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Beyond Technical Updates to Labour Law:
A Policy Shift Towards Stronger Worker
Protection and Workforce Governance
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Qatar’s latest labour reform should not be read as another
technical amendment to employment legislation.

The Ministry of Labour has positioned Law No. 9 of 2026, amending Labour Law No. 14 of
2004, as part of a broader effort to strengthen labour-market efficiency, stability and economic
competitiveness under Qatar National Vision 2030.

The reforms reinforce a clear direction of travel: how companies recruit, pay, engage,
protect and provide remedy to workers is becoming increasingly relevant to regulatory
compliance, operational resilience and corporate reputation.

That matters particularly in Qatar’s labour market, where many businesses depend on migrant
workers, recruitment intermediaries, labour suppliers, contractors and increasingly flexible
forms of work.

For businesses, Qatar is increasing expectations around recruitment, wage payment,
worker representation, dispute management and regulatory compliance.

1. Stronger enforcement increases the importance of workforce

governance

One of the most important developments is the expansion of the Ministry of Labour’s enforcement
powers.

The amended framework allows the Ministry, in specified circumstances, to suspend services available
to non-compliant establishments and provides for the publication of violators’ names in certain cases.
Repeated violations and wage-related disputes may therefore have consequences beyond the
underlying employment complaint including the ability to suspend some or all ministry services available
to non-compliant establishments.

This increases the importance of identifying recurring workforce problems before they develop into
regulatory issues. Companies should have visibility over significant labour complaints, wage problems
and workforce issues across their operations and contractors, rather than treating them as isolated HR
cases.

2. Wage protection becomes an operational and human-rights risk

Qatar’s Wage Protection System already requires employers to transfer workers’ wages through the
regulated system within seven days of their due date. Existing rules also provide for restrictions on new
work permits and Ministry transactions where wage-payment obligations are breached.
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The 2026 reforms reinforce the government’s focus on timely wage payment and strengthen the wider
enforcement framework around non-compliance.

For businesses, this is particularly important in sectors relying heavily on lower-paid migrant workers.
Delayed wages can have immediate consequences for workers’ living costs, remittances and debt
obligations, while for employers they can quickly translate into grievances, workforce disruption,
regulatory intervention and reputational risk.

Sanctions may now also extend beyond a single legal entity. This will be particularly significant for
multinational businesses with group structures operating in Qatar.

3. Recruitment practices will face greater scrutiny

The reforms strengthen the regulation of recruitment activities, including licensing, operating
requirements and penalties applicable to recruitment intermediaries.

This is important for businesses relying on overseas recruitment, labour suppliers or recruitment
agencies. The employer may not be the party directly subject to every recruitment-related penalty, but
risks arising in the recruitment chain can still affect the business.

Due diligence on recruitment practices is likely to become increasingly important, this includes mapping
recruitment fees and debt, misleading information about employment conditions, contract substitution
and the use of multiple or poorly controlled recruitment intermediaries.

Businesses relying on migrant labour should therefore have sufficient visibility over how workers
reach their workplace, what they were promised and whether they incurred costs to obtain their
job.

4. Worker voice becomes more formalised

The amended Labour Law requires establishments employing 100 workers or more to establish Joint
Committees made up equally of employer and worker representatives. Failure to comply with the
requirementis also brought within the Labour Law’s penalty framework.

This represents an important development in workplace governance.

The committees provide a formal structure through which workers can participate in discussions
concerning workplace and employment issues. Existing Ministerial Decision No. 21 of 2019 regulates the
election of worker representatives and remains recorded as in application.

For larger businesses, worker engagement should therefore be considered part of workforce governance
rather than an informal or purely voluntary exercise. Effective committees can also provide businesses
with earlier visibility of workforce concerns before they escalate into formal grievances or disputes.

Businesses will need to consider committee structures, voting procedures, representation criteria,
escalation mechanisms and interaction with existing HR functions. Rather than relying on informal
consultation practices.
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5. Dispute resolution continues to become more formal and digital

The reforms also support the continued digitalisation of employment dispute resolution, including
greater use of electronic systems in Labour Dispute Settlement Committee proceedings.

This reinforces the importance of effective internal grievance mechanisms and reliable employment
records.

Businesses should pay particular attention to whether workers can raise concerns safely, whether
complaints are addressed in a timely way, and whether effective remedy is provided where an adverse
impact has occurred.

Where workers routinely bypass internal mechanisms and seek external intervention, this may also
provide an important indication that existing grievance channels are not functioning effectively in
practice.

6. A framework for freelance and platform work is emerging

The amended law expressly recognises part-time and freelance workers within its exclusions while giving
the Council of Ministers the power to extend protections or establish a dedicated regulatory framework.

The Ministry has linked these changes to the development of more flexible labour-market models,
including platform-based work.

For businesses, this creates potential flexibility but also signals greater future regulatory attention to
workers operating outside traditional employment structures.

Companies using freelancers, independent contractors or platform workers should therefore avoid
treating worker classification as purely contractual. The substance of the working relationship, working
conditions and access to protection will remain relevant from both a regulatory and BHR perspective.

7. Workforce skills and safety come into closer focus

The reforms also establish a framework requiring workers in designated professions to obtain approved
training and pass relevant examinations before employment.

The detailed occupations will depend on further implementation, but the direction is significant for
businesses operating in technical, industrial and safety-critical sectors.

Professional competency is not simply a workforce-development issue. Where inadequate skills or
training can expose workers or others to harm, it also becomes part of a company’s wider occupational
health and safety and human-rights risk management.
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Key official sources

Law No. 9 of 2026 amending Labour Law No. 14 of 2004, Qatar Legal Portal, Al Meezan.

Ministry of Labour statement on the 2026 reforms, 25 June 2026, Qatar News Agency.

Ministerial Decision No. 4 of 2015 on the Wage Protection System, Qatar Legal Portal, Al Meezan.

Ministerial Decision No. 21 of 2019 regulating the election of worker representatives to Joint
Committees, Qatar Legal Portal, Al Meezan.

About BHRMENA

BHRMENA is the only organization solely dedicated to advancing business and human rights
practices across the Arab States.

Regional legal experience BHRMENA is an independent regional firm with strong legal and regulatory
expertise across the Arab States. Its neutral positioning allows it to convene businesses, suppliers, and
stakeholders in a trusted setting for open and practical dialogue.

Extensive experience with international standards BHRMENA has extensive experience working with
global frameworks such as the UN Guiding Principles, OECD Guidelines, and ILO standards, and is well
positioned to translate these expectations into practical approaches suited to the Arab States’ regulatory
and business environment.

Operational understanding of supply chains BHRMENA’s work is grounded in the operational realities

companies face in the region, including procurement pressures, subcontracting models, labour supply
dynamics, and day-to-day implementation challenges.
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