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INTRODUCTION

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

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

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

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

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

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Estonia in Estonian, please refer to: https://mysalary.ee/
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MAJOR LEGISLATION ON
EMPLOYMENT AND LABOL

1.  Employment Contracts Act

2. Regulation 166 on Introduction of
Minimum Wage

3.  PalgaAlammaaraMuutmiseP&himote
teKohta 2008

4.  Public Holidays and Days of National
Importance Act

5.  Unemployment Insurance Act

6.  Parental Benefits Act

7. 2009 Regulation on Occupational
health and safety requirements for
work of pregnant and breastfeeding
women as amended in 2015

8.  Health Insurance Act

9.  Occupational Safety and Health Act

10. Statutes of the Labour Inspectorate,
Regulation No. 26

11. State Pension Insurance Act

12. Labour Market Services and Benefits
Act

13. Gender Equality Act

14. Equal Treatment Act

15. Constitution of Estonia 1992, revised
in 2003

16. Penal Code

17. Trade Union Act

18. Collective Agreements Act

19. Collective Labour Dispute Resolution
Act

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Estonia in Estonian, please refer to: https://mysalary.ee/
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01/13NVORK & WAGES

ILO Conventions

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

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

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

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Estonia in Estonian, please refer to: https://mysalary.ee/
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Employment Contracts Act

1 Regulation 166 on Introduction of
Minimum Wage

1 PalgaAlammaaraMuutmiseP&himote

teKohta 2008

Minimum wages were governed under the
Wages Act of 1994. However, since the
passage of Employment Contracts Act in
2008, minimum wages are now regulated
under the new Act and every year
government publishes a new agreement on
minimum wages.

The government establishes the minimum
wage in the country for a specific unit of
time (be it hour, day, week or month)
through a regulation. There exists only a
single national minimum wage in the
country. As an exception, there also exists a
minimum wage (of €800 per month) for
basic and upper secondary school teachers.
There are also collective agreements in
certain sectors (health care, road transport,
etc.) that set their minimum wages but are
not signed by the government into law. The
unions in Estonia are actively working
towards sectoral minimum wages. No
sectoral, occupational or regional
minimum wages are defined. An employer
is required not to pay a worker less than the
minimum wage announced by the
government.

Minimum wage is determined through an
agreement between the social partners,
i.e., the government, the Estonian Trade
Union Confederation and the Estonian
Employers’ Confederation. The criteria for
determining or updating minimum wages
includes needs of workers and their

families; cost of living; consumer price
index/inflation rate; productivity; and level
of wages and income in the country.

The Labour Inspectorate is a government
agency working under the Ministry of Social
Affairs. The main tasks of the Labour
Inspectorate are implementation of the
working  environment  policy, state
supervision of compliance with the
requirements of the legislation on health
and safety at work and labour relations in
the working environment, informing the
public, employees and employers about
the risks of the work environment, and
resolving individual labour disputes in pre-
trial labour disputes bodies. Thus, it is the
job of Labour Inspectorate to ensure
compliance with minimum wages. The
Employment Contract Law however does
not specify any monetary fines for violation
regarding minimum wages.

Sources:  §29(5-6) of Employment
Contracts Act; Regulation 166 on
Introduction of Minimum Wage; Palga
Alammaara Muutmise P&himotete Kohta
2008

For updated minimum wage, kindly refer to
the section on Minimum Wages

Wages are the remuneration which an
employer pays to an employee for work
performed in accordance with an
employment contract, legal instrument or
in other cases prescribed by legislation, a
collective agreement or employment
contract. Wages are comprised of basic
wages and additional remuneration,
bonuses and additional payments paid in
the cases prescribed by law.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Estonia in Estonian, please refer to: https://mysalary.ee/
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The relevant law on payment of wages is
Employment Contracts Act. An employer is
under obligation to pay wages to the work
under the conditions and at the time agreed
on. The wage period may vary for different
workers however it cannot exceed one
month. Wages have to be paid at the end of
wage period in the form of money and legal
tender. Wages in kind are not allowed. If a
pay day falls on a public holiday or weekly
rest day, pay day is deemed to be the day
preceding the public holiday or day-off.

Thereisno clearindicationin the law on the
number of days at the end of a wage period
within which wages have to be paid to a
worker. On a pay day, an employer is
required to transfer an employee's wages
and other remuneration to the bank
account indicated by a worker, unless
otherwise agreed.

The tax liabilities on an employee are
debited from a worker's wages.

Sources: §28(2), 29 & 33 of Employment
Contracts Act

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

Estonia in Estonian, please refer to: https://mysalary.ee/
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02/13COMPENSATION ANL
WORKING HOURS

ILO Conventions

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

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

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
Estonia in Estonian, please refer to: https://mysalary.ee/

. [ . Decent Work Ch20& | 6
® Wagelndicator


https://mysalary.ee/

1 Employment Contracts Act

The general working hours are 8 hours a day
and 40 hours a week. The reference period
for 40 hours is seven days (full-time work)
unless an employer and employee have
agreed on ashorter working time (part-time
work).

Overtime work has to be agreed between
the parties and overtime work is the work
exceeding the general working time at the
end of a calculation period. The
summarized working time cannot exceed
on average 48 hours for a period of seven
days over a calculation period of four
months. However, this calculation period
can be extended by a collective agreement
up to 12 months in the case of health care
professionals, welfare workers, agricultural
workers and tourism workers. Employer
and employee may agree on a longer
working time where summarized working
time may not exceed 52 hours per a period
of seven days over a period four months
and if such agreement is not unreasonably
detrimental to an employee.

An employee also has the right to refuse
overtime (if it is more than 8 hours on
average a week). A labour inspector also
has the right to prohibit or limit overtime
work if an employer fails to fulfil the
conditions related to occupational safety
and health requirements.

An employer may demand workers to work
overtime in the event of unforeseen
circumstances pertaining to the enterprise
or activity of the employer and in particular

for prevention of damage. However, evenin
such cases of emergency, overtime cannot
be demanded of a minor, pregnant worker
or an employee who the right to pregnancy
and maternity leave.

Employers are required to compensate
workers for working overtime by providing
time-off equal to the overtime hours unless
it has been agreed that overtime is
compensated for in monetary terms.
Employers are required to pay workers
150% of the normal wage rate for working
overtime.

In the event of on-call time agreement
where parties have agreed that the
employee will be available to the employer
for performance of duties outside of
working time, employer has to pay a worker
at least 110% of his normal wages for on-
call hours.

Sources: §43-48 of Employment Contracts
Act

Night worker is an employee who works at
least three hours of his daily working time
or at least one-third of his annual working
time at night time (between 22:00 and
06:00).

Night workers cannot work more than eight
hours on average over a period of 24 hours
in a calculation period of seven days. All
such agreements are void by which a
worker, whose health is affected by a
working environment hazard or
characteristics of his work, is obligated to
work more than eight hours over a 24-hour
period.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Estonia in Estonian, please refer to: https://mysalary.ee/
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For night workers, employers are required
to pay 125% of the wages for the work
unless it is agreed between the parties that
the usual wages include remuneration for
working at night time. The parties may also
agree to provide additional time-off to a
night worker.

Sources: 8§45 & 50 of Employment
Contracts Act

There is no clear provision in the
Employment Contracts Act on provision of
compensatory rest day for working on a
weekly rest day or a public holiday.

An employer may like to give additional
time-off to a worker who works on a public
holiday. However, no such provision is
found in the case of weekly rest days.

Sources: 8§45 & 53 of Employment
Contracts Act

Employment Contract Act has provisions
regarding premium pay for workers
involved in working on public holidays.
However, no such provision could be
located for those involved in work on
weekly rest days.

The premium rate for working on a public
holiday is 200% of the normal wage rate of
a worker.

Sources: §45 of Employment Contracts Act

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Estonia in Estonian, please refer to: https://mysalary.ee/
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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.

Estonia has ratified the Convention 14 only.

Summary of Provisions under ILO Conventions

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

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

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

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Estonia in Estonian, please refer to: https://mysalary.ee/
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1 Employment Contracts Act
1 Public Holidays and Days of National
Importance Act

Employment Contracts Act has provisions
with regard to annual leave, scheduling and
splitting of annual leave and payment of
annual leave pay.

An employee's annual holiday period is 28
calendar days unless the parties have
agreed on a longer period or unless
otherwise provided under the law. The
annual holidays of a worker do not increase
with the length of service and its duration
remains the same for a worker with one
year or five years of service. The annual
holiday period for employees receiving
pension on account of incapacity for work is
35 calendar days. The annual leave
provision for educational and research staff
is up to 56 calendar days. A public holiday
and a national holiday are not part of
annual leave if it falls during the term of
annual leave.

The annual holidays for minors are 35
calendar days unless parties have agreed
on a longer period or unless otherwise
provided under the law.

The qualifying period for annual leave is six
months and a worker may demand annual
leave (during the first year of employment)
once he has served the employer for at least
six months. In the first year of employment,
annual leave is granted in proportion to the
time worked.

Annual leave may be used within a calendar
year and is granted in parts only by
agreement of parties (splitting of annual
leave is allowed). At least 14 consecutive
days of annual leave have to be used by an
employee successively. The minimum
annual leave, to be taken at one time,
cannot be less than seven days. Any unused
part of the annual leave is transferred to the
next calendar year.

The timing of annual leave is set by the
employer taking into the requests of an
employee and reasonably combining these
with the interests of the enterprise. An
employer draws up a holiday schedule for
each calendar year and communicates it to
the worker within the first quarter of the
calendar year.

The following types of workers have the
right to demand annual leave at a suitable
time: a woman worker immediately before
or after pregnancy and maternity leave or
immediately after child care leave; a male
worker immediately after child care leave
or during the pregnancy and maternity
leave of his wife; a parent raising a child of
up to seven years of age; a parent raising a
child of seven to ten years of age-during the
child's school holidays; and a minor subject
to the obligation to attend school-during
school holidays.

Workers receive their average wages during
the term of their annual leave. Holiday pay
is paid no later than the penultimate
working day before the start of holidays
unless the parties have agreed otherwise.
An agreement on the basis of which holiday
pay is paid later than the pay day following
the use of annual leave is void. Annual leave
pays for (minors and work are with
disability) the part exceeding 28 calendar
days is paid through the state budget.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Estonia in Estonian, please refer to: https://mysalary.ee/
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A worker cannot receive any payment or
other benefits in lieu of annual leave during
the validity of an employment contract and
all such agreements to the contrary are
void. However, in the event of contract
termination, an employer is obligated to
compensate an employee in monetary form
for any unused holiday which has not
expired.

Sources: §55-58 & 68-71 of Employment
Contracts Act

Public holidays in Estonia are regulated
under the Public Holidays and Days of
National Importance Act of 1998.

Under the Act, there is one national day and
ten public holidays. All of these are non-
working days. The national day is
Independence Day and anniversary of the
Republic of Estonia, commemorated on
February 24. The public holidays are New
Year's Day (January 01), Good Friday; Easter
Monday; May Day (May 01); Pentecost;
Victory Day (June 23); Midsummer Day
(June 24); Day of Restoration of
Independence (August 20); Christmas Eve
(December 24); Christmas Day (December
25); and Boxing Day (December 26). There
are also nearly thirteen days of national
importance however these are not rest
days.

Public holidays are paid days and if a
worker is required to work on a public
holiday, heis entitled to 200% of the normal
wage. In some cases, additional time-off
may also be provided if agreed between the
parties.

Employer are required to shorten the
working day by three hours on days

preceding New Year’s Day, the anniversary
of the Republic of Estonia, Victory Day and
Christmas Eve.

Sources: §1-3 of Public Holidays and Days
of National Importance Act; 8§45 of
Employment Contracts Act

Weekly rest is provided under the
Employment Contracts Act.

The general weekly rest period that
employee is entitled to, in a seven-day
period, cannot be less than 48 consecutive
hours unless otherwise provided by the law.

In the case of summarized working time,
weekly rest time that employees are
entitled to, in a seven-day period, cannot be
less than 36 consecutive hours, unless
otherwise provided under the law. Weekly
rest is usually granted on Saturday and
Sunday.

Workers are entitled to rest break of at least
30 minutes after at most 6 hours of work
unless otherwise specified by a separate
law. For young workers under 18, the
minimum rest of at least 30 minutes must
be provided after every four and a half
hours of work. This rest time is not
considered working time. Labour Code also
provides for a daily rest period of 11
consecutive hours.

Sources: §47,51, and 52 of Employment
Contracts Act

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Estonia in Estonian, please refer to: https://mysalary.ee/
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04/13CONTRACTS &
DISMISSALS

ILO Conventions

Convention 158 (1982) on employment termination

Estonia 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
Estonia in Estonian, please refer to: https://mysalary.ee/
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1 Employment Contracts Act
1 Unemployment Insurance Act

Employment Contracts Act has provision
with regard to the written employment
contracts and  written employment
particulars.

Employment contracts are required to be in
writing exceptin cases where duration of an
employment contract does not exceed two
weeks. A written employment contract
must contain following information:
personal information of the employer and
employee; commencement date of an
employment contract; job description;
agreed wages; wage period and pay day;
taxes and payments withheld by the
employer; workplace; working time;
duration of annual leave; contract
termination notice period; reference to the
rules of work organization as well as
applicable collective agreement.

In line with the EU Directive (2019/1152) on
Transparent and Predictable Working
Conditions, the Employment Contracts Act
further requires provision of the following
information to a worker: training and other
benefits offered by the employer and
duration of probationary period.

Employer is required to communicate this
information to the worker in good faith,
clearly and unambiguously before work is
started. If an employer does not
communicate this information before
commencement of employment, he may
demand it at any time and employer would
be obligated to communicate such
information within two weeks of the receipt

of such request. If there is a change in the
employment contract, such change will be
communicated to the worker in writing
within one month of making such change.
Employer is required to keep record of
employment contract during the term of
validity of employment contract and for ten
years after the expiry of employment
contract.

Employers are also required to indicate
probation period as well duration of a fixed
term employment contract and reasons for
entry into a fixed term contract.

Sources: §5 & 6 of Employment Contracts
Act

Employment Contracts Act has provisions
with regard to the fixed term contracts.

Employment contracts are usually
concluded for an unspecified term
(indefinite term contracts). A fixed-term
contract may be entered into for up to five
years (60 months) if it is justified by good
reasons arising from the temporary fixed
term characteristics of the work, especially
a temporary increase in the work volume or
performance of seasonal work. Fixed term
contracts can also be concluded for
replacement of an employee who is
temporarily absent.

If the work duties are performed by way of
temporary agency work, an employment
contract may be entered for a specified
term if it is justified by the temporary
characteristics of work in a user
undertaking.

The maximum length of a single fixed term
contract is five years. However, if the

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Estonia in Estonian, please refer to: https://mysalary.ee/
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parties, on more than two consecutive
occasions entered into a fixed term
employment contract for the performance
of similar work or extended the fixed term
contract for more than once in five years,
the employment relationship is deemed to
have been indefinite/unspecified from the
start.

Moreover, fixed term contract is deemed
consecutive if the time between the expiry
of one fixed term contract and the next
contract does not exceed two months.

Renewal is allowed only once for fixed term
contracts.

The maximum length of a single fixed term
contract is five years and since fixed term
contracts can be renewed once, the
maximum length, including renewals, is 10
years.

Sources: §9 & 10 of Employment Contracts
Act

The provisions on probation period are
found in the Employment Contracts Act.

The aim of a probationary period is to
assess whether an employee's health,
knowledge, skills, abilities and personal
characteristics correspond to the level
required for performance of the work.
Maximum length of probationary period is 4
months (120 days). The parties to an
employment contract may agree on the
shortening of probationary period from
four months or even the non-applicability
of probation period.

For fixed term contracts of up to eight
months, the probationary period may not

be longer than half of the contract term.
When a fixed-term employment contract is
extended or consecutively concluded to
perform similar work, no new probation
period is applied. The employer and the
employee may cancel a fixed-term or open-
ended employment contract during the
trial period.

Law does not differentiate between the job
types and a single type of probationary
period is applied for all types of work
although parties have the option to shorten
such period.

Sources: §10(1) & 86 of Employment
Contracts Act

Employment Contracts Act has relevant
provisions on termination of an
employment contract and required
advance notice periods. Employment
contracts are terminated either by
agreement between the parties; on expiry
of its term (for fixed term contracts); on
cancellation of a contract by either of the
parties on the bases provided under the
law; and on the death of an employee.

An  employee may terminate an
employment contract both ordinarily and
extraordinarily however in the case of
ordinary contract termination, worker has
to give advance notice of at least 30 days.
On the other hand, employer cannot
terminate an employment on an ordinary
basis. There must be extraordinary reasons
leading to the termination of an
employment contract. These reasons are
either employee related reasons (related to
a worker's conduct, worker's capacity) or
economic reasons.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Estonia in Estonian, please refer to: https://mysalary.ee/
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The employee related reasons include
inability of worker to perform his work for a
long time because of his state of health,
resulting in the inability of the worker to
continue an employment contract (a
decrease in the employee’s capacity to
work because of his state of health);
inability to perform his work duties for a
long time because of insufficient work
skills, non-suitability for the job or
inadaptability, which  prevents the
employment contract from continuing (a
decrease in the employee’s capacity to
work); disregard of the employer’s
reasonable instructions or breach of his
duties; appearance at the workplace in a
state of intoxication; commission of a theft,
fraud or an act bringing about the loss of
the employer's trust in the employee;
bringing about a third party’s distrust in the
employer; damage to the employer's
property and threat of such damage; and
violation of an obligation to maintain
confidentiality in trade secrets.

The economic reasons include a decrease
in the volume of work, a reorganization of
work or other cessation of work; a cessation
of the employer’'s activities; and a
declaration of the employer’s insolvency.

An employee may also terminate an
employment contract extraordinarily if
taking into account all circumstances and
mutual interests, further continuation in
the employment related obligations are no
longer desirable. An employee may
terminate an employment contract if
employer has breached a fundamental
obligation especially if the employer has
degraded the employee or threatened to do
so or allowed employee's colleagues or
third parties to do so; employer has delayed
the payment of wages; and in cases where
continuance of work is a real threat to the
employee's life, health, morals or good

name. An employee may also terminate an
employment contract extraordinarily if
employee's state of health or family
responsibilities don't allow him to perform
agreed work and employer does not
provide the worker with other suitable
work.

An employer however cannot terminate an
employment contract in the following
cases: if an employee is pregnant or has the
right to pregnancy and maternity leave; if
an employee is required to perform
important family duties; if an employee
does not, in the short term, cope with the
performance of his or her duties as a result
of his or her state of health; if an employee
lawfully represents other employees; if a
full-time employee does not want to work
part time or if a part-time employee does
not want to work full time; and if an
employee is in military service or an
alternative service, such asocial care,
rescue service or emergency service.

An employment contract may be
terminated during the probationary period
by giving at least 15 days of notice. In the
event of  extraordinary contract
termination, an employer has to observe
the following notice period: at least 15
calendar days for less than one year of
employment; at least 30 calendar days for
one to five years of employment; at least 60
calendar days for five to ten years of
employment; and at least 90 calendar days
for ten and more years of employment.

An employer may not adhere to the notice
period requirement if an employer
considers that performance of contract has
become impossible even until the expiry of
notice (only in the event of employee
related reasons). A collective agreement
may set notice periods differently than
what are provided above.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Estonia in Estonian, please refer to: https://mysalary.ee/
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An  employee may terminate an
employment contract both ordinarily and
extraordinarily however in the case of
ordinary contract termination, worker has
to give advance notice of at least 30 days.

Compensationin lieu of notice is allowed. If
an employer or an employee gives advance
notice of cancellation later than provided
by law or a collective agreement, the
employee or the employer has the right to
receive compensation to the extent to
which they would have had the right to
obtain upon following the term of advance
notice.

Sources: §79-100 of Employment Contracts
Act

There is no general right to severance pay
under Estonian Legislation. Employment
Contracts Act has relevant provisions on the
right to severance pay.

Severance pay is not allowed in the event of
individual dismissals. The law provides for
severance pay in the event of economic
dismissals and an employee is entitled to
one month's wages upon termination of
employment contract due to a lay-off. In
the case of lay-off, redundancy pay is one
month's wages and it does not increase
with increase in the length of service. If a
fixed term contract is terminated for
economic reasons (except in the case of
employer's bankruptcy), employer is
required to pay wages to the employee that
he would have been entitled to until the
expiry of contract term however no
compensation is payable if contract is
terminated due to force majeure. If an
employee terminates an employment
contract extraordinarily, employer is

entitled to compensation to the extent of
three months' average wages to the
employee. A court or labour dispute
committee may however change the
amount of compensation considering the
circumstances of contract termination and
interests of both parties.

In the event of termination for economic
reasons, the Estonian Unemployment
Insurance Fund pays an additional
compensation to the employee which
varies according to the employee's length
of service, in the following manner: One
month's wages for five to ten years of
service; and two months' wages for over ten
years of service. There was third option of
three months' wages for more than 20 years
of service however it was applicable only
until 31st December 2014.

Sources: §100 &139 of Employment
Contracts Act; §14 of Unemployment
Insurance Act

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Estonia in Estonian, please refer to: https://mysalary.ee/
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05/13FAMILY
RESPONSIBILITIES

ILO Conventions

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

Estonia has not ratified the Convention 156.
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
Estonia in Estonian, please refer to: https://mysalary.ee/

. [ . Decent Work Ch20is | 17
® Wagelndicator


https://mysalary.ee/

1 Employment Contracts Act
1 Parental Benefits Act

The provisions on paternity leave are found
in the Employment Contracts Act.

New fathers are entitled to paternity leave
for 10 working days. All employed fathers
with temporary or permanent contracts are
eligible for paternity leave. There s
flexibility in the use of this leave since
employees can decide to take this leave
during two months before or two months
after the birth of a child.

The paternity leave is fully paid leave with a
limit of three times average earnings. The
paternity leave is funded from the general
taxation.

The paternity leave has increased from 10
to 30 calendars days. The leave can be
taken for the period between prior to the
estimated due date assigned by doctor or
midwife until the child reaches three years
of age. The supplementary parental
allowance will be given to the fathers which
is calculated in the same way as parental
benefit. The law has been enforced from 1
July 2020. If a child is stillborn or dies within
70 calendar days after birth, the father has
the right to receive paternity leave for 30
consecutive calendar days, regardless of
whether he has used the right to receive
paternity leave before the child's expected
birth date or before the child's death.

The fatheris also entitled to supplementary
parental allowance in case of still birth.

Sources: §60 of Employment Contracts Act

Parental leave is provided under
Employment Contracts Act and Parental
Benefits Act.

Parental leave is available until a child
reaches three years of age. However, this is
entitlement per family. Parental leave may
be usedin one partorinseveral parts atany
time until a child is three years of age.

The parental leave is partially paid in the
sense that parental benefit is paid at 100%
of the average earnings for 475 days (69
weeks) from after the end of maternity
leave. The minimum benefit paid to the
workers is the applicable minimum wage.
For those parents who are neither working
nor on parental leave, parental benefit is
paid from the birth of a child at the flat rate
until the child reaches 18 months of age.
There is also provision for a flat rate child
care benefit paid from the end of parental
benefit until the child reaches three years of
age.

The parental benefit and child care benefit
are funded from general taxation and are
thus paid by the employer.

An amendment in the Employment
Contracts Act, applicable from July 2018,
guarantees additional leave days for
employees who have to care for a family
member with a disability. Earlier, the
additional leave was granted only to the
parents with children with disabilities. The
new leave includes 5 consecutive working
days and must be used during the calendar
year. The timing of the leave must be

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Estonia in Estonian, please refer to: https://mysalary.ee/
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agreed with the employer. The leave is
financed through the state budget.

Sources: 8§60 & 62 of Employment
Contracts Act; §32-42 of Family Benefits Act

Flexible Work Option for Parents /

WorkLife Balance

There is no clear provision in the law on
flexible working time for parents of minor
children. Under the Employment Contracts
Act, an employee has the right to request
opportunities for reconciliation of work and
family life, including flexible working
arrangements from the employer. The
employer is required to provide an
explanation to the person whose
application has been refused or postponed
within 14 days of the receipt of such
application.

Sources: §18-1 of Employment Contracts
Act

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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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.

Estonia has not ratified the Conventions 103 and 183.

Summary of Provisions under ILO Convention

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

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

The total maternity leave should last at least 14 weeks.

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

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

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

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

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Estonia in Estonian, please refer to: https://mysalary.ee/
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Employment Contracts Act

1 2009 Regulation on Occupational
health and safety requirements for
work of pregnant and breastfeeding
women as amended in 2015

1 Health Insurance Act

1 Occupational Safety and Health Act

Medical care is provided under the national
health care system.

Pregnant women have the right to health
care from the moment pregnancy is
medically determined without having to
pay social tax. There is no qualifying period
for employees although the duration of
employment contract must exceed one
month.

Patient has to do the cost-sharing and pay
some nominal fees for availing some
services  however  pre-natal care,
confinement and post-natal care is totally
free for all women in Estonia.

Provisions with regard to occupational
safety and health of pregnant and
breastfeeding workers are found in
Employment Contracts Act and special
Regulation issued under the Occupational
Safety and Health Act.

In accordance with Regulation on
Occupational health and safety
requirements for work of pregnant and
breastfeeding women, an employer is
obliged to assess the risks to the health and
safety of a female worker (pregnant and
breastfeeding worker) in a workplace. An
employer may take following measures to
ensure safety of a pregnant and

breastfeeding worker by temporary
facilitation of working conditions; change
in the work organization including
shortening of work time and enabling of
suitable breaks; temporary transfer to
easier, other or day time job.

A pregnant employee has the right to
demand from the employer to temporarily
provide her with the work corresponding to
her state of health if the employee's state of
health does not allow for performance of
duties agreed in the employment contract.
Ifthe employeris unable to provide suitable
alternative work, an employee may
temporarily refuse to perform the duties. In
such cases, employee is paid compensation
in accordance with the conditions under
Health Insurance Act.

An employee may also submit a medical
certificate from a doctor or a midwife
indicating the restrictions on work due to
her state of health and any proposals
regarding duties and working conditions
corresponding to her state of health.
Pregnant workers may not be involved in
work involving high air pressure conditions,
lead and its components and underground
work.

Sources: §18 of Employment Contracts Act;
2009 Regulation on Occupational health
and safety requirements for work of
pregnant and breastfeeding women as
amended in 2015; §10 of the Occupational
Health and Safety Act 1999, last amended in
2017

Maternity leave is provided under the
Employment Contracts Act.

Maternity leave is 100 calendar days. An
employed worker can use maternity leave

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Estonia in Estonian, please refer to: https://mysalary.ee/
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up to 70 days before the child’s expected
date of birth and 30 calendar days after the
childbirth. These 30 days are also referred
to as compulsory leave. In the event of
premature birth (if the child is born more
than 70 calendar days before the expected
date of birth), the post-natal leave is 100
calendar days.

There is some flexibility in the use of
maternity leave. If the employed woman
worker takes maternity leave of at least 31
days before the expected date of birth, the
maternity leave duration is at least 61 days.
The unused days of maternity leave are
transferred to the period of the shared
parental leave. If the employed woman
worker takes maternity leave of less than 30
calendar days before the expected date of
birth, the duration of her maternity leave is
at least 30 calendar days. The unused days
of pre-natal maternity leave are not carried
over to the period of the shared Parental
leave.

If a child is stillborn or dies within 70 days
after birth, the woman worker has the right
to maternity leave for 100 consecutive
calendar days.If a woman has used
maternity leave for more than 70 calendar
days by the day of her child's death, she has
the right to receive maternity leave for 30
consecutive calendar days from the day
after the child's death.

The parents who adopt a child also have the
right to adoptive parent leave of up to 70
calendar days. Both adoptive parents are
entitled to adoptive leave at the same time
for up to 35 calendar days. There is no
extension in maternity leave in the event of
multiple births or in the case of ill health.

Sources: 8§59 & 61 of Employment
Contracts Act; §34 & 38 of the Family
Benefits Act

Women workers have the right to receive
compensation for maternity leave under
the Health Insurance Act.

Workers are paid their full wages (100%)
while they are on maternity leave or
adoptive parent leave. The maternity
benefit and adoption benefit are part of the
temporary incapacity for work benefit. The
compensation is paid for the full term of
maternity leave, i.e., 100 days and adoption
leave, i.e., 70 days. The payments are made
under the Family Benefits Act and funded
through the general taxation.

From 1 April 2022, parents will be entitled to
shared parental benefits in the event of still
birth.

The mother who is not entitled to maternity
benefit would be eligible for the parental
benefit from the date of birth till 30
consecutive days thereafter. The health
insurance would be provided to the mother
during this period.

Sources: 8§59 & 61 of Employment
Contracts Act; §34 & 38 of the Family
Benefits Act

Protection  from  dismissals  during
pregnancy and maternity leave is
guaranteed under Employment Contracts
Act. Employers are prohibited from
terminating employment contract of a
worker who is pregnant or has the right to
pregnancy and maternity leave. If an
employer terminates an employee who is
pregnant or raising a child under three
years of age, it is deemed that the
employment contract is terminated

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Estonia in Estonian, please refer to: https://mysalary.ee/
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unfairly unless the employer proves that it
cancelled the employment contract on a
basis allowed under the Act.

Employers are required not to terminate an
employee who is pregnant or women who
has the right to maternity leave or a person
on child care leave or adoptive parent leave
due to lay-off except upon cessation of
business activities by the employer or
declaration of employer's bankruptcy. A
pregnant employee or a person who has
right to maternity leave cannot be
terminated due to a decreased capacity for
work.

Sources: 8§92 & 93 of Employment
Contracts Act

A worker's right to return after availing
maternity leave is guaranteed under the
Employment Contracts Act.

The law prohibits an employer from
dismissing an employee who is pregnant or
on maternity leave. Similarly, at the end of
maternity leave, women workers have the
right to improved working conditions
(increase in wages, better provisions under
a collective agreement) which she would be
entitled to if she was not on leave.

Sources: § 18.5, 92 & 93 of Employment
Contracts Act

Breastfeeding breaks are provided under
the Occupational Safety and Health Act.

Breastfeeding mothers with a child under
18 months can take either a 30-minute
breastfeeding break every three hours or a

60-minute break per day. If there are two or
more children, the breastfeeding break is at
least one hour.

Nursing breaks are provided until a child
reaches 18 months of age. The nursing
breaks are paid breaks and paid through
the state budget funds.

Sources: §10 of the Occupational Safety
and Health Act

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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07/1HEALTH & SAFETY

ILO Conventions

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

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

Labour Inspection Convention: 81 (1947)

Estonia has ratified the Convention 81 only.

Summary of Provisions under ILO Conventions

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

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

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

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

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Estonia in Estonian, please refer to: https://mysalary.ee/
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9 Occupational Safety and Health Act
9 Statutes of the Labour Inspectorate,
Regulation No. 26

An employer is required to protect the
health and safety of workers at the
workplace in accordance with the
provisions of Occupational Safety and
Health Act.

An employer and employees are required to
co-operate in the name of a safe working
environment. Employer is required to
implement measures to prevent health
risks arising from physical, chemical,
biological, physiological and psychological
hazards. Employers are required to ensure
the conformity with the occupational
health and safety requirements in every
work-related situation. Employers are
further required to apply measures
provided for in the employment contract
and collective agreements to prevent
damage to the health and safety of
employees and neutralize the effect of
above-mentioned hazards.

The amended law has incorporated the
physiological hazards and psychosocial
factors. The law defined physiological
hazards as “the severity of physical work,
repetition of the same type of movement
and forced postures and movements at
work that cause fatigue and other similar
factors that can cause health damage over
time”. To mitigate this hazard, employer
should provide breaks to the employee
during the working time. Employer should
assign work to the employee by taking into
account their characteristics (i.e. physical,
mental, gender, age) and capacity.

The psychosocial factors are those “that
may present a risk of accident or violence,
unequal  treatment, bullying  and
harassment at work, work incapacitated by
the worker's ability, long-term work alone
and monotonous work, including work-
related stress”.

Law further requires that to render first aid,
employer must hire one first aid worker in
accordance with the number of employees,
the frequency of health damage (workplace
accidents), regional division of the
enterprise and nature of the activity.

Sources: § 3, 6-9, 12 & 13 of the
Occupational Safety and Health Act
amended in 2018

The right to personal protective equipment
(PPE) is guaranteed under the Occupational
Safety and Health Act.

If the risk of an accident or illness cannot be
avoided or if a working environment hazard
cannot be brought into conformity by
applying technical means of collective
protection or work-related organizational
measure, employer is required to provide
employees with personal protective
equipment. Employers are under obligation
to provide, at their own expense, an
employee with personal protective
equipment, special work clothes, and
cleaning and washing means if the nature
of work so requires, and arrange training for
the employee in the use of personal
protective equipment. Employees have the
right to demand that an employer provides
working conditions and collective and
personal protective equipment conforming
to the occupational health and safety
requirements. Employees are also under

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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obligation to make correct use of the
prescribed personal protective equipment
and keep itin working order.

Sources: §3, 13 & 14 of the Occupational
Safety and Health Act

Sources:
Safety and Health Act

Occupational Safety and Health Act
requires employers to provide training to
the workers on OSH related issues. An
employer is under obligation to arrange for
the employee to receive occupational
health and safety instructions and training
corresponding to the employee’s position
and occupation before an employee
commences work or changes jobs. Such
instruction or training is repeated if the
work equipment or technology is changed
or upgraded. Employers are also required
to prepare and approve safety instructions
for the work to be carried out and for the
work equipment used, and give instructions
to an employee to prevent contamination Employment Contracts Act.
of the environment.

If a workplace contains danger areas where
there is a risk of an accident or damage to
health, the said areas are marked and
appropriate measures are taken to prevent
employees who have not received special
instruction or special training or other
persons from entering those areas.
However, if it is necessary to enter a danger
area, it may be done only in the presence of Sources:
an employee who has received special
instruction or training. Employer is required
to ensure that only an employee who has
received appropriate special instruction or

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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