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INTRODUCTION
Lebanon’s cultural institutions—including the
National Higher Conservatory of Music and the
Lebanese Philharmonic Orchestra—stand at a
crossroads.

 This document exposes a broader crisis: selective
enforcement of laws that benefits powerful
interests, at the expense of legal accountability
and social justice. 

This document proposes two potential futures: 

1. A future based on merit, full legal
accountability, and institutional renewal.

2. A future of continued selective enforcement,
where law is applied unevenly to protect the
status quo and powerful interests.

Each path not only redefines the role of the
Conservatory and the Philharmonic Orchestra but
also sets the tone for Lebanon’s overall cultural
and legal landscape.



Path 1: The Merit-Based Future—
Renewal and National Excellence

Path 2: The Status Quo—Selective
Enforcement & Continued Neglect

Vision for Cultural Institutions
Higher National Conservatory of
Music: 

      Reformed with transparency, fair
labor practices, and merit-based hiring.

Lebanese Philharmonic Orchestra:
Strengthened with proper funding,
attracting world-class musicians
and conductors.

Institutional & Legal Reforms
Full Enforcement of Existing Laws:
Legal rights restored for musicians
and educators.
Transparent Oversight &
Accountability: Independent
monitoring bodies ensure fairness.

Predicted Outcomes
Cultural Revival: Thriving
institutions and restored artistic
heritage.
Global Recognition: International
partnerships and investment in
Lebanon’s cultural sector.
Long-Term Benefits: Economic
stability, brain-drain reversal, and
enhanced public trust.

Cultural Consequences
Stagnant Conservatory &
Orchestra: Foreign musicians
continue to earn as little as
$70/month with no legal
protection.
Brain Drain & Talent Loss:
Lebanese musicians seek
opportunities abroad due to lack of
job security.
Continued Selective Law
Enforcement: Power brokers
manipulate laws for personal gain.
Public Distrust & Economic
Instability: A culture of impunity
leads to further institutional
collapse.

TWO DIVERGING PATHS FOR
LEBANON’S CULTURAL FUTURE



A SYSTEMIC FAILURE:
INSTITUTIONAL CRISIS BEHIND

CULTURAL DECLINE

CONTEXT & BACKGROUND

30 Years of Neglect: An American musician at the National Conservatory was
denied civil servant status, social security, and pension rights.
Ministry of Labor’s Abdication: Despite acknowledging violations, the ministry
refuses to enforce labor laws.

LEBANON’S INSTITUTIONAL
FRAMEWORK & CORRUPTION

Key Legal Violations:
Decree-Law 112/1959: Governing public-sector employment rights.
Lebanese Labor Code: Mandating contract protections.
Legal Personhood Denial:
Foreign educators and contractual employees remain "invisible" in legal
processes.



FLOWCHART OF CONSEQUENCES:
INSTITUTIONAL FAILURE TO

NATIONAL COLLAPSE

Ministry of Labor’s Inaction → Legal Non-Enforcement1.
No Consequences → Institutionalized Exploitation2.
Invisible Workforce → Growing Inequality3.
Normalization of Lawlessness → National Corruption4.
Erosion of Trust → Social Unrest5.
Institutional Decline → Brain Drain & Economic Collapse6.
Entrenched Corruption → Shadow Legal Framework7.
Development Stalls → Permanent State Collapse8.

STEP-BY-STEP BREAKDOWN

SYSTEMIC  CORRUPTION
& BROADER IMPLICATIONS

Collusion & Coercion: Government officials, businesses, and
institutions work together to exploit workers.

1.

Kafala-Like Structures: Foreign educators are denied fair
wages and legal recourse.

2.



Selective enforcement holds the system together—if one law is fully
applied, it exposes institutional corruption.

THE “HOUSE OF CARDS” THEORY

WHY A SINGLE ACT OF ENFORCEMENT 
COULD TRANSFORM LEBANON

Judicial Strengthening: Other courts are pressured to apply
the law.
Public Morale Boost: Citizens regain trust in legal institutions.
Economic Growth: Fair labor policies attract investment and
stability.

RIPPLE EFFECTS OF ENFORCEMENT



Path 1:  The Merit-Based Future—
Renewal and National Excellence

Vision for Cultural Institutions

• Higher National Conservatory of Music Reimagined:
In this scenario, Lebanese authorities undertake a full
accounting of past abuses and institutional neglect. The
Conservatory is reformed to become a truly national
institution that honors its heritage while embracing
transparency and accountability. Talent—both local and
international—is nurtured within a framework that
guarantees fair labor practices and due legal process.

• Lebanese Philharmonic Orchestra as a Beacon of
Excellence:

With the enforcement of constitutional guarantees and
labor laws, the creation of a robust, well-funded Lebanese
Philharmonic Orchestra becomes a national priority. The
Orchestra attracts world-class conductors and musicians,
reflecting both Lebanese cultural heritage and a
commitment to excellence. This institution not only
enhances national pride but also serves as an ambassador
of Lebanese culture on the international stage.



Institutional and Legal Reforms

• Full Enforcement of Existing Laws:

The government adopts a merit-based application of the
law. Past cases of neglect—such as the decades-long
denial of rights at the Conservatory—are revisited and
remedied. Enforcement is extended equally across all

institutions, setting a precedent that legal personhood and
rights are non-negotiable.

• Transparent Oversight and Accountability:

Reforms include establishing independent bodies to
monitor compliance with labor and cultural policies. By
holding institutions accountable, Lebanon can rebuild

public trust and stimulate a vibrant cultural sector.
.

Predicted Outcomes

• Renewed Cultural Vitality:

As institutions are modernized and legal protections
restored, Lebanese cultural life flourishes. The
Conservatory and Orchestra become centers for creativity
and innovation, attracting talent from around the world.

• Enhanced International Reputation:

A commitment to the rule of law and cultural excellence
boosts Lebanon’s standing globally. International
partnerships and investments follow, further enriching the
country’s cultural landscape.



.• Long-Term Social and Economic Benefits:

Beyond the arts, enforcing laws equitably helps stem brain
drain, promotes fair employment, and contributes to overall

economic stability.

Path 2: The Status Quo—Selective
Enforcement and Continued Neglect

• Continued Selective Law Enforcement:

Power brokers and money interests continue to manipulate
the legal system. As seen in the Conservatory case, laws
are enforced unevenly—targeting dissent and minor
infractions while ignoring systemic abuse  oai_citation:1‡A
SYSTEMIC FAILURE.docx. This selective enforcement
preserves an outdated power structure.

• Erosion of Public Trust:

With no genuine reform in sight, the public grows
increasingly cynical. Institutions that should serve as
cultural beacons instead reinforce a paradigm of impunity
and exploitation.

Predicted Outcomes

• Cultural Decay and Talent Drain:

Over time, the absence of accountability leads to the
gradual erosion of Lebanon’s cultural institutions.
Talented musicians and artists, already weathering
multiple crises, leave the country or become disillusioned,
further weakening the cultural fabric.



• Economic and Social Instability:

The failure to enforce laws fairly undermines investor
confidence and hampers social progress. As legal
protections remain a privilege for a few, economic
inequality deepens and institutional decay accelerates.

• A Lost Opportunity for National Renewal:

Without addressing past injustices and reinforcing the rule
of law, Lebanon risks its cultural legacy. The Conservatory
and potential national Orchestra remain symbols of what
could have been—a nation with a vibrant, accountable, and
dynamic cultural scene.

Bottom line:
Lebanon stands at a critical juncture. The future of its
cultural institutions—and by extension, its societal well-
being—depends on the choice between two divergent
paths. A merit-based, transparent enforcement of laws
can transform the National Higher Conservatory of Music
and the Lebanese Philharmonic Orchestra into pillars of
national pride and international acclaim. In contrast, a
continuation of selective law enforcement risks
perpetuating systemic neglect, exploitation, and cultural
decay.
The choice is not merely legal or administrative; it is a
decision about the future identity of Lebanon itself.
Without full accountability and the unwavering application
of its laws, nothing truly worth saving can be preserved.
Conversely, by insisting on justice and fairness, Lebanon
has the opportunity to redefine its cultural and national
narrative for generations to come.
This document aims to provide a comprehensive
comparative vision—offering decision-makers and
stakeholders a clear view of the stakes involved and the
paths that lie ahead.



RECOMMENDATIONS FOR ACTION

✔ Recognize 30 years of service under Decree 112/1959.
✔ Ensure pension & back pay allocation.

✔ Issue a Prime Ministerial directive enforcing compliance.

LEGAL & ADMINISTRATIVE STEPS

07

✔ Government must publicly announce legal enforcement.
✔ Media coverage should highlight legal victories.

✔ Enforce labor protections across all public institutions.

RESTORING PUBLIC TRUST

A clear choice:

Continue the status quo—perpetuating
exploitation and cultural decay.

1.

Enforce the law fairly—restoring justice,
artistic excellence, and national integrity.

1.

CONCLUSION
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For decades, Lebanon has prided itself on being a cultural and intellectual hub in the Arab world,
with institutions like the Lebanese National Higher Conservatory of Music playing a vital role in
shaping the nation’s artistic identity. However, beneath the surface lies a profound failure of
governance and justice, where laws exist in name but are rarely enforced, and where those who
contribute most are often left unrecognized. 

This book is a legal and factual indictment of Lebanon’s systemic failure to protect foreign 
workers, despite clear statutory mandates guaranteeing their rights. It is also a personal 
testimony of resilience and unwavering belief in the potential of this country. 

I came to Lebanon in 1994, just after the civil war, as one of the first foreign musicians to be 
hired at the Lebanese National Higher Conservatory of Music (LHNCM). For nearly 30 years, I 
have dedicated my life to this institution, playing for kings, queens, prime ministers, and 
parliamentarians, sharing the stage with extraordinary musicians, and performing in front 
of audiences as large as 70,000 and TV broadcasts reaching 6 million viewers. But above all, 
my greatest gift from Lebanon has been my daughter, who was born and raised here, educated 
in Lebanon’s finest schools, and is now attending one of the world’s leading universities on a 
$300,000 scholarship. The foundation she received here, the ability to speak three mother 
tongues fluently, is a testament to the richness of Lebanon’s education system. For this, I will 
always remain grateful beyond words. 
And it is precisely because of this love for Lebanon that I refuse to accept the legal invisibility, 
administrative neglect, and labor exploitation that I and many others have endured. This is 
not just my fight—it is the fight of every foreign worker who has built a life here, paid into 
a system that refuses to recognize them, and been denied the most basic legal protections. 

Indexed Legal Reference: 'A System of Exclusion' 

A System of Exclusion 
A Comprehensive Legal Analysis of Systemic Violations in Lebanon’s Labor and 
Social Security Framework 

Foreword 



• The 1995 Ministerial Decree mandates equal treatment for foreign workers, including 
pensions, health insurance, and labor protections.
Lebanese Social Security Law requires that all employees contributing to the system
receive benefits.
Court rulings have confirmed that misclassified workers are entitled to the same
protections as their Lebanese counterparts. 

•
• 

Yet, these laws remain unenforced. The Ministry of Labor, while acknowledging these rights, 
has abdicated its responsibility and allowed employers to decide at their discretion whether 
to follow the law or ignore it entirely. The result has been three decades of stolen wages, 
denied pensions, and complete institutional indifference. 
Why This Moment Matters 
This document is not merely a legal brief; it is an urgent call to action.

Lebanon is at a crossroads. If it ever hopes to rebuild a functioning legal system, an orchestra 
that can attract and retain top talent, and a conservatory that upholds artistic and ethical 
excellence, it must begin by enforcing its own labor protections. Without these 
reforms, Lebanon will continue to drive away its most skilled educators and artists, leaving 
behind a legacy of injustice and stagnation. 

The next step is clear: ✔ Immediate restitution of unlawfully withheld wages, pension
contributions, and benefits.✔ Recognition of full civil servant status for foreign educators,
ensuring long-term stability and parity with Lebanese colleagues. ✔ Structural reforms to
ensure that labor protections are not merely theoretical but actively enforced. ✔ A pension
that is pegged to the U.S. dollar to prevent further economic erosion. ✔ Legislation that
removes outdated reciprocity requirements, in alignment with international labor rights. 

justice over inertia, law over convenience, 
a testament to Lebanon’s potential and 

the time for action is now
a foundation of exploitation 

and indifference a man who comes from the 
highest court on Earth and who embodies the principles of justice and integrity—offers a 
glimmer of hope

This is Lebanon’s moment to prove that it values 
and dignity over systemic neglect. This book is both 
an indictment of its failures—a roadmap to fairness, accountability, and a legal system that
truly serves all who contribute to it. 

As I turn 60 years old, I know that . If these issues are not addressed, 
the future of Lebanon’s cultural institutions remains bleak, built on 

. The appointment of a new Prime Minister—

. If anyone can bring real reform, it is him. 

A Call for Leadership and Justice 



 

Introduction 
This document is an extremely comprehensive analysis of the many layers of
wrongdoing and the complete absence of regulatory oversight spanning 30 years.
It details how Lebanon’s labor and social security framework has actively failed
foreign workers, denying them legal visibility, protections, and basic human rights.
If there is ever going to be a future that makes sense for young people, an orchestra
capable of attracting and retaining top talent, or a system of ethics and
accountability within Lebanon’s labor institutions, these systemic failures must be
addressed. 

At present, there has never been—and never will be—any meaningful protection

for 
foreign workers at the Lebanese National Conservatory and PhilharmonicOrchestra. 
The system has excluded them from legal recognition, prevented access to basic

labor 
rights, and denied them any possibility of accountability, oversight, or legalrecourse. 
This book lays out, in exhaustive detail: 

To correct these longstanding violations, this book demands: 

• The systemic denial of rights spanning three decades. 
• The failure of Lebanon’s labor authorities to enforce their own laws. 
• The financial damages and withheld payments suffered by foreign workers. 
• The fundamental lack of legal standing for non-Lebanese employees. 

This document specifically details the 30-year tenure of Professor Thomas Hornig at the
Lebanese National Higher Conservatory of Music, outlining: 

• Unpaid wages, withheld benefits, and denied employment rights. 
• His exclusion from full civil servant status despite fulfilling the same role as 

Lebanese colleagues. 
His wrongful classification under the Ministry of Culture, instead of the Ministry 
of Education, where he should legally fall under the category of a high-level 
educator. 
The denial of pension rights despite decades of contributions. 

• 

• 
• A legal roadmap for restitution, including the full reimbursement of withheld 

earnings and benefits. 

Proposed Remedies and the Path Forward 

A Specific Case: The Exclusion of Professor Thomas Hornig 



1. Returning all unlawfully withheld wages, pension contributions, and benefits.
2. Recognizing Professor Hornig as a full-time civil servant under the Ministry of 

Education, not Culture. 
3. Providing a pension that is pegged to the U.S. dollar to prevent further 

economic erosion. 
4. Enforcing labor protections for foreign workers in alignment with Lebanese law 

and international labor standards. 
5. Implementing mechanisms for true oversight and accountability within 

Lebanese labor institutions. 

Without these fundamental changes, Lebanon’s National Conservatory and 
Philharmonic Orchestra will continue to operate in a system of exploitation, 
discouraging international talent and violating basic human rights. This document is 
both a legal indictment of Lebanon’s labor failures and a policy roadmap for urgent 
reform. 
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Conclusion: A Future Built on Resolve and Gratitude 
At every opportunity, Professor Thomas Hornig expresses his profound gratitude for all that
Lebanon has given him. He often says that if he had to do it all over again, even with the legal
and administrative invisibility he has endured, he wouldn’t hesitate. The richness of his
experience in Lebanon—the privilege of playing for kings, queens, prime ministers, and
parliamentarians, the honor of sharing the stage with extraordinary musicians, and
performing for audiences of up to 70,000 in person or 6 million on television—has been 
immeasurable. Yet, above all else, the greatest gift of his life has been the birth of his daughter 
in Lebanon. 

Thanks to the world-class education she received here, she is now on a $300,000 scholarship 
at one of the world’s top universities. Unlike most, she possesses three mother tongues, an 
extraordinary ability that reflects the depth of Lebanon’s linguistic and cultural wealth. Professor 
Hornig acknowledges that words cannot express the gratitude he feels toward this country, 
which gave his daughter such a strong foundation. 

And yet, 
. His in fighting for his legal rights stems from 

his 

. 

Professor Hornig is now . His family history suggests that , 
and the moment to address this . 

This is a moment for 
. 

precisely because of this deep love for Lebanon, he refuses to accept the injustice 
he has endured unyielding resolve

unshakable belief that solving these problems will lead to extraordinary outcomes—not 
just for himself, but for the professors of the National Conservatory, the students, their 
families, and for Lebanon itself

60 years old his time to act is limited
seemingly intractable problem is nowDecades of systemic 

negligence, where no one is responsible, no one is held accountable, and nothing ever 
changes, cannot continue.
leadership that refuses to tolerate injustice any longer

bold decisions, moral courage, and 

With the appointment of a new Prime Minister—a man who, in Professor Hornig’s view, is 
the closest thing Lebanon has had to true legal reform, coming from the highest court on 
Earth—there is hope. And hope is humanity’s most precious commodity. With the right 
leadership and decisive action, change is not only possible; it is inevitable. 
This book stands as both a testimony of gratitude and an unshakable demand for justice. The 
past 30 years of systemic violations must be corrected. The Lebanese government must act 
now—not just for Professor Hornig, but for all those who have suffered in silence. This is 
the time to restore dignity, fairness, and accountability to Lebanon’s institutions. 



Labor Ministry Exposure 
Legal Exposure of the Lebanese Ministry of Labor: Failure
to Enforce Foreign Worker Protections 
I. Introduction: Systemic Non-Enforcement of Labor Law 
The Ministry of Labor’s official response to the inquiry regarding foreign worker rights and
employer obligationsreveals a systemic failure to enforce existing labor protections. While the
Ministry acknowledges that Lebanese law mandates employer responsibility for work permits,
residency, healthcare, and end-of-service indemnity (EOSI), it simultaneously abdicates its
duty to enforce these laws, delegating responsibility to employers without oversight.
This contradiction raises significant legal exposure for the Ministry of Labor, as it has failed
to uphold statutory obligations, violating both national and international labor standards.
This document examines: 

II. Key Admissions in the Ministry’s Response 
A. Ministry Acknowledgment of Employer Responsibilities 

The Ministry confirms that 
: 

1.
2.
3. 
4. 

– Employers must obtain and renew work permits for 
foreign workers. 

– Employers must cover the cost of residency permits for 
foreign workers. 

Healthcare Costs
coverage. 

End-of-Service Indemnity (EOSI)

– Employers must provide health insurance or medical 

– Employers must contribute to EOSI 
funds and pay severance benefits upon termination. 

1. Key admissions in the Ministry’s response and their legal implications.
2. The conflict between the Ministry’s stated role and its refusal to act.
3. Legal consequences of non-enforcement, including constitutional and 

administrative liability. 
4. Potential judicial remedies and paths for litigation. 

Lebanese labor law mandates the following employer 
obligations for foreign workers

Work Permit Fees

Residency Fees

•



•

• 

• 

• 

•
• 

•

• 

• 

• 

Legal Reference: 
o o 
o Ministerial Decree No. 621/1 (1995) on Foreign Worker Benefits. 

Lebanese Labor Code, Article 59.
Decree No. 13955/1963 (Social Security Law), Article 9(4). 

Despite confirming these legal protections, the Ministry explicitly states that
enforcement is left to employers.
The Ministry effectively waives its own oversight role, contradicting its statutory
duty to ensure compliance with labor laws.
This non-enforcement has persisted for over a decade, violating both legal and
ethical labor standards. 

The Ministry acknowledges the law but refuses to enforce it.
The Lebanese government’s own labor regulations clearly place enforcement
obligations on the Ministry, yet it relinquishes them to private employers, creating
legal inconsistencies.
Judicial rulings have affirmed that failure to enforce labor protections violates
administrative law principles. 

Article 7 of the Lebanese Constitution: Guarantees equal protection under the
law. The Ministry’s selective enforcement violates this constitutional mandate.
Lebanese Administrative Law: Requires government agencies to faithfully execute
statutory obligations. Abdicating enforcement contradicts this duty.
ILO Convention No. 118 (Equality of Social Security Rights): Lebanon’s failure to
enforce labor protections violates its international commitments. 

A. Contradiction Between Law and Non-Enforcement 

B. Violations of Constitutional and Administrative Law 

B. Ministry’s Abdication of Enforcement Responsibility 

III. The Conflict Between Legal Mandates and Ministry Inaction 



V. Legal Remedies and Litigation Strategies 
A. Filing an Administrative Lawsuit Against the Ministry 

IV. Legal Consequences of the Ministry’s Failure to Act 
A. Administrative and Constitutional Liability 

B. Employer Liability for Ministry-Endorsed Non-Compliance 

• 

• 

•

•

• 

• 

By failing to enforce laws, the Ministry has enabled employer violations
employers to liability for: 

o 
o Failure to provide work permits and healthcare.
o Wrongful denial of statutory benefits.

Unpaid social security and EOSI contributions.

Court Precedents on Employer Liability:
o
o 

Court of Labor Arbitration Ruling No. 730/1970

Shura Council Rulings (2020–2024)

Claim: The Ministry’s refusal to enforce the law constitutes a dereliction of duty
a violation of workers’ constitutional rights.
Legal Basis: 

o Lebanese Administrative Law (Government Accountability Principles). 
o Shura Council Rulings on Labor Oversight. 

The Ministry of Labor can be held liable in administrative court for failure to
uphold its statutory obligations.
Potential Legal Actions Against the Ministry: 

1. Constitutional Complaint – Filed before the Lebanese Constitutional 
Council, arguing that non-enforcement violates Article 7’s equality provision. 

2. Administrative Lawsuit – Challenging the Ministry’s refusal to act as an 
abuse of discretion under Lebanese administrative law. 

3. ILO Complaint – Filed with the ILO Committee on Freedom of 
Association, citing Lebanon’s failure to protect foreign workers. 

 and 

, exposing 

– Recognized reciprocity 
for foreign workers and ruled against employer denials. 

– Courts have increasingly ordered 
restitution for workers denied social security due to employer negligence. 



B. Legislative and Policy Reform 

B. Employer Litigation for Non-Compliance 

C. International Legal Action Against Lebanon 

A. Immediate Steps for Government Accountability 

• 

• 

•

•

ILO Complaint:
treaty obligations
Application of Standards
Human Rights Petition:
Committee
(Right to Social Security).

 Amend Article 59 of the Labor Code
against foreign workers.
Strengthen Ministry of Labor enforcement mechanisms
labor laws.
Increase legal protections for foreign workers

Strategy: Foreign workers can sue employers directly
EOSI, citing Lebanese Court of Cassation rulings
Legal Reference: 

o Beirut Labor Arbitration Council Decision (2023) on Retroactive Social
Security Payments. 

o Court of Cassation (2024) on Real-Value Compensation for Labor 
Violations. 

ILO 
Committee on the 

United Nations Human Rights 
ICESCR Article 9 

1.

2.

3.

1.

2.

3.

 Lebanon’s non-enforcement of labor protections violates its 
, justifying a formal complaint before the ILO’s 

. 
Filed before the 

, alleging discrimination against foreign workers under 

 for unpaid social security and 
on employer liability. 

 to eliminate reciprocity-based discrimination 

to ensure compliance with 

to prevent employer exploitation. 

 The Ministry of Labor must issue an official directivemandating full enforcement 
of existing labor laws.
Employers who have failed to meet their obligations must be audited and required
to make retroactive payments.
A judicial review must be initiated to determine constitutional
violations stemming from the Ministry’s non-enforcement. 

VI. Conclusion and Recommendations 



By 
its 
the 
pursue 

1. How was reciprocity established in Lebanese labor law, and how has it been 
interpreted by the courts? 

2. Why was the 1970 American Worker Case never codified, and how has that 
omission affected labor rights enforcement? 

, Lebanon can align 
. If 

, affected workers should 
to secure their rightful protections. 

Reciprocity, as outlined in , dictates that foreign 
workers are only entitled to the same labor protections as Lebanese workers 

. Historically, this principle has been 
used to ; however, key judicial rulings—most 
notably the —have redefined reciprocity 
to be based on . 

Despite this landmark ruling, Lebanese labor law to reflect this decision, 
leading to continued misapplications of reciprocity-based exclusions. This oversight has resulted 
in , where 

. 

under , 
, and contradicts Lebanon’s commitments under 

challenging the Ministry’s failure to enforce labor protections
legal system with constitutional mandates and international labor standards
government continues to abdicate its responsibility

judicial and international legal remedies

Article 59 of the Lebanese Labor Code
if their home 

country provides similar rights to Lebanese nationals
restrict labor protections for foreign workers

1970 American Worker Case (Ruling No. 730/1970)
implied international standards rather than formal treaties

was never amended

systemic discrimination foreign workers who legally qualify for benefits are 
denied their rights due to outdated interpretations

Additionally, reciprocity is unconstitutional Article 7 of the Lebanese Constitution
which guarantees equality before the law
international labor treaties such as ILO Convention No. 118 (Equality of Social Security 
Rights) and the International Covenant on Economic, Social, and Cultural Rights 
(ICESCR), Article 9 (Right to Social Security). 

 
Reciprocity Reform 
Reciprocity in Lebanese Labor Law: Unconstitutional,
Outdated, and Discriminatory 
A Deep Dive into Legal Conflicts, Oversight Failures, and Reform
Imperatives 
I. Introduction: The Legal and Ethical Problem of Reciprocity in Lebanese
Labor Law 

Key Research Questions 



3. Does 
standards? 

4. What 
5. How do 

adopt? 

Additionally, 
for social security benefits. 

 and international labor 

exist to challenge reciprocity-based exclusions today? 
, and what best practices should Lebanon 

reciprocity violate the Lebanese Constitution

legal remedies
other countries handle reciprocity

Facts: An American worker in Lebanon sought EOSI under Article 59. The
employer denied the claim, arguing that Lebanon and the U.S. had no formal
reciprocity treaty.
Court Ruling: 

o The court referenced official attestations from the U.S. Embassy in Beirut, 
confirming that Lebanese workers in the U.S. receive Social Security
benefits. 

o The court ruled that reciprocity was satisfied, despite no formal treaty, 
and granted the worker full EOSI benefits. 

Legal Impact: This ruling expanded the definition of reciprocity, establishing
that actual social security treatment—not formal treaties—determines
reciprocity. 

Article 54: Employers must pay one month’s salary per year of service as end-of-
service indemnity (EOSI).
Article 55: Workers who reach 60 years of age or serve 25+ years have the right to
claim EOSI.
Article 59: Foreign workers are entitled to labor protections only if their home
country provides reciprocal treatment to Lebanese workers. 

Social Security Law (Decree No. 13955/1963, Article 9(4)) requires reciprocity 

II. The Legal Framework: Reciprocity in Lebanese Labor Law 

A. Key Articles in the Lebanese Labor Code 

C. Contradictions Between Reciprocity and Established Law 

B. Judicial Evolution of Reciprocity: The 1970 American Worker Case 

• 

• 

• 

•

•

•



•

•

•

•

•

•

•

 
Legal Implications: 

o Any law or policy that discriminates based on nationality violates Article 7. 
o Reciprocity enforces inequality, treating foreign workers differently based

solely on nationality. 

Uncodified Precedent: Despite the 1970 ruling, Article 59 was never updated,
meaning many foreign workers continue to be denied EOSI and social security
benefits.
Conflict with the 1995 Ministerial Decree: The 1995 Ministerial Decree mandates
that foreign workers at the Conservatory receive full benefits, including pensions,
yet reciprocity-based denials persist.
Administrative Misapplication: Lebanese officials still default to outdated
reciprocity rules, contradicting established court decisions. 

Reciprocity creates an unequal legal system: 
o Foreign workers must prove their home country offers equal benefits, 

while Lebanese workers receive protections automatically. 
o Workers from stateless or conflict-ridden countries(e.g., Palestinians, 

Syrians) face automatic exclusion. 
Unconstitutional Nationality-Based Discrimination: 

o Lebanese courts have banned discrimination in labor rights (e.g., Court of 
Cassation Ruling No. 1372/1969, granting Palestinian workers equal EOSI
despite lack of reciprocity). 

o Reciprocity violates Article 2 of the Universal Declaration of Human 
Rights, which Lebanon has ratified. 

III. The Constitutional Conflict: Reciprocity vs. Article 7 of the Lebanese
Constitution 
A. Constitutional Guarantee of Equality 

C. Failure of Legal Oversight 

B. Reciprocity vs. Fundamental Rights 

Article 7 of the Lebanese Constitution states: “All Lebanese shall be equal before
the law. They shall equally enjoy civil and political rights and shall equally be bound 
by public obligations and duties without any distinction.”



•
•
• 

•
• 

• 

1.  File a 
to strike down reciprocity under 

Reciprocity should be defined by actual treatment, not formal treaties.
Workers who contribute to a system should receive benefits, irrespective of
nationality.
Lebanese law must be updated to reflect the 1970 precedent. 

Constitutional Challenge:
Council

petition before the Lebanese Constitutional 
Article 7. 

The 1970 ruling should have triggered a legislative amendment.
No oversight mechanism exists to ensure outdated laws are corrected.
Lebanese institutions continue applying reciprocity rules that conflict with legal
precedent. 

V. Conclusion & Policy Recommendations 
A. Legal Remedies to Challenge Reciprocity in Lebanese Law 

IV. The International Perspective: How Other Countries Handle
Reciprocity 

France 

Germany

Canada 

Jordan 

Country Reciprocity Policy Current Approach 
Historically required
reciprocity for social
security. 

Had reciprocity 
conditions for pensions. 
Some pension benefits 
required reciprocity. 
Reciprocity applied to 
social security. 

Now grants equal treatment to foreign
workers, regardless of treaties. 
Eliminated nationality-based restrictions; 
foreign workers receive benefits based on 
contributions. 
Now allows foreign workers to qualify
based on contributions, not nationality. 
Now grants EOSI to all foreign workers, 
regardless of treaties. 

Lessons for Lebanon 



2.

3.

Lebanon's pension and labor laws underwent 
instability and the 
reviews: 

1. 
2. 
3. 
4. 

(All referenced laws, decrees, and Supreme Court cases appear here in 
Bibliography Format and Bluebook Legal Citations.) 
 
2024 Pension Labor Updates 
Recent 2024 Decrees and Legislative Updates on
Pensions and Labor 
I. Introduction 

 to address economic 
on social security entitlements. This analysis 

significant reforms in 2024
impact of currency devaluation

Law No. 319/2023: Private-sector pension reform.
Public-sector wage and pension adjustments.
Minimum wage increases and NSSF contribution updates.
Judicial responses to currency collapse and salary restitution. 

Chicago Notes-

 Litigation in Lebanese Courts: Workers denied EOSI can invoke the 1970 case, 
arguing judicial precedent overrides administrative decisions.
International Legal Pressure: File a complaint with the ILO Committee of
Experts, citing Lebanon’s violation of ILO Convention No. 118 and ICESCR,
Article 9. 

The Prime Minister should issue a directive enforcing the 1970 ruling, ensuring that all
foreign workers, particularly Americans, receive their legally entitled benefits, and begin
legislative reform to abolish reciprocity in labor law altogether. 

By codifying the 1970 American Worker Case into law, Lebanon can align 
with international labor standards and eliminate nationality-based discrimination in social 
security rights. 

B. Final Recommendation 

Bibliography & Legal Citations 



5. 

 introduces a 
to replace the old EOSI lump-sum model. 

The new system functions as a : 
o
o 

throughout their careers. 
instead of a one-time lump 

sum. 

o Workers are automatically enrolled. 
o Older employees may choose between the or the 

. 
The law allows by: 

o 
o 
o 

Previously ; now 
. 

, 

• Law No. 319/2023 (passed December 2023) mandatory pension 
system

• non-financial defined contribution (NDC) plan
Employees contribute to a notional account
Payouts are converted into monthly pensions

• Mandatory enrollment:
under age 49

lump-sum EOSI new 
pension scheme

• voluntary participation
Self-employed individuals.
Domestic workers.
Lebanese expatriates.

• Foreign workers:
eligible for full pension participation or withdrawal options upon departure

paid into NSSF without benefiting from EOSI

• Expected contribution rate: ~17–18% of wagessplit between employer and 
employee. 

Legal Reference 

• 
• 

Law No. 319/2023 (Lebanon’s Private Pension Reform). 
NSSF Regulations on Pension Enrollment and Contributions (2024). 

Comparative analysis of Lebanon’s labor framework with international pension
models. 

II. Law No. 319/2023: Private-Sector Pension Reform 
A. Transition from End-of-Service Indemnity (EOSI) to Lifetime
Pensions 



III. Public-Sector Wage and Pension Adjustments 
A. 2024 Salary and Pension Increases for Civil Servants 

IV. Minimum Wage and NSSF Contribution Adjustments 
A. Minimum Wage Increase for Private Sector Workers 

B. NSSF Contribution Adjustments 

B. Pension Inflation Adjustments vs. Temporary Wage Increases 

•

• 

• 

• 

• 

Late 2023: National minimum wage tripled from LL 9 million to LL 27 million
(~$300).
Higher minimum wage lifts base for EOSI and new pension calculations. 

•
• 

Unlike the private-sector pension overhaul, public pensions remain pay-as-you-go.
Raises were enacted via emergency decrees, rather than fundamental pension
reform.
No permanent adjustment mechanism was introduced; future raises will require
additional government action. 

• 

Legal Reference 

• Council of Ministers Decree (February 2024) on Civil Service Pay Adjustments. 
• Lebanese Public Pension Framework (Pre-existing Laws). 

February 2024: The Council of Ministers approved emergency salary
adjustments: 

o 3× salary increase for military and security forces (and their retirees). 
o 2× salary increase for civil servants. 

These increases affect pensions, since public-sector pensions are calculated as a
percentage of final salary.
Despite adjustments, real pension values remain low: 

o Pre-crisis pension (~LL 6 million or ~$4,000) now adjusted to ~LL 54 
million (equivalent to only a few hundred USD at market rate). 

o Highest civil service pensions post-raise range from ~$400–$1,200/month. 



• 

• 

• 

• 

• 

Lebanon’s ongoing financial crisis (2019–2024) saw the collapse of the LL
1,500/USD peg.
Judicial trend: Employees demanding back-pay and pensions in real monetary
terms, not devalued LBP.
Key Cases: 

1. Court of Cassation (2023): Overturned a ruling that allowed salary arrears to 
be paid at the old LL 1,500 rate. 

2. Beirut Labor Arbitration Council (2023): Ordered real-value 
compensation for unpaid wages. 

3. Shura Council Rulings (2024): Acknowledged that pension payments must 
reflect purchasing power losses. 

Courts have ruled that employers cannot exploit currency devaluation to settle
obligations at nominal LBP values.
Legal argument: Real-value adjustments prevent unjust enrichment and ensure
contractual fairness. 

• NSSF Memorandum No. 740 (February 2024): 
o Mandates that all salaries paid in foreign currency be declared at the 

official exchange rate (~LL 89,500 per $1). 
o Prevents employers from reporting wages at the obsolete LL 1,500 rate to 

reduce contributions. 
• Decree No. 12962 (March 2024): 

o Increased NSSF sickness and maternity contribution ceilings to five times 
the minimum wage. 

o Reflects new salary scales and inflation adjustments. 

Legal Reference 

• NSSF Memorandum No. 740 (2024). 
• Decree No. 12962 (March 2024) on NSSF Healthcare Contributions. 

V. Judicial Responses to Currency Collapse and Salary Restitution 
A. Legal Challenges to Devalued Public Salaries and Pensions 

B. Real-Value Compensation for Pension and Salary Arrears 



Legal Reference 

• Court of Cassation Decision (2023) on Salary Payment Adjustments. 
• Beirut Labor Arbitration Council Ruling (2023) on Real-Value Wages. 
• Shura Council Pension Restitution Cases (2024). 

• France & U.S. models: Guarantee retirement income security with high mandatory
contributions.
Lebanon’s 2024 reforms align with international best practices by replacing lump-
sum EOSI with periodic pensions.
Full foreign worker inclusion remains a gap, pending further legal decrees. 

• 

• 

Legal Reference 

• 
• 

International Social Security Agreements (France, U.S.). 
Lebanon’s Pension Law No. 319/2023. 

VI. Comparative Legal Analysis: Lebanon vs. International Pension
Models 

Country PensionSystem Type 
Lump-Sum 
EOSI 
Lifetime 
Pension 
(NDC) 
Defined
Benefit 
Social 

Lebanon 
(Pre-2023) 
Lebanon 
(2024 
Reform) 

France 

United States Security 

Mandatory
Contributions Foreign Worker Inclusion 

8.5% of wages 

~17–18% of 
wages 

16–18% of wages 

12.4% of wages 

Limited(reciprocity-based) 

Expanded(foreigners can 
enroll or withdraw) 

Full inclusion 

Full inclusion 

A. Policy Lessons from Global Pension Systems 



I. Introduction 
Social security law in Lebanon presents a complex intersection between 

VII. Conclusion & Policy Recommendations 

II. Statutory Framework: Lebanese Social Security Law 
A. NSSF Structure and Mandatory Coverage 

. While the 
mandates universal employee coverage, 

This chapter examines: 

1. 
2. 
3. 
4. 

 and ensure 

1. Ensure timely implementation of the private pension scheme.
2. Integrate foreign workers fully into the pension system.
3. Strengthen real-value salary and pension compensation mechanisms.
4. Enhance NSSF enforcement against employer non-compliance.
5. Consider unifying private and public pension structures for long-term 

sustainability. 

By enforcing these reforms, Lebanon can modernize its retirement system
security amid economic uncertainty.  
Social Security Noncompliance 
Social Security Law in Lebanon and Employer Non-
Compliance: A Comprehensive Legal Analysis of Missed
Contributions, Family Allowances, and Remedies 

The statutory framework of the NSSF, its benefits, and coverage.
Employer liability for failure to register workers or remit contributions.
Judicial precedents (2020–2024) on employee claims for unpaid social security.
Restitution mechanisms for employees, including real-value compensation in
cases of currency devaluation.

statutory obligations, 
employer compliance, and judicial enforcement National Social Security Fund 
(NSSF) systematic non-compliance by employers—
especially public institutions—has resulted in financial and legal ramifications for workers. 

pension 



The grants monthly stipends for dependents, contingent 
on employer contributions. 
The requires employer contributions 
of , ensuring a lump-sum payout upon contract termination or 
retirement. 

Non-registration of employees leads to direct employer liability for unpaid 
indemnities.

• Family Allowances branch

• End-of-Service Indemnity (EOSI) fund
8.5% of salaries

• 

Legal Reference 

• 
• 

Lebanese Labour Code, Article 49. 
Social Security Law, Articles 9, 59, 62. 

• The Social Security Law (Decree No. 13955/1963)established the National Social
Security Fund (NSSF), composed of: 

1. Sickness and Maternity Branch
2. Family Allowances Branch
3. End-of-Service Indemnity (EOSI) Branch 

• Article 9 of the Social Security Law mandates compulsory registration of all
salaried employees, with employer contributions amounting to ~23.5% of wages.
Foreign workers must be registered unless exempted under a reciprocity clause. • 

Legal Reference 

• Decree No. 13955/1963 (Social Security Law), Articles 9 & 59. 
• NSSF Administrative Memorandum No. 740 (2024). 

A. Consequences of Failure to Register Employees with NSSF 

B. Employer Obligations for Family Allowances and End-of-Service
Indemnities 

III. Employer Non-Compliance and Legal Consequences 



Violation Legal Penalty 
Back-payment of all due contributions, fines, and 
interest penalties (up to 12% annually). 
Employer liable for withheld amounts and potential 
fraud charges. 
Employer must compensate employees for unpaid 
stipends. 
Employer must pay full EOSI lump sum directly. 

Non-registration of
employees 
Non-remittance of 
NSSF deductions 
Failure to pay family 
allowances 
Denial of EOSI benefits 

B. Family Allowances and End-of-Service Indemnities 

A. Landmark Cases on Retroactive Social Security Registration 

B. Employer Liability for Deducted but Unremitted Contributions 

• 

• 

• 

•  Employers who fail to provide 
. 

Beirut Labor Arbitration Council (2023):
allowances for eligible employees must pay lump-sum equivalents

family 

• Employers who deduct employee contributions but fail to remit them to NSSF may
face civil and criminal penalties.
Courts have ruled that employees may sue for reimbursement of deducted
amounts, plus statutory interest. 

• 

Legal Reference 

•
• 

Social Security Law (Decree No. 13955/1963), Articles 62–64.
Beirut Labor Arbitration Council Decision (2022) on employer reimbursement
obligations. 

State Shura Council Ruling (2022): Held that a public hospital must retroactively
enroll unregistered staff and compensate them for unpaid EOSI benefits.
Mount Lebanon Labor Council (2023): Ordered a university to reimburse a
foreign professor for decades of missing contributions.
Court of Cassation (2024): Confirmed that employers withholding NSSF
contributions must compensate workers in real monetary terms, not devalued LBP. 

IV. Judicial Precedents on Social Security Non-Compliance (2020–2024) 



• 

• 

• 

• University Contract Instructors Case (2022): Reaffirmed that contractual
employees qualify for EOSI unless explicitly exempted. 

Legal Reference 

• 
• 

State Shura Council Ruling (2022) on Public Hospital Staff. 
Court of Cassation (2024) on Real-Value Compensation. 

•
• 

Employees may file complaints with NSSF, triggering employer audits.
Labor courts have consistently ruled in favor of retroactive EOSI payments, with
statutory interest applied.
Employers who refuse to pay may face asset seizures under Article 64 of the
Social Security Law. 

• 

Legal Reference 

• 
• 

Lebanese Civil Code, Articles 221–301 (Contracts and Compensation). 
Beirut Labor Arbitration Council Decision (2023) on Real-Value EOSI Payments. 

Since 2019, the Lebanese pound lost over 98% of its value, prompting lawsuits
for EOSI payments in USD-equivalent terms.
Recent labor court rulings mandate payment of EOSI and withheld contributions
at current market rates, not obsolete official rates.
The Beirut Labor Arbitration Council (2023) ordered real-value compensation
for withheld social security benefits. 

V. Remedies for Employees: Real-Value Compensation and Restitution 
A. Currency Collapse and the Shift Toward Real-Value Compensation 

B. Enforcement and Legal Recourse 



I. Introduction 
This document examines the 

VI. Policy Recommendations for Strengthening Social Security
Compliance 
A. Strengthening NSSF Enforcement Mechanisms 

B. Legal Reform and Social Protection Expansion 

1
.
2
.
3
.

By enforcing 
ensure 
 
Social Security Reciprocity 
Lebanese Social Security, Reciprocity, and Employer
Liability (1970s–2024): Legal Analysis 

, and 
obligations. The analysis is structured as follows: 

1. 
2. 
3. 
4. 
5. 
6. 
7. 

, 
for failing to meet statutory 

evolution of Lebanese social security lawsreciprocity 
requirements for foreign workers employer liability

Increase labor inspections to detect unregistered workers.
Impose automatic penalties on institutions that fail to remit contributions.
Ensure that EOSI payments reflect real-value compensation. 

Historical precedents on reciprocity and social security access.
Legal framework under the 1995 Ministerial Decree.
Recent case law (2023–2024) on foreign workers and misclassification.
Employer liability for withheld contributions and penalties.
Judicial evolution and policy changes from the 1970s to 2024.
Impact of Lebanon’s financial crisis and real-value compensation disputes.
Comparative legal perspectives on reciprocity and foreign worker protections. 

1. Abolish reciprocity conditions for foreign workers’ NSSF eligibility.
2. Mandate transparent disclosure of social security deductions on payslips.
3. Create an independent workers’ compensation board to adjudicate unpaid social 

security claims. 

these reforms, Lebanon can modernize its social security system and 
employer compliance with labor protections. 



III. The 1995 Ministerial Decree and Foreign Worker Protections 
A. Changes to Foreign Employment Regulations 

II. Historical Precedents on Reciprocity and Social Security Access 

A. The 1970s Ruling on Reciprocity 

B. Effect on Foreign Faculty and Musicians 

• 

• 

• 

Order No. 621/1 (15 December 1995) reaffirmed jobs restricted to Lebanese
nationals but introduced key exceptions for foreign faculty and musicians.
Allowed work permit exemptions for foreign professors and artists if they met
residency, marriage, or exceptional qualifications.
Did not alter the reciprocity requirement for social security access, meaning only
foreign workers from reciprocal states qualified for NSSF benefits. 

• Article 59 of the Lebanese Labour Code (1946) states that foreign workers enjoy
equal labor rights as Lebanese nationals, provided their home country grants
similar treatment to Lebanese workers.
Decree-Law No. 13955/1963 (Social Security Law), Article 9(4) conditions foreign
employees’ access to National Social Security Fund (NSSF) benefits on reciprocity.
Landmark Case (1970s): A U.S. national in Lebanon was granted end-of-service
indemnity (EOSI) despite no formal treaty. The Labour Arbitration Council ruled
that the U.S. Social Security system met reciprocity requirements.
Impact: By the 1980s–2000s, courts expanded this precedent to include French,
British, German, and other Western nationals under reciprocal treatment. 

• 

• 

• 

Legal Reference 

•
• 

Lebanese Labour Code (1946), Article 59.
Social Security Law (Decree No. 13955/1963), Article 9(4). 

• 1970s Labor Arbitration Council Decision on U.S. Worker EOSI Rights.
• Beirut Labor Arbitration Rulings (1980s–2000s) on Western Nationals. 



• 

• 

• 

, but 

 Ruled that a 
. 

Ordered a 
misclassified as a contractor. 

• Universities and cultural institutions could now legally hire foreign talent
benefits remained tied to reciprocity.
Many foreign instructors found themselves contributing to NSSF without
eligibility for EOSI or health benefits. 

• 

Legal Reference 

• Order No. 621/1 (1995 Ministerial Decree). 
• Decree-Law No. 17561/1964 (Foreign Worker Employment Regulation). 
• Judicial interpretations on faculty labor rights (1995–2005). 

Beirut Labor Arbitration Council (2023):
entitled to full NSSF coverage, including EOSI

European worker was 

Mount Lebanon Labor Council (2024):
NSSF contributions and EOSI to a foreign professor

university to pay retroactive 

Trend: Courts now prioritize substantive employment status over contractual
designations. 

• Court decisions have held employers liable for back contributions and penalties
for failure to register employees with NSSF. 

• Misclassified “consultants” and “independent contractors” have won EOSI 
claims based on factual employment relationships. 

Legal Reference 

• Beirut Labor Arbitration Council Ruling (2023). 
• Mount Lebanon Labor Council Ruling (2024). 
• Lebanese Social Security Law (Decree No. 13955/1963), Articles 76–81. 

NSSF 

IV. Recent Case Law (2023–2024) on Foreign Workers and
Misclassification 
A. NSSF Eligibility and Employer Liability 

B. Employer Misclassification and Worker Protections 



VI. Currency Collapse and Real-Value Compensation for EOSI 

V. Employer Liability for Withheld NSSF Contributions and Penalties 
A. Legal Consequences for Employers 

B. Court Enforcement Trends 

A. The LBP Devaluation and Legal Disputes 

B. Emerging Legal Precedents on Real-Value Compensation 

Violation Legal Penalty 

Fines and back payment of contributions. 
Employer must pay EOSI and full benefits 
retroactively. 
Employer liable for damages and unpaid 
benefits. 

Business closure or criminal penalties. 

Failure to register an employee
with NSSF 

Misclassification of employees 

Withholding family allowances 
Evading work permit 
requirements 

•
• 

Since 2019, the Lebanese pound (LBP) lost over 98% of its value.
EOSI payouts became severely devalued, prompting lawsuits for compensation in
USD-equivalent value. 

• Judges have increasingly awarded retroactive registration and penalties to
workers denied NSSF benefits.
Companies that deducted but failed to remit NSSF contributions have been found
liable for fraud. 

• 

Legal Reference 

• 
• 

Social Security Law (Decree No. 13955/1963), Articles 76–81. 
Beirut Labor Court Rulings on NSSF Evasion (2023–2024). 



• Lebanon is bound by the ICESCR (International Covenant on Economic, Social
and Cultural Rights), which guarantees the right to social security without
nationality-based discrimination.
ILO Convention No. 118 (not yet ratified) calls for equal treatment in social
security. 

• 

Legal Reference 

• 
• 
• 

ICESCR, Article 9 (Social Security). 
ILO Convention No. 118 (Equality in Social Security). 
U.S. and EU Social Security Agreements with Foreign Nationals. 

• Beirut Labor Council (2022): Ordered EOSI to be calculated at market exchange
rate, not official rate.
University Professor Case (2023): Court mandated fresh USD payment or fair LBP
conversion to prevent unjust enrichment. 

• 

Legal Reference 

• 
• 
• 

Beirut Labor Arbitration Council Decision (2022). 
University Professor Case (2023) on Real-Value EOSI. 
Lebanese Civil Code, Articles 221–301 (Contracts and Compensation). 

VII. Comparative Legal Perspectives on Reciprocity and Social Security 
A. Global Models of Foreign Worker Protections 

B. International Legal Commitments 

Country
United 
States 

France/EU 
Lebanon 

Reciprocity
Condition? 

No 

No 
Yes 

Foreign Worker Protections 

Social Security covers all legal workers. 
Full access to pensions and health 
benefits. 
Reciprocity required for NSSF benefits. 



1.
2.
3.
4. 

By implementing these reforms, Lebanon can modernize its
with international labor standards. 
 
Faculty Regulations Lnhcm 
Faculty Regulations at the Lebanese National
Conservatory (1995): An In-Depth Analysis 
I. Legal Basis and Framework of the 1995 Decree 
A. Establishment and Authority 

VIII. Conclusion & Policy Recommendations 
Abolish reciprocity requirement for NSSF benefits. Mandate employer
registration of all employees regardless of nationality. Adopt legislation
pegging EOSI to real-value compensation. Strengthen enforcement
mechanisms against NSSF evasion. 

social security system and align 

The decree aligns faculty employment regulations with the State Civil Service Law
(Decree-Law 112/1959).
Article 17 of the 1995 Decree provides that Conservatory faculty are subject to
state employee regulations and retirement systems, except where the
Conservatory’s own rules apply.
Unlike private-sector employees, Conservatory faculty are governed by public
administrative law rather than the Lebanese Labor Code.
Ministry of Culture Implementation: 

The Lebanese National Higher Conservatory of Musicwas originally founded in
the 1920s and became an autonomous national institution under the Ministry of
Education in 1959.
The 1995 Ministerial Decree (often referenced as Conservatory Board Decision No.
2 of 26 August 1995) formally upgraded the institution to a National Institution of
Higher Education.
The decree was issued under the authority of the Ministry of Culture, which assumed
oversight of the Conservatory in the 1990s. 

B. Legal Framework and Oversight 

•

•

•

• 

• 

• 

• 



o The Minister of Culture must approve faculty appointments, contract 
renewals, and dismissals.
The Conservatory’s budget, salaries, and benefitsmust conform
to government budget approvals.
The institution is subject to financial oversight under Law No. 36/2008,
with audits by the Ministry of Finance. 

o
o 

Legal Reference 

•
• 

Conservatory Board Decision No. 2 of 26 August 1995.
Decree-Law 112/1959 (Civil Service Law). 

• Law No. 36/2008 (Financial Monitoring of Public Institutions). 

The decree establishes a three-tier faculty ranking system: 
1. Instructors (مدرّّرّّبون) – Entry-level faculty. 
2. Assistant Professors (أساتذة مساعدین) – Mid-level faculty. 
3. Professors (أساتذة) – Senior faculty. 

Unlike European models, no state diploma is required for faculty appointments, 
emphasizing musical skill and reputation over formal academic credentials. 

Key Employment Rights: 
o 
o Annual leave and holidays as per academic schedules. 

Salary or hourly remuneration based on official pay scales. 

o 
o Participation in academic committees and faculty advisory boards. 

Pension and end-of-service benefits based on employment status. 

Key Faculty Obligations: 
o Adherence to class schedules, performance standards, and Conservatory 

regulations. 
Compliance with public-sector conduct codes(Article 15 of the Civil Service 
Law). 

o 

o Limitations on outside employment to prevent conflicts of interest. 
o Strict disciplinary procedures for absenteeism or professional misconduct. 

•

•

•

•

II. Faculty Classification and Employment Rights Under the 1995 Decree 
A. Faculty Ranks and Titles 

B. Rights and Obligations of Faculty Members 



C. Tenure and Contract Terms 

A. End-of-Service Indemnities and Pension Rights 

B. Financial Oversight and Budgetary Constraints 

•
• 

• 

•
• 

Legal Reference 

•
•
• 

Lebanese Social Security Law, Decree No. 13955/1963, Article 9.
NSSF Regulations on End-of-Service Indemnities.
Government Salary Adjustment Announcements (2023). 

The Conservatory’s faculty salaries
Economic crises (2019–2023) severely impacted salaries

90% of its budget.
, leading to: 

2023

• Faculty are divided into: 
o Cadre faculty (malaak)

benefits.
Contract facultyo 

• Most Conservatory faculty remain contract-based
track positions.
Contract renewals are subject to performance evaluation and ministerial
approval. 

• 

Legal Reference 

• 
• 

Conservatory Faculty Regulations, Article 17. 
Civil Service Law, Article 15. 

Lebanese faculty qualify for NSSF end-of-service benefits.
Foreign faculty often excluded from NSSF coverage due to reciprocity
requirements.
Contractual ambiguity leaves foreign faculty uncertain about retirement benefits. 

 constitute nearly 

Delayed salary payments. 
Mass faculty resignations due to declining wages. 
Emergency government interventions to raise salaries tenfold in . 

 – Permanent, tenured positions with full public-sector 

– Annual or hourly contracts, without guaranteed tenure. 
, with limited access to tenure-

o
o
o

III. Legal and Financial Implications for Faculty Employment 



. 
for contract faculty. 

administrative courts defer to ministerial discretion. 

Establish a . 
Define for Assistant Professors and Professors. 
Allow faculty participation in 

, as 

. 
The , which prohibits public-
sector employees from striking. 

Administrative courts tend to uphold dismissals based on public 
employee regulations. 

V. Recommendations for Policy Reform 
A. Clarification and Expansion of Faculty Rights 

IV. Legal Precedents and Faculty Disputes 
A. Faculty Dismissal and Disciplinary Cases 

B. Addressing Foreign Faculty Legal Gaps 

B. Non-Renewal of Contracts and Faculty Rights 

• 

• 

• 

•
•
• 

•
•
• 

• Exempt the Conservatory from strict foreign hiring restrictions. 

Faculty contracts are not automatically renewed
No formal tenure-track system exists
Legal challenges on tenure claims have generally been unsuccessful

transparent tenure-track system
promotion criteria

academic governance and policymaking. 

Legal Reference 

•
• 

Beirut Labor Court (2015) – Ruling on Public Employee Strikes.
Shura Council Decisions on Public Contract Employment (2018–2023). 

2022: Faculty Association Leader Eddie Dorlians dismissed for organizing 
strikes

Conservatory cited Article 15 of the Civil Service Law

Legal Implication:



•
• 

•
•
• 

Create a
Facilitate 

•
•
• 

Require
Improve 
Clarify 

By implementing these 
regulations,  
1995 Decree Analysis 
1995 Decree Governing the Lebanese National Higher
Conservatory of Music: Comprehensive Analysis 
I. Introduction 
The 1995 Decree (Law No. 431/1995) formally reorganized the Lebanese National Higher
Conservatory of Music (LHNCM)as an autonomous public institution. This decree remains the
cornerstone of the Conservatory’s legal framework, shaping its governance, financial
management, and faculty employment policies. 

This analysis evaluates the historical context, key legal provisions, enforcement challenges, 
and systemic governance issues surrounding the decree. It also examines its relevance to legal 
disputes, including faculty employment rights and institutional accountability. 

Implement
Peg faculty salaries to
Ensure faculty participation in 

parallel end-of-service indemnity fund for foreign faculty. 
work permit procedures for foreign cultural educators. 

cost-of-living adjustments (COLA). 
inflation or a stable foreign currency. 

national public salary adjustment initiatives. 

periodic faculty performance evaluations. 
financial audits to prevent payroll mismanagement. 

disciplinary procedures to avoid arbitrary dismissals. 

reforms, the Conservatory can modernize its faculty 
enhance job security, and align its policies with international labor standards. 

C. Financial and Salary Adjustments 

D. Strengthening Governance and Transparency 



III. Key Legal Provisions of the 1995 Decree 
A. Institutional Autonomy 

II. Historical Context and Legislative Background 
A. Pre-1995 Governance and the Need for Reform 

B. Enactment of Law No. 431/1995 

1.

2.

3. 

4. 

1.

2.

3.

4. 

 The 
, granting it greater governance flexibility. 

Public Institution Status:
institutions law

LHNCM was removed from the standard public 

 Early Foundations (1930s–1959): Founded by Wadia Sabra, the Conservatory 
operated under various regulatory structures before 1995.
1959 Legislative Framework: 

o 
o Decree No. 2884 (1959) established the Conservatory under the Ministry of 

Decree No. 134 (1959) granted the Conservatory autonomy. 

National Education and Fine Arts.
Civil War and Institutional Decline (1975–1990): 

o 
o The post-war revival (1991) under Dr. Walid Gholmieh aimed to rebuild 

Operations were disrupted, facilities damaged, and staff left unpaid. 

Lebanon’s musical education system. 
Call for Reform (Early 1990s): Lawmakers recognized the need for a modernized
legal framework to facilitate the Conservatory’s expansion. 

 Legal Status: Established the LHNCM as a public institution with financial and 
administrative autonomy.
Ministerial Oversight: Placed under the Minister of Culture and Higher
Education (later separated into the Ministry of Culture).
Governance Model: 

o Board of Directors: The President of the Conservatory also serves as the
Board Chairman, consolidating authority. 

o Broad Administrative Powers: The Board manages all aspects of academics, 
finances, and faculty appointments. 

Higher Education Classification: The Conservatory was renamed “National Higher
Institute of Music”, though it remained outside the Lebanese university system. 

•



• Exemption from Civil Service Oversight:
could directly manage its finances and hiring policies

Legal Reference 

• 
• 

Law No. 431/1995, Articles 1–5 
Decree No. 9806/2013 (Council Formation & Operations) 

• Decree Mandates Faculty Inclusion in the Civil Service System: 
o Decision No. 2 (1995) states faculty should receive state employment 

protections, retirement benefits, and job security. 
o However, no permanent employment framework was implemented. 

• Conservatory’s Board Power Over Employment: 
o The Board can set employment conditions but failed to grant tenure or 

social security to faculty. 

Legal Reference 

•
•
• 

Decree No. 431/1995, Article 17
Civil Service Law (Decree 112/1959)
Decision No. 2 (1995 Board Ruling on Faculty Status) 

• Law 431 required further regulations for financial oversight, faculty pay, and
curricula.
Decree No. 9806 (2013) revisited the Conservatory’s governance but did not rectify
faculty employment deficiencies.
Failure to Implement Pay Scales: Faculty salaries remained stagnant, contributing
to a 30-year employment crisis. 

• 

• 

Legal Reference 

• 
• 

Decree No. 9806/2013 
Law No. 431/1995, Financial Regulations Clause 

 Unlike other state bodies, LHNCM 
. 

B. Faculty Employment & Governance 

C. Financial and Administrative Regulations 



V. Legal Precedents & Faculty Disputes 
A. Legal Cases and Complaints 

IV. Systemic Enforcement Failures & Legal Implications 
A. Non-Enforcement of Faculty Employment Rights 

B. Governance Challenges & Allegations of Financial Mismanagement 

•

•

•

The decree mandated faculty inclusion in public employment benefits
o No NSSF contributions were made. 
o 
o Salaries remained below state salary scales. 

No tenure positions were created. 

Teachers continued under annual/hourly contracts with no benefits
the law’s intent. 

“State within a State” Phenomenon: 
o
o 

The Board’s unchecked authority led to a lack of oversight, potential 
conflicts of interest, and questionable financial management
Reports of direct contracts without public tenders
hiring, and financial opacity. 

• Faculty Grievances & Protests (2024): Professors demanded fair contracts and
social protections. 

• Legal Precedents on Public Sector Contract Workers: 
o Shura Council Rulings (Multiple Years): Found that long-term contract 

workers in public institutions may qualify as de facto state employees.
Court of Cassation (2020): Affirmed that public institutions cannot
circumvent employment protections via repeated short-term contracts. 

o 

Legal Reference 

Legal Reference 

•
• 

Decree No. 431/1995, Board Authority Clause
Lebanese Court of Audit Reports (Unpublished but cited in governance reviews) 

, yet: 

. 
, excessive discretion in 

, contradicting 



•
• 

Shura Council Labor Disputes, 2020–2024
Lebanese Civil Service Law, Article 65 

 Immediate enforcement of faculty rights per Decree 431. 
Shura Council litigation for faculty employment recognition.
Parliamentary inquiry into the non-implementation of the law.
Comprehensive financial audit of LHNCM to ensure compliance with public
sector standards. 

• Long-term professor with no tenure, social security, or pension eligibility. 
• LHNCM’s failure to enforce the 1995 decree deprived him of public employee 

protections.
Potential Legal Claims: • 

1. Recognition as a public sector employee under Decree 431.
2. Claim for unpaid benefits (NSSF, retirement, and severance pay).
3. Demand for restitution of residency fees paid over 30 years. 

Legal Strategy 

• 
• 
• 

Shura Council Case for Employment Recognition. 
Petition for retroactive salary and benefit adjustments. 
Possible Public Advocacy to Pressure Authorities. 

 Decree 431 created a clear framework for Conservatory governance and faculty 
rights.
Non-enforcement has resulted in decades of labor violations.
LHNCM’s governance structure has contributed to opacity and lack of oversight.
Faculty, including foreign instructors, have been systematically denied public
sector protections. 

1.

2
.
3
.
4
.

1
.
2
.
3
.
4
.

Key Findings 

Proposed Legal & Policy Actions 

B. Relevance to Thomas Hornig’s Case 

VI. Conclusion & Recommendations 



Lebanese labor law and social security regulations establish clear obligations for employers 
regarding . This analysis examines: 

1. 
2. 
3. 
4. 

. 

By enforcing Decree 431/1995, Lebanon can restore credibility in its cultural institutions,
uphold legal labor protections, and ensure justice for long-serving educators. 
 
Healthcare Law Lebanon 
Legal Frameworks Governing Employer-Provided
Healthcare in Lebanon 
I. Introduction 

healthcare coverage for employees

Employer obligations under the Labor Code and Social Security Law
Scope of healthcare coverage under the National Social Security Fund (NSSF). 
Legal treatment of foreign workers and SICMAT (Class B) insurance.
Government oversight and legal consequences of non-compliance.

• Lebanon’s Labor Code (1946) mandates employers to register employees with the
NSSF within 15 days of hiring.
Decree No. 13955 of 1963 (NSSF Law): • 

o 
o Requires employer contributions for sickness and maternity care, work 

Establishes the NSSF as the statutory social insurance provider. 

injury, family allowances, and end-of-service benefits. 
• Failure to register employees constitutes a labor law violation, exposing

employers to penalties and back-payment liabilities. 

Legal Reference 

•
• 

Labor Code of Lebanon (1946), Article 30.
Decree No. 13955/1963 (NSSF Law), Articles 9 and 10. 

II. Employer Obligations Under Lebanese Labor Law 
A. NSSF Registration and Contributions 



B. Scope of NSSF Health Coverage 

B. SICMAT (Class B) Insurance as an Alternative 

A. Exclusion of Foreign Workers from NSSF Benefits 

•

• 

• 

• 

• 

• For Lebanese employees, NSSF provides: 
o 80–90% reimbursement for medical expenses (hospitalization, doctor 

visits, and medications). 
o Maternity and work injury coverage. 

• Employer Contributions: 
o 8% of wages toward NSSF sickness/maternity branch (employees 

contribute 3%). 
• Legal Violation: 

o Failure to enroll an employee in the NSSF is equivalent to wage 
theft and entitles the worker to claim unpaid medical benefits. 

Legal Reference 

• Decree-Law No. 136/1983 (Work Injury Compensation Act). 
• NSSF Regulations on Medical and Maternity Coverage. 

To fill this gap, employers must provide alternative private insurance (Class B
coverage).
Class B insurance typically includes: 

Article 9 of the Social Security Law (Decree 13955/1963) states that foreign
employees are only entitled to NSSF benefits if their home country has a
reciprocity agreement with Lebanon.
In practice, only a few countries (France, Belgium, Italy, and the UK) have
reciprocity agreements.
Foreign employees from non-reciprocal countries must contribute to NSSF but
cannot claim medical benefits. 

III. Healthcare for Foreign Employees and SICMAT (Class B) Insurance 



• Failure to provide medical coverage violates Lebanese law and exposes the
employer to: 

o 
o Liability for unpaid medical expenses. 
o Potential wrongful injury claims if an employee suffers due to lack of 

Fines and legal penalties. 

coverage. 

Legal Reference 

• 
• 

Civil Servants Cooperative Law (Decree No. 135/1959). 
Lebanese Administrative Court Rulings on Public Employment Rights (2018–
2023). 

o Hospitalization in a shared room.
o Outpatient care up to set limits.
o Emergency medical treatment. 

• Failure to provide private insurance constitutes a labor violation and breaches
the employer’s duty of care. 

Legal Reference 

• Decree 13955/1963, Article 9 (Foreign Worker Exclusion from NSSF).
• Law No. 128/2010 (Partial Social Security Access for Palestinian Workers). 

The Lebanese National Higher Conservatory of Music, as a public institution,
must comply with labor and social security laws.
Tenured civil servants receive healthcare through the Civil Servants Cooperative.
Contract-based faculty and staff, including foreign employees, must be covered
under NSSF or private insurance. 

• 

• 
• 

IV. Public Sector Healthcare Obligations 
A. Conservatory and Public Institution Obligations 

B. Breach of Legal Obligations and Consequences 



VI. Conclusion & Recommendations 
A. Key Findings 

V. Government Oversight & Legal Violations 
A. Employer Liability for Non-Compliance 

B. Precedents and Legal Challenges 

B. Legal & Policy Recommendations 

Violation Legal Consequence 
Fines and back payments for unpaid 
contributions. 
Liability for unpaid medical expenses 
and potential civil claims. 
Violation of labor rights, possible 
administrative penalties. 

Failure to register an employee with
NSSF 
Failure to provide healthcare 
coverage 
Discriminatory exclusion of foreign 
workers from insurance 

• 

• 

 Strict enforcement of employer obligations through Ministry of Labor audits. 
Mandatory insurance coverage for all foreign employees under Class B plans.
Reform of reciprocity restrictions in the NSSF Law to align with international
labor standards.
Clear oversight mechanisms for public institutions to ensure compliance. 

 NSSF registration and health coverage are mandatory for Lebanese employees. 
Foreign employees must be covered by private insurance if NSSF eligibility is
denied.
Employers who fail to comply face legal and financial consequences. 

Beirut Labor Court (2015): Employer found liable for failing to provide health
insurance.
Shura Council Decision No. 76/2019: Ruled that public institutions must adhere to
NSSF and labor regulations for contract workers. 

1
.
2
.3.

1
.
2
.
3
.
4.



1. 

By implementing these 
legal standards and 

(All referenced laws, decrees, and Supreme Court cases appear here in 
Bibliography Format and Bluebook Legal Citations.) 

Chicago Notes-

Establishing the Conservatory’s Autonomy: 
o The Conservatory was designated a public institution with financial and

administrative independence. 

reforms, Lebanon can align its healthcare policies with international 
protect all employees' rights to medical coverage. 

The 1998 Decree formally established the legal framework for the Lebanese National Higher
Conservatory of Music (LHNCM) and its employment regulations. This decree defined: 

• The Conservatory’s status as an autonomous public institution under the Ministry of 
Culture. 
The employment structure for teaching faculty and orchestra members. 
Legal obligations and rights of employees, particularly regarding contractual 
employment, financial oversight, and labor law compliance. 

• 
• 

This analysis evaluates the historical context, legal provisions, implementation challenges, 
and judicial interpretations surrounding the decree. 

Bibliography & Legal Citations 

The 1998 Decree on the Lebanese National Conservatory
and Employment Regulations 
I. Introduction 

II. Full Legal Text & Provisions 
A. Institutional and Employment Structure 



Legal Reference 

The National Conservatory suffered severe disruptions 1975–1990 
Lebanese Civil War
Reopened in 1991 1995 it was upgraded National Institution of Higher 
Education
Expansion required a modernized employment framework

The 1998 Decree was championed by the Minister of Culture as part of a
broader cultural recovery initiative.
The formation of the Lebanese National Symphony Orchestra (1998) and the
National Arabic Oriental Orchestra (2000) necessitated a specialized hiring regime.
Balancing Act: 

o Integrating the Conservatory into the public sector for transparency and 
oversight. 

o Preserving hiring flexibility to attract foreign musicians and instructors. 

o Governance: Placed under the Minister of Culture’s oversight but not bound 
by standard civil service hiring rules. 

2. Employment Model: 
o Faculty and orchestra members were engaged on renewable hourly 

contracts instead of permanent civil-service appointments. 
o Objective: To allow flexible hiring of Lebanese and foreign experts while 

maintaining legal employment protections. 
3. Compensation and Anti-Corruption Provisions: 

o Pay was strictly tied to hours worked to prevent salary fraud (e.g., claiming 
pay for fictitious lessons). 

o Faculty must comply with financial oversight rules under Decree No. 4517/1972 
(General Regulations for Public Institutions). 

Legal Reference 

• 
• 

Official Gazette (1998), The 1998 Decree on the Lebanese National Conservatory 
Decree No. 4517/1972 (General Regulations for Public Institutions) 

 during the 
. 

, and in to a 
. 

to: 
1. Recruit foreign specialists for orchestras. 
2. Hire music educators to staff new branches. 
3. Provide an accountable hiring system under public oversight. 

• 

• 

• 

• 

• 

• 

III. Legislative Intent & Context 
A. Post-Civil War Reconstruction of Cultural Institutions 

B. Cultural Policy & National Development Goals 



•
• 

•
• 

• 

• Foreign musicians in orchestras faced contract instability
permanent residency. 

Teachers have contested the lack of long-term employment security
2018: Faculty representatives demanded permanent positions
employment framework.
No major Supreme Court rulings
in administrative courts (Shura Council)

Ministerial Statements (1998–2000) on the expansion of national orchestras
L’Orient-Le Jour reports on the Conservatory’s post-war reconstruction 

no pathway to 

1. Contract System Implementation: 
o By 2010, over 250 instructors and orchestra musicians were employed under 

the decree’s provisions. 
o Contracts were renewed annually, tying compensation to hours taught. 

2. Challenges in Compliance: 
o Many faculty members remained on yearly contracts for decades, lacking long-

term stability. 
o Promised transitions to full-time employment stalled due to bureaucratic 

delays. 
o Minister of Culture (2016) acknowledged the need for overdue employment 

reforms. 
3. Financial Accountability Measures: 

o Finance Ministry auditors oversee the Conservatory’s budget. 
o The decree mandates transparency in payroll and contract renewals. 

Legal Reference 

• Official Conservatory Reports (2010, 2016) on employment structure 
• Ministerial Audit Reports (2024) clarifying financial oversight compliance 

 and 

. 
under the decree’s 

, but labor disputes have been raised 
. 

IV. Implementation & Compliance 
A. Administrative & Financial Oversight 

V. Judicial Interpretations & Case Law 
A. Faculty Contract Disputes & Administrative Decisions 

B. Foreign Employee Protections & Limitations 



•

The 1998 Decree created an effective governance structure
stability provisions.
Foreign and local faculty continue to face contractual insecurity.

Legal Reference 

• Cultural Policy Reviews (2014, 2020) on Lebanese public institutions 
• Ministerial Announcements on Higher Education Reforms (2022–2023) 

 Positive Outcomes: 
o Enabled the rapid expansion of Lebanon’s national music education. 
o Established a legal basis for faculty hiring and public oversight. 

Structural Weaknesses: 
o Failure to transition faculty into long-term employment roles. 
o
o 

B. Calls for Reform 

Continued reliance on hourly contracts for over two decades.
Insufficient pension and job security provisions. 

Policy experts argue the decree should be updated to: 
1. Convert hourly contracts into fixed annual salaries.
2. Ensure foreign musicians receive long-term employment protections.
3. Grant Conservatory diplomas equal academic recognition within the 

• Thomas Hornig’s case (2018): Highlighted foreign workers’ lack of employment
rights under the decree. 

Legal Reference 

• Administrative Court (Shura Council) Decisions on Conservatory employment 
(2018–2022) 

• Lebanese Labor Law, Article 59 (Foreign Worker Rights & Reciprocity Rules) 

employment 

1.

2.

1

.

2

.

Lebanese university system. 

 but lacked 

VI. Academic & Policy Evaluations 
A. Effectiveness of the 1998 Decree 

VII. Conclusion & Recommendations 
Key Findings 



3. 

1.
2.
3.
4. 

By implementing these 
faculty and 

This analysis examines: 

1. 
2. 
3. 
4. 

, requiring Administrative implementation was delayed
resolve hiring issues. 

Decree No. 17561 of 18 September 1964, commonly referred to as the Foreign Workers
Regulation, established the legal framework for employing non-Lebanese workers in
Lebanon. The decree defines employer obligations regarding work permits, residency
requirements, social security, and end-of-service indemnities. 

Revise the 1998 Decree to provide tenured employment options.
Ensure Conservatory faculty qualify for NSSF and pension benefits.
Recognize Conservatory diplomas within the Lebanese higher education system.
Increase financial oversight measures to prevent contract abuses. 

reforms, Lebanon can enhance legal protections for Conservatory 
modernize its employment framework. 

Work permit and residency requirements.
Employer responsibilities and penalties for non-compliance.
Entitlement of foreign workers to end-of-service indemnity and social security.
Financial and legal exposure for non-compliance. 

Ministerial intervention to 

Proposed Legal & Policy Actions 

 
Decree 17561 Analysis 
Lebanese Decree 17561 (1964) – Employer Obligations
Toward Foreign Workers 
I. Introduction 

II. Legal Obligations Under Decree 17561 (1964) 
A. Work Permits and Residency 



• 

• 

• 

• 

• 

• 

Legal Reference 

• 
• 

Decree No. 17561/1964, Articles 1–3. 
General Security Residency Regulations. 

• Employers must secure and sponsor the work permit and are responsible for work
permit and residency fees.
Illegal employment (hiring a foreigner without a valid work permit) incurs penalties: • 

o Fine of LBP 5 million per undocumented foreign worker. 
o 
o Deportation of the undocumented foreign worker. 

Business closure in case of repeated violations. 

• Employers must comply with financial and administrative obligations: 
1. Register the worker with the National Social Security Fund (NSSF).
2. Provide mandatory insurance if the worker is ineligible for NSSF.
3. Ensure end-of-service indemnity payment upon contract termination. 

Legal Reference 

• Lebanese Labor Code, Article 59. 
• Ministry of Labor Enforcement Directives (2019). 

Any foreign national seeking employment in Lebanon must obtain prior approval 
from the Ministry of Labor before entering the country.

work permit application
 Job details
 Confirmation that no qualified Lebanese worker is available for the 

position.
 A notarized employment contract.
 Approval from the National Employment Office.

residency permit 
from General Security
Work permits are job- and employer-specific, typically valid for one year, renewable 
up to two years

Labor Minister annually designates restricted jobs reserved 
exclusively for Lebanese nationals
Exception: Public Security

 
Employers are required to file a , providing: 

1.  (nature, duration, salary). 
2.

 
3.  
4.  

Once a work permit is issued, the foreign employee must obtain a 
. 

. 
The that are 

(e.g., medicine, law, pharmacy, engineering). 
Foreign artists may obtain permits through instead of the 

Ministry of Labor. 

B. Employer Responsibilities & Penalties 



• NSSF Registration Mandates. 

• Foreign workers must receive the same end-of-service indemnity as Lebanese
employees, provided: 

1. The worker's home country grants Lebanese workers equivalent rights 
(reciprocity clause). 

2. The foreign worker holds a valid work permit. 
•
• 

End-of-service indemnity is calculated as one month’s wage per year of service.
Employers must register all foreign workers with NSSF and pay: 

o 6% of wages for family allowance.
o 8% for health insurance.
o 8.5% for the end-of-service fund. 

• If reciprocity is not established, the foreign worker cannot receive end-of-service
benefits from NSSF.
To address this, employers must purchase private insurance covering: • 

o Workplace accidents. 
o 
o Repatriation of remains in case of death. 

Health coverage. 

Legal Reference 

• 
• 
• 

Lebanese Labor Code, Article 59. 
Social Security Law, Decree No. 13955/1963, Article 9. 
ILO Conventions No. 97 & 143 (Equal Treatment in Social Security). 

A. Risks & Liabilities for Employers 

C. End-of-Service Indemnity & Social Security Contributions 

III. Financial & Legal Exposure for Non-Compliance 

Violation Penalty or Legal Consequence 



Fine of 
Failure to obtain a work permit potential 
Failure to register worker with 
NSSF 
Failure to provide end-of-
service indemnity 
Hiring without residency 
status . 

LBP 5 million per worker; 
business closure. 

Legal liability for unpaid benefits and back 
payments to NSSF. 
Employer must pay severance or face labor 
court claims. 
Deportation of worker and employer 
penalties

B. Institutional Liability 

B. Case Law & Legal Precedents 

A. Foreign Faculty & Compliance Challenges 

• 

• 

• 

• 

• 

• 

• 

• 

failed to obtain proper work permits, it faces legal and financial 

violated NSSF registration mandates

The Lebanese National Higher Conservatory of Music (LHNCM)
foreign faculty members.
Historically, foreign faculty were hired on annual contracts
given proper work permits.
Key concerns: 

not always 

o Work permits may not have been secured for all foreign instructors.
o NSSF contributions were likely not made for many foreign faculty.
o End-of-service indemnity may not have been provided. 

If LHNCM
exposure.
The Conservatory may have also 
retroactive compliance. 

, requiring 

 employs many 

but were 

Beirut Labor Court (2010): Employer held liable for failing to remit social
security contributions.
Shura Council Decision No. 58/2015: Ruling that authorized sabbaticals count
toward pension calculations.
NSSF Refund Case (Unreported, 2019): NSSF ordered to refund contributions to a
foreign worker denied benefits due to reciprocity issues. 

IV. Application to the National Conservatory of Lebanon 



Legal Reference 

• Official Gazette (1998), Decree on the Lebanese National Conservatory. 
• Ministry of Labor Audit Reports on Public Institutions (2020–2024). 

 Decree 17561 mandates strict employer obligations for work permits, social 
security, and severance pay.
Failure to comply leads to fines, legal liability, and potential deportation of
workers.
Public institutions like the National Conservatory must comply with these
mandates, but historical enforcement has been inconsistent. 

 Strict enforcement of work permit requirements
 Mandatory private insurance coverage for foreign workers excluded from NSSF.
 Reform of the reciprocity clause to align with international labor standards.
Retrospective compliance by the Conservatory for past foreign hires. 

Labor court review for foreign employees denied end-of-service benefits. 

reforms, Lebanon can align its labor policies with international legal 
improve compliance with foreign worker protections. 

1.

2.

3.

1.
2.
3.
4
.
5
.By implementing these 

standards and  
Lbp Foreign Workers 

 through periodic labor inspections. 

V. Conclusion & Recommendations 
A. Key Findings 

B. Legal & Policy Recommendations 



Lebanese Pound Pegging and Foreign Workers’ Salaries:
Legal Analysis 
I. Introduction 
From 1997 until the late 

II. Supreme Court Rulings on Pegged Salaries for Foreign Workers 
A. Legal Doctrine of Monetary Nominalism 

. Many 
assumed 
their 

This analysis examines 
court decisions regarding: 

1. 

2. 
3. 

: Judges cannot revise obligations due to monetary 
erosion. 

Article 301 of the Code of Obligations and Contracts : A debtor may discharge a 
foreign-currency debt in LBP at the official exchange rate unless the contract
expressly requires payment in a foreign currency. 

, Lebanon maintained a fixed peg of 
in Lebanon had that 

. When the currency lost over , these workers saw 
. 

and lower 

: 

regardless of inflation or devaluation. 

due to hardship caused by currency collapse (Code of Obligations & 
Contracts, ). 

• Lebanese law follows the principle of monetary nominalism
o A debt or salary specified in LBP is legally discharged by paying the 

nominal LBP amount,
o Lebanese Court of Cassation rulings affirm that judges cannot alter 

contracts
Article 221

Legal Reference 

• Court of Cassation, 2006 Ruling

• 

Whether foreign workers with LBP contracts are entitled to USD-equivalent
salary protection.
How courts have treated salary pegging and currency risk.
Legal precedents supporting compensation claims. 

2019 financial collapse 1 USD ≈ 
1,507.5 LBP foreign employees LBP-denominated contracts

a stable USD value 90% of its value
LBP salaries become nearly worthless

Lebanese Supreme Court (Court of Cassation) rulings



compensation).

Labor Arbitration Council Rulings, 1988–1991

devaluation). 

 (End-of-Service Indemnity case awarding USD 

(Assigning employer liability for 

 
Lebanese labor courts protected workers from catastrophic devaluation losses. 

 

Employer delayed End-of-Service Indemnity 
payments, and during the delay, LBP devalued. The court ordered 

. 
Employers who 

were held 
. 

Employer failed to provide a raise 
for years despite currency collapse. Court ruled employer was at fault and 
awarded extra compensation. 

A. Labor Arbitration Court Precedents 

B. When Courts Have Provided Exceptions 

• 

• 

•

Legal Reference 

• Lebanese Court of Cassation, 1991

• 

Late 1980s – 1990s:
o 
o Employers delaying or freezing salaries faced financial penalties.

Despite nominalism, courts have compensated employees when employers’ 
wrongful actions contributed to devaluation losses.
Key precedents:

1. 1991 Cassation Court Ruling:
USD 

compensation to offset loss
2. 1988–1991 Labor Arbitration Council Cases: delayed 

salary payments or wage adjustments liable for devaluation 
losses
1991 Labor Arbitration Council (Beirut):3.

Potential Legal Application 

• If an employer delayed payments, refused salary adjustments, or failed to
negotiate fair wage terms post-collapse, courts may order compensation aligned
with USD value. 

III. Supporting Lower Court and Administrative Decisions 



o Judges awarded compensation based on real exchange rates. 

Legal Reference 

• Beirut Labor Arbitration Council, 1991 Ruling:
warranted additional compensation.
Labor Court Rulings (1989–1991): Established USD-equivalent salary
protection in cases of employer fault. 

• 

Cassation rulings indicate that foreign workers can claim USD-equivalent
compensation if: 

o Employer delayed payments.
o Employer previously paid wages assuming the LBP peg.
o The contract contained an implicit or explicit reference to USD value. 

• Lebanese tax law (Law No. 324/2022) mandates that income tax on salaries be paid
in the same currency in which the salary is disbursed.
Shura Council (Lebanon’s Administrative Court) Caseshave addressed
compensation adjustments for public contractors affected by currency fluctuations. 

• 

Legal Reference 

• 
• 

Law No. 324/2022
Shura Council Labor Decisions (2020)
employment contracts). 

intent-based interpretation: 
If the contract intended a fixed USD-equivalent salary, courts may enforce
that value.

Lebanese contract law follows 
o 

 (Mandating tax in the salary’s actual currency). 
(Addressing financial rights in state 

 Employer’s failure to adjust wages 

•

•

B. Invoking Good Faith and Contractual Interpretation 

A. How Lebanese Courts Have Handled Exchange Rate Disputes 

B. Administrative Acknowledgment of Hard Currency Payments 

IV. Precedent and Protection from Currency Collapse 



• ILO Protection of Wages Convention (No. 95, 1949): 
o Mandates wages be usable in real terms. 
o Supports contractual adaptation during economic crises. 

• Migrant worker remittances were a major factor in Lebanon’s pre-crisis 
economy. 

Legal Reference 

• ILO Protection of Wages Convention No. 95 (1949). 

•
•
• 

Foreign workers were incentivized by USD-pegged stability.
Employers should bear the currency risk
Past rulings acknowledge that workers relied on the pegged system when
entering contracts. 

Legal Reference 

• Beirut Labor Court, 1991 (Pegged Salary Case). 
• ILO Convention on Migrant Worker Protections (C-143, 1975). 

o If an employer refuses fair adjustments post-crisis, courts may grant USD-
based relief. 

Legal Reference 

• Article 166 of the Code of Obligations and Contracts(Contracts are interpreted 

based on the mutual intent of the parties). 

 
rather than shifting it onto employees. 

V. Foreign Workers’ Expectations of Hard Currency and Remittances 
A. International Norms on Wage Protection 

B. Judicial and Economic Considerations for Foreign Employees 



VII. Conclusion and Legal Strategies 
A. Legal Strategies for Foreign Workers Affected by Currency Collapse 

VI. Implications for Lebanese Institutions Employing Foreigners 
A. Potential Employer Liabilities 

B. Final Recommendation 

B. Risk of Collective Action and Legal Challenges 

•
• 

• 

1. 

2.

3.

4.

Invoke contract intent: 
o 
o Cite past pegging practices in similar employment contracts. 

Prove that salaries were assumed to be USD-pegged. 

Cite Supreme Court precedents: 
o Highlight cases where courts ordered USD-equivalent compensation. 

File claims before the Labor Arbitration Council: 
o Request salary adjustment or damages for lost salary value. 

Consider administrative litigation (Shura Council): 
o Seek public employment compensation adjustments. 

• Employers may be legally obligated to compensate employees for devaluation
losses.
Labor courts can compel retroactive salary adjustmentsor USD-equivalent
compensation.
Institutions that previously pegged wages implicitly assumed a USD guarantee. 

• 

• 

Legal Reference 

•
• 

Lebanese Supreme Court (Cassation) Decisions on Contract Reformation (2021).
Labor Arbitration Council Rulings on Salary Pegging (1991, 2020). 

Foreign workers may collectively sue for lost value.
If courts consistently enforce pegged salaries, employers must adjust contracts to
avoid future liability.
Failure to adjust could lead to reputational damage and foreign talent loss. 



Legal Reference 

• Lebanese Social Security Law, Articles 8 & 11 
• Ministerial Decree of 1995 

• Lebanese law provides a foundation to claim USD-equivalent salary
compensation.
Employers cannot use devaluation to avoid paying the intended salary value.
Foreign workers have strong legal arguments for wage correction. 

•
• 

Supreme Court precedent and contract law principles, foreign workers 
recover fair compensation and enforce wage protections. 

This document presents a legal and financial analysis
unremitted benefits owed to Mr. Thomas Hornig Lebanese National Higher 
Conservatory of Music (LHNCM)
precedents, and international labor standards

Lebanese labor law, judicial 

The financial and legal claims
citations for cases, statutes, and legal provisions

Chicago-style footnotes Bluebook 

Legal Basis 

• Lebanese law requires employees to contribute 3% of their salary to the National 

for medical coverage. Social Security Fund (NSSF)
• Evidence from payslips confirms deductions were made but never remitted, 

depriving Mr. Hornig of benefits. 

By invoking 
can 
 
Payslip Legal Analysis 
Analysis of Payslip Deductions and Legal Rights 
I. Introduction 

 of the improper payroll deductions and 
by the 

. The analysis is based on 
. 

are structured using and 
. 

1. Withheld NSSF Employee Contributions (1994–2025) 

II. Legal and Financial Breakdown 



• Lebanese Supreme Court Decision No. 127/2017
employees' entitlement to pension benefits) 

Financial Calculation 

• Principal Amount Owed:
over 31 years, with 3% deductions

• Interest (12% per annum):
• 
• 

Total Amount Due:
Responsible Entity:

misclassified 

Legal Basis 

• Employers must pay 14% of an employee’s salary for sickness, maternity insurance 
(8%), and family allowances (6%). 

• As a foreign worker, Mr. Hornig was ineligible for benefits, but LHNCM was still 
required by law to make contributions. 

Legal Reference 

• 
• 

Lebanese Social Security Law, Decree No. 112/1959 
Beirut Labor Court Ruling (2010) (establishing that failure to remit social security 
contributions constitutes wage theft) 

Financial Calculation 

• Principal Amount Owed: LBP 78,480,000 (14% of an average LBP 1,500,000 
salary over 31 years). 

• Interest (12% per annum): LBP 90,000,000. 
• 
• 

Total Amount Due: LBP 168,480,000 (~$112,000 pre-crisis rate). 
Responsible Entity: LHNCM, Ministry of Finance. 

(confirming 

 LBP 16,740,000 (based on LBP 1,500,000/month salary 
). 

LBP 20,000,000 (averaging a 15–20 year accrual period). 
LBP 36,740,000 (~$24,500 at pre-crisis exchange rate).
LHNCM, with secondary liability on the Ministry of Finance. 

2. Unpaid NSSF Employer Contributions (Health & Family) (1994–2025) 



4. Salary Losses Due to Lira Devaluation (2019–2023) 

3. Unpaid End-of-Service Indemnity Contributions (1994–2025) 

Legal Basis 

• Employers must ensure wages reflect economic value, as per Article 7 of the 
International Covenant on Economic, Social, and Cultural Rights (ICESCR). 

• LHNCM continued paying salaries at the nominal LBP 1,500/USD rate, despite 
the real market rate exceeding LBP 80,000/USD. 

Legal Reference 

• 
• 
• 

Lebanese Labour Law, Article 47 
ICESCR, Article 7 
Lebanese Court of First Instance (2021) ruling requiring salary payments to be 
adjusted for inflation 

Legal Basis 

• Employers must contribute 8.5% of salary to the NSSF End-of-Service Indemnity 
Fund. 
Foreign workers are often excluded from this scheme, violating principles of non-
discrimination. 

• 

Legal Reference 

• 
• 
• 

Lebanese Labour Law, Article 58 
ILO Conventions No. 97 & 143 (Equal Treatment in Social Security) 
Shura Council Decision No. 58/2015 (confirming authorized sabbaticals count 
toward pension calculations) 

Financial Calculation 

• Principal Amount Owed: LBP 47,580,000 (8.5% of LBP 1,500,000 per month over 
31 years). 

• Interest (12% per annum): LBP 55,000,000. 
• 
• 

Total Amount Due: LBP 102,580,000 (~$68,000 pre-crisis value). 
Responsible Entity: LHNCM, Ministry of Finance. 



Financial Calculation 

• Salary Losses (2019–2023):
• Interest (12% per annum):

•
• 

Total Amount Due:
Responsible Entity:

Legal Basis 

• Financial insecurity, denial of social protections, and employment 
exploitation justify moral damages. 

Legal Reference 

• Lebanese Civil Code, Article 134 (allowing damages for psychological harm in 
labor disputes) 
Beirut Labor Court Ruling (2015) (awarding moral damages for unpaid benefits• 

Financial Calculation 

• 
• 

Amount Owed: LBP 22,500,000 (~$15,000 at pre-crisis rate). 
Responsible Entity: LHNCM. 

 LBP 65,000,000 (~$43,300 at pre-crisis rate). 
LBP 5,000,000. 

LBP 70,000,000.
LHNCM. 

) 

5. Moral Damages for Financial and Personal Distress 

III. Summary of Total Amounts Owed 

Claim Type 

NSSF Employee 
Contributions 
NSSF Employer 
Contributions 
End-of-Service Indemnity 

Amount in
LBP 

USD Equivalent (Pre-
2019) 

36,740,000 

168,480,000 
102,580,000 

$24,500 

$112,000 
$68,000 



Salary Losses (Devaluation)
Moral Damages
Total 

65,000,000
22,500,000
395,300,000 

$43,300
$15,000
$263,500 

The 

1.

2.

3.

1.
2. 

This legal and financial analysis provides a 
dues and enforce 

 

to recover 
. 

 to: 

IV. Conclusion & Recommendations 
Immediate Legal Remedies 

Final Recommendation 

Strategic Advocacy & Media Engagement 

Lebanese government must issue an immediate administrative directive

Settle all unpaid indemnities and benefits.
Ensure proper social security compliance for future employees.

clear, actionable roadmap
Mr. Hornig’s rights under Lebanese and international law

File a formal labor dispute with the Ministry of Labourdemanding immediate
payment of withheld contributions.
Petition the Shura Council to enforce pension rights and public-sector labor
protections.
Initiate international legal action leveraging ILO conventions on labor rights. 

Publicize the issue through international labor rights organizations and media
outlets.
Engage diplomatic channels to apply political pressure on Lebanese authorities. 

all unpaid 

• 

• 

Payslip Legal Analysis 



Analysis of Payslip Deductions and Legal Rights 
I. Introduction 

1. Withheld NSSF Employee Contributions (1994–2025) 

for medical coverage. 

depriving Mr. Hornig of benefits. 

(confirming 

 of the improper payroll deductions and 
by the 

. The analysis is based on 
. 

are structured using and 
. 

 LBP 16,740,000 (based on LBP 1,500,000/month salary 
). 

LBP 20,000,000 (averaging a 15–20 year accrual period). 
LBP 36,740,000 (~$24,500 at pre-crisis exchange rate).
LHNCM, with secondary liability on the Ministry of Finance. 

Legal Reference 

• Lebanese Social Security Law, Articles 8 & 11 
• Ministerial Decree of 1995 
• Lebanese Supreme Court Decision No. 127/2017

employees' entitlement to pension benefits) 

Financial Calculation 

• Principal Amount Owed:
over 31 years, with 3% deductions

• Interest (12% per annum):
•
• 

Total Amount Due:
Responsible Entity:

misclassified 

This document presents a legal and financial analysis
unremitted benefits owed to Mr. Thomas Hornig Lebanese National Higher 
Conservatory of Music (LHNCM)
precedents, and international labor standards

Lebanese labor law, judicial 

The financial and legal claims
citations for cases, statutes, and legal provisions

Chicago-style footnotes Bluebook 

Legal Basis 

• Lebanese law requires employees to contribute 3% of their salary to the National 
Social Security Fund (NSSF)

• Evidence from payslips confirms deductions were made but never remitted, 

II. Legal and Financial Breakdown 



3. Unpaid End-of-Service Indemnity Contributions (1994–2025) 

2. Unpaid NSSF Employer Contributions (Health & Family) (1994–2025) 

Legal Basis 

• Employers must contribute 8.5% of salary to the NSSF End-of-Service Indemnity 
Fund. 
Foreign workers are often excluded from this scheme, violating principles of non-
discrimination. 

• 

Legal Reference 

• Lebanese Labour Law, Article 58 

Legal Basis 

• Employers must pay 14% of an employee’s salary for sickness, maternity insurance 
(8%), and family allowances (6%). 

• As a foreign worker, Mr. Hornig was ineligible for benefits, but LHNCM was still 
required by law to make contributions. 

Legal Reference 

• 
• 

Lebanese Social Security Law, Decree No. 112/1959 
Beirut Labor Court Ruling (2010) (establishing that failure to remit social security 
contributions constitutes wage theft) 

Financial Calculation 

• Principal Amount Owed: LBP 78,480,000 (14% of an average LBP 1,500,000 
salary over 31 years). 

• Interest (12% per annum): LBP 90,000,000. 
• 
• 

Total Amount Due: LBP 168,480,000 (~$112,000 pre-crisis rate). 
Responsible Entity: LHNCM, Ministry of Finance. 



Legal Basis 

• Employers must ensure wages reflect economic value, as per Article 7 of the 
International Covenant on Economic, Social, and Cultural Rights (ICESCR). 

• LHNCM continued paying salaries at the nominal LBP 1,500/USD rate, despite 
the real market rate exceeding LBP 80,000/USD. 

Legal Reference 

• 
• 
• 

Lebanese Labour Law, Article 47 
ICESCR, Article 7 
Lebanese Court of First Instance (2021) ruling requiring salary payments to be 
adjusted for inflation 

Financial Calculation 

• Salary Losses (2019–2023): LBP 65,000,000 (~$43,300 at pre-crisis rate). 
• Interest (12% per annum): LBP 5,000,000. 
• 
• 

Total Amount Due: LBP 70,000,000. 
Responsible Entity: LHNCM. 

•
• 

ILO Conventions No. 97 & 143 (Equal Treatment in Social Security)
Shura Council Decision No. 58/2015 (confirming authorized sabbaticals count
toward pension calculations) 

Financial Calculation 

• Principal Amount Owed: LBP 47,580,000 (8.5% of LBP 1,500,000 per month over
31 years). 

• Interest (12% per annum): LBP 55,000,000. 
•
• 

Total Amount Due: LBP 102,580,000 (~$68,000 pre-crisis value).
Responsible Entity: LHNCM, Ministry of Finance. 

4. Salary Losses Due to Lira Devaluation (2019–2023) 



5. Moral Damages for Financial and Personal Distress 

Legal Basis 

• Financial insecurity, denial of social protections, and employment 
exploitation justify moral damages. 

Legal Reference 

• Lebanese Civil Code, Article 134 (allowing damages for psychological harm in 
labor disputes) 
Beirut Labor Court Ruling (2015) (awarding moral damages for unpaid benefits• 

Financial Calculation 

• 
• 

Amount Owed: LBP 22,500,000 (~$15,000 at pre-crisis rate). 
Responsible Entity: LHNCM. 

) 

III. Summary of Total Amounts Owed 

Claim Type 

NSSF Employee 
Contributions 
NSSF Employer 
Contributions 
End-of-Service Indemnity 
Salary Losses (Devaluation) 
Moral Damages 
Total 

Amount in
LBP 

USD Equivalent (Pre-
2019) 

36,740,000 

168,480,000 
102,580,000 
65,000,000 
22,500,000 
395,300,000 

$24,500 

$112,000 
$68,000 
$43,300 
$15,000 
$263,500 



IV. Conclusion & Recommendations 
Immediate Legal Remedies 

Final Recommendation 

Bibliography & Legal Citations 
(All referenced laws, decrees, and Supreme Court cases appear here in 

Strategic Advocacy & Media Engagement 

The 

4.

5.

6.

3.
4. 

This legal and financial analysis provides a 
dues and enforce 

Bibliography Format and Bluebook Legal Citations.) 

 

to recover 
. 

 to: Lebanese government must issue an immediate administrative directive

Settle all unpaid indemnities and benefits. 
Ensure proper social security compliance for future employees.

clear, actionable roadmap
Mr. Hornig’s rights under Lebanese and international law

Chicago Notes-

File a formal labor dispute with the Ministry of Labourdemanding immediate
payment of withheld contributions.
Petition the Shura Council to enforce pension rights and public-sector labor
protections.
Initiate international legal action leveraging ILO conventions on labor rights. 

Publicize the issue through international labor rights organizations and media
outlets.
Engage diplomatic channels to apply political pressure on Lebanese authorities. 

all unpaid 

• 

• 

2025 Lhncm Contract 



2025 LHNCM Contract Legal Exposure 
I. Introduction 
The 2025 employment contract issued by the Lebanese National Higher Conservatory of
Music (LHNCM) raises significant legal and contractual concerns. This analysis examines
potential violations of Lebanese labor law, Supreme Court rulings, and international labor
protections for foreign workers. It also addresses employment classification
inconsistencies, particularly regarding social security, cost-of-living adjustments, and
end-of-service indemnities. 

II. Legal and Contractual Violations 
1. Absence of Language Accessibility for a Foreign Worker 

Issue 

• The contract is only available in Arabic, with no official English translation. 

Legal Basis 

• Lebanese Law: No explicit requirement for contract translation, but labor law 
mandates clear terms. 
International Labor Standards: • 

o ILO Conventions on Migrant Workers (Recommendation No. 
86) encourage full contract comprehension before signing. 

• Civil Law Principles: Lebanese Code of Obligations & Contracts, Articles 221–
222, emphasize that mutual understanding is required for contract validity. 

Potential Violation 

• If you cannot fully comprehend the contract, this may invalidate informed 
consent under Lebanese contract law. 
Failure to provide a translation could render some clauses unenforceable. • 

Conclusion 



•

• LHNCM’s 
constitute 

employees. 

ILO Convention No. 111:

employment. 

If LHNCM 
be
The 
Labor regulations. 

This omission strengthens your 
clauses. 

 could 

 and does not 

 Foreign employees with valid work permits 
. 

Employers for foreign 

Prohibits in 

, it may 

may contradict Ministry of 

Issue 

Conclusion 

failure to specify legal compliance for foreign workers
non-compliance with labor law. 

Potential Violation 

• does not officially recognize your foreign worker status
failing its sponsorship duties. 

• lack of provisions for residency and repatriation

• The contract fails to acknowledge your foreign employee status
outline: 

o Work permit obligations.
o NSSF enrollment. 
o Legal sponsorship duties. 

Legal Basis 

• Lebanese Labor Law, Article 59:
receive equal labor rights

• Decree 17561/1964: must secure legal work status

• nationality-based discrimination

legal argument to contest unclear contractual 

must 

2. No Recognition of Foreign Worker Status & Protections 



3. Hourly vs. Monthly Classification Contradiction 

4. No Cost-of-Living Adjustment (COLA) or Dollar Peg for a Foreign Worker 

Issue 

Issue 

• The contract states you are paid hourly (LBP 300,000/hour)
you meet the full-time employment threshold. 

• Ministry of Finance records classify you as a “monthly” wage earner
contract labeling you hourly. 

Legal Basis 

• Lebanese Labor Law, Article 58: Employees with continuous service may be 
classified as indefinite-term employees. 
Fraudulent Reporting: If LHNCM misrepresents employment status in official 
filings, it may be evading financial obligations. 

• 

Potential Violation 

• LHNCM cannot classify you as a full-time employee for tax and budget 
purposes while denying you full-time benefits (NSSF, end-of-service indemnity, 
paid leave). 

Conclusion 

• claim for full-time employee rights under 

• Your contract sets an LBP-denominated salary with no cost-of-living adjustment
(COLA) or USD peg. 

Legal Basis 

• Government Decrees 9129 (2022) & 2023 Wage Adjustments: 
o Require COLA increases for private-sector employees. 

• Lebanese Supreme Court Precedents (2021–2023): 

This contradiction strengthens your
Lebanese labor law. 

 but does not specify if 

, despite the 



You have strong grounds to demand 
retirement benefits. 

Issue 

o Ruled that forcing employees to accept LBP wages at outdated 
rates violates fair wage principles. 

Potential Violation 

• Failure to adjust wages for hyperinflation contradicts labor decrees and wage 
fairness principles. 
Historical USD peg omissions can be challenged as an unlawful unilateral wage 
modification. 

• 

Conclusion 

• You can claim back pay for inflation-adjusted salary corrections. 

• The contract omits any mention of end-of-service indemnity (EOSI) or pension
eligibility. 

Legal Basis 

• Lebanese Social Security Law, Decree No. 112/1959:Employers must contribute 
8.5% of salaries into the EOSI fund. 
Lebanese Labor Code, Article 59: Foreign workers must receive severance pay 
equivalent to Lebanese employees. 

• 

Potential Violation 

• 
• 

EOSI is mandatory, and omitting it violates Lebanese labor law. 
Avoiding NSSF registration may constitute illegal denial of retirement security. 

Conclusion 

• EOSI enrollment or compensation for lost 

5. Exclusion from End-of-Service Indemnity or Pension 



1.

2.
3.

 (entitling you to 

based on Supreme Court 
under 

 to challenge contract 

to enforce labor rights protections. 
to verify LHNCM’s compliance. 

IV. Legal Remedies & Next Steps 
Immediate Legal Actions 

III. Summary of Legal Violations & Recommended Actions 

Issue 

Lack of contract 
translation 
Foreign worker 
status omitted 

Hourly vs. Monthly 
misclassification 
No COLA or USD 
peg 
No End-of-Service 
Indemnity 

Legal Violation 

Violates informed 
consent principles 
Non-compliance with 
labor sponsorship laws 

Fraudulent wage 
reporting 
Violates labor decrees & 
wage fairness 
Contravenes NSSF & 
Labor Code 

Recommended Action 
Demand official translation
& renegotiation of unclear
terms 
Petition Ministry of Labor 
for compliance review 
File complaint with 
Ministry of Finance & 
Labor Court 
Demand back pay for
inflation adjustment 
File legal claim for 
severance entitlement 

Litigation Strategy 

Claim full-time employee recognition
benefits).
Seek salary corrections
Challenge employment misclassification

 File a formal complaint with the Ministry of Labor
inconsistencies.
Petition the Shura Council

 Request an NSSF audit

EOSI, pension, and leave 

wage adjustment rulings. 
Articles 58–59 of the Labor Code. 

• 

• 
• 



V. Conclusion 
This analysis identifies multiple legal violations in the 2025 LHNCM contract, exposing the
institution to significant legal liability. You have strong grounds to: 

I. Introduction 
The 1964 Presidential Legislative Decree No. 17561 was a landmark regulation
governing the employment of foreign workers in Lebanon. This decree established key
legal principles regarding work permits, national preference in hiring, employer
obligations, and the reciprocity rule for foreign employees. This analysis examines its
historical context, legal provisions, implementation, and impact on labor rights,
particularly concerning migrant workers and refugees. 

II. Historical Context and Purpose 
A. The Need for Regulation 
Following the post-1948 Palestinian refugee influx and the rise of migrant labor in the
1950s, Lebanon sought to regulate foreign employment to protect its labor force and
manage immigration. The 1946 Lebanese Labor Code predated these demographic 

•
•
• 

Challenge employment misclassification and assert full-time employee rights.
Demand back pay and severance compensation.
Initiate legal action to enforce wage fairness and contract compliance. 

By pursuing legal and administrative remedies, you can recover unpaid benefits and secure
proper employment protections under Lebanese and international law. 
 
1964 Decree Analysis 
Lebanon’s 1964 Decree on Foreign Employees: A
Comprehensive Analysis 



shifts and lacked specific provisions for non-Lebanese workers. The 1962 Law on the
Entry, Stay, and Exit of Foreigners (Law 10/1962) first introduced the requirement for
non-Lebanese individuals to obtain work permits from the Ministry of Labor and
Social Affairs. 
B. Objectives of the 1964 Decree 

• Article 1: No foreign national may work in Lebanon without prior approval
from the Ministry of Labor.
Article 2: Requires pre-arrival work permit applications for foreign workers,
barring entry without employer sponsorship.
Exception: Performing artists obtain permits through the Directorate of
Public Security rather than the Ministry of Labor. 

• 

• 

Legal Reference 

• Law No. 10/1962, Entry and Exit of Foreigners 
• Ministerial Decree No. 17561/1964, Articles 1-2 

1. Establish Work Permit Requirements: Formalizing the legal status of foreign 
employees. 

2. Prioritize Lebanese Workers: Enforcing national preference in hiring 
decisions. 

3. Define Employer Obligations: Placing responsibility on sponsors for legal 
compliance and worker welfare. 

4. Ensure Reciprocity: Granting labor rights to foreign workers based on their 
home country’s treatment of Lebanese nationals. 

This decree was introduced during President Fouad Chehab’s state-building 
reforms and reflected Lebanon’s cautious approach to labor migration and refugee 
employment. 

A. Work Permit Requirement 

III. Key Legal Provisions of the 1964 Decree 



D. Reciprocity of Treatment 

B. Conditions for Permit Approval 
Foreign workers qualify for a work permit only if: 

C. National Preference and Job Restrictions 

• Article 9 authorizes the Minister of Labor to designate job categories 
restricted to Lebanese workers. 

• This provision has been used to ban foreigners from over 70 professions, 
including medicine, law, engineering, administration, and public service. 

• Some exceptions were introduced, notably the 2005 amendment allowing 
Palestinian refugees to work in specific manual and clerical jobs. 

Legal Reference 

• Ministerial Decision 1/29 (2018) 
• Palestinian Employment Amendment (2005) 

Article 53 establishes that foreign workers in Lebanon will receive the same
labor rights as Lebanese workers only if their home country provides
equivalent rights to Lebanese expatriates. 

1. They possess specialized skills unavailable in the Lebanese workforce. 
2. They have resided in Lebanon since before January 1, 1954 and have worked 

continuously for at least nine months. 
3. They are married to a Lebanese citizen or were born to a Lebanese mother. 

Potential Legal Issues 

• These conditions favor long-term foreign residents and professionals while 
making it difficult for ordinary migrant workers to obtain legal employment. 
Palestinian refugees, classified as stateless persons, often fell into a legal gray 
area, making work permit approval nearly impossible. 

• 

Legal Reference 

• Decree No. 17561/1964, Article 2 
• Labor Code of 1946, Amended in 2010 (Palestinian Work Rights) 

•



•

•

•

Government enforcement of Decree 17561 has been inconsistent and
politically driven.
Large numbers of Syrian and Palestinian workers have historically
worked without permits, often tolerated due to political considerations.
The Ministry of Labor periodically launches work permit enforcement
campaigns (e.g., 2019 crackdown on undocumented Syrian workers), but
these efforts remain selective. 

Employers hiring foreign workers must: 

1. Secure work and residency permits for employees. 
2. Cover healthcare and housing costs for workers. 
3. Ensure repatriation coverage in case of contract termination. 
4. Prevent unlawful transfers or subcontracting of foreign employees. 

Failure to meet these conditions results in penalties, including fines and deportation of 
the worker. 
Legal Reference 

• Decree No. 17561/1964, Articles 15, 21 

• This clause has historically excluded many foreign employees from National
Social Security Fund (NSSF) benefits due to a lack of reciprocal agreements. 

Legal Reference 

• 
• 

Lebanese Social Security Law, Article 59 (Reciprocity Condition) 
Decree No. 17561/1964, Article 53 

E. Employer Obligations 

A. Selective Enforcement and Legal Loopholes 

IV. Implementation and Enforcement Challenges 



B. Employer Non-Compliance 

A. Institutionalizing the Kafala System 

B. Exclusion from Key Labor Protections 

C. Restriction on Worker Mobility (Kafala System) 

•

•
• 

•

•

The decree formalized employer control over foreign employees, creating
conditions prone to exploitation and abuse.
The system has been widely criticized by Amnesty International and ILO
reports as a violation of basic labor rights. 

 Many employers evade obligations by hiring undocumented workers with
minimal repercussions.
Labor courts have rarely prosecuted employers for violating the decree.
The Lebanese government’s enforcement strategy has focused on penalizing
workers rather than employers. 

• Foreign workers are tied to a single employer under the sponsorship system 
(kafala). 

• Changing jobs without employer approval results in visa cancellation and 
possible deportation. 

• Article 21 criminalizes violations of work permit conditions, reinforcing 
dependency on the sponsor. 

Legal Reference 

• 
• 

Decree No. 17561/1964, Article 21 
Law No. 164/2011 (Anti-Trafficking Law) 

V. Impact on Foreign Workers and Labor Rights 



•

•

• Lebanese labor unions and international organizations have
recommended amending Decree 17561 to:
1. Abolish the sponsorship system.
2. Extend full labor protections to foreign workers.
3. Ensure work permit procedures are transparent and fair. 

 Many foreign workers lack access to NSSF benefits, severance pay, and
healthcare due to reciprocity restrictions.
Migrant domestic workers and agricultural laborers are excluded from
the Lebanese Labor Code, leaving them vulnerable to exploitation. 

1. Eliminate the reciprocity condition in Article 53 to grant equal labor rights to 
foreign workers. 

2. Abolish employer-based sponsorship (kafala) to allow legal job mobility.
3. Strengthen enforcement mechanisms against employer violations while 

protecting workers from retaliation. 
4. Expand NSSF coverage for foreign employees to ensure adequate 

healthcare and retirement benefits. 

By implementing these reforms, Lebanon can align its labor policies with international 
human rights standards, improve working conditions for migrant employees, and 
foster a fairer employment system. 

Decree 17561 was introduced to regulate foreign labor, but its selective enforcement,
reciprocity conditions, and rigid sponsorship model have contributed to labor rights
violations and systemic inequality. While it has allowed Lebanon to control the influx of
foreign labor, it has also led to widespread worker exploitation. 
Proposed Legal Reforms 

C. Calls for Reform 

VI. Conclusion and Recommendations 


