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INTRODUCTION

Decent Work is the type of work to which all
of us aspire. It is done under conditions
where people are gainfully employed (and
there exist adequate income and
employment opportunities); the social
protection system (labour protection and
social security) is fully developed and
accessible to all; social dialogue and
tripartism are promoted and encouraged;
and rights at work, as specified in ILO
Declaration on Fundamental Principles and
Rights at Work and Core ILO Conventions,
are practised, promoted and respected.

Wagelndicator Foundation has been
working since late 2007 to raise awareness
of workplace rights through a unique tool,
i.e., Decent Work Check. The Decent Work
Check considers different work aspects
deemed necessary in attaining “decent
work”. The work makes the abstract
Conventions and legal texts tangible and
measurable in practice.

The Decent Work Check employs a double
comparison system. It first compares
national laws with international labour
standards and scores the national
regulations (happy or sad face). If national
regulations in a country are not consistent
with ILO conventions, it receives a sad face,
and its score decreases (and vice versa). It
then allows workers to compare their on-
ground situation with national regulations.
Finally, workers can compare their personal
score with the national score and see
whether their working conditions are
consistent with national and international
labour standards. The Check is based on de
jure labour provisions, as found in the
labour legislation.

A Decent Work Check is beneficial both for
employees and employers. It gives them
knowledge, which is the first step towards
any improvement. It informs employees of
their workplace rights while enlightening
employers about their obligations. Decent
Work Check is also helpful for researchers,
labour rights organisations conducting
surveys on the situation of rights at work
and the general public wanting to know
more about the world of work. For example,
Wagelndicator teams worldwide have
found out that workers, small employers
and even labour inspectors are not,
sometimes, fully aware of the labour law.
When you are informed - being a worker,
self-employed, employee, employer,
policymaker, or labourinspector - thereis a
greater possibility that you ask for your
rights (as a worker), you comply with rules
(as an employer), and you strive to enforce
these (as a labour inspector).

The work is relevant to the challenges
posed to the future of work, especially the
effective enforcement of legislation in
financially constrained states, a rise in
precarious employment and analysis of the
impact of regulatory regimes.

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in
Ghana, please refer to: https://mywage.org/ghana
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MAJOR LEGISLATION ON
EMPLOYMENT AND LABC

Children's Act 1998, last amended by
Act 937 2016

Constitution of Ghana 1992, with
Amendments through 1996

Criminal Code, 1960 (Act 29), last
amended by Act 1079, 2022

Education Act (778) 2008, last
amended by Act 802 2010

Factories, Offices and Shops Act, 1970
(Act 328)

Free Zones Act, 1995 (Act 504)

Holidays Act, 2001 (Act 601), amended
in 2019 (Act 986)

Human Trafficking Act (694) 2005, last
amended by Act 784 2009

Labour Act 2003 (Act 651)

Labour Regulations 2007 (LI 1833)
National Health Insurance Regulations
2004 (Act 650)

National Labour Commission
Regulations 2006 (LI 1822)

National Pensions Act 2008 (Act 766),
last amended by Act 883 2014

Persons with Disability Act, 2006 (Act
715)

Security and Intelligence Agencies Act,
2020 (Act 1030)

Workmen's Compensation Act, 1987
(PNDCL 187), last amended in 1994

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in

. Ghana, please refer to: https://mywage.org/ghana
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01/13 WORK & WAGES

ILO Conventions

Minimum wage: Convention 131 (1970)
Regular pay & wage protection: Conventions 95 (1949) and 117(1962)

Ghana has ratified Convention 117 (1962) only.
Summary of Provisions under ILO Conventions

The minimum wage must cover the living expenses of the employee and their family members.
Moreover, it must relate reasonably to the general level of wages earned and the living
standard of other social groups. Wages must be paid regularly on a daily, weekly, fortnightly or
monthly basis.

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in

. Ghana, please refer to: https://mywage.org/ghana
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Labour Act, 2003 (Act 651)

Free Zones Act, 1995 (Act 504)
Security and Intelligence Agencies
Act, 2020 (Act 1030)

The national daily minimum wage is set by
the National Tripartite Committee, headed
by the Minister for Employment & Social
Welfare. This wage applies to all workers
except the Armed Forces, the Police
Service, the Prison Service and the Security
and Intelligence Agencies as specified
under the Security and Intelligence
Agencies Act.

The minimum wage rate applies
nationwide except the free trade zones
where employers are free to negotiate and
establish  contracts of employment
including wage levels, as long as these
agreements are in line with ILO
conventions.

National Tripartite Committee is composed
of five representatives each from all social
partners (Government, employer and the
worker) and is headed by the Minister for
Employment & Social Welfare. The
Committee sets the minimum wage on a
daily basis, and the Minister responsible for
publishing the new rate in the Gazette and
in such public media

The minimum wage rate may also be
determined under a collective agreement
as long as its rates are higher than the
national daily minimum wage, as
announced by the government.

If the Chief Labour Officer find that such the
collective agreement is also suitable for
other workers, workers who are doing
similar jobs or working in the same area,
and that the parties involved fairly
represent those workers, the agreement
may be extended to cover this wider group.
To do this, a notice must be published in the
Official Gazette at least three months in
advance.

Compliance  with  minimum  wages
including other provisions of the Labour Act
relating to hours of work, safety, health and
welfare of the workers and the employment
of young persons is ensured by the Labour
inspectors.

In case of non-compliance, an inspector
may report the matter to the government,
employers and trade unions to take up the
matter. However, the law does not specify
the punishmentin this regard. Afine can be
imposed only if the employer fails to
comply with the directions given by the
labour inspector.

Sources: §70-71,98(c), 109 & 112-115, 124 of
the Labour Act, 2003 (Act 651); §34 of the
Free Zones Act, 1995 (Act 504); Security and
Intelligence Agencies Act, 2020 (Act 1030)

According to the Labour Act 2003,
remuneration includes the basic or
minimum wage or salary and any additional
allowances payable directly or indirectly by
the employer to the worker on account of
the worker’s employment.

Ghana’s Labour Act requires that all
workers be paid their wages in legal tender
(legally recognised currency in the country).
Employers must pay workers on time, as
agreed in the contract of employment. The

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in
Ghana, please refer to: https://mywage.org/ghana
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law allows part of the wages to be paid in
kind, such as goods or services. In such
cases, the total pay includes the worker’s
regular wages (excluding overtime) plus the
cash value of any in-kind payments.

The employer may not compel the worker
to use its store and services. However, after
the worker's consent, the employer may
deduct a certain amount from the wage due
as union membership dues or contributions
to any provident, pension, or other fund or
scheme agreed to by the worker, to cover
the loss or damage caused by the worker, or
in case an excess amount is paid due to
some error.

Deductions should not cause financial
hardship to the worker or their dependents.
Employers are not allowed to deduct wages
through interest, discounts, or similar
charges on salary advances, or in any way
not clearly permitted by law.

Sources: §16, 20, 67-71 & 175 of the Labour
Act, 2003 (Act 651)

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in

Ghana, please refer to: https://mywage.org/ghana
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02/13 COMPENSATION

ILO Conventions

Compensation overtime: Convention 01 (1919)
Night work: Convention 171 (1990)

Ghana has ratified the Convention 01 only.

Summary of Provisions under ILO Conventions

Working overtime is to be avoided. Whenever it is unavoidable, extra compensation is at stake
- minimally the basic hourly wage plus all additional benefits you are entitled to. In accordance
with ILO Convention 1, the overtime pay rate should not be less than one and a quarter-time
(125%) of the regular rate.

Night work means all work which is performed during a period of not less than seven (07)
consecutive hours, including the interval from midnight to 5 a.m. A night worker is a worker
whose work requires the performance of a substantial number of hours of night work which
exceeds a specified limit (at least 3 hours). Convention 171 requires that night workers be
compensated with reduced working time or higher pay or similar benefits. Similar provisions
fare found in the Night Work Recommendation No. 178 of 1990.

If a worker has to work on a national/religious holiday or a weekly rest day, he/she should be
entitled to compensation. Not necessarily in the same week, provided that the right to a paid
compensation is not.

If a worker has to work during the weekend, they should thereby acquire the right to a rest
period of 24 uninterrupted hours instead. Not necessarily in the weekend, but at least in the
following week. Similarly, if a worker has to work on a public holiday, they must be given a
compensatory holiday. A higher rate of pay for working on a public holiday or a weekly rest day
does not take away the right to a holiday/ rest.

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in

. Ghana, please refer to: https://mywage.org/ghana
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Labour Act 2003 (Act 651)
Holidays Act, 2001 (Act 601),
amended in 2019 (Act 986)

The normal working hours are 08 hours a
day and 40 hours a week.

Workers may work longer hours, as long as
the average working hours do not exceed
the normal working hours, i.e., eight hours
per day and forty hours per week. Where
shorter hours of work are fixed on some
days of the week, workers can work longer
hours but shall not exceed nine hours per
day and forty hours per week.

Even when workers are working longer
hours, these should not exceed on average
eight hours per day and forty hours per
week over a reference period of four weeks.
0 For seasonal work, workers may work

for 10 hours per day, provided that the

average working hours during the year

must not exceed 8 hours a day.

0 For shift workers, total working hours
must also not exceed the normal limits
0 Shorter working hours apply to manual

labour or hazardous jobs (work that
may harm health). However, for legal
and employment rights, such work is
still considered equivalent to 8 hours
per day

A worker may not be required to perform
overtime work, exceeding normal working
hours, unless that undertaking has fixed
rates of pay for overtime work. However,
the law does not fix the rate of overtime
remuneration. Overtime hours are usually
paid at 150% of the normal hourly wage
rate.

A worker may not be compelled to do
overtime work except:

0 for undertakings or enterprises that
require overtime to be viable
(economic reason) or

0 In emergencies, where overtime is
necessary to protect life or property.

In certain exceptional circumstances,
including an accident that threatens human
lives or the very existence of the
undertaking, a worker may be required to
work beyond the fixed hours without
additional pay.

Source: §33-38 of the Labour Act 2003 (Act
651)

The Labour Act defines "night work" in
relation to women only and means work at
any time within a period of eleven
consecutive hours, including the seven
consecutive hours occurring between 22:00
and 07:00 of the following day.

In seasonal industries, instead of 11 hours,
the night work period may be reduced to 10
hours for up to 60 days a year.

Thereis no provision in the law on premium
pay for night work.

Source: §57(9(a)) of the Labour Act 2003
(Act 651)

No provision could be identified in the
Labour Act (Act 651) requiring an employer
to provide a compensatory rest day for
working on a weekly or public holiday.

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in

. Ghana, please refer to: https://mywage.org/ghana

o ¢ Wagelndicator.org

Decent Work Check 302



While the Act mandates a weekly rest
period of at least 48 consecutive hours
every seven days, and recognizes public
holidays as paid days off, it does not specify
that compensatory rest must be granted if
an employee works during these times.

There is no provision in the law regarding
weekend/public holiday compensation for
permanent  workers. However, the
temporary and casual workers, if they have
to work on a public holiday, are entitled to
200% of the normal rate of wages. If a
worker has worked only a fraction of the
whole day (for some hours), he is entitled to
200% of the normal wage rate for those
hours.

Sources: §77 of the Labour Act 2003 (Act
651)

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in

Ghana, please refer to: https://mywage.org/ghana
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03/13 ANNUAL LEAVE &
HOLIDAYS

ILO Conventions

Convention 132 (1970) on Holidays with Pay Convention
Conventions 14 (1921), 47 (1935) and 106 (1957) for weekly rest days.
In addition, for several industries, different Conventions apply.

Ghana has ratified the Convention 14 and 106 only.

Summary of Provisions under ILO Conventions

An employee is entitled to at least 21 consecutive days of paid annual leave, excluding national
and religious holidays. Collective agreements must provide at least one day of annual leave on
full remuneration for every 17 days the employee worked or was entitled to be paid.

A worker should be entitled to paid leave during national and officially recognized public
holidays.

Workers should enjoy a rest period of at least twenty-four consecutive hours every 7 days, i.e.,
a week.

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in

. Ghana, please refer to: https://mywage.org/ghana
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Labour Act 2003 (Act 651)
Holidays Act 2001 (Act 601),
amended in 2019 (Act 986)

A worker is entitled to at least 15 working
days fully paid annual leave after
completing 12 months of continuous
service.

Continuity of service is not interrupted by
mere change of ownership or management
of the undertaking. If a worker has
performed irregular work, they must have
worked for at least 200 days in the
particular year to fulfil the requirement for
continuous service to qualify for annual
leave.

If a worker is absent from work with
permission of the employer, this period is
not considered as an interruption. Public
holidays and absence from duty due to
sickness certified by a medical practitioner,
and pregnancy and confinement, do not
affect the annual leave entitlement of a
worker.

Annual leave is fully paid, and the leave pay
includes basic pay, equivalent pay for in-
kind benefit and excluding overtime
payments.

A worker may be permitted to take his/her
annual leave in two approximately equal
parts. Every worker has the right to enjoy
annual leave without any interruption,
however, an employer, in cases of urgent
necessity, may require a worker to interrupt

his/her leave and return to work. In such
situations, the employer must:

0 Reimburse reasonable expenses
caused by the interruption
Allow the worker to resume the
remaining leave later

O«

The Employer must inform the worker at
least 30 days prior to the commencement of
leave about the start of the leave. If a
worker becomes sick during their annual
leave and provides a medical certificate,
that sick leave is treated separately and
does not count as part of the annual leave.

On termination of the employment
contract, the worker is entitled to annual
leave in proportion to the period of service
in the calendar year (except in the case of
termination without notice by the
employer). Any agreement to relinquish the
right to annual leave or to forgo such leave
is null and void.

Employers are required to keep a record
showing the following particulars:
0 the date of employment of each
worker employed by the employer;
0 theduration and dates of the annual
leave taken
0 the remuneration received by each
worker during the annual leave.

Sources: §20-32 of the Labour Act 2003 (Act
651)

Workers are entitled to paid Festival (public
and religious) holidays. Festival holidays
are announced by the Ghanaian
Government at the start of the calendar
year (usually 13 in number).

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in
Ghana, please refer to: https://mywage.org/ghana
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The public holidays are regulated under the
Holidays Act, 2001. These days are:

0 New Year’s Day (January 01),

0 Constitution Day (January 07),

0 Independence Day (March 06),

0 Good Friday,

0 Easter Monday,

0 Workers’ Day/May Day (May 01),

0 Founders’ Day
(August 04),

0 Kwame Nkrumah Memorial Day
(September 21),

® Eid-il-Fitr,

0 Eid-il-Adha,

0 Farmers’ Day (first Friday in
December),

0 Christmas Day (December 25) and

0 Boxing Day (December 26).

Muslim holidays vary from year to year,
depending on the lunar movement. If a
public holiday falls on a non-working day,
the next working day would be appointed
as a public holiday.

Africa Unity Day (May 25) and Republic Day
(July 01) are observed as Commemorative
days. These are not paid public holidays.

In addition to established public holidays,
the President can declare additional days
as public holidays through an executive
instrument when necessary for the public
interest. Furthermore, if the President finds
that observing a scheduled holiday is
impractical on a certain day, they may
substitute it with another day, also by
issuing an executive instrument.

Sources: § 72 of the Labour Act 2003 (Act
651); Holidays Act, 2001 (Act 601), as
amended in 2019 (Act 986)

Workers, except domestic workers in
private homes and task-based workers, are
entitled to forty-eight consecutive hours (2
days) of rest per week. The weekly rest days
are usually Saturday and Sunday. Weekly
rest period is independent of public
holidays.

Apart from the weekly rest day, workers are
also granted a daily continuous rest of at
least twelve hours between two
consecutive working days. For seasonal
workers, this daily rest may be between 10
and 12 hours, over a period of at least 60
consecutive days in the calendar year.

For seasonal workers, this daily rest may be
between 10 and 12 hours, over a period of
at least 60 consecutive days in the calendar
year.

If the normal working hours are continuous,
aworkeris entitled to at least thirty minutes
of break in the course of the work and the
break is included in the normal hours of
work. If the normal hours of work are
divided into two parts, the break should not
be of less than one hour duration and does
not form part of the normal hours of work.

A daily rest of at least twelve consecutive
hours is granted to an employee between
two consecutive working days. For the
employees working on a seasonal basis, a
daily rest of at least ten hours is provided,
which may not exceed twelve hours’
duration over a period of at least sixty
consecutive days in the calendar year.

Sources: § 40-44 of the Labour Act, 2003 (Act
651)

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in
Ghana, please refer to: https://mywage.org/ghana
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04/13 EMPLOYMENT
SECURITY

ILO Conventions

Convention 158 (1982) on employment termination

Ghana has not ratified the Convention 158.

Summary of Provisions under ILO Convention

The questions under this section measure the security or even flexibility or precariousness of
an employment relationship. Although these are not clearly mentioned in a single convention
(severance pay and notice requirements are provided in the Termination of Employment
Convention No. 158) however, the best practices in the field require that employees be
provided with a written contract of employment; workers on fixed-term contracts should not
be hired for tasks of permanent nature; a reasonable probation period (ideally lower than or
equal to 6 months) may be followed to assess the suitability of an employee; a period of notice
must be specified in an employment contract before severing the employment relationship;
and workers be paid severance allowance on termination of employment relationship.

A contract of employment may be oral or written; however, workers should be provided with a
written statement of employment at the start of their employment.

Fixed Term Contract workers must not be hired for permanent tasks as it leads to precarious
employment.

A reasonable probation period must be allowed for workers to learn new skills. During this
period, a newly hired employee may be fired without any negative consequences.

Depending on the length of service an employee has, an employer may require a reasonable
notice period before severing the employment relationship.

Employers may be required to pay a severance allowance on termination of employment (due
to redundancy or any other reason except for lack of capacity or misconduct.

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in

Ghana, please refer to: https://mywage.org/ghana
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Labour Act 2003 (Act 651)
Labour Regulations 2007 (LI 1833)

Ghanaian Labour Law requires that the
contract of employment be provided in
writing for workers employed for six
months or longer.

This written statement must include:

0 information about the worker and

employer

the date of appointment,

job title,

wage rate and payment interval,

work hours and overtime payment,

annual leave,

conditions relating to incapacity for

work due to injury or sickness,

the length of termination notice

required by the worker and employer,

and

0 details of the social security or
pension scheme.

O¢ O¢ O¢ O« O¢ O«

The written statement of particulars
(containing main terms and conditions of
employment) should be provided to a
worker within two months of the
commencement of employment. The
contract must be signed by both parties and
dated.

A contract of employment for a casual
worker may not be written; but casual
workers have the right to minimum wage
for each working day, overtime and medical
facilities.

Temporary workers are entitled to the
Labour Act’s minima regarding minimum
wage, hours of work, rest periods, paid

public holidays, night work and sick leave,
irrespective of whatever terms the parties
agree.

Sources: § 12-13, 74-75 & Schedule | of the
Labour Act 2003 (Act 651)

The Ghanaian Labour Law allows fixed-
term contract workers to be hired for tasks
of a permanent nature. The Labour Act does
not refer to any specific legal regime for the
use of fixed-term contracts. There is no
mention of the fixed term contracts'
maximum duration (including renewals).

However, temporary and casual
employment are regulated by special
provisions.
0 Temporary worker is a worker who is
employed for a continuous period of
at least one month and is not a
permanent worker or employed for a
work that is seasonal in character;

0 Casualworkerisaworker engaged on
a work which is seasonal or
intermittent and not for a continuous
period of more than 6 months and
whose remuneration is calculated on
a daily basis.

A temporary worker employed by the same
employer for a continuous period of six
months and more is treated as a permanent
worker.

Sources: § 73-78 of the Labour Act 2003 (Act
651)

There is no explicit provision in the Labour
Act about maximum duration of probation
period. The Labour Act refers to a

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in

. Ghana, please refer to: https://mywage.org/ghana
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"reasonable duration determined in
advance".

Probationary period and conditions of
probation are generally provided in
collective agreements. If an employment
contract requires a probation period, the
contract must clearly state how long this
probation period will last.

Sources: § 66(b) & 98(d) of the Labour Act
2003 (Act 651); Regulation 5 of Labour
Regulations 2007 (LI 1833)

Types of Employment Termination

An  employment contract may be

terminated through:

a. Mutual agreement: Both parties agree
to end the contract.

b. Expiry or completion of a fixed-term
contract

c. Termination by employee:
employment is terminated by the
employee on grounds of ill-treatment
or sexual harassment

d. Death of the employee: The
employment contract terminates on
the employee’s death.

e. Medical unfitness: If an employee is
found medically unfit for work or
cannot carry out work due to sickness
or accident.

f. Incompetence: If the employee lacks
the necessary skills or qualifications.

g. Misconduct: Proven misconduct by the
employee.

h. Redundancy: Due to economic or
structural changes in the organisation.

An employer can fairly terminate an
employee’s contract for reasons such as
poor performance or lack of qualifications

needed for the job, proven misconduct,
redundancy (when the job role becomes
unnecessary), or if the employee is legally
prohibited from performing their duties.

When is dismissal unfair?

A dismissal is deemed unfair if:

1. There is no valid reason: The
termination lacks a fair ground, such
as:

o Misconduct (not proven or not
serious enough).

o Incapacity (without evidence of
poor performance or ill health).

o Redundancy (if not genuine or
procedurally flawed).

2. Procedural fairness is lacking: The
employer fails to follow fair
processes, such as:

o Not providing a hearing or
opportunity to defend against
allegations.

o Not adhering to notice
requirements  (unless  gross
misconduct applies).

3. Itis based on prohibited grounds:

a. trade union membership (or even
intention thereof);

b. workers' representative (or seeking
the office thereof);

c. filing of complaint or participation
in proceedings against the employer
on violation of labour laws;

d. worker’s gender, race, colour,
ethnicity, origin, religion, creed,
social, political or economic status;

e. pregnancy and maternity leave;

f. disability; temporaryillness orinjury
as certified by a recognised medical
practitioner;

g. lack of qualification for work in
which the worker has been
employed (the current qualification
requirement being different from
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the qualification required at the
commencement of employment);
and

h. the refusal (or intention thereof) to
do work at the time of participation
in lawful strike unless the work is
necessary to prevent actual danger
to life, personal safety or health or
maintenance of plant and
equipment.

An employment contract is deemed to have
been terminated unfairly if the worker
terminates the contract, with or without
notice, because of the employer's ill
treatment of the worker and failure on the
part of the employer to take action on
repeated complaints of sexual harassment
of the worker.

A termination is unfair if the employer fails
to prove that the reason for termination is
not fair or that the termination was madein
accordance with a fair procedure of the
Labour Act.

Remedies in Case of Unfair Dismissal

If a dismissal is deemed unfair, the
employee can seek redress through the
National Labour Commission (NLC).

Remedies include:
1. Reinstatement:

o The employee is restored to their
original position without loss of
benefits or seniority.

2. Re-engagement:

o The employee is rehired in a
comparable role, not necessarily
the same position.

3. Compensation:

o Payment for losses suffered,

which may include:

Wages lost from the date of
dismissal to the resolution of
the case.

Additional  damages  for
distress or punitive purposes,
as determined by the
Commission.

o The Act does not «cap
compensation, leaving it to the
Commission’s discretion based
on the case’s merits.

4. Combination of Remedies:
o The Commission may order both
reinstatement/re-engagement
and compensation if appropriate.

Process:
The employee files a complaint with
the Commission within 3 months of
the dismissal (extendable in
exceptional cases).
The Commission investigates,
mediates, and issues a binding
decision, enforceable through the
courts if necessary.

Under the Labour Act, collective dismissals
or redundancies occur when an employer
contemplates the introduction of major
changes in production, programme,
organisation, structure or technology of an
undertaking.

Employer Obligations:
1. Notification:

o Inform the affected workers and
their trade union (if applicable)
at least 3 months before the
redundancy takes effect.

o Notify the Chief Labour Officer
in writing within the same
timeframe,  detailing  the
reasons and extent of the
redundancy.
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2. Consultation:

o Engage in good-faith
consultations with the trade
union or workers’
representatives to  explore
alternatives (e.g.,

redeployment, reduced hours).
3. Selection Criteria:

o Apply fair and objective criteria
for selecting employees to be
laid off (e.g., length of service,
skills).

4. Redundancy Pay:

o Payaredundancy settlement as
negotiated with the employee
or union. The Act does not
specify a fixed amount, leaving
it to agreement or industry
practice.

Failure to follow these steps may render the
dismissal unfair.

The Labour Act, 2003 (Act 651) of Ghana
does not explicitly require an employer to
provide a certificate of employment upon
termination of employment.

Sources: §14-17 & 62-65 of the Labour Act
2003 (Act 651)

The Labour Act, 2003 (Act 651) establishes
the requirements for notice periods when
terminating an employment contract,
applicable to both employers and
employees, unless specific exceptions

apply.

Termination of an employment contract by
either the employer or employee must be
communicated in writing, specifying the
reason and date of termination. The notice

period begins from the date the notice is
delivered to the other party.

The length of notice depends on the
duration of the employment contract:
1. One month’s notice: For contracts
of 3 years or more.
2. Two weeks’ notice: For contracts of
less than 3 years.
3. One week’s notice: For contracts
on a week-to-week basis (e.g.,
casual or probationary workers).

These statutory periods apply unless the
contract of employment stipulates a longer
notice period, in which case the contractual
term prevails.

Instead of serving the notice period, either
party (employer or employee) may opt to
pay the other party a sum equivalent to the
remuneration that would have been earned
during the notice period. This effectively
terminates the contract immediately upon
payment.

If parties have signed an “at will” clause in
the contract, employment may be
terminated by any party at the end of the
working day without any notice. The
contract termination notice should be in
the written form, and the notice period
includes the day on which the notice was
given.

Exceptions to Notice Requirement

Notice is not required in certain
circumstances:

1. Gross Misconduct

An employer may terminate an employee
without notice if the employee commits
gross misconduct. The employer must
substantiate the misconduct, typically
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through a fair investigation or hearing, to
avoid claims of unfair dismissal.

2. Expiry of Fixed-Term Contract:

No notice is required if the employment
ends naturally on expiry of a fixed-term
contract or upon completion of a specific
task for which the employee was hired.

3. Death or Dissolution:

The contract terminates automatically
upon the death of the employee or the
dissolution of the employer’s business, with
no notice required.

Employee Resignation

An employee terminating their
employment must provide written
notice in accordance with the
statutory minimums or the terms of
their contract, whichever is longer.
The same option of payment in lieu
of notice applies if the employee
wishes to leave immediately.

Additional Considerations
1. Probationary Periods:

For employees under probation or engaged
for less than 6 months, the Act allows
shorter notice periods as agreed in the
contract, but it does not specify a minimum
beyond the week-to-week provision (one
week).

2. Collective
Contracts:

Agreements or

If a collective bargaining agreement or
individual contract specifies a different
(typically longer) notice period, that

agreement takes precedence over the
statutory minimums.

3. Redundancy:

In cases of collective dismissals or
redundancy, the employer must notify
affected workers and their trade union at
least 3 months in advance, in addition to
any individual notice periods. This is a
separate requirement and does not replace
the termination notice for individual
employees.

Summary of Notice Periods

Contract
Duration/Typ |Notice Period |Alternative
e
Payment in
3years or more|l month . y .
lieu of notice
Less than 32weeks F?ayment ‘|n
years lieu of notice
Week-to-week Payment in
. 1 week . .
basis lieu of notice
Gross Immediate
. None I
misconduct termination
Fixed-term Automatic
. INone -
contract expiry termination
3 months N/A lus
Redundancy " /. . (p
. (to union/lindividual
(notification) .
employee) notice)

Sources: § 15-17 & 62-66 of the Labour Act
2003 (Act 651)

There is a provision in the law regarding
redundancy pay (paid only if an
organization closes down or is merged with
another organization and this leads to the
worker losing his benefits or even job).
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However, this redundancy compensation is
not fixed by Law, it is subject to negotiation
between the employer or representative of
the employer and the worker or the trade
union. Thereis no severance pay in the case
of individual dismissals (for non-economic
reasons).

In the event of unfair dismissal, a worker
may file a complaint with the Commission.
If, on investigation, the Commission finds
that the termination of employment was
unfair, it may order the employer to:
0 reinstate the worker from the date
of termination of the employment;
0 re-employthe worker, eitherin work
in which the worker was employed
before termination or in other
reasonably suitable work on the
same terms and conditions enjoyed
by the worker before termination; or
0 pay compensation to the worker.

Other than redundancy pay (for economic
dismissals), workers are also entitled to the
following payments on termination of
employment:
0 any remuneration earned by the
worker before contract termination;
0 any deferred pay due to the worker
before contract termination;
any compensation due to the
worker in respect of sickness or
accident; and
repatriation expenses in the event of
contract termination for foreign
contracts.

O«

O«

The employer is required to make all these
payments within the duration of the notice
period. In case no notice is required,
payment must be made until the next
working day after termination.

. Collective
Individual .
Aspect Dismissal Dismissal
(Redundancy)
Not required
Statutory unl‘ess.unfalr ”Requwed as
dismissal redundancy
Severance "
remedy pay
applies
None

mandated; | Negotiated, no
Amount | discretionary | fixed statutory

if unfair amount
dismissal
lweektol 3 months
Notice month, or notification
Period paymentin | plusindividual
lieu notice

Sources: § 18,64 & 65 of the Labour Act 2003
(Act 651)
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05/13 FAMILY
RESPONSIBILITIES

ILO Conventions

Convention 156: Workers with Family Responsibilities Convention (1981) Recommendation
165: Workers with Family Responsibilities (1981)

Ghana has not ratified both the Conventions 156 & 165.

Summary of Provisions under ILO Convention

Paternity leave is for new fathers around the time of childbirth and is usually of shorter
duration.

Recommendation (No. 165) provides for parental leave as an option available to either parent
to take a long leave of absence (paid or unpaid) without resigning from work. Parental leave is
usually taken once the maternity and paternity leave have been exhausted. For working
parents, laws may define the portion of parental leave that has to be compulsorily taken by
fathers or mothers.

Flexible Work Option for Parents / Work-Life Balance Recommendation 165 asks employers to
look into the measures for improving general working conditions through flexible work
arrangements.
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Regulations on family responsibilities:
1 LabourAct 2003 (Act 651)

Paternity Leave

There is no provision in the law on paid or
unpaid paternity leave.

Parental Leave

There is no provision in the law on paid or
unpaid parental leave.

Flexible Work Option for Parents /
World.ife Balance

No provisions could be located in the law
supporting work-life balance for parents or
workers with family responsibilities.

A worker has the right to be absent from
regular duties, with the employer's
permission, for voluntary communal work,
civic duties, or special leave (paid or
unpaid) without affecting their annual
leave entitlement.

Sources: § 23 of the Labour Act 2003 (Act
651)
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06/13 MATERNITY & WOR

ILO Conventions

An earlier Convention (103 from 1952) prescribed at least 12 weeks maternity leave, 6 weeks
before and 6 weeks after birth. However, a later convention (No. 183 from year 2000) requires
that maternity leave be at least 14 weeks of which a period of six weeks compulsory leave
should be after childbirth.

Ghana has ratified Convention 103 only.

Summary of Provisions under ILO Convention

Aworker should be entitled to medical and midwife care during pregnancy and maternity leave
without additional cost.

During pregnancy and while breastfeeding, a worker should be exempt from work that might
bring harm to you or your baby.

The total maternity leave should last at least 14 weeks.

During maternity leave, a worker’s income should amount to at least two-thirds of your
preceding salary.

During pregnancy and maternity leave, a worker should be protected from dismissal or any
other discriminatory treatment.

Workers have the right to return to the same or equivalent position after availing maternity
leave.

After childbirth and re-joining work, a worker must be allowed paid nursing breaks for breast-
feeding the child.

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in
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National Health Insurance
Regulations 2004 (Act 650)
Labour Act 2003 (Act 651)

There is no mention in the Labour Act about
medical care however medical benefits are
provided under the National Health
Insurance  Program. Maternity Care
including ante-natal and post-natal care
provided under National Health Insurance
Regulations as minimum health care
benefits.

Sources: § 19(1) of the National Health
Insurance Regulations 2004; §112 of the
National Health Insurance Act no. 852

A pregnant woman may not be involved in
any assignment that is detrimental to her
health or that is outside the place (town) of
her residence till the end of four months
after childbirth.

Moreover, the law also requires that:
0 pregnant woman worker should not
be assigned overtime or night work
(10:00 p.m. to 07:00 a.m.) without
her consent.

0 The overtime provision also applies
to the mother of a child under eight
months old.

If these rules are violated, the affected
worker can submit a written complaint to
the Labour Commission.

Itis generally the employer's duty to ensure
that every worker works under satisfactory,
safe, and healthy conditions.

Sources: § 55-56 & 118 of the Labour Act
2003 (Act 651)

Female workers are entitled to 12 weeks (84
days) of maternity leave with full pay. To
qualify, the pregnant worker must provide
a medical certificate issued by a medical
practitioner or midwife indicating her
delivery.

Maternity leave can be extended by two
additional (2) weeks in case of caesarean
delivery/abnormal birth or twin (or more)
births. Further extention leave is also
granted in case of illness due to pregnancy
or childbirth, certified by the medical
practitioner. However, the maximum limit
of extended leave is not mentioned in the
law.

Sources: § 57 (1 & 3-5) of the Labour Act
2003 (Act 651)

Workers on maternity leave are entitled to
full wages during the maternity leave. The
maternity benefit is paid by the employer. A
woman worker on maternity leave is
entitled to her full remuneration and other
benefits to which she is otherwise entitled.

Sources: § 57(2) of the Labour Act 2003 (Act
651)

It is illegal for an employer to dismiss a
female worker due to her pregnancy. The
dismissal is considered unfair if a worker's
employment is terminated due to her
pregnancy or her absence from work during
maternity leave.
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Sources: § 57(8) & 63(2)(e) of the Labour
Act 2003 (Act 651)

There is no provision in the Labour Act
regarding the right of a female worker to
return to the same position after her
maternity leave. However, it can be implied
from the dismissal protection provision
that a worker has the right to return to her
position after her maternity leave.

On a worker’s return to work after
maternity leave, breastfeeding employees
must be granted nursing breaks of 01-hour
duration (per working day) till the child
reaches one year of age.

Sources: § 57(6&7) of the Labour Act 2003
(Act 651)
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07/13 HEALTH & SAFETY

ILO Conventions

Most ILO OSH Conventions deal with very specific Occupational Safety hazards, such as
asbestos and chemicals.

Convention 155 (1981) is the relevant general convention here.

Labour Inspection Convention: 81 (1947)

Ghana has ratified the Convention 81 only.

Summary of Provisions under ILO Conventions

The employer, in all fairness, should make sure that the work process is safe.

The employer should provide protective clothing and other necessary safety precautions for
free.

Workers should receive training in all work-related safety and health aspects and must have
been shown the emergency exits.

In order to ensure workplace safety and health, a central, independent and efficient labour
inspection system should be present.

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in
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Labour Act 2003 (Act 651)
Factories, Offices and Shops Act,
1970 (Act 328)

Labour Regulations 2007 (LI 1833)

In accordance with the Labour Act, it is
obligatory for the employer to ensure
health, safety and welfare of persons at
workplace by minimizing the causes of
hazards inherent in the working
environment.

An employer must ensure careful and safe
use, handling, storage and transport of
articles and substances; and provide the
necessary information, instructions,
training and supervision as needed.

The employer must take measures to
prevent contamination of the workplaces
and protect the workers from toxic gases,
noxious substances, vapours, dust, fumes,
mists and other substances or materials
hazardous to safety or health.

Moreover, an employer must provide:

0 separate, sufficient and suitable
toilet and washing facilities

0 adequate facilities for storing,
changing, drying and cleansing from
contamination of clothing for male
and female workers.

0 adequate supply of clean drinking
water must be available at the
workplace.

If an employer fails to comply with the
required health and safety standards,
he/she is liable to a fine of maximum 1000
penalty units or imprisonment of 3 years
maximum or both.

A worker must use the safety equipment
with care and act according to the
prescribed instructions to preserve his
health and protect himself from getting
injured. If a worker identifies danger to their
health, safety, or life, he/she must stop
working and report it to his supervisor. An
employer may not terminate the
employment or deduct wages because of
this and must not compel the worker to
work there unless the workplace is safe
enough.

In case of occupationalinjury and disease at
the workplace, the employer must report to
the relevant Government agency within
seven days. The Minister may issue the
regulations regarding specific measures to
be taken by the employer to ensure health
and safety of the workers at the workplace.

Under Ghana’s Factories, Offices and Shops
Act, 1970 (Act 328), employers must register
their workplaces with authorities to allow
oversight. Workplaces must be kept clean,
well-ventilated, and properly lit. In areas
where wet processes take place, employers
must ensure effective drainage of floors to
maintain hygiene and safety.

Machinery and equipment must be securely
guarded, regularly inspected, and well-
maintained. Employers must ensure clear
passageways, stairs, and emergency exits,
as well as adequate fire safety equipment
and trained staff to manage emergencies.

Additionally, employers must provide
essential facilities like clean drinking water,
proper sanitation and washing areas,
appropriate storage for personal clothing,
and first-aid supplies supervised by trained
personnel. When accidents or occupational
diseases occur, employers are obligated to
report them promptly to the Chief Inspector
and maintain proper records.
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Employers are prohibited from
permanently engaging an employee in any
work unless a recognized medical
practitioner certifies at a pre-employment
examination that the employee is in good
health and is medically fit for the work
assigned to the employee. Employees
working in hazardous situations such as
contact with fumes and gaseous
substances must undergo a periodic
medical examination once a year.

Sources: §118-121 of the Labour Act 2003
(Act 651); §3-28 of the Factories, Offices and
Shops Act, 1970 (Act 328); §19 of the Labour
Regulations 2007 (LI 1833)

In accordance with the provisions of the
Labour Act 2003, it is obligatory for the
employer to provide protective equipment
for free and must not charge or deduct any
amount from the employee's salary for the
provision of such equipment.

The employer must provide workers with:
adequate safety appliances,
suitable fire-fighting equipment,
personal protective equipment
training on how to wuse this
equipment

O¢ O¢ O¢ O«

Workers are under the obligation to use the
safety appliances, firefighting equipment,
and personal protective equipment
provided by the employer in compliance
with the employer’s instructions.

In factories or shops where workers are
exposed to wet or harmful substances,
employers must provide suitable protective
clothing and equipment, such as gloves,
footwear, goggles, or other necessary
protective gear. In workplaces involving

electric arc welding, proper screening or
other protective measures must be in place
to protect other workers from exposure to
harmful flashes.

Sources: § 118(2)(e) & 118(3) of the Labour
Act 2003 (Act 651); §25 of the Factories,
Offices and Shops Act, 1970 (Act 328)

In accordance with the Labour Act, an
employer is responsible for providing
instruction, training, and supervision
according to the workers' age, literacy level,
and other circumstances to ensure health
and safety at work.

Under the Factories, Offices and Shops Act,
workers must not operate dangerous
machines or processes unless they have
been properly instructed on risks and safety
measures and have received sufficient
training or are adequately supervised by an
experienced worker.

Sources: §118(2)(c) of the Labour Act 2003
(Act 651); §36 of the Factories, Offices and
Shops Act, 1970 (Act 328)

Labour inspection is carried out to ensure
compliance with the provisions of the
LabourAct.

The inspector can enter the workplace at
any hour of day or night and carry out the
necessary examination, test or inquiry,
check the workers' records and question
whoever they want and prepare a report
including compliance instructions to
employers. Employer has to carry out the
alteration before expiry of that period.
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In cases of non-compliance, the inspector
may report the employer, who may be fined
up to 250 penalty units and may also be
required to compensate workers harmed as
a result of the violation.

Labour inspector has to maintain the
confidentiality during and after the
termination of service, otherwise, he/she is
liable to a fine up to 500 penalty units or to
imprisonment for 2 years maximum or to
both.

Anyone who obstructs an inspector’s work
may be fined up to 250 penalty units or face
up to 12 months of imprisonment, or both.

Under the Factories, Offices and Shops Act,
inspectors have the authority to enter and
inspect factories, offices, or shops at
reasonable times to ensure compliance
with safety and health standards. They may
review relevant records and documents
and question individuals on site.

Sources: § 122-126 of the Labour Act 2003
(Act 651); §75 of the Factories, Offices and
Shops Act, 1970 (Act 328)
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08/13 SICK LEAVE &
EMPLOYMENT INJURY
BENEFIT

ILO Conventions

Convention 102 (1952), Conventions 121 (1964) and 130 (1969) concerning Social Security,
Employment Injury Benefits and Medical Care and Sickness Benefits

Ghana has not ratified the Conventions 102, 121 & 130.

Summary of Provisions under ILO Conventions

A worker’s rights to work and income should be protected when illness strikes. The national
labour law may provide that sickness benefits may not be paid during the first 3 days of your
absence. Minimally, a worker should be entitled to an income during the first 6 months of
illness. This income should be at least 45 per cent of the minimum wage. (Countries are free to
opt for a system which guarantees 60 per cent of the last wages during the first 6 months of
illness or even during the first year). A worker must be entitled to paid sick leave.

A worker should be entitled to medical care without any additional cost during illness.
Employees and their family members should have access to the necessary minimal medical
care at an affordable cost.

During the first 6 months of illness, a worker should not be fired.

If a worker is disabled due to an occupational disease or accident, they must receive a higher
benefit. In the case of temporary or total incapacity/disability, a worker may at least be
provided 50% of his average wage, while in the case of fatal injury, the survivors may be
provided 40% of the deceased worker’s average wage in periodical payments.
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Labour Act 2003 (Act 651)
National Health
Regulations 2004 (Act 650)
Workmen's Compensation Act, 1987
(PNDCL 187), last amended in 1994

Insurance

Thereisno clear provision in the Labour Act
about paid sick leave and its length. It only
says that sick leave certified by the medical
practitioner isindependent of annual leave.

Sources: §22 & 24 of the Labour Act 2003
(Act 651); ISSA Country Profile for Ghana

Thereisno mentionin the Labour Act about
the medical care; however, medical
benefits are provided under the National
Health Insurance Program. It provides a
range of healthcare services free of charge,
including inpatient and outpatient services,
emergency care, eye treatment, and dental
and maternity care. The program does not
cover costs for rehabilitation (other than
physiotherapy), prostheses, certain
surgeries (including organ transplants and
cosmetic surgeries), antiretroviral
treatment for HIV, dialysis, and cancer
treatment (other than cervical or breast
cancer).

Employers are required to pay the medical
expenses in respect of the occupational
injury.

Source: Schedule Il under the Regulation 19
of the National Health Insurance
Regulations 2004; ISSA Country Profile for

Ghana

The legislation does not guarantee job
security for a worker during the first six
months of illness.

According to the Labour Act, terminating a
worker who is temporarily ill or injured (if
certified by a recognized medical
practitioner) is considered unfair dismissal.
This protection also applies to cases of
pregnancy or disability.

Sources: §63(2)(g) of the Labour Act 2003
(Act 651)

Work injuries are divided into four
categories:

(i) permanent total incapacity;

(ii) permanent partial incapacity;

(iii) temporary incapacity; and

(iv) fatal injury leading to the death of a
worker.

In the case of permanent total
incapacity/disability, a lump sum of 96
months of the insured worker's earnings is
paid.

In the case of permanent partial disability,
the amount of compensation depends on
the assessed degree of disability. For a total
permanent disability, the insured worker is
paid a lump sum of 96 months (8 years) of
reference earnings. A percentage of full
lump-sum is paid according to the assessed
degree of disability.

In the case of temporary disability, the
benefit is paid periodically, as a lump sum
or a combination of these methods,

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in
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depending on the estimated duration of the
disability. The temporary disability benefit
is calculated as the difference between the
insured worker's earnings before the
disability began and the actual or potential
earnings after the disability began.

In the case of fatal injury, dependents
(widow/widower/minor children) receive
survivors' benefit. Alump-sum of 60 months
of insured worker's earnings is paid to the
dependents at the time of fatal injury. A
reduced benefitis paid if the survivoris only
partially dependent.

A funeral grant is also paid by the employer
for the funeral to the dependants, up to a
maximum. If there are no dependents, the
employer pays the entire cost of the funeral.

Source: §1-8 of Workmen's Compensation
Act, 1987 (PNDCL 187), last amended in
1994; ISSA Country Profile for Ghana
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09/13 SOCIAL SECURITY

ILO Conventions

Social Security (minimum standards): Convention 102 (1952). For several benefits somewhat,
higher standards have been set in subsequent Conventions

Employment Injury Benefits: Conventions 121 (1964),

Invalidity, Old age and survivors’ benefits: Convention 128(1967)

Medical Care and Sickness Benefits: Convention 130 (1969)

Unemployment Benefits: Convention 168 (1988).

Ghana has not ratified the Conventions 102, 121, 128, 130 and 168.
Summary of Provisions under ILO Conventions

In the normal circumstances, the pensionable age may not be set higher than 65 years of age.
If retirement age is fixed above 65 years, it should give “due regard to the working ability of
elderly persons” and “demographic, economic and social criteria, which shall be demonstrated
statistically”. Pension can be set as a percentage of the minimum wage or a percentage of the
earned wage.

When the breadwinner has died, the spouse and children are entitled to a benefit, expressed as
a percentage of the minimum wage, or a percentage of the earned wage. This must at least be
40% of the reference wage.

For a limited period of time, the unemployed has a right to unemployment benefit set as a
percentage of the minimum wage or a percentage of the earned wage.

Invalidity benefit is provided when a protected person is unable to engage in a gainful
employment, before standard retirement age, due to a non-occupational chronic condition
resulting in disease, injury or disability. Invalidity Benefit must at least be 40% of the reference
wage.
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