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Executive Summary

The “Strengthening Industrial Relations and Labom@liance in Morocco” project, is a combinationwb
projects funded by the US Department of Labor. fliiseé ran from March 2002 to September 2006 andéhad
level of effort of $1,522,432. It was funded fromambrella cooperative agreement between the ILdOUS
DOL, of which the purpose is to assist countriethaapplication of the ILO’s Declaration on thadiamental
principles and rights at work. The second projéatted in 2003, and was scheduled to end in Decet)¥ .
It was funded through a competitive bid to the linQhe amount of $1,450,000. Because both projeadsal-
most identical objectives they were technicallggrated from the start of the second project. After aidifft
start, the project effectively started in Janugl92 The project was originally scheduled to plagey De-
cember 2007, but remaining funds allow for a nd eatension of 9 months, which will enable the iempenta-
tion of delayed activities. The present reporhisfinal evaluation of the project, and addreskedallowing
key issues.

Validity of the design

The objectives and strategies were highly releaadtappreciated by all stakeholders. On the othied hthe
January 2005 design exercise failed to includedéhwelopment of an overall work plan and the settifiar-
gets, and indicators were ill defined. This affediee design and use of the project monitoring.plan

The final implementation status

The project has been responsive to the needs egorey the target population and has been ablelitced
nearly all outputs, in spite of a number of deldysese delays can be attributed to the participajproach,
and to political changes with which the project hasn confronted. Important progress has been toageds
the achievement of the development objective. Tuagbt has been respected and the outputs havenimbn
praised for their quality.

Impact and benefits

Partners have benefited from a variety of relewauat high quality trainings. The mid-term impactrainings
on the labor code and inspection methodology cantsmmeasured through a follow-up survey. The ichjpa
industrial relations of recent training on colleetbargaining and enterprise committees cannostablshed
as yet, but very likely additional activities arecessary to accompany the realization of colledéier agree-
ments and functional enterprise committees. Altrgas have benefited from computer equipment afickeof
furniture.

Sustainability of project results

The original sustainability plan as described m 2003 project document had lost its relevance #fe22005
design exercise, and a new plan has never beetogede Nevertheless, many results are likely teerelast-
ing impact (the training manuals, the CD-Rom, tiepectors’ procedures manual, the trainers’ netsydhe
knowledge shared, the equipment, the improved induselations). The sustainability of other rdsudepends
to a large extent on efforts made by the EmploynMintstry. Issues of concern are the institutioration of
the RIF, the maintenance of the equipment, andskeand updating of the procedures manual. Fatiada
impact of the training on collective bargaining arderprise committees follow-up is necessary.

Project management

The project has been managed professionally ancotienunication between all parties has been goedofs
could have been timelier and should have include&. The new pace of two PAC meetings per yeahtoug
to be maintained to allow the committee to playitnitoring role.

1 Due to US procurement regulations the financimhagement of the projects remained separate.
Independent Final Evaluation of the “Strengthenindustrial Relations” Project ILO/USDOL iv



Project performance monitoring
The project team has done quality monitoring vemyoaisly, but it has failed to measure progrestherbasis
of a properly developed PMP.

The evaluator has made the following recommendstion

RECOMMENDATIONS

=

Include the elaboration of a work plan, andmetargets before setting indicators.

2. Define indicators such that they enable prajeaff to measure progress towards the achievenfient o
objectives and data collection should be feasibteantrolled by the project team.

3. Organize a survey to test the knowledge levetarkers and labor inspectors 1-2 years after the
training on the labor code, workers representaiitth inspection methodology and add refresher
courses as necessary to ongoing or planned trgmoggams.

4. Follow-up on the training on enterprise commaitethrough practical guidance and monitoring pacti
plans and on-site advice, either directly or (prabéy) indirectly through a joint trainers’ network

5. If partners demonstrate sufficient interest,lanmgent the activity that was planned for Agadir (or
something similar in another sector) in a posdibllew-up project, to make a more direct contrilouti
to the achievement of collective labor agreements.

6. Plan and implement a public awareness campaeiter in the remaining months, or during the faHo
up project.

7. (The project team to) work with the Ministrygee if the latter can commit to:

a. Institutionalizing the RIF

b. Maintaining the equipment provided

c. Support the use of the procedures manual

d. Ensure regular updates of the procedures manual

8. Review the reporting method recommended in tbegqalures manual, in view of adapting it to the
working conditions of the Moroccan labor inspectors

9. Include a PMP in every technical progress report

10. Organize at least two PAC meetings a year.

11. Include monitoring as an activity in its owght in the work plan of the follow-up project, toseire
that sufficient staff time and budget are beingickted to it and that mid-term impact questions are
asked and answered.

12. (USDOL to) allow a no cost extension to enaieimplementation of the remaining activities.

13. Develop a follow-up project to capitalize oe tiesults of the project under review. The newgmij
ought to:

a. Maintain the participative style

b. Strengthen further the tripartite approach ativities

c. Ensure a full project design, including a wolkm targets and adequate indicators

d. Include the awareness raising component ifibisimplemented during this project

e. Include activities that focus on the realization operationalization of enterprise committees
and collective labor agreements

14. Include a binding commitment from the governtra@rilorocco in any new engagement by the ILO to

ensure the sustainability of results. This may beramitment in terms of funds, staff time, andhor t

elaboration of a plan of action.
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Acronyms

CBA
CDT
CGEM

CTA

EC

ED
FCMCIS

FDT
FTA
GOM
IBB
ILO
INTPS
IRP

LI

LD
MEFP
NGO
NPC
OFR
OSH
PAC
PAN
PMP
RIF
RFP
RFS
TOR
ToT
UGTM
UMT
UNTM
USDOL
USG

Collective Bargaining Agreement

Conféderation démocratique de travail (Demacizbor Confederation- union)
Conféderation générale des entreprises mares§General Confederation of Moroccan
Enterprises- Employers’ Association)

Chief Technical Advisor

Enterprise Committee

Employment Delegate

Federation des Chambres Marocaines de Corem#gtndustrie et de Services
(Federation of Moroccan Chambers of Commerce,dtmgand Services)
Fédération démocratique des travailleurs (DeatacFederation of Workers-Unions)
Free Trade Agreement

Government of Morocco

Interest Based Bargaining

International Labor Organization

Institut National de Travail et de PrevoyaBoeiale (National Labor & Social Protection Ing)
Institution représentative du personnel (Entsgpcommittee)

Labor inspector

Labor Directorate

Ministry of Employment and Professional Tragiof Morocco
Non-Governmental Organization

National Project Coordinator

USDOL/ILAB Office of Foreign Relations

Occupational safety and health

Project Advisory Committee

Plan d’Action National (National Plan of Actipn

Performance Monitoring Plan

Réseau des Inspecteurs Formateurs (Netwdrklumdr Inspector Trainers)
Réseau des Formateurs Patronaux (Network ofdyepT rainers)

Réseau des Formateurs Syndicaux (Network afrilJhiainers)

Terms of Reference

Training of Trainers

Union Generale des Travailleurs Marocains (&ahUnion of Moroccan Workers)
Union Marocaine de Travail (Moroccan Workergiion)

Union Nationale de Travail au Maroc (Nationdbrkers’ Union of Morocco)
United States Department of Labor

United States Government
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Background and Project Description

BACKGROUND MOROCCO

Morocco has a population of 29.2 million, approxieta 56 percent of which is urban and 44 percergliru
The annual population growth is estimated at 1r6que’ It is classified as a middle-income country watper
capita income estimated at $1,250 in 1998. Agticalholds a key role in the economy, with its shafrGDP
holding firm at 15 percent over the last 20 yearg] employing some 40 percent of the labor forompared
with 25 and 35 percent for industry and servicespectively

Moroccan economic policies brought macroecononabibty to the country in the early 1990s but haot
spurred growth sufficient to reduce unemploymeat trears 20% in urban areas. Poverty has increhsetb
the volatile nature of GDP, Morocco's continuedatefence on foreign energy, and its inability tonpote the
growth of small and medium size enterprises. Howes®P growth rebounded to 6.7% in 2006 due to high
rainfall, which resulted in a strong second harv@stpite structural adjustment programs suppdiyettie
IMF, the World Bank, and the Paris Club, the dirHaranly fully convertible for current account teattions
and Morocco's financial sector is rudimentary. @92, Moroccan authorities instituted measures tusbfwr-
eign direct investment and trade by signing a fregée agreement with the US, which entered intogfan
January 2006. Long-term challenges include pregdhia economy for freer trade with the US and Eeanp
Union, improving education and job prospects fortdazo's youth, and raising living standards, whiahgov-
ernment hopes to achieve by increasing touristalsriand boosting competitiveness in textiles

The succession of the throne in 1999 by King Mohaxhivil, led up to important democratic and political
changes, marked by increased political opennessransparency, greater respect for human rightspzore
participation of civil society in debating and aglslsing major societal issues.

BACKGROUND OF THE PROJECT

This project was developed and implemented ag#iedbackground of the drafting of the 2004 labatecand
the signature of the free trade agreement wittuthiéed States. The provisions of the labor coden@hith the
impact of globalization, created considerable clearig Moroccan labor relations. An increase in stem
contracts has created more insecurity and tendsdtece the membership of trade unions. On the biduedl,
international competition between companies in@gaise need for labor law conformity. An aspeatasifor-
mity that needs to be realized is the creatiomédmprise committees in every company with more th@d em-
ployees. As all these developments call for impdovelustrial relations, the timing for the strergting indus-
trial relations project was well chosen.

PROJECT DESCRIPTION

The “Strengthening Industrial Relations and Labom@liance in Morocco” project, is a combinationwb
projects funded by the US Department of Labor. flise ran from March 2002 to September 2006 andéad
level of effort of $1,522,432. It was funded fromambrella cooperative agreement between the ILdOUS
DOL, of which the purpose is to assist countriethaapplication of the ILO’s Declaration on thadiamental
principles and rights at work. The second projéatted in Octber 2003, and was scheduled to edéaember

2 World Development Indicators Database, April 2003

3 World Bank, Morocco in Brief, May 2000.

4 USAID Country Information 2007.
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2007. It was funded through a competitive bid ® HbO in the amount of $1,450,000. Because botfept®

had almost identical objectives they were techhjdategrated from the start of the second project.

The project had a difficult start with two Chiefdrmical Advisors who lasted for three months anel year
respectively. The current CTA was hired on SepteriB& 2004. Upon consultations with the project partners
it was decided to organize a strategic planningksloop in January 2005 to finalize a strategy ferittiegrated
project. The following objectives and outputs weeseloped during that exercise.

Development Objective: Improved industrial relation s, especially in the tar-
get regions of the project

Immediate Objective 1: Improved perf ormance of the labor inspectorate in the
application of the labor code
1.1. Inspection procedures manual drafted
1.2. Inspectors trained in mission of control and a dvice
1.3. Conflict prevention and resolution manual draf ted
1.4. Inspectors trained in mission of conflict prev ention
and resolution
1.5. Organizational and logistical support provided to pi-
lot delegations, LD and INTPS
Immediate Objective 2: Strengthened skills of the p roject’s three partners
for establishing IRP and mechanisms for collective
gaining and conflict prevention/resolution.
2.1. Partners trained as trainers
2.2. Partners trained to implement IRP (OSH and enterpri
committees)

2.3. Partners trained to use modern bargaining and probl
anlvinn techniniies

The project effectively started after this semiimarJanuary 2005. Annual work plans have been deeel
along the lines of the strategic framework. Thggmowas originally scheduled to phase out by Ddagm
2007, but remaining funds allow for a no cost esi@m of 9 months, which will enable the implemeiataiof
delayed activities.

5 Due to US procurement regulations the financiahagement of the projects remained separate.
Independent Final Evaluation of the “Strengthenindustrial Relations” Project ILO/USDOL 2



The Purpose of the Evaluation

The purpose of the final evaluation is to:

a) Determine if the project achieved its objectigad explain why/why not;

b) Assess and document the effects of projectiieBvand outputs on target groups;
C) Assess the likelihood of project outputs beiastained;

d) Report on lessons learned and best practices.

To achieve the evaluation’s purpose, the follonkey issues have been examined:

» The validity of project strategy, objectives andwaptions

« The likelihood of the project achieving its objeets and barriers to successful achievement of ebjec
tives

« The impact and benefits accrued to the target greugtakeholder buy-in, support, and participaition
the project

« Implementation status, specifically as concernanpd activities, materials, schedule and budget

* The sustainability of project results

* The effectiveness of management performance by DG, CTA and NPC

* The effectiveness of project performance monitoring

A mid-term evaluation was conducted in January 2008he mid-term evaluation report, the evaluatade
fourteen recommendations to improve project peréoroe and provide promise for sustaining projectictg
The final evaluator has investigated to what extieese recommendations were carried out, if noy, mdt, and
if adopted, whether intended results were achiegea consequence.

The Evaluation Methodology

Team composition

Team leader was Dr. Saskia Brand, independent&wauesponsible for conducting the evaluatioroetiog

to the terms of reference. This included reviewtlngy TOR, documentation, and the evaluation questide-
veloping an evaluation methodology, participatingipreparatory meeting, conducting the interviang writ-
ing the draft and final report. She was assistedilyRude, the USDOL project manager, who dratedltOR,
provided background materials, participated ingreparatory meeting, and reviewed the draft evalnae-
port. The ILO/DECLARATION desk officer, Lisa Wongrovided input to the TOR and the evaluation ques-
tions, provided background materials, participatetthe preparatory meeting, and scheduled all mggiin
collaboration with the project team in Rabat.

Document Review

The evaluator has reviewed the following documethistwo project documents, the project budgetsstrate-
gic framework, the PMP, status reports, technicafjess reports, work plans, training materials,|éor in-
spectors’ manual, evaluation reports of the trajgjra trip report, a progress report on the Natidoton Plan
(PAN) of the Ministry of Labor, and the minutestbé Project Advisory Committee (PAC) meetings.

Pre-Trip Meeting

The evaluator had a pre-trip (telephone) meetirig thie USDOL project manager, the ORC-Macro Evabuat
Coordinator, the ILO/DECLARATION desk officer, atlie project CTA. The objective of the pre-trip rieg
was to reach a common understanding regardingribity evaluation questions, the available datarses and
data collection instruments, and an outline offthal evaluation report. The following topics werevered:
evaluation logistics, key evaluation questions gnarities, the evaluation documents, the rolesrasgonsi-
bilities of the evaluation team, the evaluationestifie.

Independent Final Evaluation of the “Strengthenindustrial Relations” Project ILO/USDOL 3



Interviews

Meetings were scheduled in advance of the fielilsvisy the ILO project staff, in accordance witle #tvalua-
tor's requests and consistent with the terms aregfce. The team leader has conducted individubfcous

group interviews:

* ILO Project Staff in Geneva and in the region

e Consultants who have worked with the project

¢ Randomly selected individuals from the followinggps:
0 Inspectors and workers who are members of thearglinetworks
o0 Workers, employers and inspectors who have recdrafing
0 Project Advisory Committee Members
o Employer groups and unions that have otherwise @gbviith the project
0 Labor Ministry staff who have worked with the prdje

The meeting schedule and the list of persons nmebedound in the annexes, as well as the intergigide.
Confidentiality has been assured to all interlocgito

Debrief in Field

On the final day of the field visit the evaluat@shpresented preliminary findings, conclusions, r@edmmen-
dations to the local and Geneva ILO staff, andnieenbers of the Project Advisory Committee.

Post-Trip Meeting

Upon completion of the report, the evaluator hasiged a debriefing to USDOL on the evaluation ffivys,
conclusions, and recommendations, as well as thie@ion process.

Independent Final Evaluation of the “Strengthenindustrial Relations” Project ILO/USDOL 4



Project Status

The following table represents the activities thate been undertaken since the mid-term evaluatiDecem-
ber 2005. Comments on the implementation schexhdeprocess, and total achievements can be fouthe in
section on the “Final Implementation Status” anthigannexes.

ACHIEVEMENTS SINCE THEMID -
TERM EVALUATION

OQuTPUTS

(DECEMBER 2005)

IO 1: Improved per- 1.1 Inspection proce 1. Bilingual version of the procedures manual mh#d in May 2006.

formance of the laboidures manual drafte
inspectorate in the
application of the

Ll Coile in their mission of

advice and inspecti/

1.4 Inspectors traine

in their mission to
prevent and resolve
conflicts

1.5 Logistic support
provided for the in-
spection system

IO 2: Strengthened 2.1 Partners trained
skills of the project’s as trainers

three partners for th2

establishment of IRI?

and for mechanisms

for collective bar-

gaining and conflict

prevention and resc-

lution

2.2 Partners trained
to implement enter-
prise committees

1.2 Inspectors traine

. Organized 18 regional workshops for all 278 tahspectors on labor

inspection methodology between May 10 and Septe2b®&006

Design of a training program on individual amdlective labor conflic
resolution by French and Quebec experts. The btguiisi scheduled fo
2008 and will target 30 labor inspectors.

Material support (furniture and computer equipthéor pilot Em-
ployment Delegations to improve their performancéabor Code im-
plementation. The delegations of Fez and Marrakechsubmitted ar
action plan and received equipment accordingly; detegations in
Casablanca (Anfa and Ain Sbaa), the delegationataRand the labo
directorate have been equipped according to arpkade by the minis-
try. Two more delegations will follow and the equient of a meeting
room at the LD.

Upgraded Workers Training Network with 8 youmgezging leaders

and trained 18 trainers to deliver 4 day workshop&rabic on a work:

ers delegate role and modern collective bargaiténggniques to 240
private sector union officers

. Training on the role and working of an EC to Blaran trainers.

Upon request by the UNTM 10 of their delegat@eehbeen trained as

trainers on workers’ representation and negotiatdong with 2 dele-

gates from the UGTM. In December 6 of the UNTMrngk and the 2
UGTM trainers will receive training in didactics.

. Supported the organization of 1 day tripartémmar on OSH in Tan -

ier on April 25, 2006

Undertook study of 12 OSH committees in 4 regiimn2006

Designed and delivered a 9 day training prog@62 young emergin J
union leaders from private sector enterprises betviZecember 5,
2006 and May 12, 2007

Delivered, in partnership with Morocco Employ&issociation, 7 joini
training workshops on labor-management committer&(prise com:
mittee as defined in labor legislation). 69 workad employer repre-
sentatives from 25 corporations have been traiedgden May and
November 2007; another five training sessions elneduled.

Independent Final Evaluation of the “Strengthenindustrial Relations” Project ILO/USDOL 5



OuTPUTS

ACHIEVEMENTS SINCE THEMID-

SO: Increased
knowledge of the
Labor Code among
employers, workers
and work inspectors

Extra activities

2.3 Partners trained
to resolve problems
and in modern negc
tiation techniques

2.4 Partners trained
in collective conflict
prevention and resc
lution

2.5 Logistic support
provided to the soci
partners

3.2 Employers,
workers, and labor
inspectors trained ir
modifications insti-
tuted by the new
Labor Code

3.3 Awareness builc

ing campaign on the

Labor Code imple-
mented.

TERM EVALUATION (DECEMBER 2005)

1. Organized two week tripartite study tour on kbg features of the Nori 1
American industrial relations system (Quebec andgMfgton) from
November 6 to 17, 2006

2. Organized joint training workshops attended 8ypdrticipants on im-
pact of global production systems on industriagdtiehs and on probler
solving techniques and Interest Based BargainiB§)within the
framework of a program launched by the Tangierllobapter of Centr¢:
des Jeunes Dirigeants (CJD) in June 2007

3. 120 workers delegates have followed the 4 dagitrg package as of
July 2007 delivered by Workers Training Network eTfackage com-
prises 2 modules: one on workers’ representatidneasecond one on
collective bargaining. The training is still onggin

1. Organized a national seminar for 50 persongloitration in Rabat in
June 2007, upon request of the participants o$tiney tour to Canada
and the US. Immediately following the seminar thiistry called a tri-
partite meeting during which an arbiter’s profilasvagreed upon.

1. Upgraded (furniture and computer equipmenthingi centers of the 3
labor unions in 2006

2. Upgraded (furniture and computer equipment}itihee labor unions in
2007

1. As of December 31, 2006, 536 workers delegatdsuaion stewards
have been trained on the Labor Code key providimmsigh 23 work-
shops given by the Workers Trainers Network (RESup by the Pro-
ject

1. Production of an Arabic and French CD-Rom cangj detailed infor-
mation on the Labor Code, targeting HR specialigtgn representa-
tives and government officials. The CD-Rom willdoe interactive tool
with hyperlinks to jurisprudence and explicatiomstbe articles and 10)
Q&A on the application of the Code.

1. Seminar on Quebec industrial relations systethG®N history (oriente -
tion and structure proposed by CDT)

2. Training of enterprise committee delegates aGGbd ONCF

3. Joint training workshops in Tangier on globaidgction systems

4. Joint training in Interest Based Bargaining amablem solving tech-
nigues in Tangier.

5. Project Advisory Committee meetings (1-2 per)yea

Independent Final Evaluation of the “Strengthenindustrial Relations” Project ILO/USDOL 6



Findings and Conclusions

PROJECTDESIGN

The validity of the project strategy, objectivesl @ssumptions

As described earlier, this project is a combinatibtwo projects. The basis for the implementatias been
neither of the two project documents, but the sgiatframework that was developed during a stakksrol
workshop in January 2005. The strategic framewselk @nnex) defined objectives, outputs, assumpdiots
indicators. Work plans and budgets have been dpedlon a yearly or in some cases bi-annual bakis. T
process and its outcome lead to the following olzams.

« As aresult of the participatory approach at theeprall partners adhered to the objectives amadiestr
gies. Every interlocutor, from the labor directertd the employers and the workers delegates, empha
sized the importance of this project in the contéxturrent developments in Morocco.

* The strategic framework has guided the project sidhe development of activities. As such, alivde
ties have contributed to the accomplishment opthaned results.

« The indicators developed were inadequate, whidctdtl the possibility of measuring progress towards
the achievement of objectives. The inadequacyefritlicators lies in the fact that the causal refat
between success on most of the indicators andrdjegbis not easily established, and that thescell
tion of data on most indicators does not depenthemroject and can therefore not be controlled. An
example is the second indicator: number of workiags lost to strikes per sector. The data on this i
dicator needed to be provided by the labor delsg#teaddition, a reduction in the number of dagt |
to strikes is not necessarily a result of improwetlstrial relations (which in itself would not ressar-
ily be a result of the project), but may on thetcany follow from increased insecurity on the labor
market (owing to a recent rise in temporary coisramong other things), due to which people are re-
luctant to engage in strikes.

» Setting targets (such as the number of people toabeed, or the percentage of increase in knovdedg
would have helped making statements aboutldfgFeeto which the project has achieved its objectives.

Following the mid term evaluation the project tela@s operationalized the indicators, but this hasolved
the root problems described above. See also thiesd&delow on project performance monitoring.

Assumptions

Two out of three assumptions that were formulatedewealistic: “favorable political, economic, asutial
context”, and “willingness to collaborate amongjpob partners”. The third assumption, “Adequatepsup
measures for the implementation of the labor code’'the other hand, was overstating the capadifid®e Mo-
roccan government. Adequate support measures Viawig been activities such as those proposed tprthe
ject, and many more. To illustrate this with anragée: the labor inspectorate currently consistsoohe 300
persons, who are able to cover 8000 enterprisesghrinspection visits. This represents 1-10% ld¥lakoc-
can enterprises (depending on how they are defifiéw) bulk of the enterprises will not be includedny la-
bor law conformity plan unless the inspectoratenissiderably expanded in number and equipped wéans
of transport and communication. As even the exgsiady of inspectors is not adequately equippeslishnot
likely to happen any time soon.

Conclusion

While the objectives and strategies were highlgvaht and appreciated, an overall work plan shbale been
developed in the design phase and the definitiappfopriate indicators and targets would haveeskas a
tool in project monitoring.

Recommendations

Independent Final Evaluation of the “Strengthenindustrial Relations” Project ILO/USDOL 7



1. The design phase of the follow-up project shauitlde the elaboration of a work plan, and tasget
should be defined before setting indicators.

2. Indicators should be defined such that they leradoject staff to measure progress towards the
achievement of objectives and data collection shbelfeasible and controlled by the project team.

THE FINAL IMPLEMENTATION STATUS

To what extent were activities delivered to thg¢hmaudience?

All activities were planned with and delivered be target audience consisting of employers, workkeslabor
ministry and the inspectorate. On a few occasithesproject team received requests from enterpasdor-
ganizations to provide training. Although these eveot the original partners of the project, théyalong to
the target audience. Examples are the Nationatd@ailCompany ONCF and the “Caisse de Dep0t et de Ge
tion”, which requested assistance in organizinmiing on enterprise committees, and the Associaifoyioung
Managers (“Centre de Jeunes Dirigeants”), whictedd$@r training on global production systems, iesgr
based bargaining and problem solving techniquesad8gpting these requests, the project has proselhrie-
sponsive to the emerging interest in Morocco inriorpd industrial relations.

To what extent were the planned activities implagateon time?

Many activities have known some degree of delaychtvas partly due to factors beyond the contrahef
project, such as the schedules of the projectees or changing political priorities, and pattythe participa-
tory, consultative approach chosen by the teammipies are the following:

« The production of the Inspection Procedures Mamaal delayed for several months because the pro-
ject had sought its validation by a number of emppient delegates and labor inspectors.

e The training of the labor inspectorate on conddiathas been on hold for almost two years, becanse
agreement had not been reached with the Employiieigtry on the persons to be trained (a limited
group of specialists or the entire inspectorate)the contents of the training (individual versolec-
tive conflict resolution), and on the trainers ®dppointed (the RIF members or a select groupesf s
cialists in collective conflict resolution). OnlyndNovember 2 2007 an understanding has been reached
In 2008 a mixed group of trainers (two thirds Rifdl@ne third appointed by the Ministry) will tradn
selection of labor inspectors on collective comftesolution.

» Similarly, support by the project to establish aigbdialogue process in the agricultural sector in
Agadir, intended to lead to signing a regionalective agreement covering 40,000 agricultural warke
has been on hold since May 2007, after severd¢ fatiempts by the project to organize a meeting wi
the Employment Ministry and the social partnereyggrs associations and local unions) in Agadir. The
project now waits for the Ministry to take the iattve.

¢ The production of the CD-Rom has known importaayle because the Employment Ministry has
changed its mind several times on the approachauida long time to elaborate the 100 Q&A. When
the latter were finally produced, the project thht the author needed to be impartial for the answo
be acceptable to all parties. The consultant whesponsible for the contents of the CD has wodied
the Q&A, and the Ministry has recently validated tipdated version.

These examples testify to the complexity of theirmmment in which the project has been implementadithe
political sensitivity of working with a tripartitstructure. It is precisely because of this compyexiowever,
that it is so important to obtain adhesion beforecating an activity. Delays in this particular taxt and with
a project such as this one may be inevitable tegaesk, and are in any way preferable to timely @mgntation
without adhesion (although | am inclined to thihktthe latter would be an impossibility).

To enable the implementation of delayed activitibe,backstopping unit in Geneva has asked therdona
no cost extension through September 2008. A ddtaitek plan is currently under development, butpghe-
ners have already reached agreement on the rpsuttised during the last semester.
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Have the activities been implemented accordingutget?

In general, the cost of the activities kept claséhe amount budgeted for in the wire request (EM&)en ac-
tivities were cancelled or delayed the remainingdiwould return to the UNDP headquarters in NewkYo
and flow back into the ILO project account for fatise. Only one activity, which is still ongoingpmises to
be considerably more expensive than foreseen:rgauption of the CD-Rom. As the ideas for its cotdeand
intended use matured, the text expanded and gbeigchnical demands. To make it a truly intevactool,
the layout requires technical expertise. As a tethe cost for translation and technical desigih‘wat into”
the budget intended for the development of brochfoea wider audience by several thousand USD.

The project has made full use of the possibilitghit funds between budget lines. The team in Game-
viewed the budget with the CTA once or twice a yaad made adaptations as appropriate. In thaé sgns
difficult to compare the actual cost of activitiih the original budget. On the other hand, thesibility al-
lows for the team to add new funds to the publiamnress raising line should they decide to go atvithdhe
brochure. The overall budget has been respectedlbadaptations have been made in good commuaicati
between ILO Geneva and the Morocco team. Remaifnimgs allow for a nine-month no cost extension.

How did the activities relate to the original profjedocument and the revised work plan?

As described earlier, after the strategic frameweak developed, this guided the choice of actwigied the
original work plan had lost its relevance. The pcbjteam developed annual work plans upon consuwitat
and in collaboration with the various stakehold#raias responsive to concerns and demands fropaitsers,
while ensuring that the interests of all were beaiggally served and activities were in line with gtated
objectives and outputs. This approach has enabéecktlization of all outputs but one: the awarsmaising of
the wider audience on the labor code. While thgeptdiad prepared a text for a general brochueel_gior
Directorate preferred to develop a set of thematichures. Neither the Ministry, nor the projeat tize funds
available to develop the contents of the thematictiures. While the elaboration of a general anesen
raising tool was thus delayed, the cost of prodydie CD-Rom had increased so much that little mas@ow
left for the brochures, unless perhaps anothet Iséiftveen budget lines could provide a solution.

As the table below shows, a few activities aré stigoing and scheduled to end by Decembér &id one ma-
jor activity is scheduled for 2008. Regarding ottpi2, one target group has not been trained ofatier code
for lack of interest on the part of the benefi@ariThe training of partners in collective confficévention and
resolution was a two-day exercise for 50 participaih would therefore perhaps be an overstatenoesdy that
“partners have been trained”.

OBJEC- OQuTPUTS FINAL
TIVES STATUS

1.1 Inspection procedures manual drafted Yes
10 1: Improved perform-
ance of the labor inspec- 1.2 Inspectors trained in their mission of advind aspection Yes

torate in the application ¢ f

the Labor Code 1.4 Inspectors trained in their mission to preamd resolve conflicts Scheduled for 2008.

1.5 Logistic support provided for the inspectiosteyn Yes
10 2: Strengthened skills 2.1 Partners trained as trainers Yes
of the project’s three pari - . . . . ;
ners for the establishmer t2-2 Partners trained to implement enterprise cotaast Yes, ongoing

of IRP and for mecha-

. . 2.3 Partners trained to resolve problems and inemodegotiation tech-
nisms for collective bar-

niques Yes, ongoing

® As there is no ILO country office in Morocco, disbements are made through the UNDP office.
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OBJEC- OuTPUTS FINAL

TIVES STATUS
gaining and conflict pre- 2.4 Partners trained in collective conflict preventand resolution Yes, although limited
vention and resolution . . .

2.5 Logistic support provided to the social pargner Yes
SO: Increased knowledg 23-2 Employers, workers, and labor inspectors tehinenodifications Yes, except employers

of the Labor Code amon: J instituted by the new Labor Code
employers, workers and
work inspectors 3.3 Awareness building campaign on the Labor Cag#emented. No

What obstacles were encountered?

The activities that the project has not been ablemplement were cancelled or seriously delayedbse the
lack of adhesion from the partners for these daiwvimade it difficult or impossible for the projeéeam to pro-
gress. This concerns the activities mentionedenstittion under the headingd‘ what extent were the planned
activities implemented on timeplus the following:

e Short information sessions on the Labor Code dedivdy the RFP to representatives of small and me-
dium enterprises. The project team has made seatbeahpts at organizing these sessions, but the em-
ployers’ organizations, as well as the RFP showadlaof interest.

* The awareness raising campaign on the labor codeviidde audience by means of a brochure compris-
ing 100 Q&A. As explained above, the Ministry toakying positions on this issue. Ultimately, the
Q&A have been integrated into the CD and no pullvareness raising has taken place so far.

One activity has been called off for a differerdgen: the project decided to cancel the trainintkglmps on
Occupational Safety and Health to avoid duplicatbefforts with a bilateral program between Denkremd
Morocco that has recently started, and which fogspecifically on OSH.

Were training programs, seminars, workshops, manaat other project materials adapted to projectdw
and the country situation?

All training programs and workshops have been aged upon consultation of the target beneficiaaigs in
close collaboration with national and internatioegberts in the various fields. Each workshop vield-tested
and adapted if necessary, before the bulk of #irithg was delivered. The objective was to devébabs and
training that would effectively serve the targedgp, by responding to their stated needs. On treeykhe pro-
ject has been very successful in this approachonhething that calls for some attention is theuasption that
beneficiaries know how to manipulate and have actemodern technology (such as computers for skeofi
the CD-Rom) and office equipment (e.g. to reprodhegforms proposed in the inspectors’ procedurasual).
In a follow-up project the working conditions oktbeneficiaries, notably outside the main urbanerenmight
be more taken into account.

Were they well received and well produced?

All tools were extremely well produced and highppeeciated by the stakeholders. The training maraa
intensively being used as reference material foerotvorkshops, not just for their contents, bub &ts their
methodology. Notably the trainers’ networks welcdrtige practical exercises and the participative @gh
that was used during the training, through whichiigipants felt that their own experience was vdluglso a
number of organizational aspects were appreciatdatapied, such as the sharing of a list of pgdicts’ ad-
dresses for networking purposes, and the distobudf the course contents on a CD at the end afémng.

Another valued aspect of the project was the tiigatrip to Canada and the US. Participants waréqularly
impressed with and inspired by the Canadian expegiewhich they felt compared more easily to theddoan
situation than the US. The trip even led the CDiigaants to invite the chairperson of the Canadtadera-
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tion of Labor Unions CSN to Morocco, to share eigrares with other CDT members and form a partngrshi
between the two federations.

Where they effective?
The project has allowed for the training of ned®p0 persons so far; an additional 3-400 persohbevi
trained during the last semester. The table belmwigles an overview of the totals per type of tiragn

TRAINING NO PERSONS TRAINETEL

Trainer (ToT) 50
Labor Code 91:
Union work 62
Negotiation and workers’ representa 120 (180 + 60 scheduled for 20 )8)
Inspection methodology 361
Conlflict resolution Scheduled for 20( 8
Mediation 50
Enterprise committees 90
Globalization and IBB 42
Industrial relations 12
Social dialogue 7
TOTAL 1346*

*In the total figure double counting has been dedi but in some cases this is difficult to es&bliith certainty. Sure is that the labor
inspectors and employment delegates have benéfitedtwo trainings each.

The evaluation forms filled out by the participaatter each workshop demonstrated not only verl bagis-
faction rates, but important increases in knowledgaost cases. The reports show two exceptions:

» The labor inspectors trained on the Labor Codedtipnal consultants showed only six per cent in-
crease in knowledge after the training, totalimgesager 58 per cent of good answers. This may, how-
ever, be related to the type of test questionsvilea¢ administered in 2005, to which the answer was
not always straightforward. After the mid-term aaation the evaluation and test forms were improved,
and multiple-choice questions introduced.

* The Employers’ Trainers Network (RFP) showed a maliincrease in knowledge of only 1.3% after
the labor code training, which the project teaml&x by their lack of motivation for this traininghe
entire RFP proved a failure as both the trainedsthe employers’ delegates were short of intenedt a
no workshop was ever taught by the RFP. The maisore according to the project team is that the em-
ployers’ federations had not selected trainers Wigright (legal) profile, who could satisfy theed
for specialized information from their clients.

The implementation schedule in the annexes shosvetults for each workshop. It would be interegstn
know though, what the level of knowledge is 1-2rgeafter the training and where there is a demandbre
or repeated training. To obtain this informatiosuavey would have to be held, followed by a refezstourse if
necessary. This might be realized at minimal dadbme in combination with training that is alreasbheduled,
such as the training on conflict resolution forpiastors, or the training on workers’ representasind negotia-
tion that is currently going on. If the remainingfls do not allow such activity, it might be keptmind for the
follow-up project.

In the light of the project’'s main objective, theesmgthening of industrial relations, it shouldoal®e noted that
the tripartite activities, as well as the jointiaities for labor unions have been very effectimeachieving that
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goal, if it were only for the direct participanBy all accounts, before the start of the projeetas impossible
for labor unions, employers’ organizations andetmployment ministry to have a decent conversatiwh a
work towards a common goal. At this moment, theydaing precisely that, and more. On the secondtiay
the evaluation visit to Casablanca, a number oftimgewere scheduled in the newly refurbished Egmpknt
Delegation. Members of the RFS and a group of yaunignists who were trained by the project, wene co
dially welcomed by the Employment Delegate. Thengpmilitants from three different labor unions watso
visibly happy to see each other. When asked whétlegproject has led them to form a functional rekythey
said “better than that: we’'ve become friends!” #mely were quick to add that before the joint tragnihey
would never have thought that possible. Similagtpployers admitted that their relationship with lddgor un-
ions has improved a lot. Instrumental in this pescdesides the joint workshops, have been thegiragvi-
sory committee meetings and the tripartite triCémada and the United States.

Conclusions

The project has been responsive to the needs egorey the target population and has been ablelitced
nearly all outputs, in spite of delays. Importardgress has been made towards the achievemerd déttel-
opment objective. The budget has been respectetharalitputs have been widely praised for theitigua

Recommendation

1. Organize a survey to test the knowledge levelarkers and labor inspectors 1-2 years afterrdiaihg on
the labor code, workers representation and inspeatiethodology and add refresher courses as negéssa
ongoing or planned training programs.

IMPACT AND BENEFITS

How have project activities managed to raise thvell®ef awareness on the provisions of the laboecaad to
what extent?

Part of this question has also been addressee iprévious section. The average knowledge increaistrain-
ing is represented in the table below. It mighgbed to add though, that so far two out of fougéaraudiences
have been served by the labor code training: thergment representatives (Labor Directorate, |atgpec-
tors, and employment delegates) and the threegrddderations of labor unions, CDT, FDT and UGTiMe
fourth and biggest Federation UMT, which also diedifor partnership, has shown no interest inptiagect

for political reasons. The employers’ federatior3EB/ and FMCIS have benefited from the ToT workshops
only, as the proposed labor code training apparétidd no need among their membership. The fotatlyet
group, the general public, has not yet been adelddes reasons explained above. In addition, iukhbe said
that the various tools produced by the project {thming manuals, the CD-Rom) serve as refereratemal to
extend or refresh knowledge on the labor code prowg. As suggested earlier though, only a survey can
establish the extent to which the level of awarsies really increased.

TRAINING ON LABOR CODE|AVERAGE % INCREASE IN KNOWLEDGE

Training of trainers 11.5% (RIF), 22.8% (RFS), 1.3% (RI P)
Labor Code by RIF and RFS 18% (LI), 21% (workers)

How has the Labor Inspectorate been improved? €Capdrate more efficiently and effectively?

The project has provided the very first occasiothimhistory of the Moroccan labor inspectoratealbinspec-
tors to undergo training and to develop an intenedvork of trainers. The Labor Directorate haseménad a
standard training program for its inspectors. Shiax benefited from training by foreign experts anaus

" Some labor inspectors recommended that a podiesammary of the procedures manual (comprisingnidt important elements
and labor code provisions) be developed as welhabthey have a tool they can easily carry alomgheir visits.
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topics, but never before on the labor code andchgpaction methodology. This project has improveddhor
inspectorate in a number of ways:

« It has created a body of internal experts on tnginéchniques, the labor code and inspection proce-
dures, who are moreover familiar with the Moroccantext;

* These trainers have been given the opportunitgtieadly train their colleagues, which is anothestfi
in the labor inspectorate and which has given ttleexperience to develop and perform other school-
ing as necessary. The training manual that has deezloped is a lasting tool that serves as a resou
not only for contents but also for training methiody .

e The labor inspectorate at large has benefited frmmeased knowledge on the labor code. This has bee
highly appreciated as not only were the contents toethe inspectors, the application of the code en
tails a lot of changes creating challenges in #ily ghractice of the labor inspector. The platfdionthe
exchange of experiences that the trainings hawadqed has been particularly useful for inspectonew
work in isolated areas with limited possibilities Lommunication.

e Labor inspectors had always worked on an individiaalis, developing their inspection methodology
along the way. The training on methodology andnlpectors’ manual that has been developed have
allowed inspectors to work according to plan and standardized way. This is all the more useful as
the new labor code has added to the complexithiaf task.

These considerable benefits notwithstanding, therlaspectors still face a number of challengethdir work.
Just after the methodology trainings were compldteslEmployment Ministry developed a National Ré&n
Action (PAN), which emphasizes the role of the exdpr as a consultant rather than a law enforceaggrit
and mediator (as stipulated by the labor code) varidh has considerable impact on the agenda dhteec-
tor. Even though both approaches are intendedatbtielabor law conformity, there is currently aafrdeal of
confusion among the inspectors about the way irchvthiey ought to integrate their various taskstaoa they
should prioritize among them. Another challengthé the inspection methodology is based on thenagson
that each inspector has access to a photocopiegrandjh paper to multiply the 12 forms that neeoetdilled
out with each visit. With a proposed rhythm of 26ite¢ per month this implies access to 1500 sheatyear.
The reality, however, is that outside the main arbanters most inspectors work with a very confinedget,
which does not allow them much more than the pweltd a register.

Descrige the impact of collective bargaining/sodallogue training on the industrial relations sition in the
country’.
In the field of collective bargaining and sociahldgue the project undertook the following actesti

* Atwo-week tripartite study tour on the key featiod the North American industrial relations system
(Quebec and Washington) with 12 participants atidviing the trip a seminar on the Quebec industrial
relations system and CSN history (orientation anetcture proposed by CDT);

e 120 workers delegates have followed the 4-dayitigipackage on workers’ representation and collec-
tive bargaining as of July 2007 delivered by thesSRFhe training is still ongoing. Another union,
UGTM, which is not part of the four most represém&afederations, but rapidly growing in impor-
tance, has recently asked for the project’s asgistal he team has granted the request of this ubén
cause it shares the government’s view that thejilaly partners in the near future. Six of its nimrs
are currently being trained as trainers and thgepravill support approximately six workshops foeir
membership on the same topics.

« A 9-day training program has been delivered to @lng emerging union leaders from private sector
enterprises on negotiation and workers’ represientdietween December 5, 2006 and May 12, 2007

« On request from the national railway ONCF and tketé des Jeunes Dirigeants (CJD) in Tangier, the
team organized joint training workshops on impddalobal production systems on industrial relations
problem solving techniques, and Interest Baseddiairgy (IBB).

8 This section also addresses the next question (tWi@acts has the project had on employer and wankderstanding and imple-
mentation of collective bargaining and freedomssaiation?”), because of the overlap betweervtbe t
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It is still early to say how the project has comeleimpacted on industrial relations, as mostefse workshops
took place recently or are still ongoing. The pcojeas played no role in the realization of collectabor
agreements, although a few have been signed dilméngroject period and a protocol of agreement egtah-
lished in the biggest company of Morocco (Officee@fien des Phosphates). This agreement is theefiesm-
ple in the Moroccan history of collective negotiatiby five labor unions representing the compamgskers.

It is a precedent that is likely to inspire unigm®ther companies to do the same. Even thougprttject had
no part in this agreement, as mentioned in theipue\chapter, the project has had a very posithgact on
industrial relations, as far as the direct partiaigs were concerned. This is an important achieseared has
been acknowledged as such by all stakeholders.

Significant is the fact that both the CJD and ttdGP made requests for the joint workshops on thin ini-
tiative. This shows that there is an emerging egein Morocco for social dialogue, that relatibe$ween the
social partners have improved to an extent that gitivities can be envisaged, and that the progeen has
acquired credibility, for them to be considereghagners by the ONCF and the CJD. In view of thieseslop-
ments, it might be interesting to implement thevagtthat was planned for Agadir (or something gamin
another sector) in the follow-up project, to makaae direct contribution to the achievement ofexglve la-
bor agreements.

What are the demonstrative benefits of having fdrergerprise committees?
Regarding the creation and strengthening of ens&rgommittees the project developed the follovaotyvi-
ties:

« In partnership with the Morocco Employers AssootCGEM, 7 joint training workshops on enter-
prise committees were proposed to 69 worker andaymprepresentatives from 25 corporations be-
tween May and November 2007; another five trairsiegsions are scheduled.

« On request of the Caisse de Dep6bt et de GestiosjCie largest financial institution in Moroccoyca
the ONCF delegates of existing enterprise comnsittesre been trained since October 2007; some ad-
ditional workshops have been scheduled for December

Like with the training on social dialogue and imsrbased bargaining it is too early to establighimpact of
the workshops on the functioning of the existingaattees and the creation of new ones. It is texyeected
though that —in spite of the quality of the tragrimmore needs to be done to get the enterprise déeesigoing.
The practical guidance and monitoring of enterptm@mittees, through action plans and on-site &jdither
directly or (preferably) indirectly through a joitnainers’ network, could be a very interesting asldvant
component of the follow-up project. It is only betend of that project, that the question headirggsection
can be answered.

Additional impact/benefits accrued to target groups

An important result of the project was the equiptmenCT and office furniture of five employmentldga-
tions, the labor directorate, the partner uniorgstae employers’ organizations. It was an actithigt, like
many others in this project, required a good dédigdlomatic and management skill to ensure thatfuwere
well spent and divided fairly between the partn&tee tables below show how the funds have beebuatd.
The project team had originally foreseen equal $uiod each of the delegations, but upon requesteofabor
director adapted their plans to the investmentesgsaof the labor directorate, according to which delega-
tions of Casablanca and Rabat were to be complegilybished. The LD took care of renovating thédings,
whereas the project made an important contributid@T and furniture. In the remaining months tabdr di-
rectorate will be supplied with furniture to eqapneeting room. The equipment is all of good quaiitd
greatly appreciated by the partners.

EQUIPMENT OF THE SOCIAL PARTNERS
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EQUIPMENT

PC desktop

PC laptop

Printer

Beamer
Photocopier
Scanner

Photo camera
MS Office license
Stabilizer
Stationary

TOTAL

45 $10'82¢ $ 5'29¢
7 = $ 314t
30 $ 4'52! $ 1'42¢
8 $ 1'65¢ =
4 = $ 3'16¢
2 = $ 33(
1 . .
1 . .
16 $1'18¢ =
2 . .
11€ $ 18'19( $ 13'361

$ 4'44(
$ 4'70:
$ 1'15¢
$2'33%
$2'17:

$ 15'17-

EQUIPMENT OF THE EMPLOYMENT DELEGATIONS AND THE LAB®& DIRECTORATE

CDT CGEM FCMCIS

$ 878t
$ 1570
$ 331t
$ 2'82¢
$2'17:

$ 33(

$ 151

$ 311
19'46¢

RABAT RABAT =4
DEL. LD

$10'590

$ 1'57¢
$ 344
$ 1'16¢
$ 997

$ 14'67¢

MAR -
RAKECH

TOTAL

$ 39'94(
$ 10'99-
$ 10'76(
$ 7'99:
$ 8'50¢
$ 66(

$ 151

$ 36¢
$1'18¢
$ 311

$ 80'86¢

PC desktop 55
PC laptop 2
Printer 28
Beamer 1
Photocopier 6
Scanner 1
Stabilizer 55
PC hardware various
Stationary

Furniture

Installation

TOTAL 11€

CASA
ANFA

CAasaA
AIN
SEBAA
$21'43¢ $ 5'93( $ 23'72:
- = $ 1'51¢
$4'28¢ $ 76¢ $ 3'18:
$ 3'91¢ $ 791 -
$7E - .
$ 1'47¢ $ 34t $1'38:
$ 17'35¢ $ 2¢ $ 3'85¢
- = $ 4'10¢
$ 31'61« = $ 2119
- = $ 1'05:
$ 80'16< $ 7'862 $ 60'00-

$1'97%
$1'21¢
$ 58¢
$ 83(
$1'417
$ 11F
$ 12(

$ 6284

$ 5'93(

$ 99¢

$ 1'69(

$ 8'96(

$5'14%

$5'147

$ 58'89¢
$2'72¢
$ 9811
$ 83(
$6'127
$7E

$ 3'66:
$ 21'35¢
$ 4'10¢
$ 59'64¢
$ 1'05:
$ 168'29¢

Upon request of the participants of the study tou€anada and the US, the project team organizedienal
seminar for 50 persons on arbitration in RabatimeJ2007. The seminar itself was successful, lsotlzd an
unexpected result: immediately following the semiha& Ministry called a tripartite meeting duringpieh an
arbiter’s profile was agreed upon and the principdes accepted that the Ministry would composetafiarbi-

ters. The social partners had thus come a longtaveigd common ground.

A second unexpected result worth mentioning isttiatapacity building of the project’s partners raa
number of cases led to the strengthening of thesitions in their respective organizations. The thcosicrete
example is that six out of twelve RIF members Haeen offered a promotion from labor inspector t@lkey:
ment delegate, but several unionists also mentibagihg gained a better position or being valuedHeir

knowledge.
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Conclusions

Partners have benefited from a variety of relewauct high quality trainings. The mid-term impactrainings
on the labor code and inspection methodology cantmmmeasured through a follow-up survey. The ichjpa
industrial relations of recent training on colleetibargaining and enterprise committees cannostadleshed
as yet, but very likely additional activities arecessary to accompany the realization of colledéier agree-
ments and functional enterprise committees.

Recommendations

1. Follow-up on the training on enterprise comneistehrough practical guidance and monitoring oacti
plans and on-site advice, either directly or (pabby) indirectly through a joint trainers’ network

2. If partners demonstrate sufficient interest,lanmpent the activity that was planned for Agadirgome-
thing similar in another sector) in the follow-upject, to make a more direct contribution to the
achievement of collective labor agreements.

3. Plan and implement a public awareness campaiter in the remaining months, or during the fatlo
up project.

SUSTAINABILITY OF PROJECTRESULTS

What project components or results will likely bistained over time and how?

Because the project’'s focus and objectives werdfiaddiuring the 2004 design exercise from which stra-
tegic framework emerged, the project team has neweted with the sustainability plan as describethie
August 2003 project document, nor has a new swudigity plan been developed. However, every agtiiitthe
project has been undertaken with the objectiveediting a lasting impact. As a result, a considerabmber
of results are bound to be sustainable. Worth roeimig are notably the following:

* The tools left by the project: the training manuétie CD-Rom, and the inspectors’ procedures manual
A handbook on collective conflict resolution wik ldeveloped over the next months and distributed to
all participants in the conciliation training.

e The trainers’ networks: notably the workers’ netkgoare potentially very sustainable, as they are co
tinuously solicited for new training, both projeatd non-project related. In developing new workshop
they make full use of the didactic skills they weaeght during the project.

* The knowledge that has been shared is bound tameand spread further, notably within the labor un-
ions as they develop activities for their members.

* The equipment provided will have a lasting impacivled that it is properly maintained. For organ-
izational and budgetary reasons, this is moreylikehappen with the labor unions and the empldyers
organizations than with the Employment Ministry.

« Perhaps the most important lasting results arentpeoved industrial relations and the networks fedm
between the project’s partners. Worth mentioninthig respect is the investment the project hasemad
in the leaders of tomorrow, the 61 young unionigt® have benefited from a cross-union training.

What would need to be done to sustain the othgegrecomponents?

To capitalize on the experience acquired by the BiE labor directorate should find a way to camimvolv-
ing its members in training proposed to the inspactSimilarly, to maintain and improve the levekoowl-
edge currently available in the inspectorate, tBenill have to continue to invest in the traininfgtbe inspec-
tors. In fact, this should not be an ad hoc, ptajieiwen activity, but part of a strategic plantloé LD, ensuring
a minimum level of knowledge and a harmonized apgiiaacross the inspectorate. The follow-up praojeght
be able to assist the directorate in developing suglan.

The same applies to the maintenance of the compgtepment by the labor administration. Investments
should be made in a maintenance contract (espetwalthe delegations of Casablanca and Rabat,hwiave
received a lot of equipment), and a budget linehbtm be created to buy cartridges and anti-vinfsaare, and
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to foresee in the replacement of the equipment #itee years. If this is not taken care of thereansiderable
risk that computers, printers and photocopiers vill up unused in some storage room. It would beibte
project team could obtain a commitment in this ednem the Employment Ministry before the projebtpes
out.

To make sure that the full potential of the inspe€tprocedures manual is used, three issues odszldolved,
two of which have already been mentioned earlier:

* The ministry should provide guidance on the usi@fmanual, to ensure its use by all inspectors, an
on the way the manual should be used in combinatitinthe PAN;

* The problem of the documentation of inspectionifigd should be solved by either creating a repgrtin
method that is adapted to the reality of Morocedoof inspectors, or by ensuring the access ofiall i
spectors to the necessary materials and toolsfifBheption is probably the most feasible and rhigg
looked into before the end of this project;

« The format of the manual is chosen such that itgesds can easily be updated. However, unless a
structure to do so is created, this is not likehappen. From a sustainability point of view, ile@ne
or two persons within the LD are appointed to makeual updates and funds are made available to re-
produce and distribute the additional pages.

And finally, the training on enterprise committégsnore likely to have a lasting impact if followbyg a pro-
ject to support the creation and operationalizatibthe committees, as described above.

Conclusion

In spite of the absence of a sustainability plaanyrresults are likely to have a lasting impacte $hstainabil-
ity of other results depends to a large extentffarte made by the Employment Ministry.

Recommendations
1. The project should work with the Ministry to sethe latter can commit to:
a. Institutionalizing the RIF
b. Maintaining the equipment provided
c. Support the use of the procedures manual
d. Ensure regular updates of the procedures manual

2. The project should review the reporting methexbmmended in the procedures manual, in view gftada
ing it to the working conditions of the Moroccatda inspectors.

PROJECT MANAGEMENT

Assess the effectiveness of management perforrogri2®L, ILO, CTA and NPC, specifically as concqurns
ject staffing and communications

The communication between USDOL and ILO Genevaerohe hand, and between ILO Geneva and the pro-
ject team on the other hand, has been smooth ahdwiproblems. In Geneva two departments wereedo
Declaration was responsible for administrative imgincial back-stopping and Dialogue was in chargghe
approval process of wire requests (EPA’s) and ofiging technical input. Disbursements have gehebaen
quick and the backstopping has been experienchdlpful and efficient by the project team in Moroc&taff
turn over at Dialogue has caused a reduction irxicbange of technical information, but this hashezn per-
ceived as a major problem by the team in Moroct® tBam would, however, have appreciated receaving
template for the PMP from either USDOL or Geneust jike templates for the progress reports had bee
shared.

Status and progress reports have been informétitdrave been submitted several weeks up to thosghs
after the deadline. The PMP has never been fillédintil September 2007.
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Among the project team members in Rabat communicatind collaboration have equally been good. Tisesie
clear division of tasks and responsibilities, dmel $takeholders have praised the team for its ctampe. As of
January t is proposed that the NPC will take oesponsibility from the CTA, under close supervidiam
Geneva. The CTA will remain available for short siesis to Morocco should the need arise.

How well did the project communicate with the skaltders?

All interlocutors emphasized the excellent commatiim they had had with the CTA, the NPC and theiad
istrative assistant. Notably the CTA was praisadfs listening capacity. Some comments: “We alwagd a
very good communication with the team. Friendlgpectful, | would even say with a positive compliGi

“the entire team had a very professional approdth& CTA listens, seeks adhesion, is a very expegd pro-
fessional; the NPC is one of us. They both inviest and energy and are good listeners”.

An important tool in the communication with theks&holders was the project advisory committee (PAGEe
PAC met once or twice a year to validate the wdak @nd monitor the project’s activities. It wasipartite
forum that has worked well for al involved. It hast met as often as proposed by the mid-term et@laad as
wished for by some of its members. The project tdatmot want to call a meeting unless there wasetbing
to discuss, and the pace of the project did neifyusiree meetings a year. To allow a PAC to ptaymonitor-
ing role, however, two meetings a year seems reddenthis has been achieved only in 2007.

Do partners feel the project met their needs imtgiof services and participation in project plargin

The participatory approach has been one of thagtoints of this project. As discussed earliengliness has
sometimes been sacrificed in favor of adhesionciwhias been greatly appreciated by the stakehollibrs
partners emphasized the relevance of the projsititegies, and valued the way in which preferenaze
taken into account. A consequence of this appreshthat the work plan remained subject to chaAge.
though this may have had managerial disadvantégewed the project the flexibility to be resgmive to the
needs of the stakeholders and current developmeiciisities such as the workshops with the Cenes dkeu-
nes Dirigeants, the Caisse de Depbt et de Gestimhthe National Railway Company would not havetak
place if the project had not taken that libertyd &inis would have been a missed opportunity tongtreen the
emerging interest in Morocco in improved industrehtions.

Conclusions

The project has been managed professionally ancotinenunication between all parties has been goepoiks
could have been timelier and should have includet®. The new pace of two PAC meetings per yeahtoug
to be maintained to allow the committee to playmtnitoring role.

Recommendation
1. Include a PMP in every technical progress report
2. Organize at least two PAC meetings a year.

PROJECT PERFORMANCE MONITORING

What type of project performance monitoring systes used?

The PMP was developed only at a very late stagfeeiproject, on the basis of the indicators defidexdng the
design of the strategic framework. It is a regi®tP, the format of which was copied from anothejqut, and
which comprises the following information:

* Performance indicator
« Definition of the indicator and the measurement uni
« Data source
* Means of collecting data
* Frequency of collecting data
« Person responsible for the data collection
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* Frequency of data analysis
« Person responsible for the data analysis

A useful category missing in this PMP is the taggective per indicator.

What data was collected and how?

In fact, the PMP as it was developed has never bsed. The inadequacy of the indicators and thel@nus of
collecting data on these indicators have alrea@y loiscussed in the section on project design. Musbr-
tantly, as targets were not defined, progress tasvire achievement of objectives could not be medsu

This is not to say that the project team has noedmy monitoring. On the contrary, the quality antput of
every workshop have been strictly monitored throtighevaluation forms and knowledge tests. Theakiav
tions have enabled the project staff to ensurermpdove the quality of the training, even —or pghaspe-
cially- the training that was provided by third pes.

With the last TPR of September 2007 an effort lsenbmade to fill out a PMP, in which some of thginal
indicators were combined with the training assessmata.

Was this system cost-effective, practical and liseforoject management?

The monitoring that has thus been done has bedul tsenanage the quality of the trainings, but fastmeas-
uring progress and to obtain an overview of thégaetoThe assessment information is not updataioie there-
fore not suitable as indicator. Besides the faat the project team never felt comfortable withitigicators
that had been developed, this is perhaps a consegoé not integrating monitoring into the work plas an
activity. Had this been done, it might have comgmethe team reflect more on overall progress aekl se-
swers to questions such as the mid-term impactfihg, the actual use of the procedures mantalTée
monitoring that has been done involved almost rab, dt it would actually have been interestingnteest
some funds in follow-up surveys, combined withesfrer courses as described above. It should bel adde
though that the tight schedule did not leave thea( team much time to engage in monitoring atitgi

Conclusion

The project team has done quality monitoring venryaisly, but it has failed to measure progrestherbasis
of a properly developed PMP.

Recommendation

1. Include monitoring as an activity in its ownhign the work plan of the follow-up project, toseme that
sufficient staff time and budget are being dedigateit and that mid-term impact questions are disked
answered.
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Lessons Learned & Good Practices

Lessons Learned

The project design workshop was a necessary stegyesure that the project’s strategies were adapted
to the needs of the target population and for thkeholders to regain confidence in the projecrafs
difficult start. The exercise should have been deteg though, to include a work plan and targats, o
the basis of which better indicators could havenlseloped.

Monitoring should be a project activity in its owght, to make sure it gets the appropriate atenti
The consultative approach that was used duringihject requires extra time. This should be ac-
counted for in the work plan, but it may also dntartain modesty with regard to the objectiveg tha
can be achieved.

Obtaining sustainable results in partnership withadministration is challenging, as it lacks fiéiy

in budget, cannot easily attribute staff time, had a tendency of changing priorities when thedead
ship changes. The latter has caused importantsl&daye project and changes in the work plan.
The success of this project depended strongly epitbfessionalism, diplomatic skill, and culturahs
sitivity of the CTA. While this was a positive alttute of the project under review, it is the potaint
Achilles heel of any new initiative. It implies thihe choice of a CTA for a possible follow-up @cj
will need careful consideration.

A follow-up project will be necessary to capitalize the training that has been provided regardieg t
inspection methodology, collective bargaining admel ¢reation of enterprise committees.

Good Practices

The patrticipative approach has led to a stronga@pijation of the project by its stakeholders, whitd
a positive impact on their collaboration.

From a perspective of sustainability, the traineetworks and the tools left by the project are/\er
teresting outputs. In addition, the inspectors’cpures manual has already proved replicable,iss it
currently being used in 18 francophone countrigsiais being adapted for use in Jordan.

The training of young unionists was relevant foo t@asons: it helped to rejuvenate the grayingrlabo
unions, and is an investment in the industrialtrefes of the future: in ten years these people halle
leading positions and will be able to capitalizetiogir tripartite experiences and networks.

The quality, the practical value, and the partitigaapproach of the workshops have been citedlby a
stakeholders as inspiring practices, that are @rbaing replicated by the labor unions.

The evaluations and knowledge tests administeredait workshop provided a continuous quality
check at minimal cost.

Recommendations
Based on the foregoing the evaluator recommends tha
1. The project obtains a no cost extension to endal implementation of the remaining activities
2. A follow-up project be developed to capitalizetbe results of the project under review. The pewv

ject ought to:
a. Maintain the participative style
b. Strengthen further the tripartite approach asivities
Ensure a full project design, including a woldm targets and adequate indicators
Include the awareness raising component ifnbisimplemented during this project
Include activities that focus on the realization operationalization of enterprise committees
and collective labor agreements

Any new engagement by the ILO includes a Mermiuamof Understanding with the government of
Morocco to ensure the sustainability of resultasThay be a commitment in terms of funds, stafetim
and/or the elaboration of a plan of action.

© Q0
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Annex A: Strategic Framework

Critical assumptions:
and social context
2. Adequate support measures for

the implementation of the Labor

3.Willingness to collabate amon *# of strikes avoided

prOjeCt partners aH10/n Af racnnndante tn a ciiniav in tha nilat antancrahna faal th indiictrial ralatinne havmnravuad in thair antarnri

i . Development Objective:
1. Favorable political, economic Improved industrial relations, especially in the taget regions of the project

*#/% of functioning representative personnel conaeit(IRP) in the project’s pilot enterprises
Code *# of new collective agreements or protocoles oéagrent

Indicators:

f

Immediate Objective 1: Improved peformance of thdabor inspectorate in
the application of the Labor Code

Indicators:

1.1 % of enterprises inspected by the Labor Ingpats

1.2 #/% of follow up inspection visits

1.3 #/% of violations corrected following an inspen

1.4 #/% of violations of key components of the LaGode

1.5 % of arbitrated settlements vs. non-arbitratdtlements

1.6 #/% of inspection reports that meet the stadslaf the Ministry of Labor
Outputs:

1.1 Inspection procedures manual drafted

1.2 Inspectors trained in their mission of addoe inspectionntrdle

1.3 Manual drafted on conflict prevention and heson techniques

Immediate objective 2: Strengthened skills of theroject’s three partners for the
establishment of IRP and for mechanisms for colleste bargaining and conflict pre-
vention and resolution

Indicators:

2.1 #/% of training participants who demonstrataéased knowledge in each of the traif-
ing areas of the project

2.2 #/% of trainers who implement the required neratf training sessions assigned to
them

Outputs:

2.1 Partners trained as trainers

2.2 Partners trained to implement IRP

2.3 Partners trained to resolve problems and idemonegotiation techniques

2.4 Partners trained in collective conflict pretiem and resolution

A

A

and work inspectors
Indicators:

Outputs:

Code

Sub-immediate Objective: Increased knowledge of theabor Code among emplowgrs, workers
1. #/% of training participants who demonstrateéased knowledge of the Labor Code
2. Impact measurement of the awareness buildingaim

1. Training manual on the Labor Code drafted
2. Employers, workers and labor inspectors triashinemodifications instituted by the new Labor
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Annex B: Project PMP September 2007

Output 1: Training Manual

on the Labor Code drafted

Output 2: Employers, Workers and Labour Inspecbfstrained on Labor Code

Assessment of Training Manua
by trainees attending workshop
on Labor Code.

Trainees were asked to rate
sManual on a 1 (Lower) to 5
(Higher) scale.

-82% (4.1/5) rating of Training Manual by 294 Laltospectors
following 15 - 4 day - training workshops held fraviarch to June
2005;

-90% (4.5/5) rating of Training Manual by 20 Unidrainers
(RFS) following 3 day training workshop held in Nowber 2005;

-75% (3.75/5) rating of Training Manual by 20 Emy#o Trainers
(RFP) following 3 day training workshop held Novesnl2005.

Power Point presentations included in
Training Manual have been used by Unig
Trainers’ Network to train 536 workers
delegates on Labor Code from March to
December 2006.

7 articles from Training Manual are cur-
rently being reviewed and will be include
in Labor Code CD ROM.

Number and percent of training
participants who demonstrate

increased knowledge of the La-
bor Code.

Percent (%) increase in good

answers to a questionnaire on
key provisions of Labor Code.
Same questionnaire was admin
istered before and after training

-For 294 Labor Inspectors trained between MarchJamg 2005,
an increase in knowledge of 11,5% was observed @ét@ing.
Percent of good answers to 14 questions beforgntaivas 52,3%
- (1934 good answers out of 3698 answers) as compas] 3%
. after training (2184 good answers out of 3746 ans)ye

-For 20 members of RFS (Réseau des Formateurs@yndi
Union Trainers Network) trained in November 200%jr&crease in
knowledge of 22,8% was observed after trainingc@arof good
answers to 16 questions before training was 58&oagpared to
71,2% after training;

LI average score on knowledge of Labor
Code is under 60% after training. This dg
is troubling, considering LI are in charge
applying the Code and the main source @
information on labour law. There seems {
be a structural deficiency in basic training
of LI.

ta

o =

Output 2: Employers, Workers and Labor Inspectai¥tfained on Labor Code
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Indicator

Definition

Number and percent of training
participants who demonstrate
increased knowledge of the La-
bor Code after training.

Percent (%) increase in good
answers to a questionnaire on
key provisions of Labor Code.
Same questionnaire was admin
istered before and after training

-For 19 members of RFP (Réseau des Formateursnaico
Employers Trainers Network) trained in November20#n in-
crease in knowledge of 1,3% was observed aftaritrgi Percent
-of good answers to 16 questions before training&g8% as
. compared to 61,4% after training.

RFP members’ motivation was low all
along training and might explain very low
progress in knowledge.

Overall assessment of Labor
Code training by trainees.

Rating of training workshops by
trainees based on multiple crite
ria (usefulness, content, quality
of trainers, logistics...).

-Mean score of 81% from 294 Labor Inspectors;

-Mean score of 82% by 20 RFS members (Workers);

-Mean score of 79% by 19 RFP members (Employers).

Number and percent of trainers|
who implement the number of
training sessions assigned to
them.

“Planned” vs “Delivered” num-
ber of training workshops, train
ees and days of training.

1) Following an “agreement” between 3 Union parsnand Pro-
ject, RFS (Union Trainers Network) has deliveresl fitllowing:
-23 out 24 (96%) 2-day Labor Code workshops deégat

- 536 out 550 (98%) workers delegates trained douaCode;
-1147 out of 1175 (98%) days of training delivered.

2) Half day information sessions to be delivered5P network
with 2 Employers associations (CGEM-FCMCIS). Afteainy

for lack of interest by both partners and RFP mambe

and aimed at small and medium-sized enterprisedbeand planned

unsuccessful trials, Project management cancel&thpd session

Mean assessment score of training work
shops by 536 workers delegates trainee
exceeds 80%:

-82% for CDT union;

-84% for FDT union;

-89% for UGTM union.

5 Last unsuccessful trial was to hold 4 ex-
perimental sessions on Labor Code in
Agadir, Kenitra, Oujda and Tangier with

FCMCIS (Chambers of Commerce).

ay

Sub Immediate Objective 1: Improved knowledge of th Labor Code among Employers, Workers and Labor Ingectors

Output 3: Awareness building campaign on the Labode

Performance
Indicator

Indicator
Definition

Results

Comments

Impact measurement for the
awareness building campaigns

A Specialized CD ROM on the Labor Code (see Sedtia.1 of
September 30, 2007 Updated Work Plan) is underyztazh and
will be launched in November 2007.

CD will contain an enclosed assessment card tdled by users.
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A pamphlet and a poster on key provisions of Labode aimed at
a large audience have been envisioned in Work 08ii (see sec
tion 1.3.1). As Employment Ministry does not seencansider a

proposed pamphlet to be useful, proposal may veetilandoned.
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Output 1: Drafting an Inspection Procedures (metblody )Manual

Output 2: Inspectors trained in the mission of conand advice

Assessment of Inspection Proc
dures Manual by Labor Inspec-
tors who attended training on
methodology.

e-Trained LI were asked to rate
Manual on a 1 (Lower) to 5
(Higher) scale.

83% (4.15/5) rating of Inspection Procedures Matwya278 Labor
Inspectors who participated in 18- 3 day-regionatkghops held
between May and September 2006.

Inspection Procedures Manual has been adapteduseuteby 18
French speaking countries of Africa as a refer¢ackfor their
Labor Inspectors.

Unfortunately, the Employment Ministry
has never issued a circular or directive
formerly asking LI to follow Inspection
procedures included in the Manual. This
lack is limiting the impact of the Manual
on the everyday practice of inspection.

Number and percent of Labor
Inspectors who demonstrate in+
creased knowledge of Labor
Inspection Methodology after
training.

Percent (%) increase in good

answers to 10 key questions ref

garding Inspection Procedures.
Same questions were adminis-
tered before and after training.

-For 278 Labor Inspectors trained between May aspteSnber
2006, a significant increase in knowledge of 28886 observed
after training. Percent of good answers to 10 dquestefore train-
ing was 57,3% (1541 good answers out of 2690 arsvasrcom-
pared to 73,7% after training (1991 good answet©bfA700 an-
swers);

Overall assessment of Inspecti
Methodology by trained Labor
Inspectors.

prRating of training workshops by
LI based on 7 criteria (useful-
ness, content, quality of trainers
logistics...).

-Mean score of 83,7% from 278 Labor Inspectors;
-A noticeable score of 85% for the RIF team (Rés=milnspec-

5,teurs Formateurs- Inspectors Trainers Network)comspared to an Ministry doubted an internal trainers’ net-
work would be workable. Unfortunately,
the Ministry is not relying on those well
trained LI to deliver more training.

84% rating for the renowned team of law professdre did the
2005 Labor Code.

Output 3: Conflict prevention and resolution mandedfted (postponed to 2008)
Output 4: Inspectors trained in the mission of tichprevention and resolution (postponed to 2008)
Output 5:0Organizational and logistical support prded to pilot delegations(no specific indicator)

The RIF high rating is interesting in link
with the fact that many in the Employmer
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Percent of enterprises inspecte
by Labor Inspectorate

Sole data is the total number of inspections:
2004: 23,478 (as compared to 2004)

2005: 20,725 (-11,7%)

2005: 18,852 (-19,7%)

The 20% drop in the number of inspections betwe 2nd
2006 is part of a trend showing a 36% decline enrthmber of
inspections per year between 2002 and 2006.

From 2002 to 2006, the number of visitin
inspectors in the field remained constant
(217 in 2002, 214 in 2003; 220 in 2004;
195 in 2005 and 218 in 2006). There wag
36% decline in the average number of in
spections per inspector; from 136 inspeg
tions in 2002 to 107 in 2004

(-21%); and from 107 in 2004 to 87 in
2006 (-18,7% ).

$)

Number and percentage of fol-
low up inspection visits

Not available.
Employment Ministry has no data on follow up visitsd no sys-
tematic process to undertake follow up visits.

Number and percent of viola-
tions corrected following a labo
inspection

Not available.
Employment Ministry does not track such data.

Number and percent of viola-
tions of key components of the
Labor Code

Available data are the following:

1) Total violations (including OSH):
2004: 848,157 (as compared to 2004)
2005: 779,251 (-8,1%)

2006: 714,256 (-15,8%)

2) Health violations:

2004: 26,113 (as compared to 2004)
2005: 21,096 (-19,2%)
2006: 30,260 (+15,9%)

Data do not necessarily reflect an im-
provement or worsening of violations and
need to be linked to decline in the numbe
of inspections.

Immediate Objective 1: Improved performance of theLabor Inspectorate in the application of the LaborCode

Performance
Indicator

Indicator
Definition

Results

Comments

Number and percent of viola-
tions of key components of the
Labor Code

3) Safety violations:
2004: 30,259 (as compared to 2004)
2005: 27,404 (-9,4%)
2006: 21,051 (-30,4%)

Number and percentage of suct

cessful conciliation initiative.

Not available.
Employment Ministry does not collect such data.
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Not available.
Employment Ministry has no standards for inspectaports.

Number and percentage of in-
spection reports that meet the
standards of the Ministry of La-
bor.

The last 7 indicators are not necessarily apprggpfa the following reasons:

1) When they were established in January 2005, &mpént Ministry officials did not clearly statedattdata related to those indicators were not deltec

2) Following an agreement with the former Secre@eyeral, Project CTA started a planning proce$gan 2005 with 4 regional Employment Delegationg#éir,
Fes, Marrakech, Tangier) aimed at identifying sfie@sues and measurable targets in relationsfilp vabour Inspections and Social Dialogue. Equiptr@d other
means were to be provided by project in suppottisfresults-based process. A new Secretary Genasahen been appointed in the course of the iplgmmocess.
After a few months in office, he took the decistoaunch a comprehensive national program to bvingoccan enterprises to voluntarily implement keyv Labor
Code provisions. As regional Employment Delegatiglaged a central role in implementing this progrémre was no place for 2 new initiatives at thime moment,
all the more that the new Secretary General alsselp modernize key employment delegations, na@aba-Anfa and Rabat. He requested the projent/&si heav-
ily in office and computer equipment while the Mitmy would pay to renovate the infrastructure;

3) Generally speaking, those indicators are broadda cover the whole spectrum of Labour Admintairaactivities while the project’s immediate olijges and re-
lated activities are much more targeted and focused

Immediate Objective 2: Strengthen the capacity oftte three partners of the project to put in place tie IRP, collective bargaining and conflict
resolution mechanisms

Output 1: Partners trained as Trainers

Output 2: Partners trained to implement IRP (Entesp Committees)

Output 3: Partners trained to use modern bargainamgl problem solving techniques(including emergingpn leaders)
Output 4: Partners trained in prevention and resmn of collective disputes (postponed to 2008)

Output 5: Logistical support provided to socialkfmeers(no specific indicator)

Performance Indicator Results Comments

Indicator Definition

Number and percent of RFP Percent (%) increase in good | -For 19 members of RFP (Réseau des Formateursnaaip

(Employers’ trainers)and RFS
(Unions trainers) training par-
ticipants who demonstrate in-
creased knowledge of Training
of Trainers (ToT) techniques.

answers to 20 questions on trai
ing techniques. Same question
were administered by training
consultants before and after ea
of 2 training workshops.

ntrained in December 2005 and January 2006, a 218étease in
5 knowledge after first workshop (mean score of 21,B&tore train-
ing as compared to 59,2% after training). Knowleohgeeased by
cH09% after second workshop (mean score of 14,5%rdéfaining
as compared to 59,3% after training).
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-For 20 members of RFS (Réseau des Formateurs@yndi
trained in November and December 2005, a 1484%re&se in
knowledge after first workshop (mean score of 4,B&fore train-
ing as compared to 72,9% after training). Knowleihgeeased by
1668% after second workshop (mean score of 4,7%r&ddéfaining
as compared to 78,4% after training).

Overall assessment of ToT
workshops by RFP and RFS
members

Rating of training workshops by

ria

1) First workshop:

trainees based on multiple criter RFP: Mean score of 86,1%;

RFS: Mean score of 83,8%
2) Second workshop:

RFP: Mean score of 88,1%
RFS: Mean score of 86,2%

Output 2: Partners trained to implement IRP (Entesp Committees)

Output 3: Partners trained to use modern bargainamgl problem solving techniques(including emerginmn leaders)

Number and percent of training
participants who demonstrate
increased knowledge of Enter-
prise Committees and problem
solving techniques.

Percent (%) increase in good

prise Committees and problem
solving techniques.

Same questionnaire was
administered before and after
training.

answers to 5 questions on EntgrAverage score before test was 53% and 70,9% afier t

-A 33,8% increase in knowledge occurred beforeaftat testing .

-49 participants in 5 training workshops held inyMaune and July
2007

Overall assessment of Enterpri
committees training by trainees

sdRating of training workshops by
trainees based on multiple crite|
ria

Mean score of 85,4%

Number and percent of training
participants who demonstrate
increased knowledge after train
ing on Interest-Based Bargain-|
ing (IBB) and problem solving

Percent (%) increase in good
answers to 5 questions on IBB
- and problem solving techniques
Same questionnaire was
administered before and after

-A significant 69,5% increase in knowledge recorbtletbre (53%
of good answers) and after (70,9% of good ansveejsint labour-
.management training session held in May 2007 aEtBWMoroc-
can Railway Corporation).
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techniques.

training.

-A non significant 1,6% mase in knowledge recorded before
(55,1% of good answers) and after (56% of good arsya joint
labour-management training session held in Jun& #0Tangier
with participants from private enterprises.

ing by trainees.

Overall assessment of IBB trairn-Rating of training workshops by
trainees based on multiple crite|
ria

-Mean score for ONCF: 84%
- -Mean score for Tangier workshop: 86%

Output 3: Partners trained to use modern bargainamgl problem solving techniques(including emergingpn leaders)

Number and percent of young
emerging union leaders who
demonstrate increased knowl-

bargaining techniques (includin
IBB and problem solving tech-
nigues).

edge after training on collective| Same questionnaire was

Percent (%) increase in good
answers to 9 questions on colle
tive bargaining .

gadministered before and after
training.

For 61 young emerging leaders divided in 3 groupbteained

cbetween December 2006 and May 2007, a 23,7% ireiras
knowledge was observed after training. Percenbofiganswers to
questionnaire before training was 47,3% as comparé8,5%
after training.

ing by trainees.

Overall assessment of IBB train-Rating of training workshops by

trainees based on multiple crite|
ria

Overall mean score: 92,7%
- 1% group: 94%
2" group: 91%
3% group: 93%

None

November 2006 study tour in Montreal and Wagbn resulted in
2 significant events:

-A tripartite seminar on arbitration held in Moracin June 2007 tq
revive implementation of the Moroccan labor arhitnaregime;

-Establishment of relationships between a Moro¢€ipiT) and a
Canadian (CSN) union , including a seminar on theligc Indus-
trial Relations system held in Casablanca in 20Q7 at the re-
quest of CDT. CSN president took this opportunityisit Mo-
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rocco and meet with CDT leaders.

Number and percentage of IRP
in the project’s pilot enterprises

[2)

19 enterprises have already participated in 5832 pbint training

workshops held between May and july 2007.

7 other regional workshops aimed at more than 2@pEmned

from October to December 2007.

Number of new collective
agreement and protocols of
agreement.

New collective agreements
registered by Employment
Ministry .

7 since 2004 according to Employment Ministry.

We are sure of 4 new agreements since 2004: 1G4;20in 2005

and 1 in 2006.
Number of strike avoided. Data collected by Empient | 2004: 756 As there is no central definition of the con-
Ministry. 2005: 969 cept of “avoided strike”, we are not sure
2006: 834 that this is a reliable date because there |s
not necessarily coherence in the answers of
the 43 Employment Delegations providing

data.

Number and percent of respon-
dents to a labor relations surve
who feel that industrial relationg
has improved in their enter-
prises.

No survey will be conducted.

Improper indicatorétationship with
project activities.

Annex C: Implementation Schedule

Objective Output

101 1.1. Inspection procedures
manual drafted

Planned activities Date Status

Delivery of a workshop to design an In-  July 4-8, Completed
spection Procedures Manual (Guide de 2005

Méthodologie des Visites d’'Inspection)

Independent Final Evaluation of the “Strengthenindustrial Relations” Project ILO/USDOL

Comments

A team of 5 writers from RIF has been set up >
draft the Manual under the coordination of Ah:
med Bouharrou from DT. Design workshop wi s
facilitated by 2 experts, one from INTEFP and
Normand Lécuyer
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Objective Output

1.2. Inspectors trained in
their mission of advice and
inspection

1.3. Manual drafted on con
flict prevention and resolu-
tion techniques

1.4. Inspectors trained in
their mission to prevent an
resolve conflicts

1.5. Logistic support pro-
vided for the inspection sys
tem

Planned activities

Production of a full French version"{5
draft) of the Inspection Procedures Mar

Production of a bilingual version of the
Inspection Procedures Manual

Production of the training manual and d
livery of the 3-day workshops by the RII
on the inspection methodology for all la
inspectors

Production of a bilingual, Arabic and
French, Conciliation Manual aimed at L
bor Inspectors.

Design of a training program on collecti
labor conflict resolution by French and
Quebec experts.

Training proposal for a specialized tean
mediators to deal with collective bargait
ing complex cases.

Design and delivery of regional training
workshops on conciliation techniques tc
300 Labor Inspectors

Provision of equipment and training on
computer proficiency to regional Emplo
ment Delegations

Date

July 13-Dec
23, 2005

Jan-Apr,
2006
May-Nov,
2006

To be deliv-
ered before
April 30

17-21 Jan,
2006

Jun-Dec,
2006

Delivery
scheduled
for May &
June

Delivery
between
April and
September,
2007
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Status

Completed

Completed

Completed

Postponed to
2008

Completed

Cancelled

Postponed to
2008

Ongoing

Comments

RIF and 12 ED were consulted on™ @raft in
early November. Fifth draft has been sent to F
and 12 ED for comments. Final version will be
translated in Arabic by Jan, 31 2006.

Printed by May 5 2006

10-12 May: 2 pilot workshops

May 22 — November 22: 17 workshops for all
labor inspectors, including 50 newly hired insy
tors.

In September 2007, the Employment Ministry
project CTA finally reached an agreement to ¢
sign a conciliation guide and train all LI betwe
February and June 2008.

Cancelled in accordance with Employment Mi i

try position; proposed again on November 2 2

Training will be focused on basic conciliation
techniques and skills for all LI.

Delivery of training will be done by RIF memb
for 2/3 and Labor Inspectors experienced in ¢
ciliation for 1/3.

F

2C-

nd

W
]

107

rs

Material support (furniture and computer equi| -

ment) for pilot Employment Delegations to im-
prove their performance in Labor Code imple-
mentation. The delegations of Fez and Marral

had submitted an action plan and received eq i
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Objective

102

Output

2.1. Partners trained as tra
ers

Planned activities

Competition to select a 13 members In-
spectors Training Network (RIF: Réseal
des Inspecteurs Formateurs) to train lat
inspectors on Inspection Procedures ar
Conflict Prevention and Resolution

Delivery of a Training of Trainers (ToT)
workshop for RIF

Delivery of a Labor Inspection Methodo
ogy workshop for RIF

Delivery of 2 training workshops for RIF
on the use of computers (Word, Power
Point, Outlook, Explorer)

Production of a training program on In-
spection Methodology by RIF

Delivery of a £ Training of Trainers
(ToT) workshop for RFS (Workers Trair
ers Network)

Delivery of a £ Training of Trainers
(ToT) workshop for RFP (Employers
Trainers Network)

Delivery of 2° Training of Trainers (ToT
workshop and training modules on Lab

Date

April-May,
2005

June 6 -10,
2005

June 13-17,
2005

Sept 19-22
Nov 8-11,
2005

Nov 21-25,
2005

Nov 25-27,
2005

Dec 1-3,
2005

Dec 23-25,
2005
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Status

Completed

Completed

Completed

Completed

Completed

Completed

Completed

Completed

Comments

ment accordingly; the two delegations in Case
blanca, the delegation of Rabat and the labor
rectorate have been equipped according to a
made by the ministry. Two more delegations \
follow and the equipment of a meeting room a
the LD.

In terms of sustainability, hope is that RIF will
become Employment Ministry regular training
team: e.g. to train 50 new inspectors to be himn
2006

Training given at no cost to project by 2 Frenc
experts from INTEFP (Institut National du Tra
vail, de 'Emploi et de la Formation Profession
nelle)

Training at no cost to project by 2 experts fror
INTEFP plus an international consultant, prev
ously with ILO: Normand Lécuyer

li-
lan
ill

di

Most RIF members were not familiar with basi :

computer software

This training program will be delivered to all L
and ED between March and June 2006. The
workshop was facilitated by 2 INTEFP experts
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Objective

Output

2.2. Partners trained to im-
plement IRP (EC)

Planned activities

Code for constituents

Training of Workers Trainers Network
(RFS) to deliver two 2-day training mod
ules in Arabic to union stewards (see
2.3.2):

Module A: Representing workers at the
workplace, including the Enterprise Cor
mittee level;

Module B: Collective bargaining tech-
nigues.

Design of a 2-day joint labor-managem:
training program on Enterprise Commit:
tees and production of Guidelines and |
cedures for implementation of those col
mittees.

Delivery of training on the role and wor}
ing of an Enterprise Committee to Mora
can trainers.

Additional RFS members trained as trai
ers

Training workshops on OSH

Selection and delivery of joint labor-

Date

1% work-
shop: April
19-21

2" work-
shop:
May 13-17

Delivered
before April
30

Delivered
October
2007

Oct 27-30
2007

Planned for
late 2006

Delivery

Independent Final Evaluation of the “Strengthenindustrial Relations” Project ILO/USDOL

Status

Completed

Completed

Completed

2" part sched-
uled for Dec O

Cancelled

On schedule

Comments

Training material developed to train young
emerging union leaders (see 2.3.1) will be use
and translated in Arabic.

10 RFS members plus 8 talented young emer
union leaders who will deliver the training wor
shops, have been trained by Claude Rioux (in
national expert) and Naima Tchiche (NPC).

Training program and Guidelines on enterpris
committees have been delivered by internatio
consultant in April.

2 Moroccan consultants have been selected. .
workshop was held jointly by international anc
national consultants on October 23-24 in Rab.
and served to transfer training package locally
Upon request by the UNTM 10 of their delega
have been trained as trainers on workers’ rep!
sentation and negotiation, along with 2 delege
from the UGTM.

In December 6 of the UNTM trainers and the :

p

ing

ar-

al

UGTM trainers will receive training in didactic: .

This activity has been cancelled upon consult
tion with a bilateral program between Denmar
and Morocco focusing specifically on OSH the
has recently started.

-An experimental workshop was held in Mekn
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Objective Output

2.3. Partners trained to re-
solve problems and in mod
ern negotiation techniques

Planned activities

management training workshops on the
role and working of an Enterprise Comr
tee in 18-24 pilot enterprises.

Funding, jointly with ILO International
Training Center, of a workshop on Na-
tional Social Dialogue aimed at tripartite
participants from 4 Arab countries.

Organized a two week tripartite study tc
on the key features of the North Americ
industrial relations system (Quebec anc
Washington)

Training of 60-65 young emerging uniot
leaders from private sector and public ¢
porations to improve their skills and infli
ence at the workplace level. 3- 3day -
modules have been developed by an in
national union specialist.

Module A: Representing workers at the
workplace, including the Enterprise Cor
mittee level;

Module B: Collective bargaining tech-
nigues; Module C: Globalization and in-
dustrial relations.

Delivery by RFS of 24-30 workshops
aimed at 240-300 Union Stewards. Eac
participant will follow a 4 day (2 module

Date Status

between
May and
November
2007

May 28 -
June 9, 200!

Completed

November 6 Completed
to 17, 2006

Delivery
between
January and
Mid-May
2007

Completed

Delivery On schedule
between

June 1st anc

Independent Final Evaluation of the “Strengthenindustrial Relations” Project ILO/USDOL

Comments

on May 7-8 and

-4 workshops were held in Casablanca and R
in June and July in partnership with CGEM. In
crease in knowledge for 5 workshops was 34¢
with a satisfaction score of 85%.

-6 other workshops are planned with CGEM ir
October and November, most of them being d
livered in Arabic by two national consultants.

7 Moroccan delegates (2 employers, 3 unions
Employment Ministry, NPC) instead of 3, were
able to participate.

11 participants: from the Employment Ministry
(3), the employers’ organisations (3) and the |
unions (3) as well as the NPC and the CTA of
project.

61 young emerging union leaders were traine
including 16 women (26%).

Overall rate of satisfaction: 93%. 24% increas
knowledge of collective bargaining key eleme
following administration of a questionnaire bef
and after training.

Training workshops started in June. CDT has
already delivered 80% of planned workshops
trained 80 workers delegates. UGTM has trair
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Objective Output

2.4. Partners trained in col-
lective conflict prevention
and resolution

2.5 Logistic support provids
to the social partners

Planned activities

x 2-day per module) training package ir
Arabic covering 2 topics:

Module A: Representing workers at the
workplace, including the Enterprise Cor
mittee level;

Module B: Collective bargaining tech-
nigues

Support to Employment Ministry and so
cial partners (growers associations and
local unions) of the Agadir are to establ
a social dialogue process in the agricult
sector that may conclude by signing of
regional collective agreement covering
40,000 agricultural workers covering the
largest agricultural area in Morocco.

Delivery of a tripartite program on arbitr
tion of grievances and disputes as an a
native solution to court litigation and op
conflict (strike or lock out).

Program is aimed at a better knowledge
the north American experience with grie
ances and disputes resolution by arbitre
and at debating means to adapt and tra
best practices in the Moroccan industrie
relations system.

Endowment of 4 social partners (CGEN
FDT, FCMCIS, UGTM) with computers
and other office equipment

Date

Mid Decem-
ber, 2007

May to De-
cember,
2007

June 26-27
2007

Feb 26 —
Mar 18,
2005

Independent Final Evaluation of the “Strengthenindustrial Relations” Project ILO/USDOL

Status

Delayed until
further notice
from Employ-
ment Ministry

Completed

Completed

Comments

40 militants. FDT will deliver its training pro-
gram in November and December.

The project's CTA and the Director of Labor
agreed to work closely to assess social partne
needs and common interests and support the
establishing a productive social dialogue and,
eventually, a collective agreement. After fruitle
attempts at setting dates for a mission in Agac
project CTA decided to wait for the Ministry to
take the initiative. No return from Labor Direct
until now.

3 renowned arbitrators, 2 from Canada and 1

USA, gave lectures on diverse aspects of arbi -

tion processes to an audience of 50 governme
and social partners’ representatives. Discussi
were held on the best practices and ways to it
plement effective labor arbitration in Morocco.

Following seminar, Employment Ministry has
called a tripartite technical committee meeting
(held July 24) to dress a list of arbitrators and
discuss options to remunerate future arbitrato

Computer equipment for CDT had been provis
in April 2004 at a cost of 14,102$.

UMT is not participating in the project. 15,000
has been put aside in case of a change of mir
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Objective

SIO

Output

3.1. Training manual on the
Labor Code drafted

3.2. Employers, workers ar
labor inspectors trained in

modifications instituted by

the new Labor Code

Planned activities

Computer and office equipment endow-
ment to project’s partnering unions

Production, by a team of 4 Moroccan la
professors, of a Labor Code training me
ual structured in 7 modules and used in
Labor Code training workshops

Production of an Arabic and French CD
containing detailed information on Laba
Code and targeting HR specialists, unic
representatives and government official

Delivery of 17- 4 days- training workshc
on Labor Code for all Employment Dele
gates (ED) and Labor Inspectors (LI)

Delivery of 2 training workshops on Lak
Code aimed at 35 professionals of the |
bor Directorate and 9 Medical Inspector

Selection of a 21 members Workers Trz
ers Network (RFS:Réseau des Formate

Date Status

Delivery Delivery for

before May end of 2007

31%, 2007

Dec 2004 to Completed

Jan 30, 200!

To be pub-  Under produc-

lished before tion

September

30th Delayed to
November 30

Feb 28-June Completed

23, 2005

Sept 19-20 Cancelled

and Sept 26

28, 2005

Nov 11-13, Completed

2005

Independent Final Evaluation of the “Strengthenindustrial Relations” Project ILO/USDOL

Comments

Union partners will assess their needs and pre
estimates from 3 suppliers before Octobét, 30
2007.

This manual is a versatile tool highly recogniz
by trainees.

Satisfaction rate for Documentation: LI: 82% -
RFS: 90% - RFP: 75% - Alliance: 91%

CD will include Labor Code, regulations, juris-
prudence, updated articles originally publishet
within binder produced in 2005, and 100 key
Questions and Answers on the Labor Code.

Professor Rachid Filali Meknassi is in charge
the CD content. His contract was signed on Jt
18 and provides for delivery of content for Oct
ber 30, 2007.

Validation of 100 Q/A with Employment Minis-
try has taken place on October 4 and 3 estimz
for design and production of 6,000 copies of C
have been requested for Octob®r 5

43 Delegates and 294 LI trained.

Overall satisfaction rate: 79%;

For On key factors: 82%.

Knowledge improved from 1% to 19% on 6 ot
of 7 modules (see Oct 2005 full report).

CTA cancelled planned workshops after Em-
ployment Ministry officials opposed, without al
clear explanation, the selection of previously
agreed upon trainers.

21 members from 3 unions (CDT,FDT,UGTM
Overall satisfaction rate: 82%
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Objective

Output

3.3. Awareness building
campaign on the Labor Co
implemented

Planned activities

Syndicaux) and delivery of a 3 days trai
ing workshop on the Labor Code

Selection of a 22 members Employers
Trainers Network (RFP:Réseau des
Formateurs Patronaux) and delivery of
days training workshop on the Labor Cc¢

Delivery of a 3 days training workshop ¢
Labor Code for members of a Working
Women Rights Alliance (an NGO net-
work)

Design by RFS of training modules for
workshops on Labor Code

Training on the labor code by workers
trainers network (RFS)

Short information sessions on the Labo
Code delivered by the RFP to represen
ves of small and medium enterprises.

Awareness raising campaign on the lab
code for a wide audience by means of ¢
brochure comprising 100 Q&A.

Production of awareness raising materi
on labor legislation in the form of a bro-
chure, poster and flyers in colloquial Ari
bic on 10 key provisions of labor law. T
informative material will target at a large
audience of salaried workers. Distributic
will be mainly through Employment Dels
gations, unions and NGO's.

Date

Nov 10,11
and 30, 200!

Dec 2-4,
2005

Dec 24-25,
2005
March-
December
2006

April-
December
2006

Planned for
2006

Planned for
2008

Independent Final Evaluation of the “Strengthenindustrial Relations” Project ILO/USDOL

Status

Completed

Completed

Completed

Completed

Cancelled

Cancelled

Delayed

Comments

Knowledge improved from 8% to 29% on 5 ot
of 7 modules

22 members from 2 employers’ organizations
(CGEM, FCMCIS).

Overall satisfaction rate: 79%

Knowledge improved from 3% to 16% on 4 oL
of 7 modules

16 women from 2 unions (CDT, UMT) and 2
NGO'’s
Overall satisfaction rate: 82%

536 workers delegates and union stewards he /e
been trained on the Labor Code key provision
through 23 workshops given by the Workers
Trainers Network (RFS) set up by the Project

FCMCIS was to give information sessions in £
chambers (Agadir, Kenitra, Meknes, Oujda, T. n-
ger).

Upon consultation with the Ministry priority wa
given to the CD to provide detailed informatiol to
specialists. The Q&A will be integrated into thi
CD.

40 short statements covering 16 key topics of
Labor Code have been drafted in Arabic and
French and 4 tenders have been received for iro-
duction of 100,000 copies of 4-page pamphlet in
Arabic, 25,000 copies in French and 3,000 po ters
in Arabic. However, the Employment Ministry

has decided against the brochure after all and pre-
fers to focus on the CD.
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Objective

Output

Extra activities

Planned activities

Strategic Planning and PMP Workshop
(Design Mission)

Consultative Committee Meetings
Mid-term Evaluation Mission

Seminar on Quebec industrial relations
system and CSN history, orientation an
structure proposed by CDT

Training of enterprise committee delege
at CDG and ONCF

An Interest-Based Bargaining (IBB) wot
shop for management and workers repi
sentatives of the central enterprise com
tee of the National Railway Office
(ONCF)

-Joint training workshops in Tangier on
global production systems;

-Join training in Interest-Based-Bargain
and problem solving techniques in Tang
ier.

Date
Jan 10-14,
2005

1-2 per year

Dec 5-9,
2005

July 1-2,
2007

Mid-October
-December
31°2007

May 2007

June 2007

Independent Final Evaluation of the “Strengthenindustrial Relations” Project ILO/USDOL

Status

Completed

Completed

Completed

Completed

Completed

Completed

Completed

Comments

Design mission was the first planning exercise
done with the full contribution of all the projes!
partners

Consultative meetings for monitoring and valic
tion of work plans

Evaluation report produced in January 2006

-CDT established first contacts with CSN (Cor -

federation of National Trade union) during 20(
study tour in Montreal. Proposed seminar was
attended by 25 CDT officers. CSN president v
ited Morocco on that occasion and leaders of
organizations have expressed their will to coo
ate on a regular basis.

ONCF have asked project for joint training of

delegates sitting on 16 local labor-manageme
committees. CDG, largest financial institution

Morocco, has asked a specific training for its ¢
terprise committee delegates.

70% increase in knowledge and 84% global s
faction rate.

(2]

oth
er-

Project has agreed to support an interesting rt -

gional social dialogue forum in Tangier, initiats
by a young business leaders association.

Satisfaction score was 80% for first training se
sion and 84% for second workshop.
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Annex D: Follow-Up on the Mid-Term Recommendations

Category

Project design R1

Project

. R2
Implementatio

R3

R4

R5

R6

R7

R8

R9

R10

Recommendation

Given the strong interest expressed by all stakisnslir
pursuing opportunities for tripartite dialogue, fireject
should seek to include at least one tripartiteisesa
each of its future training programs.

Each of the eight pilot delegations should commit t
working in depth with at least two enterprisest&ju-
risdiction during the first year of the pilot pragn, to
assist in creating model industrial relations paogs,
including an OSH Committee and/or an Enterprise
Committee. This would result in a group of at |eltst
pilot enterprises over the life of the project thaiuld
serve as role models for other firms.

Two teams of special resource persons should et
within the LD, one in results management and one i
conciliation.

The development of the enterprise-level survey khol
be carefully designed to ensure that other backgtou
data on the enterprise and its industrial relatjmogess
(or lack thereof) is collected at the same timdats on
employer and worker attitudes and behaviors.

For the remainder of the project, project resousces
activities should be focused on the specific oljest
outlined in the strategic framework. It will beffaiult
to turn down requests for support from other esgijtbu
decisions must be centered on how to achieve the p
ject’s objectives.

Performance data should be collected on the inaligal
and used to make an analytical judgement of thidita
of the project strategy. As feasible and if rdialbele-
vant statistics collected by MEFP may be used,glor
with primary data collected directly by the projectthe
target delegations and enterprises. A periodieveof
strategy based on performance data can help inforrn
management decisions. This exercise would alse s
as a model for the results management orientaltiain t
the project hopes to impart to the selected empémgm
delegations.

To obtain a measure of the workshops’ effectivenes:
from the standpoint of increased knowledge, theapit
post test instrument should be redesigned usingpteu
choice questions and emphasizing the main poirtise
training imparted. Each pre and post- test insémnim
should be pre-tested with at least 5 participamesisure
that it is adapted to the audience.

The CTA should operationalize the project’s perforn
ance monitoring system and begin reporting avaslab
data as of the March 2006 Technical Progress Repc

Baseline data on the pilot delegations and pilogrent
prises should be collected as soon as they aréfiddn

A sustainability plan should be developed by theeumt,
working with its stakeholders, to ensure thathE) new
inspection and conciliation procedures are instinal-
ized by the LD; 2) the RIF and project training ap-
proaches are integrated into INTPS programs; 3) RF
and RFS are incorporated into the outreach andrigi
units of their constituent groups; 4) results mamagnt
best practices are analyzed and disseminated ¢onall
pnlovment deleations based on the exnerience from tl

Follow-up

Implemented in as far as relevant for the acti

The idea of working with eight pilot delegatiol
has been abandoned when the PAN was de\
oped and the priorities of the Ministry change
Two delegations had already written proposa
(Fez and Marrakech) and have benefited fror
equipment, so that at least part of the promis
them could be kept.

This idea was part of the proposal to work wi
pilot delegations. What remains of it is the tre
ing on conflict resolution scheduled for 2008.

This activity has been dropped. Instead the
ject has delivered the training on enterprise
committees with the CGEM.

The project team felt it was important to be
flexible with requests from stakeholders and
granted these as long as they were in line wii
the project's objectives.

The PMP has never been used and has ther:
not served as a tool for management decisio

This has been done. The most important ads
tion was to replace the existing questions, to
which the answer was not always straightfor-
ward, by multiple-choice questions.

The CTA has operationalized the indicators ¢
towards the end of the project and reported ¢
them for the first time in September 2007.

This recommendation lost its relevance after
activities with the pilot delegations had been
dropped.

No sustainability plan has been developed. T
project has sought to create a lasting impact,
this has not been ensured for all results. 1) &
are still a concern; 3) has been achieved; 4) .
tivity dropped; 5) no best practices have beel
collected.
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Category

R11

R12

R13

R14

Recommendation

pilot delegations, and 5) industrial relations lyrsic-
tices are analyzed and disseminated to unionshend 1
employers’ associations for their membership.

Given the increased pace of implementation, PAC n
ings should be organized at least quarterly toerevi
progress with stakeholders.

Given the scope of the planned activities, theqmioj
should carefully weigh requests for new activisexe
broadening the scope might detract from achievig |
ject objectives.

If staff overload becomes an issue in Year 2, , O8D
and ILO should examine options for increasing pers:
nel resources, including hiring an additional speffson
reporting to the NPC, hiring temporary staff durpepk
periods of activity, or involving staff from othergani-
zations, such as the INTPS. These options would h
to be funded from the existing budget and somesadjl
ment between the budget for administration andviacti
ties might be required if new staff were to be thire

ILO Algiers and UNDP Rabat should coordinate effc
to ensure prompt payment of invoices and wageth#®
project in Rabat

Follow-up

PAC meetings have been held once in 2006 nd
twice in 2007.

The project team felt it was important to be
flexible with requests from stakeholders and as
granted these as long as they were in line wir |
the project's objectives.

There has been no staff overload.

Disbursements have been fast since the mid- erm
evaluation, due to an internal reorganization t
the UNDP and improved communication be-
tween the project and the UNDP.
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Annex E: List of Persons Met and Meeting Schedule

ILO

Lisa Wong

Thierry Nicod

Corinna Vargha
Roger Lecourt

Naima Tchiche
Mouna Mohktar Jamai

Government

M. Khouja

M. Addoum

Lamli Abdessalam
Arfi Aberrahmane
Baallal Mohamed
Saadia Fahem
Bouharrou Ahmed
El Jirari Nohcine

Nimoun el Kaissi
Rguig Abdelhak
Abdennaler Benmbarka
Laaroussi Layachi
Sabri Brahima

Khan Lidin

Khalidé Nnaji
Abderramad Assim
Abderrahim Ghamgui
Brahim Aboussad
Laajaj Hassan

El Ouarzazi Choudi
Moha Aajli

Labor Unions
Mountassir Badreddine
Mustapha Bellout
Bakkali Kacemi Anass
Khalgene Mohamed
Kassy Khadidja
Abdeljalil Miliani
Amine Changuiti
Abdelkarim El Aziz
Hachimi Abderrahman
Abdelhamid Fatihi
Mohamed Kabbaj
Lahsen Hansali
Amine Semlali

Ansar Youssef
Lahsen Hausali
Mustapha Nakroum

Employers
Abdelmajid Tazlaoui
Malika Maleh

Declaration Geneva
Dialogue Geneva
Dialogue Geneva
CTA Morocco
NPC Morocco
Financial and administrativeésiant Morocco

Secrétaire general du Ministére de I'Eonek de la Formation Professionnelle
Directeur du Travail

Chef de service des lois sociateagriculture

Chef de service de I'inspectiontidwvail

Chef de la division de la cooperati

Chef de service des organismes ititerauax du travail

Chef de la division de la regleratgon et des organismes internationaux du travail
Chef de la division du controlligplication de la legislation du travail dans kec-
teurs Industries, Commerce et Professions Libérales

Chef de service des relationsgmsibnnelles dans le secteur agricole

Inspecteur du travail Rabat

Inspecteur du travail Temara

Inspecteur du travail Rabat

Inspecteur du travail Salé
Inspecteur du travail Salé

Inspecteur du travail Temara

RIF

RIF

RIF

RIF

RIF
Délégué de I'emploi a Casablanca

CDT, young emerging leader
UGTM, young emerging leader
UGTM, young emerging leader
FDT, young emerging leader
FDT, young emerging leader
CDT, young emerging leader
CDT, RFS
CDT
FDT
FDT
UGTM
UGTM
FDT, RFS
FDT, RFS
UGTM, RFS
UGTM, RFS

CGEM
CGEM

Independent Final Evaluation of the “Strengthenindustrial Relations” Project ILO/USDOL 42



Khalil Ibn Yaich

Others
Claude Rioux

Rachid Filali Meknassi

Date

Monday 29
October

Tuesday 30
October

Wednesday 31
October

Thursday 1 No
vember

Friday 2 No-
vember

Independent Final Evaluation of the “Strengthenindustrial Relations” Project ILO/USDOL

FCMCIS
Consultant
Consultant
Time Activity
8h30 - 9h00 Meeting with the project staff
9h30 - 10h30 Meeting with M. Khouja, Secrétaire

10h30 - 12h30

14h00 - 16h00

16h00 - 17h00

18h00 - 19h30
20h30

8h30 - 10h30
11h00 - 13h30

13h30 - 15h30

16h00 - 18h00

20h00

8h30 - 10h00

10h30 - 12h30

14h00 - 16h00

16h00 - 18h00

20h00

9h00 - 10h00

10h00 - 12h30

14h00 - 16h00

16h00 - 17h30

10h00 - 12h00

Général
Meeting M. Khouja, M. Addoum (Di-

recteur du travail), M. Baalal (chef d«
Division de la Coopération)

Meeting with Mme Naima Tchiche
(Coordonnatrice Nationale)

Meeting with Mlle Mouna Mokhtar
Jamai (Financial and administrative
assistant)

Meeting with M. Claude Rioux (Con-
sultant)

Dinner with M. Roger Lecourt (CTA)
Meeting with M. Roger Lecourt

Travel to Casablanca and lunch

Meeting : MM. Abdelkarim El Aziz
and Abdelmalek Aferiat

Meeting : MM. Abdelhamid Fatihi an
Abderrahman Hachimi

Dinner with M. Moha Aajli (Regional
employment delegate)

Meeting: M. Abdelmajid Tazlaoui ar
Mlle Malika Maleh

Meeting with 5 members of the Rése
des Inspecteurs Formateurs (RIF)

Meeting with 6 members of the Rése
des Formateurs Syndicaux (RFS)

Meeting with 6 young unionists

Dinner with M. Rachid Filali Meknas:!
(consultant)

Meeting with MM. Larbi El Harras ar
Khalil Ibn Yaich,

Meeting with MM. Mohamed Kabbaj
Lahsen Hansali

Meeting with 6 labor inspectors
Meeting with M. Roger Lecourt (CTA

Presentation of the preliminary resul
to the members of the PAC

Place
Project office

Office of the secretary general, MEFP,
Rabat

Labor Direction, Rabat

Project office

Project office

Project office
Rabat
Project office

Casablanca

Confédération Démocratique du Trava
(CDT), Casablanca

Fédération Démocratique du Travall
(FDT), Casablanca

Casablanca

Confédération générale des entreprise ; du
Maroc (CGEM), Casablanca

Anfa delegation, Casablanca
Anfa delegation, Casablanca
Anfa delegation, Casablanca

M. Rachid Filali Meknassi
Fédération des Chambres Marocaines de

Commerce, d'Industrie et Services
(FCMCIS), Rabat

Union Générale des travailleurs du Me oc
(UGTM), Rabat

Rabat delegatic 1

Project office

INTPS, Rabat
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Annex F: Interview guide

Interview guide for stakeholders/participants- Englsh

The interview guide will be adapted to the typeeasipondent and the organization represented nespen-
dent. An additional set of questions has been peefar the project staff, ILO and USDOL.

Introduction

USDOL undertakes the final evaluation of the ILCcl2eation project in Morocco, which ends in Decentie
this year. This interview is one of the ways in @rhinformation is gathered to inform the evaluation

The purpose of the final evaluation is to:

a) Determine if the project achieved its objectiaad explain why/why not;

b) Assess and document the effects of projectidetvand outputs on target groups;
c) Assess the likelihood of project outputs beiangtained;

d) Report on lessons learned and best practices

Confidentiality of all information provided by thhlespondents is assured.

Name:

Position:

Relation to the project:
Responsibilities/participation in the project:

Program Design

The ILO Declaration Project had the following fabjectives:

DO: Improve industrial relations, especially in theget regions

I01: Improved performance of the Labor Inspectonatde application of the Labor Code

I02:  Strengthen the capacity of the three partoktise project (GOM, Unions and Employers) to put i
place the IRP, collective bargaining and conflegalution mechanisms.

SIO:  Increased knowledge of the Labor Code by eyapk) workers and labor inspectors

1. Were you involved in the development of thegedaiives? If yes, how?
2. How do you evaluate the relevance of these tiagcin the context of Morocco? Please explain.
3. lIs/are there (an) objective(s) that you condieles relevant?

The project’s strategies to achieve these objexiiveluded:

« strengthening inspection capacity through trainimeyy procedures and logistical support

« creation of trainers networks to replicate trainomgthe Labor Code, IRP, collective bargaining, and
confliction prevention

e Logistical support for the social partners

« The choice of 6 target regions and pilot entergrigithin each region for demonstration effect

e training on Labor Code for tripartite partners

e awareness raising on the Labor Code

4. Do you consider the project strategies apprapt@machieve the objectives? Why (not)?
5. What do you consider strong aspects of the pidje
6. What do you consider its weak aspects?
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Project Implementation

7. On the whole the project appears to have hahahigh implementation rate. A few activities hdnaal
important delays (e.g. the Q&A) or have been cdeddk.g. information sessions on the Labor Code fo
small businesses). Please comment (as necessary).

8. How relevant were the project’s outputs for yorganization or for you personally?

9. Which output was the most relevant for you?

10. Which was the least important?

11. What was the quality of the outputs (trainimganuals, CD, awareness raising materials, equipfhen

12. What, according to you, was the biggest chgién the implementation of this project?

Impact & Benefits

13. The new Labor Code explicitly mentions the righcollective bargaining and freedom of assocratWhat
is, according to you, the value of these phenomena?

14. Have you already used any of the IBB technidgaeght during the training at your work placeyds, how,
and how do you evaluate this experience? If noyavh

15. What, according to you, are the benefits ofigmise committees? Has the training helped tdesta
lish/improve the functioning of an EC at your wqullace?

16. Has the training helped you to become morectdfie and efficient in your inspection work? How?

17. Was there anything that you feel should haen lixecluded?

18. Was there anything that you feel should haen lomne differently?

Sustainability

19. What sustainability strategies have been deeeldy the project/your organization? Do they alsmtivi-
ties to continue? What activities, on what scal fan how long?

20. What is the likelihood of trainers continuiing ttrainings to other union members, employers aspec-
tors? What are the conditions necessary to contlmese trainings? Have they been met? Have thesMini
try, unions, employers accorded a budget lineHerttaining of their staff and for the maintenafces-
placement of the equipment that has been donated?

21. What is the expected future use of the man@dilsand awareness raising materials in the medaum2

22. What are conditions necessary to improve dbliedargaining and freedom of association?

23. What results will not be sustained, and whyawW$necessary to make them sustainable?

Project management

24. How do you evaluate the project's communicatuith you in terms of quantity and quality? Do yioave
any suggestions to make?
25. Do you feel your needs were met by the project?

Lessons learned & good practices

26. A good practice is a practice that is sustdéabd replicable, and that serves as an inspiréti@thers.
What do you feel are good practices in this pr@ject

27. Alesson learned is something that has sergadg a lesson, something you did not know befaeto-
ject, perhaps something that has surprised youtdthgou consider a lesson learned in this project?

Thank you for your time and participation!
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Annex G: Documents consulted

TECHNICAL REPORTS

GPRA report 2006
Performance Monitoring Plan of August 31 2007
Status Reports (January 2003, April 2003, Febra@fp, June 2006, August 2007)

Technical progress reports (September 2002, Septei®d4, March 2005, March 2006, September 2006¢iV2007,
September 2007)

TRAINING MANUALS

Formation des membres du comité d’entreprise @alase de Dépbt et de Gestion. Rabat 18 et 19 recifild7.
Formation mixte sur les comités d’entreprise. Cdéféation Générale des Entreprises au Maroc.

Formation mixte. Les relations professionnelle’haure des systemes de production mondialisés. RECAD. Tanger
15 et 6 juin 2007.

Formation sur la négociation basée sur les inté&tdtapproche de résolution de probléme. TangeB@§uin 2007.

Formation sur la négociation basée sur les inté@tétapproche de résolution de probléme. ONCF, B&sraupres des
directeurs centraux. Rabat, 21 et 22 mai 2007.

L’action syndicale dans le milieu de travail. Prmmgme de formation de jeunes syndicalistes, déceiffé-mars 2007.

Séminaire sur la mise en oeuvre de I'arbitrage awokt les enseignements de I'expérience étranlyiE&P/BIT. Rabat,
26 et 27 juin 2007.

Séminaire sur le modeéle québécois des relatiorfegsionnelles et I'action syndicale de la CSN. GCAN, avec I'appui
du Bureau International du Travail. Casablanc8, jlgllet 2007.

EVALUATION REPORTS

Evaluation form administered with respect to tlaéning on IBB and conflict resolution
Evaluation of the training on inspection visit madiblogy

Evaluation of the training on the labor code

Evaluation of the training on workers’ represemtatand negotiation for young unionists
Knowledge test administered with respect to thimitng on IBB

Mid-Term Evaluation Report

Report on the knowledge test administered withees the training on EC's.
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VARIOUS

Awareness raising brochure on the labor code pexpasthe Employment Ministry

Collective Labor Agreement of the Groupe Office Gfien des Phosphates

Cooperative Agreement (2003)

Fiche technique de visite de I'inspection seloRAN

Financial reports (2006, 2007)

Le dispositif de formation & la conciliation despecteurs marocains.

Minutes of the Project Advisory Committee (16/1102014/07/2005; 24/04/2006; 27/02/2007; 02/11/2007)
Overview of the cost of activities

Performance monitoring plan (operationalization)

Presentation of the follow-up project (“Projet éaforcement du dialogue social au Maroc”)
Presentation of the gender project (“Programmepliap I'égalité en emploi en entreprise”)
Presentation of the Results of the PAN by the dnliily 2007

Procedures Manual of the Labor Inspection

Project annual budgets

Project documents (2001, 2003)

Projet d’'amélioration de la délégation de Fez

Projet d’'amélioration de la délégation de Marrakech

Strategic Framework

The ILO Declaration on Fundamental Principles aigh® at Work and its Follow-Up (Geneva, 1998)

The International Labour Organization’s Fundame@@hventions (ILO/InFocus Programme on PromotirggDeclara-
tion. Geneva, 2002)

Trip report by Gary Russell (October 2003)
Work plans (2005, 2006, September Update of thé® 208n, 2007, September Update of the 2007 plan
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