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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
Hungary in Hungarian, please refer to: https://berbarometer.hu
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MAJOR LEGISLATION ON
EMPLOYMENT AND LABOL

1. LabourCode, 2012 (amendedin2015)
2. Act No. 93 of 1993 concerning
Occupational Safety and Health
3. ActLXXVof 1996 on Labour Inspection
4. 10/2016. (IV. 5.) NGM rendelet a

munkaeszkozok és  hasznalatuk

biztonsagi és egészségligyi
kovetelményeinek minimalis
szintjérél

5.  Act No. 83 on Compulsory Health
Insurance Benefits 1997

6. Act No. LXXX of 1997 on persons
entitled to social security benefits and
private pensions, Act No. 81 of 1997
on social insurance pensions

7. The Constitution of Hungary, 2011

8. 2003 Act of Equal Treatment and
Promotion of Equal Opportunities

9.  The Criminal Code, 1978

10. Strike Law of 1989.VIl. (amended in
2010. 2010. évi CLXXVIII. Térvény)

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Hungary in Hungarian, please refer to: https://berbarometer.hu
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01/13NORK & WAGES

ILO Conventions

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

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

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

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Hungary in Hungarian, please refer to: https://berbarometer.hu
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9 Labour Code, 2012 (amended in
2015)

In accordance with the provisions of the
Labour Code, the amount and scope of
mandatory minimum wage (basic amount)
and guaranteed wage (if the job requires
secondary educational and vocational
qualifications) is determined by the
Government after consultations with the
Nemzeti Gazdasagi és Tarsadalmi Tanacs
(National Economic and Social Council).
From 2012 onwards, the consultations on
minimum wages are not held under the
National Economci and Social Council
rather these are done under the Permanent
Consultation Forum of the Competitive
(Private) Sector (Versenyszféra
Konzultaciés Forum, VKF). VKF has
representation from Government side,
workers side (Fliggetlen Szakszervezetek
Demokratikus Ligdja-LIGA Szakszervezetek,
Magyar Szakszervezetek Orszagos
Szdvetsége -MSZ0SzZ, and
Munkastanacsok Orszagos Szévetsége) and
employer side (Altaldnos Fogyasztasi
Szovetkezetek és Kereskedelmi Tarsasagok
Orszagos  Szovetsége  -AFEOSZ-Coop
Szdvetség,  KESZ,  Munkaaddk  és
Gyariparosok  Orszagos  Szovetsége-
MGYOSZ, and Vallalkozok és Munkaltaték
Orszagos Szovetsége -VOSZ). Under this
forum, the social partners consult and enter
into agreement on issues relating to
employment policy, labour law reforms,
incomes of the private sector employees
(minimum wage, guaranteed minimum
wage and salary recommendations), labour
relations, etc.

At the end of 2013, the government has

consulted with the Permanent
Consultation Forum of the Competitive
Sector (VKF) on the issue of minimum wage
and the guaranteed wage minimum. In this
forum the employees' and the employers'
side has reached an agreement on the
growth of minimum wage and guaranteed
wage minimum. After it, the government
has issued the regulation on the new
minimum wages.

The mandatory minimum wage specified
by the government for certain groups of
employees may differ. The amount and
scope of mandatory minimum wage is
determined by taking into account cost of
living, expected level of pay increases, level
of non-wage benefits, status of national
and level of economic development, level
of employment, unique requirements of
certain economic sectors and geographical
areas in terms of workforce and certain
other requirements for specific
occupations. In accordance with the
Regulation fixing the minimum wage and
guaranteed minimum wage, the regulation
applies to every employer and employer.
Thus no worker, whether local or foreigner
can be paid less than the announced
minimum wage. The part time workers are
entitled to proportional monthly, weekly,
daily or hourly rate according to the time
they performed work. The minimum wage
is adjusted every year.

An employee, trade union or works council
may initiate proceedings as a result of an
act or omission contravening the Labour
Code. One such relevant contravention is
the failure to pay minimum wage rates. The
Hungarian  Labour Inspectorate s
responsible for compliance with the
provisions of Labour Code including
minimum wage related provisions. A
complainant can directly submit the
complaint to the Labour Inspectorate.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Hungary in Hungarian, please refer to: https://berbarometer.hu
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The Labour Inspection Act has relevant
provisions on penalties if minimum wages
are not paid. The amount of fine (on
contravention of Labour Code) ranges from
30,000 to 10,000,000 forints. If the number
of persons employed by the employer does
not exceed 20, the amount of fine ranges
between 30,000 and 5,000,000 forints. In the
case of an offence employees of a natural
person, the amount of fine ranges between
30,000 and 1,000,000 forints. The rate of fine
may be extended to twice the above limits
if at least one offence with the same
precedent is established within three years
of the imposition of decision imposing fines
as a result of previous labour inspections.

In determining the amount of fine, account
must be taken in particular of the period of
unlawfulness caused by the infringement of
the law, the magnitude of the disadvantage
caused, the number and effect of
infringements and the number of
employees concerned.

Source: Art. 153 of Labour Code 2012; §3 &
7 of the Labour Inspection Act 1996

For updated minimum wage rates, kindly
refer to the minimum wages section

The Labour Code requires that the base
wage must not be less than the mandatory
minimum wage. The base wage is usually
specified in time basis. And to determine
the hourly rate, the amount of basic
monthly salary is divided by 174 hours in
case of regular daily working time. The
wage may be established on the basis of
time, performance or a combination of
both. If wages are paid on the basis of
performance only, a guaranteed salary is
paid of an amount up to at least half of the

base wage. Wages are to be paid in the
national currency, i.e., Forints. Absent any
contract  or  collective  bargaining
agreement to the contrary, wages are
payable monthly in arrears not later than
the 10th day of the following month. If the
wage can be established only later (like on
performance basis), a monthly advance is
payable amounting to half of the base
wage. If wages are due on a public holiday,
rest day, or during a paid vacation, they
must be paid on the last working day
preceding the due date. Wages may be paid
in cash, or by way of transfer to the
employee's bank account.

The employer must provide down-time
payment (base wage and supplement, if
applicable) if the employer is unable to
provide work to employees except in
unavoidable external reasons (force
majeure).

Source: Chapter Xll on Remuneration of
Work, §136-165 of Labour Code 2012

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Hungary in Hungarian, please refer to: https://berbarometer.hu
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02/13COMPENSATION ANL
WORKING HOURS

ILO Conventions

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

Hungary 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
Hungary in Hungarian, please refer to: https://berbarometer.hu
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9 Labour Code, 2012 (amended in
2015)

Maximum working hours are 8 hours a day
and 40 hours a week. As an exception, an
employee who is a close relative of the
employer or employed in a standby
position may work 12 hours per day and 60
hours per week.

Under the work time banking system, the
work hours are calculated in terms of a
maximum of four calendar months or 16
weeks. As a result, employees may work up
to 12 hours per day and 48 hours per week
(or,inastandby position, up to 24 hours per
day and 72 hours per week). The only
condition is that during the duration of
work-time banking (4 months or 6 months
in some cases), the weekly working hours
won't exceed 40 hours. If working hours of
a worker are defined within the framework
of work time banking, the beginning and
end date of shall be specified in writing and
employee would be provided in with a
written notice of the comprehensive term
and the actual work schedule. (3) The
maximum duration of working time
banking fixed in the collective agreement is
twelve months or fifty-two weeks if justified
by technical reasons or reasons related to
work organization.

Overtime work means the work performed:
outside regular working hours* Over and
above the hours covered within the
framework of working time banking* Over
and above the weekly working time
covered by the payroll period, where
applicable* and the duration of on-call
duty. Overtime work may be requested by

the employee, in which case, it shall be
made in recorded in writing. Otherwise, it
may be required by the employer when
necessary in the general interest*in case of
prevention of any imminent danger,
mitigation of any accident, natural disaster
or serious damage to health or the
environment. Workers may perform
overtime work up to 250 hours per year or
the proportional hours:
i. if the employment relationship
commenced during the year;
ii. in the case of fixed-term contract;
and
iii.  in connection with part-time jobs

If a worker works beyond normal working
hours (for work performed beyond daily
working hours, performed within the
framework of work time banking and for
work performed above and beyond payroll
period), heis entitled to a wage supplement
at the rate of 150% of the normal rate of
wages or time-off. However, the time off
can't be less than the duration of work
performed. If the overtime work is
performed on a weekly rest day or public
holiday, they are paid a wage supplement
of 100% of normal wages. However, if the
employer provides another rest day, the
wage supplement would be 50%. Unless
otherwise agreed, compensatory time shall
be allocated before the end of the month
following the month in which the overtime
work was performed, i.e., the time-off
should be provided in the next month if not
in the current month. By agreement of the
parties, time-off is provided at latest by 31st
December of the following year. According
to the amendment of Labour Code (Act CllI
of 2013) the 50 percent Sunday supplement
will not only be payable for scheduled work
but also for unscheduled work in the cases
already specified in the legislation (e.g.
employees with  working schedules
involving multiple shifts).

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Hungary in Hungarian, please refer to: https://berbarometer.hu
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Under a 2018 reform in the Hungarian
Labour Code, the maximum overtime hours
have been raised from 250 to 400. Earlier,
the limit could also be increased under a
collective agreement to 300 hours. Now, an
employee can agree to extend the overtime
working hours limit up to 100 hours (total
400 hours of overtime work). In the absence
of a CBA, and as agreed between the
parties, the overtime limit can be extended
by up to 150 hours (total 400 hours of
overtime work). The amendment also
allows firms to defer overtime payments to
employees for up to three years. Earlier, the
deferment period for overtime payments
was one year.

Source: §92,97,99,107-109 & 143 of Labour
Code 2012

Work performed between 22:00 hours and
06:00 hours is considered night work. The
daily working hours of employees working
under hazardous conditions at night can't
be greater than eight hours. Employees,
other than those entitled to shift premium,
are entitled to a night premium of 115% of
the normal wage rate for work during night
hours especially when the night work
duration exceeds one hour.

Source: §89, 113 & 142 of Labour Code 2012

There is no provision for compensatory rest
day when workers have to perform work on
weekly rest days or public holidays.

There is a premium pay for working on
Weekly rest day/Sunday and Public
Holidays. When a worker performs work
on weekly rest day for normal working
hours are entitled to wage supplement of
50% of the normal wage rate. If employees
are required to work on public holidays
during normal working hours, they are
entitled to a wage supplement of 100%.
The wage supplement for public holidays
is also payable when public holidays fall
on Sundays or for working on Easter
Sunday and Whit Sunday. The Act Clll of
2013 has clarified that employees are
entitled to receive salary supplement for
work performed on a Sunday even if
performed under extraordinary working
time. According to the new regulations,
those employees are entitled to receive 50
% salary supplement for Sunday-work for
work performed within ordinary working
time schedule, who work only in shifts,
stand-by-duty or at an employer pursuing
commercial activities according to the
Commercial Act. These employees are also
entitled to salary supplement for Sunday-
work, if they perform extraordinary
working time (overtime).

Moreover, those employees are also
entitled for salary supplement for Sunday
work, which cannot perform work on
Sundays within ordinary working time
schedule.  Consequently, employees
performing work on a rest day are entitled
to receive salary supplement for Sunday
work in addition to salary supplement for
overtime, if they cannot be scheduled for
Sunday within ordinary working time
schedule.

Source: §140 of Labour Code 2012

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Hungary in Hungarian, please refer to: https://berbarometer.hu
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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.

Hungary has ratified the Conventions 14 and 132 only.

Summary of Provisions under ILO Conventions

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

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

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

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Hungary in Hungarian, please refer to: https://berbarometer.hu
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9 Labour Code, 2012 (amended in
2015)

Workers are entitled to paid annual leave
in Hungary however its length depends on
the age of the worker, number of children
the worker has and working conditions
under which the work is performed. The
qualifying period for annual leave is 12
months of service. If the employment
relationship commenced during the year,
employee is entitled to commensurate
portion of leave for such year.

The general minimum annual leave is 20
working days per year. However, its length
increases with the age of worker and
worker who is 25 years old is entitled to 21
working days of annual leave. It increases
by one day with increases in the age by two
years until the worker reaches the age of 45
years. The paid annual leave is 30 working
days for worker who are 45 years and
above. Workers are also entitled to extra
leave days for reasons of paternity. Workers
are entitled to 2 extra days for one child, 4
extra days for two children and a total of 7
extra days for more than two children under
sixteen years old. This duration is also
increased by 2 days per child if they have
any disability. Employees permanently
working underground or spending at least 3
hours per day on a job exposed to ionizing
radiations are entitled to 5 extra days of
vacation each year. Employees having
suffered a degree of health impairment of
at least 50 per cent as diagnosed by the
body of rehabilitation experts are also
entitled to 5 extra days of vacation time per
year.

The employer must pay a worker his
remuneration for the annual leave period
at latest on the working day proceeding
the date when the annual leave
commences. The annual leave s
scheduled by employer however taking
into account worker's preferences. Unless
otherwise agreed, at least 14 calendar
days of annual leave has to be given to the
worker consecutively. Annual leave can't
be carried forward and the annual leave
has to be taken in the year it became due.
However, from January 2014 onwards,
extra days of vacation time (annual leave)
available to worker due to their age can be
rescheduled for the next tear with the
mutual consent of parties. In the event of
irregular working schedules, workers may
take leave in hours or days. The similar
provision of taking leave in hours or days
for worker in irregular working schedules
is introduced for sick leave. The
contractual option to transfer leave to the
next year is reduced and the option will
cover only the additional statutory leave
granted on the basis of the employee's
age. In addition, the agreement to roll over
part of the annual leave has to be renewed
on an annual basis. A new provision
relating to extra vacation time indicates
that employees entitled to disability
subsidy or allowance for the blind may
receive 5 days of extra vacation time, as
opposed to previous regulation according
to which the extra vacation time was
allocated to a degree of health
impairment of at least 50%.

During covid imposed lockdowns leading
to closure of schools and childcare
facilities, employers were allowed to give
workers their whole annual leave (except
7 days) in order to look after the child(ren).
At the same time, the Government
removed the requirement to inform the

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Hungary in Hungarian, please refer to: https://berbarometer.hu
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employer at least 15-days prior to the start
of annual leave.

Source: §116-123 of Labour Code 2012

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
thirteen (13) in numbers. These Holidays
are New Year's Day (January 01), 1848
Revolution Day (March 15), Easter Monday
(April 01), Labour Day (May 01), White
Monday (May 20), Saint Stephen's Day
(August 20), Republic Day (October 23), All
Saints' Day (November 01), Christmas Day
and second day after Christmas
(December 25-26).

Source: §102 of Labour Code 2012

Weekly rest period is provided under the
Labour Code. Every worker is entitled to
enjoy a weekly rest of two days during a
week. The weekly rest period should
include Sunday at least once in a month.

Act Cll of 2014 prohibits retail sector to work
on Sunday.

Rest breaks must be given before
completion of 6 hours of work. However, a
rest break cannot be grated prior to
completion of 3 hours of work. If the daily
working hours exceed 6 hours, a worker
must be granted 20 minutes of rest break. If
the working hours exceed 9 hours per day,
additional 25 minutes of rest break must be
provided. A collective or individual
agreement may provide for longer rest

break however it cannot exceed 60
minutes.

Young workers must be provided a 30-
minute rest break if they are performing
work for more than four and a half hours per
day. The daily rest break is 45 minutes for
those young workers whose daily working
hours exceed 6 hours.

Workers are entitled to 11 hours of
uninterrupted rest between  shifts.
However, there are exceptions to this rule
and a daily rest period of at least 8 hours is
sufficient. Under a 2017 amendment to the
Labour Code, stand-by work is no longer
part of these exceptions. Such employees
must be given 11-hour daily rest break.

For young workers, the daily rest period is
at least 12 hours.

Source: §103-106 & 114 of Labour Code
2012; Act Cll of 2014

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

ILO Conventions

Convention 158 (1982) on employment termination

Hungary 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
Hungary in Hungarian, please refer to: https://berbarometer.hu
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9 Labour Code, 2012 (amended in
2015)

An employment contract is a contract
constituted by the undertaking of one
party (the employee) to perform work as
instructed by the employer and of the
other party (the employer) to provide
work for the employee and pay wages.
Employment contract has to be
concluded in writing. However, only the
employee has the right to refer to the
invalidity of a verbal contract, and can do
so only within 30 days of the
commencement of work.  Unless
otherwise stated explicitly, an
employment contract is always for an
indefinite duration. The employment
contract  must  clearly mention
employee's base wage, job function,
workplace and the type of employment
(full time or part time).

Employer is required to provide the
employee in writing within 07 days from
the date of commencement of
employment relationship information
including workplace; daily working time;
wages above the base wage and other
benefits;  job  functions;  payroll
accounting, the frequency of payment of
wages, and the day of payment; number
of days of paid annual leave; rules
governing the notice period; training
policy; the person exercising employer's
rights; and whether a collective
agreement applies to the employer.

An employer is not required to provide
written employment particulars if the term

exceed one month or the working time does
not exceed 8 hours a week.

Source: §42-46 of Labour Code 2012

Hungarian labour Law allows hiring fixed
term contract workers for tasks of
permanent nature. Maximum length of a
single fixed term contract is 60 months (5
years). The duration of a fixed-term
employment relation may not exceed five
years, including the duration of an
extended relation and that of another
fixed-term employment relation started
within six months of the termination of
the previous fixed-term employment
relation.

Labour Code does not restrict the fixed
term contract and its renewals. The only
condition is that the extension of the fixed-
term contracts must be based on objective
grounds that have no bearing on work
organization and must not infringe upon
the employee’s legitimate interest.

Source: §192 of Labour Code 2012

Maximum duration of probationary/trial
period is fixed as 3 months from the date
of commencement of employment
relationship. If a shorter probationary
period was stipulated, the parties may
extend the probationary period once. In
either case, the duration of probationary
period must not exceed 3 months. Under
the collective agreement, the probation
period may be extended to 6 months.

Source: §45 & 50 of Labour Code 2012

of employment relationship does not

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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An employment relationship terminates
on employee's death; on dissolution of
employer without succession; on expiry of
fixed-term; on the mutual consent of
worker and employer; with immediate
effect during the trial period; and other
cases as defined under the law. An
employment relationship may be
terminated by notice or without notice (in
the case of serious breach of contract). The
grounds for contract termination must be
clearly specified. However, both the
parties may agree that employment
contract won't be terminated by notice
during the first year of employment. The
employer may not terminate an
employment contract by notice during
pregnancy; during maternity leave; during
a leave of absence taken without pay for
caring for a child and certain other grounds
provided under 8§65 of Labour Code. An
employer is required to justify dismissal
and an employee can be dismissed only for
reasons connected with his conduct,
capacity, or in connection with employer's
operations.

Both the parties (employer and employee)
are entitled to terminate the employment
contract of an indefinite period by
observing a minimum notification period.
An indefinite contract is terminated by
giving a written notice to the other party.
The notice period for a worker initiating
the contract termination is 30 days. If the
employment is terminated by the
employer, the required notice period is 35
days after 03 years; 45 days after 05 years;
50 days after 08 years; 55 days after 10
years; 60 days after 15 years; 70 days after
18 years; and 90 days after 20 years of
service with the employer. By mutual
agreement, the notice period may be

extended to 6 months.

Source: §63-78 of Labour Code 2012

In case of termination initiated by the
employer or when the employment
relationship is terminated due to the
dissolution of employer without a legal
successor, an employee is entitled to
severance pay. However, employee is not
entitled to severance pay in the following
two case:

i. if the employee was a pensioner at
the time of notice of termination or
the dissolution of employer without
a legal successor; or

ii. if the reason for termination was
employee's conduct in relation to
the employment relationship or the
employee's non health related
abilities/capacity

The amount of severance pay depends
on the length of employment
relationship. The amount of severance
pay is:
i. sum of the absentee pay (one
month) of the employee in case
of an employment relationship
of at least 3 years;
ii. 2monthsinthe case of at least 5
years of employment;
iii. 3 months in the case of at least 10
years of employment;
iv. 4 months in the case of at least 15
years of employment;
v. 5 months in the case of at least 20
years of employment; and
vi. 6 months in the case of at least 25
years 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
Hungary in Hungarian, please refer to: https://berbarometer.hu
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If the employment relationship is
terminated within five years before the
employee reaches the retirement age
(for old age pension), the severance pay
is increased by one to three months
depending on the number of the years
spent in the service of the given
employer.

Source: §77 of Labour Code 2012

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

ILO Conventions

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

Hungary has ratified the Convention 165 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
Hungary in Hungarian, please refer to: https://berbarometer.hu
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9 Labour Code, 2012 (amended in
2015)

New fathers are eligible for five days of
paternity leave (7 days in case of twins)
until the end of second month from the
date of birth of a child. The paternity leave
has to be allocated on the days as
requested by new father. This leave has to
be provided even if the child is stillborn or
dies. The paternity leave is paid by the
Government from Central Budget and not
by the employer. In accordance with the
Act Clll of 2013, paternity leave will not be
pro-rated even if the employment
relationship commenced or terminated
during the given calendar year.

Government Regulation 351/2014. (XII. 29.)
grants additional father time off in public
sector and military services after
producing child birth certificate.

In the event of childbirth or adoption, the
father is entitled to ten working days of
paternity leave, to be taken no later than
the end of the second month following the
birth or adoption finalization. This leave is
paid and can be taken in a maximum of two
parts at the father's discretion.
Additionally, the employee is eligible for
paternity leave in case of the stillbirth or
death of the child. And the employer
cannot terminate the employee by giving
notice in his paternity leave.

Source: §65, 118 of Labour Code 2012;
Government Regulation 351/2014. (XII. 29)

Parental Leave is provided under the
Labour Code 2012. An employee (male or
female) is entitled to a leave of absence
without pay in order to care for the child
until the child reaches the age of three orin
order to care for the child until the child
reaches the age of ten, if the employee
receives a child care allowance.

Adopting parents are entitled to three
years’ unpaid leave from the beginning of
the placement of the child, or to six months
if the child is older than three.

Article 55 of Labour Code has been
amended which allows leave form work for
adoptive parents. They are entitled to take
10-day leave from work. The parents could
utilize these days within 90 days of the
issuance of the certificate by the
organisation that arranges the adoption.

An employee has the right to forty-four
working days of parental leave until their
child reaches three years of age. The
eligibility criterion for taking parental leave
is @ minimum of one year of continuous
employment.

The employer may not postpone the start
date of the leave and may not interrupt
leave that has already begun. The
employer cannot interrupt parental leave
that has already started.

Source: §128 & 130 of Labour Code 2012,
§118/A., 123, 146 of the Labour code 2012
amended in 2023

There is no specific provision of flexible
working time for employee with minor

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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children however the Labour Code allows
for "flexible working arrangement" where
the employee schedules at least half of his
daily working time in light of the unique
characteristics of his/her job. Executive
employees  working under flexible
arrangements. Those working under
teleworking arrangements, job sharing or
working as out workers have flexible work
arrangements. With amendments in 2013,
flexible working arrangements have a new
definition from 1 January 2014. From this
year, only such arrangements will be
classified as flexible where the employer
makes a written statement authorizing the
employee to take full control of scheduling
his or her working hours, and the related
administrative and other reliefs will be
available in these cases only. The flexible
nature of an employee's working
arrangements is not affected by tasks
which can only be performed at specific
times or periods due to their nature. The
right of scheduling working time may be
transferred to the employee with regard to
the individual organization of work.

In line with the amendment in the article
34(3) of the Labour Code, applicable from 1
January 2020, has extended the option of
part time work till the child(ren) reach the
age of six years. Employers must modify
the employment contract based on the
worker’s request to work part time,
covering half of the daily working time until
the child reaches the age of four, and up to
the age of six for parents with three or more
children.”

Upon the employee's request, the
employer is obligated to modify the
employment contract for part-time work,
equivalent to half of the standard full-time
working day, until the child reaches four
years of age. In the case of an employee
raising three or more children, this

provision extends until the child reaches
six years of age.

Until the employee's child reaches the age
of eight, or in the case of the employee
providing care (excluding the initial six
months of the employment relationship),
the following workplace adjustments may
be made:

a) changing the place of work,

b) modifying the work schedule,

c) teleworking employment, or

d) part-time employment.

The employee must justify request in
writing and indicate the preferred date of
the amendment in the contract.

Source: §96, 197, 199, 209 of Labour Code
2012; 8§61 of Labour Code 2012 amended in
2023

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

ILOConventions

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.

Hungary has ratified both 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
Hungary in Hungarian, please refer to: https://berbarometer.hu
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9 Labour Code, 2012 (amended in
2015)

Health care facilities are provided to the
insured workers and those covered under
the healthcare to receive all the care that
their state of health requires. Medical care
is usually free of charge. If the treatment is
not prescribed by a physician or provided
through the normal hospital system or if
the patient chooses the doctor other than
that allocated by the healthcare system,
fees imposed by the care provider are paid
by the patient. Individual may also have to
co-share for medicines and medical
appliances. Benefits include preventive
care; general and specialist care, including
basic dental care; hospitalization and in-
home nursing; maternity care; medical
rehabilitation; sanatorium care;
ambulance  services; and  medical
examinations.

Source: §10-20 of Act No. 83 on Compulsory
Health Insurance Benefits 1997 and ISSA
Country Profile

An employer is required to offer an
employee the job fitting for her state of
health if sheis considered unable to work in
her original position according to a medical
opinion from the time her pregnancy is
diagnosed until her child reaches one year
of age. The pregnant worker may be
temporarily discharged from work duty if
no position appropriate for her medical
condition is available. If a worker is
discharged due to non-availability of
suitable position, she is paid the base wage

normally paid for the job offered, which
may not be less than her base wage fixed in
the employment contract. The base wage
has to be paid for the duration of discharge,
except if the job offered is refused without
good reason. Pregnant women must not be
transferred to work at another location
without their consent. This rule also applies
after childbirth until the child reaches the
age of three, or for single parents, until the
child reaches the age of sixteen.

Source: §53 & 60 of Labour Code 2012

Female employees are entitled to 168
calendar days (24 weeks) of paid maternity
leave. Of these 24 weeks leave, four weeks
have to be taken before the expected date
of birth while the other 20 weeks have to be
taken after the birth of the child. If the child
receives treatment in an institute for
premature infants, the unused portion of
the maternity leave is used after the child
has been released from the institute until
the child is one year old. There is no
provision in the law on extension of
maternity leave due to health-related
issues or multiple births.

Guardian parents are also eligible for
maternity leave.

During the term of maternity leave of 168
days (24 weeks), workers are paid 70% of
their daily earnings. The maternity
allowance is paid to the employees, self-
employed persons and other assimilated
groups. The qualifying condition is that the
worker must have at least 180 days of
insurance during the last two years before
delivery and the birth takes place during

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
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the insurance period or within 42 calendar
days of its expiry. Maternity benefits are
paid by the Government through
compulsory  health  insurance  act
provisions.

Source: §18, 40, 42 & 48.1-3 of Compulsory
Health Insurance Act No. 83 of 1997

A women worker can't be dismissed during
the period of her pregnancy or during the
term of her maternity leave. In accordance
with the provision of art. 65.3 of Labour
Code 2012, an employer may not terminate
the employment relationship by notice:

- during pregnancy®

- during maternity leave*

- during a leave of absence taken

without pay for caring for a child.

Source: §65(3) of Labour Code 2012

Right to return is guaranteed under the
Labour Code. In accordance with the
provisions of §59 of the Labour Code 2012,
employer is required to make an offer to
the employee for having his wages
adjusted, after he/she returns from leave of
absence including maternity and parental
leave, taking into consideration the
average annual wage improvement
implemented in the meantime by the
employer for employees in the same
position. In the absence of such
employees, the rate of actual annual wage
improvements implemented by the
employer shall be applied.

Source: §59 of Labour Code 2012

Women workers are allowed paid nursing
breaks of one hour twice daily (two hours
twice in case of twins) during the first six
months of breastfeeding. The duration
then reduces to one hour daily (two hours
daily for twins) until the child(ten) reach
the age of 09 months. The time of nursing
breaks is considered work time and an
employer has to pay the absentee pay to
the worker for this time.

Source: §55(1e) and 146(3) of Labour Code
2012

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)

Hungary has ratified both the Conventions 81 and 155.

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
Hungary in Hungarian, please refer to: https://berbarometer.hu
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9 Labour Code, 2012 (amended in
2015)

1 Act No. 93 of 1993 concerning
Occupational Safety and Health

f Act LXXV of 1996 on Labour
Inspection

 10/2016. (IV. 5.) NGM rendelet a
munkaeszkozok és hasznalatuk

biztonsagi és egészséglgyi
kovetelményeinek minimalis
szintjérdl

Every worker employed on the territory of
the Republic of Hungary has the right to
safe and healthy working conditions.
Employer is also obliged to ensure the
existence of healthy and safe working
conditions while taking into consideration
the employees' responsibilities in this
matter.

The responsibility for the implementation
of occupational safety and occupational
health requirements lies with the
employers. The employee’s fitness for the
job for which he is being considered is to be
examined free of charge before taking up
work and on a regular basis during the life
of the employment relationship. Employers
have to ensure that the work schedule of
employees is drawn up in accordance with
occupational safety and health
requirements and in consideration of the
nature of the work.

Source: §51 & 97 of Labour Code 2012; §1-2
of Act No. 93 of 1993 concerning
Occupational Safety and Health

Employers are required to provide free
personal protective equipment (PPE) to
the workers involved in dangerous work
processes in order to prevent hazards or
reduce harmful effects. Employers are
required to identify personal protective
equipment against particular hazards and
supplied to the employee while making its
use obligatory on workers. Depending on
the characteristics of the workplace,
protective equipment and apparatus,
warning apparatus, fire-fighting
equipment, rescue apparatus, emergency
switches and emergency lighting ("safety
equipment") has to be maintained in an
operational state ready for its proper
utilization.

In the case of work procedures where
employees might be exposed to danger,
their effective protection has to be
achieved by enclosure technology, or -
when this is not possible - by the use (joint
use when necessary) of safety devices,
personal protective equipment or
organizational actions. An employer also
has to ensure the proper use, protective
capacity, satisfactory hygienic state,
necessary cleaning, maintenance
(reparation) and  replacement of
protective equipment. Employees also
have both rights and responsibilities with
regard to provision and usage of personal
protective equipment.

Source: §42,44,47,54 & 60-61 of Act No. 93
of 1993 concerning Occupational Safety
and Health; 10/2016. (IV.5.) NGM rendelet a
munkaeszkdzok és hasznalatuk biztonsagi
és egészségugyi kovetelményeinek
minimalis szintjérdél
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In accordance with §55 of the OSH law, an
employer has to make sure, through
training, that the employee learns and,
during the duration of their employment, is
aware of the theoretical and practical
knowledge, and the regulations,
instructions and information necessary for
the maintenance of healthy and safe
working conditions. This provision has to
be complied with at the time of starting
employment; at the time of changing
workplaces or work responsibilities, or
when there is change in health and safety
conditions; when work equipment is being
modified, or when new work equipment is
installed; and when new technology is
introduced. Until the employee acquires
the required knowledge, he/she may not
be employed unsupervised. Employees are
also required to perform work only when
they are capable of doing it safely, while
respecting the rules of healthy and safe
working practices and complying with the
instruction/training of the employer.

Source: §55 & 60 of Act No. 93 of 1993
concerning Occupational Safety and Health

Labour Inspection system is provided
under the Act LXXV of 1996 on Labour
Inspection & Act No. 93 of 1993 concerning
Occupational Safety and Health. The
Hungarian Labour Inspectorate (OMFF)
works under the National Labour Office.
The

OMFF is the Central agency in the field of
Labour Inspection. The scope of labour
inspectors’ authority is regulated under §of
Labour Inspection Act according to which
labour inspection also includes the

examination of compliance with provisions
of collective agreements on wages, working
hours, rest periods, overtime and paid
leave. Moreover, labour inspectors monitor
compliance with occupational safety and
health regulations and labour laws. Over
and above inspections, inspectors are
responsible for labour law compliance with
respect to the organization of trade unions,
the protection of elected trade union
officials, members of workers’ councils,
civil servants’ councils and safety
representatives, and also for checking the
rules regarding their allowance for working
hours. The Hungarian Labour Inspectorate
(OMMF) was previously a central agency
under the control of the minister of
employment. - It’s legal status, duties, and
competences were defined by the
Government Decree No 295/2006 (X11.23). In
December 31 of 2011 - according to the
Government Decree No 323/2011 (XII.28)
the OMMF has been included in the
Employment Office (Foglalkozasi Hivatal).
Since then the health and safety is handled
by the Health and Safety and Labour
Directorate of the National Employment
Office  (Nemzeti Munkaligyi Hivatal
munkavédelmi és munkaligyi Igazgatdsag).

Source:
(http://www.ommf.gov.hu/index.html?akt
_menu=123&set_lang=123)
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08/13SICK LEAVE &
EMPLOYMENT INBEN&HIT

ILO Conventions

Convention 102 (1952), Conventions 121 (1964) and 130 (1969) concerning Social Security,
Employment Injury Benefits and Medical Care and Sickness Benefits

Hungary has not ratified the above-mentioned Conventions.

Summary of Provisions under ILO Conventions

A worker’s rights to work and income should be protected when illness strikes. The national
labour law may provide that sickness benefits may not be paid during the first 3 days of your
absence. Minimally, a worker should be entitled to an income during the first 6 months of
illness. This income should be at least 45 per cent of the minimum wage. (Countries are free to
opt for a system which guarantees 60 per cent of the last wages during the first 6 months of
illness or even during the first year). A worker must be entitled to paid sick leave.

A worker should be entitled to medical care without any additional cost during illness.
Employees and their family members should have access to the necessary minimal medical
care at an affordable cost.

During the first 6 months of illness, a worker should not be fired.

If a worker is disabled due to an occupational disease or accident, they must receive a higher
benefit. In the case of temporary or total incapacity/disability, a worker may at least be
provided 50% of his average wage, while in the case of fatal injury, the survivors may be
provided 40% of the deceased worker’s average wage in periodical payments.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Hungary in Hungarian, please refer to: https://berbarometer.hu
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9 Labour Code, 2012 (amended in
2015)

1 Act No. 83 on Compulsory Health
Insurance Benefits 1997

Workers are entitled to paid sick leave for
15 working days in the event of sickness.
Sick leave is however not available to
workers who are unfit for work due to
accidents at work and occupational
diseases as specified under social
insurance provisions and pregnancy. If a
worker has started working with an
employer during the year, he/sheis entitled
to sick leave as proportional to the
remaining part of the year. During these 15
working days, workers are entitled to
absentee pay/absence fee of an amount of
70% of the daily gross earnings. After the
first 15 days, Sickness benefit is granted for
a maximum of one year while the person is
validly insured. The amount of this benefit
is 60% of the average gross daily pay not
exceeding (in a month) the double of gross
minimum wage. 60% of average daily gross
earnings is paid with more than two years
of coverage; 50% with one to two years of
coverage or if hospitalized. The benefit is
reduced proportionately with less than a
year of continuous coverage.

In view of Covid 19, 15-day sick leave would
be provided in case of compulsory
quarantine and employee would be
entitled to the social security benefits for
the period of incapacity for work.

Source: §43-49 of Act No. 83 on
Compulsory Health Insurance Benefits
1997; 126 & 146 of Labour Code 2012)

Health care facilities are provided to the
insured workers and those covered under
the healthcare to receive all the care that
their state of health requires. Medical care
is usually free of charge. If the treatment is
not prescribed by a physician or provided
through the normal hospital system or if
the patient chooses the doctor other than
that allocated by the healthcare system,
fees imposed by the care provider are paid
by the patient. Individual may also have to
co-share for medicines and medical
appliances. Benefits include preventive
care; general and specialist care, including
basic dental care; hospitalization and in-
home nursing; maternity care; medical
rehabilitation; sanatorium care;
ambulance  services; and  medical
examinations.

Source: §10-20 of Act No. 83 on Compulsory
Health Insurance Benefits 1997 and ISSA
Country Profile

Employment of a worker is secure during
the first year of his sickness as an
employer can't serve a notice of
termination to a sick worker during one
year after expiry of sick leave period (of 15
days). It is only after that period that a

worker may be fi_elated

Source:
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