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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 UAE & DFIC in Arabic, please refer to: https://rawateb.org/uae
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MAJOR LEGISLATION ON
EMPLOYMENT AND LABOL

Constitution of the United Arab
Emirates 1971

Federal Decree Law No. 33 of 2021
Cabinet Resolution No (1) of 2022 on
the Implementation of Federal Decree
Law No. 33 0f 2021

Ministerial Decree concerning the

employed therein (No. 6/1 of 1981)
Ministerial Resolution defines works
that are hazardous, arduous or
harmful to the health of minors and
thus are prohibited (No. 5/1 for 1981)
Federal Law No. 2 of 2015 on
Combating Discrimination and Hatred

protection of wages (No. 739 of 2016)
Cabinet of Ministers Resolution to
Amend some Provisions of Cabinet of
Ministers Resolution No. 27 of 2010
Regarding Fees and Fines on Services
Provided by the Ministry of Labour
(No. 10 of 2012)

DIFC Employment Law No. 2 of 2019
Ministerial Resolution on defining
works that are hazardous or in which
it is permissible to reduce the legally
decided working hours (No. 4/1 of
1981)

Ministerial Decree on Standard
Employment Contracts (No. 764 of
2015)

Ministerial Decree on the termination
of employment contract (No. 765 of
2015)

Ministerial Decree on Granting a New
Work Permit (No. 766 of 2015)

Federal Law for pension and Social
Security (No. 7 of 1999)

Penal Code 1987

Ministerial Resolution on defining
work that is hazardous, tiresome, or
harmful to health or morals, and
where women should not be

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

ILO Conventions

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

UAE & DFIC 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 UAE & DFIC in Arabic, please refer to: https://rawateb.org/uae
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1 Ministerial Decree concerning the
protection of wages (No. 739 of
2016)

I Cabinet of Ministers Resolution to

Amend some Provisions of Cabinet

of Ministers Resolution No. 27 of

2010 Regarding Fees and Fines on

Services Provided by the Ministry of

Labour (No. 10 of 2012)

DIFC Employment Law No. 2 of 2019

Federal Decree Law No. 33 of 2021

Cabinet Resolution No. (1) of 2022

on the Implementation of Federal

Decree law no. (33) 0f 2021

= =4 -4

In accordance with the Labour Law,
remuneration or wage include all the
payments made to the worker on a yearly,
monthly, weekly, daily, piece work, or
production, or commission basis, in return
for the work he performs under the contract
of employment, whether such payments
are made in cash or in kind. Basic
remuneration is the pay provided for in the
employment contract during its validity
between both parties. Allowances
whatsoever are not included in this
remuneration.

The minimum pay should be enough for the
employee's basic needs and to secure
means of living. It is issued by a Federal
Decree in accordance with the proposal
made by the Minister of Labour and Social
Affairs and approved by the Council of
Ministers. The minimum wage and cost-of-
living index is determined either in general
or for a particular area or a particular
profession.

On 15 November 2021, the Ministry of
Human Resources and Emiratisation
announced UAE’s new Labour Law, Federal
Decree Law No. 33 of 2021. The new law
replaced the current UAE Federal Law (No.
8 of 1980) on 2 February 2022.

According to new Labour Law, the
minimum wage for workers is determined
by the cabinet upon the proposal of the
Minister and in coordination with the
concerned authorities.

Source: §27 of Federal Decree Law No. 33 of
2021

For detailed information on current
minimum wage rates, please refer to the
section on minimum wages.

Federal Law

Remuneration is any payment in cash or in
kind, given to the employee on annually,
monthly, weekly, daily, hourly basis, or by
piece-meal or pro rata to the production or
as a commission in consideration of his
services under the employment contract.

The basic wage is defined as the wage
specified under employment contract and
is paid in monthly, weekly, daily, hourly or
piecework basis and it does not include
benefits in-kind.

The law defines wage as the basic wage plus
the benefits in-kind and cash allowances
provided that these amounts are
prescribed in the employment contract or
Labour Law. The law obliges employer to
pay wages to employees on the due date set
in the employment contract. Wages must
be paid through the Wages Protection

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in UAE & DFIC in Arabic, please refer to: https://rawateb.org/uae
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System or through any other system
approved by the Ministry of Human
Resources and Emiratisation. Upon
request, the employer is obliged to provide
proof of payment of wages to his workers.
Legal actions can be taken against
employer because of non-payment of the
agreed wage. Wages are paid in national
currency (UAE Dirham) or another currency
(based on agreement of both parties in
employment contract).

According to Labour Law, deduction from
wages except the following cases is not
allowed: for redemption of loans which
should be a maximum 20% of the wage,
amount deducted for contributions in
bonuses, retirement pension, insurance,
instalments of any social project worker has
agreed to participate; penalties in case of
violations by worker which should not
exceed 5% of wage, and other cases as
mentioned in the Labour Law. In all cases,
the deduction from wages should not
exceed 50% of wage.

The remuneration includes the cost-of-
living allowance, and any benefit given to
the employee in reward for his honesty or
efficiency, provided always that these
amounts are prescribed in the Company
bylaws or in the employment contract, or
normally practiced or granted to the
employees, until they have been regarded
by these as an integral part of the
remuneration rather than a donation.

Employees employed on yearly or monthly
bases are paid on monthly basis and all the
other employees are paid fortnightly.
Remunerations are paid in national
currency (UAE Dirham) on working day at
the work place. Employer is not authorized
to transfer the employee from the monthly
pay to the daily, weekly, hourly or piece
work pay without the employee’s consent.

It is not necessary to provide pay slips by
the employer.

Effective from October 2016, companies
employing more than 100 workers must pay
wages within 10 days of its due date. In case
they fail, the ministry will stop granting
them any additional work permits starting
from the 16th day from the date of delay. If
the delay continues for one month, this
means the company has entered into the
refrainment phase, the ministry shall
inform the judicial authorities and other
related parties to take all necessary
punitive measures against it. If an employer
fails to pay wages for 60 days from the due
date, then administrative fines follow. The
administrative fines are Dh5,000 per
worker’s delayed wage, up to a maximum of
Dh50,000 in cases of multiple workers
complaining about delayed wages for 60
days or more.

Employer must not make it compulsory for
the worker to buy food or any other item
from specific shops or products
manufactured by the employer.

Sources: Ministerial Decree concerning the
protection of wages (No. 739 of 2016);
Cabinet of Ministers Resolution to Amend
some Provisions of Cabinet of Ministers
Resolution No. 27 of 2010 Regarding Fees
and Fines on Services Provided by the
Ministry of Labour (No. 10 of 2012); §22 and
25 of Federal Decree Law No. 33 0f 2021, §16
of Cabinet Resolution No. (1) 0Of 2022 On the
Implementation of Federal Decree law no.
(33) Of 2021 regarding the regulations of
labour relations.

Dubai International Financial Centre
The labour law differentiates between the

“wage” and the “basic wage”. According to
the law wages means all payments made to

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in UAE & DFIC in Arabic, please refer to: https://rawateb.org/uae
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an employee in return for work done or
services provided under the contract of
employment. The law defines basic wages
as the employee’s wage excluding any
portion of an employee’s wage received in-
kind or as allowance for housing, travel,
currency exchange (cashier), children’s
education, social and entertainment or any
other type of allowance, bonus or
commission payment, or overtime pay. The
basic wage is calculated by taking into
consideration the total number of calendar
daysin ayear.

Employers are obliged to pay wages in a
pay period, including vacation pay, at least
once a month. Pay period means the
hourly, daily, weekly, monthly or yearly
period, where employees are paid by the
hour, day, week, month or year; or the
employees applicable pay period if an
employee is paid on a flat rate, piece rate,
commission or other incentive basis.
Whether the wage period is one week or one
month, wages must be paid within seven
days of completion of wage payment
period.

Pay slips are required under the law,
providing the amount of gross wage paid,
the amounts of any variable and any fixed
deductions made from the wage and the
purposes of the deduction. Employer can
also provide the electronic access to the
pay statement and the workers can take its
print.

Employer does not provide the pay
statement to the employees with fixed term
employment contract of less than 30 days.
There is no legal provision regarding
method of payment and currency used.

Employer has no right to deduct any
amount from the worker's wage without
employees’ consent or otherwise specified
by the law.

On termination of the employment,
employer must pay wages and all the other
amounts within fourteen days. If employer
fails to do so, he/she is liable to pay the
penalty equivalent to the last daily wage for
each day the employer is in arrears.
Employment law prohibits employers from
recovering any recruitment costs. There are
certain exceptions to this rule, for example
if the employment contract is terminated
within 6 months of its commencement.

Source: §15-21 of the DIFC Employment
Law No. 2 of 2019

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

ILO Conventions

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

UAE & DFIC 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 UAE & DFIC in Arabic, please refer to: https://rawateb.org/uae
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Federal Decree Law No. 33 of 2021
Ministerial Resolution on defining
works that are hazardous or in
which it is permissible to reduce the
legally decided working hours (No.
4/1 of 1981)

DIFC Employment Law No. 2 of 2019
Cabinet Resolution No. (1) of 2022
on the Implementation of Federal
Decree law no. (33) of 2021

= =

= =

Working hours are all those hours during
which the worker is at the disposal of the
employer. However, it excludes the rest
breaks during which worker are not at the
disposal of employer. The general working
hours are 8 hours a day and 48 hours a
week. The maximum working hours
inclusive of overtime are 60 hours per week.
The Cabinet can reduce orincrease working
hours for some specified categories of
employers or sectors. In the month of
Ramadan, the working hours are reduced
by 2 hours per day. Changes in working
hours are regulated by Minister of Labour
and Social Affairs. Rest breaks and
travelling time to and from the residence
are not included in the working hours
except for few exceptions like bad weather,
or delay due to accident or breakdown in
employer-provided commute.
Furthermore, the employee is not allowed
to work for more than (5) five consecutive
hours without a break or breaks of not less
than an hour in total, and these periods are
notincluded in the working hours. Working
hours and breaks are arranged at an
establishment working according to shifts
or for some job categories, as per their
nature, such as field jobs, and according to

the workers’ classification specified in the
Implementing Regulation hereof.

Overtime is the work which is performed
beyond daily and weekly limits of normal
hours of work. Overtime work may not be
performed for more than two hours per day
except in certain cases like prevention of
substantial loss or serious accident or to
eliminate or mitigate its effects. In a 3-week
period, the total working hours in any case
cannot exceed 144 hours. The maximum
working hours limit is not applicable to
persons occupying supervisory positions,
crews of naval vessels and the seafarers,
engaged in shift based technical natured
works which are to be done continuously
(so that the average working hours do not
exceed (56) hours per week), and for work
that is complementary or preparatory.

The Labour Law provides for a premium
payment to the workers engaged in
overtime work. In such a case, workers are
paid 125% of the basic wage for overtime
hours. If overtime work is done during night
hours (10 pm and 4 am), workers are
entitled to 150% of the basic wage for
overtime hours.

The working hours can be reduced to seven
hours a day for many industries which
include: Qil refining, cement
manufacturing, working at mines and
quarries, manufacturing of glue and glass,
and sugar production. They are not allowed
to work overtime, or work on weekends and
official holidays.

Juveniles must not work continuously for
more than four hours and are not allowed
to work from 7pm to 7am. They are not
allowed to work overtime, or work on
weekends and official holidays.

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in UAE & DFIC in Arabic, please refer to: https://rawateb.org/uae
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Sources: Ministerial Resolution on defining
works that are hazardous or in which it is
permissible to reduce the legally decided
working hours (No. 4/1 of 1981); §5, 17, 18,
and 19 of Federal Decree Law No. 33 of
2021; §4and 15 of Cabinet Resolution No. (1)
0Of 2022 On the Implementation of Federal
Decree law no. (33) Of 2021 regarding the
regulations of labour relations.

Dubai International Financial Centre

There is no statutory provision regarding
normal working hours. Maximum working
hours provided by the law are forty-eight
hours per week. Employer may not exceed
maximum working hours without prior
consent of the worker. Employer must not
require or allow excessive working hours or
hours hazardous to the health and safety of
the worker. DIFC law also has detailed
provisions on part-time employment
(workers working less than 8 hours per day).

During the holy month of Ramadan,
maximum working hours for fasting Muslim
employees are six hours per day without
any reduction in wages. Workers’ wages
cannot be reduced due to reduction in
working hours.

There is no statutory provision regarding
overtime pay.

Source: §17 and 21-23 of the DIFC
Employment Law No. 2 of 2019

It is prohibited to employ juveniles (young
workers between 15 to 18 years) at night-
time (7 pm to 7 am). The 1980 Labour Law
prohibited employment of women during
night hours (10 pm and 7 am). However, the

new law (No. 33 of 2021) allows women
workers to work during night hours without
any conditions.

The Labour Law does not recommend
reduction of working hours or premium
compensation for night workers.

The workers working overtime between 10
pm to 4 am are entitled to an overtime
premium of 150 % of basic wage. This
provision is not applicable to workers
working at night shifts.

Sources: §5 and 19 of Federal Decree Law
No. 33 of 2021

Dubai International Financial Centre

No provision could be located in law
regarding night workers and their working
hours.

If a worker is required by his employer to
work during a period which otherwise is
rest period (weekly rest), employer is
obliged to ensure that the worker is allowed
such compensatory rest that is reasonably
considered equivalent to the rest period
provided under the law. If, due to some
objective reasons, it is not possible to grant
such a period of rest, employer has to 150%
of the basic wage for every hour worked on
a weekly rest day. A worker may not be
required to work on two consecutive
weekends.

For work performed on a public holiday,
worker is paid a premium wage or a
compensatory rest day with full pay

The text in this document was last updated in February 2025. For the most recent and updated text on Employment & Labour Legislation
in UAE & DFIC in Arabic, please refer to: https://rawateb.org/uae
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Sources: §70-72 & 81 of the UAE Labour Law
(No. 8 of 1980); §19 & 28 of Federal Decree
Law No. 33 of 2021

Dubai International Financial Centre

In extraordinary circumstances, workers
may perform work on weekly rest days and
public holidays. In the case of work on
weekly rest day, no provision could be
located in the law requiring compensatory
day-off or premium pay. If a worker is
engaged on a public holiday, the DIFC
Employment Law requires a compensatory
day-off ora paymentin lieu thereof or a pro-
rated amount relating to the period of time
worked, as decided in mutual agreement
between the employer and the employee.

Source: §32 of the DIFC Employment Law
No. 2 of 2019

If a worker works on a weekly rest day, he is
entitled to a premium rate of 50% for every
hour worked on a weekend (150% of the
normal wage), in case the compensatory
rest day with full pay is not provided. For
work performed on a public holiday, worker
is paid a premium rate of 50% of the normal
wage rate for every hour worked on a public
holiday (150% of the normal wage) or a
compensatory rest day with full pay.
Employer is not allowed to make worker
work for more than two consecutive
weekends.

Sources: §70 & 81 of the UAE Labour Law
(No. 8 0f 1980); §19 and 28 of Federal Decree
Law No. 33 0of 2021

Dubai International Financial Centre

Workers may be required to work on weekly
rest days and public holidays. In such
circumstances when employee has to work
on public holidays, employee is entitled to
a payment in lieu or a pro-rata amount as
decided in the mutual agreement between
the employer and the employee. Law has
no  provision regarding  premium
compensation for working on weekly rest
day.

Source: §32 of the DIFC Employment Law
No. 2 of 2019

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

UAE & DFIC 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 UAE & DFIC in Arabic, please refer to: https://rawateb.org/uae
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DIFC Employment Law No. 2 of 2019
Federal Decree Law No. 33 of 2021
Cabinet Resolution No. (1) of 2022
on the Implementation of Federal
Decree law no. (33) of 2021

= =4 A

Labour Law entitles workers with paid
annual leave after completion of six month
of service, with full wage. The annual leave
is granted at the rate of thirty days for each
year of extended service. If the length of
service is more than six months but less
than one year, the leave is granted at the
rate of two days per month.

The part-time worker is entitled to annual
leave according to the actual working hours
he spends with the employer. The duration
of annual leave is in correspondence to the
total working hours after converting them
into working days, divided by the number of
working days in the year, multiplied by the
legally prescribed leaves, with a minimum
of five working days per year for annual
leave. While calculating the annual leave,
the fraction of a day considered as a full day
where actual working hours are 8 working
hours per day.

The employer can grant a leave to a worker
from his annual leave balance during the
probationary period. The worker should be
compensated for the remainder of annual
leave balance if he does not pass his
probation.

Employer may decide the dates of annual
leave according to requirements of work,
with mutual agreement, or alternately
among the workers and notify the worker at

least a month prior to its start. If annual
leave is not taken in the year of its
entitlement, the worker has right to carry it
over to next year.

If annual leaves are accumulated for more
than two years, the worker hasright to carry
forward the leaves or receive cash benefits.
In such cases, the annual leave carried
forward cannot be more than half of the
annual leave and the benefits are received
according to the wage of worker. In case of
termination of contract before availing
annual leave, the worker is entitled to
receive compensation for the annual leave
balance according to his basic wage.

On the termination of the employment,
workers are entitled to receive payment in
lieu of annual leave regardless of duration
of leave. He is also entitled to receive leave
wage for parts of the year in proportion to
the period he spent in work and is
calculated according to the basic wage.

Employees are entitled to annual leave
after completion of six month of service.
The annual leave is granted at the rate of
two and a half days per month (30 calendar
days or 26 working days) after one year of
service. If the length of service is more than
six months but less than one year, the leave
is granted at the rate of two days per
month.

On the termination of the employment,
employees are entitled to paymentin lieu of
annual leave not availed. Employee must
not terminate the employee during annual
leave except in cases specified by the law.

During annual leaves, employee receives
basic pay along with house allowance. If
employee has to work in whole or in parts
during annual leaves, employer must pay
basic pay along with the compensation of
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work  done  during leaves. This
compensation depends on his basic pay.
Employer is required to pay remuneration
due to an employee plus annual leave pay
in full before the worker's departure on
annual leave.

Weekly rest days and public holidays are
included in the calculation of the annual
leave period if they fall within the annual
leave of the worker, unless the employment
contract or the regulations in force at the
establishment provide for anything that is
more useful for the worker.

Source: §29 of Federal Decree Law No. 33 of
2021; §18 and 19 of Cabinet Resolution No.
(1) of 2022 on the Implementation of
Federal Decree law no. (33) Of 2021
regarding the regulations of labour
relations.

Dubai International Financial Centre

A worker is entitled to at least 20 working
days of annual leave with full salary. A
worker must have worked for at least ninety
days in order to qualify for annual leave.
During the first year of employment, the
worker acquires annual leave entitlement,
at the rate of one-twelfth of the 20-day
entitlement per month, pro rata to the
length of their service (the leave
entitlement is 10 days for 6 months of
service).

Workers are entitled to take annual leave in
periods of one or more week. Thus, splitting
of annual leave is allowed however the
minimum period is one week. To avail
annual leave, worker must inform the
employer, in written, seven days prior to the
days on which leave is to be taken.
Similarly, the employer who wants the
worker to take his/her annual leaves, must

inform the worker seven days in advance in
writing.

Worker can carry forward their untaken
annual leave (maximum of five days) to the
next calendar year for a maximum of twelve
months, after which the unused leave
expires. Annual leaves are exclusive of
public holidays.

Compensation in lieu of annual leave
(vacation) is prohibited except in case of
termination of contract. Workers are paid in
lieu of annual leave on termination of the
employment contract or by mutual
agreement with the employer. On
termination of the employment, worker is
paid for the accrued but untaken annual
leave. If the worker has taken annual leave
more than the accrued leaves on
termination, he/she must repay the
employer the corresponding sum.

Compensation in lieu of annual leave is
calculated by using the employee's daily
wage applicable on the employee's last day
of employment.

Source: §27-31 the DIFC Employment Law
No. 2 of 2019

Workers are entitled to a fully paid public
holidays.

United Arab Emirates has eleven public
holidays of both religious and memorial
nature. The Public Holidays are 11 in
number are as follows: Hijri New Year's Day,
Gregorian New Year's Day (January 01), Eid
ul Fitr/Feast of the Breaking of Fast (two
days), Hajj (Pilgrimage) Eid ul Adha/Feast of
Sacrifice (three days), Birthday of the
Prophet (P.B.U.H.) / Miald un-Nabi (one
day), Martyrs Day / Commemoration Day
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(November 30), National Day (December
02) and the Prophet’s Ascension Day/ Lailat
Al Miraj.

Public holidays in United Arab Emirates are
paid holidays. If a worker works on a public
holiday, a compensatory holiday is granted
to the worker. If compensatory day is not
possible, the employer is required pay an
increase to worker’s basic wage (150% of
the normal wage rate).

If the public holiday falls during annual
leaves of the employee, there is no
statutory requirement to provide an
additional leave.

Sources: §28 of Federal Decree Law No. 33
of 2021

Dubai International Financial Centre

Public holidays in DIFC are same as there in
United Arab Emirates. Public holidays are
paid. Workers may be given a day off in lieu
or a payment in lieu or a pro-rated amount
relating to the period of time worked (on a
public holiday) on mutual agreement
between the employer and the worker.

Source: §32 of the DIFC Employment Law
No. 2 of 2019

Workers are entitled to a paid weekly rest
day of one day. Law allows to increase the
number of weekly rest days. If a worker is
employed on weekly rest day, employer has
to provide compensatory rest or premium

pay.

Friday is the weekly rest day for the
employees (24 hours of rest). If a worker is
employed on weekly rest day, employer has

to provide compensatory rest or premium
pay.

Sources: §21 of Federal Decree Law No. 33
of 2021.

Dubai International Financial Centre

Workers are granted an uninterrupted rest
period of twenty-four hours weekly. Daily
rest period is eleven consecutive hours per
day. The daily rest and prayer breaks are of
at least one-hour duration.

Source: §24-26 of the DIFC Employment
Law No. 2 of 2019
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04/13CONTRACTS &
DISMISSALS

ILO Conventions

Convention 158 (1982) on employment termination

UAE & DFIC 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).
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I Ministerial Decree on Standard
Employment Contracts (No. 764 of
2015)

I Ministerial Decree on the
termination of employment
contract (No. 765 of 2015)

1 Ministerial Decree on Granting a

New Work Permit (No. 766 of 2015)

Federal Decree Law No. 33 of 2021

Cabinet Resolution No. (1) of 2022

on the Implementation of Federal

Decree law no. (33) of 2021

= =

Employment contract is an agreement,
whether for a definite or an indefinite
period, concluded between an employer
and a worker under which the latter
undertakes to work in the service of the
employer and under his management or
control against a remuneration payable to
him by the employer.

The employment contract is concluded in
writing. Two copies of the employment
contract are made, with one provided to the
worker and the other to the employer. The
contract specifies a maximum term of three
years, and may be renewed or extended by
mutual agreement for a similar or shorter
term, either once or multiple times. If the
contract is renewed or extended, the new
term(s) will be considered an addition to
the original term and will be included in the
worker's total period of service. If neither
party agrees to renew or extend the
contract after its initial term has expired or
the agreed-upon work has been completed,
but both parties continue to fulfil its terms,
the original contract is interpreted as
implicitly renewed under the same terms
and conditions.

The employment contract includes the
name and address of the employer, the
name of worker, nationality and date of
birth of the worker, proof of his identity, his
qualification, the job or occupation, the
date of work commencement, the
workplace, the working hours, the rest
days, the probationary period, if any, the
term of the contract, the wage agreed upon
including the benefits and allowances, the
annual leave entitlements, the notice
period, the procedures for terminating the
employment contract and any other data
determined by the Ministry in order to
regulate the relationship between both
parties. The contract is amendable with the
agreement of worker and employer
provided that the amendments are
according to the Decree-Law, Resolution
and the Legal Regulations.

Law allows change in employment contract
to different work types only if it is approved
by worker as well as employer, all the
entitlements under original contract are
paid and is in accordance with the
procedures set by the Ministry. The contract
forms for different work types are; Full-time
employment contract, Part-time
employment contract, Temporary work
contract, Flexible work contract, Remote
work contract, and Job-sharing contract.

Sources: Ministerial Decree No. 764 of 2015
on Standard Employment Contracts; §8 of
Federal Decree Law No. 33 of 2021; §10 of
Cabinet Resolution No. (1) of 2022 on the
Implementation of Federal Decree law no.
(33) Of 2021 regarding the regulations of
labour relations.

Dubai International Financial Centre
An employment contract must be

concluded in writing and given to the
worker within seven days of the
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commencement of employment. The
employment contract must include the
names of the employer and employee; the
commencement date of employment; the
remuneration and pay period; terms and
conditions relating to hours or days of work,
annual leave and annual leave pay, public
holidays and public holiday pay, sick leave
and pay; notice periods for contract
termination by the employer and
employee; the job title or a description of
the work; the place of work; any applicable
disciplinary/grievance procedures; and the
duration or end date of employment (in the
case of a fixed-term contract).

Employer must vividly inform the worker
aboutterms and conditions that are subject
to change, time to time, on employers’
discretion. Employer may inform the
employee about the amendmentsin a form
of written notice.

It is forbidden for a foreign worker to work
in DIFC unless they have a valid residence
visa and work permit for employment
anywhere in UAE. The residence visa and
work permit are granted to a foreign
national on passing the obligatory medical
test which are sponsored by the local UAE
employer. The residence visa and work
permit are valid up to three years.
Employers bear the costs of residency visas
and work permits for their workers.

The visa and work permit are limited to a
specific employer, and get cancelled on
termination of employment. Any new
employer is required to apply for a new
residency visa and work permit for the
worker. If the worker is unable to secure
new employment within one month of
cancellation of his or her residency visa,
following termination of his or her
employment, the worker must leave the
UAE.

For workers working in DIFC, employers
must obtain and maintain, at their own
cost, the requisite sponsorship
documentation (including UAE and DIFC
identity documentation), visas,
authorisations, licenses, permits and
approvals as may be required from time to
time by Federal Law, Dubai Law, a
Competent Authority or a Personnel
Sponsorship Agreement, to enable the
Employee to work lawfully for the Employer
in the DIFC. Employers are liable to fine in
the case of contravention to above
requirements.

Source: §14, 57,62 and 63 of the DIFC
Employment Law No. 2 of 2019

The employment contract can be
concluded for a specific term with a
maximum length of three years. With the
consent of both parties, such a contract can
be renewed for another similar term
(maximum length of 72 months, including
renewals) or for a shorter term with one or
more renewals. In this case, the new terms
added are considered as extension of the
original term. The new terms are added to
the original term while calculating the
continuous term of service. If the contractis
implemented after the expiration, it will
implicitly be considered extended, and the
conditions mentioned in original term
remain intact. Since renewed period is the
extension of the original period, therefore it
is added in calculation of the employee's
total period of service.

Detailed provisions on work permits are
available under the Cabinet Resolution No. 1
of2022.
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Sources: Ministerial Decree on Standard
Employment Contracts (No. 764 of 2015);
Ministerial Decree on Granting a New Work
Permit (No. 766 of 2015); §8 of the Federal
Decree Law No. 33 of 2021

Dubai International Financial Centre

DIFC Employment Law does not
differentiate between the types of contract.
Parties are free to conclude fixed term
employment contract or indefinite term
employment contract.

Source: §14(2)(i) of the DIFC Employment
Law No. 2 of 2019

A fixed term employment contract or
contract of indefinite term may provide for
probationary or trial period clause. The
purpose of trial period is to help an
employer assess the professional skills of a
newly hired employee for the tasks
entrusted to him and enabling an employee
to determine whether the job suits him and
meets his expectations.

Probation period is required by an
employer to evaluate the performance of
the worker and allows the worker to
become familiar with his job duties and the
work environment according to which the
employment contractis either continued or
terminated as per the provisions in the law.

The probationary period set under Labour
Law is six months from the date of
commencement of work. The employer has
right to terminate an employment contract
before the end of period by serving a
written notice fourteen days prior to the
termination. A worker cannot be required
to serve more than one probationary period

for the same employer. In case a worker
wants to terminate the employment
contract with the employer and start
employment with another employerin UAE,
such worker must inform the employer in
writing at least one month prior to the
intended date of contract termination.

The foreign worker has right to terminate
an employment contract during probation
period by informing in writing at least
fourteen days prior to the intended date of
contract termination. He has the right to
obtain a new work permit within three
months from the date of departure given
certain conditions between new and
original employer are fulfilled.

If the worker or employer terminate an
employment contract without taking
consideration of the above-mentioned
provisions, they are obliged to compensate
the other party an amount equivalent to
wage of worker during notice period or the
remaining period of the notice period.

Sources: §1 and 9 of Federal Decree Law
No. 33 of 2021; §11 of Cabinet Resolution
No. (1) Of 2022 on the Implementation of
Federal Decree Law no. (33) of 2021
regarding the regulations of labour
relations

Dubai International Financial Centre

While the earlier DIFC 2005 law had no
provision on probation periods, the 2019
law limits the probation period to a
maximum of 6 months. Employment
contract can be terminated without serving
any notice during the probationary period.

Source: §14(2)(l) and 62(6) of the DIFC
Employment Law No. 2 of 2019
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Labour Law has detailed regarding the
notice period for termination of an
employment contract. Either party may
terminate the employment contract
provided that the other party is notified in
writing. While the notice period can be
decided between the parties, its range lies
between 30 to 90 days. The worker is
entitled to full wages during the notice
period and is bound to work during this
period.

Payment in lieu of notice is allowed under
the law and the party not abiding by the
notice is obliged to pay a compensation
called notice period allowance in case of
failure to provide a notice period, which
should be equivalent to the full wage of
worker for full notice period or for
remaining part. The worker has right to one
day leave per week during notice period for
job search.

The employment contract is terminated in
case of written agreement between both
parties, upon reaching its expiry date,
based on either party’s consent, due to
demise orinvalidity of worker, and for other
reasons stated in law.

The employer can terminate an
employment contract without notice after
conducting a written investigation with the
worker in the following cases:

i. Adoption of a false identity or
nationality or submission of forged
documents or certificates;

ii. Committing an error causing
substantial material loss to the
employer provided that the
employer informs the Ministry of the
incident within seven working days

from having knowledge of the
incident;

iii.  Violation of instructions concerning
safety of the place of business
provided that such instructions are
displayed in writing at conspicuous
places.

iv. Failure to perform basic duties
under the contract of employment
and the worker persists in violating
them despite formal investigation
with him in this respect and warning
him of dismissal twice if the same is
repeated;

V. Reveals a work secret related to
industrial or intellectual property;

vi. found intoxicated/drunk or under
the influence of drugs during
working hours;

vii.  assaults the employer, the manager
or any of his colleagues during the
course of his work, by any means;

viii.  if worker is absent for more than
twenty intermittent days during one
year or more than seven
consecutive days without providing
an acceptable reason;

ix. exploitshis positionin anillegal way
to obtain personal results and gains;

X. Joins  another  establishment
without abiding by the rules and
procedures prescribed in law.

A worker may also terminate the
employment contract without notice in the
following cases:

i. If the employer does not fulfil his
obligations towards the worker as
required under the Labour Law or
employment contract, by providing
a notification of fourteen working
days to the Ministry prior to quitting;

ii.  After informing the Ministry within
five working days, if the employer or
his legal representative has
assaulted the worker;
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iii. If there is a grave danger at the
workplace that threatens the
worker’s safety or health and
appropriate actions are not taken by
the employer to eradicate such a
danger;

iv.  Iftheworkerisinstructed to perform
a task different from the work
agreed upon in employment
contract, without his consent.

The employer is prohibited to terminate an
employment contract on the basis of health
while the worker is on legally accrued sick
leave.

A termination of contract by employer is
considered illegitimate if the termination is
duetofiling a valid serious complaint to the
Ministry or filing a lawsuit against the
employer. In this case, employer is obliged
to pay a compensation considering the
damage caused and the term of service of
worker. The amount of compensation does
not exceed the worker’s wage for a period
of 3 months. In any case the worker is
entitled to a notice period as well as his end
of service benefits.

In case of an illegitimate termination of
employment contract by foreign worker, he
is not given a work permit for a period of
one year from the absence of work and it is
also not permissible for any other
employer, who is aware of the same, to
employ him or keep him in his service
during that period.

The employment contract remains intactin
the event of achangein the establishment’s
form or legal status. Worker may transfer to
another work in case the contract is not
renewed, employer terminates the contract
without any reason and due to all the
reasons mentioned in above paragraphs.

To terminate an indefinite term contract
that was concluded before the enforcement
of new Labour Law (prior to February 2022),
either party may terminate such a contract
for a legitimate reason, after notifying the
other party in writing for the following
periods:
1. At least 30 days if the length of
service is less than five years;
2. At least 60 days if the length of
service is five to ten years;
3. At least 90 days if the length of
service is more than 10 years

An indefinite term contract is terminated in
the following cases:
i. If both parties agree to termination;
ii. Either party decides to terminate
the employment contract while
notifying the other party in writing
and continues to honour the
contractual duties during the notice
period (ranging from 1 month to 3
months);
iii.  If either party does not comply with
the legal conditions

Sources: Ministerial Decree on the
termination of employment contract (No.
765 of 2015); §1, 42-50 & 65 of Federal
Decree Law No. 33 of 2021; §27 of Cabinet
Resolution No. (1) Of 2022 On the
Implementation of Federal Decree law no.
(33) of 2021 regarding the regulations of
labour relations.

Dubai International Financial Centre

Employment can be terminated for any
reason and at any time, provided that the
required notice period is given. An
employer or worker may terminate the
worker’s employment for cause in
circumstances where the conduct of one-
party warrants termination and where a
reasonable employer or employee would
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have terminated the employment.

The employer and worker can agree on the
notice period of any length in employment
contract orthey can also decide to dispense
completely with the notice period. In the
absence of mutual agreement and worker
has been employed for at least a month, the
statutory minimum notice period s
applicable. Notice period is seven days for
the worker with one to three months of
continues service, thirty days for more than
three months to less than five years of
continues service, and 90 days for five or
more years of continuous service. Both
parties can mutually agree on payment in
lieu of notice period from the other party.

The employer must provide the written
statement of the reason for dismissal, on
termination, to the worker with at least one
year of continues service.

Source: §62 of the DIFC Employment Law
No. 2 of 2019

According to the Labour Law, both national
and foreign workers are entitled to
severance pay on termination of
employment contract once they have
completed at least a year of continuous
service with the employer. Employees who
are not entitled to pension have statutory
entitlement to severance pay/ end of
service benefit or gratuity depending on the
time period of their employment. An
employee with at least one year of
continues employment with an employer is
entitled to severance pay of 21 calendar
days’ basic pay for each of the first 5 years
of service and of 30 calendar days’ basic pay
for each additional year of service. The
foreign worker who has completed one year

of continuous service shall receive a benefit
for the portion of the year spent working,
proportionate to the duration of
employment. The calculation of service
term for the benefit excludes any unpaid
days of absence from work. When
determining the end of service benefits
(severance pay), the worker's entitlement is
based on their last basic wage. This applies
to individuals who receive wages on a
monthly, weekly, or daily basis. For those
paid on a piecework basis, the average daily
wage mentioned in the applicable
provisions is used. The total severance pay
for the foreign worker do not exceed two
years' worth of wages. The employer has
the authority to deduct certain amounts
from the end of service benefits. These
deductions may include loan repayments,
recovery of unpaid contributions towards
the end of service, retirement pensions or
insurance as required by the prevailing
state legislation, penalties specified in the
establishment's approved regulations for
worker violations sanctioned by the
Ministry, debts resulting from court
judgments against the worker, and
expenses for repairing damage caused by
the worker's fault or violation of the
employer's instructions. Such damage may
include the loss, destruction, or damage of
tools, machines, products, or materials
owned by the employer. These deductions
are carried out in compliance with the
conditions and procedures outlined in the
Implementing Regulation.

Furthermore, employers must pay wages
and other entitlements within fourteen
days of the termination of contract.
However, severance pay is not applicable to
temporary employment of less than one
year.

Furthermore, according to the Cabinet
Resolution No. (1) of 2022, the severance
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pay for part-time or job-sharing workers is
calculated by dividing the number of
working hours in their contract by the
number of working hours in a full-time
contract, then multiplying that percentage
by the severance pay due to a full-time
worker. This only applies if the worker has
been employed for more than a year.
Temporary employees who have worked
for less than a year are not eligible for end
of service benefits/severance pay.

Sources: §§51-53 of Federal Decree Law No.
330f2021;§29 and 30 of Cabinet Resolution
No. (1) Of 2022 On the Implementation of
Federal Decree Law No. (33) of 2021

Dubai International Financial Centre

Employees who are not entitled to pension
have statutory entitlement to severance
pay depending on the time period of their
employment. An employee with at least one
year of continues employment with an
employer is entitled to severance pay of 21
calendar days’ basic pay for each of the first
5 years of service and of 30 calendar days’
basic pay for each additional year of
service. The entitlement is calculated on
pro-rata basis for any period of service
under oneyear after completion of first year
of service. The total severance pay should
not exceed two years’ remuneration.

The daily rate for the worker’s basic wage is
computed on the basis of number of daysin
the year. If the termination occurs prior to
the completion of one year of continuous
service, the severance pay is computed on
a proportionate basis. Employer may
deduct from the severance pay, the amount
owed to him by the worker.

Worker is not entitled to severance pay if
the employment terminates for cause. in
case, the employer has established a

pension scheme for the workers, he/she
provides, in writing, the option to the
workers to choose between pension
scheme and severance pay. Worker must
expressively state his choice in writing and
submit it to the employer.

The employer has to pay all remuneration,
gratuity payment, as well as compensation
for all untaken vacations within fourteen
days of employment termination.

Source: §66 of the DIFC Employment Law
No. 2 of 2019
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05/13FAMILY
RESPONSIBILITIES

ILOConventions

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

UAE & DFIC 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 exha_
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