
France:�Rupture�conventionnelle� 
(mutual�termination�of�a�permanent�
employment�contract)�-�practical�guide�����
and�2026�cost�update

Under�French�law,�an�employer�normally�ends�a�permanent�
employment�contract�by�dismissal,�and�an�employee�by�
resignation.�Since�2008,�France�has�also�provided�a�speci񯿿c�
and highly regulated mutual termination mechanism: the 
rupture conventionnelle. This is neither a resignation nor a 
dismissal.�It�is�a�negotiated�exit,�formalised�in�a�statutory�
agreement�and�subject�to�administrative�approval.

This�distinction�matters:�outside�this�statutory�framework,�
a�so-called�“mutual�termination”�agreement�can�be�treated�
as�an�unfair�dismissal,�with�the�usual�exposure�that�comes�
with it.

When�properly�implemented,�the�employee�generally�
remains�eligible�for�unemployment�bene񯿿ts,�while�the�
employer�bene񯿿ts�from�a�structured�route�that�usually�
reduces�uncertainty�compared�with�ad-hoc�settlement�
arrangements.

The rupture conventionnelle is available only for an 
open-ended�(permanent)�employment�contract.�It�
cannot be concluded during the probationary period and 
does�not�apply�to�񯿿xed-term�contracts,�agency�workers�
or�apprentices.�It�may,�however,�be�used�while�the�
employment contract is suspended (for example during 
sickness�or�maternity�leave),�provided�the�employee’s�
consent is genuinely free and informed.

In�practice,�the�process�starts�with�one�or�more�meetings�
between employer and employee. The parties negotiate the 
key�terms,�including�the�termination�date�and�the�‘speci񯿿c�
severance indemnity’. This severance must be at least 
equal to the statutory severance payable in a dismissal 
scenario (or a higher amount if the applicable collective 
bargaining�agreement�provides�more).�In�many�cases,�
employers agree to pay more than the minimum to secure 
a clean and predictable exit.

After�signature,�both�parties�have�a�statutory�
15-calendar-day�cooling-off�period�during�which�they�may�
withdraw.�Once�that�period�has�expired,�the�agreement�
must�be�񯿿led�online�via�the�TéléRC�website�(paper�񯿿lings�
are no longer processed). The labour administration 
then�has�15�working�days�to�review�the�񯿿le;�if�it�does�
not�respond�within�that�timeframe,�approval�is�deemed�
granted. The employment contract cannot end before 
the�day�after�approval�(express�or�deemed).�In�practical�
terms,�even�straightforward�cases�typically�take�around�
six weeks from signature to the effective end date.

Cost�and�structuring:�anticipate�the�total� 
cost�early

The tax and social security treatment of termination 
payments is technical and should be assessed before 
the�񯿿gures�are�񯿿nalised.�In�practice,�the�overall�employer�
cost can differ materially from the headline severance 
amount.

From�a�tax�perspective,�rupture�conventionnelle�
severance�is�subject�to�the�same�regime�as�redundancy�
compensation.�It�is�exempt�from�income�tax�up�to�the�
higher of: (i) the severance amount provided by law or the 
applicable�collective�bargaining�agreement;�(ii)�50%�of�
the�total�rupture�conventionnelle�severance�paid,�capped�
at�six�times�the�annual�Social�Security�ceiling�(plafond�
annuel�de�la�sécurité�sociale),�i.e.�EUR�288,360�in�2026;�or�
(iii) twice the employee’s gross annual compensation for 
the�calendar�year�preceding�the�termination,�capped�at�
the�same�ceiling,�i.e.�EUR�288,360�in�2026.

From�a�social�security�perspective,�the�severance�
is exempt from social security contributions for the 
portion�that�is�income-tax-exempt,�up�to�a�limit�of�twice�
the�annual�social�security�ceiling,�i.e.�EUR�96,120�for�
2026.�Any�excess�becomes�subject�to�social�security�
contributions.�In�all�cases,�if�the�severance�exceeds�ten�
times�the�annual�Social�Security�ceiling,�it�is�fully�subject�
to social security contributions.
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2026�employer�cost�driver:�the�40%�contribution

Beyond�the�negotiated�severance�itself,�the�speci񯿿c�
severance�indemnity�is�subject�to�an�employer�
contribution on the part of the severance that is 
excluded from the social security contribution base. 
Since�1�January�2026,�that�employer�contribution�
has�increased�from�30%�to�40%.�This�materially�
changes the economics of negotiated exits and 
should be built into budgeting and negotiation 
strategy from the outset.

As�part�of�the�termination,�employers�should�also�
account�for�the�usual�end-of-contract�payments,�
including�accrued�but�untaken�paid�leave,�any�pro-
rated�annual�bonuses,�and�(where�applicable)�non-
competition compensation in accordance with the 
employment contract.

Risk�management�and�special�cases

While the rupture conventionnelle is generally a 
robust�mechanism,�it�is�not�litigation-proof.�Disputes�
most�often�relate�to�consent�(pressure,�duress,�
harassment or misrepresentation) and to procedural 
discipline�(deadlines,�documentation,�񯿿ling).�Early�
advice is usually valuable for three reasons: to model 
the�true�employer�cost,�secure�a�compliant�timetable,�
and document a clean negotiation process.

A special regime applies to protected employees 
(such�as�staff�representatives).�In�those�cases,�
standard administrative approval is replaced by prior 
authorisation�from�the�labour�inspectorate,�usually�
with additional procedural steps. This typically 
increases both timeline and risk and should be 
prepared carefully.


