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1. INTRODUCTION
Montenegro intends to apply for financial assistance from the World Bank for the implementation of the proposed Montenegro Forest Economy Project, hereafter referred to as "the Project". This project addresses environmental, economic, and social aspects in line with the World Bank's Environmental and Social Standards (ESS).
One of the relevant standards, ESS2, relates to Labor and Working Conditions and requires borrowers to develop labor management procedures (LMP). The purpose of the LMP is to identify the key labor requirements and risks associated with the project and to assist the Borrower in determining the resources necessary to address labor-related issues. The LMP will provide all relevant project stakeholders, such as staff in the project management unit, contractors, subcontractors, and project workers, with a clear understanding of what is required concerning specific labor issues. The LMP is a living document, which is initiated early in the project preparation phase and is periodically reviewed and updated throughout the project's development and implementation. The LMP applies to all project workers, irrespective of contracts being full-time, part-time, temporary or casual. 
The scope of the LMP is defined in the World Bank’s ESS2. Labor engagement will be planned as an integral part of the project's environmental and social assessment, as well as its design and implementation. This document consists thr next chapters. Chapter 1 serves as the Introduction, while Chapter 2 will be consisting the General provisions about the Project. An overview of labor usage in the project will be presented in Chapter 3. Key potential labor risks will be outlined in Chapter 4. The legislative framework governing employment in Montenegro will be discussed in Chapters 5 and 6. Implementation arrangements, age requirements, policies and procedures, and the timing of labor requirements will be covered in the subsequent chapters. The Grievance Redress Mechanism presented in the last chapter.














2. [bookmark: _Hlk191383889]ABOUT THE PROJECT

2.1. General provisions
[bookmark: _Hlk191384045]Montenegro is in the process of modernizing its forestry policy and developing a competitive wood industry. Given the challenges of sustainable forest management and reducing the risk of wildfires, the project aims to enhance the economic performance of the wood industry while protecting Montenegro’s forested areas.
The project is based on strengthening institutional capacity, modernizing the forestry supply chain, and improving forest resource management. This LMP document defines measures and procedures to ensure compliance with national laws (Labor Law, Occupational Health and Safety Law) and World Bank standards, aligning all employment aspects with international best practices.
2.2. Proposed Development Objective(s)
The project objective is to enhance the competitiveness of Montenegro's wood industry and reduce the risk of forest fires in targeted areas.
2.3. Project Description
The project is structured into four main components:
· Institutional Capacity Development and System Modernization: Strengthening capacities and establishing a favorable legal framework for the implementation of the new Forestry Law.
· Modernizing the Supply Chain Management: Introduction of the Electronic Timber Tracking System (ETTS) and improvement of business practices through technical support and restructuring the supply chain.
· Improving the Quality of Forest Resources and Services: Investments in the national forest inventory, enhancement of forest cultivation and management systems, and the development of measures to reduce fire risks.
· Improving the Competitiveness of the Wood Industry: Enhancing the competitiveness of the wood industry by encouraging investments, creating a favorable investment climate in the processing sector, and establishing a regional research center.

3. OVERVIEW OF LABOR USE IN THE PROJECT IN ACCORDANCE WITH THE WORLD BANK CRITERIA 
ESS2 categorizes the workers into direct workers (directly engaged by borrowers), contracted workers (engaged by a third party), community workers (recruited or engaged for community works) and primary supply workers.
Direct workers: are those who are engaged directly by Borrower to work specifically for the Project. In this case, direct workers include staff and consultants directly employed by PIU. The timing of labor requirements is from the project preparation to the completion of the project.
Contracted workers: are those who are employed or engaged by third parties to perform work in relation to core functions of the FEP (Fores Economy Project). The PIU will involve different contractors for carrying out preparation of documents and implementation of different works under components 1, 2, and 3. The different categories of anticipated contracted workers are presented in section 3.2.
Primary supply workers: The LMP applies to all project workers, irrespective of contracts being full-time, part-time, temporary or casual. 
[bookmark: _Hlk194660434]Community workers: The project will not have community workers as defined under ESS2. 	Comment by Kristina Lapcevic: This has to be discussed with the WB consultants	Comment by David Baringo: Alright
The number of workers by categories is identified in Table 1. This Table are not including other stakeholders working in connections with the Project.

3.1. DIRECT WORKERS
[bookmark: _Hlk194656835]Within this Project, the category of direct workers includes:
 -Employees hired under a contract within the WB Project Implementing Unit (PIU).
[bookmark: _Hlk194657776]3.1.2. Responsibilities and Obligations
This component will finance the operating costs of the Project Implementation Unit (PIU) to carry out the oversight and management functions of the project. This includes activities such as procurement and contract management, financial management, environmental and social risk management, monitoring and evaluation (M&E), stakeholder engagement and communication as well as documentation of lessons learned from project implementation and stakeholders’ efforts to scale-up good practices. 
Direct workers involved in the project are responsible for the comprehensive control of project implementation. This primarily includes technical assistance in project implementation, preparation of project documentation, implementation control, reporting, as well as a range of other activities necessary for the successful completion of the project.
All direct workers are required to comply with internal procedures, the Worls Bank’s ESS2, and this LMP.

[bookmark: _Hlk194657642]3.1.2. Specific Knowledge and Skills
Direct workers involved in project implementation must possess certain specific knowledge and experience. All employees engaged in the project are required to have a university degree (Level VII).
For employees engaged in the PIU, managerial knowledge and experience, specific expertise related to forestry and economics, as well as an understanding of the functioning of the system in Montenegro, are necessary to ensure the successful implementation of the project. The required knowledge, experience, and skills will depend on the position within the PIU.
Additionally, direct or indirect experience in project work, as well as proficiency in English, is desirable.
3.2. Contracted Workers
Within this Project, the category of contracted workers includes:
· All experts and consultants who will be engaged under a contract by the PIU for the implementation of project-defined subcomponents. Contracted workers may be individuals from Montenegro as well as from abroad.
3.2.2. Responsibilities and Obligations
Workers engaged under a contract will be responsible for implementing activities defined by the Project, depending on the objectives set within the project's components/subcomponents.
This includes the following activities:
Component 1. Institutional Capacity Development and System Modernization 
- Subcomponent 1.1. - Policy Review and Development:   Providing technical assistance to improve policies and regulatory and operational guidelines required for enhancing the competitiveness of the wood industry and the strengthen the engagement of the private sector; (b) providing technical support for the effective rolling out of the Forest Law including reviewing guidelines for development and management of the forest sector; (c) reviewing and updating the institutional and policy frameworks on forest fires management.
- Subcomponent 1.2. - Modernizing the supply chain management of forest-based products: Technical assistance for (a) improving in the overall model of the supply chain including the restructuring of the supply chain to bring improvements to the competitiveness of the wood industry. This will be achieved through technical assistance focused on informing an improved tendering system (a feasibility study for a real-time online timber auction system, followed by the design of an appropriate system)  considering the experience of the current Unified State Electronic Timber Tracking System (USETTS 1.0) and international best practices; (b) supporting the implementation of a strategy document for the development of the wood industry; (c) preparation of Business Plan for the SOE to ensure strong governance, healthy financial performance, efficient internal practices, and effective management of the SOE  to respond to market forces and environmental sustainability; (d) (b) improving Quality Grading and Certification to improve product quality and achieve higher margins. This includes strengthen standards setting bodies to certify effectively different grades of premium products for quality improvement and reduction of imperfect market information; (c) addressing Market Challenges through improving market information, access to raw materials, access to foreign investment capital, and access to European Union markets 

Component 2. Improving the quality of forest resources and services for a competitive Wood Industry 
- Subcomponent 2.1. -  Investing in the quality of forest resources: Activities such as improving the MRV system, investing on National Forest Inventory, conducting the potential of national forest restoration and carbon storage, timber evaluation, and maintaining Natural Forest in a pilot program.
- Subcomponent 2.2. - Scaling-up Wildfire Risk Reduction and Response System: The interventions under this sub-component include: (a) improving fire preventive measures such as maintaining fire protection areas (through clearing land from forest vegetation) and creating buffer zones with forest fire resistant species (such as cultivation of broadleaved and mixed stands) between forest areas, improving firebreaks and boundary lines (addressing the edges of roads and transition points of electrical communication lines), silvicultural interventions, fuel load management interventions (such as thinning, grazing, etc.); (c) modernizing surveillance, detection approaches, communications, and dispatching systems to reduce detection and first response time; and (d) strengthening Montenegro and/or the regional Forest Wildfire Rescue system by supporting capacity development of  adequately skilled brigades and volunteers.

Component 3. Improving the Competitiveness of Wood Industry 

Subcomponent 3.1. - Forest Investment Acceleration Facility: (a) Conducting an assessment on the creation of a Forest Investment Acceleration Facility to identify best practices, institutional set-up modalities, long term sustainability of the facility, model of investment support, eligibility criteria, monitoring, and evaluation etc.  A business plan will be prepared based on the result of the assessment report and broader stakeholder consultations. (b) Creation of a Forest Investment Acceleration Facility according to the business plan. The Facility will be established as a long-term Capital Investment Acceleration Program aimed at accelerating innovation, transformational changes, efficiency, profitability, and sustainability in the Wood Industry.  The Facility should also address market challenges, limitations to sourcing sustainable raw materials, access to foreign investment capital, etc. (c). Operationalization of the Forest Investment Acceleration Facility. The initial operationalization of the facility will aim at testing the effectiveness and efficiency of the Facility in achieving its intended objectives. The operationalization may entail launching Expression of Interest (EOI) to identify potential ideas and projects of interested investors and owners of the wood industry.
  
[bookmark: _Hlk129371594]- Subcomponent 3.2. - Establishing a Regional Wood Industry Center of Excellence (WICE): (a) preparation of a business plan which would envision the financially sustainable center in two years of its operation. The business plan will include clear and measurable goals and metrics, governance structure, leveraging partnership and collaboration, revenue schemes, financial flows, talent management, identified services and delivery modalities, etc.; (b) construction of WICE building; the potential to use existing buildings for WICE will be explored on a priority base. If no building is available, the construction of a new building will be planned. This will be decided during the project preparation period; (c) Provision of equipment and Machinery: the project will also finance basic equipment and machinery needed for the training program and extension services of WICE; (d) preparation of training materials; the materials will be prepared in collaboration with well-established similar Centre of Excellences; and (e) support for the first two years of operations: the rolling out of WICE and its operations for the first two years will be financed by the project. However, these expenses will not include the salary of trainers, researchers, and other similar labor costs. 

1. - Subcomponent 3.3. -  Access to finance for stronger competitiveness: a) piloting of a credit lines that will be identified based on established criteria; and b) capacity development for the wood industry representatives.  The project is envisioned to lend directly to the wood industry through well-established institution, such as the Innovation and Development Fund. This arrangement will be further explored and studied during the project preparation along with the amount of the fund to be allocated for the credit line. 

3.2.3. Specific Knowledge and Skills
External consultants must have expertise in forestry, wood processing, economics, and IT technologies. Consultants involved in establishing a system for compliance with EU legislation must have experience and knowledge of these policies. It is desirable that they come from EU member states and have prior experience working on the implementation of EU regulations in the fields of forestry and wood processing.
In addition to several years of work experience and the specific knowledge required for the efficient implementation of the Project, contracted workers engaged in the project must hold a university degree (Level VII) and have proficiency in English.
3.3. Community workers 
       The project will not have community workers as defined under
3.4. Primary supply workers
It is unlikely that this project will require primary supply workers. In any case, they will be subject to requirements under ESS2 covering child and forced labor, as well as safety issues as required. The Borrower will be responsible for assessing these risks, and requiring primary suppliers to put in place procedures to manage risks, if needed, or change suppliers as soon as practical.

Table 1. Estimated number of workers engaged in the project
	Type of project workers
	Characteristics of project workers
	Timing of labor requirements
	Necessary skills
	Indicative number of workers

	Direct Workers

	 -PMU staff 
	 - National staff 
	-From project preparation until project completion 
	-Menagament skils 
	5

	Contracted workers 


	Subcomponent 1.1. Policy Review and Development

-Forestry and Wood Industry Consultants from different areas of implementation Forestry regulation 
and Wood Industry policy experts
	



-International and/or national experts
	



-From early stage of project preparation, implementation until project completion
	



- Managament skils; 
- Expertise in the field of forestry and a good understanding of EU legislation
- Specific knowledge of the wood processing sector

	



2

	Subcomponent 1.2.
Modernizing the supply chain management of forest-based products

-Forestry and Wood Industry consultants
-Consultant Economist
-Consultans knowligible in EUDR Regulation
-IT Enginier 

	





-International and/or national experts
	





-From early stage of project preparation, implementation until project completion
	





-Tehnical expertise related with marketing of wood products
- Knowledge of the EU market for wood products
	





2






	Subcomponent 2.1.

Forestry consultants

	

-International or national experts
	

-From early stage of project preparation, implementation until project completion
	

- Specific knowledge related to FMP (Forest Management Plans) and Monitoring
	

1

	Subcomponent 2.1.

Forestry consultant
	

-International or national experts
	

-From early stage of project preparation, implementation until project completion
	

- Specific knowledge and experience in forest fire protection
	
1

	Subcomponent 3.1

-Wood industry consultant
	

-International expert
	

-From early stage of project preparation, implementation until project completion
	

- Specific knowledge related to the market for wood industry products, as well as production technologies
	


1

	Subcomponent 3.2

-Consultant for the development of skills and competencies of employees in the forestry and wood industry
	

-International and/or national experts
	

-From early stage of project preparation, implementation until project completion
	

- Specific knowledge and experience in acquiring new skills
- Knowledge of innovative technologies in forestry and the wood industry, as well as experience in their practical application

	


2



4. RISKS FOR PROJECT IMPLEMENTATION
Some of the key risks for the implementation of the project may include:
1. Lack of adequately trained staff – As mentioned, insufficiently trained staff in the administration, public company or private sector could hinder the effective implementation of new laws, systems, and procedures.
2. Resistance to change – Introducing new regulations and systems may face resistance from stakeholders, particularly those accustomed to existing practices in the forestry and wood industries.
3. Insufficient coordination between stakeholders – Lack of communication and cooperation between the Ministry, and other involved parties could cause delays or inefficiencies.
4. Technological risks – The introduction of innovative technologies may face challenges in terms of integration, technical compatibility, or adoption by the target groups.
5. Risks as a result of the project include Occupational Health and Safety (OHS)-related issues, risks of Gender-Based Violence and Sexual Exploitation and Abuse (SEA)/Sexual Harassment (SH)[footnoteRef:1], risk of child or forced labor, discrimination, labor influx and non-compliance with labor provisions of the national labor regulatonions and WB ESS2. [1:  GBV is an umbrella term for any harmful act that is perpetrated against a person’s will and that is based on gender differences. GBV includes acts that inflict physical, mental, sexual harm or suffering; threats of such acts; and coercion and other deprivations of liberty, whether occurring in public or in private life. GBV disproportionally affects women and girls.
SH refers to unwelcome sexual advances, requests for sexual favors, and other unwanted verbal or physical conduct of a sexual nature. SH is specific to occurrences between personnel/staff working on the project.
SEA refers to any actual or attempted abuse of a position of vulnerability, power or trust, for sexual purposes, including, but not limited to, profiting monetarily, socially or politically from the sexual exploitation of another. SEA is specific to interactions between project staff and project beneficiaries or communities.] 


In line with the national labor regulations, the project will not tolerate discrimination, exclusion or preference made on the basis of race, colour, national extraction or social origin, ethnicity, sex, age, pregnancy status, marital status, religion, belief, political opinion, disability, family responsibilities, or on the basis of HIV status, or due to forming, joining and undertaking activities of a trade union or workers’ organisation at the enterprise level, that affects equality of opportunity in employment or occupation. The project will not tolerate any work that involves the use of force, the threat to use force, or other means to induce a worker to work against their will, that is, forced labor. The project will adopt a minimum working age of 18 years.

The project will not tolerate any form of harassment, such as conduct that constitutes aggression against any worker and that results in mistreatment or humiliation, or threat to their employment situation. The Project will consider Sexual Harassment, which is considred to be any behaviour of a sexual nature by any person towards another person at a workplace that is not wanted or accepted by the latter person, as a serious offense which will not be tolerated and is grounds for contract termination.
Mitigating these risks through effective planning, training, coordination, and continuous monitoring will ensure the project’s successful implementation.

5. BRIEF OVERVIEW OF LABOR LEGISLATION AND ASSESSMENT OF THE NATIONAL FRAMEWORK IN MONTENEGRO

5.1 	International Labour Organization Conventions
Montenegro has been a member of the International Labour Organization (ILO) since June 2006. Since then, the country has ratified 75 international labor standards (conventions), including all eight fundamental conventions.

5.2 Labor Regulations in Montenegro
The Labor Law is the key law that regulates the relationship between employer and employee. Below is an overview of the law's provisions, highlighting key aspects of domestic legislation concerning different categories of workers.

5.2.1. Application of the Law
a) The provisions of this law apply to:
Employees whose employers operate in Montenegro, employees in state bodies, state administration bodies, local government units, and public services.
b) Establishment of Employment Relationship:
An employment relationship is established by concluding an employment contract and commencing work. The contract must be concluded in writing before starting work. Employees acquire rights and obligations from the employment relationship on the day they start work.
c) Employee Rights:
An employee is entitled to salary, workplace safety and health protection, professional training, annual leave, sick leave, maternity leave, parental leave, etc.
d) Employee Obligations:
Employees are required to conscientiously and responsibly perform their tasks, comply with organizational requirements and rules, take care of and responsibly use work equipment and employer’s material resources, notify the employer of any change in residential address within three days, inform the employer of any potential life-threatening dangers, comply with occupational safety and health regulations, and carefully perform work in a way that protects their own life and health and that of others.

5.2.2. Key Aspects of the Law
a) Employer Obligations
Employers are required to have an internal organization and job systematization act if they employ more than ten workers; provide employees with job assignments according to the employment contract; have authorization for performing activities and a copy of the employment contract, as well as mandatory social insurance registration, in their business premises; ensure workplace safety and health measures by preventing, eliminating, and controlling risks; pay employees their wages for work performed and during absences (public and religious holidays, annual leave, sick leave, etc.); provide employees with a copy of the employment contract on their first day of work; provide payroll calculations; inform employees of obligations arising from labor and occupational safety regulations; protect employee privacy and ensure the security of their personal data; maintain records of employees (attendance, work schedule, and annual leave); keep records of employees engaged through temporary employment agencies; register employees for health, pension, and disability insurance, as well as unemployment insurance, and submit the registration to the competent authority within eight days of employment; provide employees with a copy of the registration certificate within five days of issuance by the competent authority.
b) Prohibition of Discrimination
Discrimination against job seekers and employees is prohibited based on gender, gender transition, birth, race, religion, skin color, age, pregnancy, health status, nationality, marital status, property status, sexual orientation, political or other opinion, social origin, financial status, membership in a political party or trade union, or any other personal characteristic. Discrimination is also prohibited regarding employment conditions and candidate selection; working conditions and all employment rights; education, training, and development; career advancement; and termination of employment contracts. Furthermore, any form of workplace harassment and sexual harassment is prohibited.
c) Employment of Women
Provisions of this law regarding women stipulate that: women receive special protection; an employer cannot refuse to conclude an employment contract with a woman due to pregnancy, nor can they offer her an employment contract under less favorable conditions due to pregnancy, childbirth, or breastfeeding; an employer cannot terminate a pregnant woman's employment contract during pregnancy or while she is on maternity or parental leave; if an employment contract includes night work, the employer is obligated to assign the woman to day shifts with tasks suitable for her level of education and work ability; the employment contract of a pregnant employee that expires during pregnancy or maternity leave is extended until the end of her leave; based on medical findings and recommendations, a woman may be temporarily reassigned to other suitable jobs during pregnancy and breastfeeding. A pregnant employee and a woman with a child under three years old cannot work overtime or at night.
d) Employment of Persons Aged 15 to 18 
Employees under the age of 18 are entitled to special protection. An employment contract may be concluded with a person who is at least 15 years old and has general health capability. An employment contract can be concluded with a person under 18 years of age, provided there is written consent from a legal guardian and a medical certificate proving the individual is fit for work and that such work does not endanger their health, development, or education. This category of employees cannot work more than 8 hours per day, cannot work overtime, at night, or in particularly strenuous physical jobs, or in underground or underwater work. Employees under 18 cannot be assigned to work outside their place of residence. A parent or guardian may terminate the employment contract of an employee under 18. Employees under 18 are entitled to annual leave of at least 24 working days.
e) Working Hours 
Full-time working hours are 40 hours per week.
f) Overtime Work Overtime
Work is permitted in cases of unexpected workload increases and force majeure. A decision on overtime work must state the reason, the list of employees involved, and the start time of overtime work. Overtime may last only as long as necessary to resolve the reasons for its introduction, with a maximum average of 48 hours per week within a four-month period. The maximum weekly working time cannot exceed 50 hours. Employers must notify the labor inspector within 3 days of introducing overtime work.
g) Night Work 
Work performed between 10 PM and 6 AM is considered night work. Employers organizing night work must notify the labor inspection. Employees working at least three hours of their daily shift at night are entitled to special protection according to workplace safety regulations.
h) Breaks During Working Hours 
Employees working full-time are entitled to a break of at least 30 minutes. Employees working between four and six hours daily are entitled to a break of at least 15 minutes. Employees working overtime for at least 10 hours daily are entitled to a break of 45 minutes. Breaks cannot be taken at the beginning or end of working hours. Break time is included in working hours.
i) Daily Rest
Employees are entitled to at least 12 consecutive hours of rest between two workdays.
j) Weekly Rest 
Employees are entitled to at least 24 consecutive hours of weekly rest, typically taken on Sundays.
k) Annual Leave 
Employees are entitled to at least 20 working days of paid annual leave per calendar year. A workweek is considered five working days when determining annual leave. Annual leave may be taken in two parts, with the first part lasting at least ten consecutive working days, and the second part no later than June 30 of the following year. Annual leave cannot be replaced by financial compensation, except in cases of employment termination
l) Employee Grievance Procedure
An employee who believes their labor rights have been violated may submit a request to the employer to enforce those rights. The employer must provide a written response or decide within 15 days of the request. Before initiating court proceedings, the employee must submit a proposal for peaceful dispute resolution to the Agency for Peaceful Resolution of Labor Disputes or the Center for Alternative Dispute Resolution. If the dispute is not resolved, the employee may initiate a lawsuit in the competent court.
m) Freedom of Association 
Employees may freely form and join trade unions or leave them without prior approval.
n) Workplace Safety and Health Protection 
Employees must comply with occupational safety and health regulations. Employers are required to implement measures to prevent, eliminate, and control workplace risks.


6. BRIEF OVERVIEW OF LABOR LEGISLATION: OCCUPATIONAL HEALTH AND SAFETY
The Law on Occupational Health and Safety of Montenegro is the key regulation that establishes the rules for protecting and promoting health at work. Below is an overview of the provisions of this law.
Key Aspects of the Law on Occupational Health and Safety

6.1. Employer's Obligations
Employers are required to:
a) Provide protective measures by preventing, eliminating, and controlling risks at work, informing and training employees, with appropriate organization and necessary resources.
b) Consider changes in the working environment and implement protective measures, selecting work and production methods that will improve the condition or provide a higher level of protection and health at work.
c) When planning and introducing new technologies, consult with employees or their representatives on occupational health and safety matters regarding the selection of work tools, working conditions, the working environment, and their impact on health and safety at work.
d) When assigning employees to work with special conditions or increased risk, take into account the employee's capabilities.
e) Develop comprehensive occupational health and safety policies, which include technology, work organization, working conditions, interpersonal relationships, and environmental factors.
f) Give priority to collective protective measures over individual protective measures.
g) Adopt a risk assessment act for all work positions, determine the methods and measures for eliminating risks, and ensure their implementation.
h) Ensure that access to work areas where there is a serious and/or specific risk of injury or health damage is restricted to only those individuals who are trained to work safely in those areas, who have received special instructions for such work, and who are equipped with appropriate personal protective equipment.
i) Ensure that any person in the working area is alerted to dangerous locations or health hazards and is directed to safe zones for movement.
j) Display signs and warnings in the official language(s) and on occupational health and safety symbols.
k) Ensure health checks for employees (at least once every three years) who are assigned to work with special conditions or increased risk and in cases of re-engagement after an absence of more than a year.
l) Provide training for employees when establishing an employment relationship, assigning them to different positions, introducing new technologies, new or replacement work tools, changes in the work process, and reassigning them after a prolonged absence of more than one year.
m) Ensure that training (theoretical and practical) is conducted during working hours, with the employer covering the training costs.
n) Conduct checks to assess employees' theoretical and practical ability to work safely at their job.
o) Inform employees or their representatives in writing about health and safety at work and protective measures.
p) The employer must provide and issue work tools and personal protective equipment necessary for the employee’s workplace, only if they have the prescribed documentation in the official language(s) and languages in official use.
q) Employees must be insured against work-related injuries, occupational diseases, and work-related health issues.
r) In order to organize occupational health and safety, the employer will appoint a qualified person or organize a professional service, or hire a legal entity or entrepreneur who has the authorization to perform specialized tasks.
  
6.2. Measures for Protecting Employees at Work
The protective measures for workers during construction work include the following:
a) Maintaining order and an acceptable level of cleanliness at the construction site.
b) Selecting workstations and ensuring that these areas are accessible for determining spaces for traffic, walkways, intersections, etc.
c) Maintaining work tools and conducting preliminary and periodic inspections of work tools.
d) Planning and determining locations and spaces for storing various materials, especially hazardous substances.
e) Coordinating the timing required for identifying certain types and stages of work.
f) Mutual agreements among all employees at the construction site, as well as industrial activities on or near the construction site.
6.3. Employee Obligations
Employees are required to:
a) Before starting work, familiarize themselves with the protective measures at the workplace to which they have been assigned, and ensure they are trained to implement these measures.
b) Provide the employer with suggestions, comments, and notifications regarding occupational health and safety issues.
c) Undergo health checks corresponding to the risks related to the protection and health at the workplaces they are assigned to, as directed by the employer.
d) Notify the employer if they believe they are unfit to work under special conditions and undergo a health examination as instructed by the employer.
e) During work, apply the prescribed protective measures, take care of their own health and safety, and the health and safety of other employees who may be affected by their work or actions while performing their tasks. They must use work tools, hazardous materials, personal protective equipment, and safety devices for their intended purpose.
f) Immediately inform the employer, either in writing or orally, about any irregularities, deficiencies, hazards, or other occurrences at the workplace.
g) If the employer fails to correct the irregularities, deficiencies, hazards, or other occurrences within three days of receiving the notification, or if the employees believe that appropriate protective measures have not been taken to address the identified issues, they may inform the Labor Inspection.
h) Employees are not allowed to begin or perform work under the influence of psychoactive substances (alcohol, drugs, etc.).
i) Employees have the right to refuse work if they have not been informed of all the hazards or health risks at the workplace, or if the employer has not provided the required health checks, protective measures, or work equipment.



6.4. Participation of Trade Unions
Employers, employees, employee representatives, and trade unions are obligated to cooperate in the process of determining their rights, obligations, and responsibilities related to occupational health and safety.
6.5. Occupational Health and Safety Recordkeeping
Employers are required to maintain records on:
a) Workplaces with special working conditions or increased risks;
b) Employees assigned to workplaces with special working conditions or increased risks;
c) Work-related injuries, occupational diseases, and work-related health issues;
d) Employees trained for safe work practices;
e) Hazardous materials used during work;
f) Conducted tests of the working environment;
g) Inspections and tests of work tools, as well as personal protective equipment;
h) Pre-employment and periodic health examinations;
i) Technical documentation (main projects);
j) Documentation related to occupational health and safety;
k) At least once a year, prepare a report on the occupational health and safety of employees;
l) Immediately, but no later than 24 hours from the incident, submit a written report to the Labor Inspection on any fatal, collective, severe, or other workplace injury that results in the employee’s absence from work for more than three working days.
6.6. Protection of Vulnerable Categories
Special protection is prescribed for:
a) Protection and health at work for women during pregnancy;
b) Persons under 18 years of age;
c) Persons with disabilities.
6.7. Implementation of Labor Law
The Labor Law is implemented through a series of regulations, sub-legal acts, and rules enacted by the Ministry of Labor and Social Welfare, which govern work conditions and health and safety regulations throughout the country. The focus of labor inspections is on reducing informal labor and improving health and safety standards at work. Legal measures for non-compliance include a range of penalties, from fines to criminal procedures, which in the most severe cases could lead to a ban on work and business operations after the appropriate legal decision.
6.8. Institutional Capacity
Institutional capacities for managing risks regarding working conditions and employment related to the project are considered satisfactory. These types of projects, supported by the World Bank, have been successfully implemented in the past, with positive experience in terms of social impact. There is a clear distribution of responsibilities within and between relevant institutions, ensuring mechanisms are in place for law enforcement and compliance.



7. RESPONSIBLE STAFF

Engagement and Management of Project Workers: The Project Implementation Unit (JIP) is responsible for the engagement of Direct workers. The Contractos will be resposable for the engagement of Contracted workers, including subcontractors and those engaged via third parties. Due diligence on Primary Supply workers is the responsibility of the Project Implementation Unit (JIP). 
Engagement and Management of Contractors/Subcontractors:  The Project Implementation Unit (JIP) is responsible for the engagement of the Contractors and compliance with contract conditions. The Project Implementation Unit (JIP) will address all LMP aspects as part of procurement for works and consultancy/technical assistance activities. The Project Implementation Unit (JIP) shall be responsible for overseeing all aspects of implementation of the project, including compliance and contractor induction, and ensuring the Contractor has in place required measures to manage their workers in accordance with the LMP. Meanwhile the Contractor is responsible for management of subcontractors in accordance with contract specific LMPs. 
Labor and Working Conditions: Contractors will keep records in accordance with specifications set out in this LMP. The Project Implementation Unit (JIP) may at any time require records to ensure that labor conditions are met. The Project Implementation Unit (JIP) will review records against actuals, at a minimum on a monthly basis, and can require immediate remedial actions if warranted. A summary of issues and remedial actions will be included in quarterly reports to the World Bank.

Training of Workers: Civil works Contractors are required to have, at all times, a qualified Safety Officer on board. If training is required, this will be the Contractor’s responsibility. The Safety Officer will provide instructions to contractor staff (Contracted workers). The Contractor will be obligated to make staff available for any mandatory trainings required by the Project Implementation Unit (JIP), as specified by the contract. The Project Implementation Unit (JIP) may conduct induction and training on Environment and Social aspects (E&S) for the Contractor.

Addressing Worker Grievances: Contractors will be required to implement a Grievance Redress Mechanism (GRM) for workers which responds to the minimum requirements in this LMP. The Project Implementation Unit (JIP) will review records on a monthly basis. The Project Implementation Unit (JIP) will keep abreast of GRM complaints, resolutions and reflect in quarterly reports to the World Bank. The Project Implementation Unit (JIP) will directly manage grievances of its Direct workers.

[bookmark: _Toc23930914]Occupational, Health and Safety: Civil works Contractors must designate a minimum of one safety representative/Safety Officer to ensure day-to-day compliance with specified safety measures and records of any incidents. Minor incidents and near misses should be reported to Project Implementation Unit (JIP) on a monthly basis; serious incidents should be reported immediately. Minor incidents should be reflected in the quarterly reports to the World Bank, and major issues should be flagged to the World Bank immediately. The Project Implementation Unit (JIP) will oversee OHS requirements of its Direct workers in accordance with the LMP.

The Project Implementation Unit (JIP) and all project workers will: 
· Comply with national labor legislation, WB’s ESS2 requirements and other applicable requirements which relate to OHS hazards including this LMP;
· Enable active participation in OHS risks elimination through promotion of appropriate skills, knowledge and attitudes towards hazards;
· Continually improve the OHS management system and performance;
· Communicate this policy statement to all persons working on the project with emphasis on individual OHS responsibilities, and
· Make this policy statement available to all interested parties.

The Project Implementation Unit (JIP) will have overall responsibility for implementation of this LMP. The Project Implementation Unit (JIP) will:
· Engage and manage contractors/subcontractors in accordance with the LMP and the applicable project procurement documents;
· [bookmark: _Hlk11835573]Ensure that Contractors prepare their Labor Management Procedures (Contractor’s LMP) that comply with this LMP for approval before the Contractor is allowed to mobilize to the field;
· Monitor that contractors/subcontractors are meeting obligations towards Contracted workers as included in the Contractor’s LMP and the applicable procurement documents. Monitoring may include inspections or spot checks of project locations or work sites and/or of labor management records;
· Monitor the potential risks of child labor or forced labor;
· Monitor training of relevant project workers;
· Monitor Contractor’s compliance with Covid-19 measures;
· Ensure that the grievance mechanism for project workers is established and implemented and that workers are informed of it;
· [bookmark: _Hlk19728116]Monitor the implementation of the Code of Conduct and any other measures to address risks of Sexual Exploitation and Abuse (SEA)/Sexual Harassment (SH);
· [bookmark: _Hlk11840109]Require the primary supplier to identify and address risks of child labor, forced labor and serious safety issues, and risks of equity and discrimination for primary supply workers;
· [bookmark: _Hlk11837661]Report to the World Bank on labor and occupational health and safety performance and compliance with this LMP.

The Contractors will be required to: 
· Develop and implement procedures to establish and maintain a safe working environment, including that workplaces, machinery, equipment and processes under their control are safe and without risk to health in line with OHS requirements and this LMP. This includes preparing and implementing the Contractor’s LMP[footnoteRef:2], including OHS provisions, which will apply to contracted workers hired by the Contractor or third parties. The LMP will be submitted to the Project Implementation Unit (JIP) for review and approval before the contractor is allowed to mobilize to the field;  [2:  The Contractor’s LMP may be a stand-alone document or together with the Contractor’s Environment and Social Management Plan (C-ESMP).] 

· [bookmark: _Hlk12103420]Employ or appoint qualified environmental, social, occupational health and safety expert(s) to manage OHS issues (such as a Safety Officer). 
· Actively collaborate and consult with project workers in promoting understanding and methods for implementation of OHS requirements;
· Provide induction and regular training to contracted workers on environmental, social and occupational health and safety issues.
· Supervise the subcontractors or third-parties’ adherence to the LMP;
· Provide employees with access to toilets (including for males and females) and potable drinking water; 
· Provide laminated signs of relevant safe working procedures in a visible area on work sites, in national language, English and other (ethnic or foreign) language as required;
· Ensure availability of first aid boxes in all work locations;
· Put in place processes for project workers to report work situations that they believe are not safe or healthy and to remove themselves from situations they have reasonable justification to believe are unsafe;
· Develop and implement the grievance mechanism for contracted workers, including ensuring that grievances received from contracted workers are resolved promptly, and reporting the status of grievances and resolutions.
· Ensure that all contractor and subcontracted workers understand and sign the Code of Conduct (Annex 1) prior to the commencement of works, take all other measures to address risks of Sexual Exploitation and Abuse (SEA)/Sexual Harassment (SH) as specified in the Contractor’s LMP and supervise compliance with such measures.
· If possible, hire a SEA/SH service provider to provide SEA/SH training to their workers;  
· Ensure all workers have contracts in place and maintain records of recruitment and employment of contracted workers (including subcontractors) with age verification;
· Report to [responsible project agency such as the Ministry or PMU] on labor and occupational health and safety performance and compliance with this LMP.

Further to enforcing the compliance of environmental and social management, contractors will be responsible and liable for the safety of site equipment, laborers and daily workers attending to the construction site and safety of citizens for each subproject site, as mandatory measures.



8.  POLICIES AND PROCEDURES

The policies adopted for the project will contribute to achieving the objectives of ESS2 and full alignment with Montenegrin labor law. These policies include the following provisions:
1. All workers should have written employment contracts that include a description of employment conditions. All workers must be registered for pension and disability insurance, health insurance, and unemployment insurance.
2. Workers have the right to regular wages, as well as compensation for periods of absence from work or special working conditions (night shifts, overtime, etc.).
3. Workers are entitled to breaks during working hours, daily rest, weekly rest, and annual leave as stipulated by law.
4. The principle of equal opportunities and fair conditions must be ensured. Discrimination in any aspect of the employment relationship (employment, compensation, working conditions, rights arising from the employment relationship, education, training, advancement, termination of employment contracts) based on gender, sexual orientation, marital status, age, disability, pregnancy, language, religion, etc., is prohibited.
5. Compliance with the working time of 40 hours per week, and if overtime is necessary (no more than 10 hours per week), workers must be compensated accordingly.
6. Before entering into an employment relationship, workers must be familiar with the job description and required skills. Contracts must contain mandatory provisions from the Labor Law.
7. A grievance mechanism must be provided as described in Grievance mechanism Chapter of this Procedure.
8. Implementation of health and safety measures for jobs with increased risk of injury or health hazards, as well as organizing training for workers in such jobs.
9. Keeping records of workers who perform tasks with increased risk of injury or health hazards.
10. The minimum age for employment is 18 years, and in the case of employing persons under 18, compliance with legal requirements must be ensured (i.e., the consent of the legal guardian must be obtained, a medical certificate must confirm that such a worker cannot work overtime or night shifts, or perform particularly demanding jobs).
11. Workers will not be prevented in any way from joining a trade union or any other workers' organization.
12. Compliance with prescribed deadlines and conditions for dismissal (i.e., dismissal must be in writing, with justification; dismissal cannot occur for unjustified reasons, such as filing a grievance; the notice period cannot be shorter than 30 days if the employee terminates the employment contract).
These policies ensure that the project aligns with national labor standards and best practices for worker protection and rights.
9 AGE OF EMPLOYMENT
According to Montenegrin Labor Law, employment of persons under the age of 18 is allowed under the following conditions:
· There is consent from the legal guardian.
· There is a medical certificate confirming that the individual is fit for work.
· The tasks performed must not endanger their health, morals, or education.
Given that the nominated subprojects involve hazardous work, minors under the age of 18 will not be employed. In the case where minors are employed, their engagement will be limited to office-based tasks.
The minimum working age in the project will be 18 years. This rule will apply for both national and international workers. Workers will be required to provide proof of their identify and age before commencing any works on site (see Annex 2 for sample template that can be used). These records will be kept by the hiring entity, whether government or private. If underage workers are found on the project, their cases will be reviewed and their contracts terminated whilst ensuring all outstanding payments are completed. 


10   TERMS AND CONDITIONS OF EMPLOYMENT 

Direct workers. The terms and conditions for direct workers in CPMU/PPMU and the will be governed by the World Bank’s ESS2, paragraphs 10 to 16 and Montenegro Labour Code.
Contracted workers: For contracted workers employers are obligated to prepare clear and understandable information and documentation regarding employment conditions, in accordance with Montenegrin legislation and the World Bank’s ESS2. The rights and obligations of contracted workers are defined in contracts, with strict adherence to national legislation. In case of non-compliance with contractual provisions, defined dispute resolution mechanisms are applied.
The World Bank’s ESS2 applies to all workers, including on wages, resting times, holiday, equal opportunity, maternity leave, etc. Employment opportunities will be available to all without discrimination due to sex, ethnicity, disability or other. This includes equal pay for equal work, regardless whether the person performing the work is male or female.  

Labor contracts shall be provided to all workers in writing and shall have the following provisions aligned with World Bank’s ESS2 and national labor laws and regulations:
a. Information about the job and working location; 
b. Working conditions;
c. Working hours, rest time, holiday and annual leave;
d. Occupational safety and health conditions;
e. Wages and forms of wage payment;
f. Social insurance, health insurance and unemployment insurance;
g. Regulations on protecting confidentiality;
h. Rights to workplace dialogue and collective bargaining;
i. Grievance Redress Mechanism
j. Any other issues directly related to the conclusion of the employment contract as requested by the worker. 

            11 OCCUPATIONAL HEALTH AND SAFETY (OHS)
11.1. Employer’s Obligations
· Ensure a work environment that meets all technical and safety standards (workspace, ventilation, noise protection, work with hazardous equipment).
· Conduct regular inspections, monitor working conditions, and maintain equipment and infrastructure.
· Organize and implement regular training sessions for all workers on occupational health and safety measures.
11.2. Workers’ Obligations
· Comply with internal procedures and instructions related to workplace safety.
· Use prescribed personal protective equipment (e.g., helmets, gloves, fire-resistant clothing).
· Promptly report any incidents, suspicious situations, or equipment malfunctions to the responsible personnel.
11.3. Specific Measures for Forest Areas
· Additional training on safe work practices in forest areas and in areas with a high risk of fire.
· Establish emergency communication channels and evacuation procedures in case of fire outbreaks.


12. GRIEVANCE MECHANISM

For direct workers employed or engaged by JIP, a specific grievance mechanism will be established within JIP. The grievance mechanism should address workplace issues by outlining procedures such as: who the project worker should submit the grievance to, the timeframe for receiving a response or feedback, and the steps for escalating the issue to a higher level. At the same time, it should ensure transparency, confidentiality, and non-retaliatory practices. This category of workers should be informed about the available grievance mechanism immediately upon employment or engagement.
For contracted workers must establish a workplace mechanism and dispute resolution instrument in accordance with the requirements of this LMP and ESS2, unless such a mechanism is already established in their organizations. This requirement will be clearly specified during the tender process, and by signing the contract, each third party commits to confirming that the mechanism is in place and that all workers have been informed of its existence.
The establishment of the grievance mechanism includes setting up a grievance register and informing all workers about the existence of the mechanism (e.g., during onboarding training, through notices on bulletin boards, or similar communication channels).
An effective mechanism must be independent and objective. It should include informing workers of the steps to be taken after the grievance is received and set clear deadlines. It is essential to consider deadlines prescribed by the Labor Law to ensure compliance with national legislation.
The grievance mechanism for workers should therefore include the following elements:
· Simplicity of procedure (ability to provide comments, submit grievances, suggestions, informal complaints, etc.).
· Confidentiality and impartiality (the procedure should be secret and unbiased so that workers are not afraid of retaliation).
· Reasonable deadlines, with anonymous complaints treated the same as non-anonymous ones.
· Right to representation (by colleagues, union representatives, or workers’ council members).
· Management will take grievances seriously and respond with appropriate actions.
· Possibility of appealing to a second-level body if the worker is not satisfied with the proposed solution.
There will be a specific Grievance Redress Mechanism (GRM) for project workers as per the process outlined below. This considers culturally appropriate ways of handling the concerns of Direct and Contracted workers. All project workers should be informed of the Grievance Mechanism process as part of their contract and induction package.

The GRM process for Contracted workers is as follows:
1. The first step is that the Aggrieved Person/Party may report their grievance in person, by phone, text message, mail or email (including anonymously if required) to the Contractor Focal Point. Grievances may be submitted by an individual or a group. The Contractor has 10 days to resolve the grievance. The incident and resolution will be logged by the Contractor and reported to Project Implementation Unit (JIP) focal point  as part of quarterly progress reports. 
2. As a second step, where the Aggrieved Person/Party is not satisfied with the resolution on Step 1, the Contractor will refer the aggrieved party to the Project Implementation Unit (JIP). The Project Implementation Unit (JIP) endeavours to address and resolve the complaint and inform the Aggrieved Person/Party in 15 days or less. For complaints that were satisfactorily resolved by Project Implementation Unit (JIP), the incident and resultant resolution will be logged by the Project Implementation Unit (JIP) focal point, and included in project quarterly monitoring reports. 
3. As a third step, if the complaint has not been resolved, the Project Implementation Unit (JIP) will refer the complaint to the Project Implementation Unit (JIP)  Director for further action or resolution. The Project Implementation Unit (JIP) focal point will log details of issue and resultant resolution status and include it in project quarterly monitoring reports. 

There will be no fees for the lodgment of grievances. However, an Aggrieved Person may refer complaints to the appropriate legal or judicial authority, at the complainant’s own expense. 

Each grievance record should be allocated a unique number reflecting year and sequence of received complaint (for example YEAR-MONTH). Complaint records (letter, email, record of conversation) should be stored together, electronically or in hard copy. The Project Implementation Unit (JIP)  focal point, will be responsible for undertaking a regular (at least monthly) review of all grievances to analyze and respond to any common issues arising. The Project Implementation Unit (JIP)  focal point also needs to ensure that GRM information is included in quarterly project progress reports to the World Bank. The Project Implementation Unit (JIP)  focal point is responsible for oversight of the GRM. 
The grievance mechanism should not hinder access to other legal or administrative remedies that may be available under the law or any other existing arbitration procedures, nor should it replace grievance mechanisms outlined in collective agreements.
Grievances from Direct workers will be dealt directly by the Project Implementation Unit (JIP). Any grievance raised by workers will be recorded with the actions taken. The summary of grievance cases will be reported to the World Bank as part of regular quarterly reporting. Where the aggrieved Direct worker wishes to escalate their issue or raise their concerns anonymously and/or to a person other than their immediate supervisor/hiring unit, the worker may raise the issue with responsible municipal authorities, where relevant. 

Grievances related to Gender Based Violence (GBV). To avoid the risk of stigmatization, exacerbation of the mental/psychological harm and potential reprisal, the GRM shall have a sensitive approach to GBV-related cases. Where such a case is reported to the GRM, it should immediately be referred to the appropriate service providers, such as medical and psychological support, emergency accommodation, and any other necessary services whilst taking measures to protect confidentiality. The case should also be reported to the Project Implementation Unit (JIP) who can advise on relevant service providers. Data on GBV cases should not be collected through the GRM unless operators have been trained on the empathetic, non-judgmental and confidential collection of these complaints. Only the nature of the complaint (what the complainant says in her/his own words) and additional demographic data, such as age and gender, should be collected as usual.
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Annex 1: Codes of Conduct
[This CoC can be used as-is or adapted to a project and should be translated into local language]

Instructions: This Code of Conduct should be included in bidding documents for Contractors/Consultants and in their contracts once hired. This Code of Conduct is to be signed by Contractors, Consultants (Direct workers) and all their staff (Contracted workers) working in the project.



I, ______________________________, acknowledge that adhering to Environmental, Social, Health and Safety (ESHS) standards, following the project’s Occupational Health and Safety (OHS) requirements, and preventing Gender Based Violence (GBV), in particular Sexual Exploitation and Abuse (SEA) and Sexual Harassment (SH)[footnoteRef:3], and Violence Against Children (VAC) is important.  [3:  GBV is an umbrella term for any harmful act that is perpetrated against a person’s will and that is based on gender differences. GBV includes acts that inflict physical, mental, sexual harm or suffering; threats of such acts; and coercion and other deprivations of liberty, whether occurring in public or in private life. GBV disproportionally affects women and girls.
SH refers to unwelcome sexual advances, requests for sexual favors, and other unwanted verbal or physical conduct of a sexual nature. SH is specific to occurrences between personnel/staff working on the project.
SEA refers to any actual or attempted abuse of a position of vulnerability, power or trust, for sexual purposes, including, but not limited to, profiting monetarily, socially or politically from the sexual exploitation of another. SEA is specific to interactions between project staff and project beneficiaries or communities.] 


Failure to follow ESHS and OHS standards, or to partake in activities constituting GBV/SEA/SH/VAC be it at the office, on the work site, the work site surroundings, at workers’ camps, or the surrounding communities, constitute acts of gross misconduct and are therefore grounds for sanctions, penalties or potential termination of employment. Prosecution by the Police of those who commit GBV/SEA/SH or VAC may be pursued if appropriate.

I agree that while working on the project I will:
1. Consent to a background check in any place I have worked for more than six months. 
1. Attend and actively partake in training courses related to ESHS, OHS, GBV, SEA/SH, VAC as requested by my employer. 
1. Will wear my personal protective equipment (PPE) at all times when at the work site or engaged in project related activities.
1. Implement the Labor Management Procedures (LMP) and OHS Management Plan.
1. Take all appropriate measure to take care of my health and those of my fellow workers by following OHS measures, including Covid-19 prevention measures which may include letting my supervisor know if I am feeling unwell or have symptoms consistent with Covid-19.
1. Follow Covid-19 measures that apply at the time and may include testing, temperature checks, mask wearing, etc.
1. Adhere to a zero-alcohol policy during work activities, and refrain from the use of narcotics or other substances which can impair faculties at all times.
1. Treat women, children (persons under the age of 18), and men with respect regardless of race, color, language, religion, political or other opinion, national, ethnic or social origin, property, disability, birth or other status.
1. Not use language or behavior towards women, children or men that is inappropriate, harassing, abusive, sexually provocative, demeaning or culturally inappropriate.
1. Not sexually exploit or abuse project beneficiaries and members of the surrounding communities. 
1. Not engage in sexual harassment of work personnel and staff —for instance, making unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual nature is prohibited: i.e. looking somebody up and down; kissing, howling or smacking sounds; hanging around somebody; whistling and catcalls; in some instances, giving personal gifts.
1. Not engage in sexual favors —for instance, making promises of favorable treatment (i.e. promotion), threats of unfavorable treatment (i.e. loss of job) or payments in kind or in cash, dependent on sexual acts—or other forms of humiliating, degrading or exploitative behavior. 
1. Not use prostitution in any form at any time. 
1. Not participate in sexual contact or activity with children under the age of 18—including grooming or contact through digital media. Mistaken belief regarding the age of a child is not a defense. Consent from the child is also not a defense or excuse.
1. Unless there is the full consent[footnoteRef:4] by all parties involved, I will not have sexual interactions with members of the surrounding communities or fellow staff. This includes relationships involving the withholding or promise of actual provision of benefit (monetary or non-monetary) to community members in exchange for sex (including prostitution). Such sexual activity is considered “non-consensual” within the scope of this Code. [4:  Consent is defined as the informed choice underlying an individual’s free and voluntary intention, acceptance or agreement to do something. No consent can be found when such acceptance or agreement is obtained using threats, force or other forms of coercion, abduction, fraud, deception, or misrepresentation. In accordance with the United Nations Convention on the Rights of the Child, the World Bank considers that consent cannot be given by children under the age of 18, even if national legislation of the country into which the Code of Conduct is introduced has a lower age. Mistaken belief regarding the age of the child and consent from the child is not a defense.] 

1. Consider reporting through the GRM or to my manager any suspected or actual GBV by a fellow worker, whether employed by my company or not, or any breaches of this Code of Conduct. 
With respect to children under the age of 18:
1. Bring to the attention of my manager the presence of any children on the construction site or engaged in hazardous activities.
1. Wherever possible, ensure that another adult is present when working in the proximity of children.
1. Not invite unaccompanied children unrelated to my family into my home, unless they are at immediate risk of injury or in physical danger.
1. Not use any computers, mobile phones, video and digital cameras or any other medium to exploit or harass children or to access child pornography (see also “Use of children's images for work related purposes” below).
1. Refrain from physical punishment or discipline of children.
1. No hiring of children for any project activity (no persons under the age of 18) [adjust if needed].
1. Comply with all relevant local legislation, including labor laws in relation to child labor and World Bank’s ESS2 on child labor and minimum age. 
1. Take appropriate caution when photographing or filming children (see y-cc below). Photos or films of children should generally not be taken the project [adjust if needed].

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

Sanctions
I understand that if I breach this Individual Code of Conduct, my employer will take disciplinary action which could include: 
1. Informal warning;
1. Formal warning;
1. Additional Training;
1. Loss of up to one week’s salary;
1. Suspension of employment (without payment of salary), for a minimum period of 1 month up to a maximum of 6 months;
1. Termination of employment;
1. Report to the Police if warranted. 

I understand that it is my responsibility to ensure that the Environmental, Social, Health and Safety standards are met. That I will adhere to the Occupational Health and Safety management plan. That I will avoid actions or behaviors that could be construed as GBV/SEA/SH or VAC. That I will respect and take all preventive measures relating to Covid-19. 

I hereby acknowledge that I have read the foregoing Individual Code of Conduct, do agree to comply with the standards contained therein and understand my roles and responsibilities to prevent and respond to ESHS, OHS, GBV/SEA/SH/VAC issues. I understand that any action inconsistent with this Individual Code of Conduct or failure to act mandated by this Individual Code of Conduct may result in disciplinary action and may affect my ongoing employment. 


Signature: 		_________________________

Printed Name:		_________________________

Title: 			_________________________

Date: 			_________________________











Annex 2: Age Verification Template

Age Verification Template for Project Workers
To be completed for all project workers and attached to contracts


1. Worker’s Age: ______________
*** If the worker is between 15-17 years of age (inclusive), they can only engage in non-hazardous work[footnoteRef:5].  [5:  Examples of hazardous work activities: (a) with exposure to physical, psychological or sexual abuse; (b) underground, underwater, working at heights or in confined spaces; (c) with dangerous machinery, equipment or tools, or involving handling or transport of heavy loads; (d) in unhealthy environments exposing children  to hazardous substances, agents, or processes, or to temperatures, noise or vibration damaging to health; or (e) under difficult conditions such as work for long hours, during the night or in confinement on the premises of the employer. Non-hazardous work may include cleaning work, rubbish collection, administrative tasks, etc. that are not in conflict with the above.] 



2. Sex of worker: _____________

N
Y

3. Requested for Proof of Age:               


4. If NO, provide reason: ______________________________________________________________________________________________________________________________________________________________


5. If YES, type of documentation provided (circle all that apply and attach a copy):
a) National ID Card
b) Birth Certificate
c) Family Book
d) Work Permit
e) School report/testimony (from teacher, principal)
f) Other (please describe) _________________________________________


6. If the worker is between 15-17 years, please describe the type of work they will be engaged in [if the project will only hire workers above 18 years, then delete this or put Not Applicable]:
______________________________________________________________________________________________________________________________________________________________


7. If the worker is between 15-17 years, is the worker enrolled in school? [if the project will only hire workers above 18 years, delete or choose Not Applicable]
a. If YES, provide school certificate/registration copy
b. If Not enrolled in school or cannot provide documentation, the worker cannot be hired
c. Not Applicable


8. Is there doubt about the authenticity of documents provided in Q4 or Q6 or other signs that the worker is underage (under 15 years for non-hazardous work, or under 18 years for hazardous work) or has provided false documentation?     
a. If NO, no further verification is needed.


9. If YES, interviews to verify age will need to be conducted[footnoteRef:6]. For workers 15-17 years, interviews to verify school enrollment may also be needed. Please describe result of interviews (who it was conducted with, age verification method, etc.). ______________________________________________________________________________________________________________________________________________________________ [6:  Interviews should be conducted with parents, child, school official and/or local official.] 

____________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________


10. Was age verified in the interview (i.e. worker is at or above age requirements) or, if needed, was it verified that the worker 15-17 years is enrolled in school? 
a. If YES, no further steps are needed.
b. If NO, the worker cannot be hired.

Annex 3: Checklist to Confirm Compliance with the LMP

This form can be used by the Borrower, supervision consultants and/or the World Bank to check compliance with the LMP during project implementation.

A. Hiring Practices for Direct and Contracted Workers
What are the conditions for workers hired for the project? 

	Questions
	Y            N

	1a. When hiring for jobs, has it been done without discrimination, with opportunities for women, minorities, and people with a disability where possible? 
	

	2a. For same-type work, are women and men paid the same?

	

	3a. What is the size of the construction force? Out of these, how many are women?

	# of workers

	4a. If unskilled workers have been hired, has there been a preference for hiring local workers?
	

	5a. Have Proof of Age Checks been conducted on all workers? 
	

	6a. Are there are workers between the ages of 15-17 years? How many?



	

# of workers by gender

	7a. Do all workers have contracts which include (i) information about the person hired, (ii) terms of the job, (iii) duration, (iv) working hours and place of work, (v) remuneration and (vi) conditions for suspension or termination?

	

	8a. Do worker’s contracts, or other appropriate documentation covering workers, include provisions for (i) paid public holidays, (ii) paid maternity leave, (iii) death benefit and (iv) medical treatment for sick or injured workers?
	

	9a. Are all workers, including those between 15-17 years, paid at least at the minimum wage?
	

	10a. Are hours of work consistent with requirements in national legislation and the LMP? (maximum of 48 hours a week plus and additional maximum 12h with remuneration)
	

	11a. Do all workers have at least one rest day a week?

	

	Comments











B. Other Conditions in the Work Place
Occupational Health and Safety, Grievance Redress and Worker’s Camps

	Questions
	Y           N

	1b. Are Occupational Health and Safety (OHS) measures in place for workers as per requirements in ESMPs and the LMP? (which may include provision of Personal Protective Equipment (PPE), training, etc.)
	

	2b. Is there an emergency preparedness procedure regarding accidents in the workplace?
	

	3b. Is there a record of occupational accidents and incidents?

	

	4b. Has a Grievance Redress Mechanism (GRM) been set up for project workers?

	

	5b. Are workers aware of the GRM and how to file complaints?

	

	6b. Is a record of grievances being maintained? 

	

	7b. Are there worker’s camps in the project? (If no, go to Section C)

	

	8b. If answered yes to 7b, do worker’s camps have toilets for male and females?

	

	9b. If answered yes to 7b, do worker’s camps have separate sleeping facilities for male and females?
	


	10b. 8. If answered yes to 7b, do worker’s camps have hygienic sanitation facilities?

	

	11b. If answered yes to 7b, are worker’s camps, including sleeping, eating and sanitation facilities, kept in clean conditions?
	

	12b. If answered yes to 7b, are there signs in worker’s camps publicizing the worker’s GRM?
	

	13b. If answered yes to 7b, do worker’s camps comply with any other requirements as per ESMPs and LMP? 
	

	Comments


















C. Gender Based Violence (GBV), Sexual Harassment (SH), Sexual Exploitation and Abuse (SEA), and Violence Against Children (VAC)
Are there measures against GBV/SH/SEA/VAC for all project workers?

	Questions
	 Y        N

	1c. Have direct workers attended at least one training on GBV/SH/SEA/VAC? Please provide sample information (dates and location of training)


	

	2c. Have contracted workers direct workers attended at least one training on GBV/SH/SEA/VAC? Please provide sample information (dates and location of training)


	

	3c. Have direct workers signed Codes of Conduct regarding GBV/SH/SEA/VAC? Please attach a sample.


	

	4c. Have contracted workers signed Codes of Conduct regarding GBV/SH/SEA/VAC? Please attach a sample.


	

	5c. (If applicable) Have visual materials (i.e. posters, brochures) about GBV/SH/SEA/VAC with contact information for complaints, been developed and posted in noticeable locations in worker’s camp?

	

	6c. Do contracted workers have a separate Grievance Redress Mechanism to address complaints regarding GBV/SH/SEA/VAC? 
	

	7c. Do direct workers have a separate Grievance Redress Mechanism to address complaints regarding GBV/SH/SEA/VAC?
	

	8c. Are direct workers aware of no tolerance of GBV/SH/SEA/VAC, their responsibilities and consequences for infringement?

	

	9c. Are contracted workers aware of no tolerance of GBV/SH/SEA/VAC, their responsibilities and consequences for infringement?

	

	10c. Are direct workers, in particular women, aware of contact information in case they need to report instances or concerns regarding GBV/SH/SEA/VAC?
	

	11c. Are contracted workers, in particular women, aware of contact information in case they need to report instances or concerns regarding GBV/SH/SEA/VAC?
	

	Comments










D. Labor influx 
Has the influx of labor been minimized?

	Questions
	Y            N

	1d. Were there consultations with the community to advertise for jobs in the project?

	

	2d. Were there efforts by the contractor to offer job opportunities to people in the community, including women?
	

	3d. Were there efforts by the contractor to offer job opportunities to people in the community, including people with disabilities or other vulnerable groups?
	

	4d. How many workers have been hired for the project?
	# workers by gender

	5d. How many people in the community/area have been hired to work in the project?

	# workers by gender

	6d. How many unskilled laborers have been hired from outside the community?

	# workers by gender

	7d. How many skilled laborers have been hired from outside the community?
	# workers by gender

	8d. Have workers from outside the community been provided training on community interactions, including any appropriate cultural training needed to ensure respect for people’s traditions and customs





	

	9d. Are workers from outside the community living in worker’s camps set up for the project? If no, please describe where the workers are living.


	

	Comments

















E. Checks on Supply Chain
What type of due diligence was carried out in the supply chain? (Skip if there are no supply workers in the project)

	Questions
	Y            N

	1e. Has the Borrower checked the risk of child or forced labor in primary suppliers? If no, go to 8e.

	

	2e. Has this been checked by asking the primary supplier for information on contracts, hiring practices, etc?
	

	3e. Has this been checked by asking other suppliers or companies?
	

	4e. Has this been checked by asking NGOs, CSOs or other organizations with knowledge on this area?

	

	5e. Has this been checked by asking relevant government departments?

	

	6e. Has this been checked by confirming the supplier has necessary licenses or registration?
	

	7e. Has this been checked in another way not listed here? Please detail.





	

	8e. Was the risk of child or forced labor found in primary suppliers? (if no, go to 12e)


	

	9e. If yes to 8e, please explain the risks and the measures taken.




 
	

	10e. If yes to 8e, have remedial steps been taken? If so, please detail.





	

	11e. If yes to 10e, are the remedial steps being monitored/have they been monitored?



	

	12e. Have any primary suppliers been changed or terminated due to a risk of child/forced labor?
	

	Comments





F. Monitoring
Is monitoring being carried out as per the LMP?

	Questions
	Y            N

	1f. Is the PMU keeping records of workers hired directly by the project? (contracts, payments, other entitlements to workers, trainings for workers, signed Codes of Conduct, numbers of workers, proof of age checks, etc.)

	

	2f. Is the Contractor keeping records of workers hired directly by the project? (contracts, payments, other entitlements to workers, trainings for workers, signed Codes of Conduct, numbers of workers, proof of age checks, etc.)
	

	3f. Is the Contractor keeping a record of occupational accidents and incidents?
	

	4f. Is the Contractor keeping records of the Grievance Redress Mechanism, including grievances received and how and when these were addressed?

	

	5f. is the Borrower keeping a record of due diligence checks on primary suppliers as per Section E?

	

	Comments















