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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
France in French, please refer to: https://votresalaire.fr,
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MAJOR LEGISLATION ON
EMPLOYMENT AND LABOL

1. French Labour Code, Consolidated

Version
2. Decree No. 2013-1190 of 19
December 2013

3.  Social Security Code

4.  Public Health Code

5. Decree Regarding the Period of
Maternity Insurance 1

6. Penal Code

7. French Constitution

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

ILO Conventions

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

France 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 February 2025. For the most recent and updated text on Employment & Labour Legislation in
France in French, please refer to: https://votresalaire.fr,
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9 French Labour Code, Consolidated
Version

1 Decree No.2013-1190 of 19 December
2013

The wage paid by the employer cannot be
less than the national minimum wage
(SMIC). In 2019, the gross monthly SMIC, for
a 35-hour working week, is €1,525.25 (for
more recent wage rates, please refer to the
section on minimum wages). The collective
agreement applicable to the contract of
employment may also specify a minimum
wage depending on the employee's
classification. Employee participation in
the economic development of the nation is
assured by fixing the minimum wage each
year with effect from 1 January (Article
L3231-6). The minimum wage applies to all
salaried workers, including those working
in both public and private businesses of an
industrial or commercial nature. (Article
L3231-1).

The national minimum wage (SMIC) can be
adjusted in two ways: indexing of SMIC to
the consumer price index (CPI) so that when
the CPIl increases by at least 2%, minimum
wage is increased by the same percentage
and the setting of a new SMIC by
Government through a decree following the
opinion of National Committee on
Collective Agreements. The Committee is
made up four representatives each from
government, workers and employers’ side.

The criteria for increase in the minimum
wage takes into account the needs of
workers and their families; cost of living in
the country; level of wages and income in
the country; and economic.

Compliance with provisions of Labour Code
including minimum wage provisions is
ensured by the labour inspectors. The
labour inspectors may work together with
police officers for ensuring the compliance.
A worker may initially report to the staff
representative for payment of wage at a
lower rate. The staff representative can
then decide to forward the complaint to the
labour inspector regarding payment of
wages at a lower rate than those specified
under the minimum wage law or collective
agreement.

Failure to pay the stipulated minimum
wage rate results in the penalty of 1524
euros for each worker that has been paid at
alower rate. The penalty is applied as many
times as there has been a violation.

In accordance with Article L3241-1 of the
Labour Code, an employer is under the
obligation to pay the worker his/her wages
in cash or by crossed check or by transfer to
a bank or postal account. If an employee
has worked for less than a month, then
remuneration can be paid in cash on
employee's request but beyond a monthly
amount determined by decree, the salary is
paid by crossed check or by transfer to a
bank or postal account. The wage period is
set as a month and workers are paid wages
on monthly basis. Those employees not
receiving wages on month basis are paid at
least twice a month to sixteen days in
intervals. For piecework whose execution
lasts longer than a fortnight, the payment
dates may be fixed by mutual agreement.
However, the employee receives payments
every two weeks and is paid in full within
fifteen days following the delivery of the
item.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
France in French, please refer to: https://votresalaire.fr,

. o ¢ Wagelndicator

Decent Work Ch26R5| 4



El Khomri law allows employers to provide
electronic pay slips to the workers (after
workers’ consent). However, employees
still have the right to ask for paper pay slips.

Source: (Art. L3242 of Labour Code)

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

France in French, please refer to: https://votresalaire.fr,
Decent Work Ch26R5| 5
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02/13COMPENSATION ANL
WORKING HOURS

ILO Conventions

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

France has ratified the Convention 01 only.

Summary of Provisions under ILO Conventions

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

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

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

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

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
France in French, please refer to: https://votresalaire.fr,
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9 French Labour Code, Consolidated
Version

The statutory working hours are 35 hours
per calendar week (Article L3121-10).
Employees can, however, work more than
the statutory working hours either on a one-
off basis (overtime) or as part of a specific
working time arrangement. Specific rules
apply both to overtime and to working time
arrangements. With occasional exceptions,
employees must not work more than 48
hours per week (Article L3121-35), an
average of 44 hours per week during 12
consecutive weeks (Article L3121-36) and
10 hours per day (Article L3121-34). In the
absence  of collective agreements
stipulating otherwise, the overtime hours
cannot be greater than 220 hours per year
(Art. D212-25 of Labour Code). With the
change in the Labour Code through El
Khomri Law, the maximum daily hours of
work can be extended to 12 hours through
a collective agreement or through
authorization by labour inspection.
Working hours can be increased to 12 to
meet increased demand and other
organizational reasons. Under the new law,
the maximum weekly working hours can be
extended to 60 hours on authorization by
the administrative authority. This increase
in weekly working hours is allowed only in
exceptional cases. Article 2 of the new law
states that company agreements take
precedence over provisions of sectoral
agreements with regard to working time
even when the provisions of these sectoral
agreements are more favourable to
workers.

The average working hours however cannot
exceed 46 hours per week. The small and
medium enterprises (with less than 50
workers) can now derogate from the 35-
hour rule without even a collective
agreement.

Working beyond legal working hours leads
to increase in wages by 25% for the first
eight hours and 50% for the subsequent
hours (Article L3121-22). A collective
agreement may set a different premium for
working overtime however; the overtime
rate cannot be less than 10%. A collective
agreement or an enterprise agreement can
provide for the replacement of all or part of
the overtime payment by an equivalent rest
period (Article L3121-24). Under the El
Khomri Law, the latter condition of 10% as
a minimum overtime payment has been
removed. Now a company level agreement
can provide for a lower rate if a there is no
sectoral agreement in this regard.

With the enactment of Law on Secure
Employment of 14 June 2013 and
subsequent amendment in the Labour
Code, the minimum weekly working time
for part-time workers is 24 hours per week.
With the exception of specific cases and
some industries, it is unlawful to conclude
part-time contracts for less than 24 working
hours per week. Temporary workers,
however, can request to work less than the
new working time limit from 1 January 2014
to 1 January 2016. After this limit, all
temporary employees must work at least 24
hours per week.

(Article L3123-14 of Labour Code; Law on
Secure Employment of 14 June 2013)

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
France in French, please refer to: https://votresalaire.fr,
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Work performed between 21:00 hours and
07:00 hours are considered night hours
(Article L3122-29). Daily working time
cannot exceed 8 hours (Article L3122-34).
Night workers must benefit from a
compensatory rest period or receive wage
compensation for night work. The
collective agreement must provide for this
(Article L3122-39). No provision on
compensation for night work is located in
the Labour Code.

Under the September 2017 reform of the
Labour Code, rules applicable to night work
can also be relaxed. Companies that are not
covered by an agreement could thus
marginally modify the start and end times
of the legal hours of night work, in order to
avoid a "switchover" in night schedule for
employees who have to finish their work
late or to start it very early.

Any worker deprived from his/her weekly
rest period on Sundays for work is entitled
to at least double the remuneration
perceived in a regular day of work and shall
be also given an additional rest period
(Article L3132-27). There is no provision for
compensatory holiday for workers working
on a public holiday.

If a worker works on weekly rest day, he is
entitled to at least 200% of the regular
wages received for normal day of work.
There is no provision of premium pay for
working on a public holiday. (Art. L3132-27
of Labour Code), except on May 01 which

requires 100% increase in the pay for
working on May Day. For other holidays, the
labour code does not require a salary
increase however; CBAs may contain
provisions that are more favourable.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
France in French, please refer to: https://votresalaire.fr,
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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.

France has ratified the Conventions 14 and 106 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
France in French, please refer to: https://votresalaire.fr,
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9 French Labour Code, Consolidated
Version

Every worker is entitled to five working
weeks of annual leave with the same
employer. The total duration of the annual
leave cannot exceed 30 working days per
year (Article L3141-3). The annual leave
may be increased due to age or seniority in
accordance with conditions determined by
agreement or collective labour agreement
(Article L3141-8). The qualifying condition is
that the employee must be able to prove
that he/she has worked for the company for
a minimum of 10 days in the reference
period. The reference period (year) runs
from June 01 of the preceding year to May
31ofthe currentyear. The worker is entitled
to one-tenth of the gross wage received
over the reference period (Article L3141-22).

Under the El Khomri Law of 2016, newly
hired workers do not have to wait up to one
year to take paid vacation. Now Labour
Code allows workers to take paid vacation
they have acquired as they go along in the
first year of employment.

If annual leave is decided under a collective
agreement® Date of leave should be
between May 01 and October 31. Employee
must take at least a 12-day leave during the
yearly period of May 01 to October 31
(Article L3141-13). Annual leave of less than
12 days must be taken in one period.
Maximum consecutive annual leave is 24
days in one period (Article L3141-18). If a
period is fixed for the time of leave, it can
only be changed up to one month prior to

the beginning except for special
circumstances.

Inaccordance with a2014 law, an employee
has the right (in agreement with the
employer) to donate part (over and above
four weeks) of his/her annual leave another
employee of the company, who has a
seriously ill child under the age of 20 years.
The beneficiary has to submit a medical
certificate to the employer confirming
child' illness, need for his stay at home and
onerous nature of the childcare. A worker
may also donate “RTT” (additional rest
days to which he is entitled, up to 10 days
per annum).

In line with Law n ° 2018-84, an employee
may donate anonymously and without
compensation all or part of annual leave
not taken (over and above 24 working days)
to another employee responsible for
assisting a relative affected by a serious loss
of autonomy or with a handicap.

(Article L3141-16 and 3142-25-1 of Labour
Code; Law No. 2014-459, 9 May 2014)

Workers are entitled to paid holidays during
Festival (public and religious) holidays.
These include memorial holidays and
religious holidays (Christian origin). The
Public Holidays are usually eleven (11) in
number. These Holidays are New Year's Day
(January 01), Easter Monday (April 01),
Labour Day (May 01), Victory Day (May 08),
Ascension Day (May 09), Whit Monday (May
20), Quatorze Julliet (July 14), Assumption
Day (August 15), All Saints' Day (November
01), Armistice Day (November 11),
Christmas Day (November 25). (Article
L3133-1) There is no need to make up for
the lost hours (Article L3133-2). Public

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
France in French, please refer to: https://votresalaire.fr,
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holidays may not result in any loss of pay to
employees. Exception includes employees
working from home, seasonal employees,
intermittent employees and temporary
employees (Article L3133-3).

Weekly rest period is provided under the
Labour Code. Every worker is entitled to
enjoy a weekly rest of at least 24
consecutive hours plus 11 consecutive
hours of daily rest (in total 35 hours). In the
interest of the employees, weekly rest is
given on Sunday (Article L3132-3). Workers
cannot be made to work more than 6 days a
week. (Art. L3132-1to3 of Labour Code)

The legislation allows for certain
exceptions permitting some sectors to
operate on Sundays. Retailers are allowed
to open on Sundays if they are located in a
tourist or in a high-density area as
determined by an administrative decision.
Certain shops including tobacco shops,
florists, garden centres and furniture stores
can remain open all day on Sundays. Stores
in major tourist areas may also operate on
Sundays. Shops selling food may operate
on Sundays until 13:00.

According to the Macron Law, shopping
areas (zones commerciales), touristic areas
and international touristic areas would be
established with the right to remain open
on Sundays and evenings until midnight.
Retailers operating within these areas
would automatically be entitled to remain
open on Sundays - subject, however, to the
existence of a collective agreement under
which the workers concerned will be
compensated, and subject to Sunday work
being strictly voluntary (Macron Bill, 10 July
2015).

A latest exemption allows home
improvement (DIY) store workers willing to
work on Sundays. Employer however has to
provide workers at least double wages for
working on Sundays, compensatory rest
and provide guarantees in terms of job
security and training opportunities.

Labour Code provides for a 20-minute rest
break after maximum of 6 hours of work
unless more favourable provisions are
found in the collective agreements. Young
workers are entitled to a 30-minute break
after four and a half hours of work (Art.
3162-3 of Labour Code).

As for daily rest periods, every worker is
entitled to at least 11 consecutive hours of
rest per day. For young workers under 16
years, the daily rest period is at least 14
hours while for those aged 16-18 years, the
minimum daily rest period is at 12
consecutive hours. (Art. 3132-2 and 3164-1
of the Labour Code).

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
France in French, please refer to: https://votresalaire.fr,

. o ¢ Wagelndicator

Decent Work Ch26R5| 11



04/13CONTRACTS &
DISMISSALS

ILO Conventions

Convention 158 (1982) on employment termination

France has 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
France in French, please refer to: https://votresalaire.fr,
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9 French Labour Code, Consolidated
Version

Employment contracts under the French
labour law are generally for
indefinite/open-ended period however, the
French labour law allows for fixed term and
temporary contracts. An employment
contract is generally in writing however
French labour law does not require the
open-ended contract to be in writing (on
the other hand, it is required under the law
that fixed term contracts must be in
writing). The permanent/indefinite term
contract (CDI) may be oral, verbal or
implied. If the contract is verbal, the
employer is obliged to provide the
employee a written document containing
information contained in the statement
addressed to the URSSAF while hiring an
employee. The employer is however
required to provide some basic information
related to the employment relationship in
writing including "name of the employer,
date of hiring, job title, status,
remuneration, working time, duration of
the trial period, applicable collective
agreement, etc. Except for indefinite term
full time contract (CDI), all other contracts
including contract of indefinite duration
part-time, fixed term contract (CDD), part-
time work contract, contract of intermittent
work, temporary contract,
professionalization contract, and the
apprenticeship contract are required to be
in written form. The contract of
employment must be written in French and
its main terms (related to remuneration
and working time) cannot be amended with
employee's consent. The Law also requires
that with the hiring of an employee, the

employer should declare that employee to
the Social Security Authorities office
(URSSAF), within the 8-day period
preceding the start of employee's work with
the employer by the way of declaration of
employment.

The Labour Code requires employers to
provide the workers with one or more
written documents containing the main
information relating to the employment
relationship.

A worker who has not received the
information may bring the matter before a
court after having served the notice to the
employer.

A decree of the Council of State establishes
the terms of application of this article, in
particular the list of information that must
be shared with the worker.

(Formation of Contract of Employment: Art.
L1221 of Labour Code &
http://travailemploi. gouv.fr/informations-
pratiques, 89/les-fiches-pratiques-du-
droit-du, 91/contrats, 109/les-
principalescaracteris tiques, 976.html)

French labour Law prohibits hiring of fixed
term contract workers for tasks of
permanent nature. Maximum length of a
single fixed term contract (including
subsequent renewals) is 18 months (one
and a half years). This duration may be
extended to 24 months for work abroad or
in some other specific circumstances
indicated under Art. L1242-8 of Labour
Code.

According to the Law on Social Dialogue
and Employment (No. 2015-994; article 55),

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
France in French, please refer to: https://votresalaire.fr,
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there is a possibility to renew temporary
agency work assignments twice (as well as
fixed-term contracts - contrat a durée
déterminée, CDD). However, the total
duration of the tenure (including renewals)
remains unchanged. Prior to this change,
the French Labour Code only allowed for
one single renewal, and an 18-month limit
to the total duration of the assignment
(renewal included), with some exceptions
as detailed below. Any assignment still
ongoing on the date of publication of the
law, as well as any assignment that started
after 19 August 2015 can be renewed twice
as long as the total duration of the tenure
including renewals stays within the
maximum duration.

In France, the use of temporary agency
workers (and the same applies to CDDs) is
limited to the following situations (Article
L1251-6, Labour Code):

1 Replacement of absent workers;

1 To deal with a temporary surge in
activity;

9 Seasonal work, or sectors that do
not traditionally hire on a
permanent basis;

1 Replacement of a business owner

Assignments are usually limited to 18
months (including renewals), but can last
up to 24 months wunder certain
circumstances (Labour Code, Article L1251-
12), including the temporary replacement
of an employee whose role will no longer
exist in the company; the end-user is
dealing with an order placed by a foreign
customer, and the work requires
‘disproportionate means’ such as a much
larger workforce, and/or skills that are not
present in the company; the assignment is
based abroad.

Afixed-term contract must be in writing and
clearly stipulate the precise reason for

which it is concluded. The Labour Code
contains an exhaustive list of the
circumstances under which the employer
may use fixed-term contracts which include
replacing an absent employee, pending the
start of work of a newly hired employee,
temporary increase in the business activity,
seasonal work, etc. (Art. L1242 of Labour
Code)

The earlier legislation provided for
defensive agreements when the company
faced financial difficulties and such
agreements allowed to change working
time and wages. In order to support
employment creation, the new El Khomri
Law provides for offensive agreements
which allow a company to expand its
business. This employment creation
agreement can be applied for two years.
And if a worker refuses to work under such
agreement, he/she is dismissed on the
grounds of redundancy (rather than on
personal grounds) and is eligible for job
center support co-financed by the
employer. The El Khomri law allows for
special employment contracts and
mentoring schemes for helping the at-risk
youth to find employment and become
independent adults.

Under the September 2017 reform in the
Labour Code, rules applicable to the fixed
term and temporary contacts can now be
eased by the sectoral agreements. The
conditions linked to the duration, number
of possible renewals, and waiting period
can now be fixed at the branch level.

Under the  reform,  project-based
employment contracts can be concluded.
Such contracts are already in use in the
construction sector. These will be
indefinite-term contracts expressly linked
to the completion of a project and these can
be terminated on the completion of project.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
France in French, please refer to: https://votresalaire.fr,
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The sectoral agreements can authorize the
use of such contracts in any business sector
now.

In line with Article 53 of Law No. 2018-771, a
single fixed-term contract or a single
temporary employment contract to replace
several employees can be concluded (on
experimental basis only). The period of
experimentation is set from 01 January
2019 to 31 December 2020. Under the new
law, it would be possible to conclude a
single fixed-term contract or a single
temporary employment contract to replace
several employees who are absent. The law
however specifies that this experiment may
not result in permanently filling a job
related to the normal and permanent
activity of the company.

In line with article 116 of the Law No. 2018-
771, permanent temporary contracts are
defined. This type of contract allows a
temporary work agency to conclude an
open-ended or indefinite contract with the
employee for the performance of
successive  assignments. Each new
assignment leads to a secondment contract
between the temporary employment
agency and the user enterprise.

The permanent temporary contract must
be concluded in writing and includes the
following information: identity of the
parties; conditions relating to working time,
in particular night work; a description of the
jobs corresponding to the employee's
qualifications;  probation  period, if
applicable; amount of guaranteed
minimum monthly wage; hours during
which the employee must be reachable
during periods when she is not involved in
an assignment; and the obligation to
provide the employee with an engagement
letter for each assignment she performs.

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

The permanent employment/indefinite
term employment contracts have a trial
period with the following maximum limits
for different categories of workers:
i. 02 months for workers and
employees;
ii. 03 months for supervisors and
technicians;
iii. 04 months for executives

The trial/probationary period may be
renewed once if an industry wide
agreement so provides. This agreement
sets out the conditions and terms of
renewal. The possibility of renewal has to
be expressly mentioned in the employment
contract. The duration of trial period
including renewals thus may not exceed:
i. 04 months for workers and
employees;
ii. 06 months for supervisors and
technicians;
iii. 08 months for executives

For fixed term contract workers, the
probationary/trial period may not exceed:
i. one(1)day perweek within the limit
of two weeks for an initial term
contract of maximum 6 months;
ii. up to one (1) month for more than
six-month contracts

Source: (Art. L1221-19t026 on Test Period
from Labour Code)

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
France in French, please refer to: https://votresalaire.fr,
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An employment relationship terminates on
resignation by the employee, mutual
agreement between the parties, dismissal
(for personal or economic reasons),
retirement or end of a fixed term contract.

Unless a collective bargaining agreements
or employment contract provides
otherwise, either party without any
restrictions during the probationary period
can terminate an employment contract.
However, minimum notice period is as
follows:
i. 24 hours when a worker has worked
for 8 days;
ii. 48 hours when a worker has worked
between 8 days and one month;
iii. 14 days when a worker has worked
for one month; and
iv. 30 days when a worker has worked
for 3 months

A longer notice period to terminate a
contract during probationary period may
be provided under the collective bargaining
agreement.

The fixed term contracts are usually not
terminated before their agreed duration
and these automatically expire at the end of
such duration. However, a fixed term
contract may also be terminated before the
end of agreed term in following
circumstances:

i.  mutual agreement of the parties;

ii.  gross misconduct;

iii.  force majeure; and

iv. atemployee'sinitiative

Two types of dismissals are recognized
under the French Labour Code. An open-
ended employment contract may be
terminated for personal reasons (reasons

related to an employee's person like his
behaviour/conduct or performance) or
economic reasons (reasons related to
economic difficulties and technological
transfers dealt under
redundancy/collective lay-offs). The new
law precisely defines the grounds for
economic dismissals (redundancies) based
on the quarters of declining sales and the
number of workers employed by a
company. The decrease in sales must be for
at least one quarter for a company with less
than 11 employees, two consecutive
quarters for 11-49 employees, three
consecutive quarters for a company with
50-299 employees; and four consecutive
quarters for a company with 300 or more
employees.

The fundamental requirement is these
dismissals must be justified by a serious
and genuine cause. Notice period has to be
observed whenever a permanent/indefinite
term contract is terminated. However, no
notice period has to be observed when
dismissal is based on grave or serious
misconduct. For tenures of less than 6
months, notice period has to be defined by
law, collective agreements or customs of
the trade. The minimum mandatory notice
period is:
i.  One month for tenure of more than
6 months but less than two years;
and
ii.  Two months for tenure of at least
two years

Different and more favourable notice
period may be provided under collective
bargaining  agreement, employment
contract or customs of the trade. The higher
notice periods provided under collective
bargaining agreements are dependent on
an employee's status (type of work) and
tenure of employment.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
France in French, please refer to: https://votresalaire.fr,
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In the absence of required notice, an
employee is entitled to pay in lieu of notice.
Employer has to include in the dismissal
letter the justifications for dismissal at his
own initiative or at employer’s request.
Employee can request  additional
information regarding his/her dismissal
within 15 days of receiving the dismissal
notification. A 2017 decree (No. 2017-1820)
now provides for a model dismissal letter.

Source: (Title Ill: Breach of Permanent
Contract of Employment Art. L1221, L1233,
L1234 of Labour Code)

On the end of fixed term contract, if it does
not continue into a permanent contract, an
employee is entitled to a specific end of
contract indemnity equal to 10% of the
gross salary received during the entire
contract. The same amount of indemnity is
due to the worker if a fixed term contract is
terminated prematurely. Earlier, the
minimum statutory severance payment
was 20% (1/5) of the average monthly
salary per year for the first 10 years of
service. Under the September 2017 reforms
in the Labour Code, the percentage has
been raised to 25% (1/4).

As for the indefinite term contracts, workers
are entitled to severance pay with at least
one year of interrupted service except in
cases of serious misconduct. The statutory
minimum severance pay is based on an
employee's seniority as follows:

i. 1/4th (0.25) of the average monthly
remuneration per year of service for
employees with one year of service
or more; and

ii. 1/3rd (0.33) of the average monthly
remuneration per year of service
beyond 10 years (as additional
compensation)

The basic formula to calculate severance
paymentis as follows

= (1/4 X average monthly earnings) X
number of years of service....... for less than
10 years of service

= {(1/4 X average monthly earnings) X
number of years of service} +{(1/3 X average
monthly earnings) X number of years of
service beyond 10 years}....for greater than
10 years of service.

An employee with average monthly salary
€1,500 with 15 years of service would be
entitled to such severance payment:
={(1/4 X 1,500) X 10} + {(1/3 X 1,500) X 5}

= {3750} + {2500}= €6250

Earlier, the labour courts could award
unlimited damages for an unfair dismissal,
the minimum amount for a worker with two
years’ service was 6 months’ pay. Under the
September 2017 reform of the Labour Code,
both minimum and maximum amounts
have been specified. The minimum amount
is reduced to three months’ salary for
service of two years or more. The maximum
amount ranges between 3.5 months of
gross salary (for two years of service) and 20
months of gross salary (for 30 years of
service or more). A lower minimum and
maximum amount are applicable to
enterprises with less than 11 workers. The
minimum duration of employment to
receive severance pay is set as 8 months
(earlier the eligibility period was 12
months).

Source: (Art. L1235, L1243-8, L1234-9 to 11
of Labour Code, Art. R1234-2 of Labour
Code); http://travail-emploi.gouv.fr/droit-
du-travail/rupture-de-contrats/
licenciement/article/l-indemnite-legale-
de-licenciement; Decree No. 2017-1398 of
25 September 2017

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

ILO Conventions

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

France has ratified the Convention 156 only.

Summary of Provisions under ILO Convention

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

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

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

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
France in French, please refer to: https://votresalaire.fr,
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9 French Labour Code, Consolidated
Version

The Social Security Financing Law, adopted
in December 2020, extends the paternity
leave for employees and self-employed
persons. The paternity leave was earlier 14
and 21 consecutive days in case of single
and  multiple  births, respectively.
Pursuance to the above amendment,
paternity leave is increased to 28 calendar
days and 35 calendar days in case of single
and multiple births respectively. The above
paternity leave duration includes 3 days of
authorized absence, paid by the employer
on the birth of a child.

The compulsory paternity leave is however
seven consecutive days (3 days (paid by
employer) + 4 days (paid by social security
institution) in which employer is prohibited
to engage the worker in employment. The
non-compulsory leave (21 or 28 days,
depending on single or multiple births) may
be split into two periods of a minimum
duration of five days each. Paternity leave
can now be taken within six months of the
birth of a child. Earlier, the period was four
months.

While the first three days are paid by the
employer, the remaining days of paternity
leave are paid by the French social security
administration. The law came into force
from 1 July 2021.

Worker must inform the employee at least
one month before the expected date of
birth. Availing paternity leave leads to the
suspension of the employee contract

(Article L1225-35). Paternity leaves can be
taken within six months after the child's
birth (Article D1225-8). At the end of the
leaves, worker will find the same or similar
job with at least equivalent salary (Article
L1225-36). Paternity leave may be
postponed beyond six months in the
following cases:

i.  child's hospitalization in which case
the leave may be taken within six
months  after the end of
hospitalization; and

ii. death of the mother: the leave is
taken within six months after the
end of leave granted to the father
under Art. L1225-28 of Labour Code
(10 weeks leave is available to a
father on the death of a newborn's
mother)

Under the Gender Equality Act of 4 August
2014, fathers cannot be dismissed from
employment in the four weeks following
the birth of their child and are also allowed
the right for more paid leaves if the mother
is pregnant in order to attend three
obligatory exams. Dismissal is allowed only
in the case of gross negligence or the
inability to comply with the contract for a
reason other than the birth of a child.

Sources: Article 9 of the Gender Equality
Act of 4 August 2014; Article L1225-4-1,
L1225-35 and L. 3142-1 of the Labour Code

Labour Code provides for the parental
leave. Parental leaves are granted for an
initial period of one year, which may be
extended twice i.e., until the third birthday
of the child (Article L1225-48). When
parental leave immediately follows
maternity leave or adoption leave, the
employee has to notify the Employer at

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
France in French, please refer to: https://votresalaire.fr,
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least one month before the expiry of the
leave. Otherwise, the information is given
to the employer at least two months before
the start of parental leave. The qualifying
condition is that the worker must have the
seniority of at least one year in the
organization at the date of birth of the child
or the date of arrival of child in the house in
case of adoption.

Aworker is entitled to parental leave if their
child is suffering from an illness, a disability
or had an accident of a particularly serious
nature, requiring sustained presence and
care. Such leave can be granted for a
maximum of 310 working days over a
period of three years. It entitles the worker
to a daily parental allowance paid by the
Family Allowance Fund. Law No. 2019-180
has several measures regarding employees
with family care duties, facilitates access to
parental leave and stipulates that a daily
parental allowance shall be paid. A medical
certificate from child’s physician must
attest to the gravity of the situation.

Workers are entitled to unpaid leave for a
maximum period of 3 days per year in the
event of illness or accident of a child under
the age of 16 years. The illness or accident
must be documented by a medical
certificate. The leave duration is increased
to 5 days if the child is under the age of one
year or if the worker is responsible for three
or more children under the age of 16.

Source: Article L1225-47 to 60 & Article L.
1225-62 to L. 1225-65 of Labour Code;
Article L. 544-1 et seq. of the Social Security
Code

There is no specific provision of flexible

working time for employee with minor
children however the Labour Code allows
for "part time work" in place of parental
leave when a child in under 3 years of age.
In case of adoption of a child below 3 years
of age, this arrangement can be availed
until child's third birth anniversary of arrival
in the household. The part time work is
minimum 16 hours of work per week.

The September 2017 reform in the Labour
Code makes telecommuting a right of
workers. A collective agreement can define
the rules applicable to teleworking in the
company.In the absence of such
agreement, a charter may be drawn up by
the employer after obtaining the opinion of
the social and economic committee, if it
exists in the enterprise.

Law No. 2020-692 of 8 June 2020, while
aiming to improve workers' rights and
support for families after the death of a
child, establishes a right to bereavement
leave for a worker and makes various
provisions protecting the worker in case of
the death of a child. The right to
bereavement leave is applicable to all such
deaths happening after 01 July 2020. The
newly added article (L3142-1-1 of the
Labour Code) establishes a fully paid eight-
day bereavement leave in the event of the
death of a child under the age of 25 years or
of a person under the age of 25 years in the
worker’s effective and permanent charge.
The bereavement leave can be taken within
one year of the death of the child. Worker,
wishing to avail the bereavement leave,
must inform the employer at least 24 hours
before the start of each period of absence.
Some part of the cost of leave is covered by
the social security. No employer can
terminate the employment contract of a
worker during the thirteen weeks following
the death of such worker’s child under the
age of twenty-five or for whom the worker is

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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effectively and permanently responsible
except where termination of employmentis
unrelated to the death of the child.

Article L3142 of the Labour Code provides
for a minimum of 5 days leave in the event
of the death of a child. The leave is seven
working days when the child is less than 25
years old and regardless of his age if the
deceased child was a parent or in the event
of the death of a person under the age of
twenty-five the worker’s effective and
permanent charge.

Source: Article L1225-47 to 60 and L3142 of
Labour Code

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.

France 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
France in French, please refer to: https://votresalaire.fr,
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9 French Labour Code, Consolidated
Version

No maternity related statutory benefits are
provided under labour laws. During a
period starting 4 months before the
expected date of birth and ending 12 days
after the birth, the Maternity Insurance
covers the totality of medical expenses,
pharmaceuticals, laboratorial analysis and
examinations, and hospitalisation related
or not to pregnancy, childbirth or its
aftereffects. The Maternity Insurance also
covers (non-exhaustive list): pathological
situations noted by a midwife as from the
first antenatal examination* if necessary, a
medical examination of the future father*a
HIV test* and other medical expenses,
pharmaceuticals, laboratorial analysis and
examinations, apparatuses and
hospitalisation related to pregnancy,
childbirth or its after effects.

Source: Social Security Code L331-2, Public
Health Code L21222, Decree Regarding the
Period of Maternity Insurance 1

Pregnant women and women who have
given birth to a baby should not work in
night shifts if according to the health
practitioner it is not compatible with her
condition (Labour Code L1225-9, L1225-10).
She should not work in hazardous
conditions where she is exposed to the
carcinogenic, mutagenic or poisonous
agents Labour Code R4412-6, R4412-61,
R4412-65, R4423-4, R4624, 19). The
employer must propose work, which is
compatible with her state without any

change in her wages. The employer must
propose another job, which is compatible
with her state. She should be transferred
temporarily during pregnancy on the
approval of medical practitioner. In case,
the employeris not able to propose another
suitable job to a pregnant worker or a
worker who has recently given birth who is
employed in night work or in work, that
exposes her to a risk, she is entitled to a
paid leave. During this time, the worker is
entitled to remuneration consisting of a
daily allowance from social security and a
remuneration complement from the
employer.

(Labour Code L1225-7, L1225-9, L1225-10,
L1225-12, L 1225-13, L1225-14, L1225-15).
She should not get involved in arduous
work (Labour Code R4541-9, D4152-12),
work involving exposure to biologically,
chemically or physically hazardous agents
(Labour Code D4152-10, D4152-3, D4152-5,
D4152-6, D4152-7, D4152-8, D4152-9) or
work involving physical strain (Labour Code
§§ R4444-1, R4444-2, R4444-5)

In general, workers are entitled to 16 weeks
(6 weeks before and 10 weeks after birth) of
maternity leave. A worker may choose to
take 6 weeks leave before confinement and
10 weeks after the confinement (Article
L1225-17). Eight weeks of the maternity
leave are compulsory, of which at least 6
weeks must be taken after childbirth
(Article L1225-29). Maternity leave may be
extended on medical grounds arising out of
pregnancy and confinement by a maximum
of two weeks before and 4 weeks after the
birth (Labour Code L1225-21, L1225-22,
L1225-23).

For the third and subsequent children (if

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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women already have two or more kids), the
duration is extended to 8 weeks before and
18 weeks after the expected date of birth
(26 weeks). In the case of twin births,
prenatal leave is extended to 12 weeks
while post-natal leave is extended to 22
weeks (34 weeks). For multiple birth (more
than two children at the same time),
prenatal leave is extended to 24 weeks and
post-natal leave to 22 weeks (46 weeks).
Adoption leave is ten weeks, or 22 weeks for
the adoption of more than 1 child. If the
adopted child is at least the third child in
the household, the leave period is extended
to 18 weeks.

During the term of maternity leave (16
weeks in general cases; 26 weeks for the
third and subsequent children; 34 weeks for
twin births and 46 weeks for triplet or more
births), workers are paid a maternity
allowance which is equal to the average
daily wage (100%) of three-month period
preceding pre-natal leave up to the
quarterly social security ceiling after
deduction of employee's share of statuary
social security contributions and taxes.
Maternity leaves results in no reduction in
pay and is treated as actual working period
for determining the duration of paid leave
and for legal or conventional rights
acquired by the employee in respect of his
seniority in the company (Article L1225-16).
For the duration of maternity leave and any
extension thereof the worker is entitled to
cash maternity benefits. The daily cash
benefit is equal to the basic wage up to a
ceiling fixed by social security. The basic
daily wage is normally calculated based on
the three preceding monthly wages (after
deduction of social contributions) (Social
Security Code L331-3, L331-4, L331-5, L331-
6, R3234). The benefit is funded through

health insurance and financed from
contributions  from  employers and
employees.

Dismissal is prohibited during pregnancy,
where this has been medically certified,
during maternity leave (whether or not the
worker uses the right to take the leave) as
well as during four weeks after the end of
maternity. Dismissal is nonetheless
permitted in case of a serious fault of the
worker unrelated to pregnancy, or when
the employer is unable to maintain the
contract of employment for reasons
unconnected with pregnancy. However, the
dismissal or notice of dismissal may not
take place during the periods of maternity.
Dismissal is invalid if, the worker provides
to the employer within 15 days as to the day
of notice of dismissal, either a medical
certificate attesting her pregnancy. The
above provisions do not affect the expiry of
a fixed-term contract (Article L 1225-4 & L
1225-5).

Right to return is guaranteed under the
Labour Code and a worker is entitled to
return to her previous position or similar
job with at least same rate of remuneration
after availing
maternity/paternity/adoption/parental
leave. Employee is also entitled to wage
adjustments granted during the period of
his/her leave.

Source: Article L1225-25, 26, 36, 43,44 & 55
of Labour Code

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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Breastfeeding / Nursing Breaks

During one year following the date of birth,
breastfeeding mothers are entitled to
breastfeeding breaks of one hour per day
during working hours. The employee may
breastfeed her child in the facility. Every
employer employing more than 100
workers is required to establish a special
place for breastfeeding in the workplace or
some nearby place.

Source: Article L1225-30 to 33

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)

France 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
France in French, please refer to: https://votresalaire.fr,
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Regulations on health and safety: Training

9 French Labour Code, Consolidated
Version

Employer Cares

An employer is required to take all the
necessary measures to ensure the safety
and protect the physical and mental health
(Article L4121-

Free Protection

Labour Inspection System

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
France in French, please refer to: https://votresalaire.fr,

o .
. ® Wagelndicator

Decent Work Ch26R5| 27





































































