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INTREJCTION

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

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

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

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

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

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Belgium in French or Dutch, please refer to: https://votresalaire.be/ and https://loonwijzer.be,
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MAJOREGISLATION ON

EMPLOYMENT AND LABOL

The Collective Bargaining Agreement
No. 43 of 1988

Loi sur les conventions collectives de
travail et les commissions paritaires
1968

Labour Act 1971- Loi sur le travail 16
Mars 1971

Public Holidays Act

Law of 5 March 2017 concerning
Flexible and Manageable Work

30 MARS 1967. - Arrété royal
déterminant les modalités générales
d'exécution des lois relatives aux
<vacances> annuelles des travailleurs
salaries

28 JUIN 1971. - Lois relatives aux
<vacances> annuelles des travailleurs
salariés coordonnées

JUILLET  1978-Loi  relative aux
contrats de travail (Employment
Contracts Act, 1978)

Royal Decree to Execute the Act
Respecting Compulsory Sickness and
Indemnity Insurance Scheme

Royal Decree of 17 October 1994
Employment Contract Act

Royal Decree of 20 July 1971
concerning the  Sickness and
Maternity Insurance Scheme for Self-
employed Workers (Arrété royal du 20
juillet 1971 instituant une assurance
indemnités et une assurance
maternité en faveur des travailleurs
indépendants et des conjoints
aidants)

Loi relative au bien-étre des

travailleurs lors de l'exécution de leur
travail, 4 Aout 1996

Moniteur belge 28 April 2014

Loi du 10 mai 2007 tendant a lutter
contre  certaines  formes de
discrimination

Loi tendant a réprimer certains actes
inspirés par le racisme ou la
xénophobie, 1981

Loi tendant a lutter contre la
discrimination entre les femmes et les
homes, 10 May 2007

Loi du 19.08.1948 relative aux
prestations d'intérét public en temps
de paix

Loi organique du Conseil national du
Travail

Organic Law of 29 May 1952 of the
National Labour Council

Law of 5 December 1968 on Collective
Agreements and Joint Committees
Law of 07 October 2022 partially
transposing EU-Directive 2019/1158
of 20 June 2019 on work-life balance
for parents and informal carers

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

Belgium in French or Dutch, please refer to: https://votresalaire.be/ and https://loonwijzer.be,
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01/13NVORK & WAGES

ILO Conventions

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

Belgium has ratified the Convention 95 only.
Summary of Provisions under ILO Conventions

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

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Belgium in French or Dutch, please refer to: https://votresalaire.be/ and https://loonwijzer.be,
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1 The Collective Bargaining Agreement
No. 43 of 1988

9 Loi sur les conventions collectives de
travail et les commissions paritaires
1968

Minimum pay rates are generally set by the
industry wide agreements adopted by the
competent joint committees. When no such
rates have been set by the Committees, an
employer is required to comply with the
minimum monthly pay set by the cross-
industry agreements at the national level.
These national level collective agreements
are concluded by the National Labour
Council. The Average Monthly Guaranteed
Minimum Wage (Revenu Minimum Mensuel
Moyen Garanti) is the minimum amount
that a full time 21-year-old (or higher)
employee in the private sector must be paid
in @ month. Paying less than the minimum
wage is prohibited in Belgium. The RMMMG,
applicable to all workers in the private
sector, employment is set through
collective agreements negotiated in the
National Labour Council. The minimum
wages for different sectors can also be
determined by the Joint Negotiation
Committees established at the sectoral
level. The sectoral minimum wage can't be
less than the RMMMG. The Revenu
Minimum Mensuel Moyen Garanti is
applicable to all full-time workers 21 years
and older. Workers under the age of 21
years (from 16 years to 21 years), workers
are entitled to lower rate of pay, as a
percentage of national or sectoral
minimum wage, ranging from 70% for
workers aged 16 years to 96% for workers
aged 20 years. The RMMMG and sectoral
minimum wages are indexed to the

consumer price index (CPI). Part-time
workers are also entitled to the RMMMG
calculated on a pro-rata basis in
accordance with the number of hours
worked (full time work is 38 hours per
week).

The workers aged 16 years and under are
entitled to 70% of the RMMMG (entitled to a
worker 21 years of age). This percentage is
76% for workers aged 17 years. Since April
2013, a higher percentage of RMMMG is
given to young workers aged 18 years to 20
years. Workers aged 18 years are eligible for
88% of the minimum wage, 19 years old for
92% of the minimum wage and 20 years old
for 96% of the minimum wage.

The Wage Norm Act, 1996 regulates the
power of employers to increase workers’
wage. The maximum margin for wage
increase, ie, the norm is set by the social
partners based on the report of National
Economic Council. If no agreement is
reached between the social partners, the
maximum margin is determined by Royal
Decree.

The 2017 amendment in the Wage Norm Act
provides that the National Labour Council
should formalise the wage norm as agreed
upon by the social partners in a Collective
Bargaining Agreement. In 2017-2018, the
wage norm/maximum margin has been set
at 1.1% and is formalized in the national
CBA n°119. In the event of violation of this
wage norm, the social inspection services
may  impose  administrative  fines
amounting between EUR 250-5,000. This
amount is multiplied by the number of
employees concerned with a multiplier
maximum of 100.

Compliance with minimum wage rates is
ensured by the Belgian Federal Public
Service Employment, Labour and Social

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Belgium in French or Dutch, please refer to: https://votresalaire.be/ and https://loonwijzer.be,
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Dialogue. In the event of minimum wage
violations, an individual may file a
complaint with the labour inspectorate.

(The Collective Bargaining Agreement No.
43 of 1988; Convention Collective De Travail
N 43 Duodecies; Loi sur les conventions
collectives de travail et les commissions
paritaires 1968; CCT n° 50bis du CNT du 28
mars 2013 modifiant la convention
collective de travail n° 50 du 29 octobre
1991 relative a la garantie d'un revenu
minimum mensuel moyen aux travailleurs
agés de moins de 21  ans;
https://www.salairesminimums.be/docum
ent.html?jcld=31ff47e2da5043f0alfel9
2a701fa020&date=01/05/2017

Details on minimum wages are found in the
section on Minimum Wages.

In accordance with Law of 12 April 1965
regarding  Protection of  Workers'
Compensation, "it is unlawful for an
employer to restrict in any manner
whatsoever the freedom of the worker to
dispose of his earnings at his own
discretion". The remuneration may be paid
in cash or through some type of transfer like
bank transfer, postal cheque, postal
summons or circular cheque. The
remuneration in the public sector is in
principle made in cash however a worker
may give his written consent to transfer his
remuneration through any of above
transfer methods.

Compensation must be paid at regular
intervals and at least twice per month at an
interval of 16 days. The blue-collar workers
are twice a month while white collar
workers are paid at least once a month.

Salaries must be paid on a working day and
at or near the workplace. Salaries must be
paid at the latest four working days
following the pay period except when a
collective labour agreement provides for a
different deadline (the maximum limit is
seven working days on completion of the
period for which salary was earned).

There is an amendment in the law on the
protection of workers' remuneration
regarding the payment of
remuneration. This law will take effect 1
year after publication, that is, 1st October
2016. The law changes the mode of
payment of compensation to the worker: it
must be paid through bank transfer, unless
a collective agreement or a sectoral
agreement  authorizes payment of
remuneration in cash. The manner of wage
payment must be added in the work
regulations of the enterprise.

The remuneration ceiling, provided in law
of 3 July 1978 on employment contracts,
has been revised from 1 January 2021. The
ceiling has been changed from € 35,761 to €
36,201. The upper limit has also been
increased from € 71,523 to € 72,402.

Source: Loi concernant la protection de la
rémunération des travailleurs, 12 Avril 1965

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Belgium in French or Dutch, please refer to: https://votresalaire.be/ and https://loonwijzer.be,
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02/13COMPENSATION ANL
WORKING HOURS

ILO Conventions

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

Belgium has ratified both the Conventions 01 and 171.

Summary of Provisions under ILO Conventions

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

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

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

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

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Belgium in French or Dutch, please refer to: https://votresalaire.be/ and https://loonwijzer.be,
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q Labour Act 1971- Loi sur le travail 16
Mars 1971

q Labour Act

1  Public Holidays Act

The statutory working hours are 08 hours a
day and 38 hours a week on average.
Employees can, however, work more than
the statutory working hours in accordance
with a number of exemptions provided
under the Labour Law. However, such
exemptions involve compliance with
various  conditions and a  prior
authorization. The types of work seeking
derogation from normal working hours
include "work of transport, loading or
unloading; work whose execution time
can't be determined accurately because of
its nature; abnormal pressure of work;
rotating shift work; inventory work and
balance sheet work. The work performed
may not exceed certain limits like 11 hours
per day (12 hours per day in the case of
work that can't be interrupted) and 50
hours per week except if the work is
necessitated by compelling reasons like
force majeure, emergency, work performed
in order to prevent an imminent danger or
accident. If a worker works beyond 9 hours
a day and 38 hours on average per week,
he/she is entitled to a premium rate of
150% of the normal rate of wages for
overtime work performed on the normal
weekdays and Saturday. Though overtime
is allowed, the average working hours must
not exceed 38 hours per week over a
reference period of one year. Once the
overtime reaches 143 hours, worker is
immediately entitled to compensatory rest.

Amendment in the labour law has
introduced a new type of overtime called
"voluntary" which allows the worker who
so requests to provide a quota of overtime
and thus to supplement his remuneration.
The worker must enter into a written
agreement with his employer. Once this
agreement has been reached, the employer
may ask the worker to work overtime
whenever necessary  without prior
authorization or information. However, the
maximum limit of 11 hours per day and 50
hours per week cannot be exceeded. This
agreement is valid for six months and may
be renewed insofar as the worker still
wishes to volunteer.

The worker is allowed to work up to 100
overtime hours during the year. If these
overtime hours are worked on a week day,
the compensation is 150% of the normal
wage rate. This quota of 100 additional
hours may be increased by a sectoral
collective agreement made compulsory by
Royal Decree, but the increase may not
exceed 360 hours per calendar year.

The Law of 20 December 2020 allowed to
increase the involuntary overtime quota for
employers of specific sectors. It amounted
to 220 hours for the period from 01 October
2020 to 31 December 2020, and up to 220
hours for the period from 01 January 2020
to 31 March 2021.

Since July 2021, the annual number of
voluntary overtime working hours (also
called reliance hours) has been increased
from 100 hours to 220 hours a year in all
sectors since 1 July 2021. The voluntary
overtime (120 hours) however does not
entitle the employees to compensatory rest
or overtime pay.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Belgium in French or Dutch, please refer to: https://votresalaire.be/ and https://loonwijzer.be,
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Where the work arrangements are mostly or
entirely unpredictable, the legislation sets
out certain information rights. These
include informing such workers that their
work schedule is variable, the number of
guaranteed paid hours, the pay for
additional hours worked, the working
hours/days that they may be required to
work and the minimum advance notice
they are entitled to before starting any work
assighnment. These rights ensure a
minimum level of predictability of work in
cases where work schedule is very flexible.

Workers have the right to refuse a work
assignment if it falls outside the above hour
limits and lack of advance notice without
suffering any adverse consequences for
such refusal. The legislation protects
workers against loss of income resulting
from the late cancellation of work
assignment by the employer.

Sources: §19-29 of Labour Act 1971- Loi sur
le travail 16 Mars 1971; §4 & 7 of the Law of
5 March 2017 concerning Flexible and
Manageable Work; 51 & 52 of Law of 20
December 2020; Law of 7 October 7, 2022
partially  transposing EU  Directive
2019/1152

Work performed between 20:00 hours and
06:00 hours are considered night hours.
There is general prohibition in the labour
law on performance of night work for both
male and female workers. However,
exceptions are both provided under the
Labour Act and Royal Decrees.

Some exceptions as provided under the
Labour Act include "work in hotels,
catering, newspaper industry, pharmacies,
bakeries, cinemas, theaters, information

and travel agencies, and execution of work
which can't be interrupted because of its
nature. Night work may also occur in work
performed in shifts, for tasks that need
continuous work and in enterprises where
materials are  subject to  quick
deterioration. There is no provision in the
Labour Act or Royal Decrees requiring
payment of premium wages to employees
working at night.

In accordance with the Law of 5 March 2017,
if the nature of the work and the activity
justifies the use of night work, the employer
may therefore introduce night work for its
e-commerce activities.

Sources: §35-37 of Labour Act 1971- Loi sur
le travail 16 Mars 1971; §79 of the Law of 5
March 2017 concerning feasible and
manageable work

The Labour Act provides for compensatory
rest for working on weekly rest day
(Sunday) or Public Holiday. The
compensatory rest has to be given within
the following six days. The compensatory
rest must be given for the whole days if the
work on Sunday and Public Holiday was
performed for more than 4 hours and half
day when the work on these days was
performed for less than 4 hours. The half
day rest must be granted before or after 01
pm and the total hours of work on that day
must not be greater than 5 hours.

Sources: §16 of Labour Actand §11 of Public
Holidays Act

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Belgium in French or Dutch, please refer to: https://votresalaire.be/ and https://loonwijzer.be,
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There is no provision in the law granting
extra pay to workers for working on Sunday
and Public Holidays. However, if workers
perform overtime work on these days, they
are paid at 200% of the normal wage rate.
The collective bargaining agreements may
provide for a higher rate for working on
these days.

Sources: §26-bis and 29 of Labour Act

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Belgium in French or Dutch, please refer to: https://votresalaire.be/ and https://loonwijzer.be,
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03/13ANNUAL LEAVE &
HOLIDAYS

ILO Conventions

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

Belgium has ratified the Conventions 14 and 132 only.

Summary of Provisions under ILO Conventions

An employee is entitled to at least 21 consecutive days of paid annual leave, excluding
national and religious holidays. Collective agreements must provide at least one day of
annual leave on full remuneration for every 17 days the employee worked or was entitled to
be paid.

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

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

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Belgium in French or Dutch, please refer to: https://votresalaire.be/ and https://loonwijzer.be,
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9 Labour Act 1971- Loi sur le travail 16
Mars 1971

1 30 MARS 1967. - Arrété royal
déterminant les modalités générales
d'exécution des lois relatives aux
<vacances> annuelles des travailleurs
salaries

28 JUIN 1971. - Lois relatives aux
<vacances> annuelles des travailleurs
salariés coordonnées

The number of days of annual leave
depends on the number of days of work
performed by a worker per week (five or six)
and the number of weeks of work
performed during the calendar year
immediately preceding the year during
which the holidays are taken. After one year
of full employment, an employee is entitled
to:
i. 24 working days if they work 6 days
per week; and
ii. 20 working days if they work 5 days
a week

For Blue-Collar workers, apprentices and
salaried artists, annual leave is paid
through the National Office for Annual
Leave (ONVA). The employer does not have
to pay any wages to the workers during the
period of annual leave however they have
to pay a special social security contribution
in order to finance the holidays of blue-
collar workers. The amount of annual leave
pay depends on the salary earned during
the year preceding the one in which worker
has to take holidays. The amount
corresponds to 15.38% of the annual salary
earned during the year.

For white collar workers/employees,
employer is required to pay annual leave
pay directly to the employees. They receive
their normal remuneration for the time of
holidays and a supplementary 1/12th of
92% of their gross salary of the month in
which the annual leave is taken. The
payment of annual leave pay is made at the
time of commencement of such leave. If the
annual leave period is split, the payment is
made at the time when worker takes the
main period of leave but not earlier than
02nd May of each year.

In accordance with the Royal Decree of 10
August 2015 (Moniteur belge 2 September
2015), when two employment contracts for
temporary agency workers are concluded
with the same temporary agency for an
assignment with the same user and are only
interrupted by one or more annual leave or
replacement days, then the annual leave or
replacement days must be considered days
during which the temporary agency worker
was employed by the temporary agency.
Now, it is no longer possible to evade
employer obligations to pay for annual
leave by concluding temporary contracts in
intervals so they fall before or after the
temporary worker’s annual leave days.

Sources: 30 MARS 1967. - Arrété royal
déterminant les modalités générales
d'exécution des lois relatives aux
<vacances> annuelles des travailleurs
salariés; 28 JUIN 1971. - Lois relatives aux
<vacances> annuelles des travailleurs
salariés coordonnées; 34-38 of the Law of
20 December 2020

Workers are entitled to paid holidays during
Festival (public and religious) holidays.
These include memorial holidays and

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Belgium in French or Dutch, please refer to: https://votresalaire.be/ and https://loonwijzer.be,
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religious holidays (Christian origin). The
Public Holidays are usually ten (10) in
numbers. These Holidays are New Year's
Day (January 01), Easter Monday (April 01),
Labour Day (May 01), Ascension Day, Whit
Monday, National Holiday (July 21),
Assumption Day (August 15), All Saints' Day
(November 01), Armistice Day (November
11), Christmas Day (November 25).

If a public holiday coincides with the day of
inactivity or Sunday, it is replaced by a
working day. Workers are entitled to pay for
each of the public holiday.

Sources: Loi du 4 janvier 1974 relative aux
jours fériés

Weekly rest period is provided under the
Labour Act. Every worker is entitled to enjoy
a weekly rest of at least 24 consecutive
hours. Weekly rest day is Sunday and there
is general prohibition to employ workers on
weekly rest day, i.e., Sunday. Exceptions are
also allowed under the law if the normal
running of enterprise can't be carried out
another day of week like
security/surveillance of workplace,
cleaning and repair tasks; work to prevent
or repair accident occurred or about to
occur, works necessary to prevent the
deterioration of raw materials or products.
Workers may be employed on Sundays in
companies or for the execution of works
determined by a specific royal decree. This
Royal Decree may impose additional
conditions.

Sources: §3, 11-18, 32.2 and 66 of Labour
Act

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Belgium in French or Dutch, please refer to: https://votresalaire.be/ and https://loonwijzer.be,
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04/13CONTRACTS &
DISMISSALS

ILO Conventions

Convention 158 (1982) on employment termination

Belgium has not ratified the Convention 158.

Summary of Provisions under ILO Convention

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

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

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

A reasonable probation period must be allowed for workers to learn new skills. During this
period, a newly hired employee may be fired without any negative consequences.

Depending on the length of service an employee has, an employer may require a reasonable
notice period before severing the employment relationship.

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

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Belgium in French or Dutch, please refer to: https://votresalaire.be/ and https://loonwijzer.be,
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Regulations on employment security:

9 JUILLET 1978-Loi relative aux
contrats de travail (Employment
Contracts Act, 1978)

Written Employment Particulars

In line with the Law of 7 October 7, 2022
partially  transposing EU  Directive
2019/1152 relating to transparent and
predictable working conditions, an
employer must inform its workers about
the essential terms of their employment
relationship in writing. This information is
either provided and transmitted on paper
or through electronic means, provided that
it is accessible to the employee and that it
can be stored and printed. The employer
must also keep proof of delivery of the
transmission and receipt of the said
information.

The legislation includes an exhaustive list of
information that must be provided to
workers before the commencement of the
employment relationship or within a
maximum of seven days from the
commencement of employment. It is
summarized as follows:

1 The identity of the parties to the
employment contract;

1 The place of work and the registered
office of the business or the
residential address of the employer;

1 The title, position, nature or category
of the work of the employee or a brief
job description;

1 The commencement date of the
employment contract;

1 The predicted duration of
employment  contract or its
termination (for fixed term contracts);

1 The identity of the user undertakings,
when and as soon as known (for
temporary agency employees);

1 The duration and conditions of the
probation period (if applicable);

1 The remuneration, including the
initial basic salary, any other
component elements, if applicable,
indicated  separately, and the
frequency and method of payment of
the remuneration to which the worker
is entitled.

If the work pattern is entirely or mostly
predictable, the length of the worker’s
standard working day or week and any
arrangements for overtime and its
remuneration and, where applicable, any
arrangements for shift changes;

if the work pattern is entirely or mostly

unpredictable, the employer shall inform

the worker of:

i. the principle that the work schedule is
variable, the number of guaranteed
paid hours and the remuneration for
work performed in addition to those
guaranteed hours;

ii. the reference hours and days within
which the employee may be required
to work;

iii. the minimum notice period to which
the employee is entitled before the
start of a work assignment (seven
working days);

If the worker does not fall within the scope
of application of the Law of 8 April 1965 on
establishing  work regulations, the
employer must provide the following
information within one month from the
commencement of the employment
relationship:
1. Thetraining entitlements, if any;
2. The duration of paid leave to which
the employee is entitled or, where
this cannot be indicated when the

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Belgium in French or Dutch, please refer to: https://votresalaire.be/ and https://loonwijzer.be,
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information is given, the procedures
for allocating and determining such
leave;

3. The procedure for termination of
employment relationship (length of
notice periods or the method for
determining such notice periods);

4. where it is the responsibility of the
employer, the identity of the social
security institutions receiving the
social contributions attached to the
employment relationship and any
protection relating to social security
provided by the employer; and

5. any collective agreements
governing the worker’s conditions
of work or in the case of collective
agreements concluded outside the
business by special joint bodies or
institutions, the name of such
bodies or institutions within which
the agreements were concluded;

Any modification in the above terms and
conditions must be provided in the form of
a document by the employer to the worker
at the earliest opportunity and at the latest
on the day on which it takes effect. For
workers assigned outside Belgium, the
following additional information must also
be provided by the employer to the worker:
the country or countries in which the work
abroad is to be performed and its
anticipated duration; the currency to be
used for the payment of remuneration;
where applicable, the benefits in cash or
kind relating to the work assignments; and
information as to whether repatriation is
provided for, and if so, the conditions
governing the worker’s repatriation.

Earlier Information:
An Employment contract is a contract

under which a person, i.e., the employee
undertakes to work, in exchange for a

payment, for another person, i.e., the
employer and does that work under the
second person's authority.

The four basic elements of employment
contract are "the contract, the work, the
remuneration and the employer's
authority" (a relation of subordination).
The employment contracts can be
classified as contract depending on the
nature of work (contracts for blue-collar
and white-collar workers), depending on
the duration of contracts (indefinite term
vs. fixed term, replacement, specific work,
temporary work contracts) and contracts
depending on the volume of services (full
time vs. part time contracts). The main
elements of employment contract, i.e., the
nature of work, job  functions,
compensation, workplace, and working
hours, can't be modified by employer
unilaterally. Any change in the employment
contract can be made with the consent of
both the parties.

The permanent contract/indefinite term or
open-ended contract may not be in writing.
On the other hand, all other contracts like
fixed term contract, contract for specific
work, replacement contract, part-time
contract, student contracts, contract for
performance of temporary work, contract
for tele-working or home-based working
contract, must be in writing. In the absence
of express written terms, there is a
presumption that the contractis a full-time,
open-ended/permanent contract without a
probationary period. A contract of
employment may be agreed verbally or in
writing.  Certain  provisions of an
employment contract (whether definite or
indefinite) just be in writing in order to be
valid. These are "non-compete clauses,
notice period clause for senior employees
and clauses relating to probationary
period'. The contract of employment has to

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Belgium in French or Dutch, please refer to: https://votresalaire.be/ and https://loonwijzer.be,
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be drafted in the correct language based on
the region where employee is based
(French, Dutch or German). If the required
language is not used in drafting of the
employment contract, such contract may
be declared null and void.

The Flemish Parliament has amended the
Decree of the Flemish Community of 19 July
1973 with the Decree of 14 March 2014
(Moniteur belge 22 April 2014), under which
the contracts for individuals can be
concluded in a language in addition to
Dutch. The language must be the one in
which the individual with whom the
contract is being concluded is comfortable
and must be a language of countries within
the EEA. The additional legally binding
employment contract can only be
concluded if the employee (i) Lives in
another EU- or EEA Member State or (ii) lives
in Belgium and has exercised his/her right
to the free movement of workers or to the
freedom of establishment or (iii) is covered
by the right to the free movement of
workers on the basis of an international or
supranational treaty. It is expressly
provided that if the Dutch and the other
language version of the document differ,
the Dutch version will prevail. This
provision applies expressly to the Flemish
Community which speaks Dutch.

Sources: 3 JUILLET 1978-Loi relative aux
contracts de travail; Law of 7 October 7,
2022 partially transposing EU Directive
2019/1152

Belgian labour Law allows hiring of fixed
term contract workers for tasks of
permanent nature. If parties continue
working beyond the agreed term of the
contract without renewing the contract,

they are deemed to have concluded the
employment contract for indefinite
duration. If parties conclude successive
fixed term contracts, these will be
considered as a contract for indefinite
duration unless the employer justifies these
contracts either by nature of work or other
legitimate reasons.

Maximum length of a single fixed term
contract (including four subsequent
renewals) is 02 years while minimum
duration of each of these contracts is at
least 03 months. This duration may be
extended to 03 years if the minimum
duration of each of these contracts is at
least 06 months on the condition of
obtaining authorization.

A fixed-term employment contract can be
terminated by premature notification
before the expiry of the term. This can be
done especially during the first half of the
agreed duration of the employment
contract, but only within a period not
exceeding six months, whilst respecting the
legal period of notice provided, in principle,
by law for permanent employment
contracts. In case of justified successive
fixed-term employment contracts, the
possibility of premature termination only
applies to the first employment contract.

Where in the private sector, employment is
terminated by termination of contract, the
employees must be told the reasons due to
which he/she was dismissed. An employee
who wishes to know the specific reasons for
his/her dismissal must submit his/her
request addressed to the employer by
registered letter, which must be made
within two months after the contract has
been terminated. For more information on
termination by notice, see under notice
period below.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Belgium in French or Dutch, please refer to: https://votresalaire.be/ and https://loonwijzer.be,
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The Act on feasible and manageable work
introduces a new Article 8ter into the Acton
Temporary  Work allowing  temporary
employment agencies to conclude an
employment contract for an indefinite
period with a temporary worker in order
to set up a pool of workers, which can be
called to work when a work opportunity
appears. This gives more security to
temporary agency workers, given that
between two interim assignments they
remain under contract and thus constitute
certain rights.

A worker, who has worked for at least six
months and their probation period has
completed, may request a form of
employment with more predictable and
secure working conditions, considering
that such form of employment is available.
The worker is entitled to receive a justified
written response from the employer.

Sources: Art 10-11 of 3 JUILLET 1978-Loi
relative aux contrats de travail, Moniteur
belge 31 December 2013, Collective
Bargaining Agreement no. 109 of 12
February, 2014; §32 of the Law of 5 March
2017 concerning feasible and manageable
work; Law of 7 October 7, 2022 partially
transposing EU Directive 2019/1152

The trial/probationary period allows the
employer to assess the skills of the
employee in his work, particularly in view of
his experience, and the employee to
determine whether the new job suits him.

An employment contract may contain a
trial clause which clearly needs to be stated
in writing. If a trial clause was not included
in the written contract at the start of
employment, there will be no trial period

and the worker will be immediately
engaged under a contract of indefinite
duration. The duration of trial period can
vary between seven and 14 days for (blue-
collar) workers. Trial period may be
extended by 07 days to cater for suspension
of the employment contract (due toillness,
accident or annual holidays) however total
duration of the trial period may never
exceed 21 days (14 days of initial period +
seven days’ extension). If the test clause in
the employment contract specifies that
there will be a probationary period but does
not set its duration, the probationary
period is always reduced to the minimum
period, i.e., seven days.

As for the employees (white collar workers),
the duration of test period may vary
between one month and six (or twelve)
months, depending on the annual
compensation of employee. However, in
the newly crafted unified statute for white-
collar and blue-collar workers, the
probationary/trial period has been
abolished from January 01, 2014 for new
workers except in a very limited number of
cases like student work or temporary
agency work in which the probationary
period has been limited to 03 working days.

Though the general trial period has been
abolished since 1 January 2014, it still
remains applicable in student employment
contracts, contracts governed by the law of
July 24, 1987 on temporary work,
placement of workers through agency
work. Under the law of 7 October 2022,
when a worker occupies the same function
through employment contracts for the
execution of successive temporary work or
successive student employment contracts,
successive  probation  periods are
prohibited.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Belgium in French or Dutch, please refer to: https://votresalaire.be/ and https://loonwijzer.be,
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Sources: §48-49 & 66-67 of 3 JUILLET 1978-
Loi relative aux contrats de travail; Law of 7
October 7, 2022 partially transposing EU
Directive 2019/1152

An employment relationship terminates on
expiry of the (fixed) term; completion of
work for which contract was concluded; by
the will of either party, if the contract was
concluded for an unspecified/indefinite
period or if there is a serious cause for
termination; worker’s death; or force
majeure. Employer death does not lead
termination of contract.

In a ruling of 7 July 2011, the Belgian
Constitutional Court gave the Belgian
legislature two years to abolish the
difference in employment statutes between
blue-collar workers and white-collar
employees especially with regard to
termination and required notice periods,
because it violates constitutional rules on
discrimination and equal treatment. In
consideration of above ruling, Government
has enacted a new Unified Statute for Blue-
collar and White-collar Workers, applicable
from 01 January 2014, which provides for a
uniform system of notice of termination for
both manual workers and white-collar
employees.

During the first 5 years of service, period of
notice grows progressively, i.e., quarterly
during the first two years and annually
thereafter. The period of notice is 2 weeks
(first quarter); 4 weeks (second quarter); 6
weeks (third quarter); 7 weeks (fourth
quarter); 8 weeks (fifth quarter); 9 weeks
(sixth quarter); 10 weeks (seventh quarter);
11 weeks (eighth quarter/2 years), 12 weeks
(2-3 years); 13 weeks (3-4 years); 15 weeks
(year 4-5). From the 6th year (05 years plus

one day) until the 19th year of
service/seniority, notice period is increased
by 03 weeks for every additional year of
service. A worker with 20 years of service
has to be served a notice of 62 weeks. After
20 years, the notice period increases by one
week for every year of service. Aworker with
25 years of service is eligible for 66 weeks of
notice. An employer may either serve the
notice or pay in lieu of notice. The new rules
for blue-collar workers will be phased-in
over a period of up to 5 years. For white
collar employees the new rules will only
apply to new contracts and employee’s
rights under existing rules will be preserved.

While the Unified Employment Status Act
unified the termination notice period for
blue and white collar workers and as
explained above, it was 2 weeks during the
first quarter and 4 weeks during the second
quarter of employment. However, under a
March 2018 reform in Employment
Contracts Act, the notice periods have been
changed as follows: during the first 3
months of employment, the required notice
period is 1 week; during the fourth month of
employment, the required notice period is
increased to 3 weeks; during the fifth month
of employment, the required notice period
isincreased to 4 weeks; and during the sixth
month of employment, the required notice
period is increased to 5 weeks.

Where the employment of an employee is
terminated by notice, an employee can
know the reasons for the termination by
submitting a request to the employers
within six months of notification of
termination by the employer, but the
period may not exceed 2 months following
the end of the contract. The employer’s
written notice must contain information
that allows the employee to understand the
concrete reasons leading to his/her
dismissal. The employer may specify the

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
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reasons that led to the dismissal on his/her
own initiative. In that case, the employer is
not required to respond to a request by the
employee to give reasons for the dismissal.

There are also exceptions to this obligation
to inform about the reasons for the
dismissal. There are as follows:

i. Incase of dismissal during the first 6
months of employment. Prior and
consecutive employment contracts
for a specified period or for
temporary employment for an
identical function count as the first 6
months of employment with the
same employer;

ii. If the employee is employed by a
temporary employment contract or
a contract for student work;

iii. If an elderly employee is dismissed
but is eligible for social security
unemployment benefits and a
supplement is paid by the former
employer (early retirement called
'bridge-pension’);

iv. If the employee who has an
employment contract of indefinite
durationisdismissed on the first day
of the month following the month in
which the employee reaches
statutory retirement age (65 years);

v. If the employee is dismissed due to
abandonment of the activity, the
closure of the company, collective
redundancies or a multiple
redundancy due to restructuring

vi. If the employer adheres to the
special  dismissal  procedures
stipulated by law for employee
representatives in the works council
or in the health and safety
committee;

vii. In case of immediate dismissal for
gross misconduct;

If the employee works for a joint
committee, where a reduced period of
notification applies for the dismissal of
employees in accordance with the new
legal regime on joint employee status. This
exception applies until 31 December 2015.
There will be fines to pay if the employer
does not comply with this requirement of
communication either completely or within
the time frame mentioned. The fine will be
equal to the wages of 2 weeks of salary.

If the employee is dismissed for reasons
that are not related to their suitability or
conduct, or not based on the necessities of
the operation of the enterprise or under
circumstances under which a normal and
reasonable employer would never dismiss
the employee, this is regarded as an ‘unfair
dismissal.” Employees who are unfairly
dismissed may initiate legal proceedings in
the court and the employers may be
required to pay dismissal compensation of
at least 3 weeks of salary and a maximum of
17 weeks.

The following types of workers, among
others, are protected against dismissals:
those with maternity related circumstances
(pregnant and breastfeeding workers);
those on various types of leaves (parental
leave, career break, political leave,
childcare leave); those who filed a
complaint  (regarding  discrimination,
bullying and sexual harassment); and those
who are candidates/members of the works
council and trade union representatives.

The duration of notification period is
consisting two parts i.e., firstly it
determines the length of the service
acquired on 31 December 2013 and
secondly, level of seniority could be
calculated from 1 January 2014 until the
date of notification. The first part of
notification period can be determined on

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
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the basis of annual compensation. In case
of employer, if the annual salary was
greater than € 32,254 at 31 December 2013,
the notification period would be one month
for each year of service. Whereas, three
months for each seniority of five years. In
case of workers, if the annual
compensation at December 31, 2013 was
greater than € 32,254, the notice period is
one and a half months for each period of
five years of service started with a
maximum of four and a half months if the
annual compensation is less than or equal
to € 64,508, and six months when annual
remuneration is more than € 64,508.

The new Law of 20 March 2023 however
amends the Law of 26 December 2013 on
the introduction of a wunitary status
between blue collar and white-collar
employees on notice periods. The two-step
rule for serving a notice on termination of
employment by a worker has been
removed. From 28 October 2023, workers
should comply only with the notice period
requirement (maximum of 13 weeks), as
given in the article 37/2 of the Employment
Contracts Law 1978.

Source: Monituer Belge 31 December, 2013,;
Arrété Royal du 09 Janvier 2014, Published
in Monituer Belge 20 Janvier 2014; 4 & 5 of
Collective Labour Agreement no 147 2020,
Moniteur belge, 28 April 2023

There is no provision of severance pay in
the Belgian labour laws in the case of
individual  dismissals including  for
economic reasons.

Workers are eligible only for the notice pay
if the employer wants to pay in lieu of
notice. However, a special allowance is
payable in the event of collective

redundancies. This redundancy payment is
equal to (basic average net remuneration -
unemployment benefits)/2. The
redundancy allowance is paid for a period
of 04 months subject to certain exceptions.

All branches of industry must provide
employees entitled to a notice period of at
least 30 weeks with a dismissal severance
package no later than 1 January 2019,
consisting of a period of notice or
corresponding dismissal compensation
that amounts to two-thirds of the
redundancy package and for the remaining
third, consisting of measures that increase
the employability of the worker on the
labour market.

Sources: §6-13 of Convention Collective De
Travail N° 10 Du 8 Mai 1973, Moniteur belge
31 December 2013

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
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05/13FAMILY
RESPONSIBILITIES

ILO Conventions

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

Belgium has ratified the Convention 156 only.

Summary of Provisions under ILO Convention

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

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

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

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Belgium in French or Dutch, please refer to: https://votresalaire.be/ and https://loonwijzer.be,
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1 3 JUILLET 1978-Loi relative aux
contrats de travail

1  Royal Decree to Execute the Act
Respecting Compulsory Sickness
and Indemnity Insurance Scheme

1 Royal Decree of 17 October 1994

Workers are entitled to 10 days of paternity
leave. All the workers in the private sectors
are entitled to take paternity leave. An
employer wishing to take paternity leave
has to give notice to the employer before
commencement of leave. New fathers are
entitled to be absent from work for 10 days,
chosen at worker’s own convenience,
within 04 months after the date of birth of a
child of whom the worker has been legally
recognized as the father.

The first three days of paternity leave are
paid by the employer and the other seven
days are paid by the compulsory sickness
and disability insurance scheme in the
amount of 82% of his gross salary. In the
case of death or hospitalization of mother,
the legislation provides that the father may
take the remainder of maternity leave to
care for the child.

The Law of 20 December 2020 has mended
Article 30 of the Employment Contract Law
of 03 July 1978. Under this, a gradual
increase in paternity leave (from 10 to 15
days) has been announced with effect from
1 January 2021. The paternity leave will
further increase to 20 days by 01 January
2023. The additional leave days leave could
be taken by employee within the four
months from the date of birth. The
employee is entitled to receive salary from

the employer for the first three days of
leave. For remaining days, a social security
allowance is granted as part sickness and
invalidity insurance. Instead of paternity
leave, the 2022 legislation refers to the
“birth leave” of 20 days on the birth of a
child.

Sources: Art 30.2 of 3 JUILLET 1978-Loi
relative aux contrats de travail; Royal
Decree to Execute the Act Respecting
Compulsory Sickness and Indemnity
Insurance Scheme Art.221; Royal Decree of
17 October 1994 Art.2.3;
http://www.emploi.belgique.be/
defaultTab.aspx?id=554; 63 of Law of 20
December 2020; Law of 07 October 2022
partially transposing EU-Directive
2019/1158 of 20 June 2019 on work-life
balance for parents and informal carers

Laws provide for parental leave. The
parental leave provisions apply to both the
public sector and private sector workers.

Only a parent (biological mother, biological
father or the person who acknowledged the
child to establish paternity as well as
adoptive parents) is eligible for paternity
leave. Each parent has an independent and
non-transferable right to take paternity
leave.

The right to take parental leaves lapses
when the child reaches the age of 12 years.
In the case of mental or physical incapacity
of the child, the right lapses when the child
reaches the age of 21 years. In the case of
adoption, the right to parental leave is
available before the child reaches the age of
12 years.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
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In order to take parental leave, a worker
must have worked with the employer for at
least 12 months during the last 15 months
preceding the application for parental
leave. An employment contract is
suspended during the term of parental
leave.

An employee is entitled to a maximum of 04
months of parental leave and can decide
between the following 3 options or even to
change from one option to the other until
the 04-month limit is reached:

i. Parental Leave Full Time: the
employee opts to take 04-month
period continuously or with gaps
(however employee does not
working during this time);

ii. Parental Leave Half Time: A full time
employee can reduce his/her
working time by half for 08

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