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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 Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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MAJOR LEGISLATION ON
EMPLOYMENT AND LABOL

1. Labour Law 2005, last amended in
2020

2.  Ministerial Decree No. 1/2834 of
2/10/2006

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

ILO Conventions

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

Saudi Arabia has not ratified the Convention 95,117 and 131.
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 Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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9 Labour Law 2005, last amended in
2020

Minimum wage is all the salary that is given
to the worker for his work by virtue of a
written or oral employment contract
regardless of the kind of wage or its method
of payment, in addition to periodic
increments.

Wages are fixed in individual agreements
between the worker and the employer.
Though, it is government's responsibility to
fix the minimum wage rate and the
legislation provides for the establishment
of a minimum wage system by the
government. Council of Ministers, upon a
proposal by the Minister, sets a minimum
wage whenever necessary.

If the employment contract or the work
organization regulation do not provide for
the wage binding on the employer, the
wage estimated for the same type of work
inthe firm, if any, is adopted; otherwise, the
wage is estimated in accordance with the
profession's norms at the place where the
work is performed. In the absence of such
norms, the Commission for Settlement of
Labour Disputes estimates the wage in
accordance with the dictates of justice.

The following are exempted from the
implementation of the provisions of this
Law; the employer’s family members,
namely, the spouse, the ascendants and
descendants who constitute the only
workers of the firm (family run enterprises);
domestic helpers and the like; sea workers
working on board of vessels with a load of
less than five hundred tons; certain

agricultural workers o; non-Saudi workers
entering the Kingdom to perform a specific
task for a period not exceeding two months;
and the players and coaches of sports clubs
and federations.

Source: §2, 89 & 95 of the Labour Law 2005,
last amended in 2020

Actual wage is the basic wage plus all other
due increments decided for the worker for
the effort he exerts at work or for risks he
encounters in performing his work, or those
decided for the worker for the work under
the work contract or work organization
regulations. Wage includes:

1 The commission or percentage from
sales or profits paid against what the
worker markets, produces, collects or
realizes from increased or enhanced
production;

1 Allowances the worker is entitled to
for exerted effort, or risks he
encounters while performing his job;

1 Increments that may be granted in
accordance with the standard of living
or to meet family expenses;

1 Grant or reward: What the employer
grants to the worker and what is paid
to him for honesty or efficiency and
the like, if such grant or reward is
stipulated in the work contract or the
work organization regulation of the
firm or if customarily granted to the
extent that the workers consider it
part of the wage rather than a
donation;

9 Other privileges include: what the
employer commits himself to provide
to the worker for his work by stating it
in the work contract or the work
organization regulation and it's
estimated at a maximum of two

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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months basic wage per annum, unless
it is otherwise determined to exceed
that in the work contract or the work
organization regulation.

The worker’s wages and all other
entitlements are paid in the Country’s
official currency (Saudi Riyal) at the
workplace during working hours. Wages
may be paid through accredited banks in
the Kingdom, with the consent of the
worker, provided that their due dates do
not exceed the specified dates.

Workers are entitled to their pay on a
regular and timely basis. Wages are paid
monthly to the workers employed on
monthly basis; weekly to the workers
employed on daily basis; and weekly
commensurate with the completed portion
of the work to the the piece rate workers (If
the work is done by the piece and requires
a period of more than two weeks for
completion of work). In other cases, the
worker’s wages shall be paid at least once a
week. Wages are paid during working hours
and at the workplace. There is also
provisions for direct transfer to the
employee bank account.

Employers are not allowed to deduct
worker's salary, without his/her consent,
for reasons other than those specified by
the law. In the following cases, no such
written consent is required:
a) Payment of loans extended by the
employer;
b) Social security contribution or other
provident fund contributions;
¢) Fines forlabour law violations

However, in all cases, deductions made
may not exceed half the employee's due
wage (50%), unless the Commission for the
Settlement of Labour Disputes determines
that further deductions can be made or that

the employee is in need of more than half
his wage. In the latter case, the employee
may not be given more than three quarters
(75%) of his wage.

In case of deduction or delay (without valid
justification), the worker, his representative
or the head of the competent Labour Office
may submit a request to the Commission
for the Settlement of Labour Disputes to
order the employer to return to the worker
any wrongfully-deducted amounts or to
pay the outstanding wages. The said
Commission may, if it establishes that the
employer has unjustifiably deducted the
said amounts or delayed the payment of
the wages, impose on the employer a fine
not exceeding twice the amount deducted
from the worker's wage or twice the
outstanding wages. Saudi Arabia is
currently implementing a wage protection
system where companies are required to
deposit worker salaries in bank accounts.

Source: §2,90-94 & 96-97 of the Labour Law
2005, last amended in 2020

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

ILO Conventions

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

Saudi Arabia has ratified the Convention 01 only.

Summary of Provisions under ILO Conventions

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

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

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

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

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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9 Labour Law 2005, last amended in
2020

Normal working hours are eight (08) hours
a day and forty-eight (48) hours a week for
all the employees. During the month of
Ramadan, the normal working hours for
Muslims are reduced to a maximum of six
(06) hours a day or thirty-six (36) hours a
week. The number of working hours can be
raised to nine hours a day for certain
categories of workers or in certain
industries and jobs where the worker does
not work continuously. It may likewise be
reduced to seven hours a day for certain
categories of workers or in certain
hazardous or harmful industries or jobs.
Categories of workers, industries and jobs
referred to is determined pursuant to a
decision by the Minister.

Working hours and rest periods throughout
the day shall be organized so that the
employee does not work for more than five
hours  continually  without periods
designated for rest, prayers and meals of at
least30 minutes per period. The working
hours and rest period shall be organized in
such a way that the employee shall not
remain at the place of work for more than
twelve hours per day.

In accordance with the labour law, if an
employee works beyond the stipulated
working hours, i.e., 48 hours a week, he/she
is entitled to an overtime pay that is one
and a half times the regular rate of his
ordinary pay (150% of the regular wage
rate). An employee cannot be required to
work overtime. If the establishment is

operated on the basis of weekly working
hours, the hours in excess of the hours
taken as the criterion (usually 48 hours a
week) are considered overtime hours. All
working hours performed during holidays
and "Eids" are deemed overtime hours.

In accordance with Ministry of Labour’s
guidance, the overtime hours that a worker
can be asked in a year are 720 hours (60
hours per month) however worker can
agree to do more overtime hours through a
written agreement.

Source: §98-101 & 107 of the Labour Law
2005, last amended in 2020

Night work refers to work performed
between 11 pm and 6 am, while usual
working hours are between 6 am and 11
pm. Night workers are those who work
during the night shift when itis necessary. A
worker is considered a night worker if they
are working a minimum of three hours
during night hours (11 pm to 6 am).

Under the 2019 Resolution on Night Work,
employers must ensure the provision of
health services, including first aid and
emergency procedures, to night workers.
Medical reports regarding their health
condition can be submitted if needed.

If a night worker is deemed unfit for night
work due to health reasons, they should be
transferred to a similar daytime job.
Similarly, Pregnant women are prohibited
from working at night, and additional
provisions should be made to protect their
health and the health of their child.

The law requires employers to provide
facilities to the night workers to prepare or

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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obtain food and beverages.

Compensation and benefits must be
provided to night workers, including
allowances, and reduced working hours.
Discrimination in wages between night
workers and daytime workers is prohibited
however, a specific premium for night
workers is not mentioned in the law. The
law further states that the night workers
should receive equal opportunities for
training, qualification, promotion, and
other employment benefits and that their
rest periods between working days should
be at least twelve hours. The maximum
continuous period of night work for a
worker should not exceed three months
unless the worker gives written consent.

Penalties  will be  imposed on
establishments  that violate these
regulations.

Source: Resolution No. 18632 of 2019
regarding Night Work

No provisions could be located in the law
regarding compensatory rest foremployees
working on weekly rest days or public
holidays.

Work performed on Eids and public
holidays is treated as overtime hours, i.e.,
paid at 150% of the normal wage rate.
However, a weekly rest day may not be
compensated by cash.

Source: §104 & 107 of the Labour Law 2005,
last amended in 2020

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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03/13ANNUAL LEAVE &
HOLIDAYS

ILOConventions

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.

Saudi Arabia has ratified the Conventions 14 and 47 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 Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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9 Labour Law 2005, last amended in
2020

The Labour Law provides for annual leave
on completion of a year of continuous
service with an employer. A worker is
entitled to 21 working days of paid annual
leave for one year of service. Annual leave
also increases with the length of service. A
worker is entitled to at least 30 working
days of annual leave after 05 years of
service with the same employer. They
payment for annual leave is made in
advance which includes transportation
allowance. Weekends and public holidays
are not considered part of the annual leave.
An employer has to pay a fine of SR100,000
for including weekends as part of annual
leave.

Aworker may enjoy his leave in the yearitis
due. The employer determines the dates of
annual leave according to the work
exigencies and conditions or may grant
them in rotation to ensure smooth
functioning of the enterprise. Employer has
to notify the worker of the proposed date of
his leave in sufficient time of at least thirty
days in advance. Worker must not forgo
his/her annual leave or receive cash in lieu
of annual leave during his period of service.

A worker may, with the employer’s
approval, postpone his annual leave or part
thereof to the following year. An employer
may also postpone the worker’s leave after
the end of the year it is due if required by
work conditions, provided that this delay is
not more than ninety days. If work
conditions require extension of the

postponement, the worker’s consent must
be obtained in writing. Such postponement
must not, however, exceed the end of the
year following the year the leave is due (A
worker must be granted annual leave
within two years of it becoming due).

A worker is entitled to a wage for the
accrued days of the leave if employment
contract is terminated before worker could
use such leave. This applies to the period of
work for which the leave has not yet
become due. He is also entitled to a leave
pay on a proportionate basis taking into
account the months of work.

Source: §109-111 of the Labour Law 2005,
last amended in 2020

Workers are entitled to paid public
holidays. Public holidays in Saudi Arabia
are usually 10-15 in number.

According to the constitution, national
holidays include: Eid Al-Fitr (a religious
feast celebrated on the 1st of Shawal and
on completion of the month of Ramadan
the 10th month of the Islamic calendar) and
Eid Al-Adha (a religious feast celebrated on
the 10th of Dhul-Hijj ah, the 12th month of
the Islamic calendar). These are
determined according to Hijra (Lunar)
calendar.

A worker is entitled to a paid leave of not
less than ten days and not more than fifteen
days, including Eid Al-Adha holiday, to
perform Hajj only once during his service if
he has not performed it before. In order to
be eligible for this leave, the worker must
have spent at least two consecutive years
with the employer. The employer may
determine the number of workers who are

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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given this leave annually in accordance
with work requirements. Workers are
entitled to 4 days leave each for Eid Al-Fitr
and Eid Al-Adha.

Each worker is entitled to full-pay leave on
Eids and occasions specified in the
Regulations.

Source: §112 & 114 of the Labour Law 2005,
last amended in 2020

Workers are entitled to 24 consecutive
hours of rest per week after at most 6
continuous working days. The weekly rest
period is reckoned as a paid time.

Generally, Friday is considered as weekly
rest day for all the workers. However, the
employer may replace this day for some of
his workers by any other day of the week
after proper notification to the competent
labour office. The employer must allow the
workers to perform their religious
obligations. The weekly rest day may not be
compensated by cash.

Mid-day Break

There is a midday break to decrease the
sunlight exposure between 15 June to 15
September. The timings of midday break
are between 12 pm to 03 pm. The company
who fails to comply the summer midday
break has to pay penalty a fine or face
closure for 30 business days. Exemptions
from this rule include areas where
temperature do not rise to a potentially

harmful level and for the workers of oil and
gas sector or worker working in
maintenance who are required to perform
emergency work.

Source: §104 of the Labour Law 2005, last
amended in 2020

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

ILO Conventions

Convention 158 (1982) on employment termination

Saudi Arabia 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 Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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9 Labour Law 2005, last amended in
2020

An employment contract is a contract
concluded between an employer and an
employee, whereby the latter undertakes
to work under the management or
supervision of the former for a wage.

There is no provision in the labour law that
requires an employer to provide a written
statement of particulars to a newly hired
employee. Generally, the employment
contracts of employees are not provided in
writing (with the exception of foreign
nationals and some other employees), but
either the employer or the employee may
demand it at any time.

An employment contract, written in Arabic,
is drawn up in two copies (signed by all the
parties), one copy each for the worker and
the employer. However, a contract is
deemed to exist even if not in written form.
In this case, the employee alone may
establish the contract and his entitlements
arising there from by all methods of proof.
For employees of the government and
public corporations, the appointment
decision or order issued by the competent
authority serves as the contract.

The Ministry of Labour issues a unified form
for the work contract, which primarily
include the name of the employer, venue,
the name of the employee, nationality,
identification, wage agreed upon including
any benefits, date of employment and
duration of the contract (fixed term or
indefinite  contract). The prescribed
contract by the Ministry has some

compulsory and other optional clauses
depending on the term of contract. The
eight main clauses of this employment
contract are contract purpose, term of the
contract and probationary period; working
week and daily and weekly working hours;
duties of the employer and worker; contract
termination; end of service benefit
(gratuity); application of labour or
enterprise regulations in conjunction with
the contract; and contact details of both
parties. Parties to the work contract may
add any other articles as long as such article
do not contradict with the provisions of the
Labour Law, its Executive Regulation and
any other decisions issued in this regard.

The work contract for non-Saudis is always
written and of a definite term. If the
contractdoes not specify the term, the term
of the work permit is deemed as the
duration of the contract.

From 14 March 2021, the Ministry of Human
Resources and Social Development is
implementing the Labour Reform Initiative
Program. Being part of the Vision 2030’s
National Transformation Program, the
initiative aims to transform the current
employment and immigration system in
three key areas: (1) employee mobility
(transfer of employment); (2) exit and re-
entry visas; and (3) final exit visas.

Under the initiative, expatriate workers can
change employers by transferring their
work and residence permit sponsorship to
another employer without their current
employer’s NOC. Now expatriate workers
can change employment without their
current employer’s consent subject to
certain qualifying conditions. The worker
must:

1. bean expatriate who is working under

the Saudi labour system;

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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2. have completed one calendar year of
service for the current employer,
beginning from the date of the
worker’s entry into the KSA;

3. have a valid and duly attested
employment contract;

4. have a job offer from the new
employer submitted through the
online “Qiwa” portal; and

5. submit a notice of the transfer request
to the current employer giving a
minimum of 90 days’ notice unless the
parties agree otherwise.

The Labour Reform Initiative contains
conditions for new employers as well. The
prospective employer must be compliant
with:

1. Saudisation requirements and eligible
to obtain visas to employ expatriate
workers;

2. Wage Protection System (WPS)
regulations;

3. electronic  Contract Registration
Program (CRP) regulations; and

4. Self-Evaluation Program regulations.

However, there are some instances under
which the employee does not have to
comply with the above conditions. Those
conditions are as follows:

1. The worker has not concluded the
employment contract with the
employer within three months of
entry into KSA;

2. Theworkerhasnotreceived the salary
for the last three months;

3. The employer is absent due to travel,
imprisonment, death, or for any other
reason;

4. The expatriate worker’s work permit
or residence permit expires and is not
renewed;

5. The worker reports a commercial
cover-up violation by the employer,

provided the worker is not involved in
the concealment offence;

6. A labour dispute arises between the
worker and the employer, and the
employer or its representative fails to
attend two litigation hearings at any
judicial level despite being notified of
the hearing dates or does not attend
two amicable settlement hearings;
and

7. The current employer approves the
expatriate worker’s transfer request.

Source: §37 & 50-52 of the Labour Law
2005, last amended in 2020

Fixed Term Contracts

Saudi labour Law allows hiring fixed term
contract workers for tasks of permanent
nature.

If a Saudi national is engaged in three
consecutive fixed term contracts or if the
continuous employment of the Saudi
national reaches four years (whichever is
less) and both parties continue to perform
the contract, then the contract is
automatically converted to an indefinite
contract. Previously the maximum term
was three years or two consecutive
renewals of the fixed term contract
(whichever is less).

This provides more certainty for employers
in engaging Saudi nationals, given that a
fixed term  contract automatically
terminates on its expiry (unless both parties
continue to perform the contract) whereas
an unlimited term contract can only be
terminated for a valid reason to avoid a
finding of arbitrary dismissal

Source: §55-57 of the Labour Law 2005, last
amended in 2020

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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An employee can be subject to a
probationary period of no more than 90
calendar days and during this period the
contract can be terminated without notice.
Subject to the employee's consent, this
period can be extended up to 180 calendar
days (i.e., six months in total). This allows
employers more flexibility in establishing
whether the employee is suitable for the
role. An employee can now also be placed
under a second probation period with the
same employer if more than six months
have passed since the employee was
previously terminated by the employer or if
the earlier probation was for a separate job.

If the employee was under a probation
period, then such probation period must be
clearly referenced and specified in the work
contract. The probation period may not
exceed ninety days; such period may be
extended, subject to a written agreement
between the parties, to a total of a hundred
and eighty days. The Eid holidays as well as
sick leave are not included in the
calculation of the probation period. Either
party may terminate the work contract
during the probation period, unless the
contract includes a provision giving such
right exclusively to either party.

If the work contract is terminated during
the probation period, neither party is
entitled to compensation nor is the
employee entitled to severance pay.

Source: §53-54 of the Labour Law 2005, last
amended in 2020

The labour law requires written termination
notice before terminating services of a

worker.

A work contract can be terminated in the
following cases: if both parties agree to
terminate it, provided that the worker’s
consent is given in writing; if the term
specified in the contract expires, unless the
contract has been explicitly renewed in
accordance with the provisions of Labour
Law in which case it shall remain in force
until the expiry of its term; at the discretion
of either party in indefinite term contracts;
the worker attains the age of retirement,
unless the two parties agree upon
continuing work after this age; and force
majeure.

Employment contract can only be validly
terminated where the employer is (i)
closing down  the  establishment
completely; or (ii) terminating the business
activity where the employee is employed.

An employer can also terminate an
employee for unlawful absence of 30 days a
year or 15 consecutive days (previously 20
and 10 days respectively). The requirement
to have given a previous written warning is
needed now after an employee's absences
of ten non-consecutive days or five
consecutive days.

The notice period for monthly paid
employees on indefinite term contracts has
doubled from 30 days to 60 days and is set
as at least 30 days for others. The notice
period is the same for both parties wishing
to terminate the employment contract. If
employer wants to terminate an indefinite
term contract without serving written
notice, he has to pay remuneration
equivalent to the notice period (30 to 60
days). In the case of a fixed term contract,
the parties wishing to terminate the
contract has to pay salaries for the
remaining period of fixed term contract.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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Such compensation, however, cannot be
less than two monthly salaries.

Compensation is also provided in case of
invalid termination. The parties can
expressly set out in the contract of
employment what compensation s
payable if either party terminates the
contract for an unlawful reason. If no
compensation is agreed in the contract
then the compensation payable will be as
follows:

- 15days' peryear of service in case of

unlimited term contracts

- The wages for the residual period of

the contract in the case of fixed term

contracts.

The default compensation must not be less
than two months' wages and it is therefore
highly recommended for employers in the
Kingdom to expressly include in the
contract the compensation for early
termination to avoid the uncertainty of
uncapped compensation or buying out the
residual period of the contract. The Saudi
Labour Law does not provide for theright to
reinstatement in the event of wrongful
dismissal.

Employees now have aright to paid time off
work to look for alternative employment
where notice was served by the employer.
This is limited to one full day or eight hours
per week and applies throughout the notice
period.

Source: §74-83 of the Labour Law 2005, last
amended in 2020

Under Saudi labour law, an end of service
benefit (ESB) award is provided regardless
of the reason of termination of employment

(retirement, end of the fixed-term contract,
"force majeure", resignation). The award is
half-month wages for each of the first five
years of service and one-month wages for
the following years. It is calculated on the
basis of the last wage and the worker is
entitled to an end-of-service award for the
portions of the year in proportion to the
time spent on the job. Itis however reduced
in case of resignation.

The above benefit work as a benchmark for
awarding end of service benefits in the case
of resignation. If an employee resigned, the
following conditions are applicable:

a) No end of service award if the length
of employment is less than two years;

b) One third (33.33%) of the end of
service award if length of service is
between two to five years (less than 5
years). The ESB award, as mentioned
above, for less than five years’ service
is 50% of the salary. Thus, one-third of
the ESB award is 1/3*50=16.67%;

c) Two-third (66.67%) of the ESB award if
the length of service is between five
years and (less than) ten years. Thus
the ESB award during the first five
yearsis 2/3*50=33.33% and during the
second five years is 2/3*100=66.67%;

d) Full (100%) of the ESB award if the
length of service is 10 years or more.
Thus the ESB award during first five
years is 50% of one-month salary for
each year of service and 100% of one-
month salary for each year of service
during the next five years

There are certain exceptions to above
conditions and resignation in these cases is
treated as termination by employer for
calculation of ESB award: if a female worker
resigns within 6 months of the date of her
marriage or within 3 months of the date of
giving birth or if a worker leaves job due to

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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natural inability to work (death or
permanent physical/mental disability).

On termination, employers are currently
required (on request) to provide a service
certificate (free of charge) which sets out
details of the employee's employment
(date of joining and leaving, salary details
and profession). Employers are prohibited
from including anything in this certificate
that may be harmful to the employee's
reputation or may reduce his further
employment opportunities. Previously, this
could be included in the certificate if the
employer included reasons for termination
of employment contract.

In case of unlawful termination, the
employer must provide one-month salary
for each year of the employment in the
indefinite term contract.

Source: §84-88 of the Labour Law 2005, last
amended in 2020

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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05/13FAMILY
RESPONSIBILITIES

ILO Conventions

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

Saudi Arabia 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
in Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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Regulations on family
responsibilities:

9 Labour Law 2005, last amended in
2020

Paternity Leave

Saudi labour law provides for 03 days of
paternity leave for new fathers.

Source: §113 of the Labour Law 2005, last
amended in 2020

Parental Leave

No provisions could be located in the law
allowing parental leave for a parent to take
care of anew born.

Flexible Work Option for Parents /
WorkLife Balance

No provisions could be located in the law
supporting work-life balance for parents or
workers with family responsibilities.

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

Saudi Arabia has ratified the Convention 103 only.

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 Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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9 Labour Law 2005, last amended in
2020

An employer is required to provide medical
care for female workers during pregnancy
and delivery.

Source: §153 of the Labour Law 2005, last
amended in 2020

Labour Law does not provide any specific
provisions for working conditions of
pregnant working woman. However, there
is a general provision in labour law which
prohibits the employer to employ women in
hazardous jobs or industries.

Under a Labour Law reform in 2020, article
149 and 150 prohibiting employment of
women during night hours and in so-called
hazardous jobs and industries were
repealed.

Under article 131 of the Labour Law, the
Minister shall issue the regulations and
decisions that include the necessary
arrangements at firm level for protection
against major hazards, related duties of
employers, arrangements for protecting
the public and the environment outside the
site of each high-risk firm, worker’s rights
and duties, and other measures necessary
to prevent major accidents, minimize the
risks of their occurrence, and mitigate their
impacts.

1 https://www.zawya.com/en/legal/saudiabor-law-
articleson-hazardougobsfor-womenrevoked
tbesx88e

The amended legislation focuses on overall
health and safety for all workers instead of
limiting employment opportunities for
female workers.

Source: §149 & 150 of the Labour Law 2005,
last amended in 2020! Resolution No.
18632 of 2019 regarding Night Work

The maternity leave is fully paid by the
employer. The payment during maternity
leave depends on a worker’s length of
service. The maternity leave is unpaid if the
length of service with the employer is less
than one year, half paid if the length of
service is between one to three years; and
the leave is fully paid if length of service is
three years or more. If a worker receives full
payment for maternity leave during a year,
she is not entitled to receive payment for
annual leave during the same year.
However, if she has availed maternity leave
on half pay, she can receive half wages
during annual leave.

A woman worker, on maternity leave, is not
allowed to work for another employer
during maternity leave. If it is established
that the worker is working for another
employer, the original employer has the
right to recover all the amount paid to her
for maternity leave.

Source: §152-157 of the Labour Law 2005,
last amended in 2020

Labour law prohibits the employer from
terminating the service of a female worker

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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during her maternity leave or to
discontinue her joining the work due to a
sickness which is evident by a medical
report that it is because of pregnancy or
delivery.

The employment of such female worker
may not be terminated during the 180 days
preceding the expected date of delivery in
the absence of one of the legitimate causes
provided for in this Law. An employer
cannot terminate the services of a working
woman during the period of maternity
leave. Similarly, an employer cannot
terminate a woman worker during illness
related to pregnancy however such
absence should not exceed 6 months/180
days.

Source: §155 & 156 of the Labour Law 2005,
last amended in 2020

Right to return to same position is not
expressly provided under the law however
since protection from dismissals s
guaranteed under the labour law, it can be
safely inferred that workers have the right
to return to same position.

Labour law requires employers to provide
nursing breaks of one hour per day for new
mothers. These breaks are provided in
addition to rest break granted to all
workers. These nursing breaks are fully
paid. This period or periods are calculated
as part of the actual working hours and do
not result in any deduction in wages.

In establishments with 50 or more female
workers, employers are required to provide
a suitable place with adequate number of

babysitters to look after the children under
the age of six years, if the number of
children reaches ten and more.

The Minister may require the employer who
employs a 100 or more women in a single
city to set up a nursery, either on his own or
in conjunction with other employers in the
same city, or alternatively to contract with
an existing nursery to care for the children
of the female workers who are under six
years of age during the work periods. In
such case, the Minister sets forth the terms
and conditions regulating such facility as
well as the charges imposed on the female
workers benefiting from service.

Source: §154 & 158 of the Labour Law 2005,
last amended in 2020

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

Saudi Arabia 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 Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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9 Labour Law 2005, last amended in
2020

Labour Law makes it obligatory on the
employer to provide safe and healthy
working environment to his employees.

An employer must take the necessary
precautions to protect the workers against
hazards, occupational diseases, the
machinery in use, and ensure work safety
and protection. He should post in a
prominent place in the workplace the
instructions related to work and workers
safety in Arabic and, when necessary, in any
other language that the workers
understand. The employer may not charge
the workers or deduct from their wages any
amounts for the provision of such
protection.

It is obligatory for an employer to maintain
the workplace in a clean and hygienic
condition; provide lighting, supply water for
drinking and washing purposes; and other
safety and health protection measures.

The employer must take the necessary
precautions to protect the workers against
hazards, occupational diseases and ensure
the safety of the equipment and machinery.
He must provide the technical means to
combat fire, including safety exits at the
workplace at all times.

An employer must also make available one
or more medical aid cabinets, supplied with
drugs and other necessities required in a
first aid kit. An employer shall assign one or
more physicians to provide, at least once a
year, full checkups on all employees for any

potential occupational disease, and record
the results in the employer's record as well
as employee record files.

An employer is responsible for emergencies
and accidents which may affect persons,
other than his workers, who enter the
workplaces to perform their official duties
or with the approval of the employer or his
agents, if such emergencies and accidents
are due to negligence in taking the
technical precautions required by the
nature of his work, and he has to
compensate them for damage and harm
they may sustain in accordance with the
general laws.

Employer can terminate the contract of a
worker who deliberately fails to observe the
instructions related to the safety of work
and workers as may be posted in a
prominent place. Worker may also leave his
job without notice if a serious hazard
threatening the safety or health of the
worker exists in the workplace, provided
that the employer is aware thereof but fails
to take measures indicating its removal.

Source: §121-131 of the Labour Law 2005,
last amended in 2020

An employer is required to provide free
personal protective equipment to protect
employees from workplace hazards. It is
the employer's responsibility to supply the
workers with the appropriate personal gear
and train them on its use.

A worker must use and preserve the
personal protective equipment designated
for each process and carry out the
instructions established to protect his
health against injuries and diseases. The

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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worker should refrain from any action or
omission that may lead to failure to
implement the instructions, misuse or
impair the devices provided to protect the
workplace as well as the health and safety
of fellow workers.

Source: §123-124 of the Labour Law 2005,
last amended in 2020

In accordance with the law, it is the
responsibility of an employer to provide
instruction, training and supervision that is
necessary to ensure health and safety at
work of his employees. The employer must
inform workers, prior to engaging in the
work, of the hazards of his job and train
them on the use of protective equipment
provided.

Employers with 50 or more employees must
train on an annual basis Saudi employee
which must be at least 12% of the total
workforce. This includes Saudi employees
who are studying and where the employer
is paying their study fees (i.e., course fees).

Source: §123-124 of the Labour Law 2005,
last amended in 2020

Labour Law provides for an independent
labour inspection system in the country.
The Ministry of Labour is responsible,
through its labour inspectors, for
monitoring and enforcing the application of
employment legislation, including health
and safety provisions.

Work inspectors have the right to access
any firm at any time, day or night, without
prior notice; perform any examination or

investigation required to ascertain proper
implementation of the Law; interview the
employer, his representative or the workers
in private or in the presence of witnesses
about any matter relating to the
implementation of the provisions of the
Law; review all books, records and other
documents and obtain any copies or
extracts therefrom; and take sample(s) of
the materials used or handled in the
industrial and other operations subject to
inspection and believed to have a harmful
effect on the health or safety of workers, for
the purpose of analysing such samples in
government laboratories to determine the
extent of such effect, and duly notify the
employer or his representative of the same.

Employers and their agents must facilitate
the inspectors and officials entrusted with
inspection and in the performance of their
duties. They should provide them with
required data related to the nature of their
work, respond to requests to appear before
them and dispatch a representative when
asked. Whenever the need arises,
physicians, engineers, chemists, and
specialists in occupational health and
safety may participate in the inspection.

Inspection powers are granted to Ministry
of Labour Officials and inspections may
now also be carried out by consultants
(i.e., not direct employees) to the Ministry.
Inspectors are also now obliged to produce
reports and minutes of any inspection and
to impose an immediate fine for any
discovered violations (rather than offer
initial guidance and corrective
recommendations).

Potential fines have also increased to SAR
100,000, and there is greater scope for
shutting down an establishment for 30 days
or permanently depending on the severity
of the violation. An employer may come to

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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an agreement with the Ministry regarding
payment of a fine and corrective action
within a specific time frame, failing which
the continued violation will incur further
fines. An establishment may only be closed
down completely after a court action is
successfully raised by the Ministry against
the employer.

A whistle-blower who assists Ministry of
Labour inspectors to detect a violation of
the Labour Law can receive up to 25% of the
value of the fine imposed on the employer.

Source: §194-209 of the Labour Law 2005,
last amended in 2020

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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08/13SICK LEAVE &
EMPLOYMENT INJURY BEI

ILO Conventions

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

Saudi Arabia 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. Thisincome should be at least 45 per cent of the minimum wage. (Countries are free to
opt for a system which guarantees 60 per cent of the last wages during the first 6 months of
illness or even during the first year). A worker must be entitled to paid sick leave.

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

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

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

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in Saudi Arabia in Arabic, please refer to: https://rawateb.org/saudiarabia
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9 Labour Law 2005, last amended in
2020

A worker whose illness has been proven is
eligible for a fully paid sick leave for the first
thirty days, 75% of the wage for the next
sixty days and without pay for the following
thirty days (total 120 days or 4 months),
during a single year, whether such leaves
are continuous or intermittent.

In case the recovery period reaches a year
or it has been decided medically that the
employee's recovery is unlikely or that
employee won’t be fit for work, the injury
will be considered a fullimpairment and the
work contract will be terminated and the
employee will be compensated for the
injury. The employer does not have the
right to recover the amounts paid to the
employee during such year.

Source: §117 of the Labour Law 2005, last
amended in 2020

Medical benefits are available for insured
workers. All necessary medical, dental, and
diagnostic  treatment; hospitalization,
medicine, appliances, transportation, and
rehabilitative treatment is provided.

Source: §146(3) of the Labour Law 2005,
last amended in 2020; ISSA Country Profile
2014

Employment of an employer is secure
during the tenure of sick leave, that is,
maximum of four (04) months per during a
single year. Once the absence related to
sickness exceeds 4 months, employer has
the right to terminate employment
contract.

Source: §82 of the Labour Law 2005, last
amended in 2020

Work injuries are divided into four
categories: (i) permanent total incapacity
(i) permanent partial incapacity (iii)
temporary incapacity and (iv) fatal injury
leading to death of a worker.

In case of temporary disability, the
employee is entitled to 100% of the
monthly wage for a period of sixty days and
75% of his monthly wage for the remaining
period required for.

If the treatment period exceeds one year, or
if the physician's report states that the
employee is unlikely to recover, and his
medical condition prevents him from work,
the employee's condition is considered as
permanent disability and the employment
contract is terminated. The employee
receives compensation for the accident or
injury and the employer does not have the
right for refund of what he paid during that
year.

If the accident or injury results in a full
permanent disability, or results in the death
of the employee, the employee or his
beneficiaries are entitted to a
compensation equal to the full monthly
wage for three years, and the amount may

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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not be less than 54,000 Saudi Riyals.

If the accident or injury results in a partial
permanent disability, the employee is
entitled to compensation proportionate to
the disability, according to the disability
percentage schedule, multiplied by the
compensation amount for a full permanent
disability.

These benefits are not provided if the
employee deliberately injured himself; the
accident or injury occurred as a result of a
ruthless intended act performed by the
employee; and the employee refused to be
reviewed by a doctor or physician, or
refused the treatment required by the
doctor or physician assigned by the
employer for no specific reason.
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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),

Saudi Arabia has not - s

Summary of Provisions under ILO Conventions
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