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President New
Year’s Message

I

am indeed grateful to have
the honour and privilege in
my capacity as President of the
National Union of Public Workers
(NUPW) to address you on the eve
of a New Year on behalf of the
membership, National Council,
Executive
Committee
and
Secretariat of this distinguished
organisation.
This is the time when resolutions
about health, finances, career,
and family, are made. I do hope
that whatever your resolutions,
you will obtain the success which
you seek.
It is my wish that the enthusiasm
and outpouring of nationalistic
pride, which was so evident in
the
50th
Anniversary
Independence celebrations, will
continue to inspire us to engage
in enlightening activities, which
can positively promote nation
building.
The challenges faced during the
past
year
were
not
insurmountable, though they
stubbornly tested the resolve of
the Union.

Nonetheless, NUPW still strive to
balance
the
overall
national
interest,
with
our
primary
obligation
to
efficiently
and
effectively represent the interest of
our membership.
Thus in order not to lose sight of
its signature mission of worker
representation, we would wish to
re-iterate that NUPW, while fully
committed to the consultative
process, will not waver in our
efforts
to
ensure
that
the
membership
is
vigorously
represented, and their rights
respected.
To this end, I wish to remind those
who have been critical of the
„withholding of labour’ as a means
of settling disputes that the „right to
strike’ is one of the oldest and most
critical components of effective
trade union bargaining.
It will never be our first choice, but
applying that right responsibly,
can assist in resolving the more
protracted
industrial
relations
disputes.
Collective
bargaining
risks becoming collective begging
and eventual capitulation without
this right.
Consider, that many who now seek
to denigrate and vilify the trade
union‟s call for action
have
benefitted from the improvements
to social and working conditions as
a result of the same trade union
agitation.
The year 2016 had its share of
unresolved
disputes, but
nonetheless, there was much for
which to be thankful, as the year
came to a close.
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For example, the securing of a
satisfactory
wages settlement
for the workers of the Grantley
Adams
Airport
(GAIA)
Inc.,
outstanding increments for the
employees
of
the
National
Petroleum Corporation (NPC) and
the appointments at the National
Housing
Corporation
(NHC)
should be particularly pleasing to
the workers of these entities.
I wish to publicly compliment the
workers at the GAIA Inc. for their
perseverance and commitment to
their just cause, and seeing the
long, difficult and at times
contentious negotiations through
to an amicable conclusion. In
addition, it would be remiss of
the Union, if it did not thank
management
of
these
organisations
for
their
compromise and goodwill, which
facilitated
the
successful
conclusion of the negotiations.
The Union looks forward to even
greater cooperation between the
Union and Government agencies
in 2017 and beyond, as we seek
to foster a harmonious industrial
relations environment.
As mentioned before, there are
still some unresolved matters to
which we must attend. While we
are somewhat pleased that the
ruling of the Employment Rights
Tribunal has vindicated the
position of the disadvantaged
workers at the NCC we were not
totally
pleased
with
the
settlement.
We also await the outcome of the
matter engaging the attention of
the law courts as it relates to the
displaced BIDC workers.
Continued on page 2

President
New Year’s Message
(Cont’d)
We remain firm in our view that
workers transitioning from the
general Public Service to the
Barbados Revenue Authority (BRA)
should do so with all their rights and
privileges (inclusive of pension rights)
intact. We also think that a strong
case has been made on why the
Customs and Excise Department
should remain in the Public Service
because of its border control
component. So our work is still not
yet done.
We remain firm to our commitment
on being an integral part of our
community.
To
this
end,
membership can look forward to a
number of new initiatives in 2017. In
addition, the Union will continue to
contribute
to
individuals
and
organisations who perform charitable
work.
On this the first day of the new year,
it is my hope that we all will realize a
measure of prosperity in our
personal lives and that each of us,
wherever we may be, will endeavor to
make some contribution, however
small, to the development of our
country.
On behalf of the NUPW and in the
spirit of peace, goodwill and love, I
wish all Barbadians much success
and prosperity in the New Year.
Akanni McDowall
President

APPOINTMENTS
As part of its most recent salary proposal the NUPW submitted to
Government that all Public Servants who worked for three (3) years
or more continuous service, should be appointed.
The Government agreed, and during the last Financial Statements
and Budgetary proposals announced the establishment of 555
public sector posts.
This meant that despite what was contained in the Public Service
Act 2007, ALL Public Servants who met the criteria would be
appointed.
In essence, nearly all Public Servants would be appointed since
persons with less than three (3) years service had been sent home
during the Government‟s 2014 retrenchment programme.
The NUPW has two major objectives:
(i)

Appointments of Pubic Servants; and

(ii) Securing a salary increase for all its members.
Appointments have been on the Union‟s agenda for more than 20
years.
Appointments in the past were solely done based on
seniority. At that time the only concerns the Union had was
making sure that they were enough positions and that persons
were appointed in a timely manner.
However, the last Government brought to the house in 2007 the
Public Service Act, and all of that changed. In summary, Section
13 of the Act states that:
‘persons who were temporary for more than 3 continuous
years up until December 2007 should be appointed.’
Persons who would not have met this requirement were subject to
the recruitment and employment code which meant that
persons would only be appointed after going through a process of
competitive selection. More importantly, all positions had to be
circularized and Public Servants had to apply for them. The Act
also stated that a post should not remain vacant for more than 1
year.
There were many problems faced with the Act:(i) There were more people eligible for appointments than they
were vacant post to accommodate them. Therefore, some
workers had to wait until they were vacancies before post were
filled.
The
Union
would
have
recommended
that
supernumerary post be created so that persons would not lose
their seniority.
Continued on page 3
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APPOINTMENTS (CONT’D)
(ii)

All workers who did not fit the
criteria
of
having
3
consecutive years before 2007
had to be interviewed. This
meant on many occasions that
the most senior person did not
always receive the position.
This was a major problem
since
workers
complained
about the integrity of the
recruitment process and the
length of time that it took to
fill posts.
For example, the Union had
officers who would have acted
for several years supervising
workers. Interviews
were
called; these officers attended
the
interviews,
were
‘unsuccessful’ in getting the
post and had to revert to their
substantive posts. To make
matters
worse
the
persons who
they
were
supervising were promoted
and were now supervising
them. This
caused
many
people to resign or feel
uncomfortable
in
their
working environment.

The Union always pointed to the
fact that it was not the workers‟
fault that posts were not filled in a
certain time period as stated in the
Act (post should not remain vacant
for more than 1 year). However,
what the Act does not say is that
the person who is working in a
post should automatically be
appointed in the post.

SALARIES & WAGES
NEGOTIATIONS
Last year the NUPW submitted
proposal for Public Servants to
cover the period 2014 - 2016 while
the non-salaried issues have been
discussed we are now awaiting a
date for salary negotiations to
begin.

Akanni McDowall

A Salary
Increase is
Necessary for
Economic
Growth and
Productivity

T

he consensus among many
labour
and
employers‟
organizations
across
the
Caribbean region is that a wageled growth strategy is the way
forward. The Barbados economy
needs to re-focus on this as the
solution to improving our
economic status. Any growth
strategy which is to be sustained
must include a pro-labour wage
policy. We cannot continue to
keep measures in place that stifle
demand and productivity. The
last nine years have proven that
the alternative profit-led strategy
is wrong.
There has also been much debate
over the need for increased
productivity. Evidence suggests
that more emphasis has to be
placed on the effects of increased
wages
on
productivity
improvement. With the lack of a
wage
increase,
and the
increasing
burden
of
overwhelming debt and inflation,
it cannot be expected that there
will be optimal productivity or a
fostering
of
good
work
relationships.

Therefore, increases in wages
will
not
only
improve
consumption and demand but
this in turn will increase
productivity and stimulate
investment.

The Case for a WageLed Economic Growth
Strategy
It is clear that since the
recession of 2008, many things
have changed. These changes
have put the workers at a
severe disadvantage. Both
income and wage inequalities
have increased. The minimum
wage, which was once used as
a benchmark wage that we
must not go below is one now
viewed as one not to go above.
As a result, workers are now
increasingly relying on credit to
meet their demand for goods
and services required to
maintain their standard of
living.
The burden on the workers has
been compounded by an
overwhelming
focus
on
macroeconomic
policies
including increased taxes,
benefits reduction, freezing of
wages, privatization, and
deregulation. These policies
have not only failed to
stimulate the economy as
promised, but have in fact
become
increasingly
destructive. The destruction is
evident in the job losses,
closure of small and large
businesses and an overall
feeling of frustration, while not
solving
the
intended
macroeconomic problems of the
country.

Continued on page 4
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A Salary Increase is
Necessary for Economic
Growth and Productivity
(Cont’d)
In the face of it all, there is a
compelling case to be made for a
wage-led economic growth
strategy that was highly
successful in the past. This
would be consistent with any
growth strategy chosen by the
government, whether it is
outward looking and increasingly
concentrated on tourism or
inward looking with the focus on
import substitution. The goal is
to earn foreign exchange from a
growth strategy.

Traditional
Thinking

vs.

Modern

There is a view by some
economists that policies, which
promote moderation of wages
and hence view wages as a cost
rather than a way to generate
demand, are the key to creating a
competitive economy. This is the
concept behind the profit-led
growth strategy and in most
economies, actually results in the
worsening of economic conditions
and contributes to more strain
on the economy and income
inequality.
During the world financial crisis
of 2007, worldwide wage
moderation led to a reduction in
consumption.
Naturally,
production fell. In the face of
fiscal deterioration, governments
resorted to borrowing, which
increased their national debt.
This was accompanied by rising
household debt, which put
further burdens on the economy.
The expectation was for workers
to hold strain. It was hoped that
t hi s w o ul d at t r ac t mor e
investment, resulting in the
creation of jobs and more
production.
However,
consumption drives production
and workers‟ incomes demand
the former.

Analysis has shown that very few
economies can sustain a profitled growth strategy. It is agreed
that the neo-liberal policies
associated with this strategy are
largely out-dated, unsuccessful
and contribute to an overall
decline in the welfare of workers
and their dependents

Conclusion
It is now accepted that the vast
majority of economies need a
more sustainable wage-led
growth strategy. This is because
the increase in the labour share
of output/income would promote
an increase in demand and
consumption.
This in turn leads to more
production and by extension,
economic growth over the shortterm. This inspires a marked
accumulation of capital over the
long-term.
In looking ahead, strategic
interventions by workers‟ unions
in conjunction with policymakers
can result in an economy of high
employment, which addresses
the vexing issue of income
inequality in the pursuit of
economic
growth
and
development and social justice.

Asokore Beckles
Chairman
Salaries & Wages
Negotiations Committee

Role of the
Shop Steward
In recognizing the pivotal
role
of
continuous
communication
and
representation
of
its
members
within
the
wor kplac e,
t he
NUPW
endeavours to get all Shop
Stewards functioning to
facilitate
the
grievance
procedure, to organise new
members and to facilitate
effective communication.
The duties of Shop Stewards
include:


Representing the interest of
the Union‟s members in
grievances, disputes and
negotiations
at
the
departmental level.



Recruiting members and
ensuring that deductions
are made consistently
with a view to ensuring
that all workers are
organised in the Union.



Convening
regular
meetings and conducting
ongoing
dialogue
at
section/departmental
level.



Informing members of
union matters affecting
them.

The Union shall at all times
protect Shop Stewards from
victimization
in
the
performance of their duties
as Union Stewards (vide ILO
convention 158).
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DEFINING THE CONTRACT
OF EMPLOYMENT
In this dynamic and globalised
environment of work, there is a
proliferation of the practice of
engaging persons as independent
contractors also referred to as
self employed persons. In seeking
to escape the obligations that
must be extended to employees,
employers are opting to engage
persons on terms that are often
misconstrued as being self
employed. This has highlighted
the need to accurately define who
is an employee versus a self
employed person.
One of the premises being used
by employers to treat persons as
self employed, is the practice of
not making statutory deductions
from the worker‟s pay, namely
National Insurance and Income
Tax. In Barbados, this practice is
not peculiar to the private sector,
since agencies of Government
have been hiring person as self
employed workers and requesting
them to make their own statutory
deductions.

This brings into focus, the
significance of being able to make
the
distinction
between
a
contract of service and a contract
for service.
CONTRACT OF SERVICE
The contract of service refers to
persons whose services are
engaged as employees also
characterized as
a
masterservant relationship.
CONTRACT FOR SERVICE
The contract for service refers to
a person who is hired as an
independent
contractor/self
employed person.
Several tests can be applied to
determine
the
contractual
relationship including:


The Control Test



The Integration Test



The Multiple Test



The Mutuality of Obligation
Test



A number of these workers had
approached
the
National
Insurance Office to seek coverage
as self employed persons. Despite
the fact that the employer had
determined that the workers were
under a contract for service, the
National Insurance Office did not
permit them to register under
that status based on the fact that
the workers were in a contractual
relationship depicting that of an
employee.

Part Time/Casual Worker

THE CONTROL TEST seeks to
establish that a person is an
employee based on the extent of
control that the employer has
over the individual‟s work. It
includes the worker falling under
regulated hours of work, work
breaks, rules and regulations
and the manner in which the
work is to be carried out.

THE INTEGRATION TEST seeks to
address the deficiencies of the
control
test
and
this
is
determined by the extent to
which the worker is integrated in
the employer‟s business.
Reference can be made to the
case of Sagicor Insurance Co V.
Carter et al BB 2007 HC 19 in
which the court ruled that the
work
carried
out
by
the
defendants was integral to the
organization and was a contract
of service.
THE MULTIPLE TEST provides a
wider definition to the concepts
used in the integration and
control tests. Some contractual
relations
can
depict
characteristics of both being
employed and self employed.
THE

MUTUALITY

OF

OBLIGATION TEST is used to help
determine that a contract of
service exists. Under a contract
of service, the employer is
obligated to provide work for
remuneration and the individual
has an obligation to carry out the
work under the control of the
employer. However, this is not
the only test since other factors
such
as
control
must
be
considered to determine whether
the worker is acting on his or her
own account.
Continued on page 6
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DEFINING THE
CONTRACT OF
EMPLOYMENT
(Cont’d)
Where the worker controls the
manner in which the work is
carried out and has the freedom
to engage his or her services
outside
the
contractual
arrangement, a contract for
service can be deemed to exist
despite the factor of mutuality of
obligation being present.
THE

PART

TIME/CASUAL

WORKER arrangement can be a
complex issue in determining the
contractual relationship. The law
courts have not depended solely
on the mutuality of obligation
test in determining whether a
contract for service exists for part
time workers.

Workers can be placed at a
disadvantage where they are
incorrectly
treated
as
independent contractors. Many
contemporary
work
arrangements cannot be simply
characterized as master/servant
where the issue of control is not
clear cut. Several other tests
must be applied to arrive at
making
an
accurate
interpretation as to whether the
contract is one “for service” or “of
service”. Each contract must be
judged on all its facts even where
a number of similarities may be
identified in case law.
Prepared by Wayne Walrond
Assistant General Secretary

Sweet Potato Choice Bread
Ingredients
1½ lbs self-raising flour
1 lb boiled potato
½ pt. water and milk
½ cup raisins
1 teaspoon salt

¾ cup lard
½ cup butter
1 cup grated coconut
2 teaspoons nutmeg
1 teaspoon spice
METHOD
Mash hot potatoes, add sugar,
butter and lard. Beat well and
cool.
Add coconut, spices, milk and
chopped raisins. Sift in flour,
baking powder and salt.
Make a firm dough, form
loaves and bake at 350 degrees
F for 45 minutes or until
finished.

Mission Statement

Statutory provisions have been
made to protect part time
employees by granting benefits
based on serving minimum
periods of employment hours
worked weekly and aggregated
periods
of
employment.
In
Barbados, an employee must
work for at least twenty-one
hours per week as one of the
conditions
to
qualify
for
severance. A person can qualify
for unemployment benefit under
Barbados National Insurance
Scheme by being insured for at
least one year and having paid at
least twenty contributions.

The Public Worker is the
Newsletter of the National
Union of Public Workers
(NUPW).

Comments of contributors to
this newsletter are not
necessarily those of the
NUPW.

Complied and produced by the
NUPW.

Send your correspondence to:

CONCLUSION
There
needs
to
be
an
understanding between parties in
their contractual relationship so
that the required obligations are
upheld.

The NUPW reserves the right
to edit or refuse any article
which may be offensive, not in
good taste, or defamatory.

To be a professional provider of worker representation
and soci-economic benefits to the Public Workers
in Barbados and the wider Caribbean.

Letters to the Editor are
welcome,
however,
they
should be brief and must bear
the name, address and
telephone number of the
sender.

The Public Worker
C/o The National Union of
Public Workers
Dalkeith Road
St. Michael
E-mail:
nupwbarbados1@gmail.com
Telephone:
Tel: 1-246-426-4971
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UNION NEWS
NUPW’s Recruitment
Drive
The NUPW will be embarking on a
Recruitment Drive commencing February
15, 2017.

NUPW’s Retirees' Cruise
2017
Due to the success of the first NUPW Retirees‟
Cruise to the Panama Canal in November 2015, the
Committee of Management is pleased to announce
the NUPW Retirees‟ Cruise 2017.

73rd Annual General
Conference

This cruise is for twelve (12) days on the Royal
Caribbean-Anthem of the Seas from December 2
- 14, 2017. Travelers will board at Cape Liberty,
New Jersey, USA.

The Official Opening of the 73rd Annual
General Conference will take place on
Thursday, March 23, 2017, at the
Horatio
Cooke
Auditorium,
NUPW
Complex, Dalkeith Road, St. Michael.

The NUPW Retirees Division will again partner with
Travel Agents Xclusive Travel and Services Co.
Ltd who will facilitate all bookings, enquires and
related services.

The business session will be held on
Saturday, March 25, 2017 at 11.00 a.m.

NUPW’s Elections
Voting for the election of a New Executive
Committee will take place on

April 5, 2017
Elective Offices:
President
1st Vice President
2nd Vice President
3rd Vice President
General Treasurer
Deputy General Treasurer

2017 CPSA Conference

DATE

PORT

DATE

PORT

Dec.
2

Cape Liberty
New Jersey

Dec. 9

St. Johns,
Antigua

Dec.
3

Cruising

Dec. 10

Phillipsburg,
St. Maarten

Dec.
4

Cruising

Dec. 11

Cruising

Dec.
5

San Juan,
Puerto Rico

Dec. 12

Cruising

Dec.
6

Basseterre,
St. Kitts

Dec. 13

Cruising

Dec.
7

Castries,
St. Lucia

Dec. 14

Cape Liberty,
New Jersey

Dec.
8

Bridgetown,
Barbados

For further information contact Xclusive
Travel and Services at 428-9028, 253-7602,
xclustravl@gmail.com; OR Mr. Richard Green at
826-2802, richardagreen127@gmail.com.

The 2017 Caribbean Public Services
Association Conference will be held in
Anguilla during the period July 15 - 22,
2017.
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Welcome Remarks given by
Ms. Roslyn Smith, General
Secretary, NUPW at the
Barbados
Employers
Confederation Workshop on
Productivity
Improvements
for
Sma ll
and
Micro
Enterprises
Senator, the Honourable Dr. Esther
Byer-Suckoo, my fellow Trade
Unionists, specially invited guests,
the staff and members of the
Barbados Employers‟ Confederation,
ladies and gentlemen, Good
morning.
It is indeed a pleasure, and also an
honour, to be given the opportunity,
to provide welcoming remarks,
within this forum. This workshop is
not only timely, given the current
state of affairs surrounding the
current employment relations
climate, but today‟s discussions are
also very necessary.
The issue of increased productivity
continues to be a goal vigorously
chased, and in most instances,
appears to be out of the reaches of
employers. Similarly, in the public
sector, Government has sought to
introduce mechanisms aimed at
increasing productivity, with limited
results.

As the largest public sector union,
the National Union of Public
Workers supports any effort which
is
aimed
at
increasing
productivity, but oftentimes,
individuals with authority within
Government departments, and
offices which are run by statutory
boards, often come to loggerheads
over the means used to reach a
utopia based on increased
productivity.

Employees continue to grapple
with
poor
working
environments, pay which is
deemed inconsistent not only
with their duties, but with the
increased cost of living in
Barbados, and also, many
employees approach our Union,
with grievances which centre
on a lack of respect from senior
staff in their respective
departments.

Our goals remain the same, but
methods used to reach those
goals, lead to conflict, long and
sometimes tortuous meetings
without resolve, go-slows, and
strike action. Sometimes strike
action works! as was seen recently
when the NUPW was able to gain
a nice Christmas gift of 7% for our
GAIA Inc. members.

It is with these continuing
workers‟ issues, that trade
unions are often seen as a
„thorn in the side‟ of businesses
and government departments,
when they see productivity on
the horizon, but out of their
reaches. Again, the NUPW
pledges to assist with worker
productivity – but not at the
expense of workers‟ rights, not
outside of the laws of
Barbados, and not sacrificing
the principles found within the
Social Partnership Agreement.

Nonetheless, things like go-slows
and strike actions, should really
be used lightly and sparingly; they
should be seen as „last resorts‟
when bringing the issues of
aggrieved workers to light;
especially when legislation, and
the social partnership agreement,
stand as paramount documents,
which honour principles of good
faith and best practices, when
seeking to bring resolution to a
plethora of workers‟ issues.
Productivity then, should not only
be the concern of businesses,
Government agencies, and trade
unions, but it should be the
business of those who are at the
root of increased productivity –
employees. Without their belief,
and
consistent
efforts,
productivity, instead of being a
goal, will continue to take the
form of being a challenge.
But what are the concerns of
those who provide productivity?

The NUPW will continue to
protect its nucleus – our
members.
So as we open today‟s
discussions, the NUPW is
hoping for fruitful discussions
which look at every element of
the sphere of productivity, and
positively affect, and ultimately
understand, and improve,
productivity.

Thank you!!
Roslyn Smith
General Secretary

