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Design a Mobile 
E m p l oy m e n t 
Agency for Me

Experiences and Lessons Learned 
for Scaling Up the Concept of 
Mobile Employment Agencies.



« I have stressed[...] the need to place young people’s concerns at 
the heart of the new development model. I have also called for the 
development of an integrated strategy dedicated to young people, 
which would make it possible to defi ne ways of eff ectively advancing 
their status. »

« In fact, socio-professional integration is not a privilege granted to 
young people. Every citizen, regardless of his or her background, has 
the right to the same opportunities and chances of access to quality 
education and decent employment. »

« A comprehensive overhaul of public support systems and programs 
for youth employment must be undertaken to make them more 
eff ective and responsive to the expectations of young people. »

Speech by H.M. King Mohammed VI on the occasion of
the 65th anniversary of the Révolution du Roi et du Peuple.

August 2018.
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1 - Introduction 

Recounting the History of the Experiment

Basically, this involves telling the history of the 
experiment, and providing a methodological guide 
that describes the process. The entire design and 
implementation process, from the orientation phase 
to the evaluation of performance and financial 
indicators, has been carefully documented in order 
to replicate this process in new regions. To this end, 
the report is structured as follows: 

Organization of the Report

AFollowing this introduction, the second chapter 
presents the framework of the operation, i.e. the 
context in which the pilot is operating, especially 
the contributions of UMER’s approach to the various 
priorities of the 2016-2020 ANAPEC Development 
Plan. The third chapter describes the methodology 
used, in particular the approach that focuses 
on the job seeker as end-user, the evaluation of 
their environment and the actors present in the 
various regions, the assessment of their needs 
and on designing solutions to meet their needs, 
and lastly the development of the final prototype, 
including the selected mobile agencies and the 
local services available. Chapter four then highlights 
the results and figures of the mobile agencies 
after one year of implementation, describing the 
performance indicators that were achieved, as well 
as financial monitoring. Chapter five presents the 
recommendations for the period following the end of 
the UMER project and the communication plan that 
was selected to promote ANAPEC’s local approach 
within the institution (internal to ANAPEC) as well 
as towards beneficiaries and external partners.
Given the implementation period of the UMER project 
which was set at 24 months with an additional five 

months for consolidating the results, the team of 
experts paid particular attention from the outset 
to the question of the «post-UMER» period to 
support ANAPEC in the broad implementation of 
the achievements, which are part of its 2016-2020 
Development Plan. The recommendations deal 
specifically with managing and monitoring mobile 
agencies, activities and areas of intervention to 
improve, complement and adapt the approach. 
Finally, recommendations on the key aspects that 
should be taken into account when extending to 
new regions are proposed, as well as the aspect 
dealing with internal and external communication, 
which is vital to the success of the approach. 

Key Factors for Horizontal Scaling Up

Definition:
Progressive and large-scale dissemination of a 
problem-solving approach using standardization 
and a measurable process. 

Key factors (selection):  
• Effectiveness: central actors are involved; a 
 functional funding model exists;
• Ownership: political support exists; 
• Multi-level: pilot experimentation is implemented; 
 cooperat ion  a t  nat iona l  and  loca l  l eve l ; 
 a  s t r a t e g i c  d i a l o g u e  i s  e s t a b l i s h e d ; 
• Proof of results: monitoring framework ensures  
 quality assurance;
• Dissemination structures: process of change
 is underway (qualifications and organisational
 development);  
• Communication and networking: raising awareness 
 among actors at all levels and creating networks.

Source: GIZ: Guidance on Scaling Up; 2016

How does a pilot become a standard? - This report is basically intended to answer 
this question for the scaling up of ANAPEC mobile agencies at the national level, 
by describing in detail the approach taken during the pilot phase, the diffi  culties 
encountered, the various solutions proposed, through the development of the 
selected prototype and the completion of one year of activity. This was undertaken 
as part of a cooperation project with GIZ under the name of «Mobile Units for the 
Improvement of the Employability of the Rural Population (UMER)».
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To avoid misunderstandings or confusion about the terminology used, a glossary is presented in Appendix 1. 

The UMER project with its specificities and indicators is described in detail in Annex 2 of this report. Indeed, 
the main text refers only to the scaling up of mobile agencies. It does not include all the components 
in which the UMER project, funded by German Cooperation, has been active. For example, the UMER 
project has also identified and carried out short-term training courses and developed soft skills training 
kits. Therefore, this annex presents a summary of the project, based on the results model. 

The approach and methodology of the soft skills kits developed as part of the project can be found in 
Appendix 3.

Enjoy reading it!
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2 - Scope

In its 2016-2020 Development Plan, the National Agency for the Promotion of 
Employment and Skills, ANAPEC, plans to acquire mobile agencies to bring 
employment closer to rural areas (Priority 1, Activity 3). The Development Plan also 
provides for the implementation of a service offer adapted to rural populations 
(Priority 2, Activity 4) and people with a reduced level of education (Priority 2, 
Activity 8).

UMER Project

The UMER project is funded by the Federal Ministry 
for Economic Cooperation and Development 
( B u n d e s m i n i s t e r i u m  f ü r  w i r t s c h a f t l i c h e 
Zusammenarbeit und Entwicklung, BMZ), which 
has mandated the GIZ (Deutsche Gesellschaft für 
Internationale Zusammenarbeit) to carry it out. The 
contract was awarded to the GFA Consulting Group 
(lead partner) in partnership with Thalys Conseil. 
The UMER project is in line with the National Plan 
for the Promotion of Employment (PNPE) and its 
objectives, including adapting training programs to 
the supply and opportunities for employment, as 
well as improving the employability of graduates, 
strengthening labour market intermediation systems, 
and bringing its services closer to the citizens. The 
institutional partner of the project is the Ministry 
of Labour and Professional Integration.

Equity and Proximity

Most importantly, the project comes within the scope 
of the development strategy of its project manager, 
ANAPEC, in order to enable the agency to achieve 
the results and objectives defi ned for the 2016-2020 
period. The core values of this development strategy 
are equity and proximity, two aspects that are 
directly addressed by providing mobile agencies and 
fl exible and tailor-made services accessible to all. 
Flexible and tailor-made services are possible thanks 
to mobile advisors provided by ANAPEC.

The UMER project also promotes ANAPEC’s 
development in its quest for regionalization and the 
reduction of territorial disparities. Indeed, UMER 
is part of an approach to strengthen ANAPEC’s 
decentralized entities (regional and provincial) 
by promoting local approaches and initiatives, 
in harmony with the rural, peri-urban or urban 
environment of job seekers in the different regions. 
In particular, this approach of regionalisation is aimed 
at providing innovative employability measures 
to strengthen the socio-economic environment of 
disadvantaged regions in terms of job opportunities 
and qualifi ed human resources. This approach 
considers existing conditions on the ground and the 
cultural reality of the region. For more information on 
the UMER project, please refer to Annex 2.

   

Local Partnerships

Final ly,  by working on the establ ishment of 
inter-institutional partnerships at the local level, in 
particular between employment agencies, training 
providers, and the private sector/employers, the 
UMER project supports the approach initiated by 
ANAPEC, favouring local partnerships.
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Table 1: Alignment between the Priorities of the ANAPEC 2016-2020 Development Plan and the UMER Project

Priority 1 
Activity 1 

More ANAPEC agencies for a better 
coverage of the region.

By providing mobile employment facilities and mobile 
agencies.

Priority 1
Activity 3
 

Mobile agencies to bring employment 
closer to rural areas, with the objective
of 1 mobile unit per region.

UMER has developed the fi rst prototype of mobile 
agencies using 4 «truck» type pilot mobile agencies
(3 trucks and 1 tractor-trailer) in 4 pilot regions.

Priority 1
Activity 4
 

“Cross channel” to adapt ANAPEC’s 
offering to the expectations of young job 
seekers.

Mobile agencies contribute to improving the effi  ciency 
and visibility of services. By offering an innovative space 
that is customer-oriented, mobile agencies can help to 
make ANAPEC’s services «attractive» to young people.

Priority 2
Activity 4

Set up a range of services adapted to rural 
populations.

The services developed as part of the project seek to 
adapt existing ANAPEC services to the rural population, 
but also to complement the services through tailor-made 
initiatives for rural populations (training and advice 
targeted at the trades and profi les of the rural sector).

Priority 2
Activity 7

Contribute to improving women’s 
employment.

UMER integrates the gender approach into all services, 
tools and communication materials and sets up 
partnerships with associations working to promote the 
gender approach.

Priority 2
Activity 8
 

Implement a service offer adapted to 
people with a low level of education or 
without a diploma.

Counselors recruited specifi cally for the mobile units offer 
a placement interview that is part of a detailed client 
profi le, including non-technical skills and competencies 
such as: gender, urban or rural background, age, history, 
disabilities, employment constraints.

Priority 3
Activity 5

Deploy high-quality customized support
to those with projects that involve
self-employment.

UMER has begun the process of adapting the supporting 
pedagogy, guides and languages to the needs of the 
pilot provinces (customized service). In particular, the 
counselor is asked to adapt his message to the target 
audience according to the area of intervention (which 
changes on a daily basis).

Priority 3
Activity 6

Set up a remote support system for
self-employment.

UMER has produced a series of videos with testimonies 
of successful experiences in creating VSEs or local 
cooperatives to complement the virtual training package 
for self-employment made available by ANAPEC.

Priority 4
Activity 9

Strengthening international cooperation. Based on a documented pilot approach, the capitalization 
of the UMER experience can help to draw up a list of 
projects requiring international funding, with detailed 
identifi ed needs for international cooperation.

Priority 5
Activity 4

Develop the regionalization of 
ANAPEC’s management.

The UMER approach is based on a local service through 
the strengthening of ANAPEC regional structures, 
in particular through capacity building, means and 
supervision at the level of the regional and provincial 
administrations.

Axe 5 
Activité 9 

Establish an effective asset 
maintenance system.

UMER proposes an action plan and detailed monitoring 
for the maintenance of all equipment (trucks, solar 
panels, satellite dishes, etc.) in order to ensure that 
mobile units are continuously operational.

ANAPEC 2016-2020 Development Plan UMER Contributions
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3 - Approach 

The job seeker
in rural areas

=
End user

The very nature of mobile agencies only makes 
sense within a broader understanding of the needs 
and constraints of the job seeker in rural areas. This 
entails a period of evaluation and consultation with 
job seekers in the various localities: the aim is to 
develop an understanding of the job seeker and 
their circumstances.

The illustration depicts the steps of this approach, 
known as «Design Thinking».

Figure 1: UMER Approach
The Job Seeker at the Center
of the Development Strategy

Empathy

 Interview the user: 
understand their 

aspirations, their daily 
life, their constraints

and frustrations 
(emotional level).

Research

 Identify their needs
(in the form of verbs).
 Identify perceptions 

(paradoxes, contradictions, 
surprising elements).

Design

 Suggest
unconventional ideas

and alternatives.
 Share your different 

solutions with the user.
 Listen to their

feedback to better 
understand

them

Sharing/
Testing

 Defi ne the course
of action and resources.

 Identify what has 
worked, what can be 

improved, the questions 
and ideas.

Prototype

 Propose an 
appropriate solution 

based on these 
comments.

By designing mobile agencies and 
mobile employment spaces, UMER has 
put the end user, i.e. the job seeker, 
at the centre of its approach in order 
to develop an innovative solution and 
suitable services that will be deployed 
in ANAPEC agencies.
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My Profi le

The evaluation and consultation phase gave rise to a first phase of research that made it possible to 
identify the needs and key aspects of job seekers’ narratives, including unusual things, contradictions 
or uncommon aspects of their stories:

My Hopes, Constraints and Frustrations

Am a Job-Seeker in Rural and Peri-Urban
Areas (Empathy)

Summary Profi le of the Job Seeker 
Following Visits to Approximately Ten Provinces

• Youth population : 17-23 ans. 
• Status: School dropout (usually primary school level, if not middle school). 
• Weak level of French language skills.
• No financial means to get around.
• Has a smartphone, or at least a cell phone. 
• Access to an Internet connection (even if it is only occasional) except for the province of Ouarzazate.
• Presence on social media (WhatsApp and Facebook).

* Source: Discussions with focus groups during the orientation phase, 09-12/2016.

I would like to fi nd a job, 
preferably not far

from home.

But I continue to 
believe in it. I know 

I still have some 
learning to do.

I prefer to work as
an employee, but
given the limited 

opportunities, I could
also consider working

as a self-employed 
entrepreneur or in

a cooperative.

I have already 
done some training 

based on the 
recommendations, 

but I don’t have a job 
yet. It seems to me 

that getting training 
on its own makes

no sense.

I don’t understand 
why there are so many 
companies in the area 

that are recruiting people 
who are not from the 
region. I feel excluded 

from opportunities.

But I am also
willing to commute

or relocate.

I’m not sure what
the options are.

I trust my parents and 
friends to guide me.



My Environment, My Region

Understanding the job seeker and their environment requires a study of their context, including the 
economic potential in their province and region. On this basis, an innovative tailor-made package of 
services can be developed.  

Regional Assessment

To draw up a complete assessment of opportunities and potential, we need to conduct a regional 
assessment. In most cases, we can find case studies, analyses and market research that have been carried 
out by other actors and that serve as a preliminary reference. The following aspects should be considered:

Table 2: Key Questions for the Regional Assessment
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3 - Approach 

What are the main problems of the target group in the pre-selected regions/provinces 
regarding employability?

Does the project aim to solve a central problem of the target groups (disadvantaged men and 
women in rural and peri-urban areas)?

Does the economic structure of the pre-selected regions/provinces allow for relevant initiatives 
for employment integration?

How can the available resources be used in an effi  cient way to achieve the project’s objectives 
(Input/Output)?

How can the project contribute to achieving far-reaching effects (a way to extend it to other 
regions)?

What are the effects of potential synergies with other projects and donors?

How can we achieve «quick wins»?

How can the results be sustained?

Key Questions 

Effectiveness

Sustainability

Impact

Relevance

What is unique about the region / province in terms of the labour market / economic fabric?

Are there companies that recruit on a large scale (specifi c projects with «quick wins»)?

What existing services are most relevant for the rural environment (target regions/provinces)?

Which professions are relevant to short-term training to ensure insertion/business opportunity at 
the local level?

How much capacity building is needed for ANAPEC staff to provide service in rural areas?

What knowledge do benefi ciaries have about the existing offer for labour market integration / 
IGAs / promoting entrepreneurship / the region’s potential in rural areas?

Which sectors provide employment?

What are the opportunities for entrepreneurship?

What are the benefi ciaries’ expectations?

Are the potential benefi ciaries mobile?

How can the mobile agency attract the attention of benefi ciaries?

Specifi c Questions

Benefi ciaries

Concept and 
Offer of a 
Mobile Agency 

Regions to 
Consider for 
Selection
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Based on the information analysed, a matrix of opportunities, professions and specifi c services can be drawn 
up.

Table 3: An Overview of the Analysis of Opportunities, Professions and Specifi c Services by Region 
(Example of Fahs-Anjra)

• Tanger Automotive City (TAC)
• Renault Tanger Med.
• Tanger Med.
• Aïn Dalia Chinese Industrial Zone.
• New city of Chrafat:

 - New city of Melloussa.
 - Future Khaladi wind farm.

Opportunities for Integration Outside the Province
• Tanger Free Zone (TFZ).
• Tetouan Park.

• Processing of local products (milk, cheese).
• New/Emerging production (honey, rabbits, chickens, 

eggs).
• Nurseries to grow plants for future green spaces 

in the cities of Chrafate and Melloussa.

Opportunities for Insertion IGA Opportunities

• Automotive professions, particularly cabling and 
manufacturing (cap operators).

• Building trades (masons, carpenters, plumbers, 
tilers, etc.).

• Civi l  engineering trades (guards, machine 
operators, formworkers, scrap metal workers).

• Household services (cleaning, cooking, etc.).  

• Information and awareness-raising services for 
young people in the 7 rural municipalities about 
ANAPEC’s service offer and opportunities for 
integration in the province.

• Counselling, preparation and support services 
for rural youth to undergo a job interview 
for a given position in a previously identified 
company. 

• Preparation services for pre-hired rural youth 
to successfully integrate into the company that 
hired them (specific training in soft skills).

Potential Professions

(Short-Term Training)

Specifi c Services Based on the Potential/ 

Particularity of the Region
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The Actors Around Me

Ongoing contact with other actors involved in the region was an essential step in the project’s approach. 
Establishing partnerships at the local level has made it possible to determine: 

1. Information on each actor’s offers.
2. The definition of each actor’s contributions to the project.
3. The acceptance and especially the appropriation of the tools and services offered at the local level.
4. Private sector involvement in developing training programs and recruitment schemes.
5. The long-term sustainability of the system.

The process consisted of several stages, including various meetings and visits before an in-depth analysis 
of opportunities and synergies. This analysis made it possible to focus on a limited number of partners 
and involve them throughout the design and implementation phase.

The method chosen for selecting partners is as follows: 

• Focus first on the institutional level: The Governor was the first point of contact for establishing links 
with other local actors (starting with the institutional level).

• Develop a chart of potential actors and partners (database of actors classified by relevance and sector)
• Establish selection criteria for partners with an analysis of «Strengths, Weaknesses, Opportunities and 

Threats» (SWOT) for potential actors.
• Define the roles of each partner in supporting a mobile agency (mobilization of the target group, 

information and awareness raising about the partner’s services to improve employability, implementation 
of training, support for integration / setting-up a business, etc.).

• Define the roles of each partner to support a mobile agency (mobilization of the target group, 
information and awareness for the partner’s services to improve employability, implementation of 
training, support for integration / creation of the company, etc.).

3 - Approach 
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Chart of Actors as a Factor for the Success of the Cooperation (Extract) 

Actors with at least potential interests in the changes that, for example, must be implemented by a 
project, can be designated as stakeholders. Due to their material resources, status and knowledge, 
they have particular prerogatives and have a decisive infl uence on the design, planning and 
implementation of a project.

Depending on the questions that mapping the actors is intended to answer, it is possible to classify 
and distinguish the actors of a cooperation system according to their respective importance. This 
can include key actors, both primary and secondary.

Primary actors are those who are immediately concerned by the project, either because they are 
among the benefi ciaries, or because they wish to acquire or must cede power and privileges with 
regard to the project, or because the project causes them harm. Secondary actors are those who 
participate only indirectly or temporarily in the project, for example, through the services they 
provide to the project.

Actors who can signifi cantly infl uence a project because of their capacities, knowledge and power 
are called key actors. As a general rule, they are involved in the decisions taken within the project.

Veto actors are those whose support and participation are essential to the achievement of the 
expected results of a project or who can completely block a project. Veto actors can be either key 
actors, primary actors, or secondary actors.

Source : Capacity WORKS. 
Cooperation Management for Practitioners, GIZ (2015).



Figure 2: Mapping of the Actors – Example of Fahs Anjra
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Mobile units for improving the employability of the rural and
peri-urban population in Morocco
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SWOT Analysis

A «Strengths, Weaknesses, Opportunities and Threats» (SWOT) analysis clarifies the potential and 
limitations of the selected actors in question.

Table 4: Organizations as Partners (General)

Strengths

• Existence of several organizations dealing with the 
issue of employability.

• Interest of prospective partners in the mobile agency.
• Capacity to mobilize young people.
• Support from local authorities.

• Proximity to the target population.
• Knowledge of local issues and the target’s aspirations.

Opportunities

Weaknesses

• Organizations’ power to mobilize (double-edged sword) 
that can both contribute to the success or sabotaging 
of the mobile agencies’ initiative.

• Diverging / conflicting interests and sometimes hidden 
competitiveness between the province’s organizations 
that leads to high risk when working with a few 
organizations at the expense of others.

• Close connections between several organizations 
with identical members, sometimes creating inactive 
local organizations in order to have maximum access 
to funding and ensure their presence in the province.

• Perceived politicization of organizations in the region.

• The seasonal nature of the activities.
• Activities in other areas.
• Delicate financial situation of the majority of 

associations.
• Inabil ity to participate in mobilizing human 

resources or financing workspaces.

Threats

• Prudently manage all relationships with organizations.
• Rely on the organizations contacted during the mobilization process of the project’s awareness-raising phase.
• Avoiding direct funding of organizations by focusing instead on their involvement in project activities by funding 
the action based on a defi ned set of specifi cations.
• Rely on other partners who can support the project.

Recommendations
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Partners’ Roles
 
A table with the partners’ roles clarifies expectations and the need to formalize contributions. The 
approach was as follows:

• Discussion of the partners’ roles at the local level, bilateral meeting.
• Analysis of existing agreements between ANAPEC and the partner - if necessary, propose an amendment or
 a new agreement.
• Discussion of the partners’ roles at the national level (bilateral meeting and/or discussions during strategic 
 workshops and/or during the project steering committee).
• Formalization of the role, if necessary.
• Operationalization of the role during the local committee workshop with an action plan.

    
Table 5: Partners’ Roles (Example)

Actors

Provide security for mobile agencies (parking).

Collaboration with agricultural training centers in the 4 
pilot regions as well as the implementation of short-
term training according to the needs of our target 
group and awareness raising on the training courses 
available.

• Collaboration with delegations on the awareness-raising 
and training component in training centers.

• Use of products developed by / for ANAPEC (e.g. soft 
skills training kit).

• Authorization to use the videos developed.

Using the soft skills kit for training benefi ciaries.

Providing a work space to deliver services before the 
arrival of the mobile agencies.

Ministry of Interior, General Directorate of Local 
Authorities.

Sector-based thematic ministries (relevant themes 
for this project: vocational training, agriculture, crafts, 
tourism).

Others, for example: National Mutual Aid, ADS, 
ODCO, OFPPT, ENA, IFMEREE, IFMIA, Attijari Wafa 
Bank.

Training organisations (IFMIA, IFMEREE, MFR, etc.).

Commune.

Role/Expectations

3 - Approach 
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My Needs and My Paradoxes

A research phase can be initiated with the collected data and information. This research is used specifically 
to translate information into needs: what are the needs of the job seeker, our end user? It is best to 
formulate needs as a verb. To give priority to an innovative response to these needs, it is helpful to focus 
in particular on unusual elements, contradictions and paradoxes. The needs identified during this pilot 
project are particularly concerned with:

Table 6:  The Clients’ Needs

Based on this research, it was possible to start the design phase, which aims to develop various innovative 
solutions and alternatives. On the one hand these solutions address the development of mobile agencies 
with its equipment and on the other hand the development of four components of the available services 
related to a mobile agency.

My Needs (Research)

My lack of information on employment opportunities. 
My lack of information and interest in existing public employment services 
(ANAPEC’s services).

The lack of services offered in simple Arabic; my diffi  culty in understanding 
complex messages and my need for popularizing services.

The lack of support for my self-employment initiative, especially in developing 
my business plan.

My lack of qualifi cations and skills, including conduct.

My inability to access fi nancing to create an economic activity.

The absence of a customized service offer, adapted to my individual case.

My lack of motivation to work.

My inability to get around

Justifi cation

I need to be informed

I need to understand

I need guidance

I need to learn

I need support

I need help

I need motivation

I need to get around

Need
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Types of Mobile Agencies

In Morocco, several institutions are already working 
with mobile agencies. Experiences and good 
practices were summarised in a report on mobile 
agencies (Annex 3) which served as a basis for 
proposing ideas and alternatives. The key issue 
that was discussed with job seekers, ANAPEC and 
other partners was: 
           
What is the function of the mobile agency? 
Is it simply an ANAPEC mobile agency or is 
there a function beyond that of an agency

Several criteria infl uenced the discussions. These 
criteria are presented in the table below and are 
particularly concerned with the mobile agencies’ 
service offer, their layout as well as their management 
and conduct. These criteria were used as a basis for 
the choice made by ANAPEC’s hierarchy, particularly 
based on the agency’s long-term objectives, for 
example the management of large fl ows versus 
accessibility.

Suggest Some Ideas and Alternatives for Me (Design)

Best Practices of Other Actors in Morocco

• OFPPT, important factors: local service, many 
years to implement, staff reduced over the 
years, no budget for maintenance, large size 
does not fit on all roads.

• Ministry of Handicrafts: expansion of the 
enclosed space once parked, mobile units’ 
route is centrally plotted.

• Mohammed V Foundation: the caravan is 
housed on site for 2-3 days; installation of a 
GPS tracking system; preventive and corrective 
maintenance.

• Mobile kiosks (Attawfiq and Al Amana): training 
kit in the form of a stand, an interim company 
to guarantee the safety and operation of 
vehicles; satellite Internet connection solution 
to overcome the 3-4G network problem.

• Banks (Banque Populaire, BMCE, Wafacash): 
Solar-powered units.

Potential of Mobile Units in The Context of 
the UMER Project, Hicham Chahir, GFA (2016)

3 - Approach 
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Table 7: Possible Solutions to Problems

• Standardised tools to know what to expect.
• Contents adapted to the needs of the region/province.

• Information.
• ANAPEC workshops and support services.
• Placement interview. 
• Training (other partners).
• Support, also by Skype video conference (e.g. with advisor specialized in self-

employment/ANAPEC).
• Pre-screening interview of employers.
• Administrative formalities before seasonal migration (port of Tangiers).
• Transportation for remote population.

• Need to work on the «Branding» of the mobile agency.
• System for the continuous monitoring and improvement of the quality of services, 

based on the permanent adaptation and readjustment of the service offer.
• Give priority to the assignment of mobile agencies at the regional level (ANAPEC 

Regional Directorate) in order to allow their use in other provinces of the region.
• Final decision on the use of mobile agencies, including in other regions, remains 

with the assigned management (Project Manager: Head of the Prospecting and 
Marketing Division).

• Change process inside ANAPEC: Need to work with ANAPEC so that they are 
autonomous at the end of the project otherwise scaling up is not possible.

• Flexible in relation to different usage models.
• Have the internal layout of the units carried out by a professional planner approved 

by the vehicle manufacturer.
• Provide a partition between the «driver’s» cabin and the internal workspace 

reserved for employment counsellors.

• Pay attention to the design of the stand (tent) as an outdoor training space (in the 
case of minibuses), choosing resistant materials and opting for one of the simplest 
assembly and dismantling systems.

• Pay close attention to the choice of materials and the stand assembly and dismantling 
system, while providing storage space for the package.

• Access for people with reduced mobility.
• Choose vehicles with sliding side doors, and rear doors opening to 270/360 degrees.
• Choose the low chassis to ensure accessibility for people with disabilities.
• Favour a hydraulic and manual system over an electric one.

• External cladding with audio to capture the attention of different audiences and 
generate renewed interest in ANAPEC and its services.

• Not too imposing given that the mobile agency will serve a predominantly rural 
population.

• Interconnection between all units and ANAPEC (central/regional).
• Provide mobile agencies with GPS or GPRS solutions.

• Choose vehicles requiring a B permit.
• Use a temporary employment agency to recruit drivers.
• Recruit experienced professional drivers, preferably first through a temporary 

employment agency to test the driver and avoid absences due to illness or leave.
• Entrust operation to counsellors (an option to be left as a last resort, as it involves 

several risks).

• Opt for long-term rental.
• Entrust maintenance to an external service provider.
• Consider the satellite Internet connection solution.
• Plan the installation of a GPS tracking system.
• Mitigate the risk of theft by installing an alarm system.
• Provide a soundproof generator set.

• Give preference to light commercial vehicles over heavy goods vehicles, given 
their ability to easily use rural roads and to serve isolated areas.

• Choose robust vehicles adapted to traffic conditions (network used, types of 
roads, and specific local weather conditions).

Points of View

General Services

Ideas for Use

Management

Internal Layout

External Layout

Type of access

External Cladding

Tracking and Monitoring 
of the Fleet

Operation of 
Mobile Agencies

Technical Management 
and Maintenance
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Discussion Factors

S
e

rv
ic

e
 O

ff
e

rs
/P

ro
v
is

io
n

s
L

a
y
o

u
t

M
a
n

a
g

e
m

e
n

t 
a
n

d
 O

p
e

ra
ti

o
n



Anajit | Decembre 201828

Four variants were analysed in terms of performance and cost in order to inform decision-makers about 
the existing possibilities. All these variants have advantages and disadvantages and make it possible 
to offer diversified solutions to meet the specific needs of each region. An important aspect for the 
final choice will be to check accessibility in the selected provinces (need for 4WD vehicles; narrower 
vehicles, rainy season, etc.). 

3 - Approach 

Table 8:  Development of Mobile Agency Prototypes

Characteristic

Offi  ces/Room

Others

Mobility and 
Parking

Superfi cie interne

Permis 

Exemples

Van type light vehicle Chassis cab vehicle

Feature

• 1 bright office with 
large bay windows.

• Covered reception 
platform.

• Waiting room.

• Outdoor video 
projection.

• Easy to get around on small roads and tracks.

~7 m2

B License B License

~7 m2

• Easy to get around on small roads and tracks.

• A podium to 
overlook the crowd.

• Communication and 
marketing vehicle.

• Total coverage type 
decoration.

• Storage for 
promotional items.

• Audio equipment.

• 2 independent 
separate offices.

• External training 
area covered by an 
awning.

• Flat screen 
embedded in 
exterior panel with 
external diffusion.

• Internal reception 
area.

• Uncovered 
reception platform.

• Large LCD display.
• Audio equipment.

Version 1

Minibus

Version 2

Podium
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Regardless of the option chosen, the variants are all complementary and compatible to different degrees 
with the services offered by mobile agencies. The organisation of workshops in mobile agencies, for 
example, is not possible in all variants, but can be relocated without too many inconveniences. In the 
end, the following table of criteria helps to guide the choice in an objective way. 

D License E License

48-seat bus/12 m long Semi-trailer with movable body

• Interview area with dressed table and 2 chairs.
• Training area (conference table + 12 chairs).
• Partition wall between the 2 spaces.

• Limited travel/road.
• Difficulties parking, guarding.

~25 m2 ~50 m2

• Limited travel/type of road.
• Difficulties parking, security.

• 2 individual offices. 
• Reception area with 3 tablets. 
• 15-20-person meeting room with projection equipment.

Version 3

Bus  

Version 4

Semi-Trailer

• Communication and marketing vehicle.
• TV screen with DVD and data display.

• TV screen visible from the outside.
• Glazed scoreboard visible from the outside and powered 

from the inside. 
• Toilets. 
• 70 m2 (when the sides are open).
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Criteria for choosing the right option have been formulated to weigh the pros and cons of each variant:

• Desired services in the mobile agency in question.
• Independence of the mobile agency’s external power supply for one day (electricity, internet), power 

supply / recharge during the night.
• Road and bridge conditions in the province / pilot region using the mobile agencies.
• Required driving license.
• Monitoring of services, journeys, diesel fuel supply (video surveillance, GPS).

Service Offer

In addition to vehicle development, ANAPEC’s service offer has also been developed to provide appropriate 
local service for mobile agencies. The starting point for this analysis was the existing ANAPEC service 
offer, which was complemented with additional services to meet the identified needs of the end user, 
the rural job seeker.

The illustration below shows the ANAPEC service scheme and the areas of intervention to strengthen 
with regard to mobile agencies.  

ANAPEC Services
Red: Services to be developed/adapted for the mobile units

3 - Approach 

RECEPTION / SELF-SERVICE / ACTIVE STANDBY

Entrepreneur
Non-Independent

Job Seeker
Independent
Job Seeker

Awareness-Raising

Services for
Project Leaders

Services for Job 
Seekers

Business Plan 
Development

Linking

Self-Employment 
Creation

Integration

Self-employment Test

Soft Skills Test

Subsidized Contract

Information Job Offers
Scheduling Appointments/

Registration

Placement Interview
Assessment

Identifying one or two professions
Implementing an action plan

Short-Term Training

Awareness-Raising



Scaling up the concept of mobile employment agencies 31

Planned measures to strengthen the service offer: 

• Measures should start with raising awareness of the existing situation. The target is first and foremost 
the distorted or misinformed.

• Popularization of ANAPEC services (translation of existing ANAPEC tools into simplified Arabic, use 
of images instead of text, etc.).

• Additional training (cross-functional and business training). 
• Introduction of ICTs.
• List of local partners by type of service (training centers by type of training; social associations for 

services and/or training for the disabled; micro-credit or other donors for self-employment services/ 
creation of VSBs or cooperatives; public partners for mobilizing beneficiaries, cooperatives and existing 
entrepreneurs for videos, testimonials, and other outreach initiatives).

On the other hand, the arrival of mobile agencies must be prepared. They cannot work in all parts of 
the province at the same time. Clients must be supported on a regular basis, at least once a week. For 
this reason, pilot municipalities have been selected by the governor of each province and services are 
offered on a rotating basis in each municipality. As soon as the flow of customers decreases significantly, 
another municipality can be served.  

Mobile Employment Space
 
It is important to familiarize yourself with the 
structures and actors of the pilot municipalities. 
This can even be done before the mobile agencies 
arrive. The employment counselor, supplied with 
the necessary equipment (computers, datashows, 
posters), contacts the actors, particularly the local 
authorities. They can provide services in fixed areas 
in pilot municipalities. These spaces are chosen 
by the municipality’s president based on criteria 
such as visibility, accessibility and availability. At 
a minimum, spaces must be equipped with chairs 
and tables. The counselor already has knowledge 
of the profiles of job seekers and the available 
services. This approach also provides important 
information for the evaluation of ANAPEC fixed 
agencies in the future.

The mobile employment space also allows you to 
test the function of the mobile adviser in his new 
environment. The advantages include the following: 

• Monitoring the flow of young people.
• Flexible response.
• Adjusting the programming.
• Compar ing  the  costs  o f  acqu is i t ion  and 

management of the mobile agency versus a 
permanent space.

• Profitability, efficiency, usefulness.
• Identifying the best partners based on these 

experiences to set up possible permanent spaces.

Criteria for Selecting the Mobile 
Advisor             
 
• Communication.
• Relevant work experience.
• Facilitation experience.
• Knowledge of the business ecosystem 

and the pilot province.
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3 - Approach 

How Mobile Agencies Are a Step towards a Gender 
Transformative Approach to Employment.

Equality of the sexes and non-discrimination based on gender are fundamental rights, recognized 
in many international laws and reflected in most national constitutions. However, applicable national 
laws, customs, societal institutions and norms often treat women and men unequally. Systematically 
integrating a gender approach into development programs therefore promotes the achievement 
of fundamental rights.

In this context, gender is defined as a concept that refers not to the biological difference between 
the sexes, but rather to the social relationships between men and women. These social relationships 
are learned, and are therefore not fixed, but evolve over time. They differ from one context or 
culture to another, and lead to a distribution of gender roles that is perceived as a social construct. 
Changing the distribution of gender roles can occur naturally but can also be influenced by public 
policies or initiatives, such as development programs.

Several approaches exist to mainstream gender in cooperation interventions. The gender 
transformative approach is a dynamic approach that engages men and women to influence the 
norms, attitudes, and structural constraints that limit women’s opportunities and possibilities for 
access. In this context, the gender transformative approach gives a more complete understanding 
of the problem underlying the distribution of gender roles, which makes it possible to propose 
alternative solutions to promote change.

Essentially, it is about creating a more favorable socio-economic environment by supporting an 
equitable and egalitarian dynamic in both formal and informal institutions.

Mobile Agencies have made it possible to involve, support and integrate a significant number of 
women. It is remarkable that the proportion of women registered in mobile agencies is only 20%. 
On the other hand, the proportion of women completing a qualification measure is 56%. 71% 
of beneficiaries confirm an improvement in their professional situation (hiring, increasing income 
or starting a self-employed activity) after completing a qualification measure: - among them 42% 
women.

What measures have contributed to this success and how have these measures fostered a 
transformative approach of this kind?
 
First of all, important work has been done to establish a relationship of trust with women in rural 
areas. For example, mobile agencies have gone in search of women, in their own environment, where 
they feel at ease. Mobile agencies put employers directly in touch with them, rather than sending 
them to introduce themselves. Then, the training that was given, in partnership with organizations 
and other local partners who work with women, took place in the partners’ facilities, and not in 
the mobile agencies. This has encouraged their presence in large numbers, and allowed a more 
natural contact in a setting they appreciate. 

Secondly, by offering a customized local service, mobile agencies have made it possible to retain 
women for longer, and therefore to help them complete their integration process. This can be seen 
on the one hand in comparison to a fixed agency, where women do not go and/or persevere in 
their efforts to be supported, and on the other hand also in comparison to men who go through 
mobile agencies, many of whom give up along the way.



Scaling up the concept of mobile employment agencies 33

Thirdly, partnerships with economic operators that specifically target women have been set up, 
for example with the company Sews, which recruits women for automotive cabling operations. By 
working with these economic operators, we have been able to propose qualification and monitoring 
initiatives that promote the integration of women into non-traditional sectors.

One aspect that is dealt with in depth involves the behavioural skills of women in a work context. 
Behaviour is one of the major barriers to their active participation in employment. By offering 
soft skills training that addresses these aspects, both women and economic operators are made 
aware of them. This allows a real transformation in the attitudes of all the actors involved, both 
men and women.

In addition to the «classic» soft skills modules such as mobility, communication, negotiation, 
punctuality, relationship to the hierarchy, etc., an additional specific module has been developed 
as part of the work done with women in rural areas on workplace harassment. Raising awareness 
among trainers, internship supervisors, employers and women themselves on this subject has made 
it possible to highlight a subject that remains controversial and often trivialized.

Fourth, to promote the integration of women, the community-based approach has proposed 
partnership agreements with local actors who are able to engage and integrate women. This 
inevitably involves choosing occupations, favoring promising sectors for women (such as 
housekeeping). Although this approach does not always change norms towards the division of 
traditional tasks between men and women, it at least allows women to take a first step towards 
professional occupation, which is not a given in rural areas.

In addition to these conventions targeting women, the transformative approach adopted by mobile 
agencies has also sought to raise awareness among other operators, more reluctant to hire women, 
to accept applications from women who have been supported by the local service. For mobile 
agencies, this means above all no barrier to entry, especially in selecting participants for short-term, 
qualifying training courses, for example, conducted in partnership with economic operators and 
employers. One example was selecting participants for a training in  packing materials, whereby 
the company was made aware of the possibility of training women; or beekeepers’ cooperatives. 

In addition, in challenging areas where women have not spontaneously visited despite the 
activities described above, especially because of customs, the mobile agency works closely with 
organizations specialized in training and capacity building for women. In Fahs-Anjra province, 
for example, the mobile agency worked with the Mohammed V Training Centre in Kser Majaz to 
attract women and offer soft skills training services.

Fifth and finally, mobile agencies have worked extensively on communication and outreach - 
showing and demonstrating that women are active and present. This requires a series of measures, 
such as recruiting mobile counselors and promoting active women. Indeed, having a female mobile 
counselor in the agency helps to gain the trust of the female beneficiaries, to speak «their language» 
and also to show an example of commitment. It also raises awareness among male beneficiaries 
about women’s access to the labor market, especially in areas where customs remain conservative. 
In addition, the external dressing of mobile agencies, flyers, posters and promotional videos all 
show active women. Specifically, the testimonial videos of the «Success Stories» highlighted profiles 
with which women can identify and find inspiration, but also to circulate a message of tolerance 
and change among the rural population, including men. 
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These first designs were followed by a second stage of discussion with key stakeholders and end users 
in order to obtain their feedback on the proposed ideas. A prototype was then developed based on 
these findings and the information collected during the various field visits. 

To a certain extent, the prototype is the product proposed in terms of format (type of vehicle) and 
services (local service offers). 

Choice of Mobile Agencies

• Decision for mobile units such as «ANAPEC Mobile Agency» with the three standard spaces inside: an 
active waiting and information area, a counselor’s office and a training area.

• Choice of two different types of mobile agencies in order to be able to document different experiences 
for scaling up.

• Option for three mobile agencies such as trucks and a semi-trailer, taking into consideration road 
conditions and purchase price.

• Drawing up specifications together with ANAPEC’s Asset Management Division after researching the 
options available on the market in terms of function and equipment.

Procurement

The call for proposals was launched at the international level. Based on the lowest bidder criterion, 
the offer of a Moroccan bidder was selected: CECI in Ain Sabâa, Casablanca. This made it possible to 
provide close support during manufacturing, with weekly visits to the manufacturer by ANAPEC and 
project teams. 

Choosing the Right Prototype for Me (Prototype)

Figure 4: Manufacturing Process

Figure 3: Types of Mobile Agencies

Type 1: Truck, 14 tons Type 2: Semi-Trailer

3 - Approach 



Scaling up the concept of mobile employment agencies 35

Figure 5: Equipment for Mobile Agencies - Exterior

Figure 6: Equipment for Mobile Agencies - Skirts

Skirt 1
Diesel Fuel Tank Generator Set. 
Truck Battery.

Skirt 2
Generator Set.
Air Conditioning Condenser.

Skirt 3
Solar Battery.
2 Inverters.

Skirt 4
Solar Battery – 1 Inverter.
1 Regulator – Electrical Box.

Skirt 5
Side Staircase.

Skirt 6
Extinguisher – 2 Water Tanks – AdBlue.
Power Supply Cable – Grounded Spike.

External TV

Camera

Solar Panels

Solar Batteries

Stairs

Skirts

Hydraulic Generator Set

Water Tank

Stabilizers Power Generator

Extension
Generator Set Radiator

Satellite Antenna
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The manufacturing process took six months with several additional tasks to be carried out after the 
official handover. Altogether, 10 months are required for construction. However, some activities could 
already begin running concurrently, for example: 

• Drafting the mobile agency’s management manual with the procedures, roles and responsibilities of 
the various entities (including maintenance and safeguards; procedures such as parking, installation, 
procurement, use of equipment, etc.; itinerary planning, and use of space).

• Training drivers and advisors on how to use mobile agency equipment.
• Human resources policy for running a mobile agency and integrating it into the advisors’ weekly planning.

Figure 7: Equipment for Truck Type Mobile Agencies - Interior

Fire Extinguisher Sign

Fire Extinguisher

Air-conditioning Remote Control

Bulletin Boards

Bulletin Boards

TV espace accueil

Training 
Room TV

Facilitator’s/
Instructor’s/
Moderator’s 
Desk

Camera Monitors

Bulletin Boards

Training Room

Circuit Breaker

Desk

Hydraulic Switch

Computer Terminals
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Figure 8: Equipment for Semi-Trailer Type Mobile Agencies - Interior

Camera Monitors

Training Room

Bulletin Boards

Bulletin Boards

Living Area
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Reception
Area TV

Training 
Room TV

Hydraulic Switch
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Mobile Agencies’ Service Offers

The local service offer has been developed based on four components as shown in the figure below: 

Component 1: Information on job offers, especially in the region, but also elsewhere; the region’s main 
economic sectors, its professions, the training offered by ANAPEC and other stakeholders.

Component 2: Support for the job seeker: information workshops on the mobile agency’s services, 
placement interviews to better understand their needs, ranking the job seeker as a client who is looking 
for direct integration or who wants to create self-employment, developing an action plan with job search/
self-employment workshops and, if necessary, training.

Component 3: Implementation of training courses, organized by ANAPEC or other actors.

Component 4: Establishing contact with a company, a consultant specialized in self-employment or other 
institutions, such as the Office for the Development of Cooperation (ODCO) to help set up cooperatives.

Figure 9: Components of the Mobile Agencies
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Each component is presented below in detail in table form in order to highlight the innovative elements 
of the mobile agencies’ service offer, compared to the existing ANAPEC offer in a fixed agency. Then, 
specific examples of how this has been achieved are provided. 

Component 1: Information

Table 9: Component 1 Services: Information

Communication regarding 
ANAPEC and the mobile 
agency

Engaging the target 
audience

Employment 
Opportunities 

Information on relevant 
professions

Information on relevant 
sectors

Information on training 
courses.

Information on ANAPEC 
services 

Feature

• ANAPEC visual identity.
• Informational material.

• Targeted messages.

• On display and self-service 
computers.

• On display and self-service computers.

• On the ANAPEC portal and via 
self-service computers.

• On the ANAPEC portal and via 
self-service computers.

• Training funded by ANAPEC.

• Flyers.

• Anajit visual identity.
• Informational material. 
• Communication network: Anajit 

Facebook. 

• Partners (municipalities, non-profit 
organizations).

• Facebook - itineraries, information. 
• Targeted messages - SMS, WhatsApp.

• Posters (35, Arabic and French).
• Video library application, including 

analyzing partners’ videos and 
developing additional video clips.

• Posters. 
• Slideshows.

• Application «Training in My Region» 
by  pub l ic  and  pr ivate  serv ice 
providers’ branches. 

• Training manuel (booklet).

• Flyers, brochures. 
• slideshows. 

Fixed Agency
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Figure 10: Design of Anajit’s Visual Identity

Figure 11: Outer Covering

+

3 - Approach 
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Figure 12: Examples of Posters
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Figure 13: Examples of Facebook Posts 

https://www.facebook.com/Anajit-413179925779572/  

3 - Approach 
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Placement Interviews  

Seasonal migration

Support for Direct
Insertion

Support for
Self-Employment 

Feature

Yes.

Awareness-raising workshop.

5 job search workshops:
• CV.
• Interviewing.
• Identifying jobs.
• Getting to know the company.
• Opportunities. 
Connecting with employers.

Awareness-raising workshop.

• In-depth interview/contract 
agreement.

• Assistance up to and including the 
business plan.

• Test to analyze Soft Skills needs
• Test to analyze potentiel            

self-employment.

• Awareness-raising workshop.
• Preparatory workshop.

• Awareness-raising workshop on 
working in companies. 

• 5 job search workshops adapted to 
the target group (simplified Arabic, 
visualization).

• Awareness-raising workshop.
• Information workshop about the 

companies’ profiles.
• Information workshop about 

cooperatives.

Visit by a specialized advisor to the 
mobile agency and/or support by 
videoconference. 

Fixed Agency

3 - Approach 

Component 2: Support

Table 10: Component 2 Services: Supportt
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Table 11: Component 3 Services: Training

For more information on the approach to identifying training and developing soft skills kits, please refer 
to Appendix 3.

Cross-Functional
(Soft Skills, Training on 
Cooperatives) 

Job training courses  

Feature

n/a

Customized training courses at 
the employer’s request, soft skills 
integration mandatory.

Cross-functional, using a modular 
format if possible.

• Orientation for training providers 
(tool: information on sectors, 
professions, qualifications, 
available training; application 
(posters, automated powerpoints, 
applications, booklets)).

• Personal follow-up with beneficiaries 
(targeted messages, personal 
contact).

Fixed Agency

When is a training course conducted in the 
mobile unit?

• Short or modular training - so that the mobile unit 
is not permanently «occupied» by a training.

• Training without/with few supports - space in the 
mobile unit is limited.

• Link between training and active search/mobile 
unit services (online job offers, market information, 
internet access).

• Lack of space in the municipality. 

Component 3: Training

The training courses offered by the mobile agencies are supplementary training. The mobile agency 
quickly fills a «gap» but is not as such a mobile training room. The space available in mobile agencies is 
limited but flexible and can therefore be used in various formats (training, awareness raising, workshops, 
discussions, etc.). 

The space is also available for external service providers, to offer input on specific topics, based on 
partnership agreements, etc. These agreements are signed by all parties involved (service providers, 
ANAPEC, employers). Depending on the situation, it may be more practical to deliver training in fixed 
spaces made available by the municipalities or by the providers themselves. Hands-on training sessions 
are delivered directly at the workplace.

3 - Approach 
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Table 12: Component 4 Services: Linking

Direct Integration

Self-Employment

Feature

• Pre-selection of the candidate in the 
agency.

• Follow-up with the job seeker.

• Development of a business plan 
and information on financing 
mechanisms.

• Follow-up with the job seeker.

• Pre-selection of the candidate in 
the mobile agency (Final interview 
usually held at the company).

• Follow-up with the job seeker.

• Information on financing 
mechanisms. 

• Support in developing a business 
plan by a specialized counselor 
who can be dispatched to the 
mobile agency.

Fixed Agency

Component 4: Linking

Figure 14: Workshop and Training Area
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My First Experiences with Mobile Agencies (Sharing and 
Testing)

3 - Approach 

Inauguration of Mobile Agencies

In January 2018, the mobile agencies were inaugurated in Marchraa Belksiri in the Sidi Kacem Province 
(Rabat, Salé and Kenitra Region), one of the project’s pilot provinces. For this key inauguration, all 
four mobile agencies were on site. Inaugurations in the project’s other provinces were organized at the 
provincial level with local actors. After ensuring travel and security with the Ministry of Interior, provincial 
governors and local authorities, all mobile agencies have been operating since May 2018.
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After the inauguration of the mobile agencies on January 24 in the municipality of Machaa Belkssiri, 
more than 300 people showed up at the municipal headquarters on Monday, January 29 when our 
team was on site for the awareness workshops. This was an unmanageable turnout for the counselors 
despite the intervention of a municipality police officer. It was imperative that caution be exercised and 
that the situation not get out of hand as the population is known for spontaneous demonstrations and 
unemployment is a problem. This massive presence was due to several factors:  

• The spread of erroneous information: recruitment by Germans and that the mobile agency was offering 
jobs, among other things.

• Coinciding with the recruitment campaign for female berry workers: the presence of several women, 
including those refused at the time of registration on the lists, as they hoped the mobile agency might 
offer them a second chance.

• Political orientations: supporters of the municipality president’s political party would have priority 
for certain job offers.

The following approach was adopted:

Managing the Target Group: Steps to Process the Flow of Benefi ciaries Following the 
Inauguration

Moving the Mobile Units

While the trucks move daily to the respective pilot municipality according to an agreed schedule, the
semi-trailer in Sidi Kacem remains in a municipality for fi ve consecutive days and the driver sleeps in the box 
which is equipped with a mini-apartment. For a semi-trailer, travel and parking involve logistical efforts that 
cannot be provided on a daily basis.

Registration

Set up a system to register potential beneficiaries, by collecting their 
contact details and some information that will facilitate contact later 
on to invite them to information and awareness sessions on UMER’s 
service offer.

Grouping

Prepare groups of 25 to 30 people with a defined program and schedule 
of information and awareness workshop; information, personalized by 
group, will be communicated via WhatsApp, SMS and posting in the 
municipalities.

Information 
Workshops

Conduct information and awareness workshops for small groups about 
UMER’s services.

Placement 
Interviews

Register interested persons for the interview sessions either in the mobile 
unit or in the fixed spaces..

Workshops
Register people in advance for ARE/AE workshops in the mobile unit 
according to a defined and communicated schedule. 

Figure 15: Approach for Managing Flows
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3 - Approach 

After defi ning the fi rst groups, two teams were created: the fi rst one was responsible for registration and 
the second for conducting parallel information workshops in two different locations. 

The approach was successful thanks to the local ANAPEC team’s efforts to support the counselors, the 
province by raising awareness of the security aspect, and the municipality and the local authority/police 
for their mobilization during the 5 stages. However, the security aspect should be considered with the 
following recommendations: 

• Choose a «neutral» place for the first and third step.
• Provide barriers with a safety feature in the form of a corridor/route to manage flows (follow the 

model of the berry workers).
• Mobilization of local authority/police to assist in flow rate management.
• For information workshops and initial interviews, only people on the nominal list of groups can access 

the room.

Following the success of this approach and its validation by ANAPEC, it was adopted for use in the other 
provinces, although it was tailored to the context and flows in each of them.

Mobile Agency Services

Information and Guidance
• Available positions.
• Information about professions.
• Testimonials.
• Training: database, ANAPEC training, etc.

Support
• Placement interview.
• Job search workshop.
• Support for project leaders.

Training
• Soft skills training for integration (modular, half-day).
• Other training from other providers.

Linking
• Putting you in touch with an employer.
• Pre-screening and selection in the mobile agency.

Management within ANAPEC of the Mobile Agency Fleet 

Vehicle management requires putting in place a permanent monitoring system, involving the contribution 
of a multitude of ANAPEC’s internal actors from different levels and entities (General Management, 
Regional Management and Local Agency).

The objective of this monitoring system is to optimize logistics costs, rationalize the use of mobile 
agencies, ensure their longevity and improve their impact on the target audience.
As such, the monitoring activity of mobile agencies involves several areas of intervention that include 
the following:

• Management of consumables and spare parts inventories.
• Management of preventive and corrective maintenance through an external service provider.
• Human resources management.
• Management of itineraries and routes (programming, traceability and remote monitoring).
• Administrative management (vehicle documents, mobile agency marking and labelling, driver documents, 

approval documents).
• The permanent management and adaptation of services dedicated to mobile agency clients.
• Management of partnerships.



Scaling up the concept of mobile employment agencies 51

The roles and tasks of each ANAPEC entity represented by the mobile agencies are as follows:

Property Management Division (DGP)

• Development of procedures and technical management manual.
• Follow-up of maintenance and warranties.
• Supply and cleaning procedure.
• Monitoring compliance with technical instructions (electricity supply, use of hydraulic system, etc.).
• Warranty and maintenance contract for the generator set.
• Warranty and maintenance contract.

General Services Division (GMD)

• Purchase of maintenance services.
• Vehicle insurance.
• Fuel supply and consumables.

Organization and Information Systems Division (DOSI)

• Internet subscriptions.
• Management and maintenance of IT applications.

Regional Department

• Management of the relationship with local authorities (MU parking area, security, youth mobilization, 
etc.).

• Approval and follow-up of mobile agency routes and activities.
• Remote monitoring via GPS and electronic monitoring platforms.

Local Agency

• Monitoring the mobile agency’s activity / planning.
• Tracking the mobile agency’s routes.
• Information, awareness-raising and cooperation with local partners.
• Handing-over of the keys, signature of the release form.
• Monitoring the execution of the warranty and maintenance contract.
• Approval of the monthly schedule.
• Approval of the management of active waiting areas, interviews, rooms.
• Displays: screens, posters, etc.
• Mobile agency supplies (hygiene products, posters, documentation, consumables).
• Monitoring the mobile agency’s cleanliness.

Counselor Assigned to the Mobile Agency

• Pre-departure check of the MU.
• Deployment of the MU on site.
• Inspection before returning MU.

Mobile Agency Driver

• Pre-departure check of the mobile agency.
• Deployment of the mobile agency on site.
• Inspection before returning the vehicle.
• Preventive maintenance visits (general visits to the manufacturer’s premises).
• Reporting any irregularities, technical malfunctions or need for technical intervention by an external 

service provider.
• Internal and external cleaning of the mobile agency.
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3 - Approach 

TIC
Integration

Maintenance
Vehicle

Specifi cation/
Purchase

Services
and

Initiatives

Potential
Partners
Involved

Roadmap of System

Monitoring and Evaluation

DMCC + DAR DP DR DR DR + DMCC DR + DP + DMCC

DCRI + 
DPM + DAR 

+ GFA

Institutions

Employers

Civil
Society

Existing to
Be Adapted

New to Be 
Developed

Partner
Services

Model 
Analysis

Design
TOR

Procurement

Component/ 
Vehicle
Record

Contrats

Guidelines:
Parking and

Powering
Uptension

Application

Internet
Connectivity/

SMS          

Communication:
Social

Networking
Communication

Supports/
Graph Chart

DSCE + 
GPA + DAF 

+ GFA

DGP + DMG
+ GFA

DOSI + DC 
+ DGP + 

DPM + GFA

HR

Job
Description

Activity
Sheet

Weekly
Schedule

Trainings

DGP + DMG
+ GFA

DRH + DSCE
+ GFA

ANAPEC Entities Involved

The illustration below provides an overview of the roadmap of ANAPEC’s system for internal monitoring 
and evaluation of mobile agencies.  
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DAE Self-Employment Division 

DAR Regional Agency Director

DC Communications Division  

DCRI Cooperation and Institutional Relations   
  Division

DGP Property Management Division

DMCC Marketing, Communications, and   
  Cooperation Departments

DMG General Services Division

DOSI Organization and Information Systems   
  Division

DP Services Departments

DPE Employer Services Division

DPM Prospecting and Marketing Division

DR Operations Departments

DRH Human Resources Divisions

DSCE Job Seekers Services Division

GFA GFA Consulting Group, company selected  
  for the implementation of the project (lead  
  partner)

ANAPEC Organizational Chart

Executive 
Director

International 
Placement 

Division

Employment 
Initiatives
Division

Job Seeker 
Services 
Division

Employer 
Services 
Division

Self-Employment 
Division

Services 
Departments

Local
Agencies

10 Regional 
Agencies

Communications
Division

Prospecting
and Marketing

Division

Cooperation 
and Institutional

Relations 
Division

Marketing, 
Communications
and Cooperation 

Departments 

Human 
Resources 
Division

Organizations 
and Information

Systems 
Division

General
Services 
Division

Property 
Management 

Division

Finance and 
Accounting 

Division

Operations 
Departments

Audit and 
Management 

Control Division





4 - Results and fi gure



A total of 5,516 people registered during the implementation period in the pilot provinces, 20% of whom 
are women. The graph illustrates the background of the people registered: 553 of them looked for a job 
independently after their visit to the agency, 2,657 took part in a qualification course - either through 
the ANAPEC Service Pack or a training course.
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4 - Results and fi gure

Customer Service Results

Mid-December 2018, 14 months after the start of services in the pilot provinces and eight months 
after the introduction of mobile agencies in all pilot provinces, the figures achieved were as follows:

Does it work?

Figure 16: Target Group Reached

5516 Registrants from Pilot Provinces
20% Women

2657 Began witha Qualifying Course

1.333 Completed, 56% Women

71% (dont 42% femmes) confi rment une amélioration 
de leur situation professionnelle : embauche, 

accroissement de revenu ou début d’une activité 
indépendante ( échantillon de 440 personnes ).

600 Completed
53% Women

377 Completed
68% Women

356 Completed
50% Women

610 Job Trainings fi nished
52% Women

Automotive, Tourism
Services, Agriculture

590 Soft Skills
70% Women
Multisectoral

1.554 Job Interviews, 36% Women

More than 100 Placed in 
Other Trainings,

64% Women
Financed by Other Projects

1.200 Trainings
Short-Term Consultations and 

Trainings (30-160 Hours)

1.457 ANAPEC Service Packs
Placement Interview, 2 Workshops

and 1 Linking

300 Benefi ciaries
of Self-Employment 

Workshops

553 Independent 
Candidates
20% Women

Benefi ciaries (11/2017 – 12/2018)



1,333 people have successfully completed a qualification course (training or «Service Pack»), of which 
56% are women. The rate of women who complete a Soft Skills modular training course is 68%, those 
who complete a Service Pack (maintenance, two workshops and a connection) reaches 50%. It should 
be noted that this type of measure is not offered «en bloc» and that at the time of the evaluation, 
most beneficiaries had not yet completed the measure. However, this shows that when women are well 
supported by a targeted service, women persevere in their integration process compared to men.

Finally, a total of 1,554 registered people were supported up to a job interview, including 36% of women. 

It should be noted that recruitment interviews do not systematically lead to professional integration 
due to various factors, such as:

• The chosen candidate is on a waiting list.
• The selected candidate does not appear to sign the contract.
• The company postpones the start of work.
• The company finally opted for internal recruitment.

Figures by Province

The figures vary from province to province. They change every day with significant effects, depending 
on the completion of training and job offers. In order to be able to compare the provinces, it is also 
necessary to take into consideration the differences between them: their surface areas and the travel 
time of the mobile agency; the number of pilot municipalities chosen, which implies the frequency of 
their visit; and options for integration, which are usually faster than the support to create a self-employed 
job. Here are some examples:

However, it is always interesting to see the results by province!
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Feature

Province Surface Area (km2, 
approx.)

Number of Pilot 
Municipalities Served

4.000

Possibilities for Insertion Yes Yes Yes, especially seasonal 
(agriculture, tourism)

Weak

Type of Mobile Agency Semi-Trailer Truck Truck Truck

2.000 5.600330

2 3 77

Number of Counselors 2 1 21

Sidi Kacem Fahs-Anjra Berkane Taounate

Table 13: Differences between Provinces

Category

Number of people reached by mobile agencies

Number of people reached by mobile agencies

Number of applications to employment opportunities 
via mobile agencies

Benefi ciaries of soft skills sessions

Benefi ciaries who have completed the soft skills sessions

Benefi ciaries of job trainings (with soft skills modules)

5516785

447

191

214

178

20

2030

1040

528

152

90

338

2051

683

587

69

19

187

650

487

248

155

90

65

2657

1554

590

377

610

Berkane /
O

Fahs Anjra /
TTA

Sidi Kacem /
RSK

Taounate /
FM Total

Table 14: Figures by Province
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How Much Does It Cost?

4 - Results and fi gure

The cost of a mobile agency can be quantified, particularly in terms of procurement but also in terms 
of management and maintenance. After a few months of activity during the pilot phase, it was possible 
to estimate the budget needed for the development of mobile agencies, in the form of trucks and semi-
trailers, while taking into account common startup costs. The table below provides a detailed overview 
of the nature of the costs.

Table 15: Cost of Mobile Agencies in Dirhams, excl. tax

Category

Mobile Agency without 
Satellite Internet

Insurance and Decal Per 
Year

Other, Monthly

Drivers with an «E» 
License Net Base Salary

Driver Performance 
Bonus

Integrated Cleaning Per 
Month

Perdiem for monthly 
overnight stay for the driver 
of the semi-trailer (who 
sleeps in the mobile agency)

Indirect 
Management

Exterior Cleaning, Twice 
a Month

Offi  ce Supplies

Refi lling Fire Extinguishers

Counselors 

Generator Set, Monthly

Diesel, Average Per 
Month

Diesel, per km

Maintenance

Satellite Internet

Geolocation

Parking and Security

Chassis and Vehicle Insurance

Equipment Insurance

Satellite Internet 
Equipment

Chassis, cab, equipment according 
to specifi cations

Engine lubricants (AdBlue etc.), 
taghygraphic disc

Plus employer expense

15% of the time

Performed by driver to make him/
her responsible and to ensure careful 
follow-up

150 Dirhams per night
22 working days per month

Monitoring by 
• General Management
• Regional Management
• Local Agency

Station gasoil

Printer cartridges, fl ipcharts, pens, 
papers, telephone counselors and 
drivers

After use or 1x/year

ANAPEC Wages 1 2 Management

Included for 2 years after delivery 
by supplier

Monthly data rate of 15 Mb/s, and 
30 GB of data volume (transmit and 
receive)

Included for 3 years after delivery 
by supplier

In coordination and with the 
support of the Ministry of Interior 
and other provincial partners

Vehicles: 2 years or 200,000 km whichever 
occurs fi rst, bodywork 5 years, equipment 1 year

Automatic satellite detection

Procurement 
management

Procurement 
management

1.700.000

13.000

100

4.000

1.000

500

200

2.500

200

7.500 (Daily round 
trip 4 days a 
week, the mobile 
agency stays in the 
provincial capital 
overnight)

7.500 (Mobile 
agency stays 5 days 
in a municipality, 
driver sleeps in the
mobile agency and
receives a per diem)

2

700

174.000

3.200.000

20.000

200

4.000

1.000

500

3.300

200

5.000

200

7

700

174.000

Explanation Truck Semi-Trailer Common Costs

Procurement

Contract

Consumables

Human Resources

200 200

Based on 10 Dh/liter
Distances traveled per month/average:
Berkane : 300 km - Sidi Kacem : 500 km
Taounate : 1500 km  - Fahs-Anjra : 800 km

Based on 10 Dh/liter



5 - Recommendations
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5 - Recommendations

With a view to scaling up this project, and taking into 
account the lessons learned, some recommendations 
can be made regarding the management and 
monitoring of mobile agencies in order to allow a 
replica in new regions of the approach taken.

The recommendations include:

1. The intervention logic: Mobile employment 
agencies are mentioned in the ANAPEC 
Development Plan. This development plan 
provides for at least one mobile agency per 
region. The UMER project made it possible to 
pilot the approach of setting up an ANAPEC local 
service for job seekers in rural areas. Based on 
the pilot’s good practices, we now recommend 
introducing mobile agencies in the remaining 
regions using the same approach to identify the 
appropriate mobile agency for the conditions 
in the region. 

2. Mobile employment spaces:  The local service 
developed within the framework of mobile 
employment agencies is based on an adapted 
ANAPEC service offer that reaches out to the job 
seeker in rural areas. This service offer is ideally 
served by a mobile employment agency. However, 
it is possible to start with mobile employment 
spaces, which are fixed but changing spaces 
made available by local authorities. The mobile 
counselor travels around the municipalities, on 
a rotating basis, and offers the same services 
as in mobile agencies. This makes it possible to 
initiate the process in new regions, set up the 
necessary framework, and guarantee ANAPEC’s 
presence in these areas while waiting for funding 
for mobile agencies (study of the region, 
analysis of employment potential, search for 
potential actors and partners, training providers, 
identification of employers, etc). This requires at 
least a mobile counselor and a service car made 
available to the counselor to use for travel until 
a mobile agency is put into service.

3. Alternatives to mobile agencies:  In addition to 
mobile employment spaces, which are a first step 
in the expansion of ANAPEC’s local service, there 
are also several variations of mobile agencies. The 
truck and semi-trailer prototypes were tested in 
the pilot provinces as part of the UMER project. 
The strategy highlights the criteria that led to this 
choice, and the many advantages of this type of 
vehicle for the proposed service offer. However, 
depending on the specific conditions in each 
region, other alternatives may be considered 
and may complement mobile agencies (see 
Chapter 2 - Design - in the scaling strategy that 
documents the different alternatives), including:

Management and Monitoring

• The critical mass of people to serve an area.
• Road conditions.
• Access to the network via satellites (fixed 

branches or employment areas).
• Financial constraints.
• Alternative means of communication (example: 

videoconferencing for bilateral interviews as 
well as for group workshops).

4. Human Resources - the mobile counselor:  
Several factors must be considered:
• Based on the implementation experience in 

the four pilot provinces, a staff of at least two 
counselors per mobile agency is required to 
ensure the efficiency and continuity of the 
service in the event of absence (use of the 
«office» space in parallel with the training 
room, also in the event of absences due to 
illness, holidays, early departure, etc). For 
provinces where self-employment is essential, 
it is recommended that a specialized self-
employment counselor travel to the mobile 
agency to serve the clients once a week per 
location.

• The training of the mobile counselor is an 
important element in the success of the 
outreach approach: it is necessary to provide 
qualitative training, which equips the mobile 
counselors with the necessary knowledge 
and skills to respond to the range of services 
offered by the mobile agency. It is advisable 
to offer 5 days of specific training for mobile 
counselors, as a follow-up to the basic training 
of ANAPEC employment counselors.

• The choice of a mobile employment counselor 
is also an important factor. Indeed, the work 
of the counselor in the mobile agency is very 
diversified and requires a dynamic, flexible 
and multidisciplinary person to cover all 
the activities requested. Choose from the 
best ANAPEC counselors. Also, the priority 
activities of each region must be taken into 
account when choosing the counselor: for a 
region where self-employment and IGAs are 
a priority, it will be necessary to choose a 
counselor who is specialized in these areas.

• Finally, the mobile counselor is forced to 
travel daily to join the mobile agency. This 
can sometimes take up to 3 hours of travel 
per day, not to mention the associated risks 
and additional activities that the counselor 
must cover as part of his or her function in the 
mobile agency. The nature of the work of a 
mobile counselor compared to a fixed agency 
counselor is more complex and the volume 
of people to be served may be very large. 
To motivate mobile counselors, compensate 
them for their additional efforts, and ensure 
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7. Communication, awareness and outreach: The work 
of communication, awareness and outreach has 
been a great asset in the community-based 
approach and a factor in the success of mobile 
agencies. We strongly recommend continuing to 
work with a public/multimedia relations expert 
who can develop, update and inform video 
clips, photos, and posts on social networks, 
including feeding the Facebook page informing 
the planning and location of mobile agencies). 
This will be a key activity in the deployment 
of mobile agencies and local service in new 
regions. The communication strategy around 
the core occupations is developed based on 
ANAPEC monitoring, which is conducted and 
updated every year. It goes without saying that 
information must evolve with the economic 
environment.

8. Maintenance contracts: The maintenance of 
mobile agencies generates the acquisition of 
additional skills for the divisions in charge 
within ANAPEC. We recommend strengthening 
the capacity of ANAPEC maintenance teams 
to improve the monitoring and management 
of agencies. This relates particularly to the 
ability to write specifications for maintenance 
subcontracting (aspects to be considered, 
necessary follow-up, etc.).

9. Ongoing improvement: The pilot phase of the 
mobile agencies has enabled a first cycle of 
implementation and evaluation of services. A 
strategy of ongoing improvement and qualitative 
monitoring of services must be introduced. 
This should include the implementation of a 
monitoring and evaluation system to constantly 
adapt and improve the services offered through 
a coordinator of mobile agencies within the 
Directorate General, who manages a team from 
different departments with their respective 
divisions. 

their longevity in the service, we recommend 
introducing a travel bonus that takes these 
aspects into account and makes the position 
more attractive. 

5. Human resources - the driver:  The driver’s 
function goes beyond simply driving the vehicle. 
He acts as a security agent and manages 
reception by providing basic information about 
the mobile agency’s services to clients. Giving 
the right information as soon as the beneficiaries 
arrive saves a lot of time and provides the 
counselor with explanations for later, so that he 
or she can focus directly on the beneficiary’s 
career orientation. In the event of a large flow, 
the driver also manages the arrivals and the 
timing of each client’s interviews. These aspects 
must therefore be considered when recruiting 
drivers for mobile agencies. In addition, in the 
absence of the driver, it is necessary to be able 
to call upon a replacement who can quickly and 
flexibly take over these functions. We therefore 
recommend recruiting an additional driver for 
every 6 mobile agencies. This replacement 
will be deployed flexibly in mobile agencies in 
different regions and will ensure the continuity 
of activity during the absences and holidays of 
other drivers.

6. The relationship with the fi xed agency and other 
counselors:  
• It is essential to promote a direct and effective 

link between mobile counselors and the 
staff of the local fixed agency. To this end, 
we recommend that the mobile agency 
be included in the rotation of functions of 
ANAPEC counsellors (weekly planning) so 
that they can be involved at regular intervals 
in the activities of the mobile agency and 
ensure a permanent rotation within them to 
support the ANAPEC mobile counselor. We 
also recommend that one resource person per 
local agency be designated for coordination 
with the mobile agency.

• For specific support for job seekers oriented 
towards self-employment,  an ANAPEC 
self-employment counselor must travel at 
regular intervals to the mobile agency. The 
mobile counselor promotes this exchange by 
organizing group meetings for the specialized 
counselor.  If  they are unable to travel , 
interviews via Skype can be offered (tested 
in all provinces with favourable customer 
feedback).
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Communicate, Communicate, Communicate

An essential element for successful implementation is communication about the 
mobile agencies, both internally and externally. A new approach by defi nition implies 
organizational change but also new responsibilities. To guarantee the support of 
the actors, it is imperative to demonstrate the usefulness of the new service. This 
involves on the one hand the actors engaged in implementation within ANAPEC, and 
on the other hand end-users, job seekers in rural areas. We therefore recommend 
that a change management approach be implemented from the design stage by 
promoting simple, regular and targeted communication.

Supporting Internal Change

The introduction of mobile agencies within ANAPEC 
has affected all three departments with almost all 
their divisions: it has therefore been necessary to 
familiarise all departments with the new tasks and 
responsibilities generated by this new service. The 
early involvement of the specific divisions was 
encouraged by targeted internal communication. The 
elements that facilitated this success are as follows:

• Introduction of a coordinator / person responsible 
for mobile agencies within the ANAPEC Directorate 
General .  I t  is  a lso necessary to appoint a 
correspondent at the regional and local level (in 
this case, the director of the local agency). 

• Development of a roadmap that illustrates the 
involvement of all relevant divisions for the 
introduction of mobile agencies.

• Internal communications signed by the Director 
General in order to make the various bodies 
accountable.

• Articles on the progress of the project, published 
on the ANAPEC intranet «Anaproche».

Supporting the Implementation Externally

The objective is to make mobile agencies attractive 
to job seekers while taking into consideration their 
customs and habits.

First, the appearance of the mobile agency must give 
an easily decipherable message that corresponds 
to the Moroccan context. For this purpose, external 
cladding of the mobile agencies with cheerful and 
modest colours was chosen, which depicts the 
support process offered by ANAPEC. Although 
essential, the external appearance obviously does 
not replace the need to inform the target group 
about the mobile agency’s function, services and 

offers. This also implies ensuring the permanent 
presence of an ANAPEC representative who is able 
to explain the offers (and limits) of the service.

One of the main assets of the mobile agency’s 
approach is its role as a lever for other partners 
active in supporting job seekers. It became clear 
that the mobile agency made it possible to network 
a series of key actors, from the public sector, the 
private sector and civil society, and therefore served 
as an unifying element in the work of all these 
actors. This includes, for example, public sector 
actors who provide training and project funding, 
private actors who have knowledge and information 
on the professions, and can lead the recruitment of 
candidates, and civil society who provide specific 
services, particularly for target groups. Thanks to 
its dynamic partnership model, the mobile agency 
has served as a catalyst to bring together all these 
initiatives and offer a complete local service, with 
everyone’s participation. A «win-win» situation for 
the actors involved - what more could you want 
for such a system? 

“ We only take the best counselors. 
to work in a mobile agency ”

Recommendation of Mr. Moulay Driss Goumghar, 
Regional Director Fez Saïs, Fès CNSS, 03/2017.

5 - Recommendations
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5.3 Checklist for Expansion  

Une checklist pour les étapes à prendre en compte pour l’extension est présentée ci-dessous : 

Table 16: Checklist for Scaling Up

Feature Recommendation

Design of Mobile Agencies

Mobile Agency Management

Human Resources

Operation of Mobile Agencies

Targeting

Monthly Routes

Mobile Agency
Employment
Counselors

On-Site Deployment

Maintenance

Duration of Product
Validity

Consumable
Products

Monitoring
Platforms

Fixed Agency
Employment
Counselors

Specialized
Self-Employment
Counselor

Mobile Agency
Drivers

Partnerships with
Local Authorities

Internal Layout

The assignment of the mobile agency in any given region must be preceded by an evaluation study aimed at:
• Identifying the characteristics and specifi cities of the target group, as well as the obstacles and challenges it faces in 
 order to integrate into working life.
• Establishing the economic profi le of the targeted region and identifying potential sectors for youth employment and  
 self-employment.
• Determining opportunities based on the specifi cities of each province.
• Preselecting the rural municipalities considered as priorities.
• Identifying regional and local actors (public sector, private sector and civil society).

The monthly planning of rural municipalities served by mobile agencies must be drawn up and constantly updated in 
agreement with the local authorities and based on the registered numbers of job seekers.

Depending on the economic dynamics of the mobile agency’s region of assignment, the services requested are either 
«Salaried Employment» or «Self Employment». Therefore, it is important to recruit and train employment counselors on 
this basis.

Strictly comply with the mobile agency’s deployment and dismantling procedures and regularly verify the daily checklists.

Set up a rigorous preventive and corrective maintenance system based on the real-time declaration of any abnormality 
that has occurred, which allows the appropriate technicians to be called in as quickly as possible. Communication via 
WhatsApp groups is strongly recommended.

Ensure the renewal of:
• Fire extinguisher supply (each year - in November).
• Certifi cation of tachograph recorders (every two years).

Ensure proper management of the stock of consumables without which the mobile agency cannot be deployed:
• Satellite Internet (volume of data sent and received per month).
• AdBlue (anti-pollution additive).
• Tachograph recording discs.
• Diesel for the generator set.
• Generator antifreeze.

Create a body of trained regional correspondents responsible for monitoring mobile agencies using available IT platforms.
• Geolocation platform.
• Remote monitoring platform.
• Platform for monitoring Internet speed consumption. 
• Fuel consumption monitoring platform.

Set up a rotation system guaranteeing the technical support of the employment counsellor from the permanent agency to 
the one assigned to the mobile agency, with a periodic presence (once every two weeks), particularly during campaigns 
generating a large number of job seekers (e.g. mass recruitment campaigns).

Since the intervention of the mobile counselor is limited to raising awareness and informing the project leaders, it is 
strongly recommended to incorporate the support of the mobile agency’s clients into the monthly and annual evaluation 
grid of the specialized self-employment counselor.
How often they are present in the mobile agency depends on the fl ow of project leaders.

Recruit experienced drivers through an interim agency, who beyond driving skills must be both capable and willing to:
• Take charge of monitoring the technical condition of the vehicle.
• Contribute to the management of customer fl ows.
• Ensure the safety of property and people.
• Take charge of any possible assembly and disassembly operations.

The deployment of the mobile agency and the implementation of the service offer require a partnership framework with 
local authorities to clarify the expectations and contributions of each party.
The aspects co-managed within the framework of this partnership are notably linked to:
• Safety and security.
• Parking areas.
• Mobilization of targeted youth.
• Mobilization of local actors.
• Defi nition of monthly and weekly routes.

Ask the manufacturer to make 3D models before starting the manufacturing process.
Models with furniture mockups are also very useful.
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Appendix 1: Glossary

1 - www.indh.ma
2 - Le guide marocain des associations (http://www.fcs.ma/)
3 - www.odco.gov.ma
4 - Les outils de l’employabilité du BIT pour faciliter l’insertion professionnelle des jeunes, (2013). Carine Ollivier (Gret) en collaboration avec Federico Barroeta et   
 Agnès Matha (BIT). Page 2

Income-generating 
activity
(IGA)

Agri-skills

SWOT Analysis

Self-Employment

Organization

Cooperative

Partnership
Agreement

Placement Interview

Employability

ANAJIT

Activity of producing goods and services for sale. It aims to promote the 
integration of poor and vulnerable populations into the economic and social 
fabric and to contribute to the promotion of local products. 1

Counselor Employment consultants providing services at the ANAJIT mobile agencies 
level. They are recruited within the framework of the UMER project and meet 
the requirements for the recruitment of ANAPEC counselors: level of training, 
professional experience, age, etc. In addition, they have been integrated into 
ANAPEC’s basic training cycle and spent an additional period of immersion 
at the level of the local agencies level to familiarize themselves with their 
tasks and prepare them to do so independently at the level of the ANAJIT 
agencies.

Complement to the Induskills educational kit, developed as part of the UMER 
project. This kit is composed of 11 soft skills modules, 9 of which are from 
the Induskills basic kit adapted for the agricultural field, the two additional 
modules cover prevention against drug use and sexual harassment.

Decision-making tool to explore possible options by taking into consideration 
the strengths, weaknesses, opportunities and threats of each alternative.

Freelance or independent work. This term refers to employment whose 
remuneration is directly linked to profit and whose holder makes the 
management decisions affecting the company. He/She is also responsible 
for the well-being of the company.

«The agreement by which two or more persons permanently pool their 
knowledge or activity for purposes other than profit sharing» Dahir of 15th 
November 1958. 2

Company created by individuals and/or legal entities, which have voluntarily 
agreed to market their products or services together or to obtain services or 
work by using their combined material or technical resources. This company 
is managed according to the laws and principles of cooperatives. 3

Agreement by which the parties involved negotiate the main rules that will 
govern their future interactions and the rights and obligations of each party. 
This agreement is the basis on which they will subsequently rely to fulfill 
their commitments and also in the event of a dispute.

First ANAPEC service delivery where the counselor makes a diagnosis of the 
job seeker’s situation, allowing them to identify the latter’s difficulties and/
or strengths and latent qualifications that could constitute a new profession 
for them. The purpose of this interview is to work jointly with the beneficiary 
to develop an individualized action plan.

The ability to get an initial job, keep your job, and find another job if necessary. 
In other words, it is the «ability of an individual to obtain a satisfying job taking 
into account the interaction between his or her own personal characteristics 
and the labour market». 4

Name assigned to ANAPEC mobile agencies, proposed and retained within 
the scope of the UMER project. This expression in Moroccan dialect means 
«I have arrived/Here I am».



Customized Training 
Courses

Short-Term Training

Indu-skills

Management 
Handbook

Procedure Manual

Baccalaureate Level

Qualifi cation Level

One Stop Shop

Process of Change

Local Services

Regionalization

Regional Partnership

Mobile Employment 
Space

Areas for work at UMER partner institutions in pilot municipalities where 
counselors came before the arrival of mobile agencies to provide ANAJIT 
services (placement interviews, training, etc.). The objective of this space 
was to get to know the target audience better and to start delivering and 
adapting services well before the arrival of MUs.

Training course implemented at the explicit request of companies in order 
to satisfy their recruitment needs.

Training course lasting from one week to a maximum of 2 to 3 months.

Basic educational kit of behavioural skills, developed as part of the UMER 
project. Composed of 10 introductory modules for soft skills, this kit is 
spread over 60 hours and, although it is cross-disciplinary, it is adapted to 
the specificities of the Moroccan industrial sector.

Handbook developed as part of the UMER project, describing the information 
that ensures the proper use and management of ANAJIT mobile agencies 
according to the each one’s specifications (semi-trailer, truck).

Handbook developed as part of the UMER project, describing the procedures 
to be followed to ensure their optimal use by ANAJIT mobile agencies.

Level of qualification for people who have not succeeded in obtaining their 
baccalaureate following their studies in the 3rd and last year of high school.

Diploma awarded after 15 months of study accessible to candidates with at 
least a 3rd year level of middle school and to candidates holding a specialized 
vocational diploma within the framework of internal pathways.

Sales technique that consists in offering the consumer the possibility of 
making all their purchases in the same place.

Steps of change from inaction, to awareness of the need for change, to 
preparation, to action, to maintenance or consolidation.

A local service made available to a community in a given region.

Service Pack One of the UMER project’s indicators, which includes a positioning interview, 
two training workshops and a networking session.

Soft Skills Provide the fundamental foundation for success in the workplace. They refer to 
behavioral or interpersonal skills and include communication, active listening, 
problem solving and conflict management, teamwork, time management, 
emotional intelligence, flexibility, decision-making, etc.

Decentralization of state powers by transferring them to the regions. In 
Morocco, advanced regionalization has split the country into 12 regions 
instead of 16, a 25% reduction. At this stage, it is the regional, provincial and 
municipal elected representatives who are in charge of local development 
and must promote a new dynamic that is closer to the needs of the citizens. 5

Partnership aiming at developing a well-defined regional area.

5 - La responsabilité des élus dans le cadre de la régionalisation avancée. (2017). Ouvrage collectif réalisé par l’association Tafra, page 3
6 - Robles, M. M. (2012). Executive perceptions of the top 10 soft skills needed in today’s workplace. Business Communication Quarterly, 75(4), 453-465.
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Technician Level of qualification that can be obtained by the public after 2 years of study 
with only a baccalaureate level (without having obtained their baccalaureate).

Specialized 
Technician

Level of qualification that can be obtained by the public after 2 years of 
study who have obtained their baccalaureate or after 3 years of study in the 
framework of internal pathways (technician level).

Very Small Business 
(VSB)

According to «Maroc PME», it is a company with a turnover of less than 10 
Million Dirhams. Other institutions add other criteria such as the number of 
employees, which varies between 2 and 10.

Mobile Unit ANAPEC mobile agency. This agency’s design and services are developed 
in the framework of the UMER project.
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Appendix 2: UMER Project

Note on terminology: The term «mobile unit» is used in the context of the UMER project.
This is a project-specifi c term; ANAPEC uses the term mobile agency.
The fi gures refer to the end of October 2018, one year after the start of benefi ts in the pilot provinces and six 
months after the introduction of mobile agencies in all pilot provinces. They change daily, especially since the 
start of services in mobile units. Project indicators will be easily achieved at the end of the project - although 
the implementation phase has been shortened by 12 months.

In its 2017-2021 Development Plan, the National Agency for the Promotion of Employment and Skills, ANAPEC, 
plans to acquire mobile agencies to bring employment closer to the rural population (Priority 1, Activity 3). 
The Development Plan also provides for the implementation of a service offer adapted to rural populations 
(Axis 2, activity 4) and people with a low level of education (Priority 2, Activity 8). In 2015, the German 
Corporation for International Cooperation (Deutsche Gesellschaft für Internationale Zusammenarbeit, GIZ) 
developed the project design which was submitted to the Federal Ministry for Economic Cooperation and 
Development (Bundesministerium für wirtschaftliche Zusammenarbeit und Entwicklung, BMZ) as a project 
proposal (offer). The GIZ thus received the commission for the project’s implementation. The contract was 
awarded to the GFA Consulting Group (lead partner) / Thalys Conseil.

Project Mobile units for improving the employability of the rural population in 
Morocco (UMER).

Regulatory Authority Ministry of Labour and Professional Integration.

Source of Funding Federa l  M in ist ry  of  Economic  Cooperat ion  and Deve lopment 
(Bundesministerium für wirtschaftliche Zusammenarbeit und Entwicklung, 
BMZ) through the German Corporation for International Cooperation, GIZ.

Project Objective The employability of the population in rural and peri-urban areas of the 
pilot provinces has improved in selected sectors, including water, energy 
and sustainable tourism.

Target Population Disadvantaged, unemployed or underemployed women and men in rural 
and peri-urban areas.

Project Duration Orientation Phase : 3 months (2016).
Implementation Phase : 24 months (01/2017 - 12/2018).

Intervention Sites 4 provinces.

Indicators 1- 1,000 people (including 300 women) from the selected provinces 
obtained a written certificate as proof of successful participation in a 
(mobile) qualification course.

2- 70% of at least 15 employers confirm that the employability of participants 
in the areas that concern them has improved.

3- 50% of participants (30% of whom are women) who have successfully 
participated in qualification courses (certificate) report an improvement 
in their work status (e.g. employment, the start of a self-employed 
activity, higher income).

Components 1- The conditions necessary for the decentralised implementation of 
employment-oriented qualifi cation actions in the pilot provinces are created.

2- In the selected pilot provinces, the rural population takes advantage of 
(mobile) employment-oriented training opportunities in selected sectors 
- including water, energy and sustainable tourism, among others.

3- The dissemination potential of the (mobile) training unit approach is defi ned.

Consultant for the 
Implementation

GFA Consulting Group. 

Project Manager ANAPEC.

Overview of the UMER Project
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Results Model

The instrument provides a vivid description of the strategic option chosen. It helps to formalize a common 
understanding of the chosen path of change in a way that is understandable to all actors.

The project objective is integrated into the results model: «The employability of the population in 
rural and peri-urban areas of the pilot provinces has improved in the selected sectors.” The project is 
responsible for achieving this objective. The overall objective, on the other hand, has other factors that 
influence it, namely why the objective is partly outside the project’s intervention area (improving the 
employment situation). This objective leads, in turn, to improved employment in all provinces. To achieve 
this objective, standardizing the system (Component 3) is essential.

At the beginning of the project, it is necessary to create the required conditions: choose the pilot provinces 
and the concept of the mobile units to then identify the project’s actors (Component 1).

Component 2 is the main component: It is necessary not only to acquire and operationalize the mobile 
units, but also to work on the ecosystem with identified partners so that the rural population can benefit 
from the appropriate services to facilitate their integration into the labour market. This service to the 
client, the job seeker, is the purpose of the project.

Results Model

The results model is a model, i.e. a simplified image of reality that it cannot claim to represent in 
its own right. It represents positive, complementary and interdependent changes. It is a synthesis 
of the strategic direction and design of the project and shows in which areas activities should be 
undertaken. It describes the changes (results) that are causally related to each other.

GIZ: Cooperation Management for Practitioners (2015).
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Figure 17: Results Model
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Component 1
The conditions necessary for the decentralised implementation of employment-oriented 
qualifi cation actions in the pilot provinces are created.

Table 17: Indicators of Component 1

Indicators

More than 20 provinces in 6 regions were analysed on the basis of the 
following criteria: (1) the economic potential, (2) the number, mobility 
and vulnerability of benefi ciaries, (3) the involvement, motivation and 
capacity of regional and local actors and (4) synergy with other projects. 
For each region, the need for employment was identifi ed based on 
the information available (case studies, ANAPEC surveillance, etc.). A 
matrix summarizes the (a) integration opportunities, (b) opportunities 
for income-generating activities, (c) potential occupations and (d) the 
service to be provided by the project.

For each pilot province, a report from the province was established 
which summarizes, among other things, the choice of initial and 
continuing training institutions based on the following criteria:

• Accreditation / recognition of the institution.
• Services according to target group; rural and peri-urban.
• Mid-level school services.
• Possibility of accommodation and catering for beneficiaries.
• Flexibility to set up short-term training courses with trainers.
• Possibility of training-employment in cooperation with companies.
• Other justifications (example: company contribution, possibility 

of financing by the regional body, etc.).

For the pilot provinces, an analysis of the 
employment potential of rural people in 
selected sectors (including water, energy 
and sustainable tourism) is available.

For the pilot provinces, an analysis of 
the qualifi cation needs of rural people in 
selected sectors (including water, energy and 
sustainable tourism) is available.

Initial and in-service training institutions 
that are starting to offer (mobile) 
qualifi cation initiatives for rural people in 
the pilot provinces are identifi ed based on 
defi ned criterias.

Achèvement

Results 1: Concept and Partners

The concept was developed in close cooperation 
with ANAPEC based on analyses of potential pilot 
sites. It was agreed that mobile units are a type of 
ANAPEC mobile agency and must offer services 
adapted to the target group (rural and peri-urban, 
especially low-qualified) which is relatively new to 
ANAPEC.

Results 1.1
The concept of mobile units is adapted according 
to the identifi ed pilot provinces.

Developed products

• Analysis of the mobile units (used by other 
actors, recommendations, etc.).

• Provincial reports with analysis of employment 
potential, qualification needs, and training 
institutions identified.

• Table of actors at the national level and in 
each province.

• Analysis of existing agreements and proposal 
of new agreements.
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Four pilot provinces were selected:

• Fahs-Anjra of the Tangier, Tetouan and Al Hoceima Region with a potential for direct integration into 
the large companies that have set up around the port.

• Sidi Kacem of the Rabat, Salé and Kenitra Region, also characterised by large companies with direct 
integration potential thanks to the port of Kenitra, but also with the well-developed agricultural sector.

• Berkane in the Eastern Region with great potential for self-employment, but also for tourism thanks 
to the neighbouring province of Saidia.

• Taounate in the Fez-Meknès Region with relatively little possibility of integration, but a potential in 
the agriculture, handicrafts and sustainable tourism sectors.

• The project headquarters is in Casablanca to ensure proximity to the ANAPEC General Management.

After the pilot provinces were selected, contact with the various stakeholders was intensified in order 
to analyze their technical, logistical and financial contributions.

Figure 18: Project’s Pilot Provinces and Type of Mobile Agency 

Province Surface area Population
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Component 2
In the selected pilot provinces, the rural population benefits from (mobile)
job-oriented training opportunities in selected sectors - including water, energy 
and sustainable tourism.

Table 18: Indicators of Component 2

Indicator

• 58 short-term qualification actions were carried out (10/2018)
• Given their mobility and demand, it was preferable to organize 

short-term training courses in fixed spaces in order not to occupy 
the mobile unit for the full duration of the training.

ANAPEC cannot separate its services according to gender. On the 
other hand, offers typically sought by women have been developed:
• Information workshop on cooperatives (new workshop).
• Information workshop for returnees from seasonal international 

migration who are typically women (harvest).
• Soft skills training for women’s groups with a focus on communication 

and conflict management modules.
• Agri skills training with the module on «harassment».

At the end of October, the results were as follows:
• 312 people, 44% of whom were women, participated in one of the 

professional qualification courses, including.
• 134 in business training with soft skills modules, offered by the 

project (of whom 44% were women).
• 178 in soft skills offered by the project (of whom 43% were women).

In 4 (mobile) training units, 50 short-term 
employment-based qualifi cation actions 
are carried out for rural populations in the 
pilot provinces - including in the water, 
energy and sustainable tourism sectors.

The (mobile) training units use two new 
offers or instruments (e.g. company 
visits, dialogue between users) that are 
particularly focused on the situation of 
women in the labour market in rural areas.

200 people (of which 30% were women) 
from the pilot provinces participated 
in one of the professional qualifi cation 
courses aimed at improving employability 
in selected sectors, including water, energy 
and sustainable tourism.

• Analysis of the current offer and proposal of new offers in cooperation 
with each ANAPEC service division concerned (Job Seeker Services 
Division, Self-Employment Division, Employment Initiatives Division 
and Intermediation, Self-Employment, International Migration Division).

• The adapted service offer includes:
 - Workshops: 4 new workshops (9 workshops in total now offered 

for the target group), 1 adapted workshop. 
 - Video Clips: more than 40 video clips developed based on 

an analysis of existing videos and additional videos required. 
Videos are used during the workshops/recruitment campaigns, 
on the «Anajit» Facebook site, by other partners. 

 - Posters: 4 posters on the province/region’s potentials, 35 trade 
posters in Arabic and French for professions relevant to the 
target group, 4 posters with testimonials of successful cases

 - Social Networks: updated Facebook page (Anajit).
 - Applications: 4 applications developed all adapted to the 

target group:  application for skills-based career guidance; 
application to find a relevant training course; application of 
the administrative guide for starting a business/IGA. 

 - Catalogue: catalogue of training courses available in the region, 
organised by field with accessibility conditions.

An ANAPEC service offer, adapted to the 
needs of the target group, is available.

Completion



External TV

Camera

Solar Panels

Solar Batteries

Stairs

Skirts

Hydraulic Generator Set

Water Tank

Stabilizers Power Generator

Extension
Generator Set Radiator

Satellite Antenna

Anajit | Decembre 201876

Appendix 2: UMER Project

Results 2: Mobile Units

Procurement

Following the decision taken at the end of the 
orientation phase, two types of mobile units 
were tendered: three 14-ton trucks and an 18-ton
semi-trailer. The terms of reference with the 
specifications were drawn up by the project team 
in close cooperation with ANAPEC’s Property 
Management Division.

Results 2.1
Mobile units are made available to ANAPEC.

Figure 19: Manufacturing Process

Figure 20: Equipment for Mobile Agencies - Exterior 

 

Developed products

• Specification of mobile units based on new 
products (e.g. lateral extension of the mobile 
unit, remote monitoring, internet). 

• Mobile Unit Management Handbook.
• Table of costs for the mobile units’ management 

(fixed, consumables, human resources).
• Enhanced service offer (see box Results 2.5).
• Results-oriented follow-up table.
• Beneficiary follow-up table.
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Figure 21: Equipment for Truck Type Mobile Agencies - Interior

The call for proposals was issued at the international level. Based on the criteria of the lowest bidder, the 
offer of a Moroccan contractor was selected: CECI in Ain Sabâa, Casablanca. This allowed for close support 
during manufacturing, with visits to the factory by ANAPEC teams and the project at least once a week.

The manufacturing process took six months and the mobile units were handed over to ANAPEC in December 
2017.
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Inauguration

In January 2018, the mobile units were inaugurated in Marchraa Belksiri in Sidi Kacem Province, one of the 
project’s pilot provinces. For this main inauguration, all four mobile units were on site. Inaugurations in 
the other provinces of the project were organized at the provincial level with local actors. After ensuring 
travel and security with the Ministry of Interior, provincial governors and local authorities, all mobile 
units were put into operation in May 2018.

Results 2.2
A management method for mobile units is developed.
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The management method includes the roles and responsibilities of different ANAPEC Divisions and 
Agencies. It includes maintenance and warranties, procedures (parking, deployment, supply, equipment 
use, etc.), route planning and use of space.

The mobile unit is attached to the regional management which can decide how to assign it to its 
region. Within the framework of the UMER project, the selected pilot provinces are given priority. The 
follow-up of the use is ensured by the General Management by the Project Manager who is the Head of 
the Prospecting and Marketing Division. The introduction of mobile units within ANAPEC has affected 
all three Departments with almost all their divisions: It has therefore been necessary to familiarise all 
departments with the new tasks and responsibilities generated by this new service. The early involvement 
of the specific divisions was encouraged by targeted internal communication.

Results 2.3
A human resources concept for mobile units is developed.

Note on terminology: In order to avoid confusion 
between ANAPEC employees and UMER project 
employees, the term «Counselor» has been proposed. 
The counselor is in fact a mobile employment 
counselor who offers similar services to those of 
an employment counselor in an ANAPEC fixed 
agency. The term counselor is used only during 
the implementation of the project for contractual 
reasons. The counselors will then be directly recruited 
as mobile counselors by ANAPEC.

Counselors 

Based on the experiences of other stakeholders 
(e.g. CNSS), it is recommended that «the best 
employees» work in the mobile unit in order to be 
able to promote the agency’s best image. During the 
duration of the project, counselors were contracted 
to work as advisors in the mobile unit.

As a liaison between the UMER project and the 
pilot municipalities, the counselor sets up all the 
services provided by the mobile unit intended for job 
seekers and project leaders in rural and peri-urban 
areas of rural municipalities in order to facilitate 
their socio-economic integration. He/She is mainly 
responsible for:

• Welcoming job seekers and facilitate the mobile 
unit’s «self-service» area.

• Conducting placement and follow-up interviews 
with job seekers, the mobile unit’s clients.

• Facilitating information sessions and workshops 
on job search techniques.

• Coordinating and ensuring the follow-up of 
technical or cross-disciplinary training initiatives 
(soft skills) organized by the project’s partners.

• Coordinating and monitoring the services provided 
to project leaders.

The project counselors were pre-selected based on 
ANAPEC’s counselor recruitment criteria. Recruitment 
involved a written assessment of the candidates’ 
general culture as well as their knowledge of the 
fi eld of work and the pilot provinces, followed by an 
oral interview with a committee representing GFA 
and ANAPEC. They joined the project in June 2017 
and were assigned to the provincial agency for an 
immersion internship before launching activities in 
the priority municipalities of the respective province. 
The objectives of the internship were to: 

• Reinforce the skills acquired during the basic 
training sessions through practice

• Acquire an initial professional experience in 
supporting job seekers

• Practice delivering the agency’s services to job 
seekers and project leaders, in particular:

 - Information and awareness-raising activities.
 - Counselling and guidance activities for job seekers.
 - Support activities for project leaders.

• Learn to develop and maintain relationships 
with local project partners and businesses in the 
province/region.

In addition, the counselors were enrolled in the 
basic training cycle of the employment counselor 
scheduled by ANAPEC for 2017 (10 modules of 2-5 
days per module over a period of 10 months), as 
well as several other additional training courses 
(cooperatives, photography, videography and 
assembly, etc.) necessary to facilitate their work 
in the field.



AveWith the intention of making the work of the mobile units sustainable, and following several meetings 
with ANAPEC Human Resources that were organized during the month of May 2018, counselors are 
invited to apply for the next ANAPEC 2018 Counselor Recruitment Session in order to officially integrate 
the ANAPEC team and ensure the continuity of the work of the mobile units.

Drivers 

Mobile unit drivers are not only truck drivers - they also perform a «security agent» function to manage 
the volume of clients and take care of the mobile units’ equipment. After the recruitment interviews 
by ANAPEC, the project and an interim agency, they started their functions in January 2018 with two 
2-day training sessions at the supplier. Then they were divided into groups of two to learn about their 
pilot province and the neighbouring province so that they could substitute for each other if necessary. 
Among other things, they analyzed the condition of secondary roads, bridges and parking facilities. Their 
recommendations were taken into consideration to propose a route to the governor of the respective 
province so that he could take charge of security.

Approach  

During meetings with the target group, companies and training providers, it was found that job seekers 
are often not sufficiently informed about the options and trades that might be of interest to them. For 
this reason, the project focused on information and support for the job seeker. After an analysis of 
the existing situation (job prospecting, training opportunities in the region, existence of information 
and communication technologies such as video clips on jobs, etc.), the service offer was enriched, i.e. 
developed, adapted (simplified, translated into Arabic) or simply made available to visitors in the mobile 
unit. To use terminology that is consistent with the various relevant trades, the «Répertoires des métiers 
et des compétences» (REM-REC) sheets, available in French for most trades, have been translated into 
Arabic. All products have been identified with the respective Division, developed in close cooperation 
with the division and integrated into the service offered by ANAPEC. This involved, among other things, 
training of resource persons within ANAPEC.
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Result 2.4
The service offer of the mobile units is developed.
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Table 19: Offer of the Adapted Mobile Unit

Category

GeneralWorkshops

Video 
Clips

Posters

Applications

Social 
Networks

Other 
Products

Visual 
Identity

Workshops for job seekers in rural areas:
 1. Prepare your CV.
 2. Prepare for your job interview.
 3. Identify the job you are seeking.
 4. Know the companies and
  professions.
 5. Employment opportunities.

Self-employment workshops:
• Information workshop: «Setting Up My 

Own Business».
• In-depth interview with a specialized 

self-employment counsellor.
• Coaching sessions with a specialized 

self-employed advisor (market research, 
technical research, financial research).

Video clips made available by other 
actors.

N/A

N/A

ANAPEC Facebook.

Various

ANAPEC

• Awareness-raising workshop: «Successful Professional 
Integration».

• Information workshop: «Setting Up My Own Business» 
(adapted).

• Information workshop: «Company Regulations».
• Information workshop: «Cooperatives».

• 20 business videos, 25 clips of entrepreneur   
testimonies from successful cases in the pilot   
provinces and training participants, 1 institutional video.

• The videos are used during the workshops/recruitment 
campaigns, on the «Anajit» Facebook page and by  
other partners.

• 35 trade posters.
• 8 other posters (testimonials, key sectors of the 

province, etc.).

• Find the right training for you - interactive application 
with map, location, choice of training, conditions etc.

• Guide for administrative procedures for setting up 
a company/cooperative - interactive application for 
information and help in choosing the appropriate 
legal entity.

• Anajit Facebook/mobile information unit with 
illustrations, clips, pieces of information and 
targeted messages

• Training catalogue for each region.
• Brochure with information on the possibilities of setting 

up a business/cooperative for returnees from seasonal 
migration.

• Leaflets and information flyer on the services of mobile 
units.

• Scrolling slide show.

• ANAJIT talking logo.
• ANAJIT Intro.
• Presentation on external screen highlighting ANAPEC’s 

offer with placement interviews, reflection based on 
information, workshops and training as well as successful 
integration/creation of self-employment.

• Information workshop on ANAPEC and ANAJIT services

Available Offer
Offer Developed by the Project and Integrated 

into ANAPEC Services
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Result 2.5
The mobile units’ services are implemented.

Approach  

The mobile unit cannot work all over the province 
simultaneously. Customers must be supported on 
a continuing basis and at least once a week. For 
this reason, pilot municipalities have been selected 
by the governor of each province and services are 
offered on a rotating basis in each municipality. As 
soon as the flow of customers significantly decreases, 
another municipality can be supported. 

Before the introduction of the mobile units/
service in fi xed spaces

As soon as the counselors were operational, they 
began to deliver their services in fixed spaces in the 
pilot municipalities. These spaces were chosen by 
the president of the municipality based on criteria 
of visibility, accessibility and availability. They were 
equipped with chairs and tables. The counselors, 
supplied with the necessary equipment (computers, 
datashow, posters), travelled by public transport.

After the introduction of the mobile units/
logistics organization

While the trucks travel daily to the respective pilot 
municipality according to an agreed schedule, the 
semi-trailer in Sidi Kacem remains in a municipality 
for five consecutive days and the driver sleeps in the 
cab which is equipped with a mini apartment. For 
a semi-trailer, travel and parking involve logistical 
efforts that cannot be carried out every day.

Result 3: Partner Networks

Result 3.1
Local networks are being developed.

The mobile unit serves as a tool to engage the different partners. From the beginning of the project, 
bilateral meetings were held to discuss the benefits of a mobile unit and the commitment of the various 
actors. The first meeting with tangible commitments took place during the inaugurations in provinces. 
Provincial monitoring committees were set up during the inauguration. The members meet at the 
invitation of the ANAPEC Local Agency Director of the respective province who chairs its committees.

At the national level, a strategic workshop was held with the various ministries and institutions. It was 
decided to set up an inter-institutional steering committee, with the first meeting being held in July 2018.
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Results 4: Training Courses

Results 4.1
The need for a training offer based on existing 
assessments is identifi ed.

Result 3.2
The target population is mobilized.

Thanks to bilateral contacts, the project was able to 
use the various actors (presidents of municipalities, 
organizations, private sector) to mobilize the target 
group. 

Developed products

• Soft skills training kits: Indu-Skills (60 
hours), Indu-Skills supplement (30 hours), 
Agri Skills (60 hours).

• Training catalogue in the pilot provinces.
• Training application for pilot provinces.

Developed products

• Table of actors.
• ToR of the Steering Committee with 

national and provincial levels.

Training Challenges

Three of the four provinces are characterized by a possibility of direct integration, which could give the impression that 
improving the employment situation of the target group is easy. On the other hand, companies often recruit employees from 
other provinces: they have had bad experiences with recruits from pilot provinces who do not know how to integrate well into 
a company. One employer said that, one year after recruiting 200 people, only 100 are still with the company. After meetings 
with target focus groups, the project found that it is not only technical/occupational training that is lacking, but above all «soft 
skills» training that aims to strengthen human and relational qualities in order to improve behaviour and communication skills.

Approche
 
L’approche de la sélection des formations a été 
d’identifier des secteurs prometteurs, d’analyser les 
formations déjà offertes par d’autres prestataires 
et d’identifier des formations de courte-durée qui 
(1) mènent à un emploi, (2) peuvent être financées 
par un autre dispositif après la fin du projet.

Figure 22: Identifi cation of Training Courses and Developed Products

Identifi cation

Selection of Pilot Provinces

Analysis of Employment Potential and Identifi cation of Sectors
 Prospecting/ANAPEC monitoring survey 
 Profi le of provinces/regions
 Other documents (projects, analysis of the UMER orientation phase, etc.)

Analysis of Existing Training Courses 
 Maximum «middle school» level
 CAP (neither reading nor writing)
 Qualifi cation (3rd level «middle school»)
 Specialization (primary school level)

Analysis of the Need for Additional Training
 Needs identifi ed by companies
 Needs identifi ed by job seekers

Pilot Province 
Report

Training and 
Application 
Catalogue
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Survey of Training Institutions

Initial and continuing training institutions who offer (mobile) qualifi cation initiatives for rural and peri-urban 
people in the pilot provinces and in their service areas are identified based on the following criteria:

• Accreditation / recognition of the establishment.
• Services according to target group; rural and peri-urban.
• Mid-level school services.
• Possibility of accommodation and catering for benefi ciaries.
• IFMIA employment training opportunity.
• Financing of training by the regional IFMIA case system.
• Flexibility to set up short-term training courses.
• Possibility to mobilize trainers for short-term training sessions.

Ensuring sustainability

The UMER project distinguishes three levels of necessary training. The main issue is the financing of 
the training course. In order to ensure the sustainability of the training, the team aims to integrate the 
training into the curricula of the training providers (public or private). Other alternatives are funding 
from other donors (e.g. region), ANAPEC (as part of customized training following a request from a 
company) or the UMER project itself.

The project focused on the necessary training courses in most of the pilot provinces, which are: automotive, 
agriculture, tourism, construction - and, as cross-disciplinary training, «soft skills».

Table 20: Choice of Training Courses

Sector 

Soft Skills

Automotive

Agriculture

Tourism and services

√

√

√

√

√

√

√

√

√

√

Berkane Fahs-Anjra Sidi Kasem Taounate
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Figure 23: Overall Diagram of theTraining Courses Provided within the Framework of UMER

Level 1 
Training Courses 

Available on the Market

- Orientation - Adaptation
- Organization 
- Sustainability

- Needs analysis 
- Development of educational kit
- Focus group experiment
- Exemption
- Sustainability

Level 2
Educational Kit

Available

Level 3
Training Course to

Be Developed

Example OFPPT, 
IFMIA, Agriculture

GIZ/PEJ,
Re-Activiate, Autres

Example
Soft Skills

Financing

1. Employors
2. Region
3. ANAPEC / Customized training
4. UMER

• Training engineering
• Training costs
• Logistics for participants

Monitoring and Evaluation

1. On-the-spot evaluation
2. Information system integrated into the ANAPEC system
3. Delayed evaluation/company
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Results 4.2
Training courses are provided.

The approach for implementing a training course paid for by the UMER project is as follows:

Table 21: Approach to Carrying Out the Trainings within the Framework of UMER

Feature

• The company expresses the need for a specific 
profile to ANAPEC and is committed to recruiting 
a precise number of young people with the 
required profile.

• The chosen company validates the training 
provider.

• The training provider analyses the training need 
and prepares a training plan validated by the 
company.

• The cost of the training is validated.

• An agreement with the 4 stakeholders detailing 
each one’s role and commitment (training 
provider, company, ANAPEC and GFA) is signed.

• The company submits a collection form with 
the prerequisites of the candidates sought to 
the ANAPEC partner agency.

• A recruitment schedule is drawn up with the 
training provider and the company in the 
mobile unit.

• Candidates are called in by ANAPEC
• Young people are selected following interviews 

in the mobile unit.

• The training is launched following the training 
start order issued by GFA to the training provider.

• The training process is monitored and evaluated 
by the company, ANAPEC and GFA.

• A training certificate is issued at the end of the 
programme to all beneficiaries, countersigned 
by the employer and GFA.

• The training provider and ANAPEC prepare the 
files according to the deliverables required by 
the agreement

• The training provider is paid after the recruitment 
of trainee beneficiaries by the employer, provided 
that the integration rate exceeds 85% of the 
beneficiaries, according to Article 5 «Payment 
Terms» in the agreement.

• Beneficiaries who have completed the training 
are recruited.

• The trade is chosen according to the needs of 
the province and the orientations of the NHRI.
projects

• The training provider is chosen by ANAPEC and 
the province.

• Analysis of the need with the training provider 
and preparation of a training plan validated by the 
province with 50% theoretical and 50% practical, 
following focus groups with cooperants.

• Preparation and validation of the training cost.

• An agreement with the 4 stakeholders detailing 
each one’s role and commitment (training 
provider, ANAPEC and GFA) with the province as 
anon-signatory stakeholder.

• The province provides a list of cooperants with 
the prerequisites of the candidates sought from 
the ANAPEC partner agency.

• A recruitment schedule is drawn up with the 
training provider. 

• Candidates are called in by ANAPEC.
• Interested and available cooperants are selected.

• The training is launched following the training 
start order issued by GFA to the training operator.

• The province,  ANAPEC and GFA monitor 
the training process and evaluations of the 
theoretical. and practical aspects in the field 
and in cooperatives.

• A training certificate is issued at the end of the 
programme for all beneficiaries, countersigned 
by the Employer and GFA.

• The training provider and ANAPEC prepare the 
files according to the deliverables required by 
the agreement.

• The training provider is paid after validation of 
the file by ANAPEC and GFA.

.

Need for 
Training

Training 
Provider

Agreement

Choice of 
Candidates

Training

Supporting 
Documents 
and Payment 
of the 
Training 
Provider

Recruitment

Integration Training Training Courses for Project Leaders

N/A
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Component 3
The potential for disseminating the approach of the (mobile) training units is defi ned.

From the beginning of the orientation phase, the 
project focused on proper documentation. Minutes 
were taken at each meeting; workshop reports were 
shared with participants; and provincial reports were 
completed as they became available. 

For the standardization of the system, this scaled-up strategy has been established. It was developed 
based on the «Design Thinking» concept, which puts the end user at the center of the approach. It was 
supplemented by results and figures as well as recommendations, in particular on the management 
and monitoring of mobile agencies, as well as activities and areas of intervention that could improve, 
complement and adapt the approach. Finally, recommendations on the key aspects to be taken into 
account when extending to new regions are proposed, as well as the aspect dealing with internal and 
external communication, which is vital to the success of the approach.

Results 5: Scaling Up

The device is standardized to allow replication.

Table 22: Indicators of Component 3

Indicators

Experiences and lessons learned in the different pilot 
provinces and sectors are documented.

A strategy has been developed to integrate other 
provinces to spread the (mobile) unit approach.

Completion

Provincial reports have been continuously enriched. In 
this way, they document the different experiences and 
lessons learned in the different provinces and form the 
basis for the scaled-up strategy.

The scaled-up strategy grid, based on the «Design 
Thinking» approach, was established at the end of 2017. 
A fi rst draft was presented at the scaled-up workshop, 
held in September 2018. The fi nal version was submitted 
to the Ministry of Labour and Professional Insertion and to 
ANAPEC in October 2018 and presented at a scaling up 
workshop.

Overall Objective of the Project

The employability of the population in rural and peri-urban areas of the pilot provinces has improved in 
selected sectors, including water, energy and sustainable tourism.

Developed products

• Provincial reports.
• Scaling up strategy.

The figures refer to the end of October 2018, one year after the start of services in the pilot provinces 
and six months after the introduction of mobile agencies in all pilot provinces. They change every 
day, as their development is exponential, especially after the start of services in mobile units. Project 
indicators will be easily achieved at the end of the project - although the implementation phase has 
been shortened by 12 months.
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Achèvement

Table 23: Indicators at the Target Level (10/2018)

Indicators Completion

1,000 people (including 300 women) from the selected 
provinces obtained a written certificate as proof of 
successful participation in a qualifi cation initiative (mobile).

70% of at least 15 employers confi rm that the employability 
of participants in the fi elds that are relevant to them has 
improved.

50% of participants (30% of whom are women) who 
have successfully participated in qualifi cation initiatives 
(certifi cate) confi rm an improvement in their professional 
situation (e.g. employment, start of self-employment, 
higher income).

1,333 people (746 women = 56% women) obtained a 
written qualification certificate as proof of participation 
of successful participation in a (mobile) qualification 
measure.

19 employers confirmed that the employability of 
participants in the areas that concern them has improved. 
The average value is 9.8 out of 10 points.

71% of the representative sample confirmed an 
improvement in their professional situation (42% women) 
according to the definition «hiring, increasing income, 
starting a self-employed activity».

Success Factors According to Capacity WORKS

All over the world, cooperation is the basis for the 
development of society. No one can undertake a 
creative mission of this importance on their own. 
Good cooperative relationships are essential for 
such an undertaking, whether at the local level, at 
the level of societies as a whole, and increasingly 
also at the transnational level.

These reflections accompanied the first steps 
of Capacity WORKS as a model for cooperation 
management, which was launched in 2006. It was 
not in theory but in the lived practice of international 
cooperation that answers were sought to the question 
of how cooperation could succeed. When we 
analyse the ins and outs of professional cooperation 
management, we see that some models describing 
the success factors are recurrent:

• Strategy: The cooperation system is successful 
when the cooperation partners agree on a common 
strategy to achieve these objectives.

• Cooperation: Trust, negotiation of appropriate 
modes of cooperation, and clarity of roles are the 
basic ingredients of good cooperation.

• Steering Structure: Agreements reached on how 
important decisions should be prepared and taken 
jointly by the parties involved provide guidance.

• Processes: In successful cooperation, it is clear 
which are the effective modes of delivery for 
which new processes need to be established or 
for which existing processes need to be adjusted.

• Learning and Innovation: Cooperation partners 
create favourable conditions for innovative action 
by strengthening the learning skills of the actors 
involved.

The project worked with Capacity WORKS tools 
throughout the implementation period, from the 
design (orientation phase) to the implementation 
of a scaling up strategy, allowing the partner to 
replicate the approach in new provinces.

The key questions for each success factor made it 
possible to guide the implementation approach, and 
thus to constantly adjust the approach at regular 
intervals in order to assess the degree of success 
in relation to the potential to be achieved.    
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The table below provides a summary of the essential elements of the project for each success factor:

Success
Factor CW

• What strategies for change are actors in the 
sector pursuing?

• On what common objective can the cooperation 
partners agree?

• What are the strengths that can be developed? 
What are the weaknesses that the strategy 
should address? What are the opportunities 
to be seized and the dynamics of change to 
be exploited? What are the risks that need to 
be considered in this context?

• How does the strategy react to the functioning 
of the sector with regard, for example, to 
political feasibility?

• Are the act iv i t ies  and serv ices of  the 
cooperation partners harmonised with each 
other?

• How is the acquisition of learning skil ls 
reflected in the strategy?

• Who are the actors to be considered in the 
sector or societal sphere of action?

• What are the mandates, roles and interests 
of these actors? How do they operate within 
the sector?

• Are there any lines of conflict and what are 
they? How can power asymmetries within the 
cooperation system be addressed?

• Which actors must be involved in order to 
achieve the agreed objective?

• What forms or modes of cooperation are 
appropriate?

• Outside the cooperation system, what are 
the persons, organizations and networks 
with whom the project could maintain useful 
exchange relationships («barter partners»)?

• A 3-month orientation phase allowed a 
customized calibration of the implementation 
strategy in relation to the partner’s needs 
(choice of concept, choice of regions, revision 
of indicators, operating plan).

• Various implementation options considered 
and selected were reviewed and presented to 
the partner in consultation with the partner.

• Flexibility in implementation, especially 
regarding alternative service models and time 
constraints (mobile employment space while 
awaiting the delivery of the mobile units). 

• The approach and actions were built on 
existing structures instead of proposing 
a new independent structure, they were 
complementary with the partner’s structures 
(provision of existing ANAPEC services, training 
of advisors through the ANAPEC internal 
cycle, agreements with existing providers and 
partners, etc.).

• Design of the mobile units’ service offer and 
engineering of new services in consultation 
with the ANAPEC technical divisions.

• Detailed and systematic analysis of the 
capacities and needs of all actors (identification 
of actors, follow-up of a selection based on 
objective criteria).

• Targeting of different categories of potential 
partners (local authorities, support organisations, 
economic operators, training providers and 
NGOs).

• Level of cooperation established for all types of 
actors (consultation, information, decision-making 
power, role and responsibilities). 

• Delegation of responsibilities to regional 
and local committees and decentralized 
entities (Regional Directors, Directors of Local 
Agencies) and support.

• Ident i f icat ion of  mandates ,  ro les  and 
responsibilities within ANAPEC (different 
directorates and divisions). 

• Confl ict management; interpersonal relationship 
interviews; internal and external communication 
fl ows.

Strategy

Cooperation

• How are decisions made in the sector or in 
the sphere of societal action?

• What are the estimated steering needs in the 
cooperation system? Should new steering 
structures be created or can existing structures 
in the sector be used?

• How is broad political support for the objectives 
and process of change ensured?

• How are resource decisions negotiated, agreed 
and implemented within the steering structure?

• What  i s  the  operat iona l  p lan  for  the 
implementation of the strategic concept?

• Steering committee with a large number 
of members. 

• ANAPEC operational tandem - highly efficient 
UMER team.

• Strong involvement of provincial governors
• Involvement of the right people at the right 

time, especially informally, has enabled 
stakeholders at all levels to become involved 
and to react quickly. 

• Clarification and permanent agreements with 
stakeholders and partner. 

• Establishment of regional and local committees 
involved in strategic decisions and day-to-day 
operations. 

• Formalization and framing of the work of 
regional and local committees.

Steering

Key Questions Project Achievements
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Facteur de 
réussite CW

• Which processes are important in the societal 
sphere of action and how are they organised?

• How do central processes (delivery, cooperation 
and learning processes) interact with steering 
and support processes? Where are the 
strengths and weaknesses?

• In which processes in the sector should the 
project invest in order to obtain leverage 
effects?

• To what extent are change processes exemplary 
in the way they support social innovations in 
the cooperation system?

• What innovations should be disseminated and 
anchored in the societal sphere of action?

• What are the learning objectives that are 
implicitly contained in the project objectives?

• How should the competence of the cooperation 
system to develop strategies, design and 
organise cooperation in a sustainable way, take 
decisions and shape processes be assessed? 
What are the resulting needs for action?

• How do we ensure that we learn from the 
concrete actions of the project? Do the lines 
of action harmonize and reinforce each other? 
What measures should be taken to complement 
learning needs?

• How are learning experiences processed 
and formalized within the project in order to 
promote learning skills within the cooperation 
system?

• Steering and implementation processes are 
closely linked (the actors involved in strategic 
and operational steering are also responsible 
for implementation - in particular the regional 
and local committees, but also ANAPEC’s 
General Management).

• Clearly defined operating plan with roles and 
responsibilities (within the UMER team but 
also within the ANAPEC internal structure).

• Continuous optimization process (activities 
and approach implemented and continuously 
adjusted according to the evaluation of their 
relevance and success).

• The project addresses a gap in the sector, 
namely the proposal to offer an employment 
service in rural areas and a local service 
with the development of adapted products 
(workshops, information and communication 
products) - thus, the project has addressed a 
gap in the sector.

• Process for carrying out services for project 
leaders clearly shared between the Counselor 
and the Specialized Counselor in Business 
Creation.

• Acquisition of experience related to the 
deployment of ANAPEC’s service offer in 
rural areas.

• Development of a local ANAPEC Service Pack, 
adapted to a rural target group thanks to a 
mobile unit agency. 

• Soft skills teaching kit adapted to different 
sectors. Discovery of the specificities of work 
in a small space .

• ANAPEC roadmap for actions to be undertaken 
after the project. 

• ANAPEC’s capacity to manage mobile units 
autonomously.

• Innovation and search for solutions adapted 
to technical problems related to the mobility 
of agencies.  

• Learning in the management and monitoring 
of a fleet of mobile units.

• Formalization of partnerships through agreements; 
delegation of roles and responsibilities to 
regional and local committees. 

• Lessons learned and project recommendations 
in scaling up strategy and provincial reports

• End-user-centered implementation approach 
(«Design Thinking» method). 

• Scaling up strategy developed and ready to 
be implemented.

Processes

Learning
and
Innovation

Formation insertion Formations porteurs projet

Capacity Strengthening

Capacity strengthening must be conceived as a global process. Capacity, in this context, refers to the ability of 
individuals, organizations and societies to organize their development in a sustainable manner and to adapt to 
the dynamic changes of the environment. This implies the ability to identify factors that hinder development, 
to develop strategies to address them, and to put them into practice successfully. This competence of action 
and governance is the result of a political will, of interests, of knowledge, of values and of fi nancial resources 
that are put at the service of the development objectives that we have set ourselves.



Level of the 
Person

Skills 
Development

ANAPEC General Management

Director General

Need
Empower ANAPEC entities to integrate mobile units into their work.

Measures
Ensure the integration of the mobile units’ component into ANAPEC’s 
process mapping (review of management processes, resource processes and 
implementation processes).
Ensure the establishment of guidelines (adaptation/development of procedures 
and operating modes relating to the ANAPEC services delivery process, taking 
into account the specifi cities of the mobile units’ offer).
Update the mission, processes and procedures of the General Services Division 
and the Property Department for the management of mobile units’ services.
Adapt the content of the «General Manager - Regional Manager» and «Regional 
Manager - Local Agency Manager» program contracts by integrating the mobile 
units.
Adapt SIGEC and Wikipreneurs to be more appropriate for the activities and 
benefi ciaries of the mobile units’ services.
Adapt the basic training of counselors assigned to mobile units.
Set up a rotation system for Employment Counselors in fi xed agencies in order 
to provide occasional support to Counselors (review of the human resources 
process - skills management).

Director General

Need
Develop the partnership (through formal 
agreements) to ensure the proper management 
of the mobile units and the use of the services 
developed by the project (soft skills training) 
with the support of other partners.
Ensure effective and regular institutional 
communication on mobile units.

Measures
Promote the signing of partnership agreements/
support: security of the mobile unit during travel 
and parking/Ministry of Interior, availability 
of training facilities/various private sector 
actors (employers, training providers), content 
proposal and ensure the signature of each 
partner.
Integrate MUs into ANAPEC’s annual external 
communication strategy and plans.

Focal Point/Project 
Manager

Need
Ensure the project 
management.
 
Measures
Orientation towards 
ANAPEC products 
/ tools to integrate 
the UMER project 
(monitoring system, 
organisation of 
training initiatives)
Technical training in 
project management 
(Capacity WORKS, 
etc.).
Study tour to learn 
from other examples.

ANAPEC Regional Management

Directeurs Régionaux et représentants

Need
Ensure management of the mobile units.

Measures
Develop a procedures manual.
Organize training courses for management and monitoring; need for technical 
management of mobile units: Procedures manual with checklists, training in the 
use of monitoring tools (consumption of consumables such as diesel and use of 
monitoring software, internet, offi  ce products etc.; maintenance of mobile units 
with regular monitoring of complaints and regular maintenance; GPS monitoring 
and use of software).
Use of the mobile unit and monitoring of the services offered: deployment, 
management insurance (example: soft skills management and insurance for 
integration into training courses fi nanced by ANAPEC, support products as 
applications for vocational guidance, information on professions and self-
employment testimonies, application seeking appropriate training in the region)
Expand the regional steering committee by including the representative of the 
mobile agency.
Assign a resource person at the level of the Regional Management in charge of 
monitoring mthe mobile units.
Organize periodic exchange and sharing meetings between the Regional 
Management and the staff of the fi xed and mobile agencies.
Organiser des réunions périodiques d’échange et de partage entre la Direction 
Régionale et le personnel de l’Agence fi xe et de l’Agence mobile.

Regional Directors

Need
Improve information exchange processes 
between stakeholders.

Measures
Organize periodic meetings between 
the various stakeholders, ensure that the 
agreements are signed.
Mobilize regional/local actors in a sustainable 
way through the establishment of a technical 
committee for sharing, exchange and 
monitoring.

Regional Directors 
and Representatives

Need
Ensure management 
of the mobile units.

Measures
Develop a standard 
dashboard for 
monitoring and 
evaluating the 
activities of the mobile 
unit.
Organize training 
courses on the 
management of 
the mobile units’ 
monitoring.

ANAPEC Provincial Agencies

Directeurs des Agences Locales et conseillers impliquées

Need
Assurer la gestion des Unités Mobiles.

Measures
Organize training courses for management and monitoring; need for technical 
management of mobile units: procedures manual with checklists, training in the 
use of monitoring tools (consumption of consumables such as diesel and use of 
monitoring software, internet, offi  ce products, etc.; maintenance of mobile units 
with regular monitoring of complaints and maintenance; GPS monitoring and 
use of the software).
Use of the mobile unit and monitoring of the services offered: deployment, 
management monitoring (example: soft skills management and insurance for 
integration into training courses fi nanced by ANAPEC, support products as 
applications for vocational guidance, information on professions and self-
employment testimonies, application seeking appropriate training in the 
region) Set up a system of sharing and coordination between the fi xed and 
mobile agencies, in particular with regard to the dissemination, processing and 
follow-up of job offers, as well as the support of project leaders by the specialist 
business creation advisor.
Ensure the implementation of the rotation of employment counselors from the 
fi xed agency within the MU.

Directeurs des Agences Locales et conseillers 
impliquées 

Need
Prospecting and development of relations with 
partners (employers, support organisations, 
training providers, civil society actors).

Measures
Ensure that the signed partnership agreements 
are operationalized.
Integrate mobile units into all prospecting tools 
and supports used by employment counselors 
(recruitment support process).
Communicate regularly with local stakeholders 
on the results achieved and share success 
stories.
Provide agencies with communication materials 
specifi c to mobile agencies.

Directors of Local 
Agencies

Need
Ensure the 
management of the 
mobile units.

Measures
Develop a procedures 
manual.
Organize training 
courses on 
management and 
monitoring.

Level of the Organization

Organizational Development

Level of the Company

Development of Cooperations
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The capacity strengthening strategy defi nes the concrete measures to be implemented in the scope of the 
strategic option chosen for the project. The table below describes the different levels of capacities (person, 
organization, society) at ANAPEC’s level as project owner.
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Appendix 2: UMER Project

Figure 25: Photo of the UMER/GFA Team with UMER Project Manager/ANAPEC

Project Team, from Left to Right:

GFA Consulting Group
• Imane El Ouizgani, National Expert, Casablanca
• Abdelhak Boutaam, Counselor, Fahs Anjra (Tangier, Tetouan, Al Hoceima Region)
• Rokaya Jamaly, Counselor, Taounate (Fez, Meknes Region)
• Mohamed Moumen, Counselor, Berkane (Oriental Region)
• Aafaf Ounaceur, Counselor, Sidi Kacem (Rabat, Salé, Kenitra Region)
• Hicham Chahir, Senior National Expert, Casablanca
• Ahmed Laghlafi, Courier, Casablanca
• Bouchra Sahir, Accounting Secretary, Casablanca
• Mohamed Outamghart, Counselor, Sidi Kacem (Rabat, Salé, Kenitra Region)
• Rachid Laghlafi, Courier, Casablanca
• Karim El Kerch, Senior National Expert, Casablanca
• Sylvia von dem Busche, Team Leader, Casablanca

ANAPEC
• Oussama Lakhmiri, Project Manager and Head of Prospecting and Marketing Division, ANAPEC
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Sylvia VON DEM BUSCHE
Team Leader, Casablanca

Karim EL KERCH
Senior National Expert

Casablanca

Hicham CHAHIR 
Senior National Expert

Casablanca

Imane EL OUIZGANI
National Expert

Casablanca

Abdellah GHORAFI
Berkane

(Oriental Region)

Abdessamad MKHOUT
Sidi Kacem (Rabat, Salé, 

Kenitra Region)

Kamal MEFTAH
Fahs Anjra (Tangier, Tetouan, 

Al Hoceima Region)

Omar HAMIOUNI
Taounate

(Fez, Meknes Region)

Mobile Unit Drivers, GFA Consulting Group/Tectra

Aafaf OUNACEUR
Counselor, Sidi Kacem

(Rabat, Salé, Kenitra Region)

Rokaya JAMALY
Counselor, Taounate
(Fez, Meknes Region)

Mohamed MOUMEN
Counselor, Berkane

(Oriental Region)

Bouchra SAHIR
Accounting Secretary
Casablanca 

Ahmed LAGHLAFI
Courier, Casablanca

Rachid LAGHLAFI
Courier, Casablanca

Abdelhak BOUTAAM
Counselor, Fahs Anjra

(Tangier, Tetouan, Al Hoceima Region)

Mohamed OUTAMGHART
Counselor, Sidi Kacem
(Rabat, Salé, Kenitra Region)



Anajit | Decembre 201894

Appendix 3:  Soft   Skills 
Méthodologie et Approach 

Frame

The content of the «Soft Skills» teaching kits was developed by GFA-Consulting Group GmbH in the 
scope of the «Mobile Units for the Improvement of Employability for the Rural Population in Morocco» 
(UMER) project’s activities with the National Employment and Skills Promotion Agency (ANAPEC) as 
lead agency. The project is funded by the Federal Ministry for Economic Cooperation and Development 
(BMZ) of the Federal Republic of Germany under the partnership agreement between the Ministry of 
Labour and Vocational Integration and the GIZ.

The kits are designed for employment counselors, trainers and professionals providing support for 
professional integration. It is an evolving document, which needs to be improved, enriched with concrete 
cases and experiences from experiments carried out in the field, and adapted to the diversity of the 
targeted professional contexts and environments.

The kits were developed based on:

• Companies’ expectations of young recruits collected during several meetings with the human resources 
departments of companies based in the pilot regions of the UMER project in Tangier’s Tangier Free 
Zone and Kenitra’s Atlantic Free Zone.

• Needs of job seekers identified following a series of focus groups.
• The GFA expertise developed through several similar projects in different countries using the adult 

learning methodology.

Figure 26: An Employer’s Experiences

Among the 200 operators recruited in the region, only 
100 are still with us one year later. So that’s half of them 

who have already left !
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Thus, the design and development phases of the program’s content were mainly guided by the desire to 
provide concrete and practical solutions to the difficulties experienced by young people in integrating 
into the company.

The objective of the soft skills training program is to complement the technical training of each beneficiary 
to improve efficiency in the workplace.

Analysis of the Job Seeker’s Needs

General feeling
• Other projects and training have been carried 

out before.
• The population of the region has not 

benefited from its development.
• Th ey  fe e l  exc l u d e d  f ro m  a ny  wo r k 

opportunities in the region.
• They doubt the new initiatives available to 

them (by dint of being disappointed).
• They are no longer interested in long-term 

training courses.
• They have lost confidence.

• Hope 
• They recognize their weaknesses.
• They are motivated to work.
• They are ready to commute to work.
• They are active.
• They want to adapt and «get on the train»
• They are ready to develop their ski l ls 

(certificates).
• They still believe in it.

Analysis of Companies’ Needs in 
Relation to Their Employees

Communication
• Difficulties in communicating efficiently.  
• Inability to argue.
• Difficulties in selling their skills. 
• Lack of self-confidence.

Integration
• Difficulties in integrating into the work 

environment. 
• New employees stay together (breaks, canteen, 

etc.) and do not open easily to others. 
• A group effect represents a potential risk of 

riots. 

Understanding of the company

• Difficulties in understanding the relationship 
to the hierarchy. 

• Difficulties in understanding organizational 
bases of the company.
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Appendix 3: Soft Skills - Methods and Approach

Development of Soft Skills Teaching Kits

The initial Soft Skills/Indu Skills kit was:

• Developed based on analyses of the companies’ and the target group’s needs by applying an adult-
learning methodology.

• Tested with a group of young people with the same characteristics as those targeted by the UMER 
project.

• Introduced to the human resources departments of the companies consulted and validated by them
• Tested during a first training course for trainers organized, among other things, for the benefit of 

counselors assigned to the mobile units.
• Shared with ANAPEC during a training with counselors, agency directors and ANAPEC trainers.
• Sustainability is based on the partnership agreements between ANAPEC and stakeholders.

Methodology

A training course is intended to consolidate, improve or acquire professional knowledge. Technical skills 
are often no longer enough in the world of work. It is also necessary to possess qualities that are difficult 
to measure, but vital: soft skills.

Figure 27: Development of the Soft Skills Teaching Kit

Educational Kit

Analysis of 
Companies’ 

Needs

Analysis 
of Job 

Seekers’ 
Needs 

Integration of 
Adult Learning 
Methodology

Test Focus Group

Companies Human Resources Approval

Enrichment and Sustainability

Additional Training Modules
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For participants, a training course always has 
opportunity costs. The requirements are high and 
they expect high quality learning. Educational kits 
are often packed with information. Participants go 
through the supercharged presentations by trying 
to grasp the subject without dozing off. They forget 
in a few days most of the information they have 
received or discover that it is diffi  cult to apply it to 
their professional situation. Choosing an appropriate 
format and distribution method without only focusing 
on a right content is a major challenge in designing a 
training course. Providing space for shared learning 
and the sharing of information and experiences is 
another challenge, especially for adults learners who 
have previous experiences.

By following best practices and setting standards, the 
adult learning methodology allows for more effi  cient 
learning, distribution and impact. The following 
features apply to this educational kit:

A Stimulating Training Methodology

The training methodology creates motivation and 
curiosity. The training course also provides for 
participants to make mistakes, give feedback and 
correct themselves. Furthermore, the exchange of 
experiences and ideas between participants and 
mutual feedback is encouraged. Methodological 
instruments include brainstorming exercises, role-
playing, simulation exercises, structured discussions 
and group work. Participants acquire knowledge 
and skills in a learning cycle based on action and 
experience.

Key Skills According to Human Resources Departments

Life Skills are abilities that help people succeed in their personal, educational, social and professional 
experiences.

Basic Skills (general skills/cross-disciplinary skills) are an organised set of knowledge that allows 
the person to adapt, solve problems and carry out projects. E.g.: learning management, information 
processing,

Soft Skills are a set of personal abilities and qualities that use relational and emotional intelligence and 
promote integration and professional success

Hard Skills are specifi c technical skills that can be formally demonstrated and developed as a result 
of technical or academic learning.

Figure 28: Learning Process

GeneralizationApplication

Publication

Action Processing
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Appendix 3: Soft Skills - Methods and Approach

The learning cycle consists of five stages. The trainer/
moderator first makes a brief introduction to the 
topic, followed by a group exercise in the scope of 
which participants apply the topic using pre-defined 
simulation exercises (action). The results of the group 
work are first introduced to the group and then 
the process (treatment) is analysed and discussed 
together. During the next step, the relevance of 
the theme experienced together to the daily work 
of the people present is discussed jointly and the 
group establishes the link between the theory and 
the experience of the participants (generalization). 
The constructive feedback from trainers and other 
participants allows for a complement or correction 
of the results and a common conclusion for the 
future application of the same theme (application). 

Integrated Work-Related Activities
Learning is most efficient when learners can put 
newly acquired skills and knowledge into practice. 
Participants work on group projects related to their 
work environments. 

Observation and Evaluation Tools
Follow-up and constant development are necessary 
to achieve a good quality of training. The educational 
kit includes a tool to evaluate the performance of 
trainers.

Analysis of Training Needs in Soft Skills
The educational kits are modular. Training can be 
offered as a whole or for the modules selected 
following an assessment of the beneficiaries’ needs 
based on a semi-directive questionnaire by a qualified 
person (e.g. employment counsellor, psychologist). 

The interview guide was implemented to enable 
the employment counselor to identify the various 
personal skills that the job seeker should develop 
as a matter of priority in order to facilitate his or 
her integration into the labor market. At the end of 
this interview, the counselor will be able to guide 
and register the beneficiary directly in one or more 
soft skills training workshops, depending on the 
needs expressed or detected.

Kit 1: Indu-Skills

The first kit targets low-skilled people looking 
for work in a large company (industry). The kit is 
composed of ten interdependent modules with a 
total of 60 hoursinterdépendants d’un total de 60 
heures :

1- Communication Basics.
2- Creating Relationships of Trust.
3- Company Fundamentals.
4- Conflict Management.
5- Compliance with Rules and Regulations.
6- Self-Confidence.
7- Interpersonal Communication.
8- Safety Culture and Quality Culture.
9- Relationship with the Company, the Manager, 

the Colleague.
10- Career Management.

Kit 2: Indu-Skills Supplement

During a visit to Oujda in October 2017, meetings 
with the Institute for Training in Renewable Energy 
and Energy Efficiency Professions (IFMEREE) made 
it possible to identify additional needs for students in 
order to meet employers’ requirements in this field. 
These elements therefore constituted a supplement 
to the existing Indu-Skills Kit.

IFMEREE, just in the process of revising/developing 
its training courses in order to adapt them more to 
young people in rural areas, has proved to be an 
ideal partner for the development of these additional 
training modules. Indeed, IFMEREE plans to integrate 
these modules into its training program in order to 
equip all its graduates with the behavioural skills 
necessary to succeed in the workplace. Needs were 
identified on the basis of interviews with employers, 
trainers, and young people about their experiences 
during their internships. 

Taking into account the data from these three parts, 
the content for the supplement to the teaching kit 
focuses essentially on the following elements in 
order to provide concrete and practical solutions 
to the difficulties experienced by young people in 
integrating into the company:

1- Emotional intelligence.
2- Entrepreneurship.
3- Negotiating Skills.
4- Professional Sales Skills.
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The second kit targets better qualified people 
who are looking for a job or who are aiming for 
self-employment. The kit is composed of four 
interdependent modules with a total of 30 hours. 
A training course for trainers was held in April 2018 
with representatives from various training centers 

and ANAPEC trainers.

Kit 3: Agri-Skills

In order to develop a similar kit for the agricultural 
sector, we met with a series of agricultural training 
providers, who confirmed that the Indu-Skills kit 
modules were also relevant for the agricultural 
sector, with some modules ready. Three additional 
modules have been developed, which meet additional 
behavioural requirements for this sector. These 
include:

• Health, Hygiene and Quality (Supplement: Hygiene).
• Drugs at Work (Additional Module).
• Harassment (Additional Module).

This third kit targets people with low qualifi cations 
in agriculture. It is based on the «Indu-Skills 1» kit. 
It is composed of eleven interdependent modules 
with a total of 60 hours. A training for trainers 
from agricultural training centers was carried out in 
December 2017.

Sustainability

Since January 2018, the qualifying and retraining 
training courses, funded by ANAPEC, require the 
integration of 60 hours of soft skills into training 
courses. Following ANAPEC’s request, 4 trainers 
participated in a kit’s training session to familiarize 
themselves with the approach. They then trained 
40 trainers from the training institutions based on 
a 60-hour consolidated kit.

Today, companies, training providers and service 
providers accredited by ANAPEC use these kits. 
Depending on the target group, they choose the 
appropriate modules.



Contacts

Authors  Sylvia von dem Busche
   UMER Project Team Leader, GFA Consulting Group 
   Sylvia.vondemBusche@gfa-group.de 

   Clarisse Goffard
   Consultant GFA Consulting Group
   Clarisse.Goffard@gfa-group.de 

Layout  Aziz Abouham
   Graphic Designer
   aziz@krea-one.com
   www.krea-one.com

Photos  Lahcen Labairi, Publab
   Photography, Videos and Animation
   lahcenlabairi@gmail.com
   www.publab.net

Scaling up the concept of mobile employment agencies.
Decembre 2018.


