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INTRODUCTION

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

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

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

A Decent Work Check is beneficial both for
employees and employers. It gives them
knowledge, which is the first step towards
any improvement. It informs employees of
their workplace rights while enlightening
employers about their obligations. Decent
Work Check is also helpful for researchers,
labour rights organisations conducting
surveys on the situation of rights at work
and the general public wanting to know
more about the world of work. For example,
Wagelndicator teams worldwide have
found out that workers, small employers
and even labour inspectors are not,
sometimes, fully aware of the labour law.
When you are informed - being a worker,
self-employed, employee, employer,
policymaker, or labour inspector - thereisa
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 June 2025. For the most recent and updated text on Employment & Labour Legislation in
Burkina Faso in French, please refer to: https://votresalaire.org/burkinafaso
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MAJOR LEGISLATION ON
EMPLOYMENT AND LABOL

Constitution of Burkina Faso 1991,
last amended in 2012

Labour Code, 2008

Decree No. 2006-655/PRES/PMT/
MTSS/MFB

Order No. 1234/FPT/DGTLS from 1976,
establishing the modalities of
application of the weekly work time of
40 hours in  non-agricultural
establishments

Order No. 539/ITLS/HV 1954 related to
work of children

Decree No. 2010-812/PRES/PM/MTSS
2010 establishing conditions of work
for workers whose professions or
branches are not covered by collective
agreement

Order No. 436/ITLS/HV, 1953,
establishing the hours in which the
work is considered night work

Law No.019-2000 / AN of 27 June 2000
Order on Paid Annual Leave 1994 no.
94-00011/ETSS/SG/DT
Inter-Professional Collective
Agreement, 1974

Decree No. 2010- 356
IPRES/PM/MTSSIMS with determining
the nature of hazardous work
prohibited for women and to
pregnant women

Social Security Code, Law No. 004-
2021/AN of April 6, 2021

Order No. 2008-008/MTSS/SG/DGPS
concerning the affiliation, registration
of workers and other insured of the

regime managed by the National Fund
of Social Security and the duties of
employers in the operations of the
regime

Law No. 2013-010/MFPTSS/MS with
the terms and conditions for carrying
out medical visits and additional tests
Decree No. 2011-928 / PRES / PM /
MFPTSS / MS / MATDS laying down
general hygiene and safety in the
workplace

Decree No. 2011-883 / PRES / PM /
MFPTSS / MICA / MAH/MEED on
measures relating to the distribution
and use of industrial use substances
or preparations presenting hazards
for workers

ISSA Country Profile for Burkina Faso
Decree N° 2016-504 / PRES / PM /
MFPTPS / MS / MFSNF of 09 June 2016
on Hazardous Work List

Decree N° 2010-809/PRES/PM/ MTSS /
MEF // MFPRE of 31 December 2010 on
the creation, composition,
attributions and functioning of a
National Commission on Minimum
Interprofessional Guaranteed Wage
Order no. 1244/FP.T/DGTLS, 1976,
establishing the modalities of
application of the weekly rest period
Decree No. 2016-311-
PRES/PM/MS/MATDSI/MINEFID  of
April 29, 2016, on the free provision of
healthcare services to women and
children under five years of age

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

Burkina Faso in French, please refer to: https://votresalaire.org/burkinafaso
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residing in Burkina Faso

Decree No. 2008-001 / MTSS / SG /
DGPS service regulations relating to
social security benefits

DECREE N°2014-
765/PRES/PM/MFPTSS/MEF of
September 16, 2014, granting
authorization to claim pension rights
for workers dismissed for economic
reasons

Decree No. 2006-043/MTSS/SG/DGT
concerning the conditions for placing
workers on technical unemployment
and their compensation of January
24,2007

Décret 2010-356/PRES/PM/MTSS/MS
Law N° 013-2007/AN, Orienting the
Education System, enacted July 30,
2007

Law No. 064-2015/CNT on Freedom of
association. Official Gazette No. 07 of
February 18,2016

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in
Burkina Faso in French, please refer to: https://votresalaire.org/burkinafaso
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01/13WORK & WAGES

ILO Conventions

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

Burkina Faso has ratified the Convention 95 and 131 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 June 2025. For the most recent and updated text on Employment & Labour Legislation in
Burkina Faso in French, please refer to: https://votresalaire.org/burkinafaso
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9 Labour Code, 2008

1 Decree No. 2006-
655/PRES/PMT/MTSS/MFB

9 Decree N°2010-809/PRES/PM/MTSS
/ MEF // MFPRE of 31 December

2010 on the creation,
composition, attributions and
functioning of a National
Commission on Minimum

Interprofessional Guaranteed Wage

Minimum wages in Burkina Faso are
governed under the Labour Code of 2008
and Decree No. 2006-655/PRES/PMT/MTSS/
MFB. Under the Labour Code, anyone who
commits himself/herself to carry out
his/her professional activity for
remuneration, under the direction and
authority of another person, called
employer is considered to be an employee
or worker. Civil servants, magistrates,
militaries, employees of the local
government and apprentices are excluded
from the minimum wage provisions.
Furthermore, there are different minimum
wage rates for agricultural and non-
agricultural workers.

The Government is solely responsible for
deciding the minimum wage. The Decrees
taken by cabinet meeting, upon advice of
the consultative Labour Commission,
determine: i) The inter professional
minimum wages guaranteed according
notably, to the general wage level in the
country and the cost of living and
considering the economic factors; ii) The
composition, assignments and functioning
of a national commission for the
guaranteed inter-professional wages; In the
absence of collective agreement or in their

silence on wages, a decree taken in
government meeting also fixes: i) The
professional categories and the
corresponding minimum wages; ii) The
seniority and output premiums eventually.
A 2010 Decree established a National
Commission on Minimum Inter-
Professional Guaranteed Minimum Wage
with  different representatives from
government departments, economic and
social council, worker and employer
organizations. The  Commission is
responsible for preparing a technical report
to the Government for review of the SMIG
basket, adopt any proposal to improve the
living and working conditions of the people
of the country and give its opinion on any
question which is likely to affect wages.

Wages may also be determined by
collective agreement provided that these
rates are not lower than the minimum wage
rates established by the government. In the
event that a collective agreement does not
stipulate wage rates for a sector or group of
workers, the government may determine
minimum wage scales according to the
occupational category of the workers
concerned. The remuneration for a task or
piece work must be calculated in such away
thatit gives an employee the salary which is
at least equal to the one the employee is
paid by the time doing similar work. The
labour inspectorate, placed under the
Ministry of Labour, is in charge of all the
issues relating to the conditions of the
workers and the professional relationships.
Those who violate the minimum wage
provisions, announced under a separate
decree, are punished with a fine ranging
between 5,000 to 50,000 CFA Francs. In the
event of repetition of offence, the fine
ranges between 50,000 to 100,000 CFA
Francs.

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in
Burkina Faso in French, please refer to: https://votresalaire.org/burkinafaso
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An advisory Labour Commission is
established at the level of the Ministry in
charge of Labour. The commission, chaired
by the Minister in charge of Labour or his
representative, is made up of employers
and employees on the basis of equal
representation. The latter are designated
by the organizations most representative of
the employers and of the workers or by the
Minister in charge of Labour in the event of
absence of representative organizations. Its
responsibility is to study the criteria that
could serve as basis for the determination
and the readjustment of the minimum
wage.

Sources: §2, 107, 187, 405, 408 and 421 of
the Labour Code, 2008; Decree No. 2006-
655/PRES/PMT/MTSS/MFB; Decree N° 2010-
809/PRES/PM/ MTSS / MEF // MFPRE of 31
December 2010 on the creation,
composition, attributions and functioning
of a National Commission on Minimum
Interprofessional Guaranteed Wage

Wages are defined as a benefit given to the
employee by the employer against his/her
work. It consists of the basic pay, whatever
its denomination and the fringe benefits to
the salary, notably, the paid leave
allowance, the bonuses, the indemnities
and benefits of similar kind.

The wage must be paid at regular intervals
that should not exceed fifteen days for the
employees hired on an hourly basis or daily
basis and a month for employees hired on a
monthly basis. However, the daily
employee hired on an hourly or daily basis
must be paid every day immediately after
the end of his/her work. The monthly
payments must be done eight days at the
latest after the end of the month of work;
two weeks payment must be done at the

most 4 days after the end of the two weeks,
while for weekly payment this period is two
days. For professions which provide a
different payment periodicity, the Minister
in charge of Labour will statutorily
determine the same, upon advice rendered
to him/her by the consultative Labour
Commission.

The wage is required to be given at the
workplace, except in cases of absolute
necessity and under no circumstances it
can be made at a place of leisure (pubs or
casinos), except for the employees working
there nor they can be given on the rest day
designated for employees. The salary must
be paid in the legal currency in Burkina Faso
(West African CFA Franc). Payment in any
other currency is void. With equal
conditions  of  work, professional
qualification and output, the wage is equal
for all workers irrespective of their origin,
gender and age. In the absence of any
collective agreement, the wage is fixed by
consent between the employer and the
employee.

Employers cannot fine or deduct wages of
the employees for any reasons in the
normal course of events. Deductions are
made only by seizure-attribution or
voluntary transfer by the court of
competent jurisdiction or the Labour
inspection authority.

The payment of all or part the salary in kind
is also prohibited. The employee displaced
from his usual residence for the execution
of a labour contract who cannot, by his/her
own means, obtain a decent lodging for
him/her and his/her family has therightto a
lodging from the employer. The terms and
conditions of grant and the reimbursement
are statutorily fixed by the Minister in
charge of labour, upon advice of the
consultative Commission of Labour. The

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in
Burkina Faso in French, please refer to: https://votresalaire.org/burkinafaso
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law also fixes the reimbursement terms of
this benefit to the employer and the
conditions to which the lodging must be
submitted, notably concerning labour
security and health.

In case the employee is not able, by his/her
own means, to get for him and his/her
family, a regular supply for basic foods
products, the employer is to provide these
in the conditions set statutorily by the
Minister in charge of Labour, after advice
from the consultative Labour Commission.
The law also fixes the reimbursement terms
of this benefit to the employer.

Sources: §182-187, 192 to 194, 201, 213 &
214 of the Labour Code, 2008

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in
Burkina Faso in French, please refer to: https://votresalaire.org/burkinafaso
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02/13COMPENSATION &
WORKING HOURS

ILO Conventions

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

Burkina Faso has not ratified the Convention 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 June 2025. For the most recent and updated text on Employment & Labour Legislation in
Burkina Faso in French, please refer to: https://votresalaire.org/burkinafaso
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Labour Code, 2008

Order No. 1234/FPT/DGTLS from 1976,

establishing the modalities of

application of the weekly work time of

40 hours in  non-agricultural

establishments

1 Order No. 539/ITLS/HV 1954 related to
work of children

9 Decree No. 2010-812/PRES/PM/MTSS
2010 establishing conditions of work
for workers whose professions or
branches are not covered by collective
agreement

1 Order no. 1244/FP.T/DGTLS, 1976,
establishing the modalities of
application of the weekly rest period

f Order No. 436/ITLS/HV, 1953,

establishing the hours in which the

work is considered night work

= =

The legal maximum working hours are 40
hours per week. The agricultural
establishments are exempted from this
general rule. Other Establishments must
implement the 40-hour work week and can
chose to do so in the following modes:

i.  Limitation of the effective work to 8
hours per day during 5 working days,
with rest on Saturday and Sunday;

ii.  Limitation of the effective work to 6
hours and 40 minutes per day during
the week during a six day week with
rest on Sunday;

iii.  Unequal division of the 40 hours of
work during the week, with a
maximum of 08 hours of work per
day in order to allow at least half a
day of rest per week.

In case of collective interruption of work
resulting from accidents or force majeure

(accidents with material, interruption of
power, loss), an extension of the daily
working time can be practiced, by
compensation of the overtime work. In
certain  professions, considering the
continuous nature of the work, duration of
presence superior to the legal duration of
work is considered equivalent to 40 hours of
effective work. This equivalent duration is
as follows:

- 42 hours for those working in
pharmacies and retail commerce;

- 45 hours for hospital and health
institutions staff, service stations,
cooks in hotels and restaurants, etc.

- 48 hours for drivers working with
transportation of company’s staff;

- 50 hours for hairdressers, manicure,
pedicure, beauty salons, massage
and sideshows;

- 52 hours for drinking places,
restaurants, hotels for staff other
than cooks and taxi drivers;

- 56 hours for Fire Departments;

- 60 hours for domestic workers;

- 72 hours for security guards during
the day or the night;

Concierges residing in their workplaces are
required to be continuously present,
subject to the fact they are given a rest of at
least 24 consecutive hours per week and to
a paid leave of 2 weeks besides the regular
leave.

Children cannot be employed in work for
more than 8 hours per day, interrupted by
one or more breaks, of which duration
cannot be inferior to 2 hours.

The hours of work done beyond the legal
weekly duration are considered extra hours
and entitle the employee with a salary
increase. Statutory acts will determine the
maximum duration for overtime work
which can be done in case of urgent or

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in
Burkina Faso in French, please refer to: https://votresalaire.org/burkinafaso
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exceptional work and seasonal work.
Overtime rates for day or night assignments
during weekdays, Sundays, and holidays
are determined by the collective
agreements, and failing this, statutorily by
the Minister in charge of Labour upon
advice of the consultative Labour
Commission. Nevertheless, exemptions
may be granted statutorily by the minister
in charge of labour upon advice of the
consultative Labour Commission.

Every hour worked beyond the weekly legal
limit of hours of work or time equivalent is
compensated as follows:

- 15% of compensation for each of the
first 8 hours worked after the 40th
hour, or equivalent time;

- 35% of compensation for each hour
worked after the 48th hour, or
equivalent time;

- 50% of compensation for each hour
worked during the night in ordinary
days;

- 60% of compensation for each hour
worked on Sundays or Holidays;

- 120% of compensation for each
hour worked during the night on
Sundays or holidays.

Sources: §137-139 of The Labour Code,
2008; §1-5 of the Order No.
1234/FPT/DGTLS from 1976, establishing
the modalities of application of the weekly
work time of 40 hours in non-agricultural
establishments; §2 of the Order No.
539/ITLS/HV 1954 related to work of
children; 8§45 of the Decree No. 2010-
812/PRES/PM/MTSS 2010 establishing
conditions of work for workers whose
professions or branches are not covered by
collective agreement

The hours during which the work is
considered as night work are decided
statutorily. Night work is work performed
between 22:00 and 05:00 of the following
day.

For every hour worked at night, an
additional 50% on the agreed wage is paid
(150% of the normal wage rate for night
hours is paid). Furthermore, workers who
perform at least 6 hours during the night
benefit from an indemnity called "premium
cart", which is an amount equal to 3 times
the minimum hourly inter professional
wage. Thisindemnity is paid also to workers
who, after having worked 10 hours or more,
considering the interruptions, extend at
least one hour of work after the beginning
of the regular period of night work.

In plants, factories, mines, mining and
quarrying,  construction  sites, and
workshops and in their facilities, children
cannot be employed in any night work.
They cannot be employed in any night work
involving commodity transportation in
roads or rail in companies of loading and
unloading of goods. However, in industries
where work is done with material that can
rapidly change or deteriorate, or where the
work is continuous, the male young
workers over the age of 16 can be allowed
to work, in order to prevent imminent
accidents or to repair eventual accidents.
The headmasters will always notify the
labour inspector in such a case, and they
can only work if special authorization is
given by the inspector.

Sources: §45 & 47 of the Decree No. 2010-
812/PRES/PM/MTSS 2010 establishing
conditions of work for workers whose
professions or branches are not covered by

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in
Burkina Faso in French, please refer to: https://votresalaire.org/burkinafaso
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collective agreement; §1-7 of the Order No.
436/ITLS/HV, 1953, establishing the hoursin
which the work is considered night work

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

The hours worked during the weekly rest
days are considered as overtime work and
paid accordingly under the rates of the
overtime work. According to the Decree No.
812 of 2010, 60% of compensation is paid
for each hour worked on Sundays or
Holidays and 120% of compensation is paid
for each hour worked during the night on
Sundays or holidays.

Sources: 8§08 of the Order no.
1244/FP.T/DGTLS, 1976, establishing the
modalities of application of the weekly rest
period; §45 of the Decree No. 2010-
812/PRES/PM/MTSS 2010 establishing
conditions of work for workers whose
professions or branches are not covered by
collective agreement

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in
Burkina Faso in French, please refer to: https://votresalaire.org/burkinafaso
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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.

Burkina Faso has ratified the Convention 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 June 2025. For the most recent and updated text on Employment & Labour Legislation in
Burkina Faso in French, please refer to: https://votresalaire.org/burkinafaso
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Labour Code, 2008

Order on Paid Annual Leave 1994 no.

94-00011/ETSS/SG/DT

1 Decree no. 2010-
812/PRES/PM/MTSS 2010 on
workers not covered by a collective
agreement

9 Order no. 1244/FP.T/DGTLS, 1976,
establishing the modalities of
application of the weekly rest period

9 Law No. 019-2000 / AN of 27 June

2000

= =

An employee is entitled to 22 working days
of annual leave after completion of 12
months of service with an employer. The
employee has a right to a paid leave
chargeable to the employer, at the rate of
two and a half calendar days (30 calendar
days) per month of effective service unless
more favourable provisions are found in a
collective  agreement or individual
employment contract. For the calculation
of the duration of the leave acquired, the
absences due to accidents at work or
professionalillness, the legal periods of rest
for pregnant women, the periods of
compulsory military service, not even to the
limit of one year, illness duly attested by a
medical certificate and exceptional
permissions, are not deducted from the
leave. The duration of the leaveisincreased
at the rate of two working days after 20
years of continuous service, four working
days after 25 years and six working days
after 30 years.

Employees aged under eighteen have the
right to a leave of 30 days without pay if they

apply for it, whatever the duration of the
service. This leave comes in addition to the
paid leave acquired because of the work.

The enjoyment of a right of paid leave is
acquired after a minimal period of 12
months of effective service. However, a
collective agreement or the individual
employment contract bestowing a leave of
a duration superior to the one provided in
the Labour Code, can foresee a longer
duration of effective service giving right to a
leave without this duration being superior
to 3 years. In this case, a minimum leave of
six calendar days deductible must be
granted to the employee every year. The
paid leave is determined under a reference
period that starts on the first day of
employment, or after the return of the
employee from a previous leave. A time
period constituting 24 working days or 4
weeks is considered as a month of effective
service for the determination of the
duration of the leave.

The regular date of departure on leave of
each worker is agreed between the
employee and the employer. This date,
once established, cannot be delayed for
more than 3 years, without authorization of
the labour inspector. Furthermore, splitting
of leave into parts is allowed in agreement
with the worker. However, one of the
fractions has to be of at least 15 consecutive
days.

Annual leave is fully paid leave. The
employer must give to the employee,
before his/her departure on leave and for
the whole duration of the leave, an
allowance that is at least equal to the
average of the wages and any bonuses,
commissions or various benefits, which the
employee benefited from during the 12
months preceding the date of the departure
on leave. Unless there are more favourable
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provisions in collective agreements or
individual employment contract, the leave
payment is calculated as follows:

a) Determination of the monthly
average salary of the 12 months
preceding the departure on leave;

b) Division of the monthly average
salary by 30 in order to obtain the
daily average salary;

c) Multiplication of the daily average
salary by the number of days of the
calendar days of leave to which the
worker is entitled to.

The worker hired to work by hour or by day
for a short-term position not exceeding one
day, will have his/her leave paid at the same
time as the salary is due, at latest at the end
of the day of work, as compensation for the
paid leave, calculated on the basis of 1/12 of
the daily remuneration acquired. The
collective agreement or the orders from the
Ministry of Labour establish the minimum
amount of the in-kind benefits as part of
annual leave.

Sources: §156,157,165 & 1070 of the Labour
Code, 2008; §2-7 & 11-13 of the Order on
Paid Annual Leave 1994 no. 94-
00011/ETSS/SG/DT; §51 of the Decree no.
2010-812/PRES/PM/MTSS 2010 on workers
not covered by a collective agreement

The legislation regarding public holidays is
the Decree on workers not covered by a
collective agreement (2010) and Zatu on
Holidays (1989). These decrees stipulate 15
national holidays in a calendar year. The
holidays are as follows: New Year Day
(January 01), Mouloud (Birthday of the
Prophet Muhammad), Women’s Day (March
08), Ramadan or Aid es Segheir (Feast of
Ramadan), Easter Monday, Labour Day

(May 01), Aid el Kebir or Tabaski (Feast of
the Sacrifice), Ascension Day,
Independence Day (August 05), Assumption
Day, All Saints Day, Proclamation of the
Republic (December 11) & Christmas
(December 25).

August 4 (Revolution Day) and October 15
(Anniversary of the 1987 coup d’état) are
classified as commemorative days. Date of
holidays of Muslim festivals is subject to
sighting of moon and thus is liable to
change. The holidays are paid according to
the current legislation in force.

Sources: §181 of the Decree no. 2010-
812/PRES/PM/MTSS 2010 on workers not
covered by a collective agreement; §1-3 of
the Law No. 019-2000 / AN of 27 June 2000

The weekly rest period is compulsory. Itis at
least 24 hours per week and should be
taken in principle on Sunday, except where
derogation is statutorily granted by the
Minister in charge of Labour. However,
establishments such as agricultural
enterprises, manufacturers of food
products  destined to immediate
consumption, hotels, restaurants and
drinking places, tabacs, retirement houses,
bathhouses, game houses, news houses,
spectacle houses, and transportation
companies are allowed to concede the
weekly rest by rotation. The labour
inspector usually determines if these
industries correspond to the criteria.

In case it is decided that the simultaneous
rest on Sunday of the whole staff can be
prejudicial to the public or to the normal
functioning of the establishment, the
weekly rest period can be conceded, during
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the whole year or in certain time of the year
only on:
- Another day other than Sunday to
the whole staff;
- From Sunday noon until Monday
noon to the whole staff;
- Sunday afternoon, with a
compensatory rest day, by rotation;
- By rotation to part or to the whole
staff.

These derogations however do not apply to
young workers under the age of 18 and to
working women.

Sources: §155 of The Labour Code 2008;
§02 & 07 of the Order no. 1244/FP.T/DGTLS,
1976, establishing the modalities of
application of the weekly rest period; §55 of
the Decree no. 2010-812/PRES/PM/MTSS
2010 on workers not covered by a collective
agreement
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04/13CONTRACTS &
DISMISSALS

ILO Conventions

Convention 158 (1982) on employment termination

Burkina Faso 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 June 2025. For the most recent and updated text on Employment & Labour Legislation in
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1 Labour Code, 2008
9 Inter-Professional Collective
Agreement, 1974

Labour Contracts are regulated unnder the
Labour Code which stipulates that a labour
contract is any agreement in writing or
verbal by which a person called employee
commits himself/herself to devote his/her
professional activity for a remuneration
under the direction and authority of
another perrson called employer.

Provisions have been made for
probationary  contracts, Part time
contracts, fixed term contracts and
contracts for an indefinite. However no law
can be found within the law that
necessitate the provision of a letter of
appointment or written employment
particulars upon hiring, the details to be
included in it and the days in which such a
letter must be provided to a worker.

Sources: §29, 41, 47,49 & 62 of the Labour
Code, 2008

The Legal Provisions on Fixed Term
Contracts are enshrined in the Labour Code
2008, which states that such contracts
involve the relevant terms being specified
in advance by the will of both parties. Law
defines fixed-term contract as a Labour
contract concluded for the execution of a
determined infrastructure, the realization
of an enterprise the duration of which
cannot be assessed beforehand with
precision or a Labour contract, the terms of
which are subject to the occurrence of a

future and sure event the date of which is
not known exactly.

A single fixed-term contract can be
concluded for a maximum of two years for
local workers and three years for foreign
workers. There is no restriction on the
number of renewals that can be made of the
fixed-term contract and no provision could
be located on the maximum length of the
fixed term contracts including renewals.
However, if the competent court rules that
the number of successive fixed term
contract is excessive, the contract is
deemed to be of an indefinite duration
except in some specific situations. A fixed
term contract must be concluded in writing,
failingwhich itis deemed to be an indefinite
contract.

Sources: §49 & 52-55 of the Labour Code,
2008

The Labour Code 2008 contains the
provisions on probation period. It defines
probation period as a preliminary step to
appreciate, mainly for the employer, the
quality of the services of the worker and his
output and for the worker, the work, living,
remuneration, hygiene, and safety
conditions as well as the social climate in
the company. Any contract based on
probation must be concluded in writing
which otherwise would be a considered a
permanent or indefinite labour contract.

The probation cannot be for a longer period
than which is necessary to test the engaged
personnel, considering the technique and
norms of the profession. The probation
period is eight days for the workers whose
wages are fixed per hour or the day, one
month for the employees other than the
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executives, supervisors, technicians and
similar staff; and three months for the
executive, supervisors, technicians and
similar staff. The probation period can be
renewed only once and for the same
amount of time, based on the categories of
the workers as follows:

1 8 additional days for the workers
whose wages are fixed per hour or the
day (which amounts to 16 days in
total);

1 one month for employees other than
executives (2 months in total); and

1 3 months for executives (6 months in
total)

Service of an employer can be extended
without any written contract after the
completion of the probationary period.
Probationary contract then converts into a
permanent labour contract, starting on the
date of the beginning of probation period.

Probationary contract can be terminated
any time without any prior notice, on the
will of either party, except with specific
provisions expressly defined in the
contract.

Sources: §41-44 of the Labour Code, 2008

The legal provision on notice before
contract termination stems from the
Labour Code 2008. Article 65 requires a
written notice to be provided by the party
which takes the initiative in terminating
their contract. The notice is effective from
the delivery date of the notification. The
reason for the termination must be clearly
stated in the notification.

Employment contracts are terminated by a
dismissal based on reasonable and socially

acceptable grounds, economic reasons, for
serious misconduct; on expiry of its term
(for fixed term contracts) and on
cancellation of a contract by either of the
parties on the bases provided under the
law. A dismissal carried out without
legitimate reason is regarded as abusive
and unfair.

In the event of a dismissal deemed unfair or
irregular termination of the employment
contract, the party considering itself
aggrieved may bring the matter before the
labour court to seek compensation for the
damage suffered.

The term of the notice deadline is different

for different categories of workers. It is

described as follows;

(i) Eight days for the workers whose
wages are fixed per hour or the day;

(ii) One month for the employees other
than the executives, supervisors,
technicians and similar staff; and

(iii) three months for the executives,
supervisors, technicians and similar
staff.

In the event there is a serious misconduct
on part of the employee, no notice will be
required before termination and the
employee can be terminated immediately.
During notice period, the employer and the
worker are held to comply with all the
reciprocal obligations which they are
entitled to.

Any breach of the permanent Labour
contract without advance notice or without
complying with the term of the notice
subjects the party which took the initiative
of it, to pay a compensation allowance to
the other party. The amount of this
allowance corresponds to the
remuneration and advantages of any
nature which the worker would have
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benefited from during the notice, which
was not actually respected.

Sources: §65-71, 73 of the Labour Code
2008

The termination of an employment
relationship in Burkina Faso is governed by
the Burkina Faso Labour Code. There are
several ways a contract can be terminated:

1 Termination by mutual agreement
of the parties;

1 Cessation of the company's
activities;

1 Legal annulment and judicial
rescission of the employment
contract;

1 Expiry of the term of a fixed-term

contract;

Resignation;

Dismissal;

Retirement;

Total permanentincapacity for work

as defined by the regulations;

1 Death.

= =4 -4 4

In case of collective dismissal, If, due to a
decrease in the establishment's activity
leading to an internal reorganization, the
employer is required to carry out collective
redundancies, they will establish the order
of dismissals taking into account the
professional qualifications, seniority within
the establishment, and family
responsibilities of the workers.

Employees with the lowest professional
skills for the jobs being retained will be
dismissed first, and in the event of equal
professional skills, the least senior
employees will be dismissed. Seniority will

be increased by one year for married
employees and by one year for each
dependent child according to the
regulations on family benefits.

The employer will consult with the staff
representatives on this matter and notify
the competent authorities of the planned
dismissal measures at least three months
before notification of the dismissal notices.
Workers dismissed in this way will have a
priority right to be rehired for 2 years.

According to the Labour Code, a dismissal
carried out without legitimate grounds is
considered abusive. Any abusive dismissal
shall give rise to the reinstatement of the
worker, and in the event of opposition or
refusal to reinstatement, to the payment of
damages.

In the event of a dismissal deemed abusive
or an irregular termination of the
employment  contract, the party
considering itself aggrieved may bring the
matter before the Labour Tribunal to seek
compensation for the prejudice suffered.

The competent court shall establish the
abusive nature of the termination through
an inquiry into the causes and
circumstances of the contract's
termination.

The judgment rendered in this regard must
expressly mention the reason alleged by the
party who terminated the employment
contract.

The amount of damages shall be
determined by taking into account, in
general, all elements that may justify the
existence of the prejudice caused and
determine its extent, considering custom,
the nature of the services engaged, the
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seniority of service, the age of the worker,
and acquired rights.

In all cases, the amount of damages
awarded may not exceed eighteen months
of salary.

These damages shall not be combined with
the compensation for failure to observe the
notice period, nor with the severance pay.

Sources: §70,71,73-74,97,99 of the Labour
Code 2008; &34 of Inter-Professional
Collective Agreement, 1974

No statutory provision could be located in
Labour Code. Severance pay is governed by
the Inter-Occupational Collective
Agreement of 1974. It states that a worker is
entitled to severance pay provided that
he/she has been employed continuously for
a period of at least one year and has not
committed any serious misconduct.

Severance pay corresponds to a percentage
of the monthly overall wages per year of
service and is set according to the length of
service as follows:

1 25% of one monthly wage for every
year during the first 5 years of
service;

1 30% of one monthly wage for every
year during the subsequent 5 years
of service; and

1 40% of one monthly wage for every
year after the tenth year.

Accordingly, it could be ascertained that
severance pay is equivalent about one week
and one day wages for one year of service,
two weeks (15 days) wages for two years, 38
days wages for five years of service, and 83
days wages for 10 years of service.

Sources: §35 of the Inter-Professional
Collective Agreement, 1974
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05/13FAMILY
RESPONSIBILITIES

ILO Conventions

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

Burkina Faso has not ratified both the Conventions 156 & 165.

Summary of Provisions under ILO Convention

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

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

Flexible Work Option for Parents / Work-Life Balance Recommendation 165 asks employers to
look into the measures for improving general working conditions through flexible work
arrangements.
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1 Labour Code, 2008
i the Inter-Professional Collective
Agreement, 1974

The Inter professional collective agreement
of 1974 provides 03 days of paid paternity
leave on birth of a child. The paternity leave
is paid by the employer.

Sources: §60 of Inter-Professional
Collective Agreement, 1974

Labour Code 2008 provides unpaid leave of
six months to an employee to take care of
his child. The employer should grant it to
him/her provided that the concerned
person fills his application for vacation at
least one month before the outgoing date.
In case of serious illness of the child, the
period of non-paid leave for six months can
be extended up to one year, renewable
once.

Sources: §160 of the Labour Code, 2008

No provisions as such could be located
within the law.

According to the Labour Code 2008, unpaid
leaves of absence shall be granted to the
worker, within the limit of twenty working
days not deductible from the duration of
paid leave, in order to allow them to:

1. attend an official training course for
professional development, cultural
education, or sports;

2. represent a recognized public interest
association, to participate in or attend
its activities;

3. represent Burkina Faso in an
international sporting or cultural
competition.

Additionally, short-term absences justified
by a serious and unforeseen event, duly
verified and directly affecting the worker's
household (such as a house fire, death,
accident, or seriousillness of the spouse, an
ascendant or descendant living with them)
do not lead to the termination of the
employment contract but simply its
suspension, provided that the employer
has been notified at the latest within 3 clear
days and that the duration of the absence is
related to the event that motivated it.

Sources: §162 of the Labour Code; §24 of
the Inter-Professional Collective
Agreement, 1974
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06/13MATERNITY & WORK

ILO Conventions

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

Burkina Faso has ratified Convention 183 only.

Summary of Provisions under ILO Convention

Aworker should be entitled to medical and midwife care during pregnancy and maternity leave
without additional cost.

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

The total maternity leave should last at least 14 weeks.

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

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

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

After childbirth and re-joining work, a worker must be allowed paid nursing breaks for breast-
feeding the child.
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1 Labour Code, 2008
 Decree No. 2010- 356
IPRES/PM/MTSSIMS with

determining  the  nature  of
hazardous work prohibited for
women and to pregnant women

1 Decision no. 436/ITLS/HV of July
1953

1 Decree No. 2016-311-
PRES/PM/MS/MATDSI/MINEFID  of
April 29, 2016, on the free provision
of healthcare services towomen and
children under five years of age
residing in Burkina Faso

1 Social Security Code, Law No. 004-
2021/AN of April 6, 2021

1 Order No. 2008-008/MTSS/SG/DGPS
concerning the affiliation,
registration of workers and other
insured of the regime managed by
the National Fund of Social Security
and the duties of employers in the
operations of the regime

According to the Labour Code, all
discrimination in respect of employment
and occupation is prohibited. The
prohibition applies to any distinction,
exclusion or preference made on the basis
of, inter alia, race, colour, sex, religion,
political opinion, disability, pregnancy,
national extraction or social origin, which
has the effect of nullifying or impairing
equality of opportunity or treatment in
employment or occupation.

Sources: §4 of The Labour Code, 2008

The provisions for medical care are found in
the Labour Code, Decree No. 2016-311-
PRES/PM/MS/MATDSI/MINEFID of April 29,
2016, on the free provision of healthcare
services to women and children under five
years of age residing in Burkina Faso and
the Social Security Act.

According to the above-mentioned decree,
free healthcare is hereby established for
pregnant women and children under five
years of age throughout the entire national
territory. This free healthcare is
implemented in all public and contracted
healthcare facilities in Burkina Faso. The
financing of these free healthcare measures
is ensured by the State budget and its
partners.

The expenses related to the employee’s
confinement in a public medical
establishment or a medical establishment
approved by the state, as well as any
necessary medical care during the
maternity leave is exclusively financed by
the social security fund, which consists of
contributions to various branches of the
social security system, either as penalties
for delay in payment of contributions or the
filing of nominal wages or investment
income of funds and gifts and bequests.

In order to get entitled to the prenatal
medical allowance, a parent must have at
least three months of covered employment
based on at least 18 days or 120 hours a
month of work. The mother must undergo
prescribed medical examinations. The full
benefit is paid if the claim is made in the
first three months of pregnancy.

Sources: §146 of The Labour Code, 2008;
§36 & 50 of Social Security Code, Law No.

The text in this document was last updated in June 2025. For the most recent and updated text on Employment & Labour Legislation in
Burkina Faso in French, please refer to: https://votresalaire.org/burkinafaso

. o ¢ Wagelndicator

Decent Work Check 3024


https://votresalaire.org/burkinafaso

004-2021/AN of April 6,2021; §1,3 & 7 of the
Decree No. 2016-311
PRES/PM/MS/MATDSI/MINEFID of April 29,
2016, on the free provision of healthcare
services to women and children under five
years of age residing in Burkina Faso; ISSA
Country Profile of Burkina Faso 2015

A woman worker cannot be assigned to
work which is likely to affect her
reproductive capacities or, in the case of a
pregnant woman, her health or that of the
child. The nature of the work prohibited for
women is determined by law after opinion
of the consultative Labour Commission.

Night work (between 22.00 and 05.00) is
prohibited, generally, for all the women in
factories, manufacturing, mines and
quarries, building sites and workshops. No
provision could be located in law that
prohibits overtime work and work on
weekly rest day for pregnant workers and
nursing mothers.

A pregnant woman who is usually
employed in work which is recognized as
dangerous to the health has the right to be
transferred to another post not detrimental
to her state, without reduction in salary
throughout the transfer. This right is also
granted to any woman who produces a
medical certificate indicating that a change
in the nature of her work is necessary in the
interest of her health and that of her child.

Pregnant women cannot be placed in jobs
which expose them to harmful chemicals
that might affect their health or the unborn
child’s health. Lastly, they are also
prohibited from carrying or pushing or
hanging any heavy load and from work

involving squatting, bending and standing
for long periods of time.

Sources: §90, 142-144, 155 & 236 of the
Labour Code, 2008; §3-6, 8-12 of the
DECREE NO. 2010- 356 IPRES/PM/MTSSIMS
with determining the nature of hazardous
work prohibited for women and to
pregnant women; §1 of the Decision no.
436/ITLS/HV of July 1953

Female workers are entitled to 14 weeks of
paid maternity leave. The provisions on
maternity leave in the Labour Code coverall
pregnant women working in Burkina Faso,
except for public servants, magistrates,
employees of the local government and
persons working for the army.

A pregnant woman has the right to suspend
her work according to a medical opinion
without this interruption of service being
regarded as a cause of breach of contract. A
pregnant woman is entitled to a maternity
leave of 14 weeks starting at the earliest 8
weeks and at the latest 4 weeks before the
expected date of delivery, regardless of
whether the child was born alive or not. The
employer cannot, even with the worker’s
agreement, employ the woman during the
first six weeks after childbirth.

The maternity leave can be extended by
three weeks in case of complications
resulting from pregnancy or confinement.
Annual leave may be extended for the
salaried women or apprentices aged under
twenty-two years up to two additional days
off for every dependent child. The increase
of leave leads to an increase of the paid
leave allowance. The maternity leave can
be prolonged up to three weeks in the event
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of disease resulting from pregnancy or
confinement.

sources: [N -

,2008

Income

Sources: § 6 -

Labour Code

Protectiorfrom Dismissals

co

Sources:

Right to Return to Same Position
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