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INTRODUCTION

Decent Work is the type of work to which all
of us aspire. It is done under conditions
where people are gainfully employed (and
there exist adequate income and
employment opportunities); the social
protection system (labour protection and
social security) is fully developed and
accessible to all; social dialogue and
tripartism are promoted and encouraged;
and rights at work, as specified in ILO
Declaration on Fundamental Principles and
Rights at Work and Core ILO Conventions,
are practised, promoted and respected.

Wagelndicator Foundation has been
working since late 2007 to raise awareness
of workplace rights through a unique tool,
i.e., Decent Work Check. The Decent Work
Check considers different work aspects
deemed necessary in attaining “decent
work”. The work makes the abstract
Conventions and legal texts tangible and
measurable in practice.

The Decent Work Check employs a double
comparison system. It first compares
national laws with international labour
standards and scores the national
regulations (happy or sad face). If national
regulations in a country are not consistent
with ILO conventions, it receives a sad face,
and its score decreases (and vice versa). It
then allows workers to compare their on-
ground situation with national regulations.
Finally, workers can compare their personal
score with the national score and see
whether their working conditions are
consistent with national and international
labour standards. The Check is based on de
jure labour provisions, as found in the
labour legislation.

A Decent Work Check is beneficial both for
employees and employers. It gives them
knowledge, which is the first step towards
any improvement. It informs employees of
their workplace rights while enlightening
employers about their obligations. Decent
Work Check is also helpful for researchers,
labour rights organisations conducting
surveys on the situation of rights at work
and the general public wanting to know
more about the world of work. For example,
Wagelndicator teams worldwide have
found out that workers, small employers
and even labour inspectors are not,
sometimes, fully aware of the labour law.
When you are informed - being a worker,
self-employed, employee, employer,
policymaker, or labour inspector - thereis a
greater possibility that you ask for your
rights (as a worker), you comply with rules
(as an employer), and you strive to enforce
these (as a labour inspector).

The work is relevant to the challenges
posed to the future of work, especially the
effective enforcement of legislation in
financially constrained states, a rise in
precarious employment and analysis of the
impact of regulatory regimes.

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in
Ivory Coast in French, please refer to: https://votresalaire.org/cotedivoire

. o ° Wagelndicator.org

Decent Work Che2825 | 1


https://votresalaire.org/cotedivoire/

MAJOR LEGISLATION ON
EMPLOYMENT AND LABOL

The Ivorian Constitution (Law N°2016-
886 of 8 November 2016 amended by
Constitutional Law N° 2020-348 of 19
March 2020)

Law No. 2015-532 of 20 July 2015 on
the Labour Code

Interprofessional collective
agreement of Cote d'lvoire of 19 July
1977

Decree No. 98-41 of 28 January 1998
on collective labour agreements
Decree No. 2007-608 of 8 November
2007 establishing the National Labour
Council

Decree No. 2014-290 of 21 May 2014 on
the modalities of application of Law
No. 2010-272 of 30 September 2010
prohibiting trafficking and the worst
forms of child labour

General Order No. 5254
[.G.T.L.S./A.O.F of 19 July 1954 on the
work of women and pregnant women
Order No. 2017-016 MEPS-CAB of 2
June 2017 determining the list of light
work authorised for children between
the ages of thirteen (13) and sixteen
(16)

Order No. 2017-017 MEPS-CAB of 2
June 2017 determining the list of
dangerous work prohibited to
children

Order No. 2250 of 14 March 2005
determining the list of dangerous
work for children under the age of 18

Decree No. 65-210 of 17 June 1965
laying down the procedures for the
fulfilment of the employer's
obligation to provide a medical or
health service for his workers

Decree No. 2011-371 of 04 November
2011 amending and supplementing
Article 2 of Decree No. 96-205 of 7
March 1996 determining the list and
regime of public holidays

Decree No. 96-205 of 7 March 1996
determining the list and regime of
public holidays

Decree No. 2013-791 of 20 November
2013 on the revaluation of the
Guaranteed Interprofessional
Minimum Wage

Law No. 99-477 amending the Social
Security Code

Law No. 92-571 of 11 September 1992
on the modalities of strikes in the
public services

Law No. 2010-272 of 30 September
2010 on the prohibition of trafficking
and the worst forms of child labour
Decree No. 96-200 of 7 March 1996, on
the duration of the notice period for
the termination of the employment
contract

Decree No. 96-287 of 3 April 1996 on
the employment contract

Decree No. 96-195 of 7 March 1996 on
trial employment and the duration of
the trial period

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in

Ivory Coast in French, please refer to: https://votresalaire.org/cotedivoire,
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Decree No. 96-203 of 7 March 1996 on
working hours

Decree No. 96-204 of 7 March 1996 on
night work

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in
Ivory Coast in French, please refer to: https://votresalaire.org/cotedivoire
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01/13NVORK & WAGES

ILO Conventions

Convention No. 26 (1928) on Methods of Determining Minimum Wages, ratified on 20/09/1960;
Minimum wage: Convention 131 (1970)
Regular pay & wage protection: Conventions 95 (1949) and 117(1962)

The Ivory Coast has ratified the Conventions 26 & 95 only.
Summary of Provisions under ILO Conventions

The minimum wage must cover the living expenses of the employee and his/her family
members. Moreover, it must relate reasonably to the general level of wages earned and the
living standard of other social groups. Wages must be paid regularly on a daily, weekly,
fortnightly or monthly basis.

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in
Ivory Coast in French, please refer to: https://votresalaire.org/cotedivoire
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1 Labour Code of the Republic of the
Ivory Coast, 2015

1 Decree No. 2013-791 of 20 November
2013 on the revaluation of the
Guaranteed Interprofessional
Minimum Wage

The minimum wage in Ivorian law is
governed by the Labour Code and the
Constitution. Indeed, the right to decent
working conditions and fair remuneration is
guaranteed to every Ivorian worker.

Under the Labour Code, there are two
minimum wages in Cote d'lvoire: the SMIG
(Salaire  Minimum Interprofessionnel
Garanti), which was revised in November
2013 and is set at 60,000 CFA francs per
month, and the SMAG (Salaire Minimum
Agricole Garanti), which is set at 36,000 CFA
francs per month and has not been revised
since 1994.

The amounts of the minimum wages (SMIG
and SMAG) are determined by decree after
the opinion of the Consultative Labour
Commission. Thus, every three years, the
social partners negotiate the amounts of
the SMIG and SMAG within the Consultative
Labour Commission.

In the absence of collective agreements,
regulations determine:

(i) the professional categories and the
corresponding minimum wages;

(i) the minimum rates of increase for
overtime worked during the day and
night on working days, Sundays and
public holidays; and

(iii) possibly, seniority and attendance
bonuses.

Remuneration for piecework must be
calculated in such a way that it provides
workers of average ability and normal work
with a wage at least equal to that of a
worker paid by the hour and doing similar
work.

The law does not contain provisions for
monitoring the compliance of the minimum
wage, but it does provide that labour
inspectors observe breaches of the
provisions of the labour legislation and
have the power to impose sanctions (fines)
and may refer cases to the labour court.

The Labour and Social Legislation
Inspectorate is the body responsible for
ensuring the application and monitoring of
compliance with legislative and regulatory
provisions relating to general working and
employment conditions.

Sources: Articles 31.5, 31.8,91.3 and 91.6 of
the 2015 Labour Code; Article 1 of Decree
No. 2013-791 of 20 November 2013 on the
Revalorisation of the  Guaranteed
Interprofessional Minimum Wage in the
Republic of lvory Coast.

In accordance with the provisions of the
Ivorian Labour Code, wages are defined as
the minimum wage and its accessories as
well as all other benefits, paid directly or
indirectly in cash by the employer to the
worker in return for the latter's
employment.

Thus, the payment of wages must be made
in legal tender, and except in cases of force
majeure, at the workplace or at the
employer's office when it is close to the
workplace. Nor may payment be made
under any circumstances, either on the

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in
Ivory Coast in French, please refer to: https://votresalaire.org/cotedivoire
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worker's day of rest or in a drinking
establishment or sales shop, except for
workers who are normally employed there.
Likewise, the law formally prohibits the
payment of alcohol, alcoholic beverages or
drugs. Furthermore, no worker is obliged to
accept payment in whole or in part in kind.
Furthermore, with the exception of
professions listed by decree, the employer
is obliged to pay wages at regular intervals
not exceeding fifteen days for workers hired
on a daily or weekly basis, and one month
for workers hired on a fortnightly or
monthly basis.

In the case of monthly payments, payment
must be made no later than eight days after
the end of the month of work which gives
rise to the right to wages. However, for any
piecework or output work that is to be
performed for more than a fortnight, the
worker shall receive, each fortnight,
advance payments corresponding to at
least 90% of the minimum wage and shall
be paid in full within the fortnight following
delivery of the work.

For equal working conditions or for work of
equal value, the employer is obliged to
ensure equal pay for all employees,
regardless of their sex, age, social origin,
race, national origin, political and religious
opinions, or membership or non-
membership of a trade union.

Apart from compulsory deductions and
deposits which may be provided for by
collective agreements, the employer may
only deduct from wages or salaries for the
repayment of money advanced to the
worker by voluntary assignment of the
remuneration. The voluntary assignment of
wages and salaries shall be made by the
worker before the president of the court of
his place of residence or, failing that, the

Inspector of Labour and Social Laws.

In general, the deduction from wages may
not, for each pay, exceed the seizable
portion, the rates of which are fixed by
decree.

In the event that a permanent worker, who
is not a native of the place of employment
and does not have habitual residence there,
cannot, by his own means, obtain sufficient
accommodation for himself and his family,
the employer is obliged to provide it under
the conditions set by decree. The law also
obliges the employer to provide or assist in
the provision of foodstuffs, when the same
worker cannot, by his own means, obtain
regular supplies for himself and his family.

Source: Art. 31.1,32.1,31.2, 31.4, 31.7, 31.8,
32.7,34.1 & 34.2 Labour Code, 2015

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in
Ivory Coast in French, please refer to: https://votresalaire.org/cotedivoire
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02/13COMPENSATION

ILO Conventions

Compensation overtime: Convention 01 (1919)
Night work: Convention 171 (1990)

The Ivory Coast has ratified the Convention 171 only.

Summary of Provisions under ILO Conventions

Working overtime is to be avoided. Whenever it is unavoidable, extra compensation is at stake
-minimally the basic hourly wage plus all additional benefits you are entitled to. In accordance
with ILO Convention 1, overtime pay rate should not be less than one and a quarter time (125%)
the regular rate.

Night work means all work which is performed during a period of not less than seven (07)
consecutive hours, including the interval from midnight to 5 a.m. A night worker is a worker
whose work requires performance of a substantial number of hours of night work which
exceeds a specified limit (at least 3 hours). Convention 171 requires that night workers be
compensated with reduced working time or higher pay or similar benefits. Similar provisions
fare found in the Night Work Recommendation No. 178 of 1990.

If a worker has to work on a national/religious holiday or a weekly rest day, he/she should be
entitled to compensation. Not necessarily in the same week, provided that the right to a paid
compensation is not.

If a worker has to work during the weekend, he/she should thereby acquire the right to a rest
period of 24 uninterrupted hours instead. Not necessarily in the weekend, but at least in the
course of the following week. Similarly, if a worker has to work on a public holiday, he/she must
be given a compensatory holiday. A higher rate of pay for working on a public holiday or a
weekly rest day does not take away the right to a holiday/ rest.

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in
Ivory Coast in French, please refer to: https://votresalaire.org/cotedivoire
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1 Labour Code of the Republic of Ivory
Coast, 2015

9 Decree No. 96-203 of 7 March 1996 on
working hours

I Decree No. 96-204 of 7 March 1996 on
night work

9 Decree No. 96-205 of 7 March 1996 on
public holidays and non-working
days

The legal working week is forty hours for all
establishments subject to the Labour Code,
with the exception of agricultural
establishments. However, without
derogating from the rules on equivalence,
recovery of collectively lost hours,
overtime, permanent or temporary
derogations, the weekly working time may
not exceed:

- forty hours per week for non-agricultural
enterprises;

- forty-eight hours per week for farms,
establishments, agricultural enterprises
and similar businesses, up to a
maximum of two thousand four
hundred hours per year.

The law prohibits any child from working
more than forty hours per week.

In application of the weekly working time,
the employer shall determine the daily
working time applicable in the farm,
establishment or enterprise, by choosing
one of the following methods of
distribution
1. limitation of actual work to eight
hours per day, for five working days of
the week
2. limitation of actual work to six hours
and forty minutes per working day of

the week

3. unequal distribution of the 40 hours
per week among the working days,
with a maximum of eight hours per
day.

In certain situations, due to the
discontinuous or intermittent nature of the
activity of all or part of the company's staff,
involving in particular off-peak periods, a
longer weekly working time than that
normally laid down is allowed as an
equivalent for the staff concerned. Thus,
the longer weekly working hours that may
be accepted as equivalent are defined as
follows

a) between 40 hours and 44 hours
maximum for  non-agricultural
enterprises;

b) between 48 hours and 52 hours
maximum for farms, establishments,
agricultural enterprises and the like

c) 56 hours for domestic staff and
caretakers.

Nevertheless, for agricultural
establishments, any hour worked beyond
the equivalent time and as the case may be,
will be considered as overtime and paid as
such.

In addition, the daily working time may be
extended beyond the normal working time
applicable to the enterprise, establishment
or holding, in the event of an extraordinary
increase in work in order to maintain or
increase production.

The hours worked in this case shall be
considered as overtime and shall give rise
to the wage increases provided for by the
collective agreements or establishment
agreements.

Failing this, the wage increases applicable
to overtime are set by order of the Minister

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in
Ivory Coast in French, please refer to: https://votresalaire.org/cotedivoire
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of Labour. In general, these increases may
not be less than the following rates

1 15% increase for hours worked from
the 41st to the 46th hour;

1 50% increase for hours worked
beyond the 46th hour;

1 75% increase for hours worked at
night;

1 75% increase for hours worked during
the day, on Sundays and public
holidays;

1 100% increase for hours worked at
night, on Sundays and public
holidays.

Sources: Article 21.2 of the Labour Code,
2015; Article 10 of Order No 2017-017
MEPS/CAB of 02 June 2017 determining the
list of dangerous work prohibited to
children; Articles 1, 2, 3, 24 of Decree No. 96-
203 of 7 March 1996 on working hours

The hours during which work is considered
to be night work are set by decree. Thus,
any work performed during the period of
eight consecutive hours between 9 p.m.
and 5 a.m. is considered night work.

Nevertheless, for this type of work, the law
provides that children under fourteen
years of age who are admitted to an
apprenticeship or pre-vocational training
course may not, under any circumstances,
be engaged in any work whatsoever during
the period of delimitation of night work
and, in general, during the interval of
fifteen consecutive hours from 5 p.m. to 8
a.m. Similarly, young people over fourteen
and under eighteen years of age may not
be engaged in work for a minimum period
of twelve consecutive hours in the interval
from 6 p.m. to 6 a.m.

However, if it proves necessary, beneficial
and without danger to the health of young
workers, the Labour and Social Affairs
Inspector may grant exemptions to allow
the latter to be employed, up to a
maximum of one hour, before the
beginning or end of the prescribed
interval. The ban on night work also
extends to pregnant women. Young
workers under the age of 18 shall be
granted a daily compensatory rest of at
least 12 consecutive hours.

A worker engaged in night work during the
specified period shall be entitled to a
basket premium when he has completed
six consecutive hours of work. The amount
of this premium is equal to three times the
minimum hourly wage resulting from the
Guaranteed Interprofessional Minimum
Wage (SMIG) or equal to three times the
minimum hourly wage of the agricultural
or forestry sector to which the enterprise
employing the worker concerned belongs.

In general, the duration of night work may
not exceed eight consecutive hours of
actual work, interspersed with one or two
fifteen-minute breaks.

The continuation of service beyond this
period will be considered as overtime and
paid as such.

Sources: Articles 22.1, 22.2 & 22.3 of the
Labour Code, 2015; Articles 1, 3, 4, 5, 9 of
Decree No. 96-204 of 7 March 1996 on night
work

No applicable provisions could be located
within the law which required for a
compensatory holiday in case of work on a
rest day or a public holiday.

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in
Ivory Coast in French, please refer to: https://votresalaire.org/cotedivoire
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Hours worked on a weekly rest day in order
to maintain or increase production are
considered as overtime and give rise to the
wage increases provided for by collective
agreements or establishment agreements
and, failing that, by order of the Minister of
Labour. Thus, under the Decree No. 203 of
7 March 1996, a wage increase of 75% is
provided for hours worked during the day,
on Sundays and public holidays, and 100%
for hours worked at night, on Sundays and
public holidays.

Sources: Article 24 of Decree No. 96-203 of
7 March 1996 on working hours

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in

Ivory Coast in French, please refer to: https://votresalaire.org/cotedivoire,
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03/13ANNUAL LEAVE &
HOLIDAYS

ILO Conventions

Convention 132 (1970) on Holidays with Pay Convention
Conventions 14 (1921), 47 (1935) and 106 (1957) for weekly rest days.
In addition, for several industries, different Conventions apply.

The Ivory Coast has ratified Convention N° 014 only.
Summary of Provisions under ILO Conventions

An employee is entitled to at least 21 consecutive days of paid annual leave. National and
religious holidays are not included. Collective agreements must provide at least one day of
annual leave on full remuneration for every 17 days on which the employee worked or was
entitled to be paid.

A worker should be entitled to paid leave during national and officially recognized public
holidays.

Workers should enjoy a rest period of at least twenty-four consecutive hours in every 7-day
period, i.e., a week.

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in
Ivory Coast in French, please refer to: https://votresalaire.org/cotedivoire
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Labour Code of Ivory Coast, 2015

Decree no. 98-39 of 28 January 1998

on the system of paid leave under

the Labour Code

1 Decree no. 96-205 of 7 March 1996
determining the list and regime of
public holidays

1 Interprofessional

Agreement, 1977

= =4

Collective

The worker acquires the right to paid leave,
at the employer's expense, at the rate of 2.2
working days per month of actual service,
unless there is a more favourable provision
in the collective agreements or the
individual contract. For young workers
under the age of eighteen and apprentices,
the duration of leave is set at two and two-
tenths working days per month of work.
The annual duration of the leave is
increased in consideration of the seniority
in the company. Thus, it increases by one
additional working day after five years of
service in the company, by two additional
working days after 10 years of continuous
service in the same company, by three
additional working days after 15 years of
continuous service in the same company,
by five additional working days after 20
years of continuous service in the same
company, by seven additional working days
after 25 years of continuous service in the
same company, and by eight additional
working days after 30 years of continuous
service in the same company For the
calculation of the duration of the acquired
leave, absences due to accidents at work or
occupational diseases, rest periods for
women in childbirth and, within a limit of
six months, absences due to illnesses duly

certified by an approved doctor and
exceptional leave shall not be deducted.

Entitlement to leave is acquired after a
period of actual service equal to one year.
However, individual employment contracts
may provide for more favourable
arrangements for determining the duration
of leave.

The reference period during which the
worker must take his leave is within twelve
months of his recruitment or return from
the previous leave.

The date of each worker's leave shall be set
by agreement between the employer and
the worker, taking into account the needs of
the establishment and the wishes of the
worker. Once this date has been set, it may
not be brought forward or delayed by more
than three months, except with the
exceptional and individual authorisation of
the labour inspector. In addition, the leave
may only be split up with the employee's
agreement and on condition that the
employee has at least fourteen consecutive
days of rest, including any weekly rest days
or public holidays.

Annual leave shall be paid in full. During the
entire period of leave, the employer must
pay the employee an allowance calculated
on the basis of the wages and various
elements of remuneration from which the
employee benefited during the 12 months
preceding the date of departure on leave.

Thus, for the calculation of this allowance,
the following procedure should be followed
a) Determination of the average monthly
salary for the last 12 months;
b) Division of the monthly average by 30
to obtain the average daily wage;
c) Multiplying the average daily wage by
the number of calendar days of leave

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in
Ivory Coast in French, please refer to: https://votresalaire.org/cotedivoire
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the worker is entitled to.

In the event of termination or expiration of
the contract before the worker has acquired
the right to the leave, he/she will receive
compensation in lieu of leave calculated on
the basis of the acquired rights. In addition,
workers hired on an hourly or daily basis for
temporary work shall receive, at the latest
at the end of the last day of work,
compensation for paid leave, together with
the salary earned, equal to one-twelfth of
the remuneration earned during this
period. Similarly, workers in temporary
employment agencies also receive, at the
end of each assignment, a compensatory
holiday allowance equal to one twelfth of
the total remuneration received during the
assignment.

Source: Articles 25.1-25.10 of the Labour
Code, 2015; Article 5 of Decree No. 98-39 of
28 January 1998 on the system of paid leave
under the Labour Code; Art. 69, last
paragraph, 70, 1lst paragraph, 71, 4th
paragraph  of the Interprofessional
Collective Agreement, 1977

Legislation concerning public holidays in
Cote d'lvoire is provided for by Decree No.
2011-371 amending and supplementing
Decree No. 96-205 which determines the list
and regime of public holidays.
Nevertheless, in accordance with the
provisions of the Labour Code, two public
holidays, including National Day and May
1st, Labour Day, are the only ones declared
as public holidays, non-working and paid.
In addition, the new Decree provides for 16
public holidays and days off including,
unless otherwise agreed, civil or religious
holidays, the list of which is as follows 1
January, Easter Monday, Ascension Day,

Whit Monday, the end of Ramadan (Aid-El-
Fitr), Tabaski (Aid-El-Kébir), 15 August,
Assumption Day, 1 November, All Saints'
Day, 15 November, National Day of Peace,
25 December, Christmas Day, the day after
the Night of Destiny (Lailatou-Kadr) the day
after the Anniversary of the Birth of the
Prophet Mohammed (Maouloud), the day
after National Day and Labour Day
whenever the said holidays fall on a
Sunday, the day after the End of Ramadan,
whenever the said holiday falls on a
Sunday, the day after Christmas Day,
whenever the said holiday falls on a
Sunday, the day after Tabaski, whenever
the said holiday falls on a Sunday.

In accordance with the interprofessional
collective agreement, in addition to the
public holidays, non-working days and paid
holidays mentioned in the Decree, there are
two legal holidays which are non-working
days, namely Easter Monday and Whit
Monday.

In addition, the days following the holidays
of 7 December and 1 May are also public
holidays if they fall on a Sunday.

In addition, whenever the bank holidays (7
December) falls on a Tuesday or Friday, the
day before or the day after, as the case may
be, is also considered a public holiday.

With regard to workers' remuneration for
public holidays, the legislation in force
stipulates that unemployment on public
holidays with pay cannot be a reason for
reducing monthly or weekly wages and
salaries. Similarly, employees paid by the
hour, day or output are entitled to
compensation equal to the wages they have
lost as a result of such unemployment.

In the case of establishments or services
which, because of the nature of their

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in
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activity, cannot interrupt work, employees
working on non-working and paid public
holidays are entitled, in addition to the
salary corresponding to the work carried
out on that day, to an indemnity equal to
the amount of the said salary.

Sources: Article 24.2 of the Labour Code,
2015; Article 1 of Decree no. 2011-371 of 4
November 2011 amending and
supplementing Article 2 of Decree no. 96-
205 of 7 March 1996 determining the list and
regime of public holidays; Article 3 of
Decree no. 96-205 of 7 March 1996
determining the list and regime of public
holidays; Art. 65 of the Interprofessional
Collective Agreement, 1977.

The weekly rest period is compulsory for all
workers. It shall be at least twenty-four
consecutive hours and shall in principle be
taken on Sundays, except for undertakings
organising shift work by day and night,
including Sundays and public holidays if
any, which provide a production or service
requiring uninterrupted operation.
Similarly, in establishments where the work
schedule normally includes a day or half-
day of rest, staff may be employed on that
day or half-day of rest when another day
has been taken off due to a legal, regulatory
or contractual holiday.

Sources: Article 24.1 of the Labour Code,
2015; Art. 10&22 of Decree No. 96-203 of 7
March 1996 on working hours

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in
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04/13EMPLOYMENT
SECURITY

ILO Conventions

Convention 158 (1982) on employment termination

Ivory Coast has not ratified the Convention 158.

Summary of Provisions under ILO Convention

The questions under this section measure the security or even flexibility or precariousness of
an employment relationship. Although these are not clearly mentioned in a single convention
(severance pay and notice requirement are provided in the Termination of Employment
Convention No. 158) however, the best practices in the field require that employees be
provided with a written contract of employment; workers on fixed term contracts should not
be hired for tasks of permanent nature; a reasonable probation period (ideally lower than or
equal to 6 months) may be followed to assess the suitability of an employee; a period of notice
must be specified in an employment contract before severing the employment relationship;
and workers be paid severance allowance on termination of employment relationship.

A contract of employment may be oral or written however workers should be provided with a
written statement of employment at the start of their employment.

Fixed Term Contract workers must not be hired for permanent tasks as it leads to precarious
employment.

A reasonable probation period must be allowed to let a worker learn new skills. A newly hired
employee may be fired during probation period without any negative consequences.

A reasonable notice period, depending on the length of service of an employee, may be
required before an employer may sever the employment relationship.

Employers may be required to pay a severance allowance on termination of employment (due
to redundancy or any other reason except for lack of capacity or misconduct).

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in
Ivory Coast in French, please refer to: https://votresalaire.org/cotedivoire
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Labour Code, 2015

Interprofessional

Agreement, 1977

1 Decree No. 96-287 of 3 April 1996 on
the employment contract

 Decree No. 96-201 of 7 March 1996 on
redundancy pay

1 Decree No. 96-195 of 7 March 1996 on
the trialemployment and the duration
of the trial period

1 Decree No. 96-200 of 7 March 1996 on

the duration of the notice period for

the termination of an employment

contract

= =

Collective

The employment contract is governed by
the Labour Code and Decree No. 96-287 on
the employment contract. It is an
agreement of wills by which a natural
person undertakes to place his or her
professional activity under the direction
and authority of another person or legal
entity, in return for payment.

The provisions relating to the trial period,
apprenticeship contracts, part-time
employment contracts, temporary
employment contracts, fixed-term and
open-ended contracts are laid down by
decrees.

The employment contract must contain the
following information the date and place of
establishment of the contract; the
surname, first names, profession and
domicile of the employer; the surname, first
names, sex, date and place of birth,
parentage, domicile and nationality of the
worker, his trade or profession; the nature
and duration of the contract; the worker's
classification in the professional hierarchy,

his salary and the accessories to the salary;
the job(s) that the worker will be called
upon to do in the company or its
establishments in Cote d'lvoire; the
reference to the regulatory texts or
collective agreements that govern all
relations between employer and worker;
possibly, the specific clauses agreed upon
by the parties.

As regards the details of employment
contained in the letter of recruitment, the
latter must include the first six items of
information provided for the employment
contract. However, the letter of
employment may replace the employment
contract. In addition, the employment
contract or letter of employment is drafted
in the French language and must be signed
by both the employer and the worker.

The interprofessional collective
agreement, for its part, stipulates that
employment must always be recorded in a
letter of employment or any other
document in lieu thereof, indicating the
identity of the worker, the date of
employment, the professional
classification and the agreed salary, which
must in no way be lower than the
conventional minimum wage for the
classification, and possibly the conditions
and duration of a trial period.

Source: Article 14.1 of the Labour Code,
2015; Art. 2, 3 & 4 of Decree no. 96-287 of 3
April 1996 on the employment contract; Art.
13, para. 3 of the interprofessional
collective agreement, 1977

The legal provisions on fixed-term
contracts are enshrined in the Labour Code,
which stipulates that such a contract has a

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in
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term fixed by the parties at the time of its
conclusion. Therefore, it must indicate
either the date of its completion or the
precise duration for which it is concluded.
The law thus defines a fixed-term
employment contract as a contract which
ends at the end of the term fixed by the
parties at the time of its conclusion. In
addition, it must bein writing or recorded in
a letter of employment.

Fixed-term employment contracts are
concluded for a period of two years. They
may be renewed without limitation
provided that they do not exceed the
maximum duration of two years.

Similarly, a fixed-term contract with an
imprecise term cannot be used to fill a job
related to the normal and permanent
activity of the company. It must be
concluded for the performance of a specific
and temporary task.

Source: Articles 15.1-15.4 of the Labour
Code, 2015

The Labour Code and, more specifically,
Decree No. 96-195 of 7 March 1996 contain
provisions on the trial period. Indeed, the
employment contract may be preceded by
a trial hiring of the worker or include a
clause determining a trial period prior to
the final hiring. During the trial period, the
parties have the mutual right to terminate
the contract without compensation or
notice. The maximum duration of this
period varies according to the professional
category to which the worker belongs.
Thus, the employment contract including a
trial period must be concluded in writing or
recorded in a letter of employment
mentioning the duration of the trial period.

However, collective agreements may
provide that employment contracts must
include a trial period.

The trial period is eight days for workers
paid by the hour or day, one month for
workers paid by the month, two months for
supervisors, technicians and the like, and
three months for engineers, managers,
senior technicians and the like.

In addition, these periods may be
renewable once, especially for workers who
are new to the company or who have never
worked. Furthermore, the duration of the
trial period for part-time and temporary
workers may be set by agreement between
the parties at a shorter duration than that
provided for the above-mentioned
professional categories.

The law also requires that the renewal of
the trial period must be notified to the
worker in writing and, except for more
favourable provisions provided for by
collective  agreement, establishment
agreement or by the employment contract,
the worker must be informed within the
time limits set at 2 days before the end of
the trial period when it is 8 days, 8 days
before the end of the trial period when it is
one month; 15 days before the end of the
trial period when it is two or three months.

In the event that the worker is retained in
service at the end of the trial period or its
renewal, the contract shall be definitively
converted into a contract of employment of
indefinite duration.

The probationary contract may be
terminated without compensation or
notice by either party, knowing that they
are both entitled to terminate it.

Source: Articles 14.5 of the Labour Code,

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in
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2015; Art. 2, 3, 4,5 & 7 of Decree No. 96-195
of 7 March 1996 on the trial employment
and the duration of the trial period; Article
14, paragraph 1 of the interprofessional
collective agreement, 1977.

The legal provisions concerning the
requirement of notice prior to the
termination of the employment contract
can be found in the Labour Code and the
Decree on notice of termination of the
employment contract. According to the
Labour Code, the termination of the
employment contract is subject to a notice
period given by the party initiating the
termination. Article 18.4 requires the party
initiating the termination of the contract to
notify the other party in writing of its
decision. Furthermore, it is up to the party
initiating the termination of the contract to
prove that such notice was given in writing
and the period of notice runs from the date
of notification.

Employment contracts are terminated
either by the employee's will, or by
dismissal for a legitimate reason, or on the
expiry of the contract (for fixed-term
contracts).

It is also terminated when the employee
fulfils the conditions for retirement.

In the case of gross misconduct, the
contract is terminated without notice.
Dismissal without a legitimate reason is
considered unfair.

In the event of termination of the
employment contract, except in the case of
gross misconduct or more favorable
provisions in a collective agreement or
employment contract providing for a

longer period, the duration of the
reciprocal notice period shall be set as
follows

1. for workers paid by the hour, by the
day, by the week or by the fortnight
and classified in the first five
categories, itis 8 days, up to 6 months
of seniority in the company; 15 days,
from 6 months to 1 year of seniority in
the company; 1 month, from 1 year to
6 years of seniority in the company; 2
months, from 6 years to 11 years of
seniority in the company; 3 months,
from 11 years to 16 years of seniority
in the company 4 months, beyond 16
years of seniority in the company;

2. for workers paid by the month and
classified in the first five categories, it
is 1 month, up to 6 years of seniority in
the company; 2 months, from 6 to 11
years of seniority in the company; 3
months, from 11 to 16 years of
seniority in the company; 4 months,
beyond 16 years of seniority in the
company;

3. for workers classified in the 6th
category and above, it is fixed at 3
months, up to 16 years of seniority in
the company; 4 months, beyond 16
years of seniority in the company;

4. for workers of all categories suffering
from a partial permanent disability
estimated at more than 40%, normal
period of notice up to 6 months of
seniority in the company;

For a length of service of more than 6
monthsin the company,itis setattwice the
normal notice period.

Thus, during the notice period, the
employer and the worker are bound to
respect all the reciprocal obligations
incumbent on them.

Any termination of a fixed-term contract

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in
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without notice or without the notice period
having been observed in full shall entail an
obligation for the party responsible to pay
the other party compensation for notice.
The amount of this compensation
corresponds to the remuneration and
benefits of any kind which the worker
would have received during the period of
notice which was not effectively observed.

Source: Articles 18.3, 18.4, 18.6, 18.7 &
18.15 of the Labour Code, 2015; Art. 33 of
the Interprofessional Collective
Agreement, 1977; Art. 1 of Decree No. 96-
200 of 7 March 1996 on the notice period for
the termination of the employment
contract

The dismissal indemnity is governed by the
Labour Code and Decree No. 96-201 of 7
March 1996. In accordance with the Labour
Code, when the termination of the
employment contract is not attributable to
the worker, including force majeure, a
redundancy payment separate from the
notice period is payable to the worker or his
or her heirs, if he or she has completed a
period of effective service equal to one year
and has not committed a serious fault.

In addition, when the planned period of
absence of the sick worker expires and the
worker whose employment contract has
been suspendedis unabletoreturntohisor
her original work, the employer may
terminate the contract in writing.

On this occasion, the employer shall send
the worker the amount of compensation for
notice, leave and dismissal to which the
worker may be entitled as a result of the
termination, together with a certificate of
employment.

Workers are also eligible for redundancy
pay when they reach the length of service
required for it to be awarded following
several recruitments in the same company
if their previous departures were caused by
areduction in the workforce or a job cut.

The severance pay shall be represented, for
each year of presence in the company, by a
specific percentage of the total monthly
salary for the twelve months of activity, and
shall be set according to the worker's
seniority at
(i) 30% for the first 5 years
(ii) 35% for the period from the 6th to the
10th year inclusive
(iii) 40% for the period beyond the 10th
year.

Source: Articles 18.5, 18.16 of the Labour
Code, 2015; Articles 1, 2&3 of Decree No. 96-
201 of 7 March 1996 on dismissal indemnity;
Art. 37, paragraph 2; 39 of the
Interprofessional Collective Agreement,
1977
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05/13FAMILY
RESPONSIBILITIES

ILO Conventions

Convention 156: Workers with Family Responsibilities Convention (1981) Recommendation
165: Workers with Family Responsibilities (1981)

Ivory Coast has not ratified the Convention 156 and 165.

Summary of Provisions under ILO Convention

Paternity leave is for the new fathers around the time of childbirth and is usually of shorter
duration.

Recommendation (No. 165) provides for parental leave as an option available to either parent
to take long leave of absence (paid or unpaid) without resigning from work. Parental leave is
usually taken once the maternity and paternity leave have been exhausted. For working
parents, laws may define the portion of parental leave that has to be compulsorily taken by
fathers or mothers.

Flexible Work Option for Parents / Work-Life Balance Recommendation 165 asks the employers
to look into the measures for improving general working conditions through flexible work
arrangements.

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in
Ivory Coast in French, please refer to: https://votresalaire.org/cotedivoire
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Regulations on family responsileti

1 LabourAct, 2015

Paternity Leave

The Labour Act provides for 02 working
days of paid paternity leave in the event of
the birth of a child. Paternity leave is paid by
the employer.

Source: Article 25.12 of Labour Code, 2015

Parental Leave

No applicable provisions could be located
within the law.

Flexible Work Option for Parents / Work
Life Balance

No provisions as such could be located
within the law.
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06/13MATERNITY & WORK

ILO Conventions

An earlier Convention (103 from 1952) prescribed at least 12 weeks maternity leave, 6 weeks
before and 6 weeks after birth. However, a later convention (No. 183 from year 2000) requires
that maternity leave be at least 14 weeks of which a period of six weeks compulsory leave
should be after childbirth.

Ivory Coast has not ratified the above-mentioned Conventions.
Summary of Provisions under ILO Convention

During pregnancy and maternity leave, a worker should be entitled to medical and midwife
care without any additional cost.

During pregnancy and while breastfeeding, a worker should be exempt from work that might
bring harm to you or your baby.

The total maternity leave should last at least 14 weeks.

During maternity leave, a worker’s income should amount to at least two thirds of your
preceding salary.

During pregnancy and maternity leave, a worker should be protected from dismissal or any
other discriminatory treatment.

Workers have the right to return to same or equivalent position after availing maternity leave.

After childbirth and on re-joining work, a worker must be allowed paid nursing breaks for
breast-feeding the child.

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in
Ivory Coast in French, please refer to: https://votresalaire.org/cotedivoire
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Labour Act, 2015

Decree No. 2017-486 of 26 July 2017

on the revaluation of the amount of

family allowances paid by the

National Social Security Fund

1 Lawn®99-477 of 2 August 1999 on the
Social Security Code

1 Act No 2005-557 of 2 December 2005
supplementing and amending
Chapter 2 of Title V of Act No 99-477
of 2 August 1999 amending the Social
Security Code

Y Decree no.2018-272 of 7 March 2018
on work prohibited for women and
pregnant women

1 General Order No. 5254
[.G.T.L.S./A.O.F of 19 July 1954 on the
work of women and pregnant women

9 Decree No.2014-362 of 12 June 2014

implementing Law No. 2013-701 of 10

October 2013 on nuclear safety and

security and protection against the

dangers of ionising radiation.

= =

The Labour Code provides that women are
entitled, within the limits of public health
facilities, to reimbursement of medical care
related to pregnancy and childbirth and to
antenatal allowances. Thus,
reimbursement covers hospitalization
costs, pharmaceutical costs and medical
care related to pregnancy from the third
month of pregnancy, according to a tariff
established by the managing body. Medical
care is provided in the medical and social
centre of the National Social Security Fund.
Childbirth and caesarean sections are
covered under the current free-of-charge

policy.

To be eligible for medical benefits, the
insured person must have at least three
consecutive months of employment
subject to insurance.

Sources: Art. 23.11 of the Labour Act, 2015;
ISSA|Cbte d'Ivoire Country Profile, 2017

The Labour Act stipulates that the nature of
the work forbidden to women, pregnant
women and children is determined under
conditions set by decree. Thus, it is
forbidden to employ pregnant women in
work that exceeds their strength, presents
causes of danger or which, by its nature and
the conditions in which it is carried out, is
likely to injure their morals. In addition,
women may not work at night in factories,
manufactures, mines and quarries,
construction sites (especially roads and
buildings) and workshops, or in any of their
dependencies. Similarly, pregnant women
are not allowed to perform night work
unless medical advice is given to the
contrary, but exemptions may be granted
under conditions laid down by decree, due
to the particular nature of the professional
activity. In addition, the law states that
pregnant or breastfeeding women, as well
as students and apprentices, must not
work in an environment where they are
exposed to ionising radiation. Furthermore,
if medically determined to be in a state of
health, a pregnant woman is entitled to a
temporary transfer to another suitable job
or position, without any reduction in pay.
The woman may not be keptin a job that is
recognised as being beyond her strength
and must be assigned to a suitable job.
Finally, the law prohibits the employment
of women in transport on pedal-powered
tricycles and in transport on hand trucks or
cabriolets.

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in
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Source: Art.22.2,23.1 &23.13 of the Labour
Act, 2015; Art. 2& 5 of Decree no. 2018-272
of 7 March 2018 on work prohibited to
women and pregnant women; Art. 1 & 3,
paragraph 1 and 11 of General Order no.
5254 I.G.T.L.S./A.O. F of 19 July 1954
relating to the work of women and
pregnant women; Art. 28&29 of Decree No.
2014-362 of 12 June 2014 implementing
Law No. 2013-701 of 10 October 2013 on
nuclear safety and security and protection
against the dangers of ionising radiation.

According to the Labour Act, a woman in a
medically certified state of pregnancy has
the right to terminate the employment
contract without notice and without having
to pay compensation for termination. In
addition, the female employee is entitled to
14 consecutive weeks of paid maternity
leave, six weeks before the expected date of
delivery and eight weeks after the date of
delivery. Thus, the eight-week post-natal
period is increased by two weeks in the
case of a multiple birth. The three-week
extension also appliesin the event of a duly
certified illness resulting from the
pregnancy or childbirth. The leave is
extended for a period equivalent to the
duration of the child's hospitalisation, but
may not exceed twelve months.

Source: Articles 23.5, 23.6 of the Labour
Act, 2015

During the period of suspension of the
employment contract for maternity leave,
the female employee is entitled to a
maternity allowance and a daily allowance
equal to the salary she was receiving at the
time of the suspension of her contract, and

these benefits are paid by the Social
Security Institution to which she is
affiliated. However, although temporary,
contract and daily employees in the public
sector are entitled to these benefits, self-
employed women are excluded.

From the day on which the pregnancy is
declared, every employed woman or the
spouse of an employed personis entitled to
antenatal benefits. If this declaration,
accompanied by a medical certificate, is
sent to the CNPS within the first three
months of pregnancy, antenatal benefits
are payable for the nine months preceding
the birth. They are paid according to the
following periods: Prenatal allowances are
paid in three instalments: 3,000 CFA francs
after the prenatal examination at three
months, 6,000 CFA francs after the prenatal
examination by a doctor or midwife at six
months, and 4,500 CFA francs after the
prenatal examination by a doctor or
midwife at seven and a half months.

As for the maternity allowance, 18,000 CFA
francs is paid in three instalments: 9,000
CFA francs at birth, 4,500 CFA francs at six
months, and 4,500 CFA francs at 12 months.
Daily allowances are paid to salaried
women who stop working during their
maternity leave (14 weeks, 6 before and 8
after childbirth).

In addition, it is possible to benefit from an
additional rest period of up to 3 weeks
justified by an illness resulting from
pregnancy or childbirth.

To be eligible for benefits, a woman
employee must beresidentin Cote d'lvoire,
have been employed by an employer
affiliated to the CNPS for at least three
months, and have effectively stopped
working after seven and a half months of
pregnancy.

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in
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The amount paid during the period of leave
is the full net salary she was receiving
before she went on maternity leave.

Sources: Article 23.11 of the Labour Code,
2015; Art. 44, 47, 53 of Law No. 99-477 of 2
August 1999 amending the Social Security

Code; www.cnps.ci

During the trial period, a woman's state of
pregnancy shall not be taken into
consideration  in  terminating  her
employment contract or transferring her
job or position. However, pregnant workers
who are transferred to another position
because of their condition shall retain their
salary throughout the period of their
transfer, even if the position held is inferior
to the job usually held. Moreover, no
employer may terminate the employment
contract of an employee whose pregnancy
is medically established during the entire
period of suspension of the employment
contract to which she is entitled.

Moreover, a woman who has been
reassigned to a different job because of her
pregnancy shall bereinstated in the job she
held before this assignment when she
returns to work at the end of the period of
suspension of her contract for maternity.

The dismissal is considered unfair if the
employee proves by a medical certificate
that she is pregnant or by a certificate
justifying the birth of a child at home.

Sources: Articles 23.3, 23.4, 23.6,
paragraph 5, 23.7 of the Labour Code, 2015

The Labour Code provides that a woman
who has been subject to a change of
assignment, due to her state of pregnancy,
shall be reinstated in the job held prior to
this assignment when she returns to work
atthe end of the period of suspension of her
contract for maternity contract.

Sources: Article 23.6, paragraph 5 of the
Labour Code, 2015

A female employee shall be entitled to rest
periods for breastfeeding for a period of
fifteen days from the date of resumption of
work. The total duration of these rest
periods may not exceed one hour per
working day.

Source: Article 23.12 of the Labour Act,
2015
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07/1HEALTH & SAFETY

ILO Conventions

Most ILO OSH Conventions deal with very specific Occupational Safety hazards, such as
asbestos and chemicals.

Convention 155 (1981) is the relevant general convention here.

Labour Inspection Convention: 81 (1947)

Ivory Coast has ratified both the Conventions 81 & 155.

Summary of Provisions under ILO Conventions

The employer, in all fairness, should make sure that the work process is safe.

The employer should provide protective clothing and other necessary safety precautions for
free.

Workers should receive training in all work-related safety and health aspects and must have
been shown the emergency exits.

In order to ensure workplace safety and health, a central, independent and efficient labour
inspection system should be present.

The text in this document was last updated in January 2025. For the most recent and updated text on Employment & Labour Legislation in
Ivory Coast in French, please refer to: https://votresalaire.org/cotedivoire
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T LabourAct, 2015

1 Decree No. 65-210 of 17 June 1965
establishing the modalities of
execution of the obligation of the
employer to provide a medical or
sanitary service to his workers

9 Decree No. 98-38 of 28 January 1998
on general hygiene measures in the
workplace

The employer is obliged to take all useful
measures that are adapted to the operating
conditions of the company, in particular by
fitting out the installations and protecting
the employees from accidents and
illnesses.

Employers are also obliged to monitor the
working environment in order to prevent
occupational accidents and diseases. They
must also carry out health surveillance of
workers, which includes a medical
examination of applicants for employment
or newly recruited employees at the latest
before their probationary period, and
periodic examinations of employees to
ensure their good health.

The employer shall ensure that workers are
subject to the medical examinations
provided for by the laws and regulations in
force, and in particular shall have periodic
medical examinations carried out at his
own expense for all newly recruited
workers, the medical examination for the
resumption of work for workers whose
contract has been suspended due toiillness,
the medical examination for women and
children, and the medical examination for
workers hired for a fixed term of more than
three months.

The time for medical examinations is taken
from working time and paid at full salary.

The employer is also obliged to place and
maintain workers in a working environment
suited to their physical and mental
conditions. In addition, the employer must
ensure the supply of drinking water at the
workplace and during working hours.
Protection and health measures must be
taken, particularly with regard to lighting,
ventilation, drinking water, cesspools, dust
and vapour evacuation, precautions
against fire, radiation, noise and vibrations.
It must provide sanitary facilities to provide
staff with washbasins, changing rooms,
showers, water closets, appropriate
seating, chairs, benches or stools, etc.
These facilities must be placed in close

Sources:

98-
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