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General concept 
The GRASP national interpretation guidelines (GRASP NIGs) provide guidance to producers and assessors on the implementation of the GRASP 
principles and criteria (P&Cs) based on the respective legal framework of the country and, in certain cases, regions. In countries where a GRASP NIG 
exists, the NIG is a normative document and shall be used by producers and certification bodies (CBs). 
Assessors shall assess producers against the GRASP P&Cs taking into account the legislation in the country that is relevant to the respective P&Cs. 
The country’s GRASP NIG does not replace the original P&Cs and does not release the respective assessor from their obligation to assess producers 
against the applicable/relevant legislation, but it may provide supplementary guidance on the respective legal framework. The GRASP NIG shall be 
seen as supplementary information to the GRASP P&Cs and the GRASP general rules but it shall not be understood as a modification of the contents 
of those documents. 
If there is no applicable/relevant legislation or if the legislation provides less protection to workers than the GRASP P&Cs, the P&Cs apply. If there is 
applicable/relevant legislation in the country, which provides more protection to workers, this legislation shall be used as the basis for the assessment, 
i.e., the producer shall comply with such legislation to conform with the GRASP P&Cs.
For guidance on how to develop a GRASP NIG and the approval process, please consult the document “Rules for the development of GRASP national 
interpretation guidelines”. For any queries about GRASP NIGs, please contact the GLOBALG.A.P. Secretariat at graspnig@globalgap.org. 

Disclaimer and condition of valuation 
The approval process for NIGs includes a review by the GLOBALG.A.P. Secretariat to prevent unacceptable deviations from the GRASP P&Cs. 
However, the GLOBALG.A.P. Secretariat is not responsible for the contents of the GRASP NIGs, their accuracy, completeness, and currency with 
other regulations or applicable documents during its lifetime. 
Users of the GRASP NIG, e.g., producers using it to implement GRASP and conduct self-assessments and CBs and accreditation bodies using it for 
their certification activities, are therefore responsible for such use and the consideration of the NIG’s accuracy, completeness, and currency with the 
relevant requirements and local legislation prior to any assessment (see also the GLOBALG.A.P. general regulations – rules for certification bodies, 
section 12.3.4 e)). When a CB, accreditation body, or producer becomes aware that any part of a GRASP NIG is not correct, not complete, or not up 
to date, they shall notify the responsible stakeholder in text form (providing a copy of this information to the GLOBALG.A.P. Secretariat) so that the 
GRASP NIG can be updated.  

mailto:graspnig@globalgap.org
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What to consider when writing a GRASP NIG 
The GRASP NIG shall not give examples for implementation, but rather compile and reference applicable regulations or collective bargaining 
agreements in the country. 
Legal regulations regarding the P&Cs differ from country to country (e.g., minimum wage, legal minimum age of employment, working hours, etc.). 
If several regulations apply, the rule that provides more protection to the workers shall be used.  
GRASP NIGs (available on the GLOBALG.A.P. website) make requirements transparent to producers and assessors.  
If GRASP NIGs are found to challenge the global integrity of the standard, GLOBALG.A.P. reserves the right to withdraw or revise the GRASP NIGs 
in consultation with the developing stakeholder group. 
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Instructions on how to use this GRASP NIG template 
Each page covers a separate section/topic of the GRASP P&Cs. Under each principle section, you will find guiding questions for the NIG for a specific 
country. Please answer them in the second column and provide the relevant labor law weblinks, mainly in English if possible. A line for further comments 
is also included. 

• To facilitate the verification of the GRASP principles, labor law weblinks and short extracts of labor law texts shall always be provided in English,
if possible.

• Please do not copy and paste the complete legal text of the regulation into the NIG:
Please do not quote the full legal texts, but rather compile and reference applicable regulations and provide sources (weblinks) or collective
bargaining agreements (e.g., minimum wage, weblinks to resources) that are relevant to the respective P&Cs by answering the questions
provided under each section.

• When asked to answer Yes or No, please only choose one.

• When asked to provide a source, please include the name of the labor law, the year, and the specific article, chapter, or section of the law.
(i.e., Labor Law of 1992, section 3, article 5). Please see a few examples here:

• Weblinks to the law or a place where the law can be found shall be included (in addition to the above information, if available).

• When asked to provide contact details, please include the name of the organization, office, or institution, as well as a method of contacting
them (e.g., telephone, email, etc.). Weblinks to the organization shall be included, if available.
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GENERAL 

G1 The producer informs the workers of the GRASP assessment and its scope at least two working days before the date of assessment. 

G2 The producer provides a register of any/all workers hired and those present on the date of the assessment. 

G3 The producer/producer group completes a minimum of one self-assessment/internal GRASP assessment annually. 

G4 Effective corrective actions are taken to address all non-compliant Major Musts and at least a percentage of Minor Musts detected during 
the self-assessment/internal GRASP assessment. 

Provide the requested weblinks to relevant local labor laws and complete the following definitions: 

Definition of “family farm” in the local regulations: 

Definition of “worker” in the local regulations: 

Name and article of the local regulation that is being referenced: 

Further comments: 
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1 RIGHT OF ASSOCIATION AND REPRESENTATION 

1.1 The producer respects the right of workers to join and/or form trade unions or other worker organizations of their choice (as well as the 
right to refrain from joining/forming such organizations) in accordance with applicable national legal requirements. 

1.2 If the right to freedom of association and collective bargaining is absent, restricted, or denied under local law, the producer allows 
alternative forms of independent worker representation and negotiation that is free of employer control. 

1.3 The producer does not discriminate or otherwise penalize worker representation, members of trade unions, or other worker organizations 
because of their membership in or affiliation with legally registered worker organizations. 

1.4 The producer allows any worker representation duly registered and duly recognized by the local law access to the workplace to carry out 
their representative functions in accordance with applicable national legal requirements. 

Provide a list of relevant local labor laws and answer the following guiding questions: 

Is freedom of association restricted? Yes/No. If yes, indicate the 
specific local law: 

 
 
 
 
 
 

List the type of agricultural worker organizations that are legally 
recognized, including name and contact: 

 
 
 
 
 
 

Requirements for joining or forming worker organizations are 
indicated in this local regulation (include name and article of the 
regulation): 
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Indicate the government organization with which the worker 
representation is registered including names and contacts: 

 
 
 
 
 
 

Indicate the type of proof of registration that is available (i.e., 
certification, ID, or letter): 

 
 
 
 
 
 

Further comments:  
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2 GRASP WORKER REPRESENTATION 

2.1 Current workers have decided on appropriate representation to help assess, communicate, and monitor their interests before the 
producer. 

2.2 After the workers reach a decision on the representation, the composition and type of the worker representation is communicated by 
management to the current workers.  

2.3 The producer ensures that worker representation is decided during the time with the highest presence of workers at the farm.  

2.4 The worker representation/management liaison has been instructed on their role, duties, and rights within GRASP. 

2.5 Workers, their representation, and the producer hold monthly gatherings on issues related to GRASP during the time with the highest 
presence of workers. 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:  

List types of worker labor organization legally active in agriculture:  
 
 
 
 
 

Can these organizations have a representation at farm level? Yes/No. 
If yes, include name and article: 

 
 
 
 
 
 

List the type of documents required to verify the registration of worker 
organizations: 
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Indicate the legal government entity that oversees this registration:  
 
 
 
 
 

Indicate the regulation that supports this:  
 
 
 
 
 

Indicate regulations that grant workers the right to participate in 
meetings regarding representation without having their wages 
reduced: 

 
 
 
 
 
 

Indicate the labor authorities that are available for agriculture workers 
(include name and contact): 

 
 
 
 
 
 

Provide approximate times of harvesting seasons for the main 
GLOBALG.A.P. produce audit. 

 
 
 
 
 
 

Further comments:  
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3 COMPLAINT PROCESS 

3.1 A confidential complaint process is available to be used by all workers free of any retaliation or penalty. 

3.2 The complaint process is implemented and appropriate to the number and type of workers for filing complaints in person, anonymously, 
or through the worker representation. 

3.3 The worker representation has been instructed on how to use the process on behalf of other workers on the rights included in the 
producer’s human rights policies. 

3.4 Easy-to-understand instructions are provided to all workers about the complaint process. 

3.5 There are one or more well publicized places to file complaints, at least one of which should be independent of the supervisory staff. 

3.6 The producer shall endeavor to resolve a complaint while the worker is under their employment, in a timely manner and proportionately to 
the nature of the complaint made. 

3.7 A summary record of any complaint over the past 24 months is kept to show that they have been received and addressed. 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:  

Are there organizations (other than a court or government) that 
resolve conflicts between employers and workers? Yes/No. If yes, 
include name and contact: 

 
 
 
 
 
 

Are there government offices that mediate conflict between 
employers and workers? Yes/No. If yes, include name and contact: 
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Are complaint procedures regulated in the local regulation? Yes/No. 
Provide source: 

Does the national regulation specify how to handle complaints? 
Yes/No. Provide source: 

Is there a local regulation that specifies how workers can file a 
complaint with the local court? Yes/No. If yes, include name and 
articles: 

Can any worker file a complaint with the local court? Yes/No. 
Provide source:  

Can a worker representation file a complaint with a court on behalf of 
workers? Yes/No. If yes, include the name of the court and a contact: 

Is there any reference in the local regulation for internal rules about 
complaints? Yes/No. If yes, provide source:  

Further comments: 
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4 PRODUCER’S HUMAN RIGHTS POLICIES 

4.1 The producer has and complies with a policy on the protection of human rights, acknowledging the rights in the ILO Core Labour 
Conventions and against any form of forced labor, corruption, corporal punishment, harassment or abuse, and discrimination and 
supporting good labor conditions, social practices, and human rights for all workers. 

4.2 All workers are communicated the contents of the producer’s Human Rights policy. 

4.3 All supervisory staff is informed about the contents of the producer’s Human Rights policy. 

4.4 The producer communicates the producer’s Human Rights policy to any labor subcontractor. Other subcontractors and visitors are 
communicated when visiting the farm. 

4.5 The Human Rights policy is reviewed every three years, or when there is a change to labor legislation, or a change in GRASP, whichever 
occurs soonest. 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions: 

Is there a government office in charge of workers’ rights? Yes/No. If 
yes, include names and contact: 

Is there an office, organization, or any NGOs that work with human 
rights protection? Yes/No. If yes, include names and contact: 

Is there a producer association or group that provides information on 
labor rights? Yes/No. If yes, include name and contact: 
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Are any of the human rights listed in the principles above reflected in 
the laws of the country?  Yes/No. If yes, provide source, (i.e. list laws 
against corruption, harassment, discrimination, etc. and provide 
weblinks) 

 
 
 
 
 
 

Are there any government offices that provide support/information on 
these topics? Yes/No. If yes, please list them and include contacts: 

 
 
 
 
 
 

Are there any organizations (government or NGOs) that support 
migrants and their rights? Yes/No. If yes, please list them and include 
contacts: 

 
 
 
 
 
 

Further comments:  
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5 ACCESS TO LABOR REGULATION INFORMATION 

5.1 The workers and the worker representation are provided with easy-to-understand and up-to-date information on minimum wage, working 
hours, breaks, maternity and sick leave, harassment and discrimination, freedom of association, holidays, labor unions, and local labor 
authorities contacts. 

5.2 Taking into consideration any differences between national and local legislation and GRASP, the producer always applies the higher 
level of protection to workers.  

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions: 

Are essential labor laws publicly accessible (in the local language)? 
Yes/No. If yes, please indicate the organization and the form in which 
the laws are available (please include weblinks, if available): 

 
 
 
 
 
 

Further comments:  
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6 TERMS OF EMPLOYMENT DOCUMENTS AND FORCED LABOR INDICATORS 

6.1 All workers are legally eligible to work at the producer site and on the activities assigned.  

6.2 All workers have entered work voluntarily and freely:  
- Without being pressured, forced, or intimidated 
- Without being required to pay (directly or indirectly) a fee or related cost for being recruited, or making monetary deposits, financial 
guarantees, or deposits of personal possessions to be employed 

- Understanding and freely agreeing to the employment terms and conditions document 

6.3 All contracted employment agencies and labor subcontractors are legally authorized to operate and/or registered with labor authorities 
when such registration exists. 

6.4 For each worker, a document with the employment terms and conditions is available and has existed from the moment the employment 
relationship started. 

6.5 Information on the worker’s full name, nationality, and date of birth is verified by the employer before hiring and has been correctly 
included in the worker’s terms and conditions documents. 

6.6 The employment terms and conditions documents include up-to-date information on the period of employment, contract type, a basic 
job description, wages, payments, working hours, breaks, holidays, and information on maternity or sick leave applicable by law. 

6.7 The employment terms and conditions in the document comply with national legislation and collective bargaining agreements. 

6.8 Changes to the employment terms document have been recorded, communicated, and accepted by the worker.  

6.9 The employment terms and conditions document together with other relevant documents of the workers hired during the previous and 
current production cycles are accessible to workers. 
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Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:  

Is a national identification document required in the country? Yes/No:   
 
 
 
 
 

If yes, indicate the legal or accepted documents that are required to 
work in the country. Provide source: 

 
 
 
 
 
 

Are work permits required for foreign workers? Yes/No. 
Provide source:  

 
 
 
 
 
 

Is it legal to make copies of these documents to keep in the workers 
files? Yes/No. Provide source:  

 
 
 
 
 
 

What is the legal minimum age of employment? Provide source:  
 
 
 
 
 

Is prison labor legal in the country? Yes/No. Provide source:  
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Is the concept of debt bondage regulated in the local regulations? 
Yes/No. Provide source: 

 
 
 
 
 
 

Do the local regulations allow fees to be charged for recruitment or 
contracting? Yes/No. Provide source: 

 
 
 
 
 
 

Are labor agencies regulated in the country? Yes/No. Provide source:  
 
 
 
 

Is there an official/government office with which businesses are 
required to register? Yes/No. If yes, include contact: 

 
 
 
 
 
 

Does this office issue a document as proof of registration? Yes/No. 
Provide source: 

 
 
 
 
 

Are the terms permanent, seasonal, subcontracted, short term 
workers, etc. defined in local regulations? Yes/No. Provide source 
and list the definitions: 

 
 
 
 
 
 

Further comments:  
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7 PAYMENTS 

7.1 Payments to workers are made in accordance with the worker terms and conditions documents. 

7.2 The workers are notified about when payments are made. 

7.3 The record of payment information is accessible to current workers and kept on file for at least 24 months. 

Provide a list of relevant local labor laws and answer the following guiding questions:  

Is there a government system for registering payroll information? 
Yes/No. If yes, include name: 

 
 
 
 
 

What information do they collect? List the details:  
 
 
 
 

Do the workers have access to the information? Yes/No:  
 
 
 
 

Does the law require accounting records for agriculture? Yes/No. 
Provide source: 

 
 
 
 
 

Further comments:   
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8 WAGES 

8.1 Pay slips or registers show the amount of working time (including overtime) or harvest amount and the wages and/or overtime paid. 

8.2 Wages, payments, number of hours, government social security/pension contributions, and payroll taxes in the pay slip comply with the 
employment terms and conditions, with national labor regulations, and/or with collective bargaining agreements. 

8.3 All workers earn at least the national minimum wage and/or the collective bargain agreement wage within regular working hours. 

8.4 Any deductions from salaries are included in the pay slip and are legally justified in writing, clearly explained, and accepted by the worker 
in files. 

Provide a list of relevant local labor laws and answer the following guiding questions:  

Is there a minimum wage in the country? Yes/No:   
 
 
 

Is it applicable to agriculture? Yes/No:  
 
 
 

What is the minimum wage for agriculture? Please indicate all 
applicable minimum wages and/or where to find them: 

 
 
 
 

Is there a collective bargaining agreement for agriculture? Yes/No. 
Include name and provide source:  

 
 
 
 

Which wage deductions are allowed by law? Provide source:   
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Does the local regulation limit the deduction allowed for the 
repayment of loans or advances? Yes/No. Provide source: 

 
 
 
 

Is it legal to charge a recruitment fee in the country? Yes/No.  
Provide source: 

 
 
 
 
 

Are there sources of information regarding the market cost of basic 
needs? Yes/No. Provide source:  

 
 
 
 
 

Does the local regulation require evidence of wage payment? 
Yes/No. Provide source: 

 
 
 
 

What type of evidence is required?  
 
 
 

Are there regulations in the law regarding wages calculated by piece, 
unit, or quota? Yes/No. If yes, which? Provide source: 

 
 
 
 

Are recruitment agency or labor agency fees regulated by law? 
Yes/No. Provide source: 

 
 
 
 

Are there laws in the country regarding debt bondage? Yes/No. 
Provide source: 

 
 
 
 

Further comments:  
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9 WORKING AGE, CHILD LABOR, AND YOUNG WORKERS 

9.1 The producer verifies that no worker below the legal minimum age of employment or the age of completion of compulsory education 
(whichever provides the highest protection) is working at the production sites. The minimum age of employment shall not be less than 15 
years and 13 for light work. For countries exempt from ILO Convention 138, the minimum age of employment shall not be less than 14 
and 12 for light work. 

9.2 The producer checks that no worker under the age of 18 is engaged in night work or tasks that are hazardous in nature in any production 
site. 

9.3 Children on family farms shall be employed only by their core family under conditions that support their protection, right to education, and 
safety. 

9.4 Supervisory staff has been informed of the legal requirements on working age and of the effective remediation plan (when workers under 
the age 18 are found working in non-compliance). 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:  

What is the legal minimum age of employment? Provide source:  
 
 
 
 

What is the age of majority in the country? Provide source:   
 
 
 

Do local regulations list activities that are hazardous in agriculture? 
Yes/No. Provide source: 
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Is there a legal definition of a family farm? Yes/No. Provide source:  
 
 
 
 

What are the maximum hours that a minor can legally work? Provide 
source: 

 
 
 
 

What government office oversees cases of child labor in the country? 
Include contacts: 

 
 
 
 
 

Are there other recognized organizations?  
 
 
 
 

Do these organizations provide permits (documents) as evidence of 
permission for children to work? Yes/No. If yes, what type of 
document? 

 
 
 
 
 

Are there public documents or a register that provide evidence of 
guardianship for a child? Yes/No. If yes, what type of 
documents/register? 

 
 
 
 
 
 

Further comments:   
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10 COMPULSORY SCHOOL AGE AND SCHOOL ACCESS 

10.1 Any children at compulsory school age living or working on any production sites shall have access to school education. 

10.2 The producer verifies and keeps records with the full name, name of parents, and date of birth of all children at the production sites who 
are below the age of completion of compulsory schooling. 

10.3 If access to a school is not possible, the producer facilitates transport for children below the age of completion of compulsory schooling. 

10.4 If schools are not available for children living and/or employed on the production sites who are below the age of compulsory school 
completion, the producer facilitates on-site schooling. 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions:  

Is school education compulsory for children by law? Yes/No. Provide 
source: 

 
 
 
 
 
 

Is there a minimum and/or maximum compulsory school age for 
children in the local regulations? Yes/No. If yes, what is the 
minimum/maximum age? Provide source: 

 
 
 
 
 
 

Is there a government organization that oversees the school 
education of children? Yes/No. If yes, indicate which one(s): 
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What is the government organization that oversees education for 
children? Include name and contact: 

 
 
 
 
 
 

Further comments:   
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11 TIME RECORDING SYSTEMS 

11.1 A time recording system is in place and suitable for the type and the size of the production site. 

11.2 The system provides a record of the regular working hours and overtime hours for each worker. 

11.3 The system provides a record of the effective daily breaks, weekly breaks, and holidays for each worker. 

11.4 All workers are instructed on the time recording system and on checking the system. 

11.5 Each worker has access to a summary of the system records before or at the moment of wage payment in at least the worker’s working 
instruction language or in the predominant language(s) of the workforce. 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions: 

Are regular working hours defined by law? Yes/No. Provide source: 

Is overtime defined by law? Yes/No. Provide source: 

Are there other systems for calculating total working hours? Yes/No. 
Provide source: 
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If yes, list the types of systems (e.g., average number of hours in a 
period, flex time, compressed work weeks, etc.): 

Is a maximum number of overtime hours specified by law? Yes/No. 
Provide source: 

Are breaks/rest time from work regulated by law? Yes/No. Provide 
source:  

Are there collective bargaining agreements that regulate working 
hours in agriculture? Yes/No. If yes, indicate which ones: 

Further comments: 
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12 WORKING HOURS 

12.1 Working hours (including overtime, night work, and rest days/breaks) with indication of peak/harvesting season are shown in the records. 

12.2 All overtime hours are voluntary, if not regulated otherwise in the national law or collective bargain agreement. 

12.3 Overtime shall not be requested on regular basis in a production cycle/year and as indicated by law. 

12.4 Working time does not exceed 48 hours weekly (excluding overtime) unless indicated by law or collective bargaining agreement. The 
employer reports the total hours worked, and if they exceed 48 hours, the appropriate safeguards are in place to protect the workers’ 
health and safety. 
If national legislation and collective bargaining agreements set lower weekly working hours (excluding overtime), these lower limits shall 
prevail. 

12.5 Rest breaks/days as shown in the records indicate compliance with national regulations and/or collective bargaining agreements. 
If not specifically regulated for agriculture by local laws or collective bargaining agreements, the rest/breaks include, at least:  

(a) Short breaks during working hours
(b) Sufficient breaks for meals
(c) Daily or nightly rest of not less than 8 hours within a 24-hour period
(d) Rest of at least a full calendar day within a week

12.6 Total weekly working hours (including overtime) as shown in the records indicate compliance with national legislation and collective 
bargaining agreements. If national legislation sets total weekly working hour limits higher than 60 hours (including overtime) in peak 
season and/or agricultural workers are exempt from overtime limitations, the employer reports the total weekly hours worked and which 
appropriate safeguards are in place to protect the workers’ health and safety. 

12.7 Supervisory staff is instructed about the safeguards in place to protect the workers’ health and safety when working over the regular 
weekly working time and/or over the peak season weekly working time. 

12.8 Workers are communicated to effectively use the rest breaks/days during peak season. 
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Provide the requested weblinks to relevant local labor laws and answer the following guiding questions: 

Is overtime regulated by law? Yes/No. Provide Source (refer to similar 
question from principle 11): 

Is overtime defined as voluntary by law? Yes/No. Provide source 
(refer to similar question from principle 11): 

Does the law indicate special circumstances for requesting overtime? 
Yes/No. If yes, which cases? Provide source:  

Is there a maximum number of overtime hours specified by law? 
Yes/No. Provide source (refer to similar question from principle 11): 

Does the local law allow averaging the total number of hours as a 
method of calculating the maximum number of working hours? 
Yes/No. Provide source:  

The legal maximum number of total working hours is:  
(indicate if per day/week/month/year) Provide source: 

The legal maximum number of regular working hours is: 
(indicate if per day/week/month/year) Provide source: 
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The legal maximum number of overtime hours is:  
(indicate if per day/week/month/year) Provide source: 

The legal maximum number of working hours for night shifts is: 
(indicate if per day/week/month/year) Provide source:  

Are there any exceptions to the legal maximum number of working 
hours? Yes/No. if yes, which exceptions? Provide source: 

The legal maximum number of working hours, during peak/harvest or 
the busiest season is:  
(indicate if per day/week/month/year) Provide source: 

List the minimum number of breaks per day specified by law. Are 
these breaks paid? Yes/No. Provide source: 

The legal minimum number of rest days per week is: 
Provide source: 

Further comments: 
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13 DISCIPLINARY PROCEDURES 

13.1 A written disciplinary procedure is available. 

13.2 Workers are informed about the terms of the disciplinary procedure, including that any deduction from wages as a disciplinary measure is 
prohibited. 

13.3 Records are kept of any disciplinary actions taken during the last 24 months. 

Provide the requested weblinks to relevant local labor laws and answer the following guiding questions: 

Are wage deductions regulated by law? Yes/No. Provide source: 

Which deductions are allowed? Provide source: 

Further comments: 


	GRASP V2: ENGLISH
	VERSION: 24 June 2024
	CREATED BY: TÜV NORD INTEGRA
	undefined: In the Moroccan labor code, there is no specific definition of a family farmhttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_2: Any person who has undertaken to carry out their professional activity under the direction of one or more for remuneration is considered to be an employee, whatever their nature and method of payment.

	undefined_3: Title II (Definitions) , Section 6 in labor code (loi n° 65-99 relative au Code du travail, promulguée par le dahir n° 1-03-194 du 14 rejeb 1424 (11 septembre 2003)http://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_4: The register of workers should include all GRASP requirements : type of contract, date of birth, date of hire, date of dismissal
	undefined_8: Minister of Labour and professional insertion, Inspectors of social laws in agriculture:miepeec.gov.maInspectors can be contacted in Regional Directorate of Labor and Professional Integration in each region (Les Directions Régionales du Travail et de l’Insertion Professionnelle de chaque région)
	undefined_9: Annexes (1, 2, 3) of Electoral Guide; https://miepeec.gov.ma/wp-content/uploads/2021/06/book-1.pdf
	undefined_10: Any producer shall have a form of employees’ representation that can be applied to meet the GRASP requirements as indicated in the different control points with respect to the employees’ representative (ER).
This form or representation could take any form (could be a person, group of people, several temporally appointed people, etc.) as long as:
• It is independent from management
• It is decided by the employees
• It is communicated to the employees
• It is recognized by the employees
Prohibited: any measure of discrimination based on union affiliation or activity of employees (section 9, Labour Code)
	undefined_11: The employee’s representative does not need to be a trade union member.
Any producer shall have a form of employees’ representation that can be applied to meet the GRASP requirements as indicated in the different control points with respect to the employees’ representative (ER).
This form or representation could take any form (could be a person, group of people, several temporally appointed people, etc.) as long as:
• It is independent from management
• It is decided by the employees
• It is communicated to the employees
• It is recognized by the employees
The employee’s representative does not need to be a trade union member (section 433, Labour code)
The representation may be affiliated to recognized workers unions. Details of the most representative workers organization in Morocco are available in :
https://www.maroc.ma/fr/content/annuaire-des-syndicats
	undefined_12: yesTitle IV in labor code (loi n° 65-99 relative au Code du travail, promulguée par le dahir n° 1-03-194 du 14 rejeb 1424 (11 septembre 2003)http://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_13: The various documents required for registration of workers organization are available in “Guide to the electoral operation" https://miepeec.gov.ma/wp-content/uploads/2021/06/book-1.pdf” :
Annex1: Modèle de protocole d’accord de répartition des établissements au sein de l’entreprise
Annex 2: Modèle de protocole d’accord de répartition des salariés entre collèges électoraux
Annex 3: Modèle de la Liste électorale 
Annex 4: Modèle de la Liste de candidature
Annex 5: Modèle de la lettre de candidature :
Annex 6/7/8: PROCES-VERBAL D’ELECTION DES DELEGUES DES SALARIES 
Annex 9: liste détaillées des délégués

	undefined_14: 
Minister of Labour and professional insertion
Inspectors of social laws in agriculture
miepeec.gov.ma
	undefined_15: LabourCode Act 1999, No. 65/99
	undefined_16: Any infringement of freedoms and rights relating to trade union activity within the company is prohibited, in accordance with the legislation and regulations in force, as well as any infringement of freedom of work with regard to the employer  and employees belonging to the company. (section 9, Labour code)
	undefined_17: Minister of Labour and professional insertion
Inspectors of social laws in agriculture
miepeec.gov.ma
	undefined_18: october-May
	undefined_19: The elections take place according to the dates and the modalities fixed by the governmental authority in charge of the employment. If the employer wishes to organize the elections outside of the official calendar, a justified request must be addressed to the labor inspectorate. If no employee goes to the elections, a deficiency report is drawn up and sent to the labor inspectorate by the employer.
Section 433 defines the number of employees' delegates:
The employee’s representative does not need to be a trade union member.
Farm management should look for an alternative means of workers representation to avoid non-compliance in those CPCCs. The alternative means should keep the objectivity, be decided, appointed or elected by the workers and keep the separation from the management.
If the company has more than 10 workers, then it could be a Trade Union delegate as long as the delegate is aware of the GRASP obligations and activities as workers representative.
	undefined_20: no
	undefined_21: Yes
Minister of Labour and professional insertion
Inspectors of social laws in agriculture
miepeec.gov.ma
	undefined_22: YSection 432 of the Labor Codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_23: YSection 461 of the Labor Codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_24: YThe procedures to follow are explained in the Labor code depending on the case. ex: section 41, in case of unfair dismissalhttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_25: YSection 41 of the Labor codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_26: YSection 432 of the Labor Codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_27: No
	undefined_28: Section 432 of the Labor Code explicitly mentions the role of the employees representatives to present individual claims of employees who would not have been satisfied (in companies employing at least ten employees), the control point requires the application of this provision in all companies regardless of their size.
Section 461 states that the employees' representatives give the employer, 2 days before the date on which they must be received, a written note summarily outlining the subject of the employee's request(s). A copy of this note is transcribed by the employer in a special register which must also be answered within a period not exceeding 6 days.
This register must be kept for one working day every fortnight and outside working hours, at the disposal of the employees of the establishment who wish to become acquainted with it.
Farm management must indicate clearly the system for complaints according to their needs and the local law.
Worker representative should inform the auditor about the efficiency of the system and how this is evaluated considered in the meeting with management.
In addition, documents must show the process and how the system is communicated to the workers. If workers have not good language command, then the system should be available in the language used to instruct the workers.
A system must be accessible in all workers languages and/or consider lack of ability to read or write. (oral instructions)
	undefined_29: YesMinister of Labour and professional insertionInspectors of social laws in agriculturemiepeec.gov.maInspectors can be contacted in Regional Directorate of Labor and Professional Integration in each region (Les Directions Régionales du Travail et de l’Insertion Professionnelle de chaque région)
	undefined_30: yesNational Human Rights Council (https://www.cndh.ma)Every one can contact the: The Regional Human Rights Commission of each region or use the CNDH website to communicate directly with the regional mandates and also obtain the telephone numbers: https://www.cndh.ma/an/cndh-regional-human-rights-commissions/aboutMinister of Labour and professional insertionInspectors of social laws in agricultureInspectors can be contacted in Regional Directorate of Labor and Professional Integration in each region (Les Directions Régionales du Travail et de l’Insertion Professionnelle de chaque région)
	undefined_31: YesMinister of Labour and professional insertionInspectors of social laws in agriculturenspectors can be contacted in Regional Directorate of Labor and Professional Integration in each region (Les Directions Régionales du Travail et de l’Insertion Professionnelle de chaque région)National Human Rights Council (https://www.cndh.ma)Every one can contact the: The Regional Human Rights Commission of each region or use the CNDH website to communicate directly with the regional mandates and also obtain the telephone numbers: https://www.cndh.ma/an/cndh-regional-human-rights-commissions/aboutMinister of Labour and professional insertionInspectors of social laws in agricultureInspectors can be contacted in Regional Directorate of Labor and Professional Integration in each region (Les Directions Régionales du Travail et de l’Insertion Professionnelle de chaque région)
	undefined_32: YesGeneral provisions of the Labor Codesection 9, 40, Labor codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_33: YNational Human Rights Council (https://www.cndh.ma)Minister of Labour and professional insertion, Inspectors of social laws in agriculture
	undefined_34: YNational Human Rights Council (https://www.cndh.ma)Minister of Labour and professional insertion, Inspectors of social laws in agriculture
	undefined_35: The complete declaration MUST indicate the relevant ILO conventions, namely (non-exhaustive list):
ILO Convention 029;
ILO Convention 089;
ILO Convention 098;
ILO Convention 099;
ILO Convention 100;
ILO Convention 105;
ILO Convention 111;
ILO Convention 138;
ILO Convention 182;
	undefined_36: Y
cnss.ma
http://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_37: Possession or access to regulations is not always sufficient: Sometimes some of the employees are illiterate.simplified communication (pictograms), training would be more effective
	undefined_38: yes
	undefined_39: National Id Card or PasseportSection 2,  Law No. 04-20 relating to the National Electronic Identity Card, Dahir n° 1-20-80 of 18 hija 1441 (August 8, 2020) relating topromulgation of law n° 04-20: Any Moroccan aged 16 or over must have the National Electronic Identity Card. The National Identity Card can be issued to minors under the age of 16 , if requested by his legal representative.Section 148 of Labor code: ...must have birth certificates or the national identity card of the minors placed under their supervisionFor declaration to the social security fund, a copy of an identity document is mandatory: https://www.cnss.ma/fr/content/o%C3%B9-et-comment-immatriculer-mes-salari%C3%A9sFor foreign workers the passport is required, Source: Procedure for employment of foreign employees in Morocco, https://miepeec.gov.ma/wp-content/uploads/2019/06/Procedure-Emploi-des-salaries-etrangers-au-Maroc.pdf
	undefined_40: Yessection 516, Labor codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_41: yesSection 527, Labor Codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_42: The minimum age of employment is 15 years oldsection: 143, Labor codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_43: No
	undefined_44: No
	undefined_45: Nosection 480, Labor Codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_46: YLivre IV, Labor Codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_47: y
Regional Tax Department
http://www.tax.gov.ma
	undefined_48: Yhttp://www.tax.gov.ma
	undefined_49: YType of contracts are defined in title I, chapter II, section 16 in Labor code: The employment contract is concluded for an indefinite period, for a specific period or to carry out a specific job.The fixed-term employment contract can be concluded in cases where the employment relationship cannot have an indefinit duration.The fixed-term employment contract can only be concluded in the following cases:- the replacement of one employee by another in the case of suspension of contract, unless the suspension results from strike;- the temporary increase in the company's activity;- if the work is seasonal.Subcontracted defined in title II, section: 86 in Labor Code: The subcontractor contract is a writing contract , by which a main contractor entrusts a subcontractor with the execution of work or provide some services.http://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_50: All employees shall be informed in writing and with comprehensible data about their employment conditions and its compliance with national legal requirements.
The control point requires written employment contracts for each employee. Proof of the existence of the employment contract may be provided by any means (Article 18). The work card, as intended in section 23 proves the existence of a contract.
The work card must include the information prescribed by regulation (Decree No. 2-04-422 of 16 kaada1425 (December 29, 2004) fixing the information that must be included in the work card, Official Bulletin No. 5280 of 24 kaada 1425 (6 January 2005), P 16)
The work card contains:
-the company name of the establishment or the full name of the employer;
-the affiliation number to the National Social Security Fund;
-the head office of the company or the address of the employer;
- the full name, the date of birth, the hiring date, the function,
- the amount of the salary and the registration number of the employee's National Social Security Fund (CNSS);
-the name of the insurance company.
The work card must be renewed in case of the professional qualification change of the employee or the amount of the salary.
Sub-company contract
Section 86 of the Labor Code requires that a "Sub-company contract" must be established in writing, whereby the prime contractor (in this case, the producer) assigns a sub-contractor to perform some work or provide some services.
Section 87 requires that the subcontractor, as an employer, must comply with all the provisions of this Act (Labor Code) as well as the laws and regulations on social security, accident work and professional illnesses.
If the subcontractor is not registered in the commercial register and does not own a stock in trade, the main contractor must ensure compliance with the provisions of Book II of this Law relating to employees.
	undefined_51: yesaccordind to Labor code , supporting document "Payslips"
	undefined_52: - company name and head office of the company, or the full name of the employer, his place of work, his profession, his address and his affiliation number to the CNSS;
- The full name of the employee and his registration number at the CNSS;
- professional category ;
- hiring date ;
- paid hours of work, including hours of work paid at the standard rate and, where applicable, overtime and the rate of the increase applied and the number of hours corresponding to the salary paid
number of days corresponding to the salary paid;
- kind and amount of the various premiums added to the base salary
- value of benefits in nature, if applicable
- amount of gross wage;
-type and amount of different levies;
-amount of net salary
-date of issue of the payslip
	undefined_53: Yes
	undefined_54: Yesfinance law 2023:https://www.finances.gov.ma/Publication/db/2023/BO_7154-bis_Fr.pdf
	undefined_55: Section 368, Labor code requires the employer to post the date, day, time, place of payment and, where applicable, the payment of installments
	undefined_56: yes
	undefined_57: yes
	undefined_58: From 01/09/2023, SMAG: 88,58Dhs/day or 2303,08/monthSMIG: 3111,39DH/monthhttps://www.cnss.ma/fr/content/quel-est-le-niveau-du-smig-actuel
	undefined_59: No
	undefined_60: social services, Health Insurance, loans granted by the employerSection 387, 389 of Labor codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_61: Ysection 386, Labor codeAny employer who has granted a loan to his employees can only be reimbursed by means of successive deductions not exceeding one tenth of the amount of the due salary.http://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_62: NoSection: 379, 480, Labor Codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_63: no official regular sourceMedia consultation: TV, Internet, etc.
	undefined_64: YSection 370, Labor Codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_65: Payslips, payment register
	undefined_66: YSection 359, Labor Codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_67: YLivre IV, Section 476 in Labor Code: Services provided by public agencies to job seekers and employers are free.Livre IV, section 480: Private agencies: it's prohibited from collecting, directly or indirectly, from job seekers any fees or charges, in part or in whole.http://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_68: No
	undefined_69: Section 356 states that the legal minimum wage may not be lower than the amounts fixed by regulation for agricultural and non-agricultural activities after consultation with the most representative employers' organizations and trade unions.
Since of September1, 2013, the amount of the legal minimum wage granted to employees is:
 in industrial activities (SMIG): 3111,39DH/month
In agricultural activities (SMAG): 88,58Dhs/day or 2303,08/month

Section 350 states that every employee must receive a premium seniority, the amount of which is set at:

- 5% of salary paid, after two years of service;
- 10% of salary paid, after five years of service
-15% of salary paid, after twelve years of service;
- 20% of salary paid after twenty years of service;
- 25% of salary paid, after twenty-five years of service

Section 198 states that overtime must be paid at the same time as the salary.
Section 201: Whatever the method of remuneration of the employee, the overtime gives rise to a wage increase of 25% if they are carried out between 5 a.m and 8p.m, and of 50% if they are carried out between 8p.m and 5 a.m.
The increase is raised to 50% and respectively to 100% if the overtime hours are worked on the employee's weekly rest day, even if compensatory rest is granted.
Payslips or other instrument used shall mention wages and overtime.
Section 199: In companies where 2288 working hours are distributed unevenly over the year, overtime is defined as hours worked daily from the tenth hour included.
Also considered as overtime the hours worked annually from the 2289th time included.
Section 200: For the employee who has not been employed during the whole week due to dismissal, resignation, paid annual holiday, work accident or occupational disease or because of the rest given on the occasion of on a paid holiday or holiday, each hour worked outside of the work schedule during the week is considered as overtime. The provisions of the above paragraph apply to the employee hired during the week.

Section 202: Overtime pay is calculated on both the salary and its accessories, excluding:
1. Family allowances;
2. tips, except for staff paid exclusively for tips;
3. allowances which constitute a refund of expenses or expenses incurred by the employee as a result of his work.
Salary guarantee
Section 347 says that:
- if the extreme weather conditions prevent work from the start of the day, the worker receives half of the daily wage (which cannot be less than the SMAG);
- if the worker has started to work and the exceptional weather conditions prevent continuation of work before the end of the morning, the worker receives 2/3 of the daily wage;
- if the worker worked more than half of the day (4h), the worker receives the full daily wage
	undefined_70: 15 years oldsection: 143, Labor codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_71: 18 years oldsection 180, 181, Labor codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_72: Noin section 180 and 181, there's no list of activities but stipulates a prohibition against employing minors under 18 years o in work that may have an effect on their growth or work that presents excessive riskshttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_73: No
	undefined_74: Normal working hours: 8 hourssection 191, 214, Labor codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_75: Minister of Labour and professional insertion, Inspectors of social laws in agriculture
https://miepeec.gov.ma/
	undefined_76: National Human Rights Council (https://www.cndh.ma)
	undefined_77: Y
doc: written authorization previously given by the agent responsible for labor inspection
	undefined_78: YAct of birth
	undefined_79: No young worker (between 15 and 18) shall work in any activity that is is dangerous to their health and safety.
 To check age, the auditor may request a copy of identity card or copy of birth certificate
	undefined_80: YesDahir no1-00-200 on the obligation of basic educationhttp://www.sgg.gov.ma/BO/bo_fr/2000/BO_4800_Fr.pdf
	undefined_81: Yes6 to 15 yearsDahir no1-00-200 on the obligation of basic educationhttp://www.sgg.gov.ma/BO/bo_fr/2000/BO_4800_Fr.pdf
	undefined_82: YesMinistry of National Education Preschool and Sportshttps://www.men.gov.ma/
	undefined_83: Ministry of National Education Preschool and Sports
	undefined_84: The minimum duration of schooling for Moroccan children of both sexes: 6 to 15 years (according to Dahir No. 1-00-200
	undefined_85: YSection 184, Labor Codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_86: Ysection 196, Labor Codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_87: No
	undefined_88: NA
	undefined_89: YSection: 190, Labor Codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_90: YSection: 188, 193, Labor Codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_91: No
	undefined_92: Agricultural activity
Section 184 stipulates that for agricultural activities the normal hours of work shall be 2496h per year. It mentions the possibility of equal or unequal distribution of work hours according to the needs of agricultural work, and this in accordance with procedures of consultation, posting and information of the labor inspector
Equal distribution of working hours (section 4 Decree 2-04-570). In equal distribution, 2496 corresponds to 52 weeks to 48 hours per week (= week of 6 days to 8 hours per day).Apart from the permanent exemptions provided for in section 189 to 193 of the Labor Code, any hour of work above the 8th hour per day in equal distribution shall be considered as overtime.
Unequal distribution of working hours according to the needs of agricultural work (section 185, section 2 Decree 2-04-570, section 3- Decree 2-04-569):The management of the company may, after consultation with employees representatives and union representatives (where applicable), decide on an unequal distribution of working hours in accordance with the following conditions:
- setting up an indicative schedule
- consultation of employees representatives and representatives trade unions (where applicable)
- normal daily working hours may not exceed 10 hours.
In other words, it is possible, in uneven annual distribution, to have normal weeks of 60 hours (6x10) without a single hour of overtime.
Each hour in addition to the 10th hour will be considered as overtime. Section 190 sets the upper limit of working hours (overtime included) to 12 hours a day. Overtime is possible within the limit of 80 + 20 overtime allowed per year.
(Companies with a higher workload during peak production periods can use their workers beyond normal working hours, provided that total overtime does not exceed 80 hours per year per employee. Furthermore, after consulting the workers’ representatives, the possibility is established of working an additional 20 hours if required the type of business activity, as long as the accumulated amount of overtime does not exceed 100 hours per year per employee.)
The Labor Code also provides for permanent derogations from sections 189 to 193.
OVERTIME
Overtime means work done outside the employee’s usual working hours. It is remunerated with a single payment together with wages due.
Regardless of how the employee is paid, overtime is charged at the following extra rates:
- 25% if done between 6 a.m. and 9 p.m. for non-agricultural work and between 5 a.m. and 8 p.m. for agricultural work;
- 50% if done between 9 p.m. and 6 a.m. for non-agricultural work and between 8 p.m. and 5 a.m. for agricultural work.
- Section 205 provides for a weekly rest of 24 hours consecutive.
Breaks are regulated in sections 188 and 193: in case of organization of work by successive teams (and therefore of continuous working time), a break is planned. It cannot be longer than one hour and it is not paid.
Employees must be granted a rest of at least half an hour after every four hours of continuous work and that rest is counted as actual working time.
Non-agricultural activity applicable for some Handling Centers
Article 184 sets the normal hours of work for employees at 44 hours per week. It is possible to annualize the hours of work (2288 hours per year). Whether for the weekly or annual plan, an uneven distribution is possible, and this in accordance with the procedures of consultation, posting and information of the labor inspector.
Distribution of working hours in annual plan.
The normal hours of work in this case are ten hours a day (subject to the derogations referred to in sections 189, 190 and 192); any hour of work above the 10th hour per day is considered as overtime), as well as the hours from the 2289th hour (included). Section 190 sets the upper limit of working hours (overtime included) to 12 hours a day.
	undefined_93: YesSection: 190, Labor Codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_94: YesPreamble, Labor code:The prohibition of all forms of work by constraintNo one can prohibit others from working or force them to work 
	undefined_95: YesSection 196, Labor Code: ...When companies have to deal with work of national interest or exceptional additional workhttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_96: YesSection 184, Labor Code: Agricultural activity: the normal hours of work shall be 2496h per year. It mentions the possibility of equal or unequal distribution of work hours according to the needs of agricultural work in this case, normal working hours should not exceed 10 hours per daySection 190: If working hours are distributed unequally over the year, those worked daily from the 10th hour inclusive are considered overtime with maximum of 12 hours per dayhttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_97: No
	undefined_98: Agricultural activities: 2496h per yearSection: 184, Labor codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_99: Agricultural activities: 8 hours /day to 10 hours/daySection: 184, Labor codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_100: section 184 and 190 in Labor Code: Equal distribution of working hours: above the 8th hours/ dayUnequal distribution of working hours: above the 10th hours/dayhttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_101: 8 hoursSection 188, Labor Codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_102: No
	undefined_103: 2496h/year12 hours/day (Unequal distribution of working hours:)http://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_104: NoSection 188, Labor codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_105: 24 hoursSection 205, Labor Codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_106: Breaks are regulated in sections 188 and 193: in case of organization of work by successive teams (and therefore of continuous working time), a break is planned. It cannot be longer than one hour and it is not paid.
Employees must be granted a rest of at least half an hour after every four hours of continuous work and that rest is counted as actual working time.
Non-agricultural activity applicable for Ag Handling Centers
Article 184 sets the normal hours of work for employees at 44 hours per week. It is possible to annualize the hours of work (2288 hours per year). Whether for the weekly or annual plan, an uneven distribution is possible, and this in accordance with the procedures of consultation, posting and information of the labor inspector.
Distribution of working hours in annual plan.
The normal hours of work in this case are ten hours a day (subject to the derogations referred to in sections 189, 190 and 192); any hour of work above the 10th hour per day is considered as overtime), as well as the hours from the 2289th hour (included). Section 190 sets the upper limit of working hours (overtime included) to 12 hours a day.

In agricultural activities, any work carried out between 8 p.m. and 5 a.m. is considered night work.
	undefined_107: YesSection 387, 389 of Labor codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdf
	undefined_108: social services, Health Insurance, loans granted by the employerSection: 386, Labor Codehttp://www.sgg.gov.ma/Portals/0/lois/code_travail_fr.pdfDahir 1-02-296 promulgating Law 65-00http://www.sgg.gov.ma/BO/bo_fr/2002/BO_5058_Fr.pdfDahir portant loi n° 1-72-184http://www.sgg.gov.ma/BO/bo_fr/1972/BO_3121_Fr.pdf
	undefined_109: according to section 36 (Labor code), it's not allowed taking disciplinary sanctions because of
- the exercise of a mandate of the union representative;
- participation in union activities outside working hours or, with the consent of the employer or in accordance with the collective agreement of work or internal regulations, during working hours;
- the fact of standing as a candidate for a mandate as employee delegate, exercise it or have exercised it;
- the fact of having filed a complaint or participated in legal actions against the employer within the framework of the provisions of this law;
- race, color, sex, marital status, responsibilities family, religion, political opinion, national ancestry or social origin;
- disability to the extent that it does not hinder the exercise by the
disabled employee from an appropriate function within the company.

Section 37:
The employer may take one of the following disciplinary sanctions against the employee for non-serious misconduct;
1° the warning;
2° blame;
3° a second blame or dismissal for a period not exceeding eight
days ;
4° a third blame or transfer to another service or, where applicable, to a
another establishment, the employee's place of residence being taken into consideration.

The acts considered as serious misconduct which may lead to dismissal are defined in article 39:
- the offense affecting honor, trust or good morals
having given rise to a final custodial judgment;
- the disclosure of a professional secret having caused harm to
the company;
- committing the following acts inside the establishment or
during work :
* Stolen ;
* breach of trust;
* public drunkenness;
* drug consumption;

* physical aggression;
* serious insult;
* the deliberate and unjustified refusal of the employee to carry out work of his
skill ;
* unjustified absence of the employee for more than four days or eight
half-days during a period of twelve months;
* serious deterioration of equipment, machines or materials
first caused deliberately by the employee or following an
gross negligence on his part;
* the fault of the employee causing considerable material damage to
the employer;
* non-observance by the employee of the instructions to follow to guarantee the
safety of the work or establishment that caused damage
considerable ;
* incitement to debauchery;
* any form of violence or aggression directed against an employee,
the employer

The decision on disciplinary sanctions must be delivered to the employee concerned in person against receipt or by registered letter with acknowledgment of receipt, within 48 hours following the date on which the decision was taken.A copy of the dismissal decision or resignation letter is sent to the labor inspection officer (section 63, 64)
	GUIDELINE FOR: MOROCCO
	undefined_7: Any infringement of freedoms and rights relating to trade union activity within the company is prohibited, in accordance with the legislation and regulations in force, as well as any infringement of freedom of work with regard to the employer and employees belonging to the company. (section 9, Labour code)
Any producer shall have a form of employees’ representation that can be applied to meet the GRASP requirements as indicated in the different control points with respect to the employees’ representative (ER).
This form or representation could take any form (could be a person, group of people, several temporally appointed people, etc.) as long as:
• It is independent from management
• It is decided by the employees
• It is communicated to the employees
• It is recognized by the employees
The control point requires one employee or an employee's council regardless of company size. In small companies, this function can be exercised by an employee’s leader or a trustworthy person.
This person should be independent from management and management should not influence or suggest the leader to be chosen. The person could be elected, designated or freely chosen by the workers only .
The elections take place according to the dates and the modalities fixed by the governmental authority in charge of the employment. If the employer wishes to organize the elections outside of the official calendar, a justified request must be addressed to the labor inspectorate. If no employee goes to the elections, a deficiency report is drawn up and sent to the labor inspectorate by the employer.
Section 433 defines the number of employees' delegates:
The employee’s representative does not need to be a trade union member.
Farm management should look for an alternative means of workers representation to avoid non-compliance in those CPCCs. The alternative means should keep the objectivity, be decided, appointed or elected by the workers and keep the separation from the management.
If the company has more than 10 workers, then it could be a Trade Union delegate as long as the delegate is aware of the GRASP obligations and activities as workers representative.
TRADE-UNION DELEGATES (s 430-463 Labour Code Act 1999, No. 65/99)
Employees’ delegates must be elected at all workplaces where at least ten (10) workers are permanently assigned. 
https://miepeec.gov.ma/wp-content/uploads/2021/06/book-1.pdf
	undefined_6: The representation may be affiliated to recognized workers unions. Details of the most representative workers organization in Morocco are available in :
https://www.maroc.ma/fr/content/annuaire-des-syndicats
Any producer shall have a form of employees’ representation that can be applied to meet the GRASP requirements as indicated in the different control points with respect to the employees’ representative (ER).
This form or representation could take any form (could be a person, group of people, several temporally appointed people, etc.) as long as:
• It is independent from management
• It is decided by the employees
• It is communicated to the employees
• It is recognized by the employees
	undefined_5: NO


