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Labor regulation and social protection for workers in Morocco 

 

Abstract 

 

While Morocco’s labor regulations are consistent with many international labor standards, our review has 

identified various issues. Relative to other countries in MENA, employers in Morocco are more likely to 

report that labor regulations are an impediment to their operations. Yet the protection these rules actually 

provide for workers is limited by the large share of the employed workforce that is not covered by the 

formal regulations, by inadequate inspection capacity, and by costly and time-consuming procedures to 

resolve disputes. Collective bargaining at the firm and sectoral levels provides another potential mechanism 

for regulating the labor market but very few agreements are negotiated and implemented. Social insurance, 

including health and pensions, is provided to formal-sector workers but here too their effectiveness is 

limited by low registration rates. Insurance against unemployment is a particular gap in the social protection 

system since the loss of employment allowance is received by only about one percent of unemployed 

workers. Going forward, extending the coverage of labor regulations and social protection schemes needs 

to be a priority in Morocco.  
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1. Introduction1  
 

Over the past 20 years, Morocco has embarked on a transition towards economic liberalization and 

advancing human development. Morocco is now classified as a lower middle-income country, reflecting 

significant improvements in living conditions. Since 2000, per capita income has almost doubled, and the 

national poverty rate has been drastically reduced (from 15.3 percent to 4.8 percent in 2014). Health and 

education outcomes have improved considerably. However, Morocco's development has been neither fast 

nor consistent enough to advance to upper middle-income status. While the economy has continued to grow 

during this period, the average annual GDP growth rate has slowed since 2009, even before the shock of 

the pandemic.  

 

Notwithstanding the progress over the past two decades, the recent World Bank report, “Morocco’s 

Jobs Landscape”2 highlights important challenges in the labor market. Morocco’s economy is not 

creating enough jobs for the rapidly growing working-age population. Between 2001 and 2018, the 

working-age population grew on average by about 372,000 annually, while the economy only created an 

average of 109,000 jobs per year. Morocco has other labor market challenges: low labor force participation 

especially for women, high youth unemployment, and a high rate of informality. The participation rate is 

about 45 percent and below 30 percent for women, both low relative to most countries in the MENA region. 

The labor market situation is particularly difficult for youth who not only experience a high rate of 

unemployment but also about 30 percent are classified as NEETs -- neither in employment, education, or 

training. Finally, even though informal wage workers as a share of all wage employment decreased from 

67 percent in 2000 to about 55 percent in 2019, informality remains very high.3 This has consequences for 

the legal and social protection for this part of the working population. The tragic death of 28 workers at an 

informal textile factory in Tangier in February 2021 was a stark reminder of the importance of providing 

effective protection for workers. 

 

Labor regulation and social protection for workers represent a key to strengthening the functioning 

of the labor market. This paper reviews the general labor law provisions and the policies for social 

protection for workers in Morocco and assesses how well these public policies address labor market failures 

that they are intended to address. It aims to answer the following questions: What are the main rules and 

policies in place to regulate the employment relationship and provide social protection for workers? How 

do these differ for regular employees and for workers with nonstandard employment statuses? What are the 

aspects of labor law and social protection that should provide the focus for policy reform? 

 

Coverage of labor regulations and social protection is a key consideration in Morocco. As we detail 

in this paper, Morocco has extensive labor regulations and social insurance arrangements financed through 

social contributions. However, constructing a policy framework to cover the diversity of situations facing 

 
1 The authors acknowledge the helpful comments they have received from Jesko Hentschel, Johannes Hoogeveen, 

Gladys Lopez-Acevedo, Marco Ranzani, and Dalal Moosa. 
2 Gladys Lopez-Acevedo, Gordon Betcherman and Vasco Molini, Morocco’s Jobs Landscape: Identifying Constraints 

to an Inclusive Labor Market, World Bank, 2021  
3 Ibid, based on Labor Force Survey data. 
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the working-age population represents a formidable challenge. Figure 1 illustrates this diversity through a 

decomposition of the population according to their labor status. A substantial proportion is not working, 

either inactive or unemployed. And, among the employed, there are many who are unpaid family workers, 

domestic workers, self-employed, or in other informal work forms and work settings. In this paper, we 

describe the regulations and social insurance arrangements not only for the conventional wage sector but 

also for those employees and workplaces outside that sector. 

 

Figure 1: Labor status of the population in Morocco, 2018 

 

 
 

 

The paper is organized into two major sections. The first examines labor law and the second describes social 

insurance provisions. In each section, the current status in Morocco is described and then the factors that 

affect the effectiveness of these laws, regulations, and public policies are discussed. In the conclusion, we 

summarize and then point to some directions forward. 
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2. Labor regulation  
 

Since its independence, Morocco has ratified no less than 70 international conventions on labor 

standards. The 2004 Labor Code confirmed these international standards in a body of text that 

encompasses all aspects of work and provides mechanisms for guaranteeing workers’ rights and ensuring 

social dialogue. The question is whether these arrangements are appropriate for the national context and 

consistent with the objectives of protecting workers and contributing to labor market efficiency.  

 

Labor regulations and related institutions should be assessed in terms of how well they provide 

protections for workers, while taking into consideration effects on employer costs and 

competitiveness. The primary motivations for labor regulations are to offer protections to workers, 

especially the most vulnerable, and to improve the functioning of the labor market by addressing 

imperfections such as inadequate information and uneven bargaining power. The challenge is to avoid 

offering an insufficient level of support to workers, on the one hand, or to impose costs on employers that 

significantly jeopardize economic growth and job creation, on the other hand. The impact of regulations is 

also influenced by the interactions of workers and employers with complementary institutions, particularly 

those related to the implementation of social protection, enforcement, or the mechanisms of collective 

bargaining.  

 

In addition to their content, labor regulations can only have favorable results if they are supported 

by institutions that enhance compliance. In Morocco, a small web of formally structured, large companies 

generally operating in line with international standards and practices, exists alongside a multitude of smaller 

companies that have few or no legal structures, and whose existence depends on the flexible use of 

employees and keeping labor costs low.4 An even larger part of the labor force is found in traditional 

activities, including self-employment, domestic work, and unpaid family work, that is largely excluded 

from the benefit of labor legislation and social protection. This is a challenging context for policy-makers 

since diverse rules and institutions would be needed to reflect the range of realities that exist in the country. 

 

In this section we review the standards for (i) bilateral labor relations, (ii) collective labor relations, (iii) 

labor inspection, and (iv) those in nonstandard employment forms. In each case, we assess their merits, 

considering enforcement and their effects on worker protection and the labor market.  

 

 

 

 

 

 

 

 

 

 
4 Very small and medium-sized enterprises (TPME) represent 93 percent of all companies in Morocco. 64 percent are 

very small enterprises (less than 10 employees), 29 percent are SMEs (revenue is less than DH 75 million and staff 

under 200 employees) and 7 percent are large enterprises. Haut-Commissariat au Plan (HCP), Enquête nationale 

auprès des entreprises, 2019. – HCP is the National Statistical Office. 
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2.1. General legal provisions for wage workers 

 

The legal provisions for labor regulation include a general scheme that is meant to apply to all wage and 

salary employees in all sectors. As well, there are specific laws that apply to domestic workers and auto-

entrepreneurs that are discussed in section 2.2.  

 

2.1.1 General provisions for bilateral employee-employer relations 

 

• Hiring and firing rules 

 

In Morocco, an employee should have an employment contract and be registered with the National 

Social Security Fund (Caisse Nationale de Sécurité Social - CNSS). Moroccan law provides for three 

types of employment contracts: the open-ended contract (Contrat à durée indéterminée - CDI), the fixed-

term contract (Contrat à durée déterminée- CDD), and finally the employment contract to perform a 

specific job. A fixed-term contract can only be concluded in cases where the employment relationship 

cannot last indefinitely. Thus, the CDI is the general rule and the CDD is the exception. The latter is only 

allowed in the following cases:  

 

• The replacement of an employee in the event of a temporary absence of that employee; 

• Temporary increase in the company's activity; 

• Seasonal work; 

• When opening a business or launching a new product in an existing company; 

 

However, the use of the fixed-term contract may be relaxed in certain exceptional cases. These are set by 

regulation and after notice of the relevant professional organizations, employers, and trade union 

organizations of the most representative employees, or if provided for under the collective labor agreement.  

 

The CDD cannot exceed a one-year period, and is renewable only once. After the expiry date of a CDD 

contract, it will be automatically requalified as an open-ended contract if the employee continues to hold 

the same position. For seasonal jobs, the fixed-term employment contract can be entered into for a 

renewable six-month term. If the renewal exceeds two years, the contract becomes de facto indefinite 

 

Employers and employees are required to observe a probation period (Table 1). During this period, 

both parties may terminate the contract without notice or compensation. These probation periods allow the 

employer to ensure that the employee has the necessary skills to fill the position and the employee to ensure 

that the position is suitable for him or her.  
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Table 1: Probation period by contract type 

 

Open-ended contract (CDI) Fixed-term contract (CDD) 

• 3 months for executives  

• 1.5 months for white-collar workers 

• 15 days for blue-collar workers 

•  For contracts of less than six months,  one 

day per week worked and up to two weeks 

in total 

• One month for a contract longer than 6 

months 

 

An employment contract can be terminated under certain conditions. Once the probationary period is 

completed, justifications for termination include dismissal for disciplinary reasons due to poor performance 

and dismissal for technological, structural, or economic causes, or the closure of companies. In the context 

of an unfair dismissal under a CDI, the employee may seek damages. If employment is under a CDD 

contract, the damages will represent all the wages due until the end of the contract as originally planned.  

 

If a company employing at least 10 employees encounters situations that prevent its normal operation 

(technological, structural, or economic causes, or the closure of companies), the employer can dismiss 

employees according to a specified procedure.5 This procedure can be implemented for individual layoffs 

but is mainly implemented for collective layoffs. In this case, it requires a redundancy plan. The employer 

must first inform the employees' representatives6 and negotiate with them the terms of the layoffs or the 

closure of the company. Implementation of this plan is subject to approval from the Governor of the 

province where the company is located.  

 

Except for dismissal for gross misconduct, any redundancies result in severance pay based on seniority: 

 

• 96 hours' pay for each of the first 5 years of work; 

• 144 hours' pay for each of the 6th to the 10th year;  

• 192 hours’ pay for each of the 11th to the 15th year; 

• 240 hours pay’ for each year over 15 years. 

 

This compensation is calculated on the basis of the average salary received during the 52 weeks prior to the 

termination date. It cannot be less than the minimum wage (Salaire minimum interprofessionnel garanti – 

SMIG). Advance notice, set by regulation or collective agreement, is mandatory in the event of dismissal 

for other than disciplinary reasons. In the absence of notice, damages need to be paid to the dismissed 

employee. In addition, employees may claim damages if they consider the dismissal to be unfair. This 

allowance is equal to 1.5 months' salary per year of seniority capped at 36 months. 

 

 

• Minimum Wage 

 
5 « Du licenciement pour motifs technologiques, structurels ou économiques et de la fermeture des entreprises », 

Labor Code 
6 Any establishment with 10 employees or more is subject to the obligation to organize the elections of the employees' 

representatives. Establishments with less than 10 permanent employees can adopt the system of an employee 

representative by written agreement. 
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The minimum wage plays an important part in determining the cost of unskilled labor for the 

employer while intending to ensure decent living conditions for workers. As of July 2020, the legal 

hourly minimum wage was set at 14.81 dirhams (MAD) (USD 1.657) for the liberal professions and the 

industrial and commercial sectors. On a monthly basis, the minimum wage in these sectors is 2828.71 MAD 

(USD 314).8 In the agricultural sector, the minimum wage is set at 76.70 MAD per day (USD 8.52) or 

1994.20 MAD per month (USD 222).9  

 

Compliance with the minimum wage is difficult to measure but is certainly only partial. According to 

the National Social Security Fund (CNSS), reported wages for 45.6 percent of all employees registered at 

the CNSS were below the minimum wage (SMIG) in 2019.10 It is not possible to identify whether the real 

wages of these employees are actually below the minimum, are higher than what is reported, or whether 

they reflect underreported working hours. In fact, only 25 percent of the employees registered with CNSS 

are registered for the full year (312 days).11 Indeed, with the lack of accurate and complete reporting, it is 

not possible to identify the true share of workers getting paid less than the SMIG. 

 

 

• Working hours and holidays  

 

The standard working time is 10 hours per day, 44 hours per week, or 2,288 hours per year. 

Depending on the needs of the company or to protect the company from a temporary periodic crisis, the 

employer may choose how to spread the annual working time over the year as long as it does not exceed 

ten hours of work per day. In addition, in this event the employer may unilaterally decide to reduce the 

working hours for 60 days but must guarantee a salary equivalent to 50 percent of the normal salary. Beyond 

this period, a reduction in working time must be accepted by the employees' representatives. Failing that, it 

has to be authorized by the Governor of the prefecture or the province. In the agricultural sector, the standard 

working time is 2,496 hours per year. After consulting with the social partners,12 the competent government 

authority determines the daily hourly volume and its distribution over the year according to the needs of 

the crops. 

 

Overtime is possible in the event of an exceptional increase in work or for work of national interest. 

Time worked is considered overtime when it exceeds the daily, weekly, or annual limits noted above. The 

premium for overtime work varies between 25 percent and 50 percent, depending on whether the overtime 

occurs during the day or at night. When overtime occurs on a day off, salaries are increased by 50 percent 

to 100 percent depending on whether the additional working time is during the day or night.  

 

 
7 Conversions are based on 1 USD = 9 MAD 
8 Minimum wage (gross) set by decree n° 2.19.424 of June 27th, 2019 
9 Ibid. 
10 CNSS, Rapport annuel 2019. 
11 Ibid. 
12 Professional organizations of employers and the most representative unions. 
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The Labor Code has provisions for annual paid leave. Employees receive one and a half days of paid 

leave per month, or 18 days per year. This leave is increased by one and a half days for every 5 years of 

work up to a maximum of 30 days. 

 

• Working age 

 

The Labor Code sets the minimum working age at 16. The law provides for a fine of 50,000 to 200,000 

dirhams and also a prison sentence (1 to 6 months) against employers of minors. 

 

Assessment of bilateral provisions  

 

A significant minority of employers report that labor regulations are an obstacle to their operations. 

According to the 2019 World Bank Enterprise Survey, 23 percent of companies identified labor regulations 

as a major constraint to their current operations. This is much higher than the overall rate of 10.7 percent 

in the MENA region.13 It is also much higher than the corresponding figure in the 2013 survey (Table 2).  

 

Table 2: Percent of firms identifying labor regulations as a major constraint in selected MENA 

countries, 2013 and 2019/2020  

 

Countries 2013 2019/2020 

Jordan 13.0 3.0 

Lebanon 7.2 3.3 

Egypt 13.3 6.8 (2020) 

Tunisia 4.2 16.1 (2020) 

Morocco 12.3 22.7 

   Source: Enterprise Survey, World Bank 

 

• Employment contracts 

 

Although the Labor Code formally regulates employment contracts, in fact most employees do not 

have contracts. In 2019, 55 percent of employees did not have a written employment contract.14 Even if 

this rate is decreasing, compared to 62 percent in 2014, it remains high.15 Wage employment without a 

contract is particularly prevalent for young people (15-24 years), non-graduates, rural employees, and 

construction employees. For all these categories, more than 75 percent of employees do not have an 

employment contract and this proportion reaches almost 90 percent in the construction sector.16 Thus, 

employees without a contract are effectively working informally and cannot benefit from the protections of 

the labor regulations described in this section. The low coverage of contracts raises the question of whether 

employment contracts are too complex and costly for employers considering formal hiring and/or workers 

considering formal employment.  

 
13 https://www.enterprisesurveys.org/en/data/exploretopics/workforce 
14 HCP, Les principales caractéristiques de la population active occupée en 2019. 2020 
15 HCP, Note d’information du Haut-commissariat au plan au sujet de la situation du marché du travail en 2014, 2015 
16 HCP, Les principales caractéristiques de la population active occupée en 2019. 
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International evidence suggests that hiring and firing rules can affect formal hiring. The international 

literature suggests that costly hiring and firing rules may restrict formal job creation17. However, getting 

the right degree of flexibilization is not simple. Hiring and firing rules exist to provide important security 

and protection for workers. But they can encourage the creation of precarious employment if they allow too 

much flexibility in contracting. As well, the balance of rules for open-ended and fixed-term contracts is 

important. For example, if rules are loosened for allowing fixed-term contracts, then employers will have 

an incentive to concentrate new hiring in these types of jobs at the expense of open-ended ones. On the 

other hand, if restrictions for fixed-term contracts are too severe, the result can be limited formal job 

creation of any type.18 

 

There has been no analysis of the impacts of hiring and firing rules on employment in Morocco; 

however, some employers report that dismissal procedures are complex and costly in both time and 

money. According to the 2019 HCP enterprise survey, 22 percent of companies report having difficulty 

laying off employees. Of these companies, 33 percent link their difficulties to the procedural constraints of 

the Labor Code and 30 percent consider that complying with the redundancy procedure has a negative 

financial impact.19  

 

There are important restrictions on laying off workers. Economic redundancies procedures are not 

provided with the Labor Code for companies with fewer than 10 employees yet these companies account 

for more than 60 percent of the enterprises in Morocco. Moreover, economic layoffs are subject to political 

hazard since they require the agreement of the local authorities. For example, the Doing Business Index 

includes whether a third-party approval is necessary if nine workers are dismissed. This is required in 

Morocco, which is not the case in many countries at a comparable economic level (Table 3). The notice 

period for redundancy dismissal is also long compared to other MENA countries (Table 3). Finally, 

dismissal for misconduct is very limited and involves compliance with a fairly complex procedure requiring 

prior recourse to all legal disciplinary measures.20 

 

In the case of redundancy, access to severance pay can be costly and involves lengthy and costly 

procedures. While Morocco does have an allowance in the event of job loss (Indemnité pour perte d’emploi 

– IPE), this is currently very limited both in scope and benefit level (to be discussed in section 3). Many 

employees see severance as the equivalent of unemployment benefits. It is common for employees to seek 

damages and interest for unfair dismissal in addition to severance pay since damages are determined by 

court decision and are cumulative to severance pay. In this regard, the case law recognizes widely unfair 

 
17 Arvo Kuddo and Dalal Moosa Influencing Formal Job Creation in Morocco: A look at labor market regulations 

and workforce skills, World Bank, February 2019 
18 See, for example, OECD, Protecting jobs, strengthening flexibility: a new look at employment protection legislation, 

ch. 2 in OECD Employment Outlook 2013. Paris, 2013; Arvo Kuddo, David Robalino, and Michael Weber, Balancing 

Regulations to Promote Jobs: From Employment Contracts to Unemployment Benefits. World Bank, Washington, 

DC, 2015. Normann Rion, Waiting for the Prince Charming: Fixed-Term Contracts as Stopgaps, Paris School of 

Economics Working Paper, 2019. 
19 HCP, Enquête nationale auprès des entreprises, 2019. 
20 CGEM, Code du Travail,au service du développement et de la responsabilité sociale, 2014 
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dismissal and award of damages to employees.21 This creates many labor disputes in the courts with 

collective or individual proceedings that are costly and lengthy22.   

 

In terms of hiring, limited possibilities for using the fixed-term contract (CDD) may in some cases 

discourage employers from creating formal jobs. According to Doing Business, Morocco has more 

restrictive regulations for CDD employment than several other countries in the MENA region and other 

comparable countries (Table 3). The restrictive conditions under which the CDD is possible were described 

earlier. These restrictions may encourage some employers to hire workers under informal arrangements 

rather than under a CDD.  

 

 

• Minimum wage 

 

The minimum wage is relatively high compared to average wages and productivity of Moroccan 

workers, which may contribute to low compliance. The minimum wage represents about 50 percent of 

the mean wage in the formal private sector.23 While a decent minimum wage is important for supporting 

wages of low earners, this ratio in Morocco is relatively high by international standards: a study of 75 

countries shows that the average ratio between minimum and mean wages is about 40 percent.24 In addition, 

the minimum wage represents more than 70 percent of the average value added per worker. 25 To the extent 

that the minimum wage is high relative to mean wages and productivity, this could be a disincentive for 

formal hiring of low-skilled workers. The minimum wage may also contribute to overall labor costs that 

many employers consider to be high and that likely contribute to informality. According to the HCP’s 

Enterprise survey,26 26 percent of companies think labor costs are a constraint to hiring. This rate rises to 

43 percent for large companies.  

 

The minimum wage may have other effects on informal sector wages, income distribution, and the 

setting of social benefits.27 Evidence from countries with somewhat comparable labor markets has found 

that the minimum wage can act as a benchmark for low-skilled labor in the informal sector (the so-called 

“lighthouse effect”).28 Thus, the minimum wage not only compresses wages in the formal sector but this 

alignment of informal sector wages can contribute to the effect of reducing wage differentials and wage 

inequality across the economy. Also, an additional effect of the minimum wage is that it provides the basis 

for many social benefits, often establishing a ceiling as we will see in section 3. 

 
21 Hassan Laajaj, La procédure de licenciement à la lumière de la jurisprudence, Chambre française de commerce et 

d’industrie du Maroc (CFCIM), 2017. 
22 In the event of a contentious action, the employee is exempt from paying the judicial fees. 
23 Jean-Pierre Chauffour,   , Directions in Development, World Bank, 2017. 
24 Arvo Kuddo and Dalal Moosa, Influencing Formal Job Creation in Morocco: A look at labor market regulations 

and workforce skills, World Bank, 2019. 
25 Chauffour, op. cit.  
26 HCP, Enquête nationale auprès des entreprises. 2019 
27 Rajaa Mejjati Alami, Le secteur informel au Maroc, ONDH, 2014. 
28 Tito Boeri, Pietro Garibaldi, and Marta Ribeiro, "The Lighthouse Effect And Beyond," Review of Income and 

Wealth, vol. 57: 54-78, 2011. 

https://ideas.repec.org/a/bla/revinw/v57y2011ips54-s78.html
https://ideas.repec.org/s/bla/revinw.html
https://ideas.repec.org/s/bla/revinw.html
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Table 3: Employing Workers indicators from Doing Business 2019, Morocco and selected comparator countries a 

 

Country 

Fixed-term// 

contracts 

prohibited for 

permanent 

tasks? 

Maximum 

length of fixed-

term contracts 

(months) 

Minimum 

wage for a 

full-time 

worker 

(US$/month) 

Ratio of 

minimum 

wage to 

value added 

per worker 

Maximum 

length of 

probationar

y period 

(months) 

Standard 

workday 

Maximum 

working 

days per 

week 

Restrictions 

on weekly 

holiday 

work? 

Restrictions 

on overtime 

work? 

Algeria Yes No limit 158.0 0.3 6.0 8.0 6.0 No No 

Morocco Yes 12 256.9 0.7 1.5 8.0 6.0 Yes No 

Tunisia No 48 239.8 0.6 6.0 8.0 6.0 No No 

Egypt, 

Arab Rep. 

No No limit 0.0 0.0 3.0 8.0 6.0 No No 

Cabo 

Verde 

Yes 60 128.6 0.3 2.0 8.0 6.0 No No 

Angola No 120.0 114.1 0.2 3.0 8.0 6.0 Yes No 

Bhutan No No limit 52.2 0.2 6.0 8.0 6.0 No No 

Vietnam No 36 172.6  0.7 1.0 8.0 6.0 No No 

Ukraine Yes No limit 135.1 0.4 3.0 8.0 5.5 Yes Yes 

 

Country 

Paid annual 

leave (working 

days)?ᵈ 

Third-party 

approval if one 

worker is 

dismissed? 

Third-party 

notification if 

nine workers 

are dismissed? 

Third-party 

approval if nine 

workers are 

dismissed? 

Notice period 

for redundancy 

dismissal 

(weeks of 

salary)ᵈ 

Severance pay 

for redundancy 

dismissal 

(weeks of 

salary)ᵈ 

Unemployment 

protection after 

one year of 

employment? 

Algeria 22.0 No Yes No 4.3 13.0 No 

Morocco 19.5 Yes Yes Yes 7.2 13.5 No 

Tunisia 19.0 Yes Yes Yes 4.3 17.2 No 

Egypt, Arab 

Rep. 

24.0 Yes Yes Yes 10.1 26.7 Yes 

Cabo Verde 22.0 No Yes No 2.1 15.2 Yes 

Angola 22.0 Yes Yes Yes 4.3 13.6 No 

Bhutan 15.0 No Yes No 8.3 0.0 No 

Vietnam 13.0 No Yes Yes  0.0 24.6 Yes 

Ukraine 18.0 No No No 8.7 4.3 Yes 

a: Country selection for this comparison is based on their similarity of GDP per capita with Morocco 

d : Average for workers with 1, 5 and 10 years of tenure.  (+/- 10 percent) (except for MENA countries) 
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2.1.2 General provisions for collective labor relations 
 

Collective bargaining can be carried out at the company, sector, or national level. Firm- and sector-

level bargaining is conducted between the employer(s) and the union(s) most representative of the 

employees. These negotiations are intended to cover all aspects of the working relationship: working time, 

salary, allowances, health and safety, and social protection. At the national level, bargaining is tripartite 

with unions, professional employer organizations, and government representatives. This national 

bargaining is held at least once a year and can be held several times per year if needed. It is intended to 

guide the Government in its decisions on employment issues and economic and social policies.  

 

The sectoral and firm-level collective agreements are in effect until they have been revised and new 

agreements must have more favorable conditions for employees. Fixed-term collective agreements 

remain in effect after expiry. Moreover, a new agreement can only be concluded if it provides for more 

favorable conditions for employees. 

 

Sector collective agreements can be extended by the Government. Agreements are eligible for extension 

throughout the sector if they cover a minimum of 50 percent of employees working in the sector. If a 

collective agreement covers two-thirds of employees in the sector, extension throughout the sector is 

mandatory. Extensions are set by decree of the of Labor either for a specific area or at the national level. 

 

In reality, the conclusion and ratification of collective agreements in the private sector is limited. 

According to the latest available figures from the Ministry of Labor (2015), only 17 collective agreements 

at the level of private enterprises had been ratified and 39 sectoral collective agreements had been signed. 

In part, this reflects the fact, already noted, that formal wage employment – where trade unions and 

collective bargaining is most common -- is limited to a small segment of the labor force primarily in the 

Casablanca-Tangier axis. But even recognizing this, the low number of agreements falls well below the 

contracting potential, when measured by the number of establishments in the private sector.  

 

Official figures indicate a significant incidence of industrial relations disputes. According to data from 

the Ministry of Labor, in 2018 there were 134 strikes in the private sector in 119 companies. The Ministry 

noted an increase in the participation rate of employees in firms going on strike, increasing from 45.7 

percent in 2017 to 66.4 percent in 2018.29 The main cause of these strikes was non-compliance with the 

Labor Code. For example, 60 percent of strikes in 2018 were for non-payment or late payment of wages, 

failure to comply with safety conditions at work, or non-compliance with social protection provisions30.  

 

 

Assessment of collective labor relations  

 

Collective agreements allow employers and employees to negotiate working conditions suited to the 

work context, often with more social guarantees than those provided by the Labor Code. Workplace 

 
29 Ministry of Labor, Rapport sur les grèves dans le secteur de l'industrie, du commerce, des services et de 

l'agriculture, 2018 
30 Ibid. 
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conflict appears to be significantly lower where collective agreements have been concluded. According to 

Ministry of Labor and unions, strikes tend to decrease in the industries covered by a sectoral collective 

agreement.  

 

However, at the sector and firm level, many employers, especially SMEs, do not engage in collective 

bargaining because their business model is based on low labor costs which would not withstand the 

costs of more favorable conditions for employees. Many of these firms may have chosen à low-cost 

business strategy which limits their ability to define a social consensus with their employees. This is 

particularly the case with SMEs which dominate the Moroccan economic landscape. In these firms, there 

is a very low incidence of unions and employers' organizations. As a result, strikes, especially wildcat 

strikes (i.e., not supervised by trade unions), mainly affect SMEs (67.5 percent)31 since they offer fewer 

social guarantees to employees and do not have unions.  

 

Striking workers are increasingly turning away from trade unions to press their demands. In 2018, 

62.7 percent of strikers were not affiliated with a trade union and 31 percent of strikes were organized 

outside a trade union framework.32 This suggests that union representatives could be increasingly 

disconnected from workers, with their concerns beyond the control of trade unions. This lack of 

representativeness makes it difficult to establish a structured social dialogue within companies. 

 

At the national level, there are also concerns about the effectiveness of social dialogue in bringing 

about socio-economic consensus. This is despite the fact that national collective bargaining has been 

taking place at least twice a year. As a result, the lack of progress at the national level diverts some of the 

employees from their representative bodies. 

 

Finally, collective bargaining is limited by the multiplicity of trade unions and the rules of trade union 

representativeness required to negotiate on behalf of workers. According to the Labor Code, collective 

bargaining can only be conducted by the "most representative" trade union. At the company level, this union 

must have at least 35 percent of the total number of elected staff representatives. At the national level it 

must have at least 6 percent of the total number of elected employee delegates in the public and private 

sectors. With the fragmentation of the trade union movement (28 unions are registered), this threshold is an 

obstacle to the promotion of collective bargaining.33 

 

 2.1.3 Labor inspection 

 

Labor inspectors play a key role in compliance with labor law and occupational health and safety 

rules. Labor inspection is the responsibility of the Employment Directorate of the Ministry of Labor. 

Inspectors are responsible for monitoring, advising, and arbitrating between employers and employees. 

They are empowered to carry out inspection visits to companies during which they can question the 

employer or employees and request all documents that may be related to compliance with the regulations. 

Refusal to submit to their requests is punishable by heavy penalties.  

 
31 Ibid.  
32 Ibid. 
33 Saïd Ben Sedrine, Etat des lieux et défis à relever pour promouvoir le dialogue social au Maroc, en Jordanie et en 

Tunisie, Rapport Final, South Med Social Dialogue, 2017 
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The resource capacities of the labor inspectorate are far below what is required to ensure compliance 

and to extend the reach of the formal economy. States that have signed ILO Convention 81, such as 

Morocco, are committed to providing the labor inspectorate with sufficient human resources to ensure the 

effective performance of the functions of the inspection service. However, Morocco does not meet the ILO 

guidance for a lower middle-income country (such as Morocco) where the ratio of employees to labor 

inspectors should approach 1/20,000.34 Table 4 shows that Morocco’s ratio is almost twice that. It also 

indicates that the ratio is much higher than in other countries in the region. The coverage of the inspectorate 

is especially limited in the agricultural sector, according to figures from the Employment Directorate. In 

2018, that sector accounted for only 4.4 percent of the total visits35 made by labor inspectors despite the 

fact that it accounts for more than 30 percent of total employment and has a very high informality rate with 

many workers employed in vulnerable jobs.  

 

 

Table 4: Labor Inspector coverage in selected MENA countries, 2017 

 

Number of labor inspectors  Number of 

employed, 

(thousands) 

Number of 

employed 

(thousands) 

per inspector  

Algeria  645  10880  16.9  

Jordan  200  2081  10.4  

Morocco  304  11528  37.9  

Tunisia  348  3478  10.0  
   Source: US Department of Labor 2018; ILO, 201836 

 

 

 

The capacity to inspect workplaces is further affected by the extended responsibilities of labor 

inspectors. Inspectors have a responsibility to supervise negotiations between employers and employees in 

the event of individual or collective labor disputes. This function, which is more usually a role for arbitration 

and conciliation offices, limits their scope for carrying out their mission of workplace inspection.37 

Furthermore, in most cases, inspectors only make non-binding observations to the employers related to 

compliance with legislation and inspections rarely results in sanctions.38 

 

2.2. Legal provisions for nonstandard employment forms 

 

 
34 See Arvo Kuddo and Dalal Moosa, Influencing Formal Job Creation in Morocco: A look at labor market 

regulations and workforce skills, World Bank, 2019. 
35 Ministry of Labor official, Conditions de travail: seulement 4,4% du contrôle effectué dans le secteur agricole, In 

Ecoactu, May 2019 
36 See Arvo Kuddo and Dalal Moosa, Influencing Formal Job Creation in Morocco: A look at labor market 

regulations and workforce skills, World Bank, 2019. 
37 Khalid Boukaich, Les interventions de l’inspection du travail et leurs incidences contentieuses dans le droit 

marocain, Centro de Investigaciones Sociales y Migratorias del Estrecho de Gibraltar, 2014 
38 Ministry of Labor, Bilan social, 2016 
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2.2.1 Domestic workers 

 

Since 2018, domestic workers have been governed by a law that gives them a special status.39 Domestic 

workers are defined under this law as those who perform domestic work in exchange for a salary. This is a 

significant employment category in Morocco, with estimates ranging around 490,000.40 The law provides 

protection for domestic workers, including prohibiting the employment of children under the age of 16. It 

provides for a transition period of 5 years after which the minimum age will be 18. A standard contract for 

domestic workers has been established under the domestic worker law.  

 

The legal framework for domestic workers regulates working time, provides for a minimum salary, 

and imposes the obligation to have social security coverage. The working time is set at 48 hours per 

week with a weekly rest day. In addition, after six months of service, the domestic worker receives one and 

a half days of leave per month worked. Wages cannot be less than 60 percent of the legal minimum wage 

applicable in the industrial, commercial, and professional sectors. With the minimum wage currently set at 

2828.71 MAD (USD 314), the minimum wage for domestic workers is therefore about 1,700 MAD per 

month (USD188). The benefits of food and shelter cannot be considered in the wage calculation. The 

employer must ensure the safety and health of domestic workers. Since June 2020, it has been mandatory 

for employers to register domestic workers with the CNSS and to make standard contributions. Domestic 

workers who are registered and for whom contributions are made receive standard CNSS social benefits.  

  

In the event of dismissal, the employer pays compensation subject to the domestic worker's seniority 

at the time of dismissal. The calculation of this compensation is in line with the seniority rules of the 

general scheme described in the section 2.1.1. Complaints about dismissal and other aspects of the working 

relationship are received by the labor inspectorate which acts as a conciliator between the two parties.  

 

While the special law for domestic workers offers potential for the formalization of this employment 

category, its effect is currently severely limited. As of August 2020, fewer than 2,000 declarations had 

been made by employers to the CNSS and around 2,000 contracts had been filed with the Ministry of 

Labor.41 These numbers are trivial compared to any estimate of the actual number of domestic workers. 

The formalization of this category of workers will therefore take a long time and will require a real proactive 

public policy of communicating about the law and monitoring and enforcing compliance. 

 

2.2.2 Auto-entrepreneurs42 

 

The “auto-entrepreneur” status came into effect in 2015 with the objective of reducing informal 

activities and encouraging access to the labor market through self-employment. This status potentially 

covers currently self-employed people and those who want to start a new self-employed activity. It does 

not apply to the regulated professions (lawyer, healthcare practitioner, notary, pharmacist, etc.43). A ceiling 

 
39 Article 2, Law 19-12, 10th August 2016 
40 HCP, Activité, emploi et chômage, résultats détaillés, 2013 
41 See https://www.bladi.net/maroc-domestiques-cnss,69803.html  
42 Auto-entrepreneur is a legal statute for self-employed people set by law n° 114.13.  
43 Detailed list in the Decree n°2-15-263 04/10/2015 
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is set for the maximum annual revenue to be eligible for this status.44 This ceiling is set at 500,000 MAD 

(approximately US$55,555) for commercial, industrial, and artisanal activities and 200,000 MAD 

(approximately US$22,222) for services.  

 

The auto-entrepreneur status offers many tax advantages. The income tax rate is only one percent on 

the revenue for commercial, industrial, and artisanal activities and 2 percent for services. In addition, “auto 

entrepreneurs” are exempt from the business tax for a period of 5 years from the date of the start of activity 

and they do not pay VAT. Registration with the Moroccan postal service (Barid Al Maghrib) is required to 

qualify for these benefits. In 2017, a law was passed extending the benefits provided by the health insurance 

(Assurance maladie obligatoire) to the auto-entrepreneurs.45 However, the implementing decrees are still 

being prepared. 

 

Despite the benefits, the numbers registered as “auto-entrepreneurs” have been a small fraction of 

those eligible. During the preparation of the status, an impact evaluation study estimated that 4 million 

potential auto-entrepreneurs could come from either the informal sector or the inactive population,46 

However, the take-up has been far from that. Six years after its introduction, only about 230,000 are 

registered under the “auto-entrepreneur” status47. With about 3.8 million self-employed,48 this represents 

only slightly more than 5 percent of the potential population. Those registered operate mainly in the trade 

and service sector (respectively 44 percent and 32 percent) and also in crafts (6 percent) and industry (18 

percent).49 

 

2.2.3 Unpaid family workers 

 

Unpaid family workers do not have a particular legal status per se, even though there are about 1.5 

million people in this employment category.50 According to the definition of the HCP, an unpaid family 

worker is a person working in one or more companies owned by the family, for a family member of the 

same household without receiving a salary, or simply a person who helps a member of his or her family in 

their work. Although unpaid family workers represent a declining share of the employed workforce (about 

15 percent in 2019, compared to 30 percent in 2000 and 22 percent in 2015), they are still an important part 

of the working population, especially in rural areas.51 This category of worker is not included in the 

coverage of the Labor Code nor is there a particular legal framework that applies. So, this lack of status 

excludes a significant part of the employed labor force from any formal social protection or coverage under 

labor law.  

 

 
44 Where the business activity exceeds this ceiling, the status is a Single member limited liability company – Entreprise 

Unipersonnelle à Responsabilité Limité (EURL) 
45 Law n°98-15, 2017 
46 Maroc PME, Preliminary study on auto-entrepreneur status, 2013 
47 Maroc PME, Published dashboard, June 2021 
48 HCP, Enquête nationale sur l’emploi, 2018 
49 Maroc PME, Main Indicator on Auto-entrepreneurs, July 2021 
50 HCP, Principales caractéristiques de la population active occupée en 2019.  
51 Ibid. and HCP, Le Marché du travail au Maroc : défis et opportunités, 2017 
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Assessment of legal arrangements for nonstandard employment statuses  

 

In a labor market where there is an excess supply of low-skilled labor, most nonstandard workers do 

not have the bargaining power to improve their legal position if their employer is unwilling. Many of 

these workers accept situations that do not comply with the law even if they are more or less aware of their 

rights.52 This is particularly the case for domestic workers who often will accept an illegal situation as long 

as they get an acceptable salary.  

 

This situation is exacerbated for domestic workers who tend to be uneducated, women, and below 

the statutory age to perform the job legally.53 Workers with these characteristics may be incompletely 

informed of their rights, unwilling to assert those rights, and remain vulnerable since their housing and food 

are generally provided by the employer. At the same time, underage domestic workers are often placed by 

their parents who know even less about their rights. It is reasonable to be concerned that, when the minimum 

age is raised to 18 after the five-year transitional period, the prohibition on the employment of minors as 

domestic workers may be poorly enforced. The nature of employment for domestic workers necessarily 

limits the scope for labor inspection.  

 

Regarding family workers and the self-employed, the legal void seems difficult to fill. The interpersonal 

relationships that bind the entrepreneur – often household heads -- with workers who are often family 

members are more related to the management of domestic relationships than work relationships. In addition, 

traditional and religious practices are very prevalent in rural areas and the law interferes little in these 

practices.  

 

 

3. Social protection for workers 
 

In this section we review (i) the general provision of social insurance for workers, (ii) health and pension 

arrangements, (iii) provisions for compensating workers for job loss, and (iv) work-related accidents and 

illness. In each case, we assess their merits, considering coverage and their effects on worker protection 

and the labor market. 

 

3.1 General provision of social insurance for workers 
 

Morocco's social protection system is intended to cover all public- and private-sector employees. It 

provides protection against income-related risks of illness, maternity, disability, old age, and unemployment 

as well as providing a family allowance. There are various management bodies for the salaried workers' 

schemes depending on the sector. The National Fund of Social Welfare Organizations (Caisse Nationale 

des Organismes de prévoyance sociale - CNOPS) manages the health insurance plan for the public sector 

and for students. Pension coverage for the public sector is managed by the Moroccan Pension Fund and 

 
52 Roberta Gatti, Diego F. Angel-Urdinola, Joana Silva, and András Bodor; Striving for Better Jobs: The Challenge 

of Informality in the Middle East and North Africa. Directions in Development, World Bank, 2014 
53 In this regard, the INSAF association estimates 80,000 under 15 years old are domestic workers; “Pour l’éradication 

du travail des « petites bonne au Maroc”, 15 juin 2014 
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other funds specific to certain public institutions. Our focus in this section is primarily on the National 

Social Security Fund (CNSS) which covers the private sector. In particular, we cover health, pensions, and 

Loss of Employment Allowance, plus we discuss arrangements for occupational illness and accidents which 

are outside CNSS. All private-sector employers are required to join the CNSS no later than 30 days after 

the first employee is hired, and to report wages paid and working time to the CNSS on a monthly basis.   

 

Funding for CNSS schemes is provided by employer and employee contributions, based on wages. 

Contribution rates differ by scheme (Table 5). 

 

 

Table 5: CNSS contribution rates as percentage of gross wage, as of January 2020 

 

  Benefit Employer share 
Employee 

share 
Total Ceiling (monthly) 

Illness and maternity (cash benefits 

to cover wage during illness and 

maternity), disability, death 

0,67  percent 0,33  percent 1  percent 6 000 MAD (USD 

666.6 ) 

Pension 7,93  percent 3,96  percent 11,89  percent 6 000 MAD (USD 

666.6) 

Family benefits 6,40  percent - 6,40  percent no ceiling 

Mandatory health insurance  

(Assurance Maladie Obligatoire -

AMO)  

1,85  percent  - 1,85  percent no ceiling 

Base AMOa 2,26 percent 2,26 percent 4,52 percent no ceiling 

Loss of Employment Allowance 0,38 percent 0,19  percent 0,57  percent 6 000 MAD (USD 

666.6) 

Vocational training tax 1,6  percent - 1,6  percent no ceiling 

Total 21,09  percent 6,74  percent 27,83  percent   

a Companies that had group medical coverage prior to the introduction of the AMO are exempt from paying this fee. They pay 

only the rate corresponding to solidarity (1.85 percent). 

 

 

 

The insurance and benefits schemes included in the CNSS are summarized in the Table 6. 
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Table 6: Social insurance schemes under CNSS a  

 Eligibility conditions Cash benefit In-kind benefit 

Illness 
54 days of contributions in the 6 months prior to incapacity to work 52 weeks maximum over 24 months 

2/3 of the average 6-month daily wage and cannot be less than the 

legal minimum wage 

N/A 

Maternity 

54 days of contributions in the 10 months prior to the date of the 

work stoppage for prenatal leave 

14 weeks, including a minimum of 7 weeks after delivery 

Daily allowances equal to 100 percent of salary capped at 6,000 MAD 

(USD 666) per month and cannot be less than the minimum wage 

 

 The father is entitled to 3 days of birth leave, reimbursed (692.30 

MAD maximum) 

All benefits in kind 

required by the pregnancy 

(medical visits, X-rays, 

tests, etc...) before and after 

childbirth 

Disability 

Under the age of 60 

Permanent disability not covered by employer’s work-related 

accident and illness insurance: 

• 1,080 days of insurance, including 108 during the 12 calendar 

months prior to the onset of incapacity to work followed by 

disability, 

• Being totally unable to engage in a wage work 

disability confirmed by doctor. 

Cannot exceed 70 percent of the capped reference salary, or 4,200 

MAD (USD 466) monthly, and cannot be less than MAD 1,000 per 

month (USD 111) 

N/A 

Death 

Death Benefit 

Provided to family members of a deceased insured who were 

dependent on the insured at the time of death 

• 54 days of contributions in the 6 months prior the death 

• Have received daily illness or accident benefits at the time of 

death 

Survivors' pension 

Provided to family members of a deceased insured: 

• children under 16 years old or 26 years old if they are in 

school or without age limit if physically or mentally disabled 

• The spouse 

• Ascendants who were dependent on the victim 

Death Benefit 

Paid in one lump sum and its amount is 10,000 to 12,000 MAD 

 

 

Survivors' pension 

The pension is calculated as a percentage of the deceased's average 

insurable earnings, which varies according to the survivor's status: 

 

30% to a spouse under age 60, 50% to a spouse age 60 or older, 

15% for each orphan, 

10% for each dependent ascendant 

N/A 

Pension 

Be at least 60 years old, 

No paid employment, 

3,240 days of insured employment and contribution to the pension 

system 

Cannot exceed 70 percent of the capped reference salary (6,000 MAD 

- USD 666, i.e.4,200 MAD (USD 466) and cannot be less than 1,000 

MAD (USD 111) per month 

N/A 

Family benefits 

108 days of contributions for 6 months 

Have a monthly wage equal to 60 percent or more of the minimum 

wage 

For each dependent child (below 12 years) and up to 6 children the 

monthly allowances are: 

• 200 MAD (USD 22) from the 1st to the 3rd child, 

360 MAD (USD 40) from 4th to 6th child 

N/A 

Loss of 

Employment 

Allowance 

Involuntary job loss, 

Actively looking for a job, 

Have accumulated 780 days of wage contributions in the last 36 

months prior to the date of job loss, including 260 days in the 

previous 12 months  

• 70 percent of the salary, up to maximum of the monthly legal 

minimum wage  

N/A 

Source : CNSS 
a
 The benefits presented are non-exhaustive: the table does not include for instance the Mandatory health insurance described below
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3.2 Review and assessment of social insurance benefits 
 

3.2.1 Health and pension benefits 
 

The CNSS manages health and pension insurance schemes for private-sector employees. These 

schemes cover employees and apprentices in industry, trade, crafts, professions, agricultural cooperatives, 

forestry, people employed by building owners, and fishers. Since 2017, self-employed workers, including 

the liberal professions and auto-entrepreneurs, have been covered by the compulsory health insurance plan 

(AMO) and the pension scheme.54 Contributions as a percentage of gross wages for wage workers are shown 

in Table 5. For non-wage workers, contributions are calculated on the basis of average income with the rate 

set for each profession or group of professions in a specific sector. The categories are determined by decree 

and average income is set after negotiations with representatives of the professions. To date, only two 

decrees have been adopted (notaries and midwives/physiotherapists55). 

 

 

3.2.1.1 Health benefits   

 

Mandatory health insurance (Assurance maladie obligatoire - AMO) is available for workers 

contributing to CNSS who meet eligibility conditions. The scheme, introduced in 2006, is managed by 

CNSS. AMO coverage is available to workers under the following conditions: 

• a contribution period of 54 working days whether they are consecutive or not during the 6 months 

prior to care; 

• effective payment of contributions by the employer; 

• identification of the insured's family members or pensioner with the CNSS; 

• reporting of long-term and costly diseases to the CNSS. 

 

 

AMO covers: 

• maternity follow-up and the resulting medical and surgical procedures; 

• benefits for children under the age of 12; 

• medical benefits and follow-up of long-term and costly diseases (list sets 140 diseases); 

• all care and benefits in the context of hospitalization; 

• since 2015, outpatient care for all beneficiaries (radiology, analyses, etc.). 

 

Medical consultations by general practitioners or specialists and medical procedures and medicines eligible 

for reimbursement are covered at 70 percent of the national reference fee. Hospitalization and outpatient 

care associated with hospitalization are covered at 70-90 percent of the national reference rate, depending 

on whether it is provided by the private sector or by public hospitals. Care for serious or disabling illnesses 

provided in public health services is covered at 90 percent of the reference rate. 

 
54 Law 98.15 and 99.15 legislation relating to compulsory health insurance and the pension plan for the self-

employed 
55 “Official: Medical Coverage for Self-employed People Being Implemented”, www.maroc.ma, Kingdom of 

Morocco, 2 June 2020 



 

21 

 

 

Confidential 

 

Those not eligible for AMO or other medical coverage are covered by the Medical Assistance Plan 

(Régime d’assistance médicale - RAMED). This regime is open to people in households where the annual 

income per person in the household is equal to or below 5,650 MAD (USD 628) in urban areas. Living 

conditions, reported income, and heritage elements determine the eligibility of rural households. The 

National Agency for Health Insurance (Agence Nationale de l’Assurance Maladie - ANAM) manages 

RAMED and ensures basic medical coverage (couverture médicale de base - CMB) of the Compulsory 

Health Insurance (AMO). RAMED health care is identical to the AMO's care basket but can only be 

provided in public hospitals, public health facilities, and state-run health services. 

 

RAMED is mainly financed by the national budget but local authorities pay a contribution of 40 

MAD per year per beneficiary. The annual contribution of people in vulnerable situations (annual income 

of 5,650 MAD - USD 627 or less) is limited to 120 MAD (USD 13) per person, with a ceiling of 600 MAD 

(USD 66) per household regardless of the number of people in the household. People living in extreme 

poverty, with an annual income below 3,767 MAD (USD 418), receive free RAMED.  

 

3.2.1.2 Pension benefits 

 

For eligible wage workers, CNSS provides a pension linked to contributions and salary. To be eligible 

for a pension, individuals must be at least 60 years old, no longer in paid employment, and have had a 

minimum of 3,240 days of insured employment and contribution to the pension system. For employees 

meeting this minimum contribution condition, the monthly pension is equal to 50 percent of the average 

monthly salary capped at 6,000 MAD (USD 667). The average monthly salary is defined by the average 

salary during the 96 months preceding retirement. The pension benefit is increased by one percent for each 

216-day insurance period over the 3,240 days but cannot exceed 70 percent of the monthly reference salary 

cap of 6,000 MAD so not more than 4200 MAD (USD 467). The minimum pension is 1,000 MAD (USD 

111) per month. 

 

A pension scheme is also available for self-employed workers. The legal retirement age for a self-

employed worker is 65. The pension is financed by contributions based on an average income set for each 

profession or group of professions in a specific sector. The amount of the pension is determined by points 

accumulated on the basis of the amount and number of monthly contributions. The payment of the pension 

varies depending on the amount collected: if the total is greater or equal to the current wage-worker 

minimum pension, the benefit is provided in the form of a monthly pension. If the total is less than the 

current minimum pension, the benefit is paid in the form of a one-time lump sum. 

 

Assessment of health and pension benefits 

 

Health insurance coverage remains limited. Despite being a mandatory scheme, currently only about 

one-quarter of the employed population is covered by AMO with another 10 percent under a private health 

insurance scheme.56 Overall, 9.5 million Moroccans or 26.5 percent of the national population (including 

 
56 HCP, Principales caractéristiques de la population active occupée en 2019, 2020. 
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family members) receives health coverage through the AMO.57 When AMO, RAMED, and other schemes 

are considered, about 70 percent of the population has some health coverage, according to Ministry of 

Health (table 7). 

 

Table 7: Moroccan’s population health insurance coverage rate by scheme in 2020 

 

 Basic Medical Coverage (Couverture medicale de base, CMB) schemes Non-covered 

Scheme names AMO (public) AMO (CNSS) AMO 
(mutual 

schemes) 

AMO 
(private) 

RAMED No scheme 

Share of 
population 

9.05% 18.11% 4.91% 8.51% 30% 30% 

 

Coverage is also uneven. There are large disparities in health insurance coverage. Wage workers have the 

highest coverage rates of all types of workers, with 45 percent affiliated with a health insurance scheme.58 

Only 8 percent of the working population in rural areas is covered.59 There are also large differences by 

individual characteristics. For example, just 10 percent of workers without an education degree are covered 

by health insurance compared to 72 percent of workers with a higher degree.60  

 

The low coverage is exacerbated by high turnover which limits the effectiveness of health insurance. 

With some increase in formalization,61 the coverage rate for health insurance (AMO) has been steadily 

increasing in recent years. However, progress on coverage is limited by discontinuity in registrations which 

stems from turnover in the formal labor market. The Economic, Social and Environmental Council (Conseil 

Economique, Social et Environnemental – CESE) points out that, in 2016, about 25 percent of policy-

holders were newly registered in that year and roughly the same number left the health regime. This 

discontinuity of coverage is a particular issue in some sectors, especially agriculture.62 This limits the social 

security system's ability to maintain and increase the number of insured persons.  

 

This partial and uneven coverage also applies to the pension system. Coverage has been steadily 

increasing in recent years but still only about one in five workers is affiliated with a pension scheme (public 

and private). The coverage disparities between groups exist with pensions as well. Wage workers have the 

highest rates with more than two out of five affiliated with a pension scheme. But coverage is particularly 

low for the 15-29 age group (15 percent), workers in rural areas (6 percent), and workers without degrees 

(9 percent).63 

 

 
57 Supervisory Authority Insurance and Social Security (ACAPS), Annual Report, 2018 
58 HCP, Principales caractéristiques de la population active occupée en 2019, 2020 
59 Ibid. 
60 Ibid. 
61 Acevedo et al., 2021 
62 CESE, La protection sociale au Maroc Revue, bilan et renforcement des systèmes de sécurité et d’assistance 

sociales, 2018 
63 Ibid. 
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For both pensions and health insurance, the limited inclusion of the self-employed is an important 

factor in the low coverage64. Thus, future progress lies in the effective implementation of health and 

pension coverage for this substantial part of the employed workforce. Indeed, the legislative process for 

creating coverage rights has been in place since 2017 yet few implementing decrees have been issued. 

However, some additional decrees relating to certain professions are now ready. 

 

However, the Covid 19 pandemic and the report on the new development model have put the 

universalization of social insurance and the pension system back on the political agenda. An ambitious 

agenda to reform social protection was put forward in April 2021. The reforms consist of universalization 

of the mandatory health insurance, expansion of pension schemes to those without access to pensions, 

universalization of the family allowance program, and expansion of the Loss of employment allowance (see 

section 3.2.2). 

 

This new Legal Framework (09-21) would be the legal basis to amend several existing laws, a 

prerequisite for the implementation of this reform. To expand social insurance to non-wage workers, 

the government will amend Law 98-15 in order to create categories of beneficiaries defined according to 

their professions or socio-economic situations. Professional committees will be in part responsible for 

collecting a professional tax and insurance contributions from the members. This reform also plans to 

modify RAMED to integrate it into the AMO. Regarding the family allowance program, the reform will 

include households with children under 21 and also poor households without children, with elderly 

members, or households that are otherwise vulnerable. Finally, the gradual expansion of the pension system 

involves the modification of the current pension legislation (law 99-15). 

 

This new legal framework (09-21) sets out a broad reform agenda, the scope of which may be slowed 

by the lengthy legislative process. The successful implementation of this reform agenda will depend on 

the ability of the Government of Morocco to rethink and restructure the social protection system especially 

financing and institutional arrangements, in a smooth way. However, the 2021-2026 Government Program 

is aligned with these objectives, two of which are (i) the expansion of protection against health and old age 

risks by universalizing health insurance and pensions; (ii) the creation of a "true" social assistance system 

targeted to the most vulnerable families.  

 

 

3.2.2 Loss of Employment Allowance (Indemnité pour perte d’emploi) 

 

Insured employees who involuntarily lose their job may receive a monthly payment. The Indemnité 

pour perte d’emploi (IPE) is available for workers registered with CNSS who are laid off from a private-

sector job and are actively looking for a new job. Eligibility requires a minimum of 780 days of wage 

declarations with the CNSS in the previous 36 months prior to the date of job loss, including 260 days in 

the last 12 months. The allowance can be paid for a maximum of 6 months and the monthly amount of the 

allowance is equal to 70 percent of the reference salary, without exceeding the monthly minimum wage. 

 
64 Arvo Kuddo and Dalal Moosa, Influencing Formal Job Creation in Morocco: A look at labor market regulations 

and workforce skills, World Bank, 2019. 
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The reference salary is the average monthly salary for the previous 36 months. The period of insurance 

entitles the worker to health insurance and family allowances. 

 

Assessment of the Loss of Employment Allowance 

 

The Loss of Employment Allowance remains a limited instrument due to very restrictive conditions 

for receiving the benefit. According to the Ministry of Labor, one in two files is rejected, mainly for not 

enough insured days or failure to document number of insurable days. According to data from the Ministry 

of Labor, 77.826 employees had benefited from the IPE from its introduction in 2015 until December 2020, 

with total benefits amounting to 962 million MAD (about USD 106.8 million).65 In 2019, there were 14,821 

beneficiaries66 and about 14,000 by end of September 2020.67 To illustrate the limited coverage of the IPE, 

the number of unemployed workers in 2019 was about 1.1 million, according to the Labor Force Survey.68 

The average monthly compensation for job loss for those receiving the IPE was 2,485 MAD (USD 276) in 

2019, with an average duration of 4.6 months. The total value of benefits was 213 million MAD (USD 23.6 

million) in 2019. 

 

Following an evaluation carried out by the CNSS, the Minister of Labor announced a reform 

intended to increase the number of beneficiaries of the Loss of Employment allowance. The draft 

reform is currently under review by the General Secretariat of the Government. Eligibility would only be 

conditional on 780 days of actual work reported in the last 36 months prior to the date of job loss, with no 

additional work history requirement for the last 12 months.  However, according to the reform proposal, 

this change would have only a very modest impact on the number of IPE beneficiaries, as the plan forecasts 

about 60 000 beneficiaries per year by 2027.69 This would represent only about 5 percent of the unemployed 

in 2019, compared to the 1.3 percent who were actually covered in that year. This coverage would still be 

very low relative to unemployment insurance systems in most countries. To finance the increase, 

contributions to CNSS for the IPE would rise from 0.57 percent to 0.61 percent of wages and annual state 

support of 54 million MAD (USD 6 million) would be introduced. Until now, the IPE has been funded 

solely by employer and employee contributions. 

 

 

3.3 Work-related accidents and illness 

 

Work-related accidents and occupational illnesses are not covered under CNSS schemes. The 

protection relating to work-related accidents and illnesses is based on the presumption of liability and the 

obligation of reparation at the employer's expense. Employers are obliged to take out a workplace accident 

risk insurance policy but coverage for occupational illnesses is not mandatory. With respect to accidents, 

the employee must prove that the accident occurred at the workplace (witness testimonies and medical 

report). In the event of proof, it is the civil liability of the employer who provides in-kind and cash benefits. 

 
65 Address by the Minister of Labor, 1st December 2020 to the House of Representatives 
66 CNSS. Annual report, 2019 
67 Address by the Minister of Labor, 1st December 2020 to the House of Representatives 
68 HCP, Note sur la situation de la population active en chômage en 2019, 2020 
69Address by the Minister of Labor, 2 June 2020 to the Public Finance Control Commission 
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Occupational illnesses are covered by a mandatory conciliation procedure between the insurance company 

and the victim. 

 

A significant number of workers have no coverage for risks associated with work-related accidents 

and occupational illness. According to the Moroccan Federation of Insurance and Reinsurance Societies 

(FMSAR), more than 2.6 million employees are covered by insurance for occupational accidents.70. There 

are no available data on coverage for occupational illnesses. An ILO report estimates that less than 40 

percent of workers benefit from workers' work-related insurance in Morocco which is probably an 

overestimate. It is very low compared with almost 50 percent in the MENA region or 76 percent in Chile, 

for example.71 

 

Alleged cases of occupational illness and occupational accidents are subject to a lack of legal clarity 

and are poorly regulated by supervisory bodies which can promote fraudulent behavior. There are no 

rules that set the roles between the victim's referring physician and the insurance doctor to determine the 

rates of compensation according to the severity of the accident or illness. There is also no standardized 

medical certificate to determine the nature of the illness or accident.72 The burden of proof of the accident 

or occupational illness rests with the employees in conciliation proceedings with the employer's insurance. 

This results in employees and employers having to carry out long and complex procedures. As a 

consequence, many companies refuse to recognize the occupational accident or illness to avoid legal costs 

and to reduce insurance costs.73 Even where the legal framework is respected, the difficult procedures tend 

to result in victims of work-related accidents and illnesses accepting compensation that is less than the 

damage suffered. Indeed, when the compensation promised by the employer’s insurance is less than the 

damage suffered, employees often choose to accept these settlements rather than go to court because of the 

long and costly procedures. 

 

There is no formal statistical system for tracking work-related accidents and illnesses and any figures 

are almost certainly underestimates. According to statistics from the Ministry of Labor and the Insurance 

and Social Welfare Authority (ACAPS), the number of reported work-related accidents was 42,416 in 2017 

and the number of deaths due to work-related accidents was estimated at 3,000 per year.74 Due to the lack 

of figures in the informal sector and the number of unreported accidents in the formal sector, these figures 

are certainly underestimates. According to the ILO, the risk of work-related accidents in Morocco is the 

highest in the Maghreb and the Middle East region.75 

 

4. Conclusion 
 

 
70 CESE, La protection sociale au Maroc, 2018 
71 ILO, Rapport mondial sur la Protection Sociale 2017-2019 : Protection Sociale Universelle pour atteindre les 

objectifs de développement durable, 2019. 
72 Ibid. 
73 Ibid.  
74 CESE, La protection sociale au Maroc, 2018 
75  Ibid. 
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Labor regulations and social insurance policies are important for protecting workers in the 

workplace and insuring against social, economic, and health-related risks. At the same time, they can 

affect the operations of firms and the functioning of the labor market. The goal of these rules, programs, 

and institutions is to provide adequate levels of protection to all workers, to encourage productivity growth, 

and to avoid incurring costs on employers that limit job creation and output.  

 

Morocco has an extensive framework for regulating the labor market and for providing social 

protection for workers. The Labor Code establishes the rules for wages, working conditions, and other 

aspects of the employment relationship. Health care, pensions, and other social insurance is provided 

through plans administered to private-sector workers through the Caisse Nationale de Sécurité Social. 

Employees in the public sector have their own arrangements for employment rules and social insurance 

coverage. 

 

Morocco has ratified many international labor standards through the Labor Code and other 

legislation, but many workers are not covered. Morocco’s ratifications include seven of the eight ILO 

Fundamental Conventions. However, the protection of workers’ rights is limited by the incomplete 

coverage and compliance with labor legislation. Employees are required to have employment contracts but, 

in fact, more than half do not. The existence of contracts is particularly low for youth, non-graduates, and 

workers in rural areas. Coverage is further limited by the structure of employment in Morocco with 

significant shares of the labor force in self-employment, domestic work, and unpaid family work. In effect, 

most of these workers – as well as those employees without contracts -- are operating informally and do 

not benefit from the protections of the labor laws. 

 

At the same time, some employers report that labor regulations constrain their operations. According 

to the 2019 World Bank Enterprise Survey, almost one in four companies identified labor regulations as a 

major constraint to their current operations. This is higher than the overall rate in the MENA region and is 

also higher than the corresponding figure for Morocco in the previous survey in 2013. Although these 

surveys do not identify the particular regulations that employers see as constraints, there are aspects of 

Morocco’s regulatory framework that are more restrictive than in many other countries in the region. In 

particular, the Labor Code includes important limitations on the use of fixed-term contracts and on laying 

off workers for economic reasons. While these restrictions are intended to protect workers from precarious 

jobs, they can also discourage formal hiring for some employers. There is no rigorous analysis of this issue 

in Morocco but, given concerns about job creation and informality, it is important that this research gap is 

filled. 

 

The effectiveness of labor regulations would be enhanced by greater inspection capacity and less 

costly dispute resolution. The resource capacity of the labor inspectorate is limited and well below the 

standards recommended by the ILO for a lower middle-income country. This allows significant parts of the 

private sector to operate outside the purview of labor laws thus reducing the protection offered to workers 

while encouraging low-cost, low-productivity business strategies.  At the same time, resolving workplace 

disputes – for example, related to wage payments, dismissal and severance, and safety -- can be costly in 

terms of both time and money. This acts against the interests of workers who are typically less able than 

employers to absorb these costs. 
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In theory, collective bargaining can provide another mechanism for regulating the workplace; 

however, in practice, this is very limited in Morocco. Labor legislation provides for collective bargaining 

at the national, sectoral, and firm levels. In reality, very few contracts are negotiated and implemented in 

the private sector. Constructive social dialogue is generally limited at all levels. 

 

Limited coverage is also an issue for the social insurance and health schemes administered through 

the CNSS. The large majority of workers is not affiliated with a pension scheme. Health coverage is 

broader, but still almost half of the population does not have health insurance. Coverage gaps in social 

insurance and health parallel those noted above with respect to labor law. These gaps are due to compliance 

failures in registering wage employees and to the large numbers of nonstandard workers.  The Government 

has tried to address the latter by establishing special arrangements for auto-entrepreneurs and domestic 

workers. However, take-up has been very low. Some partial success has been experienced with extending 

RAMED on the health insurance side. Introducing new measures to extend social protection and health 

coverage remains important for the Government and this has been identified as a priority in the recently 

released report of the Special Commission on the Development Model. 

 

Insurance against unemployment is a particular gap in the social protection system. While the Loss 

of Employment Allowance (IPE) is one of the schemes provided under CNSS, it falls far short of being an 

effective unemployment insurance system. Because of strict eligibility conditions, very few job losers 

actually receive the allowance. As a result, the main protection against job loss available to registered 

workers is through the firing restrictions and severance requirements spelled out in the Labor Code. 

However, there are efficiency costs with these measures, and it can be difficult for employees to actually 

receive their severance payment. The Government is initiating reforms to ease eligibility requirements for 

the IPE but it will still benefit only a small percentage of unemployed workers. 

 

Going forward, challenges include increasing compliance, extending formal protection instruments 

to nonstandard workers, and ensuring that labor regulations have the right balance between security 

for workers and flexibility for employers. On all of these issues, careful analysis is needed to understand 

how different policy options would have the most positive impacts on employment, output, working 

conditions, and risk management for workers. This will involve the harmonization and availability of social 

protection and labor market data. 

 


