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The development of labour administration in Suriname is closely linked to
upheaval in the trade union movement during the second half of the twentieth
century. Discontent related to low wages since 1959 led to a teachers
strike in 1966. While this situation remained unchanged, the policy towards
an integrated approach resulted in the establishment of the Organized
Consultation of the Federation of Senior and Mid-level Officials (FEHOMA)
in the civil service. The unilateral amendment of education standards and
disciplinary action against protesting members of the Teachers Secondary
and Higher Education Union (VALMEK) worsened the relations with the
Minister of Education and the Government leading in 1969 to another strike
by teachers, the biggest teachers strike in the history of Suriname.

Prohibition of demonstrations and gatherings, closing of schools,
disciplinary actions against teachers and prosecution and stoppage of wages
of civil servants on strike were amongst the measures taken by the
Government. As a result, 47 trade unions of the private sector expressed
their feelings of solidarity with the actions of the teachers and civil servants.
These 47 trade unions established the C-47 Vakcentrale, a federation which
still exists today. Because of the pressure brought upon the Government,
the Prime Minister, being also the President of the largest federation of
trade unions, De Moederbond, and his team of ministers had to resign after
approximately one month in office.

During the consultation regarding the formation of the new government
following the elections, the trade unions expressed the importance of the
institution of a Ministry of Labour. On 5 March 1969 the Ministry of Labour
was established in Suriname. The President of the federation FEHOMA,
Mr. A. Biswamitre became the first Minister of Labour. The official
establishment and proclamation of the Ministry of Labour however, took
place on 27 January 1970. The Labour Inspection Unit, which was part of
the Ministry of Social Affairs and Immigration since 1946, became an
important department of the new Ministry of Labour.

1.
Background
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Like the first Minister of Labour, the majority of  Ministers of Labour
subsequently came from the trade unions, given the trade unions involvement
in politics and government of the relatively new Surinamese Labour Party
(SPA) from 1987. In the pre-election period in 2000, technological
development and the environment were relevant issues. These issues were
addressed in the Policy Declaration 2000-2005 of the Government where
the responsibility of a new Ministry of Labour, Technological Development
and Environment was defined and proposed; and consequently created in
2002 by State decree.

Labour policy in Suriname is usually formulated for 5 years, which is
the Government s term of office. The national labour policy is specifically
expressed in the Policy Declaration of the Government. This part of the
Policy Declaration is then specified in detail in the Policy Document of the
Ministry of Labour for 5 years and contains measures and actions the labour
minister intends to take in order to implement the national labour policy. The
Multi Annual Development Plan (MOP) contains the outlines for social
policy for 5 years.

An important part of the general labour policy is executed by way of
adoption and enforcement of labour legislation. The labour legislation contains
rules regarding areas such as working conditions, industrial relations and
social security.

National labour policy includes laws enacted by the National Assembly
(DNA), State decrees, presidential resolutions, and ministerial orders, and
international labour conventions. In addition, the Constitution of the Republic
of Suriname provides for the involvement of labour unions in the preparation
of labour legislation (Article 31 paragraph 2a) in consultation with the Labour
Advisory Board (AAC) on matters regarding labour legislation. It requires
the involvement of labour unions in the preparation and the supervision of
the implementation of social and economic plans (Article 31, paragraph 2c).

The Labour Ministry is entrusted exclusively with the task of  supervising
the observance of legislation protecting labour and workers. More specifically,
the Labour Inspection Unit and its labour inspectors have, as one of the
core obligations, to supervise and enforce the observance of legislation on
the protection of workers by performing their lawful duties.

The Labour Ministry is also entrusted with the supervision and review
of some forms of social security laid down in labour legislation such as
payment during sickness, and benefits in case of occupational injury and
diseases including medical care (Industrial Accidents Act
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2.
General Considerations and
Statutory Requirements

Some provisions of the Surinamese Constitution outline the importance of
employment in the Surinamese society:

The State shall provide for enough employment in freedom and justice
(Articles 4, paragraph c and 24).
Labour is the most important means of achieving wealth and  individual
human development (Article 25).
Everyone has the right to work, according to his capacities (Article 26,
paragraph 1).
The right to work is closely related to the obligation to work  (Article 26,
paragraph 2).
Everybody has the right to freely choose a job or profession according
to existing rules (Article 26, paragraph 3).
The State has to guarantee the right to employment by executing a
policy to achieve full employment, prohibiting dismissal without reason
or on religious or ideological grounds, securing equal opportunities in
employment for both sexes and promoting vocational training (Article
27).
The rights for all workers regardless of age, sex, race, nationality,
religion or political belief including:
- the right to pay, depending on quantity, quality and type of labour

and experience, based on the principle of equal pay for work of
equal value;

- the right to perform labour under decent working conditions in order
to enable individual human development;

- the right to safe and healthy working conditions; and
- the right to sufficient rest and recreation (Article 28).

2.1 The Constitution
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Special protection should be given to certain categories of workers
such as pregnant women, minors, disabled persons and workers
involved in high risk labour (Article 29, paragraph b).

The employment policy in Suriname is an integral part of the social and
economic policy and the labour policy. The formulation of the employment
policy in the Policy Declaration is based on the Election Programme  the
declaration of policy intentions before the election  of the ruling party or
parties after consultations with the social partners.

2.2 Labour Relations

Good industrial relations have always been important in the overall national
policy and an evident pre-condition for social stability. Intensive consultations
by new governments with several segments of the labour union movement
and employers are essential for the preparation and formulation of the overall
government policy in general, and especially, the socio-economic and labour
policy.

The responsibility of the Government to foster good labour relations is
motivated by constitutional provisions. The social objectives of the State, as
outlined in the Constitution, include:

the promotion of the workers participation in decision-making in
enterprises on production, economic development and planning
(Constitution, Article 6, paragraph f);
the freedom of workers to establish labour unions to promote their
rights and interests (Article 30, paragraph 1);
requirements for labour unions to be governed by principles of
democratic organization and management, based on regular
elections of board members by secret ballot (Article 30, paragraph
3);
the right to conclude collective bargaining agreements (Article 31);
the right of organizations of employers to promote and defend their
rights and interests also (Article 32) ; and
the right to strike, subject to legal restrictions (Article 33).

According to the State decree on the Terms of References of
Departments of Government, the Labour Minister is responsible for the
promotion of sound industrial relations and for the policy on the relationship
between employers and workers, as well as for the supervision of the
observance of the relevant legal regulations.
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2.3 Trade union rights and duties

Trade union rights are laid down in Chapter VI of the Constitution on Social,
Cultural and Economic Rights and Duties, and in the Collective Bargaining
Agreements Act (CBAA), Recognition of Labour Unions Decree (RLUD),
Referendum Recognition of Labour Unions Decree (RRLUD) and the
Protection of Workers Representatives Decree (PWRD).

Trade unions which are corporate bodies have:
the exclusive right to conclude collective bargaining agreements and to
amend or extend (CBAA, Article 1 and 3);
the right to be assisted by the Permanent Secretary to conclude a new
collective bargaining agreement or to amend or extend an existing one
(CBAA, Article 1, paragraph 3);
the right to bring claims for damages to the union or its members against
the party or own members who act contrary to the provisions of the
agreement (CBAA, Article 16, paragraph 1);
the duty to furnish a copy of the concluded collective bargaining
agreement to its members (CBAA, Article 5);
the duty to submit a certified copy to the Labour Ministry (CBAA,
Article 24 paragraph 1); and
the duty to promote compliance with the provisions of the agreement
by the members (CBAA, Article 9, paragraph 1).

Pursuant to Article 1 of the Recognition of Labour Unions Decree (RLUD),
the employer is obliged and the labour union has the right to enter into
collective bargaining with the employer if:
1. the union is a corporate body ;
2. the constitution /rules of the union empower it to conclude collective

bargaining agreements; and
3. the union is recognized as the bargaining agent for the workers in

an enterprise.

This means that only one collective bargaining agreement is concluded
within one enterprise by one union. In case of more labour unions in one
enterprise or justifiable doubt about the representation of one union, a
referendum is concluded by the National Labour Mediation Council (RLUD,
Articles 2 and 3).
The employer is then obliged to enter into negotiations with the union on
collective bargaining agreements as certified by the National Labour
Mediation Council.
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Workers and employers without any distinction whatsoever have the
right to establish and to join organizations of their own choosing without
previous authorization (Protection of Workers Representatives Decree(
PWRD), Article 1), based on ILO Convention No. 87.  Workers and
employers organizations are free to draw up their constitution and rules,
elect  their representatives in full freedom, organize their administration and
activities and to formulate their programmes (PWRD, Article 2). Based on
ILO Convention No. 135, the PWRD guarantees protection to workers
representatives by prohibiting employers to take actions prejudicial to them
because of their position as union officers, their union membership, or their
participation in the labour union activities in pursuit of collective bargaining.

In pursuance of Article 4 of the Protection of Workers representatives
(PWRD), the employer shall provide adequate facilities to trade union
representatives without impairing the efficient operation of the enterprise.
This should enable the representatives to properly fulfill their union
responsibilities.

The Collective Bargaining Agreements Act (CBAA) provides for
protection to the labour unions against interference by the employers or
their organizations. Labour unions under the domination of employers or
their organizations are not considered as legitimate trade unions, if the
establishment of the union has been promoted by employers or is supported
by financial means of the employers or their organizations (Article 1,
paragraph 2).

The freedom of association and peaceful assembly is protected in a
special way: clauses in the collective bargaining agreement to restrict or
deny this right are null and void (CBAA, Article 2,  paragraph 2). The
labour union is only responsible or liable for acts of members as far as such
is stipulated in the collective bargaining agreement (CBAA, Article 9, para-
graph 2). Dissolution of a labour union, party to a collective bargaining agree-
ment, does not affect the rights and duties in the agreement (CBAA, Article
12, paragraph 1).

2.4 Collective bargaining agreements and standing
employment conditions

Collective bargaining agreements

Collective bargaining agreements are widespread in Suriname. They are
the expressions of a labour union and the progress made by employers and
workers organizations in their cooperation, not only on matters relating to



The System of Labour Administration in Suriname

7

working conditions but also on labour relations; they express the joint
responsibility and commitment of both parties.

A collective bargaining agreement is, according to the law, an agreement
concluded by one or more employers or one or more organizations of
employers possessing legal personality, and one or more organizations of
workers possessing legal personality, regulating exclusively or primarily
working conditions to be taken into account when employment contracts
are concluded (CBAA, Article 1, paragraph 1). Collective bargaining
agreements in Suriname are usually concluded between one employer, one
enterprise and a workers organization representing the workers of the
enterprise. Industry level collective bargaining is unknown in Suriname.
Enterprises have separate employment agreements with their workers, which
can differ greatly from other agreements of other enterprises in the same
sector.

It is prohibited for parties concluding a collective bargaining agreement,
to stipulate the following:
1. requiring the employer to only employ or to reject persons on the

grounds of race, nationality, religion or membership of associations,
including labour unions; and

2. restricting the right of workers to freedom of association and
peaceful assembly (CBAA, Article 2).

The concluding of collective bargaining agreements or their amendment
or extension takes place by officially certified public deeds or private
instruments (CBAA, Article 4). A collective bargaining agreement can be
concluded for the duration of three consecutive years. However, if no
provision is made in the collective bargaining agreement for a definite period,
it is considered to be in force for the fixed term but no longer than one year.

The Civil Code (CC) contains some provisions on the employment
relationship to which exceptions or varying stipulations can be made only by
means of collective bargaining agreements or standing employment
conditions. The employer can only charge a fine if the relevant provisions
and the fine are specifically mentioned in a written agreement or the standing
employment conditions (CC, Article 1613, u paragraph 1).

A non-competition clause is only valid if it is part of a written agreement
or the standing employment conditions (CC, Article 1613 x, paragraph 1).
Collective bargaining agreements can extend existing minimum notice periods
in the Civil Code (Article 1615 i, paragraph 5).

According to the Civil Code, the employee remains entitled to
remuneration in case the employer is not able to redeploy the employee
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who is willing to work (Article 1614 d, paragraph 1). Deviation from this
rule is only possible by written agreement or standing employment conditions
(Article 1614 d, paragraph 2).

A first fixed-term employment contract expires without the requirement
of prior notice to terminate it. This is only required if stipulated in a written
agreement or standing employment conditions (Article 1615 e, paragraphs
1 and 2.1).

Subjects included in most collective bargaining agreements are: lock-
out by the employer; rules of strike by the employees; legal status of the
employer (management, employment) and the union (functioning, recognition,
contribution, representatives, free time for union activities without loss of
remuneration); communication; employment security; dispute settlement
procedures; financial contribution to workers representatives training; human
resources management; job description; union membership; medical testing;
safety and health; uniforms; transportation; transfer; employment contract;
termination; temporary staff; work organization; code of conduct; personnel
data; training; ancillary function; confidentiality; working time; overtime;
finance (salary, performance incentive, holiday pay, pension, sickness,
invalidity, study); and disciplinary measures.

Standing employment conditions

Standing employment conditions are additional conditions to the collective
bargaining agreement or to an employment contract. The workers have to
express their acceptance or non-acceptance of these conditions (Civil Code,
Article 1613 j, paragraph 1). If not intended to function as such, the standing
employment conditions are mere unilateral instructions of an employer in
pursuance of his relationship of authority. Non-acceptance of a new standing
employment condition or an amendment can be considered as a notice of
termination of the employment by the worker (Civil Code, Article 1613k,
paragraph 2).

According to Article 1613j of the Civil Code, standing employment
conditions should satisfy the following requirements:
1. the conditions should be in Dutch;
2. the workers have to declare whether or not to accept them;
3. a full copy should be given free of charge to every worker;
4. the conditions should be submitted to the court registry for public

inspection;
5. the complete text of the standing employment condition should be

made clearly visible on the industrial premises which are easily
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accessible; and
6. the standing employment conditions are not in contradiction with

the employment contract.

2.5 Dispute settlement

The Labour Mediation Act establishes within labour administration, the
National Labour Mediation Council (BR) to deal with the settlement of
labour disputes. The BR has the task to promote the peaceful settlement
and the prevention of labour disputes, which means any dispute between
workers, and one or more employers regarding labour matters.

The BR can exercise the following functions:
mediation/conciliation;
arbitration;
assistance to arbitration tribunals of the parties concerned; and
advisory service.

Mediation/conciliation

Disputes resulting in or with the possibility of strikes or lockouts are the
more relevant disputes. According to the law, the District Commissioner of
the district in which the employer s business is located, has to report such
disputes to the National Labour Mediation Council (BR). Interested parties,
including workers or employers engaged in such disputes, or their
organizations possessing legal personality, can also request the BR to
intervene.

The involvement of the union is not possible in cases where the worker
has been a member of the union for less than three months. The BR only
intervenes upon request, if the dispute is considered serious and substantial.
Otherwise, the BR informs the parties concerned and offers its advisory
services.

The BR refrains from (further) intervention by mediation/conciliation
of a dispute if:
1. parties have made provisions for their own mediators, mediation

committees or arbitrators except when it is evident that that
intervention will not lead to a speedy resolution;

2. the dispute is incited by one of the parties in order to induce the
other party to deviate from an existing collective bargaining
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agreement or judgement of an arbitrator, mediation committee or
mediator; and

3. the dispute is subject to a lawsuit.

The BR has the power to request workers, employers or the board
members of their organizations possessing legal personality, or witnesses
and experts to appear before the BR. Upon request, these persons are
obliged to appear before the BR. If the BR resolves the dispute, a deed is
prepared and signed by both parties and the members of the BR.

The National Labour Mediation Council as an arbitration tribunal

Parties involved in a dispute can agree to abide by the award/judgment of
the BR as an arbitration tribunal. They notify the BR of such intentions and
request the BR to serve as an arbitration tribunal.

A deed has to be prepared on the agreement by parties to abide by the
award/ruling of the BR as arbitration tribunal containing certain particulars
required by the Labour Mediation Act (Article 18), including the declaration
of parties to abide by any award/ruling of the BR regarding any dispute.

The National Labour Mediation Council assisting arbitration tribunals
of parties

In case of a dispute, relevant parties can request the involvement of an
existing arbitration committee, which is already established by them. They
can also establish a committee to resolve a dispute, which has arisen between
them. The chair of the BR can render assistance to the parties.

A deed has to be signed by the parties in the presence of the chair of
the BR containing similar information as if BR was arbitrating the matter.
The chair of the BR supervises the arbitration process of the committee,
and approves the voluntary withdrawal of an arbitrator. The chair also relieves
an arbitrator from his responsibilities if he/she has difficulty in the speedy
resolution of the dispute.

When parties are not able to agree on the arbitration committee, the
chair of the BR provides other persons to serve on the arbitration committee.
The chair of the BR decides, in case of a challenge of an arbitrator by one
party, if the chair of the BR does not appoint him/her. According to the
Labour Mediation Act, the chair and members of the BR are not allowed to
act as members of arbitration committees.  The chair of the BR can obtain
additional information for the committee and has the power to hear persons
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under oath if necessary. Awards/judgements of such arbitration committees
are binding on all the concerned parties.

The advisory function of the National Labour Mediation Council

The National Labour Mediation Council  can,  on the request of workers
and employers, give assistance regarding collective bargaining agreements,
to promote good industrial relations or prevent disputes.

2.6 Tripartite Consultation

Suriname ratified in 1979 ILO Convention No. 144 on Tripartite
Consultation (International Labour Standards), 1976. Although this
Convention specifically concerns the tripartite cooperation on standards of
the ILO, its ideology and the use of the term tripartite  known to the
Surinamese society since the colonial period  impacted on the whole
spectrum of labour within the labour administration.

The positive experience with existing tripartite institutions in Suriname
motivated the legal establishment of a high level institution of social dialogue,
the constitutional Social and Economic Council (SER), a body for wider
economic and social policy issues which can lead to tripartite or bipartite
agreements. The SER consists of representatives of government and the
social partners -  trade unions and employers and their organizations, and
other interest groups in civil society.

Although most of the tripartite institutions within the labour administration
are autonomous legal entities, the labour ministry completely or partially
provides for the financial needs. Furthermore, the highest organs within the
institutions  the supervisory boards - are accountable to the labour minister,
who appoints his/her representatives to these organs. The labour minister
also gives policy guidance, and facilitates the effective and efficient
functioning of these institutions.
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3.
The Organization of Labour
Administration Services

3.1 The Government

The Republic of Suriname is a democratic State based on the principles of
sovereignty of its people, and respects and guarantees fundamental principles
and rights. The National Assembly the legislature, representing the people
of the Republic of Suriname- is the Highest Organ of State with 51 elected
members. The people directly elect these members. The National Assembly
and the Government exercise the legislative power together.

The Government consists of the President, the Vice-President and the
Council of Ministers. The Council of Ministers is the highest executive and
administrative organ of the Government headed by the Vice-President who
is accountable to the President. The President is Head of State and Head of
Government and is accountable to the National Assembly. The National
Assembly elects the President and the Vice-President for 5 years. The
President is constitutionally empowered to appoint the Council of Ministers
after consultations based on the elections, and can remove any of them
from Office.

3.2 The Minister of Labour, Technological Development and
Environment

The Terms of Reference of the Ministry of Labour was officially first
proclaimed  on 27 January 1970 by State decree.  While this State decree
has been amended several times, the terms of reference regarding labour
remained unchanged. According to this State decree, which was amended
in 2002, the Minister of Labour, Technological Development and Environment
is responsible for the Ministry of Labour, Technological Development and
Environment. The Minister, in order to fulfill the tasks of the Ministry, is by
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law entitled to create organizational structures with heads of departments
and service units with the approval of the Council of Ministers. The Minister
is also by law entitled to:

appoint, suspend and dismiss personnel;
grant subsidies, contributions, gratifications, indemnifications,
compensation, salary increase and bonus;
decide on other matters regarding the key tasks the Labour Ministry
is entrusted with and which does not explicitly require the approval
of the Council of Ministers or the President;
assign major responsibilities to senior officials after approval by
the Council of Ministers;
grant permit for overtime work exceeding certain limits and beyond
the power of the Inspector-General;
decide on appeals against decisions of the Labour Inspection
regarding the Labour Code (Labour Code);
grant dismissal permits via the Dismissal Board, or in the case of
dismissal on urgent grounds, to object (Dismissal Permits Act);
order the closure of enterprises hesitating or objecting against  submitting
evidence regarding obligations of employers liability insurance on
occupational accidents and diseases (Industrial Accidents Act);
register collective agreements and any amendments and termination
of collective bargaining agreements (Collective Bargaining Agreements
Act); and
decide on appeals concerning refusal of work-permit applications
(Work Permits Act).

3.3 The Permanent Secretary

The Permanent Secretary (PS) gives policy direction to the operational
activities of the Labour Ministry, in addition to some special tasks and
responsibilities in keeping with labour laws such as to:

grant exemption from the prescribed manner of taking leave
(Holidays Act);
decide on disputes regarding holidays or pay on holidays (Holidays
Act);
grant or withdraw permits on the engagement of some machines and
equipment in enterprises (Occupational Safety and Health Act);
seal and unseal machines and equipment, deemed to be
hazardous for the safety and health of workers (Occupational Safety
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and Health Act); and
grant and withdraw work- permits (Work Permits Act).

3.4 The Ministry of Labour, Technological Development and
Environment

The Ministry of Labour, Technological Development and Environment (the
Labour Ministry) has the legal mandate to:

implement all matters regarding responsibilities of the Minister by
virtue of contract;
implement all matters the Ministry is specifically entrusted with;
prepare legislation regarding matters of the Ministry, in close
cooperation with the Ministry of Justice and Police;
implement education and training programmes for the departments
or services of the Ministry which are not the responsibility of the
Ministry of Education and Public Development; and
implement the government labour policy and related development
plans.

According to the State decree on the Terms of References of
Departments of Government, the Ministry of Labour, Technological
Development and Environment is entrusted with the following 10 specific
tasks regarding labour and related issues:
1. to formulate and implement policy on the industrial relations

between employers and workers and their organizations, and to
supervise the observance of relevant rules;

2. to secure the observance of legislation regarding labour protection
and labour inspection;

3. to supervise the legal regulations on employment placement;
4. to formulate the labour market policy and increase employment in

cooperation with other relevant ministries;
5. to formulate the policy on cooperatives in consultation with other

ministries;
6. to register the active labour force and formulate work permit policy

in collaboration with other ministries;
7. to further training and re-training of the workforce in cooperation

with the Ministry of Education and Public Development;
8. to regulate and enforce the observance of legislation on labour

disputes;
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9. to maintain contacts with and promote the observance of legal
regulations on employers and workers organizations and to
promote sound industrial relations; and

10. to formulate the policy on wages.

The Ministry of Labour was restructured in 1994 with the following
departments, units, and functions:

3.5 The Labour Inspectorate

The Labour Inspectorate in Suriname existed long before the idea of a
Ministry of Labour, which came into existence in the late sixties. The first
integrated legal regulation of the Labour Inspectorate  the Labour Inspection
Decree  however came in effect in 1983, officially establishing the Labour
Inspectorate. According to the Decree, Labour Inspection is directed by
the Chief Labour Inspector, also known as the Inspector-General (IG), under
general direction of the Minister of Labour, Technological Development
and Environment (the Labour Minister).  In order to organize the Labour
Inspection services, the country is divided in 3 regions, each under supervision
of a head. Each region provides Social and Safety Inspection services.
These heads and the labour inspectors are civil servants of the Labour
Inspectorate and are permanent employees of the Government under the
control of the Inspector-General.

The Labour Inspection Decree entrusts the Labour Inspectorate and
the labour inspectors with the following tasks:
1. to supervise and enforce the observance of legal regulations

regarding conditions of employment and the protection of
employees performing duties;

2. to provide information and technical advice to workers and
employers on the most effective means to observe legal regulations;

3. to report to the competent authorities, abuses and faults not covered
by existing legislation; and

4. to ensure the observance of the relevant provisions of the Decree,
and investigate reported accidents and diseases.

The Social Inspection of each region has the specific duties:
1. to supervise and to enforce the observance of legal conditions and

terms of employment;
2. to make inquiries and to grant permission regarding safe working

hours, overtime work and night work; and
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3. to supervise the observance of arbitration awards, and collective
bargaining agreements.

The Safety Inspection is entrusted with the following important tasks:
a. to supervise and to enforce the observance of the technical aspects

of the labour law on safety; and
b. to advise the District-Commissioner of each district accordingly.

The Labour Inspectorate consists of three staff units/bureaus:
1. The Legal Bureau gives legal advice regarding labour legislation,

prepares and drafts bills and revisions of labour laws, and determines
whether on the spot dismissals are legitimate and reports to the
Inspector-General.

2. The Medical Bureau is entrusted with the task of protection of the
health of workers and the prevention of industrial accidents and
occupational diseases. This Bureau is also responsible for periodical
medical examination of workers employed in situations likely to
be harmful to their health, and prepares research for the Industrial
Injuries Committee in cooperation with others involved in labour
protection such as Industrial Health Services (RBG).

3. The Research Bureau provides reports on studies relating to issues
on non-routine safety inspections in enterprises.

3.6 The Inspector-General

The Labour Inspectorate is headed by an Inspector-General (IG) under the
general direction of the Minister of Labour, Technological Development
and Environment. The Labour Inspection Decree outlines the tasks of the
Labour Inspectorate and labour inspectors. Prior to the enactment of the
Labour Inspection Decree of 1983, labour laws explicitly stated the
discretionary powers of labour inspectors and the Inspector General  as in
the Labour Code and the Industrial Accidents Act.

These powers include the right for the Labour Inspector to investigate
breaches of the law, and the right to enter workplaces by day or night for
inspection purposes.

The powers of the Inspector-General (IG) are to:
grant general or special permits or authorization for overtime work
(Labour Code);
require longer breaks for certain categories of work or grant
exemption or permission for different regulations regarding the




