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Submission on the Employment Relations (Amendment) Bill 2025 

By The Fiji Women’s Rights Movement (FWRM) 

  

1. Introduction 

FWRM is a feminist organisation committed to eliminating discrimination against women and 
girls. We advocate for gender equality and the protection of women’s rights in all sectors, 
ensuring workplaces are safe, inclusive, and supportive of women’s full participation.   
 
FWRM welcomes the opportunity to make a second submission on the Proposed Employment 
Relations Bill 2025. This submission focuses on: 
 

 Sexual Harassment (SH) in the Workplace  

 Maternity and Paternity Leave 

 Menstruation and Menopause in the Workplace 

 Child Labour Provisions. 
  
This submission also takes into account concerns raised by Fiji Trade Union Congress (FTUC), 
Fiji Human Rights and Anti-Discrimination Commission (FHRADC), Micro and Small Enterprise 
(MSME) and Women Entrepreneurs and Business Council (WEBC).  
 

A. Sexual Harassment (SH) in the Workplace 

Sexual harassment remains a serious and underreported problem in Fiji. On average, 20% of 
women experience harassment at work, with rates in some sectors, such as hotels and 
accommodation, reaching 35%. Studies indicate that 82% of sexual harassment cases go 
unreported. 
 
Section 76 of the Proposed Bill criminalises sexual harassment and sets fines for both 
individuals and employers who fail to prevent or address harassment. FWRM strongly 
supports these measures, but emphasizes that employer responsibility must not be 
weakened due to business size, operational priorities, or costs. Sexual harassment must be 
addressed as unacceptable in all workplaces. 
 
FWRM recommends that employers: 

 Must strengthen sexual harassment in the workplace policies, which reiterate 
immediate action when a complaint is made. 

 Strongly encourages that SH policies have clear procedures for reporting, 
investigating, and addressing complaints to protect employees and the organisation. 

 Protect all employees from harassment on the basis of gender, sexual orientation, 
gender identity, and expression. 
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Trade unions and FHRADC have highlighted that harassment should never be excused for 
smaller businesses. The law should align with ILO Convention C190, covering all forms of 
workplace violence and harassment, not only sexual harassment. 
 

B. Maternity and Paternity Leave 
 
Paid maternity leave is crucial for both women workers and employers. For women, it 
provides the time and financial security needed to recover from childbirth, care for and bond 
with their newborn, and maintain their career continuity without facing economic hardship. 
This support promotes both physical and mental health and contributes to gender equality in 
the workplace. For employers, offering paid maternity leave helps retain skilled employees, 
boosts morale and productivity, and enhances the company’s reputation as a family-friendly 
workplace. Overall, paid maternity leave creates a supportive environment that benefits 
families, strengthens the workforce, and contributes to long-term social and economic well-
being. FWRM supports the inclusion of section 104. (3A) which proposes a medical certificate 
to determine fitness to work.  
 
FWRM recommends that these assessments: 

 Be conducted by specialised practitioners (obstetricians or family physicians). 

 Be confidential, non-discriminatory, and fully funded by the employer. 

 Be done with proper referrals to ensure the safety and well-being of pregnant women. 
 
FWRM also strongly supports reinstating paternity leave to promote shared caregiving. 
Providing leave for fathers helps children bond with both parents, reduces stress on mothers, 
challenges traditional gender roles, and strengthens family stability. It also benefits employers 
by improving employee morale, loyalty, and productivity, making it a socially and 
economically important policy. Fathers should have equal rights to take leave, including in 
same-sex and adoptive families.  
 
FWRM reiterates that shared caregiving: 

 Reduces the unpaid care burden on women. 

 Supports child development and family bonding. 

 Provides emotional support for mothers, improving postpartum wellbeing. 
 
While some small business representatives have raised concerns about potential operational 
challenges and the financial implications of implementing extended parental leave, FWRM 
emphasizes that promoting gender equality and supporting families should remain a top 
priority. FWRM argues that policies enabling both mothers and fathers to take meaningful 
parental leave are not only crucial for the health, well-being, and development of children but 
also for fostering equitable workplaces and stronger communities. We stress that short-term 
operational adjustments are a necessary investment in long-term social and economic 
benefits, including increased employee loyalty, improved workplace morale, and the gradual 
dismantling of traditional gender roles that place disproportionate caregiving responsibilities 
on women. 
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C. Menopausal and Menstruation Leave in the Workplace  

Workplaces often fail to adequately accommodate women who are experiencing 

menstruation or menopause, which can have significant consequences for their productivity, 

health, and overall sense of dignity. Menstrual symptoms such as cramps, fatigue, and 

migraines, as well as menopausal challenges like hot flashes, sleep disturbances, and mood 

swings, can make it difficult for women to perform at their best when workplaces lack 

supportive policies or facilities. The absence of flexible schedules, access to rest areas, or 

understanding from management can lead to increased stress, absenteeism, and a feeling of 

being undervalued. Beyond the physical and mental health impacts, this lack of 

accommodation can reinforce stigma, undermine women’s confidence, and perpetuate 

inequality in professional environments. By creating inclusive policies and providing practical 

support, workplaces can help women manage these natural biological processes with dignity 

while maintaining engagement and productivity. Section 68 (1A) allows women to use sick 

leave for severe menstruation, but FWRM recommends more comprehensive measures. 

FWRM recommends that women should have access to: 

 Distinct paid menstruation leave, separate from sick leave and proposes 12 days per 

year as periods for most women occur monthly. 

 Flexible break times, appropriate bathroom facilities with showers and changing 

spaces, and access to menstrual products and proper disposal bins. 

 Reasonable accommodations such as paid menopausal leaves for women going 

through menopausal symptoms such as hot flushes, insomnia, concentration 

difficulties, and mental health concerns. 

These measures recognise the biological needs of women while supporting workplace 

participation and dignity. 

D. Child Labour Provisions  

Child labour is a serious violation of fundamental human rights, depriving children of their 
right to education, health, and a safe childhood. It exposes children to exploitation, hazardous 
conditions, and physical or psychological harm, limiting their ability to develop fully and 
participate meaningfully in society. Recognising these dangers, the International Labour 
Organization (ILO) has established legal frameworks to combat child labour. Convention 138 
sets the minimum age for employment to protect children from work that interferes with 
their education or development, while Convention 182 targets the worst forms of child 
labour, including slavery, trafficking, forced labour, and work that is likely to harm a child’s 
health, safety, or morals. By adhering to these conventions, governments and societies 
commit to safeguarding children’s rights, ensuring they grow in safe environments, receive 
education, and are protected from exploitation, thereby fostering healthier, more equitable 
communities.  
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FWRM recommends the Bill: 
 

 Define hazardous or inappropriate work, covering physical, mental, spiritual, moral, 
and social development. 

 FWRM requests that the Proposed Bill outline the specific categories under the 
Convention so that children being employed are protected. Additionally, we request 
that Section 98 include the different types of work i.e. industry, armed forces, 
hospitality etc. to protect children from being exploited in all areas of work. 

 
These measures protect children from exploitation and ensure alignment with international 
standards. 

 

2. Conclusion 

FWRM urges the Parliamentary Committee to strengthen the Employment Relations Bill 2025 
by: 

 Ensuring strong protections against sexual harassment, with no exceptions based on 
business size or cost. 

 Supporting maternity and paternity leave to promote gender equality and shared 
caregiving. 

 Providing reasonable accommodations for menstruation and menopause to uphold 
women’s dignity and workplace participation. 

 Ensuring child labour protections prioritize the best interests of children and prevent 
exploitation. 

 
These measures are critical to advancing gender equality, creating safe workplaces, and 
protecting the rights of women and children in Fiji. 
 

Ends.   

 

If there are any further questions on the submission, we can be contacted on the following:    

Fiji Women’s Rights Movement Level 2,    

TAF House 76 Gordon St, Suva    

Email: info@fwrm.org.fj    

Facebook: www.facebook.com/fwrm1    

Instagram: @fwrm1    

LinkedIn: https://www.linkedin.com/company/7596711    

YouTube: https://www.youtube.com/user/FWRM2011  
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