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OUR MISSION

At Claeys & Engels, we provide
employers in the private and public
sectors at regional, national, and
international levels pragmatic, fast,
and efficient legal services related to
Human Resource Management and
Human Capital with an experienced
team of more than 95 specialised
attorneys and other legal experts,
creating in-depth client relationships.
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We offer a full range of legal services
in all matters relating to Human
Resources. What makes us unique is
how we work in partnership with our
clients and achieve the results that
matter to those same clients.




Chris Engels
Chairman

Olivier Wouters
Managing Partner

FOREWORD

Dear reader,

In our ninth HR Beacon report, we dive into the world
of HR by seeking our clients’ opinions, insights, needs,
and vision. We aim to uncover the latest trends and
changes related to human capital. We examine the
strategies employed by our clients to tackle the
challenges of attracting and retaining talent, balancing
the needs of the company with those of its employees,
and navigating upcoming legislative changes.

Thisyear, we once again received 325 responses. Over the
years, we have built a consistent sample of companies,
and we would like to sincerely thank everyone who
took the time to complete the survey.

The federal De Wever government has developed a
number of initiatives aimed at strengthening the labour
market. We also explored these ideas in this year’s
survey, the results of which are presented throughout
this report.

As in previous years, we are making the HR Beacon
Report available early, so that you can use the insights
to prepare for 2026.

As always, all the detailed survey results can be found at
the back of this report.

We aim to offer more than just advice. We strive to
be a dedicated and loyal partner to our clients. This is
especially important in the highly competitive business
environment of 2026, where companies must attract,
develop, and retain top talent. As specialists in HR,
taxation, pensions, and social security, Claeys & Engels is
well positioned to assist you in these areas.

This year is also a special one for our firm, as we
celebrate our 25th anniversary. We do so with pride and

deep gratitude towards our clients!

We wish you all the best for 2026!
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HIGHLIGHTS

TOP 10 HR CHALLENGES FOR 2026

1 Attractive remuneration policy due
to rising wages
2 Recruitment of new employees

3 Retention 840/0
4 Harmonisation of working and pay
conditions
5 Cost reduction
6 Well-being and mental resilience
7 Digitalisation and innovation
8 Employee training
9 Well-being at work
10 Mobility Q
(greener transport) L

of companies accept
two days of
teleworking per week.

s, o,

"o
of companies offer a mobility o

budget as variable allowance.

46, > G
A 51,

last year

56,

climate change is
the main reason

38

last year

5

of companies
have a telework

Warrants / Collective

0 bonus based on CBA
no. 90

policy. R Bonus pension
‘7'? plan
/Z

COMpEpsaTION

Cash /
Mobility budget

L

80+

last year of companies plan

to hire new people

using contracts of
indefinite duration.

L

of companies do not
allow teleworking.

Climate
change

of companies indicate that
climate change is the main
reason for a change in their
mobility policy.

49,

last year

of companies have a long-term
sickness policy.

Long-term sickness
policy
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) In 2026, having an attractive remuneration policy to combat rising wages is again

the most important challenge.

Anyone who wants more information about the different options for offering a

— 01 CHALLENGES FOR 2026

fiscally and socially advantageous remuneration can still visit

www.compensationbenefits.be

Recruitment of personnel takes (also in 2026) second place.

In joint third place are employee retention and the
harmonisation of employment and remuneration conditions.
The upcoming entry into force of the pay transparency
directive will certainly have had an impact on the
harmonisation of employment and remuneration conditions.

Over the past year, only 65% of companies experienced
difficulty filling vacancies. This figure is significantly lower
than in previous years. Large companies have the least
difficulty in getting vacancies filled.

It also takes companies less time to fill vacancies. For the first
time in years, 6% of companies have filled a vacancy in less
than 20 days.

Retention of existing staff is still achieved by offering
telework (69%). Contrary to our assumption last year that a
shift might occur, most companies seem to maintain telework
but limit the number of days to two per week.

Many more companies (64%) appear to focus on developing
a programme or initiative to help employees feel connected
to the organisation, for example through regular check-ins.

Compared with last year, there is more emphasis on retaining
older employees (44%). To achieve this, most companies
resort to flexible working, followed by additional vacation
days and telework.
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https://www.compensationbenefits.be/en-gb

Biggest challenge(s) for coming year

2022 2023 2024 2025 2026
Attractive remuneration policy
Recruitment of new employees N 51% N 42 %
Retention S 37% S 40%
Harmonisation of working R R o o S 400
and pay conditions 14% 14% . 6% N 16% 40%
Cost reduction O 40% S k3%
Well-being and mental
o 7 . S S
resilience of employees 33% 48% Sk 40% O 36%
Employee training (IR 30% N 39% N -2, . 42% N 35%
Digitalisation and innovation (IR 30% S 27 % S 36 S 36% S 35 %
Well-being at work . 6% . 23%
Mobility (transition to . 200 o o o o
green modes of transport) 20% N 25% . 14% . 4% S 16%
Maintaining cohesion
when more teleworking S 4% S 20% . 14% - 1% . 13%
Flexible workforce ([ 19% @ 9% - 1% - 9% |l %
ESG Reporting 3% S 20% | 9%
Employment of older o o o
workers (CBA no. 104) B 7% B5% W% @ 9% 8 9%
Pension plans B4% 84% 12% W 7% B 9%
Diversity of the workforce [l 10% B 9% 4% |l % W 3%
Data privacy and
data protection (GDPR) 2% 03% 12% o 8% W 6%
Wet private opsporing B5%
Environmental policy (D 20% B 5% |l 4% B5% 12%
10 i — o1



2026 OVERVIEW OF THE BIGGEST CHALLENGES

2018 2019 2020 2021 2022 2023 2024 2025 2026

5 - 6 - 6 - 7 v 5 v 4 v 2 v 1 - 1 Attractive remuneration policy
1 = 1 = 1 - 2 v 1 = 1 v 0 - 2 = 2 Recruitment of new personnel
2 - 2 - 3 N 1 - 2 - 2 v 0 a 6 - 3 Retention of personnel
9 - 9 - 10 - 10 - 12 - 10 - 5 - 9 - 4 Harmonisation of employment and salary
3 - 3 - 2 - 3 - 3 - 3 - 0 - 4 - 5 Cost reduction

9 - 5 - 4 - 5 - 3 - 5 - 6 Mental and physical well-being
7 v 5 - 5 v 4 - 6 - 7 - 4 - 7 - 7 Digitalisation and innovation
6 v 4 = 4 - 6 - 7 v 6 v 1 - 3 - 8 Training of personnel

8 - 9 Well-being at work
8 - 9 - 9 M 8 M 7 - 10 - 10 Mobility (greener transport)
8 - 9 - 6 - 11 - 11 Maintaining cohesion while teleworking

9 - 8 - 11 - 8 - 11 - 12 - 10 - 14 - 12 Flexible workforce

15 - 13 - 14 - 15 N 1 - 13 - 13 Employment of older employees
10 - 12 = 12 - 14 = 15 - 16 - 14 - 16 - 14 Pension plans
g 15 ESG reporting
13 - 13 - 8 - 12 - 16 Diversity of the workforce

4 N 11 N 13 - 11 N 16 N 17 - 13 N 15 N 17 Data privacy and data protection (GDPR)
18 Act on Private Investigation
14 - 12 - 17 - 19 Environmentally friendly policy
10 - 11 Performance management and coaching

12 - 7 - 7 - 15 - 17 - 18 Social dialogue
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02 RECRUITMENT POLICY

) Small and large companies continue to face difficulties filling job vacancies.

65% of companies report having difficulty
filling vacancies. This represents a decrease
compared to last year. It is the first time in four
years that these figures have evolved in this
way. The economic crisis, which has led to many
collective dismissals, may explain this change.

N\ Significantly

13

more vacancies

al‘.e b.elng filled Filling time vacancy
within 20 days

compared to 2022

2024.

) We are not getting
the vacancies filled

More than 180 days
@ Between 60 and 180 days
Between 20 and 60 days
@ Less than 20 days

46%

1%

Smaller companies (fewer than 50 employees)
struggle to fill vacancies in only 52% of cases.

The trend of recent years continues, and
we observe that most hires are based on
employment contracts of indefinite duration.

2023

I /] %,

7%

46%

42%

2%

Difficulty filling vacancies

100%

50%

0%

2022

2024

SN 5 %
3%

39%

50%

G s,

2023 2024

- No - Yes

2025
— 5%
2%

40%

49%

2026

2026

a— /%,
5%

37%

48%
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Remarkably:

e The use of temporary agency workers has remained at a similar level over the

years (around 50%).

¢ We notice that the use of management companies is becoming more frequent.

The De Wever government has already made it clear that it intends to restrict
the use of management companies.

e The hiring of third-country nationals is gaining some importance, with 26% of
companies indicating they are open to it.

Recruitment infill
2022 2023 2024 2025 2026
Employment contracts of
Y ofinite duration KNGS 750, S :1 % S 750, S 0%, S %
Temporary workers [ 56 % S 5% N 54 % S 53 % O 50 %
Fixed-term employment contracts (I 32% N 30% S 28% S 33% O 34 %
Self-employed persons for
operational assignments . 29% S 39% S 32% S 33% . 32%
Outsourcing (working with g 359, S 36% S 33% S 3% N 30%
employees of subcontractors)
Foreign workers (I 30% S 23% S 23% . 22% . 26%
Independent Worke.rs. for s 1% - 20% -l 3% s 20% s 21%
management positions
Management company B 7% B 6% B6% @ 10% M 1%
Not applicable 3% 0 4% 5% 4% W 3%
Other 2% 12% | 1% 12% 2%
Platform employees
("gig economy™) 12% 1% | 1% 3% 1%
>< — 02
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— 03 RETENTION POLICY
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+ Retention of workers is being worked on more compared to 2024.

Employee retention (76%) continues
to grow and has almost reached the
2023 level (78%).

Teleworking is the measure most
often taken to retain staff.

Older workers

Compared to previous years, companies are intensifying their

efforts to retain their older workers.

When we ask about measures to retain older workers, we see

84% of companies offer telework.

For most companies (45%), two days of
teleworking per week remains the standard.

87% of companies did not adjust the number of
permitted teleworking days in 2025. Furthermore,
88% indicate that they do not plan to make
changes in 2026 either. For now, there appears to
be little appetite in Belgium to restrict or abolish
teleworking entirely.

Regular check-ins (64%) and additional training
are now also increasingly used as a measure to
promote retention (63%).

2026
2025
2024

flexible working, extra holidays and telework as the most common

measures.

2023

0%

Retention of staff
2026
2025
2024
2023
0% 20% 40% 60% 80% 100%
Brno B Yes

Retention of older workers

20% 40% 60% 80% 100%
B nNo B Yes



A good retention policy requires a very delicate
balance because it has to fulfil part of the
organisation’s needs and at the same time it has a
heavy (financial) impact.

2026

Others (9%)
Retention bonus policy (17%) —__ ‘/ Tel K (69%)
/ elewor o

Cafeteria plan (39%) —«

Mobility (46%)

™~ Additional
training (63%)

Programme or initiatives
to help employees feel

valued and connected to Flexible working

the organisation, such as (51%)
regular check-ins (64%)

17 E

2025

Others (7%)
Retention bonus policy (17%) —__ l/ Tel K (72%)
/ elewor )

Cafeteria plan (32%) —

Mobility (38%)

™~ Additional

training (60%)

Programme or initiatives
to help employees feel

valued and connected to Flexible working

the organisation, such as (49%)
regular check-ins (61%)

N\ For 25% of companies, the
number of employees who also
perform flexi-jobs on top of
their jobs has increased.

Due to the extension of the scope (Programme Law of 22
December 2023) of flexi-jobs, this number has increased
compared to 2024 (19%) but has remained stable
compared to 2025.
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The number of companies making greater efforts to keep older workers in the workforce

has increased compared to last year.

Retention of employees

2023 2024 2025 2026
More effort on retention
of older workers

I 1 T 1 T
28% 72% 32% 68% 36% 64%

B No B Yes

I 1
44% 56%
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— 04 COMPENSATION AND BENEFITS

+ The mobility budget continues to gain

larity, albeit at a sl . :
popularity, albeit at a slower pace Number of bicycle

allowance requests &

60% of companies feel compelled to offer their employees variable
remuneration, a figure that has once again declined compared to

last year and remains at the same level as in 2024. 2024 2025 2026

The most common forms of variable pay this year are warrants and
the collective bonus under CLA 90, at 53%. Next, in a shared second B Minimum 1
place, come the cash bonus and the mobility budget or another 75% 82% 82%
mobility solution. B None
It is the first time we see a very high score for the mobility solution.
25% 18% 18%

In 2024, the bicycle allowance was new in our survey. This year, we

see an increase to 82% of companies where at least one request for a

bicycle allowance was made. As in last year's results, larger companies

show a greater demand for the bicycle allowance. For the second 2026

year in a row, the popularity of this measure has been confirmed. <50 50-300
O O

Wi

=)o

E0)o v
o g
EJo ©

60%
85% 93%

40%
o 15% 7%
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Climate change and mobility approach

56% of companies indicate that climate has
an impact on their mobility approach. This
is a slight increase compared to last year
but still does not reach the level of 2022.

57% of companies state that they consider
it a good idea to reform the mobility
budget into a budget for everyone

Impact of climate change on mobility approach

@ Definitely yes

Probably yes
@ Probably no

Definitely no

Among all measures taken against climate
pollution, less polluting cars* remain the
most popular measure (87%), as in 2025.
Almost no companies (3%) have abolished
company cars.

2022 2023 2024
B - I
40% 43%
- - B
9% 7%

19%

38%

32%

1%

We would like to remind you of our newsflash
about “Reimbursement of ‘charged’ electricity”

K

2025 2026
35%
8%

17%

39%

34%

10%

04


https://www.claeysengels.be/en-gb/news-events/reimbursement-charged-electricity

Cafeteria plans are
gaining ground.

For the first time in many years, we
notice a larger share of companies
that have a cafeteria plan. It is the
highest figure in the past four years.

In 2024, 40% of companies reported
their intention to introduce a
cafeteria plan. For 2025, 40%
indicate that they already have one.
In 2026, 23% plan to implement a
cafeteria plan.

22 i

Do you have a cafetaria plan?

2022 2023
B Yes 22% 30%
@ No
Not applicable
73% 68%

5% 2%

2024

2025

27%

67%

6%

Are you planning to implement a cafetaria plan?

2022 2023
@ | plan to implement this 30% 30%
@ | do not plan to implement this
Not applicable
66% 68%

4%

2%

2024

26%

66%

8%

2026
30%
67%
4%
2025

40%

53%

7%

40%

55%

5%

2026

23%

68%

8%
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Wage tax

Just like last year, 56% of
companies make use of the
partial exemption from
withholding tax pass-through.

This is mainly applied for shift
work/night work. As in previous
years, larger companies are
the ones that primarily use this
system.

Partial exemption onward payment of withholding taxes

2022 2023 2024 2025 2026
49% 51% [l 41% 59% 56%  44%
In what way?
shift work / night work ([l 50 (- - - T 2%
overtime hours ([l - -1 > B -2~ T 3%
Research and development ([ 52% 2 B B 0% B 2%
Other |2% | 2% I5% 12% 13%

B o B Yes
Partial exemption onward payment of withholding taxes

2026

2026

O

m i

o

Tt
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Pay transparency and the gender pay gap.

In contrast to last year, many companies have taken measures related to the
Pay Transparency Directive (46%, an increase of 20% compared to 2025).

The most common measure (87 %) is an analysis of the pay policy,
followed by detecting any pay gaps in 72% of cases. In 43% of cases, job

classifications are modified.

Only 10% of companies prepare a report for the union delegation.

Wage transparency measures

A report on the website about possible pay differences between men and
women has almost completely disappeared (last year, 11% of companies
reported doing this; now it is only 2%).

Remarkably, 31% of companies still indicate that they explicitly ask what the
person earned at their previous employer. This is a practice we want to warn
against because it is not in line with Article 5 of the Pay Transparency Directive
(2023/970).

2024 2025 2026
B vYes
Not applicable

What measures?

Analysis of the pay policy

g

Identifying any pay gaps (and adjusting them if necessary)

O /0%

Modification of the job classifications

O -5

Informing candidates about the salary scales for the position they are applying for

O 75

R o0 . 0%

Report for the union delegation

32%
al

33%
l

10%
8

Publication of a report on the website

9%
8

1%
8

2%
I

Other

20%
-

B zo §o%



39% of companies do not plan to seek external advice.
e Others organise clear communication with all employees individually

The open-ended responses give us an insight into how some companies are to ensure they are aware of salary scales and the salary linked to their

ensuring they give information on pay to their staff: position in the company - sometimes even providing an information sheet
with all pay components.

e Most companies publish the information on the company intranet or via

notice boards. * Some companies still work with external consultants (e.g., creating a job

framework and salary structure) on how best to communicate.

Written wage policy 2026

Advice through legal
firm (21%)

No, not intending to (39%) —__

Advice through
consultancy firm (15%)

Other (6%)

\

Advice through
payroll office (31%)



Pay Transparency Directive in a nutshell

Transposition by 7 June 2026 (national law).

For private and public sector.

Applicable to employees and job applicants.
Reporting obligations are being gradually introduced
(depending on the number of employees.

Entering into force of reporting obligations

®) o

250+ [M] 100+ [M]

2026/
2027

26 i

2 7

Need help?
Use the Ius Laboris GAP IQ Service

Legal advice.

Calculating existing pay gaps at company level and
per category of workers.

Possible justifications for identified pay gaps.

Pay gap action plan.


https://iuslaboris.com/insights/gap-iq-an-innovative-solution-from-ius-laboris/
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22% of companies do not have a written wage policy. 42% have a fully written wage policy, which

represents a fairly stable trend. Company size influences the formalisation of the pay policy.

2022

9%

21%

30%

15%

25%

Written wage policy
2023 2024

8% 7%

24% 25%

24%

30%
8%

10%
37%

28%

@ Not applicable

No, there is no documented
wage policy

. No, there is a wage policy but
this is a rather informal document

Yes, but only for a subset of
employees (e.g., management or
other category)

@ e for all employees

2025

1%

22%

26%

1%

30%

2026

7%

22%

28%

13%

29%

20%

37%

22%

6%

15%

o O

W

7

26%

32%

8%

26%

— 04
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4%
1%

26%

19%

40%
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— 05 WORKING TIME AND REMOTE WORK POLICY

) Teleworking remains widely accepted, with most companies allowing two days per
week; four- or five-day arrangements remain uncommon.

In 2026, we notice that 84% of companies allow
teleworking. Companies try to find a more
balanced way to telework. On average (45%), 2
days per week telework are allowed.

o0&

100%

50%

0%

2018 2019 2020 2021 2022 2023 2024 2025 2026

Telework

Brno B vYes
Telework policy
2022 2023 2024 2025 2026
85% 15% 81% 19% 83% 17% 84% 16%
Permitted number of days
One day per week [} 14% B 9% @ 20% Bl 2% |l 2%
Two days per week (NN 45% 9% R 2% B 5 (. 5%
Three days per week [l 15% B 20% |l 2% B 6% B 8%
Four days per week 8% 5% 5% | 2% 13%
Five days per week  §5% 5% | 1% 13% [ 1%
other [ 13% [ RERA [ REEA [ RERA [ RERD

29 K

05
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87% of companies have not changed
the number of permitted telework
days in 2025. 88% of companies
indicate that they also do not plan to
change this in 2026. For now, there
does not seem to be much appetite
in Belgium to restrict or abolish
telework.

This is fully in line with the findings
of our French colleagues at lus
Laboris, whose survey (only available
in French) produced similar figures.

When it comes to tracking of
performance  during  telework,
most companies (43%) do not track
performance with specific tools but
judge based on the results of the
worker.

Do you have the intention
to reduce teleworking?

No, | will increase

No, | will maintain

Yes, | will reduce teleworking

Yes, | already did

0% 20% 40% 60% 80% 100%

NN\ When it comes to teleworking, a good policy
is definitely a necessity. It removes uncertainty
from the process. Both employer and employee
want clarity on whether there is compensation,
whether costs will be reimbursed and how
follow-up will be conducted.


https://www.capstan.fr/capstan-perspectives/

78% of companies
that offer a telework
allowance.

In most cases, this allowance ranges
from a few tens of euros to 100 euro.

Only 15% of companies reimburse
material based on expense claims.

62% of companies are
favourable to the plan
to abolish minimum
working hours and
allow ‘accordion’
timetables.
2025 2026
15% 25%
Not applicable
B o
B Ve 64% 62%

31 E

Allowance
2022 2023 2024 2025 2026
B nNo B Yes 71% 29% 75% 25% 77% 23% 76% 24% 78% 22%
Less than 50 EUR each month (D 40% B 2% B 30% B 360 N 33%
50 to 100 EUR each month (D 36% B 26% N 33% B 20 S 3%
100 to 150 EUR each month ([ 21% B 4% Bl 9% B 26 B 250
i fiat rates 3% LR L RS | W%
Material reimbursement
2022 2023 2024 2025 2026
B No BB Yes RN 19% 81% 7% 8% 5%  85% 5% 8%
o Xoeee S 5o S s> S . N s S -2
Lump sum budget to be
accounted for based on
expense claims of less @ 0% . 9% . 21% @ 0% 12%
than EUR 50 per month
Other (NN 39% . 23 . 25% . 4% N :6%
— 05



Those working with flexible working hours usually inform their employees 1 or 2 weeks

in advance.

Employees who requested an alternative workweek arrangement are an exception.
In only 9% of companies did at least one employee request such an arrangement.

Still not a great success for the
four-day work week.

48% of companies support the proposal to abolish
the rule that the weekly working time must be at

Inform variable hour schedules

2023

This statement applies
to 23%

2024

This statement applies
t0 29%

2025

This statement applies
to 29%

2026

This statement applies
to 28%

. . . The day before a modification 4% 4% 5% 5%
least 1/3 of the full-time weekly working time. y ffication 4% 1% Bs% Bs%
Three days before a modification [} 6% B 5% B10% Bo%
One week before a modification ([ 33% B 35% B 4% S 5%
Compared to the previous measurement, Two weeks before a modification (D 37% @ 9% Bl 26% N 34%
significantly fewer companies are willing to make Others [ 20% r—— . 4% s
use of voluntary overtime. Smaller companies
(<50 employees) are especially less willing to do
so than larger companies.
Systems
27% of companies have made greater use of 2022 2023 2024 2025 2026
n m ffing n now that th @ no BB Yes
students to meet staffing needs now that they 54% 46% 50% 50% 55% 45% 64% 36% 62%  38%
are allowed to work up to 650 hours per year.
What kind?
.. . . Badge system (NN 76% (N 63 % NN 66% NN 63% (N 69%
Application for an alternating workweek regime
. . . Login on PC/smartphone [ 29% N 28% . 29% . 29% N 30%
is also not a high-flyer. Only 9% of companies Timedhects to b eted
. . . Imesheets 1o be complete
have noticed an increase in the number of by employee B 19% 8 14% & 15% 8 16% . 21%
applications. Deviations from “standard
hours” to be recordedby B 9% W 13% 9% B6% 4%
69% of lid bl the employee in the database
In mpanies use gliding timetables
- I'OE cases, comp bad 9 tg Gps-tracker  14% 1% 1 4% 86% 85%
that link monitoring to a badge system.
9 g€ sy Other 2% 14% 5% 5% 12%
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Analysis of teleworking by sector
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— 06 POLICY REGARDING EMPLOYEES WITH SHORT-
TERM AND LONG-TERM INCAPACITY OF WORK

Positive progress in companies Long-term sick worker reintegration policy

35

that have implemented a 2022 2023 2024 2025 2026
reintegration policy for long- » oo 20 o o
term sick employees. ° ° ° ° °
36%
Not applicable 53% 50% 38% 42%
58% of companies have implemented @3 nNo
a reintegration policy for long-term B e

sick employees. This is the highest
score in years.

Companies must step up their game
in light of the policy that requires
companies with at least 50 employees
to pay an accountability contribution/
responsibility contribution (0.625%
of the Q-1 wage bill) if they have a
high percentage of employees who
are incapacitated for work.

This could explain why 60%
of companies have started a
reintegration programme.

589%
49% 49% ’

41% 41%

Reintegration program started

2023 2024 2025 2026

43% 40%

49% 55%

@ nNo
B e

57% 60%

51% 45%




The federal government plans to ...

36

to encourage employers and their
prevention services to implement an active
absenteeism policy that creates a work
environment where long-term absenteeism
is avoided as much as possible and sick
employees are regularly contacted and
monitored. Are you concerned about the
administrative burden that this may entail?

2025 2026

to allow employers, subject to the
employee’s consent, to start a reintegration
trajectory from the first day of sickness.
Do you believe this would be an effective
measure?

2025 2026

to stipulate that employees regain
entitlement to 30 days of guaranteed salary
only after 8 weeks of work following a
relapse. Do you believe this would be an
effective measure?

2025 2026

B nNo BB Yes

B nNo BB Yes

B No
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— 07 DISMISSAL POLICY

‘1 Since the laW Of 86% of companies are in favour of capping the

notice period at 52 weeks in the event of dismissal

18 December 2023 by the employer for employment contracts starting
(eﬁ‘ective from 1 from 1 January 2026.

January 2024), an Trial period
employee has the right
to continue using their
mobile number after

the termination of the
employment contract.

In addition, 85% of companies are also in favour of
reintroducing a trial period.

Plans for possible reorganization

These initiatives still need to be implemented in
legislation.

Regarding reorganisations, we see that 52% of
companies indicate they will not reorganise in 2026.
This number has significantly decreased compared to
2024 (63%).

If measures are necessary, staggered multiple
redundancies are mainly considered in line with
figures from previous years, but at the same time,
one-time voluntary departure programmes have
decreased to 12% (19% in 2025).

2022 2023 2024 2025 2026
Staggered multiple discharges ([} 17% | RERA Bl 2% Bl 2% B 25
One-time voluntary severance programs ([} 14% B s% B 0% [ RERA B 2%
Collective dismissal (Renault Procedure) | 3% ' 5% ' 4% . 4% . 5%
Long-term voluntary severance programs [ 4% | 3% | 3% B5% B 2%

Notapplicable (NN oo (NN oo (NN oo (N >0 (N s>
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) Digitalisation ranks 7th in the list of the most
important challenges for the coming year.

61% of the companies expect an
impact of digitalisation on human
resources in 2026.

The number of companies providing
additional training in this context to
retain their employees has slightly
increased again to 61%, similar to
the level in 2024.

The number of companies where

social partners are involved in
digitalisation  remains relatively
low (37%).

The decline in the involvement of external trade
unions in this area continues to decline and now
stands at only 7%.

Remarkably stable is the figure showing that
32% of companies have already experienced
cyberattacks. This percentage has remained
constant in our annual surveys.

31% of companies are not insured against cyber
hacking. Yet the consequences of a hack are very
far-reaching, not only for production processes
but also for sensitive data that can be leaked.

A Data Protection Impact Assessment (DPIA)

K

data processing

40 E

is a process that systematically identifies
and minimises risks related to personal

— 08 DIGITALISATION AND CYBERSECURITY

40% of companies use Al as part of their
HR processes

When Al is used, it is in 26% of cases during the recruitment process
(an increase of 10% compared to last year), in 10% (+3%) for staff
monitoring, and in 7% of cases for evaluations. These figures have
increased compared to previous years.

Al has clearly not yet made a big impact in the HR department, but
developments in the field do compel us to prepare for it.

Al applications in the company force us to check that we do not
lose sensitive information. HR departments are chock-full of
sensitive information (think gender, education, mandates, financial
information, etc.). Before running an algorithm on that, a thorough
DPIA* is necessary.

In the open responses, we see that Al is currently used mainly for
administrative support, for example, translations, designing images,
or scheduling appointments (such as with job applicants).



— 08 DIGITALISATION Cyberhacking

AND CYBER‘ 3% 32% 32% 32%
SECURITY

Brno B Yes

Insured against cyber-hacking

60% 60% 59% 64% 69%
36%
40% 40% 41%
Brno B Yes
Use Al
2024 2025 2026

No

Yes - grouped

Yes, in recruitment

Yes, in monitoring my staff
Yes, in evaluations

Other

0% 20% 40% 60% 80% 0% 20% 40% 60% 80% 0% 20% 40% 60%
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Training

On average, employers provide just over 4 days of training to their employees each year.
There is more variation among companies with fewer than 50 employees: some companies

allow 10 days or more training, while others give hardly any or no training (although the latter
group is very small).

Numbers of days training

O
2024 2025 2026 [M]
Average days 4,31 4,04 4,17 4,08
6% 5% 7%
@ 10 or more
19% 25% 0
- 69 ° ° 27% 30%
5
16%
109
4 16% 16% %
a 3 24% 23%
@ 2 26% 22%
1
17%
19%
@B None ’ 15% 17%
8% 5% 6% 12%
s 2% 3% 1% —— 2%

42 |

1%
7%

28%

13%

23%

19%

8%
1%

— 08

7%
9%

24%

22%

19%

16%
3%



Federal Learning Account Federal Learning Account

In line with last year’s statistics, more
2025 2026

than 9 in 10 companies are in favour
of cancelling the Federal Learning

Account.

9% 10%

91% 90%
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— 09 EMPLOYEE PRIVACY RIGHTS

NN Only 30% of companies plan to establish a policy in case a private investigation into
one of their employees becomes necessary.

Following an upward trend from previous years, Transparency over control
79% of employers require sick employees to set
an out-of-office message that includes the name 2023 2024 2025 2026

of a colleague who can ensure follow-up.

The procedure for individuals leaving the

company, where the (former) employer may 38% LR 40%  [EIR 38%  WLLR ML 27%
retain access to the mailbox for a certain period

(one month or three months), is increasingly 17% 12% 12% 13%

being correctly implemented. 62% of companies
indicate that they follow this approach. Not applicable. Ourcompany [} No, all data is logged, but ([} Yes, there is a clear
does not do e-monitoring employees are not informed of e-monitoring policy
The DPA continues to closely monitor this practice when our company can monitor it

and, over the past year (2025), has reprimanded .
several companies. Transparency about control on professional travels

Many companies still do not use e-monitoring 2024 2025 2026
(47%). When logging does occur, the vast majority

of companies correctly inform employees. ﬂ
However, only a small 13% log data without A 6%
notifying employees. This poses a serious risk and

should be avoided at all costs. 84% 80% 82%

When companies use GPS monitoring, 68% of

them have implemented a policy for this purpose. Not applicable.Ourcompany ([} No, all data is logged, but ([ Yes, thereisa clear
does not do GPS monitoring employees are not informed of GPS monitoring policy
when our company can monitor it

45 E — 09



The right to disconnect has primarily been introduced through amendments to the work rules.

What measures do you foresee?

Through an amendment to the labour rules

2023

O

2024

EE—— o

2026

O

Basic rules in collective labour agreement or
labour rules and individual policy

-

| s~

Through a company collective labour agreement

8

-

8 2

Other

Training or awareness initiatives
on the right to disconnect are still
not widely implemented. Only 32%
of companies have provided such
measures.

46 B

| EERL

Trainings and/or awareness campaigns

2023

-

No

Yes

-

2024

2025

-

Yes BN

e s

2026

No 68%

Yes BEPAL)
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10 DATA PROTECTION

) 74% of companies have a data protection policy.
Pay attention to the record of processing activities!

* Read also: How to legally
communicate a dismissal correctly

Training courses on data protection are only When we look at the number of requests under — The delicate balancing exercise

scheduled in 47% of companies. GDPR, they are very limited in many companies. between company and employee
15% of the companies reported receiving a interests

Consent for rights regarding the processing of request. This represents an increase of 5% )

photos, visual material, and audio material is, on compared to last year. * * AISO' the right of a(-:cess and copy

the other hand, well established in the workplace is not an absolute right. Read more.

(90%). As usual, the right of access remains the most

frequently used (61%)**.
This is a very favourable development, considering
that the DPA* is not idle and regularly takes
enforcement actions.

Which right?
2022 2023 2024 2025 2026

Right of access (D <0 (DD o D - D ;> O <1
Right of data erasure _ 47% - 38% - 38% - 33% _ 57%

Right of restriction of processing ([} 13% & 2 @ 3% @ % @ %

Right to withdraw consent () 9% e = ® 3% ® 2% @ 2%

Right of rectification ([ 18% @ 5% @ 3% @ o% @ 2%

Right of objection () 9% e s 0 2% 0 5% ® 0%

Right of data portability ([} 11% ® 2% 0 2% 0 5% 4%
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Still concerning is the inadequate or non-
existent updating of the record of processing
activities. Only 36% of companies are certain
that it is kept up to date.

However, the record of processing activities
is a fundamental component of the entire
GDPR legislation and a tool that must be
updated regularly. During audits, it is an
essential tool that must be available and up
to date.

Register processing activities

2023

Yes BEPAL)

No PARZ

| don't know 37%

We plan to include
this in 2025 . 1%

2025

-

Idon't know  40%

We plan to include
this in 2025 ' 8%

2024

No PPAZ)

| don't know 39%

We plan to include o
this in 2025 . 9%

2026

No NEF

| don't know 36%

We plan to include
this in 2025 . 8%



“ A small minority (10%) of the Companies Companies that have reques?ced consent from t_heir
have not requested consent from their employees for the processing of photos, visual

material & audio material have asked consent for all

employees for the processing of photos, purposes.
visual material & audio material.

Permission for processing photographs, visual and audio material

2023 2024 2025 2026

v 5 g ] g

Yes, for all purposes  57% 52% 57% 54%

Yes, but only for marketing purposes 18% 24% 21% 24%

Yes, but not for social events . 14% . 13% . 13% . 11%

50 |
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— 11 DISCRIMINATION IN THE WORKPLACE

+ 33% companies report having received complaints about discrimination,

representing a remarkable increase of 7% compared to previous years.

It is remarkable that we are now facing a higher
number of complaints based on discrimination.
This is a trend that we need to become more
aware of, especially now that legislation
concerning the gender pay gap is going to draw
more attention to differences between staff
members.

Complaint discrimination received

2022 2023 2024

Not applicable @l No @ Yes 22%

At what stage of employment?

During employment (promotion, evaluation,
O i O

compensation, period of absence,...)

Complaints of discrimination continue to come
mainly during employment.

For the first time in two years, we observe a
slight increase (to 10%) in formal or informal
complaints of workplace discrimination reported
by a formal or informal witness (a third-party
external to the company).

76% 2% 18% 79% 39 25% 72%

R o5 (N 1 %

2025 2026

26% 72% 29 33% 64% 39

N s - (A s

At the end of the employment (D 35%

| 5% S 26%

3% 0%

At the time of recruitment [l 17%

B 5% [ KRR

B 2% @ 0%

52 A



N\ Complaints related to race or
ethnic origin remain the most

common (52%).

Complaint discrimination received

Complaints based on gender take a strong second place
(25%), closely followed by complaints related to health
status (22%).

Complaints based on sexual orientation and age have
declined significantly.

2022 2023 2024 2025 2026
Race or ancestry D 5200 (N ;0. (A 7% (R 5 (R 5%
Gender G 0% G 20% G 6% G 26% G 25
Health @ 2% @ 3% @ 3% & 4% G 22 %
Other 2% @ 0% G 6% @l 2% @& 3%
Faith or philosophy of life G 4% G 13% @& 2% Gl 9% @ o
Age G 14% G 20% G 21 % B % @ o%
Sexual orientation @ 0% G 3% G 6% B 6% @ o%
Syndicated beliefs @& 2% @ 0% B 4% @ 5% 6%
Disability W% B5% 0 3% 0 2% 04%

53



— 11 DISCRIMINATION IN THE WORKPLACE 000

Discrimination complaints per sector
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