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Key Changes in Labor
Policy for 2026

ㅇ �Expansion of Maternity Protection and 
Childcare  Benefits and Subsidies

   (Effective Jan. 1, 2026)

- �Maternity leave, miscarriage leave, and stillbirth leave 
benefits: Increase in the monthly maximum benefit from 
KRW 2.1 million to KRW 2.2 million

- ���Spouse’s childbirth leave benefits: Increase in the maximum 
benefit from KRW 1,607,650 to KRW 1,684,210

- �Infertility treatment leave benefits: Increase in the 
maximum benefit to KRW 168,420 for the first two days 
(KRW 84,210 per day)

- �Benefits for reduced working hours during childcare period
  · �For the first 10 hours of reduced working hours per week: 

Increase in the monthly maximum benefit, calculated 
at 100% of ordinary wages, from KRW 2.2 million to 
KRW 2.5 million

  · �For the remaining reduced working hours: Increase in the 
monthly maximum benefit, calculated at 80% of ordinary 
wages, from KRW 1.5 million to KRW 1.6 million

- �Introduction of the 10 AM start-time incentive during the 
childcare period

  · �Eligible employers: Small and medium-sized enterprises 
(SMEs) and mid-market enterprises that reduce the 
working hours (to 15｜35 hours per week) of employees 
with a child aged 12 or younger or in the sixth grade of 

ㅇ �Minimum Wage and Seoul Living Wage for 2026 
      (Effective Jan. 1, 2026)

Type Hourly Rate Daily Rate 
(8 hours)

Monthly Rate 
(209 hours)

Minimum Wage 10,320 82,560 2,156,880

Seoul City Living 
Wage 12,121 96,968 2,533,289

(Unit: KRW)



elementary school or below
  · �Requirements: Employers must maintain employees’ wages 

without reducing pay in proportion to the reduced working 
hours.

  · �Benefits: Employers receive KRW 300,000 per employee 

per month for up to one year.

ㅇ �Adjustments to the Maximum and Minimum 
Amounts of Job-seeking Benefits 		
(Effective Jan. 1, 2026)

- �Upper limit: Increased from KRW 66,000 to KRW 68,100 per day
- �Lower limit: Adjusted to KRW 66,048 

   * Reflects the 2026 minimum wage

ㅇ �Renaming of “Workers’ Day” and 
Designation of Labor Day as a Public 
Holiday (Revised Nov. 11, 2025) 

- Name change: “Worker’s Day” renamed to “Labor Day”
- �Expansion of holiday eligibility: With Labor Day officially designated 

as a public holiday, government employees, teachers, and other 
workers previously excluded are now guaranteed the day off.

ㅇ �Enforcement of the Revised Articles 2 and 
3 of the Trade Union and Labor Relations 
Adjustment Act (Effective Mar. 10, 2026) 

- �The definition of an employer has been expanded to include any 
person who, even if not a party to the worker’s direct employment 
contract, is in a position to substantially and specifically control and 
determine the worker’s working conditions, to the extent of such 
authority.
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Labor Contract

PART
01

 An employer shall not discriminate against workers on the 

basis of nationality.

 An employer shall not coerce labor through the use of 

violence, intimidation, confinement or any other means.

 An employer shall not enter into any contract that sets a 

penalty or indemnity for possible damages caused by the 

breach of the contract.

 An employer shall not enter into any contract incidental to 

a labor contract that provides for compulsory savings or 

management of savings deposits.

Since foreign workers receive wages for their 
work, the relevant legislation on labor relations 
such as the Labor Standards Act applies.

The Labor Standards Act sets the minimum standards
for working conditions such as wages and working
hours, therefore employment contracts must comply
with this and cannot contain content that violates
the Labor Standards Act.

According to the Labor Standards Act, an employer 
shall not engage in the following behavior:

Writing and Issuing an Employment Contract

An employment contract shall be written before 
the employee begins the job, and after writing two 
copies, the employer and employee shall keep one 
copy each.

An employment contract shall 
be written before the employee 
begins the job, and after making 
two copies, the employer and 
employee shall keep one copy 
each.

Hello.
Nice to meet you.

Aren’t we going 
to make an 
employment 
contract?

We’ve finished signing 
the contract, so let’s do 
our best!

After signing the 
contract, let’s keep 
one copy each.

You are the person 
who is going to work 
here from next week? 
Nice to meet you.

Yes, we should. We 
don’t have the relevant 
information as this is the first 
time we have employed a 
foreign worker.

Okay,
I will do my best.

Let’s find it on
the Internet.

Searching for the “Standard Labor 
Contract” on the website of the 

Ministry of Employment and Labor 
(www.moel.go.kr)
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Details of the Employment Contract

Workplace and work description

    Working hours

    Break time: at least 30 minutes of break time per 
four working hours and at least one hour of break 
time for eight working hours

Working days and holidays

Wages

 Information about dormitory
 - Whether the dormitory is provided by the employer 

and various expenses are paid

Main Terms of the Employment Contract

Foreign workers employed under the Employment
Permit System sign a Standard Labor Contract before
entering Korea, and the employment contract includes
details about working conditions.

PART
01

On what date does a labor contract for foreign workers take 

effect?

Your employer did not pay your allowance for 
working two hours extra every day. First, you need 
to state how this is inconsistent with your contract 
and request your employer to pay the allowance for 
the extended work. If he or she does not pay the 
allowance despite your efforts, you can report it to 
the Ministry of Employment and Labor.

The date that a labor contract takes effect depends on 
the qualifications for the foreigner’s stay.

Regular foreign workers (E-9): Date of entry (on the 
individual’s first visit to Korea)
Overseas Koreans with foreign nationality (H-2): Date 
when the individual started working
Workers changing their workplace: Date when the 
labor contract began
Re-employed workers: The day after the period of 
employment activity came to an end

In the employment contract, the monthly salary was set at
KRW 2,500,000, and it was agreed that overtime allowance
would be received separately. Then, I worked two extra hours
every day for a month. But after a month, my monthly wage
was only KRW 2,500,000. How can I solve this problem?

Q&A

Q&A
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PART
01

Standard Labor Contract
The following parties to the contract agree to fully comply with the terms of the contract stated 

hereinafter:

Employer

Name of the enterprise Phone number

Location of the enterprise

Name of the worker Identification number

Worker

Name of the worker Birth date

Address (home country)

Term of 
labor

contract

from (YY/MM/DD) to (YY/MM/DD)

- Probation period:   [ ] Included (For [ ] 1 month [ ] 2 months 

                          [ ] 3 months from entry date) [ ] Not included

 The labor contract comes into effect on the date of entry.

Place of
employment

Description
of work

- Industry:

- Business description:

- Job description:

Working 
hours

<Manufacturing, construction and

service sectors>

from ( ) to ( )

- average daily overtime: hours

(changeable depending on the

condition of the company)

- shift system ([ ] 2 groups 2 shifts,  

[ ] 3 groups 3 shifts, [ ] 4 groups 3 

shifts, [ ] etc.)

<Agriculture, livestock, and fishery

sectors>

- ( ) hours per month

 An employer of workers in 
domestic help, nursing, agriculture 
and livestock, and fishery can omit 
the working hours.

 Pursuant to Article 63 of the 
Labor Standards Act, working 
hours, break time, and off-days 
do not apply to the agriculture, 
forestry ,  l ivestock breed ing , 
silk-raising and marine product 
businesses.

Employment Regulations

Workplaces with 10 or more regular employees must
prepare and post rules of employment. Like employment 
contracts, rules of employment also define working
conditions, so they must be checked.

Employment regulations refer to the document 
that gives definite information about working 
conditions such as wages, working hours, and 
workplace rules with which workers are required 
to comply.

 The employer shall acquaint workers with the rules of 

employment by posting or keeping them in a place that is 

readily accessible to workers at all times.

If a labor contract includes any term or condition of 

employment that fails to meet the standards of labor as 

provided for in the rules of employment, that part of the 

contract shall be null and void.

The employer shall, with regard to the preparation or 

alteration of the rules of employment, hear the opinion of 

a trade union if there is such a trade union representing 

the majority of the workers in the business or workplace 

concerned, or otherwise hear the opinion of the majority 

of the said workers if there is no trade union representing 

the majority of the workers: Provided, that in case of 

amending the rules of employment in a manner that is 

unfavorable to workers, the employer shall obtain their 

consent thereto.
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아래 당사자는 다음과 같이 근로계약을 체결하고 이를 성실히 이행할 것을 약정한다.
The following parties to the contract agree to fully comply with the terms of the contract stated hereinafter.

사용자
Employer

업체명 Name of the enterprise 전화번호 Phone number

소재지 Location of the enterprise

성명 Name of the employer
사업자등록번호(주민등록번호)
Identification number

근로자
Employee

성명 Name of the employee 생년월일 Birthdate

본국주소 Address(Home Country)

1. 근로계약기간

- 신규 또는 재입국자: (      ) 개월  
- 사업장변경자:         년    월    일 ~         년    월    일
 * 수습기간: [  ]활용(입국일부터 [  ]1개월  [  ]2개월  [  ]3개월 [  ]개월)   [  ]미활용
※ ‌�신규 또는 재입국자의 근로계약기간은 입국일부터 기산함(다만,「외국인근로자의 

고용 등에 관한 법률」제18조의4제1항에 따라 재입국(성실재입국)한 경우는 입국
하여 근로를 시작한 날부터 기산함).

1. Term of
    Laborcontract

- Newcomer or Re-entering employee: (   ) month(s)
- Employee who changed workplace: from (   YY/MM/DD) to (  YY/MM/DD)
 * ‌�Probation period: [ ] Included (for [ ] 1 month  [ ] 2 months  [ ] 3 months 

from entry date - or specify other:       .), [ ] Not included
※ ‌�The employment term for newcomers and re-entering employees will begin 

on their date of arrival in Korea, while the employment of those who re-
entered through the committed workers’ system will commence on their 
first day of work as stipulated in Article 18-4 (1) of Act on Foreign Workers` 
Employment, etc.  

2. 근로장소 ※ 근로자를 이 계약서에서 정한 장소 외에서 근로하게 해서는 안 됨.

2. Place of
   employment

※ ‌�The undersigned employee is not allowed to work apart from the contract 
enterprise.

3. 업무내용 

- 업종:
- 사업내용:
- 직무내용:          
※ 외국인근로자가 사업장에서 수행할 구체적인 업무를 반드시 기재

3. Description
   of work

- Industry:
- Business description:
- Job description: 
※ Detailed duties and responsibilities of the employee must be stated 

4. 근로시간

    시    분  ~    시    분
- 1일 평균 시간외 근로시간:    시간(사업장 
사정에 따라 변동 가능:       시간 이내)
- 교대제 ([ ]2조2교대, [ ]3조3교대, [ ]4조3
교대, [ ]기타) ※ ‌�가사사용인, 개인간병인의 경우에

는 기재를 생략할 수 있음.

※ ‌�Emp l oye r s  o f  w o r ke r s  i n 
domestic help, nursing can omit 
the working hours.

4. Workinghours

  from (         )    to (         ) 
- average daily over time:      hours
  (changeable depending on the condition
  of a company): up to       hour(s))
- shift system ([ ]2groups 2shifts, 
   [ ]3groups 3shifts, [ ]4groups 3shifts, 
   [ ]etc.)

5. 휴게시간 1일      분

5. Recess hours (     ) minutes per day

6. 휴일 [  ]일요일 [  ]공휴일([  ]유급 [  ]무급) [  ]매주 토요일 [  ]격주 토요일, [  ]기타(     )

6. Holidays
[  ]Sunday [  ]Legal holiday([  ]Paid [  ]Unpaid) [  ]Every saturday 
[  ]Every other Saturday [  ]etc.(      )

표준근로계약서
Standard Labor Contract
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7. 임금

1) 월 통상임금       (               )원
 - 기본급[(월, 시간, 일, 주)급]   (                )원  
 - 고정적 수당: (        수당 :              원), (        수당:               원)
 - 상여금 (               원)
 * 수습기간 중 임금 (          )원, 수습시작일부터 3개월 이내 근무기간 (           )원
2) 연장, 야간, 휴일근로에 대해서는 통상임금의 50%를 가산하여 수당 지급(상시근로자 4인 
이하 사업장에는 해당되지 않음) 

7. Payment

1) Monthly Normal wages     (          )won
 - Basic pay[(Monthly, hourly, daily, weekly) wage]  (            )won
 - Fixed benefits: (      benefits :        )won, (     benefits :       )won
 - Bonus: (            )won
 * ‌�Wage during probation (      ) won, but for up to the first 3 months of probation 

period: (        ) won
2) Overtime, night shift or holiday will be paid 50% more than the employee’s regular 
rate of pay(This is not applicable to business with 4 or less employees).

8. 임금지급일 매월 (     )일 또는 매주 (     )요일. 다만, 임금 지급일이 공휴일인 경우에는 전날에 지급함.

8. Payment
   date

Every (        )th day of the month or every (        day) of the week. If the payment 
date falls on a holiday, the payment will be made on the day before the holiday. 

9. 지급방법
[  ]직접 지급,   [  ]통장 입금
※ 사용자는 근로자 명의로 된 예금통장 및 도장을 관리해서는 안 됨.

9. Payment
methods

[  ]In person, [  ]By direct deposit transfer into the employee's account
※ The employer must not keep the bankbook and the seal of the employee.

10. 숙식제공

1) 숙박시설 제공
 - 숙박시설 제공 여부: [  ]제공   [  ]미제공
   제공 시, 숙박시설의 유형([ ]주택, [ ]고시원, [ ]오피스텔, [ ]숙박시설(여관, 호스텔, 펜션 등), 
   [ ]컨테이너, [ ]조립식 패널,  [ ]사업장 건물, 기타 주택형태 시설(            )
 - 숙박시설 제공 시 근로자 부담금액: 매월        원     
2) 식사 제공
 - 식사 제공 여부: 제공([  ]조식, [  ]중식, [  ]석식)    [  ]미제공   
 - 식사 제공 시 근로자 부담금액: 매월        원

※ ‌�근로자의 비용 부담 수준은 사용자와 근로자 간 협의(신규 또는 재입국자의 경우 입국 이
후)에 따라 별도로 결정.

10. Accommo-
dationsand 

Meals

1) Provision of accommodations
 - Provision of accommodations: [  ]Provided, [  ]Not provided 
   (If provided, accommodation types:  [  ]Detached houses, [  ]Goshiwans, [  ]Studio-
    flats, [ ]Lodging facilities(such as motels, hostels and pension hotels, etc.), 
   [  ]Container boxes, [   ]SIP panel constructions, [  ]Rooms within the business
   building - or specify other housing or boarding facilities         .)
 - Cost of accommodation paid by employee:         won/month
2) Provision of meals
 - Provision of meals: [  ]Provided([  ]breakfast, [  ]lunch, [  ]dinner), [  ] Not provided 
 - Cost of meals paid by employee:        won/month

※ ‌�The amount of costs paid by employee, will be determined by mutual consultation 
between the employer and employee (Newcomers and re-entering employees will 
consult with their employers after arrival in Korea).

11. 사용자와 근로자는 각자가 근로계약, 취업규칙, 단체협약을 지키고 성실하게 이행해야 한다.

11. ‌�Both employees and employers shall comply with collective agreements, rules of employment, and 
terms of labor contracts and be obliged to fulfill them in good faith.

12. 이 계약에서 정하지 않은 사항은 「근로기준법」에서 정하는 바에 따른다.
※ ‌�가사서비스업 및 개인간병인에 종사하는 외국인근로자의 경우 근로시간, 휴일ㆍ휴가, 그 밖에 모든 근로조

건에 대해 사용자와 자유롭게 계약을 체결하는 것이 가능합니다.

12. Other matters not regulated in this contract will follow provisions of the Labor Standards Act.
※ ‌�The terms and conditions of the labor contract for employees in domestic help and nursing can be 

freely decided through the agreement between an employer and an employee.

년        월        일
                          (YY/MM/DD)

     사용자:                          (서명 또는 인)
  Employer:                          (signature)
     근로자:                          (서명 또는 인)
  Employee:                          (signature)
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Break time ( ) minutes per day

Holidays [ ] Sunday [ ] legal holiday [ ] every

Saturday [ ] every other Saturday [ ] etc.( )

Payment

1) Monthly normal wages

- Monthly (hourly, daily, or weekly) wage ( ) won

- Fixed allowances: ( ) allowances: ( ) won, ( ) allowances: ( ) won

 Probation period - Monthly wage ( ) won

2) Additional pay rate applied to overtime, night shift or holiday work.

Payment date ( ) of every month/every week. If the payment date falls on a holiday, 

payment will be made on the day before the holiday.

Payment
methods

Wages and benefits will be paid to the worker or deposited to the 
bank account of the worker. The employer will not retain the worker’s 
bank book or seal.

Room and 
Board

1) Room

- Provided by the employer: [ ] Yes, [ ] No

- Cost will be shared by the worker: [ ] Yes, [ ] No

2) Board

- Provided by the employer: Yes ([ ] breakfast, [ ] lunch, [ ] dinner), [ ] 

No

- Cost will be shared by the worker: [ ] Yes, [ ] No

 The scope of room and board and the amount of the cost to be 

borne by the worker will be decided through discussion between the 

employer and the worker after the worker’s arrival.

Other matters not regulated in this contract will follow the provisions of the Labor 
Standards Act.

 The terms and conditions of the labor contract for workers in domestic help and 
nursing can be freely decided through discussion between the employer and the 
worker.

 Pursuant to Article 63 of the Labor Standards Act, working hours, break time, and 
off-days do not apply to agriculture, forestry, live-stock breeding, silk farming, and 
marine product businesses.

  ____________ (YY/MM/DD)

Employer:                            (signature)

Worker:                               (signature)
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Weekly Holidays

Leave

Working Hours, Break Time, 
Holidays and Leave
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Holidays [ ] Sunday [ ] legal holiday [ ] every
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Payment
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Payment
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bank book or seal.

Room and 
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- Provided by the employer: [ ] Yes, [ ] No

- Cost will be shared by the worker: [ ] Yes, [ ] No
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- Cost will be shared by the worker: [ ] Yes, [ ] No

 The scope of room and board and the amount of the cost to be 

borne by the worker will be decided through discussion between the 

employer and the worker after the worker’s arrival.

Other matters not regulated in this contract will follow the provisions of the Labor 
Standards Act.

 The terms and conditions of the labor contract for workers in domestic help and 
nursing can be freely decided through discussion between the employer and the 
worker.

 Pursuant to Article 63 of the Labor Standards Act, working hours, break time, and 
off-days do not apply to agriculture, forestry, live-stock breeding, silk farming, and 
marine product businesses.

  ____________ (YY/MM/DD)

Employer:                            (signature)

Worker:                               (signature)

1312

Working Hours

Break Time

Weekly Holidays

Leave

Working Hours, Break Time, 
Holidays and Leave

part 2

MEMO Check Point \ \

3332

퇴직금

part 4

\

\

MEMO Check Point \ \

3332

퇴직금

part 4

\

\

MEMO Check Point \ \

3332

퇴직금

part 4

\

\

16



Break time ( ) minutes per day

Holidays [ ] Sunday [ ] legal holiday [ ] every

Saturday [ ] every other Saturday [ ] etc.( )

Payment
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- Fixed allowances: ( ) allowances: ( ) won, ( ) allowances: ( ) won

 Probation period - Monthly wage ( ) won

2) Additional pay rate applied to overtime, night shift or holiday work.
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bank book or seal.

Room and 
Board

1) Room
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Other matters not regulated in this contract will follow the provisions of the Labor 
Standards Act.

 The terms and conditions of the labor contract for workers in domestic help and 
nursing can be freely decided through discussion between the employer and the 
worker.

 Pursuant to Article 63 of the Labor Standards Act, working hours, break time, and 
off-days do not apply to agriculture, forestry, live-stock breeding, silk farming, and 
marine product businesses.

  ____________ (YY/MM/DD)

Employer:                            (signature)

Worker:                               (signature)
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Working Hours, Break Time, 
Holidays and Leave
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2) Additional pay rate applied to overtime, night shift or holiday work.

Payment date ( ) of every month/every week. If the payment date falls on a holiday, 

payment will be made on the day before the holiday.

Payment
methods

Wages and benefits will be paid to the worker or deposited to the 
bank account of the worker. The employer will not retain the worker’s 
bank book or seal.

Room and 
Board

1) Room

- Provided by the employer: [ ] Yes, [ ] No

- Cost will be shared by the worker: [ ] Yes, [ ] No

2) Board

- Provided by the employer: Yes ([ ] breakfast, [ ] lunch, [ ] dinner), [ ] 

No

- Cost will be shared by the worker: [ ] Yes, [ ] No

 The scope of room and board and the amount of the cost to be 

borne by the worker will be decided through discussion between the 

employer and the worker after the worker’s arrival.

Other matters not regulated in this contract will follow the provisions of the Labor 
Standards Act.

 The terms and conditions of the labor contract for workers in domestic help and 
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worker.
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Employer:                            (signature)
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The legal working hours are 40 hours per week. 
When an employee works for more hours than 
the stipulated working hours, this is considered 
extended work.

Working Hours

Working hours shall not exceed 40 hours a week, eight 
hours a day, excluding break time

  Applies to business sites with at least five full-time 
workers

Time spent preparing before work begins

Time spent cleaning up after work is over

Working days and holidays

Time spent waiting for customers

Mandatory training programs

   -  Whether the dormitory is provided by the employer or 
various expenses are paid

Cases that are included in working hours

Working Hours, Break Time,
Holidays and Leave

PART
02

I have to do so 
much work.

I work for more than ten hours 
a day. Even my lunch break is 
only 30 minutes long.

You look so tired. 
What’s wrong 
with you?

My team director said 
this violates the Labor 
Standards Act.

Break time
Additional 
wages

Eight hours Extended 
work

Working 
hours

Really?
I have to tell the company 
tomorrow.

In Korea, 
people take this
for granted.

Thank you for the 
good information, 
my friend.

One hour of break time per day at work (based on eight hours 
of work) should be ensured, and when the working hours 
exceed eight hours, the employee should receive additional 
wages as this is considered extended work.

Handbook on the Labor Rights of Foreign Workers
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The legal working hours are 40 hours per week. 
When an employee works for more hours than 
the stipulated working hours, this is considered 
extended work.
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the stipulated working hours, this is considered 
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The legal working hours are 40 hours per week. 
When an employee works for more hours than 
the stipulated working hours, this is considered 
extended work.

Working Hours

Working hours shall not exceed 40 hours a week, eight 
hours a day, excluding break time

  Applies to business sites with at least five full-time 
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Time spent preparing before work begins

Time spent cleaning up after work is over

Working days and holidays
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I’ll keep 
doing my 
best, sir.

Don’t worry since the 
company pays all the 
legal allowances.

What is

holiday allowance?

Working for
60 hours 
and more

Working for 
15 hours 
and more

Weekly holidays 
(Allowances for 
weekly holidays)

Boss, I have a 
question.

I worked all of my hours without missing 
a day last week. Can I have my holiday 
allowance?

You know what you’re talking 
about. As Sunday is a weekly 
holiday, I should pay you the 
wages for one day, right?

Holiday allowance is the allowance granted for paid leave (weekly holiday) for at least 
one day a week if a person works for one week without missing work. This applies to 
employees who work 60 hours or more per month (four weeks, at least 15 hours per 
week on average).

Break Time

At working hours, at least 30 minutes of break time 
should be given for four hours of work, and at least 
one hour of break time for eight hours of work.

Workers must be able to use their break time 
freely without any restrictions by their employer.

Break times are not included in the working hours, 
and wages are not paid for those times.

A one-hour meal break is considered break time. (O)

Time spent waiting for customers and phone calls at 

the office is considered break time. (X)

Since you work for ten hours a day, you should be 
given at least one hour of break time. You should ask 
your employer to give you one hour of break time, 
and if he or she does not guarantee you that much 
time, you can report it to the Ministry of Employment 
and Labor.

I work for ten hours a day. During that time, I don’t have any 

break time, and my lunch break is only 30 minutes long. As 

the time for lunch is so short, it is very hard to have a proper 

lunch. How can I deal with this situation?

Q&A

171620
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The law stipulates that employers shall grant every 
worker one day of paid leave each week. However, 
the regulations do not require that this leave must 
be on a Sunday. Even if the holiday does not fall on 
Sunday, your employer is not doing anything wrong 
provided that they are granting you one day of paid 
leave per week. If you really want to take leave 
on Sunday, you will need to discuss this with your 
employer.

A worker who has been employed for at least one 
year and worked at least 80 percent of that year 
shall be granted a paid leave of 15 days. A worker 
who has been employed for less than a year or 
who has been employed for at least one year but 
has worked for less than 80 percent of that period 
shall be granted one day of paid leave for each 
month during which he or she worked without 
missing a single day.

A pregnant woman shall be granted a 90-day 
maternity leave before and after childbirth. In 
such a case, at least 45 days of the leave shall be 
allotted after childbirth.
A pregnant woman giving birth to twins or more 
children shall be granted a 120-day maternity leave 
before and after childbirth. At least 60 days of the 
leave shall be allotted for after childbirth.

Agreed leave can be granted according to what is 
stated separately in the employment regulations.

Leave

Leave includes leave that has been agreed upon other 
than paid leave and maternity leave before and after 
childbirth. Employees are allowed to take leave.

PART
02

Weekly Holidays

If an employee works for 15 hours or more per week for 
four weeks on average, he or she should be granted a 
paid leave (weekly holiday) for at least one day per week.

After I changed companies, I found that the holiday is not 

Sunday, but Saturday. I prefer to have my day off on Sunday. Is 

there any way I can change this?

Q&A

Paid leave: a holiday when wages are paid

Weekly holiday is paid leave (workers are paid without 
working). Even if there is no specific agreement 
between labor and management, the law stipulates 
that weekly holidays and workers’ day (May 1) are paid 
leave.
 Agreed holidays are specific days that are defined as 
holidays in the collective agreement, employment 
regulations, and labor contract. The wages for agreed 
holidays depend on the clauses in these documents.

If you worked on your weekly paid day off or 
Labor Day but were not provided with the 
required premium pay or a substitute day off, 
you can report it to the Ministry of 
Employment and Labor. Employers who fail to 
comply are subject to penalties.
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  ‌�Weekly holiday is paid leave (workers are paid without 
working). Even if there is no specific agreement 
between labor and management, the law stipulates that 
weekly holidays and  labor day (May 1) are paid leave.

  ‌�From January 1, 2020, national holidays defined in 

  ‌�REGULATIONS ON HOLIDAYS OF GOVERNMENT 
OFFICES , are recognized as paid day-offs. However, 
recognition of national holidays as paid day-offs will be 
implemented in different stages according to the company 
size.

* ‌�Businesses and public institutions with 300 or more 
employees: January, 1, 2020

   * ‌�Businesses and public institutions with 30 or more 
and less than 300 employees: January 1, 2021

   * ‌�Businesses and public institutions with 5 or more and 
less than 30 employees: January 1, 2022

  ‌�Agreed holidays are specific days that are defined as 
holidays in the collective agreement, employment 
regulations, and labor contract. The wages for agreed 
holidays depend on the clauses in these documents.
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The law stipulates that employers shall grant every 
worker one day of paid leave each week. However, 
the regulations do not require that this leave must be 
on a Sunday. Therefore, if your employer has granted 
one paid off-day per week, it is not in breach of the 
regulation even if the given off-day does not fall on 
Sunday. If you really want to take leave on Sunday, you 
will need to discuss this with your employer.
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month during which he or she worked without 
missing a single day.

A pregnant woman shall be granted a 90-day 
maternity leave before and after childbirth. In 
such a case, at least 45 days of the leave shall be 
allotted after childbirth.
A pregnant woman giving birth to twins or more 
children shall be granted a 120-day maternity leave 
before and after childbirth. At least 60 days of the 
leave shall be allotted for after childbirth.

Agreed leave can be granted according to what is 
stated separately in the employment regulations.

Leave

Leave includes leave that has been agreed upon other 
than paid leave and maternity leave before and after 
childbirth. Employees are allowed to take leave.
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If an employee works for 15 hours or more per week for 
four weeks on average, he or she should be granted a 
paid leave (weekly holiday) for at least one day per week.

After I changed companies, I found that the holiday is not 

Sunday, but Saturday. I prefer to have my day off on Sunday. Is 

there any way I can change this?
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Weekly holiday is paid leave (workers are paid without 
working). Even if there is no specific agreement 
between labor and management, the law stipulates 
that weekly holidays and workers’ day (May 1) are paid 
leave.
 Agreed holidays are specific days that are defined as 
holidays in the collective agreement, employment 
regulations, and labor contract. The wages for agreed 
holidays depend on the clauses in these documents.

If you worked on your weekly paid day off or 
Labor Day but were not provided with the 
required premium pay or a substitute day off, 
you can report it to the Ministry of 
Employment and Labor. Employers who fail to 
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03

02

04

Wages

Four Principles of Wage Payment

Payment of wages shall be made in full directly to 
workers in currency at least once per month on a fixed 
day.

Wages should be given 
on a f ixed day.  
An employer cannot give 
wages on a different day 
at his or her will.

Wages should be paid 
in available currency. 
An employer cannot pay 
wages with gift certificates 
or products produced by 
the company.

Wages should be paid to 
workers. 
Wages can be directly paid 
to workers in cash or to
designated  deposit accounts.

Wages should be paid in 
full.

PART
03

W
ag

es

Payment of wages shall be 

made in full directly to workers in 

currency at least once per month 

Sure, 
what is it?

One time 
and more 
per month 

Monthly 
designated 
day

Payment 
of currency

Well, our company has recently been in 
a difficult situation, so would you mind 
receiving half of your wages for this 
month in money and half in products?

May I ask you a favor?

What? If you give me 
products, what am I 
supposed to do with 
them?

I know, and I’m very sorry. 
Since I’m in a difficult 
situation, I guess I asked you 
something that was unfair.

Well, I will try to 
give you your full 
wages in cash.

OK.

Also, the law says, “Payment of wages 
shall be made in full directly to workers in 
currency at least once per month on a fixed 
day.”*

2322
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The minimum wage for 2026 is 

KRW 10,320 per hour.

What are you 
doing these 
days?

I searched on the Internet, but 
every company has different 
hourly wages. I’m not sure 
which is better.

The minimum wage is the lowest limit 
for a wage that is permitted by the 
law. Even though companies can be 
prosecuted for not guaranteeing the 
minimum wage, some companies do 
not obey the law.

So are you 
going to come 
back home?

The semester has 
just finished and the 
vacation has begun.

Well, first of all, you 
need to identify 
whether the wages 
are above the 
minimum wage.

Minimum
wage?
What is that?

What is 
the current 
minimum 
wage?

Minimum 
wage

No, I think I’m 
going to do a part-
time job.

In 2026, the 
hourly rate is 
KRW 10,320 .

In accordance with the Labor Standards Act, wages 
should be paid regularly and directly on a specific day 
at least once a month and in currency. To pay the 
wages in a form other than currency, the company 
needs to justify the decision through legislation or 
a collective agreement. It is illegal for companies to 
unilaterally pay their workers in the form of product. 
Therefore, a worker can request his or her employer 
to pay wages in currency if the employer pays 
the wages in company product. If the employer 
continues to ask you to accept products instead of 
currency, you can report the case to the Ministry of 
Employment and Labor.

My boss said that the company does not have enough money 

and asked me to have clothes and products that the company 

made instead of my monthly wage. What can I do?

Q&A
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The minimum wage is defined as the lowest wage 
that workers may be paid. A company that pays its 
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  ‌�A probationary worker who has been working for 

less than three months from the date when the 
probationary period began. (However, deduction of 
wage during a probation period is prohibited for short-
term contract workers whose labor contract period 
is less than one year, and workers engaging in simple 
labor jobs designated and notified by the Ministry of 
Employment and Labor.)
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Allowances for Extended Work, Night Work, 

and Holiday Work

Workers should be paid an additional 50% on top of 
their regular hourly wage when they do extended, 
night, or holiday work.

Extended work is often called extra or overtime 
work. When an employee works for more than 
eight hours a day, 40 hours a week, he or she 
is considered to have done overtime work and 
should be paid a wage that is 50% more than his 
or her ordinary wage.

Night work refers to work that is done between 10 PM 
and 6 AM. Workers who do night work should 
be paid 50% more than their normal wage.

Holiday work refers to work on legal holidays 
(weekly holiday and labor day) or agreed 
holidays. Similar to extended and night work, 
workers should be paid 50% more than their 
regular wage.

     If the hourly rate is KRW 11,000 and an employee worked
9 hours a day, (KRW 11,000 × 8 hours) + 
(KRW 11,000 × 1 hour × 1.5) = KRW 104,500

PART
03

W
ag

es

Overtime work 
that exceeds 
eight hours  

a day

Work between 
10 PM and 6 AM 

Holiday work

Extended work Night work Holiday work

Why didn’t you come 
to the meeting on 
Sunday?

So how do you receive wages when you 
work on a holiday?

I asked my colleagues, 
and it’s really simple.

Daily wage

Adding 50%

You don’t 
work on 
Sunday, do 
you?

Sorry, 
I worked
that day.

No, it was a day off, but we 
had to deal with some urgent 
business, and all the workers 
came in and worked that day.
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Shutdown allowance

When a business shuts down due to a cause 
attributable to the employer, he or she shall pay the 
workers concerned an allowance of not less than 70 
percent of their average wages during the period of 
shutdown.

In the event that the employees cannot work due to an
insufficient amount of work, a breakdown of machinery at 
the factory or the suspension of business, workers can receive 
a shutdown allowance.

In the event that the employer is unable to continue with the
business for unavoidable reasons and has received the approval of 
the labor relations commission, the employer can pay a shutdown 
allowance that is less than 70 percent of the workers’ average wage. 

Due to problems at the company, I was suspended from work 

for ten days. But the company told me they would not pay me 

wages for those ten days because I did not work during that 

time.

Q&A

PART
03

W
ag

es

When extended, night, and holiday work overlap, 
workers’ final pay should be calculated by adding the 
premiums for each of the categories that apply.

     

If the hourly rate is KRW 11,000  and an employee worked
9 hours a day
(from 21:00 to 07:00 the next day, with a 1-hour
break during night work),
(KRW 11,000 × 8 hours) + (KRW 11,000 × 1 hour × 1.5)
+ (KRW 11,000 × 7 hours × 0.5) = KRW 143,000

I do extended work for two hours every day at my company 

and receive an allowance of 8,000 won. What wages are the 

basis for calculating this allowance?

Q&A

3130

Ordinary wage is the standard wage used primarily for
calculating various allowances (overtime work, night
work, holiday work, etc.). Ordinary wage is calculated 
y summing the monthly base pay and regularly and
uniformly paid allowances, then dividing by the standard
monthly working hours of 209 hours
(based on a 40-hour work week).
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Severance Pay

Severance Pay

If an employee has worked for a company for more 
than 15 hours a week and has been employed 
there for more than a year, he or she must be given 
severance pay upon leaving the company.

For each year of employment, workers can receive 
severance pay equal to their average wages for at 
least 30 days.

In the case of the Employment Permit System

PART
04

Se
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e 
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Hello, sir. You 
wanted to 
speak to me?

You did a great job. 
Thank you for your hard 
work.

I can pay it to your deposit account, but 
since I wanted to meet you in person,    
I will give it to you this way.

I hope you remember Korea as a good 
country when you go home.

Thank you so 
much.

To me, Korea is 
already a great 
country!

Well, here is your severance pay.
It’s two months’ wages.

Oh, right. Come 
on in.

I really appreciate 
your support.

I’m going to go home after 
finishing my work next week.

It’s been two years already. 
Time flies, doesn’t it?

3534
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Severance Pay

Severance Pay

If an employee has worked for a company for more 
than 15 hours a week and has been employed 
there for more than a year, he or she must be given 
severance pay upon leaving the company.

For each year of employment, workers can receive 
severance pay equal to their average wages for at 
least 30 days.

In the case of the Employment Permit System
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Hello, sir. You 
wanted to 
speak to me?

You did a great job. 
Thank you for your hard 
work.

I can pay it to your deposit account, but 
since I wanted to meet you in person,    
I will give it to you this way.

I hope you remember Korea as a good 
country when you go home.

Thank you so 
much.

To me, Korea is 
already a great 
country!

Well, here is your severance pay.
It’s two months’ wages.

Oh, right. Come 
on in.

I really appreciate 
your support.

I’m going to go home after 
finishing my work next week.

It’s been two years already. 
Time flies, doesn’t it?
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Severance Pay

Severance Pay

If an employee has worked for a company for more 
than 15 hours a week and has been employed 
there for more than a year, he or she must be given 
severance pay upon leaving the company.

For each year of employment, workers can receive 
severance pay equal to their average wages for at 
least 30 days.

In the case of the Employment Permit System
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Hello, sir. You 
wanted to 
speak to me?

You did a great job. 
Thank you for your hard 
work.

I can pay it to your deposit account, but 
since I wanted to meet you in person,    
I will give it to you this way.

I hope you remember Korea as a good 
country when you go home.

Thank you so 
much.

To me, Korea is 
already a great 
country!

Well, here is your severance pay.
It’s two months’ wages.

Oh, right. Come 
on in.

I really appreciate 
your support.

I’m going to go home after 
finishing my work next week.

It’s been two years already. 
Time flies, doesn’t it?

3534
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The company that I worked for has shut down. Since I worked 

there for two years, I should receive severance pay. Is there 

any way to get this?

There is a payment guarantee program in which the
government pays back wages on behalf of an employer.
Since the application for this program is complicated,
it would be best to visit a consultation center and
inquire about your situation.

Q&A

I made an employment contract that made no mention of 

severance pay. Am I unable to receive any severance pay?

An agreement to waive severance pay in advance is
invalid for violating mandatory regulations. Therefore,
if the requirements for severance pay are met, you can
demand severance pay from the employer regardless of
the agreement.

Q&A
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I stopped working for a while after I was injured at work and 

then started working again after receiving treatment. If my two 

months of sick leave are not included, I was only working at 

the company for 11 months. In this case, will I get severance 

pay?

If you were hired as a part-time worker, and have worked
for an average of 15 or more hours per week for at least 
one year, you are entitled to receive severance pay.

When an employee takes leave because of an 
industrial accident, this is not considered quitting the 
job. Therefore, as long as you worked for at least one 
year including the two months of medical treatment, 
you are still entitled to receive severance pay.

I worked as a part-time worker for more than one year. Can I 

get severance pay?

Q&A

Q&A
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The company that I worked for has shut down. Since I worked 

there for two years, I should receive severance pay. Is there 

any way to get this?

There is a payment guarantee program in which the
government pays back wages on behalf of an employer.
Since the application for this program is complicated,
it would be best to visit a consultation center and
inquire about your situation.

Q&A

I made an employment contract that made no mention of 

severance pay. Am I unable to receive any severance pay?

An agreement to waive severance pay in advance is
invalid for violating mandatory regulations. Therefore,
if the requirements for severance pay are met, you can
demand severance pay from the employer regardless of
the agreement.

Q&A
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I stopped working for a while after I was injured at work and 

then started working again after receiving treatment. If my two 

months of sick leave are not included, I was only working at 

the company for 11 months. In this case, will I get severance 

pay?

If you were hired as a part-time worker, and have worked
for an average of 15 or more hours per week for at least 
one year, you are entitled to receive severance pay.

When an employee takes leave because of an 
industrial accident, this is not considered quitting the 
job. Therefore, as long as you worked for at least one 
year including the two months of medical treatment, 
you are still entitled to receive severance pay.

I worked as a part-time worker for more than one year. Can I 

get severance pay?

Q&A

Q&A
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The company that I worked for has shut down. Since I worked 

there for two years, I should receive severance pay. Is there 

any way to get this?

There is a payment guarantee program in which the
government pays back wages on behalf of an employer.
Since the application for this program is complicated,
it would be best to visit a consultation center and
inquire about your situation.

Q&A

I made an employment contract that made no mention of 

severance pay. Am I unable to receive any severance pay?

An agreement to waive severance pay in advance is
invalid for violating mandatory regulations. Therefore,
if the requirements for severance pay are met, you can
demand severance pay from the employer regardless of
the agreement.

Q&A
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I stopped working for a while after I was injured at work and 

then started working again after receiving treatment. If my two 

months of sick leave are not included, I was only working at 

the company for 11 months. In this case, will I get severance 

pay?

If you were hired as a part-time worker, and have worked
for an average of 15 or more hours per week for at least 
one year, you are entitled to receive severance pay.

When an employee takes leave because of an 
industrial accident, this is not considered quitting the 
job. Therefore, as long as you worked for at least one 
year including the two months of medical treatment, 
you are still entitled to receive severance pay.

I worked as a part-time worker for more than one year. Can I 

get severance pay?

Q&A

Q&A
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The company that I worked for has shut down. Since I worked 

there for two years, I should receive severance pay. Is there 

any way to get this?

There is a payment guarantee program in which the
government pays back wages on behalf of an employer.
Since the application for this program is complicated,
it would be best to visit a consultation center and
inquire about your situation.

Q&A

I made an employment contract that made no mention of 

severance pay. Am I unable to receive any severance pay?

An agreement to waive severance pay in advance is
invalid for violating mandatory regulations. Therefore,
if the requirements for severance pay are met, you can
demand severance pay from the employer regardless of
the agreement.

Q&A
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I stopped working for a while after I was injured at work and 

then started working again after receiving treatment. If my two 

months of sick leave are not included, I was only working at 

the company for 11 months. In this case, will I get severance 

pay?

If you were hired as a part-time worker, and have worked
for an average of 15 or more hours per week for at least 
one year, you are entitled to receive severance pay.

When an employee takes leave because of an 
industrial accident, this is not considered quitting the 
job. Therefore, as long as you worked for at least one 
year including the two months of medical treatment, 
you are still entitled to receive severance pay.

I worked as a part-time worker for more than one year. Can I 

get severance pay?

Q&A

Q&A
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The company that I worked for has shut down. Since I worked 

there for two years, I should receive severance pay. Is there 

any way to get this?

There is a payment guarantee program in which the
government pays back wages on behalf of an employer.
Since the application for this program is complicated,
it would be best to visit a consultation center and
inquire about your situation.

Q&A

I made an employment contract that made no mention of 

severance pay. Am I unable to receive any severance pay?

An agreement to waive severance pay in advance is
invalid for violating mandatory regulations. Therefore,
if the requirements for severance pay are met, you can
demand severance pay from the employer regardless of
the agreement.

Q&A
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I stopped working for a while after I was injured at work and 

then started working again after receiving treatment. If my two 

months of sick leave are not included, I was only working at 

the company for 11 months. In this case, will I get severance 

pay?

If you were hired as a part-time worker, and have worked
for an average of 15 or more hours per week for at least 
one year, you are entitled to receive severance pay.

When an employee takes leave because of an 
industrial accident, this is not considered quitting the 
job. Therefore, as long as you worked for at least one 
year including the two months of medical treatment, 
you are still entitled to receive severance pay.

I worked as a part-time worker for more than one year. Can I 

get severance pay?

Q&A

Q&A
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Delayed Payment of Wages

The Ministry of Employment and Labor is a 
Korean government agency protecting the rights 
and interests of workers. When there is delayed 
payment of wages or an industrial accident, 
workers can get help from the Ministry to resolve 
the issue.

Solutions for delayed payment of wages

In the case of back wages, the employee can report 
the case to the Ministry of Employment and Labor 
or file a lawsuit. If the company goes bankrupt, the 
employee can apply for a substitute payment.

Category Complaint or accusation Relief through civil suit

Procedure

The labor supervisor orders the
employer to pay wages by submitting
a letter of complaint or petition to the
Ministry of Employment and Labor,
and the problem of back wages can
be addressed by threatening the
employer with criminal prosecution.

This is a method for filing a 

lawsuit with the court. When 

filing a lawsuit, one can secure 

one’s claim for wages in 

advance through preventative 

measures such as provisional 

attachment. 

Advantages

Possible to resolve the issue 

swiftly

Simple and inexpensive

As compulsory execution can 
be taken to secure claims for 
wages, the payment of back 
wages is relatively certain. 

Disadvantages

When the employer does not have
the means to pay the wages, it would 
be difficult to resolve the issue. 
(When the employer goes bankrupt, 
the situation could be improved by 
applying for a payment guarantee.)

It takes a long time and incurs 
costs.
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If you have not been paid your 

wages, you can report the case.

Hello, this is the Center for 
Foreign Workers.

You have back 
wages.

Yes. My superior keeps 
saying to just wait a 
while, but it’s so hard.

I haven’t received my wages 
and don’t know how to deal 
with this situation.

I haven’t received my wages 
and don’t know how to deal 
with this situation.

What happens after 
that?Here I am!

Ministry of 
Employment 
and Labor

Order of payment

Business owner

Criminal 
punishment

Investigation 
of facts

First, you need to file a complaint with the regional 
office of the Ministry of Employment and Labor.

After your complaint is filed, an investigation will be conducted and your employer 
will be served an order to pay your wages. He or she may be subject to criminal 
prosecution as well.
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Delayed Payment of Wages

The Ministry of Employment and Labor is a 
Korean government agency protecting the rights 
and interests of workers. When there is delayed 
payment of wages or an industrial accident, 
workers can get help from the Ministry to resolve 
the issue.

Solutions for delayed payment of wages

In the case of back wages, the employee can report 
the case to the Ministry of Employment and Labor 
or file a lawsuit. If the company goes bankrupt, the 
employee can apply for a substitute payment.

Category Complaint or accusation Relief through civil suit

Procedure

The labor supervisor orders the
employer to pay wages by submitting
a letter of complaint or petition to the
Ministry of Employment and Labor,
and the problem of back wages can
be addressed by threatening the
employer with criminal prosecution.

This is a method for filing a 

lawsuit with the court. When 

filing a lawsuit, one can secure 

one’s claim for wages in 

advance through preventative 

measures such as provisional 

attachment. 

Advantages

Possible to resolve the issue 

swiftly

Simple and inexpensive

As compulsory execution can 
be taken to secure claims for 
wages, the payment of back 
wages is relatively certain. 

Disadvantages

When the employer does not have
the means to pay the wages, it would 
be difficult to resolve the issue. 
(When the employer goes bankrupt, 
the situation could be improved by 
applying for a payment guarantee.)

It takes a long time and incurs 
costs.
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If you have not been paid your 

wages, you can report the case.

Hello, this is the Center for 
Foreign Workers.

You have back 
wages.

Yes. My superior keeps 
saying to just wait a 
while, but it’s so hard.

I haven’t received my wages 
and don’t know how to deal 
with this situation.

I haven’t received my wages 
and don’t know how to deal 
with this situation.

What happens after 
that?Here I am!

Ministry of 
Employment 
and Labor

Order of payment

Business owner

Criminal 
punishment

Investigation 
of facts

First, you need to file a complaint with the regional 
office of the Ministry of Employment and Labor.

After your complaint is filed, an investigation will be conducted and your employer 
will be served an order to pay your wages. He or she may be subject to criminal 
prosecution as well.

4140
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Delayed Payment of Wages

The Ministry of Employment and Labor is a 
Korean government agency protecting the rights 
and interests of workers. When there is delayed 
payment of wages or an industrial accident, 
workers can get help from the Ministry to resolve 
the issue.

Solutions for delayed payment of wages

In the case of back wages, the employee can report 
the case to the Ministry of Employment and Labor 
or file a lawsuit. If the company goes bankrupt, the 
employee can apply for a substitute payment.

Category Complaint or accusation Relief through civil suit

Procedure

The labor supervisor orders the
employer to pay wages by submitting
a letter of complaint or petition to the
Ministry of Employment and Labor,
and the problem of back wages can
be addressed by threatening the
employer with criminal prosecution.

This is a method for filing a 

lawsuit with the court. When 

filing a lawsuit, one can secure 

one’s claim for wages in 

advance through preventative 

measures such as provisional 

attachment. 

Advantages

Possible to resolve the issue 

swiftly

Simple and inexpensive

As compulsory execution can 
be taken to secure claims for 
wages, the payment of back 
wages is relatively certain. 

Disadvantages

When the employer does not have
the means to pay the wages, it would 
be difficult to resolve the issue. 
(When the employer goes bankrupt, 
the situation could be improved by 
applying for a payment guarantee.)

It takes a long time and incurs 
costs.
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If you have not been paid your 

wages, you can report the case.

Hello, this is the Center for 
Foreign Workers.

You have back 
wages.

Yes. My superior keeps 
saying to just wait a 
while, but it’s so hard.

I haven’t received my wages 
and don’t know how to deal 
with this situation.

I haven’t received my wages 
and don’t know how to deal 
with this situation.

What happens after 
that?Here I am!

Ministry of 
Employment 
and Labor

Order of payment

Business owner

Criminal 
punishment

Investigation 
of facts

First, you need to file a complaint with the regional 
office of the Ministry of Employment and Labor.

After your complaint is filed, an investigation will be conducted and your employer 
will be served an order to pay your wages. He or she may be subject to criminal 
prosecution as well.
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Delayed Payment of Wages

The Ministry of Employment and Labor is a 
Korean government agency protecting the rights 
and interests of workers. When there is delayed 
payment of wages or an industrial accident, 
workers can get help from the Ministry to resolve 
the issue.

Solutions for delayed payment of wages

In the case of back wages, the employee can report 
the case to the Ministry of Employment and Labor 
or file a lawsuit. If the company goes bankrupt, the 
employee can apply for a substitute payment.

Category Complaint or accusation Relief through civil suit

Procedure

The labor supervisor orders the
employer to pay wages by submitting
a letter of complaint or petition to the
Ministry of Employment and Labor,
and the problem of back wages can
be addressed by threatening the
employer with criminal prosecution.

This is a method for filing a 

lawsuit with the court. When 

filing a lawsuit, one can secure 

one’s claim for wages in 

advance through preventative 

measures such as provisional 

attachment. 

Advantages

Possible to resolve the issue 

swiftly

Simple and inexpensive

As compulsory execution can 
be taken to secure claims for 
wages, the payment of back 
wages is relatively certain. 

Disadvantages

When the employer does not have
the means to pay the wages, it would 
be difficult to resolve the issue. 
(When the employer goes bankrupt, 
the situation could be improved by 
applying for a payment guarantee.)

It takes a long time and incurs 
costs.
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If you have not been paid your 

wages, you can report the case.

Hello, this is the Center for 
Foreign Workers.

You have back 
wages.

Yes. My superior keeps 
saying to just wait a 
while, but it’s so hard.

I haven’t received my wages 
and don’t know how to deal 
with this situation.

I haven’t received my wages 
and don’t know how to deal 
with this situation.

What happens after 
that?Here I am!

Ministry of 
Employment 
and Labor

Order of payment

Business owner

Criminal 
punishment

Investigation 
of facts

First, you need to file a complaint with the regional 
office of the Ministry of Employment and Labor.

After your complaint is filed, an investigation will be conducted and your employer 
will be served an order to pay your wages. He or she may be subject to criminal 
prosecution as well.

4140

Handbook on the Labor Rights of Foreign Workers

Solutions for delayed payment of wages

In the case of back wages, the employee can report 
the case to the Ministry of Employment and Labor 
or file a lawsuit. If the company goes bankrupt, the 
employee can apply for a payment guarantee.
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I left the company only two months after I started working at 

the factory. The employer said that the company has a period 

of probation and that wages cannot be paid during that period. 

What can I do?

In accordance with the Labor Standards Act, wages 
must be paid even during a probationary period. 
Therefore, you can file a request for back wages.

Q&A

My wages are delayed and the company is arguing that it owes 

me a different amount. What can I do?

In this case, you should collect evidence by making 
an accurate record of your working hours, holidays, 
and wages. It is also necessary to check with 
colleagues who are in a similar situation.

Q&A

I have back wages from a company where I worked four years 

ago. Can I receive these wages?

After three years have passed, there is no legal 
solution even if your employer did not pay the 
wages. Workers must ask their employers to pay 
the wages before three years have passed.

Q&A

PART
05

Documents required for back wages

Information about the company (company address, 

contact number, name of employer, etc.)

Labor contract, wage statement (pay slip), record of 

wage payments in bankbook

Testimony of colleagues, records of working hours, 

etc.

Complaint or accusation for the Ministry of 
Employment and Labor

Complaint  Request to receive back wages

Accusation  Request to prosecute an employer for  
  violating the Labor Standards Act

Procedure for dealing with this issue

Filing a civil lawsuit when the employer
refuses to pay wages

Prosecuting the employer if he or she
refuses to pay

Issuing the order to pay

Determining the back wages

Investigating the facts of the case
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I left the company only two months after I started working at 

the factory. The employer said that the company has a period 

of probation and that wages cannot be paid during that period. 

What can I do?

In accordance with the Labor Standards Act, wages 
must be paid even during a probationary period. 
Therefore, you can file a request for back wages.

Q&A

My wages are delayed and the company is arguing that it owes 

me a different amount. What can I do?

In this case, you should collect evidence by making 
an accurate record of your working hours, holidays, 
and wages. It is also necessary to check with 
colleagues who are in a similar situation.

Q&A

I have back wages from a company where I worked four years 

ago. Can I receive these wages?

After three years have passed, there is no legal 
solution even if your employer did not pay the 
wages. Workers must ask their employers to pay 
the wages before three years have passed.

Q&A

PART
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Documents required for back wages

Information about the company (company address, 

contact number, name of employer, etc.)

Labor contract, wage statement (pay slip), record of 

wage payments in bankbook

Testimony of colleagues, records of working hours, 

etc.

Complaint or accusation for the Ministry of 
Employment and Labor

Complaint  Request to receive back wages

Accusation  Request to prosecute an employer for  
  violating the Labor Standards Act

Procedure for dealing with this issue

Filing a civil lawsuit when the employer
refuses to pay wages

Prosecuting the employer if he or she
refuses to pay

Issuing the order to pay

Determining the back wages

Investigating the facts of the case
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Category Upper limit
Wages and maternity leave benefits while 

on the pre- and post-natal leave ₩7 million

Severance pay and other benefits upon 
retirement ₩7 million

※ Total upper limit of KRW 10 million

The government may provide up to KRW 10 million for unpaid wages on 
behalf of businesses

Temporary wage payment system

1. Eligibility
 · �Requirements for employers: (a) (for former employees) those who are subject to 

the Industrial Accident Compensation Insurance Act and have conducted business 
for at least six months until the retirement date of the pertinent employee, or (b) (for 
current employees) those who are subject to the Industrial Accident Compensation 
Insurance Act and have conducted business for at least six months until the date 
on which the unpaid wages were incurred, including the latest wage, prior to the 
filing of a lawsuit or petition

 · �Requirements for employees: (a) (for former employees) those who apply for 
the power of execution (e.g. filing a lawsuit, requesting order for payment), such 
as judgment, within two years or file a petition within a year, starting from the day 
following the retirement date or (b) (for current employees) those who apply for 
the power of execution (e.g. filing a lawsuit, requesting order for payment), such 
as judgment, within two years or file a petition within a year, starting from the day 
following the date on which the latest unpaid wages arose, and whose regular 
wage, such as the latest wage, is less than 110% of the minimum wage at the time 
when the unpaid wages were incurred 

   * �To be eligible for temporary wages, former or current employees must obtain an 
employer's confirmation of unpaid wages after October 14, 2021.

2. Amount to be paid

3. How to apply
 · �Deadline: Within one year from the date on which the final and conclusive 

decision is rendered or within six months from the date on which the employer's 
confirmation of unpaid wages is first issued

 · �Where to apply: A regional headquarter or a branch of the Korea Workers’ 
Compensation & Welfare Service having jurisdiction over the relevant workplace

 · �Documents required: Temporary wage payment application form, a copy of the 
employer’s confirmation of unpaid wages, a certified copy or a copy of the power of 
execution such as the court decision, a certified copy of final decision, and a copy 
of bank statement 
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Dismissal due to circumstances at the company, 
or in other words dismissal for managerial 
reasons, must adhere to specific procedure and 
requirements.

When an employer intends to dismiss a worker 
(including dismissal for managerial reasons), he 
or she shall give the worker notice of dismissal at 
least 30 days in advance of such dismissal. If the 
employer fails to give such advance notice, he or 
she shall pay that worker ordinary wages for not 
less than 30 days.

The company terminated my employment status without my 

consent during marriage leave. How can I address this issue?

Q&A

As the company terminated your employment status 
unilaterally, there is no justifiable reason for dismissal, 
and the company did not give you written notice 
about the time of dismissal. Due to these procedural 
problems, your termination can be considered unfair 
dismissal, so you can file for redress with the local 
labor relations commission.

PART
06

D
is

m
is

sa
l

Dismissal

An employer shall not dismiss a worker if there 
are no justifiable reasons that are the fault of the 
worker such as absence; tardiness; rejection of 
work; illegal, unfair or unethical behavior; etc.

An employer shall not dismiss a worker during the 
following periods. If he or she does, the worker 
can seek redress as this is considered unfair 
dismissal.

Restrictions on Dismissal

An employer shall not dismiss a worker without a 
justifiable cause.

     A period of leave for medical treatment for an 
occupational injury or disease and the 30 days 
immediately thereafter
     The period of leave for pregnancy and the 30 days 
immediately thereafter
     The period of parental leave
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Dismissal due to circumstances at the company, 
or in other words dismissal for managerial 
reasons, must adhere to specific procedure and 
requirements.

When an employer intends to dismiss a worker 
(including dismissal for managerial reasons), he 
or she shall give the worker notice of dismissal at 
least 30 days in advance of such dismissal. If the 
employer fails to give such advance notice, he or 
she shall pay that worker ordinary wages for not 
less than 30 days.

The company terminated my employment status without my 

consent during marriage leave. How can I address this issue?

Q&A

As the company terminated your employment status 
unilaterally, there is no justifiable reason for dismissal, 
and the company did not give you written notice 
about the time of dismissal. Due to these procedural 
problems, your termination can be considered unfair 
dismissal, so you can file for redress with the local 
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Dismissal due to circumstances at the company, 
or in other words dismissal for managerial 
reasons, must adhere to specific procedure and 
requirements.

When an employer intends to dismiss a worker 
(including dismissal for managerial reasons), he 
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less than 30 days.
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Employers are exempt from the notification of dismissal if
  ‌�The worker has been working continuously for less than 
3 months

  ‌�It is impossible to continue the business due to natural 
disasters, accidents, or other unavoidable reasons

  ‌�The worker has deliberately caused enormous 
disruption to the business or damage to the property, 
which falls under the reasons specified in the Ordinance 
of the Ministry of Employment and Labor.
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less than 30 days.
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labor relations commission.
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An employee who has been unfairly dismissed shall 
request redress from a labor relations commission within 
three months of the date of the dismissal.

When the dismissal is recognized as an unfair dismissal, 
the worker may return to the previous company. If 
the worker does not wish to be reinstated in his or her 
former company, he or she may choose to be paid 
the amount of wages that he or she would have been 
paid if he or she had been working during the period of 
dismissal (monetary compensation program).

Solutions for Unfair Dismissal

When a worker at a company with five or more 
employees is unfairly dismissed, he or she may 
request remedy from a labor relations commission. 
Workers at companies with fewer than five 
employees may file a lawsuit.

In consultation with labor 
experts, the employee can 
determine what is necessary 
for applying for relief for an 
unfair dismissal.

01

The regional labor committee 
convenes to discuss the case. 
If the committee determines 
it is a case of unfair dismissal, 
it orders the company to pay a 
certain amount of wages and 
reinstate the worker.

03

02

If the employer does not 
implement the order given by 
the regional labor committee, 
he or she must pay an 
enforcement penalty that 
must not exceed 20 million 
won. 

04

The employee submits an 
application for relief from unfair 
dismissal and the reasons he 
or she is applying for relief to 
the regional labor committee.

5150

Punitive damages of up to three times the amount of unpaid 
wages for intentional or habitual wage arrears.
 - Applies when an employer intentionally withholds wages, 
   or has wage arrears for three months or more within one 
   year or in an amount equivalent to three months or more 
   of ordinary wages.
 - Workers may seek punitive damages of up to three times 
   the amount of the unpaid wages through the courts.

Criminal penalties apply regardless of the worker’s 
wishes in cases of habitual wage arrears.
 - Employers whose names have already been publicly 
   disclosed for wage arrears and who commit wage arrears 
   again are not eligible for crimes not punishable against their will.
 - As a result, they are subject to criminal penalties 
   even if the affected worker does not wish to 
   pursue punishment. 

A 20% annual delay interest rate applies to unpaid wages 
owed to current employees.
- The obligation to pay delay interest, which previously 
   applied only to former employees, has been extended to 
   include current employees. 
- In addition, employers with habitual wage arrears may 
  be subject to comprehensive sanctions, including credit 
  sanctions, restrictions on government support, and 
  disadvantages in public bidding.

Stronger Penalties for Habitual Wage Arrears

Economic and legal sanctions against employers with 
habitual wage arrears have been significantly 
strengthened, including punitive damages, the exclusion 
of crimes not punishable against one’s will, and the
 imposition of delay interest on unpaid wages for 
current employees.
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   or has wage arrears for three months or more within one 
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   of ordinary wages.
 - Workers may seek punitive damages of up to three times 
   the amount of the unpaid wages through the courts.
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 - Employers whose names have already been publicly 
   disclosed for wage arrears and who commit wage arrears 
   again are not eligible for crimes not punishable against their will.
 - As a result, they are subject to criminal penalties 
   even if the affected worker does not wish to 
   pursue punishment. 

A 20% annual delay interest rate applies to unpaid wages 
owed to current employees.
- The obligation to pay delay interest, which previously 
   applied only to former employees, has been extended to 
   include current employees. 
- In addition, employers with habitual wage arrears may 
  be subject to comprehensive sanctions, including credit 
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Economic and legal sanctions against employers with 
habitual wage arrears have been significantly 
strengthened, including punitive damages, the exclusion 
of crimes not punishable against one’s will, and the
 imposition of delay interest on unpaid wages for 
current employees.
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An employee who has been unfairly dismissed shall 
request redress from a labor relations commission within 
three months of the date of the dismissal.
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the amount of wages that he or she would have been 
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Industrial Accident

An industrial accident refers to a case in which a worker is 
injured or contracts a disease while working for a company.

In the event of an industrial accident, an employee can 
receive various forms of compensation such as pay for 
medical treatment, suspension from work, etc. When an 
employee receives four days or more of treatment, the 
accident shall be regarded as an industrial accident.

Types of payments made by industrial accident compensation insurance

Compensation for Industrial Accidents

In the event that an employee needs four days of 
treatment or more or dies after receiving an injury, 
disease, or disability on the job, the employee may be 
eligible to receive compensation from the industrial 
accident compensation insurance.

PART
07

Pay for medical 
treatment 

Payment of medical expenses until treatment is complete for the 
industrial injury

Pay for work 
suspension

Payment to maintain an employee’s livelihood in the event that he or she 
cannot work because of treatment

Injury and 
disease 

compensation 
pension

Payment instead of suspension of work allowance in the event that an 
employee cannot fully recover two years after treatment has begun

Pay for disability 
Payment of wages in the event that an employee remains disabled even 
after treatment for an industrial accident
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When you are injured on the job, 

the cost of your treatment can 

be covered by industrial accident 

compensation insurance

How is your 
injury?

Well, I got hurt while I was working, and it takes 
a long time to receive the treatment, so please 
treat it as an industrial accident. That’s the only 
way I can rest easy about the treatment.

Workers' Compensation 
and Welfare Service

I shouldn’t have said that. OK, I’ll deal 
with it as an industrial accident. I hope 
your treatment goes well.

You’re the
best, sir.

They tell me it’ll 
take a long time to 
heal.

Don’t worry; I’ll pay the medical 
expenses. But considering the 
reputation of the company, it would 
be better not to report it as an 
industrial accident.
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Industrial Accident

An industrial accident refers to a case in which a worker is 
injured or contracts a disease while working for a company.

In the event of an industrial accident, an employee can 
receive various forms of compensation such as pay for 
medical treatment, suspension from work, etc. When an 
employee receives four days or more of treatment, the 
accident shall be regarded as an industrial accident.

Types of payments made by industrial accident compensation insurance

Compensation for Industrial Accidents

In the event that an employee needs four days of 
treatment or more or dies after receiving an injury, 
disease, or disability on the job, the employee may be 
eligible to receive compensation from the industrial 
accident compensation insurance.
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An industrial accident refers to a case in which a worker is 
injured or contracts a disease while working for a company.
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Industrial Accident

An industrial accident refers to a case in which a worker is 
injured or contracts a disease while working for a company.

In the event of an industrial accident, an employee can 
receive various forms of compensation such as pay for 
medical treatment, suspension from work, etc. When an 
employee receives four days or more of treatment, the 
accident shall be regarded as an industrial accident.

Types of payments made by industrial accident compensation insurance
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treatment or more or dies after receiving an injury, 
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accident compensation insurance.
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with it as an industrial accident. I hope 
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I hurt my hand when I pulled the wrong switch at work. Can I 

receive benefits for an industrial accident?

I got injured at work, but the employer said that I can’t receive 

benefits for an industrial accident because the company did 

not register for industrial accident compensation insurance. 

What should I do about this?

I would like to apply for industrial accident insurance benefits. 

Some say that the company should apply for this, but others 

say that the hospital should. What is the correct answer?

Q&A

Q&A

Many accidents happen due to incorrect safety 
equipment. Such cases are considered industrial 
accidents even if the worker makes a mistake.

Even if the company has not applied for industrial accident
compensation insurance, an injured worker can still file an 
industrial accident compensation claim. A company that 
employs one worker or more is required to apply for industrial
accident compensation insurance. If your company did not
register for insurance, it must pay a penalty.

In accordance with the Industrial Injury Compensation 
Insurance Act, employees are the ones who apply 
for and receive industrial accident benefits. At the 
company, the employer should stamp or sign the 
verification form for the nursing application. Since you 
can also apply for industrial accident benefits at the 
hospital, you may want to discuss the matter with 
the staff member in charge of industrial accidents at 
the hospital’s administration department. 

PART
07

When an industrial accident takes place, an employee 
can submit an application for industrial accident 
compensation to the Workers' Compensation and 
Welfare Service responsible for his or her place of 
business.

 The right to apply for industrial accident 
compensation belongs to employees, not 
to the employer. Even if the employer does 
not handle or even consent to the application 
for compensation, workers can apply for 
compensation themselves.
The employer cannot fire or give disadvantages 
to a worker because the worker requested 
insurance benefits.
 For an accident to be recognized as an industrial 
accident, an employee must gather objective 
evidence in support of the claim.

  Record the time, cause, and on-site situation for the 
industrial accident (use a voice recording if a written record 
is impossible) 

  If an employee is seriously injured, call 119 and transfer 
him or her to the hospital (the records for using emergency 
vehicles can serve as evidence)

  If the employee is treated at a hospital, explain the situation 
accurately and emphasize the fact that the employee was 
injured at work

  Secure other data such as on-site photos and witness 
statements

Tips for dealing with industrial accidents
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· �An accident that occurs while commuting under the employer's direction and control, 
including the use of the means of transportation provided by the employer or equivalent 
thereto

· An accident that occurs while commuting by usual routes and methods

Commuting accidents 

86 87우리 모두의 소중한 권리

· 그 외 업무와 관련하여 발생한 사고

 - 용변 등 생리적 필요행위, 작업준비 등 작업에 수반되는 부수행위 중 사고

 - 시설물 결함, 관리 소홀, 건물 입구 쌓여있는 눈으로 인한 사고

 - 사용자가 교통수단 제공(통근버스 대기 장소로 가던 중 사고) 중 사고

 - 행사 참석 후 귀가 중 교통사고 사망, 회식자리 음주사고

 - 휴게시간 중에 족구, 배드민턴 등을 하다가 사고 발생 등

업무상 질병

 · 업무 중 근로자 건강에 장해를 일으킬 수 있는 요인을 취급하거나 그에 노출 

 되어 발생한 질병

 · 업무상 부상 등이 원인이 되어 발생한 질병

 · 그 외 업무와 관련하여 발생한 질병

- 고혈압이 있는 근로자가 과로로 심혈관계 질환 유발하여 사망

- 서서 일하는 근로자의 근골격계 질환, 기타 유독성 물질로 인한 질병

- 잠수 및 공중작업 등 이상기압으로 인한 질병

- 직장스트레스로 인한 우울증(퇴사압력, 직장내 따돌림, 업무관련 정신적        

 충격 등) 

건설회사의 공사현장에서 일하던 중 재해를 입었습니다. 회사에서

는 공상처리를 해 준다고 하는데, 공상으로 처리해도 되는지요?

'공상'이란 회사가 산업재해를 당한 근로자에게 직접 보상     

하는 것을 의미합니다. 산재보험 처리가 불가할 경우 (3일 이하

의 업무상재해 등) 근로기준법에 의해 사업주가 직접 보상 하는 

것은 가능합니다. 그러나 모든 산업재해는 산재보험으로 처리 

하는 것이 원칙이며 임의로 공상 처리를 하는 것은 위법입니다.

산재건수가 많아지면 산재보험료율이 올라가고 회사 이미지가 

나빠지며 고용노동부의 감독 대상이 되는 등 여러 가지 이유로 

회사 측에서 공상을 권하는 경우가 있습니다. 그러나 공상처리

를 하게 되면 요양기간 중 임금, 치료 후 장해 관련 보상, 재발

시 재요양 등의 혜택을 받지 못할 수 있으므로, 산재보험 처리를 

해야 합니다.         

Q

A

· �A disease that occurs while handling or being exposed to factors that may harm the 
health of workers during the course of their employment 

· �A disease caused by occupational injuries or other factors 
· �Other diseases caused by work 
  - �Death of a worker with hypertension from cardiovascular disease caused by overwork
  - �Musculoskeletal disorders of standing workers and other diseases caused by exposure 

to toxic substances
  - �A disease caused by abnormal atmospheric pressure while diving or working at height
  - �Depression caused by workplace stress (e.g. pressure to resign, workplace bullying, job-

related emotional trauma) 

· �An accident that occurs during the course of employment
· �An accident that occurs during the use of facilities provided by an employer outside the 
office space, such as staff lounges, restrooms, and stairs 

· �An accident that occurs during an event (or during the preparation for one) that an 
employee has participated in at the employer's request 

· �An accident that occurs during break time, which can be deemed to be under the 
management of the employer

· �Other accidents related to work 
  - �An accident resulting from basic human needs, such as bowel movement, and actions 

incidental to work, such as preparing for work
  - �An accident resulting from defects in facilities, inadequate maintenance, or snow piled 

up at building entrances 
  - �An accident that occurs while on the transportation means provided by an employer 

(accidents that occur while moving to the location where the company shuttle bus waits) 
  - �Traffic fatality on the way back home after attending an event, and an alcohol-related 

accident during a company dinner 
  - �An accident that occurs while playing soccer, badminton, and other sports during break 

time

Occupational diseases

Occupational accidents
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하는 것이 원칙이며 임의로 공상 처리를 하는 것은 위법입니다.

산재건수가 많아지면 산재보험료율이 올라가고 회사 이미지가 

나빠지며 고용노동부의 감독 대상이 되는 등 여러 가지 이유로 

회사 측에서 공상을 권하는 경우가 있습니다. 그러나 공상처리

를 하게 되면 요양기간 중 임금, 치료 후 장해 관련 보상, 재발

시 재요양 등의 혜택을 받지 못할 수 있으므로, 산재보험 처리를 

해야 합니다.         
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Protection of Female Workers 
(Pregnant Women, etc.)

Work areas in which pregnant women may not be 
employed
Work dealing with hazardous substances such as lead, 
mercury, chrome, arsenic, white phosphorus, fluorine 
(hydrofluoric acid), chlorine (acid), hydrogen cyanide (cyanic 
acid), 2-bromopropane, aniline, potassium hydroxide, 
phenol, ethylene glycol monomethyl ether, ethylene glycol 
monomethyl ether acetate, vinyl chloride, benzene, etc.

Work areas in which women that gave birth to a 
child less than a year ago may not be employed
Work dealing with lead and arsenic (with the exception of 
women who are not breastfeeding and inform the employer 
of their willingness to do the work), work in which employees 
deal with or can be exposed to 2-bromopropane, etc.

 For more detailed information, please refer to Appendix 4, 
Enforcement Ordinance of the Labor Standards Act.

Work areas in which non-pregnant female workers 
who are 18 years and older may not be employed
Work in which employees deal with and can be exposed to 
2-bromopropane, etc. (Women who are medically incapable 
of becoming pregnant are an exception to this rule)

Prohibition on Employment in Hazardous and
Dangerous Work Areas

An employer shall not employ pregnant women in 
any work area that is detrimental to morality or health 
or that is physically dangerous. Furthermore, the 
employer shall not employ women 18 years or over 
who are not pregnant in any work area that is harmful 
and dangerous to pregnancy or delivery. 
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Female workers shall receive 

special protection.

I hope I get a 
good job!

Do you have any 
plans to have a 
baby?

Of course, I hope
I have that blessing.

Sure, that’s fine.

Yes, I’ve got a job!

Sure. That’s helpful 
given the country’s 
low birth rate.

Thank you.

I see that you’re 
married. Do you have 
a child?

No, not yet.

Well, we have a department that deals with 
hazardous substances. But since you are planning 
to get pregnant, can you do work for our company 
that is not in this department?

Day of
interview

OO Industry

Recruitment 
for new 

employees

6160
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Protection of Female Workers 
(Pregnant Women, etc.)

Work areas in which pregnant women may not be 
employed
Work dealing with hazardous substances such as lead, 
mercury, chrome, arsenic, white phosphorus, fluorine 
(hydrofluoric acid), chlorine (acid), hydrogen cyanide (cyanic 
acid), 2-bromopropane, aniline, potassium hydroxide, 
phenol, ethylene glycol monomethyl ether, ethylene glycol 
monomethyl ether acetate, vinyl chloride, benzene, etc.

Work areas in which women that gave birth to a 
child less than a year ago may not be employed
Work dealing with lead and arsenic (with the exception of 
women who are not breastfeeding and inform the employer 
of their willingness to do the work), work in which employees 
deal with or can be exposed to 2-bromopropane, etc.

 For more detailed information, please refer to Appendix 4, 
Enforcement Ordinance of the Labor Standards Act.

Work areas in which non-pregnant female workers 
who are 18 years and older may not be employed
Work in which employees deal with and can be exposed to 
2-bromopropane, etc. (Women who are medically incapable 
of becoming pregnant are an exception to this rule)

Prohibition on Employment in Hazardous and
Dangerous Work Areas

An employer shall not employ pregnant women in 
any work area that is detrimental to morality or health 
or that is physically dangerous. Furthermore, the 
employer shall not employ women 18 years or over 
who are not pregnant in any work area that is harmful 
and dangerous to pregnancy or delivery. 
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given the country’s 
low birth rate.

Thank you.

I see that you’re 
married. Do you have 
a child?
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Well, we have a department that deals with 
hazardous substances. But since you are planning 
to get pregnant, can you do work for our company 
that is not in this department?

Day of
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for new 
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Protection of Female Workers 
(Pregnant Women, etc.)

Work areas in which pregnant women may not be 
employed
Work dealing with hazardous substances such as lead, 
mercury, chrome, arsenic, white phosphorus, fluorine 
(hydrofluoric acid), chlorine (acid), hydrogen cyanide (cyanic 
acid), 2-bromopropane, aniline, potassium hydroxide, 
phenol, ethylene glycol monomethyl ether, ethylene glycol 
monomethyl ether acetate, vinyl chloride, benzene, etc.

Work areas in which women that gave birth to a 
child less than a year ago may not be employed
Work dealing with lead and arsenic (with the exception of 
women who are not breastfeeding and inform the employer 
of their willingness to do the work), work in which employees 
deal with or can be exposed to 2-bromopropane, etc.

 For more detailed information, please refer to Appendix 4, 
Enforcement Ordinance of the Labor Standards Act.

Work areas in which non-pregnant female workers 
who are 18 years and older may not be employed
Work in which employees deal with and can be exposed to 
2-bromopropane, etc. (Women who are medically incapable 
of becoming pregnant are an exception to this rule)

Prohibition on Employment in Hazardous and
Dangerous Work Areas

An employer shall not employ pregnant women in 
any work area that is detrimental to morality or health 
or that is physically dangerous. Furthermore, the 
employer shall not employ women 18 years or over 
who are not pregnant in any work area that is harmful 
and dangerous to pregnancy or delivery. 
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Female workers shall receive 

special protection.

I hope I get a 
good job!

Do you have any 
plans to have a 
baby?

Of course, I hope
I have that blessing.

Sure, that’s fine.

Yes, I’ve got a job!

Sure. That’s helpful 
given the country’s 
low birth rate.

Thank you.

I see that you’re 
married. Do you have 
a child?

No, not yet.

Well, we have a department that deals with 
hazardous substances. But since you are planning 
to get pregnant, can you do work for our company 
that is not in this department?

Day of
interview

OO Industry

Recruitment 
for new 

employees
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Protection of Female Workers 
(Pregnant Women, etc.)

Work areas in which pregnant women may not be 
employed
Work dealing with hazardous substances such as lead, 
mercury, chrome, arsenic, white phosphorus, fluorine 
(hydrofluoric acid), chlorine (acid), hydrogen cyanide (cyanic 
acid), 2-bromopropane, aniline, potassium hydroxide, 
phenol, ethylene glycol monomethyl ether, ethylene glycol 
monomethyl ether acetate, vinyl chloride, benzene, etc.

Work areas in which women that gave birth to a 
child less than a year ago may not be employed
Work dealing with lead and arsenic (with the exception of 
women who are not breastfeeding and inform the employer 
of their willingness to do the work), work in which employees 
deal with or can be exposed to 2-bromopropane, etc.

 For more detailed information, please refer to Appendix 4, 
Enforcement Ordinance of the Labor Standards Act.

Work areas in which non-pregnant female workers 
who are 18 years and older may not be employed
Work in which employees deal with and can be exposed to 
2-bromopropane, etc. (Women who are medically incapable 
of becoming pregnant are an exception to this rule)

Prohibition on Employment in Hazardous and
Dangerous Work Areas

An employer shall not employ pregnant women in 
any work area that is detrimental to morality or health 
or that is physically dangerous. Furthermore, the 
employer shall not employ women 18 years or over 
who are not pregnant in any work area that is harmful 
and dangerous to pregnancy or delivery. 
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Female workers shall receive 

special protection.

I hope I get a 
good job!

Do you have any 
plans to have a 
baby?

Of course, I hope
I have that blessing.

Sure, that’s fine.

Yes, I’ve got a job!

Sure. That’s helpful 
given the country’s 
low birth rate.

Thank you.

I see that you’re 
married. Do you have 
a child?

No, not yet.

Well, we have a department that deals with 
hazardous substances. But since you are planning 
to get pregnant, can you do work for our company 
that is not in this department?

Day of
interview

OO Industry

Recruitment 
for new 

employees
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(Amended on Nov. 19, 2021)

Classification Prohibited occupations

Pregnant 
women

1. Works involving nuclear energy and radiation that 
exceed the radiation dose under Article 91(2) of the 
Nuclear Safety Act
2. Works involving the handling of hazardous 
substances, including lead, mercury, chromium, 
arsenic, tetraphosphorus, fluorine (hydrofluoric 
acid), chlorine (acid), hydrogen cyanide (cyanic acid), 
2-bromopropane, aniline, potassium hydroxide, 
phenol, ethylene glycol monomethyl ether, ethylene 
glycol monoethyl ether, ethylene glycol monoethyl 
ether acetate, vinyl chloride, and benzene
3. Works that put employees at a high risk of infection 
by pathogens like Cytomegalovirus or Hepatitis B virus. 
However, those who hold a license as doctors, nurses, 
or radiologic technologists, or who are undergoing 
training to obtain such qualifications, are exempt from 
this requirement
4. Works requiring excessive stretching or bending 
of the body, or continuously squatting or forward-
bending posture
5. Works requiring employees to handle weights of 
5 kilograms or more continuously, or weights of 10 
kilograms or more intermittently
6. Works closely associated with the safety and health 
of pregnant women as prescribed under the Ordinance 
of the Ministry of Employment and Labor
7. Other works designated and notified by the Ministry 
of Employment and Labor through deliberation by 
the Industrial Accident Compensation Insurance and 
Prevention Deliberation Committee under Article 8 
of the Industrial Accident Compensation Insurance 
Act (hereinafter referred to as the “Industrial Accident 
Compensation Insurance and Prevention Deliberation 
Committee”)

Prohibited Occupations for Pregnant Women, etc. 
(related to Article 40)
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Category Business type for which employment is forbidden

Women who 

gave birth less 

than one year 

ago

Work dealing with lead and arsenic. However, women who do not 
breastfeed and who express their willingness to perform the work 
to the employer in writing are an exception to this rule

Work in which workers deal with or can be exposed to 
2-bromopropane, etc.

Work designated and announced after deliberation by the Minister 
of Employment and Labor along with the deliberative committee 
for industrial accident compensation insurance and prevention

Women aged 18 

and over who are 

not pregnant 

Work in which workers deal with and can be exposed to 
2-Bromopropane, etc. (Women who are medically unable to 
become pregnant are an exception to this rule.)

Work designated and announced after deliberation by the Minister 
of Employment and Labor along with the deliberative committee 
for industrial accident compensation insurance and prevention

Women younger 

than 18

Work with high voltage and underwater diving described in 
Clauses 2 and 3, Article 69 of the Regulations on Industrial Health 
Standards

Driving and operation of machinery in work areas where 
certificates for driving and operation are not provided to teenagers 
younger than 18 according to the Construction Machinery 
Management Act, Road Traffic Act, etc.

Work in which teenagers younger than 18 are prohibited from 
being employed or taking part according to the Juvenile Protection 
Act and other legislation

Work at prison or mental hospital

Work with incineration and slaughter

Work involving oil (except for refueling)

Work in which workers deal with or can be exposed to 
2-bromopropane, etc.

Work designated and announced after deliberation by the Minister 
of Employment and Labor along with the deliberative committee 
for industrial accident compensation insurance and prevention

Category Business type for which employment is forbidden

Pregnant 

Women 

Work processing wood using a machine pulley of 25 cm or more in diameter 
as a circular saw described in Articles 59 and 60 of the Regulations on Industrial 
Safety Standards and of 75 cm or more in diameter as a band saw described in 
Articles 61 and 62

Work on and related to live wires and work on stopping electric current in 
accordance with Chapters 3 and 4 in Part 5 of the Regulations on Industrial 
Safety Standards

Work assembling or disassembling log scaffolding described in Section 3, 
Chapter 2, Part 6 and demolishing a building described in Chapter 5, Part 6 of the 
Regulations on Industrial Safety Standards (excluding assistance on the ground)

Work dealing with tunnels described in Section 3, Chapter 3, Part 6 of the 
Regulations on Industrial Safety Standards, work at a site with a risk of falling in 
accordance with Article 439 of the same regulations, work at a site with a risk of 
collapse in accordance with Article 452 of the same regulations

Work involving vibrations described in Clause 4, Article 58 of the Regulations on 
Industrial Health Standards

Work involving high voltage or underwater diving described in Clauses 2 and 3, 
Article 69 of the Regulations on Industrial Health Standards

Work in very high or low temperatures described in Article 108 of the Regulations 
on Industrial Health Standards

Work connected with nuclear power and radiation for which exposure exceeds 
the dose limit for workers working with radiation described in Article 97 of the 
Atomic Energy Act

Work dealing with hazardous substances such as lead, mercury, chrome, 
arsenic, white phosphorus, fluorine (hydrofluoric acid), chlorine (acid), hydrogen 
cyanide (cyanic acid), 2-bromopropane, aniline, potassium hydroxide, phenol, 
ethylene glycol monomethyl ether, ethylene glycol monomethyl ether, ethylene 
glycol monomethyl ether acetate, vinyl chloride, benzene, etc.

Work with a high possibility of exposure to pathogens such as cytomegalovirus 
and hepatitis B virus. However, certified individuals such as doctors, nurses, and 
radiographers and those already positive for these pathogens are excluded

Work during which one must stretch excessively or bend the body, squad 
continuously or keep bending forward

Work with continuous tasks involving objects weighing 5kg or more and 
intermittent tasks involving objects weighing 10kg or more

Work designated and announced after deliberation by the Minister of 
Employment and Labor along with the deliberative committee for industrial 
accident compensation insurance and prevention described in Article 8 of the 
Industrial Accident Compensation Insurance Act (referred to in this table as the 
“deliberative committee for industrial accident compensation insurance and 
prevention”)

Business areas in which pregnant women may not be employed 

(related to Article 40)
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Classification Prohibited occupations

Women who 
gave birth in 
less than a 

year

1. Works involving the handling of lead or arsenic: 
provided that women who do not breastfeed and 
provide written notice of their intention to be employed 
to their employer are exempt from this requirement 
2. Works involving the handling of or exposure to 
2-bromopropane
3. Other works designated and notified by the Minister 
of Employment and Labor after deliberation by the 
Industrial Accident Compensation Insurance and 
Prevention Deliberation Committee

 Non-
pregnant 

women aged 
18 or older

1. Works involving the handling of or exposure to 
2-bromopropane: provided that women who are 
medically impossible to become pregnant are excluded
2. Other works designated and notified by the Minister 
of Employment and Labor after deliberation by the 
Industrial Accident Compensation Insurance and 
Prevention Deliberation Committee

 Those who 
are less than 
18 years of 

age

1. Occupations or industries involving the operation 
or control, for which those under the age of 18 are 
restricted from acquiring a license, pursuant to the 
Construction Machinery Management Act, the Road 
Traffic Act, and other laws and regulations
2. Occupations or industries, for which the 
employment or access of those under the age of 18 is 
restricted, under other laws and regulations, including 
the Youth Protection Act
3. Works in correctional facilities or mental hospitals
4. Works involving incineration or slaughter
5. Works involving the handling of petroleum products 
(excluding jobs at gas stations)
6. Works involving the handling of or exposure to 
2-bromopropane
7. Works closely associated with the safety and health 
of those under the age of 18 as prescribed under the 
Ordinance of the Ministry of Employment and Labor
8. Other works designated and notified by the Minister 
of Employment and Labor after deliberation by the 
Industrial Accident Compensation Insurance and 
Prevention Deliberation Committee
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In the event that an employer asks a pregnant 
female worker to do overtime work, she can reject 
this request and ask the employer to transfer 
her to an easy type of work. The employer must 
accept such a request.

In the event that an employer has pregnant 
women doing extended work, he or she can be 
criminally prosecuted. In such a case, the workers 
must be given an allowance for their overtime 
work.

Restriction on Extended and Holiday Work

An employer shall not have a pregnant female worker 
assigned to overtime work. An employer shall not 
have a woman who gave birth less than a year prior 
to do extended work For two hours a day, six hours 
a week or 150 hours a year or to have night shift or 
holiday work.

PART
08

It feels great to work 
hard!

Ah, what a great joy 
it is to have a baby! 

Thank you so 
much. 

Well, you can be excluded from extended work, 
night shift, and holiday work. Pregnant women 
should always be careful.

Sir, I am pregnant.
What should I do?

Really?
Congratulations!

Several 
months 
later

Is everything okay? Yes, everything is 
great thanks to you.
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In the event that an employer asks a pregnant 
female worker to do overtime work, she can reject 
this request and ask the employer to transfer 
her to an easy type of work. The employer must 
accept such a request.

In the event that an employer has pregnant 
women doing extended work, he or she can be 
criminally prosecuted. In such a case, the workers 
must be given an allowance for their overtime 
work.

Restriction on Extended and Holiday Work

An employer shall not have a pregnant female worker 
assigned to overtime work. An employer shall not 
have a woman who gave birth less than a year prior 
to do extended work For two hours a day, six hours 
a week or 150 hours a year or to have night shift or 
holiday work.
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Well, you can be excluded from extended work, 
night shift, and holiday work. Pregnant women 
should always be careful.

Sir, I am pregnant.
What should I do?

Really?
Congratulations!
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months 
later

Is everything okay? Yes, everything is 
great thanks to you.
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In the event that an employer asks a pregnant 
female worker to do overtime work, she can reject 
this request and ask the employer to transfer 
her to an easy type of work. The employer must 
accept such a request.

In the event that an employer has pregnant 
women doing extended work, he or she can be 
criminally prosecuted. In such a case, the workers 
must be given an allowance for their overtime 
work.

Restriction on Extended and Holiday Work

An employer shall not have a pregnant female worker 
assigned to overtime work. An employer shall not 
have a woman who gave birth less than a year prior 
to do extended work For two hours a day, six hours 
a week or 150 hours a year or to have night shift or 
holiday work.
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Well, you can be excluded from extended work, 
night shift, and holiday work. Pregnant women 
should always be careful.

Sir, I am pregnant.
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Congratulations!
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later

Is everything okay? Yes, everything is 
great thanks to you.
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Ah, Thank you.

68



In the event that an employer asks a pregnant 
female worker to do overtime work, she can reject 
this request and ask the employer to transfer 
her to an easy type of work. The employer must 
accept such a request.

In the event that an employer has pregnant 
women doing extended work, he or she can be 
criminally prosecuted. In such a case, the workers 
must be given an allowance for their overtime 
work.

Restriction on Extended and Holiday Work

An employer shall not have a pregnant female worker 
assigned to overtime work. An employer shall not 
have a woman who gave birth less than a year prior 
to do extended work For two hours a day, six hours 
a week or 150 hours a year or to have night shift or 
holiday work.
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It feels great to work 
hard!

Ah, what a great joy 
it is to have a baby! 

Thank you so 
much. 

Well, you can be excluded from extended work, 
night shift, and holiday work. Pregnant women 
should always be careful.

Sir, I am pregnant.
What should I do?

Really?
Congratulations!

Several 
months 
later

Is everything okay? Yes, everything is 
great thanks to you.
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In the event that an employer asks a pregnant 
female worker to do overtime work, she can reject 
this request and ask the employer to transfer 
her to an easy type of work. The employer must 
accept such a request.

In the event that an employer has pregnant 
women doing extended work, he or she can be 
criminally prosecuted. In such a case, the workers 
must be given an allowance for their overtime 
work.

Restriction on Extended and Holiday Work

An employer shall not have a pregnant female worker 
assigned to overtime work. An employer shall not 
have a woman who gave birth less than a year prior 
to do extended work For two hours a day, six hours 
a week or 150 hours a year or to have night shift or 
holiday work.
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hard!

Ah, what a great joy 
it is to have a baby! 

Thank you so 
much. 

Well, you can be excluded from extended work, 
night shift, and holiday work. Pregnant women 
should always be careful.

Sir, I am pregnant.
What should I do?

Really?
Congratulations!

Several 
months 
later

Is everything okay? Yes, everything is 
great thanks to you.
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Monthly menstrual leave is a leave given to 
women due to a physiological phenomenon.
For women without this physiological phenomenon, 
such as pregnant women, monthly menstrual leave is 
not granted.

Although an employer is not required to pay a 
woman who takes a monthly menstrual leave an 
allowance for her time off, she may be paid if this 
is stipulated in an agreement between labor and 
management. 
Since the Labor Standards Act only describes the 
minimum labor standards, such an allowance may be 
provided for in the collective agreement, employment 
regulations, or labor contract.

Monthly Menstrual Leave

An employer shall grant a female worker one day of 
menstrual leave per month when she files a claim for 
menstrual leave.

This applies to businesses with at least five full-time workers.

PART
08

During my period, I often get sick and want to take some time 

off. However, my boss really doesn’t like it when employees are 

absent from work. What can I do?

Q&A

The company I work for has a day-and-night shift system 

regardless of gender. As a woman, it’s very hard to work the 

night shift, but I just keep putting up with it. Can I ask my 

employer to change my shift?

Q&A

To have a female worker aged 18 or over work between
10 PM and 6 AM or on public holidays, an employer must
obtain her consent: provided that pregnant women and
workers aged under 18 are not allowed to work between
10 PM and 6 AM or on public holidays. However, cases
approved by the Minister of Employment and Labor are
exceptions. Therefore, it is advisable to request the employer
for day shifts only, for example.
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Monthly menstrual leave can be used regardless of 
age, work status (temporary or daily worker), number 
of days worked, and days until work is 
finished. When a female worker applies 
for her monthly menstrual leave, her 
employer must grant this leave even if it 
causes a serious problem for the business. 
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Monthly menstrual leave is a leave given to 
women due to a physiological phenomenon.
For women without this physiological phenomenon, 
such as pregnant women, monthly menstrual leave is 
not granted.

Although an employer is not required to pay a 
woman who takes a monthly menstrual leave an 
allowance for her time off, she may be paid if this 
is stipulated in an agreement between labor and 
management. 
Since the Labor Standards Act only describes the 
minimum labor standards, such an allowance may be 
provided for in the collective agreement, employment 
regulations, or labor contract.

Monthly Menstrual Leave

An employer shall grant a female worker one day of 
menstrual leave per month when she files a claim for 
menstrual leave.

This applies to businesses with at least five full-time workers.

PART
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During my period, I often get sick and want to take some time 

off. However, my boss really doesn’t like it when employees are 

absent from work. What can I do?

Q&A

The company I work for has a day-and-night shift system 

regardless of gender. As a woman, it’s very hard to work the 

night shift, but I just keep putting up with it. Can I ask my 

employer to change my shift?

Q&A

To have a female worker aged 18 or over work between
10 PM and 6 AM or on public holidays, an employer must
obtain her consent: provided that pregnant women and
workers aged under 18 are not allowed to work between
10 PM and 6 AM or on public holidays. However, cases
approved by the Minister of Employment and Labor are
exceptions. Therefore, it is advisable to request the employer
for day shifts only, for example.
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Monthly menstrual leave can be used regardless of 
age, work status (temporary or daily worker), number 
of days worked, and days until work is 
finished. When a female worker applies 
for her monthly menstrual leave, her 
employer must grant this leave even if it 
causes a serious problem for the business. 
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Monthly menstrual leave is a leave given to 
women due to a physiological phenomenon.
For women without this physiological phenomenon, 
such as pregnant women, monthly menstrual leave is 
not granted.

Although an employer is not required to pay a 
woman who takes a monthly menstrual leave an 
allowance for her time off, she may be paid if this 
is stipulated in an agreement between labor and 
management. 
Since the Labor Standards Act only describes the 
minimum labor standards, such an allowance may be 
provided for in the collective agreement, employment 
regulations, or labor contract.

Monthly Menstrual Leave

An employer shall grant a female worker one day of 
menstrual leave per month when she files a claim for 
menstrual leave.

This applies to businesses with at least five full-time workers.

PART
08

During my period, I often get sick and want to take some time 

off. However, my boss really doesn’t like it when employees are 

absent from work. What can I do?

Q&A

The company I work for has a day-and-night shift system 

regardless of gender. As a woman, it’s very hard to work the 

night shift, but I just keep putting up with it. Can I ask my 

employer to change my shift?

Q&A

To have a female worker aged 18 or over work between
10 PM and 6 AM or on public holidays, an employer must
obtain her consent: provided that pregnant women and
workers aged under 18 are not allowed to work between
10 PM and 6 AM or on public holidays. However, cases
approved by the Minister of Employment and Labor are
exceptions. Therefore, it is advisable to request the employer
for day shifts only, for example.
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Monthly menstrual leave can be used regardless of 
age, work status (temporary or daily worker), number 
of days worked, and days until work is 
finished. When a female worker applies 
for her monthly menstrual leave, her 
employer must grant this leave even if it 
causes a serious problem for the business. 
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Businesses with 5 or more employees must 
provide menstrual leave upon the request 
from a female worker regardless of the age, 
employment type (temporary or short hours), job 
title, or attendance for the agreed working days.
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Sexual Harassment

With sexual harassment, the feelings of the victim 
(including humiliation and hatred) are given priority. 
Behavior outside the workplace (including get-
togethers, excursions, etc.) can also represent 
sexual harassment. 

Prohibition of Sexual Harassment
in the Workplace

An employer, superior, or colleague should not 
take advantage of their position in the workplace to 
subject other employees to sexual humiliation or 
disadvantage.
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Phew…

I hate his jokes. 
They’re so lewd that 
I don’t even want to 
repeat them.

It’s so 
hard to 
work with 
him.

Well, if you feel humiliated, it’s 
a form of sexual harassment. 
Instead of just putting up with, 
you should deal with it.

Let’s find a
consultation center
on the web right
away.

You’re right, 
aren’t you?

Is something 
the matter?

You should have 
told him not to
make those 
remarks.

Yes, I’ve told 
him several 
times.

It’s just a joke. 
Why are you so sensitive?

Recently, my superior 
keeps saying unpleasant 
things to me.

What kind 
of things
does he say?

He does it 
every day.
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Sexual Harassment

With sexual harassment, the feelings of the victim 
(including humiliation and hatred) are given priority. 
Behavior outside the workplace (including get-
togethers, excursions, etc.) can also represent 
sexual harassment. 

Prohibition of Sexual Harassment
in the Workplace

An employer, superior, or colleague should not 
take advantage of their position in the workplace to 
subject other employees to sexual humiliation or 
disadvantage.

PART
09

Se
xu

al
 H

ar
as

sm
en

t

Phew…

I hate his jokes. 
They’re so lewd that 
I don’t even want to 
repeat them.

It’s so 
hard to 
work with 
him.

Well, if you feel humiliated, it’s 
a form of sexual harassment. 
Instead of just putting up with, 
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You should have 
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Yes, I’ve told 
him several 
times.

It’s just a joke. 
Why are you so sensitive?

Recently, my superior 
keeps saying unpleasant 
things to me.

What kind 
of things
does he say?

He does it 
every day.
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Sexual Harassment

With sexual harassment, the feelings of the victim 
(including humiliation and hatred) are given priority. 
Behavior outside the workplace (including get-
togethers, excursions, etc.) can also represent 
sexual harassment. 

Prohibition of Sexual Harassment
in the Workplace

An employer, superior, or colleague should not 
take advantage of their position in the workplace to 
subject other employees to sexual humiliation or 
disadvantage.
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you should deal with it.
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on the web right
away.

You’re right, 
aren’t you?

Is something 
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You should have 
told him not to
make those 
remarks.

Yes, I’ve told 
him several 
times.

It’s just a joke. 
Why are you so sensitive?

Recently, my superior 
keeps saying unpleasant 
things to me.

What kind 
of things
does he say?

He does it 
every day.
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Sexual Harassment

With sexual harassment, the feelings of the victim 
(including humiliation and hatred) are given priority. 
Behavior outside the workplace (including get-
togethers, excursions, etc.) can also represent 
sexual harassment. 

Prohibition of Sexual Harassment
in the Workplace

An employer, superior, or colleague should not 
take advantage of their position in the workplace to 
subject other employees to sexual humiliation or 
disadvantage.
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Phew…

I hate his jokes. 
They’re so lewd that 
I don’t even want to 
repeat them.

It’s so 
hard to 
work with 
him.

Well, if you feel humiliated, it’s 
a form of sexual harassment. 
Instead of just putting up with, 
you should deal with it.

Let’s find a
consultation center
on the web right
away.

You’re right, 
aren’t you?

Is something 
the matter?

You should have 
told him not to
make those 
remarks.

Yes, I’ve told 
him several 
times.

It’s just a joke. 
Why are you so sensitive?

Recently, my superior 
keeps saying unpleasant 
things to me.

What kind 
of things
does he say?

He does it 
every day.
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Sexual Harassment

With sexual harassment, the feelings of the victim 
(including humiliation and hatred) are given priority. 
Behavior outside the workplace (including get-
togethers, excursions, etc.) can also represent 
sexual harassment. 

Prohibition of Sexual Harassment
in the Workplace

An employer, superior, or colleague should not 
take advantage of their position in the workplace to 
subject other employees to sexual humiliation or 
disadvantage.
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Phew…

I hate his jokes. 
They’re so lewd that 
I don’t even want to 
repeat them.

It’s so 
hard to 
work with 
him.

Well, if you feel humiliated, it’s 
a form of sexual harassment. 
Instead of just putting up with, 
you should deal with it.

Let’s find a
consultation center
on the web right
away.

You’re right, 
aren’t you?

Is something 
the matter?

You should have 
told him not to
make those 
remarks.

Yes, I’ve told 
him several 
times.

It’s just a joke. 
Why are you so sensitive?

Recently, my superior 
keeps saying unpleasant 
things to me.

What kind 
of things
does he say?

He does it 
every day.
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Lewd jokes and filthy talk
Sexual comparison or assessment of one’s dress, body, and 
appearance
Repeatedly asking for a sexual relationship or deliberately sharing 
sexual information about an individual
Forcing or enticing people to have a sexual relationship
Having obscene conversations on the phone
Forcing an individual to sit next to you at a company dinner and 
to pour you some booze

Verbal sexual harassment

Posting or showing lewd pictures, photos, drawings, or publications
Sending lewd messages, photos, or pictures in person or by fax or 
computer
Intentionally exposing or touching certain parts of one’s body in a 
suggestive manner
Intensely staring at a certain part of another person’s body

Visual sexual harassment

Physical contact such as kissing, hugging, and grabbing from 
behind
Touching specific parts of the body including the breasts and 
buttocks
Forcing an employee to massage or caress one

Physical sexual harassment

7372
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Sexual Harassment
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Lewd jokes and filthy talk
Sexual comparison or assessment of one’s dress, body, and 
appearance
Repeatedly asking for a sexual relationship or deliberately sharing 
sexual information about an individual
Forcing or enticing people to have a sexual relationship
Having obscene conversations on the phone
Forcing an individual to sit next to you at a company dinner and 
to pour you some booze

Verbal sexual harassment

Posting or showing lewd pictures, photos, drawings, or publications
Sending lewd messages, photos, or pictures in person or by fax or 
computer
Intentionally exposing or touching certain parts of one’s body in a 
suggestive manner
Intensely staring at a certain part of another person’s body

Visual sexual harassment

Physical contact such as kissing, hugging, and grabbing from 
behind
Touching specific parts of the body including the breasts and 
buttocks
Forcing an employee to massage or caress one

Physical sexual harassment
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Sexual Harassment
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What should I do when I am sexually harassed?

Q&A

First, explicitly express your rejection. You can try to 
prevent other employees from becoming victims 
by informing them about the incident so that they 
can know how to deal with a similar situation. An 
employer has the legal duty to take measures and 
prevent sexual harassment at the workplace. In the 
event of sexual harassment, you should let your 
employer know about it. If the company has a labor 
union, you can have the union take the necessary 
measures. You can ask it to report the case to the 
Ministry of Employment and Labor or to take legal 
measures by filing a legal complaint with the police. 
You can also visit and get advice from relevant 
institutions (such as the Seoul Global Center and the 
Seoul Global Migrant Center).
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Guarantees for Dormitory Life

Dormitory Life

part 10
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Seoul Global Migrant Center).
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What should I do when I am sexually harassed?

Q&A

First, explicitly express your rejection. You can try to 
prevent other employees from becoming victims 
by informing them about the incident so that they 
can know how to deal with a similar situation. An 
employer has the legal duty to take measures and 
prevent sexual harassment at the workplace. In the 
event of sexual harassment, you should let your 
employer know about it. If the company has a labor 
union, you can have the union take the necessary 
measures. You can ask it to report the case to the 
Ministry of Employment and Labor or to take legal 
measures by filing a legal complaint with the police. 
You can also visit and get advice from relevant 
institutions (such as the Seoul Global Center and the 
Seoul Global Migrant Center).
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Dormitory Life
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First, explicitly express your rejection. You can 
try to prevent other employees from becoming 
victims by informing them about the incident so 
that they can know how to deal with a similar 
situation. An employer has the legal duty to take 
measures and prevent sexual harassment at the 
workplace. In the event of sexual harassment, 
you should let your employer know about it. If 
the company has a labor union, you can have 
the union take the necessary measures. You 
can ask it to report the case to the Ministry 
of Employment and Labor or to take legal 
measures by filing a legal complaint with the 
police.
You may consider reporting the employer to 
the Regional Office of Employment and Labor 
or filing a complaint or pressing charges to the 
prosecution for legal punishment. You may also 
want to consult with relevant organizations 
(Seoul Foreign Resident Center +82-2-2229-4900 
or Seoul Labor Center +82-1661-2020). 
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What should I do when I am sexually harassed?

Q&A

First, explicitly express your rejection. You can try to 
prevent other employees from becoming victims 
by informing them about the incident so that they 
can know how to deal with a similar situation. An 
employer has the legal duty to take measures and 
prevent sexual harassment at the workplace. In the 
event of sexual harassment, you should let your 
employer know about it. If the company has a labor 
union, you can have the union take the necessary 
measures. You can ask it to report the case to the 
Ministry of Employment and Labor or to take legal 
measures by filing a legal complaint with the police. 
You can also visit and get advice from relevant 
institutions (such as the Seoul Global Center and the 
Seoul Global Migrant Center).
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What should I do when I am sexually harassed?

Q&A

First, explicitly express your rejection. You can try to 
prevent other employees from becoming victims 
by informing them about the incident so that they 
can know how to deal with a similar situation. An 
employer has the legal duty to take measures and 
prevent sexual harassment at the workplace. In the 
event of sexual harassment, you should let your 
employer know about it. If the company has a labor 
union, you can have the union take the necessary 
measures. You can ask it to report the case to the 
Ministry of Employment and Labor or to take legal 
measures by filing a legal complaint with the police. 
You can also visit and get advice from relevant 
institutions (such as the Seoul Global Center and the 
Seoul Global Migrant Center).
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Dormitory Life

An employer shall comply with the regulations 
stated in the Labor Standards Act in establishing 
a dormitory, such as avoiding a place with a lot of 
noise and vibration.

An employer who intends to lodge his or her 
workers in a dormitory connected with his 
business or workplace shall prepare dormitory 
rules.

Guarantees for Dormitory Life

An employer shall not interfere in the private lives 
of workers lodging in a dormitory connected to the 
workplace concerned.

Rules about getting up and going to sleep, going 
out and sleeping elsewhere
Rules about events
Rules about meals
Rules about safety and health
Rules about maintaining the buildings and 
facilities
Other rules that apply to all workers lodging at the 
dormitory
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An employer shall not interfere 

in the private life of workers 

staying at a dormitory.

Did you put 
your room up 
for rent?

That will make it hard 
to see you late in the 
evening.

You can be 
kicked out if 
you break the 
rules.

Really?
I better look into this 
before I move in.

Also, make sure the 
company owner 
doesn’t interfere 
too much with your 
private life.

Thank you for 
the useful
information.

Why? We 
can meet 
each other 
whenever we 
want, can’t 
we?

Each company dormitory has its own 
regulations on curfew, restricted items, and 
lights-out.

Yes, I’m going 
to live in the 
dormitory.

Really? 
Yes, I think I can save 
a lot on my living 
expenses.

restricted
items

Dormitory
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Dormitory Life

An employer shall comply with the regulations 
stated in the Labor Standards Act in establishing 
a dormitory, such as avoiding a place with a lot of 
noise and vibration.

An employer who intends to lodge his or her 
workers in a dormitory connected with his 
business or workplace shall prepare dormitory 
rules.

Guarantees for Dormitory Life

An employer shall not interfere in the private lives 
of workers lodging in a dormitory connected to the 
workplace concerned.
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Dormitory Life

An employer shall comply with the regulations 
stated in the Labor Standards Act in establishing 
a dormitory, such as avoiding a place with a lot of 
noise and vibration.

An employer who intends to lodge his or her 
workers in a dormitory connected with his 
business or workplace shall prepare dormitory 
rules.

Guarantees for Dormitory Life

An employer shall not interfere in the private lives 
of workers lodging in a dormitory connected to the 
workplace concerned.
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Dormitory Life

An employer shall comply with the regulations 
stated in the Labor Standards Act in establishing 
a dormitory, such as avoiding a place with a lot of 
noise and vibration.

An employer who intends to lodge his or her 
workers in a dormitory connected with his 
business or workplace shall prepare dormitory 
rules.

Guarantees for Dormitory Life

An employer shall not interfere in the private lives 
of workers lodging in a dormitory connected to the 
workplace concerned.

Rules about getting up and going to sleep, going 
out and sleeping elsewhere
Rules about events
Rules about meals
Rules about safety and health
Rules about maintaining the buildings and 
facilities
Other rules that apply to all workers lodging at the 
dormitory
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I am living at a dormitory. Since the company interrupts the 

employees’ privacy so much, there are so many complaints 

about the company. What should I do about this?

I am living at a dormitory provided by my company. As the 

dormitory is not that big, the rooms for men and women are 

too close together. Since the workers have to use the same 

toilets and shower rooms, it is very uncomfortable.

Q&A

Q&A

An employer should not infringe upon the privacy 
of employees who are living at the company’s 
dormitory. The best approach is for the employees 
to decide upon their own rules and to comply with 
those rules.

The rooms for men and women at the dormitory 
should be separate. But even if the rooms 
themselves are separate, it would be very 
uncomfortable for everyone involved if the men’s 
and women’s rooms were next to each other and 
if they had to use the same facilities regardless of 
gender. This could even lead to sexual harassment 
and assault. Although the best option would be 
to house male and female workers in separate 
stories or buildings, the company might not be 
able to afford this. In this case, female workers can 
explain the issue to the company and request that 
their dorm rooms be relocated to another building. 
If the company cannot afford this, either the men 
or women should ask the company to find them 
accommodations elsewhere.
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I am living at a dormitory. Since the company interrupts the 

employees’ privacy so much, there are so many complaints 

about the company. What should I do about this?

I am living at a dormitory provided by my company. As the 

dormitory is not that big, the rooms for men and women are 

too close together. Since the workers have to use the same 

toilets and shower rooms, it is very uncomfortable.

Q&A

Q&A

An employer should not infringe upon the privacy 
of employees who are living at the company’s 
dormitory. The best approach is for the employees 
to decide upon their own rules and to comply with 
those rules.

The rooms for men and women at the dormitory 
should be separate. But even if the rooms 
themselves are separate, it would be very 
uncomfortable for everyone involved if the men’s 
and women’s rooms were next to each other and 
if they had to use the same facilities regardless of 
gender. This could even lead to sexual harassment 
and assault. Although the best option would be 
to house male and female workers in separate 
stories or buildings, the company might not be 
able to afford this. In this case, female workers can 
explain the issue to the company and request that 
their dorm rooms be relocated to another building. 
If the company cannot afford this, either the men 
or women should ask the company to find them 
accommodations elsewhere.
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Insurance for Foreign
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part 11

I am living at a dormitory. Since the company interrupts the 

employees’ privacy so much, there are so many complaints 

about the company. What should I do about this?

I am living at a dormitory provided by my company. As the 

dormitory is not that big, the rooms for men and women are 

too close together. Since the workers have to use the same 

toilets and shower rooms, it is very uncomfortable.

Q&A

Q&A

An employer should not infringe upon the privacy 
of employees who are living at the company’s 
dormitory. The best approach is for the employees 
to decide upon their own rules and to comply with 
those rules.

The rooms for men and women at the dormitory 
should be separate. But even if the rooms 
themselves are separate, it would be very 
uncomfortable for everyone involved if the men’s 
and women’s rooms were next to each other and 
if they had to use the same facilities regardless of 
gender. This could even lead to sexual harassment 
and assault. Although the best option would be 
to house male and female workers in separate 
stories or buildings, the company might not be 
able to afford this. In this case, female workers can 
explain the issue to the company and request that 
their dorm rooms be relocated to another building. 
If the company cannot afford this, either the men 
or women should ask the company to find them 
accommodations elsewhere.
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Departure guarantee 

insurance and trust

Return cost 
insurance and 

trust

Pay guarantee 

insurance

Accident 

insurance

Objective

To reduce the 
burden of paying the 
severance pay in a 

lump sum

To supplement 
the costs 

necessary to 
return home 

To pay back 
wages for foreign 

workers

To prepare 
for death and 
diseases other 
than industrial 

accidents

Legal basis

Article 13 of the 
Foreign Workers' 
Employment Act,
Article 21 of the 
enforcement 

ordinance of the 
same act

Article 15 of the 
Foreign Workers' 
Employment Act,
Article 22 of the 
enforcement 

ordinance of the 
same act

Article 23 of the 
Foreign Workers' 
Employment Act,
Article 27 of the 
enforcement 

ordinance of the 
same act

Article 23 of the 
Foreign Workers' 
Employment Act,
Article 28 of the 
enforcement 

ordinance of the 
same act

Eligible to 
register

Employer Foreign workers Employer Foreign workers

Applicable 
places of 
business

All employers who 
employ Korean 

workers and foreign 
workers for at least 

one year in a period of 
employment activity

-China, the 
Philippines, 
Thailand, 
Vietnam, 
Indonesia: 

400,000 won
-Mongolia and 
other regions: 
500,000 won

-Sri Lanka: 
600,000 won

Places of business 
at which the Wage 
Claim Guarantee 

Act does not apply 
or which employ

less than 300 
regular workers

Businesses and 
places of business 
employing foreign 

workers

Insured 
beneficiary

Foreign workers Foreign workers Foreign workers Foreign workers

Time of 
application

Within 15 days of the 
effective date of the 

labor contract 
-Penalty of no more 
than 5 million won

Within three 
months of the 

effective date of
the labor contract

-Penalty of no 
more than 5 
million won 

Within 15 days 
of the effective 
date of the labor 

contract

-Penalty of no 
more than 5 million 

won

Within 15 days of 
the effective date 

of the labor 
contract

-Penalty of no 
more than 5 million 

won

National health 

insurance

Industrial accident 
compensation 

insurance

National 

pension
Employment insurance

Coverage

Prevention, 
diagnosis, 

treatment, recovery 
from disease and 
injury, childbirth, 

death, and 
improving health

Compensation, 
nursing, and 
recovery for 

industrial accidents 

Guaranteeing 
the livelihood 

of workers and 
the bereaved 

with no income 
due to aging, 
disability, and 

death 

Preventing unemployment, 
promoting employment, 
developing job capability, 
stabilizing livelihood and 

supporting reemployment 
by paying unemployment 

benefits

Legal 
foundation

National Health 
Insurance Act

Industrial Accident 
Compensation 
Insurance Act

National 
Pension Act Employment Insurance Act

Insured Foreign workers Foreign workers Foreign workers Foreign workers

Applicable 
places of 
business

Registration is 
mandatory

Registration is 
mandatory

Principle of 
reciprocity Registration is voluntary

Method 
of paying 
premiums

Money set aside 
every month One time per year Every month Every month (for foreign 

workers)

Person 
paying 

premium

Business owner 
(50%)

foreign worker 
(50%)

Business owner 
(100%)

Business owner 
(50%)

foreign worker 
(50%)

Business owner foreign 
worker 

Premium 
paid by 
worker

Monthly amount of 
remuneration

x 
premium rate

None

Amount of 
monthly income

x 
premium rate

Total wages
x 

premium rate for 
unemployment benefits

Insurance for Foreign Workers

Insurance for Foreign Workers

The four major social insurances (health, national, 
employment and industrial accident compensation 
insurance) apply to foreign workers as well as 
Koreans. However, national pension follows the 
principle of reciprocity, while employment insurance 
is voluntarily covered.

Insurance only provided under Employment 
Permit System: employers register for 
departure guarantee insurance and guarantee 
insurance, while foreign workers register for 
accident insurance and return cost insurance.

PART
11

In
su

ra
nc

e 
fo

r 
Fo

re
ig

n 
W

or
ke

rs

8180

Handbook on the Labor Rights of Foreign Workers

*Compulsory or 
voluntary coverage

* ‌�Foreign workers on E-9 and H-2 visas are required to enroll in the employment insurance program (employment stability and 
occupational skills training programs), and Chapters IV and V of the Employment Insurance Act (unemployment benefits and child care 
leave benefits) are applicable to those who apply although they are not required to enroll. 

Insurance for Foreign Workers
The four major social insurances (health, national, 
employment and industrial accident compensation insurance) 
apply to foreign workers as well as Koreans. However, 
national pension follows the principle of reciprocity, while 
employment insurance is covered compulsorily or voluntarily 
according to visa type.
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Departure guarantee 

insurance and trust

Return cost 
insurance and 

trust

Pay guarantee 

insurance

Accident 

insurance

Objective

To reduce the 
burden of paying the 
severance pay in a 

lump sum

To supplement 
the costs 

necessary to 
return home 

To pay back 
wages for foreign 

workers

To prepare 
for death and 
diseases other 
than industrial 

accidents

Legal basis

Article 13 of the 
Foreign Workers' 
Employment Act,
Article 21 of the 
enforcement 

ordinance of the 
same act

Article 15 of the 
Foreign Workers' 
Employment Act,
Article 22 of the 
enforcement 

ordinance of the 
same act

Article 23 of the 
Foreign Workers' 
Employment Act,
Article 27 of the 
enforcement 

ordinance of the 
same act

Article 23 of the 
Foreign Workers' 
Employment Act,
Article 28 of the 
enforcement 

ordinance of the 
same act

Eligible to 
register

Employer Foreign workers Employer Foreign workers

Applicable 
places of 
business

All employers who 
employ Korean 

workers and foreign 
workers for at least 

one year in a period of 
employment activity

-China, the 
Philippines, 
Thailand, 
Vietnam, 
Indonesia: 

400,000 won
-Mongolia and 
other regions: 
500,000 won

-Sri Lanka: 
600,000 won

Places of business 
at which the Wage 
Claim Guarantee 

Act does not apply 
or which employ

less than 300 
regular workers

Businesses and 
places of business 
employing foreign 

workers

Insured 
beneficiary

Foreign workers Foreign workers Foreign workers Foreign workers

Time of 
application

Within 15 days of the 
effective date of the 

labor contract 
-Penalty of no more 
than 5 million won

Within three 
months of the 

effective date of
the labor contract

-Penalty of no 
more than 5 
million won 

Within 15 days 
of the effective 
date of the labor 

contract

-Penalty of no 
more than 5 million 

won

Within 15 days of 
the effective date 

of the labor 
contract

-Penalty of no 
more than 5 million 

won

National health 

insurance

Industrial accident 
compensation 

insurance

National 

pension
Employment insurance

Coverage

Prevention, 
diagnosis, 

treatment, recovery 
from disease and 
injury, childbirth, 

death, and 
improving health

Compensation, 
nursing, and 
recovery for 

industrial accidents 

Guaranteeing 
the livelihood 

of workers and 
the bereaved 

with no income 
due to aging, 
disability, and 

death 

Preventing unemployment, 
promoting employment, 
developing job capability, 
stabilizing livelihood and 

supporting reemployment 
by paying unemployment 

benefits

Legal 
foundation

National Health 
Insurance Act

Industrial Accident 
Compensation 
Insurance Act

National 
Pension Act Employment Insurance Act

Insured Foreign workers Foreign workers Foreign workers Foreign workers

Applicable 
places of 
business

Registration is 
mandatory

Registration is 
mandatory

Principle of 
reciprocity Registration is voluntary

Method 
of paying 
premiums

Money set aside 
every month One time per year Every month Every month (for foreign 

workers)

Person 
paying 

premium

Business owner 
(50%)

foreign worker 
(50%)

Business owner 
(100%)

Business owner 
(50%)

foreign worker 
(50%)

Business owner foreign 
worker 

Premium 
paid by 
worker

Monthly amount of 
remuneration

x 
premium rate

None

Amount of 
monthly income

x 
premium rate

Total wages
x 

premium rate for 
unemployment benefits

Insurance for Foreign Workers

Insurance for Foreign Workers

The four major social insurances (health, national, 
employment and industrial accident compensation 
insurance) apply to foreign workers as well as 
Koreans. However, national pension follows the 
principle of reciprocity, while employment insurance 
is voluntarily covered.

Insurance only provided under Employment 
Permit System: employers register for 
departure guarantee insurance and guarantee 
insurance, while foreign workers register for 
accident insurance and return cost insurance.
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Departure guarantee 

insurance and trust

Return cost 
insurance and 

trust

Pay guarantee 

insurance

Accident 

insurance

Objective

To reduce the 
burden of paying the 
severance pay in a 

lump sum

To supplement 
the costs 

necessary to 
return home 

To pay back 
wages for foreign 

workers

To prepare 
for death and 
diseases other 
than industrial 

accidents

Legal basis

Article 13 of the 
Foreign Workers' 
Employment Act,
Article 21 of the 
enforcement 

ordinance of the 
same act

Article 15 of the 
Foreign Workers' 
Employment Act,
Article 22 of the 
enforcement 

ordinance of the 
same act

Article 23 of the 
Foreign Workers' 
Employment Act,
Article 27 of the 
enforcement 

ordinance of the 
same act

Article 23 of the 
Foreign Workers' 
Employment Act,
Article 28 of the 
enforcement 

ordinance of the 
same act

Eligible to 
register

Employer Foreign workers Employer Foreign workers

Applicable 
places of 
business

All employers who 
employ Korean 

workers and foreign 
workers for at least 

one year in a period of 
employment activity

-China, the 
Philippines, 
Thailand, 
Vietnam, 
Indonesia: 

400,000 won
-Mongolia and 
other regions: 
500,000 won

-Sri Lanka: 
600,000 won

Places of business 
at which the Wage 
Claim Guarantee 

Act does not apply 
or which employ

less than 300 
regular workers

Businesses and 
places of business 
employing foreign 

workers

Insured 
beneficiary

Foreign workers Foreign workers Foreign workers Foreign workers

Time of 
application

Within 15 days of the 
effective date of the 

labor contract 
-Penalty of no more 
than 5 million won

Within three 
months of the 

effective date of
the labor contract

-Penalty of no 
more than 5 
million won 

Within 15 days 
of the effective 
date of the labor 

contract

-Penalty of no 
more than 5 million 

won

Within 15 days of 
the effective date 

of the labor 
contract

-Penalty of no 
more than 5 million 

won

National health 

insurance

Industrial accident 
compensation 

insurance

National 

pension
Employment insurance

Coverage

Prevention, 
diagnosis, 

treatment, recovery 
from disease and 
injury, childbirth, 

death, and 
improving health

Compensation, 
nursing, and 
recovery for 

industrial accidents 

Guaranteeing 
the livelihood 

of workers and 
the bereaved 

with no income 
due to aging, 
disability, and 

death 

Preventing unemployment, 
promoting employment, 
developing job capability, 
stabilizing livelihood and 

supporting reemployment 
by paying unemployment 

benefits

Legal 
foundation

National Health 
Insurance Act

Industrial Accident 
Compensation 
Insurance Act

National 
Pension Act Employment Insurance Act

Insured Foreign workers Foreign workers Foreign workers Foreign workers

Applicable 
places of 
business

Registration is 
mandatory

Registration is 
mandatory

Principle of 
reciprocity Registration is voluntary

Method 
of paying 
premiums

Money set aside 
every month One time per year Every month Every month (for foreign 

workers)

Person 
paying 

premium

Business owner 
(50%)

foreign worker 
(50%)

Business owner 
(100%)

Business owner 
(50%)

foreign worker 
(50%)

Business owner foreign 
worker 

Premium 
paid by 
worker

Monthly amount of 
remuneration

x 
premium rate

None

Amount of 
monthly income

x 
premium rate

Total wages
x 

premium rate for 
unemployment benefits

Insurance for Foreign Workers

Insurance for Foreign Workers

The four major social insurances (health, national, 
employment and industrial accident compensation 
insurance) apply to foreign workers as well as 
Koreans. However, national pension follows the 
principle of reciprocity, while employment insurance 
is voluntarily covered.

Insurance only provided under Employment 
Permit System: employers register for 
departure guarantee insurance and guarantee 
insurance, while foreign workers register for 
accident insurance and return cost insurance.
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Departure guarantee 

insurance and trust

Return cost 
insurance and 

trust

Pay guarantee 

insurance

Accident 

insurance

Objective

To reduce the 
burden of paying the 
severance pay in a 

lump sum

To supplement 
the costs 

necessary to 
return home 

To pay back 
wages for foreign 

workers

To prepare 
for death and 
diseases other 
than industrial 

accidents

Legal basis

Article 13 of the 
Foreign Workers' 
Employment Act,
Article 21 of the 
enforcement 

ordinance of the 
same act

Article 15 of the 
Foreign Workers' 
Employment Act,
Article 22 of the 
enforcement 

ordinance of the 
same act

Article 23 of the 
Foreign Workers' 
Employment Act,
Article 27 of the 
enforcement 

ordinance of the 
same act

Article 23 of the 
Foreign Workers' 
Employment Act,
Article 28 of the 
enforcement 

ordinance of the 
same act

Eligible to 
register

Employer Foreign workers Employer Foreign workers

Applicable 
places of 
business

All employers who 
employ Korean 

workers and foreign 
workers for at least 

one year in a period of 
employment activity

-China, the 
Philippines, 
Thailand, 
Vietnam, 
Indonesia: 

400,000 won
-Mongolia and 
other regions: 
500,000 won

-Sri Lanka: 
600,000 won

Places of business 
at which the Wage 
Claim Guarantee 

Act does not apply 
or which employ

less than 300 
regular workers

Businesses and 
places of business 
employing foreign 

workers

Insured 
beneficiary

Foreign workers Foreign workers Foreign workers Foreign workers

Time of 
application

Within 15 days of the 
effective date of the 

labor contract 
-Penalty of no more 
than 5 million won

Within three 
months of the 

effective date of
the labor contract

-Penalty of no 
more than 5 
million won 

Within 15 days 
of the effective 
date of the labor 

contract

-Penalty of no 
more than 5 million 

won

Within 15 days of 
the effective date 

of the labor 
contract

-Penalty of no 
more than 5 million 

won

National health 

insurance

Industrial accident 
compensation 

insurance

National 

pension
Employment insurance

Coverage

Prevention, 
diagnosis, 

treatment, recovery 
from disease and 
injury, childbirth, 

death, and 
improving health

Compensation, 
nursing, and 
recovery for 

industrial accidents 

Guaranteeing 
the livelihood 

of workers and 
the bereaved 

with no income 
due to aging, 
disability, and 

death 

Preventing unemployment, 
promoting employment, 
developing job capability, 
stabilizing livelihood and 

supporting reemployment 
by paying unemployment 

benefits

Legal 
foundation

National Health 
Insurance Act

Industrial Accident 
Compensation 
Insurance Act

National 
Pension Act Employment Insurance Act

Insured Foreign workers Foreign workers Foreign workers Foreign workers

Applicable 
places of 
business

Registration is 
mandatory

Registration is 
mandatory

Principle of 
reciprocity Registration is voluntary

Method 
of paying 
premiums

Money set aside 
every month One time per year Every month Every month (for foreign 

workers)

Person 
paying 

premium

Business owner 
(50%)

foreign worker 
(50%)

Business owner 
(100%)

Business owner 
(50%)

foreign worker 
(50%)

Business owner foreign 
worker 

Premium 
paid by 
worker

Monthly amount of 
remuneration

x 
premium rate

None

Amount of 
monthly income

x 
premium rate

Total wages
x 

premium rate for 
unemployment benefits

Insurance for Foreign Workers

Insurance for Foreign Workers

The four major social insurances (health, national, 
employment and industrial accident compensation 
insurance) apply to foreign workers as well as 
Koreans. However, national pension follows the 
principle of reciprocity, while employment insurance 
is voluntarily covered.

Insurance only provided under Employment 
Permit System: employers register for 
departure guarantee insurance and guarantee 
insurance, while foreign workers register for 
accident insurance and return cost insurance.
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How to check enrollment status and insurance benefits for Departure Guarantee Insurance and Return Cost Insurance
- Inquiry: 1600-0266 (Samsung Fire & Marine Insurance)
  Inquiry about enrollment status and insurance benefits for Pay Guarantee Insurance (Seoul Guarantee Insurance)
  Inquiry: 02-3283-2211 (Mongolia, Vietnam, Thailand, and Laos)
  02-777-6689 (Other countries)

Classification
Departure guarantee 

insurance
Return cost insurance Guarantee insurance Casualty insurance 

Purpose of 
introduction

To prevent illegal 
stay and alleviate the 
burden of employers 
to provide severance 

pay all at once

To cover the necessary 
expenses for return to 

home country

To hedge the risk of non-
payment of wages for 

foreign workers

To anticipate the risk of 
death or illness unrelated 

to work accidents

Grounds

Article 13 of the Act 
on the Employment 
of Foreign Workers 
and Article 21 of the 
Enforcement Decree 

of the same Act

Article 15 of the Act 
on the Employment 
of Foreign Workers 
and Article 22 of the 

Enforcement Decree of 
the same Act

Article 23 of the Act 
on the Employment 
of Foreign Workers 
and Article 27 of the 

Enforcement Decree of 
the same Act

Article 23 of the Act 
on the Employment 
of Foreign Workers 
and Article 28 of the 

Enforcement Decree of 
the same Act

Parties required 
to enroll

Employers Foreign workers Employers Foreign workers

Applicable 
workplaces

Employers who 
hire foreign workers 

with remaining 
employment periods 
of one year or more

-

- Businesses that 
fall under any of the 

following:· Workplaces 
not subject to the Wage 
Claim Guarantee Act; 

or· Workplaces that hire 
less than 300 full-time 

employees

-

Insured or 
beneficiaries

Foreign workers Foreign workers Foreign workers Foreign workers

Open enrollment 
period and 

penalty 
provisions

A fine not exceeding 
₩5 million within 
15 days from the 
effective date of 
the employment 

agreement

An administrative fine 
not exceeding ₩5 million 
within 3 months from 

the effective date of the 
employment agreement

A fine not exceeding ₩5 
million within 15 days 
from the effective date 

of the employment 
agreement

A fine not exceeding ₩5 
million within 15 days 
from the effective date 

of the employment 
agreement

How to pay for 
premiums

8.3% of the ordinary 
monthly salary is 
deducted every 

month

Lump-sum payment or 
divided payment in up 
to three installments, 
₩400,000–600,000, 

depending on the country

(4 years and 10 months) 
KRW 66,300

※ Automatic refund in 
case of early withdrawal

Lump-sum payment 
of approx. ₩20,000 in 3 
years (varies by gender 

and age)

Circumstances 
for insurance 

payout

Departures of 
foreign workers who 
have worked at the 

workplace for at least 
1 year (excluding 

temporary departures) 
and changes in their 

visa status

Departures of foreign 
workers (excluding 

temporary departures)

Principles of payment 
when an employer fails to 

pay wages

In the event of death 
or disability of foreign 
workers not resulting 
from work-related 

accidents

Amount

100.5–102.3% of 
the principal is paid 

after 12 months from 
the initial payment 
for those who have 
worked for at least 1 

year

101–107.4% of the 
principal is paid after 12 
months from the initial 

payment

Up to ₩4 million as 
notified by the Minister of 
Employment and Labor 

(for each employee)

- Death or disability 
resulting from an 

accident: Up to ₩30 
million- Death or severe 
disability resulting from a 

disease: ₩15 million
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I am currently registered with industrial accident insurance. I 

would like to apply for injury insurance for foreign workers. Is 

there any difference between these insurances?

Do foreign workers have to apply for employment insurance?

Q&A

Q&A

A business or a place of business with one or more 
regular employees must register for employment 
insurance; but for foreign workers the company is not 
obliged to register for this insurance.
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Departure guarantee 

insurance and trust
Return cost 

insurance and trust
Pay guarantee 

insurance
Accident 
insurance

Insurance 
premium

8.3% of the ordinary 
monthly wages on the 

“Employment Permission 
for Foreign Workers” 
document issued by 

the employment center 
(However, for places of 

business with four regular 
workers or fewer, the 

monthly premium is 4.15% 
of the ordinary monthly 
wages in accordance 
with the employment 

permission from August 
1, 2011 to December 31, 
2012, and 8.3% of the 
ordinary monthly wages 

from 2013)

Possible to pay as 
a lump sum or in 
installments (up to 

three times)

16,000 won a year 
per foreign worker

Reasons for 
paying claim

When a foreign worker 
who has worked for one 

year or more without 
leaving the place of 

business departs Korea
(not including temporary 

trips overseas)

When a foreign 
worker departs 

Korea (not including 
temporary trips 

overseas)
-Applies to both 

voluntary departure 
and deportation
-Expiration of 

period of stay or 
departure before 

expiration

Derives from the 
principle of paying 

back wages
-In the event that 
the employment 

permit is 
terminated 
because the 

worker has left the 
place of business 
or the country, the 
earned premium 

is subtracted from 
the unearned 

premium before it 
is paid.

Percentage 
of claim 
paid and 

documents 
required

1 copy of application for 
claim, 1 copy of deposit 
account (registered in 

worker’s name), 1 copy of 
identification card (passport 

or certificate of alien 
registration)

1 copy of 
application for 

claim, 1 copy of 
deposit account 

registered in 
worker’s name, 

documents 
for identifying 

individuals (copy 
of passport or 

certificate of alien 
registration), 1 copy 

of document to 
show the expected 
departure from the 

country

Limit of 2 million 
won announced 
by the Minister 
of Employment 

and Labor (for one 
worker); verification 

certificate for 
back wages, 
invoice, copy 

of identification 
card and deposit 

account

Depends on 
gender and age

Death or 
trauma other 
than industrial 

accidents

1 copy of application 
for claim, 1 copy 
of identification 

document, 1 copy 
of deposit account, 

document to show the 
expected departure 
from the country 
or notification of 

employment change 
handling results

-Accidental death, 
disability: 30 million 

won maximum
-Death by disease and 
severe disability: 15 

million won  
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I am currently registered with industrial accident insurance. I 

would like to apply for injury insurance for foreign workers. Is 

there any difference between these insurances?

Do foreign workers have to apply for employment insurance?

Q&A

Q&A

A business or a place of business with one or more 
regular employees must register for employment 
insurance; but for foreign workers the company is not 
obliged to register for this insurance.
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Departure guarantee 

insurance and trust
Return cost 

insurance and trust
Pay guarantee 

insurance
Accident 
insurance

Insurance 
premium

8.3% of the ordinary 
monthly wages on the 

“Employment Permission 
for Foreign Workers” 
document issued by 

the employment center 
(However, for places of 

business with four regular 
workers or fewer, the 

monthly premium is 4.15% 
of the ordinary monthly 
wages in accordance 
with the employment 

permission from August 
1, 2011 to December 31, 
2012, and 8.3% of the 
ordinary monthly wages 

from 2013)

Possible to pay as 
a lump sum or in 
installments (up to 

three times)

16,000 won a year 
per foreign worker

Reasons for 
paying claim

When a foreign worker 
who has worked for one 

year or more without 
leaving the place of 

business departs Korea
(not including temporary 

trips overseas)

When a foreign 
worker departs 

Korea (not including 
temporary trips 

overseas)
-Applies to both 

voluntary departure 
and deportation
-Expiration of 

period of stay or 
departure before 

expiration

Derives from the 
principle of paying 

back wages
-In the event that 
the employment 

permit is 
terminated 
because the 

worker has left the 
place of business 
or the country, the 
earned premium 

is subtracted from 
the unearned 

premium before it 
is paid.

Percentage 
of claim 
paid and 

documents 
required

1 copy of application for 
claim, 1 copy of deposit 
account (registered in 

worker’s name), 1 copy of 
identification card (passport 

or certificate of alien 
registration)

1 copy of 
application for 

claim, 1 copy of 
deposit account 

registered in 
worker’s name, 

documents 
for identifying 

individuals (copy 
of passport or 

certificate of alien 
registration), 1 copy 

of document to 
show the expected 
departure from the 

country

Limit of 2 million 
won announced 
by the Minister 
of Employment 

and Labor (for one 
worker); verification 

certificate for 
back wages, 
invoice, copy 

of identification 
card and deposit 

account

Depends on 
gender and age

Death or 
trauma other 
than industrial 

accidents

1 copy of application 
for claim, 1 copy 
of identification 

document, 1 copy 
of deposit account, 

document to show the 
expected departure 
from the country 
or notification of 

employment change 
handling results

-Accidental death, 
disability: 30 million 

won maximum
-Death by disease and 
severe disability: 15 

million won  
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Principle of 
payment in 

case of delayed 
payment of 

wages

15,000 won 
a year per 

foreign
worker

(subject to 
change) 

※ Insurance 
fee may differ 

depending 
on the labor 

contract period

- China, the
Philippines,
Thailand,
Vietnam,
Indonesia:

400,000 won
- Mongolia and
other regions:
500,000 won
- Sri Lanka:

600,000 won

86



I am currently registered with industrial accident insurance. I 

would like to apply for injury insurance for foreign workers. Is 

there any difference between these insurances?

Do foreign workers have to apply for employment insurance?

Q&A

Q&A

A business or a place of business with one or more 
regular employees must register for employment 
insurance; but for foreign workers the company is not 
obliged to register for this insurance.
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Departure guarantee 

insurance and trust
Return cost 

insurance and trust
Pay guarantee 

insurance
Accident 
insurance

Insurance 
premium

8.3% of the ordinary 
monthly wages on the 

“Employment Permission 
for Foreign Workers” 
document issued by 

the employment center 
(However, for places of 

business with four regular 
workers or fewer, the 

monthly premium is 4.15% 
of the ordinary monthly 
wages in accordance 
with the employment 

permission from August 
1, 2011 to December 31, 
2012, and 8.3% of the 
ordinary monthly wages 

from 2013)

Possible to pay as 
a lump sum or in 
installments (up to 

three times)

16,000 won a year 
per foreign worker

Reasons for 
paying claim

When a foreign worker 
who has worked for one 

year or more without 
leaving the place of 

business departs Korea
(not including temporary 

trips overseas)

When a foreign 
worker departs 

Korea (not including 
temporary trips 

overseas)
-Applies to both 

voluntary departure 
and deportation
-Expiration of 

period of stay or 
departure before 

expiration

Derives from the 
principle of paying 

back wages
-In the event that 
the employment 

permit is 
terminated 
because the 

worker has left the 
place of business 

or the country, the 
earned premium 

is subtracted from 
the unearned 

premium before it 
is paid.

Percentage 
of claim 
paid and 

documents 
required

1 copy of application for 
claim, 1 copy of deposit 
account (registered in 

worker’s name), 1 copy of 
identification card (passport 

or certificate of alien 
registration)

1 copy of 
application for 

claim, 1 copy of 
deposit account 

registered in 
worker’s name, 

documents 
for identifying 

individuals (copy 
of passport or 

certificate of alien 
registration), 1 copy 

of document to 
show the expected 
departure from the 

country

Limit of 2 million 
won announced 
by the Minister 
of Employment 

and Labor (for one 
worker); verification 

certificate for 
back wages, 
invoice, copy 

of identification 
card and deposit 

account

Depends on 
gender and age

Death or 
trauma other 
than industrial 

accidents

1 copy of application 
for claim, 1 copy 
of identification 

document, 1 copy 
of deposit account, 

document to show the 
expected departure 
from the country 
or notification of 

employment change 
handling results

-Accidental death, 
disability: 30 million 

won maximum
-Death by disease and 
severe disability: 15 

million won  
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All workplaces with one or more employees 
must automatically enroll their foreign workers 
(on E-9 and H-2 visas) in the employment 
insurance program (employment stability 
and occupational skills training programs), 
and if a foreign worker wishes to receive 
unemployment benefits or child care leave 
benefits, his or her employer needs to file an 
application for enrollment in the employment 
insurance program with mutual agreement of 
the employer and employee. 87



How is the injury insurance premium calculated for foreign 

workers?

Can I make a claim for an injury in the case of outpatient 

treatment or hospitalization due to a non-serious accident?

Q&A

Q&A

Since the premium for injury insurance is determined 
by the individual’s date of birth, gender, and the 
period of insurance application, the amount of 
the premium will be different in each case. The 
premiums for individual workers are stated in the 
policy that they sign.

Injury insurance does not cover expenses for 
outpatient treatment or hospitalization resulting from 
simple injuries. However, claims can be made for 
death and disability resulting from reasons other than 
industrial accidents. For injuries, a maximum of 30 
million won can be paid on a claim, while for death 
by disease, a maximum of 15 million won can be 
paid. 
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AppendixHow is the injury insurance premium calculated for foreign 

workers?

Can I make a claim for an injury in the case of outpatient 

treatment or hospitalization due to a non-serious accident?

Q&A

Q&A

Since the premium for injury insurance is determined 
by the individual’s date of birth, gender, and the 
period of insurance application, the amount of 
the premium will be different in each case. The 
premiums for individual workers are stated in the 
policy that they sign.

Injury insurance does not cover expenses for 
outpatient treatment or hospitalization resulting from 
simple injuries. However, claims can be made for 
death and disability resulting from reasons other than 
industrial accidents. For injuries, a maximum of 30 
million won can be paid on a claim, while for death 
by disease, a maximum of 15 million won can be 
paid. 
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Appendix

How is the injury insurance premium calculated for foreign 

workers?

Can I make a claim for an injury in the case of outpatient 

treatment or hospitalization due to a non-serious accident?

Q&A

Q&A

Since the premium for injury insurance is determined 
by the individual’s date of birth, gender, and the 
period of insurance application, the amount of 
the premium will be different in each case. The 
premiums for individual workers are stated in the 
policy that they sign.

Injury insurance does not cover expenses for 
outpatient treatment or hospitalization resulting from 
simple injuries. However, claims can be made for 
death and disability resulting from reasons other than 
industrial accidents. For injuries, a maximum of 30 
million won can be paid on a claim, while for death 
by disease, a maximum of 15 million won can be 
paid. 
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Appendix

Accident insurance does not cover the cost 
incurred from outpatient or inpatient care 
resulting from a simple accident. An insurance 
claim can be made only in the event of death or 
diagnosis with a residual disability for reasons 
other than occupational accident. In the event 
of death or residual disability from an accident, 
up to KRW 30 million is paid out, while in 
the event of death or severe disability from a 
disease, KRW 15 million is paid out.
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Workplace Anti-bullying

Employers or workers must not take advantage 
of their position or relationship in the workplace to 
inflict physical or mental pain to other workers or 
to deteriorate the working environment beyond a 
reasonable scope required for work.

Workplace bullying refers to actions that may 
cause physical or mental distress or deterioration 
of the working environment as it can be 
objectively perceived by an average person who 
is placed in the same situation as the victim.

  ‌�Bullying include incidents that occur online as 
well as business sites.

Ostracizing a person in group, intentionally 
excluding a person from work-related processes, 
forcing participation in after-work company 
dinners, forcibly recommending alcohol that the 
person does not wish to drink, and repeated 
verbal abuse are considered workplace bullying.

A
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  ‌�Disapproving of, or mocking, the performance of a 
person without a justifiable reason

  ‌�Discr iminat ing in training,  promotion, 
compensation, and general treatment without a 
justifiable reason

  ‌�Repeatedly giving specific workers a difficult task 
that is not specified in the labor contract that 
everyone is reluctant to do

  ‌�Giving orders to do chores that are not specified 
in the labor contract or giving very little work only 
to specific workers

  ‌�Excluding specific workers from important work-
related information or the decision-making 
process without a justifiable reason

  ‌�Exercising pressure to prevent specific workers 
from using leave, sick leave, and various welfare 
benefits without a justifiable reason

  ‌�Excessively monitoring how specific workers are 
working or resting unlike other workers

  ‌�Continuously and repeatedly instructing specific 
workers to do things related to their personal life, 
such as personal errands

  ‌�Forcing workers to move to other department or 
leave the company without a justifiable reason

  ‌�Spreading gossips or rumors about personal life
  ‌�Inflicting physical threats or violence
  ‌�Swearing or using violent language
  ‌�Producing speech and behavior that are insulting 
in front of others or in online media

  ‌�Forcing participation in drinking/smoking/dinner 
regardless of the personal opinion

  ‌�Bullying in group
  ‌�Not providing essential equipment for work (e.g. 
computers, telephones, etc.), or blocking the 
Internet or internal network access.
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Business proprietor’s obligations for workplace 
bullying prevention and measures are as follows:

- ‌�Must indicate in employment rules regarding 
workplace bullying prevention and measures

- ‌�Take immediate and appropriate measures 
upon receiving a report

- ‌�Hear from victim’s opinion regarding bullying 
perpetrator to take further measure such as 
disciplinary, change of work place, etc.

Workplace bullying remedies

 ‌�If you are bullied, firmly express your rejection.
  ‌�The most important thing is to acknowledge 
the issue when you experience bullying.

  ‌�Make the perpetrator recognize the issue, and 
ask him/her to stop

  ‌�Collect evidence
- ‌�If you are having a conversation in person, 
prepare so you can clearly communicate 
your position to the perpetrator

- ‌�It is legally allowed to record conversations 
with the other party

- ‌�If it is difficult to meet the perpetrator in 
person, bring a trusted person such as family 
or friends

When suffering from workplace bullying, 
respond with the following remedies:
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 ‌�Use the company’s internal procedures 
to resolve the conflict such as grievance 
settlement organization (Labor-Management 
Counc i l ,  human resource/audi t ing 
departments, and business proprietor, etc.).
  ‌�When making a report, make a detailed 
statement about the perpetrator’s actions (in 
5W1H)

  ‌�Propose an ideal solution to the company for 
the victim’s protection and relief

  ‌�Request for separation, such as annual paid 
leave, etc., if it is difficult for the victim to 
endure the situation in which the victim 
has to work with the perpetrator during the 
resolution process.

 ‌�Report (file a complaint) to the Ministry of 
Employment and Labor (Employment and 
Labor Office) and the National Human Rights 
Commission.
  ‌�If the employer fails to fulfill the employer's 
obligations to prevent and resolve workplace 
bullying, the case is transferred to the Ministry 
of Employment and Labor (Employment 
and Labor Office)  The employer may 
face punishment if he/she fails to report the 
employment rules and treats the reporter 
unfavorably.

  ‌�It is also possible to file a complaint to the 
National Human Rights Commission  It 
does not hold the authority to punish the 
employer, etc., and it can only recommend 
correction.

 ‌�Request a remedy to the Labor Committee if the victim 
was subject to adverse measures such as unfair dismissal.
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Workplace bullying refers to cases when 
business proprietors or workers  use their 
advantages such as position or relationship in 
the workplace  to inflict physical or mental 
pain to other workers or to deteriorate the 
working environment  beyond a reasonable 
scope required for work. Here, “advantages” 
not only refers to job position but also 
“advantages in relationship” such as personal 
attributes-age, educational level, gender, place 
of origin, region-, work-related capacity-years 
of service in the workplace, level of expertise-, 
and influence within the workplace including 
the human resource and internal auditing 
departments. Accordingly, it can be defined as 
workplace bullying if a junior staff uses his/her 
relative position or relationship against a senior 
staff.

Does workplace bullying apply to a case where 
a junior staff is the perpetrator and a senior 
staff is the victim?

94



● �Regulations and Recommendations for Workplaces 

With Less Than Five Employees
● �Information on the Occupational Safety and Health Act 

and the Serious Accidents Punishment Act
● �Overview of the Employment Permit System
● �Key Functions and Contact Information of Institutions 

Related to Foreign Workers by Agency
● Wage Calculation



What law apply to businesses with fewer than five 
employees?

Category Applicability Relevant Legal Provisions

Specification of 
working conditions

○

Article 17 of the Labor Standards 
Act; Article 17 of the Act on the 
Protection of Fixed-term and Part-
time Employees

Advance notice of 
dismissal

○ Article 26 of the Labor Standards Act

Recess ○ Article 54 of the Labor Standards Act

Holidays ○ Article 55 of the Labor Standards Act

Maternity leave ○ Article 74 of the Labor Standards Act

Childcare leave ○
Article 19 of the Equal Employment 
Opportunity and Work-family Balance 
Assistance Act

Retirement benefit ○ Article 4 of the Act on the Guarantee 
of Employees’ Retirement Benefits

Effect of minimum 
wage

○ Article 6 of the Minimum Wage Act

Unfair dismissal and 
request for remedy

X Article 23 (1), Article 28 of the Labor 
Standards Act

Work hours X Article 50 of the Labor Standards Act

Restrictions on 
extended work

X Article 53 of the Labor Standards Act

Extended, night or 
holiday work

X Article 56 of the Labor Standards Act

Annual paid leave X Article 60 of the Labor Standards Act

What are the mandatory regulations that all businesses 
must adhere to? 
Regulations regarding work hours, recess, and holidays must 
be observed by all businesses, including those with fewer than 
five employees, regardless of size.
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What law apply to businesses with fewer than five 
employees?

1. Writing a Labor Contract
An employer shall clearly state items, including wages, 
work hours, and holidays, in a written statement and 
deliver it to the employee.

2. Issuance of Written Wage Statement (Article 48 of 
the Labor Standards Act)

An employer who intends to pay wages shall issue a 
written wage statement (including an electronic document 
defined in subparagraph 1 of Article 2 of the Framework 
Act on Electronic Documents and Transactions) that sets 
out matters, such as wage items, methods of calculating 
wages, and the details of partial deductions of wages.

<Key items included in the labor contract>

- Workplace and work description
- Wage items (monthly wage, bonuses, fringe benefits, etc.)
- Wage calculation method
- Payment method
- Contractual work hours
- Holidays
- Annual paid leave
- Start and end times of work, and recess periods

<Key items included in the labor contract for fixed-term 
and part-time workers>

- Term of contract
- Wage items and payment method
- Work hours by working day (specific to part-time workers)
- Recess and work hours
- Holidays and leave
- Workplace and work description
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3. Recess
During working hours, workers should receive at least 30 
minutes of break time for four hours worked, and at least 
one hour of break time for eight hours worked. Workers 
must be able to use their break time freely.

※A violation may result in imprisonment for up to two 
years or a fine not exceeding 20 million won.

4. Compliance with Minimum Wage
The minimum wage system ensures a minimum level of 
wages for workers, aiming to stabilize their lives and improve 
the quality of their labor. This system applies to all businesses 
or workplaces that employ workers.
As of 2026: Hourly wage of KRW 10,320 and a monthly 
equivalent KRW 2,156,880 (based on 209 hours)

※A violation may result in imprisonment for up to three years 
or a fine not exceeding 20 million won.

5. Weekly Holiday Allowance
If a person works for 15 hours or more per week, they 
should be granted a holiday allowance.

6. Subscription to Employment Insurance & Industrial 
Accident Compensation Insurance

Under the Labor Standards Act, an employee must register 
for both employment insurance and industrial accident 
insurance. (However, registration for employment insurance is 
exempt for those working less than 60 hours per month.)
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7. Advance Notice of Dismissal

When an employer intends to dismiss a employee 
(including dismissal for managerial reasons), they shall 
give the employee a notice of dismissal at least 30 days 
in advance of such dismissal. If the employer fails to give 
such advance notice, they shall pay such employee a 
30 days’ ordinary wage at the least. In businesses with 
fewer than five employees, dismissal is valid even if the 
reason for dismissal and the timing are communicated only 
‘verbally,’ without written notice.

However, even in businesses with fewer than five 
employees, an employer cannot dismiss an employee 
during the period they are unable to work due to 
an occupational injury or disease and the 30 days 
immediately thereafter. Similarly, pregnant or postpartum 
women who have taken leave under the Labor Standards 
Act cannot be dismissed during that leave and the 30 
days following its conclusion.

Advance notice of dismissal does not apply under the following conditions.

1. The worker has been employed continuously for less 

than 3 months.

2. Continuation of the business is impossible due to natural 

disasters, incidents, or other unavoidable circumstances.

3. The worker has deliberately caused significant disruption 

to the business or damage to the property, as specified 

in the Ordinance of the Ministry of Employment and 

Labor.
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8. Retirement Benefits

Employers must establish a retirement benefit scheme 

(including retirement pay and pension) for retiring employees.

(except for those who have worked for less than one year or 

work fewer than 15 hours per week)

※�Regardless of workplace size, employers must pay a 

prorated amount equivalent to ‘average wages earned 

over 30 days’ for each year of continuous service to 

any retiring employee who has worked more than one 

year and more than 15 hours per week. Failure to pay 

retirement benefit may result in imprisonment for up to 

three years or a fine of up to 20 million won.

<Periods included in the calculation of consecutive service>

○Probationary period
○Maternity leave and parental leave
○Periods of absence for medical treatment due to occupational injuries 

or diseases
○Periods of absence due to reasons attributable to the employer
○Periods of leave for personal reasons approved by the employer

<Periods excluded from the calculation of consecutive service>>

○Leave periods due to mandatory military service under the Military 
Service Act

○Periods for which retirement allowance was settled and paid in 
advance

○Previous work period due to changes in outsourcing contractors 
without a separate employment succession agreement

○Previous work periods if rehired after reaching the retirement age
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9. Maternity Leave and Childcare Leave

A pregnant woman is entitled to 90 days of maternity 
leave, distributed before and after childbirth, with at least 
45 days allocated for postpartum recovery.
In cases of multiple births (twins or more), the maternity 
leave extends to 120 days, with at least 60 days 
reserved for after childbirth.
Additionally, employers must provide childcare leave to 
employees who are pregnant or caring for a child under 
the age of eight, or in the second grade of elementary 
school or younger (including adopted children). This 
leave is designed to support maternity and facilitate 
childcare.

Summary: �Employers are required to grant 90 days of maternity leave 
surrounding childbirth and must accommodate requests for leave 
for childcare purposes.

10. Extended Work

In businesses with fewer than five employees, it is 
permissible to require work exceeding 52 hours per week. 
The provisions of Article 56 of the Labor Standards Act do 
not apply; therefore, there is no obligation to pay additional 
wages for extended, night, or holiday work.

11. Annual Paid Leave 

In businesses with fewer than five employees, there is no 
provision requiring annual paid leave.

12.Monthly Menstrual Leave

Under Article 73 of the Labor Standards Act, there is no 

legal obligation to provide menstrual leave. However, since 

menstrual leave is unpaid, it is recommended that employers 

take into account the 'health' and uncontrollable personal 

circumstances of the employee when considering whether to 

offer such leave.

101



The Right to Work Safely and Healthily 

Industrial Safety and Health

Employers must manage their workplaces to prevent 
industrial accidents and occupational diseases, ensuring 
that employees can work in a safe and healthy environment.

Training type Required participants Training hours

Regular training
Office and sales workers At least 6 hours per 6 months

Other workers At least 12 hours per 6 months

Training 
upon hiring

Daily and fixed-term workers
(working for less than one week) At least 1 hour

Fixed-term workers (working for more 
than one week and less than one month) At least 4 hours

Other workers At least 8 hours

Training 
uponchanges 

in job descriptions 

Daily or fixed-term workers
(working for less than one week) At least 1 hour

Other workers At least 2 hours

Special training 
(specific to employees 

assigned to special 
tasks)

Daily and fixed-term workers 
(working for less than one week) 
(excluding tower crane signal persons)

At least 2 hours

Daily and fixed-term workers
(working for less than one week) (tower 
crane signal persons)

At least 8 hours

Employees other than daily and fixed-term 
workers (working for less than one week)

At least 16 hours (At least 2 
hours for those engaged in 
short-term or intermittent jobs)

Basic Education 
on Safety 

and Health in 
Construction

Daily workers in construction At least 4 hours

ㅇ Employees are required to complete safety and health 
training provided by their employers under several 
circumstances: regularly, upon hiring, when job 
descriptions change, and when assigned to special tasks.

� �Specifically, construction workers employed on a daily basis 
must undergo Basic Education on Safety and Health in 
Construction, conducted through educational institutions by 
construction employers.

� �Furthermore, when employees are tasked with manufacturing, 
using, transporting, or storing chemical substances, or when 
new chemicals are introduced, they must undergo training on 
material safety data sheets. This training is essential whenever 
there are changes in hazardous or risk information.
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 Q&A

I am an employee in a business with fewer than five full-time 
workers. I haven't received any safety and health education since 
joining. Can I still receive this education?

Businesses employing fewer than five permanent workers are not 
obligated to provide a safety and health training, including regular 
training, training upon hiring or when work changes.
However, employees engaged in 40 special tasks, such as asbestos 
removal and demolition, must complete at least 16 hours of training, 
except for fixed-term workers with contracts lasting less than a week.
※ For more details about special training, please refer to Appendix 5 
of the Enforcement Decree of the Industrial Safety and Health Act.
If you wish to receive safety and health education, you can do so for 
free through the Safety and Health Education Platform (edu.kosha.
or.kr) or the Online Seoul Labor Academy (edu.labors.or.kr).

ㅇ To protect against harmful and hazardous tasks, 
employees must wear safety equipment provided by 
the employer. This includes helmets (both general and 
those specifically for riding), safety belts, safety shoes, 
protective goggles, face shields, insulated protective 
gear, heat-resistant clothing, dust masks, cold-resistant 
gear (such as hats, suits, shoes, and gloves). 

ㅇ Employees must undergo both a general health 
examination and a special health examination conducted 
by the employer.

� If an employee has received a health examination under the 
National Health Insurance Act, it is considered equivalent to a 
general health examination.

� �A special health examination is required for employees 
exposed to hazardous factors such as noise, dust, chemicals, 
and night work.

ㅇ In the event of an immediate risk of industrial accidents, 
employees have the right to stop work and evacuate, and 
must promptly report the situation to their superior.

�Retaliation against employees for stopping work is prohibited.
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Serious Accidents Punishment Act

Serious Accidents Punishment Act

�This law was enacted to safeguard the safety rights of workers 
and citizens by imposing penalties on employers, managers, 
and corporations responsible for serious industrial and civil 
accidents occurring in workplaces or elsewhere. The goal is to 
prevent such serious accidents.
※ The Serious Accidents Punishment Act applies to 
workplaces with five or more permanent employees starting 
from January 27, 2024.

ㅇ In the 'Serious Accidents Punishment Act,' a serious 
accident encompasses serious industrial accidents and 
serious civil accidents.

� Serious Industrial Accidents
 - The occurrence of one or more fatalities
 - Injuries requiring more than six months of treatment for two or 

more persons due to the same accident
 - Acute poisoning or occupational diseases affecting three or 

more persons within one year from the same hazardous factor
    ※ �These only apply to accidents that fall under Article 2 (1) of the Occupational 

Safety and Health Act.

� Serious Civil Accidents
 - The occurrence of one or more fatalities
 - Injuries requiring treatment for more than two months for ten or 

more persons due to the same accident
 - Diseases affecting ten or more persons requiring treatment for 

more than three months due to the same cause
    ※ �These apply only to accidents caused by defects in the design, manufacture, 

installation, or management of specific materials or products, public facilities, or 

public transportation

ㅇUnder the ‘Labor Standards Act’, individuals who 
provide labor in exchange for compensation, regardless 
of the contract type-such as subcontracting, outsourcing, 
or commissioning - are considered workers under the 
`Serious Accidents Punishment Act' and are entitled to 
legal protection.
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 Q&A

Are employers or responsible managing officers always punished if 
a serious accident occurs?

Employers or responsible managing officers are not automatically 
punished if a serious accident occurs. They will not face punishment 
if they have fulfilled their obligations to ensure safety and health for 
accident prevention. Punishment is only imposed when there is a clear 
violation of these obligations and a direct causal relationship between 
the violation and the serious accident.

ㅇ Employers and responsible managing officers are 
required to take measures to prevent harmful or 
hazardous conditions to the safety and health of workers 
(including those under subcontracting, outsourcing, or 
commissioning).

 - Implementing a safety and health management system with the 
necessary manpower and budget for accident prevention

 - Establishing and implementing procedures to prevent the 
recurrence of accidents 

 - Complying with improvements and corrections as directed 
by central administrative agencies and local governments in 
accordance with related laws

ㅇ If employers or responsible managing officers intentionally 
or through gross negligence fail to fulfill their safety and 
health obligations, resulting in a serious accident, they are 
liable for compensation up to five times the amount of the 
damage.

※ �However, this liability does not apply if the corporation or institution has exercised 
due diligence and supervision without negligence.
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Period of employment activity (Period of employment permit)

Three years from the date of initial entry

However, this period can be extended by one year and ten months 

if one is rehired by one’s current employer after three years of work. 

(That is, the longest that one can engage in employment activity is 

four years and ten months.)

Extension of the employment permit

  At the end of the period of the employment contract, a 

worker’s period of work can be extended (within the total 

period of employment they have been granted) following an 

agreement between the employer and employee
  From 60 days before the end of the period of employment 

permit until its expiration

Rehiring system

After the three-year period of the employment permit is 

terminated, this period can be extended for a maximum of one 

year and ten months. An employee can apply for this at the 

employment center after consulting with his or her employer.

  Application period: from one month to seven days before the 

end of the employment period.
  The worker who is applying for an extension must have been 

working at his or her last place of business for at least one 

month.

|  Eligible countries  |  
Philippines, Mongolia, Sri Lanka, Vietnam, Thailand, Indonesia,
Uzbekistan, Pakistan, Cambodia, China, Bangladesh, Nepal,
Kyrgyzstan, Myanmar, East Timor, Laos, Tajikistan (17 countries)

|  Industries  |

Manufacturing, Construction, Agriculture and Livestock,
Fishery, some Service Industries, Forestry, Mining

|   Industry size | 

Determined each year by the committee on policy for 
foreign workers

Procedure for employing foreign workers

01
02
03
04
05
06
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Employment period (employment permit period)

Three years from the date of initial entry into Korea

However, if the employer requests the Minister of Employment and Labor 
to renew the employment permit before the three-year employment period 
expires and the worker leaves the country, the period may be extended by 
up to one year and 10 months. 

Extension of the employment permit period

 �After a foreign worker's entry into the country, if the term under his or 
her employment agreement expires and the employer hiring the foreign 
worker wishes to extend the employment permit period along with the 
renewal of the employment agreement. 

Re-employment system

If an employer wishes to rehire a foreign worker whose three-year 
employment period has expired, he or she can apply for a re-employment 
permit to extend the employment period by up to one year and 10 months.

 �Application period: Between 90 days and seven days from the expiration 
of the employment period of the relevant foreign worker

Special re-entry permit system

A system allowing skilled foreign workers who have worked continuously in 
the same workplace to re-enter and return to their previous workplace after 
one month of their departure from Korea, provided that their employer has 
obtained a special re-entry permit

Workplace change system

Foreign workers are allowed to change their workplace up to three times 
during their initial employment period of three years and up to two times 
during their re-employment period of one year and 10 months if permitted 
under the law. 

 �How to apply for change: File a workplace change application to the local 
employment center
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Korea Workers' Compensation and Welfare Service

Handles inquiries and applications for employment insurance and 
industrial accident compensation insurance, handles applications 
for industrial accident insurance benefits, and provides support 
for compensation, relief, and workers’ welfare (including loans for 
stabilizing workers’ livelihood, etc.)

Website (Reporting Center) www.comwel.or.kr
Counseling Hotline 1588-0075 (no area code)

Regions of jurisdiction Contact number

Head office in Seoul
Jongno-gu, Jung-gu, 
Dongdaemun-gu

02)2230-9482

Seoul Gangnam 
branch

Gangnam-gu 02)3459-7250

Seoul Seocho branch Seocho-gu 02)6250-7278

Seoul Dongbu 
branch

Songpa-gu, Gangdong-gu , 
Gwangjin-gu

02)3433-1422

Seoul Seongdong 
branch

Seongdong-gu 02)3409-4900

Seoul Seobu branch
Yongsan-gu, Mapo-gu, 
Seodaemun-gu, Eunpyeong-gu

02)3273-1852

Seoul Nambu branch
Yeongdeungpo-gu, Gangseo-gu, 
Yangcheon-gu

02)2637-2895

Seoul Bukbu branch
Seongbuk-gu, Dobong-gu, 
Gangbuk-gu, Jungnang-gu, 
Nowon-gu

02)944-8164

Seoul Gwanak 
branch

Gwanak-gu, Guro-gu, 
Geumcheon-gu, Dongjak-gu

02)2109-2390

Major Services and Contact Numbers

of Institutions Working with Foreign Workers

Ministry of Employment and Labor
 

Files complaints about various violations of labor legislation such 
as not issuing a written contract, back wages, violence, unfair labor 
practices, etc.

Website (Reporting Center) http://minwon.moel.go.kr
Counseling Hotline 1350 (no area code)

Counseling ☎ 031-884-0841
Foreign Worker Support Website http://www.workinkorea.org

Regions of jurisdiction Contact number

Seoul regional office 
of the Ministry of 
Employment and 

Labor

Jongno-gu, Jung-gu, Seocho-gu, 
Dongdaemun-gu

02)2231-0009

Seoul Gangnam 
branch

Gangnam-gu 02)584-0009

Seoul Dongbu 
branch

Songpa-gu, Seongdong-gu, 
Gwangjin-gu, Gangdong-gu

02)403-0009

Seoul Seobu branch
Mapo-gu, Seodaemun-gu, 
Yongsan-gu, Eunpyeong-gu

02)713-0009

Seoul Nambu branch
Gangseo-gu, Yangcheon-gu, 
Yeongdeungpo-gu

02)2639-2100~7

Seoul Bukbu branch
Gangbuk-gu, Nowon-gu, 
Dobong-gu, Seongbuk-gu, 
Jungnang-gu

02)950-9880~1

Seoul Gwanak 
branch

Gwanak-gu, Guro-gu, 
Geumcheon-gu, Dongjak-gu

02)3281-0009
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근로복지공단

고용보험·산재보험 가입문의 및 관리, 산재신청, 보상과 재활지원 

및 근로자복지 지원(생활안정자금 대부 등)

홈페이지(신고센터) www.kcomwel..or.kr
상담전화 국번없이 1588-0075

구 분 관할지역 연락처

서울지역본부 중구,종로구,동대문구 1588-0075

서울강남지사 강남구 1588-0075

서울서초지사 서초구 1588-0075

서울동부지사 송파구,강동구,광진구 1588-0075

서울성동지사 성동구 1588-0075

서울서부지사 용산구,마포구,서대문구,은평구 1588-0075

서울남부지사 영등포구,강서구,양천구 1588-0075

서울북부지사
성북구,도봉구,강북구,중랑구,
노원구 1588-0075

서울관악지사 관악구,구로구,금천구,동작구 1588-0075

외국인근로자 관련
기관별 주요기능 및 연락처

고용노동부 

근로계약서 서면 미교부, 임금체불, 폭행, 부당노동행위 등 각종 노동

관련법령 위반사항 신고(진정,고소)

홈페이지(신고센터) http://minwon.moel.go.kr
상담전화 국번없이 1350

구 분 관할지역 연락처

서울지방고용노동청 종로구,중구,서초구, 동대문구 02)2231-0009

서울강남지청 강남구 02)584-0009

서울동부지청 송파구,성동구,광진구,강동구 02)403-0009

서울서부지청 마포구,서대문구,용산구,은평구 02)713-0009

서울남부지청 강서구,양천구,영등포구 02)2639-2100~5

서울북부지청
강북구,노원구,도봉구, 성북구,
중랑구 02)950-9880

서울관악지청 관악구,구로구,금천구,동작구 02)3281-0009
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Korea Workers' Compensation and Welfare Service

Handles inquiries and applications for employment insurance and 
industrial accident compensation insurance, handles applications 
for industrial accident insurance benefits, and provides support 
for compensation, relief, and workers’ welfare (including loans for 
stabilizing workers’ livelihood, etc.)

Website (Reporting Center) www.comwel.or.kr
Counseling Hotline 1588-0075 (no area code)

Regions of jurisdiction Contact number

Head office in Seoul
Jongno-gu, Jung-gu, 
Dongdaemun-gu

02)2230-9482

Seoul Gangnam 
branch

Gangnam-gu 02)3459-7250

Seoul Seocho branch Seocho-gu 02)6250-7278

Seoul Dongbu 
branch

Songpa-gu, Gangdong-gu , 
Gwangjin-gu

02)3433-1422

Seoul Seongdong 
branch

Seongdong-gu 02)3409-4900

Seoul Seobu branch
Yongsan-gu, Mapo-gu, 
Seodaemun-gu, Eunpyeong-gu

02)3273-1852

Seoul Nambu branch
Yeongdeungpo-gu, Gangseo-gu, 
Yangcheon-gu

02)2637-2895

Seoul Bukbu branch
Seongbuk-gu, Dobong-gu, 
Gangbuk-gu, Jungnang-gu, 
Nowon-gu

02)944-8164

Seoul Gwanak 
branch

Gwanak-gu, Guro-gu, 
Geumcheon-gu, Dongjak-gu

02)2109-2390

Major Services and Contact Numbers

of Institutions Working with Foreign Workers

Ministry of Employment and Labor
 

Files complaints about various violations of labor legislation such 
as not issuing a written contract, back wages, violence, unfair labor 
practices, etc.

Website (Reporting Center) http://minwon.moel.go.kr
Counseling Hotline 1350 (no area code)

Counseling ☎ 031-884-0841
Foreign Worker Support Website http://www.workinkorea.org

Regions of jurisdiction Contact number

Seoul regional office 
of the Ministry of 
Employment and 

Labor

Jongno-gu, Jung-gu, Seocho-gu, 
Dongdaemun-gu

02)2231-0009

Seoul Gangnam 
branch

Gangnam-gu 02)584-0009

Seoul Dongbu 
branch

Songpa-gu, Seongdong-gu, 
Gwangjin-gu, Gangdong-gu

02)403-0009

Seoul Seobu branch
Mapo-gu, Seodaemun-gu, 
Yongsan-gu, Eunpyeong-gu

02)713-0009

Seoul Nambu branch
Gangseo-gu, Yangcheon-gu, 
Yeongdeungpo-gu

02)2639-2100~7

Seoul Bukbu branch
Gangbuk-gu, Nowon-gu, 
Dobong-gu, Seongbuk-gu, 
Jungnang-gu

02)950-9880~1

Seoul Gwanak 
branch

Gwanak-gu, Guro-gu, 
Geumcheon-gu, Dongjak-gu

02)3281-0009
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Human Rights Counseling Hotline 1331 (no area code)

Contact Information 132 (no area code)

Human Rights Counseling Hotline 1331 (no area code)

Contact Information 132 (no area code)

Human Rights Counseling Hotline 1331 (no area code)

Contact Information 132 (no area code)

Human Rights Counseling Hotline 1331 (no area code)

Contact Information 132 (no area code)

Classification Key functions Contact

Seoul Foreign Resident 
Center

Multilingual counseling and 
specialized counseling for 
foreign residents 
(Labor attorneys and 
attorneys at law)

+82-2-2229-
4900

Dongbu Foreign 
Resident Center

Support system for foreign 
workers residing or working in 
Seoul

+82-2-2282-
7974

Seongbuk Foreign 
Resident Center

Support system for foreign 
workers residing or working in 
Seoul

+82-2-911-
2884

Geumcheon Foreign 
Resident Center

Support system for foreign 
workers residing or working in 
Seoul

+82-2-868-
5208

Gangdong Foreign 
Resident Center

Support system for foreign 
workers residing or working in 
Seoul

+82-2-478-
0126

Yangcheon Foreign 
Resident Center

Support system for foreign 
workers residing or working in 
Seoul

+82-2-2643-
0808

Eunpyeong Foreign 
Resident Center

Support system for foreign 
workers residing or working in 
Seoul

+82-2-388-
6343

Korea Support Center 
for Foreign Workers

Mandatory training for foreign 
workers, etc.

+82-1644-
0644

Seoul Regional HQ, 
Human Resources 

Development Service 
of Korea

Support for the residency and 
employment training of foreign 
workers

+82-1644-
8000
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Human Rights Counseling Hotline 1331 (no area code)

Contact Information 132 (no area code)

Human Rights Counseling Hotline 1331 (no area code)

Contact Information 132 (no area code)

Human Rights Counseling Hotline 1331 (no area code)

Contact Information 132 (no area code)

188 Sejong-daero, Jongno-gu

6 Yulgok-ro, Jongno-gu

27 Myeongdong 2-gil, Jung-gu

58 Jong-ro 5-gil, Jongno-gu

12, Hannam-daero 28-gil, Yongsan-gu

55 Sejong-daero, Jung-gu

55 Sejong-daero, Jung-gu

80 Hoenamu-ro, Yongsan-gu
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9998

Telephone numbers to increase your quality of life

Category Major services Contact number

120 Dasan Call 
Center

Deal with questions and complaints 
about Seoul with a single phone call 120

Information Center 
for Foreigners 

Provides information for foreigners 
on topics including foreigners 
visiting Korea, nationality, foreigner 
registration, reporting address, 
extending period of stay, and 
immigration tasks 

1345

BBB Korea for 
Interpretation 

Voluntary Service

Interpretation available anywhere in 
the world 1588-5644

Tour Interpretation 
Hotline

Tour guide, tour interpretation, grievance report, etc.
(Languages: Korean, English, Chinese, Japanese) 1330

Emergency, 
disease, 

and hospital 
information hotline

Call this hotline to report fires, 
emergencies, rescue, and accidents 
and to get information about 
emergency medical institutions 

119

2

3

3

Major amendments of 2024 Labor Relations Act

Classifications Details Page

Expansion of scope of
Serious Accidents
Punishment Act

Expansion of the scope of labor
providers subject to occupational

accident insurance

Introduction of 6+6
parental/childcare leave

Businesses or workplaces with fewer 
than 50 full-time workers (For the construction 
sector,this applies to workplaces with a total 

construction cost worth less than KRW 5 billion)

After-school teachers at elementary, middle,
and high schools, kindergartens, and nurseries

If parents take childcare leave simultaneously
or sequentially within 18 months after a child's 

birth,each parent is provided with a monthly
parental leave benefits of up to 

KRW 2 to 4.5 million for the first 6 months

26Increased minimum wage KRW 9,620 (2023) → KRW 9,860 

85
Change in guarantee 

nsurance coverage period
The coverage period for guarantee insurance
upon initial enrollment has been extended

from three years to four years and ten months
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Telephone numbers to increase your quality of life

Category Major services Contact number

120 Dasan Call 
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3
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parental leave benefits of up to 

KRW 2 to 4.5 million for the first 6 months

26Increased minimum wage KRW 9,620 (2023) → KRW 9,860 

85
Change in guarantee 

nsurance coverage period
The coverage period for guarantee insurance
upon initial enrollment has been extended

from three years to four years and ten months
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외국인 근로자

 노동권리 안내서
외국인 노동자들의 소중한 권리를 지켜주세요.
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