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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 - there is
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 March 2025. For the most recent and updated text on Employment & Labour Legislation in
Mozambique in French, please refer to: https://meusalario.org/mocambique,
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MAJOR LEGISLATION ON
EMPLOYMENT AND LABC

1. LabourLaw, 2023 (Law No. 13/2023)

2. Decree 53/2007 on the System of
Compulsory Social Security for
workers

3. DecreeNo.51/2017 on the System of
Compulsory Social Security for
Workers

4. DecreeNo.62/2013 on Occupational
Accidents and Diseases (4 December
2013)

5. Criminal Code, 2019

6. Constitution of the Republic of
Mozambique, 2004

7. Law No. 19 of 2014 on Ensuring the
Dignity of Persons Living with
HIV/AIDS

8. Decree (No. 68/2017)

9. Traffickingin Persons Law, 2008

10.Penal Code, 2014

The text in this document was last updated in March 2025. For the most recent and updated text on Employment & Labour Legislation in
Mozambique in French, please refer to: https://meusalario.org/mocambique,
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01/13 WORK & WAGES

ILO Conventions

Minimum wage: Convention 131 (1970)
Regular pay & wage protection: Conventions 95 (1949) and 117 (1962)

Mozambique has not ratified the above-mentioned Conventions.
Summary of Provisions under ILO Conventions

The minimum wage must cover the living expenses of the employee and their 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 March 2025. For the most recent and updated text on Employment & Labour Legislation in
Mozambique in French, please refer to: https://meusalario.org/mocambique,
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0 LabourLaw, 2023 (Law No. 13/2023)

Minimum wage is set by the government in
consultation  with the Consultative
Commission on  Employment. The
minimum wages are revised each year in
April. Labour Law 2023 does not clearly
specify the conditions that the government
takes into account while
determining/revising the minimum wage
rates.

Compliance with the minimum wage rates,
as well as other Labour Law provisions, is
ensured by the Labour Inspectorate. The
Labour Inspectorate monitors the legality
of labour matters and has the power to
supervise compliance by employers and
employees with their duties. In the event of
a violation of minimum wage-related
provisions, employers can be fined up to 10
times the applicable minimum wage per
worker victim of the violation. The trade
unions and employers’ associations can
collaborate with the Labour Inspectorate,
under the terms of the law, in monitoring
the application of labour legislation and
collective labour regulation instruments.

Source: § 117, 261 and 268 of Labour Law,
2023 (Law No. 13/2023)

In accordance with Art. 123 of the Labour
Law, wages must be paid in cash or in kind,
with the non-monetary portion not
exceeding twenty-five percent (25%) of the
overall remuneration. Wages must be

disbursed at the workplace during the
working hours or immediately thereafter,
unless otherwise stipulated. Payments
should occur in fixed periods of one week,
one fortnight, or one month, as specified in
the individual employment contract or
collective labour regulation. Payments in
kind must be suitable for the personal
interest and use of the worker or their
family and should be agreed upon.
Employers are required to pay workers
directly in legal tender, via check, or bank
transfer. Additionally, when remuneration
is paid, the employer must provide a
document that includes the full names of
both parties, the employee's professional
category, the period for which
remuneration is paid, as well as a detailed
breakdown of the base remuneration,
additional payments, any deductions (not
to exceed 33% of total wage), and the net
amount to be received. Remuneration may
be paid according to (i) output, (ii) time or
(iii) combined criteria of time and output.
Wages should be based on actual time
spent at work and be paid regularly (on
weekly, fortnightly or monthly intervals) in
legal tender. The legislation also urges the
employer to guarantee the increase in
workers' salary levels in line with the
growth in production, productivity, labour
income and economic development of the
country.

There is no provision for 13t-14®" month or
any other compulsory bonuses under the
Mozambican labour law.

Source: § 117-124 of the Labour Law, 2023
(Law No. 13/2023)

The text in this document was last updated in March 2025. For the most recent and updated text on Employment & Labour Legislation in
Mozambique in French, please refer to: https://meusalario.org/mocambique,
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02/13 COMPENSATION Al
WORKING HOURS

ILOConventions

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

Mozambique has ratified the Convention 01 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, the overtime pay rate should not be less than one and a quarter-time
(125%) of 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 the 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, they should thereby acquire the right to a rest
period of 24 uninterrupted hours instead. Not necessarily in the weekend, but at least in the
following week. Similarly, if a worker has to work on a public holiday, they 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 March 2025. For the most recent and updated text on Employment & Labour Legislation in
Mozambique in French, please refer to: https://meusalario.org/mocambique,
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0 LabourLaw, 2023 (Law No. 13/2023)

In accordance with article 93 of the Labour
Law, the normal hours of work are 8 hours
a day and 48 hours a week. Working hours
per day can be extended to 9 hours per day
provided that the worker is granted an
extra half day of rest per week in addition
to the usual weekly rest time. Under
exceptional cases and as agreed in a
collective agreement, daily working hours
may be increased by a maximum of four
hours provided that the weekly working
time does not exceed 56 hours. The
maximum limits on normal working hours
may be extended for employees whose
duties are highly intermittent or consist of
the mere presence of the employee. The
maximum limits on normal working hours
may be reduced whenever an increase in
productivity allows. However, these
increases or decreases in working hours
must not result in economic disadvantage
for the worker or lead to unfavorable
changes in their working conditions. .

When there are valid material reasons, an
employee may perform up to 96 hours of
overtime per quarter, but the weekly
overtime hours should not exceed 8 hours
per week and 200 hours per year. Overtime
is allowed only when employers face an
increased workload that does not justify
hiring additional workers, and only in
situations where material reasons exist. If a
worker performs overtime beyond the
stipulated working hours during weekdays
(8 hours per day, 48 hours per week), they
are entitled to overtime pay according to
the following schedule

1. For overtime performed up to 24 hours,
workers must receive 150% of their normal
pay rate

2. For overtime exceeding 24 hours, workers
should be compensated at 200% of their
normal rate.

Source: § 93-99 & 125 (1) of Labour Law,
2023 (Law No. 13/2023)

There is a provision in the Labour Law that
requires employers to make additional
payments to night workers. If workers
perform work during night hours, i.e,
between 8:00 PM and the beginning of the
normal working hours on the following
day, they must be paid at a premium rate
of 125% of the normal wage rate for night
hours.

Source: § 100 & 125 of Labour Law, 2023
(Law No. 13/2023)

Exceptional work is defined as any work
performed on a weekly rest day,
complementary day, public holiday, or day
off, as stated in Article 98. If work occurs
during these times, the employee is
entitled to a full compensatory rest day
within the following three days, unless the
work does not exceed five consecutive or
alternating hours, in which case it is
compensated with half a day of rest.
Furthermore, article 125 stipulates that
exceptional work must be compensated at
a rate of 200%of the normal wage.

Source: § 98 & 125 of Labour Law, 2023
(Law No. 13/2023)

The text in this document was last updated in March 2025. For the most recent and updated text on Employment & Labour Legislation in
Mozambique in French, please refer to: https://meusalario.org/mocambique,
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Weekend / Public Holiday Work
Compensation

Thereis a legal provision in the Labour Law
that grants additional compensation for
working on a weekly rest day, public
holiday, or complementary rest day
(referred to as exceptional work). When a
worker performs exceptional work on a
weekly rest day, public holiday, or
additional rest day, they must receive
compensation equal to 200% of their
normal wage.

Source: § 98 & 125 of Labour Law, 2023
(Law No. 13/2023)

The text in this document was last updated in March 2025. For the most recent and updated text on Employment & Labour Legislation in
Mozambique in French, please refer to: https://meusalario.org/mocambique,
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03/13 ANNUAL 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.

Mozambique has ratified the Convention 14 only.

Summary of Provisions under ILO Conventions

An employee is entitled to at least 21 consecutive days of paid annual leave, excluding national
and religious holidays. Collective agreements must provide at least one day of annual leave on
full remuneration for every 17 days 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 every 7 days, i.e.,
a week.

The text in this document was last updated in March 2025. For the most recent and updated text on Employment & Labour Legislation in
Mozambique in French, please refer to: https://meusalario.org/mocambique,
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0 LabourLaw, 2023 (Law No. 13/2023)

Employees are entitled to the following
periods of paid annual holidays depending
on the length of their service:

- 12 calendar days (one day for every
month of actual service during the
first year.);

- 30 calendar days for subsequent
years

- Workers with fixed-term contracts of
less than one year but more than
three months are entitled to one day
of vacation for each month of
effective service.

The right to paid vacation is non-waivable
and must be uninterrupted. However, no
more than 60 vacation days may be
accumulated in a year. . The legislation
does not allow anticipating more than 30
days of annual leave (anticipation of
vacation refers to the practice of allowing
workers to take their vacation days before
they have fully accrued them within the
designated vacation period). If certified
and reported within ten days, illness
during vacation does not count against
vacation days.

Public holidays that occur during vacation
periods are excluded from vacation counts,
, and the employer may permit workers in
the same professional category to
exchange vacation times. A holiday plan,
created in coordination with the trade
union, may allow for simultaneous
vacations for all workers or spouses.

Employers can divide vacations into
periods of at least six days, compensating
any proven losses incurred by employees.
Vacations may also be replaced by
additional pay, but employees must still
take at least six working days off. The right
of employees to take paid leave cannot be
renounced nor can it be refused in any
circumstances. Annual leave is taken in a
single uninterrupted block, but parties may
agree to splitit. The minimum period taken
at one time cannot be less than 6 days.
Employers grant annual leave
simultaneously to all the staff after
consulting with the trade union. If a serious
reason justifies this, all or part of the annual
leave entitlement can be moved to the next
year. Workers can accumulate holidays, but
no more than sixty holidays may be
accumulated during a year. If a public
holiday falls within the period of annual
leave, a worker has to be given an extra day
of annual leave. If an employee falls ill
during their annual leave, and the illness is
certified and reported to the employer
within 10 days, the sick days are not
counted as annual leave. Once the
employee recovers, they can resume their
remaining annual leave, wunless the
employer sets a new date for their leave.
Annual leave may be taken during the year
to which they refer or in the following year.

Public holidays are designated days of
mandatory rest when workers are entitled
to the suspension of work nationwide,
unless they belong to essential sectors. .
The officially recognised holidays include
January 1 (New Year), February 3
(Mozambican Heroes’ Day), April 7
(Mozambican Women’s Day), May 1
(International Workers’ Day), June 25

The text in this document was last updated in March 2025. For the most recent and updated text on Employment & Labour Legislation in
Mozambique in French, please refer to: https://meusalario.org/mocambique,
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(National Independence Day), September
7 (Lusaka Accords Day), September 25
(Armed Forces Day), October 4 (Peace and
National Reconciliation Day), and
December 25 (Family Day). Any
contractual agreements or clauses in
collective bargaining agreements that
introduce additional public holidays or
remove official public holidays are
considered null and void, unless explicitly
authorized by law. . When a public holiday
falls on a Sunday, the mandatory rest is
carried over to the next working day,
unless otherwise specified by law or
government decree. This rule does not
apply to industries where continuous
operations are required, such as: Medical
and hospital services; Water, energy, and
fuel supply; Firefighting and emergency
response services; Security and law
enforcement; Transport and air traffic
control; Hotels, restaurants, and tourism
services; Industries operating under
continuous production cycles;
Telecommunication and postal services.

Source: § 105 of Labour Law, 2023 (Law No.
13/2023)

The worker has the right to weekly rest of at
least 24 consecutive hours, typically on
Sunday..

However, weekly rest may be scheduled on
a different day in the following cases:

(@) When the worker is required to ensure
the continuity of services that cannot be
interrupted.

(b) For workers in establishments that serve
the public or provide services.

(c) For staff responsible for maintenance,
cleaning, or support services that must be
carried out when other employees are off
duty.

(d) For workers whose activities, by their
nature, are carried out on Sundays.

In such cases, an alternative weekly rest
day should be assigned, ensuring that the
worker receives the required rest period.

Whenever possible, employers should aim
to schedule weekly rest days for workers
within the same household on the same
day.

Source: Article 104 of Labour Law, 2023
(Law No. 13/2023)

The text in this document was last updated in March 2025. For the most recent and updated text on Employment & Labour Legislation in
Mozambique in French, please refer to: https://meusalario.org/mocambique,
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04/13 CONTRACTS &
DISMISSALS

ILO Conventions

Convention 158 (1982) on employment termination

Mozambique 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 requirements 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 for workers to learn new skills. During this
period, a newly hired employee may be fired without any negative consequences.

Depending on the length of service an employee has, an employer may require a reasonable
notice period before severing 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 March 2025. For the most recent and updated text on Employment & Labour Legislation in
Mozambique in French, please refer to: https://meusalario.org/mocambique,
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0 LabourLaw, 2023 (Law No. 13/2023)

Article 39 of Labour Law 2023 outlines the
requirements for employment contracts.
Employment contracts must be in written
form, except for fixed-term contracts
lasting up to 90 days for specific tasks.

Each contract must be dated and signed by
both the employer and employee and
should include:

- Identification of both parties;

- Professional category and agreed
tasks;

- Place of work;

- Duration of the contract and
renewal conditions;

- Amount, form, and frequency of
remuneration;

- Start date of the contract;

- Justification for fixed-term
contracts, explicitly stating the
reason and facts supporting it; and

- Termination date for fixed-term
contracts.

Certain contracts also require written
form, including promissory contracts (a
pre-employment contract with a promise
to hire at a future date), those lasting more
than 90 days, contracts with multiple
employers, and various other types, such
as part-time and teleworking contracts.

If the start date is not specified, the
contract is considered effective from the
conclusion date. The lack of a written
contract does not invalidate the contract
or the employee's rights, and
responsibility for this oversight falls on the
employer. If a fixed-term contract lacks

justification, it converts to an indefinite
contract. If the contract does not include
essential elements such asidentification of
the parties, professional category,
workplace, and remuneration, the
employer has up to three months to rectify
it. Otherwise, penalties apply. .

Source: § 39 of Labour Law, 2023 (Law No.
13/2023)

Mozambican labour Law prohibits hiring
fixed-term contract workers for tasks of
permanent nature. Fixed-term contracts
may be entered into for the performance of
temporary duties, the duties which don’t
correspond to the normal cycle of
production and operation of the
enterprise.

The temporary needs include:

0 the replacement of employees who
are unable to perform their duties
for whatever reasons (sick leave,
maternity leave, etc.);
performance of work due to an
exceptional increase in production
and performance of seasonal work;
0 performance of work that does not

meet the permanent needs of

employer;

0 performance of single piece of
work, a project or other specific
temporary activity;

0 provision of services in activities
that are incidental to the single
projects like subcontracting and
tertiarisation of services.

O«

A fixed-term contract may be entered into
for a maximum period of 2 years (24
months) and may be renewed twice. Thus,
the maximum duration of fixed-term
contracts, including renewals, is 72 months

The text in this document was last updated in March 2025. For the most recent and updated text on Employment & Labour Legislation in
Mozambique in French, please refer to: https://meusalario.org/mocambique,
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(6 years). However, micro, small, and
medium-sized employers are permitted to
freely conclude fixed-term contracts
during their first eight years of operation
(previously, the limit was 10 years).

A fixed-term contract may also be entered
into for an unspecified term because the
term can’t be reasonably predicted. Article
43 establishes the limits on fixed-term
employment contracts, which can be
concluded for a maximum period of two
years and may be renewed twice by mutual
agreement. If the maximum duration or the
number of renewals is exceeded, the
contract will automatically convert to an
indefinite-term contract.

Micro, small, and medium-sized employers
have the flexibility to freely conclude fixed-
term contracts during their first eight years
of operation.

Additionally, if either party does not intend
to renew the contract, they must provide
prior notice—15 days for contracts lasting
between three months and one year, and
30 days for those exceeding one year.

Failure to give this notice results in a
requirement to  compensate  the
corresponding party for the notice period.
If an employee continues working beyond
the fixed term without a renewal clause,
the contract will also convert to an
indefinite term.

Renewal Terms for Fixed-Term
Contracts

Article 44 addresses the renewal of fixed-
term contracts, stating that they shall be
renewed for the period expressly agreed
upon by the parties. In the absence of such
an agreement, the contract will renew for a
duration equal to the initial term.

Renewals under these terms are treated as
a single contract.

Termination of Unspecified Duration
Contracts

Under the Labour Law 2023, contracts of
unspecified or uncertain duration expire
once the agreed condition (such as
completion of a project or return of a
replaced worker) occurs. If the worker
continues working beyond this date, the
contract automatically converts into a
permanent or indefinite term contract.

Employers must provide 15 to 30 days’
notice before terminating such contracts,
depending on the worker's length of
service. The maximum permissible length
of unspecified duration contracts is six
years, after which these automatically
convert into indefinite contracts.

Source: § 43-46, 123(5) of Labour Law 2023

In accordance with the Labour Law (Article
47), a probationary period is the initial
period of execution of an employment
contract.

For indefinite-term  contracts, the
probationary period cannot exceed two
months for general workers. However,
specific categories of workers have
extended probationary periods:

- mid-level technicians may have a
probationary period of up to three
months

- senior technicians and individuals
in  management or executive
positions can be subject to a
probationary period of up to six
months.

For fixed-term employment contracts, the

The text in this document was last updated in March 2025. For the most recent and updated text on Employment & Labour Legislation in
Mozambique in French, please refer to: https://meusalario.org/mocambique,
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allowable probationary periods vary based
on the contract duration:

- Three months for fixed-term
contracts lasting more than one
year.

- One month for contracts lasting
more than six months but less than
one year.

- Fifteen days for contracts lasting
up to six months

- Fifteen days for contracts of an
unspecified duration where the
contract is expected to be equal to
or greater than 90 days.

Source: §48 of Labour Law 2023

Employment termination is regulated
under the 2023 Labour Law (Articles 135-
147).

The employment contracts can end in the
following ways:

1. expiration of the contract term or
completion of the agreed work;

2. mutual agreement between
employer and employee;

3. resignation by either party;

4. termination by either party with just
cause;

5. Retirement or death of worker;

6. Death of individual employer;

7. Worker becomes permanently
disabled or where the employer is
unable to accommodate a worker
with partial disability; or

8. Revocation of a foreign worker’s
work authorization.

Just Cause for Employment Termination

The employer may terminate the
employment contract for just cause
(serious circumstances that make it morally
or practically impossible to continue the
employment relationship) in the following
cases:

1. Proven incompetence for the job
after the probation period (must be
demonstrated through continued
reduction in productivity and
quality, and only after a minimum
adaptation period of 60 days); ;

2. serious and intentional violation of
work duties;

3. detention or imprisonment of the
worker, if it affects company
operations.

4. economic  reasons, including
technological, structural, or market-
related challenges.

Just Cause for Employee Resignation

An employee may also resign for just cause

if:

6 They are required to fulfill legal
obligations  (election as a
government official, drafting into
military service) that prevent them
from  continuing  employment
(without entitlement to
compensation from employer).

6 The employer seriously violates the
worker’s legal or contractual rights.

An employee can resign with just cause by
giving at least seven days' notice and
specifying the reasons for contract
termination.

Compensation for Termination

For indefinite-term contracts, employees
are entitled to 45 days' salary per year of
service as compensation. For fixed-term
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contracts, the compensation equals the
wages they would have received until the
fixed term contract’s scheduled expiry date.
Where an employee resigns without the
required notice, they must pay a penalty of
seven days' wages, deducted from their
compensation.

Unlawful Dismissal

Dismissal is considered unlawful when an
employer terminates an employment
relationship  with a  worker for
discriminatory reasons such as political
beliefs, union membership, or religious
views, even if the employer provides a
different excuse. Dismissal is also unlawful
if the employer fails to follow legal
procedures for contract termination or if it
is based on coercion, harassment, or
gender-based violence.

Collective Dismissal (Redundancy)

A collective dismissal (redundancy)
happens when an employer lays off more
than 8 employees in small businesses
(micro and small businesses) or more than
10 in medium and large enterprises within
three months, due to economic, structural,
or technological reasons.

Before starting the process, the employer
must inform the trade union, affected
employees, and the Ministry of Labour,
providing clear reasons for the dismissal
and the number of affected workers.

Once the parties are informed by the
employer, a negotiation period of up to 30
days follows, during which the employer
and the union discuss ways to avoid layoffs
or reduce their impact. If the dismissal is
challenged in court, the employer must
prove that the economic or structural
issues genuinely require layoffs.

Final Employment Documents

When employment ends, an employee can
request a written certificate detailing the
duration, level of professional capacity, and
the position held and type of service.

Source: §75 & 135-147 of Labour Law, 2023
(Law No. 13/2023)

Under the 2023 Labour Law (Article 140),
employees may terminate their
employment contracts with prior written
notice, without needing to provide just
cause. The required notice is as follows:

If a fixed-term employment contract is
terminated by an employee, law requires a
prior notice of at least 30 days’ notice or
payment in lieu of notice. If a permanent
contract is terminated, the law requires
prior notice of the following time periods:

- 15 days if the period of service is
greater than 6 months but less than 3
years

- 30 days when the period of service is
greater than 3 years.

Notice periods are calculated in
consecutive calendar days. If an employee
fails to meet these requirements, they must
compensate the employer for the
remuneration that would have been
received during the notice period.

Employer-Initiated Termination with
Notice

An employer may terminate one or more
employment contracts with prior notice if
the decision is based on structural
(production reorganization, a shift in
business activity, or financial constraints

The text in this document was last updated in March 2025. For the most recent and updated text on Employment & Labour Legislation in
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leading to excess staff), technological
(introduction of new technology,
processes, or digitization, necessitating
staff reductions), or market-related reasons
(difficulties in selling goods or services or a
decline in business activity) and is essential
for competitiveness, financial stability, or
administrative and productive
reorganization.

Employers must notify affected employees,
the relevant trade wunion body (or
representative trade union association),
and the Ministry of Labour, Employment
and Social Security in writing at least 30
days prior to termination.

During the notice period, the employer
must provide the requested clarifications to
the General Labour Inspectorate.

Compensation for Termination with
Notice

6 For fixed-term contracts, employers
must pay monetary compensation
equivalent to the remuneration due
from the termination date until the
original contract end date.

6 For indefinite-term  contracts,
compensation is  determined
according to relevant provisions.

Receipt of compensation is considered
acceptance of the termination and its
grounds unless both parties agree to
reinstatement. This presumption can be
challenged if just cause for termination is
disputed.

Termination During the Probationary
Period

During the probationary period, either
party may terminate the contract without
giving any justification and without right to
compensation. The contract terminating
party must serve at least 7 days’ notice of
termination to the other party. Where the
probation period lasts only 15 days, the
termination notice is three days.

Source: § 50, 140 & 142 of Labour Law,
2023 (Law No. 13/2023)

Labour Law does require an employer to
serve a contract termination notice to the
employees and to base this termination on
"structural, technological or market
related" reasons. There must also be
evidence that the current termination is
essential to the competitiveness, economic
restructuring or the administrative or
productive  reorganization of  the
enterprise. On termination, an employee is
entitled to severance pay as follows:

- 30 days of wages for every year of
service if the basic monthly wage of an
employee, including the length of
service bonus, is 1-7 times the
minimum wage in the sector of activity;

- 15 days of wages for every year of
service if the basic monthly wage of an
employee, including the length of
service bonus, is between 7-18 times
the minimum wage in the sector of
activity;

- five days' salary for each year of
service, if the worker's base salary,
including  the seniority  bonus,
corresponds to the value of more than
18 times the minimum wage in the
sector of activity.

Exceptions: When Severance Pay is Not
Mandatory
Severance Pay is not mandatory in the
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following cases:

1.

2.

the employee is fired for just cause
(misconduct);

a fixed-term contract expires
naturally without renewal,

the employee voluntarily resigns
unless in a case of constructive
dismissal (where an employee is
forced to resign since the employer
is not fulfilling its contractual
obligations).

Source: §141 of Labour Law, 2023 (Law No.
13/2023)
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05/13 FAMILY
RESPONSIBILITIES

ILO Conventions

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

Mozambique has not ratified the Conventions 156 and 165.

Summary of Provisions under ILO Convention

Paternity leave is for 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 a 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 employers to
look into the measures for improving general working conditions through flexible work
arrangements.

The text in this document was last updated in March 2025. For the most recent and updated text on Employment & Labour Legislation in
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0 LabourLaw, 2023 (Law No. 13/2023)

In accordance with article 15 of the Labour
Law (2023), workers are allowed unpaid
paternity leave of seven days, starting on
the day following the birth of the child.
Paternity leave can be taken only once
during an 18-month period. Paternity leave
is granted for 60 days in cases of death or
incapacity of the mother when proven by a
competent health entity. The new provision
significantly improves paternity leave as
the earlier legislation (Law No. 23/2007)
allowed only one day of paternity leave in a
24-month period.

Source: § 15 of Labour Law, 2023 (Law No.
13/2023)

No provisions could be located in the law
supporting parental leave for new parents
after exhaustion of maternity leave.

No provisions could be located in the law
supporting work-life balance for parents or
workers with family responsibilities.

Special Leaves

The Mozambican Labour Law differentiates
between justified and unjustified absences.
Justified absences include:

a. 5daysfor marriage;

b. 5 days for the death of a spouse, life
partner, parent, child, stepchild, sibling,
grandparent, grandchild, stepparent,
parents in-law, son-in-law, or daughter-
in-law;

c. 2days for the death of an uncle, cousin,
nephew, niece, grandchild, or
brother/sister-in-law;

d. Absences due to illness or accident
preventing the worker from performing
their duties;

e. Absences for parents accompanying a
hospitalized child or minor under their
care;

f. Absences for women recovering from a
miscarriage occurring before seven
months of pregnancy;

g. Absences to care for an ill or injured
family member, including a spouse, life
partner, child, parent, stepchild, sibling,
grandparent, stepparent, in-law, son-
in-law, or daughter-in-law; and

h. Absences approved by the employer for
participation in sports or cultural
activities.

All other absences are unjustified. Workers

are required to inform their employer at

least 2 days in advance for foreseeable
absences.

Source: § 107-111 & 112 of Labour Law,
2023 (Law No. 13/2023)
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06/13 MATERNITY & WOR

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.

Mozambique has ratified the Convention 183 only.

Summary of Provisions under ILO Convention

Aworker should be entitled to medical and midwife care during pregnancy and maternity leave
without 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 the same or equivalent position after availing maternity
leave.

After childbirth and 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 March 2025. For the most recent and updated text on Employment & Labour Legislation in
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O«

Labour Law, 2023 (Law No. 13/2023)
Decree 53/2007 on the System of
Compulsory Social Security for
workers

O«

Mozambican law does not guarantee
health insurance for pregnant women,
mothers or infants. This is an employer's
prerogative. However, the same law
protects motherhood and fatherhood in
particular, the working women. This
protection is characterized by a set of
special rights for women, to allow them to
be able to give birth and care young
children without losing any rights.

The Labour Law prohibits employers from
assigning pregnant workers to tasks that
are detrimental to their health or
reproductive function. Specific protections
include:

0 Right to maternity leave for 90
consecutive days (starting up to 20
days before childbirth).

Paid breastfeeding breaks: Two 30-
minute breaks or one hour if
working continuously, up to one
year after maternity leave ends.
Protection against dismissal during
pregnancy and up to one year after
maternity leave unless termination
is due to contract expiration or
justified dismissal.

O«

O«

Employers are required to provide medical
assistance in case of workplace accidents
or sudden illness, covering first aid,

transport to medical facilities, and other
necessary care.

Additionally, large employers must offer
on-site medical assistance, either directly
or through third-party contracts, to provide
emergency medical services

Source: §12 of the Labour Law, 2023 (Law
No. 13/2023)

The Labour Law (Article 13) requires an
employer not to give such work to female
employees that is harmful to their health or
their reproductive functions. During the
period of pregnancy and after childbirth,
female employees have the right, without
any loss of remuneration, not to perform
work that is clinically inadvisable in their
conditions. Moreover, from the third month
of pregnancy, female pregnant workers
have the right not to perform night work,
exceptional work, i.e., working on weekly
rest days & public holidays, and overtime
work unless it is on her own request and is
necessary for her own health or health of
her child.

Source: § 12-13 of Labour Law, 2023 (Law
No. 13/2023)

Female employees are entitled to a
maternity leave of 90 calendar days. The
maternity leave may commence 20 days
prior to the expected delivery date. The
maternity leave applies equally to live
births or stillbirths. If there is a clinical risk
to the health of the mother or child which
prevents the employee from working, she
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is entitled to a leave of absence before
birth for such medically prescribed period
asis necessary to avert that risk. Maternity
leave is suspended if the mother or child is
hospitalised.

The 2023 Labour Law significantly
improved maternity leave compared to
the previous legislation (Law No. 23/2007),
which only allowed 60 days of leave

Source: § 14 of Labour Law 2023

Maternity leave is partially paid. While the
first 60 days are fully paid by the social
security system (INSS), the last 30 days are
unpaid.

Source: § 27 of Decree 53/2007 on the
System of Compulsory Social Security for
workers; §14 of Labour Law, 2023 (Law No.
13/2023)

A woman worker cannot be dismissed
during the period of her pregnancy and
one year after birth. Employers are
forbidden from dismissing, punishing or
otherwise causing prejudice to a female
employee for reasons of alleged
discrimination or exclusion.

Source: §13 of Labour Law, 2023 (Law No.
13/2023)

There is no explicit provision in the law
which gives a female worker the right to
return to same position after availing her
maternity leave. However, because an
employer can't terminate a female worker

on maternity leave, it gives an implied right
to return to the same job. Moreover,
employers can't dismiss an employee,
without just cause, during pregnancy or for
one year after the birth.

Source: § 13 of Labour Law 2007

During the one year (maximum period) on
a worker's giving birth to a child, nursing
breaks of one-hour duration or for two
periods of half an hour each on a daily
basis are allowed to female workers for
breastfeeding their children. These breaks
are fully paid and are considered work
time.

Source: § 13 of Labour Law, 2023 (Law No.
13/2023)

Under Mozambique's Labour Law No.
13/2023, there is no explicit provision that
prohibits employers from inquiring about a
candidate's pregnancy status during
recruitment. This means that, legally,
employers are not barred from asking
about pregnancy or requiring pregnancy
tests as part of the hiring process.

However, the law does prohibit
discrimination based on pregnancy in
employment. This includes protections
against unfair dismissal during pregnancy
and up to one year after childbirth.
Therefore, while asking about pregnancy is
not explicitly forbidden, using such
information to make discriminatory
employment decisions could violate anti-
discrimination provisions.

The text in this document was last updated in March 2025. For the most recent and updated text on Employment & Labour Legislation in
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It's important to note that Mozambique is a
party to international conventions, such as
the International Labour Organization's
Maternity Protection Convention (C183),
which advocate for the protection of
pregnant workers and non-discrimination.
While these conventions influence national
policies, their provisions may not be fully
integrated into domestic law.

Employers should exercise caution when
inquiring  about  pregnancy  during
recruitment to avoid potential
discriminatory practices. Implementing
non-discriminatory hiring practices not
only aligns with international standards but
also promotes a fair and inclusive
workplace.

The text in this document was last updated in March 2025. For the most recent and updated text on Employment & Labour Legislation in
Mozambique in French, please refer to: https://meusalario.org/mocambique,

. ) ¢ Wagelndicator

Decent Work Check 2025 |



07/13 HEALTH & 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)

Mozambique has ratified the Convention 81 only.

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 March 2025. For the most recent and updated text on Employment & Labour Legislation in
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0 LabourLaw, 2023 (Law No. 13/2023)

The Labour Law (Article 220) emphasizes
the employer's responsibility to ensure
safe, healthy, and hygienic working
conditions while continuously improving
them to protect workers' physical and
mental integrity. Employers must inform
workers of workplace risks, provide safety
instructions, and ensure safe access and
exit from workstations.

Workers' Responsibilities

Workers, in turn, must safeguard their own
health and that of others, collaborating
with the employer on hygiene and safety.
Violations of health and safety rules may
result in disciplinary action based on the
severity of the risk created.

High-Risk Work Environments & Employer
Obligations

In high-risk industries such as construction,
mining, metallurgy, gas, explosives, and
toxic chemicals, itis mandatory to establish
occupational safety committees composed
of both  employer and  worker
representatives. These committees
monitor compliance, investigate accidents,
and help develop preventive measures.

Additionally, large employers must provide
first aid services, either directly or through
third-party providers, especially in high-risk
industries.

Employers who fail to adopt necessary
safety measures in high-risk sectors may
face fines or suspension of activities

Health Policies at Work

Companies may implement policies to
address workplace diseases like HIV/AIDS,
respecting employee consent for testing.
Occupational safety committees, which
include worker and employer
representatives, are required in high-risk
sectors to monitor and prevent accidents.
Large employers must also provide first aid
services, either directly or through third-
party providers, especially in high-risk
industries.

Source: § 220-223 of Labour Law, 2023
(Law No. 13/2023)

Labour Law also requires employers to
provide protective equipment and
appropriate work clothing to the workers
in order to prevent the risk of accidents or
detrimental effects on the health of
employees.

Source: §220(7) of Labour Law, 2023 (Law
No. 13/2023)

Employers are required to provide their
employees with good physical,
environmental, and moral working
conditions, inform them of the risks of their
jobs, and instruct them on appropriate
compliance with the rules on hygiene and
safety at work.

Source: §220(2) of Labour Law, 2023 (Law
No. 13/2023)

The Labour law assigns the General Labour
Inspectorate  the  responsibility  of
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monitoring compliance with labour
standards for both employers and workers.
It emphasises prioritising education for
voluntary compliance, though it reserves
the right to prevent and address violations
when necessary. Inspectors are granted
free access to all establishments under
their supervision, and employers must
provide any required information.
Cooperation from administrative and
police services is mandatory to support
inspectors in their duties.

Powers and Responsibilities of Labour
Inspectors

Inspectors are responsible for ensuring
compliance with labour laws and reporting
any violations to the appropriate
authorities. In cases of imminent danger to
workers' safety, they are empowered to
take immediate action, subject to review by
a superior within 24 hours. The
Inspectorate operates nationwide,
overseeing both public and private sectors,
including foreign entities employing
salaried labour.

Ethics and Professional Conduct of
Labour Inspectors

Labour inspectors must adhere to strict
professional ethics, maintaining
confidentiality regarding company secrets
and the sources of any reports. They are
prohibited from having any interest in the
businesses they inspect or accepting gifts
from employers or workers. Violation of
these ethical guidelines can result in
dismissal or criminal penalties.

Source: § 260-263 of the Labour Law 2023
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08/13 SICK LEAVE &
EMPLOYMENT INJURY
BENEFIT

ILO Conventions

Convention 102 (1952), Conventions 121 (1964) and 130 (1969) concerning Social Security,
Employment Injury Benefits and Medical Care and Sickness Benefits

Mozambique has not ratified any of the above-mentioned Conventions.

Summary of Provisions under ILO Conventions

A worker’s rights to work and income should be protected when illness strikes. The national
labour law may provide that sickness benefits may not be paid during the first 3 days of your
absence. Minimally, a worker should be entitled to an income during the first 6 months of
illness. Thisincome should be at least 45 per cent of the minimum wage. (Countries are free to
opt for a system which guarantees 60 per cent of the last wages during the first 6 months of
illness or even during the first year). A worker must be entitled to paid sick leave.

A worker should be entitled to medical care without any additional cost during illness.
Employees and their family members should have access to the necessary minimal medical
care at an affordable cost.

During the first 6 months of illness, a worker should not be fired.

If a worker is disabled due to an occupational disease or accident, they must receive a higher
benefit. In the case of temporary or total incapacity/disability, a worker may at least be
provided 50% of his average wage, while in the case of fatal injury, the survivors may be
provided 40% of the deceased worker’s average wage in periodical payments.
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O«

Labour Law, 2023 (Law No. 13/2023)
Decree No. 51/2017 on the System
of Compulsory Social Security for
Workers

Decree No.62/2013 on Occupational
Accidents and Diseases (4 December
2013)

O«

O«

Employees in Mozambique are entitled to a
fully paid (by the employer) 15 consecutive
days of paid sick leave or 5 non-consecutive
days of sick leave per quarter.

If an employee takes sick leave for more
than 15 consecutive days, the employer has
the right to refer them to the Health Board
(Junta de Saude) or other licensed medical
entities to assess the employee’s ability to
work. Additionally, an employer may also,
on their own initiative or at the employee’s
request, send workers for evaluation if their
productivity is affected due to health
reasons or if they have more than five sick
days per quarter. Refusing to attend a
medical assessment without a valid reason
is considered a disciplinary offence. The
government is responsible for regulating
and overseeing private entities that certify
workers' ability to perform their jobs.

The social security law provides that
sickness benefits are granted in cases of
non-occupational illness or accidents, as
long as these are not intentionally caused
by the worker. It also covers situations
where the worker needs to care for a
hospitalized minor under their care, up to
18 years old or if the minor requires special
care based on medical advice. However, if
the minor is engaged in paid professional

work, these benefits do not apply. There is
no age limit for benefits if the person being
cared for has a physical or mental disability
that makes them dependent, as certified by
a medical board.

To qualify for sickness benefits, the worker
must have contributed for at least six
consecutive or non-consecutive months in
the previous twelve months before the start
of the illness or injury. In addition, the
worker must have recorded a professional
index of at least 20 days of work performed
in one of the two months prior to theillness.
If another illness occurs within 20 days of
recovery, previous contributions can be
considered to meet these requirements.

Sickness benefits are not paid for absences
of up to three days, except in cases of
hospitalisation, contagious diseases as
certified by a doctor, or work incapacity
resulting from pregnancy. The benefit is
calculated as 70% of the worker's average
salary based on contributions made in the
previous six months. Payment continues for
a maximum of 365 days. If the illness
persists beyond this period, the worker may
be transferred to a disability protection
scheme, provided they submit the
necessary medical documentation to the
relevant authorities.

Source: §18,19,20, 21 and 22 of Decree No.
51/2017 on the System of Compulsory
Social Security for Workers; §112-116 of the
Labour Law, 2023 (Law No. 13/2023)

Under Labour Law, employers are required
to provide immediate medical care to
workers in the event of an accident or
occupational disease. This includes
administering first aid and arranging for
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the injured worker to be transported to a
medical centre or hospital for treatment.
Workers are entitled to receive medical and
medicinal assistance, along with other
necessary care, including the provision and
replacement of prosthetic and orthopaedic
devices, all at the employer's or relevant
insurance institution's expense.
Additionally, the employer must cover the
costs of transport, accommodation, and
meals for a person accompanying the
injured worker, both within and outside the
country. Workers may also request an
advance payment equivalent to one
month's compensation or pension to
address any unforeseen needs arising from
their condition. In the unfortunate event of
the worker's death, the employer is
responsible for covering the funeral
expenses. These provisions ensure that
workers are adequately supported and
cared forin cases of workplace accidents or
illnesses.

Source: §223 & 232 of the Labour Law, 2023
(Law No. 13/2023)

There is no clear provision in the law that
employment of a sick worker is secure
during the term of their sick leave. Unpaid
leave duetoillnessis recognised as justified
leave under Labour Law, meaning the
worker is unable to perform their duties
due to a condition not attributable to them,
such as illness or an accident. Justified
leave refers to an absence from work that is
legally or contractually valid, meaning the
employer acknowledges the reason for the
worker's absence as legitimate. Workers
may also take justified unpaid leave to
assist a spouse, partner, civil partner,
children, or other close family members in
cases of illness or accident, provided the

absence is duly justified and agreed upon
by the employer.

Source: §112-116 of the Labour Law, 2023
(Law No. 13/2023)

The law outlines both in-kind and cash
benefits for workers affected by accidents
at work or occupational diseases.

In-kind benefits include necessary medical,
surgical, pharmaceutical, and hospital care
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Mozambique in French, please refer to: https://meusalario.org/mocambique,

. ) ¢ Wagelndicator

Decent Work Check 225 |
















































