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1.0 Key Country Facts and Public Holidays 

1.1 Official Language 
The official Language is French 

 

1.2 Currency 
The official Currency is Euro (EUR) 

 

1.3 Country Dial code 
The country dial code is +33 

 

1.4 Country abbreviation 
The country abbreviation is FR 

 

1.5 National Minimum wage 
        In 2017 , the national minimum wage in France remained fixed at 1,480.3 € per month, that is 17,764 euros per year, taking                     

into account 12 payments per year. 

1.6 Filing Deadlines 
Non Residents: Residents of EU/Mediterranean countries, Africa and North America: 16th June; Residents of other 
countries:    30th June. 

Residents: For paper returns, the deadline is 20th May. An extension is given for returns fi led by internet, as follows: 

Departements 01 to 19: 27th May; Departements 20 to 49: 3rd June; Departements 50 to 974:   10th June. 
 

1.7 Fiscal year 
January – December 

 

1.8 Time Zone 
CET (Central European Time) UTC/GMT +1 hour 

 

2017 Holiday Holiday Type 

1 January New Year’s Day National holiday 

14 April Good Friday National holiday 

17 April Easter Monday National holiday 

1 May Labour day / May Day National holiday 

8 May WW11 Victory Day National holiday 

25 May Acension Day National holiday 

5 June Whit Monday National holiday 

14 July Bastille Day National holiday 

15 August Assumption of Mary National holiday 

1 November All Saints Day National holiday 

11 November Armistice Day National holiday 

21 December Christmas Day National holiday 
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2.0 Business and Culture in France 

2.1 Establishing as an Employer 
 

You have decided to set up business in France and to hire staff to work for your business. The first step is to register your 

company. This procedure is compulsory and a one-step process, dealt with in one place by means of a single application. 
The forms required to register new businesses and employees can be obtained from URSSAF. 

 
URSSAF is the business formalities centre (Centre de formalités des Entreprises, CFE) for businesses hiring employees. When a  

business establishment registers its first employee, it becomes registered with the employee social security schemes (CRAM, 
URSSAF) and notification of the employee registration is sent to the DDTE (departmental directorate for Labour and 
Employment) and INSEE (French national statistics office). 

Each CFE covers a particular geographic area. The CFE takes charge of your business registration application and forwards the 
contents to the different organisations that need to be made aware of your new business (statutory social security funds, tax  
authorities, INSEE statistics office, etc.). 

 

Once complete and in order, your CFE fi le is the application used to register your business with the relevant institutions. The 
CFE issues you with a receipt for your application. 
INSEE assigns an identification number, the SIRET (14 digit number), which is unique to your business and comprises the SIREN 

number (which identifies the legal entity) and NIC number (which identifies the business geographically). The company is also  
allocated an APE code indicating the primary activity of the business. 

 

The employer must complete a DPAE prior to hiring each new employee. This simple declaration enables employers to 

complete all  hiring formalities at once. The declaration can be fi led online at www.urssaf.fr or www.net-entreprises.fr 
You will  need to have a legal entity, entity with a distinct existence and standing in law, registered in France with French 
contract employee to be able to run a local payroll. However you do not need to have a site/location in  France to run a local 
payroll. 

 

2.2 Employment 
 

The employer must complete a Déclaration préalable à l 'embauche (DPAE) prior to hiring each new employee. This declaration 
enables employers to complete all  hiring formalities at once. The declaration can be fi led online at www.urssaf.fr or www.net- 
entreprises.fr. The first DPAE is a trigger to open your URSSAF employer account. 
The effective legal weekly working time is 35 hours with many exceptions and derogations. 

During the reference period, from the 1st June to the May 31, the employee is acquiring 2.5 vacation days per month then 5 
weeks for the full  period. 
Medical services in France are provided by public institutions (hospitals), private institutions (private hospitals: cliniques) and 
by private providers (doctors and other medical and paramedical professionals). Medical density is relatively high compared 

with other European countries, although distribution across the nation is uneven. 
 

Conditions for entitlement: a pregnant woman has to meet certain requirements (in particular a minimum amount of paid 
employment prior to the leave) in order to be entitled to maternity leave. 

 
The length of the maternity leave varies based on the number of children expected and the number of children already born. 
The typical leave (mother of two or less children expecting a single child) is 16 weeks, 6 before and 10 after the birth. 

 
The amount of the maternity benefit depends on the wages. The daily allowance amounts to the average daily wage received  
in the 12 months prior to the maternity leave with a maximum amount of € 74.24. Collective bargaining contracts often top up 

the social security benefit in order to maintain the expectant mothers income during the leave. 
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3.0 Visas and Work Permits 

3.1 Visas 
 

When visiting or staying in France there are a number of different visas (les visas) available and whether or not you need one 
will  depend a great deal on the country you come from and the length of time you are planning on staying in the country. For 

the latest information you need to cons ult your local French embassy (l’ambassade) or consulate (le consulat) as the 
requirements for the citizens of each country are different. 

 
France adheres to the Schengen Agreement, a treaty implemented by almost all  the member states of the European Union , 

with the exception of the Republic of Ireland and Great Britain. It was originally signed by 5 member states in 1985, but was  
then adopted by many other members in 1997, creating a borderless ‘Schengen Area’. When determining visa eligibility, France 
looks first to this area as a guide to those who do not require a visa. If you have a residency document from any of the member 

states that have adopted the Schengen agreement you do not need a visa for France. UK residents are covered by the EU 
regulations on travelling, l iving and working in member states. This allows them freedom of movement between the countries 
provided they have the correct travel documentation. 
Visitors from the US will  not need a visa for a short stay in France, but will  for a stay of more than 90 days. 

 

3.2 Short Term Visas (visa de court séjour) 
 

A short stay is defined as being less than 90 days in duration. This also applies if you make regular trips to the country as  long as 

your visits account for no more than 90 days of every six months. A complete l ist of countries whose citizens are not obliged to 
have a visa for a short stay can be found on the website of the French department of immigration (l’immigration).  
Those who are not French or European born may require a visa even if they are the family member of a French resident or 
citizen. They can apply by stating that they have a French/EU family member and this can help the application. A standard sho rt 

stay schengen visa is for those who are making a trip for shopping, holiday (visa de touriste) or short business trip. 

 

3.3 Long Stay Visas (visa de long séjour) 
 

A long stay is defined as being more than 90 days. Those who do not require a visa for a long stay include all  the member sta tes 

of the European Union as well as Switzerland, Andorra and Monaco. Those who do not qualify for a visa waiver can apply for a 
visa depending upon their circumstances. Those who are married to a French national can apply on that basis and there is a 
similar visa for those who are foreign born but have a French parent. There are long stay visas for those who wish to study in 
the country. There is a different type of long stay visa again for those who wish to start a business in France, so the appli cation 

there would be for a long stay commercial visa. 
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4.0 Tax and Social Security 
4.1 Tax 
There are four categories of taxes on income in France: 

• corporación tax (impôt sur les sociétés, IS); 

• personal income  tax (impôt sur le revenu, IR); 

• social levies; 
• Payroll  taxes. 

 
How to determine French residency for tax purposes 
Under Article 4 B CGI, persons are deemed to be domiciled in France for tax purposes if: 

• their home is in France; 

• their main place of abode is in France; 

• they carry on a professional  activity in France, salaried or not, unless they can prove that it is 

• a secondary activity; 

• they have the centre of their economic interests in France. 
State employees who perform their duties or are on assignment in a foreign country and are not l iable to personal tax on thei r 
overall  income in that country are also deemed to be domiciled in France for tax purposes.  
Personal income tax is assessed on the basis of the "tax household", i .e. the family entity consisting 
of a single person, two partners who have concluded a civil  solidarity pact or spouses, whatever their 

marital property regime, and their children or other dependents. The tax base therefore generally 
comprises the total income of the various members of the tax household. 

 
Tax Treatments of persons domiciled in France 

Regardless of their nationality, persons domiciled in France for tax purposes are taxable on their worldwide income.  
 

Tax Treatments of persons not domiciled in France 

Subject to the provisions of tax treaties for the avoidance of double taxation, regardless of their nationality, persons not 

domiciled in France are taxable in France on their income from French sources only. Under Article 164 B CGI, only the following 
are deemed income from French sources: 

• income from real property situated in France or from rights relating to such property; 
• income from French transferable securities and all other securities invested in France; 

• income from business concerns situated in France; 

• income from professional activities, salaried or not, or from for-profit operations carried on in 

• France; 
• capital  gains on the transfer for valuable consideration of real property or rights of all  kinds 

• and profits derived from transactions carried out in particular by property dealers, where they 
• relate to businesses operated in France and to properties situated in France, property  rights 

• relating to them or shares in unlisted companies whose assets mainly consist of such property and rights; 

• capital  gains on the transfer of shares in companies having their registered office in France; 
• Amounts, including salaries, in consideration of artistic or sporting performances given or used in France. 

 

4.2 Personal Income Tax 
Category includes: 

• wages, salaries, compensation and emoluments received in consideration of an employment, including the 

remuneration of senior managers of joint-stock corporations (chairman of the board, chief executive officer, deputy 

CEOs and members of the management board) and managers of l imited liability companies, allowances paid to 
members of the French and European Parliaments and, at the beneficiary's discretion, allowances paid to the holders 
of local elected offices; 

• Pensions and annuities. The net amount of taxable income in this category is determined by deducting, mandatory 

social security contributions and, when the person is in active employment, expenses inherent in the function or job 
from the gross amount paid. 

 
Unless otherwise provided, gross earned income includes all amounts and benefits in kind available to the taxpayer. Expenses 

incurred in the acquisition of earned income are normally taken into consideration on a notional basis (a 10% deduction, 
capped and reviewed each year). 
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However, taxpayers may opt to deduct the actual amount of their professional expenses, subject to the production of 

vouchers. Pensions and annuities without consideration are eligible for 10% special relief, though the amount for all  members 
of the household may not exceed an amount increased each year in the same proportion as the upper l imit of the first band of 
income tax. 

 
The authorities calculate personal income tax on the basis of the amounts declared by taxpayers, who are required to submit a 
single return per tax household reporting all  income received in the Previous year. 

 

In addition, those receiving income from professional activities (business profits, non-commercial profits, and agricultural 
profits), investment income, income from real property and capital gains on real property are required to attach special 
declarations to the overall  return. The calculation of income tax takes the taxpayer's personal situation into account. 
The income tax calculation is adjusted to personal circumstances, inter alia, by means of an income splitting system and by 

allowing taxpayers tax reductions or credits for certain personal expenses. 
 

Income splitting is a way of taking dependents into account and, accordingly, to cushion the effects of progressive taxation by 
applying the progressive rate to a partial income, namely taxable income per part. 

 
The method involves dividing the tax household's taxable income into a certain number of parts (e.g. one part for a single 
person, two parts for a married couple, an additional half-part for each of the first two dependent children and an additional 

part for each dependent child thereafter). The progressive tax scale is then applied to the taxable income per part. 
 

The scale, corresponding to one part, is as follows : 

 

Income Share Tax Rate 

Up to €9,710 0% 

Between €9,711 - €26,818 14% 

Between €26,819 - €71,898 30% 

Between €71,899 - €152,260 41% 

Above €151,261 45% 

 
This tax per part is then multiplied by the number of parts to determine the gross amount of tax payable.  
The next step after determining the gross tax is to deduct any tax reductions and tax credits for which the taxpayer may be 

eligible, subject to the overall  cap on tax breaks  

 

4.3 Social Security 
Since its inception in 1945, the social security system has been financed mostly from contributions levied on earned income. 
This arrangement distinguishes France from some of its European partners, which finance most social spending from tax. 
However, in order to tackle social security funding problems and ensure that all  income helps to finance social protection, 

supplementary levies of a tax nature were introduced to extend the range of resources. They are the general social security 
contribution (contribution sociale généralisée, CSG) and the social security debt repayment contribution (contribution pour l e 
remboursement de la dette sociale, CRDS). 

 

The general social security contribution, which came into force on 1 February 1991, is a levy with a social purpose. Unlike social 
security contributions, which entitle those who pay them to benefits, the CSG is levied like any other tax without any direct  
benefit in return. The CSG is allocated to the social security budget, and specifically to the national family allowance fund, the 

old-age solidarity fund and compulsory health insurance schemes.  The contribution is levied on individuals who are domiciled 
in France for tax purposes and, where earned or substitution income is concerned, members of a French compulsory health 
insurance scheme. The CSG tax base is very wide, since it is levied in principle on earned income, substitution income, income 
from personal assets and income from investments in fixed-income securities subject to withholding tax or exempt from 

income tax. 
 

The CRDS, which came into force on 1 February 1996, is intended to clear the deficits of the social security system. It is al so 
paid into the Social Security Debt Redemption Fund (Caisse d'amorti ssement de la dette sociale, Cades). Like the CSG, it is 

payable by individuals who are domiciled in France for tax purposes and, where earned or substitution income is concerned, 
who contribute in any capacity whatsoever to a French compulsory health insurance scheme. The tax base is slightly wider than 
that of the CSG since certain categories of income exempt from the CSG, such as family allowances and housing benefits, are 

l iable to the CRDS. The CRDS is collected in the same way as the CSG, with the exc eption of the contribution on earned and 
substitution income from foreign sources collected by individual assessment. 
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The CRDS is not deductible from the income tax base. 
Levies are deductions that don’t fall  into obvious categories, such as URSSAF, POLE EMPLOI, or ARRCO/AGIRC. Levies are paid 

to several organizations with different funding bases, with different conditions, and on different dates. They cover training , 
transport, apprenticeships, CSG and CRDS contributions, and the Levy on Salaries. Some of these levies are often grouped 
under the heading Other Employers Deductions on the pay slip. 
The contributions are gathered by 4 models for each employee URSSAF, POLE EMPLOI/ASSEDIC, PENSIONS, OTHERS. 

Complementary contributions are also added (contributions Accident at Work, Transport contribution, optional mutual 
insurance companies, etc.). 
In France there are 3 main Social Security Schemes, social security, unemployment and pensions (general and supplementary). 

 
a.  URSSAF - Union de Recouvrement des cotisations de Sécurité Sociale et d'Allocation Familiales (Set of agencies responsible 
for collecting social security and family allowance contributions). 
URSSAF are regular contributions paid by both the payee and employer to cover retirement, sickness, workplace accidents, 

family benefits, widows’ benefits, and FNAL. Most URSSAF contributions are calculated as a percentage of a funding base 
(calculation rule = percentage x base). In some cases, contributions may apply to a reduced base, and some contribution classes 
may qualify for reduced rates or exemption from paying contributions. 

 

b.  POLE EMPLOI ex ASSEDIC (or GARP in Paris) contributions are paid to the state unemployment fund (UNEDIC), which finances 
unemployment insurance (Régime d’Assurance Chomage or RAC) and salary guarantees (Fond National de Garantie des Salaires 
or FNGS). 

 
c.  Pension plan - Social security scheme is managed by CNAV and the statutory French supplementar y pension schemes are 
managed by ARRCO and AGIRC.  AGIRC - ARRCO is an organization that brings together institutions of supplementary 
retirement for employees and managers. AGIRC – ARRCO are complementary and mandatory pension schemes for all  salaried 

employees (ARRCO) and executives (AGIRC). Note than France's ARRCO and AGIRC schemes permit employed workers pursuing 
an activity outside France to join or continue to belong to the said schemes, either individually or via their employer. 

 
Finally, two instruments are allowing individuals to constitute their own optional retirement plan: the Collective Retirement 

Savings Plan (Plan d’épargne retraite collectif - PERCO), as developed in companies through collective agreements and the 
Personalized Retirement Savings Plan (Plan 
d’épargne retraite personnalisé - PERP) which is based on individual subscription. 

 

DUCS - Déclaration Unifiées des Cotisations Sociales (Unified Declaration of Social Contributions) are reports/declarations every 
establishment of every company in France must produce to various institutions. 
The DUCS are sent to 3 main institutions: URSSAF, POLE EMPLOI & AGIRC/ARRCO. 

 

Companies have the opportunity to designate an establishment, which will  handle the DUCS URSSAF declaration for every 
establishment of the same company in France. This is called a VLU. 

 
Each month or quarter: 

- the declarations for each institution or the single Déclaration unifiée des cotisations sociales (Ducs) available at  www.net- 
entreprises.fr 
- a table of individual contributions to the supplementary pension scheme. 

 
Each year: 
- the annual  data declaration, Déclaration annuelle des données sociales to the regional  old-age insurance fund, Caisse 
régionale d'assurance vieil lesse (CRAV) 

- a table summarising contributions to URSSAF 
- the yearly adjustment declaration, Déclaration de regularisation annuelle, for the POLE EMPLOI; 
- the yearly adjustment declaration, Déclaration de regularisation annuelle, for AGIRC/ARCCO. 

 

There is an ongoing major administrative reform to determine how to simplify existing rules in an appropriate manner. Cutting  
red tape": In an effort to restructure, simplify and streamline the reports, a series of measures are already being taken, 
especially as part of the reform of the government and improvements. From the 01 Jan 2016 the “DSN” for Declaration Sociale 

Nominative will  replace all the current social statements. 
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Contributions must be paid to each institution before the payment deadline. 

They can be paid; 
- by bank transfer, 

- by cheque, 
- by electronic payment, provided that the company has opened a bank account in France. 
All  declarations can be made online and free of charge at: www.net-entreprises.fr 

 

4.4 Tax reporting year 
The tax year is the calendar year, from January to December. 

 

4.5 Payslips 
The payslip is a legal document. The employer is in the obligation to deliver the payslip to the employee by any means. With the 
employee agreement, it could be an online payslip. 

 
 

The following information must be included is in the payslip: 
Name, address, social security number, position held, total income, total to declare, CSG deductible, days off, RTT, sickness days,  

family days ; 
Employer address, Company Id number, APE code, SIRET number; 
CBA information, URSSAF references, applicable CBA, gross remuneration, hours standard and overtime, extra for night shift with 

all  details, seniority payment and all  tax rates, type of working hours per month and week, all  withhold taxes for social 
contributions, CRDS, expenses reimbursed, net to pay, payment date, and all  other elements of remuneration that are (or not) 
taxable ; 
Compensation amounts; 

Holiday Allowances; 
Specific Allowances; 
By law some details are forbidden (e.g. delegation hours). 

 

By law, Document retention requirements will  be as per company retention policy and it assumed this policy has taken account 
of the legal right of employees to raise pay queries during a 5 year period and indemnity claims for a 30 year period –this is also 
applicable for the payslips. 
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5.0 Compliance 
 

5.1 Employer Registration 
 

In France, there are certain minimum requirements that must be complete before the payroll can go live. The customer is 
required to register the new business with the local authorities: 

• Set up of legal entity i.e. register as an employer in country. This is done with the relevant Centre de Formalités des 

Entreprises (CFE). The CFE which a company has to register with is dependent on the type of business. 

• Companies must be registered with the “Chambre de Commerce et l ’Industrie” (CCI). 

• Be in possession of the “Système Informatique du Répertoire des Entreprises, (SIREN – company registration number). 
• Be in possession of SIRET number as issued by “Institut National de la Statistique et des Études Économiques” (INSEE) 

which is unique to each business and is comprised of the SIREN number (which identifies the legal entity) and “Numéro 
Interne de Classement” (NIC) number (which identifies the business geographically 

• The company is also allocated an “Activité Principale Exercée” (APE) code which is made up of 5 characters (4 digits and 

1 letter) indicating the primary activity of the business 
• Must register with the regional  social security department, “Union de Recouvrement des Cotisations de Sécurité Sociale 

et d'Allocations Familiales” (URSSAF). 
Note: Registered companies apply for a registration with regional social security department “URSSAF”, the unemployment 

board Assédic (GARP for Paris Region), pension schemes, health insurance and medical working office 
 

5.2 Starters/Registration 
 

There is a statutory requirement for the employer to register new starters in the company in advance of the actual start date 
using the automated registration system via the “URSSAF” website to obtain the D.U.E = “declaration unifiee d’embauche”. 

This should be completed at least 5 days in advance. 
 

The information required to register employees is detailed below: 

name, surname, social security number, date of birth, town and country of birth, nationality, address, job title, status before 
hire (student, unemployed), type of contract (permanent or temporary), working hours, trial period.  

 

5.3 Leavers/De-registration 
 

There are strict guidelines in French legislation when it comes to the termination of an employee contract and it is advisable 
that employers seek legal advice to ensure legal guidelines are followed. Unless a collective bargaining agreement or the 

employment contract states otherwise, an employment contract can be terminated without any restrictions (i.e., without 
justification or indemnities) during the probationary period of an employee. For employee’s who have surpassed their 
probationary period, set notice periods must be adhered to, in l ine with col lective bargaining agreements/employment 
contracts. The notice period depends on the employee’s length of service with the company.  

 
Upon the termination of an employee, employers are required to issue a written statement, indicating the reasons for leavin g 
in case of termination by employer. Such reasons may include resignation, constructive dismissal, termination by mutual 

agreement, dismissal without notice, dismissal for professional reasons. Employers must provide this letter to be signed by the 
employee as receipt of all  monies due before leaving – (Reçu pour solde de tout compte (STC) - employer reference -Certificat 
de travail). A certificate for unemployment registration (Attestation Pôle Emploi) must be given to the employee on the final  
working day and a copy must also be sent to the unemployment office. These can be sent online or hardcopy through post, 

Depending on the terms of the termination and leave reason, additional associated legal documentation may be required, for 
example a transactional agreement (Accord transactionnelle, Accord de rupture conventionnelle). The employer will  need to 
complete these forms, if required, and provide a copy to the employee. This process is typically completed by the employer’s 

solicitor or HR representative. 
 

In cases of redundancy (‘l icenciement economique’), an employer will  need to complete a ‘CSP’ form. This is the occupational 
security contract which employees require if they have been made redundant. The main purpose of the CSP is to facil itate a 

return to permanent employment through a process that may include, for instance, redeployment, retraining or help with 
starting up a business. The CSP form needs to be submitted to ‘Pole d’Emploi’ upon the redundancy of an employee.  
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5.4 Data Retention 
 

Employers are responsible for maintaining the official employee list “régistre d’entrée sortie du personnel” and the 
demographic information “bilan social” 

 

Retain original documents as follows: 
 

 Legal Obligation Recommended 

Payslips copies 5 yrs 30 yrs 

Employees l isting “bilan registre” 5 yrs 10 yrs 

Documents related to contracts (such as contract, leave 
notice) 

5 yrs 10 yrs 

Employee benefit documents (if applicable) 30 yrs 30 yrs 

Official declarations 
Social Security “URSSAF” 

Unemployment “Pôle Emploi” 
Retirement organizations 

 
3 yrs 
5 yrs 
10 yrs 

 
10 yrs 
10 yrs 
10 yrs 
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6.0 Statutory Absence/Payments 

6.1 Annual Leave 
 

All employees are entitled to two and a half days of paid leave per month worked. This gives basically 5 full  weeks of vacati on a 

year (because Saturdays are considered in the calculation as 'working days'), which may be taken either during a specified 
period or in agreement with the employer (sometimes vacation can be taken only after a full  year of employment. This is 
dependent on the industry the employee works in and also what is stated on the collective agreement. 
Vacation days are accumulated annually in the period 1st June to 31st May, to then be taken in the following period. Official ly, 

this means that if an employee starts work on 1st April, they can take only 5 days off in the period 1st June to 31st May (i.e. 2.5 
days each for April  and May. Employers can be flexible on this and it is usually determined when negotiating the terms of 
employment. ‘Flexibil ity' means days taken 'in advance' (par anticipation), i .e. they c ome out of an employee’s entitlement in 

the next period. 
 

The following count as working period: paid leave, leave to compensate for overtime, leave for family reasons, absence from 
work due to occupational accidents or i l lnesses, maternity or paternity leave, adoption leave, training leave and periods of 

military service. 
 

Traditionally, holidays in France are taken in August. This is the main holiday period of the year, in which some business’s shut 
down for the month. 

 
Employment law dictates certain l imitations about how leave can be taken, such as the: 

• number of days of leave taken at one time may not exceed 24 working days 

• employee must take at least 12 working days of main vacation at one time 
• main holiday lasting more than 12 working days may be split up by the employer with the agreement of employees and 

they are informed with at least one month of prior  notice 
• fifth week of leave must be taken separately of main holidays (usually August) 

 
Also, the employees may receive some extra day(s) of leave in case if a portion of the main vacation has been taken outside the 

period 1 May-31 October: 

• one extra day if this portion lasts 3-5 days 
• two extra days if this portion lasts 6 or more days 

 
Traditionally, holidays in France are taken in August. This is the main holiday period of the year, in which some business’s shut 

down for the month. 
Some companies manage the 35-hour working week by introducing longer vacations, which are often referred to as RTT 
(Réduction du temps de travail). 

 

This could be quite significant (e.g. up to 15 days of leave a year) but the company usually decides when these days can/must be 
taken. It is often in August, the last week of December, or when the workload in the company is low due to seasonal or other 
fluctuations. Other companies oblige their employees to take 1-2 days/month of RTT holiday (depending on the allocated 
number of RTT days/year). RTT days that are not taken within the period may risk being lost.  

 
Some companies (especially large organizations) give additional vacation days depending on how many years the employee has 
worked for a company (ancienneté) and/or additional days off to be taken during Christmas or Easter holidays. However, many 

such privileges today are l imited or no longer exist as companies adjust to the shorter working week. 
 

Entitlement to additional days of leave arises in the cases of the birth of child, the death of a close family member, marria ge or 

moving home. The number of days and conditions depends on the employer. 
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6.2 Maternity leave 
 

All mothers have the right to a minimum of sixteen weeks of paid maternity leave. Up to six weeks of the allowance may be 

taken as prenatal leave (repos prenatal) which is taken before the estimated birth date (la date présumé) and the remainder as 
postnatal leave (repos postnatal). The employee can choose to shorten their leave, but eight weeks (six of which are postnata l) 
are compulsory. 

 
During maternity leave, a proportion of salary is paid by social security up to the level of the social security ceil ing. However, 

many collective agreements guarantee full  salary. There are also collective agreements (conventions collectives) concerning 
continuing payment of the salary by the employer during the period of maternity leave. 

 

After the third child, an employee can ask for longer maternity leave: 8 weeks before the date of birth and 18 after. If the birth 
date is after the estimated date, the prenatal leave is a utomatically extended, but the postnatal leave entitlement remains the 
same. 

 

6.3 Paternal leave 
 

All new fathers have the right to paternity leave of 11 days (18 days for twins or more) Leave must be taken on consecutive 

days, within four months of the birth. The employer must be informed at least one month in advance. This can be combined 
with a three days of leave given for the birth of a child. 

 

6.4 Sickness 
 

Sickness indemnities (reimbursements) are available from the Social Security office to all  employees from the fourth day of 
absence due to sickness. Additional compensation from the employer is l ikely, depending upon collective or company 
agreements. 

 
All monthly paid employees, with at least three months’ service, are entitled to continued payment of a p roportion of the 

employee’s salary. The doctor must issue a sick leave form to the employee (un avis d'arrêt de travail)  
The employee must complete it and send within 48 hours to: The social security agency (sections 1 and 2 of the sick leave for m) 

 

6.5 Benefits 
 

Bonuses are not legally mandatory. They may be provided for in collective agreements or the employment contract as, for 
example, 13th month or year-end premiums. Performance bonuses may also be paid, and the extent and conditions of these 
will  be set out in the employment contract under ‘bonus plans’. 
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7.0 In-country Payroll Providers 
 

 
 F&L is an essential resource for companies, providing advice when they expand across borders. 

We set ourselves apart from other firms by employing the best people in the industry and 

through the range of services we provide including tax 
 

+44 (0)20 7404 4140 

info@fitzandlaw.c om 

www.fitzandlaw.com 

  

AdmInMe offers solutions to both multi -national and local domestic companies of all  sizes 
(small, medium and large-sized). We understand specific needs of small clients . 

 

+41 225 087 464 

info@ai-emea.com 

www.ai-emea.com 

  

Established for over 30 years, Cintra is an award winning provider of HR and payroll services. We 

provide a comprehensive mix of HR and payroll solutions to help you manage people from 
recruitment to retirement. 

 

+44 (0) 191 478 7000 

carsten.staehr@ci nt ra.c o.uk 

www.cintra.co.uk 

 
Projinvest Services is dedicated for French payroll Management for foreign companies with 

more than 10 years strong experience. Projinvest Services use to assist foreign companies in the 
payroll in France. 

 

+01 42 22 07 10 

dominique.bouva ult@proji nvest.com  

www.projinvest-services.com 
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8.0 About This Payroll and Tax Overview 

8.1 Copyright 
 

All rights reserved. No part of this publication may be reproduced, distributed, or transmitted in  any form or by any means, 

including photocopying, recording, or other electronic or mechanical methods, without the prior written permission of the 
publisher. 

 

8.2 Disclaimer 
 

Every effort has been made to ensure that all  information in this booklet is correc t at the time of publication. This information 
should be used as reference only and not as a sole source of decision making. 

 

8.3 The Global Payroll Association 
 

Global Payroll Association is the first international payroll association of its kind. We are a central hub for ‘all -things payroll’. A 

one-stop-shop supplying comprehensive directories, interactive training and in-depth country resources. We are here to help 
you with your global payroll needs, no matter how complex, connecting you with the world’s l eading experts and offering a 
forum to network with other l ike-minded global professionals. 

Global Payroll Association welcomes international payroll, HR and financial professionals of all levels.  
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The United Kingdom 

 
Worlds Oyster Ltd/Global Payroll Association 
49 Greek Street 

London 
W1D 4EG 

 
0203 871 8870 

info@globalpayrollassociation.com 
 

The USA 
 

Worlds Oyster Ltd/Global Payroll Association 
440 Louisiana 
Suite 900 

Houston TX 77002 
 

001 855 823 9760 
 

The Netherlands 
 

Worlds Oyster Ltd/Global Payroll Association 
Keizersgracht 62-64 

1015 CS Amsterdam 
Netherlands 

 
0031 (0) 20 301 1383 

mailto:info@globalpayrollassociation.com

