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MEMBER LISTING

PRESIDENT’S
MESSAGE
BY: WAYNE CHEN
President, Caribbean Employers’ Confederation (CEC)
As the Caribbean Employers’ Confederation reflects
on 60 years of service to the region we note significant
milestones; regional initiatives in which the CEC has
played a significant role.
Among them are the 2001-05 ILO Programme for
Promotion of Management and Labour Cooperation
(PROMALCO), the 2013 agreement by CARICOM to
establish a Regional Tripartite Forum, and the 2015-18
EU/ILO project to support CARIFORUM Labour, Private
Sector and Employers to fulfil their EPA Obligations.
However, the CEC’s most important role has been regional
advocate for employers; bringing together National
Employers’ Organisations (NEOs) and coordinating their
work, sharing information and best practices, and building
the capacity to identify issues and make meaningful
contributions to national and regional development.
2020 has been a historic year, and even as I write, the
COVID-19 Pandemic continues to unfold, and what
happens next remains shrouded in uncertainty.
The Pandemic represents an existential danger to us all,
with some experts predicting that it could set back the
development of our region, the most tourism-dependent
in the world, for decades.
Taking note of a popular adage, we shouldn’t let such a
‘good’ crisis go to waste, remembering that the Chinese
character for ‘crisis’ is a combination of the ones for
‘danger’ and ‘opportunity’. So even as our countries
deepen social dialogue by including employers on broadbased task forces to mitigate the Pandemic’s impact and
plan for a post-COVID future, we should be mindful that
a more inclusive model of governance is one that we have
long advocated for.
We should be mindful that the Pandemic has concentrated
our minds wonderfully on issues that have long drifted
aimlessly; most important it has brought to the fore
our countries’ need for economic diversification and
resilience.
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The economic transformation needed to face the
challenges of the Fourth Industrial Revolution has never
really been about not knowing what we need to do, but
rather about our willingness to change our mindsets and
let go of comfortable but obsolete habits.
We need to accelerate our countries’ digital
transformation, building on our personal experiences of
social distancing, remote work, and virtual meetings. We
can’t afford to lose the momentum, and we mustn’t lose
the lesson.
We, as the representatives of the Caribbean region’s
employers, are committed to increasing the number of
decent jobs.
We are committed to building productive and globally
competitive enterprises.
We are committed to promoting innovation and training
in our enterprises, and in the wider society.

ANTIGUA AND BARBUDA EMPLOYERS’ FEDERATION
ARUBA TRADE AND INDUSTRY ASSOCIATION
THE BAHAMAS CHAMBER OF COMMERCE AND EMPLOYERS’ CONFEDERATION
BARBADOS EMPLOYERS’ CONFEDERATION

We are committed to moving traditional economic
activities up the value chain and creating the business
environment and ecosystems that enhance the birth and
sustainability of new enterprises and areas of economic
activity.
We are committed to promoting and participating in
effective social dialogue to facilitate efficient policymaking and enhancing social stability and sustainable
societies.

BELIZE CHAMBER OF COMMERCE AND INDUSTRY
BERMUDA EMPLOYERS’ COUNCIL
CAYMAN ISLANDS CHAMBER OF COMMERCE
DOMINICA EMPLOYERS’ FEDERATION
GRENADA EMPLOYERS’ FEDERATION
JAMAICA EMPLOYERS’ FEDERATION
MOUVEMENT DES ENTERPRISES DE FRANCE (MEDEF MARTINIQUE)
ST. KITTS CHAMBER OF INDUSTRY AND COMMERCE
SAINT LUCIA EMPLOYERS’ FEDERATION
ST. MAARTEN TRADE AND HOSPITALITY TRADE ASSOCIATION
ST. VINCENT EMPLOYERS’ FEDERATION
SURINAME TRADE AND INDUSTRY ASSOCIATION

The Pandemic has profoundly changed the world; we now
have to ensure that this change is for the better.

THE CONSULTATIVE ASSOCIATION OF GUYANESE INDUSTRY LTD.
THE EMPLOYERS’ CONSULTATIVE ASSOCIATION OF TRINIDAD AND TOBAGO
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in the formation of such organisation
in the Caribbean or take part in
establishing such like organisations
in the Caribbean.

In 2010 the CEC executed a strategic
planning exercise that led to the
elaboration of its Vision Statement
to include the following:

• To promote and make available
when
required,
existing
and
proposed legislation relevant to the
activities of the Confederation.

To Promote, Foster and Facilitate:
• Enterprise peace and stability
• Sustainable development
• Good industrial relations
• Regional and global 			
competitiveness

• To collect from all members
and other appropriate sources,
date relating to wage structures
and conditions of employment
and to collate and circulate data
for the benefit of members of the
Confederation.
• To promote the insight of the social
significance of entrepreneurship
and the importance of enterprise
production for the benefit of national
welfare.

FOUNDED IN 1960
CELEBRATING 60 YEARS OF SERVICE TO THE REGION
The Caribbean Employers’ confederation (CEC) is a
regional grouping of National Employers’ Organisations
in the Caribbean Region founded in 1960.
The Organisation is dedicated to the development and
promotion of good industrial relations practices at the
enterprise and macro level and is committed towards
achieving productivity and prosperity for member
countries and the region as a whole.
Its offices were originally based at the Employers
Consultative Association (ECA) Dere Street, Port of Spain
Trinidad. Today it is still housed at the ECA now located
at 17 Samaroo Road, Aranguez North Roundabout in San
Juan. Trinidad.
Although our membership is now three times this
number, the six (6) founding members listed laid a solid
foundation and sixty years later have remained a critical
part of the Confederation:
•
•
•
•
•
•

Antigua and Barbuda Employers Federation
Barbados Employers’ Confederation
Belize (British Honduras) Employers Association
Jamaica Employers Federation
St. Lucia Employers Federation
The Employers’ Consultative Association of Trinidad
and Tobago.

The governing body of the Confederation known as
the Executive Board derives its authority from the
constitution. The Board comprises the following officers.
• President
• 1st Vice President
• 2nd Vice President
• Executive Secretary/Treasurer
• Directors
In 1998 the CEC was incorporated under the Company’s
Act of Trinidad and Tobago No T2917 (95) and registered
as a Non-Profit Company without shares.
OBJECTIVES OF THE CONFEDERATION
The objectives of the Confederation are according to the
CEC’s Constitution and Rules:
• To promote the interest of Employers’ in the Caribbean,
in all matters with their workpeople and social partners.
• To provide for consultation between Employers’
Organisations, to ascertain their views on matters of
common concern and represent and communicate
those views to any Government Body, organisation or
association.
• To co-operate with, or be a member of any Employers’
Organisation, national or international, whose objects are
consistent with those of the Confederation and to assist
•CONTINUED ON PG 7

6

In 1960 the founding Members
sanctioned the following Vision and
Mission Statements to guide the path
for the Confederations’ purpose and
growth:
VISION
To be the main stakeholder and
advocate for the resolution of
labour market issues for Caribbean
Employers as well as the coordinating body for the development
of the “social responsibility” of
enterprises in the Caribbean
territories through their National
Employers Organisations.
MISSION
To advance the interests of National
Employers’ Organisations through:
• The development of sound Human
Resources and Industrial Relations
practices
• The
preparation
for
the
integration into the global economy
as well as managing the process of
hemispheric integration
• The development
dialogue

of

social

To Collaborate and Partner with:
• Social partners
• NGO’s
• Regional and international
organisations for the improvement
of employment and enterprise
To Provide:
• Premier
representation
for
the
region
by
continuously
providing services to our members,
assisting then in achieving global
competitiveness and contributing to
the welfare and the well-being of the
community
Ever
committed
to
evolving,
the CEC’s Vision and Mission
Statements were updated in 2016
VISION
To be the main stakeholder and
advocate for the resolution of
labour market issues for Caribbean
Employers’ as well as the coordinating body for the development
of the “social responsibility” of
enterprises in the Caribbean
territories through their National
Employers’ Organisation.
MISSION
To advance the interests of National
Employers’ Organisations through:
The development of sound Human
Resources and Industrial Relations
practices.
The preparations for the integration
into the global economy as well as
managing the process of hemispheric
integration.
The development of social dialogue.
The Confederation has had the
pleasure of working with many
partners over the decades and

would like to take this opportunity to
recognize them.
At the International Level:
• International Labour Organisation
• International Organisation of
Employers
The CEC is recognised by the
ILO and the IOE as the regional
employers’ body dealing with labour
and social issues. Members of CEC
attend meetings of the ILO and the
IOE as regional representatives for
employers.
At the Regional Level:
• CARICOM:
The
CEC
is
recognised by regional governments
as the body responsible for employer
and/or labour and social issues and
serves on the COSHOD Committee
of Social and Human development
• Caribbean Congress of Labour:
The CEC interacts with the Caribbean
Congress of Labour as a tripartite
partner. Extensive collaborated took
place in a joint project funded by EU.
During the period 2015-2018 the
CEC maintained good relations with
the trade union movement as both
social partners strive for growth and
development of their constituents
for the benefit for their respective
countries.
The
Caribbean
Employers’
Confederation is fortunate to have
maintained
sustainability
these
60 years and we look forward to a
promising 60 years to come. We know
that the strength of our organisation
is vested with our membership’s
commitment
and
engagement.
We wish to express gratitude to
all our Member Organisation
(past and present), Presidents,
Executive Officers and Staff for their
commitment to the employers of the
region.

CARIBBEAN
STRONG IS…THE WAY
WE DO BUSINESS
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FUTURE OF WORK
AND EMPLOYER
ORGANIZATIONS
BY: ST. MAARTEN HOSPITALITY
AND TRADE ASSOCIATION
The
60
year
anniversary
of the Caribbean Employer
Confederation, as well as the 50th
anniversary of the St Maarten
Hospitality & Trade Association,
coincide with one of the most
challenging economic episodes
of the last century. The effects of
the economic downturn caused
by the global COVID 19 pandemic
will be a formidable challenge, not
in the least for a region built on
hospitality, like the Caribbean.
In his praised books Bowling
Alone and Making Democracy
Work, economist Robert Putnam
underlined the importance of civil
society as the essential soil of an
effective democracy. Horizontal
bonds, “social
capital”,
like
associations form an important
social tissue that are a stimulus to
civic involvement.
The upcoming years will require
resilience and reinvention in
which organizations like the CEC,
and moreover its members, will
play an important role as not just
part of that tissue, but the platform
that connects those networks
regionwide. In the information
age, making time and place less

8

THE
ROAD
TO
2080
important, they can be a linking pin
in sharing information and ideas
on how to reinvent the regional
economies.

Beyond those years of recovery,
change will continue at an
increasing pace. Futurists like
Ray Kurzweil have demonstrated
how technology develops with
exponential speed. The internet,
barely a quarter century of age,
will make mankind even further
independent of time and place.
Developments like 3D printing
will further change the traditional
ways and means of production.
The increased role of machines
are estimated to provide extra time
for leisure, as the free Saturday
was first implemented in the Ford
factories.
As the economy will continue
to change profoundly, the work
field of partners working on the
tripartite dialogue will inevitably
follow.
Increasing societal and economical
change will feed challenges for
the social debate. The more
profound the changes to our
regional economies, the larger
the importance of CEC and its
member associations will be as an
important “social capital” structure
to maintain a tripartite dialogue.
We confide in the CEC to be a solid
partner in these discussions to be
had, and look forward to cooperate
over the upcoming 60 years.

In 2015, the International Labour
Organisation
(ILO)
launched
the future of work initiative by
hosting conferences and supplying
comprehensive reports on the
subject matter. The Barbados
Employers’ Confederation (BEC)
has always engaged in dialogue as it
pertains to the Future of Work and in
2017, our publication “Employment
Compass” focused on how the future
of work will be shaped. Throughout
that edition, we spoke about the
Barbadian economy being driven
towards 24/7 operations due to rapid
transformation within the labour
market and the changing nature of
work in the workplace.
The coronavirus (commonly known
as COVID-19) pandemic will have
a lasting impact on the future of
work as we grapple with changes
and businesses were forced to
quickly
adapt.
Technological
advances, the growth of the digital
economy, coupled with profound
changes in the organisation of
work, globalisation, demographic
changes, environmental challenges,
as well as new ways of organising the
production of goods and the delivery
of services will converge to shape
the Future of Work with profound
repercussions on business and
employment.
Businesses and workers are adapting
to the important changes in the
world of work; automation, for
example, will likely mean existing

“ BUSINESSES

AND WORKERS
ARE ADAPTING
TO THE
IMPORTANT
CHANGES IN
THE WORLD
OF WORK “
jobs or tasks could disappear or be
fundamentally re-designed. Some
other major changes will be needed in
the capabilities and skills required by
the labour market. As a consequence,
all aspects of employment need to
be adapted, which includes a review
of employment policies to allow
businesses to seize the potential of the
Future of Work and ensure that the
digitalisation of economies leads to
more and better work opportunities,
increased productivity and stronger
sustainable growth.
Currently there has been an
enhancement
in
the
variety
of
educational
opportunities

being made available through
both government and private
organisations. For example, the
Government’s involvement in the
workforce recovery programme being
hosted by the Ministry of Labour and
Social Partnership Relations and
the BEC hosting learning and skill
augmentation workshops via online
platforms.
As a nation we may not have a 24/7
economy just yet, but we continue to
evolve in the organisational policy
adjustments relative to remote work/
flexible
working
arrangements,
and in the technologies being used.
Though it has been indicated by
the Organisation for Economic Cooperation and Development (OECD)
that the number of jobs within the
OECD countries can possibly result
in 1 out of 2 persons being displaced
in some way with automation, it does
not mean that there will be a loss of
employment. It means that ambition
and innovation will be required, and
every opportunity must be sought.
The BEC will continue to further
explore
the
policy
responses
needed and foster brainstorming
and experience exchange among
employers on the fast-tracked future
while ensuring that the new normal
will be beneficial to employers and
workers.
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manual or white-collar, high or low
qualified, but whether it is routine.
STEAM
(Science,
Technology,
Engineering, Arts and Mathematics)
skills as well as, the intensive
development of certain sectors, like:
• Health and social care
• The transformation of traditional
sectors
• Process digitization/automation
• Blue & Green Economy

INTERNATIONAL
CONSIDERATIONS
FOR DEVELOPING
SKILLS FOR
THE FUTURE
BY: BRITTANY BRATHWAITE
Principal Consultancy,
The Source Consultancy
As a member states of the
International Labour Organization
and jurisdictions which pride
themselves on implementing and
upholding
ratified
conventions,
Employer Organizations in the
Caribbean regional should ensure
their National advocacy and lobbying
are aligned with International
conditions, in the attempt to develop
global citizens across the region.
Integral to the development of

10

balanced and sustainable People
Development
Policy
are
the
Sustainable Development Goals;
specifically, Goal 8 - Decent Work
and Economic Growth: Promote
Inclusive and Sustainable economic
growth, employment and decent
work for all.
In driving sustainable work, the
singular focus which obtained in
prior decades, on job creation, has
been divided and added to the same
is a focus on job transformation,
skill diversification and a consistent
review of labour market demand

are emerging as drivers of job
opportunities. In addition, many
future tasks and jobs will also require
more emotional and personal skills,
such as persuasiveness, creativity,
innovation, leadership, teamwork
capacities, among others. (A Global
Future Skills Assessment- Deloitte,
The International Organization of
Employers (September 2020)

and supply (ILO Guide for the
formulation of National Employment
Policy Guide, 2012) . The theme
of
technology/digitization
will
permeate every component of our
activities to up-skill our people.
As was the case in past technological
revolutions, it is difficult to predict
with 100 percent accuracy which
skills will be more in demand in
the future. However, it is becoming
clearer
that
vulnerability
to
automation will not so much depend
on whether the work concerned is
•CONTINUED ON PG 11

create and sustain decent work.
An equally important theme within
International considerations is the
creation of a shared and collaborative
economy, and by extension the
creation of multi skilled people to
meet the demand of the same. (ILO
Sixth report ILO Monitor:COVID-19
and the world of work. September
2020) As our traditional sectors
continue to transform, so must our
upskilling of the large percentage
of people employed in the sectors.
Training, which envisions a dynamic
labour market and provides upskilling
accordingly, directly facilitating
smooth job mobility and transitions
for our people within their sector;
during and post transformation.
This is critical to avoiding structural
unemployment and is evaluated
within this policy in the context of
our region’s needs.

Recent analysis by the International
Trade Union Federation indicates that
in general terms new technological
changes will not necessarily or
directly lead to high unemployment
but will undoubtedly require workers
to learn and update skills much more
quickly than in the past. The key
difference compared with earlier
technological revolutions is the
speed of transformation enabled by
the pace of new learning capacities
of machines and the fact that, this
time around, automation is affecting
the service sector intensively.
National Policy contributions and
recommendations from Employer
Organizations, should aim to create
synergy between the rising sectors
and the development of skills of our
people. EO’s should seek to guide
member organizations on seeking
and developing talent not solely
encompassing domestic elements
of what would be required to thrive,
rather, will also ensure we are
producing globally excellent people.
A region of both knowledgeable
and competent people, within
institutions working in tandem to

Partnerships
with
Employers,
Trade Unions, Training Institutions
and other strategic partners are
invaluable in this process. New and
innovative companies are already
“operating globally without being
big”. A powerful online network will
make a critical difference to their

development and the availability of
appropriately tailored services will
also be crucial. At the same time,
autonomous,
output/result-based
and project-oriented tasks and for jobs
could be increasing, allowing people
to shape their own career under
less rigid structures and divisions
and within constantly changing
teams and networks. Equipping our
people with the tools to manage
and thrive within flexible and/or
remote arrangement underpins
one of the fundamental principles
of the Future of Work program as
created by the International Labour
Organization and will play a key
role in transforming our traditional
sectors.
A remote and dispersed workforce
will make working time less relevant
as a monitoring tool, at the same time,
more sophisticated tools to monitor
productivity will lead to improvement
in overall workplace productivity, but
will require careful and smart people
management policies. This, together
with the emergence and expansion
of the on-demand economy could
mean that the classical employment
relationship gives way to a more
detached, mutual self-interested
culture that is often more transient.
In this context, workplace flexibility,
both in terms of working time and
location, is one of the most salient
characteristics of the current world
of work.
No one is oblivious to the challenges,
the implementation of some aspects
subject to our domestic situations
may
pose,
nonetheless,
with
research driven agendas driven by
EO’s and comprehensive policy
contributions those challenges can
be buttressed. This, in tandem with
the strengthening of our partnerships
will carve a clear path to sustainable
development for us all, across the
region.

CARIBBEAN
STRONG IS…
OUR RESILIENCE
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SURINAME
NEO DERIVES ITS RIGHT TO EXIST FROM
THE NEEDS OF COMPANIES IN THE PRIVATE SECTOR

The Way
We Do
Business
Our
Resilience

Diversity

Caribbean
Strong is...
One Hand
Can‛t
Clap

Our
People
Our
Culture
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The Suriname Trade and Industry Association (STIA)
commemorated its 70th anniversary on 28 March 2020.
Over all these years, the VSB has been able to make its
mark within the society in which it operates. The STIA
became a member of the CEC in 1994 at the 34th General
Annual meeting.

There have been a number of very memorable moments
in that history, but what I am particularly proud of is that
we have built up authority and a certain social position
in those 70 years. Members and other people within the
Surinamese community trust us. That is something we
must cherish”, says the chairman.

Special organization
What makes the organization special, according to
chairman Bryan Renten, is that it represents a wide
spectrum of companies that operate in almost all sectors
of the Surinamese industry. “I think we are a good snapshot
of exactly how that economy works. I think
we are one of the few organizations where
we can express our opinion with authority,
and where the public is confident that
there is no hidden political agenda”,
says Mr Renten.

How does the STIA differ from then with now?
In order to have an idea of how the STIA of 2020 differs
from the organization it started with in 1950, according
to Mr Renten, it is necessary to look at what the business
climate looked like then and what it looks like now.
“The
world
has
changed.
Globalization has blurred
borders.
Technological
developments
in
recent
years have forced companies
to work in a different way.
Consumers have become more
critical. There is more competition.
Now there are many more aspects
a company must take into account
than it had to roughly 20 or 30
years ago. This also means
that the role of the STIA has
started to change and that is
why it has started offering
more facilities to members”,
explains Mr Renten.

The VSB is not only concerned
with the narrow interests
of its members, but is also
committed to creating a
good business climate and a
good healthy and sustainable
society. Why is that important?
Private companies can best
operate in societies where all
actors live in harmony with each other
and where there is social inclusivity.
STIA National and International
VSB is a member of the International
Employers Organization (1985), Caribbean
Employers Confederation (1994) and is
recognized by the ILO as the representative of the
private sector. In this role, the VSB also participates in
many (60+) state bodies, trying to represent the private
sector interests as much as possible.
“It is a special milestone for any association or organization
that has existed for 70 years. In our case, it means that we
represent interests for 70 years, but that there also has
been a need from the private sector for 70 years for an
organization that collectively stands up for its interests.

Moments of resistance
The VSB has also had challenging
moments. She tries to improve the
business
climate through dialogue with
politicians and other social actors. “There have been
times where we have taken political positions against
our principles. Where we have said very emphatically,
government, you are not functioning well, you must
change your policy and we will oppose if you do not. We
handle this very carefully. I don’t think it’s the role of a
private sector organization either, but when the time
comes, you sometimes have to make those fundamental
decisions. That has been a bit different in recent years
than in the 1970s and early 1980s.
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MANY EMPLOYER ORGANISATIONS AND EMPLOYERS IN THE REGION
HAVE BEEN IMPACTED BY THE COVID-19 PANDEMIC THIS YEAR. THE
VSB, KINDLY SHARED A SNAPSHOT OF THE IMPACT OF THE PANDEMIC
ON SURINAMESE BUSINESSES.

COVID-19 AND SURINAMESE BUSINESSES

ABOUT STIA
MEMBERSPOTENTIAL:

WORK FROM HOME

62%

POSSIBLE (PARTIAL)

OF GDP

NOT POSSIBLE

WORKERS:

20,000+

72%

18

44%

OF BACK OFFICE
WORKERS IN
TRANSPORTATION
ARE SUPPOSED TO
WORK FROM HOME

FOR THE TOURISM
SECTOR, SERVICE
TO CUSTOMERS IS
OF THE BUSINESS
IMPORTANT. NO
SERVICE
REMOTE WORK
PROVIDERS
POSSIBLE HERE.
CANNOT WORK
REMOTE

55%

45%

INFLUENCED

OF
OF ACTIVITIES WORKFORCE
COULD NOT
STOPPED
WORK

THE ECONOMIC INTEREST
IS INSUFFICIENTLY
CONSIDERED
LACK OF A CLEAR PLAN
COMMUNICATION IS NOT
CLEAR ENOUGH

81%
WANT TO SEE CHANGE
IN POLICY

80%
OF THE
TOBACCO
MARKET MAY
INCLUDE
CONTRABAND

NO SUPPORT TO
BUSINESSES

AIR TRANSPORTATION NEEDS

4 YEARS

39%

TO RECOVER

61%

INFLUENCED

24%

REVENUE DROP
100%
100%

80%

START APPROACH WAS GOOD

OF COMPANIES ARE
NOT CONTENT WITH
GOVERNMENT
APPROACH
TOWARDS COVID-19

NOT INFLUENCED

INDUSTRY
70%

64%

RELATIONSHIP WITH EMPLOYEE

LEADERSHIP
NOT INFLUENCED

OF OUR
COMPANIES ARE
EFFECTED BY
COVID-19

56%

80%

70%

28%

99%

60

YEARS

60%

50%

50%

ICT

TRADE

70%

WORKERS ARE
BEING PAID

SURINAME TRADE AND INDUSTRY ASSOCIATION

MANUFACTURING

BY KAMLESH GANESH I KAMLESH.GANESH@VSBSTIA.ORG

TOURISM

COMMUNICATION
AND BRANDING

OF THE COMPANIES
ARE UNCERTAIN
ABOUT THEIR
FUTURE
19
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THE PAST IGNITES
OUR FUTURE IN OSH
An article which outlines the importance of occupational safety and health in the region and the
important role employers’ organizations play in creating equity in safety and health and other matters.
BY MELONY JAMES,
Bsc, MSc, GradIOSH, CIWFM
In the Caribbean we have worked
assiduously in building our mansion
called workplace safety and health
systems. While the mansion is
not complete we are constantly
improving our structures. The
construction of this well-built
mansion you see today is due to all
contractors working cohesively and
the cooperation of expert designers
and fabricators. The extensions of
this mansion have been carefully
designed and fabricated. In the
construction of this mansion the
contractors are the employers and
employees and their representative
bodies. The designers are the local
governments and the fabricators
the international standard agencies
such as International Standard
Organization and the International
Labour Organization.
This mansion is built with the
systems, policies and standards for
occupational safety and health in
the Caribbean. The development of
this field was not an easy one but was
truly worth the effort exerted to bring
it to this stage. Occupational safety
and health has been an important
aspect as early as the 1940’s with
the Moyne Commission Report
which identified key improvements
required to ensure safe and decent
work. Throughout our social and
economic development as a region,
our safety and health systems
have evolved to match the level of
occupational activity. Safety and
health will forever be relevant and
important as we progress even into

20

employees will feel empowered to
make suggestions on corrective
measures. This results in majority
of employees having a sense of
belonging within their organization.
This ignites their satisfaction with
their company’s culture and spurs
them on to achieve more. This
can and should be the work of
employers organisations through the
support extended to their member
companies.

the future of work.
Workplace safety and health has
many benefits which underpins its
vital role in business operations. Not
only does its consistent presence
safeguard the lives of employees,
contractors and customers but there
are major associated cost savings
which any company that engages
unswerving use of these protection
and preventive measures can reap.
These benefits include but not
limited to:
• Improved employee engagement
and satisfaction;
• Increased employee productivity;
• Improved Corporate reputation
and public relations; and
• Reduced cost related to accidents
and staff turnover
A well-crafted organizational and
national safety program can engage
employees through its rewards and
recognition systems. Moreover,

the region have been a part of defining moments
which birthed milestones such as employment rights
legislation, safety and health legislation and standards,
vocational training in occupational safety and health and
the development of safety programs for their member
companies. This level of involvement as underpinned the
growth and relevance of occupational safety and health.
Without the employers’ input, many national and regional
initiatives would not be today. It is with honour that
employers’ organisations must continue in their efforts
to forge even better safety and health initiatives in the
Caribbean.

reach higher towards industry best practices.

A well-performing safety and health management system
is heavily reliant on equitable decisions made to support
the protection of the employee and the employer’s
compliance with safety standards. Employer’s organisation
must be focused on their constituents reinforcing the
national legal requirements but also encouraging them to

Employers’ organisations are undoubtedly a vital part
of the tripartite system which has guaranteed us good
safety and health systems. However, the future of labour
relations, safety and health is dependent on your valuable
contributions in promoting equitable and fair solutions –
our region depend on you!

Workers in low-wage industries are especially vulnerable
to experiencing labour relations breaches and poor safety
and health practices. While these companies may not be
direct members of your organisation, the promotion of
fair and equitable work practices must be a major focal
point for employer organisations. This can engender a
positive response from these companies as they aspire to
be competitors with your member companies. Once you
set and raise the bar, your national landscape will improve
to meet the standards you have set.

A satisfied employee who has
achieved a level of belonging within
a company is a strong asset. Safety
and health programs satisfies at least
four levels of the Maslow Hierarchy
of Needs. The physiological needs,
supplied through your welfare
provisions of clean indoor air,
clean drinking water and adequate
restroom and lunchroom facilities.
The safety needs provided through
building security, job security (no
accidents, no death, more work)
and health and wellness campaigns
to promote healthy living. Love
and belonging provided through
your training programs, safety
committees and recommendation
initiatives. Esteem provided through
the recognition programs and safety
champion awards.
If employers’ endeavour to meet
the satisfaction of their employees,
their safety and health programs
will inspire increased levels of
productivity. Value creates value,
therefore, value your employees
and they will produce value for your
organizations.
Employer organizations throughout
•CONTINUED ON PG 21
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THE POTENTIAL OF
SOCIAL DIALOGUE
IN THE CARIBBEAN

employers and workers, on issues
of common interest relating to
economic and social policy.
The foregoing resolution recalls ILO
Convention No. 144 – Tripartite
Consultation
(International
Labour Standards), 1976. This
Convention requires effective and
meaningful consultation among
the representatives of government,
employers and trade unions on
international
labour
standards
and related matters. Specifically,
under this Convention, tripartite
consultations are required on:

By SAMUEL J. GOOLSARRAN
Social dialogue is integral to the
industrial relations systems.Tripartite
labour advisory Committees are
common features of the system of
industrial relations in the Caribbean
both through legislation and practice
since colonial times. They were
established to deal largely with
national labour policy including
the regulation of wages, labour
legislation and dispute resolution. It
provided the opportunity for labour
and management to express their
views, and they are now discussing
macro-economic and social issues.
Social
dialogue
on
economic
and social matters involving the
governments, the representatives
of trade unions and of employers’
organizations, and civil society
within Caribbean States, is emerging
as a matter of priority, and several
attempts are being made to engage
in social dialogue to forge national,
sectoral and enterprise agreements
beyond the confines of the traditional
collective bargaining.
The ILO and Social Dialogue
Effective social dialogues are
premised on strong tripartite
organizations to facilitate sustained
higher-level dialogue. This is reaffirmed by Juan Somavia, former
Director General of the Internal
Labour Organization in the following
statement:
“there is no influential social dialogue
without strong employers’ and
workers’ organizations; there is no
effective tripartism without strong
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labour
ministries
and strong labour
administrations”.
The ILO since its
establishment in 1919,
set the pace, standard,
and example in tripartite
deliberations
in
social
dialogue resulting in the
development and adoption
of the international labour
code of Conventions and
Recommendations; and their
ratification,
implementation
and monitoring through the
ILO supervisory machinery. Such
tripartite deliberations also produce
international
declarations
and
resolutions. One such resolution was
considered by the 90th. Session of
the International Labour Conference
in 2002, which adopted a resolution
concerning tripartism and social
dialogue. The resolution affirms:
• that social dialogue and tripartism
have proved to be a valuable and
democratic means to address social
concerns, build consensus, help
elaborate
international
labour
standards and examine a wide range
of labour issues on which the social
partners play a direct, legitimate and
irreplaceable role;
• the importance of strengthening
the collaboration between the social
partners and governments in order to
achieve appropriate solutions at the
national, regional and international
levels; and
• that social dialogue and tripartism

• items on the agenda for the annual
International Labour Conference;
• consideration and submission
of
ILO
Conventions
and
Recommendations to the competent
authority
with
appropriate
recommendations;
• re-examination of Conventions,
and
Recommendations
for
appropriate action;
• reports on ratified Conventions,
and other reports to the ILO; and
are modern and dynamic processes
that have unique capacity and great
potential to contribute to progress
in many difficult and challenging
situations and issues, including those
related to globalization, regional
integration and transition.
This resolution of the International
Labour
Conference
invites
governments to ensure that the
necessary preconditions exist for
social dialogue, and also calls on
governments and workers’ and
employers’ organizations to promote
and enhance tripartism and social
dialogue in all sectors.
The ILO defines social dialogue:
… to include all types of negotiation,
consultation or simply the exchange
of information between, or among
representatives of governments,
•CONTINUED ON PG 23

• proposals, if any, for denunciation
of ratified Conventions.
Tripartite consultation is integral
for an effective system of Labour
Administration and Social Policy
as required by ILO Convention
No. 150 on Labour Administration,
1978. This Convention provides
for an effective system of labour
administration whose functions
and responsibilities are properly
coordinated with the participation
of workers and employers and
their organizations. The functions
and
responsibilities
include:
national labour policy and labour
standards; industrial and labour
relations including social dialogue
and tripartism; labour and OSH
inspections; employment, manpower
planning, and employment services;
research, labour statistics, and HRD;
and regional and international
affairs.

“ ...TO INCLUDE ALL TYPES OF

NEGOTIATION, CONSULTATION
OR SIMPLY THE EXCHANGE OF
INFORMATION ON ISSUES OF
COMMON INTEREST RELATING TO
ECONOMIC AND SOCIAL POLICY. “
CARICOM and Tripartism and Social
Dialogue
The principles of tripartism and social
dialogue have been enshrined in the
principal instruments of CARICOM
as policy commitments to be adhered
to by Member States as follows:
The Revised Treaty of Chaguaramas
Establishing
the
Caribbean
Community, Article 73: on Industrial
Relations, requires the Council on
Human and Social Development to
promote:
• tripartite consultations among
governments,
workers’
and
employers’ organizations; and
• the awareness of the requirements
for collaboration of employers and
workers for increased production
and productivity in Community
enterprises.
Charter of Civil Society for the
Caribbean Community, adopted by a
resolution which was signed by Heads
of Government in February 1997, is
an expression of the commitment of
the Member States to observe the
provisions of the Charter including
workers’ rights (Article xix); and
affirms that :
The States undertake to establish
within their respective States a
framework for genuine consultations
among the social partners in order
to reach common understandings
on and support for the objectives,
contents
and
implementation
of national economic and social
programmes and their respective
roles and responsibilities in good

governance. (Article xxii)
Declaration of Labour and Industrial
Relations Principles on Consultation
and Tripartism, states:
The Member States undertake to
promote
collective
bargaining,
consultation and tripartism as
essential elements of the system of
industrial relations in the CARICOM
region (Article 43):
The Member States shall employ
their best endeavours to consult with
the Social Partners in establishing
the relevant principles and policies
to be applied in conditions and
situations of financial stringencies.
(Article 44)
Potential and Initiatives in Social
Dialogue
The enormous potential of social
dialogue to improve the social
system and contribute to the
creation of an inclusive national
community must be tapped. The
realization is that social dialogue,
can, in good faith, promote national,
social and political stability, and a
more just society. The involvement
of government and the social
partners and civil society in national
decision-making
can
promote
greater consensus and contribute
to national development, stronger
democracy and good governance,
which is expressed in representative
inclusive participation, transparency
in national policy implementation
in a credible manner, and strict
accountability to the national
community.
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on education and income, that threatens to exacerbate
inequality.

THE FUTURE OF WORK
IN THE CARIBBEAN
BY: GILLIAN BARTLETT-ALLEYNE
& WAYNE CHEN
The world is changing rapidly at a pace and scale that has
no historical precedent. Globalisation, rapid technological
advances, demographic shifts, changing social values,
migrant flows, and climate change are disrupting business
models and radically changing the workplace. The gig
economy, robotics, and cognitive technologies are
impacting education, skills, career development, changing
the nature of work, and reducing the numbers of workers
needed in many sectors.
These developments are the hallmarks of a ‘Fourth
Industrial Revolution’ and are the major drivers of
change in the organization of work and how work will be
transformed in the future. This burgeoning ‘revolution’
will require businesses, workers and governments to
respond and adapt, or face marginalisation and decline.
It has produced many ‘winners’, but clearly there have
been ‘losers’ as the pace and scale of change has often
created severe dislocation. Hundreds of millions
have emerged from poverty, mostly in China, India,
and a handful of other countries, but the
benefits of prosperity
have not been evenly
spread.
The
countries
that
are
benefitting
have
unique circumstances that
shaped their rapid
development, and
while
there are
lessons for the
Caribbean,
we must be
careful to study
our own situation
and
formulate
solutions that conform to our
own vision of development.
The Caribbean’s policy prescriptions must be
grounded in each of our country’s circumstances,
which share many common characteristics, but also
significant differences based on our varying levels
of development.
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Globalisation has opened up Caribbean economies and
people to competition from every country on earth, so
we are challenged to make our economies and workforces
efficient and competitive.
The future of work therefore poses unique opportunities
for the Caribbean but there are major challenges to
overcome:
• High rates of unemployment and underemployment,
especially among our young people, fuel hopelessness,
social fragmentation, disorder, and crime.
• Economies that are narrowly based and vulnerable to
exogenous shocks, whether downturns in specific sectors
or natural disasters, compel us to make them more diverse
and resilient.
• The adverse impact of climate change poses an
existential threat to many of our island nations. A rising
and warming ocean will affect our beaches, coral
reefs, and fish stocks; more powerful hurricanes and
changing weather patterns
will affect agriculture,
tourism,
physical
infrastructure,
and
construction.
•
Our populations
are ageing, emigrating,
and declining, even
as
life
expectancy
rises. This has serious
implications for pensions
and healthcare as a shrinking number of young
people will be paying for a growing number of
retirees.
•

Technological advances
have
created
new
opportunities, but have
exposed a digital
divide
between
c o u n t r i e s ,
generations,
and
income groups; based
•CONTINUED ON PG 25

• Globally, the sectors that have seen the greatest
job losses are heavily represented in the Caribbean
even as those that have seen the greatest increases in
opportunities are underrepresented. The region hasn’t
developed ‘Silicon Valleys’ and looks to the immediate
future with Business Process Outsourcing (BPO) and
Export-Processing Zones (EPZs), both highly vulnerable
to extra-regional competition.
Even as we prepare for the future of work and facilitate
new opportunities for our people, the Caribbean faces an
imminent risk of net job losses and an increase in more
precarious forms of employment and informal labour
relations that affect the poor, especially women,
most acutely.
Policymakers will have to manage
the risks while fostering the strong,
sustainable economic growth
that is necessary, while ensuring
inclusivity,
and
reducing
income and gender inequality.
Policymakers will also have to
be mindful of the technology
‘haves and have nots’ and the
digital divide, globally and within
our countries, as those who don’t
adopt, and adapt to, technological
advances will be left behind.
There are positives as many, especially
our millennials and generations to come,
will welcome the new paradigms as they are
willing to work part-time or temporary positions
in the gig economy. Businesses will also welcome a more
flexible workforce and the lower cost of hiring workers as
they need them without the long-term liabilities of fulltime employees.
As a result, we have to ensure that workers and businesses
are properly prepared with the appropriate skills and
mindsets, and that older generations are not marginalised.
People-centred development will have to underpin
policymaking; recognising that profits are necessary for
sustainable enterprise, but not at the sacrifice of labour
standards and conditions of work. Labour standards
cannot be left to the mercies of the markets, but
regulation cannot be a barrier to the changes, innovation,
and improvements to competitiveness that will be needed
for business to thrive.
A careful balance has to be struck that is mutually
beneficial to business and labour, and ultimately to the
wider economy and society. We cannot engage in a race
to the bottom in terms of wages and labour standards

because this will increase inequality, societal instability,
and retard development. We have to strike a balance
between workforce competitiveness and decent work,
we must work to ensure that the new jobs and economic
opportunities conform to the ILO’s Decent Work Agenda.
The Caribbean’s response to the new world of work
must be integrated and comprehensive and involve all
stakeholders .The transition from the economy we have
now to the one we envision for the future will have to be
carefully managed. The policymaking process will have
to become more responsive, and inclusive. Ultimately,
governments will have to adopt an ‘open source’ approach
to policy-making that will allow market information to
efficiently shape the appropriate response.
We will have to craft our own future; one that is relevant to
us and that allows us to meet our people’s needs
and aspirations. It should be manifestly
clear that if we plan for the future in the
same way that we have in the past, this
will yield ever-diminishing returns.
We will have to focus on making
ourselves more adaptable to the
unpredictable but inevitable
changes to come.
Labour and business share a
common vision of peace and
prosperity for the Caribbean;
a society free of poverty and
the social tensions born of
injustice and inequality. We may
disagree and about logistics, but the
differences are fewer than in the past,
and mutual understanding will continue
to grow as we work more closely together.
Labour and business will have to continuously find the
balance between the competing economic and social
forces that must be carefully negotiated for our countries
to achieve their development goals.
The differences have been and will continue to be where
the balance is struck.
We believe that business and labour working together will
find the balance, prepare well for the rapidly changing
future of work, and ultimately enhance the development
of our region.
Editors Note: This article was originally written and
published in March 2018 for the Caribbean Employers’
Confederation Newsletter “The Caribbean Employer”
Issue 4.
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The Executive, Secretariat and Members of the Caribbean Employers’ Confederation wishes
to express a heartfelt thank you and sentiments of gratitude to our partners over the past 60
years:

· International Labour Organisation (ILO) ACT/EMP, Geneva
and The Office for the Caribbean in Port of Spain
· International Organization of Employers (IOE)- Geneva
EXECUTIVE SECRETARY AND
TREASURER - MS. LINDA M. BESSON

DIRECTOR
MS. KIM AIKMAN

· African Caribbean Pacific/ European Union (ACP/EU)
· Caribbean Community Secretariat (CARICOM)
· CARIFORUM- Caribbean Forum of ACP States
· The European Union (EU)

DIRECTOR
MR. ENRIQUE E. DE CUBA
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MR. SAMUEL GOOLSARRAN
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MR. HERVE HONORE

· The Caribbean Congress of Labour (CCL)
· The Employers’ Consultative Association of Trinidad and Tobago
(ECATT)
And thank you to all other stakeholders and well wishers we have encountered over the
years.
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