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 Agreed collective termination: a new measure to help companies adapt their 
workforce 

Agreed collective termination (rupture conventionnelle collective - RCC) is one of the most notable measures to have emerged from the 

orders of 22 September 2017 reforming the French Labour Code. Provided for in Articles L. 1237-19 et seq. of the French Labour Code, the 

RCC gives companies the option of reducing their workforce on the basis of voluntary departures and with no requirement to demonstrate 

economic difficulties or implement a job-saving plan.  

The RCC came into effect on 1st January 2018. Here we set out its principal features in the version resulting from the bill ratifying the 

aforementioned orders, definitively passed by the French National Assembly and the Senate. 

A measure for reducing the workforce without having to demonstrate economic difficulties  

The RCC enables the employer to cut jobs on the basis of a call for voluntary cut jobs on the basis of a call for voluntary cut jobs on the basis of a call for voluntary cut jobs on the basis of a call for voluntary departuresdeparturesdeparturesdepartures among the company's employees, without without without without 

having to provide any particular reasonhaving to provide any particular reasonhaving to provide any particular reasonhaving to provide any particular reason such as a decline in the economic situation. Therefore, the RCC falls outside of the legislation outside of the legislation outside of the legislation outside of the legislation 

on economic redundancieson economic redundancieson economic redundancieson economic redundancies and the restrictive framework of job-saving plans. It is not subject to the related obligations (demonstrating an 

economic reason, criteria for the order of redundancies, redeployment obligation, re-employment priority).  

However, the employer must evidently explain the context in which the RCC occurs. Otherwise, it will be impossible for the employer to 

convince its interlocutors of the pertinence of its plan. 

A measure subject to negotiation with the trade unions  

The RCC requires a majority collective agreementmajority collective agreementmajority collective agreementmajority collective agreement to be signed with the trade unions, namely with those having obtained at least 50% of 

the valid votes in the first round of the last staff representatives’ elections. Failing this, an agreement signed with the unions having 

obtained more than 30% of the vote must be submitted to employee consultation by means of a referendum. The agreement will be 

validated if it is approved by the majority of them. 

Companies that do not have union representatives with whom to negotiate (in most cases companies with fewer than 50 employees) may may may may 

resort to the newresort to the newresort to the newresort to the new    exceptional methods of negotexceptional methods of negotexceptional methods of negotexceptional methods of negotiation iation iation iation arising from the reform: elected representatives appointed by the representative 

trade unions or employees appointed by these same unions, and in some cases, direct employee consultation via a referendum. 

A measure whose content is regulated 

The agreement must notably set out the number of departures and job cuts envisaged, the period during which employment contract 

terminations may take place in this context, the conditions to be met to benefit from the measure and the criteria for choosing between 

applicants when there are too many volunteers. 

The agreement also sets out the conditions for submitting and assessing applications to leave. In fact, the RCC is aimed at employees who who who who 

have a real career plan so that they can be redeployedhave a real career plan so that they can be redeployedhave a real career plan so that they can be redeployedhave a real career plan so that they can be redeployed    and therand therand therand therefore remain in employmentefore remain in employmentefore remain in employmentefore remain in employment. Employees who volunteer to leave under 

a RCC are not therefore supposed to register with the Pôle emploi (employment centre). Regarding this point, the agreement contains 

measures that facilitate support and external redeployment of employees who volunteer to leave (training, validation of experience gained, 

help with creating or taking over a company). 

Furthermore, the agreement sets out the terms for entering into an individual termination agreement between each employee in question 

and the employer, as well as the terms of exercising the right of withdrawal of both parties. In practice, a termination agreement form could 

be appended to the agreement. 
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A measure subject to validation by the French labour administration 

The French administration (Direccte) must be informed by the employer, from the start of negotiations to draw up an RCC agreement. This 

information is submitted electronically using a website created for this purpose. 

The collective agreement signed by the parties is sent to the Direccte via this same site in order to be validated. The administration then 

have two weeks to decide whether or not to validate the agreement. If no reply is received within this time limit, it can be assumed that the 

agreement has been validated. 

The administration’s validation is based on the following points: compliance with the procedure for drawing up the agreement, regularity of 

the information provided to staff representatives, and the specific and concrete nature of the support measures provided for in the 

agreement. The Direccte will cheThe Direccte will cheThe Direccte will cheThe Direccte will check in particular that the measure devisedck in particular that the measure devisedck in particular that the measure devisedck in particular that the measure devised    by the employer does not deviate from its aimsby the employer does not deviate from its aimsby the employer does not deviate from its aimsby the employer does not deviate from its aims. If it is 

found that the aim is simply to reduce the workforce at a lower cost or to authorise the departure of employees who do not have a viable 

career plan, the administration will refuse to validate it.  

In such a case, the option to use the RCC is not permanently excluded. The employer may present a new application after having made the 

required changes, but it must once again enter into negotiations. 

In concrete terms, termination of the employment contract of an employee volunteering to leave the company could be 

organised as follows: 

• 1st stage: the employee submits an application for voluntary departure, evidenced by his/her signature and the date 

affixed to the individual termination agreement form, in compliance with the terms set out in the collective 

agreement.  
The employee also provides any relevant documents attesting to the seriousness of his/her career plan. 
 

• 2nd stage: the employer examines the application and decides whether or not to deliver a favourable opinion, after 

having checked whether the employee meets the conditions set out in the agreement as to the viability of his/her 

career plan in particular.  
 

• 3rd stage, where applicable: if more employees volunteer to leave than the number of departures planned, arbitration 

is conducted in line with the criteria set out in the agreement. 
 

• 4th stage: for employees meeting all the conditions set out in the agreement, the employer has no other choice than 

to accept their application, which it can do by dating and signing the individual termination agreement form in turn. 

Once the agreement is signed by both parties, the employment contract will be terminated by mutual consent on expiry 

of the withdrawal period provided for in the collective agreement. 

Lastly, the RCC is most certainly of interest to companies planning to cut a large number of jobs. Therefore, it seems most suited to large 

companies. Furthermore, some recognised this fact and seized upon the measure as soon as it was created with a view to adapting their 

workforce to developments in their activity, jobs and required skill sets (Renault, Société Générale, IBM France for example). For smaller 

companies, unless they wish to part with almost all of their employees, the mechanism seems less suitable. Therefore, voluntary departures 

of employees should continue to be based on classic individual agreed terminations. 

 

 

N.B.: N.B.: N.B.: N.B.: the "Labour orders" are now in effect (subject, for some measures, to specific transition periods). However, they will 

only become definitive after publication of a ratification act in the Official Gazette. This act has already been passed by 

the French National Assembly and Senate. It has clarified or amended some of the measures contained in the orders. 

Eventually, only the version resulting from the ratification act will apply.    

 

On 21 February 2018, the Constitutional Council was called upon to decide on the validity of this act. The above 

developments are therefore expressed subject to this decision. If this ratification act is validated by the Council (which 

should be the case), it will then be published in the Official Gazette and will enter into effect definitively. 

 


