                                                                                  
ÓÕÐÐÏÒÔȟ ÁÎÄ ÄÁÍÁÇÅÓ ÆÏÒ ÌÏÓÓ ÏÆ ÑÕÁÌÉÔÙ ÉÎ ÔÈÅ ȬÍÁÒÉÔÁÌ ÒÅÌÁÔÉÏÎÓÈÉÐȭȢ The British publication Kemp and 
+ÅÍÐȭÓ 1ÕÁÎÔÕÍ ÏÆ $ÁÍÁÇÅÓ ÌÉÓÔÓ ÓÅÔÔÌÅÍÅÎÔÓ ÍÁÄÅ ÉÎ %ÎÇÌÉÓÈ #ÏÕÒÔÓȢ  
 
4ÈÅ .ÁÔÉÏÎÁÌ #ÏÍÍÉÓÓÉÏÎ ÏÎ ÔÈÅ 3ÔÁÔÕÓ ÏÆ 7ÏÍÅÎ ÉÎ "ÁÒÂÁÄÏÓ ÒÅÃÏÍÍÅÎÄÅÄ ÔÈÁÔ ÔÈÅ ÌÁ× ÂÅ ȣ ÎÏ 
ÌÏÎÇÅÒ ÂÁÓÅÄ ÏÎ ÔÈÅ ÏÌÄ ÃÏÍÍÏÎ ÌÁ× ÖÉÅ× ÏÆ Á ÈÕÓÂÁÎÄȭÓ ÐÒÏÐÒÉÅÔÁÒÙ ÒÉÇÈÔÓ ÉÎ ÈÉÓ ×ÉÆÅ. Report 1978 
Chapter III ɀ Women and the Law Recommendations, # 5. 
34 Daly and Cobb, For the Common Good, p457 quoted in Counting for Nothing by Marilyn Waring. 
35 Marilyn Waring.  1999. Counting for Nothing: What Men Value and What Women are Worth. Second 
Edition p.xxix. Toronto Buffalo: University of Toronto Press 
36 Maria Mies. 1986. Patriarchy and Accumulation on a World Scale: Women in the International 
Division of Labour. London: Zed Books p.58 
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standard of living above the basic minimum. Legal provision of a Living Wage for 

domestic workers would unlock the encasement of household services in exchange 

value only and acknowledge its use value, social capital value, and GDP value.  

Access to and Control over Material and Non-Material Resources 

Wages, income, earnings, salary in the form of money constitute a resource in western 

society that is a major determinant of ÏÎÅȭÓ status, condition and quality of life. 

Adequate income is a primary material resource to which women and men must have 

access and a degree of control over in order to live a life which is worthwhile. Control 

ÏÆ ÉÎÃÏÍÅ ÉÓ Á ÃÏÒÅ ÄÉÍÅÎÓÉÏÎ ÏÆ ×ÏÍÅÎȭÓ ÅÃÏÎÏÍÉÃ ÅÍÐÏ×ÅÒÍÅÎÔ ÁÎÄ one of the 

indicators of human capability promoted by the UNDP.   

Domestic workers as a group experience restricted access to and control of material 

resources such as money due to the low wages that they are paid. Low wages  force 

these women to work many extra hours to meet their daily needs, and yet be unable to 

do so adequately. These low wages establish a causal chain of economic vulnerability , 

restricted personal development, unsatisfactory survival conditions, eroded health 

and persistent poverty. Domestic workers need better access to income resources in 

order to sustain their human capability and raise their quality of life above the 

vulnerability line.  Domestic workers can be made to benefit equitably from their 

valuable labour through the mechanism of a Living Wage.  

Non-material resources inclusive of education, health care, legal rights and bargaining 

organizations provide domestic workers with more choices and better life chances.  

Limited educational attainment predisposes domestic workers to this low status low-

waged sector of employment.  Long hours of work circumscribe opportunities for self 

improvement through additional skills acquisition while injuring their health. .  

Knowledge of their human rights, effective national enforcement of these rights, and 

support for exercising legal rights through use of the judicial system to redress 

violati ons are non-material resources that domestic workers feel barred from their 

reach.  

Domestic workers can be provided improved access to non-material resources 

through the enactment of comprehensive legislation that safeguards all aspects of 

their human rights, supports their participation in decision making in matters that 
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affect their time, and validates their work experience through specially instituted 

mechanisms.      

 

Sexual/gendered Division of Labour 
 

The allocation of unpaid work within the household to women, and of paid work  

performed outside of the household to men, constitutes the hierarchical gender 

division of labour in society. The gender division of labour attributes differential status 

to work, determines the remuneration attached, and generates the attitudes held 

towards different types of work. The gender division of labour also informs societal 

expectations of the sectors in which women and men should work, how the work 

should be performed, the amount and intensity of work that should be done by men 

and by women. 

 

The legislated number of hours of work for domestic workers (women) was reduced 

in Guyana from 48 hours over 6 days during the 1980s to 40 hours over 5 days in 

2016. The Barbados law set a 44 hour week in 1982 and afforded the domestic worker 

only two rest periods of 24 consecutive hours each per month. In the period 1989 -

1991, St. Vincent and the Grenadines and Trinidad and Tobago opted for the 44 hour 

week spread over 5½ to 6 days respectively. All of the laws specified rates for 

overtime, which was ostensibly at the discretion of the domestic worker.  

 

Domestic work is officially classified as unskilled, low paid, without prospects for 

mobility . Employment is based on experience and recommendations.  Longevity in the 

job is premÉÓÅÄ ÏÎ ÔÈÅ ÄÏÍÅÓÔÉÃ ×ÏÒËÅÒȭÓ ×ÉÌÌÉÎÇÎÅÓÓ ÔÏ ÃÏÐÅ ×ÉÔÈ new demands, take 

on more tasks at a mÏÍÅÎÔȭÓ ÎÏÔÉÃÅ ÁÎÄ ÓÐÅÎÄ ÁÓ ÍÁÎÙ hours at work as is convenient 

for employers. Domestic work has such low status that employers often do not 

associate labour and employment legislation in force with their employees. Ȱ7ÏÍÅÎȭÓ 

ÐÁÒÔÉÃÉÐÁÔÉÏÎ ÉÎ ÔÈÅ ÌÁÂÏÕÒ ÆÏÒÃÅ ÒÅÍÁÉÎÓ ÕÎÅÑÕÁÌȱ37.  

 

Domestic work is still ÔÙÐÉÃÁÌÌÙ ×ÏÍÅÎȭÓ ×ÏÒË ÄÕÅ ÔÏ the gender ideology that cast 

women primarily  as nurturers, who ought to care virtuously for men, children, the 

                                                           
37 Leith Dunn. 2004. Women and Work: Policy Implications of ILO Conventions. In Gender in the 21st 
Century. 
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elderly, sick, disabled, families and communities. As women, domestic workers also 

have primary responsibility for care giving at home along with working 8 tedious 

hours a day. Overarching historic privilege has exempted men from many household 

tasks and despite significant shifts in gender roles in the Caribbean Ȱthe more 

fundamental gendered division of labour has not changedȱ38. In the past four decades 

Caribbean men have become more involved in the lives of their children but have not 

increased their participation in household tasks.  The domestic worker and her female 

employer are bound by the gender privileging that delineates hours of work for men 

×ÈÉÌÅ ÌÅÁÖÉÎÇ ×ÏÍÅÎȭÓ ÈÏÕÒÓ ÏÆ ×ÏÒË ÅÌÁÓÔÉÃȢ 5ÎÌÉËÅ ÍÏÓÔ professional men with 

families, women seeking to advance their career and social profiles remain tethered to 

household responsibilities. They rely heavily on the domestic worker to shoulder 

much of that burden. There is always need for domestic workers to care for families 

other than their own. 

One of the expressions of gender inequality in the division of labour between men and 

women is that on average women work more hours on a daily basis and are 

responsible for a greater multiplicity of tasks. The Time Use Survey39, a tool that has 

been used globally since the 1960s, measures how men and women allocate their daily 

time among household tasks. The Time Use Survey confirms observable differentials 

between women and men in the number of hours of worked daily at different stages of 

the life cycle. 5ÓÅ ÏÆ ÔÈÉÓ ÔÏÏÌ ÉÎ #ÁÒÉÂÂÅÁÎ ÒÅÓÅÁÒÃÈ ÐÒÏÊÅÃÔÓ ÓÐÏÔÌÉÇÈÔÅÄ ×ÏÍÅÎȭÓ ÔÒÉÐÌÅ 

roles in unpaid family reproduction, unpaid voluntary community service, and 

production in the economy subject to a gender pay gap.  Continued use of the Time Use 

Survey at household level has shown that with improved standards of living, labour 

saving devices have reduced the time required to fulfill certain household tasks but 

have not eliminated them for women.  

The hours set in the legislation on the employment rights of domestic workers 

conform to prevailing patterns of the number of hours worked among manual 

workers. In stipulatin g work hours the laws seek to prevent the imposition of 

                                                           
38 -ÁÒË &ÉÇÕÅÒÏÁȢ ςππτȢ Ȱ/ÌÄ ɉ&ÅÍÁÌÅɊ 'ÌÁÓÓ #ÅÉÌÉÎÇÓ ÁÎÄ .Å× ɉ-ÁÌÅɊ ,ÏÏËÉÎÇ 'ÌÁÓÓÅÓȱ ÉÎ 'ÅÎÄÅÒ ÉÎ ÔÈÅ 
21st Century. (Eds.) Barbara Bailey and Elsa Leo-Rhynie.  Kingston: Ian Randle Publishers. 
39 The Women in the Caribbean Project implemented by the Institute for Social and Economic Research, 
Cave Hill Campus, UWI 1979- used a variant to ask respondents to itemize their activities in the 24 
hours prior to the interview and identify which of these activities they consider to be work. #!&2!ȭÓ 
Women in Agriculture project, 1986, also modified the Time Use Survey to the realities of the Caribbean 
context.   
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excessively long days and to balance hours worked with remuneration. This legal 

provision is significant in light of the contraventions detailed by domestic workers 

regarding imposed additional tasks and extended hours at no additional pay.  

%ØÃÅÓÓÉÖÅ ÈÏÕÒÓ ÏÆ ×ÏÒË ÃÏÎÓÔÉÔÕÔÅ ÁÎ ÁÂÕÓÅ ÔÈÁÔ ÉÓ ÐÒÅÄÉÃÁÔÅÄ ÏÎ ×ÏÍÅÎȭÓ ÃÁÒÅ ÇÉÖÉÎÇ 

gender role. It is also a class bias that privileges ÔÈÅ ÅÍÐÌÏÙÅÒȭÓ ÆÁÍÉÌÙ ÏÖÅÒ ÔÈÁÔ ÏÆ ÔÈÅ 

domestic worker. Mechanisms for effective enforcement of hours of work provisions 

should be instituted so that the law will  be beneficial to domestic workers. The periods 

of rest provided in the Barbados legislation should be on a weekly basis. 

 

Practical Needs and Strategic Interests 

 

Practical needs include affordable nutritious food, water for health and sanitation, 

clothing and shelter, and other survival prerequisites. In the context of the workplace, 

there are some practical needs that hinge on respect for the dignity of the domestic 

worker . Protective clothing, access to sanitary toilet facilities , a decent place to take 

lunch and rest breaks, privacy of telephone conversations, cash transport  subsidy or 

pick up at the bus stop are practical needs. They also include opportunities for 

personal growth such as employer sponsored training or time off for this pursuit. It 

could also mean learning to use new equipment or new techniques on the job, a clear 

job description and scheduled or merit increases. 

Strategic interests relate to the human rights of individual domestic workers at the 

workplace. These include the right to be treated with respect and fairly ; to be safe on 

the job; and to be free from suspicion of stealing, non-performance of their duties, or 

indiscretions. Domestic workers also have a strategic interest in being safe from dogs 

or the suspicion of security guards and residents while traversing areas where they 

work. They have a human right to be able to decide on which additional tasks they will 

undertake, to limit extended hours or increases in the number of households and 

employers to be serviced. Domestic workers have a strategic interest in balancing 

their  work lives with personal time for leisure and family.  

The strategic interests of domestic workers as a sector encompass the potential for 

mobilization to counter injustice and to be consulted in decisions about economic 

policy such as minimum wage, hours of work or the amount of work to be done during 

a working day, and the number of employees required for specific sizes of residences.  
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It is recommended that all employment rights legislation include domestic workers in 

their interpretatio n or application as appropriate and that enforcement mechanisms 

be written into the regulations. Any legislation enacted specifically for domestic 

workers should reference provisions in the various laws already in force which 

address the practical needs and strategic interests of these workers. 

General health, sexual and reproductive rights 

Cumulatively the 4 laws reviewed contain provisions that conduce to the general 

health and well being of domestic workers. All  the stipulated time off: daily rest 

periods, meal breaks, public holidays, weekends, certified sick leave, annual vacation, 

maternity leave support the physical, psychological, and reproductive health rights of 

domestic workers. However, there are no provisions for sexual health rights that 

protect domestic worker from danger to their physical safety and sexual integrity at 

the workplace.  

In Guyana, the Sexual Offences Act 2010 (No. 7 of 2010) in its interpretation, offences 

and evidential presumptions offer a level of protection or recourse regarding 

unwelcomed sexual advances. In Belize, the Protection Against Sexual Harassment Act 

(CAP.107) directly serves this purpose.  Other countries researched do not have such 

legislation.  

It is recommended that consideration be given to family leave to attend to sick family 

members, visits to anti and post-natal clinic, and bereavement for stillbirth and other  

deaths. Breast feeding periods on the job should also be considered. Legislation should 

be enacted to prevent sexual harassment and assault as well as other physical harm at 

the workplace. 

Influencing Factors/Condition and Position 

Essentially, domestic workers are engaged in a public relationship within a private 

sphere. This peculiarity renders the workplace to be of an intimate nature, isolating 

the domestic workers from other workers and the public, and making them invisible to 

industrial relations  and national policy.  Most domestic workers come from lower 

economic circumstances and are vulnerable to abuse because they are perceived as 

having low social status that limits their  access to legal protection.  
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Domestic workers report being slapped, sworn at, and accused of stealing. Some have 

been ordered to leave premises then be accused of walking off the job. Migrant 

workers are often vulnerable to uncertain access to social services and some are at 

risk due to undocumented status. Abuse of domestic workers by employment agencies 

was reported in three countries. Domestic workers have been found to be among the 

most exploited in the labour market ɀ under-waged, undervalued, uncounted and 

unprotected. The low wages set by employment laws reinforce this status. It is 

recommended that legislation encompassing all the human rights and decent work 

principles and having mechanisms of enforcement be enacted. 

Summary  

The dynamically multilayered and interrelated concepts and indicators used have 

shown the complexity of gender analysis. It found that most of the legislation reviewed 

contains excellent guarantees that conduce to the general health and well being of 

domestic workers but falls far short of measures for preventing or punishing all forms 

of verbal abuse, physical violence, sexual harassment and economic injustice. Labour 

officers are not able to make routine checks in the manner done by health inspectors. 

The laws exÁÍÉÎÅÄ ×ÅÒÅ ÒÅÆÌÅÃÔÉÖÅ ÏÆ ÔÈÅ ÌÏ× ÅÃÏÎÏÍÉÃ ÖÁÌÕÅ ÇÉÖÅÎ ÔÏ ×ÏÍÅÎȭÓ ×ÏÒËȢ 

Ascribed economic value is influenced by the gender division of labour that 

determines access to resources and impacts on the satisfaction of practical needs that 

ÄÅÆÉÎÅ ×ÏÍÅÎȭÓ ÌÉÖÉÎÇ conditions. This confluence of influencing factors affects the 

ÄÏÍÅÓÔÉÃ ×ÏÒËÅÒÓȭ ÇÅÎÅÒÁÌ ÈÅÁÌÔÈȟ ÓÅØÕÁÌ ÁÇÅÎÃÙ ÁÎÄ ÒÅÐÒÏÄÕÃÔÉÖÅ ÁÕÔÏÎÏÍÙȠ ÁÓ ×ÅÌÌ 

as decision making in public processes. This relationship highlights strategic interests 

that should be addressed to equalize ×ÏÍÅÎȭÓ position in society relative to men.   

The gender analysis revealed a number of practices, assumptions and ideologies 

embedded in the legislation in force that perpetuate gender inequality and need to be 

removed. The four laws examÉÎÅÄ ×ÅÒÅ ÆÏÕÎÄ ÔÏ ÅÆÆÁÃÅ ÔÈÅ ÒÅÁÌÉÔÙ ÏÆ ×ÏÍÅÎȭÓ 

presence in the domestic work sector of employment. Legal language that masks the 

sex and gender of domestic workers will fail to fully grasp and protect their human 

rights. This practice should be discontinued especially as laws have been passed in 

CARICOM which recognizes women as legal persons. The legislation on the 

employment rights of domestic workers needs to come on par with other laws that 

already recognize womenȭÓ ÐÒÅÓÅÎÃÅ in the work force. This is one means of achieving 

workers rights, equal status and responsible freedom in the workplace. 
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Lack of knowledge of these laws by domestic workers and lack of enforcement 

mechanisms allow an undue burden of care work  to weigh on these women who are 

segmented into this low-waged employment with little or no prospects of mobility. 

This economic and social disadvantage undermines their human rights, dignity, 

material and spiritual well being. 4ÈÅ ÌÏ× ÖÁÌÕÅ ÏÆ ×ÏÍÅÎȭÓ ÄÏÍÅÓÔÉÃ ×ÏÒË, rooted in 

the ideology of gender inequality, should be redefined to reflect its essentially life 

producing and life sustaining worth to human beings, the society and nation. The law 

can be made more comprehensive in order to articulate fairer terms of employment 

and decent conditions of work, protection of domestic workers and effective methods 

of enforcement.  

2.2 Mapping  CARICOM and Other Commonwealth Laws  

The statues of other Commonwealth countries have often been a source of legal 

thinking for CARICOM Member States. An attempt was made to find out whether this 

precedent may have informed legislation in force for domestic workers in CARICOM. 

No legislation was found for domestic workers in the commonwealth countries of 

Great Brit ain, Australia or New Zealand. Legal provisions were found for the provinces 

of Alberta and British Columbia (Canada), for South Africa and for Ireland. Outside the 

#ÏÍÍÏÎ×ÅÁÌÔÈȟ ÔÈÅ $ÏÍÅÓÔÉÃ 7ÏÒËÅÒȭÓ "ÉÌÌ ÏÆ ÒÉÇÈÔÓ ×ÁÓ ÁÌÓÏ ÆÏÕÎÄ ÉÎ ÆÏÕÒ ÓÔÁÔÅÓ ÏÆ 

the USA. 

The research revealed that CARICOM Member States had enacted their laws between 

1961 and 199140 and the other Commonwealth jurisdictions had done so between 

1992 and 2007, and USA states 2010-2014. CARICOM legislation predated Zimbabwe41 

Chapter 28:01 Labour (Domestic Workers) Employment Regulations 1992; South Africa 

Sectoral Determination7: Domestic Workers Sector 2002 of the Basic Conditions of 

Employment Act No 75 of 1997; )ÒÅÌÁÎÄȭÓ Code of Practice for Protecting Persons 

%ÍÐÌÏÙÅÄ ÉÎ /ÔÈÅÒ 0ÅÏÐÌÅȭÓ (ÏÍÅÓ ɉφττϋɊ, and New York StateȭÓ 2010 Domestic 

Workers Bill of Rights42. These dates suggest that precedents in other jurisdictions  are 

unlikely to have been the source of thinking for the legislation of CARICOM Member 

                                                           
40 St. Vincent and the Grenadines had first passed its Wage Regulations (Domestic Workers) Order 1989 
(No. 12 of 1989) 
41 Zimbabwe was suspended from the Commonwealth March 2002, and left the Commonwealth 
December 2003 
42

 https://labor.ny.gov/legal/laws/pdf/domestic -workers/facts-for-domestic-workers.pdf 

https://labor.ny.gov/legal/laws/pdf/domestic-workers/facts-for-domestic-workers.pdf
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States. However, it was useful to map the provisions of the two sets of laws in order to 

identify any additional provisions that may be instructive to CARICOM jurisprudence. 

The South Africa 2002 Sectoral Determination7: Domestic Workers Sector of the Basic 

Conditions of Employment Act No 75 of 1997 came into force to establish conditions of 

employment and minimum wage specifically for domestic workers.  Ireland does not 

have a separate law for domestic workers because under Irish law all legally employed 

domestic workers have the same rights and protections as any other worker. However, 

)ÒÅÌÁÎÄȭÓ #ÏÄÅ ÏÆ 0ÒÁÃÔÉÃÅ ÆÏÒ 0ÒÏÔÅÃÔÉÎÇ 0ÅÒÓÏÎÓ %ÍÐÌÏÙÅÄ ÉÎ /ÔÈÅÒ 0ÅÏÐÌÅȭÓ (ÏÍÅÓ 

(2007) was instituted to increase awareness of the application of all relevant 

legislation, enforce compliance with the law and to encourage good practice within 

that sector. Informat ion materials have been produced by the labour divisions in South 

Africa and Ireland to publicize their provisions.  

The Canadian provinces of Alberta and British Columbia do not have legislation 

specific to domestic workers but each provincial government has published guides in 

order to highlight ÒÅÌÅÖÁÎÔ ÌÅÇÁÌ ÐÒÏÖÉÓÉÏÎÓ ÔÏ ÅÍÐÌÏÙÅÒÓ ÁÎÄ ÅÍÐÌÏÙÅÅÓȢ !ÌÂÅÒÔÁȭÓ 

guide explains two statutes that apply to domestic employees: the Minimum Wage 

provisions of the Employment Standards Regulation, Alta Reg. 14/1997 and the 

Employment Standards Code RSA 2000 Chapter E-9 revised 2010 and 201443. The 

British Columbia Employment Standards Act (ESA) 1980 is the most important 

provincial law protecting the employment rights of domestic workers and caregivers 

in the [immigration] Live-In Caregiver Programme. The Act sets minimum standards 

for wages, hours of work, holidays, and other working conditions.  

 

.Å× 9ÏÒË 3ÔÁÔÅȭÓ Domestic Workers Bill of Rights amends three existing laws44 to 

protect workers from harassment based on sex, entitle domestic workers to overtime 

pay and extend disability benefits to domestic workers who work less than 40 hours 

per week. The Bill of Rights applies to all domestic workers, including those who may 

be undocumented. Information sheets in simple language have been published so that 

domestic workers may become knowledgeable of their employment rights. New Jersey 

and Massachusetts have replicated the Domestic Workers Bill of Rights.   
                                                           
43 https://www.canlii.org/en/ab/laws/regu/alta -reg-14-1997/latest/alta -reg-14-1997.html 

44
 https://www.littler.com/new-york-enacts-bill-rights-domestic-workers   The Bill of Rights amends the 

New York State Human Rights Law (NYSHRL), New York Labor Law and New York Workers' 
Compensation Law.  

https://www.canlii.org/en/ab/laws/regu/alta-reg-14-1997/latest/alta-reg-14-1997.html
https://www.littler.com/new-york-enacts-bill-rights-domestic-workers
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The mapping of laws in other Commonwealth states such as Canada, Ireland, South 

Africa to legislation in force in CARICOM mainly highlights additional provisions that 

could be included in any reform exercise. Legislation in force in New York State is 

included to obtain a wider geographic and temporal spread. Separate attention is 

drawn to provisions in force in Zimbabwe that go beyond the legislation compared. 

 
Terms and Definitions:  
 

Terminology outside of CARICOM is less diverse. Barbados and Alberta both use the 

term ȰÄÏÍÅÓÔÉÃ ÅÍÐÌÏÙÅÅȱ. Others jurisdictions ÕÓÅ ȰÄÏÍÅÓÔÉÃ ×ÏÒËÅÒȱ, which is found 

only in the statutory instrument of St. Vincent and the Grenadines. All definitions 

stress care-giving and domestic services. Definitions are quite similar in South Africa 

and Zimbabwe in their inclusion of work done in the yard of a dwelling house; a 

feature not found in Ireland, New York State, Alberta or British Columbia. The latter 

has the distinct ion that a domestic worker resides in the residence of employers.  

 

)Î :ÉÍÂÁÂ×ÅȭÓ ÌÅÇÉÓÌÁÔÉÏÎ Ȱdomestic worker means a person employed in any private 

household to render services as a yard/garden worker, cook/housekeeper, child 

minder, qualified sick persons-minder or disabled/aged-minder, irrespective of 

whether or not the place of employment is in an urban or rural areaȱ. In South Africa 

ȰÄÏÍÅÓÔÉÃ ×ÏÒËÅÒ ÍÅÁÎÓ ÁÎ ÅÍÐÌÏÙÅÅ ×ÈÏ ÐÅÒÆÏÒÍÓ ÄÏÍÅÓÔÉÃ ×ÏÒË ÉÎ ÔÈÅ ÈÏÍÅ ÏÆ his 

or her employer and includes a gardener, a person employed by a household as driver 

of a motor vehicle, a person who takes care of children, the aged, the sick, the frail or 

ÔÈÅ ÄÉÓÁÂÌÅÄȟ ÂÕÔ ÄÏÅÓ ÎÏÔ ÉÎÃÌÕÄÅ Á ÆÁÒÍ ×ÏÒËÅÒȱȢ  

 
)ÒÅÌÁÎÄȭÓ employment laws define a worker as someone who works under an 

employment contract while the factsheet of its Workplace Relations Commission uses 

the ILO definition of domestic worker.  .Å× 9ÏÒË 3ÔÁÔÅȭÓ "ÉÌÌ ÏÆ 2ÉÇÈÔÓ ÄÅÆÉÎÅÓ Á 

domestic worker as a "person employed in a home or residence for the purpose of 

caring for a child, serving as a companion for a sick, convalescing or elderly person, 

housekeeping, or for any other domestic service ÐÕÒÐÏÓÅȱȢ The British Columbia two-

page guide states that a "domestic" means a person who (a) is employed at an 

employer's private residence to provide cooking, cleaning, child care or other 

prescribed services, and (b) resides at the employer's private residence. !ÌÂÅÒÔÁȭÓ 

factsheet explains thatȟ Ȱa domestic employee is a person employed to do work in the 
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ÅÍÐÌÏÙÅÒȭÓ ÒÅÓÉÄÅÎÃÅȟ ÆÏÒ ÔÈÅ ÃÁÒÅȟ ÃÏÍÆÏÒÔ ÁÎÄ ÃÏÎÖÅÎÉÅÎÃÅ ÏÆ ÍÅÍÂÅÒÓ ÏÆ ÔÈÁÔ 

residenceȱ.  

 

2.2.1 Provision s not contained  in CARICOM Domestic Worker s Laws  

Legislative provisions for domestic workers are not as extensively detailed in a single 

law in CARICOM Member States as are those of Zimbabwe, South Africa, Ireland, or 

New York State. Many of the provisions contained in these later statutes, may be found 

in other legislation in CARICOM. A few provisions included in the legislation reviewed 

for Commonwealth and US jurisdictions are presented below to demonstrate the 

expanded thinking on the employment rights of domestic workers. 

Provisions on Wages: Minimum wage and/or  overtime rates of pay are provided in the 

laws of CARICOM for domestic workers.  3ÏÕÔÈ !ÆÒÉÃÁȭÓ ςππς 3ÅÃÔÏÒÁÌ $ÅÔÅÒÍÉÎÁÔÉÏÎ χ 

includes the following additional details in one law:  

¶ annual wage increase  
¶ calculation of wages 
¶ payment of wages 
¶ information concerning pay 
¶ prohibited acts concerning payment of wages 
¶ deductions  

 
The percentage annual wage increase is stipulated and tied to the Consumer Price 

Index. Wages are to be paid on the normal pay day agreed by the domestic worker. 

Deductions are forbidden for breakage of items, meals, lodgings etc. Special provisions 

are detailed regarding pay for work done on a Sunday.  Time off in lieu of pay is an 

option. 

The New York Bill of Rights stipulates payment each week, Alberta does not treat with 

day of payment, and the British Columbia law allows the employer a grace period of 8 

days in relation to the agreed pay day. Zimbabwe stipulates pay within 3 days of due 

pay day but within 24 hours on termination. Part-time workers must be paid double 

the hourly rate. 

Alberta and British Columbia set a bar on the amounts that domestic workers may pay 

for meals and lodgings. .Å× 9ÏÒËȭÓ ÍÉÎÉÍÕÍ ×ÁÇÅ ÌÁ× ÇÉÖÅÓ ÅÍÐÌÏÙÅÒÓ Á ÃÒÅÄÉÔ 
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towards meals provided. Only statutory deductions and union dues are allowed in the 

laws reviewed.  None of the above issues are contemplated in laws of CARICOM.  

Contracts and Particulars of Employment: the Trinidad and Tobago Order requires the 

employer to set out in writing the duties, hours of work and rest periods at the time 

that the household assistant first assumes duty. Guyana and Barbados require the 

employer to keep records. St. Vincent and the Grenadines is silent on this provision.  

The other statues examined require the employer to keep records but also to provide 

the employee with details of employment in a language that the domestic worker 

understands, and a wage slip at each payment. South AfricaȭÓ legislation and the New 

York State Bill of Rights require the employer to make the legislation accessible to the 

employee. 

Family Leave: CARICOM statutes provide for maternity leave, annual vacation, sick 

leave, public holidays, and weekly off-duty periods. South Africa adds an annual 5 days 

of paid leave to attend to family responsibility. This leave cannot be accumulated. The 

law in Alberta includes family leave with other types of leave but does not specify 

whether it is paid or unpaid. British Columbia allows the Live-In Caregiver almost any 

leave requested unpaid.   Maternity leave is 4 months in South Africa. 

Dignity and Privacy: )ÒÅÌÁÎÄȭÓ #ÏÄÅ ÓÔÒÅÓÓÅÓ ÔÈÅ ÅÍÐÌÏÙÅÒȭÓ ÏÂÌÉÇÁÔÉÏÎ ÔÏ ÒÅÓÐÅÃÔ: the 

dignity and privacy of the domestic worker, free exercise of personal pursuits, trade 

union membership, and non-discrimination on the basis of sex among other factors. 

The New York Bill of Rights prohibits sexual and other forms of harassment. These 

explicit provisions are not contained in the laws of Alberta, British Columbia and South 

Africa, Zimbabwe or CARICOM.  

Certificate of Service: South Africa entitles a domestic worker, upon termination, to 

proof of employment experience through the issuance of a Certificate which must 

indicate any training that may have been received and, if the domestic worker desires, 

the reason for termination. A Record of Service is found in the legislation of Zimbabwe. 

Other provisions addressed by at least one of the laws reviewed: transportation 

allowance; occupational health and safety; health insurance, unemployment and 

retirement  benefits; minimum wage according to age and experience; and the right to 

retain possession of personal documents,  registration of employment by the domestic 

worker or employer.  
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Offences: As in the law in Guyana and Barbados, )ÒÅÌÁÎÄȭÓ #ÏÄÅ and New York StateȭÓ 

Bill of Rights creates an offence for non-compliance with its provisions. British 

Columbia and New York do not create an office within the legislation but provide a 

mechanism for making and filing complaints, as does Ireland. Only British Columbia 

has a limitation, of six month, on filing complaints.  

The South Africa law prohibitÓ ÃÅÒÔÁÉÎ ÁÃÔÓ ÉÎ ÒÅÌÁÔÉÏÎ ÔÏ ÔÈÅ ÄÏÍÅÓÔÉÃ ×ÏÒËÅÒȭÓ ÐÁÙȟ 

forced labour, and child labour but does not create any specific offences with penalties. 

The legislation in Zimbabwe does not specifically create offences with penalties 

although many acts are prohibited. 

 

2.2.2 Zimbabwe Labour ( Domestic Worker ) Employment Regulations   

Zimbabwe Chapter 28:01 Labour (Domestic Workers) Employment Regulations 1992 

This statutory instrument contains a few additional provisions to those reviewed for 

Canada, Ireland, South Africa and New York.  

Grades: domestic work is graded according to main duties and minimum wages are 

stipulated. Domestic workers can be promoted to higher grades. The law prevents any 

form of reduction in wages, e.g. where the domestic worker is present and willing to 

work but the employer fails to assign duties. A full time employee cannot be assigned 

to task, piece or ticket work within her or his normal hours. Lodgings, meals, light and 

fuel for Live-In domestic workers are free. The law contemplates transport allowance 

for the domestic worker that does not Live-In. Protective clothing is free and becomes 

the property of the domestic worker after 3 months.   

 

Breastfeeding and days off: 1 hour daily for breastfeeding a child; at least one and a half 

days off per week for domestic workers who do the 49 hours per week exclusive of 

rest breaks; double time off for working on a public holiday; work on a public holiday 

cannot stand in place of Á ÒÅÇÕÌÁÒ ÄÁÙȭs work.  

Sick Leave: a worker is entitled to  26 days certified sick leave per year. If the domestic 

worker becomes sick on the job he or she is entitled to be provided with a place which 

is suitable for a medical examination to be conducted.  
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Notice of termination: mutual notice must be given for a period within the interval 

separating two pay days. The worker is exempted from the notice provisions when 

unable to do so due to an emergency.  

Gratuity : a gratuity must be paid to any employee terminated after 5 years service, if 

the employer had not registered the worker in the Pension and Provident Fund (1976) 

or a gratuity scheme.  

Summary 

It is noted that the laws on the employment rights of domestic workers in the 

Commonwealth and USA were enacted at a later period than those of CARICOM and 

they would have benefited from some of the global human rights dialogues of the 

decades in which they were drafted. There are thirteen areas in which the domestic 

worker legislation in CARICOM could be improved if the laws that were mapped are 

used as a model.  All thirteen areas identified address to some degree a problem or 

concern that has been raised by domestic workers in one or other of the studies that 

have been conducted within CARICOM. 

2.3 Gap Analysis of CARICOM Domestic Worker Laws and ILO C189  

 

The ILO Decent Work for Domestic Workers Convention 2011(C189) 45  sets out 

employment standards that apply the principles of decent work to domestic workers. 

C189 was adopted at the 2011 International Labour Organisation annual conference 

governments, representatives of the private sector and of workers. C189 defines a 

domestic worker as any person engaged in domestic work within an employment 

relationship. Domestic work is work performed in or for a household or households 

and includes such tasks as house cleaning, cooking, washing and ironing clothes, care 

of children, elderly or sick members of a household, gardening, guarding the house, 

driving members of the family and caring for household pets. These definitions were 

agreed to by the various delegations, including domestic workers, which adopted the 

convention. 

                                                           
45

 
http://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO:12100:P12100_INSTRUMENT_I
D:2551460:NO 
 

http://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO:12100:P12100_INSTRUMENT_ID:2551460:NO
http://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO:12100:P12100_INSTRUMENT_ID:2551460:NO
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C189 consists of a preamble and 27 articles. Article 1 relates to definitions while 

Articles 2 to 17 confer and safeguard rights of the domestic worker. Articles 18 to 27 

deal with the processes, administration, and formalities associated with ratification. 

The main rights granted to domestic workers in C189 include: daily and weekly rest 

periods as are applicable; entitlement to pay at or above the minimum wage 

commensurate with the range of duties performed in a given period; protection from 

all forms of abuse, harassment and violence; safe conditions at work; clarity and 

agreement on the terms of employment and tasks to be carried out; freedom of choice 

in the use personal free time; independent possession of travel and personal 

documents; freedom of association. 

This section summarizes the main rights contained in Articles 2 ɀ 18 of C189 and 

conducts a gap analysis between each article and the provisions of the four domestic 

worker l aws under review. Where possible, note is made of C189 rights provisions 

that may be found in other employment laws in force in CARICOM, although they are 

not contained in the four domestic workers laws being reviewed. 

¶ A Domestic Worker is any person who performs work in or for a household in 
an employment relationship (Article 1) 

 
NO GAP: The legislation of Barbados, Guyana, St. Vincent and the Grenadines, and 
Trinidad and Tobago locate domestic work within the household. Legislation in Belize, 
Grenada, St. Kitts and Nevis, and St. Lucia also do. However, the law in Belize extends 
domestic work to pension houses and guest houses and in St. Vincent and the 
Grenadines to educational institutions. 

 
¶ C189 applies to all domestic workers (Article 2); except where better 

protection already exists, or there are special problems with limited 
categories of workers. 

 

The legislation in CARICOM protects the employment rights of all domestic workers 

and do not specify exemptions of any group of domestic workers.  

 

¶ Effective State promotion and protection of the human rights of all domestic 
workers (Article 3) 
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Gap1: The laws as framed do not effectively promote and protect the human rights of 

domestic workers. Many rights are omitted; restrictions apply in respect of labour 

inspection of private residences; and workers fear to lodge official complaints.  

 

Some gaps in the legislation for domestic worker are filled in the provisions of other 

national employment and labour laws in force. Provisions for freedom of association, 

prevention of forced labour and discrimination are addressed in the Labour Code or 

the Employment Act of some CARICOM Member States. Importantly,  

 

Guyana has a Prevention of Discrimination Act 1997, and St. Lucia has an Equality of 

Opportunity and Treatment in Employment Act (Cap. 16.14). 

 

¶ The effective abolition of child labour, consistent with the age limits set in 
national laws (Article 4) 

Gap 2: This is not included in the employment legislation for domestic workers.  

Barbados has this provision in the Employment (Miscellaneous Provisions) Act (Cap. 

346), Guyana has a Schedule: Minimum Age for Employment of Children in its 

Employment of Young Persons and Children Act (CAP. 99:01). St. Vincent and the 

Grenadines has incorporated the Employment of Children (Prohibition) Act 1940 into 

its 1990 revision of the Employment of Women, Young Persons and Children Act (Cap. 

209). The Trinidad and Tobago Miscellaneous Provisions (Minimum Age for 

Admission to Employment) Act 2007 and clause 105 of the Children Act Chapter 46:01 

(Act 12 of 2012) makes it an offence to employ a child under the age of 16 years in any 

public or private undertaking, except one owned and controlled by the same family.  

Six other CARICOM Member States have separate laws or provisions in other laws 

prohibiting child labour.  

 

¶ Effective protection of domestic workers against all forms of abuse, 
harassment and violence (Article 5) 

 

Gap 3: This provision is not included in the legislation for domestic workers. Sexual 

The interpretation, offences and evidentiary presumption sections of the Guyana 

Offences Act 2010 (No. 7 of 2010) are invoked regarding prevention and protection 

from sexual harassment.  Belize has the Protection Against Sexual Harassment Act 



Employment Law Focusing on the Rights of 
Domestic Workers 

2017  

 

 
 

50 
 

(CAP.107). No other CARICOM Member State has legislation prohibiting sexual 

harassment. Most states do have legislation on domestic or gender based violence. 

 

¶ Fair terms of employment, decent working conditions on par with other 
workers and, if they reside in the household, decent living conditions that 
reÓÐÅÃÔ ÄÏÍÅÓÔÉÃ ×ÏÒËÅÒÓȭ privacy (Article 6) 

 

Gap 4: Legislation in force for domestic workers does not contain all the provisions for 
fair terms of employment and decent working conditions.  
 
Some relevant provisions are to be found in other employment legislation but these 
are often contravened in respect of domestic workers (see Table 3; and Annex B). 
 

¶ Domestic workers are to be informed, preferably in a written contract,  of 
terms and conditions of employment, domicile, duties, duration of contract, 
normal hours of work, pay, termination of services and repatriation in case of 
migrant (Article 7)  

 

 

Gap 5: Employment contracts are not provided in any of the laws in force for domestic 

worker s.  

 

The statutory instrument in Trinidad and Tobago requires the duties, work hours and 

rest periods of the domestic worker to be set out in writing but does not specify that 

the worker should receive a contract. The Acts of Barbados and Guyana require 

employers to keep records of hours worked and payment made to the domestic 

worker . The legislation of St. Vincent and the Grenadines does not contain any such 

provision.  

 

Most CARICOM Member States have employment legislation in force providing for 

written contracts however St. Vincent and the Grenadines Protection of Employment 

Act 2003 (at 8. (1)) exempts weekly and daily paid workers from this provision. The 

Grenada Employment Act 1999 requires all contracts of employment to be written. 

The Labour Act of Belize revised in 2000 and the St. Lucia Labour Code 2006 provides 

that contracts of service may be oral or written. These laws require the employer to 

explain clearly the particulars of employment in the oral contract to the worker. 
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¶ ILO Members to cooperate with each other to ensure effective protection of 
migrant domestic workers regarding their terms and conditions of 
employment (Article 8) 

 

Gap 6: This provision is not contained in the legislation in force for domestic workers.  

There is no CSME or CARICOM Model legislation for domestic workers. The CSME Free 

Movement granted to Household Domestics is a right to  migrate and reside. It does not 

address conditions of employment.  

 

¶ Freedom of domestic workers ÔÏ ÄÅÃÉÄÅ ÏÎ ×ÈÅÔÈÅÒ ÔÏ ÒÅÓÉÄÅ ÉÎ ÅÍÐÌÏÙÅÒȭs 
ÈÏÕÓÅÈÏÌÄȠ ÎÏ ÏÂÌÉÇÁÔÉÏÎ ÔÏ ÓÔÁÙ ÉÎ ÅÍÐÌÏÙÅÒȭÓ ÈÏÕÓÅÈÏÌÄ ÄÕÒÉÎÇ ×ÅÅkly rest or 
annual leave; retain possession of their identity documents  (Article 9) 

 

Gap 7: None of the four laws in force for domestic workers has this provision. 

 

¶ Member States to ensure equal treatment between domestic workers and 
workers generally in accordance with national laws, for example in relation to 
week rest and independent use of their off time, taking account of the special 
characteristics of domestic work (Article 10). 

 

Gap 8: The legislation in force for domestic workers does not contain this provision.  

In principle, the provisions contained in employment legislation such as the Labour 

Code, Employment Act, Wage Council Act apply equally to domestic workers.  

 

 

Trinidad and Tobago had previously excluded domestic workers from the protection 

of the Industrial Stabilization Act 1965 and Industrial Relations Act 1972.  

This error was remedied, in part, several decades later in the Minimum Wages Order 

and in the Maternity Protection Act, guaranteeing domestic workers the same rights 

and benefits as other workers46.  

 

¶ Each Member shall take measures to ensure that domestic workers enjoy 
Minimum Wage, where coverage exists, without discrimination based on sex 
(article 11) 

                                                           
46

 Harris Roper, Carla-Ann & Natalie Corthésy. 2014. Commonwealth Caribbean Employment and 
Labour Laws. London and New York: Taylor and Francis Group Routledge p.90 
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NO GAP: The domestic workers laws of Barbados, St. Vincent and the Grenadines and 
Trinidad and Tobago provide a Minimum Wage.  Guyana makes this provision in a 
separate Minimum Wage Act.  
 

¶ Domestic workers shall be paid in cash at regular intervals at least once a 
month. The monetary value of a limited proportion of pay in kind must be fair 
and reasonable (article 12) 

 

Gap 9: None of the laws in force specify cash payment or the payment interval.  

 

Cash payment and interval are provided in the Barbados Employment Rights Act 2012. 

The Guyana Labour Act, Part IV, makes provisions for weekly, fortnightly or monthly 

payment intervals. Wages must be entirely in ȰÍÏÎÅÙȭ and it is an offence to pay in-

kind. The St. Vincent and the Grenadines Protection of Employment Act 2003 and the 

Trinidad and Tobago Minimum Wage legislation do not address payment interval or 

payment in cash. Although the Trinidad and Tobago Truck Act Chap. 88:07 No 23 of 

1980 provides for payment of wages entirely in money however, the Act does not 

ÁÐÐÌÙ ÔÏ ȰÄÏÍÅÓÔÉÃ ÓÅÒÖÁÎÔÓȱȢ 4he Act does not provide payment intervals.  

 

¶ %ÁÃÈ -ÅÍÂÅÒ ÓÈÁÌÌ ÔÁËÅ ȣ ÅÆÆÅÃÔÉÖÅ ÍÅÁÓÕÒÅÓȟ ×ÉÔÈ ÄÕÅ ÒÅÇÁÒÄ ÆÏÒ ÔÈÅ ÓÐÅÃÉÆÉÃ 
characteristics  of domestic work, to ensure occupational safety and health of 
domestic workers (article 13) 

 
Gap 10: The legislation for domestic workers does not contain these provisions.   

 

Domestic worker s are protected in the Guyana Occupational Safety and Health Act 

1997, and the CARICOM Model OSHWE legislation contains protection for domestic 

workers.  

 

The following exclude domestic workers: Barbados Occupational Safety and Health at 

Work Act 2005; St. Lucia Labour Code 2006 exempts ȰÐÒÉÖÁÔÅ Ä×ÅÌÌÉÎÇ ÈÏÍÅÓȱ ÆÒÏÍ 

labour inspection. The Belize Occupational Safety and Health Bill 2014 [Interpretation 

4 ɀ (2)] excludes the domestic worker47 from its protection. St. Vincent and the 

                                                           
47   http://amandala.com.bz/news/wp -content/up loads/2014/01/OSH -Bill.pdf   accessed May 16, 2017 
Ȱȣ ÉÎÃÌÕÄÅÓ Á ÄÏÍÅÓÔÉÃ ×ÏÒËÅÒ ×ÈÏ ÉÓ ÅÍÐÌÏÙÅÄ ÔÏ ÄÏ ÈÏÕÓÅÈÏÌÄ ×ÏÒË ÉÎ ÁÎÏÔÈÅÒ ÐÅÒÓÏÎȭÓ ÈÏÍÅȟ ÈÏÕÓÅȟ 
building, structure, place or premises occupied as private dwellingȱ 

http://amandala.com.bz/news/wp-content/uploads/2014/01/OSH-Bill.pdf
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Grenadines does not have any OSH. 4ÒÉÎÉÄÁÄ ÁÎÄ 4ÏÂÁÇÏȭÓ /3( ςππφ ɉ!ÍÅÎÄÍÅÎÔɊ 

applies only to industrial establishments belonging to or occupied by the State48. 

 

¶ %ÁÃÈ ÍÅÍÂÅÒ ÓÈÁÌÌ ÔÁËÅ ÁÐÐÒÏÐÒÉÁÔÅ ÍÅÁÓÕÒÅÓ ȣ ÔÏ ÅÎÓÕÒÅ ÔÈÁÔ ÄÏÍÅÓÔÉÃ 
×ÏÒËÅÒÓ ÅÎÊÏÙ ȣ Óocial security protection, including maternity benefits 
(article 14)  

 

Gap 11: These provisions are not in the legislation for domestic workers in Barbados 

and Guyana. They are in separate laws. 

 

Maternity benefits are provided in the domestic worker legislation of St. Vincent and 

the Grenadines and of Trinidad and Tobago. All CARICOM Member States have these 

legislative provisions. 

 

¶ Protection against abusive practices by private employment agencies (article 
15) 

 

Gap 12: This provision is not contained in the legislation for domestic workers.  

 

¶ Effective access to courts, tribunals or other dispute resolution mechanisms 
under conditions that are not less favourable than those available to workers 
generally (article  16) 

 

NO GAP: The laws in force for domestic workers in the three countries create a 

punishable offence and by implication grants access to the courts. The law for 

domestic workers in St. Vincent and the Grenadines does not create an offence. 

However, domestic workers have access to the Department of Labour for resolution of 

disputes in each country.  

 

The Trinidad and Tobago Industrial Relations Act grants domestic workers have 

access to the Industrial Court only on matters of Minimum Wage and Maternity Leave 

due to an exclusion of domestic workers contained in the original Industrial 

Stabilization Act 1965 and Industrial Relations Act 1972. 

                                                           
48 http://industrialcourt.org.tt/Portals/0/documents/OSHA%20 -%20Chap%2088.08.pdf  accessed 
May 16, 2017 
 

http://industrialcourt.org.tt/Portals/0/documents/OSHA%20-%20Chap%2088.08.pdf
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The Employment Rights Act 2012 of Barbados has established a Tribunal.  The Labour 

Act (Cap. 98:01) of Guyana grants the Minister authority  to set up Tribunals to settle 

disputes between classes of employees and employers.   

 

¶ Protection of domestic workers through an effective complaint mechanism 
and measures that ensure inspection of households, compliance with labour 
laws, enforcement of regulations and penalties (article 17)  

 

Gap 13: None of the legislation for domestic workers includes all of these provisions.  

 

Guyana provides for inspection of households in its Occupational Health and Safety Act 

1997.  Barbados, Guyana, and Trinidad and Tobago require compliance with their laws 

for domestic workers but do not specify the enforcement or complaints mechanism.   

 

Summary 

 

Thirteen gaps were identified in the comparison between the individual articles of 

C189 and provisions contained in the four laws in force for domestic workers. Of the 

four laws reviewed, two lack 12 of the rights enshrined by C189 and the other two 

lacks 11 of these rights. These gaps result in failure to guarantee and protect several of 

the human rights of domestic workers. However many of the C189 gaps indentified in 

the legislation for domestic workers are in force in other employment rights laws in 

CARICOM Member States. Guarantees of the applicability of these laws to domestic 

workers require effective complaints and enforcement mechanisms and targeted 

public legal education. 

 

Article 18 of C189 binds ILO Members to implement the Convention, guided by 

consultation with relevant stakeholders, through use of laws and regulations that 

extend or adapt existing measures to cover domestic workers or by developing 

specific measures for them, as appropriate.  Thus, amendments to legislation in force 

or the drafting of new for domestic workers can draw on the C189 provisions already 

present in national legislation.  
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2.4 Ratification of C189 in CARICOM 

Guyana and Jamaica have ratified C189, the ILO Decent Work for Domestic Workers 

Convention 2011.  The Convention comes into force in Jamaica in October of 2017 but 

is already in force in Guyana. Officials in these countries explain that ratification was 

prompted by the vibrant activism of civil society organizations that had been 

campaigning prior and subsequent to the adoption of ILO C189.  Since ratification , 

Guyana has held some of its planned stakeholder dialogues and consultations with 

domestic workers. Also, Guyana is reviewing its labour legislation to identify areas 

where decent work provisions need to be strengthened. Jamaica conducted a baseline 

study in 2014 and its OSH legislation is being designed in accordance with the 

guidelines provided for protecting domestic workers in the CARICOM Model OSHWE.   

 

To date, ratification of C189 has not affected national legislation in Guyana or Jamaica. 

It should be noted that even if ratified by a Member State, ILO Conventions are not 

automatically assimilated into the domestic jurisprudence. International law 

instruments exist within a completely distinct legal sphere throughout the 

Commonwealth Caribbean. Specific enactment of domestic legislation is required to 

transpose international legal principles inÔÏ Á ÃÏÕÎÔÒÙȭÓ ÉÎÄÉÇÅÎÏÕÓ ÌÅÇÁÌ ÆÒÁÍÅ×ÏÒË49. 

Despite this methodology in Caribbean jurisprudence, there is a growing momentum 

to place direct reliance in the domestic sphere on the principles undergirding 

international labour law50.  

No institutional barrier s to ratification of C189 were identif ied by Labour officials in 

CARICOM Member States. However, while only two CARICOM Member States have 

ratified C189, in many countries stakeholder dialogue and other initiatives are 

underway. In St. Kitts and Nevis, where non-standard employment arrangements are 

emerging regarding household services, the Department of Labour has engaged the 

employment agencies that recruit domestic workers to ensure compliance with 

regulations. Antigua conducted a baseline study on domestic workers in 2012 and the 

Department of Labour is looking into legislation to address the convention and 

                                                           
49 Antigua and Barbuda Ratification of Treaties Act (1987) 
50 Carla-Ann Harris Roper, & Natalie Corthésy. 2014. Commonwealth Caribbean Employment and 
Labour Laws. London and New York: Taylor and Francis Group Routledge p.34 
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safeguard the employment rights of domestic workers. The Department sees the 

anomaly of granting work permits to domestic workers and not extending full worker 

protection. It is of the view that employers of domestic workers should join with the 

State to ensure employment best practices as their homes have become workplaces. 

Montserrat51 is not a direct member of ILO but the Labour Department is willing to 

study and promote the Convention. 

Barbados has brought stakeholders together, produced a study52 and collaborated 

×ÉÔÈ 5. 7ÏÍÅÎ ÁÎÄ ÔÈÅ %ÍÐÌÏÙÅÒÓȭ #ÏÎÆÅÄÅÒÁÔÉÏÎ ÔÏ ÐÒÏÄÕÃÅ Á #ÏÄe of Practice for 

Employers of domestic workers. The Code is informed by existing legislation for 

domestic employees, other national employment laws and ILO C189.  Grenada had 

brought multi -partite stakeholders together to dialogue on the Convention and 

devolved responsibility for organizing domestic workers to its Ministry of Social 

Development. Trinidad and Tobago is undertaking a comprehensive review of its 

labour legislation. Similarly, St. Lucia has begun a review of its Labour Code. 

In two Member States, citing resource constraints, officials indicated that the 

Convention had not been studied. Therefore, the preferred approach is a policy of 

applying the C189 principles to labour practices without having to meet international 

reporting requirements and other formalities associated with ratification. Ministers of 

Labour across CARICOM and representatives of the ILO Head Office met in Jamaica, 

February 2017 to discuss decent work and this was followed in March by an ILO 

mission to St. Lucia to provide guidance on protocols for the prevention of child 

labour. 

ILO Members are obligated to guarantee the human rights of domestic workers and 

ensure their equal treatment with other workers in accordance with national laws. 

The obligations of Members include taking measures to promote, protect and realize 

the fundamental principles and rights at work, namely: effective recognition of the 

right to collective bargaining, elimination of all forms of forced labour, abolition or 

prevention of child labour, elimination of discrimination in respect of employment and 

occupation. Members are urged to cooperate with each other to ensure the effective 

application of the provisions of C189 to migrant domestic workers. 

                                                           
51 ILO C189 would apply in Montserrat when the UK ratifies the Convention 
52 Advancing Decent Work for Domestic Employees, Final Report , September 2013  
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A number of CARICOM Member States and trade unions, including those of domestic 

workers, were consistently involved in the dialogues that reached consensus on and 

adopted C189. These trade unions and civil society organizations assisted by the ILO 

Caribbean office have been advocating for ratification of C189 so that it becomes the 

standard within CSME.  
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3.  CIVIL SOCIETY MOBILISATION ON CSME and C189 
 

Three trade unions and one national and one regional non-governmental organization 

were consulted about their activism in relation to CSME and C189. These were the 

National Union of Domestic Employees (NUDE) in Trinidad and Tobago, Jamaica 

Household Workers Union (JHWU), Barbados Workers Union (BWU),   Red Thread ɀ 

ÁÎ ÁÃÔÉÖÉÓÔ ×ÏÍÅÎȭÓ ÏÒÇÁÎÉÚÁÔÉÏÎ in Guyana, and the Barbados based Caribbean Policy 

Development Center (CPDC). The national organizations have a long history of 

promoting the human rights of domestic workers and have collaborated strategically 

at national, regional and international levels  

 

3.1 Caribbean Policy Development Centre (CPDC) http://cpdcngo.org/  

CPDC is a regional coalition of non-governmental organizations of small farmers, 

women, youth, Indigenous People, rural populations, and faith-based organisations 

located across CARICOM. Altogether CPDC serves seventeen (17) regional, sub-

regional and national NGOs working at the grassroots level in economic, social, and 

cultural sectors in the Caribbean. CPDC also has strong networking partnerships with 

organisations of persons with disabilities, artisans, micro entrepreneurs, trade unions 

and human rights activists.  

The #0$#ȭÓ ÆÏÃÕÓ ÏÎ ÄÏÍÅstic workers emerged out of a longstanding concern that the 

CSME should provide equal opportunity of free movement for all workers53. The CPDC 

collaborated with BWU, JHWU, NUDE, Red Thread and other partners to implement 

the 2012 - 2014 project, Making CSME Work for Artisans and Domestics. The CPDC 

identified five countries that were either major senders or receivers of domestic 

workers and sought to guide domestic workers through the procedures that they 

would have to follow in seeking to benefit from the rights granted within the CSME 

Free Movement of Skilled Nationals Regime. CPDC also sought to influence the nature 

of the certification that authorized agencies would put in place for domestic workers. 

The project ended without realizing this latter goal but was successful in producing 

                                                           
53 CPDC. 2004. Freedom of Movement: the Cornerstone of CSME. Researched for CPDC by CADRES 

http://cpdcngo.org/
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informational materials for the benefit of domestic workers in the five countries 

targeted.  

The first output of the project was a situational analysis of the uptake of their  CSME 

Free Movement rights by domestic workers and artisans. The second output was an 

Education Plan that included workshops with a core of at least 10 domestic workers in 

each of the 5 target countries. The domestic workers influenced production of the 

booklet Ȱ-ÁËÅ ÔÈÅ #!2)#/- 3ÉÎÇÌÅ -ÁÒËÅÔ ÁÎÄ %ÃÏÎÏÍÙ 7ÏÒË ÆÏÒ 9ÏÕȱ, promotional 

billboards, newspaper sticky notes, a webpage, Facebook page, Town Hall meetings, 

national and regional level radio and television broadcasts. These products were 

designed to reach domestic workers [and Artisans] with pertinent inf ormation that 

would assist their decision making as regards taking advantage of CSME rights.  

CPDC also engaged the media as essential partners who had been prioritized for free 

movement and would have a perspective on this experience.  The project developed a 

media toolkit on Domestic Workers and Artisans in the CSME and used it to implement 

a training workshop for media workers in each project country. The aim was to 

sensitize journalists and reporters to the issues that could and did affect free 

movement of artisans and domestic workers.  

Over the three-year duration of the project  CPCD lobbied and engaged a total of 99 

decision makers from institutions such as COTED, COSHOD, CSME Unit, TVET, and 

OECS Commission on the main constraints preventing Domestic Workers and Artisans 

from taking ÁÄÖÁÎÔÁÇÅ ÏÆ ÔÈÅ #3-%Ȣ  #0$#ȭÓ ÌÏÂÂÙ ×ÁÓ ÇÕÉÄÅÄ ÂÙ ÉÔÓ Background Paper 

on the status of the institutional arrangements, one of which was the required CVQ for 

domestic workers which was not being offered in any CARICOM Member State.   This 

deficiency obstructed uptake of free movement rights. 

 

3.2 Red Thread  https://www.facebook.com/RedThreadWomenGuyana/  

Red Thread ÉÓ Á ÇÒÁÓÓÒÏÏÔÓ ×ÏÍÅÎȭÓ ÏÒÇÁÎÉÚÁÔÉÏÎ with a history of activism on valuing 

the care work done by women world -wide. Red Thread has a larger sphere of 

operations within which ÔÈÅ #ÏÒÁ ÁÎÄ #ÌÏÔÉÌ 'ÒÁÓÓÒÏÏÔÓ 7ÏÍÅÎȭÓ 3ÅÌÆ-Help Service is a 

facility provided by domestic workers to domestic workers and other low waged 

women. The Service is named for Red ThreadȭÓ founding member Cora and for Clotil, 

https://www.facebook.com/RedThreadWomenGuyana/
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the founding member of NUDE.  Red Thread is not a trade union but works closely 

with NUDE, JHWU, BWU, and together with these trade unions, is actively nurturing 

the formative #ÁÒÉÂÂÅÁÎ $ÏÍÅÓÔÉÃ 7ÏÒËÅÒÓȭ .ÅÔ×ÏÒË54. Red Thread has been engaging 

domestic workers since the 1990s with in the ambit 'ÌÏÂÁÌ 7ÏÍÅÎȭÓ 3ÔÒÉËÅ ÃÁÍÐÁÉÇÎ 

which promotes the value ÏÆ ×ÏÍÅÎȭÓ ×ÏÒË ÉÎ ÔÈÅ ÈÏÕÓÅÈÏÌÄ ÏÎ reproductive, 

productive and developmental terms. Red Thread was instrumental in the advocacy 

and ÍÏÂÉÌÉÚÁÔÉÏÎ ÔÈÁÔ ÌÅÄ ÔÏ 'ÕÙÁÎÁȭÓ ÒÁÔÉÆÉÃÁÔÉÏÎ ÏÆ #ρψω. The organisation remains 

active on the issues in the following areas. 

¶ Definition of Domestic Work 

Red Thread expanded the definition of domestic workers to include cleaners at 

schools. This is because Red Thread deals with caring work wherever it takes place. 

 

¶ Research 

Red Thread conducted a survey among domestic workers and based on the results 

planned an education and sensitization programme.  The text of various laws to inform 

ÉÔÓ Á×ÁÒÅÎÅÓÓ ÂÕÉÌÄÉÎÇ ÐÒÏÇÒÁÍÍÅ ×ÁÓ ÓÏÕÒÃÅÄ ÆÒÏÍ ÔÈÅ 0ÁÒÌÉÁÍÅÎÔȭÓ ÌÉÂÒÁÒÙȢ 

 

¶ Sensitization  

Red Thread sponsored TV shows where domestic workers talked about their good and 

bad experiences.  Red Thread also heightened the awareness of domestic workers 

about various pieces of legislation such as Minimum Wage, Hours of Work, Safety and 

Health at Work. Domestic workers from the various regions were educated on all the 

laws concerning their employment.   Red Thread sponsored representatives from the 

various regions of Guyana to attend its seminars and expanded their awareness and 

understanding of their benefits and obligations under the National Insurance Scheme. 

These representatives were tasked to enlighten other domestic workers.  

  

¶ Engagement of Government of Guyana 

Red Thread identified participants to attend a workshop convened by the Ministry of 

Labour on legislation that affects domestic workers. The women were able to interact 

very effectively with the content of the workshop because they knew the laws. Red 

                                                           
54 CAFRA St. Lucia and the fledgling Antigua Domestic Workers Association are also members. These 
organizations not interviewed in this round of field research. The Network is due to meet during the 
second quarter of 2017. 
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Thread subsequently requested that the Ministry of Labour come to a forum where 

they could listen to the womenȭÓ ÉÓÓÕÅÓ and advise, based on the functions and rules of 

the ministry , where the domestic worker should lodge different complaints,. This has 

not been done.  Red Thread commends the Ministry of Labour for its sensitization and 

hopes for stronger follow through as regards implementing C189. 

 

¶ Mobilization 

Red Thread mobilized domestic workers and presented to the Government of Guyana 

a petition to ratify C189. The petition was signed by 3,000 supporters.  The petitioners 

succeeded in respect of ratification , but implementation is lagging. Since the adoption 

of C189, Red Thread organizes a public protest by domestic workers every Labour Day 

(May Day).  A series of additional activities are planned for May Day 2017. These 

include a noisy picket using pots and pans; an ILO supported 3-day workshop that 

covers among other topics - awareness of the law, writing  a model work contract, and 

understanding the role and functions of a Cooperative Management Committee. 

Workers from Georgetown, Linden, Corrantyne and regions further afield will be 

facilitated to attend. Red Thread is continuing to work with domestic workers. 

 

 

3.3 National Union of Domestic Employees (NUDE) of Trinidad and 

Tobago www.facebook.com/The-National-Union-of-Domestic-Employees-NUDE-

286297148076606/       

NUDE represents domestic workers and other low income workers, such as informal 

sector workers, whom other trade unions refuse to represent.  Recently NUDE applied 

ÔÏ ÔÈÅ 2ÅÃÏÇÎÉÔÉÏÎ "ÏÁÒÄ ÆÏÒ ȰRecognized -ÁÊÏÒÉÔÙ 3ÔÁÔÕÓȱ ÆÏÒ τ ÃÏÍÐÁÎÉÅÓȡ ς ÑÕÁÒries 

employing men, Smithfield Farm that employs mostly women, and Intex Aluminum 

Assembly Plant which has a mixed sex ratio of employers. NUDE fights against abuses 

by employers through the courts and in the media. NUDE represents low-paid workers 

in matters such as rape and sexual assault, wages, and summary dismissals. NUDE also 

campaigns for the rights of women workers.  

NUDE has been in the forefront of the national, regional and international activism 

that led to the adoption of C189 and has since campaigned for its ratification by the 

Government of Trinidad and Tobago. NUDE began to organize a Domestic Workers 

Services Cooperative in 2009 as a legal entity that would be recognized by employers 

http://www.facebook.com/The-National-Union-of-Domestic-Employees-NUDE-286297148076606/
http://www.facebook.com/The-National-Union-of-Domestic-Employees-NUDE-286297148076606/
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hiring domestic workers and which would be able to demand high standards of pay 

and working conditions. NUDEȭÓ goal has been to oversee the development of a worker 

cooperative that would provide good jobs for the domestic workers joining NUDE.  

NUDE felt that as an organization it was positioned to take on the role of developing a 

cooperative because of its expertise in organizing workers; its knowledge of issues 

affecting domestic workers; its interest in raising the standards for domestic workers 

in Trinidad and Tobago; and its leverage with members interested in worker 

ownership. During the formative years members met with officials from the 

Cooperative Department to discuss the cooperative concept, its potential benefits, how 

it functions and where NUDE could receive assistance.  Service quality, accessibility, 

affordability, durability and community participation are key dimensions of service 

provision that cooperatives actively promote. In 2014 the worker cooperative of 25 

founding members became legally registered as a separate entity from NUDE. In this 

context, the ratification of C189 in the region is of even greater importance to NUDE.  

NUDE has long argued for the Industrial Relations Act 1972 (IRA) of Trinidad and 

Tobago to be amended to include domestic workers. This category of workers is 

excluded because domestic work does ÎÏÔ ÆÉÔ ÔÈÅ ÄÅÆÉÎÉÔÉÏÎ ÏÆ Ȭ×ÏÒËȭ in the Industrial 

Relations Act. This exclusion resulted in domestic workers being denied all of the 

labour rights guaranteed under the IRA. The Minimum Wage law states that anyone 

who works in and around the household and is paid by the householder is a worker. 

Later pieces of legislation such as Minimum Wage, Maternity Protection and National 

Insurance include domestic workers, but they can only access certain benefits if their 

employment has been registered.   

NUDE values the CSME Free Movement of Skills Regime because worker s are allowed 

to move with spouse and other family members and are able to retain possession of 

passports and other documentation.  NUDE considers CSME free movement in the 

region a deterrent to Human Trafficking. .5$%ȭÓ ÃÁÍÐÁÉÇÎ És for CSME to remove the 

ȰÅÎÃÕÍÂÒÁÎÃÅȱ ÏÆ CVQ as a requirement for domestic workers to move throughout the 

region because comparable categories of workers do not need this qualification.  
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3.4 Jamaica Household Workers Union (JHWU) 
http://idwfed.org/en/affiliates/caribbean/jamaica -household-workers-association  

The JHWU, formerly Household Helpers Association, in 2016 reached a membership of 

5,700 organized into 13 chapters administered by union leaders throughout the 

island. Services to members include sensitization, mediation, placement, training, and 

awarding excellence. JHWU holds an annual Ȱ$ÏÍÅÓÔÉÃ 7ÏÒËÅÒÓ ÏÆ ÔÈÅ 9ÅÁÒȱ event, 

sponsored by the firm Grace Kennedy, to recognize and promotes excellence in female 

and male domestic workers.  JHWU had contracted Human Employment and Resource 

Training (HEART) to provide NVQ Level I training for a cohort of 23 domestics. The 

ÐÒÏÇÒÁÍÍÅ ÈÁÓ ÎÏÔ ÂÅÅÎ ÒÅÐÌÉÃÁÔÅÄ ÄÕÅ ÔÏ ÌÁÃË ÏÆ ÆÕÎÄÓ ÁÎÄ (%!24ȭÓ ÕÎ×ÉÌÌÉÎÇÎÅÓÓ ÔÏ 

have instructors work on weekends, which is the time best suited to domestic 

workers. JHWU occasionally puts employers and domestics in contact based on 

requests from either party. Complaints made to the Ministry of Labour are referred to 

JHWU, which uses mediation to resolve issues. JHWU was one of the tireless advocates 

that helped to bring the C189 into being, witnessed its adoption, and was instrumental 

to its ratification by the Government of Jamaica. JHWU is continuing to raise 

awareness of C189 among its members and employers.  

Prior to adoption of C189, and in tandem with public sensitization activities, JHWU 

developed the #ÏÄÅ ÏÆ #ÏÎÄÕÃÔ ÅÎÔÉÔÌÅÄ Ȱ-Ù &ÁÉÒ (ÏÍÅȱ ÔÈÁÔ ÔÁÒÇÅÔÅÄ ÅÍÐÌÏÙÅÒÓ ÏÆ 

Domestic Workers to sign the Code. Employers were thus sensitized to the Domestic 

7ÏÒËÅÒȭÓ ÅØÐÅÃÔÁÔÉÏÎÓȢ Subsequently, worker s are able to testify as to whether the 

employer is adhering to the Code.  

After adoption of C189: JHWU set the goal of persuading the Government of Jamaica to 

ratify the Convention and achieved it September 2016 as a result of considerable 

public sensitization on C189 carried out with the support of Fridrich Ebert Stiftung 

Jamaica office (FES) and the Institute for Gender and Development Studies, UWI Mona. 

On every public occasion that the JHWU General Secretary had access to local and 

international media, she called on the Prime Minister of Jamaica to ratify C189.  

Regional outreach ÓÉÎÃÅ *ÁÍÁÉÃÁȭÓ rati fication: JHWU has targeted the domestic worker 

receiving countries of Antigua and Barbuda, Barbados, St. Lucia, and Trinidad and 

Tobago for ratification of C189.  At the time of this research the Secretary of JHWU had 

written to the Prime Ministers of Antigua and Barbuda and of St. Lucia and was 

awaiting response to her letters before undertaking national visits. This endeavour 

http://idwfed.org/en/affiliates/caribbean/jamaica-household-workers-association
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will be supported by UN Women Caribbean Office. The JHWU is assisting Antigua to 

start a Domestic Workers Association. JHWU is participating also in the effort to 

solidify the Caribbean Domestic Workers Network.  

 

JHWU used the opportunity of the Ministers of Labour encounter with ILO held 

February 2017 in Jamaica to lobby various ministers from the region.  JHWU met with 

personnel ÆÒÏÍ ÔÈÅ #!2)#/- 3ÅÃÒÅÔÁÒÉÁÔȭÓ #3-% 5ÎÉÔ ÁÂÏÕÔ ÂÒÅÁÃÈÅÓ ÏÆ ÔÈÅ &ÒÅÅ 

Movement of Skilled Persons regime whereby domestic workers from Jamaica are 

granted much less time than the mandatory 6 months to live and look for work. JHWU 

participates in the International Federation of Trade Unions and continues its 

international lobbying through many global processes. 

JHWU has a full agenda of national targets aimed at improving the condition and 

position of domestic workers. Some of the more pressing include the following: 

¶ Reform of laws in force and enactment of legislation for Domestic Workers. An 

analysis of all labour laws in force identified provisions that do not apply fully 

to domestics. JHWU is advocating for a comprehensive new law and reform of 

employment laws.   

¶ Occupational Safety and Health at Work Bill: is being prepared currently and 

inclusion of domestic workers must be ensured. JHWU proposes that a safety 

contract be drawn up between the domestic worker and the employer. This 

×ÏÕÌÄ ÂÅ ÌÉËÅ ÔÈÅ Ȱ-Ù &ÁÉÒ (ÏÍÅȱ ÓÔÁÎÄÁÒÄ ÁÎÄ ÓÅÒÖÅ ÁÓ Á ÒÅÃÏÒÄ that would be 

used to pinpoint any breakdown in compliance. 

¶ Maternity Act: this excludes Domestic Workers. JHWU has a proposal for a cost 

sharing of the contribution. The employer and the government would be asked 

to pay 90% and the domestic worker 10%. JHWU also wants to safeguard the 

continuation of ÔÈÅ ÄÏÍÅÓÔÉÃ ×ÏÒËÅÒȭÓ employment after delivery of the baby. 

¶ National Insurance Contributions: the hours of work constrain some workers 

from dropping off their  contributi ons at the post offices. JHWU is proposing to 

facilitate members as well as non-members by having the domestic workers 

drop off their payments at the Union office, where this is more convenient. 

Contributions can then be remitted to the post offices on their behalf.  
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¶ Minimum Wage:  is below the cost of living and the weekly and daily rates are 

inconsistent. JHWU is doing the necessary analysis in order to recommend a 

more reasonable weekly minimum wage. 

¶ Holiday with Pay Act: this is often not enforced for Domestic Workers. They are 

paid the regular daily rate and told that they do not qualify for overtime when 

they work on holidays. 

¶ Regulation of Employment Agencies: currently most agencies are not registered.  

They charge exploitative fees and in the event that a domestic worker is 

dissatisfied with a placement and leaves she has to pay another fee to obtain 

another placement. 

 

3.5 Barbados Workers Union  (BWU) http://www.bwu -bb.org/   

This trade union which celebrated 75 years of service in 2016 has been collaborating 

with other trade unions and civil society organizations as well as acting on its own to 

promote and protect the rights of migrant domestic workers within the CSME.  

BWU has had a key role in C189 at the level of the ILO. "75ȭÓ national goals were to 

have the convention ratified and legislation passed to reflect the special employment 

needs of domestic workers. BWU assumed it would have been easy to have such 

discussions since Barbados is a full Member of the ILO and the Minister of Labour had 

participated in the ILO deliberations which adopted C189 in June 2011. BWU felt that 

if this was followed closely by ratification and legislative action there would little  need 

for refining of C189.   

The BWU was pivotal propelling the adoption of C189. Keeping the momentum, BWU 

presented a petition for enacting the Convention into law to the Minister of Labour at 

ÔÈÅ ÆÉÒÓÔ )ÎÔÅÒÎÁÔÉÏÎÁÌ 7ÏÍÅÎȭÓ $ÁÙ ÁÆÔÅÒ ÔÈÅ ÁÄÏÐÔÉÏÎ ÏÆ #ρψω; i.e, in March 2012. 

BWU launched a campaign on Feb. 7, 2013 to raise awareness of C189 nationally.  In 

August of that year BWU named radio broadcast personality Mr. Larry Mayers 

ȰChampion of Domestic Workers in Barbadosȱ. Mr. Mayers has a strong community 

presence and generally good rapport with people.  He had the ability to reach out to 

employers, friends, neighbours, and the public. BWU began mobilizing domestic 

wÏÒËÅÒÓ ÔÏ ÒÁÉÓÅ ÔÈÅÉÒ Á×ÁÒÅÎÅÓÓ ÏÆ #ρψω ÁÎÄ ÈÁÖÅ ÔÈÅÍ ÓÐÅÁË ÏÎ ,ÁÒÒÙȭÓ ÐÒÏÇÒÁÍÍÅ 

http://www.bwu-bb.org/
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so other domestics could hear about C189 from their peers. BWU entered into a 

partnership with  the local Caribbean Broadcasting Corporation  to use its popular 

programme ȰQ in the Communityȱ as a platform to share information and build 

awareness. The General Secretary and Assistant General Secretary -Tutor also spent 

an evening in the studio speaking about C189. Sir Roy ɀ Advisor to the General 

Secretary began meeting with domestic workers. 

2ÅÓÏÕÒÃÅ ÃÏÎÓÔÒÁÉÎÔÓ ÃÁÕÓÅÄ Á ÌÕÌÌ ÉÎ ÅÆÆÏÒÔÓ ÓÉÎÃÅ ÌÁÔÅ ςπρυ ÂÕÔ ÔÈÅ "75ȭÓ ÉÓ ÂÕÉÌÄÉÎÇ 

the capacity to resume mobilization. Many of those with whom BWU was in contact 

have changed their employment and gone on to other jobs such as security guards. The 

BWU will focus on building a community of trained advocates to locate domestic 

workers; to visit them and sensitize them towards the principles of C189.  A number of 

targets have been set for the 2017 work period namely: 

¶ May Day: presentation to the Minister of Labour by a trained core of domestics 

who have put forward their own proposals,   

¶ Quarterly: PSAs with CBC, Action Poems in communities, infomercials placed in 

the bus terminals to reach domestic workers, because they use public 

transportation, 

¶ September: launch a Domestic Workers Division committed to better treatment 

of domestic workers and ensuring that their economic and social contribution 

to the development of Barbados is properly valued.   

¶ Medium-term: BWU Gender Committee to continue to work closely with the 

Caribbean Domestic Workers Network (CDWN) which is supported by the ILO. 

¶ Long-Term: acquire the resources to ensure sustainability of the agenda for 

Decent Work for Domestic Workers 

Summary 

The activism of these five civil society organizations converged around the imperative 

to enable domestic workers to access their CSME free movement rights and to do so on 

the basis of the most favourable conditions of work. Adoption of ILO C189 was timely 

for the three trade unions as they had been engaged in the process and therefore eager 

to promote its tenets within the CSME. Together with Red Thread, they collaborated 
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with th e CPDC to implement the 2012 -2014 project Ȱ-ÁËÉÎÇ #3-% ×ÏÒË ÆÏÒ !ÒÔÉÓÁÎÓ 

ÁÎÄ $ÏÍÅÓÔÉÃÓȱ. These organizations brought to the project their expertise on the new 

international standards and promoted C189 as the benchmark of employment 

conditions for domestic workers in the CSME.  

Convinced that all stakeholders should also be aware of, and subscribe to, the decent 

work agenda of the ILO they have been mobilizing and continue to advocate in their 

base countries as well as in other CARICOM Member States. They have been successful 

in raising awareness of C189 among a limited number of domestic workers. They have 

not been successful with the CVQ for domestic workers, which is a prerequisite for 

exercising their CSME freedom of movement rights. As JHWU has found, domestic 

workers with an NVQ are not getting the six-month stay stipulated for the CVQ under 

the CSME.  

The organizations all plan to continue to engage stakeholders at different levels: 

training and accreditation institutions, national governments, various councils of 

CARICOM, media, employers, employment agencies, domestic workers and their 

families, and the general public. The scope and reach of their activism is dependent on 

the resources sporadically available to them as civil society organizations. However 

these agencies are fully committed to making the C189 well known and understood 

throughout the region and to domestic workers to accessing their free movement 

rights and benefits from the CSME. 
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4. GENERAL CONCLUSIONS AND STAKEHOLDER 

PROPOSALS 

 

4.1 Conclusions 

IMPACT Justice Project commissioned research to ascertain whether employment law 

focusing on the rights of domestic workers is in force within CARICOM/CSME and to 

gather information that would be the basis of legal education of different stakeholders 

across the region. Since 2009, domestic workers possessing a Caribbean Vocational 

1ÕÁÌÉÆÉÃÁÔÉÏÎ ɉ#61Ɋ ÏÒ Ȱ%ÑÕÉÖÁÌÅÎÔȱ [in Domestic Work] are eligible for Free Movement 

within the CSME. This legal right is intended to offer sustainable livelihood 

opportunities to domestic workers, a category of workers known to be economically 

vulnerable. In this light, the legal protections afforded domestic workers contracting 

their labour in different CARICOM Member States need to be well-known to labour 

officials, national and migrant domestic workers, their families, employers, tr ade 

unions, civil organizations and the wider society. The research was undertaken in the 

context of convergence between CSME Free Movement for Household Domestics and 

the ILO Convention on Decent Work for Domestic Workers 2011 (C189).  

The research found that domestic workers are not being facilitated with employment 

opportunities under the CSME Free Movement of Skilled Nationals regime. Domestic 

workers have been migrating and finding employment in different CARICOM Member 

States through legal work permit as well as the option of free movement of nationals 

among OECS Members. To date, the CVQ in Domestic Work does not exist and COSHOD 

has not clarified the meaning of Ȱ%ÑÕÉÖÁÌÅÎÔȱȢ 4ÈÅ NVQ in Domestic Work is obtainable 

in Barbados, Jamaica and Trinidad and Tobago. The research found that CARICOM lags 

on the implementation of CSME and C189, both of which have legal implications for 

the economic and social well-being of domestic workers throughout the region. 

Desk research identified one law in force specifically focusing on the employment 

rights of domestic workers in Barbados, Guyana, Trinidad and Tobago, and St. Vincent 

and the Grenadines. There are also brief references to domestic workers in one or two 

statutes and statutory instrument s of Belize, Grenada, St. Lucia and St. Kitts and Nevis. 

Some Member States do not seem to mention domestic workers in any law, but all 

have progressive employment and labour legislation that, in principle, should apply 
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equally to domestic workers as to other workers. The laws enacted between 1961 and 

1991 in the four countries are ahead of other CARICOM Member States in providing 

specific guarantees of the employment rights of domestic workers. 

 

The four laws for domestic workers were subjected to three different  reviews: a 

gender analysis,  a mapping against similar laws in 4 other Commonwealth countries 

and 1 USA state, and a gap analysis between each article of C189 and the provisions of 

laws in force. Progressive as these laws were at their  time of enactment, the gender 

analysis revealed an underlying ideology of inequality that caused these laws to 

overlook 8 major areas of gender equality and human rights for a workforce that was, 

and continues to be, overwhelmingly female. The mapping exercise showed that the 

laws in CARICOM had preceded by two decades those in international jurisdictions . 

However, these later laws demonstrated the capacity of legislation to incorporate 

gender equality and human rights provisions. All of the provisions of the four laws are 

encapsulated in C189, but the gap analysis found that the ILO Convention contains 13 

articles that are not provided in the CARICOM laws. The three types of analyses 

highlighted the inadequacy of legislative provisions in force to guarantee the 

employment rights of domestic workers with in the context and framework of CSME.  

 

Gender analysis emphasizes the ability of law to either illuminate or mask the 

significance of women in a labour sector and, concomitantly, to equitably address or 

efface their practical needs and strategic interests. Legislation ought to be articulated 

in gender inclusive language, and provide for pay that is commensurate with the real 

value of domestic work to the sustenance of human life; the right of the service 

providers to resources to acquire an acceptable standard of living and human 

capability; protection of ÔÈÅ ×ÏÒËÅÒȭÓ sexual integrity;  equal valuing of female and 

male workers; elevation of the status of domestic work, and improvement of its 

position in industrial relations practice and national policy.   

  

The laws for domestic workers in other Commonwealth jurisdictions contain 

stipulations that address some me of these gender issues. Provisions include grades of 

domestic work, increases in wages, fixed pay day, payment intervals, prohibited and 

accepted actions relative to the payment of wages. Leave provisions are expanded to 

include family leave and breast-feeding breaks. There are codes regarding the privacy 

and dignity of the domestic worker.  Domestic workers are entitled to gratuity in cases 
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where the employer failed to register the worker for National Insurance benefits. The 

Record or Certificate of Service is obligatory along with notice of termination having to 

be given within the interval separating two pay days. These provisions provide a 

model for integrating gender equality and human rights into CSME employment law. 

 

C189 encapsulates the principles of gender equality and human rights that are best 

expressed in the practice decent work. Among others, C189 upholds the following 

rights of domestic workers: worker clarity and agreement on the tasks to be carried 

out and the terms of employment; entitlement to pay at or above the minimum wage 

commensurate with the range of duties performed in a given period; safe conditions at 

work; protection from all forms of abuse, harassment and violence; uninterrupted  

weekly rest periods; freedom of choice in the use personal free time; the right to 

privacy, retention of personal and travel documents; and freedom of association. 

 

The qualification requirements for domestic workers to access CSME free movement 

legal rights together with the standards set by C189 progressively formalizes the 

household services sector. This status should make it possible for domestic workers to 

take complaints to the Labour Department in whichever CARICOM Member State they 

are resident. However, only Guyana (2013) and Jamaica (2016) have ratified C18955 

and Jamaica does not have legislation focusing specifically on the employment rights of 

domestic workers. 

 

Interviews of diverse stakeholders conducted in 10 CARICOM Member States found 

strong correlation of the perception of abuse of domestic workers. Senior labour 

officials confirmed this situation and asserted that all employment laws are invoked 

when responding to formal complaints made by domestic workers. The state and civil 

society representative proposed improvement of legislative guarantees for domestic 

workers either by instituting new laws or ensuring compliance with  those in force. 

Domestic workers want legislative amendments that will hold employers accountable 

ÔÏ ÔÒÅÁÔ ÔÈÅÍ ȰÁÓ ÈÕÍÁÎ ÂÅÉÎÇÓȱȢ  
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 The other Commonwealth jurisdictions  that have ratified C189, namely South Africa (2013) and 

Ireland (2014) have comprehensive human rights legislation for domestic workers. Canada has not 

ratified C189, neither has the UK, nor the USA. 
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Three trade unions and two NGOs have been energetically promoting the employment 

rights of domestic workers and have mobilized both with them, and on their behalf, 

regarding the CSME and C189. To date there have been some moderate successes in 

that three States have in place at national level the key certification needed for the 

CSME Free Movement of Domestic Workers. Similarly two States have ratified C189 

although neither has improved the national legislative framework that should follow 

ratification. Civil Society organizations, despite limited human and financial resources, 

continue to engage domestic workers and policy makers in relevant institutions with a 

view to making a significant contribution to the achievement of the lofty goals of CSME 

and C189. 

The organizations are convinced of the need for enabling legislation that will  translate 

the spiritual commitments of C189 into a meaningful work programme. C189 provides 

the moral augments while law provides the empowerment. Legislation would contain 

penalties for employers who do not treat domestic workers like any other worker. 

Legislative provisions empower people to speak out and be protected from vilification. 

The stakeholders identified areas that should be included in any model legislation to 

guarantee the employment rights of domestic workers.  

4.2 Stakeholder Proposals   

Domestic workers, civil society representatives, and public officials offered several 

proposals for improving the status of the household services sector as follows: 

CPDC Civil Society Response [undated report  on the CSME]  

¶ Make legislative amendments granting contingent rights;  

¶ Simplify/ provide coherence in the verification process across Member States;  

¶ Draft procedures for the complaints mechanism;  

 

¶ In lieu of the CVQ regime facilitate the certification of artisans and domestic 

workers through a simpler alternative mechanism, taking examples from the 

certifying process of other skilled worker categories such as sportspersons; 

 

¶ Develop a continual formal training programme among officials implementing 

the CSME regimes across the Member States to increase clarity and uniformity 
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in administrating the system, particularly for domestic workers, artisans and 

other vulnerable users;  

 

¶ Consider the establishment or reformulation of data collection systems with 

respect to free movement and migration. Collect reliable and pertinent 

information , including gender disaggregated data, in order to provide 

conclusive analyses of the implementation and operation of the CSME and to 

inform decision-making processes;  

 

¶ National Training Agencies/ TVET Councils/Certifying Agencies should develop 

a capacity building programme with a view to establishing the associations and 

unions of domestic workers as verifiers for the CVQ/NVQ in Domestic Work;  

 

¶ Consider a harmonized and less onerous approach to the requirement for 

Police Certificates [as part of the application process for the Skilled Certificate];  

ST. KITTS AND NEVIS 
¶ Domestic workers should be made fully aware of  their rights under CSME; 
¶ There should be a focal point where migrant domestic workers can get 

recourse when their rights are violated; 
¶ Migrant domestic workers should receive some orientation in the labour laws 

of the country where they reside;  
¶ All domestic workers should receive an orientation about what their job will 

consist of; 
¶ The public should be made fully aware of C189 

 

ANTIGUA AND BARBUDA     

There can be a tripartite approach involving the National Labour Board, Employers 

and Trade Unions to raise public awareness of C189. That would also include public 

consultation to find out how employers, domestic workers and other stakeholders feel 

about inspection of private homes in order to arrive at a reasonable approach. Other 

stakeholders that should be consulted include: Social Security, Gender Affairs, Board of 

Education, Medical Board, Immigration, and Trade Union.  

 



Employment Law Focusing on the Rights of 
Domestic Workers 

2017  

 

 
 

73 
 

MONTSERRAT 

¶ C189 can be raised with the Labour Advisory Board, and on the Monday night 

radio outreach programme of the Department.  

 

ST. LUCIA  

¶ Any new legislation should state expressly where exclusion applies in respect 

of domestic workers. 

 

ST. VINCENT AND THE GRENADINES Youth Division  

¶ There should be legislation specific to domestic workers which set standards 

for employers;  

¶ Contracts must be clearly spelt out, in writing if possible, and conditions of 

work ,  holidays, health safeguards specified; 

¶ Remuneration ɀ there should be a raise in wages. The Minimum Wage is still 

EC$30.00 per day, after a massive increase; 

¶ A meal should be provided, and a transportation subsidy in some cases; 

¶ There should be a forum at which we hear from domestic workers concerning 

the issues that affect them. The forum should be to put them on the right path 

concerning their r ights and knowing the law; 

¶ At Career Day domestic work can be promoted as an option; now that there is 

the need for CVQ/NVQ and people are able to specialize in different areas; 

¶ There must be a well thought out communications strategy to ensure that all 

employees, employers and the general public understand the issues.  

 

SVG DEPARTMENT OF LABOUR:  

¶ There should still be legislation for domestic workers as a specific group. 

Domestic Work should be treated separately in law due to the vulnerabilities of 

workers isolated within private residences. One of the major concerns should 

be for what happens to them at the end of their working life. 

 

SVG GENDER AFFAIRS  

¶ Model legislation should seek to promote greater economic and social valuing 

of domestic work.  
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GRENADA National Organisation of Women  

¶ Protection for the domestic worker in the private household, including 

provisions related to sexual harassment. 

 

LABOUR DEPARTMENT:  

¶ Legislation should provide a test to prove sexual harassment as well as some 

form of remedy. In cases of sexual harassment it is the ×ÏÒËÅÒȭÓ ×ÏÒÄ ÁÇÁÉÎÓÔ 

the ÅÍÐÌÏÙÅÒȭÓȢ 

 

TRINIDAD AND TOBAGO 

¶ Domestics have to be persuaded to make their independent NIS contributions ; 

¶ Enforcement mechanisms are required for the laws; 

¶ Employers and employees should be educated and trained to uphold the labour 

laws; for example, the employees should also give notice of intention to quit; 

¶ A committee consisting of NUDE/Government/Employers representatives 

should be established to speed up resolution of cases of for domestic workers;  

¶ Domestic workers must be recognized under the Industrial Relations Act and 

this will address all the legal anomalies that affect them. 

 

GUYANA Red Thread  

¶ The CVQ for domestic workers should be a practical exam in which they are 

video-taped demonstrating doing their tasks.  The assessment can identify 

areas for improvement. The worker should then have a second chance to show 

their improvement. The policy must be clearly expressed so that the domestic 

worker understands;  

¶ Domestic workers must be able to sue their employers; e.g. for accidents on the 

job;  

¶ There must be a level of respect and value for domestic work such that each 

task is remunerated at an appropriate level;  

¶ C189 should be implemented. 

 

LABOUR DEPARTMENT  

¶ Wherever there is a domestic worker this person should be registered with the 

Labour Department.  If a household employs people, similarly, it should register 

its employees. All businesses have to register with the department;  
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¶ Under OSH protective wear for domestics doing certain kinds of cleaning 

should be compulsory;  

¶ There should be written contracts so that any deviation from the agreed tasks 

can be tracked by both parties and compensation negotiated. 

  

5. RECOMMENDATIONS 

 

The main  gaps in labour provisions  and gender issues identified in the four laws in 

CARICOM can be summarized as follow s:  

1. Lack of formal contract specifying terms and conditions of employment. The 

laws require employers to keep records and put duties in writing but it is not 

stipulated that the employee should be given a written  contract. Oral or written 

contract is provided for in the Labour Acts and Employment Acts. 

2. Lack of an effective complaints mechanism and lack of provisions that obligate 

the State to respond to and resolve issues in a timely manner.  

3. Lack of measures to ensure enforcement of employment laws, regulations and 

penalties. This includes lack of measures to ensure any investigative visits or 

inspection of the household as a workplace.  

4. Absence of effective prevention and protection from all forms of verbal abuse, 

physical violence, sexual harassment, and economic injustice. This heightens 

the possibility for infringement of human rights, including health and safety at 

work . 

5. Absence of provisions for regular and jointly agreed: payment interval, pay day, 

and pay increases that take account of expanded responsibilities and the true 

value of domestic tasks. 

6. Absence of mechanisms for registration of domestic workers to ensure 

employer compliance with statutory obligations under the NIS/Social Security.   

7. Lack of protection against exploitative practices by employment agencies 
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The various proposals submitted by stakeholders are summarized as follows: 

 

Regional Level 

1. Draft gender equitable model domestic workers legislation for the CSME 

drawing on CI89 as well as the exemplary provisions in force in the laws of 

other Commonwealth Countries and USA states cited in this report.  

2. Expand the remit and accessibility of CSME Focal Points to receive complaints 

from migrant domestic workers and provide timely and adequate recourse.    

3. Develop a programme of continuous training and refreshers for officials who 

are the first points of contact responsible for implementing the procedures, 

processes and administration of the CSME. 

4. Initiate a streamlined regional data collection system to incorporate domestic 

work in to census statistics in a manner that reveals its magnitude,  direct and 

indirect economic contributions to revenue generation and its social 

significance within the CSME. 

5. Decree a Living Wage  for domestic workers in order to impute their household 

services with its true cultural, economic, human development and social values. 

A living wage is calibrated to keep pace with the cost of living or consumer 

ÐÒÉÃÅ ÉÎÄÅØ ÁÎÄ ÔÏ ÍÁÉÎÔÁÉÎ ÏÎÅȭÓ ÓÔÁÎÄÁÒÄ ÏÆ ÌÉÖÉÎÇ ÁÂÏÖÅ the vulnerability line 

and leave no one behind. 

National Level 

6. Ratify C189 and incorporate its articles into national legislation in order to 

address all of the gaps identified above.  

a. Make use of the C189 supplement, Recommendation No 201, which 

contains practical guidance concerning possible legal and other 

measures for giving effect to the rights and principles stated in the 

Convention; 

b. Give special attention to enforcement mechanisms at various levels to 

give effect to the legislative protections for domestic workers, including 

State commitment to implementing these legislative provisions;  
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c. State expressly where exclusion applies to domestic workers in any new 

legislation; 

d. Ensure that the legislation that governs domestic workers provides 

coverage that is adequate for all domestic workers, including 

undocumented migrants.  

7. Enact legislation to prevent and punish sexual harassment. Legislation should 

contain the broadest definition of sexual harassment, protocols to effectively 

prove harassment and appropriate remedies; as contained in the IMPACT 

Justice Model Legislation. 

8. Conduct comprehensive and long-term multi -media public sensitization 

programmes on the rights of domestic workers in the CSME and C189 targeting 

different stakeholders, inclusive of the following actions:  

a.  Establish a multipartite  partnership for this purpose consisting of: 

Labour Board, employers, domestic workers trade unions, committed 

civil society organizations.   

b. Convene forums for employers, migrant and national domestic workers 

to have orientation on, among other issues: 

i. Contingent rights under CSME 

ii. Employment and Labour laws of the country of residence  

iii.  Decent Work for Domestic Workers Convention C189 and R201 

iv. Reasonable approaches to inspection of the private residence 

v. Tripartite Committees for speedy resolution of issues/complaints  

vi. The value of the National Register of Domestic Workers 

vii. Vigilance regarding the payment of national insurance 

contributions  

9. Institutionalize  within a realistic timeframe, and maintain, the local educational 

infrastructure necessary to offer the CVQ in Domestic Work. 
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a. Offer a practical examination in which domestic workers may be video-

taped demonstrating their skill and experience. Areas that do not meet 

CANTA standards can be highlighted for improvement and re-

examination; 

b. Facilitate cross-country collaboration whereby domestic workers in the 

countries lacking the requisite educational infrastructure can benefit 

from observational visits of verifier/assessors teams.  

c. Implement an effective communications strategy to promote the 

CVQ/NVQ to Domestic Worker as an option at Career Showcase in order 

for domestic workers, employers and the general public to understand 

the emerging trends in the formalization of domestic work.   

The recommendations are cognizant that the various provisions in other employment 

legislation in force that should apply equally to domestic workers have not provided 

effective protections due to the special characteristic of that sector. In that light the 

recommendation for model legislation seeks to locate or refer to all the provisions a 

single law. Three comprehensive national studies conducted in Antigua and Barbuda, 

Barbados, Jamaica and involving employers, domestic workers and government 

agencies have come to the same conclusion. A number of Commissioners of Labour 

also see a need for separate legislation for domestic workers due to the vulnerabilities 

to which they are exposed. The new legislation should provide enforceable human 

rights guarantees during employment and social protection at the end of working life. 
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ANNEX A.  Text of the Four L aws Examined  
 

BARBADOS DOMESTIC 

EMPLOYEES CHAPTER 

344 

ARRANGEMENT OF SECTIONS 
 
1.       Short title. 
2.       Interpretation. 
3.       Conditions of employment. 
3A.     Minimum wage and maximum hours of duty. 
4.       Records to be kept. 
5 .      Penalty. 
6.       Power to order payment on conviction. 
7.       Limitation of time. 
SCHEDULE 

 

 
 

An Act to provide for the hours of duty of domestic employees. 

Commencement: [ 1st July, 1961 ] 

Short title. 
1.                  This Act may be cited as the Domestic Employees Act. 

 

 
 

Interpretation 
2.                  For the purposes of this Act, the expression 

 
ñday-timeò means the hours between six oôclock in the morning and eight oôclock 
in the evening of the said day: 

 
ñdomestic employeeò means any person employed for reward for the purpose of 
performing household duties in a private dwelling-house; 

 
ñemployerò means any person employing one or more domestic employees and 
includes any agent, manager or representative of such person, who is 
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responsible directly or indirectly for the payment, in whole or in part, of 
remuneration to a domestic employee; 

 
ñnightò means the hours between eight oôclock in the evening of any one day and 
six oôclock in the morning of the next succeeding day. 

 
Conditions of employment.
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3.                  Without prejudice to the Holidays with Pay Act, every domestic 
employee shall be employed in accordance with the provisions set out in the 
Schedule. [Cap. 345., Schedule. ,1982-10.] 

 
Minimum wage and maximum hours of duty. 
3A.     The Minister may, by order, prescribe the minimum wage payable to 
domestic employees and the maximum hours per week during which they may 
be employed. 

 
Records to be kept. 
4.                  Every employer shall keep a record of the hours of overtime worked 
by every domestic employee employed by him. 

 
Penalty. 
5.                  Any employer who fails to comply with any of the provisions of this 
Act shall be guilty of an offence and shall be liable on conviction by a court of 
summary jurisdiction to a fine of $25. 

 
Power to order payment on conviction 
6.                  Where an employer has been convicted of an offence under this 
Act, a magistrate may in addition to the tine imposed by him order the employer 
to pay to the employee any payments due to him under this Act. 

 
Limitation of time. 
7.                  No prosecution against any person in respect of any offence under 
this Act shall be commenced after the expiration of 3 months from the time when 
the offence was committed. 

 

 
 
 
 

SCHEDULE 
 

 

s.3.
 

Hours of Duty of Domestic Employees 
 
1.       The time during which a domestic employee is at the disposal of the 
employer shall be deemed to be hours of actual work but in the case of a 
domestic employee whose time is at the disposal of the employer during the 
whole or any part of the day-time and who by the terms of the contract is required 
to be on the premises of the employer during the night such period of time during 
the night shall not be deemed to be hours of actual work, unless the parties 
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agree that the whole or any part thereof shall be hours of actual work.



Employment Law Focusing on the Rights of 
Domestic Workers 

2017  

 

 
 

83 
 

2.       The employer shall grant the domestic employee employed by him a 
break of not less than 1 hour in every working day. Any such break shall not be 
included in the computation of the hours of actual work. 

 
3.       In addition to the daily break referred to in paragraph 2, the domestic 
employee shall be granted 2 rest periods, each of not less than 24 hours 
consecutive rest, in every month. 
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Statutory Instruments Supplement No. 

Supplement to Official Gazette No. dated                                        , 

 
S.I. 1982 No. 81 

Domestic Employees 

CAP. 344 

 

DOMESTIC EMPLOYEES (RATE OF PAY AND HOURS OF DUTY) ORDER, 

1982 

  

Authority:    This order was made on 26th April 1982, by the Minister under section 3A of the Domestic 

Employees Act. 

Commencement:   1st May, 1982. 

1.  This Order may be cited as the Domestic Employees (Rate of Pay and 

Hours of Duty) Order, 1982. 

 2.  The minimum rate of pay payable to domestic employees is $1.50 per hour.  

 3.(1)  Subject to the Schedule to the Act, no domestic employee shall be employed 

for more than 44 hours in any 1 week. 

 (2) Notwithstanding sub-paragraph (1), if a domestic employee agrees, he may be 

employed for periods in excess of the number of hours specified in that sub- paragraph in 

which case he shall be remunerated in respect of the hours overtime so worked at a rate of 

pay not less than half as much again as the rate at which he is ordinarily remunerated. 
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THE LAWS OF BARBADOS 

Printed by the Government Printer, Bay Street, St. Michael  

by the authority of the Government of Barbados 
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LAWS OF GUYANA  

Household Service Workers 

(Hours of Work) 

Cap. 99:07 3 

 

CHAPTER 99:07 

 
HOUSEHOLD SERVICE WORKERS (HOURS OF WORK)  

ACT  

 

ARRANGEMENT OF SECTION 

 
SECTION 

1. Short title. 

2. Interpretation. 

3. Hours of work. 

4. Overtime. 

5. Off day. 

6. Register of wages, hours and conditions of work. 

7. Offences. 

8. Institution of prosecutions by Permanent Secretary. 

9. Regulations. 
 

AN ACT to regulate the working hours of household service 

workers and for  purposes connected therewith. 

 
[24TH OCTOBER, 1980] 

 

 
1. This Act may be cited as the Household Service Workers 

(Hours of Work) Act. 

 
2. In this Actð 

 
ñhousehold service workerò means any person employed as a domestic 

in any private residence, and includes childrenôs nurses; 

 

ñemployerò means any person who employs a household service 

worker; 

 

ñnormal 

hoursò 

means 

the 

maximu

m 

number 

of hours 

which 

may 

normally 

be 

worked 

by a 
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household service worker in accordance with section 3.  

Act 17 of 1980 
 

 

 
 

 

 
Short title. 

 

 
 

Interpretation. 
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LAWS OF GUYANA  

 

4 Cap. 99:07 Household Service Workers 

(Hours of Work) 
 

 

 

Hours of work. 

 

 

 

 

Overtime. 

 

 

 

 

 
Off-day. 

 

 

 

 

 

 

 

 

 
Register of 

wages, hours 

and conditions 

of work. 

 

 

 

 

 

 

 

 

 

Offences. 

[6 of 1997] 

3. The number of hours which may normally be worked by 

household service worker shall not exceed eight on any day or forty- 

eight in any week. 

 
4. A household service worker who, at the request of his employer, 

works in excess of the normal hours shall be paid for every hour or part 

thereof so worked at one and one-half times the rate at which he would, 

but for this section, be paid. 

 

5. A household service worker employed on a weekly, fort- 

nightly or monthly basis, shall be allowed by his employer in every 

week a continuous period of twenty-four hours during which he is not 

required to work for his employer: 

 

Provided that any such period shall not be disregarded in 

reckoning the number of hours worked by a household service worker. 

 
6. (1) The employer shall keep a register (hereinafter referred to as 

ñthe registerò) containing a record of the wages and hours of work of 

every household service worker. 

 

(2) The register shall be in such form. and shall contain such 

other particulars, as may from time to time be prescribed by the 

Minister by notice published in the Gazette. 

 
(3) The register shall be produced for inspection by any officer 

of the Department of Labour. 

 

7. Any employer whoð 

 
(a) fails to comply with the provisions of section 4, 5 or 6: 

or 

(b) knowingly makes or causes or permits to be made any 

false entry in the register, 

 
shall be liable on summary conviction to a fine of twenty-seven 

thousand five hundred dollars. 
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LAWS OF GUYANA  

Household Service Workers 

(Hours of Work) 

Cap. 99:07 5 

8. The Permanent Secretary may institute or cause to be instituted 

any prosecution for the purpose of enforcing the provisions of this Act 

and any officer of the Department of Labour may appear as prosecutor 

for and on behalf of the Permanent Secretary. 

9. The Minister may make regulations generally for giving effect 

to the purposes of this Act and for the better carrying out of any of the 

provisions of this Act. 

Institution of 

prosecutions 

by Permanent 

Secretary. 

Regulations. 
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SAINT VINCENT AND THE GRENADINES 

 
WAGES 

 
STATUTORY RULES AND ORDERS 

 
 

 
WAGES REGULATIONS (DOMESTIC WORKERS) ORDER, 2003 

 
 

(Gazetted 15th April, 2003) 

 
IN EXERCISE of the powers conferred by section 10 (4) of the Wages Councils Act, 1953 (No. 1 of 
1953) the Governor General makes the following Order: - 
 
Citation and Commencement.  
1. This Order may be cited as the Wages Regulation (Domestic Workers) Order 2003, and shall 
come into operation on the 1st day of May, 2003. 
 
Interpretation.  
2. In this Order -  

 
"domestic worker" means any person employed wholly or partly in any private household as a 
cook, cleaner, children's nurse or general household help; 
 
"week' means a period of time beginning on Monday morning and ending on Sunday evening, subject 
to the rest periods as provided for in the schedule. 
 
Conditions of Employment.  
3. (1) The minimum remuneration payable to a domestic worker shall be as specified in the 
Schedule to this order. 
 
3. (2) The hours of work, rest period, sick leave, maternity leave and vacation of a domestic worker 
shall be as specified in the Schedule to this order. 
 
Non-application.  
4. This Order shall not apply to a domestic worker employed in any undertaking operated by the 
Government. 
 
Revocation.  
5. The wages Regulations (Domestic Workers) Order 1989 (No. 12 of 1989) is hereby revoked.  
 
 
 
 
 

SCHEDULE 
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1. Conditions of employment  
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(a) Persons with living-in accommodation   $300.00 per month with meals 
 
(b) Persons without living-in accommodation   $350.00 per month with meals 
 
(c) Persons employed on a day-to-day basis   $20.00 for an eight hour day or part 
thereof 
 
2. Hours of work. 

 
(a) The hours of work for a person provided with living-in accommodation should 
not exceed eleven in anyone day of which two hours should be for rest and for 
meals.  

 
(b) The hours of work for a person who is not provided with living-in 
accommodation should not exceed ten in anyone day, of which two hours should be 
for rest.  

 
Provided always, that on Sundays (or on Saturdays for persons who observe 
Saturday as the Sabbath} and public holidays the hours of work for both 
categories of workers should not exceed six. 
 
3. Rest Periods.   
A domestic worker employed other than those on a day to day basis should be 
given one afternoon each week beginning at one o'clock in the afternoon and all 
Sundays off or all Saturdays depending on religion. 
 
4. Annual Holidays.   
A domestic worker, other than one employed on a day to day basis, shall be 
entitled to holidays as follows - 
 
(a) a worker with 1 to 5 years service with one employer, 14 calendar days; 

(b) a worker with over 5 years service with one employer, 21 calendar days. 
 
5. Sick leave.   
A domestic worker who has had six (6) months continuous service with an 
employer shall be entitled to fourteen (14) days sick leave with pay in anyone 
subsequent year. Such sick leave however, shall not exceed two (2) days at 
anyone time unless a medical certificate is presented to the employer by the third 
day. 
 
In cases where surgery is required a maximum of thirty (30) calendar days shall be 
granted. 
 
6. Maternity leave.   
A worker who has had two (2) years continuous service with an employer shall be 
entitled to maternity leave for the aggregate period of four (4) weeks confinement 
during which time the employer should pay not less than thirty-five per cent (35%) 
of the employee's wages. 
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30 Chap. 88:04 Minimum Wages   
 

 [Subsidiary]       
 

  MINIMUM WAGES (HOUSEHOLD ASSISTANTS) ORDER  
 

  
CLAUSE 

ARRANGEMENT OF CLAUSES   
 

       
 

  1. Citation.     
 

  2. Interpretation.     
 

  3. Minimum remuneration.   
 

  4. Minimum remuneration for overtime.   
 

  5. Hours of work.     
 

  6. Days off.     
 

  7. Vacation leave.     
 

  8. Sick leave.     
 

  9. Maternity leave.     
 

  10. Duties to be set out.   
 

  FIRST SCHEDULE.     
 

  SECOND SCHEDULE.     
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 Minimum Wages  Chap. 88:04 31 
 

    [Subsidiary]  
 

 MINIMUM WAGES (HOUSEHOLD ASSISTANTS) ORDER  160/1991.  
 

 made under section 3     
 

 1. This Order may be cited as the Minimum Wages Citation. 
 

 (Household Assistants) Order.     
 

 2. In this Orderð   Interpretation. 
 

 ñfull-time household assistantò means a household assistant who   
 

 normally works with an employer for the period set by   
 

 clause 5 as a work week;     
 

 ñhousehold assistantò means a full-time or part-time household   
 

 assistant employed in the carrying out of any or all   
 

 household duties;     
 

 ñhousehold dutiesò means all those duties that are inherent in the   
 

 normal functioning of a household, such as cooking,   
 

 cleaning, washing or ironing;     
 

 ñmedical certificateò means a medical certificate prepared by a   
 

 registered medical practitioner;     
 

 ñpart-time household assistantò means a household assistant   
 

 whose work week with an employer does not equate with   
 

 the work week of a full-time household assistant;   
 

 ñpayò means, in the case of a full-time household assistant, the   
 

 weekly remuneration received by such an assistant and in   
 

 the case of a part-time household assistant the hourly rate of   
 

 pay received by such an assistant.     
 

 
3. (1) No household assistant shall be paid less than the 

Minimum 
 

 remuneration. 
 

 minimum remuneration set out in the First Schedule. First Schedule. 
 

 (2) A full-time household assistantôs pay shall not in any   
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 way be abated by reason of a public holiday falling within the   
 

work week referred to in clause 6.     
 

 
4. (1) Where a full-time household assistant works more 

Minimum 
 

 remuneration 
 

than the work week prescribed by clause 5, the minimum for overtime. 
 

remuneration payable for such overtime work shall be at the rate Part I. 
 

set out in Part I of the Second Schedule.   Second 
 

    Schedule. 
 

 UNOFFICIAL VERSION  L.R.O. 
 

 
UPDATED TO DECEMBER 31ST 2015 
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32 Chap. 88:04 Minimum Wages   
 

 [Subsidiary]  Minimum Wages (Household Assistants) Order  
 

  (2) A household assistant, who by mutual agreement 
 

  with his employer, works on a public holiday, shall be paid at a 
 

 Part II. 
rate no less than that set out in Part II of the Second Schedule.  

 Second 
 

 Schedule. 
5. The weekly hours of work applicable to a full-time 

 

 Hours of 
 

 work. household assistant shall be forty-four hours, exclusive of lunch 
 

  or other rest period, spread over a period of six days per week. 
 

 Days off. 6. (1) An employer of a full-time household assistant shall 
 

  grant the said household assistant one day off each week, such 
 

  day off to be the subject of agreement between them. 
 

  (2) A full -time household assistant shall not accumulate 
 

  more than four weekly days off.   
 

  (3) Where  a  full-time  household  assistant  has 
 

  accumulated four weekly days off, his employer shall grant him 
 

  and he shall take four days immediately after the end of the week 
 

  in which the fourth day off was earned.   
 

 Vacation leave. 7. (1) A full -time household assistant shall be entitled to two 
 

  weeks vacation leave annually with pay on completion of twelve 
 

  months service from the date of his employment subject to having 
 

  worked a minimum of two hundred and twenty days in that period. 
 

  (2) In the case of a part-time household assistant pay 
 

  shall be calculated on the basis of the average remuneration for 
 

  the preceding three months or the pay immediately preceding 
 

  vacation leave, whichever is the higher rate.   
 

  (3) Where a public holiday falls within the period of 
 

  vacation leave of a household assistant, the household assistant 
 

  shall be granted one additional dayôs leave with pay for every 
 

  such public holiday.   
 

  (4) Where a household assistant becomes sick during 
 

  his period of vacation leave, then subject to clause 8 he shall be 
 

  granted one additional dayôs leave with pay for every such day 
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  of sick leave once the sick leave is certified by a registered 
 

  medical practitioner.   
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  Minimum Wages Chap. 88:04 33  
 Minimum Wages (Household Assistants) Order  [Subsidiary]  

 8. (1) A household assistant shall be entitled to fourteen Sick leave. 

 working days sick leave per year with pay subject toð   

 (a) his being continuously employed for a period of   

  at least six months;    

 (b) his production of a medical certificate in respect   

  of any period of illness in excess of two days.   

 (2) The pay to which a household assistant is entitled   

 shall be the difference between his pay and his entitlement to   

 sickness benefit under the National Insurance Act.  Ch. 32:01. 

 9. (1) A household assistant shall be entitled to maternity Maternity leave. 

 leave and to resume work after such leave.    

 (2) At least one hundred and fifty days prior to her   

 confinement a household assistant shall give to her employer a   

 medical certificate stating the probable date of delivery.   

 (3) A household assistant shall be entitled to proceed on   

 leave six weeks prior to the probable delivery date stated in the   

 medical certificate and shall not be required to return to work   

 sooner than seven weeks after the birth of the child.    

 (4) At least two weeks prior to her intended return to   

 work, a household assistant shall give to her employer a   

 medical certificate stating the actual date of birth of the child,   

 certifying her fitness to return to work and indicating the   

 intended date of return.    

 (5) During the period of maternity leave, a household   

 assistant shall be entitled to pay calculated by computing the   

 difference between her pay and any maternity benefits that she   

may be entitled to under the National Insurance Act.  Ch. 32:01. 

 10. The duties, hours of work and rest periods of every Duties to be set 
household assistant shall be clearly set out in writing by his out. 

employer when the household assistant first assumes duty.   
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34 Chap. 88:04   Minimum Wages    

 [Subsidiary]  Minimum Wages (Household Assistants) Order  

    FIRST SCHEDULE    

  MINIMUM WEEKLY REMUNERATION FOR  

   HOUSEHOLD ASSISTANTS   

  Full-time Household Assistant é é  $150.00 per week 

  Part-time Household Assistant é é  $3.75 per hour 

         

   SECOND SCHEDULE    

      PART I        

  MINIMUM REMUNERATION FOR HOUSEHOLD  

      ASSISTANTS    

      (Overtime)       

  Full-time Household Assistant é é  $5.10 per hour 

      PART II        

  MINIMUM REMUNERATION FOR HOUSEHOLD  

      ASSISTANTS    

     (Public Holidays)    

          Additional hourly rate 

  Full-time Household Assistant é é  $6.80 per hour 

  Part-time Household Assistant é é  $7.50 per hour 
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ANNEX B. List of Employment Laws    

(Barbados, Guyana, St. Vincent and the Grenadines, Trinidad and Tobago) 

Barbados https://labour.gov.bb/labour -legislation  

Chapter 23: Labour Department Act  

Chapter 42: Occupational Training Act, Subsidiary Legislation A1  

Chapter 47: National Insurance and Social Security Act, Subsidiary Legislation A1-T1  

Chapter 160: Better Security Act  

Chapter 338: Accident & Occupational Disease (Notification) Act 

Chapter 345: Employment Exchanges Act  

Chapter 345A: Employment of Women (Maternity Leave) Act 

Chapter 346: Employment (Miscellaneous Provisions) Act 

Chapter 348: Holiday with Pay Act 

Chapter 349: Labour Clauses (Public Contacts) Act  

Chapter 351: Protection of Wages 

Chapter 353A: Radiation Protection Act  

Chapter 354: Recruiting of Worker Act  

Chapter 355A: Severance Payments Act Subsidiary Legislation A1-F1  

Chapter 356A: Shops Act 

Chapter 356: Safety and Health at Work Act  

Chapter 359: Sugar Works (Minimum Wage and Guaranteed Employment) Act, Subsidiary 

Legislation A1  

Chapter 360: Trade Disputes (Arbitration and Enquiry) Act  

https://labour.gov.bb/labour-legislation
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Chapter 361: Trade Unions Act  

Chapter 362: Wages Councils Act  

Employment Rights Act - 2012  

ANNEX B cont inued  

 
Guyana56 http://www.cagi.org.gy/pubs/Manual%20Version%20Nov%2029.pdf  
 
 
1. Labour Act Cap. 98:01 

2. Termination of Employment and Severance Pay Act No. 19 of 1997 Cap. 99:08 

3. Wages Council Act Cap. 89:04 

4. Leave With Pay Act No. 6 of 1995 Cap. 99:02 

5. Shops (Consolidation) Act Cap. 91:04 

6. Prevention of Discrimination Act No. 26 of 1997 Cap. 99:09 

7. Occupational Safety and Health Act No. 32 of 1997 

8. Labour (Conditions of Employment of Certain Workers) Act No. 18 of 1978 

9. Trade Union Recognition Act No. 33 of 1997 Cap. 98:07 

10. Employment of Young Persons and Children Act No. 9 Cap. 99:01 

11. Licensed Premises Act Cap 82:22 

12. Factories (Hours and Holidays) Act Cap 95:02 

13. Bakeries (Hours of work) Act Cap. 99:06 
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14. Household Service Workers (Hours of work) Act Cap. 99:07 

15. Essential Services Act Cap. 54:01 

16. Steam Boilers Regulation Act Cap. 95:04 

17. Factories (Hours of Holiday) Act Cap. 95:02 

 

ANNEX B. continued  

St. Vincent and the Grenadines 57 

Accidents and Occupational Diseases (Notification) Act (CAP.205) 

Caribbean Community Act (CAP.184) 

Equal Pay Act (CAP.196) 

Employment of Foreign Nationals and Commonwealth Citizens Act (CAP.208) 

Employers and Servants Act (CAP.206) 

Employment Exchanges Act (CAP.207) 

Employment of Women, Young Persons and Children Act 2013 

Immigration (Caribbean Community Skilled Nationals) Act 1997 

National Insurance Act (Cap.229) 

Pensions Act (CAP.272) 

Protection of Employment Act (Cap 212) Act 20 of 2003 

OECS Act (CAP.196) 

Trade Disputes (Arbitration and Settlement) Ordinance No 13 of 1967 

                                                           
57

 Consolidated Index of Statutes and Subsidiary Legislation of St. Vincent and the Grenadines compiled 
January 2016 
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Trade Union Act Section 8A (No. 40 of 1974) 

Wage Regulations Act 2003 

7ÏÒËÍÅÎȭÓ #ÏÍÐÅÎÓÁÔÉÏÎ !ÃÔ .ÏȢ ςς ÏÆ ρωχσ 

  

ANNEX B. continued 

Trinidad and Tobago 58 

Accreditation Council of Trinidad and Tobago (Chap.39:06) 

Caribbean Community Act (Chap.81:11) Sch. Revised Treaty of Chaguaramas Amendment 

2006 

Caribbean Community (Removal Restrictions) Act 2005 

Equal Opportunity Act (2000) 

Foreign Labour Contracts Act (Chap.88:11) 

Immigration (Caribbean Community Skilled National) Act 1996 

Industrial Relations Act 1972 (Chap.88:0) 

Maternity Protection Act (Chap.45:57) 

Minimum Wages Act (2000) (Chap.88:84) Act 35 of 1976 

Minimum Wage Order, Legal Notice No. 40 of 1999 

National Insurance Act (Chap.32:01) 

Occupational Safety and Health Act 2003 

Occupational Safety and Health (Amendment) Act (Act 3 of 2006) 

Recruitment of Workers Act (Chap.88: 10) 

                                                           
58

 Consolidated Index of Statutes and Subsidiary Legislation of Trinidad and Tobago compiled January 2016 
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Safety Council of Trinidad and Tobago (INC.) Act 1999 

Trafficking in Persons Act 2011 

Truck Act (Chap. 88:07) 

 

ANNEX C. Schedule of Persons Interviewed   
February 20 ɀ March 25 , 2017 

MEMBER 

STATE 

DATE OFFICE/ORGANSATION NUMBER OF 

PERSONS 

BARBADOS Feb. 20 CARICOM SECRETARIAT CSME Unit  3 

Feb. 23 Labour Department 2 

March 27 Barbados Workers Union 3 

JAMAICA March 9 Jamaica Household Workers Union 1 

ANTIGUA & 

BARBUDA 

March 14 Disabled Peoples Int. North America & Caribbean 2 

Labour Department 6 

Gender Affairs 1 

MONTSERRAT March 15 Labour Department 2 

ST. KITTS & 

NEVIS 

March 16 Gender Affairs 2 

Department of Labour 1 

ST. LUCIA March 20 Department of Labour 2 

Crisis Center 2 

ST. VINCENT 

and the 

GRENADINES 

March 21 Youth Affairs Division 3 

Labour Department 1 

GRENADA March 22 Grenada National Organisation of Women 2 
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Ministry of Labour 1 

TRINIDAD & 

TOBAGO 

March 23 Santa Rosa First Peoples Community 4 

National Union of Domestic  Employees 1 

GUYANA March 24 Red Thread  5 

Department of Labour 1 
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