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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 Qatar in Arabic, please refer to: https://rawateb.org/qatar
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MAJOR LEGISLATION ON
EMPLOYMENT AND LABOL

1. Permanent Constitution of the State
of Qatar 2004

2. Penal Code (Law No. 11 of 2004)

3.  LabourLaw (No. 14 of 2004)

4.  Law On the Entry, Exit, and Residency
of Foreign Nationals (No. 21 of 2015)

5.  Law No 24 of 2002 on Retirement and
Pensions (implemented in 2003)

6. The extension of protection to Gulf
Cooperation Council citizens working
abroad 2007

7.  Compulsory Education Act No. 25 of
2001

8. Law No. 15 for the year 2011 on
combating trafficking in persons

9. Law No. (17) of 2020 on determining
the National Minimum Wage for
Workers and Domestic Workers

10. Decree No. 25 of 2020 Setting the
Minimum Wage for Workers and
Domestic Workers

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Qatar in Arabic, please refer to: https://rawateb.org/qatar
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01/13NORK & WAGES

ILO Conventions

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

Qatar 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 Qatar in Arabic, please refer to: https://rawateb.org/qatar
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Labour Law (No. 14 of 2004)

1 Law No. (17) of 2020 on determining
the National Minimum Wage for
Workers and Domestic Workers

Wages are determined by individual
employment contract. If wage is not
specified in the employment contract, the
worker is entitled to the wage specified in
the enterprise work regulations. In the
absence of these, worker is entitled to a
wage equivalent to the wage specified for
work of a similar type in the establishment
and otherwise in accordance with the
custom applicable to the profession in the
place of performance of the work. In the
absence of custom, a court order may
specify wages in accordance with the
requirements of justice.

Qatar enacted its minimum wage law in
August 2020. The new legislation (Law No.
17 of 2020) and its implementing regulation
(Decree No. 25 of 2020) are applicable from
March 2021. The law allows the Minister for
Administrative Development, Labour and
Social Affairs to determine and revise the
minimum wages at least once a year. The
Law stipulates the establishment of a
Minimum Wage Commission, the details of
its establishment are to be determined by a
decision of the Council of Ministers. The
Commission shall examine and review the
minimum wage for workers and domestic
workers in line with specific parameters
and make recommendations to the Minister
for adoption.

The determination or revision of minimum
wages must take into account economic
factors, including economic growth,

competitiveness and productivity, and the
needs of the workers and their families.
Minimum wage is the lowest amount that
workers and domestic workers can receive
under this law regardless of their tasks,
earnings or skills levels.

A non-discriminatory minimum wage,
applicable  to both local and
migrant/foreign workers, is in force since
March 2021. The law includes minimum
thresholds for basic wage, food and
accommodation. Qatar has also
established Minimum Wage Commission to
monitor the impact of this non-
discriminatory wage.

Source: §65 of the Labour Law (No. 14 of
2004); Law No. (17) of 2020 on determining
the National Minimum Wage for Workers
and Domestic Workers; Decree No 25 of
2020 Setting the Minimum Wage for
Workers and Domestic Workers

For more information on this, please refer
to the section on minimum wages

Labour law differentiates between the
"basic wage" and the "wage". Basic wage is
defined by the law as the rate of payment
for the work done by the worker in a certain
period of time or on the basis of piece or
production and includes  periodic
increment. Wage is defined as a basic wage
plus all increments, allowances and
bonuses paid to the worker in return for or
in respect of work of whatever kind and
means of calculation.

Employers arerequired to pay workers their
wages and other entitlements in legal
tender, i.e., Qatari Rial, personally during
working hours, at the workplace.
Alternatively, wages may be paid into the

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Qatar in Arabic, please refer to: https://rawateb.org/qatar
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worker's bank account or to a
representative, on worker's written
consent.

Workers whose wages are calculated on
annual or monthly basis are paid at least
once amonth. For all others, wages are paid
on fortnightly basis. The worker must sign
to confirm receipt of the remuneration,
except in case of bank transfer, in worker’s
payroll register or on a pay-slip provided by
the employer. This register or pay-slip must
provide details related to the wage.

The employer who violates any of the
above-mentioned provisions is sentenced
to a maximum imprisonment of one month,
or to a fine ranging two thousand to six
thousand Riyals or both.

Employer cannot oblige workers to
purchase goods produced by them or buy
goods from some specified sources. An
employer cannot withhold a worker’s
wages except by a judicial decision unless
the worker and employer have agreed
otherwise.

Employer may not charge any interest on
the loan. The total deductions from a
worker’s wages must not exceed 10% of the
wage. To pay alimony or debts owed to
third parties, attachment of wages must not
exceed 35% of the worker’s remuneration.
If a worker has to pay compensation for
damage or material loss he may have
caused his employer by reason of
shortcoming or negligence, the wage
deduction cannot exceed 7 days of his basic
wage per month. The sum total of
deduction must not exceed 50% of the
worker's wage.

A worker must be paid his outstanding
wages/dues on the day following

termination of contract (irrespective of
whether termination is on worker or
employer initiative). If a worker resigns
without a notice period, the employer must
pay the remaining dues within seven days
after the employee leaves employment.

Source: §66-71 of the Labour Law (No. 14 of
2004)

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Qatar in Arabic, please refer to: https://rawateb.org/qatar
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02/13COMPENSATION ANL
WORKING HOURS

ILO Conventions

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

Qatar 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 Qatar in Arabic, please refer to: https://rawateb.org/qatar
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1 Labour Law (No. 14 of 2004)

The normal working hours are 8 hours a day
and 48 hours a week. During the month of
Ramadan, the working hours are reduced
and daily and weekly limit of 6 hours and 36
hours respectively is observed. Young
workers may not be retained in the
workplace for more than 7 continuous
hours. Normal working hours for young
workers are 6 hours per day. These are
reduced to 4 hours per day in the month of
Ramadan.

These statutory limits on normal working
hours do not apply to employees
performing security or cleaning work, or
preparatory and complementary work that
must be performed before or after normal
working hours. Government is empowered
to set maximum working hours for these
employees, and for any other categories of
employee, by order, but no such order
could be located.

Workers should not work for more than 5
consecutive hours, interval of 1-3 hours
must be given for prayers, rest and taking
meals. The rest interval is independent of
normal working hours and thus is not
counted in working hours. The time spent
by the worker in travelling to and from the
place of work and residence of the worker
do not form part of the working hours.

Total working hours, inclusive of overtime,
must not exceed 10 hours per day except
when overtime work is necessary for the
prevention of gross loss or dangerous
accident or for the repair or alleviation of

the consequences of the said loss or
accident. The general daily and weekly hour
limit is not applicable to the persons
occupying responsible positions.

Employer pays up to 25% of the additional
basic wage as compensation of hours of
overtime work. Thus, the overtime wages
are 125% of the normal wage rate. These
provisions are not applicable on workers
occupying responsible positions.

Source: §73-74 & 90 of the Labour Law (No.
14 of 2004)

Night work is the work performed between
21:00 to 06:00.

Night worker is entitled to an allowance
equivalent to 50% of his basic wages for
hours of night work (night premium) except
the shift workers. Thus, the night wages are
150% of the normal wage rate.

Night time work is prohibited for the young
workers. These provisions are not
applicable  on  workers  occupying
responsible positions.

Source: §74, 76 & 89 of the Labour Law (No.
14 of 2004)

Workers may be required to work on weekly
rest days and public holidays to increase
production or to provide public services
and in the event of a disaster or to prevent
a disaster, or to maintain work-related or
industrial equipment or in the public
interest.

Workers must be given compensatory rest
for working on weekly rest days, official

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Qatar in Arabic, please refer to: https://rawateb.org/qatar
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holidays and days of leave. Workers are not
allowed to work for two consecutive rest
days (Friday) except the shift workers.
These provisions are not applicable on
workers occupying responsible positions.

Source: §75 & 76 of the Labour Law (No. 14
0f 2004)

Workers may be required to work on weekly
rest days and public holidays to increase
production or to provide public services
and in the event of a disaster or to prevent
a disaster, or to maintain work-related or
industrial equipment or in the public
interest.

Premium compensation for the work done
on weekends and public holidays is
equivalent to at least 150% of the basic
wage. These provisions are not applicable
on workers occupying responsible
positions.

Source: §75 & 76 of the Labour Law (No. 14
0f 2004)

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

in Qatar in Arabic, please refer to: https://rawateb.org/qatar
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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.

Qatar has not ratified the above-mentioned Conventions.

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 Qatar in Arabic, please refer to: https://rawateb.org/qatar
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91 Labour Law (No. 14 of 2004)

Worker who has completed one year of
service with the employer is entitled to paid
annual leaves of 3 weeks (18 working days).
Three-week annual leave is available for
workers with one to five years of service.
The annual leave is increased to 4 weeks for
five or more years of service.

Worker is entitled to receive his/her basic
wage during annual leave. Employer must
pay all dues and wages for work done in
addition to the wage for the period of
annual leave prior to the starting of annual
leave. Employment is secure during annual
leaves.

Labour law allows splitting of annual leave.
Annual leaves are usually taken in a single
block but employer may divide them in to
two parts after the worker's consent.
According to the requirement of work,
employer decides the date of annual leave.

Workers cannot waive their annual leave
entitlement; instead they can request the
employer to carry over half of their annual
leaves to the following year.

On termination, worker receives payment
in lieu of annual leaves accrued but not
taken.

Source: §79-81 of the Labour Law (No. 14 of
2004)

Public holidays are paid rest days of
religious or memorial nature. Qatar has ten

such holidays. These are Eid al Adha/Feast
of Sacrifice (3 days), Eid al Fitr/Feast of the
Breaking of Fast (3 days), Independence
Day (December December) and 3 working
days to be specified by the employer. Dates
of the Eid holidays are subject to sighting of
moon and thus are liable to change.

Public holidays are paid days and if a
worker is required to work on a public
holiday, he is entitled to compensatory rest
day along with 150% of the basic wage as
premium compensation.

Source: §75 & 78 of the Labour Law (No. 14
of 2004)

Labour law provides for a weekly rest day.
Since the weekly hours of work are
distributed over six working days, workers
are entitled to one day (24 hours) of weekly
paid rest which is Friday except for the shift
workers.

Summer Midday Break

During the hottest time of day, midday
break rules prohibit the labour to work
under direct sunlight. The Decree No. 16 of
2007 has notified timings of midday break
between 11:30 to 15:00 and it is effective
between the dates of 15 June - 15
September. If a company does not comply
with the law, labour inspectors can order
closure for a period of one month as
punishment. Oil and gas companies are
exempted to provide midday breaks.

Source: §75 of the Labour Law (No. 14 of
2004); Ministerial Decision No. 16 of 2007
determining the working hours in exposed
workplaces during the Summer

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Qatar in Arabic, please refer to: https://rawateb.org/qatar
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04/13CONTRACTS &
DISMISSALS

ILO Conventions

Convention 158 (1982) on employment termination

Qatar 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 Qatar in Arabic, please refer to: https://rawateb.org/qatar
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Labour Law (No. 14 of 2004)

Law On the Entry, Exit, and
Residency of Foreign Nationals (No.
21 0f 2015)

= =

Employment contracts are regulated under
the Labour Law. Service contract is an
agreement between an employer and
worker, whether of a definite or indefinite
duration, whereby the worker undertakes
to perform a certain work for the employer,
under his direction or supervision, in return
for a wage. Labour Law requires
employment contracts to be in writing. A
written employment contract is drawn up
in three copies (signed by all the parties),
one copy each for the worker, the employer
and the Ministry of Labour and Social Affairs
for authentication. In the absence of
written contracts, an employee has to
establish his rights through any admissible
evidence.

An employment contract must specify the
following: employer and workplace details;
the name, qualifications, nationality,
profession and residence of the worker and
the proof necessary for his identification;
the date of conclusion of the contract; the
nature and type of the work and place of
contracting; the date of commencement of
the work; the period of the contract (if the
contract is of a definite duration); the
agreed wage and the method and date of
the payment thereof.

The contract must be written in Arabic. If
necessary, translation of the contract in
other language is attached to the contract
written in Arabic. In case of any
discrepancy, Arabic text prevails.

In order to be employed anywhere in Qatar
(including the Qatar Financial Centre),
foreign nationals are required to have a
valid residency visa that permits the holder
to work.

The 2009 sponsorship law gave employers
excessive control over workers. Workers
were allowed to change jobs with the
permission of their current employer, who
had to issue a “no objection certificate”. If
workers left their sponsor for any reason or
work for another employer, it was
considered criminal offence and the
workers were considered to have
“absconded” or to be “runaways”. In order
to leave the country, workers were required
to get the permission of their employer in
the form of an “exit permit”.

Law No. 21 of 2015 regulating the entry, exit
and residency of expatriates came into
force on 13 December 2016. The new covers
the conditions for entry to and departure of
expatriates from Qatar. It regulates their
recruitment (§17-20), sets the conditions
for changing employers (§21-23), and sets
out the conditions for their deportation and
repatriation (§24-28). The new law enables
foreign workers wishing to leave Qatar to
apply to the Ministry of Interior for
permission to do so, up to 72 hours in
advance. If an employer objects to this,
both sides can approach a grievance
committee  (exit  permit  petitions
committee), which is to be set up under the
law to look into such complaints. The new
law obliges an employer to inform the
Ministry 3 days prior to an employee exiting
Qatar. With the approval of employer,
employee may exit Qatar immediately. In
case of emergency, the worker can leave
immediately after notifying the employer
and by approval of the exit permit petitions

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Qatar in Arabic, please refer to: https://rawateb.org/qatar
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committee which must take its decision on
the request within three working days.

A sponsored employee was earlier
prohibited from working for another
employer without a special permission, i.e.,
Non-Objection Certificate. And with such
NOC, a worker had to leave the country for
a minimum of two years before returning to
Qatar to work for another employer. Under
the new law, a worker can switch job to
another at the end of fixed term contract. In
the case of indefinite term contracts,
worker may change job/employer after five
years of service under the current contract
after the approval of employer, Ministry of
Interior and Ministry of Labour & Social
Affairs. In the event of recruiter’s death or
dissolution  of  employer, relevant
authorities may authorize the change of
employer. The  Minister or his
representative may authorize the transfer
of a foreign national labourer who is not
subject to the referenced Labour Law to
another employer if proven that the
Recruiter was abusive, or if required by the
general welfare.

The new law requires the employer to
passport or travel document to the worker
on completion of procedures for issuance
or renewal of his/her residence permit.
Employer can withhold passport only if the
expatriate  worker requests  his/her
employer in writing to hold onto the
passport. The employer is required to
return the passport upon the expatriate
worker’s request. The new law also raised
the penalty for employers who confiscate
workers’ passports from QR10,000 (under
2009 law) to QR25,000.

In August 2020, Qatar enacted Law No. Law
No. 19 of 2020 amending certain provisions
of Law No. 21 of 2015 related to organizing
the entry and exit of expatriates and their
residence. The amended law allows

workers to change employer as per the
standards established by the Ministry of
Administrative Development, Labour and
Social Affairs.

Under the previous law, workers would
need a “No-Objection Certificate” to
transfer to a new employer. Under the new
system, this requirement has been
removed. Similarly, the law no longer
requires an exit permit before moving to a
new job in another country.

Source: §9 & 38 of the Labour Law (No. 14 of
2004); Law on the Entry, Exit, and Residency
of Foreign Nationals (No. 21 of 2015)

Employment contract can be for a fixed
term or indefinite term. Fixed term
contracts are effective. Duration of this
contract is five years maximum, but may be
renewed for the same duration for
unlimited number of times to the initial
contract.

Renewed period is the extension of the
original period and the worker's service for
the employer is calculated from the start of
the original contract. If workers continue
working after expiry of the contract and
without renewal of contract, then the
contract is considered to be an indefinite
term contract on same terms and
conditions as the original fixed term
contract.

If the contract is based on performance of a
particular task, it terminates on completion
of that task. Employment regulations are
same for both the fixed term contracts and
the indefinite term contracts.

The Ministerial Decision No 95 of 2019 has
remove the barriers to take prior

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Qatar in Arabic, please refer to: https://rawateb.org/qatar

. o ¢ Wagelndicator

Decent Work Check303


https://rawateb.org/qatar

permission to leave country from employer
for migrant and domestic workers. In
addition to protect the right of domestic
workers and employers, worker has to
inform 72 hours before departure.

Qatar has dismantled the most restrictive
elements of the kafala (sponsorship)
system by removing the requirements for
workers to obtain exit permits to leave the
country, and no-objection certificates to
change employers.

Source: §39 & 40 of the Labour Law (No. 14
of 2004); Ministerial Decision No 95 of 2019

After signing a contract of employment, a
worker may be subjected to a period of
probation of maximum six months. The
probation period must be clearly specified
in the employment contract. Employer is
prohibited to place a worker on probation
more than once for the same job (no
possibility for renewal).

An  employer may terminate an
employment contract with a notice period
of 3 days if a worker fails to prove his
competence for job  during this
probationary period.

In August 2020, Qatar enacted Law No. 18 of
2020, which amends specific provisions of
Labour Law No. 14 of 2004. The amended
law sets new notice requirements for
termination of contracts during the
probationary period. An employer may
terminate the employment contract during
the probationary period if a worker is unfit
to carry out their duties. The required
notice period has been increased from
three days to one month. The amended law
also has provisions on termination of

employment contract by a worker during
the probationary period.

A worker wishing to terminate the contract
during the probationary period must
inform the employer of their intent to
terminate the contract at least one month
before the date of termination. The law
requires the new employer to compensate
the current employer a portion of
recruitment fees and air ticket, provided
that it does not exceed two months of the
worker’s basic wage. If a worker wants to
terminate the contract during the
probationary period and leave the country,
the maximum required notice period can be
two months.

If either party terminates the employment
contract without abiding by the above
notice periods, they must pay the other
party compensation equivalent to the
worker’s basic wage for the notice period or
the remaining part of the notice period.

Source: §39 of the Labour Law (No. 14 of
2004), amended by Law No. 18 of 2020

Termination of employment contract is
regulated under the provisions of Labour
Law. Employment may be terminated with
our without notice. Notice period for the
worker employed on monthly or annual
basis ranges from one month (for less than
five years of service) to two months (for
more than five years of service). For other
workers, notice period is one week (for less
than one year of service), two weeks (for
one to five years of service) and one month
(for five or more years of service).

Notice period must be given in writing and
workers are entitled to their full wages

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
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during notice period if they perform all their
duties.

A contract terminating party (employer or
employee) has to pay gross wages for the
notice period or part remaining thereof in
lieu of notice if a contract is terminated
without complete observation of notice
period. An employer cannot terminate a
worker on leave or public holiday and any
such notice commences on the completion
of such leave or holiday.

During notice period, Qatari nationals are
allowed a reasonable free time from work
to register for new employment with the
Ministry of Labour and Social Affairs.
Worker must inform the employer if he/she
finds a new job, but should remain in
employment till the end of the notice
period.

Employer can terminate the employment
contract during probation by giving notice
period of 3 days. If worker terminates the
contract during probation, the normal
minimum statutory notice period applies.

Employers are required to maintain a
register where the names of the workers
whose services have been terminated, the
dates and causes of the termination and the
entitlements paid to them or to their heirs
are entered.

In August 2020, Qatar enacted Law No. 18 of
2020, which amends specific provisions of
Labour Law No. 14 of 2004. The amended
law sets new notice requirements for the
termination of contracts. Either party may
terminate the employment contract at any
time without cause after adhering to the
necessary notice periods:
1. The notice period is one month
during the first two years of
employment;

2. The notice period is two months
after the first two years of
employment with the enterprise.

If either party terminates the employment
contract without abiding by the above
notice periods, they must pay the other
party compensation equivalent to the
worker’s basic wage for the notice period or
the remaining part of the notice period. If
an expatriate worker leaves the country
without complying with the above notice
requirements, they shall not be granted a
work permit in the country for one year as
of the date of their departure.

In the case of economic dismissals due to
economic, structural or other reasons that
are not related to the employment
contract, employer must notify the Ministry
of Administrative Development, Labour
and Social Affairs at least 15 days before
termination, including a written statement
of the reasons for the termination, the
number and categories of workers likely to
be affected, the period over which the
termination is intended to be carried out.

Source: §39, 48-50 of the Labour Law (No.
14 0f 2004), amended by Law No. 18 of 2020

On the termination of employment, a
worker who has completed one or more
years of service is entitled to receive
severance pay of at least three-week basic
pay as at the time of termination for each
year of service. The entitlement is
calculated pro rata for less than one year of
service, once the necessary condition of
one year of service has already been met.

The employer may deduct the amount due
to him by the worker from the severance
pay. The worker may choose to receive
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either the severance pays or the benefit
under the pension scheme, whichever
benefits him more.

All the Qatar nationals and foreign
nationals working in Qatar are eligible to
receive severance pay on termination of
employment. The employer pays the wages
and other sums to the worker within a day
of the contract termination. In case the
worker has abandoned the work without
giving the notification, the employer pays
the wage and other sums to which the
worker is entitled within a period of seven
days from the date of the worker
abandoning the work.

Source: §54 & 67 of the Labour Law (No. 14
of 2004)
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05/13FAMILY
RESPONSIBILITIES

ILO Conventions

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

Qatar has not ratified the Convention 156 and 165.

Summary of Provisions under ILO Convention

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

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

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

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

Paternity Leave

No provision could be located in law
regarding paternity leave.

Parental Leave

No provision could be located in law
regarding parental leave.

Flexible Work Option for Parents /
WorkLife Balance

In Qatari Law, there is no specific provision
for flexible working time for parents of
minor children.
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06/13MATERNITY & WORK

ILO Conventions

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

Qatar has not ratified the Conventions 103 and 183.

Summary of Provisions under ILO Convention

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

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

The total maternity leave should last at least 14 weeks.

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

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

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

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

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
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1 Labour Law (No. 14 of 2004)

No provision could be located in law
regarding free medical care for pregnant
workers.

Women, in general are prohibited from
being employed in dangerous or arduous
work, work detrimental to their health,
morals or other works to be specified by a
Decision of the Minister.

Source: §94 of the Labour Law (No. 14 of
2004)

Women workers are entitled to maternity
leave with full pay for 50 days, to cover pre
and post maternity period. The compulsory
leave is at least 35 days after childbirth.

To avail maternity leave, worker must have
completed at least one year of service with
the employer and provide a medical
certificate issued by a licensed physician
stating the probable date of delivery.

The female worker may be granted a
complementary leave from her annual
leave if the remaining period of the leave
after delivery is less than thirty days.
Otherwise the complementary period is
deemed to be a leave without pay.

If the medical condition of the female
worker prevents her from resuming her
work after expiry of her maternity leave, the

female worker is granted leave without pay
provided that the period of her absence
does not exceed sixty consecutive or
interrupted days. She must also provide a
medical certificate of her medical condition
issued by a licensed physician.

Maternity leave is independent of a
worker’s entitlement to other leave.

Source: §96 of the Labour Law (No. 14 of
2004)

Workers on maternity leave are entitled to
full wages during the fifty-day period, paid
by the employer. Extended period of
maternity leave is unpaid.

Source: §96 of the Labour Law (No. 14 of
2004)

The employer must not terminate the
employment of the worker on grounds of
taking maternity leave or unpaid leave
related to a maternity health condition.
Further, the employer must not dismiss the
worker, or give her notice of dismissal,
during such leave.

Source: §98 of the Labour Law (No. 14 of
2004)

No provision could be located in the labour
law regarding right to return to the same
position after availing maternity leave.
However, since employers are prohibited
from dismissing a worker during maternity
leave, the labour law implicitly provides the
right to return to same position.

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

In accordance with the labour law, a
nursing mother is entitled to a daily break
or breaks of one hour in total to nurse her
child for a year, without any loss of
remuneration. The worker determines how
and when the daily nursing time is taken.

Source: §97 of the Labour Law (No. 14 of
2004)

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

Qatar has ratified the Convention 81 only.

Summary of Provisions under ILO Conventions

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

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

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

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

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Qatar in Arabic, please refer to: https://rawateb.org/qatar

. o ¢ Wagelndicator

Decent Work Check3@2


https://rawateb.org/qatar

1 Labour Law (No. 14 of 2004)

An employer is required to protect the
health and safety of workers at the
workplace in accordance with the
provisions of Labour Law. 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 from injury to their health
and dangers of work, from any accident or
fire, and from any defect or breakdown in
machinery or equipment. These
precautionary measures are provided free
of cost by the employer.

Employer must inform the employee on
recruitment regarding the risk involved and
preventive measures to be taken. Written
health and safety measures should be
displayed conspicuously at the workplace.
Employer must comply with the rules
issued by the competent authorities
regarding provision of hygiene, good
ventilation, suitable lighting, drinking
water, proper cleaning and drainage
system.

There must be at least one first-aid box per
25 employees, assigned to the care of an
employee trained in administering first aid.
An employer must employ a full-time nurse
in an establishment with more than 100
employees and provide a clinic staffed by a
doctor and a nurse in case of more than 500
employees.

Employer must also provide suitable
transport or accommodation or both,

drinking water and food to the workers
living in remote locations where they lack
normal transport links.

Employee must use the safety equipment
with care and act according to the
prescribed instructions to preserve his
health and protect himself from getting
injured. Employee must not involve in any
action  that tends to  obstruct
implementation of the instructions or the
misuse or causing of damage or loss to the
means provided for the protection, safety
and health of other employees.

Source: §99-107 of the Labour Law (No. 14
of 2004)

Accordingto the Labour Law, itis obligatory
for the employer to provide protective
equipment for free and must not charge or
deduct any amount from the employees'
salary for the provision of such equipment.

Employer must provide the employee with
work clothes and personal protective
equipment that suits the nature of the
work.

The worker uses the protection devices and
the uniforms provided by the employer and
conformsto all instructions of the employer
aiming at protecting the worker from
injuries and diseases.

Source: §100-101 of the Labour Law (No. 14
of 2004)

No specific provision could be located
regarding training by the employer to the
worker on OSH issues. However, the

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
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employer must inform the employee on
recruitment regarding the risk involved and
preventive measures to be taken and post
up in a conspicuous place the detailed
instructions concerning the means of
observing vocational health and safety for
ensuring protection from hazards to which
they are exposed during performance of
their work.

Source: §99 of the Labour Law (No. 14 of
2004)

The Work Inspection Authority within the
Ministry of Labour is responsible for
monitoring and enforcing the application of
employment legislation, including health
and safety provisions.

The labour inspectors are empowered to
enter workplaces during working hours,
without previous notification; inspect
registers, books, files and any other
documents related to employees to ensure
their compliance with the applicable
legislation, and to detect any breaches of
the legislation; obtain samples of materials,
and inspect machinery and facilities to
ensure the availability of sufficient and
effective means for protecting employees
from health and safety risks; and question
the employer or its representative and
employees, individually or in the presence
of witnesses, about any matters related to
the implementation of employment
legislation.

The employer or its representative must
facilitate the work of inspectors by
providing them with correct information,
and attend meetings whenever required to
do so by an inspector. The multilingual
male and female inspectors have been

hired and have ability to immediately
report the violation of Qatari Labour Law by
using GPS quipped electronic handheld
devices. The 27/7 helpline has been
established to report the grievance against
employer.

In the case of breach of health and safety
legislation, inspectors, depending on the
circumstances, advise and provide
guidance to the employer about how to
prevent the breach concerned; or issue a
notification to the employer, requiring it to
rectify the violation within a specified time
limit; or report the violation to the Ministry
of Labour and Social Affairs, which may
take appropriate legal action.

The Ministry of Labour and Social Affairs
may order the partial or total closure of a
workplace, or to suspend the use of one or
more machines if the employer fails to take
the precautionary measures required by
health and safety legislation, orif thereisan
imminent danger to employees' health or
safety, until the causes of the danger cease
to exist. In such cases, the employer must
pay the employees concerned their full
remuneration during the period of closure
or suspension.

Any violations of the mandatory provisions
of the Labour Law or any regulations or
orders issued under the Labour Law make
the offender liable to a penalty, which may
be a fine and/or imprisonment, depending
on the circumstances. The same penalties
apply to any person who obstructs or
prevents any official from performing his or
her duties to inspect and to enforce the
statutory provisions.

Regarding criminal liability, criminal
proceedings may be filed against the
general manager of a company and against
the employer if the court finds that
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circumstances giverise to the belief that the
employer or general manager could not
have been unaware of the facts constituting
the health and safety violation.

The Ministry of Labour and Social Affairs, as
far as possible, will not institute criminal
proceedings before the advice, guidance
and warning procedure has been
exhausted.

Following an accident, if a police report
concludes that one of the employer's
personnel or managers was at fault or
negligent, the staff member or manager
may face prosecution in a criminal court for
the act or omission that has been deemed
to amount to a crime.

Source: §135-146 of the Labour Law (No. 14
0f 2004)
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in Qatar in Arabic, please refer to: https://rawateb.org/qatar

. o ¢ Wagelndicator

Decent Work Check3®5


https://rawateb.org/qatar

08/13SICK LEAVE &
EMPLOYMENT INJURY BEI

ILOConventions

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

Qatar has not ratified the Convention 102, 121 and 130.

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
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9 Labour Law (No. 14 of 2004)

Workers with at least 3 months of service
with an employer are entitled to two weeks
of fully paid sick leave, provided that the
worker proves his sickness by a certificate
from a physician approved by the
employer.

Sick leaves can be extended up to twelve
weeks. First two weeks are fully paid while
for the next four weeks, half wages are paid.
Rest of the extended leaves (6 weeks) is not
paid until the worker resumes his work or
resigns or his service is terminated for
health reasons.

If a worker resigns before the end of paid
sick leaves, employer should pay to the
worker the balance of his entitlement.

Source: §82 of the Labour Law (No. 14 of
2004)

It is obligatory for the employer to provide
medical facilities for his workers. Employer
should provide at least one first-aid box,
meeting specified standards, for 25
employees. The box must be easily
accessible and assigned to the care of an
employee trained in administering first-aid.

Employee should hire a full-time medically
qualified nurse to carry out basic first aid if
the number of employees is more than one
hundred. If the number of employees is
more than 500, employer should provide a
clinic staffed by a doctor and a nurse

Workers who are exposed to the risk of
occupational diseases must get medically
examined at appropriate interval.

Source: §82 of the Labour Law (No. 14 of
2004)

The employer must not terminate the
employment of the worker on grounds of
taking sick leave. Further, the employer
must not dismiss the worker, or give her
notice of dismissal, during such leave.
However, the total duration of protected
leave is only 12 weeks.

The Law No 17 of 2018 was made to create
the Workers’ Support and Insurance Fund
in order to protect employee from the
overdue of unpaid wages because of
employer has closed due to illegal activity
or went out of business.

Source: §85 of the Labour Law (No. 14 of
2004); §5 of Law No 17 of 2018

Law defines work injury as suffering by the
worker from any of the occupational
diseases listed in the law or any injury
resulting from an accident happeningto the
worker during the performance of his work
or by reason thereof or on his way to or back
from his work provided that the journey to
and from the work is made without any
break lingering, or diversion from the
normal route.

Work injuries are can lead to the following
four situations: (i) permanent total
incapacity (ii) permanent partial incapacity
(iii) temporary incapacity and (iv) fatal
injury leading to death of a worker.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
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In case of work injury, employer pays full
cost of medical treatment appropriate to
the worker's condition. Worker is entitled to
receive his full wage during the treatment
or for six months, whichever in less. If the
treatment period exceeds six months,
worker receive half of his pay until the
recovery or disability proved to be
permanent or death, whichever is less.

If the worker has suffered permanent total
disability as a result of an occupational
injury or disease, the employer must pay
the employee lump-sum compensation; set
in accordance with the provisions of Shari'a
law (the sum is currently QAR 200,000). If
the employee dies as a result of an
occupational injury or disease, the same
sum is payable to his or her heirs.

If the employee has suffered a permanent
partial disability as a result of an
occupational injury or disease, the
employer must pay the employee lump-
sum compensation. The amount is set as a
percentage of the full amount payable for
permanent total disability, depending on
the severity of the disability.

The employer must pay the compensation
within 15 days from the date the disability
was confirmed or death occurred.

Source: §1,109, 110 & 114 of the Labour Law
(No. 14 of 2004)
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in Qatar in Arabic, please refer to: https://rawateb.org/qatar

. o ¢ Wagelndicator

Decent Work Check34(B


https://rawateb.org/qatar

09/13SOCIAL SECURITY

ILO Conventions

Social Security (minimum standards): Convention 102 (1952). For several benefits somewhat,
higher standards have been set in subsequent Conventions

Employment Injury Benefits: Conventions 121 (1964),

Invalidity, Old age and survivors’ benefits: Convention 128(1967)

Medical Care and Sickness Benefits: Convention 130 (1969)

Unemployment Benefits: Convention 168 (1988).

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

In the normal circumstances, the pensionable age may not be set higher than 65 years of age.
If retirement age is fixed above 65 years, it should give “due regard to the working ability of
elderly persons” and “demographic, economic and social criteria, which shall be demonstrated
statistically”. Pension can be set as a percentage of the minimum wage or a percentage of the
earned wage.

When the breadwinner has died, the spouse and children are entitled to a benefit, expressed
as a percentage of the minimum wage, or a percentage of the earned wage. This must at least
be 40% of the reference wage.

For a limited period of time, the unemployed has a right to unemployment benefit set as a
percentage of the minimum wage or a percentage of the earned wage.

Invalidity benefit is provided when a protected person is unable to engage in a gainful
employment, before standard retirement age, due to a non-occupational chronic condition
resulting in disease, injury or disability. Invalidity Benefit must at least be 40% of the reference
wage.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
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1 Labour Law (No. 14 of 2004)

I Law No 24 of 2002 on Retirement
and Pensions (implemented in
2003)

9 The extension of protection to Gulf
Cooperation Council citizens
working abroad 2007

Law provides for both full pension as well as
early pension. The qualifying condition for
old age pension is reaching the age of 60
years (men) or age of 55 years (women) with
at least 15 years of paid contributions. For
early pension, a worker must have reached
the age of 40 years (both men and women)
with at least 15 years of paid contributions.

The amount of old-age pension and early
old age pension is 5% of the insured
worker's average wage in the last 5 years of
employment. The amount of minimum
pension is 75% of the insured worker’s
gross monthly income and maximum
pension is 100% of the insured worker’s
gross monthly income. The early pension
reduction ranges from 2% to 2.5% for each
year the pension is taken before the normal
retirement age.

In case insured person does not meet the
qualifying condition for an old-age pension,
he/she is entitled to old-age settlement. Itis
paid as a lump sum of the insured worker’s
contributions.

Sources: Law No 24 of 2002 on Retirement
and Pensions (implemented in 2003); the
extension of protection to Gulf Cooperation
Council citizens working abroad 2007

The surviving family members are entitled
to a survivors' pension if the deceased
person was in covered employment or was
a pensioner at the time of death. In case the
insured person does not meet the
qualifying conditions of the survivor
pension, survivor settlement is paid to the
surviving family.

Survivors that are eligible for the pension
include widow(er), children, parents and
siblings. The widow(er) with no children is
entitled to receive 75% of the old-age or
disability pension the deceased received or
was eligible to receive (100% is split equally
if there is more than one widow). The
widow(er) with one or more children is
entitled to receive 33.3% (50% is split
equally if there is more than one widow).

Single eligible orphan is entitled to receive
50% of the old-age or disability pension the
deceased received or was eligible to
receive, 66.7% is paid for more than one
orphan (50% for more than one orphan and
more than one widow); 75% is paid for a full
orphan (100% is split equally if there is
more than one full orphan).

disability pension the deceased received or

Sources: Law No 24 of 2002 on Retirement
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