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Dear Clients,
You are invited to review updates in labor legislation and case law, including the extension of the deadline for publishing pay gap reports; updates concerning foreign workers, occupational safety, and personal-choice days; and rulings concerning the duty to provide an employee with notice in a language they understand, privacy in conducting an inquiry into sexual harassment, classification of service providers, dismissal of a pregnant employee, pensions, and rights in the construction industry.
Legislative Updates
1. Postponement of the deadline for publishing pay gap reports – The Equal Employment Opportunities Commission announced the postponement of the publication date for pay gap reports between women and men to September 1, 2026, in view of the situation on the home front.
2. Equal Employment Opportunities Order (Amendment to the Schedule to the Law), 5786-2026 – The extension order concerning reservists and their spouses and the accumulation of annual leave was added to the Schedule to the Equal Employment Opportunities Law, so that its violation may be deemed prohibited discrimination under the law (Official Gazette 12461 dated July 12, 2026).
3. Foreign Workers Regulations (Maximum Deduction from Wages for Adequate Housing) (Amendment), 5786-2026 – The maximum deduction amounts for adequate housing were updated according to the residential area, and it was clarified that they include municipal taxes, water, electricity, furniture, and electrical appliances. Specific ceilings were also established for a temporary mobile structure and for construction workers residing at the place where the work is performed. The amendment will enter into force on September 1, 2026 (Official Gazette 12476 dated July 16, 2026).
4. Annual Leave Law (Amendment No. 17), 5786-2026 – The Memorial Day of a deceased relative (parents, spouse, children, brothers, and sisters) was added to the list of personal-choice days under the Annual Leave Law, which an employee may use at the expense of their leave (Statutes Book 3554 dated July 20, 2026).  
5. Work Supervision Organization Regulations (Providing Information and Training Employees) (Amendment), 5786-2026 – Employers subject to these requirements face stricter training and documentation obligations: as a rule, safety training will be conducted in person and in a language understood by the employee. Online training or training by means of an e-learning program will be permitted only with the documented approval of the safety officer, and not at construction sites. In addition, employers will be required to document the qualifications of the training provider, retain the participants' identification details in the training register, and expand publications in languages understood by employees. 
In the construction industry, a special obligation was imposed, for a period of two years, to ensure that foreign workers undergo, within the prescribed time limits, additional safety training of at least 8 hours, at the employer's expense and during working hours.
The amendment will enter into force on October 16, 2026 (Official Gazette 12471 dated July 14, 2026).
The National Labor Court held: 
1. Notice to an employee in their language – The evidentiary weight of the notice and pay slips – The National Labor Court accepted an appeal by a cleaning company and a service recipient, and annulled monetary liabilities imposed in favor of a foreign worker. The employee received notice of his employment conditions in Tigrinya, which he understood, and the hourly wage was specified therein. It was held that there is no obligation to provide an additional notice in Hebrew; the absence of a translation may have evidentiary significance but does not detract from the validity of the notice when it was provided in a language understood by the employee.
It was also held that an agreed hourly wage should not be inferred from an average net wage, but rather payment should be examined month by month; an amount close to NIS 40 per hour was also consistent with the minimum wage and social benefits. Certain defects in pay slips do not negate their evidentiary value when they reflect the wages actually paid.
Significance: An employee must be provided with notice of the employment conditions in a language they understand, and delivery must be documented (Labor Appeal 3326-10-25 and Labor Appeal 4043-10-25, Reshet Havayot Rehovot, founded by the Jewish Agency for Israel, and Mavrikim BeNikon M.B. Clean Ltd. v. Habteab Rezene Okobatin, dated June 24, 2026)
2. Inquiry into sexual harassment – Qualified privilege over investigation materials – The National Labor Court denied a motion for leave to appeal a decision permitting partial disclosure of inquiry materials under the Prevention of Sexual Harassment Law. It was held that information provided during an inquiry enjoys qualified privilege, which may be lifted when the need for disclosure outweighs the interest in non-disclosure, while limiting disclosure to the documents required.
Partial disclosure was approved: summary documents, a questionnaire, some correspondence, and relevant audio/video materials, while protecting the complainants' privacy and preventing a chilling effect on future cooperation in inquiries.
The decision indicates that there are circumstances in which materials from an inquiry into a sexual harassment complaint will be disclosed, and emphasizes the need to conduct inquiries professionally, with proper documentation and discretion (Civil Request for Leave to Appeal 52835-04-26, Anonymous v. Anonymous Employer, dated June 17, 2026).
The Regional Labor Courts held: 
1. Classification of a service provider as an employee – Examination of the practical reality – The Tel Aviv Regional Labor Court held that a CrossFit trainer and professional manager, who had issued invoices for years, was an employee. The determination was based on his integration into the core activity, the personal relationship, the club's finding of a replacement during his absence, the absence of business risk, and fixed payment. The designation "freelancer" was not decisive in the classification. Since an alternative wage was not proven, the rights were calculated according to the contractual consideration actually paid. Claims concerning the absence of a hearing and failure to provide notice were dismissed in view of the nature of the engagement.
Attention: The determination of the existence of an employment relationship retroactively is made on the basis of the parties' actual conduct (Labor Dispute (Tel Aviv) 66714-07-23, Ram Dover v. CrossFit Modi'in Ltd., dated May 4, 2026).
2. Dismissal of a pregnant employee – Termination of a transfer process due to pregnancy preservation leave – The Tel Aviv Regional Labor Court dismissed an appeal against the refusal to permit the dismissal of a pregnant employee. The employee's position became redundant due to a regulatory change; she agreed to be considered for an alternative position, but the selection process was not completed because she went on pregnancy preservation leave. It was held that there was a connection between the pregnancy and the termination of employment, and that stopping the selection process due to pregnancy preservation leave did not sever that connection.
The court emphasized that pregnancy preservation leave is a justified absence and cannot serve as grounds for terminating a transfer process or ending employment. 
The judgment indicates that, when making decisions concerning pregnant employees, care must be taken not to give any weight to the employee's pregnancy or to her health condition resulting from the pregnancy, including her taking pregnancy preservation leave (Administrative Labor Appeal (Tel Aviv) 44682-11-25, The Central Company for Beverage Distribution Ltd. v. State of Israel, dated June 17, 2026).
3. Class action in the automotive industry – Pensions, commissions, and personal-choice days – The Tel Aviv Regional Labor Court granted a class action against a car rental company and held that the industry pension arrangement applicable to the company by virtue of the general collective agreement in import, export, trade, and services is valid and binding. An employee who was not insured in an active pension fund upon commencement of employment is entitled to contributions from the first month, and ongoing sales commissions are included in the determining wage. The right to a personal-choice day applies from the first day, and the employer did not lawfully inform its employees of how to exercise it.
The judgment illustrates the importance of examining the applicability of extension orders or industry-wide collective agreements (Class Action (Tel Aviv) 28089-05-18 and Class Action (Tel Aviv) 48305-05-18, Shani Weisbalt-Mizrahi and Meir Sapir v. Shlomo Transportation Ltd. (2007), dated July 8, 2026).
4. Sexual harassment outside the workplace – The limits of the court's jurisdiction – The Tel Aviv Regional Labor Court held that an assault alleged to have occurred in the employee's apartment after working hours did not fall within the employment relationship; the remedies under the law and regulations for the prevention of sexual harassment in relation to that incident were summarily dismissed. Other causes of action – unlawful dismissal and discrimination on the basis of disability – will continue to be heard.
Attention: Every complaint alleging sexual harassment must be carefully examined and the process documented, even if it is ultimately found that the matter does not constitute sexual harassment or does not fall within the employment relationship as stated (Labor Dispute (Tel Aviv) 72686-07-25, Anonymous v. Anonymous, dated July 9, 2026)
5. Foreign worker in the construction industry – Scope of the obligation to complete severance pay under the extension order – The Tel Aviv Regional Labor Court dismissed a claim by a foreign worker in the construction industry who resigned, seeking payment of a severance pay completion at a rate of 8.33% under the extension order for the construction industry, in addition to the amount deposited for him in the foreign workers' deposit.
It was held that the deposit for foreign workers, managed in a dedicated bank account by virtue of Section 1j(v)(1) of the Foreign Workers Law, is not a "provident fund" or an "insurance fund" as defined in the extension order; therefore, the provisions of the ordinary pension arrangement in the order do not apply to foreign workers. Only the specific provisions in the chapter dealing with foreign workers and Palestinian workers apply to them. Since the claimant resigned under circumstances that do not entitle him to severance pay under the law, there was no obligation to make an additional payment beyond the 6% deposit made by the respondent.
The significance is that the obligation to complete severance pay for foreign workers in the construction industry, for whom payments are deposited into the dedicated deposit at the rate prescribed by law and procedure, arises only when the foreign worker is entitled to severance pay under the Severance Pay Law (Labor Dispute (Tel Aviv) 2901-02-25, ANATOLIE ENE v. Oz Power Ltd., dated July 9, 2026).
The case law emphasizes the importance of proper conduct in the various areas over written agreements; the importance of documentation and proper inquiry procedures; the duty to exercise special caution in decisions concerning pregnant employees and in sexual harassment proceedings; and consistency in the case law regarding the applicability of the dedicated deposit mechanism for foreign workers, as distinct from the ordinary industry pension arrangements and completion payments.
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תוכן שנוצר על-ידי בינה מלאכותית עשוי להיות שגוי.]
Adv. Dganit Lapidor – Singer
Joint Head of the Labor Law Department
dganit@agmon-law.co.il
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Joint Head of the Labor Law Department
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תוכן שנוצר על-ידי בינה מלאכותית עשוי להיות שגוי.]
Adv. Michal Markovitz-Blachar
Joint Head of the Labor Law Department
michalmb@agmon-law.co.il
	


Employers are advised to conduct a periodic review of employment documents and notices to employees, pension mechanisms and industry rights, complaint-handling procedures, and processes for transferring or terminating employees, including employees covered by statutory protection.  
We are available to advise and assist you regarding the implications of these updates for the workplace.  
* This memorandum does not constitute legal advice and is provided as a service to our clients.
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