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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
Luxembourg in French, please refer to: https://lohnspiegel.lu,
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MAJOR LEGISLATION ON
EMPLOYMENT AND LABOL

1.  Labour Code 2006

Civil Code 1803, last amended in 2014

3.  Social Security Code 1925, last
amended in 2013

4.  Constitution of Luxembourg 1868,
last revised in 2009

5.  Grand-Ducal Regulation of 10 July
1974 relating to equal pay for men
and women

6. Penal Code 1879, last amended in
2016

N

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

ILO Conventions

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

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

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

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

o .
. ® Wagelndicator

Decent Work Ch20is | 3



9 Labour Code 2006

Minimum wage is the minimum level of
payment that all male and female wage
earners, without any intellectual or physical
disability, are entitled to receive. On receipt
of recommendations from the government
every two years, the legislature fixes the
minimum wage through a statute.
Minimum wage is adjusted taking into
account the general economic conditions
and incomes in the country and according
to the evolution of the average wage level.
The raise in the minimum wage is
determined by the increase in the cost of
living index. Moreover, the wage rate varies
according to the employee's professional
qualifications and age. Wage increase in
Luxembourg depends on the wage
indexation which is an automatic
mechanism for adjustment of wages in line
with changing living costs as determined by
STATEC, the national statistics office. The
last adjustment of the wage index was done
in October 2013. From 01 January 2017,
wage index rose from 775.17 to 794.54. The
wage index increase implies a 2.5%
increase in the gross wages paid to the
workers.

Wages may also be set through collective
bargaining however the wage rate may not
be less than the national minimum wage
rate. Workers are entitled to the social
minimum wage however if a company's
financial position does not allow it to pay
even minimum wage, a temporary order
may be issued by the Minister of Labour
allowing the company to pay a wage that is
lower than the national minimum wage
rate. In the case of disabled employees, an

employer may apply to the Commission
d'orientation et de  reclassement
professionnel for application of a lower
minimum wage rate to a worker whose
physical or mental disability renders
him/her unable to work with the same
efficiency as a worker without any
disability.

Minimum wage for unskilled workers who
are 18 years and over is referred to as the
general minimum wage. The minimum
wage for qualified workers who are 18 years
and over is 120% of this general minimum
wage.

The wage rate for workers under 18 years of
age is expressed as a percentage of general
minimum wages. It is 80% of the general
minimum wage for workers who are 17-18
years old and 75% for the general minimum
wage for those workers who are 15-17 years
old.

In order to be considered as qualified, an
employee must either have undertaken a
recognized official certificate at least
equivalent to a vocational skills certificate
(certificat d’aptitudetechnique et
professionnelle-CATP) or a vocational
diploma (dipléme d’aptitude
professionnelle-DAP) from a Luxembourg
technical secondaryschool;or have a
manual skills certificate (certificat de
capacité manuelle-CCM) or a certificate of
vocational ability (certificat de capacité
professionnelle-CCP) and proof of at least
two years’ experience in the trade; or have
a vocational initiation certificate from a
technical secondary school (certificat
d’initiation technique et professionnelle-
CITP) and proof ofat least 5 years’ practical
experience in the trade or profession; or, if
he does not have a qualification, proof of at
least 10 years’ practical professional
experience (if a certificate exists for the

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Luxembourg in French, please refer to: https://lohnspiegel.lu,
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required qualification); or provide proof of
at least 6 years’ practical experience in a
trade requiring a certain technical capacity
and for which an official certificate is not
issued for training.

Labour and Mines Inspectorate is
responsible for ensuring compliance with
the labour legislation including the
provisions on minimum wage and payment
of wages. If an employer fails to pay the
specified minimum wage rate, he/she is
liable to a fine of between € 251 and
€25,000. In the event of repeated offences
within a period of two years, these fines
may be doubled.

Sources: §222 of Labour Code 2006

For updated minimum wage rates, please
refer to the section on minimum wages.

http://www.itm.lu/home/droit-du-
travail/salaire-social-minimum.html

Salary is the direct compensation for work
carried out by the employee for his
employer. It may consist of various
elements in cash or in kind. The benefits in
kind include provision by the employer of
the food, meal vouchers (tickets for
restaurant), housing, company transport,
etc.

The value of benefits in kind can be freely
determined by the employer and employee
in the employment contract. The value of
benefits in kind must be clearly mentioned
in the employment contract.

The frequency of wage payments can be set
under an employment contract however
salary has to be paid every month, at the

latest on the last day of calendar month for
work performed during that month. The
wage payment must be accompanied by a
pay slip. The document (pay slip) must
clearly mention the exact amount and
detailed method of calculating wages
expressing in particular the work period
and the total number of hours of work equal
to the wages paid, the rate of pay for hours
worked and any other paymentin cash orin
kind.

At the termination of employment contract,
the salary statement must be provided to
the worker and wage/salary still due must
be paid within 5 days of termination of an
employment contract.

Sources: §121-4, 125-7 & 222-1 of Labour
Code 2006

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

ILO Conventions

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

Luxembourg has ratified both the Conventions 01 and 171.

Summary of Provisions under ILO Conventions

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

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

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

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

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Luxembourg in French, please refer to: https://lohnspiegel.lu,
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9 Labour Code 2006

Working hours are all those hours during
which the worker is at the disposal of the
employer. However, it excludes the rest
periods during which workers are not at the
disposal of the employer. The general
working hours are 8 hours a day and 40
hours a week. The daily and weekly hours
limit is averaged over a reference period of
4 weeks. A longer reference period
(maximum of 12 months) may also be set
under a collective bargaining agreement
however the daily and weekly working time
may not exceed 10 hours and 48 hours
(inclusive of overtime) respectively. For
adolescents/teenage workers (15-18 years),
the maximum working time is 40 hours a
week.

In certain sectors, where there is
exceptional seasonal work overload, the
collective agreement may permit daily and
weekly working hours as 12 hours and 60
hours respectively for a period of up to six
weeks. For work performed due to seasonal
work overload, each hour worked beyond 8
hours a day and 40 hours a week must be
paid as overtime if no compensation
system is in place. If there is a
compensation system in place, each hour
worked beyond 10 hours a day and 48 hours
a week is paid as overtime.

Overtime is the work which is performed
beyond daily and weekly limits of normal
hours of work. Overtime is generally
authorised under the following conditions:
to allow special work to be carried out
(inventories and liquidations); to prevent
the loss of perishable products or avoid the

endangering of the technical results of
work; work undertaken to cope with an
actual or threatened (imminent) injury; and
for emergency work to avoid serious
interference with the ordinary working of
the institution. Overtime work may not be
performed for more than two hours per day.
Thus, the total working hours during a day
cannot exceed 10 hours.

Under the amended Labour Code,
employers now can set up a working
organization plan (POT) allowing them to
determine the weekly working hours with
flexibility and extends the reference period
from one month to four months. A
collective agreement may still raise the
reference period to maximum of 12 months.

Under the December 2016 amendment in
the law, overtime is performed if the hours
worked during the reference period exceed
40 hours on average and where the hours
worked exceed a certain limit: any hours
exceeding 20% beyond the normal working
hours (48 hours a week and 192 hours per
month) in a reference period of up to 1
month; any hours exceeding 12.5% beyond
the normal working hours (45 hours per
week and 180 per month) in a reference
period of 1-3 months; any hours exceeding
10% beyond the normal working hours (44
hours per week and 176 hours per month)
over a reference period of 3-4 months. The
companies using POT and granting workers
extra days of annual leave are now subject
to higher maximum working hours. If a
worker is made to work beyond those hours
(as specified above), only then is the work
considered and paid as overtime.

Workers may be given time-off or paid a
premium rate for overtime hours. In the
case of compensatory time-off, one and
half hour (90 minutes) of time-off is
provided against each hour (60 minutes) of

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Luxembourg in French, please refer to: https://lohnspiegel.lu,
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overtime worked. In the case of financial
compensation, worker is paid 140% of the
normal wage rate for overtime hours (the
premium is only 40%). Work plan for
engaging workers for overtime s
established at least five weekdays before
the reference period for that purpose and
submitted to staff delegation. Overtime
compensation  provisions are  not
applicable to senior managers/executives.

For part-time workers, overtime is possible
on voluntary basis, may not exceed the
duration of normal working time for a full-
time employee; and must be a governed by
the employment contract. Overtime is
prohibited for young as well pregnant and
breastfeeding workers.

Employers are now required to keep a
working time register to maintain details on
beginning and end of daily working hours,
extension of working hours beyond the
standard hours, hours worked on nights,
weekly holidays and public holidays. If the
employer fails to comply with the
provisions (to maintain such a register), it
will expose the worker to administrative
fine or criminal sanction.

Sources: §211, 334 & 336 of Labour Code
2006

Night work is the work performed during
the interval between 22:00 and 06:00 for all
sectors except hotel and catering (where
this interval is 23:00 to 06:00). Night worker
is the worker who spends at least three
hours of his/her working time during the
night period or worker, who, by virtue of a
collective agreement, is likely to perform
night work for at least one quarter (25%) of
their annual working hours.

The daily working hours for night workers
cannot exceed 8 hours on average per 24-
hour period over a 7-day period. Night
workers carrying out hazardous work
cannot work more than 8 hours a day for
every 24-hour period.

An employer has to make additional
payments for night workers if a collective
agreement is in place or in the hotel and
catering sector. A collective agreement
must provide for a premium for night work
which cannot be less than 15%. A collective
agreement may provide a higher rate of
premium pay for night work. In the
hospitality (hotel and catering) sector, the
premium pay is 25% for night work
performed between 01:00 and 06:00
(worker may either be provided a
compensatory time-off). The additional
payment for night work is also exempt from
taxes.

Night workers are entitled to medical
examination before the start of night and
afterwards at regular intervals. Employer is
required to transfer a worker to suitable
daytime position if a medical examination
has determined that night work is harmful
for the worker's health.

Sources: §162-12, 211, 212-8, 326-1 & 326-9
Labour Code 2006

Generally, Sunday work is prohibited for all
employees and apprentices from midnight
to midnight. Work on a weekly rest day is
permitted for family undertakings,
surveillance of business premises, work
necessary for the continuous operation of a
business, work necessary to avoid the
deterioration of raw materials or products,
and urgent works which is necessary to

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Luxembourg in French, please refer to: https://lohnspiegel.lu,
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arrange rescue measures, avoid imminent
accidents or repair damage to equipment,
installations or buildings.

If a worker performs work on Sunday for
more than four hours, he/she has the right
to full day of paid compensatory leave. If a
worker has worked less than 4 hours on a
Sunday, he/she is entitled to half a day's
paid rest. In addition to this time-off,
worker is also entitled to get 70% of his/her
normal wage for every hour worked on
Sunday. If work on Sunday is also
considered overtime, workers are entitled
to premium rate of 140% of the normal
wage rate for those hours worked on
Sunday or compensatory time-off as
calculated under the law. Adolescent
workers who work on a Sunday or Public
Holiday receive a 100% increase in their
salary.

Sources: §231 & 344-14 of Labour Code 2006

If a worker works on a weekly rest day
(Sunday), heis entitled to a premium rate of
70% for every hour worked on Sunday, in
addition to the compensatory rest. For
work performed on a public holiday, worker
is paid a premium rate of 200% of the
normal wage rate for every hour worked on
a public holiday.

Sources: §231-7 & 232-7 of Labour Code
2006

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

Luxembourg 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
Luxembourg in French, please refer to: https://lohnspiegel.lu,
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M Labour Code 2006

Every employee, with three uninterrupted
months of qualifying service, has the right
to annual paid leave. The general duration
of annual leave is 25 working days per year.
From 1 January 2019, the minimum
duration of annual leave has been
increased from 25 to 26 working days.
During the first year of employment, an
employee may claim 1/12 of the holidays
for every month worked. There is also
provision of supplementary/additional
leave for some workers: 6 days for workers
with disabilities and for physically or
mentally disabled persons; 3 days for
mining workers; and 6 days for those
workers whose weekly rest period is less
than 44 hours per week. Aworker must have
worked at least 15 calendar days in a month
for that month to be counted as one full
month for calculation of annual leave.

The annual leave provision for part-time
employees is calculated on pro-rata basis
however the annual leave period is not
expressed in days rather in hours. An
employee who works 20 hours per week is
entitled to 100 hours of annual leave while
an employee who works 32 hours per week
is entitled to 160 hours of annual leave.

Annual leave must be approved by
employer at least one month in advance on
the request of an employee. An employee
may plan his annual leave as he/she wishes
however an employer may refuse to grant
leave on employee's proposed dates due to
operational requirements and due to the
justified wishes of other employees. An

employer cannot require an employee to
take leave without employee's consent and
cannot force the worker to take unpaid
annual leave.

Splitting of annual leave is allowed under
the law however its minimum duration
must be 12 consecutive working days (in
April 2018, amended to 14 consecutive
working days) except in the event of an
agreement between the parties. Annual
leave should be taken during the year in
question. Annual leave may be deferred
until 31st December of the following year,
on the employee's request, if it consists of
leave accumulated during the first year of
work for the employer and that could not be
taken in full; until 31st March of the
following year if the employee was not able
to take his leave due to operational reasons
or the justified wishes of other employees
or if the employee has days of annual leave
while going on maternity leave, adoption
leave or parental leave; and until after the
date of the return to work if the employee
has not been able to take annual leave due
to sick leave.

Workers who are obliged to take a special
leave in order to acquire or perfect their
language skills in Luxembourgian will have
the 50% of their salaries reimbursed by
public funds; the rest of the salary will be
paid by their employers.

In compensation for an extension of the
reference period from one month to four
months, the employees are entitled to extra
days of leave as follows: 1.5 days for any
reference period of 1-2 months, 3 days for
any reference period of 2-3 months, and 3.5
days for any reference period of 3-4 months.

Sources: §211(6) and 233 of Labour Code
2006; Loi du 19 décembre 2014 relative a la

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Luxembourg in French, please refer to: https://lohnspiegel.lu,
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mise en oeuvre du paquetd’avenir -
premiére partie Article 3.

Luxembourg has eleven public holidays of
both religious and memorial nature. The
Public Holidays are New Year's Day
(January 01), Good Friday, Easter (Monday),
Labour/May Day (May 01), Ascension Day,
Monday of Pentecost, Birthday of the Grand
Duke on 23 June, Assumption Day, All
Saints' Day, Christmas Day (December 25)
and Boxing Day (December 26). From 2019
onward, Europe Day, celebrated annually
on 9 May, is declared a statutory public
holiday.

Public holidays in Luxembourg are paid
holidays. If a public holiday falls on a
Sunday, one additional compensatory
leave day is granted to the worker within
three months. If needs of the undertaking
do not allow taking of this compensatory
leave, it should be taken before end of
calendar year. For public holidays during
November and December, these are to be
taken within the following three months.

However, no additional  financial
compensation is provided for workers who
by his/her fault has not worked on the eve
of the day following public holiday or who is
absent for more than three days during the
25-day period preceding the public holiday
without producing justification, even with
valid absence reasons.

Sources: §232 of Labour Code 2006

Workers are allowed a daily rest period of at
least 11 uninterrupted hours within the
period of 24 hours. Aworker has theright to
a rest period of at least 44 uninterrupted
hours within a period of seven days.

The weekly rest day is generally Sunday. If a
worker is employed on weekly rest day,
employers not only have to provide
compensatory rest but also premium pay.

Where the daily working time exceeds 6
hours, workers are entitled to one more
(paid or wunpaid) rest periods. Young
workers are entitled to (paid or unpaid) rest
break of at least 30 consecutive minutes
after 4 hours of work.

The adult workers are entitled to a daily rest
period of 11 consecutive hours within a 24-
hour period. The young workers, on the
other hand, are entitled to 12 consecutive
hours within a 24-hour period.

Sources: §211, 231, and 344 of Labour Code
2006

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

ILOConventions

Convention 158 (1982) on employment termination

Luxembourg 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
Luxembourg in French, please refer to: https://lohnspiegel.lu,
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9 Labour Code 2006
9 Civil Code 1803, last amended in 2014

An employment contract must be
concluded in written form regardless of
whether the contract of employment is for
fixed term or indefinite term. A written
employment contract must be drawn up
and signed between the parties before
commencement of employment. The
employment contract must be drawn up in
two originals, one copy for each party.

A contract of employment must state the
following information: identity of the
parties; date of commencement of
employment; workplace; job description;
duration of work (working hours per day or
per week); work schedules; remuneration;
duration of the paid leave periods; duration
of the notice period; duration of the
probationary period, if any; reference to the
applicable collective bargaining
agreement; and reference to the extra-legal
pension scheme, if any. Certain provisions
must be expressly provided in writing to be
enforceable like probationary period and
non-compete provisions. Certain
additional provisions have to be added for
fixed term contracts. A fixed term contract
must have the following additional
information: ground for entering into fixed
term contract; expiry date of a fixed term
contract; minimum employment duration
when expiry date is not clearly provided;
name of the absent employee if fixed term
contract is signed for temporary
replacement of an absent employee;
duration of any probationary period; and
any renewal clause.

An employment contract must be validly
concluded in any language that s
understood by both contracting parties. An
essential element of the validity of an
employment contract is the consent of the
obligated party to enter into a contract. If
an employment contract is concluded in a
language unknown to employee, such
contract may be declared invalid on the
basis of lack of consent. Thus, an
employment contract may be concluded in
any of the official languages (French,
German or Luxembourg) or any other
language understood by both parties
(usually English).

Although the Labour Code requires a
written contract, a verbal agreement is not
void and an employee may establish the
existence of a verbal agreement by all
means of evidence. If either of the parties
refuses to sign a written contract, other
party may terminate the employment
contract without any notice or payment of
compensation within 30 days of the
effective date of such contract. However,
such termination should not occur during
the first three days of the submission of
request to sign a written contract.

Sources: §121-4, 122-2 of Labour Code
2006; §1109 of Civil Code 1803, last
amended in 2014

An employment contract may be concluded
for a fixed term or indefinite term. There
must be objective and material reasons for
signing a fixed term contract. If it is not
clearly specified that employment contract
is for a fixed term, it is deemed to be a
contract of indefinite term. A fixed term
contract worker should not be engaged for
the permanent tasks of an enterprise. A

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Luxembourg in French, please refer to: https://lohnspiegel.lu,
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fixed term contract can be used to replace
temporary absent employees (on some
type of leave); to meet the seasonal,
temporary or urgent increase in the work
load; to hire categories of unemployed
persons registered with Agence pour le
Développement de  UEmploi; and
employment intended to promote hiring of
certain categories of workers or to engage
in training.

Afixed term contract may be renewed twice
however some categories of workers
(teachers, artists, performers, and athletes)
are not subject to restrictions on renewals
of fixed term contracts. The maximum
length of a fixed term contract including
renewals cannot exceed 24 months in
duration. Fixed term contract for seasonal
work cannot exceed 10 months in a 12-
month period. In limited situations,
maximum length of a fixed term contract
including renewals is 60 months.

Sources: §122 of Labour Code 2006

A fixed term employment contract or
contract of indefinite term may provide for
probationary or trial period clause. The
purpose of trial period is to help an
employer assess the professional skills of a
newly hired employee for the tasks
entrusted to him and enabling an employee
to determine whether the job suits him and
meets his expectations. The parties may
agree on not having a probationary clause
in the employment contract. The
probation/trial period clause must be
clearly spelled out in the employment
contract and before the commencement of
employment.

In general, trial period cannot be less than
two weeks nor more than six months. The
general maximum length of trial period for
an indefinite term contract is 06 months.
There are however certain exceptions. The
probationary period is 3 months for
employees whose education level is less
than “certificat d’aptitude technique et
professionnelle de ’enseignement
secondaire  technique” (CATP). The
probationary period, on the other hand, is
12 months if the initial gross monthly wage
is greater than a certain amount,
determined by a decree (€4,154.91). The
probation cannot be extended or renewed.
However, if the trial period was suspended
because of illness or family leave of an
employee, the trial period is extended for
the duration of such suspension however
the total length of extension in this case
cannot exceed one month.

Sources: §121-5 of Labour Code 2006

An employer may terminate the services of
an employee by giving a notice in writing. In
the notice of termination, employerinforms
the employee of his decision to terminate
the contract specifying the term of notice
and the date on which such notice expires.
If an employer does not specify that
dismissal is subject to notice, it is
considered dismissal with immediate effect
(summary dismissal). Employer is not
required to state the reason for termination
in the same letter of dismissal with notice.
Within one month of notice of termination,
an employee may ask the employer to
provide for the reasons leading to
dismissal. On receipt of such request by the
employee, an employer is required to
specify the reasons which led to dismissal.
The reasons must be real and serious and

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Luxembourg in French, please refer to: https://lohnspiegel.lu,
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should relate to employee's conduct or
capacity (personal reasons) or based on the
needs and operations of the enterprise
(business/economic  reasons). If an
employer does not provide response to the
request of employee to specify reasons for
dismissal, such dismissal is considered
unfairand employee s entitled to damages.

A fixed term employment contract may be
terminated before expiry of its term in the
event of misconduct or by the common
consent (agreement) of parties. An
indefinite term contract may be terminated
by either party immediately (summary
dismissal) in the event of gross misconduct
by the other party; or with notice period if
there is a real and serious cause for
termination. Both the fixed term and
indefinite term contract can be terminated
by common consent of the parties.

Termination with notice may arise only in
the case of an indefinite term contract and
must be based on above mentioned
objective and serious reasons. An
employer, employing at least 15 persons,
must notify the Comite de Conjoncuture of
any termination/redundancy taking place
on any grounds not linked to employee's
aptitude or conduct. The term of notice
period varies according to seniority of
employees in the company. The notice
period is 02 months for less than 5 years of
service; 4 months for more than 5 but less
than 10 years of service; and 6 months for
equal to and more than 10 years of service.

A termination notice takes effect only on
the first or fifteenth day of the month.
Notice given before the fifteenth of the
month will take effect on the fifteenth.
Notice given after the fourteenth day takes
effect on the first day of the following
month. In the event of gross misconduct, an
employer may terminate an employment

contract without notice in the case of an
indefinite term contract and before the end
of its term in the case of a fixed term
contract. Dismissal is considered unfair and
abusive if an employer fails to provide an
employee with detailed grounds leading to
dismissal; dismissal is not based on serious
and genuine reasons related to employee's
aptitude (capacity) or attitude (conduct) or
arising from operating needs of the
enterprise (business or economic reasons);
and if the dismissed employee was
protected against any dismissal. The
prohibited grounds include marital status,
pregnancy, maternity leave, race, sexual
orientation, religion, political opinion, age,
trade union membership and activities,
disability and ethnic origin of a worker. The
workers enjoying special protection are
workers' representatives, pregnant women
and women on maternity leave.

An employee may also terminate an
employment contract (resignation) after
serving a notice to the employer. In the case
of gross misconduct on the part of
employer, no prior notice is required.
Employee must also clearly indicate the
reasons that led to his resignation. The
notice period in the case of resignation by
employee is half the period that an
employer has to follow in the case of
dismissing an employee. Thus, the
resignation notice is 01 month for less than
5 years of service; 2 months for equal to or
more than 5 but less than 10 years of
service; and 3 months for equal to and
greater than 10 years of service.

Employment contract may be terminated
during the probationary period without
paying any compensation. During the first
two weeks of probation period, an
employment  contract cannot  be
terminated without the consent of the
other party. The notice period during the

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
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probation period is calculated based on the
length of probationary period set in the
employment contract or collective
agreement. The notice period during trial
period is the same for the both the worker
and the employer. The notice period is 2
days for 2 weeks of trial period; 3 days for 3
weeks of trial period; 4 days for 4 weeks of
trial period; 15 days for 2 months of trial
period; 16 days for 4 months of trial period;
20 days for 5 months of trial period; 24 days
for 6 months of trial period; 28 days for 7
months; and 01 month for 8-12 months of
trial period. The notice period is counted in
calendar days and not in working days.
Summary dismissal is possible during the
trial period.

The members of staff delegations, health
and safety representative and the equality
representative, benefit from special
protection against dismissal. They cannot
be dismissed; cannot be convened to a
preliminary interview prior to dismissal,
and the essential provisions of their
employment contracts cannot be modified.
The special protection covers the whole
duration of their mandate and expires 6
months at the end of their mandate. A non-
elected candidate benefits from protection
against dismissal for a period of 3 months
after the submission of candidacy.

Sources: §124, 251-1 & 337-1&5 of Labour
Code 2006; Law of 23 July 2015 on the
reform of social dialogue within companies

Employees are entitled to severance pay
(indemnité de départ) depending on the
seniority of the worker with the employer.
Severance pay is due to a dismissed
employee having completed at least 5 years
of service. The amount of severance pay

ranges between one to twelve months
depending on the employee's seniority.
There is no severance pay if a worker has
worked for less than five years. The
severance pay is 01-month salary for at
least 5 but less than 10 years of service; 02
months' salary for 10-15 years of service; 03
months' salary for 15-20 years of service; 06
months' salary for 20-25 years of service; 09
months' salary for 25-30 years of service;
and 12 months' salary for more than 30
years of service. There is no provision for
severance payment if employment contract
is terminated for gross misconduct.

Employers with fewer than 20 employees
may pay severance pay or pay for longer
notice periods. For at least 5 years but less
than 10 years of service, severance pay is
one month's salary or 05 months' notice; for
10-15 years of service, severance pay is 02
months' salary or 08 months' notice; for 15-
20 years of service, severance pay is 03
months' salary or 09 months' notice; for 20-
25 years of service, severance pay is 06
months' salary or 12 months' notice; for 25-
30 years of service, severance pay is 09
months' salary or 15 months' notice; and
for more than 30 years of service, severance
pay is 12 months' salary or 18 months'
notice.

Severance pay is not due in the following
cases: justified dismissal with immediate
effect; automatic  termination of
employment contract due to expiry of
contract; resignation with notice by the
worker; termination by mutual consent;
early retirement and unfair resignation with
immediate effect by the worker.

In line with the amendment in the Labour
Code through Omnibus Law of April 2018,
an employee who has resigned with
immediate effect for gross misconduct by
the employer is entitled to the same

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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compensation as an employee whose
dismissal with immediate effect has been
declared abusive by the Labour Court. Such
workers are entitled to compensation in
lieu of notice and severance pay.

Sources: §124-7 & 9 of Labour Code 2006

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

ILO Conventions

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

Luxembourg has not ratified the Convention 156.

Summary of Provisions under ILO Convention

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

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

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

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
Luxembourg in French, please refer to: https://lohnspiegel.lu,
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9 Labour Code 2006
1 Social Security Code 1925, last
amended in 2013

There is no special entitlement defined as
paternity leave. However, employees are
entitled to "leave due to extraordinary
circumstances" (special leave) which gives
them the right to take two days off in the
case of birth or adoption of a child. The
special leave is paid by the employer and
covers 100% of the worker's earnings.

Under the law of 15 December 2017,
applicable from January 2018, the paternity
leave for fathers has been increased from 2
days to 10 days. These 10 days can be split
and taken within the two months of child
birth. Similar provision is applicable to
parents on adoption of a child under 16
years.

Sources: §233-16 of Labour Code 2006

Parental leave is special leave granted to
parents on birth or adoption of a child and
can be availed before a child reaches the
age of five years. The leave must be taken at
least one and a half months before a child
reaches the age of five years. Parental leave
duration is six months. Parental leave
cannot be split, i.e., it must be taken in full
and at once (in one go). In agreement with
the employer, parental leave may be
availed as part time. In that case, the
duration of leave is 12 months. Parental
leaveisindividual entitlement and it cannot

be transferred from one parent to the other.
Allemployees are eligible for parental leave
if they have worked for at least one year
with the same employer (for at least 20
hours per week) and if they take care of the
child at home.

Both parents cannot take parental leave at
the same time. If both parents apply for
parental leave, mother has priority. There is
also first and second parental leave. The
first parental leave is taken by either of the
parents following maternity leave. The
second parental leave is taken by the other
parent until the child is 05 years old.
Parental leave duration does not increase
in the case of multiple births or single
parents. There is also provision for unpaid
parental leave of four-month duration if a
parent does not take first parental leave
and wishes to reserve the second parental
leave to the other parent.

Employment relationship is suspended
during parental leave; the employer is not
required to pay an employee during
parental leave of six months (full time
leave). During parental leave of 12 months
(part time leave), workers are entitled to at
least 50% of their earnings. Parents are
entitled to a monthly allowance (flat rate)
paid by the National Fund for Family
Services (CNPF). The parental leave
allowanceissetataflatrate of€1,778.31 for
a full-time leave and €889.15 for part-time
leave regardless of the beneficiary's work
before parental leave.

Sources: §234(43-48) of Labour Code 2006;
§306 of Social Security Code 1925, last
amended in 2013

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
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Flexible working option is not clearly
provided for parents.

In April 2019, Luxembourg has introduced a
system of time banking for private sector
employees to enhance flexible working and
improve work-life balance.

A ‘time savings account’ (TSA) may be
established by an organisation for its
workers who have completed two years of
service. A TSA may be established by a
collective bargaining agreement or sectoral
or national agreement. However, TSA is
optional and an employee cannot be
required to use it. The TSA can be credited
with the additional annual leave days
granted above the 26-day annual leave;
overtime; compensatory rest days resulting
from Sunday work. The maximum time
credit is however limited to 1800 hours. A
worker may use their banked hours after
submitting a written request. However, it
should not conflict with the work
requirements or other workers’ request for
time-off. A worker using hours from TSA is
considered to be on paid leave. Worker has
the right to return to his work on
completion of requested time-off.

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.

Luxembourg 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
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9 Social Security Code 1925, last
amended in 2013
I Labour Code 2006

Insured pregnant workers are entitled to
medical assistance, hospitalization,
assistance of midwife for childbirth,
medicines as well food for new-borns. Cost
of dietary products for infants is covered by
a lump sum benefit.

The healthcare system is financed by the
social security contributions on employer
(30 per cent) and employees (30 per cent)
and a contribution from state (40 per cent).
The state contribution is based on general
tax revenues.

Sources: Social Security Code 1925, last
amended in 2013; Health Code

Employer is under obligation to
communicate to any woman employed in a
company, among other committees and
delegates, the lists of works/jobs in which
pregnant or breastfeeding workers may be
engaged after a risk assessment and
elimination of any possible negative effect
on pregnancy and breastfeeding. For
activities that are likely to present a specific
risk of exposure of pregnant or
breastfeeding women to certain harmful
agents, processes or working conditions,
the employer is held to determine the
nature, degree and duration of exposure in
order to assess any risk for the safety or
health of pregnant women or nursing

mother to determine the protective
measures that need to be taken.

If results of the risk assessment indicate a
risk to pregnant or breastfeeding workers
or any negative effect on pregnancy or
breastfeeding, employer has to take
necessary measures to avoid the risk by
adapting the working conditions or working
time of these workers during the whole
period considered appropriate by the
doctor.

If the adaptation in the working conditions
or working time is not possible or cannot be
justified by justified reasons, employer has
to transfer the worker to another job,
maintaining her previous wage level.
However, in cases, where the transfer is not
supported due to justified reasons, the
worker is released from her job till the time
recommended by the physician. During this
term, the worker receives cash benefits
from the social security scheme.

Sources: §234(43-48) and 334 of Labour
Code 2006; Annex-1 of the Labour Code
specifying agents and processes with a
specific risk of exposure for pregnant and
nursing women

Female workers are entitled to 16 weeks of
maternity leave. Of these 16 weeks, 8 weeks
is pre-natal and 8 weeks is post-natal leave.
If child birth occurs before expected date of
delivery, days of pre-natal leave that are not
taken are added to the post-natal leave. On
the other hand, if child birth occurs after the
expected date of delivery, post-natal leave
is extended until the effective date of birth,
without reducing the duration of post-natal
leave which remains 8 weeks.

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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Post-natal leave is extended by 4 weeks
(total duration: 12 weeks) in case of pre-
mature delivery (before 37th week of
pregnancy), multiple births, and in case of
breastfeeding.

Under the Law of 15 December 2017,
applicable from January 2018, the post-
natal leave is 12 weeks for all kinds of
pregnancies. A woman worker cannot be
engaged in 12 weeks after giving birth. The
post-natal period is certified by the medical
certificate indicating the date of delivery.

Sources: §332 of Labour Code 2006

Workers are entitled to financial maternity
benefits during the term of maternity leave
with the condition that an employee (or
self-employed worker) must have been
registered with the sickness and maternity
insurance for at least 6 months during the
12 months preceding maternity leave.

Workers are entitled to their full salary
during the term of maternity leave. Those
female individuals who are not entitled to
maternity benefits during maternity leave
are granted maternity allowance. Maternity
benefit cannot be lower than the social
minimum wage, i.e., gross amount of
EUR1921.03 per month (as of January
2014). Maternity benefit cannot be higher
than five times the social minimum wage,
i.e., gross amount of EUR9, 605.13 per
month (as of January 2014). Maternity
benefit cannot be cumulated with other
benefits like sickness benefit.

The Maternity leave is funded in the same
way as sickness benefits, with funding
shared between employers (30 per cent),

employees (30 per cent) and the State (40
per cent).

Sources: §332 of Labour Code 2006; §25 of
Social Security Code 1925, last amended in
2013

Dismissal with notice (ordinary dismissal) is
prohibited during pregnancy (as certified
by a medical practitioner through a
certificate), during a period of 12 weeks
following child birth and during parental
leave. Dismissal of a pregnant worker is also
prohibited during the probation period.

An employee may be dismissed with notice
in the event of cessation of business
(economic reason). Summary dismissal
(without any notice) is also allowed in the
case of serious misconduct by the worker.

Sources: §234(48) & 337(1,2 & 3) of Labour
Code 2006

After availing maternity and parental leave,
employee has the right to return to her (or
his) former position/job. If former
job/positionis no longer available, a similar
employment corresponding to
qualifications with equivalent salary must
be provided.

Sources: §234(45 &48) & 332(3) of Labour
Code 2006

On their return to work after availing
maternity leave, breastfeeding employees
must be granted breastfeeding breaks on

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation in
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their request. The request for such breaks
has to be accompanied by medical
certificate  certifying that she s
breastfeeding. The breastfeeding breaks
have to be taken as follows: either two
periods of 45 minutes each at the start and
end of the employee's normal working day
or a single 90 minute period when the
working day is divided by a one hour break
only and/or the woman cannot breastfeed
her child at a location close to her
workplace. Breastfeeding breaks must be
considered as working time and paid
accordingly.

Sources: §331(2) & 336(3) of Labour Code
2006
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07/1HEALTH & SAFETY

ILOConventions

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)

Luxembourg 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
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9 Labour Code 2006

An employer is required to protect the
health and safety of workers at the
workplace in accordance with the
provisions of Labour Code. Workers have
the right to the type of work and working
environment which is safe and without risk
to health.

Employers have to ensure the health and
safety of worker by implementing measures
including prevention of occupational risks;
provision of information and training; and
provision of necessary organization and
means. Employers are required to
undertake a risk assessment at the
workplace; take necessary measures to
avoid risks; reduce risks at the source of its
occurrence; adapting the work to the

- Code 2006
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