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Legal status of Legal Representatives
Please note: This overview does not claim to be exhaustive regarding the different corporate forms 

provided for under national law, nor does it present the potential risks under tax law linked to the 

question of the existence of a permanent establishment.

Country

Is the Legal  

Representative  

appointed by decision 

of the Shareholder/

Board? 

If yes, can the Legal 

Representative get a 

confirmation per  

contract – in the form 

of a "Dienstvertrag"?

Can the Legal  

Representative  

combine this status 

with an Employment 

contract?

Can the Legal  

Representative be  

a legal entity?

 Belarus
Yes Yes, in respect of a 

director (natural 

person)/management 

contract (legal entity)

No, but the director is 

an ordinary employee 

with whom an employ-

ment contract is 

concluded.

Yes

 Brazil
Yes Yes Yes No

 Bulgaria
Yes Yes, but in form of a 

management contract

Yes, only if no overlap 

with the duties of Legal 

Representative

Depending on the type 

of the company, e.g. no 

for OOD

 China
Yes (only has 1 regis-

tered Legal Represen-

tative)

No Yes, if he simultaneous-

ly is employed, e.g. as a 

company manager.

No

 Croatia
Yes Yes, Dienstvertrag 

would be “Contract for 

services”

Yes, that is then a 

standard employment 

contract

Theoretically, this can 

be done by a law firm, 

where lawyers work – 

namely, natural persons 

who provide legal 

support.

 Cyprus
Yes No Yes, if simultaneously 

employed

No

 �Czech  

Republic

Yes, appointed by the 

Shareholder

Yes, it is highly recom-

mended

No, but there are 

exceptions

Yes

 Denmark
Yes (shareholder for 

director/board for 

executive manager)

Yes, but not a require-

ment

Yes, if the parties 

voluntarily bind 

themselves to regulati-

ons on employee 

protection.

No

 Estonia
Yes (shareholder’s 

resolution)

Yes (after their  

consent and adoption 

of the resolution)

Yes, only if no overlap 

with the duties of Legal 

Representative 

No

 Finland
Yes (depending on 

articles of association)

Yes, but not a legal 

requirement

Yes No

 France
Yes Not recommended Yes, if conditions met 

(in particular separate 

employee functions)

French SAS: Yes

French SARL: No
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 �Germany
Yes (shareholder’s 

resolution)

Yes No This depends on the 

type of company (e.g. 

only natural persons in 

a GmbH)

 �Hungary
Yes (resolution of the 

shareholder or of the 

peremptory supervisory 

body)

Yes (service agreement) Legal representative 

can have a service 

agreement or an 

employment agree-

ment, according to 

their agreement with 

the company

Yes (if the functions of 

the legal representative 

are exercised by a legal 

person, the legal 

person must designate 

the natural person who 

will exercise the 

functions of legal 

representative on its 

behalf)

 �India
Yes (shareholders at 

the time of incorpora-

tion then through the 

Board)

Yes, if appointed as 

Director as an emp-

loyee, confirmation by 

service Contract 

(+board resolution)

Yes – then dual role No

 �Indonesia
Yes, generally Yes, however third 

parties may require 

more confirmation in 

another specific form 

for certain actions

Possible, if the status is 

employee who receives 

a separate, explicit 

power of attorney to 

act as a legal represen-

tative

No

 �Italy
Yes No Yes, if the powers as 

legal representative are 

limited accordingly

Yes

 �Kazakhs-

tan

Yes, if the representati-

ve is delegated the 

powers of a sharehol-

der  

in other cases – No

No Yes Yes

 �Kenya
Yes Yes, if also appointed 

as the CEO/Managing 

Director

Yes, if also appointed 

as a CEO/Managing 

Director

Yes, if at least one 

director is a “natural 

person”

 �Latvia
Yes Yes Yes No

 �Lithuania
Yes, depending on the 

AoA or regulations

No Yes No

 �Malaysia
Yes or company’s 

constitution

Yes Yes Yes (generally the case)

 �Mexico
Yes Yes (but no orders from 

the holding company)

Yes No

Country

Is the Legal  

Representative  

appointed by decision 

of the Shareholder/

Board? 

If yes, can the Legal 

Representative get a 

confirmation per  

contract – in the form 

of a "Dienstvertrag"?

Can the Legal  

Representative  

combine this status 

with an Employment 

contract?

Can the Legal  

Representative be  

a legal entity?
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 �Norway
Yes, for General 

Manager as representa-

tive

No, not in form of a 

German “Dienstver-

trag” 

Legally a General 

Manager is an emp-

loyee 

No

 �Poland
Yes (shareholder’s or 

supervisory board 

resolution)

Yes, common practice 

(either civil law or 

employment contract)

Yes, however, recom-

mended to conclude a 

civil law contract

No

 �Portugal
Yes Yes No No

 �Romania
Yes Yes, common practice 

(he may conclude either 

a management agree-

ment based on civil law, 

either an employment 

agreement)

Yes, if an employment 

agreement was 

concluded

Yes 

 Saudi 

Arabia

Yes No Yes No

 �Serbia
Yes Yes (Contract on rights 

and duties for natural 

person/Service 

Agreement for legal 

entities)

Yes, however, it is 

better for companies to 

conclude contract on 

rights and duties of the 

director

Yes, but the company 

must have at least one 

Director who is a 

natural person

 �Singapore
Yes – this is an obliga-

tion

Not used for regular 

directors/Contract for 

service used for 

Directors registered to 

comply with the 

requirement to have at 

least 1 locally resident

Yes. Typically, the 

company concludes an 

employment contract 

(contract of service) 

with the director to 

define their duties and 

additional procedures

No – for director of a 

Private Limited Compa-

ny (Pte. Ltd.)

Yes – In other legal 

forms, e.g. Partnership, 

Limited Partnership (LP), 

and Limited Liability 

Partnership (LLP)

 �Slovakia
Yes, by shareholders Yes, but in form of 

specific contract under 

Commercial Code

No, but exceptions, e.g. 

if no overlap with the 

duties of Legal Repre-

sentative

Depending on the type 

of the company, no for 

LLC’s (Limited liability 

company) and SA’s 

(Joint Stock Company)

Country

Is the Legal  

Representative  

appointed by decision 

of the Shareholder/

Board? 

If yes, can the Legal 

Representative get a 

confirmation per  

contract – in the form 

of a "Dienstvertrag"?

Can the Legal  

Representative  

combine this status 

with an Employment 

contract?

Can the Legal  

Representative be  

a legal entity?
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Country

Is the Legal  

Representative  

appointed by decision 

of the Shareholder/

Board? 

If yes, can the Legal 

Representative get a 

confirmation per  

contract – in the form 

of a "Dienstvertrag"?

Can the Legal  

Representative  

combine this status 

with an Employment 

contract?

Can the Legal  

Representative be  

a legal entity?

 �Slovenia
Yes Yes (however,  

appointment must also 

be done separately)

Yes, it is possible to 

conclude either a 

uniform employment 

contract for all services 

of the relevant person 

or a civil law contract 

for services as legal 

representative and 

employment contract 

for other services of 

this person

As a rule no (sole 

exception in case of 

limited partnership)

 �South  

Africa

Yes Yes, this is recommen-

ded

Yes, subject to relevant 

labour legislation

No

 �Spain
Yes Yes, in the form of a 

commercial service 

contract

No, unless exception if 

no overlap with the 

duties of legal repre-

sentative

Yes

 �Sweden
Yes Yes Yes No

 �Thailand
Yes Yes Yes No

 �Turkey
Yes Yes Yes Yes, but the legal 

person must appoint a 

natural person to 

discharge the tasks of 

the Legal Representati-

ve in its name and on 

its behalf

 �Ukraine
Yes A service contract is a 

civil-law agreement 

which may be conclu-

ded only with a director 

in a limited liability 

company or an additio-

nal liability company 

instead of an employ-

ment contract

Yes Yes, but only in the 

cases expressly 

permitted by the law 

(e.g. limited liability 

companies which have 

a status of a Diia City 

resident)

 �United 

Arab 

Emirates

Yes No Yes No

 �United  

Kingdom

Yes Yes Yes Yes, if at least one 

other director is a 

“natural person”
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Country

Is the Legal  

Representative  

appointed by decision 

of the Shareholder/

Board? 

If yes, can the Legal 

Representative get a 

confirmation per  

contract – in the form 

of a "Dienstvertrag"?

Can the Legal  

Representative  

combine this status 

with an Employment 

contract?

Can the Legal  

Representative be  

a legal entity?

 �Uzbekistan
Yes (shareholder’s 

resolution)

Yes Yes Yes

 �Vietnam
Yes No. Only confirmed by 

the unilateral decision 

by the company

Yes, if the individual 

simultaneously holds 

another position within 

the company

No

Remuneration of Legal Representatives 

Country
Is it mandatory to provide a remuneration 

for the Legal Representative?

Is the Legal Representative assimilated to an  

employee regarding social security?

 Belarus Yes Yes, if the Legal Representative is employed by the 

company

 Brazil No In principle No. But it can occur if the legal representative 

simultaneously has an employment contract

 Bulgaria Generally, no Generally, yes

 China No Only if the Legal Representative has a simultaneous 

employment relationship with the company, e.g. as an 

employed manager

 Croatia Yes, if contracted Yes, if an employment contract is concluded with the 

Legal Representative as a natural person

 Cyprus No Only if the Legal Representative has employment relation-

ship with the company, it is not a pre-requisite

 �Czech  

Republic

No Yes, with the exception of occupational accident and 

disease insurance at KOOPERATIVA

 Denmark No Yes, in case the legal representative is employed by the 

company

 Estonia Generally yes – the amount shall be 

agreed upon

Yes – 33% social tax is paid from the remuneration, 

therefore social security is ensured

 Finland No Yes, in case the legal representative is employed by the 

company

 France No French “Simplified joint stock companies” (SAS): Yes

French “Limited liability company” (SARL): Yes if the 

“Gérant” holds directly or indirectly a shareholding equal 

or below 50%
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Country
Is it mandatory to provide a remuneration 

for the Legal Representative?

Is the Legal Representative assimilated to an  

employee regarding social security?

 �Germany No, but unpaid work is unusual Yes, depending on the type of company. In the case of a 

“GmbH” (Ltd.), for example, managing director without 

shares and shareholder-managing director (with a share 

of less than 50%) without a blocking minority are general-

ly subject to social security contributions

 �Hungary No, for service agreement 

Yes, for employment contract

Yes, if the Legal Representative has an employment 

relationship with the company

 �India No Yes, if the Legal Representative has an employment 

relationship with the company

 �Indonesia No Yes

 �Italy No, recommended to waive the right to 

remuneration at appointment

No, the two roles and positions must be kept separated

Social security contributions are paid to two different 

funds, depending on whether the remuneration is granted 

for the activity as Employee, or as legal representative

 �Kazakhs-

tan

No No, if legal representative is not an employee

 �Kenya Yes, if also appointed as a CEO/Managing 

Director

Yes, if also appointed as a CEO/Managing Director

 �Latvia No Yes

 �Lithuania No, unless there is an employment 

contract (mandatory for the Legal 

Representatives of UAB and AB)

Yes, if the Legal Representative is employed by the legal 

entity

 �Malaysia Depends on company’s policies and 

employment term

(employee = salary/if not, director may not 

receive a salary)

If the legal representative has an employment contract 

and receives salary, he will be considered as an employee 

for social security purposes

If the legal representative does not have an employment 

contract and is appointed as a director or officer, he may 

not be considered as an employee for this purpose

 �Mexico No, unless company’s policy No, the Legal Representative is not necessarily assimila-

ted to an employee for social security purposes, unless 

there is a subordinate work relationship.

 �Norway No Yes, generally no distinction between Legal Representati-

ve and ordinary employee.

 �Poland No, but may be necessary from tax 

perspective

Yes, if a Legal Representative is hired on the basis of 

employment contract

 �Portugal No Members of the statutory bodies (MOE) of legal entities 

(companies, cooperatives, etc.) and similar entities are 

assimilated to employees regarding social security, with 

specifications

 �Romania No Regardless of the fact if they have an employment 

contract or a management contract, taxation is the same, 

they are to be treated as an employee from a tax perspec-

tive
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Country
Is it mandatory to provide a remuneration 

for the Legal Representative?

Is the Legal Representative assimilated to an  

employee regarding social security?

 Saudi 

Arabia

Yes, but can be waived Yes, if the parties entered an employment relationship; 

the law does not distinguish between “usual” employees 

and bodies of the company in regards to employment 

rights

 �Serbia Yes, with exception (e.g. foreign residents 

employed abroad)

Yes, if employed. However, if they receive remuneration 

based on the ‘Contract on rights and duties of the 

Director’, the tax rate and rules for calculation of the 

expenses in that respect differ

 �Singapore No, voluntary Social security contributions are only mandatory for 

Singapore citizens and permanent residents. Social 

security contributions only payable on a director’s salary 

under employment contract but not on the director’s fees 

voted to him at general meetings

 �Slovakia Yes, unless agreed otherwise in the 

contract

Yes - if the legal representative receives remuneration, 

but with several exceptions

 �Slovenia No (however, practice of tax authorities 

changes from time to time)

Yes, if employed. However, if they receive remuneration 

based on an civil law management agreement, the ground 

for social securities (as well as amount of social contribu-

tions and taxes) slightly differ.

 �South  

Africa

No Yes, if the legal representative is employed

 �Spain No If the legal representative receives a remuneration, they 

are assimilated to an employee regarding social security, 

but excluding unemployment benefit and insolvency fund 

payments

 �Sweden No Only if there is an employment contract and the legal 

representative receives any kind of renumeration

 �Thailand No, depends on shareholders’ resolution 

and/or the contract

Generally, no, unless they are also an employee with 

employment contract

 �Turkey LLC, yes (unless shareholder)

Joint stock company, no

In case of managing shareholder of an LLC, no

In case of board members of a joint stock company, no

 �Ukraine Yes, if director under an employment 

contract

No in limited and additional liability 

companies under services contract 

Yes, if the Legal Representative is paid remuneration

 �United 

Arab 

Emirates

Yes, but can be waived Yes, if the parties entered an employment relationship; 

the law does not distinguish between “usual” employees 

and bodies of the company in regards to employment 

rights

 �United  

Kingdom

No – if not also an employee No, not unless also an employee

 �Uzbekistan No Yes, if with the legal representative an employment 

agreement has been concluded (not mandatory) 
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Country
Is it mandatory to provide a remuneration 

for the Legal Representative?

Is the Legal Representative assimilated to an  

employee regarding social security?

 �Vietnam No Yes, if the Legal Representative is employed by the 

company under employment contract

Liabilities held by Legal Representative 

Country
Is the Legal Representative personally liable in the 

performance of his duties?

Does national law allow the Legal Representative 

to delegate his powers and liability?

 Belarus Generally yes, depends on the basis of liability Yes, for some powers 

No, for liability

 Brazil Yes, in case of guilt Yes, for powers 

No, for liability

 Bulgaria Yes, in case of culpable and unlawful breach of 

the manager's duties resulting in damage to the 

company

Yes, for some powers 

No, for liability

 China Yes, if he causes harm to others. If the company 

assumes liability, it may seek compensation from 

the Legal Representative at fault

Yes, for powers (but not enforceable against third 

parties)

No, for liability

 Croatia Yes Yes, the regulations on granting powers (of 

attorney) apply

 Cyprus No, but may be held personally liable in certain 

circumstances (unlawful or wrongful acts)

Yes, to a certain extent for powers

No, for liability

 �Czech  

Republic

Yes, when not observing the duty of care Yes, for powers, but partial (not general)

No, for liability

 Denmark Yes Yes, for powers (under conditions)

No, for liability

 Estonia Yes, unless they prove that they have performed 

their obligations with due diligence

No

 Finland Yes Yes, for powers

No, for liability

 France Yes Yes, under conditions

 �Germany Generally yes – but depends on the basis of 

liability/type of the company

Yes, for partial delegation of powers 

No, for liability

 �Hungary Generally yes – internally and externally under 

certain conditions

No

Contractual limitation of liability and release 

certificate are possible

 �India Yes, unless they prove that they have performed 

their obligations with due diligence

Yes, under conditions 

 �Indonesia Generally no, but they may be liable under certain 

conditions

Yes, for powers 

No, for liability

 �Italy Yes, liable for the damage caused as a result of 

their breach

Yes, under certain conditions
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Country
Is the Legal Representative personally liable in the 

performance of his duties?

Does national law allow the Legal Representative 

to delegate his powers and liability?

 �Kazakhs-

tan

Yes, in certain cases Yes, for powers 

No, for liability

 �Kenya Yes, if appointed as a CEO/Managing Director Yes, if appointed as a CEO/Managing Director

 �Latvia Yes Yes, for powers but partial (not general)

No, for liability

 �Lithuania Yes, if overstepping the boundaries of duties 

conferred, unlawful acts, etc.

Yes, for powers but partial (not general)

No, for liability

 �Malaysia No, except in cases of fraud, wrongful trading or 

certain specific circumstances

Yes, for powers but partial (not general)

No, for liability

 �Mexico Yes Yes, for powers 

No, for liability

 �Norway Yes Yes. May be regulated in the company’s articles 

of association

 �Poland Generally yes - but depends on the basis of 

liability/type of the company/type of contract 

Yes, for powers but partial (not general)

No, for liability

 �Portugal Yes Yes, for powers but partial (not general)

No, for liability

 �Romania Yes Yes, for powers but partial (not general)

No, for liability

 �Saudi 

Arabia

Yes, restricted to mismanagement or misrepresen-

tation

Yes, under certain conditions

 �Serbia Yes Yes, for powers. Regarding liabilities, only in 

relation to delegated powers

 �Singapore Yes Yes

 �Slovakia Yes Yes, for powers but partial (not general)

No, for liability

 �Slovenia Yes Yes, for powers to limited extent. Regarding 

liabilities, only in relation to delegated powers 

(however, not for liability for appropriate choice)

 �South  

Africa

Generally no, unless certain circumstances 

(acting outside of their mandate, unlawful acts, 

reckless acts and very limited instances of failure 

to comply with legal obligations)

Yes, to a certain extent for powers

No, for liability

 �Spain Yes, under certain circumstances Yes, for powers (except for non-transferable 

duties)

No, for liability

 �Sweden Yes Yes, but only partly for powers.

 �Thailand No, except by acting out of scope of authority Yes, for powers 

No, for liability

 �Turkey In LLC, yes for public debts

In stock corporation, yes

Yes, except non-transferable and indispensable 

tasks and duties

 �Ukraine In general, yes Yes, for powers 

No, for liability
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Country
Is the Legal Representative personally liable in the 

performance of his duties?

Does national law allow the Legal Representative 

to delegate his powers and liability?

 �United 

Arab 

Emirates

Yes, but restricted to mismanagement or misre-

presentation

Yes, under certain conditions

 �United  

Kingdom

No, exceptions (tax evasion, bad faith, wrongful 

trading, etc.)

Yes, for powers 

No, for liability

 �Uzbekistan Yes Yes, for powers 

No, for liability

 �Vietnam Yes Yes, for powers

No, for liability – unless breach of obligations 

under PoA

Termination of General Managers’ functions 

Country
Does national law require fair ground to justify the 

termination of the Legal Representative's functions?

Does national law provide for compulsory  

termination indemnity when a Legal  

Representative's function is terminated?

 Belarus In case of a director, yes, as he is regarded as an 

employee

No, but can be agreed upon

 Brazil No No

 Bulgaria No No

 China No No, exception if dismissed without good cause

 Croatia It depends on what has been agreed – if it is an 

employment contract, then yes

Yes, under the conditions provided by labor law 

if it concerns an employment relationship

 Cyprus No No, but can be agreed upon

 �Czech  

Republic

No No 

 Denmark No No, but can be agreed upon 

 Estonia No No, but can be agreed upon

 Finland No (unless conclusion of an employment relation-

ship)

No

 France French “SAS”: No, by principle

French “SARL”: Yes

(if applicable, employment relationship to be managed 

in parallel)

No, by principle

 �Germany No No

 �Hungary No, unless employment contract and in case of 

termination with immediate effect

Yes, if conclusion of an employment relation-

ship and specific conditions

 �India Yes, depends on case by case basis. Mandatory for 

directors in case of dismissal

No, depends on the Company policy and on 

case by case basis. It can be mutually agreed 

upon

Overview of regulations concerning Legal Representatives

12



Country
Is the Legal Representative personally liable in the 

performance of his duties?

Does national law allow the Legal Representative 

to delegate his powers and liability?

 �Indonesia No No

 �Italy No No

 �Kazakhs-

tan

No No

 �Kenya No, unless the legal representative has been 

engaged as an employee

No

 �Latvia No No

 �Lithuania No Yes, if conclusion of an employment relation-

ship and specific conditions

 �Malaysia Yes (in accordance with the principle of good faith 

and fairness – not arbitrary or discriminatory)

No, however notice of termination is required 

and contractual agreements/company policies 

to check 

 �Mexico Yes Yes, if conclusion of an employment relation-

ship and specific conditions

 �Norway Yes, as the General Manager is regarded as an 

employee

No, but possibility to relinquish termination 

rights for compensation

 �Poland Yes, only in case of employment relationship No (with some exceptions)

 �Portugal No, but some companies require a qualified majority 

(in case of just cause, simple majority)

Contractual compensation or compensation 

for the losses suffered

 �Romania No (unless conclusion of an employment relation-

ship)

No

 Saudi 

Arabia

No No

 �Serbia No, for dismissal unless stipulated in articles of 

association. Yes for employment relationship

No, unless specifically agreed

 �Singapore No (employment relationship to be managed in 

parallel)

No

 �Slovakia No, unless provision in the contract No, unless provision in the contract

 �Slovenia Depends on the articles of association, employment 

agreement and/or civil law management agreement 

– Parties are free to agree on the content regarding 

this question

Depends on the articles of association, 

employment agreement and/or civil law 

management agreement – Parties are free to 

agree on the content regarding this question

 �South  

Africa

Generally no, unless for Director (or representative 

with contract)

No

 �Spain No No

 �Sweden No No, unless mutual agreement

 �Thailand No No

 �Turkey The LR is subject to the same labour law provisions 

as an employee but can be dismissed at any time 

and without stating a reason

Yes, if the legal requirements are met

 �Ukraine No Yes, in the event of dismissal for no cause
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Country
Does national law require fair ground to justify the 

termination of the Legal Representative's functions?

Does national law provide for compulsory  

termination indemnity when a Legal  

Representative's function is terminated?

 �United 

Arab 

Emirates

No No

 �United  

Kingdom

No 

(if applicable, employment relationship to be 

managed in parallel)

No

 �Uzbekistan No

(if applicable, employment relationship to be 

managed in parallel)

No

 �Vietnam No

(if applicable, employment relationship to be 

managed in parallel)

No

(if applicable, employment relationship to be 

managed in parallel)
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When seconding an employee there are a number of points to consider, such as:

Immigration and visa formalities

Employment law 

•	 Find out whether it is mandatory, or only advisable, to draft an amendment to the employ-

ment contract of the employee concerned.

•	 Consider and analyze the mandatory legal provisions of the host country that may apply, 

notably in EU in accordance with the „Rome I Convention“ of June 19, 1980 or the „Rome I 

Regulation“ 593/2008/EC of June 17, 2008.

•	 Identify and list the information to be provided to the competent authorities in accordance with 

national requirements.

Social security law

•	 Within the EU, the AEA or Switzerland: European Regulation 883/2004 of April 29, 2004 gene-

rally authorizes secondment of up to 24 months. For longer periods, an exemption under article 

16 of the regulation may be authorized. 

•	 Otherwise, the existence of bilateral agreements with the host country must be checked. 

The period for which the employee‘s social security cover is maintained is stipulated in the 

bilateral agreement, ranging from a few months to five years. Depending on the terms of the 

agreement, this initial period of secondment may be renewed.

Tax law and income tax (IT)

•	 For the employee: The impact on income tax depends on factors such as function, place of 

residence and place of work. Cross-border employees may be subject to specific status.

•	 For the company: The question of permanent establishment must be assessed in relation to 

the secondment.

Employment law – specific declarations

Country

Existence of national provisions regarding the secondment

Prior declaration of posting required 

(to national administration or other authorities)? 

As of the  

first day of 

secondment?

 Belarus No No

 Brazil Yes – Foreign employees wishing to work in Brazil need a work permit. This can be 

obtained by either applying for a prior residence authorisation for the granting of a 

temporary visa (at the relevant Consulate if the applicant is outside of Brazil) or by 

applying for a residence permit within Brazil.

Yes

 Bulgaria No No

 China Yes – foreign employees working in China may require a work permit and related 

residence permit (or alternatively a permanent residence card); exceptions may apply 

for certain short-term work assignments 

Yes

 Croatia Yes – there are Croatian and above-mentioned EU-regulations regarding employee 

secondment. Before a seconded employee begins working in Croatia, a Declaration 

of Secondment/Posting declaration (i.e. form containing information about the 

employer, the employee, and the employer’s partner where the employee will be 

temporarily working) must be submitted to the competent authority.

Yes
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Country

Existence of national provisions regarding the secondment

Prior declaration of posting required 

(to national administration or other authorities)? 

As of the  

first day of 

secondment?

 Cyprus No No

 �Czech  

Republic

Yes – Prior information of the relevant regional branch of the labour office no later 

than on the day of start - by post, e-mail or online:  

https://www.mpsv.cz/app/suip-vysilani-zamestnancu 

Yes

 Denmark No – but foreign companies performing services in Denmark must be registered in 

the register for foreign service providers (RUT) prior arrival.

Yes

 Estonia No – In case there is no specific receiver or service recipient this is not a second-

ment. Business travel without provision of services (incl. seminars, conferences) is 

not secondment.

No

 Finland No – Posting an employee from Finland abroad does not need to be reported in 

Finland. 

Yes – if an employee from another country is posted to Finland, the Regional State 

Authority must be notified (if >5 days, but always when construction work).

No

 France Yes – Prior declaration to the labour inspectorate online (https://www.sipsi.travail.

gouv.fr/auth/login) no later than the day before the start + respect of secondment 

provisions (representative, documents, etc.).

On top, in the construction and public works sector: a mandatory professional 

identification card must be obtained and complementary rules apply.

Specificities also concerning transportation activities.

Yes – no notion 

of “business 

trip” – some  

exceptions

 �Germany By principle No – Only reporting obligations in specific industries (according to the 

Minimum Wage Act, the Posted Workers Act and the Temporary Employment Act, 

different regulations/notifications must be respected).

Yes – Only for 

the specific 

industries 

 �Hungary Yes – Declaration no later than on the day of start using the form published on the 

website of the Ministry for Economic Development Department of Labour Inspection. 

(http://www.ommf.gov.hu/index.php?akt_menu=542)

Yes – no notion 

of “business 

trip”

 �India No – There is no specific regulation on this. No

 �Indonesia No – No specific regulations on this topic. No

 �Italy Yes – A prior declaration must be made using the website of the Ministry of Labour 

https://servizi.lavoro.gov.it under “Distacco transnazionale” by sending the form 

UNI_DISTACCO_UE by midnight of the day before the beginning of the posting. 

Amendments must be communicated within 5 days from their applicability. 

No – earlier

 �Kazakhs-

tan

Yes – Prior submission for a quota (the maximum permissible number of foreign 

employees allowed). Work permit (with some exceptions) and working visa or other 

document to reside in Kazakhstan.

No 

Notification of 

immigration 

authority

 �Kenya Yes – the foreign worker will be required to have a permit/pass allowing them to work 

in Kenya. 

No

 �Latvia No – Posting an employee from Latvia abroad does not need to be reported in Latvia.

Yes – if an employee from another country is posted to Latvia, the State Labour 

Inspectorate must be informed.

Yes – in the 

case of posting 

to Latvia
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Country

Existence of national provisions regarding the secondment

Prior declaration of posting required 

(to national administration or other authorities)? 

As of the  

first day of 

secondment?

 �Lithuania Yes – Prior declaration of posting submitted electronically to the state labour 

inspectorate no later than the day before the start- by filling in the electronic form.

On top, in the construction sector: a mandatory professional ID card (QR code) 

must be obtained.

 �Malaysia Yes, and foreigners must comply with the relevant visa and immigration  

requirements.

Yes

 �Mexico No – there is no specific regulation on this. No

 �Norway No specific employment law regulations, but secondees should obtain a national 

d-number for tax purposes. Additionally, secondees working on construction sites or 

with cleaning services are obliged to obtain an identification card (“HMS-card”). 

Non-EU secondees must apply for a work permit prior to arrival. 

No

 �Poland Yes – A statement to the State Labour Inspection on the first day of the service at 

the latest. The statement can be submitted by post with a return receipt, personally 

in the Chief Labour Inspectorate in Warsaw or electronically on the following 

website:

https://www.biznes.gov.pl/en/e-uslugi/00_1328_00

Yes

 �Portugal Yes – Communication of specific information prior to secondment. 

On top, specific rules for drivers in the road transport sector  

https://www.postingdeclaration.eu/landing

Yes

 �Romania Yes – Information per email to the Labor Inspectorate no later than on the previous 

day to the start of the posting.

Yes – not  

applicable in 

case of  

business trips

 �Saudi 

Arabia

Yes – A foreign worker must hold a Iqama sponsored by a locally registered and 

approved company. Therefore, a registration at the Qiwa-, Absheer Portal and the 

Ministry of Labour is required from the first days providing services for their employer 

in the KSA.

Yes – different 

regulations for 

business trips

 �Serbia Yes – The employer must update the insurance basis in the Central Register, 

including the country of assignment and any subsequent changes. Additional 

formalities may be required depending on the country of assignment.

Business trips abroad are not considered secondments.

Yes

 �Singapore In general No, registration may be required for certain services in certain industries. 

In addition, foreigners must comply with the relevant visa requirements.

 �Slovakia Yes – Information of the National Labor Inspectorate no later than on the day of start 

- by post or online portal (https://www.ip.gov.sk/app/posting/site/login?langua-

ge=en).

On top, domestic legal or natural person must inform territorial Office of Labor, 

Social Affairs and Family- Information Card can be sent electronically using the form 

published on the portal www.slovensko.sk or in paper form within 7 working days 

after the start of the secondment.

Yes – for 

sending 

employer. No 

notion of 

“business trip” 

– some excepti-

ons. 
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Country

Existence of national provisions regarding the secondment

Prior declaration of posting required 

(to national administration or other authorities)? 

As of the  

first day of 

secondment?

 �Slovenia Yes – in case of posting of employees to EU/EEA/Switzerland an A1 form must be 

obtained from Slovenian Employment Service; in case of posting to a third country, 

an appropriate registration at the Slovenian Employment Service is required

Yes – in case of posting by foreign employers either from EU/EEA/Switzerland or 

third countries, a prior registration at Slovenian Employment Service and in case of 

employers from third countries also from the Administrative Unit, is required. In some 

cases, additional documents from other authorities must be obtained

No – in case of business trips abroad or from foreign employees to Slovenia, no 

declaration or registration is required (as it is not considered as posting).

Where yes 

– before start 

of work

 �South  

Africa

No – there are specific employment law regulations. No

 �Spain Yes – Notification to the competent labor authority in case of provision of services of 

a transnational nature prior to its commencement, except for postings of < 8 days 

- the communication shall be made by electronic means.

Yes 

 �Sweden Yes – Depending on duration and industries Yes

 �Thailand N/A N/A

 �Turkey Yes – Depending on the specific work and duration, foreign employees must either 

have a visa or a work permit prior to the start of the secondment.

Yes

 �Ukraine Yes – An employment permit shall be obtained from the relevant employment centre 

prior to the start of the secondment.

No

 �United 

Arab 

Emirates

Yes – A foreign worker must hold a valid work and residence permit sponsored by a 

locally registered and approved company (registration at the Ministry of labour and 

Immigration authorities from the first day of providing services in the UAE). Only 

GCC nationals do not require a visa.

Yes

 �United  

Kingdom

No No 

 �Uzbekistan No – however, Employee must hold valid work visa and work permit No

 �Vietnam Yes – depending on the form of assignment, formally notification to the relevant 

authority prior to the commencement date of the secondment activity. 

Yes – the  

duration of the 

notice period 

varies.
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States bound by a social security bilateral 
agreement

Country
States bound by a social security bilateral agreement 

For the UE/AEA/Switzerland countries: the European Regulation 883/2004 of April 29, 2004 applies)

 Belarus States bound by a social security bilateral agreement:

Russia, Latvia, Lithuania, Estonia, Moldova

States bound by a social retirement agreement:

Azerbaijan, Armenia, Kazakhstan, Kyrgyz Republic, Moldova, Russia, Tajikistan, Turkmenistan, Uzbekis-

tan, Ukraine, Czech Republic

 Brazil Germany, Belgium, Bulgaria, Canada, Chile, South Korea, Spain, USA, France, Greece, India, Italy, 

Japan, Luxembourg, Mozambique, Portugal, Quebec, Czech Republic, Switzerland, Austria, and Israel. 

Additionally, Brazil maintains agreements through multilateral frameworks with Argentina, Bolivia, El 

Salvador, Ecuador, Paraguay, Peru, Uruguay, Angola, Cape Verde, Guinea-Bissau, São Tomé and 

Príncipe, Timor-Leste, and other members of the Ibero-American and Community of Portuguese 

Language Countries (CPLP) conventions.

 Bulgaria Albania, Bosnia and Herzegovina, Libya, Ukraine, North Macedonia, Moldova, Israel, South Korea, 

Russian Federation, Serbia, Canada, Quebec, Montenegro, Tunisia, Azerbaijan.

Agreements signed but not in force: Brazil, Marocco

 China Germany, South Korea, Denmark, Canada, Finland, Switzerland, Netherlands, Spain, Luxembourg, 

Japan and Serbia (signed and in force)

 Croatia Australia, Bosnia and Herzegovina, Montenegro, Canada, the Canadian province of Quebec, North 

Macedonia, Serbia (i.e. the agreement with the former Federal Republic of Yugoslavia – this agreement 

remains in force until a separate social security agreement is concluded with Serbia), Turkey, Korea, and 

Albania.

 Cyprus UK, Australia, Canada (and Quebec), Egypt, Serbia, Libya, Syria, Russia

 �Czech  

Republic

Albania, Australia, Belarus, Bosnia and Herzegovina, Brazil, Canada, Chile, India, Israel, Japan, Macedonia, 

Moldova, Mongolia, Montenegro, Quebec, Russia, Serbia, South Korea, Syria, Tunisia, Turkey, Ukraine, 

USA

There is also an agreement with the following EU countries, but Regulation 883/2004 prevails: Austria, 

Bulgaria, Croatia, Cyprus, France, Germany, Greece, Hungary, Italy, Lithuania, Luxembourg, Nether-

lands, Poland, Switzerland (not an EU country, but the regulation applies), Romania, Slovakia, Slovenia, 

Spain

 Denmark Australia, Austria, Bosnia and Herzegovina, Canada, Chile, China, Croatia, France, Great Britain, India, 

Israel, North Macedonia, Morocco, Montenegro, New Zealand, Nordic countries,  

Pakistan, Philippines, Quebec, Serbia, Switzerland, South Korea, Turkey, USA

 Estonia Australia, Belarus, Canada, Moldova, Russia, Ukraine

 Finland Australia, Canada, Chile, China, Denmark (Northern Countries), Iceland (Northern Countries), India, Israel, 

Japan, Norway (Northern Countries), South Korea, Sweden (Northern Countries), USA, Quebec

 France Algeria, Andorra, Argentina, Benin, Bosnia and Herzegovina, Brazil, Cameroon, Canada, Cape Verde, 

Chile, Congo, Côte d'Ivoire, French Polynesia, Gabon, Guernsey, India, Israel, Japan, Jersey, Kosovo, 

North Macedonia, South Korea, Madagascar, Mali, Mauritania, Morocco, Mayotte, Monaco, Monteneg-

ro, Niger, New Caledonia, Philippines, Quebec, San Marino, St-Pierre-et- 

Miquelon, Senegal, Serbia, Togo, Tunisia, Turkey, USA, Uruguay.

Agreements signed but not implemented: China and Moldova
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 �Germany Albania, Australia, Bosnia and Herzegovina, Brazil, China, Chile, India, Israel, Japan, Canada and 

Quebec, Kosovo, Morocco, Moldova, Montenegro, Northern Macedonia, Philippines, Serbia, South 

Korea, Tunisia, Turkey, Uruguay, USA

 �Hungary Montenegro, Bosnia and Herzegovina, Canada, Quebec, South Korea, Australia, India, Japan, Moldova, 

Serbia, Albania, USA, North Macedonia, Turkey, Kosovo, Ukraine

 �India Social Security Agreements entered with the following countries that are operational: Belgium, Germa-

ny, Switzerland, Luxembourg, France, Denmark, South Korea, Netherlands, Hungary, Finland, Sweden, 

Czech Republic, Norway, Austria, Canada, Australia, Japan, Quebec, Portugal.

Further Singapore nationals who are contributing to the Social Security system of their home country 

are excluded from the Indian social security regulations- the Employees’ Provident Fund & Miscella-

neous Provisions Act, 1952 in accordance with India Singapore Comprehensive Economic Cooperation 

Agreement (CECA) 2005}

India signed the Social Security Treaty with Brazil however, it yet has not come into force.

 �Indonesia N/A, secondees from abroad are considered as foreign workers receiving wages and must follow 

mandatory social security regulations in Indonesia

 �Italy Argentina, Australia, Brazil, Bosnia and Herzegovina, Canada, Cape Verde, Channel Islands, Isle of Man, 

Israel, Kosovo, North Macedonia, Mexico, Monaco, Montenegro, Moldova, Quebec, South Korea, San 

Marino, Serbia, Tunisia, Turkey, Uruguay, USA, Vatican State, Venezuela

 �Kazakhs-

tan

Armenia, Belarus, Kyrgyzstan, Moldova, Russia, Tajikistan, Turkmenistan, Ukraine, Uzbekistan – Agree-

ment on guarantees of rights of citizens of participant States of the Commonwealth of Independent 

States in the sphere of pension provisions concluded on 13 March 1992.

Armenia, Belarus, Kyrgyzstan and Russia – Agreement on the Eurasian Economic Union concluded on 

29 May 2014.

 �Kenya N/A

 �Latvia Australia, USA, Canada, Belarus, Ukraine, Russia, Moldova  

 �Lithuania Belarus, Canada, Czech Republic, Estonia, Finland, Latvia, Moldova, Netherlands, Poland, Russia, 

Ukraine, USA

 �Malaysia N/A

 �Mexico Canada, Spain, USA, France.

 �Norway Australia, Bosnia and Herzegovina, Canada, Chile, Croatia, France, Greece, India, Israel, Italy, 

Luxembourg, Montenegro, Netherlands, Portugal, Quebec, Serbia and Slovenia, if not covered by 

the Regulations 883/2004 and 987/2009. Employees from Great-Britain and Northern Ireland are 

either covered by the Separation Agreement EEA EFTA – United Kingdom or the bilateral agree-

ment with Norway.

 �Poland Australia, Belarus, Bosnia and Herzegovina, Canada, Israel, Macedonia, Moldova, Mongolia,  

Montenegro, Quebec, Serbia, South Korea, Turkey, Ukraine, USA

Based on and according to the rules set out in annex II of Regulation (EC) No 883/04 of the European 

Parliament and of the Council: Austria, Germany

There are also bilateral agreements which were signed with the following EU Member States for the 

term until 30 April 2004. On 1 May 2004, those agreements were replaced by Regulation (EEC) No 

1408/71 of the Council, but have not been terminated yet: Austria, Belgium, Bulgaria, France, Germany, 

Greece, Latvia, Luxembourg, Netherlands, Slovenia, Spain

Country
States bound by a social security bilateral agreement 

For the UE/AEA/Switzerland countries: the European Regulation 883/2004 of April 29, 2004 applies)
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Country
States bound by a social security bilateral agreement 

For the UE/AEA/Switzerland countries: the European Regulation 883/2004 of April 29, 2004 applies)

 �Portugal Andorra, Argentina, Australia, Bolivia, Brazil, Canada – Ontario, Canada – Quebec and Montreal, Cape 

Verde, Chile, El Salvador, Ecuador, USA, India, Morocco, Mozambique, Moldova, Paraguay, United 

Kingdom (Channel Islands – Jersey, Isle of Man, Guernesey, Alderney, Herm and Jethou), Ukraine, 

Uruguay, Tunisia, Türkiye, Venezuela. Note: some agreements are multilateral

 �Romania Canada, Israel, Albania, Koreea, Macedonia, Moldawia, Serbia, Turkey, Quebec, Chile, Uruguay, Russia, 

Armenia, Ukraine, Belarus

Agreement existing but not ratified: USA

 Saudi 

Arabia

N/A

 �Serbia Austria, Libya, Azerbaijan, Luxembourg, Australia, Hungary, Belgium, North Macedonia, Bosnia and 

Herzegovina, Germany, Bulgaria, Norway, Montenegro, Panama, Czech Republic, Poland, Denmark, 

Romania, Greece, Russia, France, Slovakia, Netherlands, Slovenia, Croatia, Switzerland, Italy, Sweden, 

Canada, Tunisia, Quebec, Turkey, China, UK, Cyprus

 �Singapore N/A (some limited protection may be granted, e.g. according to India-Singapore bilateral comprehensive 

economic agreement (CECA))

 �Slovakia Australia, Bosnia and Herzegovina, Canada, Israel, Japan, North Macedonia, Montenegro, Quebec, 

Russia, Serbia, South Korea, Turkey, Ukraine, USA

There are also bilateral agreements with following EU countries besides the Regulation 883/2004, but 

Regulation 883/2004 applies in priority: Austria, Cyprus, Czech Republic, Germany, Hungary, Luxem-

bourg, Slovenia

There are also signed bilateral agreements with following EU countries besides the Regulation 

883/2004, but these are currently not being performed: Bulgaria, Croatia, France, Netherlands, Poland, 

Switzerland (an EU country, but the regulation applies), Romania, Spain

 �Slovenia North Macedonia, Bosnia and Herzegovina, Serbia, Montenegro, USA, South Korea

 �South  

Africa

N/A

 �Spain Andorra, Argentina, Australia, Brazil, Canada, Cape Verde, Chile, China, Colombia, Dominican Republic, 

Ecuador, Japan, South Korea, Mexico, Morocco, Paraguay, Peru, Philippines, Russia, Senegal, Tunisia, 

Ukraine, USA, Uruguay, Venezuela

 �Sweden Bosnia Herzegovina, Chile, Philippines, India, Israel, Canada, Cape Verde, Morocco, Quebec, Serbia, 

South Korea, Turkey, USA

 �Thailand N/A

 �Turkey Albania, Austria, Azerbaijan, Belgium, Bosnia and Herzegovina, Bulgaria, Canada, Croatia, Czech 

Republic, Denmark, France, Germany, Hungary, South Korea, Kyrgyzstan, Libya, Luxembourg, Nether-

lands, United Kingdom, Iran, Sweden, Italy, Montenegro, Turkish Republic of Northern Cyprus, Macedo-

nia, Mongolia, Moldova, Norway, Poland, Romania, Serbia, Slovakia, Tunisia

 �Ukraine Azerbaijan, Belarus, Bulgaria, Czech Republic, Georgia, Estonia, Kazakhstan, Latvia, Lithuania, Moldova, 

Poland, Portugal, Slovakia, Spain

 �United 

Arab 

Emirates

N/A
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Country
States bound by a social security bilateral agreement 

For the UE/AEA/Switzerland countries: the European Regulation 883/2004 of April 29, 2004 applies)

 �United  

Kingdom

The United Kingdom has agreements for social security contributions and benefit entitlement with 

Ireland and the following countries that are outside the EU, Iceland, Lichtenstein, Norway and Switzer-

land: Barbados, Bermuda, Canada, Chile, Isle of Man, Israel, Jamaica, Japan, Jersey and Guernsey, 

Mauritius, New Zealand, Philippines, Republics of former Yugoslavia (the Republics of Bosnia and 

Herzegovina, North Macedonia, Serbia, Montenegro and Kosovo), South Korea, Turkey, USA

 �Uzbekistan Armenia; Belarus; Kazakhstan; Kyrgyzstan; Moldova; Russia; Tajikistan; Turkmenistan; Ukraine – Agree-

ment on guarantees of rights of citizens of participant States of the Commonwealth of Independent 

States in the sphere of pension provisions concluded on 13 March 1992.

 �Vietnam South Korea
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Country

Is there a threshold 

at which the 

mandatory procedu-

re to be followed 

becomes more 

complex?

In case of restructuration, is the procedure  

subject to the intervention of:

Does national law 

oblige companies to 

provide statutory and/

or contractual compen-

sation to employees 

affected by restructu-

ring?

Employee  

representatives  

(information, consulta-

tion, approval, etc.)

Labour inspector

 Belarus Yes Yes No Yes

 Brazil Yes Yes No Must be evaluated case 

by case

 Bulgaria Yes Yes Yes (Employment 

Agency)

Yes

In some cases of  

termination

 China Yes Yes (in certain cases) Yes (Labor Bureau in 

certain cases)

Yes

 Croatia Yes Yes No Yes

 Cyprus Yes Yes, if employees are 

part of organized unions

Yes Yes

 �Czech  

Republic

Yes Yes, if any are establis-

hed

Yes, Labour Office Yes

 Denmark Yes Yes No No

 Estonia Yes Yes Yes (Unemployment 

Insurance Fund)

Yes

 Finland Yes Yes, if the company 

employs >50 employees 

(or >20 if more than 10 

terminated)

No Yes

 France Yes Yes Yes Yes

 �Germany Yes Yes No No, but possible

 �Hungary Yes Yes No No

 �India Yes Yes Yes Yes

In some cases of  

termination

 �Indonesia No Yes No Yes in case of  

termination

 �Italy Yes Yes In cases stated by law No

 �Kazakhs-

tan

No Yes Yes Yes

 �Kenya Yes Yes Yes, Labour Office Yes

 �Latvia Yes Yes (in case of collective 

redundancy)

No Yes (in case of redun-

dancy)

 �Lithuania No Yes No Yes
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Country

Is there a threshold 

at which the 

mandatory procedu-

re to be followed 

becomes more 

complex?

In case of restructuration, is the procedure  

subject to the intervention of:

Does national law 

oblige companies to 

provide statutory and/

or contractual compen-

sation to employees 

affected by restructu-

ring?

Employee  

representatives  

(information, consulta-

tion, approval, etc.)

Labour inspector

 �Malaysia No Yes No Yes

 �Mexico Yes Yes No Yes

 �Norway Yes Yes No No

 �Poland Yes Yes Yes (Labour Office) Yes

 �Portugal Yes Yes Yes Yes

 �Romania Yes Yes Yes No

 Saudi 

Arabia

No No No No

 �Serbia Yes Yes No Yes

 �Singapore Yes No No Yes (in some  

retrenchment cases)

 �Slovakia Yes Yes, if existing Yes Yes

 �Slovenia Yes Yes No Yes

 �South  

Africa

Yes Yes No Yes, in retrenchment 

cases.

 �Spain Yes Yes Yes Yes

 �Sweden Yes Yes Yes Yes

 �Thailand Yes No Yes Yes

 �Turkey Yes Yes Yes No

 �Ukraine Yes Yes (in the event of 

massive layoff)

Yes (Employment Center 

in the event of massive 

layoff)

Yes

 �United 

Arab 

Emirates

No No No No

 �United  

Kingdom

Yes Yes No Yes

 �Uzbekistan No Yes Yes Yes

 �Vietnam Yes Yes No Yes

Overview of restructuring in selected countries

26



International  
expertise
BELARUS 
Yurij Kazakevitch
Tel: +375 29 6218 974
yurij.kazakevitch@roedl.com 

BRAZIL 
Julia Spinardi
Tel: +55 19 99655-7427
julia.spinardi@roedl.com 

BULGARIA 
Georgi Jordanov
Tel: +359 2 8182 770
georgi.Jordanov@roedl.com

CHINA 
Ralph Koppitz
Tel: + 86 21 6163 5328
ralph.koppitz@roedl.com

CROATIA 
Radu-Dragos Dobrescu
Tel: +385 99 3401 921
radu.dobrescu@roedl.com

CYPRUS 
Natali Georgiou
Tel: +357 2575 5301
natali.georgiou@roedl.com

CZECH REPUBLIC 
Thomas Britz
Tel: +420 236 1637 70
thomas.britz@roedl.com

DENMARK 
Jana Behlendorf
Tel: +45 23246022
jana.behlendorf@lead-roedl.dk

ESTONIA 
Alice Salumets
Tel: +372 606 8650
alice.salumets@roedl.com

FINLAND 
Timo Huhtala
Tel: +358 40 503 5312
timo.huhtala@roedl.com

FRANCE 
Céline Kammerer
Tel: +33 7 86 68 06 47
celine.kammerer@roedl.com

GERMANY 
Aziza Yakhloufi
Tel: +49 6196 76114 729
aziza.yakhloufi@roedl.com

HUNGARY 
Sándor Sárközy 
Tel: +36 1 8149 862
sandor.sarkozy@roedl.com

INDIA 
Rahul Oza
Tel: +91 2206 2571 00
rahul.oza@roedl.com

INDONESIA 
Vita Surya Nirmala 
Tel: +62 21 5056 0405
vita.surya@roedl-indonesia.com

ITALY 
Giovanni Zoja
Tel: +39 02 63 28 841
giovanni.zoja@roedl.com

KAZAKHSTAN 
Korlan Alikhanova 
Tel: +7 727 355 1341
korlan.alikhanova@roedl.com

KENYA 
Winnie Githire
Tel: +254 702 463 272 
winnie.githire@roedl.com

LATVIA 
Sanda Lāce
Tel: +371 67338125
sanda.lace@roedl.com

LITHUANIA 
Liudgardas Maculevicius
Tel: + 370 60699744
liudgardas.maculevicius@roedl.com

MALAYSIA 
Geetha Salva
Tel: + 60 3 2276 2755
geetha.salva@roedl.com

MEXICO 
Liliana Becerra
Tel: +52 222 6894 519
liliana.becerra@roedl.com

MYANMAR 
Seint Seint Myo
Tel: +95 9 25 28 91 012
seintseint.myo@roedlASIA.com

NORWAY 
Asle Skola
Tel: + 47 47464542
as@seland-roedl.no

POLAND 
Michał Prokop
Tel: +48 602 303 180
michal.prokop@roedl.com

PORTUGAL 
Guilherme Oliveira 
Tel: +351 212 472 688
guilherme.oliveira@roedl.com 

ROMANIA 
Iulia Baron-Rezeanu
Tel: +40 21 98 05
iulia.rezeanu@roedl.com

SAUDI ARABIA  
Amina Ouannass
Tel: +971 (54) 725 6466
amina.ouannass@roedl.com

SERBIA 
Marija Joksimovic
Tel: +381 600441383
marija.joksimovic@roedl.com

SINGAPORE 
Paul Weingarten
Tel: + 65 6238 6770
paul.weingarten@roedl.com

SLOVAKIA 
Lenka Valková
Tel: +421 2 57 200 400
lenka.valkova@roedl.com

SLOVENIA 
Radu-Dragos Dobrescu
Tel: +385 99 340 1921
radu.dobrescu@roedl.com

SOUTH AFRICA 
Grant Edgar
Tel: +27 11 479 3000
grant.edgar@roedl.com

SPAIN 
Sandra Burmann
Tel: + 34 91 535 99 77
sandra.burmann@roedl.com

SWEDEN 
Björn Kurz
Tel: + 46 73 22 16 584
bjoern.kurz@roedl.com

THAILAND 
Chureeporn  
Khampojjanapol
Tel: +66 2 0794 714/5
chureeporn.khampojjanapol@roedl.
com

TURKEY 
Asuman Kılıç
Tel: +90 212 310 1453
asuman.kilic@roedl.com

UKRAINE 
Andrii Maznov 
Tel: +380 95 711 1230
andrii.maznov@roedl.com

UNITED ARAB EMIRATES 
Amina Ouannass
Tel: +971 (54) 725 6466
amina.ouannass@roedl.com

UNITED KINGDOM 
Charlotte Bateman
Tel: +44 121 827 4900
charlotte.bateman@roedl.com

UZBEKISTAN 
Zamira Ismatova
Tel: +998 78 148 06 55
zamira.ismatova@roedl.com 

VIETNAM 
Hanh Pham
Tel: +84 28 7307 2788
hanh.pham@roedl.com
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This document has been prepared with the utmost care.

It reflects the legal situation at the time of publication 
and is intended to provide companies with an overview.

It cannot replace individual legal advice.

Further information can be found at

www.roedl.com/en/ 
legal-advisory/employment-law/


