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CONTRACTS OF EMPLOYMENT

GENERAL CONDITIONS
• Written or verbal contract: the written form is obligatory for fixed term,
part time, temporary work, apprenticeship and professionalisation
contracts.  Collective bargaining contracts sometimes require a written
contract to be entered into. The written form constitutes a means of proof of
the applicable terms and conditions of employment, which is helpful when
it comes to determining whether the term of a contract is covered by a
modification subject to the prior express agreement of the employee.
• The trial period is covered by legal provisions that set the duration and 
period of notice that must be met in the event of breach of the contract of
employment during the said trial period.  The law requires the trial period
and any renewal of it to be covered by a mention in the letter of recruitment
or the contract of employment.
Taking account of the requirements of case law, the drafting of certain
clauses calls for vigilance, such as, for example: the geographical mobility
clauses must be limited to a geographical field of application; the non-com-
petition clauses must be limited in time and space and must provide for a
financial consideration; the clauses regarding working time (annual flat-rate
payment in working days, flat-rate payment in terms of hours, etc.) also call
for particular attention.

SPECIFIC CONDITIONS
‚ FIXED TERM CONTRACT (CDD)
These may be use for :
• Performing a precise, temporary task (established beforehand) :

1. Replacing an absent employee;
2. The definitive departure of an employee before his/her post is eliminated;
3. While waiting for the new appointee to take up the post;
4. A temporary increase in the company’s business;
5. Seasonal employment (agriculture, tourism, etc.);
6. Traditional jobs (regulated sectors).

• Contracts entered into in the framework of employment policy (profes-
sionalisation contracts)
The contract must obligatorily be in writing and contain the obligatory legal
mentions.
Maximum duration of contract with a precise term (including renewal): 3, 9, 18
or 24 months depending on the purpose of the contract. The contract may also
be entered into without a precise term with a minimum duration. The law on
securing employment (which follows the National Inter-professional Agreement
of January 2013 and scheduled for Spring 2013) should include measures for
fixed term contracts.
Renewal of the CDD once only within the limits of duration indicated. A succession
of temporary appointments to the same post, is, in certain cases, regulated: 
a period of grace equal to 1/2 or 1/3 of the initial duration of the first contract 
following the date of the latter, potentially renewed (<or> 14 days) must be 
respected.
Limited trial period: for example limited to 1 month for a contract with a term
greater than 6 months. The contract must expressly provide for this.
The remuneration of an employee on a fixed term contract may not be less than
that of an employee on an open-ended contract (CDI).  He/she shall be entitled
to be paid holiday days or compensation in paid holiday days for the days to
which entitlement has been acquired and not taken at the end of the contract.
In the majority of cases, the employee on a fixed term contract receives an 
end-of-contract indemnity calculated on the basis of 10% of the total gross
remuneration received by application of the contract.
Early termination of contract (before its term is reached) is possible in the 
following cases:
- force majeure, serious negligence, if the employee justifies recruitment on an
open-ended contract, or there is agreement between the parties.
As an experiment, and subject to the existence of a collective bargaining 
agreement providing for it, a fixed term contract with a defined purpose may be
entered into for recruiting an engineer or senior manager for carrying out a 
specific project, for a maximum of 36 months (non-renewable).  This very 
specific contract provides for particular conditions of breach.

‚ SINGLE RETURN-TO-WORK CONTRACT
Employees concerned: unemployed people encountering social and professional difficulties gai-
ning access to employment.
Employers concerned: employers who are up-to-date with their unemployment contributions,
who have not made any redundancies during the six months preceding the recruitment.
Conclusion of a pre-recruitment agreement with an Employment Centre (Pôle Emploi), for a
maximum term of 24 months (subject to cases qualifying for derogation).
Conclusion of a CDI (open-ended contract) or CDD (fixed term contract) of a minimum of 6
months’ duration, full- or part-time (20 hours minimum) and the designation in-house of a men-
tor for the employee.
State Aid: meeting part of the recruit’s remuneration (maximum rate: 47% of the gross hourly
SMIC - index-linked guaranteed minimum wage - subject to an upper limit of 35 hours); the pos-
sibility of this aid being cumulative with a reduction of the Fillon charges (employer contributions
under the Fillon law – see below). The "emploi d'avenir" is a new welfare contract which is prima-
rily aimed at not-for-profit sector employers.
‚ APPRENTICESHIP CONTRACT
This combines training (professional or technological training diploma, titles determined by
decree) for the exercising of a professional activity in a company. There are specific measures
enabling access to apprenticeships for young people under the age of 16 or for people over 25.
•Young people from 15 to 25 years of age enrolled in a C.F.A;
• Specific formalities must be carried out and a written contract must be drawn up and registe-
red with the consular chamber covering the company (chamber of commerce and industry,
agriculture or occupations and trades);
• Duration of 1 to 3 years depending on the training cycle followed (400 hours of 
training per annum), minimum salary defined as a percentage of the SMIC (between 25% and
78% for a first contract, between 40% and 93% in case of complementary training), subject to
the applicable conventional provisions.
‚ Almost total exemption from social charges depending on the employer’s potential crafts-
man status and the number of employees.
‚ Exemption for the apprentice from salary-related contributions and CSG CRDS contributions.
‚ Exemption from income tax for the apprentice within the limits of the annual SMIC (some
financial helps from the State can be granted to employers).
NB : the “professionalisation contract” is another type of aided contract for young people of 16
to 26 years or jobseekers of 26 and over, providing, for the employee, a shorter 
period of training than in the cases of apprenticeships (some financial helps from the State can
be granted). In the context of the "contrat de génération", businesses with less than 300
employees will be eligible to benefit from help in hiring a young person, when hiring or conti-
nuing the employment of a senior.
‚GENERAL REDUCTION OF CHARGES (“FILLON REDUCTION”)
The Fillon law instituted a general reduction of employers’ contributions on low salaries (SMIC
to 1.6 SMIC).  The contributions for accidents in the workplace / work-related illness do not come
within the framework of the Fillon reduction.  This is a permanent mechanism that in principle
is not cumulative with the other exemption mechanisms or relief from social charges.  As soon
as the conditions regarding the level of remuneration are met, then the benefit of this reduction
becomes automatic (no forms to be filled in).
• All the employees holding contracts of employment and for whom the employer makes
unemployment contributions are concerned.
• No minimum working time required: the number of hours taken into account excludes 
complementary hours and overtime, and, in certain cases, dressing and undressing time / breaks.
• The calculation formula gives a coefficient by which the employee’s gross annual 
remuneration is multiplied, in order to determine the amount by way of the aid.  
Since 1 January 2012, complementary hours and overtime are taken into account: it is taken into
account the increased remuneration of the employee due to overtime; the SMIC basis takes into
account the number of extra/complementary hours done without the increases.
For a company with 20 employees and more, the coefficient calculation formula is as follows:

0,26 / 0,6 x [1,6 x SMIC for one year (taking into account extra/comp. hours without increase – 1)]
Gross annual remuneration

For companies with less than 20 employees, the formula for calculating the coefficient is as 
follows:

0,281 / 0,6 x [1,6 x SMIC for one year (taking into account extra/comp. hours without increase) -1]
Gross annual remuneration



Legal working time: the law dated 20 August 2008 makes it possible to
plan working time through negotiations at company or branch level.
Legal working time remains fixed at 35 hours for all companies, with the
possibility of making use of overtime.  Subject to the collective bargaining
provisions in force, the rate of increase for overtime is set as follows: 
- from the 36th hour to the 43rd hour: increase of 25%
- from the 44th hour: increase of 50%.
Subject to the working time planning mechanisms, the overtime is broken
down within a weekly framework.  After 35 hours of work per week, the
hours are quantified as overtime.  They are allocated to the annual collec-
tive bargaining contingent, or failing this, to the legal contingent (220
hours per annum) and in certain cases create an entitlement to an obli-
gatory rest consideration. Since the law changed on 16 August 2012, extra
working hours no longer receive any favourable social or tax treatment.

• Reference year: 1 June to 31 May, other than when professional charac-
teristics apply.  Effective minimum working time (or equivalent) in order
to benefit from paid leave: 10 calendar days for an employee on a CDI.

• Number of days paid leave = 2.5 working days per month of work. 
The entitlement to leave is assessed in relation to the actual working 
periods or equivalent under the law on collective bargaining (or in accor-
dance with case law, particularly under the influence of community law):
for example: days of paid leave during the previous year, maternity leave,
training leave, absences linked to the exercising of certain functions, and,
within certain limits, absences for work-related illness, accidents in the
workplace.
• Maximum duration of leave = 24 consecutive working days.  If leave is

taken (apart from the 5th week) outside the period from 1 May to 31
October: 1 or 2 extra days, which may be broken down, are granted
depending on the initial duration of the leave, in the absence of a clause
to the contrary or a waiver on the part of the employee.

• Remuneration of leave = 1/10 x the total remuneration received by the
employee during the reference year – it must in all cases be greater than
or equal to the normal salary.

• Paid leave indemnity for workers on fixed term contracts, whatever the
time worked may be.

MONTHLY CEILING at 01/01/13 : 3,086 € – ANNUAL CEILING : 37,032 €
HOURLY SMIC at 01/01/13 : 9.43 €, i.e. 1,430.25 € for 151.67 h 
MG : 3.49 €

(1) (Gross + employer’s welfare contributions) : reduction of 3% for professional
costs on the fraction lower than 4 Social Security Ceiling (1,398.87 euros)
(2) Cf. explanations overleaf.
GMP : Minimum tranche B = 323.33 € (hinge salary 3,409.33 €)

TRANSPORT PAYMENT:
Transport Payment rate increase scheduled for 1 January or 1 July 2013 and
new areas distribution:
http://www.urssaf.fr/profil/employeurs/baremes/baremes/versement_transport_01.html

* Reduction of 6,002 € for associations having fewer than 30 employees.
** + additional tax 0.18% + extra contribution of 0.05% to 0.3% for companies having more than
250 employees that do not fully respect their training obligations.

SMIC / Social security ceiling SOCIAL CONTRIBUTION RATES
AT 1 JANUARY 2013*

WORKING TIME

LEGAL PAID LEAVE

Charge on salaries* Gross       4,25%-8,50%-13,60%-20%
Contribution to construction effort 
(Company with ≥ 20 employees) Gross 0.45%
Apprenticeship charge Gross 0.50%**
Contribution to training
– Company with < 10 employees Gross 0.55%
– Company with ≥ 10 et < 20 employees Gross 1.05%
– Company with ≥ 20 employees Gross 1.60%
– Company with CDD Gross CDD 1%

TERMINATION OF CONTRACTS OF EMPLOYMENT

* Subject to information disseminated at the date of publication of the present document

CHARGES AND CONTRIBUTIONS BASED ON SALARIES

‚ RETIREMENT
Retirement taken at the employer’s choice is only possible if the employee has reached the legal
retirement age set for claiming a full-rate retirement pension (i.e. 67 in 2023, following the retire-
ment reforms of November 2010). Between the ages of over 65 (depending on the employee’s year
of birth) and 69 years, the taking of retirement assumes that the prior consent of the employee has
been obtained following an interview about his/her intentions to leave the company.  From 70 years
of age onwards, this process of interviewing the employee ceases.  If the conditions for taking reti-
rement are not met, then the case becomes one of dismissal and the legal and collective bargai-
ning-related provisions must be met.  The retirement indemnities are subject to a specific contri-
bution of 50%.
‚ REDUNDANCY
The redundancy procedure must be based on a economic motive as accepted by law and case law.
Specific procedure:
1. Definition of the order of redundancies, search for redeployment solutions and inviting those
concerned for a preliminary meeting.
2. Conducting the preliminary meeting and putting forward the "Contrat de Sécurisation
Professionnelle" - CSP - depending on the scale of the redundancy and the presence or otherwise of
a staff representative. The employee must be informed of the economic reason for the procedure
and of his/her priority of hiring, in order to be able to accept the CSP in a well-informed manner,
as the case may be.
3. Notifying to the employee his/her redundancy within a period of 7 or 15 days, depending on the
executive or non-executive status of the employee and the scale of the redundancies.
4. Reporting the redundancy to the DIRECCTE within a maximum period of 8 days after the letter
of dismissal has been sent.
Any collective redundancy (2 employees and more over a period of 30 days) assumes a 
procedure of informing and consulting the staff representatives.  In a company having more than
50 employees, the collective redundancy of more than 10 employees over a period of 30 days shall
also call for the setting up of an employment protection plan.
‚ DISMISSAL FOR PERSONAL REASONS
The employer must demonstrate a real and serious cause, resting on serious, objective and 
tangible elements of proof.  He must invite the employee for a preliminary meeting and must noti-
fy the dismissal by registered letter after a period of 2 working days following the preliminary mee-
ting.  Specific rules shall apply in cases of disciplinary dismissal (dismissal for misconduct, gross
misconduct or serious and wilful misconduct).
‚ LEGAL DISMISSAL INDEMNITY
The amount by way of the dismissal indemnity for personal or financial reasons paid to the
employees having at least one year’s length of service is as follows: 
1/5th of a month’s salary per year of length of service + 2/15ths of a month’s salary per year over and
above 10 years’ length of service.
‚ CONVENTIONAL BREACH OF THE CONTRACT OF EMPLOYMENT
In a non-conflictual situation (outside of a PSE or GPEC agreement), an employer and an employee
may decide jointly to terminate the contract of employment that binds them, within the framework
of an agreement subject to the approval of the labour administration.  Specific rules shall apply
when the staff member concerned has the status of protected employee (e.g. as a staff represen-
tative).  The said agreement defines the terms for breaking the contract, the amount by way of the
specific indemnity for breach, which may not be less than the legal/collective bargaining-related
indemnity. At the latest, the contract of employment shall be broken on the day following the
approval of the agreement by the administration.  The indemnity for breach may receive favourable
social and fiscal treatment. Indemnity for breach of contract can benefit from favourable social treat-
ment (subject to the CSG and CRDS social cap under certain conditions) and favourable tax treatment.
The indemnity for forced termination of the social mandate: lowering of the social exemption threshold
to twice the annual ceiling of the social security (74,064 euros). The tax regime does not change.

Variable rate depending the companies
Variable rate depending the departments

Hourly SMIC at 01/01/2013 = 9.43 euros / h
i.e. monthly SMIC of 1,430.25 euros (basis 151.67 h)

Social security monthly ceiling at 01/01/2013 = 3,086 euros / month
i.e. annual ceiling set: 37,032 euros

The amount by way of exempted work experience period gratifications
for trainees under training agreements putting in 35 hours of attendance
per week:
436.05 euros / month excluding potential employer’s contribution to trans-
port and meals costs (this is also the minimum amount by way of the 
obligatory monthly gratification for a work experience period greater than
2 months, successive or not, subject to applicable conventional provisions).
Increase to 20% of the Social Flat-rate applicable on the revenues liable
for CSG/ CRDS and excluded of the framework of the social contributions
(mechanisms of employee savings, employer's contribution to the 
complementary pension scheme1, attendance fees...). The cap on
employer contributions to additional pension schemes remains at 8%.
(1) For companies with more than 10 employees

FUNDS Basis of Salary-related Employer’s Total
contribution share share

URSSAF
GROSS

• Sickness insurance and economic 
cohesion contribution 0.75% 13.10% 13.85%

• Old age insurance 0.10% 1.60% 1.70%
• Family allowances 5.40% 5.40%
• CSG - R.D.S. (1) 8.00% 8.00%
• Housing assistance ( ≥ 20 employees)

- basic supplementary 
contribution (0 to 3,086 €) 0.40% 0.40% 

- over 3,086 € 0.50% 0.50%
• Accident in the workplace
•Transport payment (> 9 employees)

• Old age insurance  (0 to 3,086) CEILING 6.75% 8.40% 15.15%
• Housing assistance

-all companies- (0 to 3,086) 0.10% 0.10%
• Reduction under Fillon law (2)

ASSEDIC
• Unemployment insurance :  TRANCHE 2.40% 4.00% 6.40%

0 to 12,344 A + B
• AGS (as from 1st April 2011 : 0.30%) 0.30% 0.30%

COMPLEMENTARY RETIREMENT
• Non-executive employee  (0 to 3,086) TA CEILING 3.00% 4.50% 7.50%
• Non-executive employee (3,086 to 9,258) TRANCHE 2 8.00% 12.00% 20.00%
• AGFF 

(0 to 3,086 executive/non-executive) CEILING 0.80% 1.20% 2.00%
• AGFF (3,086 to 9,258 non-executive)

(3,086 to 12,344 executive) TRANCHE B 0.90% 1.30% 2.20%

EXECUTIVE RETIREMENT
• Executive (0 to 3,086) CEILING 3.00% 4.50% 7.50%

(3,086 to 12,344) TRANCHE B 7.70% 12.60% 20.30%
• APEC (0 to 12,344) 0.024% 0.036% 0.060%
• C.E.T. (0 to 24,688) GROSS 0.13% 0.22% 0.35%
• AGIRC (from 12,344 to 24,688) TRANCHE C 20.30%

WELFARE & DEATH INSURANCE, 
EXECUTIVES
• Obligatory minimum (0 to 3,086) TRANCHE A 1.50% 1.50%


