
ANNEX XII: LABOUR

Issuing authority: 

Ministry of Labour and Social Security

New Government Complex

Independence Avenue

P.O. Box 32186

Lusaka

http://www.mlss.gov.zm

The Department of Labour under the Ministry of Labour 

and Social Security is responsible for formulation of 

labour policy. The department administers the statutes 

governing employer and employee relations. The major 

pieces of legislation relating to the labour market in the 

Republic of Zambia include:

 The Employment Act Cap. 268 is the basic employ-

ment law and provides basic employment contractual 

terms such as:

I.  Minimum contractual age;

II.  Establishment of employment contracts;

III.  Settlement of disputes arising from such contracts  

 of employment;

IV.  The appointment of labour officers and other staff  

 for the administration of the Act;

V.  Certain conditions of employment such as ordinary  

 leave, sick leave, maternity, redundancy and  

 welfare of employees.

 The Industrial and Labour Relations Act Cap. 269 

provides for:

I.  The conduct of industrial relations;

II.  The establishment of workers’ and employers’ 

organizations, their registration and administration;

III.  Collective bargaining;

IV.  Settlement of disputes through conciliation and 

arbitration by the Industrial Relations Court, estab-

lished under the Act;

V.  Consultative machinery.

The Zambia Federation of Employers (ZFE) (http://www.

zfe.co.zm) is an umbrella organization for employers that 

looks after employers’ interests. Additionally, the ZFE is 

represented at the Tripartite Consultative Labor Council, 

a body comprising representatives from the Ministry of 

Labour and Social Security (http://www.mlss.gov.zm) 

and the unions (through an umbrella body, the Zambia 

Congress of Trade Unions (ZCTU). The Minimum Wages 

and Conditions of Employment Act Cap. 276 empowers 

the minister to determine minimum conditions of employ-

ment for categories of employees not effectively covered 

through collective bargaining. Such employees include 

general workers, drivers and clerks.

 The Employment of Young Persons and Children Act 

Cap. 274 provides protection for young persons and 

children in the employment relationship. It is the major 

law against child labour and abuse.

 The Employment (Special Provisions) Act Cap. 270 

is an enabling Act and may be activated only when a 

state of emergency is in place. Under this Act, various 

regulations may be promulgated with regard to labour 

and employment.

a) Working conditions

There are normally two categories of employees, namely 

unionized and non-unionized (management) staff. 

Conditions of service for non-unionized employees 

are normally fixed by top management, while those for 

unionized employees are negotiated through a collec-

tive bargain or agreement. The Minimum Wage and 

Conditions of Work Act provides a mechanism for deter-

mining statutory minimum wages and other conditions 

of employment in industries or companies where condi-

tions of employment are not regulated by a free collective 

bargaining system.

Allowances, which are commonly added to the basic 

salary, include:

I.  Housing

II.  Transport

III.  Children’s medical and education

IV.  Water, electricity and holiday travel  

 (usually for senior management staff).
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NB: All allowances are taxable at the same rate as the 

basic salary. Other common non-cash benefits may 

include: transport to and from work, subsidized meals in 

staff canteen and sporting and recreation facilities.

b) Pensions and life insurance

Membership of a pension scheme may be a condition 

of employment and most employers maintain a pension 

scheme for their employees with the National Pension 

Scheme Authority (NAPSA). Employers may establish or 

join other pension schemes under the Pension Scheme 

Regulation Act.

c) Medical coverage and maternity benefits

Employers are obliged, by the Minimum Wages and 

Conditions of Employment Act, to grant an employee full 

pay should illness make the employee unable to work, 

subject to production of a certificate from a registered 

physician. The maximum period for which such benefit 

may be given is three months at full pay, followed by three 

months at half pay. Some employers provide health and 

medical coverage through membership to private clinics 

to which the employee and employer contribute equally.

The Act also requires that maternity leave for female 

employees be paid up to 90 days provided such female 

employees have worked for a minimum of 24 months for 

their employers.

d) Housing

The Employment Act requires employers to provide 

employees with one of the following:

I.  Housing or housing allowance in lieu thereof;

II.  House loan or advance towards the purchase or  

 construction of a house;

III.  Guarantee facility for a mortgage.

e) Working hours

Normal working hours are 40 hours per week for office 

workers and 45 hours per week for factory workers. Office 

hours are normally from 8:00 to 17:00 Mondays through 

Fridays and 8:00 to 13:00 on Saturdays (for most compa-

nies outside the retail sector). The normal weekly hours 

should not exceed 48 hours.

f) Minimum Wages and Conditions of Employment 

Act

NB: Overtime work should be paid using the following 

formula:

 Saturdays, lunch hours and after 17 hours – basic pay 

multiplied by 1.5 divided by number of hours worked;

 Sundays and all public holidays – basic pay multiplied 

by 2 divided by 160.

g) Paid holidays

Employers are obliged, under the Minimum Wages and 

Employment Act, to grant paid leave of absence of not 

less than 24 days annually. It is, however, a normal prac-

tice for employers to provide employees with more leave 

days than that prescribed in the Act depending on the 

rank and nature of the employee’s job.

h) Special leave

Employers are obliged, under the Minimum Wages and 

Conditions of Employment Act, to grant an employee 

seven days’ paid leave on the death of an employee’s 

spouse, child, mother or father. The Act also obliges 

the employer to provide a funeral grant for a standard 

coffin, cash and mealie meal in the event of death of an 

employee, spouse, registered child or dependent of the 

employee.

i) Termination of employment

A contract of employment may be terminated under 

Zambian law through:

I.  Resignation or dismissal

II.  Normal retirement or medical discharge

III.  Expiry of contract

IV.  Redundancy

V.  Frustration, such as death.

An employer is obliged, under Section 26A of Statutory 

Instrument No. 15 of 1997, to afford an employee the 

opportunity to be heard prior to termination of the contract 

of employment, if the termination is on grounds related 

to the employee’s conduct or performance. This obliga-

tion on the part of the employer is in conformity with the 

International Labour Organization convention.

Zambian law further provides for the minimum bene-

fits payable to the affected employee, and requires 

payment of full wages for an employee declared 

redundant until the redundancy benefits are paid (see 

http://10.130.24.197:6610/www.parliament.gov.zm/sites/

default/files/documents/acts/Employment%20Act.pdf.

j) Redundancy benefits

The employer is obliged to pay at least one month’s salary 

and redundancy benefits of not less than two months’ 

basic salary for each completed year of service.

k) Equal opportunities

Zambian law, as enshrined in the constitution and prac-

tice, prohibits discrimination on the basis of race, tribe, 

political opinion, colour, creed or gender.
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