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1 INTRODUCTION 

The Ministry of Energy (MOE) is committed to advancing gender equality and social inclusion in the 
energy sector, as demonstrated in the Gender Equality Strategy and Action Plan (GESAP) for the energy 
sector of 2022 as well as the re-launch of the Zambia Gender and Energy Network (ZGEN). This is also 
reflected in the development of the Integrated Resource Plan (IRP) for the energy sector. The IRP is a 
30-year power sector plan that includes large investments in generation, transmission, and distribution 
in order to meet the increasing demand for electricity in the country. 

This Social Safeguard Framework (SSF) has been developed to ensure that gender and social inclusion is 
effectively mainstreamed in all energy projects under the IRP. These energy projects range from mini-
hydro plants, solar mini-grids, grid extensions and wind farms among others. The SSF aims at preventing 
and mitigating social risks such as sexual harassment, HIV/AIDS and land resettlement, as well as 
creating employment opportunities for targeted citizen, particularly women, youth, and persons with 
disabilities. The SSF is divided into three chapters. Chapter 1 provides the background and rationale of 
the SSF, Chapter 2 covers the six social safeguard standards and Chapter 3 outlines the proposed 
implementation framework.  

What are Social Safeguards?  

Environmental and social safeguards refer to policies, procedures, and measures intended to prevent, 
reduce and mitigate unintended negative impacts on people and the environment in development 
projects1 This is critically important since there are many examples of large-scale development projects 
that have led to negative social impacts such as involuntarily resettlement and sexual harassment, often 
affecting women and other disadvantaged groups disproportionally. Traditionally, social safeguards 
have mainly been informed by the “do no harm” approach. This approach is associated with the 
development of risk management systems to identify and prevent social risks in the context of the 
intervention. Although the emphasis on risk management is still strong in international social 
safeguards frameworks, the role of social safeguards has evolved beyond do-no-harm. Nowadays, 
social safeguards are expected to go beyond risk prevention and include measures aimed at increasing 
socio-economic opportunities in the project area, especially for women, youths, PWD, and other 
disadvantaged groups, making gender and social inclusion (GSI) an integral part of social safeguards. 
MOE defines social safeguards as measures aimed at preventing social risks, increasing gender equality 
and social inclusion, and enhancing sustainability and overall viability of energy projects.  

Objectives and Scope   

The MOE is committed to support public and private Developers in the development and 
implementation of energy infrastructure projects that are socially sustainable, and to enhance the 
capacity to assess and manage social risks and impacts of energy infrastructure projects. To this end, 
the MOE has developed social safeguard standards, designed to prevent or mitigate social risks and 
negative impacts of projects and to enhance opportunities and positive impacts. The social safeguards 
standards are informed by a strong gender equality and social inclusion perspective, demonstrated 
through the focus on women, youth and persons with disability.  
 
The scope of this document is limited to country specific social risks typical for Zambia, that are deemed 
as medium to high risk and therefore applicable to all energy infrastructure projects. The risk 
assessment has partly been based on data from ZamStat, which gives an indication of the likelihood 

and probability of the social and gender issues addressed in this document, see Appendix A .  Social 

                                                 
1 Tello, R., 2015. Social Safeguards: Avoiding the Unintended Impacts of Development. Amakalla Publishing. 

https://www.moe.gov.zm/wp-content/uploads/2022/08/Gender-Equality-Strategy-and-Action-Plan-for-the-Energy-Sector.pdf
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risks related to land acquisition and resettlement are also covered in this document. While these risks 
do not apply to all projects, they are relatively common and the potential severity of impact is high.  
 
With the exception of land resettlement, this document does not address project-specific social risks 
such as adverse impacts on cultural heritage sites and historically underserved traditional local 
communities. In projects where such risks are identified, developers are referred to the World Bank’s 
standards ESS7 and ESS8.  Environmental and Health and Safety risks are beyond the scope of this 
document, although certain health and safety aspects are covered in relation to labour influx such as 
HIV/AIDS.  
 
In terms of the scope of application, the social safeguards standards presented in this document are 
targeted towards public and private developers, Engineering Procurement and Construction (EPC) 
contractors and sub-contractors in the energy sector. The social safeguards should be applied in all 
energy infrastructure projects that require an Environmental Impact Assessment (EIA), according to the 
Zambia Environmental Management Agency (ZEMA). Although the focus is on Developers and 
Contractors, offtakers and investors can also make use of the social safeguards by incorporating them 
in the procurement process, due diligence and funding conditions.  
 

Why does the Energy Sector in Zambia need Social Safeguard Standards? 

To address gaps in existing social safeguard frameworks and establish a common framework across 
projects and developers that is tailored towards the Zambian context. 
Social safeguards in Zambia are mainly governed by the national regulations on Environmental Impact 
Assessment2, which are strongly biased towards environmental issues. This means that social risks and 
relevant mitigation or enhancement measures are often absent or not sufficiently covered in the EIA 
and the Environmental and Social Management Plans (ESMP). The ESMP is based on the findings of the 
EIA and serves as an action plan for the project, with specific measures, performance indicators and 
frequency of monitoring. Due to the gap in national legislation, the incorporation of social and gender 
issues in the EIA and ESMP tends to be ad-hoc, based on the financier’s requirements.  
 
Multinational financial institutions and other cooperating partners usually rely on international 
environmental and social frameworks such as the World Bank’s Environmental and Social Standards 
(ESS) and the IFC Performance Standards, which are more comprehensive and detailed in addressing 
social aspects – especially related to labour issues, stakeholder engagement, and land resettlement. 
However, gaps still exist in providing standards for addressing sexual exploitation, abuse, and sexual 
harassment (SEAH), HIV/AIDS and equal opportunities in employment3, and some standards are rather 
generic as they need to be applied across countries. This also applies to the regional Environmental and 
Social Management Framework (ESMF) for the Southern African Power Pool (SAPP).  
 
The social safeguards standards for the energy sector will increase cohesion and consistency in how 
social risks are managed across projects and developers. They will also ensure that measures to prevent 
negative impacts and increase positive impacts are specific and tailored towards the Zambian context.   
 
To achieve bankability for priority energy projects 
The construction phase of major energy projects in Zambia is usually financed by financial institutions 
such as development and commercial banks and donor agencies. These institutions will generally 
conduct appraisals and due diligences of feasibility studies to ensure that their requirements are 

                                                 
2
 Environmental Protection and Pollution Control (Environmental Impact Assessment) Regulations, Statutory Instrument No.28 of 1997 

3 The World Bank has developed Good Practice Notes on SEAH, Project related labour influx, and Non-Discrimination which provides more 

details on how to address these social issues but these ate not mandatory requirements.  

https://thedocs.worldbank.org/en/doc/837721522762050108-0290022018/original/ESFFramework.pdf#page=89&zoom=80
https://thedocs.worldbank.org/en/doc/837721522762050108-0290022018/original/ESFFramework.pdf#page=99&zoom=80
https://www.zema.org.zm/wp-content/uploads/2023/03/EIA-REGULATIONS-STATUTORY-INSTRUMENT-NO.-28-OF-1997.pdf
https://www.zema.org.zm/wp-content/uploads/2023/03/EIA-REGULATIONS-STATUTORY-INSTRUMENT-NO.-28-OF-1997.pdf
https://www.worldbank.org/en/projects-operations/environmental-and-social-framework/brief/environmental-and-social-standards
https://www.ifc.org/wps/wcm/connect/Topics_Ext_Content/IFC_External_Corporate_Site/Sustainability-At-IFC/Policies-Standards/Performance-Standards
https://www.sapp.co.zw/sites/default/files/499745_Final%20SAPP%20ESMF%20Report_Final_20180919.pdf
https://www.sapp.co.zw/sites/default/files/499745_Final%20SAPP%20ESMF%20Report_Final_20180919.pdf
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addressed. A key focus of the appraisal process is on the environmental and social assessment of 
project impacts. The in-country EIAs, approved by ZEMA, are reviewed to determine if they meet 
environmental and social safeguard requirements. Often, utilities are required to update the existing 
ESIA documentation and conduct additional environmental and social studies. This has delayed some 
Zambian energy projects from achieving bankability4.  
 
To comply with national legislation on gender equality and social inclusion  
Zambia has a strong legal and policy framework on gender equality and social inclusion, as 
demonstrated by the Gender Equity and Equality Act and the Citizen Economic Empowerment Act to 
mention a few. The Ministry of Energy is equally committed to advancing gender equality and social 
inclusion, as reflected in the National Energy Policy of 2019 and the Gender Equality Strategy and Action 
Plan (GESAP) for the energy sector. The development of social safeguards requirements will contribute 
to increased social and gender integration in energy projects, which is one of the specific objectives of 
the GESAP. 
 
To increase opportunities for targeted citizens in energy projects 
Since independence, the Zambian Government has embraced the economic empowerment of citizens 
as an integral part of its national economic transformation programme, enshrined in its policies and 
strategies. This commitment is demonstrated through the establishment of the Citizens Economic 
Empowerment Commission (CEEC), whose mandate is to promote broad based and equitable economic 
empowerment of targeted citizens. These are citizens who have been marginalized or disadvantaged 
and whose access to economic resources and development capacity has been constrained due to 
various factors such as race, sex, educational background, status and disability. Economic 
empowerment of targeted citizens is also a priority in the 8th National Development Plan, which 
advocates for investments aimed at creating opportunities and a supportive environment for women, 
youth, and PWD.   

Why are Environmental Safeguards Standards not Covered is this Guide? 

As part of the process of developing these social safeguard standards, a number of EIAs and ESMPs for 
energy projects were reviewed and it was found that environmental aspects are comprehensively 
assessed and appropriate measures have been formulated. By contrast, social aspects are often 
neglected or not given the same attention. This is likely to be a result of the legal framework on EIAs 
which is strongly biased towards environmental aspects. 

What are the Linkages to National and International Safeguard Requirements? 

The social safeguard areas and requirements presented in the next chapter should be seen as a 
complement to and extension of, national and international requirements.  
 
National Social Safeguards Requirements  
The Zambia Environmental Management Agency (ZEMA) is mandated to oversee the implementation 
of the regulations on Environmental Impact Assessment. Developers in Zambia are required to conduct 
an Environmental Impact Assessment (EIA) to assess the environmental impacts of their projects. 
Although the regulations and the EIA template developed by ZEMA are mainly focused on 
environmental issues, socio-economic impacts (positive and negative) are also mentioned, see 

Appendix B  for more details. As shown is Table 1 below, the social safeguard standards for the energy 
sector provide more clarity on the socio-economic considerations that are mentioned in the EIA 
regulations.  
 

                                                 
4 Southern Africa Power Pool (SAPP) Environmental and Social Management Framework (ESMF) 

https://www.zema.org.zm/wp-content/uploads/2023/03/EIA-REGULATIONS-STATUTORY-INSTRUMENT-NO.-28-OF-1997.pdf
https://investzambia.zda.org.zm/wp-content/uploads/2019/03/Environmental-Impact-Statement-Format.pdf
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Table 1 Linkages to the National EIA regulations   
 

National EIA regulations  Social Safeguards Standards for Energy Projects  

Third Schedule – Terms of Reference  
(2) Socio-economic considerations 

 

(i) Effects on generation or 
reduction of employment in the 
area 
 

Standard 1 on Labour and Working Conditions; Standard 2 on 
Non-discrimination and Equal Opportunity; and Standard 3 
on SEAH aim to prevent negative impacts and increase 
positive impacts of employment.   

(ii)  Social cohesion or disruption 
(resettlement) 

Standard 5 on Resettlement and Land Resettlement covers 
land and livelihood related impacts  

(iii) Immigration (including people 
attracted to a site because of 

economic opportunities)   

Standard 4 on Community Protection and Empowerment 
covers project-related labour influx, including influx of 
“followers”.  

(iv) Communication - roads opened 
up, closed, re-routed 

Out of scope. 

(v) Local economic impacts. Standard 2 on Non-discrimination and Equal Opportunity and 
Standard 4 on Community Protection and Empowerment, 
cover impacts related to the local economy.  

Part III Environmental Impact 

Statement - Public consultations  

 

10. (1) The Developer shall take all 
measures necessary to seek the 
views of the people in the 
communities who will be affected 
by the project. 

Standard 6 on Stakeholder Engagement and Information 
Disclosure merges the requirement of the national EIA 
regulations with the requirements of the WB ESS10.  

 
International Social Safeguards Requirements 
The Social Safeguards Standards for the energy sectors are also aligned with the World Bank’s 
Environmental and Social Standards (ESS) and associated Guidance Notes and Good Practice Notes 
(GPN). The WB has ten standards and the requirements covered within the standards can roughly be 
divided into three categories: Health and Safety; Environment; and Social and Gender. The social 
safeguards standards developed for the energy sector are focused on the latter – social and gender 
aspects. Further, the requirements are more detailed and tailored towards the Zambian context and 
the energy sector. See Table 2 below.  
 
Table 2 Linkages to the World Bank’s Social Standards 
 

World Bank’s Environmental and Social 
Standards (ESS) 

Social Safeguards Standards for the energy sector  

ESS1 Assessment and Management of 
Environmental and Social Risks and 
Impacts 

See implementation   

ESS2 Labour and Working Conditions 
 
GPN SEAH 
GPN Non-discrimination and Disability   

ESS2 is covered through two separate standards: Standard 
1 on Labour and Working Conditions and Standard 2 on 
Non-Discrimination and Equal Opportunity. The latter 
focusing specifically on women, youth and persons with 
disabilities. Further, Standard 3 on SEAH has been 
developed, partly based on the WB’s GPN SEAH.  

https://www.worldbank.org/en/projects-operations/environmental-and-social-framework/brief/environmental-and-social-standards
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ESS3 Resource Efficiency and Pollution 
Prevention and Management  

Outside the scope of this document. 

ESS4: Community Health and Safety  
 
GPN SEAH 
GPN Project-related labour Influx 

Standard 4 on Community Protection and Empowerment 
covers parts of the ESS4 but focuses specifically on 
HIV/AIDS and the gender-related impact of labour influx 
on the community (partly adopted from the WB’s GPN 
Labour influx and GPN SEAH). It also goes beyond risks and 
focus on how to amplify the positive impacts of the 
projects on the community.    

ESS5: Land Acquisition, Restrictions on 
Land Use and Involuntary 
Resettlement  

Standard 5 on Resettlement incorporates requirements 
from ESS5 but is tailored towards the Zambian context.   

ESS6: Biodiversity Conservation and 
Sustainable Management of Living 
Natural Resources 

Outside the scope of this document. 

ESS7: Indigenous Peoples /Sub-
Saharan African Historically Under-
served Traditional Local Communities 

Outside the scope of this document.  

ESS8: Cultural Heritage  Outside the scope of this document. 

ESS9: Financial Intermediaries  Outside the scope of this document. 

ESS10: Stakeholder Engagement and 
Information Disclosure 

Standard 6 on Stakeholder Engagement and Information 
Disclosure, incorporates requirements from ESS10 but are 
tailored towards the Zambian context.   
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2 SOCIAL SAFEGUARD STANDARDS 

The social safeguards standards, and requirements presented in the below sections are targeting 
developers and contractors in the energy sector. They should be applied to all energy infrastructure 
projects that require an Environmental Impact Assessment (EIA) by ZEMA. Key social and gender 

statistics on some of the issues addressed in this document are provided in  Appendix A . 
 

Social Safeguard Standard 1: Labour and Working Conditions  

The construction phase of energy infrastructure projects is associated with risks related to working 
conditions. Although construction is one of Zambia’s fastest growing sectors, it ranks near the bottom 
of all employment sectors in terms of wages, proportion of permanent employees, social protection 
awareness and unionized employees5. It also has inherent occupational safety and health risks. Many 
of the upcoming generation projects under the IRP will be constructed in remote rural areas where 
education levels are low and there is a lack of awareness of workers’ rights. This is likely to increase the 
risk of exploitative working conditions. In addition, in projects implemented by foreign contractors, 
language barriers and cultural differences in work/business ethics and labour practices may constitute 
additional risk factors. There are also risks associated with child labour, under aged workers and forced 
labour. This Standard is partly informed by the World Bank’s ESS1.  
 
Legal Framework  
▪ The Employment Code Act No. 3 of 20196 regulates various aspects of employment in Zambia, 

including employment contracts, working conditions, termination of employment, and child labour 
and employment of young persons. It aims to ensure fair employment practices and protect 
workers' rights. 

▪ The Industrial and Labour Relations Act No. 27 of 19937  governs industrial and labour relations in 
Zambia, covering various aspects related to employment, trade unions, collective bargaining, 
dispute resolution, and workers' rights, including the duty of employers to register with the Labour 
Commissioner and enter into a recognition agreement with a trade union.   

▪ Worker’s Compensation Act No. 10 of 19998 provides for compensation of workers who have been 
disabled by accidents or diseases contracted in the course of their employment.  

▪ National Health Insurance Act No. 2 of 20189: introduces a mandatory health insurance scheme 
known as the National Health Insurance Scheme (NHIS). It is mandatory for employers to 
contribute to the NHIS for the healthcare coverage of their employees.  

▪ Anti-Trafficking Act No. 11 of 2008: Criminalizes human trafficking, outlining offenses, penalties, 
and procedures for investigation and prosecution. It establishes the Anti-Human Trafficking Unit 
(AHTU) within the Zambia Police Service to handle trafficking cases. 

 
Objectives  
▪ To promote fair treatment, decent working conditions and the health and well-being of workers 
▪ To prevent the use of all forms of forced labour and child labour.  
▪ To support the principles of freedom of association and collective bargaining of project workers 
▪ To provide project workers with accessible means to raise workplace concerns. 

                                                 
5 ILO, 2015. Good working conditions, good business?: An analysis of Zambia's building construction market system 
6https://www.parliament.gov.zm/sites/default/files/documents/acts/The%20Employment%20Code%20Act%20No.%203%
20of%202019.pdf 
7https://www.parliament.gov.zm/sites/default/files/documents/acts/Industrial%20and%20Labour%20Relations%20Act.pdf 
8 https://www.parliament.gov.zm/sites/default/files/documents/acts/Workers%27%20Compensation%20Act.pdf 
9https://www.parliament.gov.zm/sites/default/files/documents/acts/The%20National%20Health%20Insurance%20Actl%2

C%20No.2%20of%202018%20Sig.pdf 

https://pubdocs.worldbank.org/en/837721522762050108/Environmental-and-Social-Framework.pdf#page=45&zoom=80
https://www.parliament.gov.zm/sites/default/files/documents/acts/The%20Employment%20Code%20Act%20No.%203%20of%202019.pdf
https://www.parliament.gov.zm/sites/default/files/documents/acts/The%20Employment%20Code%20Act%20No.%203%20of%202019.pdf
https://www.parliament.gov.zm/sites/default/files/documents/acts/The%20Employment%20Code%20Act%20No.%203%20of%202019.pdf
https://www.parliament.gov.zm/sites/default/files/documents/acts/Industrial%20and%20Labour%20Relations%20Act.pdf
https://www.parliament.gov.zm/sites/default/files/documents/acts/Industrial%20and%20Labour%20Relations%20Act.pdf
https://www.parliament.gov.zm/sites/default/files/documents/acts/Workers%27%20Compensation%20Act.pdf
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Minimum requirements - Developers  
1. A Letter of Clearance from Ministry of Labour and Social Security (MLSS) should be included in the 

evaluation and qualification criteria of the procurement documents.  
2. In projects with 25 employees or above, the Developer must ensure that the contractor engages 

a Human Resource Professional and a Health and Safety Professional, suitably qualified and 
experienced10, to supervise and monitor compliance to labour laws and health and safety 
requirements.  

3. The Developer must ensure that the minimum requirements for Personal Protective Equipment 
(PPE) for the Contractor’s employees, including PPE suitable for female workers, is specified in the 
procurement documents and monitored regularly.   

4. Establish contact with MoL and the local labour office at an early stage of the projects as well as 
the applicable union11  and work together to ensure compliance to the labour laws.   

5. Ensure that the Contractor is compliant in respect to Workers Compensation Fund Control Board 
(WCFCB)12, the National Health Insurance Management Authority (NHIMA)13 and the National 
Pension Scheme Authority (NAPSA). 

6. Request detailed employment data from the Contractor on a monthly basis, with the following 
information: staff number, position, sex, age, disability/non-disability, Zambian/non-Zambian, 
community/non-community member, salary and start date of the contract (and end date for 
employees whose contracts ended during the reporting period). 

7. Prevent any form of child labour (15 years and below) in the project and ensure compliance with 
the minimum age of employment (19 years and above). Employment of young persons (15-18 
years) should only be allowed under special circumstances when the risk of harm is outweighed 

by the benefits. See more details on child labour and minimum age in 0 
8. Ensure that labour and working conditions are reflected in the EIA/ESMP, procurement, 

compliance monitoring and reporting.  
 
Minimum requirements – Contractors  
1. Contractors with more than 25 employees must have a collective agreement in place14. The 

applicable collective agreement should be indicated in the employment contracts. 
2. All employment contracts (regardless duration) will be in writing and approved by the Developer, 

the Labour Office, and the Union/Employer Association. All employees should be given a copy. 
3. Contractors will be required to pay at least the minimum wage or higher depending upon the 

position to be monitored.  
4. Contractors will assist employees in opening bank accounts. In order to ensure transparency, to 

protect workers against theft and robbery and to promote financial inclusion, workers’ salaries 
must only be paid into bank accounts. 

5. Contractors will have a zero tolerance to alcohol policy and mandatory Breathalyzer testing will be 
done every morning. No employee shall be in possession of alcohol/illegal drugs in the workplace. 

6. Employees will be provided with the required PPE (see Box 1). All PPE will be provided in both 
men’s and women’s sizes and design. The cost of the PPE should be fully covered by the 
Contractor. not be deducted from the employee’s salary.  

7. Records of workers will be kept, including age (confirmed by copies of the NRCs), to prevent child 
labour and ensure compliance to the minimum age of employment (19 years and above). This 

                                                 
10 The Human Resource Manager must have a valid practicing certificate through membership in the Zambia Institute of Human Resource 

Management (ZIHRM).  
11

 Contractors that have more than 25 employees, must have a collective agreement in place.  
12 WCFCB is a social security scheme responsible for compensating workers in respect of accidents suffered and diseases contracted 

during the course of employment in accordance with the provisions of the Workers' Compensation Act No. 10 of 1999. 
13 It is mandatory for employers to provide healthcare coverage of their employees. 
14 This could either be a Joint Industrial Council (JIC) Collective Agreement through an Employer Association or an individual agreement 

with the union. 
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includes keeping records from sub-contractors. Confirmed or suspected cases of child labour shall 
be reported.  

8. Contractors will establish a grievance redress mechanism (GRM) for work related complaints which 
is accessible, transparent and objective and provides timely feedback. The project-level GRM is 
covered in Standard 6.  

9. Posters aimed at promoting awareness about the labour laws and how to raise workplace concerns 
will be put up on the notice board of all project sites and in the community.  

10. Contractors will provide appropriate WASH15 facilities for women and men working on the site. 
Locker rooms and/or latrines should be located in separate areas, well-lit and include the ability to 
be locked from the inside.  

  

                                                 
15 Water, sanitation and hygiene  

Box 1. Personal Protective Equipment  
▪ Safety boots with reinforced toe cap 
▪ Work suits and reflective vests 
▪ Leather gloves and other protective equipment such as earmuffs, goggles, rain coats and 

gum boots as are necessary for particular work and weather. 

The PPE provided should accommodate the diverse range of body shapes and sizes. This will 
include PPE specifically designed for women since standard-sized PPE may not provide an 
optimal fit for them. Ill-fitting PPE can compromise its effectiveness and hinder movement, 
potentially increasing the risk of accidents or injuries.  
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Social Safeguard Standard 2: Non-discrimination and Equal Opportunities   

Women, youth and persons with disabilities (PWD) have been identified as targeted citizens by the 
government of Zambia and the economic empowerment of this group is a national priority. Standard 2 
aims at operationalizing this priority. Currently, employment opportunities for this group are lower 
compared to other groups, due to a combination of reasons including lack of necessary skills and 
qualifications, direct and indirect discrimination, socio-cultural norms, and traditional beliefs. While the 
upcoming energy infrastructure projects under the IRP will create thousands of employment 
opportunities, there is a high risk that women, PWDs and youth will be overlooked and not benefit from 
employment opportunities. More information about the risks and barriers for these groups is provided 

in Appendix D Appendix D Another risk associated with energy infrastructure projects is that foreign 
contractors bring their own staff rather than employing Zambians – or that the majority of staff is 
employed from Lusaka rather than the local community. In addition to missed job opportunities for the 
local community, a high labour influx is associated with social problems (see Standard 4 for more 
details). In order to ensure that employment opportunities are created for Zambians and targeted 
citizens in particular, minimum employment quotas have been adopted in Standard 2 as a key measure. 
The background and rationale for employment quotas is provided in Box 2 below.  
 
 

Box 2. Employment Quotas for Zambians and Targeted Citizens  
Employment quotas specifically set minimum percentages to ensure the representation of 
underrepresented groups in the workforce, as part of affirmative action initiatives16. This is in line with 
regional and national commitments to gender parity, such as the SADC Gender Protocol, the Amended 
Constitution, and the Gender Equity and Equality Act, which calls for 50% representation of women. 
Affirmative action measures to achieve gender balance in employment have also been adopted in the 
Implementation Plan of the National Energy Policy (NEP) 2019 and the Gender Equality Strategy and 
Action Plan (GESAP) 2022 for the energy sector. There is strong evidence from public works projects 
that quotas are an effective way of increasing women’s participation in the workforce when included 
as a contractual obligation1718. In South Africa, public works are guided by a Code of Good Practice 
which includes 55 % employment quota for women. Further, disability inclusion is promoted in the 
National Development Plan 2030 through a 10% employment target19. Whether targets or quotas are 
more effective as affirmative action measures depends on the context. In this context, social safeguards 
standards are targeting energy infrastructure projects in which an external contractor is engaged during 
a limited timeframe. Therefore, quotas are preferred since they are mandatory, non-negotiable and 
create a stronger sense of accountability.  

 
 
 
 
 
 
 
 

                                                 
16 Affirmative action encompasses a range of policies and measures taken to address historical disadvantages, discrimination, and  
underrepresentation faced by certain groups (typically based on characteristics such as race, sex, ethnicity, or disability) and promote  
equality in employment and educational opportunities. 
17 International Labour Office, 2015. Public works programmes: A strategy for poverty alleviation. The gender dimension revisited in 
Employment Intensive Investment Programmes in 30 countries in Africa, Asia, Latin America and the Caribbean. Working Paper No. 194. 
18 A review by ILO (see footnote above) of employment-intensive public works projects implemented in 27 countries between 1995 and 
2013, concluded that nearly half of the projects analysed specified minimum quotas for women’s participation, some as high as 50 per cent. 
More than half of the projects reviewed achieved the critical mass of 30 per cent female representation. 
19 https://www.un.org/development/desa/disabilities/wp-content/uploads/sites/15/2016/02/Disability-Analysis-of-the-National- 
Development-Plan-2030.pdf 

https://www.un.org/development/desa/disabilities/wp-content/uploads/sites/15/2016/02/Disability-Analysis-of-the-National-


13 

Legal Framework  
▪ The Employment Code Act No. 3 of 2019 provides comprehensive protection against discrimination 

and promotes equal rights for all individuals in the workplace. It promotes affirmative action in 
employment, ensures equal pay, and parental leave entitlement. 

▪ The Gender Equity and Equality Act No. 22 of 2015 promotes gender equality, prohibits gender-
based discrimination, and ensures equal opportunities for all individuals regardless of their gender. 
It obliges public and private bodies to develop gender action plans and put measures in place to 
achieve 50% representation of women.  

▪ The Citizen Economic Empowerment Act No. 3 of 2006 establishes the Citizens Economic 
Empowerment Commission and aims to promote economic empowerment of citizens.  

▪ The Persons with Disabilities Act No. 6 of 2012 protects the rights of persons with disabilities and 
promotes their inclusion in society. 

▪ The National Youth Development Council Act establishes the National Youth Development Council 
and aims to empower and promote the well-being of the youth. 

 
Objectives  
▪ To promote the fair treatment, non-discrimination, and equal opportunity of project workers.  
▪ To create employment opportunities for Zambians and targeted citizens. 
▪ To ensure that recruitment practices are transparent and free from corruption and political 

interference. 
▪ To create a conducive work environment free from sexism, gender bias and harassment,  
▪ To ensure that policies and practices respond to the needs of different groups in the workplace.  

 
Minimum requirements - Developers  

1. Adopt the following minimum employment quotas: 
o At least 80% of the total workforce will be Zambian nationals. Out of this number, at least 

70% will be community members from the project area (communities within 10 km radius of 
the project site). 

o At least 30% of the total workforce will be women  
o At least 30% of the total workforce will be youth (persons aged 19 to 35 years) 
o At least 5% of the total workforce will be PWD (see definition list) 

 
Example: Out of the total workforce of 100 employees, at least 80 employees will be Zambian (of 
which 56 are from the community), 30 employees will be women, 30 employees will be youth and 
5 employees will be PWD. This is the minimum number of Zambians and targeted citizens.  
 

 
 
 
 
 

Box 3 Application of the Employment Quotas  
The quotas should be applied across a range of positions and skill levels, avoiding the tendency to assign 
Zambians only to unskilled roles or limit women to traditional jobs like cleaners and cooks. By ensuring a 
broad range of job opportunities, including positions that challenge traditional norms (such as women in 
STEM positions and construction roles), the quota can empower and integrate targeted citizens into 
different areas of employment.   
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2. Specify and promote the quotas through constructability reports, tender packages and works 
contractors’ pre-bid conferences, quarterly briefing meetings with works contractors, quarterly 
reports and works contractors’ ToRs and contracts.  

3. Monitor the quotas on a monthly basis to assess the application (see Box 3) and level of compliance 
(see Box 4). The Contractors must demonstrate that deliberate efforts are made to achieve the 
quotas. Sanctions for non-compliance and possible incentives for compliance should be clearly 
stipulated in the tender documents.  

4. Ensure that the Contractors reporting on the quotas include a breakdown, showing the number of 
Zambians and targeted citizens in skilled, STEM and management positions (see Box 5 for more 
information).  

5. Assist Contractors in identifying targeted citizen for technical positions by engaging with NGOs, 
universities and training institutions, and industry associations. Further, support the Contractor in 
identifying community members for unskilled and skilled positions, especially targeted citizens, 
through collaboration with the Electrification Community Committee (ECC) (see Standard 6). 
Community-based organisations and the local council through the District AIDS Coordination 
Advisor (DACA) may also be able to offer support.   

6.  Establish an internship programme or liaise with existing programmes to provide opportunities 
for young graduates (at least 50% women). Consider apprenticeships for young persons (15-18) as 

long as the necessary conditions can be met, see 0 

7. If the community lacks specific skills required for the project, the Developer should consider 
investing in training and skill development programmes, specifically targeting women, youth and 
PWD. The responsibility to train community members could also be put on the Contractor, if 
provided for in the tender documents (if the first 1-2 months are used to train the community, 
additional time must be given to complete the project).  

8. Ensure that the Contractor prevents indirect discrimination by accommodating the specific needs 
of targeted citizens in the workplace. Tender documents and Bill of Quantity must address specific 
needs, such as separate facilities for male and female workers, and incorporate principles of 
universal design and reasonable adjustments to accommodate persons with disabilities (PWD).  

9. Conduct capacity building, awareness raising and communication campaigns on the employment 
quotas and benefits of gender equality, disability inclusion, and youth participation for contractors 
and the community. Internal training for Developer staff may be necessary for full buy-in and 
commitment. Community awareness should follow the Gender Guidelines for Traditional Leaders. 
The communication campaign may include IEC material, radio programmes, drama performances, 
road shows etc.   

10. Ensure that non-discrimination and equal opportunity is reflected in the EIA/ESMP, procurement, 
compliance monitoring and reporting.  

 
 

Box 4. Compliance with Employment Quotas  
The Developer must make it clear in procurement documents that the achievements of the 
quotas are mandatory and full compliance is expected.  Partial compliance will only be accepted 
if the Contractors are able to demonstrate that deliberate efforts are being made to achieve the 
quotas or there are other valid reasons why the quotas have not been fully met.  

Full compliance – the employment quotas have been met or exceeded 
Partial compliance – the employment quotas have partially been met: ≥ 70% Zambians (of 
which 60% are community members), ≥ 20% women, ≥ 20% youth, ≥ 3% PWD. At least half of 
these employees are taking up skilled, STEM or management positions.  
Non-compliance – the employment quotas have not been met. No or limited efforts have been 
made to achieve the quotas.  

 

 

 

 

 

 

https://www.land-links.org/wp-content/uploads/2021/12/Gender-Guildlines-Print-version-1.pdf
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Minimum requirements – Contractors  
1. Implement mandatory employment quotas in order to increase the participation of targeted 

citizens (30 % women, 30 % youth and 5 % PWD). 
2. Develop an Equal Opportunity Policy, outlining strategies and measures to achieve the 

employment quotas for targeted citizens and community members. The policy should also ensure 
that recruitment practices are transparent and free from corruption and political interference.  

3. Ensure that posters on the employment quotas are put up on the notice board of all project sites 
and in the community.   

4. Ensure that all job adverts specifically encourage women, youth and PWD to apply.  
5. Participate in the Communication campaign on the employment quotas organized by the 

Developer when required.   
6. Engage with the ECC and other relevant organisations and community structures to get support in 

identifying targeted citizens, including the District Coordination AIDS Advisor (DACA) at the local 
council.  

7. Conduct weekly toolbox talks to raise awareness among workers about the employment quotas 
and benefits of gender equality, youth participation and disability inclusion.  

8. Adopt the principles of universal design and reasonable adjustments principles, taking necessary 
measures to make the workplace accessible and supportive of disabled employees. 

9. Report on the employment quotas on a monthly basis (see Box 5).   
10. Ensure that women, youth and PWD are represented on the Health & Safety committees to help 

design policies and practices responding to the needs of these groups. 
 
 

 

  

Box 5.  Reporting on the Employment Quotas  
In addition to reporting on the achievement of the quotas (the percentage of Zambians and 
percentage of targeted citizens) the data must be broken down as demonstrated below. This 
will enable the Developer to ensure that Zambians and targeted citizens have the opportunity 
to benefit from employment across a diverse range of positions and skills levels. 
 

Number of Zambians and targeted citizens (women, youth and PWD) in: 
o Skilled vs. Non-skilled positions 
o Technical vs. Non-Technical positions 
o Management vs. Non-management positions 

 

Note! The categories above are not mutually exclusive, i.e. an employee can belong to more 
than one category.    
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Social Safeguard Standard 3: Sexual Exploitation, Abuse and Harassment (SEAH) 

Gender-based violence (GBV) is an umbrella term that includes a range of behaviours including sexual 
exploitation and abuse (SEA) and sexual harassment (SH). Although men can also be victims of GBV, 
women and girls are disproportionately affected. This is due to the fact that GBV is rooted in 
the unequal power relations between women and men in society. In Zambia, despite national efforts 
and overall improvements in the last decades, the levels of GBV are high countrywide. 43 percent of 
women aged 15-49 have experienced physical violence and 17 percent have experienced sexual 
violence at least once since the age of 15. 
 
Given the high level of GBV in Zambia, this has been identified as a significant risk in energy 
infrastructure – within the workforce, between workers and community members, and between 
workers and their spouses. SEA and SH are manifestations of GBV that are very common in 
infrastructure projects. Therefore, the risk identification, prevention and mitigation of these forms of 
GBV are the primary focus of this Social Safeguard Area. SEA occurs against a beneficiary or member of 
the community whereas SH occurs within the workforce20 ( see definitions in Box 6 and examples in 

Appendix E Other potential impacts include a rise in GBV in households as a result of increased 
disposable incomes and/or a change of power dynamics (see Standard 4).   
 
There is also a high likelihood of romantic and/or sexual relationships in the workforce, including 
inappropriate relationships between individuals in deeply unequal positions (see definition in Box 6). 
These relationships are problematic as they can cause real or perceived conflict of interest in the 
workplace. Further, the consensual nature of these relationship is suspect due to the power differences 
between the parties. Consent is a key consideration in SEAH. An individual must be aware of and have 
the power to exercise the right to refuse to engage in an action, without fear of repercussions. Children, 
defined as 18 years and below in the Zambian constitution, are considered unable to provide consent. 
Any sexual activity between an adult and a child is therefore considered sexual abuse.  
 

 
 
 
 
 
 

                                                 
20 The distinction between SEA and SH is important so that policies and staff training can include specific instructions on the procedures to 

report each. 

Box 6.  Definitions  
Sexual exploitation:  Any actual or attempted abuse of a position of vulnerability, differential 
power, or trust, for sexual purposes. Sexual exploitation of a minor (18 years and below) is also 
sexual abuse. 
Sexual abuse: Actual or threatened physical intrusion of a sexual nature, whether by force or 
under unequal or coercive conditions. 
Sexual harassment: Any unwelcome sexual advance, request for sexual favor, verbal or physical 
conduct or gesture of a sexual nature, or any other behaviour of a sexual nature that might 
reasonably be expected or be perceived to cause offense or humiliation to another, when such 
conduct interferes with work, is made a condition of employment or creates an intimidating, 
hostile or offensive work environment.  
Inappropriate relationships: Relationships between persons in inherently unequal positions 
where one party has real or perceived authority, influence, or power over the other’s condition of 
employment or has the ability to directly impact the other’s career progression. 
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Legal framework  
▪ The Anti Gender-Based Violence Act No. 1 of 2011 aims at preventing gender-based violence, 

including sexual harassment, and provides protection to survivors of violence. 
▪ The Anti-Human Trafficking Act No. 11 of 2008 aims to prevent and address human trafficking, 

including provisions to combat sexual exploitation and forced labour. 
▪ The Gender Equity and Equality Act No. 22 of 2015 promotes gender equity and equality, and 

prohibits gender-based violence and sexual harassment. 
 
Objectives  
▪ To identify risk of SEAH and undertake measures to prevent or minimise harm. 
▪ To be survivor-centred and evidence-based in SEAH mitigation and response.  
▪ To build on local knowledge and structures in identifying local-level risks and measures.  

 
Requirements - Developers  
1. Develop a draft SEAH Action Plan, which outlines the necessary protocols and measures to address 

the SEAH risks, details how allegations of SEAH will be handled (investigation procedures), and 
includes disciplinary actions. See Box 7 for more details.  
 
Note! The project ESMP lays the first building blocks for addressing SEAH risks and should provide 
the basis of the Action Plan. The Action Plan should be included in the tender documents and be 
finalised by the Contractor as part of the C-ESMP. See Chapter 3.1 

 
2. Develop a draft Employee Code of Conduct21 which sets out the acceptable behaviour in the 

workplace and outside working hours. The CoC will include provisions for addressing SEAH, 
inappropriate relationships, and prohibitions against sexual activity with anyone 18 years and 
below. In addition to the zero tolerance to SEAH, the CoC must clearly set out the expected 
behaviour of Contractor’s staff towards community members, including (consensual) sexual 
relationships. The CoC will incorporate the minimum content of issues to be addressed as provided 

in Appendix F and be aligned with the national Contractor Code of Conduct Regulations.  
3. Include the SEAH Action Plan and the CoC in the tender documents. It should also be considered 

to incorporate provisions in the contractors’ contracts for time off for foreign and non-community 
employees, so that they can travel home to be with their families on a regular basis (ideally on pay-
weekends). This may serve as a protective factor for not engaging in risky and harmful sexual 
behaviour.  

4. Assess whether the project Grievance Redress Mechanism (GRM) (see Standard 6) is adequate to 
handle SEAH complaints, given the risk of stigmatisation and reprisals against survivors. 
Consideration should be given to a separate SEAH GRM system, potentially operated by a GBV 
service provider - with feedback to the project GRM.  

5. Get information from GRZ’s GBV Dashboard about the GBV services available in the project area. 
The dashboard provides referral directories for over 80 percent of the districts in the country. 
Engagement with traditional leaders is also required in order to identify community prevention, 
management and referral systems. The Traditional Leaders Engagement Strategy on GBV should 
be consulted.  

6. Ensure that social safeguards related to SEAH are reflected in the EIA/ESMP, procurement, 
compliance monitoring, and reporting.  

                                                 
21 The CoC applies to all Contract’s staff and sets out the acceptable behaviour in the workplace and outside working hours. 

https://www.ncc.org.zm/wp-content/uploads/2021/08/SI-No119-2008.pdf
https://www.gender.gov.zm/?page_id=1616
https://pdf.usaid.gov/pdf_docs/PA00SX81.pdf
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Minimum requirements – Contractors  
1. Finalize the draft SEAH Action plan and a Code of Conduct (provided by the Developer) as part of 

the C-ESMP. The plan should include prevention measures, detail how allegations of SEAH will be 
handled (investigation procedures), and include disciplinary actions (see Box 7). The CoC will set 

out the accepted behaviour in the workplace as well as outside working hours (see Appendix F  
2. Ensure that the CoC is understood and signed by all workers, including supervisors and managers, 

as part of the induction training.  
3. Develop a disclosure policy related to inappropriate relationships in the workplace (where one 

party has real or perceived influence over the other’s condition of employment). Definition and 
management of inappropriate relationships, including disciplinary actions, should be included in 
the CoC and relevant policies. 

4. Conduct regular trainings on the SEAH Action Plan and CoC in the workplace and in the community, 
ensuring that workers and community members are aware of what constitute SEAH and the 
reporting systems for dealing with such grievances. 

5. Ensure that posters about SEAH and reporting procedures are put up on the notice board at all 
constructions sites and WDCs offices (both in English, the local language and the language of the 
foreign workers if not English), including information about the GBV services available in the 
project area. 

6. Record all cases of SEAH incidents reported through the Workers GRM, the project GRM or directly 
to the Project Manager, Supervisors or other persons designated to handle cases of SEAH in the 
company. 

  

Box 7. SEAH Action Plan 

The Action Plan needs to include specific arrangements for the project by which SEAH risks will be 
addressed. This includes considerations such as:  

o Awareness raising strategy, which describes (i) how workers and local communities will be 

sensitized to SEAH risks and (ii) the worker’s responsibilities under the CoC;   
o How the project will provide information to employees and the community on how to report 

cases of SEAH, in violation of the CoC, to the GRM;   

o The GRM process for notifying the Contractor of allegations;   

o GBV service providers to which GBV survivors, including SEAH survivors, will be referred, and 
the services which will be available. See the GBV Dashboard.  

o Plans to coordinate with others working on GBV and SEAH in the community and district such 
as NGOs, churches and health clinics. 

The SEAH Action Plan should include an Accountability and Response Framework which details 
how allegations of SEAH will be handled. The framework should include as a minimum:  

o How allegations will be handled, in what timeframe, and the range of possible disciplinary 
actions for violation of the CoC by workers, taking account of due process; 

o Protocols on responding to survivors, applying the survivor-centred approach, including a 

referral pathway to refer survivors to appropriate support services;   

o Procedures that clearly lay out confidentiality requirements for dealing with cases;   
o Specific provisions to address allegations involving children who are survivors of SEAH. 

o Procedures for review of complaints or incident reports.  
o Protocols for protection of whistleblowers and prohibition on retaliation against survivors. 

https://www.gender.gov.zm/?page_id=1616
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Social Safeguard Standard 4: Community Protection and Empowerment   

It is well known that project activities, equipment, and infrastructure can increase community exposure 
to risks and impacts. This standard addresses the health and safety risks and impacts (positive and 
negative) on project-affected communities, focusing specifically on labour influx. In most energy 
infrastructure projects, the required labour force and associated goods and services cannot be entirely 
supplied by the local communities due to lack of technical skills and capacity. In such cases, labour 
needs to be brought in from outside the project area. This labour influx can bring many benefits for 
local people. In addition to employment opportunities (described in Standard 2), community members 
may sell food and other commodities to the workers, rent them houses, and provide various services 
as well as gaining exposure to ideas and cultures that they haven’t encountered before. However, 
project related labour influx can also have a negative impact on communities in terms of social 
problems, many of them harmful to women and girls in particular. In addition to SEAH, covered in 
Standard 3, interactions between Contractor Staff and the community may lead to unwanted or 
unsupported pregnancies, illegal and unsafe abortions, increased spread of HIV and other 
communicable diseases, and increased drug and alcohol use, violence, rates of illicit behaviour and 
crime among other. Risks related to labour influx are known to be potentially highest for large 
infrastructure projects in remote areas. This standard focuses mainly on gender-related problems of 
labour influx. However, depending on place and circumstances, labour influx can cause other 
challenges, such as increased demand and competition for water, electricity, housing, and other local 
services, such as social and health services, as well as an increased load on ecosystems and natural 
resources. For more information, see the World Bank’s Good Practice Note on Project-related labour 
influx. In addition to labour influx, the World Bank’s ESS4 on Community Health and Safety addresses 
potential risks and impacts related to traffic and road safety, management of hazardous material, and 
ecosystem services.  
 
Objectives 
▪ To increase sustainability and maximize the positive impact of the project on local businesses in 

the project affected communities.  
▪ To anticipate and avoid adverse impacts on the health and safety of project-affected 

communities. 
▪ To prevent social conflict, violation of social norms, and the undermining of trust in traditional 

leaders and institutions.  
▪ To avoid or minimize community exposure to HIV/AIDS and other diseases, and to prevent 

increased use of alcohol and drugs.  
▪ To prevent negative impacts on women and girls’ sexual and reproductive health and rights, 

such as unwanted or unsupported pregnancies and unsafe abortions. 
▪ To avoid school dropout and child labour.   

 
Legal framework 
▪ Environmental Protection and Pollution Control (Environmental Impact Assessment) Regulations, 

Statutory Instrument No.28 of 199722 provides the requirements related to the development of 
Environmental Impact Assessments, including assessment of socio-economic impacts of projects.  

▪ Anti Gender-Based Violence Act No. 1 of 201123 provides for the protection of victims of gender-
based violence and establish the Anti-Gender-Based Violence Committee and its functions. 

                                                 
22 https://www.zema.org.zm/wp-content/uploads/2023/03/EIA-REGULATIONS-STATUTORY-INSTRUMENT-NO.-28-OF-1997.pdf 
23 https://www.szi.gov.zm/gender/wp-content/uploads/2022/05/Anti-GBV-Act-Zambia-2011.pdf 

https://thedocs.worldbank.org/en/doc/fc074f5b6cc1621dc65675bf83c9d0b8-0290032021/original/ESF-Labor-Influx-Good-Practice-Note.pdf
https://thedocs.worldbank.org/en/doc/fc074f5b6cc1621dc65675bf83c9d0b8-0290032021/original/ESF-Labor-Influx-Good-Practice-Note.pdf
https://www.google.com/search?q=World+Bank+ESS4+Community+Health+and+Safety&sxsrf=APwXEdddlla5ajDthLue4mZ88gtU_qQGAQ%3A1684497351550&ei=x2NnZNqVIcOlgAbVlou4Ag&ved=0ahUKEwialY7SqYH_AhXDEsAKHVXLAicQ4dUDCA8&uact=5&oq=World+Bank+ESS4+Community+Health+
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▪ National HIV/AIDS/STI/TB Council Act No. 10 of 200224 establishes the National HIV/AIDS/STI/TB 
Council and define its functions, including the development and coordination of policies, plans 
and strategies for the prevention and combating of HIV, AIDS, STI and TB.  

▪ The Employment Code Act No. 3 of 201925  regulates the conditions of employment, including 
child labour and employment of young persons.   

 
Minimum requirements – Developers  
1. A Workplace and Community Health Programme - focused on but not limited to project-related 

communicable26 diseases (e.g. HIV/AIDS), SEAH, Sexual and Reproductive Health and Rights, and 
alcohol abuse - should be included as a mandatory component in the bidding documents and 
budgeted for in the Bill of Quantity. It should include a Behavioural Change Communication 
Campaign, peer educators, condoms distribution and Voluntary Counselling and Testing.  
 
Note! The Workplace and Community Health Programme should be implemented by an external 
service provider, approved by the National Aids Council (NAC) or by the Districts AIDS Task Force 
(DAFT) and Community AIDS Task Force (CAFT) and follow the NAC guidelines for capital projects27 
and the Community Management of HIV and AIDS, TB, Gender and Human Rights Coordination 
Toolkit for Local Authorities28.  
 

2. Developers should establish contact with the Provincial AIDS Coordination Advisor (PACA) and the 
Districts AIDS Coordination Advisor (DACA) at the EIA scoping stage to get guidance on the local 
context and suitable service providers (including community- based organisations). See PACA 

contact list in Appendix G The PACA and DACA in coordination with the DAFT and CAFT should 
monitor the programme on a quarterly basis and submit performance reports (Stakeholder 
Activity Form) to NAC.  

3. Ensure that the SEAH Action Plan and Employee Code of Conduct (see Standard 3), addresses the 
Contractor’s interactions with the community, including sexual behaviours, outside working hours. 
Although sexual relationships between workers and community members can be consensual, it is 
linked to an increased risk of SEAH. 

4. Include provisions in the Contractors’ contracts for time off for foreign and non-community 
employees so they can travel home to be with their families on a regular basis (ideally in relation 
to on pay-weekends). This may serve as protective factor for not engaging in risky sexual behaviour 
in the community.  

5. As part of stakeholder engagement, before Contractor mobilization, the Developer must sensitize 
the community on possible impacts (positive and negative) of project-related labour influx, 
including influx of additional population (“followers”) such as individuals seeking employment, 
traders and sex workers. The Developer should provide clear and transparent information about 
the project's employment opportunities in order to manage expectations and reduce migration to 
the project area.  

6. The community must also be sensitized on the content of the CoC, focusing on the expected 
behaviour of the Contractor’s staff towards community members. In addition to the zero tolerance 
to SEAH, the Contractor’s staff must not engage in sexual behaviours with community members 
that have a negative impact (e.g. leading to divorces and social conflict, school drop out, unwanted 
or unsupported pregnancies, unsafe abortions, and abandoned children). 

                                                 
24

https://www.parliament.gov.zm/sites/default/files/documents/acts/National%20HIV%20AIDS%20STI%20TB%20Council%20Act%20No.%2010%20of%202002.pdf 
25 https://www.parliament.gov.zm/sites/default/files/documents/acts/The%20Employment%20Code%20Act%20No.%203%20of%202019.pdf 
26 Communicable diseases are transmissible from person to person through air, blood, or other bodily fluid and include hepatitis, 

HIV/AIDS, influenza, polio, syphilis, and tuberculosis.  
27

 National Aids Council. Planning and Implementation Guidelines of HIV&AIDS Component in Road Contracts. 
28 National Aids Council, 2022. Community Management of HIV and AIDS, TB, Gender and Human Rights Coordination Toolkit for Local 

Authorities 

https://www.parliament.gov.zm/sites/default/files/documents/acts/National%20HIV%20AIDS%20STI%20TB%20Council%20Act%20No.%2010%20of%202002.pdf
https://www.parliament.gov.zm/sites/default/files/documents/acts/The%20Employment%20Code%20Act%20No.%203%20of%202019.pdf
https://www.parliament.gov.zm/sites/default/files/documents/acts/The%20Employment%20Code%20Act%20No.%203%20of%202019.pdf


21 

7. The selection of the Contractor’s camp site should take into account the community dynamics and 
potential social risks. The Electrification Community Committee (ECC) must be consulted.    

8. In cooperation with the ECC, the Developer should identify goods and services which could be 
provided by the community, including women, youth and PWD. Local content requirements should 
be included in the bidding documents. Risks of child labour and school drop outs along supplier 
lines must be assessed and avoided.  

9. In order to increase the sustainability of the project and ensure uptake of electricity services by 
the community once the infrastructure is completed, the following long-term actions should be 
considered by the Developer: 
- identify community members at an early stage (paying specific attention to women, youth 

and PWD) who will be trained on operation and maintenance of the infrastructure once 
completed.  

- create savings groups in the community to increase affordability of energy services and 
modern appliances. 

- conduct trainings on the productive use of electricity, targeting local businesses and 
entrepreneurs in the community.     

10. In cooperation with the ECC, the Developer should identify potential projects to be supported 
through the Contractor’s Corporate Social Responsibility (CSR). CSR should be considered as a 
requirement in the bidding documents.  

 
Minimum requirements – Contractors  

1. In consultation with the DACA, engage an external service provider to implement a Workplace 
and Community Health Programme, focused on (but not limited to) project-related 
communicable diseases (e.g. HIV/AIDS), SEAH, Sexual and Reproductive Health and Rights, 
alcohol abuse and other negative impacts from project-related labour influx. It may also include 
sensitization and awareness on budgeting and joint decision making, entrepreneurship, and 
the employment quotas.  The programme will be monitored by the DACA on a quarterly basis.  

2. The Employee Code of Conduct should be signed by all Contractors’ staff. The content of the 
CoC should be included in the inception training, quarterly trainings and weekly toolbox talks – 
supported by signed attendance registers.   

3. Provide clear and transparent information about the project's employment opportunities, 
including the number of available jobs, required skills, and hiring processes. This helps to set 
realistic expectations among potential workers and reduces the likelihood of large migration of 
workers from outside the community.  

4. Put in place strict rules and monitor the use of company cars. (Rationale: free access to 
company vehicles after working hours tends to increase interactions between workers and 
community members, which may lead to negative impacts such as unsupported pregnancies, 
school dropouts, unsafe abortions, abandoned children etc., as well as cases of SEAH). 

5. Give time off to foreign and non-community employees so they can travel home to be with 
their families on a regular basis (ideally on pay-weekends). (Rationale: this may serve as a 
protective factor for not engaging in risky and harmful sexual behaviour in the community. 
Employees should not be given the option to choose between a ticket home and keeping the 
cash).  

6. Train workers in financial literacy and joint decision making in households, as part of the 
induction training. Provide weekly toolbox talks and quarterly trainings and encourage workers 
to form saving groups among themselves or in the community. (Rationale: higher disposable 
income can lead to increased alcohol consumption, risky sexual behaviours and - among 
workers from the community - increased gender-based violence in the households).    

7. For projects with a duration of more than one year, engage with the community to identify 
projects that will help the community.  
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Social Safeguard Standard 5: Resettlement   

Project-related land acquisition29 and restrictions on land use30  can have adverse impacts on 

communities and persons. It may cause physical displacement (relocation, loss of residential land, or 

loss of shelter), economic displacement (loss of land, assets, or access to assets leading to loss of income 

sources or other means of livelihood)31, or both. Resettlement is considered involuntary when affected 

persons or communities do not have the right to refuse land acquisition or restrictions on land use that 

result in displacement. Physical and economic displacement, if unmitigated, may give rise to severe 

economic, social, and environmental risks, as shown in the Kariba dam project, constructed between 

1956 and 1959. About 50 000 people were displaced with a consequent loss of traditional land and 

livelihoods. Resettlement planning only commenced after construction activities had started. There 

was dissatisfaction amongst project- affected peoples regarding compensation and government 

support. As a result, Zambezi River Authority continue to receive complaints to the present day. This 

illustrates the adverse and long-term impact that involuntary resettlement may have when not carefully 

planned. Where involuntary resettlement is unavoidable, it must be minimised and appropriate 

measures put in place to mitigate negative impacts on displaced persons (and on host communities 

receiving displaced persons). Standard 5 sets out the necessary requirements to ensure that 

resettlement in energy infrastructure is managed according to the Zambian context (see Box 8 for more 

information) as well as best international practice. Many of the requirements presented in this Standard 

have been adopted from the World Bank’s ESS5 , ESS5 Guidance Note and GPN on Gender.  

 

 

 

 

                                                 
29 “Land acquisition” refers to all methods of obtaining land for project purposes, which may include outright purchase, 
expropriation of property, and acquisition of access rights, such as easements or rights of way. “Land” includes  anything 
growing on or permanently affixed to land, such as crops, buildings and other improvements, and appurtenant water bodies.  
30 “Restrictions on land use” refers to limitations or prohibitions on the use of agricultural, residential, commercial, or  
other land that is directly introduced and put into effect as part of the project. 
31 “Livelihood” refers to the full range of means that individuals, families, and communities utilize to make a living, such as  
wage-based income, agriculture, fishing, foraging, other natural resource-based livelihoods, petty trade, and bartering. 

Box 8. Land Tenure Systems and Land-ownership Practices in Zambia  
Land acquisition and land resettlement requires a thorough understanding of land 
ownership practices in project affected communities. In Zambia, the majority of land 
(about 90 percent) is customary land and administered by chiefs. Under customary law, 
men dominate the allocation, inheritance, and use of land. Women generally have access 
to land but they don't own and control land. Although cultural practices around land vary 
depending on the area and kinship system, the male head of household usually exercises 
primary control. A common customary practice is that when a man dies, the family of the 
deceased will claim the land and evict the widow, a practice known as ‘property- grabbing’, 
In rural areas, close to 60 percent of widowed women have been dispossessed of property. 
In regards to state land, which is held and administered by the government, affirmative 
action has been introduced with the intention to increase women’s land ownership. The 
National Land Policy of 2021, states that 50 percent of advertised state land should be 
allocated to women and 20 percent to youths. 

https://pubdocs.worldbank.org/en/837721522762050108/Environmental-and-Social-Framework.pdf#page=67&zoom=80
https://pubdocs.worldbank.org/en/294331530217033360/ESF-GN5-June-2018.pdf
https://thedocs.worldbank.org/en/doc/158041571230608289-0290022019/original/GoodPracticeNoteGender.pdf
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Legal Framework  
▪ The Local Government Act No. 22 of 1991 establishes and regulates local government.  
▪ The Environmental Management Act No. 12 (2011) confers powers to ZEMA to oversee and 

regulate all environmental and resettlement aspects.  
▪ The Town and Country Planning Act regulates all aspects of planning control and development 

permissions.  
▪ The Land Acquisition Act provides for the acquisition of land in the public interest and 

establishing the procedures for doing so. 
▪ The National Resettlement Policy of 2015 guides the implementation of resettlement 

programmes. 
 
Objectives 
▪ To avoid forced eviction32 and minimise involuntary resettlement by exploring project design 

alternatives. 
▪ To mitigate unavoidable adverse social and economic impacts from land acquisition or restrictions 

on land use by: (a) providing timely compensation for loss of assets a replacement cost33 and (b) 
assisting displaced persons in their efforts to improve or restore their livelihoods and living 
standards. 

▪ To ensure that resettlement schemes are economically productive, socially secure and 
environmentally sustainable for persons settled voluntarily or involuntarily.  

▪ To improve living conditions of persons who are physically displaced, through provision of 
adequate housing, access to services and facilities, and security of tenure. 

▪ To ensure that the perspectives of women, youth and PWD are obtained and their interests 
factored into all aspects of resettlement planning and implementation.  

▪ To ensure that resettlement is planned and implemented after appropriate disclosure of 
information, meaningful consultation, and the informed participation of those affected. 

 
Minimum requirements – Developers 
1. Where land acquisition or restrictions on land use are unavoidable, prepare a plan proportionate 

to the risks and impacts associated with the project. A Resettlement Action Plan will be developed 
for projects where there will be physical displacements. Where no physical displacement is 
required, a Livelihood Restoration Plan will be developed. 

2. A social and gender analysis should be conducted prior to the resettlement to assess the impact 
on livelihoods and other aspects for different groups. Women’s and men’s preferences in terms of 
compensation mechanisms, such as replacement land or alternative access to natural resources 
rather than in cash, should be explored. 

3. Based on the findings from the gender analysis, ensure that the Resettlement Action Plan pays 
attention to gender aspects and the needs of vulnerable segments of communities. Vulnerable 
Persons will be identified according to determined criterion established through consultation from 
stakeholders in the community. It may include the following groups: 
- Children (persons aged 18 years and below)  
- Elderly (persons aged 65 years and above) 
- Persons with disabilities  
- Female and Widows  
- Chronically ill persons  

                                                 
32 “Forced eviction” is defined as the permanent or temporary removal against the will of individuals, families, and/or  
communities from the homes and/or land which they occupy without the provision of, and access to, appropriate forms of  
legal and other protection. 
33 “Replacement cost” is defined as a method of valuation yielding compensation sufficient to replace assets, plus 

necessary transaction costs associated with asset replacement. 
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- Persons who do not have an alternative income source other than the land/property in 
question  

4. Documentation of ownership or occupancy and compensation payments should be issued in the 
names of both spouses or single heads of households as relevant.  Other resettlement assistance 
such as skills training, access to credit, and job opportunities, should be equally available to women 
and adapted to their needs. In polygamous households, all the wives must benefit.  

 
Note! The launch of land documentation processes can lead to GBV by increasing conflicts in 
households and communities. It can create a sense of urgency and prompt people to alter land 
boundaries, engage in property grabbing, and exclude people from accessing land. These acts of 
dispossession tend to disproportionately affect vulnerable groups like widows, the elderly, people 
living with disabilities, and young women. Pushing for the inclusion of women in land records or 
joint titling without understanding the local context or engaging in parallel work to address broader 
gender norms, may put women at risk34. 

 
5. The Developer will ensure that the project grievance redress mechanism addresses specific 

concerns about compensation, relocation, or livelihood restoration measures raised by displaced 
persons (or others) in a timely fashion.  

6. Local organisations and structures such as Local Council, Ward Development Committees, District 
Development Coordinating Committees, Community Welfare Assistance Committees, and 
Traditional leaders, should be involved during the planning and implementation of resettlement 
activities. 

 
Minimum requirements – Contractors  
Land acquisition and resettlement is the responsibility of the Developer and should be completed 
before the Contractor is mobilised to start the works. Contractor responsibilities are limited to the 
following: 
 

1. Ensure that the project area (handed over by the Developer) is kept cleared. New settlers 
and/or encroachers must be prevented.  

2. Notify the Developer of any land acquisition or resettlement needs resulting from the design 
or works that have not been addressed by the RAP.   

3. If additional land is required for the works, or temporary access roads are needed, it is the 
responsibility of the Contractor to engage with the community and get permission. Any 
compensation should follow the guidelines provided in the RAP. 

 

  

                                                 
34 USAID, 2020.  Gender-based violence land documentation and administration in Zambia. Emerging lessons from implementation. 

https://www.land-links.org/wp-content/uploads/2020/11/Gender-Based-Violence-and-land-Documentation-Administration-in-Zambia.pdf 
 

https://www.land-links.org/wp-content/uploads/2020/11/Gender-Based-Violence-and-land-Documentation-Administration-in-Zambia.pdf
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Social Safeguard Standard 6: Stakeholder Engagement  

This standard focuses on requirements related to stakeholder engagement in energy projects. 
Stakeholder engagement is an inclusive process conducted throughout the project life cycle. Where 
properly designed and implemented, it supports the development of strong, and constructive 
relationships that are important for the successful management of a project’s social and gender risks. 
Effective stakeholder engagement can improve the social sustainability of projects, enhance project 
acceptance, and make a significant contribution to successful project design and implementation. Lack 
of stakeholder engagement on the other hand, may lead to lack of ownership, theft and vandalism and 
social safeguards measures that are not tailored towards the local context. Infrastructure projects must 
also manage the risks of political interference, especially in relation to local employment opportunities.  
 
In the Zambian context, stakeholder engagement must include two parallel governance structures – 
traditional leadership and the local government. The local government is in charge of infrastructure 
and services and associated fees and permits. As part of the decentralization process, the local 
government has also taken over the functions related to HIV/AIDS management and mainstreaming of 
gender and human rights through the recruitment of District Aids Coordination Advisors (DACAs). The 
DACAs are critical stakeholders as they coordinate work on HIV, gender and other cross-cutting issues 
in the district as outlined in the coordination toolkit for local government35. The drive towards 
decentralization has also led to the establishment of Ward Development Committees (WDC) who 
conduct all official business on behalf of the local government at community level2. Traditional leaders 
are equally important as stakeholders. Zambia comprises of 288 chiefdoms, whose chiefs exercise 
authority over more than 70 percent of its territory. Each province has five chiefs represented at the 
House of Chiefs, a statutory board established by the constitution aimed at advising the government 
on customary matters. Traditional leaders have a significant role in the social, political, and economic 
lives of citizens. Zambians express greater trust in traditional chiefs than in elected leaders, by wide 
margins36. The development of the Gender Guidelines for Traditional Leaders, adopted by House of 
Chief in 2021, has provided traditional leaders with tools to mainstream gender in policies and activities 
at the local level. This will facilitate constructive stakeholder engagement related to the social and 
gender risks of energy projects.  
 
Standard 6 is mainly informed by the WB ESS10: Stakeholder Engagement and Information Disclosure 
as well as the national EIA regulations 37. Further, best practices have been drawn from REA’s and 
ZESCO’s internal guidelines for community engagement and grievance redress mechanism.  
 
Legal Framework  
▪ Local Government Act No. 3 of 201938 provides for an integrated local government system; ensure 

democratic participation in, and control of, decision making by the people at the local level; 
provide for the review of tariffs, charges and fees within the area of a local authority; provide for 
the role of traditional leadership in democratic governance. 

▪ The Chiefs Act No. 13 of 199639 provides for the recognition, appointment and functions of Chiefs 
and Deputy Chiefs. 

                                                 
35 National Aids Council, 2022. Community Management of HIV and AIDS, TB, Gender and Human Rights Coordination Toolkit for Local 

Authorities 
36 According to the AfroBarometer 2021, nearly two-thirds (61%) trust traditional leaders “a lot,” compared to 25% for local 

councilors. 
37 Environmental Protection and Pollution Control (Environmental Impact Assessment) Regulations, Statutory Instrument 

No.28 of 1997 
38https://www.parliament.gov.zm/sites/default/files/documents/acts/The%20Local%20Government%20Act%20No.%202

%20of%20%202019.pdf 
39 https://www.parliament.gov.zm/sites/default/files/documents/acts/Chiefs%20Act.pdf  

https://www.land-links.org/wp-content/uploads/2021/12/Gender-Guildlines-Print-version-1.pdf
https://pubdocs.worldbank.org/en/837721522762050108/Environmental-and-Social-Framework.pdf#page=111&zoom=80
https://www.zema.org.zm/wp-content/uploads/2023/03/EIA-REGULATIONS-STATUTORY-INSTRUMENT-NO.-28-OF-1997.pdf
https://www.parliament.gov.zm/sites/default/files/documents/acts/The%20Local%20Government%20Act%20No.%202%20of%20%202019.pdf
https://www.parliament.gov.zm/sites/default/files/documents/acts/The%20Local%20Government%20Act%20No.%202%20of%20%202019.pdf
https://www.parliament.gov.zm/sites/default/files/documents/acts/Chiefs%20Act.pdf
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▪ Environmental Protection and Pollution Control (Environmental Impact Assessment) Regulations, 
Statutory Instrument No.28 of 199740 provides the requirements related to the development of 
Environmental Impact Assessments, including stakeholder engagement and information 
disclosure.  

 
Objectives  
▪ To establish a systematic and inclusive approach to stakeholder engagement throughout the 

project life cycle.  
▪ To take stakeholders’ views on issues that could potentially affect them into account in project 

design and social and gender performance.  
▪ To involve stakeholders in the community in championing the participation of women, youth and 

PWD and supporting the monitoring of the project.  
▪ To ensure that appropriate project information is disclosed to stakeholders in a timely, 

understandable and accessible manner. 
 
Requirements - Developer  
1. The developer will engage with stakeholders throughout the project life cycle, commencing as 

early as possible in the project development process and in a time frame that enables meaningful 
consultations with stakeholders on project design. Meaningful consultation is a two-way process, 

described in more detail in 0 
2. The process of stakeholder engagement will involve the following (i) stakeholder identification and 

analysis41; (ii) planning how the engagement with stakeholders will take place; (iii) disclosure of 
information; (iv) consultation with stakeholders; (v) addressing and responding to grievances; and 
(vi) reporting to stakeholders. 

3. Engagement during Project Preparation: 
a) The stakeholder mapping conducted as part of the identification phase should result in a 

stakeholder database, which should be updated during the course of the project. Appendix 
I  provides a list with potential stakeholders to consider.   

b) With input from the identified stakeholders, the Developer will develop a Stakeholder 
Engagement Plan (SEP) which outlines the processes and measures for inclusive42 
stakeholder engagement. The SEP should be proportionate to the nature and scale of the 
project and its potential risks (see proposed template here).  

c) The Developer will disclose project information to allow stakeholders to understand the risks 
and impacts of the project, and potential opportunities. Information should be disclosed in 
relevant local languages and in a manner that is accessible and culturally appropriate43. 

0provides more details on information disclosure.  
d) Separate consultations should be conducted with women, youth and PWD and other groups 

identified as vulnerable to capture suggestions and concerns. While this requires more time 
and resources, it is necessary, since the voices of these groups may otherwise not be heard 
due to gender and cultural norms. In project appraisal documents, the Environmental Impact 
Assessment must demonstrate clearly how the views of these groups have influenced project 
design and implementation.  

                                                 
40 https://www.zema.org.zm/wp-content/uploads/2023/03/EIA-REGULATIONS-STATUTORY-INSTRUMENT-NO.-28-OF-

1997.pdf 
41 This should include an analysis of any conflict and tension between stakeholders and potential of political interference.   
42 An inclusive engagement process should empower all relevant stakeholders to participate. This participation includes 

systematic engagement with, for example, women, children, youth, the elderly, people with disabilities, and other vulnerable 
or disadvantaged groups. 
43 Any specific needs of groups that may be differentially or disproportionately affected by the project or groups of the population with 

specific information needs (such as, disability, literacy, gender, mobility, differences in language or accessibility) must be taken into 
account. 

https://pubdocs.worldbank.org/en/909361530209278896/ESF-Template-ESS10-SEP-June-2018.pdf
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4. Engagement during Project Implementation:  
a) An Electrification Community Committee (ECC) should be set up at an early stage of the 

project, comprising of 5-15 members from various community structures within the area, of 
which 50 percent should be women. Youth and PWD should also be represented on the ECC. 
In order to support the implementation and monitoring of the social safeguard standards in 
the project, at least two members of the ECC must have expertise in gender and social issues, 
such as the DACA or Social Worker.  

b) The Developer will conduct Community Meetings on a quarterly basis to inform the 
community on the progress and respond to any concerns, questions or suggestions. 

c) Printed copies of the EIA and ESMP should be publically available at the worksites, at the Ward 
Development Committee Offices and at the local council.  

5. Grievance Redress Mechanism: 
a) The Developer should establish a project grievance redress mechanism (GRM) as early as 

possible and ensure that concerns and grievances of project-affected parties are resolved in a 
timely manner. Relevant stakeholders should be consulted on the design and management of 
the GRM. The World Bank’s GRM checklist provides a list of good international practice to 
consider when designing the GRM.  

b) The grievance mechanism should include the following: 
o Different ways in which users can submit their grievances, which may include 

submissions in person, by phone, text message, mail, e-mail or via a website  
o A log where grievances are registered in writing and maintained as a database  
o Communication to the public on the grievance procedure, stipulated timelines and the 

decision-making process. 
o An appeals process (including the national judiciary) to which unsatisfied grievances may 

be referred when resolution of grievance has not been achieved 
c) A GRM committee (GRMC) must be established to manage the GRM. This may be the ECC or 

an existing structure that is trusted in the community, such as the WDC. The main role of the 
GRMC is to receive, record, track and refer grievances to the relevant organisation for 
resolution. The GRMC must also assess the level of priority of a complaint (critical priority, 
medium priority and low priority) as this may determine how it will be resolved. Depending on 
the nature of the complaints, the GRMC may resolve low priority and (in some cases) medium 
priority complaints. The Developer must be notified of critical priority complaints within 24 
hours.   

Note! Solving disputes on the spot is encouraged. Informality should remain the rule. The key for 
Developers is to ensure that informal systems include a written record of how many complaints have 
been received, how they have been addressed, how many have been resolved to the satisfaction of the 
complainants, and how long resolution has taken.  

 
 
 
 
 
 
 
 
 
 
 
 
 

https://pubdocs.worldbank.org/en/354161530209334228/ESF-Checklist-ESS10-GRM-June-2018.pdf
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Table 3. Priority of Complaints 
 

 
 
Requirements – Contractor   

1. Participate in quarterly Community Meetings (organized by the Developer) to share 

information about the progress of the project and respond to any concerns, questions or 

suggestions raised by the community.  

2. Establish a Contractors Grievance Register to keep record of all complaints referred to the 

Contractor by the GRM or complaints reported directly to the Contractor. The Grievance 

Register should include the complainant's name, contact information, nature of the 

grievance, date of complaint, actions taken, resolution status, and any additional notes or 

comments related to the complaint. 

3. When receiving critical priority complaints from the GRMC, an incident report must be 

prepared and submitted to the Developer within seven days.  

 

 

 

 

 

 

 

Category Definition 

Critical 
Priority 
Complaint 

A critical priority complaint relates to an issue with high impact on local 
communities, and/or vulnerable groups, and other stakeholders. There is the 
potential for significant reputational risk and the grievance to significantly breach 
the Social Safeguards Standards and/or national legislation (e.g. failure to 
compensate displaced persons or cases of sexual exploitation). 

Medium 
Priority 
Complaint 

A medium priority complaint relates to an issue with moderate impact on local 
communities, and/or vulnerable groups, and other stakeholders. The grievance has 
the potential to negatively affect the Developer’s reputation and may breach the 
Social Safeguards Standards and/or national legislation ( e.g. complaints about 
cracks in a house believed to have been caused by construction activities).     

Low Priority 
Complaint 

A low priority complaint relates to an issue of minimal impact on local communities, 
and/or vulnerable groups, and other stakeholders. The grievance is unlikely to 
affect Developer’s reputation and does not breach the Social Safeguard Standards, 
and/or national legislation (e.g complaints from the community due to failure to 
finalise projects on time). 
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3 IMPLEMENTATION FRAMEWORK  

Effective implementation of the social safeguard standards requires a comprehensive approach 
throughout the project lifecycle. The implementation framework outlined below includes the 
integration of social safeguards in the environmental impact assessments (EIA) and procurement during 
the pre-project phase as well as capacity building, monitoring, and roles and responsibilities. 

Environmental Impact Assessment and Environmental and Social Management Plan  

Developers in Zambia are required to conduct an EIA to assess the environmental and socio-economic 
impacts (positive and negative) of the planned intervention.  As part of this process, an Environmental 
and Social Management Plan (ESMP) is also developed, based on the findings of the EIA. The ESMP 
serves as an action plan for the project and should include specific measures, performance indicators 
and frequency of monitoring. Contractors are usually requested to develop their own ESMP (C-ESMP), 
based on the project’s EIA and ESMP, that is aligned with internal procedures and processes.  As 
discussed in Chapter 1.3, the legal and regulatory framework on EIAs in Zambia is strongly biased 
towards the environment. Although socio-economic impacts are mentioned, there is no explicit 
requirement to conduct a social and gender analysis to assess social risks and determine whether the 
intervention will affect men and women differently (especially when combined with other vulnerability 
such as disability). Since the EIA is often silent on gender and social risks and opportunities, social 
safeguards measures are often absent from ESMPs (and subsequently from the C-ESMP). This tends to 
result in a reactive approach to social and gender issues in many energy projects, where the Contractor 
responds to incidents rather than undertaking prevention and enhancement measures.   
 
Development of EIA and ESMP 
In order to strengthen the social and gender aspects of the EIA and inclusion of appropriate prevention, 
mitigation and enhancement measures for each social safeguard area in the ESMP, the following must 
be taken into consideration: 

▪ Ensure that risks and opportunities related to each social safeguard area and appropriate 
mitigation and enhancement measures are covered in the EIA and ESMP. If an external service 
provider is engaged, it must be included in the ToR.  

▪ Ensure that a Social Scientist or Social & Gender Expert with appropriate qualifications and 
experience is part of the team of experts conducting the EIA.  

▪ Ensure that relevant stakeholders for each social safeguards area are identified during the 
scoping mission, e.g. labour office, GBV service providers, community welfare assistance 
committee, the District Aids Coordination Advisor etc.  

▪ Ensure that ZEMA include the Gender Division, Citizen Economic Empowerment Commission 
(CEEC), the Zambia Agency for Persons with Disabilities and the National Youth Development 
Council as relevant stakeholders with whom the draft EIA is circulated for comments.  

 
Contractor’s ESMP 
In the C-ESMP, the Contractor outlines specifically how it will implement the civil works activities in 
accordance with the project’s ESMP requirements and with the contract. The            C-ESMP, 
therefore, is a fundamental instrument for ensuring oversight and management of the social and 
gender issues and requirements addressed in each social safeguard. Contractually, the Contractor 
must follow the C-ESMP, which is why it is important that the C-ESMP build upon the findings and 
proposed measures identified in the project’s EIA and ESMP. Public disclosure and consultations on 
the C-ESMP are beneficial as it ensures that local communities are aware of the specific actions 
proposed to address the risks.  
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Procurement   

Procurement has been identified as a key entry point for advancing gender equality and social 
inclusion in the Gender Equality Strategy and Action Plan44 (GESAP) for the energy sector. Developers 
must incorporate the social safeguard requirements into the procurement process. In this way, 
Contractors are aware of and committed to fulfilling, social safeguard obligations from the outset. 
There are three ways in which procurement could be used to strengthen the implementation of social 
safeguards in energy infrastructure projects: 
 

(1) Bidding documents: Inclusion of social safeguard requirements in bidding documents as 
contractual obligations. 

(2) During bidding:  emphasis on the social safeguard requirements during any pre-bid meetings 
and through use of clarifications. 

(3) Bid evaluation: inclusion of social safeguards compliance and performance as part of the 
evaluation and qualification.  

 
The proposed measures in the sections below have mainly been adopted from the WB’s Good 
Practice Note on SEA/SH in Major Civil Works.  
 
Bidding documents  
Procurement documents must include specific measures and procedures related to social safeguards 
that Contractors will be contractually obliged to implement. Merely making references to laws, policies 
and WB and IFC standards on social and gender aspects is not sufficient. The bidding documents should 
reflect the findings of the EIA and the requirements of the ESMP, which will be included as an Annex. 
The Developer or procuring entity should ensure the following: 

▪ The Technical Specifications include social safeguards requirement (specific measures and 
procedures) and the associated cost is reflected in the Bill of Quantity (BoQ).  

▪ The Schedule of Key Personnel includes a Human Resource Officer/Manager, Social and Gender 
Officer/Manager, Health and Safety Officer/Manager and Environmental Officer/Manager. 

 
In order to effectively incorporate social safeguards requirements in the bidding documents, careful 
consideration needs to be given to how the costs for the Contractor to implement the social safeguard 
requirements will be treated in the bid, evaluated, and paid as such. One option to consider is the use 
of a provisional sum which would cover the Contractor’s reasonable costs of implementing the social 
safeguards measures. The advantage of this approach is that all bidders would have a consistent level 
of funding in their bids, neutralizing the implications of underpricing or overpricing.  
 
During bidding   
It is essential to draw the attention of bidders to the specific social safeguard requirements of the 
project. This is particularly important for potentially contentious issues, such as the employment quotas 
for targeted citizens, for which awareness raising and sensitisation of the Contractor may be needed.  
This can be done through market engagement (during the development of the Project Procurement 
Strategy for Development), use of clarifications, and/or during any pre-bid meetings.  

The key information to provide bidders includes:  

▪ The requirements in the Social Safeguards Standards, including the employment quotas. 
Zambia Women in Engineering Section, CEEC and ZAFOD may be engaged to deliver 
presentations on how employment of women, youth and PWD can increase.  

                                                 
44 https://www.moe.gov.zm/wp-content/uploads/2022/08/Gender-Equality-Strategy-and-Action-Plan-for-the-Energy-Sector.pdf 

 

https://thedocs.worldbank.org/en/doc/632511583165318586-0290022020/original/ESFGPNSEASHinmajorcivilworks.pdf
https://thedocs.worldbank.org/en/doc/632511583165318586-0290022020/original/ESFGPNSEASHinmajorcivilworks.pdf
https://www.moe.gov.zm/wp-content/uploads/2022/08/Gender-Equality-Strategy-and-Action-Plan-for-the-Energy-Sector.pdf
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▪ The findings of the EIA and the ESMP requirements (which should incorporate social 
safeguard aspects).  

▪ That civil works will not commence until the Contractor’s ESMP (C-ESMP) has been approved. 
▪ That the C-ESMP may be disclosed on the websites of ZEMA, OPPPI, MoE and the 

implementing agency.  
▪ Presentations from relevant institutions to inform the Bidders about the legal requirements in 

Zambia may also be considered, e.g. ZPPA, MLSS, CEEC, Workers Compensation, NAPSA, the 
Labour Union  

Bid evaluation    
The evaluation and qualification criteria in the bidding documents, must include social safeguards 
components. This can be done through a combination of different approaches. 
▪ In order to qualify, the bidder may be requested to submit a letter of clearance from the Ministry 

of Labour and Social Security and demonstrate historic social safeguard performance (e.g. number 
of H&S accidents, number of female employees). 

▪ As part of the requirements in the bidding documents, the bidder may be requested to prepare an 
Equal Opportunity Policy (demonstrating how the employment quotas for targeted citizens should 
be achieved), a SEAH policy and Action Plan and a Code of Conduct. This information is to be 
assessed by the procuring entity as part of the bid’s responsiveness. Where deviations or omissions 
are not assessed to be material—which would lead to the bid being rejected— the Borrower may 
request the bidder to provide clarifications and/or additional information, for further evaluation. 

  
▪ In procurement processes that include rated criteria or a points system, social safeguards 

requirements may be part of the proposal scoring system. In such a system, the social safeguards 
component will constitute a certain percentage of the bid evaluation weighting. Where this is used 
it must be ensured that the requirements are specific and clear, and that the allocation of points 

relative to other factors is balanced.   
▪ Bidders are required to submit a declaration of whether they have had a contract terminated, 

suspended or a performance security called for reasons relating to past poor performance on 
social safeguards issues. The declaration includes details of the reasons. If it is established that the 
cause is due to poor social safeguards performance, due diligence should be carried out by the 
Developer to determine whether bidders have learned from past experience and how they have 
modified or implemented management controls to prevent recurrence. 

  

Note! Procurement can also be used to increase participation of citizen companies 
(companies owned by Zambians) and companies owned by targeted citizens (women, 
youth and persons with disabilities) through the use of preference and reservation 
schemes. Recommendations in this regard – targeted at the procurement process under 
the Integrated Resource Plan – are provided in the IRP GSI work stream report.  
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Monitoring and reporting  

Monitoring, reporting, and evaluation are crucial components for ensuring the effective 
implementation of social safeguards. Monitoring involves the systematic tracking and assessment of 
project activities, focusing on two key aspects: monitoring of prevention activities and compliance 
monitoring. Monitoring of prevention activities aims to assess the implementation and effectiveness of 
measures designed to prevent negative impacts and promote positive outcomes. Compliance 
monitoring, on the other hand, focuses on verifying adherence to established laws, regulations, 
policies, and standards. Both types of monitoring are essential to ensure the successful integration of 
social safeguards throughout the project lifecycle. 
 
Compliance monitoring  
Compliance must take place at two different levels: compliance at Contractor level and compliance at 
Developer level. In infrastructure projects, the Developer assumes a central role in monitoring the 
Contractor's compliance with the social safeguard standard. As the primary entity responsible for 
initiating and overseeing the project, the Developer has a vested interest in ensuring that social 
safeguard requirements are met to protect the well-being of workers and communities. The Developer 
typically has a direct contractual relationship with the Contractor, which provides the necessary 
authority and leverage to enforce compliance. Furthermore, the Developer is well positioned to 
effectively coordinate and integrate social safeguard monitoring activities with other essential project 
management functions. This helps to ensure that social safeguard measures are consistently monitored 

and integrated into the overall project framework. Appendix K provides a check list for compliance 
monitoring, which can be used by the Developer. The same check list can be adopted by the Contractor 
to monitor compliance by sub-contractors.  

In addition to the compliance at Contractor level, there is need for external compliance monitoring of 
the Developers themselves. Although MOE, as the custodian of the SSS, ultimately has the overall 
responsibility of compliance, ERB is the public body best placed to spearhead compliance. MOE will 
consider issuing a Directive in which ERB will be mandated to incorporate the social safeguard standards 
in the licensing process as well as compliance monitoring of energy operators, including conditions 
related to construction permits.  

Although MOE, through ERB, will have the overall responsibility, the involvement of other key actors is 
critical in order to monitor specific laws and regulations. For instance, the Ministry of Labour oversees 
compliance with labour laws and ZEMA ensures adherence to environmental regulations. Further, ZPPA 
assesses compliance with public works contracts, which highlights the importance of incorporating the 
social safeguards requirements in the tender documents and most importantly, in the Bill of Quantity. 
The following subsection provides a host of different actors who may offer support in compliance 
monitoring. The collective efforts of these actors contributes to a comprehensive monitoring 
framework that ensures compliance with diverse legal requirements throughout the project 
implementation process. 

Monitoring of Prevention and Enhancement Measures   
While compliance monitoring is focused on ensuring that certain processes, policies, plans, procedures, 
and measures are in place, the monitoring of prevention and enhancement measure aims to track the 
implementation of measures and assess their effectiveness in preventing negative impacts and 
promoting positive outcomes. Examples of Key Performance Indicators are provided below.  
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Table 4. Key Performance Indicators  

Area  Indicator  Target  

Training & 
Awareness in the 

workplace  
 

Note! All the 
trainings include 

sensitization on the 
content of the Code 

of Conduct  

Percent of employees completing the Social Safeguards 
Induction Training   

100 percent 

Numbers of Social Safeguards Toolbox Talks conducted 
Note! Toolbox talks on HIV/AIDS is reported separately   

Daily   

Number of Social Safeguards Refresher Trainings for workers  Quarterly  

Number of Social Safeguards Refresher Trainings for managers  Bi-annually 

Percent of workers who have signed the Code of Conduct  All 

Number of work sites with posters on the notice board with the 
following topics: Worker Rights, Employment quotas, SEAH, 
HIV/AIDS and the Code of Conduct 

100 percent 

Social and Gender 
Incidents  

Number of reported SEAH incidents within the workforce  Zero  

Number of reported SEAH incidents involving community 
members  

Zero 

Number of reported child labour incidents    Zero  

Number of reported discrimination incidents     Zero  

Number of any other social and gender incidents      Zero  

 
 

HIV/AIDS 
Management* 

 
In larger projects 

this will be 
implemented by an 

external service 
provider approved 
by National Aids 

Council    
 

* See Workplace 
and Community 
Health Programme 
in Standard 4. 

Number of HIV/AIDS training sessions - WORKPLACE (conducted 
by third party)   

Monthly  

Number of HIV/AIDS training sessions - COMMUNITY (conducted 
by third party)   

Quarterly  

Number of HIV/AIDS Toolbox Talk conducted Weekly  

Number of VCT’s conducted in the workplace  Quarterly 

Number of employees using the VCT service (disaggregated by 
sex, age and disability) 

NA 

Number of VCT’s conducted in the community  Quarterly 

Number of community members using the VCT service 
(disaggregated by sex, age and disability) 

NA 

Number of Behavioural Change Communication Campaigns 
conducted on HIV/AIDS and other social safeguard aspects (e.g. 
SEAH, gender equality) targeting communities and workplace 

Bi-annually 

Number of trained peer educators in the workplace  1/10 worker 

Equal 
Opportunities 

  

Percentage Zambian employees  80 percent quota  

Percentage of Community members (out of the Zambian 
employees) 

70 percent quota 

Percentage of female employees 30 percent quota 

Percentage of employees aged 19-35 30 percent quota 

Percentage of disabled employees 5 percent quota  

Percentage of targeted citizens in skilled, technical, and 
management positions (disaggregated by sex, age and disability).  

NA45 

                                                 
45 There is no specific target for this but deliberate efforts should be made to ensure that targeted citizens benefit from 

employment in various positions 
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Community 

Interaction and 
Stakeholder 
Engagement 

  
  

Number of Contractor related community complaints (received 
through the Project GRM), disaggregated by sex, age and 
disability of the complainants 

 

Numbers of complaints resolved within the stipulated time 100 percent 

Number of Social Safeguards Trainings conducted  Quarterly  

Number of Project Information meetings conducted  Quarterly 

Number of Ward Development Committee Offices with posters 
on the notice board with the following topics: Worker Rights, 
Employment Quotas, SEAH, HIV/AIDS and the Code of Conduct  

All 

 
 
Reporting on Social Safeguards Performance 
By documenting and communicating the progress, outcomes, and challenges related to social 
safeguards, reporting promotes transparency and accountability. It enables stakeholders to assess the 
project's compliance with social safeguard requirements and holds project developers and contractors 
responsible for their commitments. Reporting also facilitates ongoing monitoring and evaluation, 
allowing for timely identification of issues or risks that require attention. Before the contractor has 
been mobilized, the developer must establish a project reporting framework that outlines the reporting 
requirements of the Contractor.  
 
The Social Safeguard KPIs should be included in the regular project reports which are typically prepared 
by the Contractor on monthly basis. In addition to the KPIs, the reporting should cover key social 
performance indicators, progress on social safeguards implementation, and any identified risks or 
issues. Reporting must be done at different levels. In addition to the Contractor’s report, the Developer 
should be obliged to report to MOE or an independent entity on request. ERB is well placed for this as 
the public body in the energy sector that prepares annual energy sector reports with KPIs for different 
energy sub-sectors. Social safeguards could be an additional area.  
 
Incident Reporting and Response 

The Contractor should establish an Incident Investigation procedure that must be followed for all social 
and gender incidents that constitute a breach against the Social Safeguard Standards and Code of 
Conduct – similar to the procedures for environmental and health & safety incidents. When the 
Contractor becomes aware of a social and gender incident (see examples in Box 9 below), the Social 
and Gender Manager of the Contractor (or other staff member charged with the responsibility of 
implementing the social safeguards standards) will conduct a full investigation, in accordance with the 
Incident Investigation procedure. The Developer will be notified by the Contractor, of any social and 
gender incidents that occur whether on site or off site in which project’s personnel, are directly or 
indirectly involved and which result in harm to workers and/or community members. Such initial 
notification may be verbal and shall be within 24 hours of the incident followed by a written 
comprehensive report within 7 days of the accident, the latter including the consequences of the 
incident and the measures being adopted to minimize of exclude the risk of any repetition. 

The incidents report that will be sent to the Developer after completion of the investigation will include 
the following: 

• Description of the incident (according to the complainant) 

• Sex, age, disability status and job position of the staff member(s) involved in the incident 

• Sex, age, disability status and village of the community member(s) involved in the incident  

• Interviews with the involved staff members/community members and possible witnesses 
(signed statements must be collected from all interviewees) 

• The conclusion of the investigation  
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The recommended actions to be taken to avoid or minimize the effects of the incident and any future 
incidents, including sanctions against the perpetrator if applicable. SEAH related complaints that are 
considered criminal offences according to the Penal Code Act must be reported to the police. In such  
cases, the accused must be suspended from the workplace for the duration of the investigation. 

 

Training and Capacity building  

Trainings and capacity building must take place at three levels: Contractor level, Developer level and 
Institutional level. Additionally, there will be a need to train Social Safeguard Specialists who can 
support the implementation of social safeguards at each of these levels. 
 
Training and Awareness in the Workplace and Community 
Training and awareness are essential for the effective implementation of social safeguards in energy 
infrastructure projects and cut across all the standards. Table 5 below summarises the minimum 
trainings and awareness for the Contractor’s workforce and the community. All of the trainings include 
sensitization on the Code of Conduct. Capacity building for Developers, to enable them to oversee and 
monitor the implementation of the social safeguard standards, is covered in Chapter 3.4.2.  
 
Table 5. Overview of Trainings 

Training  Target Audience  When/ 
Frequency  

Responsible  

WORKPLACE 

Pre-bid awareness meeting on the Social 
Safeguards Standards (2h) Presentations 
from MOLSS, CEEC,  ZWES, and ZPPA may be 
considered 

Bidders Pre-bid  Developer  

Training on the implementation, monitoring, 
and reporting of the Social Safeguards 
Standards (4h) 

Senior 
Management of 
Contractor  

Contract 
award  

Developer 

Induction Training on the Social Safeguard 
Standards (2h) 

All Contractor staff Inception  Contractor  
(S&G Manager) 

Toolbox talk on Social Safeguards covering 
topics such as SEAH, Child Labour and 
HIV/AIDS (5min) 

Workers of the 
Contractor 

Twice per 
week  

Contractor  
(S&G Manager) 

Refresher Training on Social Safeguards for 
Managers (2h) 

Managers of the 
Contractor 

Bi-annually  Developer with 
support from ZGEN 
and the S&G 
Manager  

Box 9. Social and Gender Incidents  

Examples of social and gender incidents (breach against the Social Safeguards and the Code of 
Conduct) includes: 

1 SEAH and Inappropriate relationships in the workplace (failure to disclose) 
2 Unsupported pregnancies and abandoned children in the communities (failure to follow 

local customs) 
3 Land resettlement or land acquisition  
4 Conflict with the community  
5 School drop out and child labour linked to the labour-influx  
6 Exploitative Working Conditions, Forced labour and Corruption  
7 Discrimination based on sex, age, disability status or other characteristics 
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Refresher Training on Social Safeguards for 
Workers (1h) 

Workers  Quarterly  Contractor  
(S&G Manager) 

COMMUNITY  

Training for GRMC members on the 
procedure of receiving, recording, and 
tracking complaints (2h) 

Members of the 
GRMC 

Prior to 
Contractor 
mobilization  

Developer 

Community Awareness Training on the 
Social Safeguards and GRM (2h) 

Community 
members  

Quarterly   Contractor  
(S&G Manager) 

Behavioural Change Communication 
Campaign on HIV/AIDS, SEAH and other 
social aspects targeting communities and 
workplace using different methods (radio, 
road shows, drama, social media, IEC etc) 

Community 
members and 
workers  

Quarterly in all 
project-
affected 
community 

HIV/AIDS Service 
Provider in 
cooperation with 
the Contractor 

 
Capacity Building of Developers   
The successful implementation of the social safeguards by the Contractor hinges on the Developer.  
There is need for a tailor-made training targeting project Developers who are ultimately responsible for 
the implementation of the social safeguard standards. It will be essential to train Developers on how to 
incorporate the social safeguards in procurement and when contracting environmental firms to 
conduct the EIA. Training related to land resettlement and stakeholder engagement will also be critical 
since these areas are mainly the responsibility of the Developers. Further, the Developer must be 
trained on compliance monitoring and reporting on social safeguards. 

Capacity Building of Key Institutions  
In addition to training and awareness on the direct implementation of social safeguards standards in 
the workforce and in the community in project areas, there is a need to build the capacity in MOE, 
OPPPI, ERB on the SSF and the integration of the standards in existing processes and procedures, such 
as implementation agreements and the licensing process. Capacity must also be strengthened in 
providing oversight of project developers’ performance and adherence to social safeguards standards 
(see following section for more information). ZGEN is in the process of developing a Training of Trainers 
on gender mainstreaming in the energy sector, which is likely to include a module on the social 
safeguard standards. This training will target staff from key energy institutions as well as NGOs and the 
private sector and will help in creating awareness of the standards. MOE, through ZGEN, may also 
consider developing standardized training and IEC material to be used by all Developers and 
Contractors.   

Capacity building targeting ZEMA would also be needed. The new Environmental Management Bill 
which is expected to be enacted before the end of 2023, provides a good opportunity.  Once enacted, 
ZEMA as well as external stakeholders will be sensitized on the provisions of the Act. Although social 
and gender issues have not been strengthened in the new legislation, the sensitization on the social 
safeguards could be conducted as part of the existing provision of the Act to assess the “expected socio-
economic impacts of projects”.  

Finally, the local councils are important stakeholders for capacity building initiatives on the social 

safeguards related to compliance monitoring as well as empowerment of local businesses. By including 

energy projects in the planning process of districts and wards through the Integrated Development 

Plans, cross sector planning will be encouraged. The energy projects could enable productive activities 

in the locality to spring up to allow the community to pay for the services and bring up other associated 

economic activities. The role of Constituency Development Fund (CDF) is also important in this regard. 

There could be incentives and opportunities not just to hire locals but to buy building aggregates and 

materials from local SMEs who could then obtain loans from CDF with an off-take agreement from the 

Contractors. These SMEs could be female-led businesses, cooperatives or youth businesses. 
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Standardised Training Curriculum for Social Safeguard Specialists  

Professional expertise in social safeguards and gender and social inclusion will be critical for the 

successful implementation of the social safeguard standards. When procuring a Developer or 

Contractor for an infrastructure project with more than 25 employees, a Social and Gender Managers 

or Social Safeguard Specialists should be included as Key Personnel in the tender document as 

previously discussed. In order to support Developers and Contractors to find these experts and engage 

with them at an early stage, they must be readily available through a database or an association. MOE 

through ZGEN should take the lead on this in collaboration with relevant institutions such as the Gender 

Division, ZEMA, and the Impact Assessment Association of Zambia. The latter is a professional 

organisation for practitioners, which aims at advancing innovation and communication of best practice 

in all forms of environmental impact assessment. Providing a training on the Social Safeguards 

Standards, that specifically targets their members would be an effective way of ensuring that social and 

gender risks and opportunities are part of the EIA. Considerations should also be given to developing a 

special curriculum through cooperation with ZEMA, TAVETA, ZABS and Zambia Qualification Agency, in 

order to standardise the training and assure quality.  

Roles and responsibilities 

Public and private Developers in the energy sector are the custodians of the Social Safeguard 

Framework. Together with the investors, they are ultimately responsible for ensuring that the SSF is 

implemented by the Contractors and sub-contractors. As public developers, ZESCO and REA have a 

critical role in adopting and taking the lead in the implementation of the SSF. MOE’s main role is to 

reinforce the SSF by incorporating them in implementation agreements with all Developers and provide 

overall oversight. MOE will consider providing a directive to ERB to include social safeguards as part of 

the licensing process, compliance monitoring of energy operators and annual energy sector reporting. 

Table 6 below provides the various stakeholders that will support the implementation of the SSF.  

Table 6. Roles and Responsibilities  

Actor  Mandate  Role  

Citizen 
Economic 
Empower-
ment 
Commission  

CEEC is mandated to 
promote economic 
empowerment and 
participation of 
citizens in various 
sectors of the 
Zambian economy. 

CEEC may conduct inspections and audits to ensure 
compliance with the following laws and regulations: 

• Citizen Economic Empowerment Act No. 9 of 2006  

• Citizen Economic Employment (Preferential Procurement) 
Regulations, 2011 (SI 36) 

Further, as per provision 24 of the main Act, CEEC may 
issue Codes of good practices for different sector. The 
Social Safeguards may be adopted by the CEEC for this 
purpose.  

Engineering 
Institution of 
Zambia (EIZ) 

EIZ is a statutory 
body mandated to 
promote/ regulate 
the engineering 
profession in 
Zambia.  

EIZ can support the implementation of the SSF by: 

• Provide training for its members 

• Create a pool of female engineers and technicians (EIZ 
members) available for employment in each province. 

• Create an internship programme through the Zambia 
Women in Engineering Section (ZWES) 
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Energy 
Regulation 
Board (ERB) 

ERB is a public body, 
mandated to issue 
licenses for activities 
in the energy sector, 
to monitor the 
performance of 
energy companies 
and to ensure 
compliance with 
relevant standards/ 
license conditions. 

While ERB is currently not involved in Social Safeguards 
compliance (beyond health and safety), they could take a 
leading role in implementing the SSS by:  

• Include social safeguards requirements as part of the 
licensing process (including construction permits) 

• Include social safeguards aspects as part of their regular 
compliance monitoring of energy operators (see checklist 
provided in Appendix K  

• Collect data from Developers on selected key performance 
indicators and include in the annual Energy Sector Report. 

Gender 
Division 
(GD)* 
 
* formerly 
known as 
Ministry of 
Gender 

The GD is a division 
under the Office of 
the President, with 
the mandate to 
coordinate and moni
tor the effective 
implementation of 
gender policies. 

The GD may support the implementation of the SSS in the 
following ways: 

• Request progress report on the GESAP from MOE, ERB, 
REA and ZESCO, including the SSS. 

• Support ZGEN to create a professional body for Social and 
Gender Experts to assure quality. 

• Update the GBV Dashboard to ensure that contact details 
to service providers are provided for all districts.   

• The Gender Equality Seal that GD is rolling out in 
cooperation with UNDP, may provide an opportunity for 
energy companies to receive certification in accordance 
with best practices on gender equality.  

House of 
Chiefs (HOC) 

HOC is a statutory 
board established by 
the constitution, 
comprising of 50 
chiefs. HOC advises 
the government on 
traditional matters 
and customary law.  

HOC may formally adopt the Social Safeguards Standards 
and support the dissemination of the document to 
traditional leaders across all provinces. The Social 
Safeguards Standards are in line with the Gender 
Mainstreaming Guidelines for Traditional Leaders, which 
were developed by HOC in 2021.  

Ministry of 
Energy 
(MOE) 

MOE is mandated to 
oversee and regulate 
the energy sector. 
MOE is the custodian 
of the Gender 
Equality Strategy and 
Action Plan (GESAP)  

As part of the implementation of the GESAP and the SSS, 
MOE may conduct audits on selected developers, to ensure 
compliance to the Social Safeguards. This could be done in 
collaboration with ZGEN, CEEC and the Gender Division. 
MOE may also reinforce the SSS by incorporating them into 
the implementation agreement with Developers and by 
issuing a directive to ERB in which compliance with the SSS 
becomes part of the licensing process. Further, the MOE  
aims to legislate the SSS, possibly in cooperation with CEEC, 
as a Code of Good Practice for the energy sector. The Office 
for Promoting Private Power Investment (OPPPI), a 
department under MOE, has a critical role in the 
dissemination of the SSS, since this office is often the first 
point of contact for Developers.  

Ministry of 
Labour and 
Social 
Security 
(MLSS)  

MLSS is mandated to 
promote decent 
work, enforce labour 
laws, and ensure 
social security 

MLSS may conduct inspections and audits to ensure 
compliance with the following laws: 

• The Employment Code Act No. 3 of 2019 

• The Industrial and Labour Relations Act No. 27 of 1993  

• Worker’s Compensation Act No. 10 of 1999  

• Factories Act No. 2 of 1966 
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protection for 
workers. 

Particular attention should be paid to the provisions in the 
law concerning employment contracts, letters of clearance 
and collective bargain agreements.  

Ministry of 
Local 
Government 
and Rural 
Development 
(MLGRD) 

MLGRD is charged 
with the 
responsibility of 
promoting a 
decentralized 
governance system 
and facilitating the 
delivery of quality 
municipal services. It 
oversees the 
implementation of 
delegated functions 
and responsibilities 
by the local 
authorities. 
 
 

The MLGRD, through the local councils, may conduct 
inspections and audits to ensure compliance with the SSS. 
They could also play a critical role in the implementation of 
Standard 5. By including energy projects in the planning 
process of districts and wards through the Integrated 
Development Plans, cross sector planning will be 
encouraged. The energy projects could enable productive 
activities in the locality to spring up to allow the community 
to pay for the services and generate other associated 
economic activities. The role of Constituency Development 
Fund (CDF) is also important in this regard. There could be 
incentives and opportunities not just to hire locals but to buy 
building aggregates and materials from local SMEs who could 
then obtain loans from CDF with an off-take agreement from 
the Contractors. These SMEs could be female-led businesses, 
cooperatives or youth businesses.  
Further, the District AIDS Coordination Advisor (DACA) who 
sits in the council, can provide valuable support in the 
implementation of HIV/AIDS awareness programmes.  

National 
AIDS Council  

NAC is mandated to 
coordinate and 
facilitate the national 
response to HIV and 
AIDS  

NAC, through the PACA and DACA in the project area, should 
conduct audits of the HIV/AIDS awareness programmes 
conducted by the Contractors and ensure that the 
“Stakeholder Activity Form” is filled in and entered into 
NAC’s database.  

National 
Council for 
Construction 
(NCC) 

NCC is mandated to 
regulate and 
promote quality and 
standards in the 
construction sector. 
All contractors in 
Zambia must be 
registered with NCC. 

NCC may conduct inspections and audits to ensure 
compliance with the following laws: 

• The National Council for Construction Act, 2003 

• The National Council for Construction (Contractors) (Code 
of Conduct) Regulations, 2008 

This includes some social safeguards aspects such as health 
and safety and working conditions.  

ZEMA  ZEMA is mandated to 
promote sustainable 
environmental 
management and 
ensure compliance 
with environmental 
regulations and 
standards. 

ZEMA has a unique role in terms of the implementation and 
monitoring of the Social Safeguard. Firstly, by ensuring that 
social safeguards considerations are included in the EIA and 
ESMP and secondly, through compliance monitoring of 
environmental regulations as well as the specific aspects of 
the project ESMP. 

• Environmental Management Act No. 12 of 2011 

• Environmental Protection and Pollution Control 
(Environmental Impact Assessment) Regulations (SI 28)  

The Environmental Management (Amendment) Bill of 2023 
is expected to be enacted this year. Although social and 
gender issues are still largely absent, once approved,   
sensitisation will be needed both internally within ZEMA as 
well as with external stakeholders, in which the SS may be 
included. Further, ZEMA should consider including the 
Gender Division and Citizen Economic Empowerment 
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Commission as mandatory stakeholders to whom EIAs are 
circulated for comments. 

Zambia 
Bureau of 
Standards 
(ZABS) 

ZABS’ role is to 
develop standards 
for products, 
processes and 
services to support 
quality in industries. 
 

ZABS could support the implementation of the Social 
Safeguard Standards by developing guidelines, codes of 
practices and management systems that would help 
reinforce specific requirements, such as a uniform 
orientation and trainings, IEC materials and, in cooperation 
with Zambia Qualification Agency, develop standard 
qualifications for Social & Gender Managers/Social 
Safeguards Specialists.  

Zambia 
Gender and 
Energy 
Network 
(ZGEN) 

ZGEN sits under MOE 
and is responsible for 
overseeing the 
implementation of 
the GESAP. It 
comprises of various 
stakeholders in the 
energy sector. 

ZGEN’s role is to support the dissemination of the SSS and 
increase awareness of the Social Safeguard Standard in the 
energy sector, together with the ERB and the OPPPI.  
They may also organize trainings on the SSS for the public 
and private sector, including developers and contractors. 
This could be done in cooperation with ZEMA and the Impact 
Assessment Association.  

Zambia 
Development 
Agency (ZDA)  

ZDA is a quasi-
government 
institution with the 
mandate of 
promoting and 
facilitating trade, 
investment and 
enterprise 
development. 

ZDA may include the Social Safeguard Standards in the 
Investment Promotion and Protection Agreements as well as 
providing specific support in relation to local content (see 
Standard 5) through the  Local Content Strategy 2018-2022 . 
 
 

Zambia River 
Authority 
(ZRA) 

ZRA is a body 
corporate, 
responsible for 
managing the 
Zambezi River 
system, including 
issuing licenses for 
the development of 
hydro projects. 

ZRA may support the implementation of the Social 
Safeguards Standards by incorporating key requirements in 
the licensing process for hydro projects as well as taking the 
lead in compliance monitoring.  
 

Zambia 
Public 
Procurement 
Agency 
(ZPPA) 

ZPPA is mandated is 
to regulate, monitor, 
and promote 
transparency, 
accountability, and 
efficiency in public 
procurement 
processes in Zambia. 

 

ZPPA may conduct inspections and audits of public works 
contracts through site visits to ensure compliance with the 
following laws: 

• Public Procurement Act No. 12 of 2008 

• Public Procurement Regulations, 2011 (SI 63)  

• Public Procurement (Preference and Reservations) 
Regulations, 2011 (SI 64) 

As long as the social safeguards requirements are included 
in the Bill of Quantity, ZPPA is responsible for monitoring 
compliance.  

 

http://www.zda.org.zm/wp-content/uploads/2020/09/National-Local-Content-Strategy.pdf
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4 APPENDICES 

Appendix A  Key social and gender statistics by province  
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Education and Literacy (Zambia Demographic Health Survey, 2018) 

% of men and women who completed secondary school  M 14 24 9 10 23 8 9 16 13 12 

F 10 19 4 5 17 5 4 11 8 7 

% of men and women who are literate46 M 78 90 67 80 90 77 83 81 83 78 

F 74 77 50 50 80 52 47 64 72 63 

Employment (Labour Workforce Survey, 2018) 

Employment-to-population ratio47 for men and women  M 44 54 39 25 66 34 27 46 40 28 

F 23 32 22 12 39 17 13 28 25 20 

% of youth not in employment, education or training (NEET)  - 9 20 10 4 30 4 4 5 10 4 

HIV and Teenage pregnancies (Zambia Demographic Health Survey, 2018) 

% women age 15-19 years who have begun childbearing - 31 21 40 29 15 29 26 36 43 41 

% of men and women with knowledge of HIV prevention 
methods48 

M 92 81 76 84 82 86 85 89 89 90 

F 86 86 69 79 82 84 75 79 78 78 

% of men and women age 15-49 who are HIV positive M 9 10 5 5 10 4 4 3 9 7 

F 15 20 10 10 19 6 7 9 16 13 

% of young persons age 15-19 who are HIV positive M 2 1 0 1 5 1 2 0 1 1 

F           

Gender-based violence (Zambia Demographic Health Survey, 2018) 

                                                 
46 Refers to women who attended schooling higher than the secondary level and women who can read a whole sentence or part of a sentence 
47 The employment-to-population ratio is defined as the proportion of a country’s working-age population that is employed  
48 Using condoms and limiting sexual intercourse to one uninfected partner 
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% of women age 15-49 who have experienced physical violence 
since age 15 

- 28 42 42 44 28 53 34 21 39 32 

% of women age 15-49 who have ever experienced sexual 
violence  

- 8 18 14 20 8 24 19 6 14 15 

% of ever married women age 15-49 whose husbands/partners 
demonstrate controlling behaviours. 

- 22 36 29 37 27 41 40 28 35 25 

% of women age 15-49 who have experienced physical or sexual 
violence but never sought help and never told anyone  

- 10 18 23 11 13 21 19 7 11 7 

Women’s Empowerment (Zambia Demographic Health Survey, 2018) 

% of married women with limited control over their own 
earnings49 

 9 8 31 29 10 30 11 15 29 29 

% of men and women who makes decisions about major 
households purchases either alone or jointly with their spouse. 

M 92 82 83 91 85 87 91 88 87 91 

F 76 77 48 54 85 55 69 88 57 62 

% of men and women who agree that a husband is justified in 
beating his wife for specific reasons 

M 19 31 18 43 12 33 38 27 31 27 

F 41 44 38 70 27 64 72 33 51 49 

% of married women age 15-49 who can say no to their husband if 
they don’t want to have sex 

- 24 26 21 59 14 49 53 23 31 33 

Ownership of assets (Zambia Demographic Health Survey, 2018) 

% of men and women who own a house alone M 8 10 15 16 14 22 27 34 16 43 

F 9 4 12 9 5 11 8 11 6 18 

% of men and women who own a house jointly M 18 6 23 27 3 8 26 13 16 8 

F 24 7 42 36 9 30 33 28 21 19 

% of men and women who own land alone  M 8 7 13 15 10 21 28 30 13 36 

F 6 3 11 6 2 9 7 12 4 10 

% of men and women who own land jointly  M 16 4 20 22 3 5 25 13 13 8 

F 21 4 38 25 5 28 31 28 16 17 

Persons with disabilities (Zambia Disability Survey, 2012) 

% of household with disabled members - 10 19 9 11 17 5 7 5 10 7 

Prevalence of disability (above age of 18 years) - 12 14 8 14 9 10 9 10 9 14 

% of PWD who have experienced discrimination in public service  - 8 8 9 7 11 7 9 7 4 8 

                                                 
49 it is mainly the husband who decides how the wife’s cash earnings are used 
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Appendix B  Socio-economic considerations in the National Environmental 
Impact Assessment Regulations  

 

Environmental Protection and Pollution Control (Environmental Impact Assessment) Regulations, 
Statutory Instrument No.28 of 1997).  

Section  Details  

Part II Project Briefs 
Section 4 (g) 
Preparations of a 
project brief 

4. A Developer shall prepare a project brief under Regulation 3, stating in a 
concise manner:-  
(g)  the expected socio-economic impacts of the project and the number of 
people that the project will resettle or employ, directly, during construction 
and operation etc;  

Part III 
Environmental 
Impact Statement 
Section 11 (h) 
Contents of 
environmental 
impact statement 

11. Without prejudice to the generality of the issues contained in the terms 
of reference set out in the Third Schedule, the environmental impact 
statement shall include:-  
(h)  the socio-economic impacts of the project such as resettlement of the 
affected people.  

Third Schedule 
Regulations 8(3) 
 
Issues to be 
considered when 
preparing the terms 
of reference (ToR) 
 
Section 2  

The following impacts and issues may, among others, be considered for 
inclusion, as appropriate, in the preparation of the ToR 
2. Social, economic and cultural considerations including:  
(i)  Effects on generation or reduction of employment in the area;  
(ii)  Social cohesion or disruption (resettlement);  
(iii)  Immigration (including induced development when people are attracted 
to a development site because of possible enhanced economic 
opportunities);  
(iv)  Communication - roads opened up, closed, re-routed; and  
(v) Local economic impacts.  

 Environmental Impact Statement Format 

Section  Details  

5. Environmental 
Baseline Study  
 
Section 5.15  Social-
economic set up  
 

5.15  Social-economic set up  

• Population 

• Growth rate, population density and distribution  

• Administration 

• Social services and amenities 

• Market availability on various commodities 

• Literacy levels, health and gender equity  

• Traditional and religious practices and rites  

• Assessment of vulnerability and/or need for resettlement/compensation  

6. Impacts 
 
Section 6.2 Socio-
economic and 
cultural 

6.2  Socio-economic and cultural  

• Positive – direct, indirect, short term, long term, reversible and 
irreversible, local, regional  

• Negative – direct, indirect short term, long term, reversible and 
irreversible, local, regional  
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Appendix C  Child Labour and Minimum Age 
According to the Amended Constitution, a child is someone who is 18 years of age or below. 
However, a distinction is made between young children (under the age of 15) and young 
persons (15-18 years). It is prohibited to employ a child in any type of work, which by its nature 
or the circumstances in which it is carried out, is harmful to the child (i.e. constitutes the worst 
form of labour). Children should not be employed in industrial undertakings (which includes 
construction). 
 
 However, an exception is given to young persons employed under a contract of 
apprenticeship50 or in possession of a certificate signed by a Labour Officer. In rural areas, 
young persons, especially girls, are a vulnerable group due to the high rates of child marriage 
and teenage pregnancy. If offered apprenticeships, this could serve as a protective factor as 
they would acquire skills and gain work experience. This must be weighed against potential 
risks (vulnerability to SEAH, exposure to alcohol through older work colleagues, health hazards 
etc).  
 
Employment of young persons will only be allowed under the following conditions: 
▪ There must be existing initiatives in the community or surroundings (run by NGOs or other 

organisations), which can help in identifying young persons and support/supervise their 
placement. 

▪ The Developer and Contractor must take an active role in ensuring that special measures 
are put in place to protect the young persons from any hazardous work or SEAH in the 
workplace (such as always working in pairs). 

▪ The young persons must be assigned a supervisor by the contractor who must meet with 
the young persons on a weekly basis. In addition to this, the young person should be 
assigned a contact person from the NGO/training centre and the Developer for regular 
follow-up meetings.   

▪ Contractors will keep records of the age of all employees (including sub-contractors) and 
copies of the NRC to ensure that there is no child labour. A special register of young 
persons employed should be maintained which includes their name, date of birth, dates 
of employment. 

  

                                                 
50 the apprenticeship must be entered into under the Apprenticeship Act 
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Appendix D  Barriers to employment opportunities among targeted citizens     
 

Women  
Men dominate employment in the formal sector in Zambia, accounting for 62% compared to 
women at 38%51. There are strong socio-cultural norms about what jobs are appropriate for 
women. Despite the fact that many women (especially in rural areas) perform highly physical 
work, such as collecting firewood and working in the fields, there is a notion that women don’t 
have the required physical strength to participate during the construction phase of energy 
infrastructure projects. Gender bias also influences people’s perceived entitlement of a job. 
About 55% in Zambia believe that ‘men should have more right to a job than women’52 53. Such 
attitudes create a high risk of discrimination of women in employment. In addition, where 
sexual harassment causes women to feel unwelcome, uncomfortable or threatened in their 
places of work, or even forced to leave their jobs, it functions as a form of discrimination. It 
may lead to women being reluctant to take up traditionally male jobs or jobs in a largely male 
workforce54.  
 
Persons with Disabilities (PWD) 
In Zambia, negative community attitudes cause stigmatization and discrimination of PWD, 
preventing access to opportunities like education, employment, and social inclusion55. A 
widespread perception is that witchcraft is the cause of disability. Zambia has disability policies 
and laws56 in place ensuring the rights of persons with disabilities (PWD) but they are not being 
implemented effectively. Developers may experience resistance from contractors and 
suppliers regarding the requirement to employ PWD, due to concerns around reduced 
productivity and increased cost. Awareness raising and recruitment support will be needed.  
 
Youth  
Unemployment and youth not in employment, education, or training (NEET) are high in 
Zambia. Youth are overrepresented in informal and precarious employment. Further, there is 
a significant gender gap in employment with young men being almost twice as likely to be 
employed as young women. This indicates that the risk of discrimination, inequalities in 
opportunities and poor working conditions are likely to be higher among youth, especially 
among young women, compared to adults. This must be taken into consideration in energy 
infrastructure projects.    
 
 

  

                                                 
51 ZamStats, 2018. Zambia Labour Workforce Study Report 2018. 
52 UNDP, 2020. Human Development Perspectives. Tackling Social Norms: A game changer for gender 

inequalities.https://hdr.undp.org/system/files/documents/hdperspectivesgsnipdf_1.pdf 
53 This gender bias is expressed more among men (63%) compared to women (48%).   
54

 https://www.ilo.org/wcmsp5/groups/public/@ed_protect/@protrav/@travail/documents/publication/wcms_travail_pub_2.pdf 
55 Southern African Institute for Policy and Research, 2017. Removing Barriers Towards Inclusion: Sensitization and Mainstreaming 

Intellectual Disabilities Issues at a Community and National Level in Zambia. 
56 The Persons with Disabilities Act No. 6 of 2012  
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Appendix E Definition and Operationalisation of Sexual Exploitation and Abuse 
(SEA) and Sexual Harassment (SH)*  

 
Definition and Operationalization Example  

Sexual Exploitation: Any actual or attempted abuse 
of a position of vulnerability, differential power, or 
trust, for sexual purposes, including, but not limited 
to, profiting monetarily, socially or politically from 
the sexual exploitation of another. Any sexual 
exploitation of a minor is also sexual abuse (see 
below)  
 
Operationalization: Sexual exploitation occurs when 
access to or benefit from goods, works, non-
consulting services or consulting services financed 
by the project is used to extract sexual gain. 

▪ A community member is promised employment on 
the project site in exchange for sex.  

▪ A project worker doing wiring in households requests 
a sexual favour for the electricity connection.  

▪ A project worker denies a woman passage through 
the worksite unless she performs a sexual favour.  

▪ A project worker is housed in the community near to 
the worksite. He pays for school fees in exchange for 
sexual activity with the family’s adolescent daughter.  

Sexual Abuse: Actual or threatened physical intrusion 
of a sexual nature, whether by force or under 
unequal or coercive conditions.  
 
Operationalization: Sexual abuse occurs when a 
project worker (contractor staff, subcontractor staff, 
supervising engineer, implementing agency staff) 
uses force or unequal power in relation to a 
community member or colleague to perpetrate or 
threaten to perpetrate an unwanted sexual act. 

▪ A project worker abuses a community member.  
▪ A project worker has a sexual relationship with an 

underage child.  
▪ A project worker befriends an underage child, 

supporting her and/or her family in exchange of 
sexual favors.  

▪ A project worker stays in the cafeteria after dinner 
and sexually assaults a kitchen staff member.  

▪ A project worker touches an administrative staff 
member’s body repeatedly.  

▪ A project worker sexually assaults an adolescent girl 
on a pedestrian rural road adjacent to the worksite.  

Sexual Harassment: Any unwelcome sexual advance, 
request for sexual favor, verbal or physical conduct 
or gesture of a sexual nature, or any other behaviour 
of a sexual nature that might reasonably be 
expected or be perceived to cause offense or 
humiliation to another, when such conduct 
interferes with work, is made a condition of 
employment or creates an intimidating, hostile or 
offensive work environment.  
 
Operationalization: Sexual harassment occurs 
between employees at the workplace of the 
contractor or subcontractor. It includes unwelcome 
sexual advances or requests for sexual favors or acts 
of a sexual nature that are offensive and humiliating 
among the same company’s employees.  

▪ A project worker sends sexually explicit text 
messages to a co-worker.  

▪ A project worker leaves an offensive picture that is 
sexually explicit on a co-worker’s desk.  

▪ A project worker asks all female employees to greet 
him with a kiss on the cheek every day before work.  

▪ A project worker compliments his co-worker’s body.  
▪ A project worker continuously invites a co-worker 

out for drinks or dinner after being told that they are 
not interested.  

 

 
 
*Adopted from the World Bank’s GPN on SEAH 

 
 
 
 
 



47 

Appendix F  Codes of Conduct for Contractors  
 

To build a system for SEA/SH risk prevention and mitigation, all employees of Contractors 
(including sub-contractors), supervising engineers and other consultants with a footprint on 

the ground in the project area, will sign codes of conduct (CoCs);   

 
 
Code of Conduct for Contractor’s Personnel  

We are the Contractor, [enter name of Contractor]. We have signed a contract with [enter 
name of Developer] for [enter description of the Works]. These Works will be carried out at 
[enter the Site and other locations where the Works will be carried out]. Our contract requires 
us to implement measures to address environmental and social risks related to the Works, 
including the risks of sexual exploitation, sexual abuse and sexual harassment (SEAH).  

This Code of Conduct is part of our measures to deal with environmental and social risks 
related to the Works. It applies to all our staff, labourers and other employees at the Works 
Site or other places where the Works are being carried out. It also applies to the personnel of 
each subcontractor and any other personnel assisting us in the execution of the Works. All 
such persons are referred to as “Contractor’s Personnel” and are subject to this Code of 
Conduct. In addition to the expected behaviour at the Work Site, this CoC also addresses 
after-hours behaviour of Contractor’s Personnel outside the camp.  Our workplace is an 
environment where unsafe, offensive, abusive or violent behaviour will not be tolerated and 
where all persons should feel comfortable raising issues or concerns without fear of 
retaliation. Our interactions with the community, outside working hours, are characterized by 
respect and understanding of the cultural norms, protocols and values.  

 

Note to the Developer:  

The minimum content of the CoC below shall not be modified. The Developer may add 

additional requirements to address identified issues, informed by relevant environmental 

and social assessment.  

Delete this Box prior to issuance of the bidding documents.  

 
Note to the Bidder:  

The minimum content of the CoC form as set out by the Developer shall not be 

substantially modified. However, the Bidder may add requirements as appropriate, 

including to take into account contract-specific issues/risks.  

The Bidder shall initial and submit the CoC form as part of its bid.  
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REQUIRED CONDUCT  

Contractor’s Personnel shall:  

1. carry out his/her duties competently and diligently;   
2. comply with this Code of Conduct and all applicable laws, regulations and internal 

company policies; 
3. maintain a safe working environment by: (a) ensuring that workplaces, machinery, 

equipment and processes under each person’s control are safe and without risk to 
health, (b) wearing required personal protective equipment; (c) using appropriate 
measures relating to chemical, physical and biological substances and agents (d) 

following applicable emergency operating procedures.   
4. comply with the zero tolerance to alcohol policy and daily breathalyzer testing during 

work days. No employee shall be in possession of alcohol or illegal drugs in the 
workplace. 

5. report work situations that he/she believes are not safe or healthy and remove 
himself/herself from a work situation which he/she reasonably believes presents an 

imminent and serious danger to his/her life or health;   
6. treat other people with respect, and not discriminate against specific groups such as 

women, people with disabilities, migrant workers or children;   
7. not engage in Sexual Harassment, which means unwelcome sexual advances, requests 

for sexual favours, and other verbal or physical conduct of a sexual nature with other 

Contractor’s or Employer’s Personnel;   
8. not engage in Sexual Exploitation, which means any actual or attempted abuse of 

position of vulnerability, differential power or trust, for sexual purposes, including, but 
not limited to, profiting monetarily, socially or politically from the sexual exploitation of 
another;  

9. not engage in Sexual Abuse, which means the actual or threatened physical intrusion of a 
sexual nature, whether by force or under unequal or coercive conditions;  

10. not engage in Inappropriate Relationships in the workplace, which means relationships 
between persons in inherently unequal positions where one party has real or perceived 
authority, influence, or power over the other’s condition of employment or has the 
ability to directly impact the other’s career progression. If such a relationship exists or 
develops, it must be disclosed to the [enter name of the Contractor’s Social & Gender 
Manager or Human Resource Manager] in order to manage potential risk as a result of 
the relationship. 

11. not engage in any form of sexual activity with individuals of the age of 18 and below; 
12. not engage in sexual behaviours with community members that are likely to have a 

negative impact on the individual's education, employment, social status, health and 
economic situation (e.g. through unwanted or unsupported pregnancies, unsafe 
abortions, HIV/STIs, and abandoned children). In a situation where a female community 
member gets impregnated by Contractor’s Staff, this must be reported, and the customs 
of the community to settle such situation must be respected and adhered to.  

13. complete relevant training courses that will be provided related to the environmental 
and social aspects of the Contract, including on health and safety matters, Sexual 
Exploitation and Abuse and Sexual Harassment (SEAH);  

14. report violations of this Code of Conduct; and  
15. not retaliate against any person who reports violations of this Code of Conduct. 
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RAISING CONCERNS  
If any person observes behaviour that he/she believes may represent a violation of this Code 
of Conduct, or that otherwise concerns him/her, he/she should raise the issue promptly.  
 
This can be done in either of the following ways:  

o Name and Contact details [enter name of the Contractor’s Social Expert with relevant  
experience in handling sexual exploitation, sexual abuse and sexual harassment cases, 
or if such person is not required under the Contract, another individual designated by 
the Contractor to handle these matters]  

o File a complaint through the Worker’s Grievance Mechanism,  

o File a complaint through the Project Grievance Redress Mechanism  
 
The person’s identity will be kept confidential, unless reporting of allegations is mandated by 
the country law. Anonymous complaints or allegations may also be submitted and will be 
given all due and appropriate consideration. We take seriously all reports of possible 
misconduct and will investigate and take appropriate action. We will provide warm referrals 
to service providers that may help support the person who experienced the alleged incident, 
as appropriate.  
 
There will be no retaliation against any person who raises a concern in good faith about any 
behaviour prohibited by this Code of Conduct. Such retaliation would be a violation of this 
Code of Conduct.  
 
CONSEQUENCES OF VIOLATING THE CODE OF CONDUCT  

Any violation of this Code of Conduct by Contractor’s Personnel may result in serious 
consequences, up to and including termination and possible referral to legal authorities.  

FOR CONTRACTOR’S PERSONNEL:  

I have received a copy of this Code of Conduct written in a language that I comprehend. I 
understand that if I have any questions about this Code of Conduct, I can contact [enter name 
of Contractor’s contact person(s) with relevant experience] requesting an explanation.  

Name of Contractor’s Personnel: [insert name]  
 
Signature: __________________________________________________________  

Date: (day month year): _______________________________________________  

 
Countersignature of authorized representative of the Contractor:  
 
Signature: ________________________________________________________  

Date: (day month year): ______________________________________________  
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Appendix G  Contact List for Provincial AIDS Coordination Advisors 
 

# Province Name Sex Contact E mail 

1 Central  Nickson Kapansa M 0977307778 / 

0955307778 

nkapansa@nacsec.org.zm 

nickkapansa@gmail.com 

2 Copperbelt  Violet Mongeza  F 0966436505 vmongeza@nacsec.org.zm 

mongezavm@gmail.com 

3 Eastern  Emmanuel Chama  M 0977837836 / 

0963138629 

echama@nacsec.org.zm 

chacle2009@yahoo.com 

4 Luapula  Nathan Kabwe  M 0977236441 /  nkabwe@nacsec.org.zm 

nathankabwe3@gmail.com 

5 Lusaka  Eunice Masi  F 0977123920 emasi@nacsec.org.zm 

eunice.masi@gmail.com 

6 Muchinga  Jessy Goma  F 0977487536 / 

0966735535 

jgoma@nacsec.org.zm 

jessygoma@yahoo.com 

7 Northern Tilandile Kabota  M 0977196670 tkabota@nacsec.org.zm 

8 North-Western  Hillary Sakala  M 0977832665 hsakala@nacsec.org.zm 

sakala.hillary@gmail.com 

9 Southern  Rosemary Masaku  F 0977429953 / 

0968490462 

rmasaku@nacsec.org.zm 

rosemarymasaku@gmail.com 

10 Western  Yhaliwe Nalishebo F 0975210218 / 

0967210218 

ynalishebo@nacsec.org.zm 

ynalishebo@yahoo.com 

 
 
 
 
 
 
 
 
 
 
 

 

 

 

 

 

mailto:jgoma@nacsec.org.zm
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Appendix H  Information Disclosure and Meaningful Consultation  
 

The below information has adopted from the WB ESS10: Stakeholder Engagement and 
Information Disclosure. 
 
The Developer will disclose project information to allow stakeholders to understand the risks 
and impacts of the project, and potential opportunities. The Developer will provide 
stakeholders with access to the following information as early as possible before the project 
appraisal, and in a time frame that enables meaningful consultations with stakeholders on 
project design:  
(a)  the purpose, nature, and scale of the project;  
(b)  the duration of proposed project activities;  
(c)  potential risks and impacts of the project on local communities, and the proposals for 
mitigating these, highlighting potential risks and impacts that might disproportionately affect 
vulnerable and disadvantaged groups, and describing the differentiated measures taken to 
avoid and minimize these;  
(d)  the proposed stakeholder engagement process highlighting the ways in which 
stakeholders can participate;  
(e)  the time and venue of any proposed public consultation meetings, and the process by 
which meetings will be notified, summarized, and reported; and  
(f) the process and means by which grievances can be raised and will be addressed.  
 
Meaningful consultation is a two-way process, that:  
(a)  begins early in the project planning process to gather initial views on the project proposal 
and inform project design;  
(b)  encourages stakeholder feedback, particularly as a way of informing project design and 
engagement by stakeholders in the identification and mitigation of environmental and social 
risks and impacts;  
(c)  continues on an ongoing basis, as risks and impacts arise;  
(d)  is based on the prior disclosure and dissemination of relevant, transparent, objective, 
meaningful, and easily accessible information in a time frame that enables meaningful 
consultations with stakeholders in a culturally appropriate format, in relevant local 
language(s), and is understandable to stakeholders;  
(e)  considers and responds to feedback;  
(f)  supports active and inclusive engagement with project-affected parties;  
(g)  is free of external manipulation, interference, coercion, discrimination, and intimidation;  
(h)  is documented and disclosed by the Developer 
 
 
 
 
 
 
 
 
 
 

https://documents1.worldbank.org/curated/en/476161530217390609/ESF-Guidance-Note-10-Stakeholder-Engagement-and-Information-Disclosure-English.pdf
https://documents1.worldbank.org/curated/en/476161530217390609/ESF-Guidance-Note-10-Stakeholder-Engagement-and-Information-Disclosure-English.pdf
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Appendix I  Potential Stakeholders   
 
 

Area  Potential stakeholders   

National level  ▪ Ministry of Energy, Energy Regulation Board, Rural Electrification Authority 
▪ Zambia Gender and Energy Network  
▪ Gender Division and Citizen Economic Empowerment Commission  
▪ House of Chiefs 
▪ Zambia Association for Women in Construction (ZAWIC) 
▪ Zambia Women in Engineering Section (ZWES)  
▪ Zambia Federation of Associations of Women in Business (ZFAWIB)  
▪ The Non-governmental Gender Organisations' Coordinating Council (NGOCC) 
▪ The Zambia Federation of Disability Organisations (ZAFOD)  
▪ National Youth Development Council  
▪ National AIDS Council  
▪ National Union of Building, Engineering and General Workers (NUBEGW) 

Provincial level ▪ Provincial Development Coordination Committees (PDCC) 
▪ Provincial HIV and AIDS Committee (PHAC)* and Provincial Aids Coordination 

Advisor (PACA) 
*former Provincial AIDS Task Force (PATF) 

District level ▪ District Development Coordination Committees (DDCC) 
▪ District HIV and AIDS Committee (DHAC)*, including District Aids Coordination 

Advisor (DACA). See Appendix G for contact details.  

▪ Local Government  
▪ Technical Colleges and Skills Training Centres 
▪ Hospitals/Health centres, including One Stop Centres 
▪ Labour Office  
▪ Non-Governmental Organisations (NGOs), Faith based Organisations (FBOs) 
*former District AIDS Task Force (DATF)  

Community 
level  

▪ Ward Development Committee 
▪ Traditional leaders 
▪ Women’s groups, Cooperatives 
▪ Community Welfare Assistance Committees  
▪ Community - based Organisations (CBO) and Faith- based Organisations (FBOs) 
▪ Schools and Parent-Teacher Associations 
▪ Health posts  

  
 
 
 
 
 
 
 
 
 
 
 
 



53 

Appendix J  Grievance Redress Mechanism Guiding Principles 
The following principles (partly adopted from REA’s GRM Policy) will be adhered to as they 
enhance effective resolution of stakeholder grievances: 

1. Accessibility: The grievance redress procedures will be placed in convenient public 
locations (such as hospitals, schools, councils) within the sub project areas with full 
details and contacts of the person(s) implementing the GRM to ensure easy accessibility 
to all. The communities within the project areas including persons affected by the 
project will be made aware of the GRM with regards to their rights and procedures for 
making grievances, which will include options for raising complaints (such as anonymity, 
suggestion boxes, text messaging etc). 

2. Responsiveness and Confidentiality: In order to ensure transparency in handling and 
processing of grievances, all project stakeholders, especially complainants will be kept 
informed of the handling process and the outcome of the redress process in a timely 
manner. As confidentiality is an integral part of fairness, the identity and personal details 
of complainants will only be disclosed to those involved in the resolution of the 
grievance. 

3. Objectivity and Independence: The mechanism empowers the various committees in the 
grievance redress hierarchy to operate independently and objectively while handling 
grievances and to ensure that all information, stakeholders and records required for 
inquiry and analysis are easily accessible. 

4. Simplicity: Literacy levels may not be the same in all the areas and therefore, simple 
procedures will be adopted from the GRM for lodging a complaint and/or submitting 
suggestions or comments guided by the Complaints Handling Officer. The document 
shall be made accessible and understandable to all project stakeholders’ especially 
marginal groups, poor farmers and female beneficiaries. A summarized grievance notice 
shall be translated into applicable local languages which shall be displayed in the 
communal areas such as health centres, schools, markets and local councils in the 
project areas 

5. Fairness: The GRM will consider equally all complaints irrespective of their nature, size 
and complexity. All complaints, comments and suggestions received will be registered 
and the person or entity making the request for redress will be acknowledged in writing 
or verbally. The project staff implementing the GRM will be specially trained for 
grievance handling and resolution. 

6. Timeliness: All grievances, irrespective of their nature and size shall be considered and 
corrective actions taken within reasonable time. All possible efforts will be made to 
complete the process within the shortest possible time. 

7. Participation: The GRM encourages any stakeholders to lodge complaints, make 
suggestions, including improvements to the GRM. The GRM will ensure that project 
beneficiaries are included in the process of redressing grievances and incorporating 
suggestions where required.  
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Appendix K  Social Safeguard Compliance Checklist  
 

Nº INSPECTED ITEMS YES NO NA 

  Standard 1:  Labour and Working Conditions;       

1 

Contractor makes available detailed employment data on a monthly basis to the 
Developer (including employment data of sub-contractors) with the following 
information: staff number, position, sex, age, disability, nationality, 
community/non-community member, salary and start date of the contract (and end 
date for employees who are no longer with the company). 

      

2 
Copies of identity documents, signed employment contracts and Code of Conduct 
for all employees is kept by the Contractor and available for inspection.  

      

3 Employment contracts have been approved by the Developer and Labour Office.       

4 
Employees have been given copies of employment contracts and Code of Conduct 
(to be confirmed by at least five employees on site). 

      

5 
A collective agreement with the union is in place (applicable for contractors with 
more than 25 employees).  

      

6 
Employees on site are wearing appropriate PPE, including proper fitted PPE for 
female workers.   

      

7 Toilet for every 20 persons available for each sex.       

8 
Reporting systems to receive complaints and suggestion from workers available on 
site (Worker's Grievance Redress Mechanism) 

      

  Standard 2: Non-discrimination and Equal Opportunity       

9 
Contractor report against the minimum employment quota for Zambians and 
community members on a monthly basis to the Developer (at least 80% Zambians 
of which 70% community members). 

      

10 
Contractor report against the minimum employment quotas for targeted citizens 
on a monthly basis to the Developer (30% women, 30% youth and 5% persons with 
disabilities). 

      

11 

Job adverts specifically encouraging targeted citizens (women, youth and PWD) to 
apply are displayed on the notice boards at all work sites and in the community 
(e.g. Ward Development Committee Office) and shared with the local council and 
relevant NGOs (representing women, youth and PWDs). 

      

12 
An Equal Opportunity Policy has been developed with clear strategies for how the 
employment quotas for targeted citizens should be achieved.  

      

  Standard 3: SEAH        

13 All cases of reported SEAH incidents have been investigated and recorded.       

14 All employees have been trained on and signed the Code of Conduct (CoC).       

15 
Ensure that the Contractor's disciplinary code includes disciplinary measures 
related to the breach of the CoC. 

      

16 
A SEAH Action Plan has been developed, which includes protocols and measures to 
address the SEAH risks, details how allegations of SEAH will be handled and includes 
disciplinary action. 

      

  Standard 4 on Community Protection and Empowerment       

17 
Free Voluntary Counselling and Testing (VCT) is provided to the workforce on a 
quarterly basis. 

      

18 Condoms available at toilets.       
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19 Peer educators have been trained (1 peer educator per 10 workers).       

  Standard 5: Resettlement (if applicable)       

20 
A gender and social analysis has been conducted to assess and identify special 
needs and vulnerability among certain groups in the community. 

      

21 A Resettlement Plan and/or Livelihood Restoration Plan has been developed.        

  Standard 6: Stakeholder engagement and Information Disclosure        

22 
An Electrification Community Committee has been established with at least 40% 
representation of women and representation by youths and persons with 
disabilities.  

      

23 

Community meetings are conducted on a quarterly basis (to share information 
about the project and address complaints, concerns or suggestions from 
community members). Can be combined with the quarterly community trainings on 
social safeguards (see below).  

      

24 
A Project Grievance Redress Mechanism has been established to address 
community complaints.  

      

25 A Grievance Redress Tracking Sheet has been designed to record all complaints.        

26 
The Environmental and Social Management Plan (ESMP) is available on all work 
sites, in the WDC office and at the local council.  

      

  Training and Awareness raising        

27 
4 hours induction training provided to all new employees covering the social 
safeguard standards, including the Code of Conduct and the Worker's Grievance 
Redress Mechanism.  

      

28 
2 hours refresher training provided on a monthly basis to all employees covering 
the social safeguard standards, including the Code of Conduct and the Worker's 
Grievance Redress Mechanism.  

      

29 
Daily toolbox talks (5-10 minutes) conducted at site covering equal opportunities, 
HIV/AIDS, GBV/SEAH, community health & safety, alcohol, child labour, and other 
relevant social topics. 

      

30 

2 hours community trainings conducted on a quarterly basis the covering the social 
safeguard standards, including the Code of Conduct and the Project Grievance 
Redress Mechanism. Can be combined with the quarterly community meetings (see 
Stakeholder engagement). 

      

31 
Posters on (1) Equal opportunities (2) HIV/AIDS (3) GBV/SEAH, (4) Worker's rights 
and (5) Grievance Redress Mechanism are displayed on site and in the community 
(e.g. Ward Development Committee Office). 

      

32 

A quarterly information, education and education  campaign promoting 
behavioural change in the community and in the workforce related to HIV/AIDS, 
SEAH, gender equality and social inclusion (the campaign may include road shows, 
community radio, theatre, flyers, print media etc). Note! Only applicable in larger 
projects (above 100 workers) where an external HIV/AIDS service provider has been 
budgeted for in the Bill of Quantity.  

      

TOTAL ITEMS OK   

TOTAL ITEMS IRREGULAR   

TOTAL ITEMS NOT APPLICABLE   

SOCIAL PERFORMANCE (%)   
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