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INTRODUCTION

This report identifies and summarizes legal and regulatory requirements for content,
storage, retention, and use of records that contain information about employees, a category of
recorded information that is created and maintained by virtually all businesses, government
agencies, and not-for-profit organizations.! The report is intended for records managers,
information governance specialists, human resource professionals, compliance officers,
attorneys, risk managers, and others who develop policies and procedures for creation, storage,
retention, use, and disclosure of personnel records in specific countries where such records are
created or maintained.

For purposes of this report, personnel records are broadly defined to include any data,
documents, or other recorded information that employers maintain about individual employees in
any format for any business purpose. Personnel records may contain personal information that
identifies an employee or job-related information that relates to the employee’s position and
duties. Sometimes described as personnel files, personnel records may be stored in paper or
electronic folders that are identified by an employee’s name, but personnel records also include
databases, registers, notebooks, reports, and related documents that contain information about an
organization’s employees. Depending on the circumstances, personnel records may contain
information about one employee or multiple employees, but the employees must be individually
identified. Management reports, regulatory submissions, or other records that consist of
statistical compilations of information about employees in aggregate are out of scope.

This report is limited to personnel records that are covered by labor laws and regulations,
which are the principal sources of recordkeeping requirements. The report omits employee
information that is contained in pension records, which are covered by social services legislation,
and workplace injury or illness records, which are covered by occupational safety and health

regulations. The report also omits payroll records, which are generally covered by accounting

! This report is intended as a companion piece to the author’s previous report on legal and
regulatory requirements for accounting records, which was published by the ARMA
International Education Foundation in 2019. Compared to the report on accounting records, this
report required more extensive research and much greater time and effort to identify relevant
laws and regulations.



and tax laws, although the report does encompass wage registers and similar records that are
mandated by labor laws and regulations. The report is further limited to legal and regulatory
requirements for personnel records maintained by employers about their own employees.?
Employee information maintained by regulatory bodies, labor courts and tribunals, employment

agencies, labor unions, or other groups is out of scope.
Types of Recordkeeping Laws
The report identifies and summaries recordkeeping requirements that are specified in the

following types of laws and regulations:

e Employment Legislation: Labor laws and regulations specify the types of recorded

information that employers must maintain about their employees. Such laws and
regulations may also specify how long personnel records must be kept and the conditions
in which they are to be stored, used, or disclosed. Most countries have a unified labor
code, sometimes termed an employment code or general labor law, that consolidates all
or most recordkeeping requirements in a single legal instrument, which may be
supplemented by rules or regulations that specify how the requirements will be
implemented. These labor codes are relatively easy to identify and locate online using
straightforward search methods. For English-speaking countries, a Google search for the
phrase “labor code” followed by the country name is typically sufficient. Where English
is not the official language, labor code should be translated into an appropriate
equivalent—code du travail (French), codigo de trabajo (Spanish), or codigo do trabalho
(Portuguese), for example. Unified labor codes are the principal sources for personnel
recordkeeping requirements in countries that have them. In countries that lack a unified

labor code, recordkeeping requirements are scattered in multiple labor laws, regulations,

2 In many countries, each employee has an employment record book that is collected by the
employer on the first day of work and returned to the employee, with updated information about
the employee’s work history, when the employment relationship terminates. Labor laws and
regulations may prescribe format, content, and handling requirements for these employment
record books, but they are considered the personal record of an employee’s work history rather
than a type of personnel record that employers must create, maintain, and retain. As such, they
are omitted from this report.



decrees, ordinances, and other sources, which must be individually identified, retrieved,
and examined. In Ireland, for example, personnel recordkeeping requirements are
presented in 18 laws and regulations, although that is an extreme case. Six to eight
relevant laws and regulations is a more likely occurrence. Regardless of number,
scattered legal instruments can be difficult to identify. In most cases, journal articles,
legal web sites, or other secondary sources must be consulted to obtain a complete list for

a given country.

Electronic Recordkeeping Laws: Two-thirds of the countries covered in this report have

a law—variously called an electronic transactions law, electronic commerce law, or
electronic document law— that address the legal status of electronic records as
acceptable substitutes for paper documents for any purpose for which the records might
be intended, including satisfaction of record retention requirements and admissibility of
records in evidence. Electronic recordkeeping laws apply to personnel records, provided
they are not overridden by recordkeeping requirements specified in other laws. Because
many electronic recordkeeping laws are based upon model laws developed by the United
Nations Commission on International Trade Law (UNCITRAL), their provisions vary
little from country to country. In most cases, electronic recordkeeping laws also address
the evidentiary value of personnel records that contain electronic signatures. Some
countries have electronic signature laws that deal specifically with digitally signed
documents as substitutes for documents with handwritten signatures, but those laws do
not address the legal status of electronic records in general.

Data Protection Laws: Two-thirds of the countries covered in this report have data

protection or privacy laws that specify requirements and restrictions for collection,
retention, and disclosure of information that identifies a given person. These laws apply
to personnel records that contain personally identifiable information about an
organization’s employees. As with electronic recordkeeping laws, data protection laws
vary little from country to country. They are generally modeled on Directive 95/46/EC of
the European Parliament or, increasingly, its successor, the General Data Protection
Regulation (GDPR).



e Civil Codes: Most labor laws and regulations specify statutes of limitations for claims
related to breaches of employment contracts, unfair dismissal, unpaid wages, and other
violations of labor laws, but the limitation periods for specific infractions may be

specified in a country’s civil code.

For each of these categories, the report identifies and summarizes legal and regulatory
requirements for personnel records without analysis. Interpretation of the cited laws and

regulations in the context of specific business operations is the reader’s responsibility.

Geographic Scope

This is a global report. It surveys legal and regulatory requirements for personnel records
in every country in the world for which information was available to the author. According to
Article 1 of the Montevideo Convention on the Rights and Duties of States,® which establishes
the definition of a state under international law, a country is a sovereign entity with defined
territorial boundaries, a permanent population, an established government, and the capacity to
enter into relations with other sovereign entities. Depending on the source, the number of
countries in the world ranges from less than 195 to more than 200. At one extreme, the 1SO 3166
standard” lists 249 countries, but many of the listed entities are dependent territories and special
areas of geographic interest rather than sovereign states. At the low end of the range, the United
Nations has 193 member countries,® but over 200 non-member countries are recognized by at
least one U.N. member. Examples of widely recognized entities that are not U.N. members
include Taiwan (officially, the Republic of China), which has formal diplomatic relations with

20 U.N. member states; Kosovo, which is recognized by 108 U.N. members; and Western Sahara

3 The full text of the Montevideo Convention is available at various web sites, including
https://www.ilsa.org/Jessup/Jessupl5/Montevideo%20Convention.pdf.

4 Codes for the Representation of Names of Countries and their Subdivisions is issued in separate
parts for countries, subdivisions, and former names of countries. The listed countries and their
codes can be viewed online at https://www.iso.org/obp/ui/#search.

5> For the most recent list, see http://www.un.org/en/member-states/.



https://www.ilsa.org/Jessup/Jessup15/Montevideo%20Convention.pdf
https://www.iso.org/obp/ui/#search
http://www.un.org/en/member-states/

(officially, the Sahrawi Arab Democratic Republic), which has formal diplomatic relations with
40 U.N. member states. The U.S. State Department lists 195 independent countries, but a longer
list includes dependencies and areas of special sovereignty with which the U.S. has bilateral
relations.®

This report covers 194 sovereign states that meet the criteria defined in the Montevideo
Convention —192 U.N. member states plus Taiwan and Kosovo. Sufficient information about
recordkeeping requirements could not be obtained from primary sources—that is the actual text
of laws and regulations rather than summaries of recordkeeping requirements contained in
books, articles, and other secondary sources—for the Democratic People’s Republic of Korea
(North Korea), the only U.N. member state that is not included. The Holy See, a U.N. non-
member observer state that meets the criteria defined in the Montevideo Convention, is omitted
because Vatican City has a noncommercial economy.’ Palestine, which is also a U.N. non-
member observer state, is omitted because its territorial boundaries have not been formally
established. In addition to sovereign states, the report covers recordkeeping laws and regulations
in eight dependent territories: Bermuda, Cayman Islands, Gibraltar, Guernsey, Hong Kong, Isle
of Man, Jersey, and Macau. These dependent territories were selected because various
multinational and transnational organizations operate within their borders.® Because these
dependent territories have a degree of autonomy, their recordkeeping laws and regulations may

differ from those of the sovereign states that control them.

6 See https://www.state.qgov/misc/list/index.htm

" The Statute of the Labor Office of the Apostolic See, which is responsible for matters related to
the employment community in Vatican City, contains no recordkeeping requirements but it does
specify a 5-year statute of limitations for labor disputes.
https://www.vatican.va/roman_curia/labour_office/docs/documents/statuto_ulsa-working-
translation_en.html

8 Multi-national organizations are headquartered in one country but have branches or subsidiaries
in other countries. Transnational organizations have distinct, autonomous operations in multiple
countries. While multinational and transnational operations are closely associated with
corporations and partnerships, many universities, scientific and medical research organizations,
foundations, scholarly and professional associations, cultural institutions, philanthropic
organizations, charities, religious groups, and other not-for-profit entities maintain personnel
records in multiple countries.


https://www.state.gov/misc/list/index.htm
https://www.vatican.va/roman_curia/labour_office/docs/documents/statuto_ulsa-working-translation_en.html
https://www.vatican.va/roman_curia/labour_office/docs/documents/statuto_ulsa-working-translation_en.html

Organization and Content of Country Entries

This report is organized as a series of entries for individual countries and dependent
territories. The entries are arranged alphabetically using the name by which each country or
dependent territory is commonly known in English, with a few exceptions. Each entry begins
with the following basic information: the official name of the country or dependent territory (in
English), its official language(s), and its type of government (unitary or federated as defined
below). The laws and regulations cited in this report are published in the official language of a
country or dependent territory, but some countries and dependent territories also issue
translations in other languages. Countries with multiple official languages may issue laws and
regulations in one or more of them.

Most of the countries and all the dependent territories covered by this report are unitary
states with a centralized government that issues laws, regulations, ordinances, and other legal
instruments that apply to the entire country or territory. The authority of subnational
jurisdictions, where they exist, is limited to administrative matters that do not impact
recordkeeping. In federated countries, by contrast, the national government shares power with
subnational jurisdictions, which may pass laws that specify recordkeeping requirements for
matters that come within their authority. Of the 194 sovereign nations covered by this report, 26
are federated countries.

All the unitary states covered by this report have national laws and regulations that
specify requirements for personnel records. Most federated countries have national laws that
specify requirements for personnel records, but subnational jurisdictions may pass laws or
regulations with additional recordkeeping requirements. Such subnational requirements are
outside the scope of this report.® Coverage of federated countries is limited to national laws and

regulations, but subnational legislation can have an impact on recordkeeping practices in some

% Inclusion of subnational jurisdictions would have more than doubled the size of the report and
required access to some laws and regulations that are not readily available online. In North
America, for example, the U.S. has 50 states plus the District of Columbia and 5 self-governing
territories, Canada has 10 provinces and 3 territories, and Mexico has 31 states. India has 28
states and 8 Union territories. Australia has 6 states, 3 internal territories, and 7 external
territories.



jurisdictions. In the United States, for example, most state laws and regulations for personnel
recordkeeping mirror federal requirements, but some states impose their own requirements for
personnel records in specific situations.

For each country and dependent territory, the report identifies and summarizes

requirements for personnel records in the following categories:

e Content: Employers in every country and dependent territory are required to maintain
personnel records that document an employment relationship with individual workers.
With one exception, the countries and dependent territories covered by this report have
laws and regulations that specify one or more types of information that must be created,
collected, and maintained about individual employees.® In many organizations, records
pertaining to individual employees are collected in paper or electronic personnel files,
which may be centralized in a human resources department or maintained by individual
business units. While that practice is compatible with operational needs, only 28
countries—Iess than 15 percent of the total—have laws or regulations that require or
imply that employers maintain a separate file for each employee.*! That requirement is
particularly encountered in Middle Eastern countries and, to a lesser extent, in Eastern
European countries. More commonly, laws and regulations require employers to keep
one or more registers, ledgers, logs, notebooks, or other records that contains specified
information about individual employees, including the name, address, date of birth,
gender, job title or description of duties, qualifications or certifications, working hours,
work location, leave entitlement, remuneration, starting date, and termination date.
Reflecting the close relationship of personnel and payroll operations, laws and
regulations in many countries require employers to keep separate registers of hours

worked, including overtime hours, and leave taken by individual employees and the

10 The exception is the Republic of the Marshall Islands, which formerly had a law that specified
the types of information that employers must maintain about their employees, but that law was
repealed and not replaced.

1 The countries are Afghanistan, Angola, Bahrain, Bangladesh, Bulgaria, Cuba, Czech Republic,
Egypt, Estonia, Iran, Irag, Jordan, Kuwait Lithuania, Luxembourg, Mozambique, Oman, Poland,
Qatar, Russia, Slovakia, Sudan, Switzerland, Syria, Togo, Turkey, Ukraine, and the United Arab
Emirates.



wages paid on specific dates. Separate registers may likewise be required for information
about underage employees and their parents or guardians. Labor laws in all countries
specify requirements for written employment contracts, but less than one-third of those
laws require employers to keep copies of signed contracts, although it is obviously
prudent for them to do so. In countries with data protection laws, personal information in
employment records must be relevant to and necessary for the purpose for which the
information is created or collected. Some labor laws and regulations likewise prohibit
excessive collection of personal information, including employees’ political or religious
affiliations. In some countries, each employee has an employment record book that is
collected by the employer on the first day of work and returned to the employee when the
employment relationship terminates. While labor laws and regulations may prescribe an
employer’s responsibility for handling, storing, and updating these books, they are
considered the personal record of an employee’s work history rather than a type of
personnel record.

Retention: The following chart summarizes the distribution of retention periods for

personnel records as specified in global labor laws and regulations:

RETENTION PERIODS FOR PERSONNEL RECORDS
IN 202 COUNTRIES

W< 3years
M 3-4 years
M 5-7 years
M 8-10 years
m > 10 years

B None specified




Labor laws and regulations in 87 of the countries and dependent territories covered by
this report do not specify retention requirements for personnel records. That accounts for
43 percent of the 202 countries and dependent territories covered by this study, although
49 of those countries and dependent territories do have a data protection law that
prohibits the continued retention of personal information that is no longer needed for the
purpose for which it was originally created or collected. Labor laws and regulations in 10
countries specify a retention period of 50 years or longer for personnel records. Seven of
those countries specify permanent retention for all or most personnel records, but five of
the countries also have a data protection law that prohibits excessive retention of personal
information that is no longer needed for the purpose for which it was originally created or
collected. Data protection laws provide exceptions for personal information that warrants
permanent preservation for historical or scientific research but is not clear whether or to
what extent this might apply to personnel records.*? In the remaining countries, which
account for more than half of the total, non-permanent retention periods for personnel
records range from less than 3 years (actually less than 1 year in several countries) to 10
years. These retention requirements presumably correspond to the period that personnel
records are subject to examination by labor inspectors or other government officials, but
it is difficult to generalize because the trigger events vary by record type. Where working
hours, wages paid, leave taken, or other information about multiple employees is
recorded in a register, log, or notebook with a finite number of pages, the retention period
begins with the date of last entry, which may be years after the first entry was made. For
personnel files, employment contracts, apprenticeship agreements, and other records that
pertain to individual employees, the retention period typically begins with the end of the
employment relationship. For a multi-national or transnational organization that wants a

uniform retention rule that complies with laws and regulations in all countries where it

12 personnel records may have scholarly value for historians, genealogists, biographers, labor
economists, sociologists, statisticians, or others, but research use of such records raises
significant data protection and personal privacy issues. Some archival agencies make personnel
files available to researchers 100 years or a similarly long period of time after termination of
employment. Otherwise, a researcher must provide written permission or proof of death of the
subject of the file.
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has employees or might have them in the future, personnel records for individual
employees should be kept for 10 years after termination of employment with exceptions
made for the 10 countries that require longer retention.'® Registers, log books, or other
records that contain information about multiple employees should be kept for 10 years
after the final entry. As is customary with uniform rules that encompass multiple
jurisdictions, this will result in over-retention for records maintained in some countries,
which may violate data protection laws that prohibit retention of personal information
that is no longer needed for the purpose for which it was collected. If a shorter uniform
retention period is desired, 7 years after termination of employment or 7 years after the
final entry will comply with legal requirements in three-quarters of all countries and
dependent territories, with exceptions required for the 26 countries with retention

requirements longer than 7 years.

e Format: Some labor laws and regulations specify the format — in a bound volume
without blank pages or in ink without erasures, for example — in which personnel records
must be created, stored, and retained, but most do not. Most labor laws and regulations do
not specify format requirements or restrictions for personnel records, but some of them
are written in a way that implies paper-based recordkeeping. This is particularly the case
with labor laws and regulations that pre-date widespread computerization of business
operations, although a requirement that a record must be in ink can presumably be
satisfied by a printout from a computer database or other electronic source. Some labor
laws and regulations specify that electronic records are acceptable alternatives to paper
documents to satisfy certain recordkeeping requirements, but such provisions are not
typical and, where present, they are limited to a narrowly defined subset of personnel
records. In this respect, labor laws and regulations contrast sharply with national
accounting laws, which acknowledge the prevalence of computerized recordkeeping, but

electronic transaction laws establish a legal basis for creation and retention of personnel

13 In some countries, employers are obligated to provide former employees with a written
confirmation of their employment for a specified period following termination. In Finland, for
example, that time is 10 years. Employers must retain sufficient personnel records to enable them
to meet this obligation.
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records in electronic form. As noted above, two-thirds of the countries and dependent
territories covered by this report have laws and regulations that recognize electronic
records as legally acceptable alternatives to paper documents for creation, storage, and
retention of information that is required to be in written form unless paper records are
required by law, but certain conditions must be satisfied. The electronic records must be
readable throughout their retention periods. The integrity of the records must be
maintained—that is, the records must be protected from unauthorized modification. The
electronic records must be saved in the form in which they were sent or received or in a
form that accurately represents their original form. Where relevant, information about the
date when the records were sent or received must be preserved. For legal proceedings,
electronic recordkeeping laws also affirm the probative equivalence of paper and

electronic records.

Storage Location: Labor laws and regulations in 27 countries, about 13 percent of the

202 countries and dependent territories covered by this report, require employers to keep
certain personnel records at a worker’s place of employment or, if that is not practical, at
the employer’s domestic headquarters or other principal place of business in the country.
This is presumably done to make the records available for examination by labor
inspectors during unannounced visits, which is a requirement of most labor laws and
regulations. In countries with data protection laws, international transfer of employee
records that contain personal information is limited to countries with an adequate level of
data protection, subject to specified exceptions. This may constrain the implementation of
an enterprise-wide human resources information system, enterprise-wide content
management system, or other global recordkeeping system that consolidates personnel
information from branch offices or satellite locations in a single repository that resides on
a server located in a country that lacks adequate data protection laws.

Access and Disclosure: As noted above, most labor laws and regulations require

employers to make employment records available for examination by labor inspectors or
other government officials. Few labor laws and regulations impose other requirements or

restrictions on access to or disclosure of employee information. In a few countries, labor
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laws and regulations give employees access to selected information that their employers
maintain about them. Broader access rights and disclosure restrictions are provided by
data protection laws, which give employees access to their personal information and limit
disclosure to purposes for which the information was originally collected.

e Dispute Resolution: Labor laws and regulations in 193 of the 202 countries and

dependent territories covered by this report specify time limits for legal proceedings
related to unfair dismissal, unpaid wages, unpaid leave, discrimination, or other
employment matters.'* Depending on the country, employment disputes may be
adjudicated by a civil court, an industrial tribunal, or a labor mediation or arbitration
authority. In some countries, labor laws and regulations require employers and employees
to attempt to settle labor disputes amicably before claims can be submitted to a higher
authority. Organizations are not obligated to retain records that may be relevant for legal
proceedings that are not pending or imminent, but it is widely considered prudent to keep
personnel records until applicable limitation periods for employment disputes elapse to
ensure that information will be available for resolution of such disputes. Depending on
the country and the alleged violation, limitation periods for employment claims range
from 21 days to 10 years, but the limitation period is 3 years or less in three-quarters of
the countries. Short limitation periods have limited impact on retention decisions, but
complications arise from variations in the starting point for the limitation period, which
depends on the type of violation. The limitation period for unfair dismissal usually begins
with an employee’s receipt of a termination notice, while the limitation period for other
violations of employment law begins with the cause of action, such as the date that
unpaid wages became due. In some countries, however, the limitation period for all legal
disputes begins with termination of the claimant’s employment. If an organization wants
a uniform retention rule that is compatible with limitation periods for labor disputes in
most countries where it has employees or might have them in the future, personnel
records for individual employees should be kept for 10 years after termination of

employment.

14 The exceptions are Bhutan, Iran, Jersey, Laos, Macau, Nigeria, San Marino, Somalia, and
Swaziland.



13

A Note on Legal Sources

Entries for individual countries and dependent territories include citations to the labor
laws and other legal sources from which recordkeeping information was derived. The titles of
applicable laws or regulations are given in English, accompanied by references to the articles,
sections, or other passages that specify recordkeeping requirements summarized in individual
entries. Citations are limited to laws and regulations that are directly relevant and were utilized to
prepare a given entry. Citations to laws and regulations that were examined but not utilized to
prepare the individual entries are omitted.

Because the entries for individual countries and dependent territories summarize rather
than fully reproduce recordkeeping requirements, the full texts of cited laws and regulations must
be consulted for complete information. With very few exceptions, links are provided to the
applicable texts, which are available online through web sites operated by government agencies
or other organizations. All the links worked reliably when this report was prepared, but it is
highly likely some of them will become invalid within a three-year period as government
agencies and other sources update their web site.

Where possible, links direct the reader to laws and regulations in English, which is the
official language of legislation in over 80 countries and dependent territories covered by this
report. For other countries and dependent territories, links are provided to English translations
from a reliable source where available. Otherwise, a link to the vernacular text is provided.®®

This report is current as of the date it was written. The cited items are the latest versions
of laws or regulations, but a cited law or regulation may be amended, consolidated, or rescinded
as time passes. Whenever possible, the links point to online sources that are automatically
updated to incorporate the most recent changes to a law or regulation.*® Even so, a search should

be conducted to determine whether the revision of a given law or regulation post-dates this

15 Some countries publish English translations of their laws and regulations, but those
translations are considered unofficial. As a cautionary note, such English translations may not
incorporate the latest amendments to a law or regulation.

16 Based on the author’s experience researching international recordkeeping requirements over a
10-year period, amendments rarely change recordkeeping requirements, but they may cause the
articles, sections, or other passages that specify such requirements to be renumbered.
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report. In most countries and dependent territories, amended laws and regulations have the same
titles and identifying numbers as their predecessors.

Finally, it is important to note that recordkeeping requirements presented in this report
are based exclusively on legal and regulatory mandates. The citations are intended as a starting
point for an organization’s recordkeeping decisions, which may ultimately be based on non-legal
considerations.'’ Even then, however, recordkeeping requirements specified in laws and

regulations establish a compliance baseline that must be considered.

17 Operational rather than legal considerations are often the determining factor in retention
decisions for personnel records. Personnel files of former employees may be consulted to fulfill
requests for verification of employment, which some organizations will do for a limited period of
time following termination, or when a terminated employee is considered for rehiring, in which
case it is useful to have information about prior performance and problems available for some
years after termination of employment. In some countries, organizations may retain personnel
records for long periods of time to verify eligibility for pension benefits, but the laws and
regulations covered by this report do not mandate that practice.
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AFGHANISTAN

Official name: Islamic Republic of Afghanistan
Official language(s): Pashto, Dari
Type of government: Unitary

Content: An employee’s file must include the employee’s age at the time of recruitment,
information about rewards and disciplinary actions, attendance records, unjustified absences
exceeding 10 consecutive days, and pre-employment physical reports for persons under 18
years of age. Personal record files must be maintained for all civil servants, including civil
service contractual workers. Rewards and commendations must be entered into the service
records of civil servants.

Retention: Labor laws and regulations do not specify retention periods for employee
information. Employers must return papers and certificates received from laborers.

Format: A draft law will allow an electronic record to satisfy recordkeeping requirements if
it is retained in the format in which it was generated, sent or received, or in a format that
accurately represents the information; it is accessible for reference when needed; and the
origin, destination, date, and time can be identified. The draft law also provides that
electronic records have the same probative value as paper records.

Location: Labor laws and regulations do not specify storage locations for employee
information.

Access and Disclosure: Labor laws and regulations do not specify access or disclosure
restrictions for employee information. Afghanistan does not have an omnibus data protection
law that gives employees access to personal information maintained about them, but civil
servants and contractual workers have the right to appeal a prohibition on access to their own
records.

Labor Disputes: The limitation period for claims related to labor contracts is 1 year from
termination of the contract.
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ALBANIA

Official name: Republic of Albania
Official language(s): Albanian
Type of government: Unitary

e Content: Employment contracts must include the employee’s name, work location, job
description, starting date, leave entitlement, working hours, and remuneration. An employer
must keep a register of all employees. The register must include monthly payroll information,
the date of commencement of work, holidays due and vacation days taken, the salary for paid
annual vacations. Employers must not collect information about an employee unless it relates
to the employee’s job skills or is necessary for performance of the contract. Employers must
keep a copy of a foreign employee’s residence permit. According to data protection law,
personal information in employment records must be relevant to and necessary for the
purpose for which the information is created or collected. Excessive collection of personal
information is prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee
information. According to data protection law, personal information about employees must
not be retained longer than necessary for the purpose for which it was created or collected.
Employees can request deletion of personal information that is no longer needed for the
purpose for which it was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employee registers must be available for inspection by government
officials. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The general statute of limitations for civil litigation, including employment-
related disputes, is 10 years.
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ALGERIA

Official name: Federal People’s Democratic Republic of Algeria
Official language(s): Arabic, Tamazight
Type of government: Unitary

e Content: Anemployer must maintain a personnel register that lists each worker’s name,
gender, birth date, address, position, date of hiring, and date and reason for termination; a
register of foreign workers that lists each worker’s name, date and place of birth, nationality,
date of entry into Algeria, position, date of hiring, and date and reason for termination; a
payroll journal that lists each worker’s name, position, and base pay; a register of paid leave
that lists each worker’s name, position, and dates of leave; and a workplace accidents register
that lists the names of injured workers and provides information about the accident.
According to data protection law, personal information in employment records must be
relevant to and necessary for the purpose for which the information is created or collected.
Excessive collection of personal information is prohibited.

e Retention: Employee registers and journals must be retained for 10 years from the date of
closure. According to data protection law, personal information about employees must not be
retained longer than necessary for the purpose for which it was created or collected.
Employees can request deletion of personal information that is no longer needed for the
purpose for which it was collected.

e Format: Labor laws and regulations do not specify format requirements for employee
information.

e Location: Labor laws and regulations do not specify storage locations for employee
information. International transfer of employee records that contain personal information is
limited to countries with an adequate level of data protection, subject to specified exceptions.

e Access and Disclosure: Employee registers and journals must be available for examination
by government officials. According to data protection law, employees have access to
personal information maintained about them. Disclosure of employee records that contain
personal information must be compatible with the purpose for which the information was
originally collected.

e Labor Disputes: The 10-year statute of limitations for contract-related litigation does not
apply to employment-related disputes, which are handled by an arbitration process.
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ANDORRA

Official name: Principality of Andorra
Official language(s): Catalan
Type of government: Unitary

e Content: For minors, employee records must include proof of identity, age, and certificates
of periodic medical examinations. For apprentices, employee records must include proof of
identity and medical certification that the apprentice does not have an illness, and the name
of the person responsible for the apprentice’s training and safety. For foreign workers,
employee records must include the immigration authorization. Salary information must be
kept for each worker, as well as a timetable signed by the employee indicating hours worked.
According to data protection law, personal information in employment records must be
relevant to and necessary for the purpose for which the information is created or collected.
Excessive collection of personal information is prohibited.

e Retention: Medical certificates for examination of minors must be kept on file for 3 years.
Salary information must be retained for 3 years. According to data protection law, personal
information about employees must not be retained longer than necessary for the purpose for
which it was created or collected. Employees can request deletion of personal information
that is no longer needed for the purpose for which it was collected.

e Format: Electronic records can satisfy legal requirements for written information. Electronic
records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The statute of limitations for an employer’s violation of labor laws is 6
months to 2 years, depending on the seriousness of the infraction. Andorra does not have a
general statute of limitations for civil litigation.
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ANGOLA

Official name: Republic of Angola
Official language(s): Portuguese
Type of government: Unitary

e Content: Personnel files must include records of professional or vocational training provided
by an employer, receipts signed by the worker confirming that wages were paid, a written
summary of interviews for disciplinary proceedings, an employee’s disciplinary history for
the most recent 5 years, and a record of overtime hours. Employers must also maintain up to
date work schedules for employees, but this does not to be included in an employee’s
personnel file. According to data protection law, personal information in employment records
must be relevant to and necessary for the purpose for which the information is created or
collected. Excessive collection of personal information is prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

e Format: Labor laws and regulations do not specify format requirements for employee
information.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The general statute of limitations for civil litigation is 20 years. The statute
of limitations for wage and salary disputes is 2 years.
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ANTIGUA AND BARBUDA

Official name: Antigua and Barbuda
Official language(s): English
Type of government: Unitary

Content: Every employer must maintain an accurate record of the latest hiring date for each
employee and an accurate record of the hours and dates worked, leave taken, and wages for
each employee for each pay period. Every employer in an agricultural or industrial
undertaking and every shipmaster must keep a register of all employees under age 18. The
register must include the names, addresses, birth dates, and employment dates for such
persons. According to data protection law, personal information in employment records must
be relevant to and necessary for the purpose for which the information is created or collected.
Excessive collection of personal information is prohibited.

Retention: Employee records that indicate dates and hours worked, leave taken, and wages
for a given pay period must be retained for a minimum of 18 months. According to data
protection law, personal information about employees must not be retained longer than
necessary for the purpose for which it was created or collected. Employees can request
deletion of personal information that is no longer needed for the purpose for which it was
collected.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employers must give employees access to records related to their hiring date,
hours worked, leave taken, and wages paid. According to data protection law, employees
have access to personal information maintained about them. Disclosure of employee records
that contain personal information must be compatible with the purpose for which the
information was originally collected.

Labor Disputes: The statute of limitations for claims related to employment contracts is 6
years.
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ARGENTINA

Official name: Argentine Republic
Official language(s): None (Spanish de facto)
Type of government: Federated

Content: Employers must keep a worker registration book that contains the name, marital
status, date of hiring and termination, remuneration assigned and received, and eligibility for
family allowances for each employee. These records cannot be altered. Results of pre-
employment and periodic medical examinations must be recorded in an employee’s health
file. According to data protection law, personal information in employment records must be
relevant to and necessary for the purpose for which the information is created or collected.
Excessive collection of personal information is prohibited.

Retention: Laws and regulations do not specify retention periods for employee information.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

Format: Laws and regulations do not specify format requirements for employee
information.

Location: Laws and regulations do not specify storage locations for employee information.
International transfer of employee records that contain personally identifiable information is
limited to countries with an adequate level of data protection, subject to specified
exceptions.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

Labor Disputes: The statute of limitations for claims related to unpaid wages, unjust
termination, or other employment matters is 2 years.
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ARMENIA

Official name: Republic of Armenia
Official language(s): Armenian
Type of government: Unitary

Content: Employers must keep copies of employment contracts. To conclude an
employment contract, an employer must obtain identification documents, education
certificates, and results of a medical examination where applicable. Written consent of parent
or guardian is required for juvenile employees. Employers must maintain a work book for
each employee. The work book must include the employee’s name, family name, and date of
birth; the period of work as specified in the employment contract; the basis for termination of
the employment contract; and the position held or work performed. No other information is
permitted in the work book. Hours worked by each employee, including overtime, must be
recorded in a log. According to data protection law, personal information in employment
records must be relevant to and necessary for the purpose for which the information is
created or collected. Excessive collection of personal information is prohibited.

Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: Employee work books must be kept in the main place of work. According to data
protection law, international transfer of employee records that contain personal information is
limited to countries with an adequate level of data protection, subject to specified exceptions.

Access and Disclosure: According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected. Unless mandated by legislation, disclosure of records related to salary or
conditions of employment requires the consent of the employee.

Labor Disputes: The general statute of limitations for claims related to violations of the
labor code is 3 years. The limitation period for disputes related to changes in working
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conditions, suspension of an employee, or termination of employment is one month from the
date that an employee is notified by the employer.
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AUSTRALIA

Official name: Commonwealth of Australia
Official language(s): None (English de facto)
Type of government: Federated

e Content: Employers must maintain records that include the name, starting date, employment
status (full- or part-time, temporary, or permanent), pay rate, gross pay and deductions,
incentive payment information, leave accruals, pension contributions, and termination date
and reason for each employee. Employees must also maintain weekly time and wage rosters
for each employee. According to data protection law, personal information in employment
records must be relevant to and necessary for the purpose for which the information is
created or collected. Excessive collection of personal information is prohibited.

e Retention: Employee records and pay rosters required by law must be retained for 7 years.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

e Format: Records that contain employee information must be kept in a format that is legible
and readily accessible by an inspector. Pay slips may be in electronic or hard copy form.
Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Laws and regulations do not mandate a storage location for records that contain
employee information, but such records must be available when requested by an active or
former employee. If records are stored at the place of work, they must be available for on-
premises inspection within 3 business days. If they are stored elsewhere, a copy must be
available at the work location as soon as practicable. According to data protection law,
international transfer of employee records that contain personal information is limited to
countries with an adequate level of data protection, subject to specified exceptions.

e Access and Disclosure: Active and former employees have access to records that contain
their personal information. Access to employee records that contain confidential personal
information about employees must be limited to authorized persons in compliance with the
reason for which the information was collected or processed. Disclosure of personal
information to third parties requires written consent of the employee. Unless mandated by
legislation, disclosure of records related to salary or conditions of employment requires the
consent of the employee.
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Labor Disputes: The limitation period to file a complaint related to general protections or
unfair termination of employment with the Fair Work Commission is 21 days in most cases.
Limitation periods for civil litigation related to employment disputes are specified by states
and territories.
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AUSTRIA

Official name: Republic of Austria
Official language(s): German
Type of government: Federated

e Content: Employers in EU member states must inform employees in a written statement or
otherwise about the terms and conditions of employment, including the work location, job
classification, type of work to be performed, starting date, work pattern, leave entitlement,
remuneration, and procedure for terminating the employment relationship. Employers must
maintain a service record for each employee that includes the name, address, hiring date,
termination date, work location, salary and special payments, normal working hours,
overtime work, the duration of paid leave, the dates when the leave was taken, the amount of
payment the employment received for the period of paid leave, and the date of payment.
Employers must also keep records regarding the observance of rest periods by workers.
Employers that hire temporary workers must maintain records of each worker’s name, date of
birth, gender, nationality, starting date, and ending date. According to data protection law,
personal information in employment records must be relevant to and necessary for the
purpose for which the information is created or collected. Excessive collection of personal
information is prohibited.

e Retention: Records related to temporary workers must be retained for 5 years from the date
of last entry. According to EU regulations, records of hours worked by employees involved
in driving and other activities related to the transport of passengers or goods by road must be
retained for 2 years. Records of working hours of mobile railway workers and employees of
inland navigation companies must be retained for 1 year. According to data protection law,
personal information about employees must not be retained longer than necessary for the
purpose for which it was created or collected. Employees can request deletion of personal
information that is no longer needed for the purpose for which it was collected.

e Format: Laws and regulations do not specify format requirements for records that contain
employee information. Electronic records have the same probative effect as paper records.

e Location: Working time records for employees of inland navigation and maritime companies
must be kept on board the applicable vessel. Laws and regulations do not specify storage
locations for other records that contain employee information. According to data protection
law, international transfer of employee records that contain personal information is limited to
countries with an adequate level of data protection, subject to specified exceptions.

e Access and Disclosure: According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
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information must be compatible with the purpose for which the information was originally
collected.

Labor Disputes: The limitation period for civil claims related to wages and reimbursement of
employment-related expenses is 3 years. Many employment-related disputes are handled by
works councils where applicable.
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AZERBAIJAN

Official name: Republic of Azerbaijan
Official language(s): Azerbaijani
Type of government: Unitary

Content: Employment contracts must include the working place, position, job description,
working hours, salary, vacations, and other terms of employment. A service record for each
employee must indicate the hiring date, position, termination date, and the reason for
termination of employment. Employers must keep a register of employment contracts and
records of the actual working time of each employee, including overtime and leave taken,
and of the wages, bonuses, and other payments. According to data protection law, personal
information in employment records must be relevant to and necessary for the purpose for
which the information is created or collected. Excessive collection of personal information is
prohibited.

Retention: Employers must keep employment contracts for 5 years after termination. If an
enterprise is liquidated, the employment contracts must be transferred to the state archive.
Records related to leave taken by an employee must be retained until termination of
employment. According to data protection law, personal information about employees must
not be retained longer than necessary for the purpose for which it was created or collected.
Employees can request deletion of personal information that is no longer needed for the
purpose for which it was collected.

Format: The register of employment contracts may be kept as a bound journal or in
computerized form. The format for other employee records is determined by the employer.
Generally, electronic records can satisfy retention requirements provided they remain
readable throughout their retention periods, their integrity is assured, they are saved in the
form in which they were sent or received, and information about the date they were sent or
received is preserved. Electronic records have the same probative value as paper documents.

Location: An employee’s service record must be kept at the workplace. Labor laws and
regulations do not specify storage locations for other employee information. According to
data protection law, international transfer of employee records that contain personal
information is limited to countries with an adequate level of data protection, subject to
specified exceptions.

Access and Disclosure: Employers must give employees a copy of their work records upon
termination of employment. An employee’s work records cannot be sent to a third party
without the employee’s written consent, but a positive recommendation can be sent to a third
party without approval, although the employee must be told where the information was sent.
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According to data protection law, employees have access to personal information maintained
about them. Disclosure of employee records that contain personal information must be
compatible with the purpose for which the information was originally collected.

Labor Disputes: The limitation period for filing a claim for an individual labor dispute is 1
month from the date that an employee learns about the violation on which the claim is based.
The statute of limitations for civil litigation related to contracts is 3 years.
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BAHAMAS

Official name: Commonwealth of the Bahamas
Official language(s): English
Type of government: Unitary

e Content: Employee records must include the name, address, age, wages, hours worked,
annual vacations, and other conditions of work. Records for apprentices must include the
remuneration, time worked, and any reports on the apprentice’s work. According to data
protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: Records that confirm compliance with minimum wage requirements must be
retained for 3 years. Records related to apprentices must be retained for 12 months following
termination of the apprenticeship. According to data protection law, personal information
about employees must not be retained longer than necessary for the purpose for which it was
created or collected. Employees can request deletion of personal information that is no longer
needed for the purpose for which it was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination when a
government inspector visits the place of employment. According to data protection law,
employees have access to personal information maintained about them. Disclosure of
employee records that contain personal information must be compatible with the purpose for
which the information was originally collected.

e Labor Disputes: The general statute of limitations for civil litigation related to remuneration
or contract matters is 6 years from the cause of action. The limitation period is 1 year from
the cause of action for alternative dispute resolution through the Conciliation Service of the
Department of Labor.
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BAHRAIN

Official name: Kingdom of Bahrain
Official language(s): Arabic
Type of government: Unitary

e Content: Employers must maintain a file for each worker that indicates the name, address,
age, marital status, nationality, occupation, qualifications and experience, hiring date, current
wage and modifications to wages, leave taken, sanctions imposed, termination date, and the
reason for termination. The file must also include the minutes of investigations conducted,
performance reports prepared by the employee’s supervisor, illness that predate employment,
injuries and disabilities resulting from work, and any other records related to the worker’s
service. Employers must keep a register of monetary sanctions imposed on workers.
According to data protection law, personal information in employment records must be
relevant to and necessary for the purpose for which the information is created or collected.
Excessive collection of personal information is prohibited.

e Retention: An employee’s file must be retained for 2 years following expiration of the
employee’s labor contract. According to data protection law, personal information about
employees must not be retained longer than necessary for the purpose for which it was
created or collected. Employees can request deletion of personal information that is no longer
needed for the purpose for which it was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: Individual employment disputes are handled by a conciliation process. If no
agreement is reached, the dispute is referred to the higher civil court. The limitation period



for initiation of claims for compensation due to termination of a labor contract is 30 days
from the date of termination. The limitation period for claims by a worker or the worker’s
heirs for payment of wages is 5 years from the cause of action.
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BANGLADESH

Official name: People’s Republic of Bangladesh
Official language(s): Bengali
Type of government: Unitary

Content: An employer must maintain a personal file for each worker. Every employer must
provide each worker with a service book and collect the worker’s service books from prior
employment. A service book must contain the names of the worker and the worker’s parents,
the worker’s address and date of birth, the worker’s height and weight, the worker’s blood
type, the period of employment, the occupation, the wages and allowance, the amount of
leave, the worker’s conduct, a photograph of the worker, and other information. Much of the
same information is included in a worker’s letter of appointment. Employers must also
maintain a register of workers that includes each worker’s name and date of birth, the names
of the worker’s parents, the date of appointment, the nature of the work, and the working
hours and rest periods. Employers must keep a muster-roll of laid-off workers who are
available for work. Employers must maintain a register of fines, wage deductions, and other
penalties imposed on workers. Employers must keep certificates of age and competence for
adolescent workers.

Retention: An employer must keep a worker’s service books until termination of
employment, at which time they are given to the worker. Registers of wages, leaves, and
other matters must be kept for 3 years.

Format: Service books must be maintained in bound paper or digital form. If the workers’
register is maintained digitally, a printed copy must be produced. Records of wages can be
kept in digital form, but workers must sign printed copies of payment records. The worker’s
register must be maintained in a prescribed format. The worker’s leave register can be kept
in digital form, but a printed copy must be inserted in an employee’s personal record.
Except where paper records are mandated, electronic records can satisfy retention
requirements if they are accessible and usable for subsequent reference; the content and
form of the record are as originally generated, sent, or received, or can be demonstrated to
accurately represent the original record; and information identifies the origin, the
destination, and the date and time of transmission or reception of the electronic record.

Location: Laws and regulations do not specify storage locations for employee information,
but employee records must be available for inspection by government officials during
working hours.
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Access and Disclosure: Employment records must be available for examination by
government officials. Laws and regulations do not specify other access or disclosure
requirements for employee information.

Labor Disputes: The statute of limitations for wage-related disputes to be adjudicated in

labor court is 1 year from the cause of action. The statute of limitations for civil litigation
related to written contracts is 6 years.
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BARBADOS

Official name: Barbados
Official language(s): English
Type of government: Unitary

Content: An employer must keep a record of each employee’s starting date, basic wage,
leave taken, and amounts paid for leave. An employer must keep a register of wage payments
to every worker. An employer must keep a record of overtime hours worked by domestic
employees. An employer must keep records related to the wages of workers in the sugar
industry. An employer must keep records of the working hours, wages, and overtime work of
shop assistants. An employer must keep a record of working hours and remuneration for
apprentices and trainees. An employer must keep a register that indicates the names,
addresses, birth dates, and employment dates for young persons working in industrial settings
or on ships. According to data protection law, personal information in employment records
must be relevant to and necessary for the purpose for which the information is created or
collected. Excessive collection of personal information is prohibited.

Retention: Records related to working hours and remuneration for apprentices and trainees
must be retained for 3 years from the date of last entry. Records related to wages of workers
in the sugar industry must be kept for 3 years. According to data protection law, personal
information about employees must not be retained longer than necessary for the purpose for
which it was created or collected. Employees can request deletion of personal information
that is no longer needed for the purpose for which it was collected.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: Laws and regulations do not specify storage locations for employee information.
International transfer of employee records that contain personal information is limited to
countries with an adequate level of data protection, subject to specified exceptions.

Access and Disclosure: Employment records must be available for examination by
government officials. According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.
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Labor Disputes: The statute of limitations for complaints related to unpaid wages, unfair
dismissal, or other employment matters to be adjudicated by the Employment Rights
Tribunal is 3 months from the cause of action. The limitation period is 6 months for
complaints related to improper notice of termination of employment.
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BELARUS

Official name: Republic of Belarus
Official language(s): Belarusian, Russian
Type of government: Unitary

Content: Employment contracts must include the employee’s work location, duties, hours of
work and rest, and remuneration. An employer must maintain a workbook for each
employee. The workbook contains information about the employee, the position, the dates of
employment, wages and incentives, and reason for termination of employment. When a
worker is hired, the employer must collect identity documents, military registration
documents, the worker’s employment record, documentation of the worker’s education or
training, rehabilitation requirements for disabled workers, a declaration of income and
property, an insurance certificate, and a medical health certificate. An employer must keep
time and attendance records that indicate the days and amount of time worked.

Retention: Workbooks are given to employees upon termination of employment. The
employer must retain a duplicate workbook and other employment records for 50 years.

Format: Employee workbooks are maintained as bound volumes. Electronic records are
generally equivalent to paper records and have the same probative effect provided their
authenticity is established, and their integrity is assured, but Belarussian law does not
explicitly state that electronic records can satisfy retention requirements.

Location: Employee records must be kept at the main place of work by an employer’s
personnel office or another organizational unit. Employee records must be kept in a safe
location.

Access and Disclosure: Laws and regulations do not specify access or disclosure restrictions
for employee information.

Labor Disputes: The statute of limitations for employment-related complaints to be
adjudicated by the Labor Dispute Commission is 3 months from the date that an employee
learned or should have learned about the cause of action. For claims related to unfair
dismissal, the limitation period is 1 month from termination of an employment contract. For
civil litigation, the limitation period is 1 year from the claimant’s discovery of the cause of
action.
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BELGIUM

Official name: Kingdom of Belgium
Official language(s): Dutch, French, German
Type of government: Federated

Content: Employers in EU member states must inform employees in a written statement or
otherwise about the terms and conditions of employment, including the work location, job
classification, type of work to be performed, starting date, work pattern, leave entitlement,
remuneration, and procedure for terminating the employment relationship. An employer must
maintain a personnel register, which lists employees in chronological order by the hiring
date, and an individual account for every employee. The individual account provides
employment details and a listing of payments made to the employee. Employers must also
keep attendance registers. According to data protection law, personal information in
employment records must be relevant to and necessary for the purpose for which the
information is created or collected. Excessive collection of personal information is
prohibited.

Retention: Individual account records and employment contracts for a given employee must
be kept for 5 years following termination of employment. Personnel registers and attendance
registers must be retained for 5 years from the date of last entry. According to EU
regulations, records of hours worked by employees involved in driving and other activities
related to the transport of passengers or goods by road must be retained for 2 years.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected. According to data protection law, personal information about employees must
not be retained longer than necessary for the purpose for which it was created or collected.
Employees can request deletion of personal information that is no longer needed for the
purpose for which it was collected.

Format: An employer can keep personnel registers and individual accounts in any format
provided they are legible, and the format permits effective monitoring. Employment
contracts and related documents can be maintained electronically. Electronic records can
satisfy retention requirements. Electronic records and paper records have equivalent
probative value.

Location: The personnel register and individual accounts must be kept in Belgium. The
employer must report the storage location to the Ministry of Employment and Labor in the
district where the records will be kept. Employers who have all personnel in one location
must keep the personnel register at that location. Otherwise, a separate register must be kept
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at each workplace in addition to a central register. The separate registers can contain less
detailed information than the central register. International transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

Access and Disclosure: According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.

Labor Disputes: The limitation period for civil actions related to an employment contract is
1 year after termination of the contract or 5 years after the cause of action.
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BELIZE

Official name: Belize
Official language(s): English
Type of government: Unitary

e Content: Employers must keep records showing the name, address, hours and dates of work,
overtime rate, gross pay for each pay period and signatures for each pay period. The owner of
a wholesale or retail business must keep registers of the hours of work, overtime hours, and
annual leave for each shop assistant. Employers of public officers must keep records of their
address, name, and contact information for next of kin, social security card, birth certificate,
proof of citizenship, marital status, marriage certificate, divorce decree, oath of
confidentiality, and record of service. Employers must keep records of remuneration
sufficient to show compliance with equal pay requirements. Employers must keep a register
of the names, birth dates, and hours of work for all women and employees under age 18. The
master of a vessel must keep a register of the names and birth dates of all employees under
age 16. Public contractors must keep wage books and time sheets related to the execution of
a contract.

e Retention: Employee records must be available for inspection by government officials for a
minimum of 2 years after they were made. Employers of workers to whom a wages council
order applies must keep wage sheets or other records for 6 years to show compliance with the
order.

e Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Laws and regulations do not specify storage locations for employee information.
e Access and Disclosure: Employment records must be available for examination by
government officials. Laws and regulations do not specify other access or disclosure

requirements or restrictions for employee information.

e Labor Disputes: Employment disputes may be referred to an arbitration tribunal for
settlement. The limitation period for civil actions related to wage disputes is 6 years.
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BENIN

Official name: Republic of Benin
Official language(s): French
Type of government: Unitary

Content: Employers must maintain a register of employment, but the content is not specified
by law. Employers must keep a register of all employees under age 18. Records related to
payment of wages must be kept under the same conditions as accounting records. Excessive
collection of personal information is prohibited.

Retention: Laws and regulations do not specify retention requirements for employee
information. Employment records that contain personal information must not be retained
longer than necessary for the purpose for which they were collected.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: Employers must maintain registers at the place of employment. Employee records
must be available for inspection by government officials. Transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

Access and Disclosure: Laws and regulations do not specify access or disclosure restrictions
for employee information. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

Labor Disputes: The statute of limitations for legal actions related to payment of wages is 3
years from the date when the wages were due. The limitation period for severance pay and
other forms of compensation apart from salary is 10 years.
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BERMUDA

Official name: Bermuda (British Overseas Territory)
Official language(s): English
Type of government: Unitary

e Content: Employers must maintain records for each employee showing the name, address,
gender, date of birth, dates of employment, and marital information. Employers must give
each employee a written statement that contains the employee’s name, hiring date, job title
and brief description of the work, wages, working hours, leave entitlement, and other
information about the terms and conditions of employment. Employers must also give each
employee an itemized pay statement. Employers must keep records of all types of employee
remuneration, including wages, salary, leave pay, profit-sharing, and any other item of value.
According to data protection law, personal information in employment records must be
relevant to and necessary for the purpose for which the information is created or collected.
Excessive collection of personal information is prohibited.

e Retention: Labor laws and regulations do not specify retention requirements for employee
information. Labor laws and regulations do not specify retention periods for employee
records. According to data protection law, personal information about employees must not be
retained longer than necessary for the purpose for which it was created or collected.
Employees can request deletion of personal information that is no longer needed for the
purpose for which it was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The statute of limitations for an employee to make a complaint of unfair
dismissal to the Employment Tribunal is 3 months from a violation of employment law. The
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limitation period for complaints to the Human Rights Commission based on discrimination is
6 months from the cause of action.
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BHUTAN

Official name: Kingdom of Bhutan
Official language(s): Dzongkha
Type of government: Unitary

Content: Employers must maintain a wage register that lists each employee’s position, rate
of pay, earnings, overtime rate, other allowances and payments, deductions from earnings,
the number of days or hours worked per pay period, and the total amount due to the
employee after deductions. Employers must maintain registers of leave taken by employees.
Employers must maintain a register of duration of service for all employees to enable labor
inspectors to verify those employees who are entitled to gratuity payments.

Retention: Employee wage registers must be retained for 5 years. Employee records that
contain personal information must be destroyed when no longer needed for the purpose for
which they were created or collected.

Format: Electronic records can satisfy retention requirements if they are accessible and
usable for subsequent reference; the content and form of the record are as originally
generated, sent, or received, or can be demonstrated to accurately represent the original
record; and information identifies the origin, the destination, and the date and time of
transmission or reception of the electronic record.

Location: Labor laws and regulations do not specify storage locations for employee
information.

Access and Disclosure: Employment records must be available for examination by
government officials. Disclosure of employee records that contain personal information must
be compatible with the purpose for which the information was originally collected.

Labor Disputes: Employers and employees must attempt to settle grievances in the
workplace. Employers must establish a grievance procedure for that purpose. Unresolved
grievances must be referred to the Chief Labor Administrator, who will investigate the
dispute and assist parties in reaching a resolution. If the dispute cannot be resolved, a
conciliator will be appointed to reach an agreement.
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BOLIVIA

Official name: Plurinational State of Bolivia
Official language(s): Spanish, Quechua, other indigenous languages
Type of government: Unitary

Content: Employers must keep a register of overtime work and pay. Employers of domestic
workers must keep a register that includes the name, residence, amount of work, and
compensation for each worker.

Retention: Labor laws and regulations do not specify format requirements for employee
information.

Format: An electronic record with a digital signature can satisfy retention requirements for
original documents if its contents are unaltered, it is accessible for reference when needed,
and the sender, receiver, date, and time can be identified. Electronic records, including
records with digital signatures, have the same legal status as paper documents with written
signatures.

Location: Labor laws and regulations do not specify storage locations for employee
information.

Access and Disclosure: Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

Labor Disputes: The statute of limitations for legal proceedings related to employment is 2
years from the cause of action.
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BOSNIA AND HERZEGOVINA

Official name: Bosnia and Herzegovina
Official language(s): Bosnian, Serbian, Croatian
Type of government: Federated

Content: Employee records must include the name, identification number, gender, date and
place of birth, country of citizenship, address, education, hiring date, job title, place of work,
termination date and reason, and other information. Employers must also keep information
about an employee’s health status. Employers must keep records of hours worked by
individual employees, including the date, starting and completion time, overtime, and leave
taken. According to data protection law, personal information in employment records must
be relevant to and necessary for the purpose for which the information is created or collected.
Excessive collection of personal information is prohibited.

Retention: Records pertaining to full-time employees must be retained permanently.

Records pertaining to temporary employees must be kept for 5 years following termination of
employment. Records related to working hours must be kept for a minimum of 5 years or
until resolution of all disputes for which the records may be relevant. According to data
protection law, personal information about employees must not be retained longer than
necessary for the purpose for which it was created or collected. Employees can request
deletion of personal information that is no longer needed for the purpose for which it was
collected.

Format: According to labor laws and regulations, employment records may be kept in paper
or electronic form.

Location: Labor laws and regulations do not specify storage locations for employee
information.

Access and Disclosure: According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.

Labor Disputes: Employees must submit a request for rectification of an employment-
related violation to the employer with 30 days of the violation. If the employer fails to rectify
the violation, the employee has 90 days to initiate court proceedings. The limitation period
for disputes related to wages is 3 years from the date that the wages were due.
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BOTSWANA

Official name: Republic of Botswana
Official language(s): English
Type of government: Unitary

e Content: Employers must keep records that document the enforcement of minimum wage
orders. Employers must keep a register of casual (temporary) employees. According to data
protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: Records related to minimum wage orders must be retained for 5 years following
the date of last entry. The register of temporary employees must be retained for 2 years
following the last entry therein. According to data protection law, personal information
about employees must not be retained longer than necessary for the purpose for which it was
created or collected. Employees can request deletion of personal information that is no longer
needed for the purpose for which it was collected.

e Format: Electronic records can satisfy retention requirements if they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Laws and regulations do not specify storage locations for employee information.
International transfer of employee records that contain personal information is limited to
countries with an adequate level of data protection, subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by
government officials. According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.

e Labor Disputes: Disputes related to termination of employment must be referred to the
Commissioner of Labor for mediation within 30 days of dismissal.
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BRAZIL

Official name: Federative Republic of Brazil
Official language(s): Portuguese
Type of government: Federated

e Content: Employers must keep a register that indicate the name, civil and professional
qualifications of each worker, dates of employment, effectiveness of work, vacations,
accidents, and other circumstances related to the worker’s protection. According to data
protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

e Format: According to labor laws and regulations, employee information can be maintained
in paper or electronic form.

e Location: Laws and regulations do not specify storage locations for employee information.
According to data protection law, international transfer of employee records that contain
personal information is limited to countries with an adequate level of data protection, subject
to specified exceptions.

e Access and Disclosure: According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.

e Labor Disputes: The statute of limitations for employment-related complaints is 5 years or 2
years after termination of an employment contract.
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BRUNEI

Official name: Nation of Brunei
Official language(s): Malay
Type of government: Unitary

e Content: Employers must produce contracts of service, books of account of salary, registers,
and other documents concerning employees when requested by government officials, but the
content of these records is not specified. Deductions from employees’ wages for loss or
damages must be recorded in a register.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Laws and regulations do not specify storage locations for employee records.

e Access and Disclosure: Employment records must be available for inspection by government
officials Laws and regulations do not specify access or disclosure restrictions for employee
information. Brunei does not have an omnibus data protection law that prohibits
unauthorized disclosure of personal information. Information about current and former
employment relationships is exempt from the data protection policy that applies to records
maintained by government agencies and educational institutions.

e Labor Disputes: The statute of limitations for litigation related to an employment contract is
6 years from the date that the cause of action accrues.
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BULGARIA

Official name: Republic of Bulgaria
Official language(s): Bulgarian
Type of government: Unitary

Content: Employers in EU member states must inform employees in a written statement or
otherwise about the terms and conditions of employment, including the work location, job
classification, type of work to be performed, starting date, work pattern, leave entitlement,
remuneration, and procedure for terminating the employment relationship. Employers are
required to maintain an employment file for each employee. The file must contain all
documents related to the initiation, amendment, or termination of the employment
relationship. Employees must maintain employment record books, which are considered
official employment documents. Each employee must keep his or her own employment
record book, which indicates the employee’s name, date and place of birth, address,
identification number, education, occupation, and employment history. Alternatively, an
employee can give the employment record book to an employer for safekeeping, but the
employer must return it to the employee upon termination of employment or when requested.
Employers must keep records for each employee who performs work at home and for each
office or factory employee who consents to work more than 48 hours per week. Employers
must also maintain employees’ work schedules, a special book for recording overtime, and a
special book for recording the time and duration of leave by trade union members.
According to data protection law, personal information in employment records must be
relevant to and necessary for the purpose for which the information is created or collected.
Excessive collection of personal information is prohibited.

Retention: Employers must keep employees’ work schedules for a minimum of 3 years.
According to EU regulations, records of hours worked by employees involved in driving and
other activities related to the transport of passengers or goods by road must be retained for 2
years. No retention periods are specified for other employment records. According to data
protection law, personal information about employees must not be retained longer than
necessary for the purpose for which it was created or collected. Employees can request
deletion of personal information that is no longer needed for the purpose for which it was
collected.

Format: Employee information can be maintained in paper or electronic form. Electronic
records can satisfy requirements that documents be in written form. Electronic and paper
records have equivalent probative value.

Location: Laws and regulations do not specify storage locations for employee information.
According to data protection law, international transfer of employee records that contain
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personal information is limited to countries with an adequate level of data protection, subject
to specified exceptions.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employees must present their work books to their employers upon request. An
employer must provide two-factor identification for access to an electronic information
system that stores employment documents. Employees have access to personal information
maintained about them. Employees must have free, uninterrupted access to electronic
documents in their employment files. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.

Labor Disputes: The statute of limitations for litigation related to most labor disputes is 3
years from the date that the cause of action accrues. The statute of limitations is 1 month for
claims related to financial liability of a factory or office worker, for revocation of a
disciplinary sanction of reprimand, and for claims related to the rights of labor
representatives. The statute of limitations is 2 months for claims related to revocation of a
warning of dismissal or for termination of employment.
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BURKINA FASO

Official name: Republic of Burkina Faso
Official language(s): French
Type of government: Unitary

Content: Employers must keep a register showing the duration of work, amount earned, and
payment of salary for each employee. According to data protection law, personal information
in employment records must be relevant to and necessary for the purpose for which the
information is created or collected. Excessive collection of personal information is
prohibited.

Retention: The employer’s register must be retained for 10 years from the date of last entry.
No retention periods are specified for other employment records. According to data
protection law, personal information about employees must not be retained longer than
necessary for the purpose for which it was created or collected. Employees can request
deletion of personal information that is no longer needed for the purpose for which it was
collected.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: The employer’s register must be kept at the employer’s place of business.
According to data protection law, international transfer of employee records that contain
personal information is limited to countries with an adequate level of data protection, subject
to specified exceptions.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

Labor Disputes: The statute of limitations for litigation related to payment of wages is 5
years.
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BURUNDI

Official name: Republic of Burundi
Official language(s): French, Kirundi, English
Type of government: Unitary

e Content: Employers must keep a general employment register containing the name, date of
birth, nationality, professional qualifications, and date of recruitment for each permanent
employee. Employers must also keep of register of temporary, daily, seasonal, and fixed-term
workers. Employers must keep records of wages paid to employees.

e Retention: Records related to payment of wages must be kept under the same conditions as
accounting documents, which must be retained for 10 years as specified in the country’s
Commercial Code. Labor laws and regulations do not specify retention periods for other
employment records.

e Format: Laws and regulations do not specify format requirements or restrictions for
employment records.

e Location: Employment registers must be kept at the employer’s head office.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors.

e Labor Disputes: The statute of limitations for litigation related to employment contracts is 2
years, which is the limitation period for litigation related to other types of contracts.
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CAMBODIA

Official name: Kingdom of Cambodia
Official language(s): Khmer
Type of government: Unitary

Content: Every worker must have an employment card that is drawn up by a labor inspector
at a worker’s request. The employment card identifies the worker, the nature of work to be
performed, the duration of the employment contract, the agreed-upon wages, and the
method of payment. Information about hiring, dismissal, wages, and wage increases must be
recorded on a worker’s employment card. A payroll ledger must contain information about
work performed, wages, and holidays for each employee. Wages paid to plantation workers
in kind must be recorded in a ledger kept for that purpose. Employers must keep a register
of underage employees.

Retention: The payroll ledger must be kept for 3 years after it is closed. Labor laws and
regulations do not specify retention periods for other employment records.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: The payroll ledger must be kept at an employer’s head office or bureau of cashier.
Labor laws and regulations do not specify other requirements or restrictions for storage of
employee records.

Access and Disclosure: Payroll ledgers must be available to the labor inspector upon request.
Labor laws and regulations do not specify other requirements or restrictions for access to or
disclosure of employee records.

Labor Disputes: The statute of limitations for litigation related to pay of wages is 3 years
from the date the wages were due.
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CAMEROON

Official name: Republic of Cameroon
Official language(s): English, French
Type of government: Unitary

e Content: Every employer must maintain a register containing the name, date of birth,
nationality, professional qualifications, and date of recruitment for each permanent
employee. Employers must also keep a register of temporary, daily, seasonal, and fixed-term
workers. Employers must keep records of wages paid to employees.

e Retention: Records related to payment of wages must be kept under the same conditions as
accounting documents, which must be retained for 10 years as specified in the OHADA
uniform act on accounting law and financial reporting. Labor laws and regulations do not
specify retention periods for other employment records.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: The employer’s register must be kept at the workplace.
e Access and Disclosure: Employment records must be available for examination by a labor
inspector upon request. Labor laws and regulations do not specify other requirements or

restrictions for access to or disclosure of employee records.

e Labor Disputes: The statute of limitations for litigation related to unpaid wages is 3 years
from the date the wages are due.
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CANADA

Official name: Canada
Official language(s): English, French
Type of government: Federated

e Content: Under federal law, employers must keep records for each employee indicating the
name, address, social insurance number, occupational classification, gender, wage rate, hours
worked each day, actual earnings, payments after deductions, vacation pay, holiday pay,
medical certificates, written work schedules, absences, and overtime payments. Provincial
and territorial laws may specify additional requirements. According to data protection law,
personal information in employment records must be relevant to and necessary for the
purpose for which the information is created or collected. Excessive collection of personal
information is prohibited.

e Retention: Under federal law, records must be retained for 36 months following termination
of employment. According to data protection law, personal information about employees
must not be retained longer than necessary for the purpose for which it was created or
collected. Employees can request deletion of personal information that is no longer needed
for the purpose for which it was collected.

e Format: Under federal law, electronic records that accurately represents information can
satisfy retention requirements provided they are accessible, readable, and printable
throughout their retention period. Provincial and territorial laws may specify additional
requirements.

e Location: Federal law does not specify location requirements for retention of employment
records. Provincial and territorial laws may require retention of employment records in
Canada or in a specific province or territory.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employees in the federal government and federally regulated workplaces have
access to their own employment records. Elsewhere, employees’ access to their own records
depends on provincial and territorial laws. Subject to exceptions, knowledge and consent of
the data subject is required for disclosure of personal information about employees.
Provincial and territorial laws may specify additional requirements.

e Labor Disputes: Canada does not have a national statute of limitations for civil litigation
related to employment matters. Limitation periods are specified by state and territorial laws.
Depending on the province or territory, the limitation period for contractual disputes may be
as short as 2 years from the cause of action.
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CAPE VERDE

Official name: Republic of Cape Verde
Official language(s): Portuguese
Type of government: Unitary

e Content: Records to be maintained about employees are not specified by laws or regulations,
but any information created or collected about employees must be directly relevant to the
duties or professional skills. Employers cannot collect information about an employee’s
private life or family life. According to data protection law, personal information in
employment records must be relevant to and necessary for the purpose for which the
information is created or collected. Excessive collection of personal information is
prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The statute of limitations for claims related to employment contracts is 5
years. The limitation period is 1 year for claims related to unfair dismissal and 3 years for
claims related to vacation or overtime wages.
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CAYMAN ISLANDS

Official name: Cayman Islands (British Overseas Territory)
Official language(s): English
Type of government: Unitary

e Content: Every employer of more than 10 persons must keep a work account for each
employee, indicating the time worked, leave taken, and wages paid. Employers must keep
records of the hiring date, temporary terminations, and re-employments for each employee.
Service employers must keep records of the service provided to each customer, the amount
charged, the amount of gratuity collected or received, the date, the name of each employee,
and the distribution of gratuities to service employees. According to data protection law,
personal information in employment records must be relevant to and necessary for the
purpose for which the information is created or collected. Excessive collection of personal
information is prohibited.

e Retention: Employers must retain work accounts for at least 2 years. Service employers must
retain employee records, including monthly records related to gratuities, for at least 3 years.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

e Format: Employment records may be stored or sent in any format. An electronic record can
satisfy retention requirements for original documents provided its contents are unaltered, it is
accessible for reference when needed, and the sender, receiver, date, and time can be
identified. Electronic records have the same probative value as paper documents.

e Location: Monthly records of gratuities must be kept in a place that will enable it to be
produced on demand for inspection by government officials. Labor laws and regulations do
not specify storage locations for other employee information. According to data protection
law, international transfer of employee records that contain personal information is limited to
countries with an adequate level of data protection, subject to specified exceptions.

e Access and Disclosure: Employees have access to records of their hiring dates. Employment
records must be available for examination by government officials. According to data
protection law, employees have access to personal information maintained about them.
Disclosure of employee records that contain personal information must be compatible with
the purpose for which the information was originally collected.
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e Labor Disputes: The statute of limitations for claims related to an employer’s labor practices
is 1 year from the date when the complainant became aware or should reasonably have
become aware of the cause of action.
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CENTRAL AFRICAN REPUBLIC

Official name: Central African Republic
Official language(s): French, Sango
Type of government: Unitary

Content: Employers must maintain a register, known as the employer’s register, which
contains information about employees, including work performed, remuneration, and
holidays. Employment contracts must include an employee’s name, address, nationality,
gender, date of birth, job title, working hours, and renumeration. Apprenticeship contracts
must include similar information about an apprentice. Employers must keep a register of
wages paid to individual employees. Employers must keep a register of home workers,
including the name, marital status, address, the terms of employment, and renumeration.

Retention: The employer’s register must be retained for 5 years from the date of last entry.
Records related to payment of wages must be retained under the same conditions as
accounting records, which must be retained for 10 years as specified in the OHADA uniform
act on accounting law and financial reporting. Labor laws and regulations do not specify
retention periods for other employee records.

Format: Laws and regulations do not specify format requirements for employment records.
Central African Republic has signed the United Nations Convention on the Use of Electronic
Communications in International Contracts, which builds on the UNCITRAL Model Law on
Electronic Commerce, but the Convention does not address retention of electronic records.

Location: Labor laws and regulations do not specify storage locations for employee
information.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

Labor Disputes: Employers and employees must attempt to settle labor disputes amicably.
The limitation period for disputes related to unpaid wages is 5 years from the cause of action.
The limitation period for claims related to unpaid leave, travel, or transport is 2 years from
termination of employment.
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CHAD

Official name: Republic of Chad
Official language(s): Arabic, French
Type of government: Unitary

e Content: Anemployer must keep a register of payment of wages. Companies must keep an
employer register, but the contents are not specified in the Labor Code. According to data
protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: Employer registers must be retained for 5 years from the date of last entry. Labor
laws and regulations do not specify retention periods for other employee records. According
to data protection law, personal information about employees must not be retained longer
than necessary for the purpose for which it was created or collected. Employees can request
deletion of personal information that is no longer needed for the purpose for which it was
collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The statute of limitations for litigation related to payment of wages is 5
years from the date the wages are due.
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CHILE

Official name: Republic of Chile
Official language(s): Spanish
Type of government: Unitary

e Content: Employers must keep copies of employment contracts and supporting
documentation. Employers must keep time and attendance records for employees. According
to data protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employers must not disclose private data acquired through an employment
relationship. According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.

e Labor Disputes: The statute of limitations for litigation related to most employment claims is
6 months following termination of an employment contract or, for employment contracts that
are active, 2 years from the cause of action. The limitation period for claims related to unpaid
overtime is 6 months from the date when the payment was due.
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CHINA

Official name: People’s Republic of China
Official language(s): Mandarin
Type of government: Unitary

Content: An employer must keep a register of workers. Employers subject to the Archives
Law must keep records of wages paid to workers, including the recipient’s name, amount,
and time. Other documents to be kept include labor contracts, hiring records, records related
to appointment and dismissal, promotions, rewards and disciplinary actions, performance
assessments, resignation, retirement, salary, job titles, and employee training.

Retention: Copies of revoked or terminated labor contracts must be retained for at least 2
years. Records related to wage payments must be retained for 2 years. Employers subject to
the Archives Law must retain documentation related to hiring, salaries, performance
assessments, retirement, promotions, demotions, and labor contracts permanently. Employee
registers must be retained permanently. Employee training documents must be retained for
10 or 30 years, depending on the significance. Other training documents are to be kept for 10
years. Records for significant commendations and disciplinary actions must be retained
permanently. Other commendation and disciplinary records must be kept for 30 years.
According to a draft of a personal data protection law introduced in 2020, records that
contain personal information must not be retained longer than necessary for the purpose for
which it was created or collected, but exceptions are made for retention periods specified in
other laws and administrative regulations.

Format: An electronic record can satisfy legal and regulatory requirements that information
be in writing provided it can give visible expression to the contents carried, it is accessible
for subsequent reference, and it maintains its contents in completed, unaltered form over
time.

Location: Labor laws and regulations do not specify storage locations for employee records.
According to a draft of a personal data protection law introduced in 2020, government
approval is required for transfer of personal information outside the borders of the People’s
Republic of China.

Access and Disclosure: According to a draft of a personal data protection law introduced in

2020, data subjects have the right to access and copy personal information contained in their
employment records. Disclosure of employee records that contain personal information must
be compatible with the purpose for which the information was originally collected.
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e Labor Disputes: The time limit to apply for arbitration in a labor dispute is 1 year from the
date that the parties learned or should have learned of the infringement of their rights.
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COLOMBIA

Official name: Republic of Colombia
Official language(s): Spanish
Type of government: Unitary

Content: Employers must maintain a daily register of workers with overtime hours, including
the name, age, and gender of the worker, the activities performed, the number of hours
worked, and the compensation. Employers must keep a register indicating the date of birth
for all employees under age 18. Employers must keep records of vacation taken and
remuneration. According to data protection law, personal information in employment records
must be relevant to and necessary for the purpose for which the information is created or
collected. Excessive collection of personal information is prohibited.

Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

Format: An electronic employment record can satisfy retention requirements for original
documents provided its contents are unaltered, it is accessible for reference when needed,
and the sender, receiver, date, and time can be identified. Electronic records have the same
probative value as paper records.

Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

Labor Disputes: The statute of limitations for legal actions related to employment is 3 years
from the cause of action.
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COMOROS

Official name: Union of the Comoros
Official language(s): Arabic, Comorian, French
Type of government: Unitary

Content: Employers must keep an up-to-date register that includes the names of all
employees, the work to be performed, their wages and leave, and any visas or formal notices.
Comoros does not have a national data protection law that limits the collection of personal
information. The African Union Convention on Cyber Security and Personal Data Protection,
which Comoros has signed but not ratified, prohibits excessive collection of personal
information.

Retention: Employers must retain the register of employees for 5 years from the date of last
entry. According to the African Union Convention on Cyber Security and Personal Data
Protection, employment records that contain personal information must not be retained
longer than necessary for the purpose for which they were collected.

Format: Labor laws and regulations do not specify retention periods for employee records.
According to the African Union Convention on Cyber Security and Personal Data Protection,
member countries shall establish the legal conditions for functional equivalence of paper and
electronic records, but Comoros does not have a national law that addresses the legal status
of electronic records.

Location: Labor laws and regulations do not specify storage locations for employee
information. According to the African Union Convention on Cyber Security and Personal
Data Protection, transfer of employee records that contain personal information is limited to
countries with an adequate level of data protection, subject to specified exceptions.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employees have access to personal information maintained about them.
According to the African Union Convention on Cyber Security and Personal Data Protection,
disclosure of employee records that contain personal information must be compatible with
the purpose for which the information was originally collected.

Labor Disputes: The statute of limitations for claims related to employment contracts is 6
months from the cause of action. The statute of limitations for claims related to leave or other
matters is 2 years following termination of employment.
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CONGO (DRC)

Official name: Democratic Republic of the Congo
Official language(s): French
Type of government: Unitary

e Content: Employment contracts must include the name, gender, identification number, date
and place of birth, family information, nature of duties, the wages and benefits, and duration
of the contract. Employers must keep copies of employment contracts. Employers must keep
records indicating remuneration of employees. Employers must keep a register indicating the
dates and hours of overtime work for each employee. Employers must keep a copy of the
annual declaration of the workforce and declaration of hiring or departure of an employee.
Employers must keep a special register of employees who are not subject to a collective rest
regime.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: Records indicating remuneration of employees must be kept in indelible ink or by
another indelible writing process. A computerized file is acceptable for payroll records.

e Location: Records relating to remuneration of employees must be kept in each operating
office.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: The statute of limitations for claims related to employment contracts is 3
years from the cause of action. The limitation period is 2 years for claims related to travel
and transport costs.



69

CONGO

Official name: Republic of the Congo
Official language(s): French
Type of government: Unitary

e Content: Employers must keep an up-to-date register that includes the names of all
employees, the work to be performed, their wages and leave, any money received from an
employee, and any visas or observations made by labor inspectors. According to data
protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: The employer’s register must be retained for 5 years following the date of last
entry. Records related to payment of wages must be kept under the same conditions as
accounting documents, which must be retained for 10 years as specified in the OHADA
uniform act on accounting law and financial reporting. According to data protection law,
personal information about employees must not be retained longer than necessary for the
purpose for which it was created or collected. Employees can request deletion of personal
information that is no longer needed for the purpose for which it was collected.

e Format: Laws and regulations do not specify format requirements for employment records.
Republic of Congo has acceded to the United Nations Convention on the Use of Electronic
Communications in International Contracts, which builds on the UNCITRAL Model Law on
Electronic Commerce, but the Convention does not address retention of electronic records.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The statute of limitations for claims related to payment of wages and other
employment matters is 1 year from the cause of action. The limitation period is 3 years for
claims related to the right to take leave.
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COSTARICA

Official name: Republic of Costa Rica
Official language(s): Spanish
Type of government: Unitary

e Content: Employers must keep a salary book or payroll that records employees’ wages and a
separate book for overtime wages. Employers must keep records for employees under age 18,
including the name, age, residence, type and hours of work, wages, and proof that
educational requirements are met. Employers must keep a book that contains the names,
residences, duties, and remuneration of home workers. According to data protection law,
personal information in employment records must be relevant to and necessary for the
purpose for which the information is created or collected. Excessive collection of personal
information is prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

e Format: Electronic records can satisfy legal retention requirements provided security
measures are applied to ensure their inalterability, subsequent reference is possible, and
information about the origin and other basic characteristics of the records is preserved.
Electronic records have the same probative value as paper records.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The statute of limitations for claims related to employment contracts is 6
months from the date of termination of the contract. The limitation period for unjustified
termination of employment is 2 months from the date of termination. The limitation period
for most other employment claims is 3 months from the cause of action.
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CROATIA

Official name: Republic of Croatia
Official language(s): Croatian
Type of government: Unitary

Content: Employers in EU member states must inform employees in a written statement or
otherwise about the terms and conditions of employment, including the work location, job
classification, type of work to be performed, starting date, work pattern, leave entitlement,
remuneration, and procedure for terminating the employment relationship. Employers must
keep records about employees, including name, personal identification number, gender, date
of birth, citizenship, permanent or temporary residence, work permit if relevant, education,
licenses and certificates, hiring date, type of contract, hours worked per day, vacations, and
absences for any reason. Employers must also keep special records on workers temporarily
assigned by an associated company, persons who are undergoing professional training
without establishing an employment relationship, students, and persons who perform work
for the common good in accordance with general regulations. Employers may not collect
information that is unrelated to the employment relationship. According to data protection
law, personal information in employment records must be relevant to and necessary for the
purpose for which the information is created or collected. Excessive collection of personal
information is prohibited.

Retention: Employee records must be kept permanently. Records for persons with other
employment relationships must be kept until termination of employment. Data on working
hours by individual employees must be retained for at least 6 years, assuming that no labor
dispute has been initiated. According to EU regulations, records of hours worked by
employees involved in driving and other activities related to the transport of passengers or
goods by road must be retained for 2 years. According to data protection law, personal
information about employees must not be retained longer than necessary for the purpose for
which it was created or collected. Employees can request deletion of personal information
that is no longer needed for the purpose for which it was collected.

Format: Employee records can be kept in paper or electronic form. Electronic records can
satisfy retention requirements provided they remain readable throughout their retention
periods, their integrity is assured, they are saved in the form in which they were sent or
received, and information about the date they were sent or received is preserved. Electronic
records have the same probative value as paper documents.

Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
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contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

Access and Disclosure: According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.

Labor Disputes: The statute of limitations for employment-related litigation is 5 years from
the cause of action.
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CUBA

Official name: Republic of Cuba
Official language(s): Spanish
Type of government: Unitary

e Content: Employers must maintain records that document an employee’s work history, but
content is not specified.

e Retention: Employee files are given to the employees or their family members when the
employment relationship ends.

e Format: Labor laws and regulations do not specify format requirements or restrictions for
employment records.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employees have access to their work files.

e Labor Disputes: The statute of limitations for employment-related claims is 180 days from
the cause of action.
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CYPRUS

Official name: Republic of Cyprus
Official language(s): Greek, Turkish
Type of government: Unitary

e Content: Employers in EU member states must inform employees in a written statement or
otherwise about the terms and conditions of employment, including the work location, job
classification, type of work to be performed, starting date, work pattern, leave entitlement,
remuneration, and procedure for terminating the employment relationship. Information to be
collected about employees includes the name, place of employment, position, duties, hiring
date, duration of paid leave, and remuneration. Employers must keep a record of wages,
including deductions, and hours worked, including overtime hours, for each employee.
According to data protection law, personal information in employment records must be
relevant to and necessary for the purpose for which the information is created or collected.
Excessive collection of personal information is prohibited.

e Retention: According to EU regulations, records of hours worked by employees involved in
driving and other activities related to the transport of passengers or goods by road must be
retained for 2 years. Labor laws and regulations do not specify retention periods for other
employee records. According to data protection law, personal information about employees
must not be retained longer than necessary for the purpose for which it was created or
collected. Employees can request deletion of personal information that is no longer needed
for the purpose for which it was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.



Labor Disputes: The statute of limitations for employment claims before the Industrial
Dispute Tribunal is 12 months. The limitation period for civil claims in district courts is 6
years.
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CZECH REPUBLIC

Official name: Czech Republic
Official language(s): Czech
Type of government: Unitary

Content: Employers are required to maintain documentation proving the existence of an
employment relationship. Employers must keep records of employees’ names, addresses, and
wages. Employers must keep records about hours and days worked by individual employees,
including overtime, night work, and on-call time. Employers must keep records about the
information and guidelines provided to employees when they begin work, when they transfer
to alternative work, when the work environment changes, or when new equipment,
technologies, or working procedures are introduced. Employers must keep records about the
training employees receive. Employers must keep records about employees with disabilities,
including the type of disability. Employers involved in certain trades—such as child day
care, cosmeticians, security guards, and athletic trainers—must maintain records that prove
the competence of employees that perform such work. Employers must keep records related
to legitimacy of stay of foreign workers, including European Union citizens and their family
members. According to data protection law, personal information in employment records
must be relevant to and necessary for the purpose for which the information is created or
collected. Excessive collection of personal information is prohibited.

Retention: Employers must retain records pertaining to foreign workers for 3 years
following termination of employment. Employers must retain records related to the
competence of employees in involved in certain trades for 3 years following termination of
the work. According to EU regulations, records of hours worked by employees involved in
driving and other activities related to the transport of passengers or goods by road must be
retained for 2 years. According to data protection law, personal information about employees
must not be retained longer than necessary for the purpose for which it was created or
collected. Employees can request deletion of personal information that is no longer needed
for the purpose for which it was collected.

Format: Labor laws and regulations do not specify format requirements or restrictions for
employment records. Electronic documents with a qualified electronic signature have the
same probative value as paper records with a handwritten signature.

Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.
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Access and Disclosure: Employees have the right to inspect their personnel files, make
extracts, and obtain copies of documents. Access to employee files is limited to supervisory
employees and government officials, including labor inspectors, data protection officials,
courts, law enforcement, and intelligence services. Disclosure of employee records that
contain personal information must be compatible with the purpose for which the information
was originally collected. According to data protection law, employees have access to
personal information maintained about them. Disclosure of employee records that contain

personal information must be compatible with the purpose for which the information was
originally collected.

Labor Disputes: The limitation period for claims related to termination of an employment
contract is 2 months from an employee’s dismissal.
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DENMARK

Official name: Kingdom of Denmark
Official language(s): Danish
Type of government: Unitary

Content: Employers must have a written declaration, employment contract, letter of
employment, or other documents that contain information about an employee’s name,
address, location of the place of work, job title and duties, starting date, duration of
employment, holidays, salary, and working hours. According to data protection law, personal
information in employment records must be relevant to and necessary for the purpose for
which the information is created or collected. Excessive collection of personal information is
prohibited.

Retention: Records of hours worked by employees involved in driving and other activities
related to the transport of passengers or goods by road must be retained for 2 years.
Retention requirements are not specified for other employment records. According to data
protection law, personal information about employees must not be retained longer than
necessary for the purpose for which it was created or collected. Employees can request
deletion of personal information that is no longer needed for the purpose for which it was
collected.

Format: Laws and regulations do not specify format requirements or restrictions for
employment records. Electronic records have the same probative value as paper records.

Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

Access and Disclosure: According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.

Labor Disputes: The statute of limitations is 5 years for claims related to work performed
under an employment relationship.
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DJIBOUTI

Official name: Republic of Djibouti
Official language(s): French, Arabic
Type of government: Unitary

e Content: The Labor Code mentions an employer’s register but does not specify its contents.
If weekend days off are not given to all employees, the employer must keep a register that
indicates the days off for individual workers.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: Labor laws and regulations do not specify format requirements or restrictions for
employee records.

e Location: Labor laws and regulations do not specify storage locations for employee records.

e Access and Disclosure: Labor laws and regulations do not specify requirements or
restrictions for access to or disclosure of employee records.

e Labor Disputes: The statute of limitations for claims related to payment of wages or other
employment matters is 1 year from the cause of action.
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DOMINICA

Official name: Commonwealth of Dominica
Official language(s): English
Type of government: Unitary

Content: Employers must keep records each employee’s name, address, age, wage rate,
hours worked, and actual earnings and payments. Employers must keep a register of all
employees under age 16, including each employee’s name, address, birth date, hiring date,
and termination date.

Retention: Employee records must be retained for 24 months from termination of
employment. No retention period is specified for the register of workers under age 16.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: Labor laws and regulations do not specify storage locations for employee records.
Access and Disclosure: Employee records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for

access to or disclosure of employee records.

Labor Disputes: The statute of limitations for complaints to the Industrial Relations Tribunal
is 2 years from the date of the cause of action.
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DOMINICAN REPUBLIC

Official name: Dominican Republic
Official language(s): Spanish
Type of government: Unitary

e Content: Employers must keep copies of employment contracts, which indicate the
employee’s name, nationality, age, gender, marital status, domicile, duties, hours, location of
work, remuneration, and duration of the contract. Employers must keep records of salaries
and wages paid to individual employees. Employers must keep a registry book for home
workers. According to data protection law, personal information in employment records must
be relevant to and necessary for the purpose for which the information is created or collected.
Excessive collection of personal information is prohibited.

e Retention: The labor inspection book must be kept for 5 years following the last entry. Labor
laws and regulations do not specify retention periods for other employee records. According
to data protection law, personal information about employees must not be retained longer
than necessary for the purpose for which it was created or collected. Employees can request
deletion of personal information that is no longer needed for the purpose for which it was
collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: Statutes of limitations for most employment claims range from 1 to 3
months from the cause of action.
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ECUADOR

Official name: Republic of Ecuador
Official language(s): Spanish
Type of government: Unitary

Content: Employers must keep a register of employees, including the name, age, residence,
marital status, type of work, salary, hiring date, and termination date. Employers must keep a
register of employees between 18 and 21 years of age who work underground in mines or
quarries. Employers must keep a register of adolescent workers between 15 and 18 years of
age, including the name, age, type of work, remuneration, and a certificate of basic
education. Employers must keep a register of home workers. According to a draft data
protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

Retention: Labor laws and regulations do not specify retention periods for employee records.
According to a draft data protection law, personal information about employees must not be
retained longer than necessary for the purpose for which it was created or collected.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: Labor laws and regulations do not specify storage locations for employee
information. According to a draft data protection law, international transfer of employee
records that contain personal information is limited to countries with an adequate level of
data protection, subject to specified exceptions.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to a draft data protection law, employees have access to their own
personnel records. According to a draft data protection law disclosure of employee records
that contain personal information must be compatible with the purpose for which the
information was originally collected.

Labor Disputes: The statute of limitations for claims related to employment contracts is 3
years following termination of the employment relationship.
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EGYPT

Official name: Arabic Republic of Egypt
Official language(s): Arabic
Type of government: Unitary

e Content: Employers must maintain a file for each employee, including the name, address,
social status, hiring date, profession, leave allowed, investigations, and the date of and reason
for termination of employment. Labor contracts must include the employee’s name, address,
qualifications, nature of the work, and wages. Employers must maintain a special register of
financial sanctions imposed on individual workers. According to data protection law,
personal information in employment records must be relevant to and necessary for the
purpose for which the information is created or collected. Excessive collection of personal
information is prohibited.

e Retention: Employers must retain an employee’s file for 1 year following termination of the
employment relationship. Laws and regulations do not specify retention periods for other
employee records. According to data protection law, personal information about employees
must not be retained longer than necessary for the purpose for which it was created or
collected. Employees can request deletion of personal information that is no longer needed
for the purpose for which it was collected.

e Format: Within the scope of civil, commercial, and administrative transactions, electronic
records have the same probative value as paper records, but Egyptian law does not address
the ability of electronic employment records to satisfy retention requirements.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The statute of limitations for litigation related to employment contracts is 1
year from termination of employment.
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EL SALVADOR

Official name: Republic of El Salvador
Official language(s): Spanish
Type of government: Unitary

Content: Employment contracts must include the employee’s name, address, age, gender,
marital status, dependents, nationality, starting date, location and hours of work, and wages.
Employers must keep a register of hours worked by and wages paid to individual employees,
including overtime, nighttime hours, and holidays worked. Employers must maintain a
register indicating the name, address, nature of the work, and wages of each home worker.
Employers must maintain a register indicating the name, date of birth, type of work, hours of
work, and wages for employees under age 18.

Retention: Labor laws and regulations do not specify retention periods for employee records.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: Labor laws and regulations do not specify storage locations for employee
information.

Access and Disclosure: Labor laws and regulations do not specify requirements or
restrictions for access to or disclosure of employee records.

Labor Disputes: The statute of limitations is 180 days from the cause of action for claims
related to payment of wages, vacation time, or other employment matters.
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EQUATORIAL GUINEA

Official name: Republic of Equatorial Guinea
Official language(s): Spanish, French, Portuguese
Type of government: Unitary

e Content: Employers must maintain a register of wages and salaries paid to individual
employees. Employers must maintain a record of home workers indicating the starting date,
the type of work performed, and the payment. According to data protection law, personal
information in employment records must be relevant to and necessary for the purpose for
which the information is created or collected. Excessive collection of personal information is
prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

e Format: Labor laws and regulations do not specify format requirements or restrictions for
employment records.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The statute of limitations for most employment-related litigation is 3 years
from the cause of action.
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ERITREA

Official name: State of Eritrea
Official language(s): None
Type of government: Unitary

Content: Employers must keep a register that contains each employee’s name, date of
employment, type of work performed, work location, remuneration rate, and leave taken.
Employers must keep a register of employee remuneration, including wages and deductions.

Retention: Labor laws and regulations do not specify retention periods for employee records.

Format: Labor laws and regulations do not specify format requirements or restrictions for
employment records.

Location: Labor laws and regulations do not specify storage locations for employee
information.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employers must make the register of wages and deductions available to
individual employees.

Labor Disputes: The statute of limitations for employment-related claims is 1 year from the
cause of action.
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ESTONIA

Official name: Republic of Estonia
Official language(s): Estonian
Type of government: Unitary

e Content: Employers in EU member states must inform employees in a written statement or
otherwise about the terms and conditions of employment, including the work location, job
classification, type of work to be performed, starting date, work pattern, leave entitlement,
remuneration, and procedure for terminating the employment relationship. Employment
contracts must include the employee’s name, residence, duties, official title, remuneration,
hiring date, hours of work, and holidays. Employers are required to maintain employee
record book that includes an employee’s name, date of birth, duration of the employment
contract, and additional information that may be requested by the employee. According to
data protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: Personnel files, including employment contracts, must be retained for 10 years
following termination of employment. Employers are not required to preserve personnel files
that predate July 1, 2009, when the Employment Contracts Act became effective. An earlier
version of the Employment Contracts Act specified a 50-year retention period for personnel
files. According to EU regulations, records of hours worked by employees involved in
driving and other activities related to the transport of passengers or goods by road must be
retained for 2 years. According to data protection law, personal information about employees
must not be retained longer than necessary for the purpose for which it was created or
collected. Employees can request deletion of personal information that is no longer needed
for the purpose for which it was collected.

e Format: Labor laws and regulations do not specify format requirements or restrictions for
employment records. Electronic records have the same probative value as paper records.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.



Labor Disputes: The statute of limitations for most employment-related claims is 3 years
from the cause of action.

88



89

ETHIOPIA

Official name: Federal Democratic Republic of Ethiopia
Official language(s): Amharic
Type of government: Federated

e Content: Employers must keep records of written employment contracts, including the
employee’s name, address, age, work card number, weekly rest days, public holidays, and
leave taken. Employers must keep a register of home workers including the employee’s
name, address, age, marital status, work location, type of work, time and place of product
delivery, and amount and manner of payment. Employers must keep a register indicating
wages, deduction, and other aspects of remuneration for each employee. Employers must
keep records of overtime worked by individual employees.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: Labor laws and regulations do not specify format requirements for employee
records, but electronic records can satisfy legal requirements that information be in written
form, provided the information is accessible for reference. Electronic records have the same
probative value as paper records.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: The register of wages must be made available to individual
employees. Employment records must be available for examination by labor inspectors.

e Labor Disputes: The statute of limitations for claims related to employment matters is 1 year
from the cause of action, but shorter limitation periods apply in some situations. The
limitation period for claims of unlawful dismissal is 3 months following termination of
employment. The limitation period for claims related to unpaid wages, overtime, or other
payment matters is 6 months from the cause of action. For other types of payments, the
limitation period is 6 months after termination of employment.
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F1J1

Official name: Republic of Fiji
Official language(s): English, Fijian, Fiji Hindi
Type of government: Unitary

e Content: Employers must keep wage and time records that indicate an employee’s name,
address, date of birth, gender, type of work, title or classification, daily attendance, wages
and other payments. Employers must keep records that indicate an employee’s name, hiring
date, termination date, leave entitlements, maternity leave payments, dates on which holidays
are taken, and the amount of holiday pay. Employers must keep a register of minor workers,
including the age, hiring date, termination date, and nature of the work performed. This
register must be kept separate and apart from other records.

e Retention: Wage and time records must be retained for the current year and the preceding 6
years. Labor laws and regulations do not specify retention periods for other employee
records.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: The limitation period is 6 years from the cause of action for claims brough
to the Employment Relations Tribunal for payment of wages.
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FINLAND

Official name: Republic of Finland
Official language(s): Finnish
Type of government: Unitary

Content: Employers must provide employees with an employment contract or other written
statement that specifies the terms of employment, including the location where work will be
performed, the duties, the working hours, annual leave, hiring date, contract termination date,
and other matters. Employers must maintain a record of hours worked and remuneration for
each employee, including overtime, emergency, Sunday, and holiday hours. Employers must
keep records showing the duration and dates of an employee’s annual holidays, carried-over
holidays, and the amount of holiday pay and compensation as well as the basis on which they
were determined. Employers must keep a register of employees under age 18, including the
employee’s name, address, data of birth, guardian, hiring date, and a statement of work tasks.
Employers must record daily working time, rest periods, and breaks for employees who drive
motor vehicles. According to data protection law, personal information in employment
records must be relevant to and necessary for the purpose for which the information is
created or collected. Excessive collection of personal information is prohibited.

Retention: The record of working hours, including records related to annual leave, must be
kept for 2 years from the end of the calendar year to which the records pertain. Logbooks of
motor vehicle drivers must be retained for 1 year. An employer is required to provide a
former employee with a certificate of employment for up to 10 years following termination
of the employment relationship, which is the implied retention period for the employment
contract or other records. Records related to termination of a foreigner’s employment must
retained for 4 years. According to EU regulations, records of hours worked by employees
involved in driving and other activities related to the transport of passengers or goods by road
must be retained for 2 years. According to data protection law, personal information about
employees must not be retained longer than necessary for the purpose for which it was
created or collected. Employees can request deletion of personal information that is no longer
needed for the purpose for which it was collected.

Format: Employment contracts can be created orally, in writing, or electronically. Labor
laws and regulations do not specify format requirements or restrictions for other types of
employment records. Electronic records have the same probative value as paper records.

Location: Employment records related to foreigners must be maintained at the workplace for
examination by labor officials. Labor laws and regulations do not specify storage locations
for other employment records. According to data protection law, international transfer of
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employee records that contain personal information is limited to countries with an adequate
level of data protection, subject to specified exceptions.

e Access and Disclosure: Employee records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The statute of limitations for employment claims is 5 years after the cause
of action but not later than 2 years after termination of employment. The limitation period for
claims related to unpaid wages is 2 years from the end of the calendar year in which the
cause of action arose.
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FRANCE

Official name: French Republic
Official language(s): French
Type of government: Unitary

Content: Employers in EU member states must inform employees in a written statement or
otherwise about the terms and conditions of employment, including the work location, job
classification, type of work to be performed, starting date, work pattern, leave entitlement,
remuneration, and procedure for terminating the employment relationship. Employers must
keep a single personnel register that contains the name, nationality, date of birth, gender,
dates of employment, and other information for each employee in chronological order by the
date of hiring. Names and surnames of interns and volunteers in civic service must be entered
in order of arrival in a specific part of the register. If all employees do not work the same
hours, employers must maintain a schedule for each worker. Employers must maintain a
register of hours worked by each employee. Employers must provide pay slips to all
employees. According to data protection law, personal information in employment records
must be relevant to and necessary for the purpose for which the information is created or
collected. Excessive collection of personal information is prohibited.

Retention: Personal information about employees must not be retained longer than necessary
for the purpose for which it was created or collected. The following information about an
employee is not to be retained beyond the period of employment unless other laws or
regulations require a different retention period: names, photographs, date and place of birth,
nationality, and other data that identifies an employee; emergency contact information; dates
of employment; job titles; data about occupational illness and injuries; performance
assessments; and training information. Information contained in the single personnel register
must be retained for 5 years following an employee’s termination of employment. Employers
must keep copies of employees’ pay slips for 5 years. Records related to hours worked by
individual employees must be retained for 1 year. Records related to hours worked by
employees in fixed-price contracts must be retained for 3 years. The maximum retention
period is 5 years for data relating to reasons for an employee’s absences. The maximum
retention period for information about an employee’s salary is 5 years after termination of
employment. Data related to payment or pre-payment of meals cannot be retained for more
than 3 months. The retention period for payments made by payroll deduction is 5 years.
According to EU regulations, records of hours worked by employees involved in driving and
other activities related to the transport of passengers or goods by road must be retained for 2
years. According to data protection law, personal information about employees must not be
retained longer than necessary for the purpose for which it was created or collected.
Employees can request deletion of personal information that is no longer needed for the
purpose for which it was collected.
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Format: Employment records, including pay slips, can be maintained electronically.
Electronic records have the same probative value as paper records.

Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

Access and Disclosure: Employment records must be available for examination by
government officials. According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.

Labor Disputes: The statute of limitations for claims related to unfair dismissal or other
employment matters is 5 years from the cause of action.
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GABON

Official name: Gabonese Republic
Official language(s): French
Type of government: Unitary

Content: Employers must maintain a register, known as the employer’s register, which
contains information about employees. Employers maintain a register of wages paid to
employees. Employer must maintain a register of leave taken by employees with
remuneration. Employers must keep a special register of exceptions to legal working hours.
According to data protection law, personal information in employment records must be
relevant to and necessary for the purpose for which the information is created or collected.
Excessive collection of personal information is prohibited.

Retention: The employer’s register must be retained for 2 years after the last entry. Records
related to payment of wages must be kept under the same conditions as accounting
documents, which must be retained for 10 years as specified in the OHADA Uniform Act on
Accounting Law and Financial Reporting. According to data protection law, personal
information about employees must not be retained longer than necessary for the purpose for
which it was created or collected. Employees can request deletion of personal information
that is no longer needed for the purpose for which it was collected.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

Labor Disputes: The statute of limitations for employment claims related to payment of
wages is 5 years from the cause of action. The limitation period for claims related to leave is
2 years.
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GAMBIA

Official name: Republic of the Gambia
Official language(s): English
Type of government: Unitary

e Content: Employers must give their employees a written statement of the terms of
employment, including a description of the work, working hours, provisions for sickness and
leave, and renumeration, but laws and regulations do not require employees to maintain
copies of the statement or of employment contracts or other records on which the statement is
based. An employer must keep a register of employees under age 18. Laws and regulations
do not specify other recordkeeping requirements. Gambia is a signatory to the ECOWAS
supplementary act on data protection issued by the Economic Community of West African
States, but it has not yet transposed the act into national law. According to the ECOWAS act,
personal information in employment records must be relevant to and necessary for the
purpose for which the information is created or collected. The ECOWAS act prohibits
excessive collection of personal information.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to the ECOWAS data protection act, personal information about employees must
not be retained longer than necessary for the purpose for which it was created or collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to the ECOWAS data protection act, transfer of employee records
that contain personal information outside of ECOWAS member states is limited to countries
with an adequate level of data protection, subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to the ECOWAS data protection act, employees have access to their
own personnel records, and disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The statute of limitations for claims made to the Industrial Tribunal in
relation to unfair dismissal is 6 months from termination of employment.
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GEORGIA

Official name: Georgia
Official language(s): Georgian
Type of government: Unitary

e Content: At the request of an employee, an employer must issue a written notice of
employment, including the details of work performed, remuneration, and duration of the
employment contract, but laws and regulations do not require employers to maintain a copy
of the written notice. Labor laws and regulations do not specify other recordkeeping
requirements. According to data protection law, personal information in employment records
must be relevant to and necessary for the purpose for which the information is created or
collected. Excessive collection of personal information is prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected.

e Format: Labor laws and regulations do not specify format requirements or restrictions for
employment records. Electronic documents with certified digital signatures have the same
probative value as paper records.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: According to data protection law, employees have access to their
own personnel records. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: Employment disputes should be resolved between the parties by
conciliatory procedures or individual negotiations. If a contractual dispute cannot be resolved
within 14 days, the aggrieved party has a right to arbitration or appeal to a court. The statute
of limitations for contract-related litigation is 3 years from the cause of action.
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GERMANY

Official name: Federal Republic of Germany
Official language(s): Germany
Type of government: Federated

Content: Employers in EU member states must inform employees in a written statement or
otherwise about the terms and conditions of employment, including the work location, job
classification, type of work to be performed, starting date, work pattern, leave entitlement,
remuneration, and procedure for terminating the employment relationship. Employers must
maintain records related to the beginning, end, and duration of the workday for individual
employees. Employers must maintain records to demonstrate that individual employees,
including interns, are paid at least the minimum wage. Employers must keep records of work
that exceeds eight hours per day. Employers must maintain records for pregnant or
breastfeeding employees, including the name, type and duration of employment, fees paid to
them, and their hours of work. According to data protection law, personal information in
employment records must be relevant to and necessary for the purpose for which the
information is created or collected. Excessive collection of personal information is
prohibited.

Retention: Records related to the duration of the workday must be retained for 2 years.
Records that prove payment of the minimum wage must be retained for the duration of
employment or 2 years, whichever is shorter. Records related to overtime work must be
retained for 2 years. Records related to pregnant or breastfeeding employees must be retained
for 2 years from the date of last entry. According to EU regulations, records of hours worked
by employees involved in driving and other activities related to the transport of passengers or
goods by road must be retained for 2 years. According to data protection law, personal
information about employees must not be retained longer than necessary for the purpose for
which it was created or collected.

Format: Electronic records can replace paper records unless otherwise prohibited by law, but
contracts require qualified electronic signatures.

Location: Records related to duration of the workday and payment of the minimum wage
must be kept in the workplace in Germany. Labor laws and regulations do not specify storage
locations for other employee information. According to data protection law, international
transfer of employee records that contain personally identifiable information is limited to
countries with an adequate level of data protection, subject to specified exceptions.
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Access and Disclosure: According to data protection law, employees have access to their
employment records. Disclosure of employee records that contain personal information must
be compatible with the purpose for which the information was originally collected.

Labor Disputes: The statute of limitations for most civil litigation is 3 years from the end of
the year in which the cause of action arose or the end of the year in which the claimant
learned or should reasonably have learned of the circumstances that gave rise to the claim,
with a maximum limitation period of 10 years. The limitation period for filing a complaint
with the Labor Court for unfair dismissal is 3 weeks after receipt of the written notice of
dismissal.
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GHANA

Official name: Republic of Ghana
Official language(s): English
Type of government: Unitary

e Content: Employers must furnish an employee with a copy of an employment contract,
indicating the employee’s name, hiring date, job title or grade, remuneration, working yours,
holidays, holiday pay, and overtime pay. Laws and regulations do not require employers to
keep a copy of the contract. Employers must maintain records indicating the date of
employment, annual leave earned and taken, and remuneration for annual leave. Employers
must maintain a register of underage employees indicating the date of birth or apparent age.
Employers must keep written records of negotiations with employees over labor disputes.
According to data protection law, personal information in employment records must be
relevant to and necessary for the purpose for which the information is created or collected.
Excessive collection of personal information is prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. The electronic records must be retained for at least 6 years. Electronic records
have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to their own personnel
records. Disclosure of employee records that contain personal information must be
compatible with the purpose for which the information was originally collected.

e Labor Disputes: Parties are required to negotiate in good faith to resolve labor disputes. If
this is not possible within 7 days of occurrence of the dispute, the matter may be referred to
the National Labor Commission for mediation or arbitration. The statute of limitations for
contract-related civil litigation is 6 years from the cause of action.
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GIBRALTAR

Official name: Gibraltar (British Overseas Territory)
Official language(s): English
Type of government: Unitary

e Content: Employers must provide an employee with a written statement of the terms of
employment. Employers must be able to produce a declaration indicating the number of
employees, their occupations, the hours worked, and the wages paid to them. Employers
must keep a register of wages paid to employees. Employers must keep a register of
employees under age 18 indicating their date of birth, hiring date, and termination date.
Employers must keep weekly records for every worker showing the hours worked, meals or
other breaks included, wages paid, and holidays allowed. Employers must maintain a register
showing the amount of compensation paid to employees by reason of redundancy. According
to data protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: The weekly records of hours and wages and the register of payments to
employees for redundancy must be retained for 12 months. Labor laws and regulations do not
specify retention periods for other employee records. According to data protection law,
personal information about employees must not be retained longer than necessary for the
purpose for which it was created or collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to their own personnel
records. Disclosure of employee records that contain personal information must be
compatible with the purpose for which the information was originally collected.

e Labor Disputes: The statute of limitations for complaints submitted to the Employment
Tribunal is 6 months following the cause of action.
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GREECE

Official name: Hellenic Republic
Official language(s): Greek
Type of government: Unitary

e Content: Employers are required to provide employees with a written notice of the terms of
employment, including the job title, duties, place of employment, work hours, paid leave,
remuneration, and other matters. Employers must keep records for underage employees,
including the employee’s name, address, date of hiring, and date of termination. According to
data protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. According to EU
regulations, records of hours worked by employees involved in driving and other activities
related to the transport of passengers or goods by road must be retained for 2 years.

e Format: Labor laws and regulations do not specify format requirements or restrictions for
employment records. Electronic records have the same probative value as paper records.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to their own personnel
records. Disclosure of employee records that contain personal information must be
compatible with the purpose for which the information was originally collected.

e Labor Disputes: The statute of limitations for claims related to termination of an
employment relationship is 3 months following the cause of action.
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GRENADA

Official name: Grenada
Official language(s): English
Type of government: Unitary

e Content: Employers must give an employee a written statement of the terms of employment,
including the hiring date, remuneration, nature of the work to be performed, hours of work,
and other matters. Employers must give employees an itemized wage statement indicating
the gross wage, deductions, and net wage for each pay period. Employers must maintain
records about female employees, including the name, address, hiring date, wages, working
week, maternity leave granted, and maternity pay. Employers must keep a register of
employees under age 18, including the name and date of birth.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: The statute of limitations for complaints to the Labor Commissioner
regarding unfair dismissal is 3 months from the date of dismissal. If the Commissioner
cannot settle the matter, it may be referred to the Minister of Labor and ultimately an
arbitration tribunal.
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GUATEMALA

Official name: Republic of Guatemala
Official language(s): Spanish
Type of government: Unitary

e Content: Employers must maintain a copy of employment contracts, which include the
employee’s name, residence, age, sex, marital status, nationality, hiring date, type and
location of work, working hours, and remuneration. Employers must keep a record of
overtime work by individual employees. Employers must keep a record of each home
worker, including the name, address, nature of the work, raw materials supplied, delivery
date, and remuneration.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: Employment contracts and wage records can be maintained electronically.
Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: The general limitation period for all disputes covered by labor laws and
regulations is 2 years from the cause of action. The limitation period for disputes related to
an employment contract is 4 months from termination of the contract.
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GUERNSEY

Official name: Bailiwick of Guernsey (Crown Dependency)
Official language(s): English
Type of government: Unitary

e Content: Employers must maintain the following required information about each employee:
name, date of birth, social security number, reference number, employment permit expiration
date, and conditions imposed on employment. Employers must give an employee a written
statement of the terms of employment including the starting date, job title, remuneration,
hours of work, holidays, leave, and other matters. Employers must maintain records that
confirm compliance with minimum wage requirements. According to data protection law,
personal information in employment records must be relevant to and necessary for the
purpose for which the information is created or collected. Excessive collection of personal
information is prohibited.

e Retention: Required information about employees must be retained for at least 28 days after
termination of employment. Records that confirm payment of a minimum wage must be
retained for at least 3 years following the pay reference period immediately following the end
of the pay period to which the records relate. According to data protection law, personal
information about employees must not be retained longer than necessary for the purpose for
which it was created or collected.

e Format: Required information about employees can be entered into Guernsey’s online
Employer Portal. If this is not done, the information must be maintained in a legible form.
Records related to payment of a minimum wage can be kept in electronic form. Electronic
records can satisfy retention requirements.

e Location: Required information about employees must be maintained in a way that allows it
to be inspected at the employer’s principal premises in Guernsey. According to data
protection law, international transfer of employee records that contain personal information is
limited to countries with an adequate level of data protection, subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by
government officials. Employees have access to records related to payment of a minimum
wage if a violation of the minimum wage requirement is suspected. According to data
protection law, employees have access personal information maintained about them.
Disclosure of employee records that contain personal information must be compatible with
the purpose for which the information was originally collected.
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e Labor Disputes: The statute of limitations for complaints submitted to the Employment and
Discrimination Tribunal is 3 months from termination of employment or other cause of
action.
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GUINEA

Official name: Republic of Guinea
Official language(s): French
Type of government: Unitary

e Content: Employers must keep a register, known as the employer’s register, that contains
information about each employee, including the name, address, place of birth, gender, age,
family status, hiring and termination dates, leave, and remuneration. Employment contracts
must include the employee’s name, address, nationality, birth date or approximate age,
marital status, children’s names, starting date, and termination date. Employers must
maintain a copy of each employment contract. Employers must keep records of wages paid
to employees. According to data protection law, personal information in employment records
must be relevant to and necessary for the purpose for which the information is created or
collected. Excessive collection of personal information is prohibited.

e Retention: The employer’s register must be retained for 10 years following the date of the
last entry. Records of wages paid to employees must be kept under the same conditions as
accounting records, which must be retained for 10 years. According to data protection law,
personal information about employees must not be retained longer than necessary for the
purpose for which it was created or collected.

e Format: Electronic records can satisfy retention requirements provided they accurately
represent the information they contain, are readable, and are maintained in a secure manner
that prevents unauthorized access or modification. Electronic records have the same
probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to their own personnel
records. Disclosure of employee records that contain personal information must be
compatible with the purpose for which the information was originally collected.

e Labor Disputes: The limitation period for claims related to payment of wages is 24 months
from the cause of action for employees who are paid monthly and 12 months for employees
who are paid bi-weekly or more frequently. The limitation period for claims related to unfair
dismissal is 24 months after termination of employment.
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GUINEA-BISSAU

Official name: Republic of Guinea-Bissau
Official language(s): Portuguese
Type of government: Unitary

e Content: Employers must maintain copies of written employment contracts, which include
the employee’s name, address, starting date, location of work, daily and weekly working
hours, duration of annual leave, and remuneration. Employers must keep a register of
disciplinary actions involving individual employees. Employers must keep records of
overtime work by individual employees. Employers must keep records of shift workers.
Employers must keep records relating to termination of an employment contract by mutual
agreement. Employers must keep a register of underage employees, including the name and
age. Guinea-Bissau has signed the ECOWAS supplementary act on data protection issued by
the Economic Community of West African States, but it has not yet transposed the act into
national law. According to the ECOWAS act, personal information in employment records
must be relevant to and necessary for the purpose for which the information is created or
collected. The ECOWAS act prohibits excessive collection of personal information.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to the ECOWAS data protection act, personal information about employees must
not be retained longer than necessary for the purpose for which it was created or collected.

e Format: Guinea-Bissau has signed the ECOWAS Supplementary Act on Electronic
Transactions, which provides that electronic records can satisfy preservation requirements for
legally binding documents. Electronic records have the same probative value as paper
records.

e Location: Laws and regulations do not specify storage locations for employee information.
According to the ECOWAS data protection act, transfer of employee records that contain
personal information outside of ECOWAS member states is limited to countries with an
adequate level of data protection, subject to specified exceptions.

e Access and Disclosure: According to the ECOWAS data protection act, employees have
access to their own personnel records, and disclosure of employee records that contain
personal information must be compatible with the purpose for which the information was
originally collected.

e Labor Disputes: The statute of limitations for employment-related litigation is 2 years from
the cause of action.
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GUYANA

Official name: Co-operative Republic of Guyana
Official language(s): English
Type of government: Unitary

e Content: Employers must maintain records of wages paid to individual employees.
Employers in the hospitality industry must maintain a register that lists wages paid and hiring
dates for individual employees. Employers must maintain records related to termination of
employment and severance payments. Employers must maintain a register of employees
under age 16, including the date of birth, hiring date, and termination date. Employers must
maintain records that show compliance with holiday pay requirements.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: According to draft legislation, electronic records can satisfy retention requirements
provided they remain readable throughout their retention periods, their integrity is assured,
they are saved in the form in which they were sent or received, and information about the
date they were sent or received is preserved. Electronic records have the same probative
value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: The statute of limitations for civil litigation related to wages is 6 years from
the cause of action. The limitation period for other types of damages is 3 years from the
cause of action.
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HAITI

Official name: Republic of Haiti
Official language(s): French, Haitian Creole
Type of government: Unitary

Content: Employers must keep copies of employment contracts indicating the employee’s
name, remuneration, work location, working conditions, starting date, and termination date.
Employers must keep written records regarding termination of an employment contract.
Employers in agricultural, industrial, and commercial establishments must keep registers that
include each employee’s name, age, address, identification number, qualifications, hiring
date, duties, work schedule, disciplinary actions, and leave. Employers must maintain a
register of employees who have worked overtime hours, including the reason for overtime.
Employers must maintain register of weekly time off that is not granted to all employees.
Employers must maintain a register that indicates the hiring date, duration of annual paid
leave, the dates on which leave was taken, the remuneration, and the dates on which sick
leave or maternity was taken and paid for all employees. Employers must maintain a register
of underage employees, including the name, age, address, parents’ names and occupation,
hours of work, remuneration, hiring date, and permit number. Employers must maintain a
control register for home workers, including the name, address, identification number,
qualification, and starting and ending date of the engagement.

Retention: Labor laws and regulations do not specify retention periods for employee records.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: Laws and regulations do not specify storage locations for employee information.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. Laws and regulations do not specify other requirements or restrictions for access
to or disclosure of employee records.

Labor Disputes: Mediation of employment-related disputes by the Labor Department is
compulsory. The limitation period for submission of claims is 6 months from the cause of
action
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HONDURAS

Official name: Republic of Honduras
Official language(s): Spanish
Type of government: Unitary

Content: Employers must keep copies of written employment contracts, including the
employee’s name, address, age, gender, marital status, profession or trade, nationality, type
of work, work location, duration of the contract, and remuneration. Commercial employers
must keep a register of employees, including the name, place and date of birth, address,
nationality, profession or trade, starting date, termination date, working hours, and
remuneration. Employers must keep records of employees under age 16, including name,
address, age, parents’ name, authorization by parents and labor inspector, type of work,
working hours, remuneration, and starting date. Employers must keep a record of employee’s
overtime and other work outside of normal hours. Employers must keep a record of
employees’ vacations. Employers must keep a record of homeworkers, including the name,
address of the place where work is performed, type of work, compensation, and reasons for
any reduction or suspension. Employers must keep a record of wages paid to employees.
Employers must keep records of transport workers, including the name, age, nationality,
address, starting and termination dates, remuneration, type of vehicle, and the name of the
owner of the vehicle.

Retention: Records of wages and salaries must be retained for at least 5 years. Labor laws
and regulations do not specify retention periods for other employee records.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: Records of wages and salaries must be kept at the employer’s principal place of
business. Labor laws and regulations do not specify storage locations for other employee
records.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employees have a constitutional right to access information about themselves.
Labor laws and regulations do not specify other requirements or restrictions for access to or
disclosure of employee records.
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e Labor Disputes: The limitation period for employees’ claims related to unjustified dismissal
is 2 months following termination of employment. The limitation period for employer’s
claims regarding an employee’s unjustifiable separation from employment is 1 month
following the separation. The limitation period for labor actions unrelated to employment
contracts is 2 months from cause of action.
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HONG KONG

Official name: Hong Kong Special Administrative Region
Official language(s): Chinese, English
Type of government: Unitary

e Content: Employers must keep records related to employment contracts, working hours,
wages, and payment period, including the starting date, termination date, and leave to which
an employee is entitled. Employers must keep records of maternity leave taken and paid.
Employers must keep records of sick days taken by employees. Employers must keep records
of annual leave taken and paid. Employers must keep records of underage employees,
including those working in industrial undertakings. Recordkeeping requirements apply to
student interns and work experience students. According to data protection law, personal
information in employment records must be relevant to and necessary for the purpose for
which the information is created or collected. Excessive collection of personal information is
prohibited.

e Retention: Employers must keep records of the wage and employment history of each
employee for the preceding 12 months. Wage records must be retained for 6 months
following termination of employment. An employer must be able to produce records related
to sick days for the preceding 2 years when requested by government officials. According to
data protection law, personal information about employees must not be retained longer than
necessary for the purpose for which it was created or collected.

e Format: Labor laws and regulations allow employment records to be maintained in any
format. Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Wage records must be kept at the employer’s principal place of business or at the
employee’s work location. According to data protection law, international transfer of
employee records that contain personal information is limited to countries with an adequate
level of data protection, subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors and other government officials. Employees can have access to records related to
sick days taken. According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.
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e Labor Disputes: The statute of limitations for litigation related to employment contracts is 6
years from the cause of action. The limitation period for adjudication of underage
employment claims is 12 months from the cause of action.
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HUNGARY

Official name: Republic of Hungary
Official language(s): Hungarian
Type of government: Unitary

e Content: Employers must inform an employee in writing about the terms and conditions of
employment, including daily working time, remuneration, and annual leave. Employers must
keep records of regular working time, overtime, stand-by duty, and periods of leave for each
employee. According to data protection law, personal information in employment records
must be relevant to and necessary for the purpose for which the information is created or
collected. Excessive collection of personal information is prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. According to EU
regulations, records of hours worked by employees involved in driving and other activities
related to the transport of passengers or goods by road must be retained for 2 years.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods and their integrity is assured. Electronic records have the
same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: According to data protection law, employees have access to records
that contain their personal information. Access to employee records that contain confidential
personal information about employees must be limited to authorized persons in compliance
with the reason for which the information was collected or processed.

e Labor Disputes: The general limitation period for civil litigation is 5 years from the cause of
action. The statute of limitations for termination of employment without notice is 3 years.
The limitation period is 30 days from the cause of action for wrongful termination of an
employment relationship, unilateral contract amendments, or breach of an employer’s
obligation.
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ICELAND

Official name: Republic of Iceland
Official language(s): Icelandic
Type of government: Unitary

e Content: Employers must maintain sufficient records about parental leave to enable an
employee to obtain a certificate of the days of parental leave upon request. Employers must
maintain a record of deviations from rules regarding the work of children and adolescents.
Foreign undertakings that provide labor in Iceland must maintain employees’ working time
records and pay slips. According to data protection law, personal information in employment
records must be relevant to and necessary for the purpose for which the information is
created or collected. Excessive collection of personal information is prohibited.

e Retention: Copies of foreign workers’ pay slips and work time records must be retained for
one month after a foreign undertaking ceases to provide services in Iceland. Laws and
regulations do not specify retention periods for other employee records. According to data
protection law, personal information about employees must not be retained longer than
necessary for the purpose for which it was created or collected.

e Format: Labor laws and regulations do not specify format requirements or restrictions for
employment records.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.

e Labor Disputes: The general statute of limitations for civil litigation is 4 years from the
cause of action.
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INDIA

Official name: Republic of India
Official language(s): Hindi, English
Type of government: Federated

e Content: Employers must maintain a register that contains information about each employee
including name, gender, date of birth, nationality, education level, hiring date, the work
performed, overtime hours, wages received, wages paid in advance, fines imposed, and
deductions made. Employers must maintain a register of fines imposed on employees.
Employers must keep a record of deductions from employees’ wages for damages or losses.
Employers must maintain a register of children and adolescents employed, including the
name and date of birth, the nature of the work, the hours worked, and rest intervals.
Employers must maintain records of the progress of persons undergoing apprenticeship
training. Employers must obtain written consent for collection of sensitive personal
information about employees.

e Retention: The register of children and adolescents employed must be retained for 3 years
after the date of last entry. Rules that specified the same retention period for other registers
and records have been repealed.

e Format: Registers mandated by labor laws and regulations can be maintained electronically.
An electronic record can satisfy any legal requirement that records be retained for a specified
period of time provided the electronic record is accessible and usable for subsequent
reference, that it is retained in its original electronic format or in a format that demonstrably
provides an accurate representation of the original information, and that it includes
information that identifies the origin, destination, and time of dispatch or receipt of the
electronic record. Electronic records have the same probative value as paper records.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain sensitive personal information is limited to countries with an adequate level of data
protection, subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, sensitive personal information, which includes
physical, psychological, and financial data, must be protected against unauthorized access by
reasonable security practices and procedures. Disclosure of sensitive personal information to
any third party requires prior permission of the provider of such information.
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e Labor Disputes: The limitation period for claims related to unpaid wages or other
remuneration is 3 years from the cause of action, which is the general statute of limitations
for most civil litigation.
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INDONESIA

Official name: Republic of Indonesia
Official language(s): Indonesian
Type of government: Unitary

e Content: Employers must maintain a notebook that contains information about daily and
monthly payment of wages to each employee. According to a draft data protection law
introduced in 2020, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to a draft data protection law introduced in 2020, personal information about
employees must not be retained longer than necessary for the purpose for which it was
created or collected.

e Format: Electronic records can satisfy laws or regulations that require that information must
be in writing or original form, provided the electronic records are accessible and readable and
that their integrity is assured. Electronic records have the same probative value as paper
records.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to a draft data protection law introduced in 2020, international
transfer of employee records that contain personal information is limited to countries with an
adequate level of data protection, subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by
government investigators. According to a draft data protection law introduced in 2020,
employees have access to personal information maintained about them. Disclosure of
employee records that contain personal information must be compatible with the purpose for
which the information was originally collected.

e Labor Disputes: The statute of limitations is 2 years for claims related to payment of wages
or other claims associated with an employment relationship.
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IRAN

Official name: Islamic Republic of Iran
Official language(s): Persian
Type of government: Unitary

e Content: Employment contracts must specify the employee’s name, type of work,
remuneration, working hours, holidays, leave, and place of employment. Employers must
keep a copy of each employment contract. The file of an employee between 15 and 18 years
of age must include the record of an annual medical examination.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: Labor laws and regulations do not specify format requirements or restrictions for
employment records. Electronic records can satisfy laws or regulations that require
information must be in writing or original form, the electronic records are accessible and
usable for subsequent reference, the information is kept in a format that exactly represents its
original content, the time the information was sent or received, and the origin and destination
are included.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: Employers and employees must try to resolve labor disputes through
compromise. Iranian law does not specify a limitation period for contract-related litigation.
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IRAQ

Official name: Republic of Iraq
Official language(s): Arabic, Kurdish
Type of government: Federated

e Content: Employers must keep a file for each employee, including documents related to the
appointment decision as well as any changes that affect the employee’s work or wages.
Employment contracts must include the employee’s name, date of birth, qualifications,
residence, nationality, type of work, starting date, working hours, and remuneration.
Employers must keep a copy of each employee’s contract. Employers must maintain a
register of wages and overtime work, including details about gross pay, deductions, net pay,
and the employee’s signature. Employers must maintain a register of underage employees,
including their names, ages, work assigned to them, and a medical certificate of fitness for
work.

e Retention: Employee records must be kept for 2 years from the end of the employment
relationship.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: The statute of limitations for legal actions related to employment matters is
3 years from the cause of action.



122

IRELAND

Official name: Republic of Ireland
Official language(s): Irish, English
Type of government: Unitary

Content: Employers must provide each employee with a written statement of the terms of
employment, including the employee’s name, place of work, job title or duties, starting date,
duration of employment, remuneration for regular and overtime hours, paid leave, and
periods of notice to which the employee is entitled. Employers must maintain records about
the days and hours worked in each week and leave taken by each employee. Employers must
give each employee a statement of gross wages and deductions. Employers must keep payroll
sheets, wage sheets, certificates of tax-free allowances, tax deduction cards, or any personnel
records relating to payment of emoluments or the provision of benefits in kind. Employers
must keep a register, known as the Register of Employees, indicating emoluments paid in any
given year. Employers must maintain a register of outworkers who are considered
employees. Employers must maintain a register of underage employees, including the name,
date of birth, work hours, and remuneration. Employers must keep records relating to
remuneration paid during a specified period to foreign nationals, records concerning the trade
or business to which the employment relates, and records of the number of foreign nationals
who are from EEA Member States or from other countries. Employers must keep records of
parental, force majeure, and caregiver’s leave taken by employees. According to data
protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

Retention: Employers must retain a copy of the written statement of the terms of
employment for 1 year after termination of the employment relationship. Records that
demonstrate compliance with working time requirements, regulations governing work
performed by young persons, regulations on collective redundancies, and minimum wage
requirements must be retained for 3 years from the date they were created. Records related to
wages and emoluments paid to employees must be retained for 6 years from the end of the
year to which they pertain. Records related to foreign nationals who have received
employment permits must be kept for 5 years from the date a permit was granted or for the
duration of employment, whichever is later. Records related to parental, force majeure, and
carer’s leave must be retained for 8 years after the leave was taken. According to data
protection law, personal information about employees must not be retained longer than
necessary for the purpose for which it was created or collected. According to EU regulations,
records of hours worked by employees involved in driving and other activities related to the
transport of passengers or goods by road must be retained for 2 years.
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Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: Records related to compliance with working time requirements must be kept at the
employer’s premises or at the place where an employee works. According to data protection
law, international transfer of employee records that contain personal information is limited to
countries with an adequate level of data protection, subject to specified exceptions.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

Labor Disputes: The statute of limitations for claims related to employment contracts is 6
years from the cause of action. The limitation period for complaints submitted to a Rights
Commissioner in relation to terms of employment or unfair dismissal is 6 months from the
date of termination of employment. Other complaints to the Rights Commissioner must be
submitted within 6 months of the cause of action. A discrimination claim referred to the
Director of the Equality Tribunal may be dismissed after 1 year if not pursued by the
complainant.



124

ISLE OF MAN

Official name: Isle of Man (Crown Dependency)
Official language(s): None (English de facto)
Type of government: Unitary

e Content: Employers must provide each employee with a written statement of the terms of
employment, including the starting date, work location, job title, working hours,
remuneration, pay periods, annual leave, and sick leave. Employers must keep a register of
employees under age 16, including name, address, date of birth, starting date, type of work,
days and hours of work, remuneration, and termination date. Employers must maintain
records to establish compliance with minimum wage requirements for individual employees.
Employers must keep records related to disciplinary matters involving employees, including
the complaint, defense, findings, appeals, and grievances raised during the disciplinary
procedure. According to data protection law, personal information in employment records
must be relevant to and necessary for the purpose for which the information is created or
collected. Excessive collection of personal information is prohibited.

e Retention: Records that establish compliance with minimum wage requirements must be
retained for 3 years from the end of the pay period immediately following the pay period to
which the records pertain. Labor laws and regulations do not specify retention periods for
other employee records. According to data protection law, personal information about
employees must not be retained longer than necessary for the purpose for which it was
created or collected.

e Format: Records that establish compliance with minimum wage requirements can be
maintained electronically. Electronic records can satisfy retention requirements provided they
remain readable throughout their retention periods, their integrity is assured, they are saved
in the form in which they were sent or received, and information about the date they were
sent or received is preserved. Electronic records have the same probative value as paper
documents.

e Location: The register of employees under age 16 must be kept at the child’s workplace.
Labor laws and regulations do not specify storage locations for other employee information.
According to data protection law, international transfer of employee records that contain
personal information is limited to countries with an adequate level of data protection, subject
to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employees have access to records related to compliance with minimum wage
requirements. According to data protection law, employees have access to personal
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information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.

Labor Disputes: The statute of limitations for litigation based on an employment contract
and most other employment-related claims is 6 years from the cause of action.
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ISRAEL

Official name: State of Israel
Official language(s): Hebrew
Type of government: Unitary

Content: Employers must provide each employee with a written statement of the terms of
employment, including the starting date, work location, job title, working hours,
remuneration, pay periods, annual leave, and weekly rest days. Employers are responsible for
proving that the written statement was given to employees. Employers must keep a ledger
indicating wages due and paid to employees. Employers must keep a register of working
hours, hours of weekly rest, overtime hours, and work during the weekly rest. Employers
must keep a register of employees’ annual leave. Employers must keep a register of juvenile
employees. Employers must keep a register of female employees, including the name,
address, type of work, starting date, period of maternity leave, and periods of absence for
reasons specified in the law.

Retention: Labor laws and regulations do not specify retention periods for employee records.

Format: Labor laws and regulations do not specify format requirements or restrictions for
employment records.

Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

Access and Disclosure: Employees have the right to inspect their personal information
contained in a database. According to data protection law, employees have access to
personal information maintained about them in databases.

Labor Disputes: The limitation period for claims related to delayed wages is 1 year from the
cause of action. Where an employer has delayed payment of wages three times during a
consecutive period of 12 months within 3 consecutive years, the limitation period is extended
to 3 years from the cause of action. The limitation period for claims related to employment
discrimination is 12 months from the cause of action. The limitation period for damages
related to claims of sexual harassment is 3 years from the cause of action.
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ITALY

Official name: Italian Republic
Official language(s): Italian
Type of government: Unitary

e Content: Employers in EU member states must inform employees in a written statement or
otherwise about the terms and conditions of employment, including the work location, job
classification, type of work to be performed, starting date, work pattern, leave entitlement,
remuneration, and procedure for terminating the employment relationship. Employers must
keep a single labor register that is updated monthly with information about each employee,
including the name, qualification, remuneration, overtime pay, hours worked per day, unpaid
absences from work, holidays, rest periods, and length of service. Employers must obtain
written reports of medical examinations of young workers. According to data protection law,
personal information in employment records must be relevant to and necessary for the
purpose for which the information is created or collected. Excessive collection of personal
information is prohibited.

e Retention: The single labor register must be kept for 5 years from the date of last entry.
According to EU regulations, records of hours worked by employees involved in driving and
other activities related to the transport of passengers or goods by road must be retained for 2
years. Organizations that post workers to Italy from EU member states must retain copies of
employment contracts, working hours, and wage records for 2 years after the posting ends.
Labor laws and regulations do not specify retention periods for other employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

e Format: The single labor register may be kept in electronic form. Labor laws and regulations
do not specify format requirements for other employee records. Electronic records have the
same probative value as paper records.

e Location: The single labor register must be kept at the employer’s registered office or at the
offices of a labor consultant or other qualified professional. According to data protection law,
international transfer of employee records that contain personal information is limited to
countries with an adequate level of data protection, subject to specified exceptions.

e Access and Disclosure: The single labor register must be available for examination by labor
inspectors. Employees have access to their own information in the single labor register.
According to data protection law, disclosure of employee records that contain personal



128

information must be compatible with the purpose for which the information was originally
collected.

Labor Disputes: The general limitation period for civil litigation is 10 years from the cause
of action. The statute of limitations for claims related to termination of employment is 5
years from the cause of action. The limitation period for claims related to unpaid wages is 3
years from the cause of action.
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IVORY COAST

Official name: Republic of Cote d’Ivoire
Official language(s): French
Type of government: Unitary

e Content: Employers must keep a record, called the “employer’s register,” that contains
information about employees, including work performed, remuneration, and holidays.
Employers must keep records of wages paid to employees. Employers must maintain a
register of employees under age 18, including the name and date of birth. According to data
protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: The employer’s register must be retained for 5 years from the date of last entry.
Records of wages paid must be kept under the same conditions as accounting records, which
must be retained for 10 years. According to data protection law, personal information about
employees must not be retained longer than necessary for the purpose for which it was
created or collected.

e Format: The employer’s register and records of wages paid can be kept in electronic form.
Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: The employer’s register must be kept at the employer’s place of business. Laws
and regulations do not specify storage locations for other employee records. According to
data protection law, international transfer of employee records that contain personal
information is limited to countries with an adequate level of data protection, subject to
specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: According to the Labor Code, the statute of limitation for claims related to
unpaid wages is 2 years from the last day of the period to which the wages pertain, but the
Civil Code specifies a 6-month limitation period for such claims.
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JAMAICA

Official name: Republic of Jamaica
Official language(s): English
Type of government: Unitary

Content: Employers must maintain records that demonstrate compliance with minimum
wage requirements. Employers must maintain wage sheets or other records that
demonstration compliance with equal pay requirements for male and female employees.
Employers must maintain records to demonstrate compliance with requirements for
minimum notice and redundancy payments for terminated employees. Employers must
maintain records to demonstrate compliance with requirements for paid holidays and sick
leave. Employers in organizations that provide essential services must maintain an up-to-date
register of the names and addresses of employees, including the department where an
employee works and, where applicable, the bargaining unit to which the employee belongs.
Employers must keep records related to maternity leave, including the employee’s name and
address, hiring date, normal work week, remuneration, duration of maternity leave granted,
and maternity pay the employee received. According to data protection law, personal
information in employment records must be relevant to and necessary for the purpose for
which the information is created or collected. Excessive collection of personal information is
prohibited.

Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

Access and Disclosure: Employment records must be available for examination by
government officials. According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.
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e Labor Disputes: The statute of limitations for contract-related litigation is 6 years from the
cause of action. The limitation period for an employees’ complaints to the Industrial Tribunal
regarding disciplinary actions by an employer Disputes is 12 months from the date the action
became effective.
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JAPAN

Official name: State of Japan
Official language(s): None (Japanese de facto)
Type of government: Unitary

e Content: Employers must keep a roster of workers, wage ledgers, and important documents
relating to hiring, dismissal, wages, and other employment matters. The roster of workers
must include the employee’s name, date of birth, gender, type of work, working hours,
starting date, termination date, and reason for termination. The wage ledger must indicate
employees name, gender, working days and hours, overtime hours, and the amount of wages
and the basis for wage calculations, including time and attendance records. According to data
protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected.

e Retention: The roster of workers must be retained for 3 years from termination of the
employment relationship. The wage ledger must be retained for 3 years from the date of last
entry.

e Format: Electronic records can satisfy legal requirements for storage, preservation,
inspection, preparation, and delivery of documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, disclosure of employee records that contain
personal information must be compatible with the purpose for which the information was
originally collected.

e Labor Disputes: The statute of limitations for claims related to wages and other employment
matters is 2 years from the cause of action.
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JERSEY

Official name: Bailiwick of Jersey (Crown Dependency)
Official language(s): English, Jersey Legal French
Type of government: Unitary

e Content: Employers must maintain records to demonstrate compliance with minimum wage
requirements. According to data protection law, personal information in employment records
must be relevant to and necessary for the purpose for which the information is created or
collected. Excessive collection of personal information is prohibited.

e Retention: Records that demonstrate compliance with minimum wage requirements must be
retained for 10 years from the end of the pay period immediately following the pay period to
which the records relate. Labor laws and regulations do not specify retention periods for
other employee records. According to data protection law, personal information about
employees must not be retained longer than necessary for the purpose for which it was
created or collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: If a minimum wage violation is suspected, employees have access to
relevant records that contain information about remuneration. Employment records must be
available for examination by government officials. According to data protection law,
employees have access to personal information maintained about them. Disclosure of
employee records that contain personal information must be compatible with the purpose for
which the information was originally collected.

e Labor Disputes: Laws do not specify a statute of limitations for employment disputes.
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JORDAN

Official name: Hashemite Kingdom of Jordan
Official language(s): Arabic
Type of government: Unitary

e Content: Employers must keep copies of employment contracts. Employers must maintain a
register of fines imposed for disciplinary reasons, including the employee’s name, wage, and
reason for the fine. Employers must maintain a file for each employee under age 18,
including the name, place of residence, starting date, type of work performed, remuneration,
and leave. The file must also include a copy of the juvenile employee’s birth certificate and a
certificate of health fitness.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: An electronic record can satisfy retention requirements for original documents
provided its integrity can be reliably assured, it is accessible for reference when needed,
consent has been obtained from supervisory public bodies where applicable, and the sender,
receiver, date, and time can be identified. Electronic records have the same probative value
as paper records.

e Location: Labor laws and regulations do not specify storage locations for employee records.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: The statute of limitations for complaints of unfair dismissal is 60 days. The
limitation period for complaints related to other violations of labor law is 1 month from the
date the violation was committed. The limitation period for civil litigation related to
employment rights established by labor law, including payment of overtime wages, is 2 years
from the cause of action.
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KAZAKHSTAN

Official name: Republic of Kazakhstan
Official language(s): Kazakh, Russian
Type of government: Unitary

Content: Employers must maintain a copy of employment contracts, including amendments
and additional agreements. Documentation required for employment contracts includes an
identity card or passport, residence permit or refugee certificate, degree certificate for jobs
requiring special training, a document confirming work activity where applicable, and a
document confirming a medical examination where applicable. Documents kept by the
employer must be returned to the employee when no longer needed. As part of the
contracting process, employers must collect records about the prior work activity of
individual employees. Possibilities permitted by labor law include work record books,
employment contracts with the date and reason for termination, payroll records, records of
hours worked, and lists of information about work activities signed by the employer.
Employers must keep a record of hours worked by individual employees, including overtime,
night work, weekends, and holidays. According to data protection law, personal information
in employment records must be relevant to and necessary for the purpose for which the
information is created or collected. Excessive collection of personal information is
prohibited.

Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected.

Format: Employers determine the format for records of working hours of employees.
Electronic documents with certified electronic signatures have the same legal status and
probative value as paper records with handwritten signatures.

Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.
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e Labor Disputes: The limitation period for submission of a complaint to the conciliation
commission is 1 month following termination of an employment contract for disputes related
to reinstatement and 1 year from the cause of action for other labor violations.



137

KENYA

Official name: Republic of Kenya
Official language(s): English, Swahili
Type of government: Unitary

e Content: Employers must keep a record of all employees under contract, including the
employees name, address, job description, starting date, duration of contract, place of work,
hours of work, remuneration, weekly rest days, annual leave entitled and taken, maternity
leave, sick leave, disciplinary actions, and accommodation and food rations where
applicable. Employers must provide employees with a written statement of changes in the
terms and conditions of employment. Employers must keep a register that includes the name,
age, sex, occupation, date of employment, nationality, and educational level for every
employee for each calendar year. The same information must be included in a register of
employees under age 18. Employers must provide employees with a written statement of
wages, including deductions, for each pay period. According to data protection law, personal
information in employment records must be relevant to and necessary for the purpose for
which the information is created or collected. Excessive collection of personal information is
prohibited.

e Retention: Employers must keep contracts or other records that specify the terms and
conditions of employment for 5 years after termination of employment. Other employee
records must be available for inspection for the preceding 36 months. According to data
protection law, personal information about employees must not be retained longer than
necessary for the purpose for which it was created or collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.
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e Labor Disputes: The limitation period for civil litigation related to violations of employment
laws and contracts is 3 years from the cause of action.
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KIRBATI

Official name: Republic of Kirbati
Official language(s): English, Gilbertese
Type of government: Unitary

e Content: Employers must maintain records for each employee, including the name, job
designation, remuneration, ordinary and overtime working hours, leave accrued and taken,
and gross earnings, deductions, and net pay for each wage period. An employer must
maintain a register of employees under age 18, including the name, date of birth, gender,
occupation, employment status, hours of work, school attendance rate, remuneration, and the
dates when employment began and ended.

e Retention: Employment records must be retained for a minimum of 6 years.

e Format: Wage statements provided to employees can be maintained in electronic form.
Labor laws and regulations do not specify format requirements or restrictions for other
employment records.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: Limitation periods for employee complaints related to violations of labor
laws range from 28 days for disputes related to termination of employment to 6 years from
the cause of action for disputes related to minimum wages, unpaid wages, hours of work, and
leave. The limitation period for disputes related to employment discrimination is 12 months
from the cause of action.
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KOSOVO

Official name: Republic of Kosovo
Official language(s): Albanian, Serbian
Type of government: Unitary

e Content: Employment contracts must include the employee’s name, qualifications, address,
duties, place of work, working hours, starting date, remuneration, allotted leave, and
termination date. Employers must keep a register of wage payments. Employers must keep a
record of overtime work by individual employees. According to data protection law, personal
information in employment records must be relevant to and necessary for the purpose for
which the information is created or collected. Excessive collection of personal information is
prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Labor laws and regulations do not specify requirements or
restrictions for access to or disclosure of employee records. According to data protection law,
employees have access to personal information maintained about them. Disclosure of
employee records that contain personal information must be compatible with the purpose for
which the information was originally collected.

e Labor Disputes: The limitation period for complaints submitted to the Labor Inspectorate is
3 years. The statute of limitations for litigation related to employment discrimination is 5
years from the date the employee became aware of the violation.
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KUWAIT

Official name: State of Kuwait
Official language(s): Arabic
Type of government: Unitary

e Content: Employers must keep a file for each employee, including the employee’s work
permit, employment contract, civil identification, documents pertaining to annual leave, sick
leave, overtime hours, disciplinary actions, termination date, and the reason for termination.
Employment contract must state the starting date, remuneration, nature of the work, and term
of the contract. Apprenticeship contracts must state the profession, apprenticeship period, and
remuneration. Employers must keep copies of employment contracts and apprenticeship
contracts. Employers must keep a register of deductions from wages of individual employees,
including the name of the worker, the amount of deduction, and the reason for the deduction.
Employers must keep records of overtime work by individual employees, including the date,
hours worked, and remuneration. Employers may not collect personal information by illegal
means.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify requirements or restrictions for access
to or disclosure of employee records.

e Labor Disputes: Employers and employees must attempt to negotiate an amicable settlement
before legal action is initiated. The statute of limitations for employment claims is 1 year
following termination of the plaintiff’s employment contract.
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KYRGYZSTAN

Official name: Kyrgyz Republic
Official language(s): Kyrgyz, Russian
Type of government: Unitary

e Content: Employment contracts must include the employee’s name, address, identification
number, place of work, job title, starting date, working hours, and remuneration. Employers
must keep a copy of employment contracts and apprenticeship contracts. Employers must
maintain a labor book for each employee, including information on the employee’s starting
and termination date. The labor book is given to the employee when the employment
relationship terminates. Employers may not collect information about an employee’s
membership in political parties or religious organizations. Employers must maintain records
of hours worked by employees. Employers must keep time sheets or other records of
overtime work by individual employees. According to data protection law, personal
information in employment records must be relevant to and necessary for the purpose for
which the information is created or collected. Excessive collection of personal information is
prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected.

e Format: Electronic records have the same legal status and probative value as paper records.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employees have access to records of overtime work. According to data protection
law, employees have access to personal information maintained about them. Disclosure of
employee records that contain personal information must be compatible with the purpose for
which the information was originally collected.

e Labor Disputes: The general statute of limitations for civil litigation, including claims
related unpaid wages or employment contracts, is 3 years from the cause of action. The
limitation period for complaints to the labor dispute commission for other violations of labor
laws is 3 months from the cause of action.
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LAQOS

Official name: Lao People’s Democratic Republic
Official language(s): Lao
Type of government: Unitary

e Content: Employment contracts must include the employee’s name, address, duties,
remuneration, leave, and rest days. Employers must keep records on underage employees,
including the name, age, date of birth, starting date, and position. Employers must keep
records of wages paid to individual employees.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
Electronic data must be deleted when its purpose has expired. There is no comparable
requirement for non-electronic information.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: No limitation period is specified, but disputes should be resolved through
compromise between employers and employees. For individual disputes, this is to be done
within 15 days after one of the parties receives a written proposal. For collective disputes, the
time limit is 30 days. If compromise is not possible, the dispute will be referred to the Labor
Dispute Resolution Committee or, if no agreement is reached by administrative means, the
Lao People’s Court.
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LATVIA

Official name: Republic of Latvia
Official language(s): Latvian
Type of government: Unitary

Content: Employers in EU member states must inform employees in a written statement or
otherwise about the terms and conditions of employment, including the work location, job
classification, type of work to be performed, starting date, work pattern, leave entitlement,
remuneration, and procedure for terminating the employment relationship. Employment
contracts must include the employee’s name, identity number, address, starting date, work
location, occupation, working hours, paid leave, and remuneration. Employers must maintain
copies of employment contracts. Employers must maintain records about hours worked by
individual employees, including overtime work, night work, and holiday hours worked. An
employer must provide a statement of work upon request by an employee or government
officials. The statement of work must indicate the length of employment, the type of work
performed, the daily and monthly average earnings, taxes deducted, mandatory social
insurance payments made, and the basis for termination of the employment relationship. The
employer must be able to substantiate the statement of work with administrative records or
archives. According to data protection law, personal information in employment records
must be relevant to and necessary for the purpose for which the information is created or
collected. Excessive collection of personal information is prohibited.

Retention: Employers must retain visas, residence permits, or work permits for employees
who are non-EU nationals throughout the period of employment. According to EU
regulations, records of hours worked by employees involved in driving and other activities
related to the transport of passengers or goods by road must be retained for 2 years. Labor
laws and regulations do not specify retention periods for other employee records. According
to data protection law, personal information about employees must not be retained longer
than necessary for the purpose for which it was created or collected.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.
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Access and Disclosure: Employment records must be available for examination by labor
inspectors and other government authorities. According to data protection law, employees
have access to personal information maintained about them. Disclosure of employee records
that contain personal information must be compatible with the purpose for which the
information was originally collected.

Labor Disputes: The statute of limitations for legal actions related to employment claims is 2
years from the cause of action. If an employer fails to issue a written statement of account,
the limitation period is 3 years from the date when the statement of account should have been
issued.
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LEBANON

Official name: Lebanese Republic
Official language(s): Arabic
Type of government: Unitary

e Content: Employment contracts must include the employee’s name, address, identification
number, gender, date and place of birth, occupation, the names of contract persons, and
remuneration. Employers must keep copies of employment contracts. Employers must keep
records confirming wages paid. Employers must maintain a register of fines imposed on
employees. According to data protection law, personal information in employment records
must be relevant to and necessary for the purpose for which the information is created or
collected. Excessive collection of personal information is prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable,
and their integrity is assured. Electronic records have the same probative value as paper
documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: Disputes related to contracts, wages, or other employment matters can be
submitted to the Ministry of Labor or to a labor arbitration council. The statute of limitations
is 2 years from termination of the employment relationship.
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LESOTHO

Official name: Kingdom of Lesotho
Official language(s): English, Sesotho
Type of government: Unitary

e Content: Employers must keep a register of information about each employee, including the
name, address, identification number, description of duties, nature of contract, remuneration,
starting date, leave entitlement, name and address of next of kin, and date and reason for
termination. Employers must keep records of wages sufficient to demonstrate compliance
with applicable wage orders, including the employee’s identification number, ordinary
wages, overtime, allowances, total wages, deductions, and net wages for each pay period.
Contracts of foreign service must include the employee’s name, address, nature and duration
of employment, remuneration, and applicable special conditions. Employers must keep
copies of contracts of foreign service. Employers must keep a register of underage
employees. According to data protection law, personal information in employment records
must be relevant to and necessary for the purpose for which the information is created or
collected. Excessive collection of personal information is prohibited.

e Retention: Records that demonstrate compliance with wage orders must be retained for 5
years from the date of last entry. Labor laws and regulations do not specify retention periods
for other employee records. According to data protection law, personal information about
employees must not be retained longer than necessary for the purpose for which it was
created or collected.

e Format: According to a draft electronic transactions bill, electronic records can satisfy
retention requirements provided they remain readable throughout their retention periods,
their integrity is assured, they are saved in the form in which they were sent or received, and
information about the date they were sent or received is preserved. Electronic records have
the same probative value as paper records.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.
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e Labor Disputes: The statute of limitations for claims of unfair dismissal is 6 months from
termination of employment. The limitation period for other employment claims is 3 years
from the cause of action.
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LIBERIA

Official name: Republic of Liberia
Official language(s): English
Type of government: Unitary

e Content: Employment contracts must include the employee’s name, nationality, nature of the
work, duration of employment, and remuneration. Employers must keep copies of
employment contracts. Employers must maintain records of hours worked by and wages paid
to individual employees. Employers must keep records of annual leave taken by employees
and renumeration for the period of leave. Employers must keep a register of underage
employees, including ages and birth dates.

e Retention: Employment contracts must be retained for 5 years following termination of
employment. Records related to hours worked, wages, and annual leave for individual
employees must be retained for 5 years following termination of employment. Records
related to underage employees must be retained for 5 years following termination of
employment.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors and other government officials. Labor laws and regulations do not specify other
requirements or restrictions for access to or disclosure of employee records.

e Labor Disputes: The statute of limitations for employment complaints filed with the
Ministry of Labor is 3 years following the cause of action. Appeals to a labor court must be
filed within 30 days of the Ministry’s decision.
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LIBYA

Official name: State of Libya
Official language(s): Arabic
Type of government: Unitary

e Content: Employers must keep records for each employee, including the name, occupation,
type of work performed, marital status, identification card number, address, leave taken,
disciplinary actions, and remuneration as well as a copy of the employment contract and
supporting documents.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: Laws and regulations do not specify format requirements or restrictions for
employment records.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: The limitation period for complaints related to unfair dismissal is 2 weeks
from the official notification of the dismissal. Employment disputes should be settled
amicably through negotiation.
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LIECHTENSTEIN

Official name: Principality of Liechtenstein
Official language(s): German
Type of government: Unitary

e Content: Employment contracts must include the employee’s personal details, the hours of
work, the work location, the type of work to be performed, leave entitlement, and
remuneration. According to data protection law, personal information in employment records
must be relevant to and necessary for the purpose for which the information is created or
collected. Excessive collection of personal information is prohibited.

e Retention: Records of hours worked by employees involved in driving and other activities
related to the transport of passengers or goods by road must be retained for 2 years. Labor
laws and regulations do not specify retention periods for employee records. According to
data protection law, personal information about employees must not be retained longer than
necessary for the purpose for which it was created or collected. According to Ordinance | of
the Labor Law, personal information must be destroyed 5 years after its expiration date
unless it is submitted to an archival repository within the meaning of the Archives Act.

e Format: Laws and regulations do not specify format requirements or restrictions for
employment records. Electronic records have the same probative value as paper records.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by
government officials. According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.

e Labor Disputes: The limitation period for claims related to unfair dismissal is 180 days from
termination of employment. The limitation period for other employment claims is 5 years
from the cause of action.
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LITHUANIA

Official name: Republic of Lithuania
Official language(s): Lithuanian
Type of government: Unitary

e Content: Employers in EU member states must inform employees in a written statement or
otherwise about the terms and conditions of employment, including the work location, job
classification, type of work to be performed, starting date, work pattern, leave entitlement,
remuneration, and procedure for terminating the employment relationship. Employment
contracts must include the employee’s name, duties, work location, remuneration, and
termination date. Employers must maintain time sheets or other records on time worked by
employees, including overtime, holidays, night work, and additional work. Employers must
maintain records of annual leave taken by employees. According to data protection law,
personal information in employment records must be relevant to and necessary for the
purpose for which the information is created or collected. Excessive collection of personal
information is prohibited.

e Retention: Personnel files must be retained for 50 years from termination of employment.
Employment contracts must be retained for 50 years after expiration. Employee time sheets
must be retained for 10 years. Records related to disciplinary investigation of employees
must be retained for 5 years. Employees’ work schedules must be kept for 3 years. According
to data protection law, personal information about employees must not be retained longer
than necessary for the purpose for which it was created or collected.

e Format: Records of time worked can be maintained electronically. Laws and regulations do
not specify format requirements or restrictions for employment records. Electronic records
have the same probative value as paper records.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employees have access to their records of time worked. According to data
protection law, employees have access to personal information maintained about them.
Disclosure of employee records that contain personal information must be compatible with
the purpose for which the information was originally collected.



153

e Labor Disputes: The general statute of limitations for labor disputes and violations of labor
laws is 3 years from the cause of action.
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LUXEMBOURG

Official name: Grand Duchy of Luxembourg
Official language(s): French, German, Luxembourgish
Type of government: Unitary

Content: Employers in EU member states must inform employees in a written statement or
otherwise about the terms and conditions of employment, including the work location, job
classification, type of work to be performed, starting date, work pattern, leave entitlement,
remuneration, and procedure for terminating the employment relationship. Employment
contracts must include the employee’s name, work location, type of work to be performed,
working hours, leave entitlement, remuneration, Apprenticeship contracts must include the
apprentice’s name, identification number, address, objectives of the training, starting date,
work schedule, work location, remuneration, and additional details if work will be performed
abroad. Employers must keep copies of employment contracts. Employers must keep a
register of hours worked by individual employees, including overtime, night work, and
holiday hours. Employers must keep a register of leave taken by individual employees.
Employers must keep a register of underage employees, including the name, address, name
of address of the legal representative, date of birth, starting date, type of work performed,
leave granted, working hours, and a medical certificate. According to data protection law,
personal information in employment records must be relevant to and necessary for the
purpose for which the information is created or collected. Excessive collection of personal
information is prohibited.

Retention: According to EU regulations, records of hours worked by employees involved in
driving and other activities related to the transport of passengers or goods by road must be
retained for 2 years. Labor laws and regulations do not specify retention periods for
employee records. According to data protection law, personal information about employees
must not be retained longer than necessary for the purpose for which it was created or
collected.

Format: Electronic copies have the same probative value as paper documents provided they
do not alter or interpret information contained in the original document and are stored in a
manner that protects them from alteration.

Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.
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e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employees have the right to access their personnel files twice per year during
working hours. According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal

information must be compatible with the purpose for which the information was originally
collected.

e Labor Disputes: The statute of limitations for claims related to unfair dismissal or wrongful
termination of an employment contract is 3 months from termination of employment. The

limitation period for litigation related to payment of any kind of remuneration is 3 years from
the cause of action.
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MACAU

Official name: Macau Special Administrative District
Official language(s): Portuguese, Cantonese
Type of government: Unitary

e Content: Employers must keep an up-to-date register of information about employees,
including the name, gender, age, form of contract, starting date, work performed, working
hours, leave taken, absences, paid sick leave, and remuneration. Employers must keep a copy
of employment contracts. Employers must keep a record of an employee’s consent for
overtime work initiated by the employer. According to data protection law, personal
information in employment records must be relevant to and necessary for the purpose for
which the information is created or collected. Excessive collection of personal information is
prohibited.

e Retention: Employee records must be retained for 3 years after termination of the
employment relationship. According to data protection law, personal information about
employees must not be retained longer than necessary for the purpose for which it was
created or collected.

e Format: Labor laws and regulations do not specify format requirements or restrictions for
employment records. Electronic documents can satisfy requirements that information be in
writing. Electronic records with a qualified electronic signature have the same probative
value as paper records.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: Labor laws and regulations do not specify a mechanism for resolution of
individual employment disputes. The Civil Code does not specify limitation periods for
employment-related claims. The general statute of limitations is 15 years.
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MADAGASCAR

Official name: Republic of Madagascar
Official language(s): French, Malagay
Type of government: Unitary

e Content: Employers must keep a register, called the “employer’s register,” with information
about permanent employees. Employers must keep a register of underage employees,
including the type of work performed, working hours, state of health, and parental
information. Employers must also keep a register of information about apprentices,
temporary workers, part-time employees, home workers, and seasonal workers. Employers
must keep records of payment of wages. According to data protection law, personal
information in employment records must be relevant to and necessary for the purpose for
which the information is created or collected. Excessive collection of personal information is
prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected.

e Format: Records related to payment of wages can be maintained electronically. Electronic
records can satisfy retention requirements provided they remain readable throughout their
retention periods, their integrity is assured, they are saved in the form in which they were
sent or received, and information about the date they were sent or received is preserved.
Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The general limitation period for civil litigation is 30 years. The statute of
limitations for claims related to wages is 6 months from the cause of action.
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MALAWI

Official name: Republic of Malawi
Official language(s): English
Type of government: Unitary

e Content: Employers must provide each employee with a written statement of the terms of
employment, including starting date, nature of the work to be performed, normal working
hours, disciplinary rules, and remuneration. Employers must keep records of wages and
benefits paid to each employee, including gross pay, deductions, and the reasons for
deductions. Employers must keep a register of employees under age 18. Personal information
in employment records must be relevant to and necessary for the purpose for which the
information is created or collected. Excessive collection of personal information is
prohibited.

e Retention: Wage records must be retained for the previous 3 years. Labor laws and
regulations do not specify retention periods for other employee records, but personal
information about employees must not be kept longer than necessary for the purpose for
which it was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify requirements or restrictions for access
to or disclosure of employee records.

e Labor Disputes: The statute of limitations for contract-related litigation is 6 years from the
cause of action. The limitation period for complaints to the district labor officer about unfair
dismissal is 3 months from termination of employment. Employees have a right to access
personal information maintained about them.
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MALAYSIA

Official name: Malaysia
Official language(s): Malay
Type of government: Federated

e Content: Employers must maintain one or more registers containing information about
employees, including the name, address, gender, date of birth, identification number,
occupation, starting date, termination date, leave entitlement, remuneration, total wages and
deductions, and dates of wage payments. Employers must maintain a register of all payments
made to female employees covered by maternity protection provisions, including the
employees name, address, identification number, expected date of confinement, date when
maternity leave began, amount of maternity allowance, and date of payment. According to
data protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: Registers that contain information about employees must be retained for 6 years
after recording. According to data protection law, personal information about employees
must not be retained longer than necessary for the purpose for which it was created or
collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Registers of employee information must be kept at the place of employment.
According to data protection law, international transfer of employee records that contain
personal information is limited to countries with an adequate level of data protection, subject
to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employees can access registers that contain their information up to two times in
each wage period. Disclosure of employee records that contain personal information must be
compatible with the purpose for which the information was originally collected.

e Labor Disputes: The statute of limitations for most civil litigation is 6 years from the cause
of action.
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MALDIVES

Official name: Republic of Maldives
Official language(s): Dhivehi
Type of government: Unitary

e Content: Written employment agreements must include the employee’s name, address,
identification number, date of birth, nationality, starting date, leave entitlement,
renumeration, and termination date and reason. Employers must provide each employee with
a written job description. Employers must maintain a register of underage employees,
including the name, address, and date of birth. Employers must keep a register of wages paid.
Employers must keep records of days and hours worked, including overtime hours.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: Laws and regulations do not specify format requirements or restrictions for
employment records.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employees may request a copy of pages from the register of wages that pertain to
them.

e Labor Disputes: The limitation period for complaints to the Employment Tribunal regarding
unfair dismissal is 3 months from the date of dismissal. The limitation period for other labor-
related complaints is 6 months from the cause of action.
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MALI

Official name: Republic of Mali
Official language(s): French
Type of government: Unitary

e Content: Employers must maintain a register, called the “employer’s register,” that contains
information about employees, including personal information, work to be performed, entitled
holidays, and remuneration. Employers must maintain a register of wages paid to employees.
According to data protection law, personal information in employment records must be
relevant to and necessary for the purpose for which the information is created or collected.
Excessive collection of personal information is prohibited.

e Retention: The employer’s register and register of wages paid must be retained for 5 years
from the date of last entry. According to data protection law, personal information about
employees must not be retained longer than necessary for the purpose for which it was
created or collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The general statute of limitations for civil actions related to contracts is 20
years. The limitation period for claims related to unpaid wages is 3 years from the cause of
action.
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MALTA

Official name: Republic of Malta
Official language(s): English, Maltese
Type of government: Unitary

Content: Employers in EU member states must inform employees in a written statement or
otherwise about the terms and conditions of employment, including the work location, job
classification, type of work to be performed, starting date, work pattern, leave entitlement,
remuneration, and procedure for terminating the employment relationship, whether a written
employment contract exists. Employers must keep a register containing information about
each employee, including the name, address, gender, identity card number, date of birth,
occupation, starting date, type of contract, working hours, holidays and rest days, and
remuneration. Employers must maintain a register with the same information for outworkers
or sales employees who are paid on commission. Employers must keep a register of night
workers. Employers must keep records of overtime hours worked by individual employees.
Employers must keep a register or other record of underage employees, including the name
date of birth, working hours, and remuneration. Employers must keep a record of parental
leave granted to individual employees and must be able to deliver a written statement about
such leave when requested by the employee, even if the request is made after termination of
employment. According to data protection law, personal information in employment records
must be relevant to and necessary for the purpose for which the information is created or
collected. Excessive collection of personal information is prohibited.

Retention: Employers must retain records related to working hours and overtime work for 2
years after they were made. Records related to underage employees must be retained for 3
years. According to EU regulations, records of hours worked by employees involved in
driving and other activities related to the transport of passengers or goods by road must be
retained for 2 years. Maltese labor laws and regulations do not specify retention periods for
other employee records. According to data protection law, personal information about
employees must not be retained longer than necessary for the purpose for which it was
created or collected.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: Records for underage employees must be kept at the place of employment. Labor
laws and regulations do not specify storage locations for other employee information.
According to data protection law, international transfer of employee records that contain
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personal information is limited to countries with an adequate level of data protection, subject
to specified exceptions.

Access and Disclosure: According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.

Labor Disputes: The statute of limitations for claims related to unpaid wages or other
criminal violations of labor laws is 1 year. The limitation period for claims of unfair
dismissal, breach of an employer’s obligations, employment discrimination, or another
violation submitted to the Industrial Tribunal for adjudication is 4 months from the cause of
action.
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MARSHALL ISLANDS

Official name: Republic of the Marshall Islands
Official language(s): English, Marshallese
Type of government: Unitary

e Content: The Protection of Resident Workers Act, which specified information that
employers must maintain about their employees, has been repealed. Labor laws and
regulations do not specify recordkeeping requirements.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: Labor laws and regulations do not specify format requirements or restrictions for
employment records.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by
government officials. Labor laws and regulations do not specify requirements or restrictions
for access to or disclosure of employee records.

e Labor Disputes: The statute of limitations for civil litigation related to employment matters
is 6 years from the cause of action.
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MAURITANIA

Official name: Islamic Republic of Mauritania
Official language(s): Arabic
Type of government: Unitary

e Content: Employers must keep a copy of employment contracts. Apprenticeship contracts
must include the apprentice’s name, age, address, parents’ address, work to be performed,
and the length of the contract. Employers must keep an up-to-date record called an
“employer’s register,” which contains details of work performed, wages, and holidays for
each employee. Employers must maintain a register of employees under 18 years of age,
including the name, date of birth, and hours worked. Employers must maintain a register of
wages paid to employees. According to data protection law, personal information in
employment records must be relevant to and necessary for the purpose for which the
information is created or collected. Excessive collection of personal information is
prohibited.

e Retention: Employers must retain the register of wages for the same retention period as
accounting records, which are retained for 10 years. According to data protection law,
personal information about employees must not be retained longer than necessary for the
purpose for which it was created or collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: The employer’s register and register of wages paid, with supporting
documentation, must be kept at the employer’s place of business. According to data
protection law, international transfer of employee records that contain personal information is
limited to countries with an adequate level of data protection, subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The general statute of limitations for civil litigation related to contracts and
obligations is 15 years. The limitation period for employment claims related to unpaid wages
is 2 years from the cause of action, but it may be as long as 15 years in some circumstances.
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The limitation period for claims related to unpaid sales commissions is 365 days from the
cause of action.
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MAURITIUS

Official name: Republic of Mauritius
Official language(s): None
Type of government: Unitary

e Content: Employment contracts must include the employee’s name, address, identification
number, gender, date of birth, starting date, work location, employment category,
remuneration, and working hours. Employers must keep a register of workers, including each
employee’s name, date of birth, starting date, and type of work performed. Employers must
keep a record of remuneration paid, including each worker’s name, days worked, and
remuneration paid. Employers must keep a record of underage employees, including the
name, address, and date of birth. According to data protection law, personal information in
employment records must be relevant to and necessary for the purpose for which the
information is created or collected. Excessive collection of personal information is
prohibited.

e Retention: Registers that contain information about employees must be kept for a minimum
of 3 years. According to data protection law, personal information about employees must not
be retained longer than necessary for the purpose for which it was created or collected.

e Format: Registers that contain information about employees can be maintained in electronic
form. Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The limitation period for submission of labor disputes for adjudication by
the Employment Relations Tribunal is 3 years from the cause of action. The general
limitation period for personal actions is 10 years from the cause of action.
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MEXICO

Official name: United Mexican States
Official language(s): Spanish
Type of government: Federated

e Content: Employers must maintain copies of individual employment contracts, employee
payroll lists or payment receipts for wages, attendance records, and records of vacations,
profit-sharing payments, and Christmas bonuses. Employers must maintain a register of
employees under age 16, including the name, date of birth, type of work performed, working
hours, remuneration, and general working conditions. Employers who employ home workers
must maintain a register that includes the worker’s name, address, nationality, gender,
working days and hours, nature of the work performed, and remuneration. According to data
protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: Employers must keep records required by law for 1 year after termination of the
employment relationship, but a shorter limitation period may apply in some situations. The
limitation period for unfair dismissal is 2 months from termination of employment.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected.

e Format: Electronic records can satisfy retention requirements in some situations, provided
they remain readable throughout their retention periods, their integrity is assured, they are
saved in the form in which they were sent or received, and information about the date they
were sent or received is preserved. Electronic records have the same probative value as paper
documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors.

e Labor Disputes: The general statute of limitations for employment-related litigation is 1 year
from the cause of action. According to data protection law, employees have access to
personal information maintained about them. Disclosure of employee records that contain
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personal information must be compatible with the purpose for which the information was
originally collected.
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MICRONESIA

Official name: Federated States of Micronesia
Official language(s): English
Type of government: Federated

e Content: Employers must keep up-to-date records about each employee, including the
name, address, age, legal residence, job classification, wage rate, hours worked each week,
compensation earned, and deductions. For non-resident workers, the records must include the
citizenship, country of origin, expiration date of entry permit, and a copy of the agreement
authorizing hiring of the worker.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: Labor laws and regulations do not specify format requirements for employee
records.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by
government officials. Labor laws and regulations do not specify other requirements or
restrictions for access to or disclosure of employee records.

e Labor Disputes: The statute of limitations for claims related to unfair dismissal or unpaid
wages is 6 years after termination of employment.
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MOLDOVA

Official name: Republic of Moldova
Official language(s): Romanian
Type of government: Unitary

e Content: Employment contracts must include the employee’s name, identification number,
starting date, duration, duties, working hours, rest days, leave entitlement, and remuneration.
Employers must keep copies of employment contracts. Employers must keep a record of
hours worked by each employee, including overtime hours and work performed on rest days
and holidays. Information about wages paid to individual employees must be included in
accounting records. Employers must submit information about occasional work performed by
day laborers to a central register. According to data protection law, personal information in
employment records must be relevant to and necessary for the purpose for which the
information is created or collected. Excessive collection of personal information is
prohibited. Collection of personal information about an employee’s private life, political
activities, or religious beliefs is prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected.

e Format: Labor laws and regulations do not specify format requirements or restrictions for
employment records. An electronic document with a qualified signature has the same legal
status and probative value as a paper document with a handwritten signature.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The statute of limitations for employment-related claims is 3 months from
the date when the claimant learned or should have learned about the cause of action. The
limitation period for claims related to unpaid wages is 3 years from the cause of action.
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MONACO

Official name: Principality of Monaco
Official language(s): French
Type of government: Unitary

e Content: Employers must maintain a personnel register with the name, address, nationality,
date and place of birth, job, starting and termination date, and remuneration for each
employee. Employers must give each employee a pay slip, which will be recorded in a
payroll register signed by the employee, for each pay period. According to data protection
law, personal information in employment records must be relevant to and necessary for the
purpose for which the information is created or collected. Excessive collection of personal
information is prohibited.

e Retention: The personnel register and the payroll register must be retained for 5 years from
the date of closure. According to data protection law, personal information about employees
must not be retained longer than necessary for the purpose for which it was created or
collected.

e Format: Electronic copies can satisfy legal requirements provided that their integrity is
guaranteed over time. Such copies are assumed to be reliable until the contrary is proven.
The integrity of an electronic document is evaluated by determining whether the document is
complete and unchanged. A qualified electronic archiving service can satisfy retention
requirements imposed by law. Electronic records have the same probative value as paper
records.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The statute of limitations for employment-related claims is 5 years from the
cause of action.
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MONGOLIA

Official name: Republic of Mongolia
Official language(s): Mongolian
Type of government: Unitary

e Content: Employment contracts must specify the employee’s name, work to be performed,
working conditions, and remuneration. Collection of information about an employee’s
private life, political affiliation, religious beliefs, marital status, or pregnancy status is
prohibited unless such information is related to the work to be performed.

e Retention: Records of disciplinary action must be destroyed 1 year after the imposition of
punishment. Labor laws and regulations do not specify retention periods for other types of
employee records.

e Format: Laws and regulations do not specify format requirements or restrictions for
employment records. Documents with a qualifying electronic signature have same legal
status as paper records with a handwritten signature.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Inappropriate disclosure of confidential employee records is
prohibited by law. Labor laws and regulations do not specify other requirements or
restrictions for access to or disclosure of employee records.

e Labor Disputes: The limitation period for complaints related to unfair dismissal or unfair
transfer to other work is 1 month from the cause of action. The limitation period for other
individual employment disputes is 3 months from the cause of action.
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MONTENEGRO

Official name: Montenegro
Official language(s): Montenegrin
Type of government: Unitary

e Content: Employers must keep records about employee’s attendance, working hours, and
annual leave. Employers must keep records of employment contracts, including contracts for
work performed outside of an employer’s premises, for temporary employment, and for
additional work by a full-time employee. Employers must keep monthly records on wages
paid. According to data protection law, personal information in employment records must be
relevant to and necessary for the purpose for which the information is created or collected.
Excessive collection of personal information is prohibited.

e Retention: Records related to disciplinary action for an employment violation must be
destroyed after 2 years if the employee commits no further violation. Labor laws and
regulations do not specify retention periods for other employee records. According to data
protection law, personal information about employees must not be retained longer than
necessary for the purpose for which it was created or collected.

e Format: Laws and regulations do not specify format requirements for employee records, but
documents with electronic signature have the same legal status as paper records with
handwritten signatures.

e Location: Employment contracts must be kept at an employer’s place of business. Labor
laws and regulations do not specify storage locations for other employee information.
According to data protection law, international transfer of employee records that contain
personal information is limited to countries with an adequate level of data protection, subject
to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The limitation period for employment disputes related to unpaid wages is 4
years from the cause of action. If a complaint of unfair dismissal is based on a claimed loss,
the limitation period is 3 years from the cause of action.
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MOROCCO

Official name: Kingdom of Morocco
Official language(s): Arabic, Tamazight
Type of government: Unitary

e Content: Employers must keep copies of employment contracts. Employers must keep
records necessary to confirm compliance with legal requirements for working hours,
including overtime, and payment of wages. Employers must keep a payroll register indicating
wages paid to employees. Employers must maintain a register of employees’ paid annual
leave. Employers must maintain a register of surety bonds associated with employment
contracts. According to data protection law, personal information in employment records
must be relevant to and necessary for the purpose for which the information is created or
collected. Excessive collection of personal information is prohibited.

e Retention: Employers must keep payroll registers for a minimum of 2 years. Labor laws and
regulations do not specify retention periods for other employee records. According to data
protection law, personal information about employees must not be retained longer than
necessary for the purpose for which it was created or collected.

e Format: Employers can keep payroll registers in electronic form or incorporated into a
computerized accounting system. Labor laws and regulations do not specify format
requirements or restrictions for other employment records. Electronic records have the same
probative value as paper records.

e Location: Payroll books must be kept at the employer’s place of business. Labor laws and
regulations do not specify storage locations for other employee information. According to
data protection law, international transfer of employee records that contain personal
information is limited to countries with an adequate level of data protection, subject to
specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The statute of limitations for employment-related claims is 2 years from the
cause of action.
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MOZAMBIQUE

Official name: Republic of Mozambique
Official language(s): Portuguese
Type of government: Unitary

e Content: Employers must keep a record of overtime work and work performed on holidays
and rest days by individual employees. Records of promotions must be included in an
employee’s file.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Confidential personal information about an employee cannot be
disclosed to third parties with the employee’s consent. Labor laws and regulations do not
specify other requirements or restrictions for access to or disclosure of employee records.

e Labor Disputes: The limitation period for complaints related to violation of an employment
contract is 6 months from termination of the contract.
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MYANMAR

Official name: Republic of the Union of Myanmar
Official language(s): Burmese
Type of government: Unitary

e Content: Employment contracts must include the type of employment, work location,
working hours and overtime, leave entitlement, remuneration, and termination date.
Employers must maintain a register of wages and deductions for individual employees.
Employers must maintain registers of adult and child factory workers, including the name,
type of work, shift, and, for child workers, the parent’s name.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
e Format: Electronic records can satisfy laws that require written records.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors and other government officials. Labor laws and regulations do not specify other
requirements or restrictions for access to or disclosure of employee records.

e Labor Disputes: The limitation period for employment complaints is 3 months from the
cause of action.
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NAMIBIA

Official name: Republic of Namibia
Official language(s): English
Type of government: Unitary

e Content: Employers must keep records for each employee, including the name, gender,
occupation, starting date, termination date, hours worked, remuneration payable and paid,
and leave taken. Employers must keep records for each pieceworker, including the name,
identification number, type and quantity of the work performed, and remuneration.
Employers must keep a register of non-citizen employees, including the name, nationality,
date and place of birth, starting date of employment, type of work, education and
qualifications, and the number, issue date, and expiration date of work permits.

e Retention: Employee records must be retained for 5 years following termination of
employment.

e Format: The format for employee registers is prescribed by regulations. Electronic records
can satisfy retention requirements provided they remain readable throughout their retention
periods, their integrity is assured, they are saved in the form in which they were sent or
received, and information about the date they were sent or received is preserved. Electronic
records have the same probative value as paper documents.

e Location: Employers must keep employment records at an address in Namibia.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: The limitation period for claims related to unfair dismissal is 6 months after
the date of dismissal. The limitation period for other employment claims is 1 year from the
cause of action.
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NAURU

Official name: Republic of Nauru
Official language(s): English
Type of government: Unitary

e Content: Employers must keep records of the gross amount of income paid to each employee
for each pay period. The original of an employment contract must be filed with the
government, but there is no requirement for an employer to keep a copy.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: Labor laws and regulations do not specify format requirements or restrictions for
employment records.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Labor laws and regulations do not specify requirements or
restrictions for access to or disclosure of employee records.

e Labor Disputes: The general statute of limitations for litigation related to contracts or other
matters is 6 years from the cause of action.
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NEPAL

Official name: Federal Democratic Republic of Nepal
Official language(s): Nepali
Type of government: Federated

e Content: Employers are required to maintain personnel and attendance records. Personnel
records must include the employee’s name, address, family background, contact number,
citizenship number, remuneration, attendance, and other information. Employment contracts
must include the type of employment, working hours, work location, and other terms of
employment. Employers must keep records of wages paid to individual employees.
Collection of private information requires consent of the employee.

e Retention: Employee records and records of wages paid must be kept for 5 years.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors and government officials. Labor laws and regulations do not specify other
requirements or restrictions for access to or disclosure of employee records.

e Labor Disputes: The statute of limitations for claims related to unpaid wages is 35 days from
the cause of action. The statute of limitations for claims related to discrimination is 6 months
from the cause of action. The statute of limitations for claims related to breach of contract is
2 years from the cause of action.
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NETHERLANDS

Official name: Kingdom of the Netherlands
Official language(s): None (Dutch de facto)
Type of government: Unitary

Content: Employers in EU member states must inform employees in a written statement or
otherwise about the terms and conditions of employment, including the work location, job
classification, type of work to be performed, starting date, work pattern, leave entitlement,
remuneration, and procedure for terminating the employment relationship. Employers must
keep records of working and rest time of employees. Employers must keep copies of
identification documents and work permits provided by employees who are foreign nationals,
defined as workers from outside the European Union, European Economic Area, and
Switzerland. Employers must provide employees with a written or electronic statement of
wages for each pay period. According to data protection law, personal information in
employment records must be relevant to and necessary for the purpose for which the
information is created or collected. Excessive collection of personal information is
prohibited.

Retention: Identification documents related to employees who are foreign nationals must be
retained for 5 years from the end of the calendar year in which employment terminates.

Labor laws and regulations do not specify retention periods for other employment records,
but Book 2 of the Dutch Civil Code specifies a 7-year retention period for records related to a
company’s activities. This requirement applies specifically to accounting records, but some
commentators interpret this statement to mean any records, such as employment contracts,
that allow the company’s rights and obligations to be verified. According to data protection
law, personal information about employees must not be retained longer than necessary for the
purpose for which it was created or collected. A Dutch law that specified retention
requirements for personal information about employees is no longer in effect. According to
EU regulations, records of hours worked by employees involved in driving and other
activities related to the transport of passengers or goods by road must be retained for 2 years.

Format: An electronic agreement is acceptable where a statutory provision implies that an
agreement must be in writing. The electronic agreement must be accessible to the parties, the
authenticity of the agreement must be sufficiently guaranteed, and the identity of the parties
and the moment when the agreement was formed must be able to be determined with
sufficient certainty. Electronic records have the same probative value as paper documents.

Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
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contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

Access and Disclosure: Labor laws and regulations do not specify requirements or
restrictions for access to or disclosure of employee records. According to data protection law,
employees have access to personal information maintained about them. Disclosure of
employee records that contain personal information must be compatible with the purpose for
which the information was originally collected.

Labor Disputes: The statute of limitations for employment litigation is 5 years from the day
following the day on which the claimant becomes aware of the inflicted damage.
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NEW ZEALAND

Official name: New Zealand
Official language(s): English, Maori
Type of government: Unitary

e Content: Employers must keep records in sufficient detail to demonstrate compliance with
the minimum entitlement provisions of labor law. Employment agreements must include the
employee’s name, work to be performed, work location, working hours, and remuneration.
Employers must retain copies of individual employee agreements or statements of terms and
condition of employment. Employers must keep wage and time records that include the
employee’s name, address, type of work performed, type of employment agreement, hours
worked in each pay period, wages paid, and leave taken for employment relations education.
Employers must keep records of holidays and leave taken by each employee, including the
employee’s name, starting date, number of hours worked each day in a pay period, wages
paid, leave entitlement, leave taken, holiday pay, and date of termination. According to data
protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: Wage and time records must be retained for the preceding 6 years. Information
contained in holiday and leave records must be retained for 6 years after it is entered. Labor
laws and regulations do not specify retention periods for other employee records. According
to data protection law, personal information about employees must not be retained longer
than necessary for the purpose for which it was created or collected.

e Format: Wage and time records and holiday and leave records must be kept in written form
or in a form that allows the information to be converted to written form. Electronic records
can satisfy retention requirements provided they remain readable throughout their retention
periods, their integrity is assured, they are saved in the form in which they were sent or
received, and information about the date they were sent or received is preserved. Electronic
records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employers must share information about new employees with labor unions unless
the employee objects. Employees have access to their wage and time records and holiday and
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leave records. According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.

Labor Disputes: The limitation period for employment claims based on violation of labor
laws is 12 months from the cause of action. In the case of violations related to leave requests
due to domestic violence, the limitation period is 6 months from the claimant became aware
or should reasonably have become aware of the cause of action. The limitation period for
employment relations problems other than personal grievances is 6 years from the cause of
action. Employers must keep copies of pay equity claims lodged by employees.
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NICARAGUA

Official name: Republic of Nicaragua
Official language(s): Spanish
Type of government: Unitary

e Content: Employers must maintain records about time worked by individual employees and
wages received. Employment contracts must include the employee’s name, type of work to
be performed, working hours, duration of the contract, and remuneration. Employers must
keep copies of signed employment contracts. Employers must keep records of home workers.
Ship captains must keep a register of employees under age 18, including the name and date
of birth. According to data protection law, personal information in employment records must
be relevant to and necessary for the purpose for which the information is created or collected.
Excessive collection of personal information is prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected.

e Format: Records with electronic signatures have the same probative value and are subject to
the same evidentiary requirements as records with conventional signatures. A draft of an
electronic commerce law addresses the legal status of electronic records to satisfy retention
requirements if they are accessible for later reference, are preserved in their original format
or in a format that accurately reproduces the original, and identify the sender, receiver, date,
and time.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employees have access to their own wage payment records. According to data
protection law, employees have access to personal information maintained about them.
Disclosure of employee records that contain personal information must be compatible with
the purpose for which the information was originally collected.

e Labor Disputes: The limitation period for claims related to violations of the labor code is 1
year from the cause of action.
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NIGER

Official name: Republic of Niger
Official language(s): French
Type of government: Unitary

Content: Employers must report information about new employees, including the name,
other identification, residence, profession, jobs previously held, date of entry into Niger,
hiring date, and a copy of the written employment contract. Employers must keep a register
of wages paid, which must be signed by employees when they are paid. Employers must
keep an up-to-date register, termed the “employer’s register,” which contains information
about employee, including the name, address, gender, date and place of birth, nationality,
parentage, family status, work performed, holidays, and remuneration. Employment contracts
must include the employee’s name, address, gender, nationality, date and place of birth,
nationality, marital status, job classification, work location, and remuneration. Employers
must keep records of hours worked by individual employees. Apprenticeship contracts must
include the apprentice’s name, address, parents’ names and address, duration of the contract,
remuneration, and training to be received. Employers must keep copies of apprenticeship
contracts and list them in the employer’s register. Employers must keep a register of
underage employees. Employers must keep a register of employees who are subject to special
rather than collective rest days. Employers must keep a register of shift workers. According
to data protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

Retention: The employer’s register and register of wages paid must be retained for 5 years
from the date of last entry. According to data protection law, personal information about
employees must not be retained longer than necessary for the purpose for which it was
created or collected.

Format: Certain parts of the employer’s register can be kept in electronic form provided the
information is readily accessible by labor inspectors.

Location: The employer’s register and register of wages paid must be kept at the
headquarters of each establishment where work is performed, but registers for establishments
located in the same region may be consolidated if approved by labor inspectors. According to
data protection law, international transfer of employee records that contain personal
information is limited to countries with an adequate level of data protection, subject to
specified exceptions.
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e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The statute of limitations for claims related to unpaid wages is 2 years from
the cause of action.
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NIGERIA

Official name: Federal Republic of Nigeria
Official language(s): English
Type of government: Federated

e Content: Employment contracts must include the employee’s name, address, nature of
employment, expiration date, hours of work, leave entitlement, and remuneration. Employers
must keep sufficient records of wages and conditions of employment to demonstrate
compliance with labor laws. Information for each employee must include the name, address,
place of origin, date of birth, name and address of next of kin, and starting and termination
date. Employers must keep a register of underage employees, including their ages, dates of
employment, and conditions of employment. According to data protection law, the reason for
collection of personal information must be made known to employees and their consent must
be obtained.

e Retention: Employment records must be retained for 3 years after the period to which they
pertain. Employees can request deletion of personal information that is no longer needed for
the purpose for which it was collected.

e Format: Labor laws and regulations do not specify format requirements for employee
records. Legislation regarding the legal acceptability of electronic records has been proposed
but was not enacted at the time this report was written.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: Laws and regulations do not specify a statute of limitations for legal actions
related to employment disputes.
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NORTH MACEDONIA

Official name: Republic of North Macedonia
Official language(s): Macedonian
Type of government: Unitary

e Content: Employment contracts must specify the starting date, type of work to be performed,
working hours, the work location, the duration of employment, remuneration, and leave
entitlement. When preparing an employment contract, collection of information about an
employee’s marital status or family planning is prohibited. Employers must keep copies of
employment contracts. Employers must keep records for each employee, including the name,
father’s name, identification number, date and place of birth, gender, address, work location,
education, professional training, description of occupation, working hours, starting date,
duration of employment, gross and net wages, and other remuneration. Employers must keep
records of working hours, including overtime hours, of individual employees. Employers
must keep separate records of working hours for part-time employees. According to data
protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: Laws and regulations specify contradictory requirements for retention of
information about employees. According to the Law on Labor Records, employee records
must be kept permanently, but the Labor Relations Law and Law on Personal Data Protection
specify that personal information about employees must be deleted when no longer needed
for the reason for which it was collected.

e Format: Records of employees’ working hours can be maintained in electronic form. Labor
laws and regulations do not specify format requirements or restrictions for other employment
records. Employment contracts with electronic signatures have the same legal status as
contracts with handwritten signatures.

e Location: Employment contracts must be kept at the place of work. Labor laws and
regulations do not specify storage locations for other employee information. According to
data protection law, international transfer of employee records that contain personal
information is limited to countries with an adequate level of data protection, subject to
specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Personal information about an employee cannot be disclosed to third parties
without the employee’s authorization. According to data protection law, employees have
access to personal information maintained about them. Disclosure of employee records that
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contain personal information must be compatible with the purpose for which the information
was originally collected.

Labor Disputes: The statute of limitations for complaints related to unfair dismissal is 15
days from the employer’s decision to terminate an employment contract. The limitation
period for claims related to unpaid wages is 3 years from the cause of action.
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NORWAY

Official name: Kingdom of Norway
Official language(s): Norwegian
Type of government: Unitary

e Content: Employment contracts must include the employee’s name, work location, duties or
job title, starting date, expected duration, leave entitlement, working hours, and
renumeration. Employers must maintain information about hours worked by individual
employees. Employers are prohibited from collecting information about a new employee’s
political opinions or membership in employee organizations unless justified by the nature of
the job. According to data protection law, personal information in employment records must
be relevant to and necessary for the purpose for which the information is created or collected.
Excessive collection of personal information is prohibited.

e Retention: Records related to the number of hours worked by employees must be retained
for 3 years and 6 months following the end of the year to which they pertain. Labor laws and
regulations do not specify retention periods for other employee records. According to data
protection law, personal information about employees must not be retained longer than
necessary for the purpose for which it was created or collected. Employees can request
deletion of personal information that is no longer needed for the purpose for which it was
collected. As an EEA state, Norway complies with the EU directive that specifies a 2-year
retention period for records of hours worked by employees involved in driving and other
activities related to the transport of passengers or goods by road.

e Format: Records of hours worked can be maintained in electronic form. Electronic records
have the same probative value as paper documents.

e Location: To the extent that are records of hours worked are considered accounting records,
they must be kept in Norway or, if kept abroad, transferred to Norway within 1 month of the
adoption of the annual accounts and no later than 7 months after the end of the financial year
to which the records pertain. Such records can be stored electronically in another EEA state if
they are accessible to Norwegian authorities.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors and other government officials. According to data protection law, employees have
access to personal information maintained about them. Disclosure of employee records that
contain personal information must be compatible with the purpose for which the information
was originally collected.
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Labor Disputes: The limitation period for labor disputes to be adjudicated by the Dispute
Resolution Board is 4 weeks from the cause of action. Appeals can be brought before a court
within 8 weeks after the Board’s decision. The limitation period for complaints related to
improper dismissal due to failure to comply with legal requirements is 4 months from

termination of employment.
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OMAN

Official name: Sultanate of Oman
Official language(s): Arabic
Type of government: Unitary

e Content: Employment contracts must include the employee’s name, date of birth,
qualifications, occupation, address, nationality, type of work to be performed, duration of the
contract, and remuneration. Employers must maintain a file on each employee including the
employee’s name, address, age, social status, nationality, job, experience, qualifications,
starting date, leave entitlement, remuneration, and date and reason for termination of
employment. Employers must keep copies of employment contracts. Employers must
maintain a register of information about employees, including the name, address, age,
gender, work to be performed, employment status, and remuneration. Employers must
maintain a register of wages paid to employees. Employers must maintain a register that
records employees’ entry in and exit from mines and quarries.

e Retention: Employee files must be retained for 1 year following termination of employment.
Labor laws and regulations do not specify retention periods for other employee records.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: The register of employee information must be kept at the employee’s workplace.
Labor laws and regulations do not specify storage locations for other employee information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: The statute of limitations for claims related to employment law is 1 year
from the cause of action.
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PAKISTAN

Official name: Islamic Republic of Pakistan
Official language(s): Urdu
Type of government: Federated

e Content: Every manufacturing facility must maintain a register of adult workers showing the
name and age of each adult employee and the nature and hours of the work performed.
Employers must maintain a register of child workers, including the name, date of birth,
father’s name, working hours, nature of the work, and rest periods. Manufacturing facilities
must maintain a register of child workers, including a certificate of fitness. Employers must
keep a register of wages paid to employees, including gross wages, net wages, advances,
deductions made, fines imposed, and the payment date. Employers subject to minimum wage
rules must maintain a wage register, muster roll, and wage slips. Employers must maintain a
register of leaves of absence that have been refused or postponed. According to a draft data
protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: The register of wages paid must be kept for 12 months from the date of last entry.
The register of child workers must be kept for 3 years from the commencement of work. The
minimum wage register, muster roll, and wage slips must be kept for 2 years from the date of
last entry. According to a draft data protection law, personal information about employees
must not be retained longer than necessary for the purpose for which it was created or
collected. Employees can request deletion of personal information that is no longer needed
for the purpose for which it was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to a draft data protection law, international transfer of employee
records that contain personal information is limited to countries with an adequate level of
data protection, subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employees can request a copy of the register of leaves of absence that apply to
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them. According to a draft data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.

Labor Disputes: Grievances related to unfair labor practices must be brought to an
employer’s attention within 90 days of the cause of the grievance. The statute of limitations
for contract-related civil litigation is 6 years from the date a written contract was breached or
3 years from the date that a non-written contract was breached. The limitation period for
employment disputes involving wages owed to a laborer or home worker is 1 year from the
cause of action. For other wage disputes, the limitation period is 3 years from the cause of
action.
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PALAU

Official name: Republic of Palau
Official language(s): English, Palauan
Type of government: Unitary

e Content: Employers must maintain records about each employee, including the name,
address, age, legal residence, job classification, wage rate, hours worked each week, gross
wages, and deductions. For non-resident workers, the records must indicate the employee’s
citizenship, country of origin, education, experience, expiration date of entry permit, and a
copy of the non-resident worker’s agreement. A non-resident worker’s contract of
employment must specify the job title, duration of the contract, work location, weekly work
schedule, wages for regular and overtime work, and deductions. Employers must keep a copy
of non-resident workers’ employment contracts.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: Labor laws and regulations do not specify format requirements or restrictions for
employment records.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors and other government officials. Labor laws and regulations do not specify other
requirements or restrictions for access to or disclosure of employee records.

e Labor Disputes: The general statute of limitations for civil litigation is 6 years from the
cause of action. Employers and employees should attempt to resolve disputes related to
violations of labor law between themselves. Disputes related to dismissal of a non-resident
worker for cause must be filed with the Division of Labor at least 10 days prior to the
effective date of termination. A non-resident worker must file a claim for unpaid wages
within 30 days of the cause of action.
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PANAMA

Official name: Republic of Panama
Official language(s): Spanish
Type of government: Unitary

e Content: Employment contracts must include the employee’s name, address, age, gender,
and marital status; names of the employee’s dependents; and information about the type of
work to be performed, the work location, the working hours, the starting date, the duration of
the contract, and the remuneration. Employers must keep copies of employment contracts.
Employers must keep a record of all employees, including the name, age, gender, nationality,
working hours, overtime hours, vacation periods, and remuneration. Employers must keep a
record of wages paid to individual workers, including bonuses and commissions. Employers
must keep a register of employees under age 18, including the employee’s name, date of
birth, address, parents’ names, type of work to be performed, working hours, remuneration,
and training to be received. According to data protection law, personal information in
employment records must be relevant to and necessary for the purpose for which the
information is created or collected. Excessive collection of personal information is
prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
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maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

Labor Disputes: The limitation period for claims related to unfair dismissal is 2 months from
termination of employment. The limitation period for claims related to unpaid wages is 5
years from the cause of action.
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PAPUA NEW GUINEA

Official name: Independent State of Papua New Guinea
Official language(s): English, Tok Pisin, Hiri Motu, others
Type of government: Unitary

e Content: Employers must maintain copies of written employment contracts. Employers must
create a written record of the terms and conditions of an oral employment contract.
Employers must keep records of overtime or other work done outside of normal working
hours. Employers must keep a record of wages paid to each employee, including the amount
and reason for any deductions. Employers must keep a register of piece-rate work of an
agricultural or horticultural nature.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: According to draft legislation, electronic records can satisfy retention requirements
provided they remain readable throughout their retention periods, their integrity is assured,
they are saved in the form in which they were sent or received, and information about the
date they were sent or received is preserved. Electronic records have the same probative
value as paper documents.

e Location: Records of wages paid must be kept at the place of employment. Labor laws and
regulations do not specify storage locations for other employee information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify requirements or restrictions for access
to or disclosure of employee records.

e Labor Disputes: The general statute of limitations for claims related to employment
contracts or recovery of money owed is 6 years from the cause of action.
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PARAGUAY

Official name: Republic of Paraguay
Official language(s): Spanish, Guarini
Type of government: Unitary

e Content: Employment contracts must include the employee’s name, address, age, gender,
marital status, profession or trade, nationality, type of work performed, work location,
working hours, and remuneration. Apprenticeship contracts must include the apprentice’s
name, age, marital status, nationality, address, work to be performed, training to be provided,
and remuneration. Employers must keep copies of employment and apprenticeship contracts.
Employers must give each employee, on request, a statement of monthly hours worked and
wages received. Employers must keep a record of overtime hours by individual employees.
Employers must keep records of underage employees and minor apprentices, including the
name, age, date of birth, address, work performed, working hours, starting date, school
situation, termination date, and number and date of the work certificate. Employers must
keep a register of employees’ paid vacations.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
Employees have a constitutional right to request destruction of personal information that is
incorrect or improperly affects their rights.

e Format: Records for underage employees must be kept in a book with numbered pages and
without annotations or amendments between lines. Electronic records can satisfy retention
requirements provided they remain readable throughout their retention periods, their integrity
IS assured, they are saved in the form in which they were sent or received, and information
about the date they were sent or received is preserved. Electronic records have the same
probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to privacy law, individuals have access to private information
maintained about them, but sensitive or confidential information about employees cannot be
disclosed to others.

e Labor Disputes: The statute of limitations for claims related to unjustified dismissal is 60
days from termination of employment. The limitation for claims related to breach of an
employment contract is 1 year from the cause of action.
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PERU

Official name: Republic of Peru
Official language(s): Spanish
Type of government: Unitary

e Content: Employers must keep a record of home workers, including the name, starting and
termination date, nature and quality of the work commissioned, and the remuneration. A draft
labor law imposes additional recordkeeping requirements. Employers must keep copies of
employment contracts. Employers must keep records of hours worked, including overtime
hours, by individual employees. Employers must keep a record of paid vacation taken by
individual employees. According to data protection law, personal information in employment
records must be relevant to and necessary for the purpose for which the information is
created or collected. Excessive collection of personal information is prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The general statute of limitations for litigation is 10 years from the cause of
action. According to the draft labor law, the statute of limitations for claims related to
remuneration is 4 years from termination of the employment relationship. The limitation
period for claims related to unfair dismissal is 60 days from termination of employment.
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PHILIPPINES

Official name: Republic of the Philippines
Official language(s): English, Filipino
Type of government: Unitary

e Content: Employers must keep daily time and attendance records for individual employees,
excluding managerial employees for whom attendance records but not time records are
required. Employers must keep daily production records for individual employees who are
paid by results on a non-time basis. According to data protection law, personal information in
employment records must be relevant to and necessary for the purpose for which the
information is created or collected. Excessive collection of personal information is
prohibited.

e Retention: Employment records must be retained for 3 years from the date of last entry in
the records. According to data protection law, personal information about employees must
not be retained longer than necessary for the purpose for which it was created or collected.
Employees can request deletion of personal information that is no longer needed for the
purpose for which it was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Records for individual employees must be kept at the employee’s workplace.
According to data protection law, international transfer of employee records that contain
personal information is limited to countries with an adequate level of data protection, subject
to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
regulations officers and other government officials. According to data protection law,
employees have access to personal information maintained about them. Disclosure of
employee records that contain personal information must be compatible with the purpose for
which the information was originally collected.

e Labor Disputes: The statute of limitations for money claims arising from employment
relationships is 3 years from the cause of action. The limitation period for wages and
damages due to illegal dismissal is 4 years from termination of employment.
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POLAND

Official name: Republic of Poland
Official language(s): Polish
Type of government: Unitary

Content: Employers must keep separate personnel files and other records for each employee.
Personnel files must be organized into separately labeled segments for personal information,
documents related to the employment relationship, documents related to termination of
employment, and records related to disciplinary actions and liability under other regulations.
Employment contracts must specify the type of work, working hours, work location, leave
entitlement, starting date, and remuneration. Employers in EU member states must inform
employees in a written statement or otherwise about the terms and conditions of employment,
including the work location, job classification, type of work to be performed, starting date,
work pattern, leave entitlement, remuneration, and procedure for terminating the employment
relationship. Employers must keep records of hours worked by individual employees,
including overtime, and leave taken. Employers must keep records of wages and other
remuneration received by individual employees. Employers must keep records of underage
employees. According to data protection law, personal information in employment records
must be relevant to and necessary for the purpose for which the information is created or
collected. Excessive collection of personal information is prohibited.

Retention: For employees hired after January 1, 2019, employers must keep records in a
manner that ensures their integrity and availability for 10 years after termination of the
employment relationship. For employees hired before January 1, 1999, the retention period is
50 years after termination of the employment relationship. For employees hired between
January 1, 1999 and December 31, 2018, the retention period is either 10 years or 50 years
after termination of employment, as determined by the employer. Employees have the option
of collecting their personnel files after the shorter retention period expires; otherwise, the
employer can destroy the records. According to data protection law, personal information
about employees must not be retained longer than necessary for the purpose for which it was
created or collected. Employees can request deletion of personal information that is no longer
needed for the purpose for which it was collected. According to EU regulations, records of
hours worked by employees involved in driving and other activities related to the transport of
passengers or goods by road must be retained for 2 years.

Format: Regulations provide explicit instructions for organization of employee
documentation in paper or electronic form. Employee records can be maintained in electronic
form provided their completeness is preserved, they are protected against accidental
destruction, and they are readable and accessible throughout their retention period. Digital
reproductions of paper records must be stored in the PDF format. Each record must be
separately scanned, identified, and signed with a qualified electronic signature or electronic
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stamp. Records that originate in digital form can be stored in their native formats. If
electronic records are converted to paper for retention, each document must be printed and
manually signed by an authorized person. Electronic records have the same probative value
as paper documents.

Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

Access and Disclosure: According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.

Labor Disputes: The statute of limitations for claims related to employment matters is 3
years from the cause of action.
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PORTUGAL

Official name: Portuguese Republic
Official language(s): Portuguese
Type of government: Unitary

Content: Employers in EU member states must inform employees in a written statement or
otherwise about the terms and conditions of employment, including the work location, job
classification, type of work to be performed, starting date, work pattern, leave entitlement,
remuneration, and procedure for terminating the employment relationship. Employment
contracts must specify the employee’s place of work, duties, starting and termination date,
leave entitlement, working hours, and remuneration. Employment contracts with foreign
workers must include the employee’s identification, work location, working hours,
remuneration. The employer must keep a copy of the contract with supporting documentation
related to the entry and residence of the foreign worker. Employers cannot require employees
to provide information related to their private lives, health, or pregnancy status except when
justified by the work to be performed. Employers must keep a register that includes the
name, date or birth, date of hiring, type of contract, job category, promotions, wages,
promotions, absences, and leave entitlement for each employee. Employers must keep a
record of working hours per day or week, including overtime hours. Employers must keep a
separate record of workers included in each shift. Employers must keep an up-to-date record
of disciplinary actions. Employers can process personal information about employees to the
extent permitted by the Labor Code. According to data protection law, personal information
in employment records must be relevant to and necessary for the purpose for which the
information is created or collected. Excessive collection of personal information is
prohibited.

Retention: Records of working hours, including overtime, must be kept for 5 years.
Biometric data about employees must be destroyed upon termination of employment or
transfer of the employee to another workplace. The same retention period applies to
information collected through distance surveillance of employees in the workplace. Labor
laws and regulations do not specify retention periods for other employee records. According
to data protection law, personal information about employees must not be retained longer
than necessary for the purpose for which it was created or collected. Employees can request
deletion of personal information that is no longer needed for the purpose for which it was
collected. According to EU regulations, records of hours worked by employees involved in
driving and other activities related to the transport of passengers or goods by road must be
retained for 2 years.

Format: Labor laws and regulations do not specify format requirements for employee
records. Electronic records have the same probative value as paper documents.
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Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

Access and Disclosure: According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.

Labor Disputes: The statute of limitations for claims related to violation or termination of
employment contracts is 1 year after the day following the day on which an employment
contract terminates.
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QATAR

Official name: State of Qatar
Official language(s): Arabic
Type of government: Unitary

e Content: Employment contracts must include the employee’s name, residence, nationality,
starting date, type of work, work location, and remuneration. Employers must keep copies of
employment contracts. Employers must maintain a personnel file for each employee.
Employers must maintain a worker’s register with each employee’s name, nationality, job,
starting date, marital status, education, professional qualifications, remuneration, leave taken,
and penalties imposed. Employers must maintain a register of daily, weekly, monthly, or
production wages paid to each employee. Employers must maintain a register of disciplinary
penalties deducted from wages. Employers must maintain a register of former employees,
including the date and reason for termination of employment and entitlements paid to them or
their heirs. Employers must keep copies of apprenticeship contracts. Personnel files for
underage employees must include the birth certificate, medical fitness certificate, and a
certificate of periodic medical examination. According to data protection law, personal
information in employment records must be relevant to and necessary for the purpose for
which the information is created or collected. Excessive collection of personal information is
prohibited.

e Retention: Personnel files must be kept for 1 year following termination of employment.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
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maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

Labor Disputes: Employees should submit complaints to their employer in writing. If that is
not possible, mediation should be attempted. Employers and employees should try to settle
disputes between themselves. The statute of limitations for claims related to violations of
labor law is 1 year from expiration of the claimant’s contract of employment.
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ROMANIA

Official name: Romania
Official language(s): Romanian
Type of government: Unitary

Content: Employers in EU member states must inform employees in a written statement or
otherwise about the terms and conditions of employment, including the work location, job
classification, type of work to be performed, starting date, work pattern, leave entitlement,
remuneration, and procedure for terminating the employment relationship. Employers must
maintain a general employee register that identifies each employee and includes information
about dates of employment, positions held, the type of employment contract, remuneration,
starting date, and the date of contract termination. Employers must keep records of hours
worked by individual employees. Employers must maintain signed lists of wages paid to
individual employees. According to data protection law, personal information in employment
records must be relevant to and necessary for the purpose for which the information is
created or collected. Excessive collection of personal information is prohibited.

Retention: The signed lists of wages paid must be maintained for the same retention period
as accounting records, which is 10 years from the end of the financial year to which they
pertain if the signed list is considered a ledger or 5 years if the signed list is considered
supporting documentation. According to data protection law, personal information about
employees must not be retained longer than necessary for the purpose for which it was
created or collected. Employees can request deletion of personal information that is no longer
needed for the purpose for which it was collected. Personal information captured in the
workplace by electronic monitoring or video surveillance systems must not be kept longer
than 30 days. According to EU regulations, records of hours worked by employees involved
in driving and other activities related to the transport of passengers or goods by road must be
retained for 2 years.

Format: Labor laws and regulations do not specify format requirements or restrictions for
employee records. Electronic contracts can satisfy legal requirements that information be
kept in its original form provided the integrity of the information is maintained, the
information is immediately available, and a qualified electronic signature is used. Electronic
contracts with a qualifying signature have the same probative value as paper contracts.

Location: The general employee register must be kept at the employer’s headquarters
location. If the employer ceases operation, the employee register must be submitted to the
competent public authority in the area where the employer’s headquarters is located. Labor
laws and regulations do not specify storage locations for other employee information.
According to data protection law, international transfer of employee records that contain
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personal information is limited to countries with an adequate level of data protection, subject
to specified exceptions.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

Labor Disputes: The statute of limitations for unpaid wages and most other violations of
labor law is 3 years from the cause of action. The limitation period for unfair termination of
an employment contract is 30 days after an employee was notified of the termination.
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RUSSIA

Official name: Russian Federation
Official language(s): Russian
Type of government: Federated

e Content: Employment contracts must include the employee’s name, identification number,
work location, type of work to be performed, starting date, working hours, leave entitlement,
and remuneration. Employers must keep copies of employment contracts. Employers must
keep records of time worked, including overtime, by individual employees. According to
data protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: Personnel files, labor contracts, employment histories, salary documents, and
other records related to individual employees predating January 1, 2003 must be retained for
75 years. For records after that date, the retention period is 50 years. The retention period for
notifications, warnings, and documents related to disciplinary actions is 3 years. According
to the Labor Code, employees can request deletion of disciplinary information within 1 year
from the disciplinary action. According to data protection law, personal information about
employees must not be retained longer than necessary for the purpose for which it was
created or collected. Employees can request deletion of personal information that is no longer
needed for the purpose for which it was collected.

e Format: Labor laws and regulations do not specify format requirements or restrictions for
employee records. An electronic document with a qualified electronic signature has the same
legal status as a paper document with a handwritten signature.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employees have access to personal information maintained about them.
According to data protection law, disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.

e Labor Disputes: The statute of limitations for complaints related to violation of labor laws is
3 months from the date that the complainant learned or should have learned of the cause of
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action. For complaints related to unfair dismissal, the limitation period is 1 month from the
day that the complainant was notified of the dismissal. For disputes related to unpaid wages,
the limitation period is 1 year from the cause of action.
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RWANDA

Official name: Republic of Rwanda
Official language(s): Kinyarwanda, English, French
Type of government: Unitary

e Content: Employers must keep a register of individual workers, including each employee’s
name, nationality, gender, date of birth, district of domicile, level of education, occupational
category, identification number, remuneration, and starting and termination date. Employers
must keep a record of overtime hours worked by individual employees. Employers must
maintain files on individual apprentices indicating their progress. Electronic information of a
personal nature must be relevant to and necessary for the purpose for which the information
is created or collected. Excessive collection of personal information is prohibited.
Organizations must keep a record of personal information in electronic form that is disclosed
to a third party.

e Retention: The register of employee information must be retained for 5 years from the date
of last entry. Records of personal information disclosed to a third party must be kept for 1
year. Electronic information of a personal nature must be deleted when no longer needed for
the purpose for which it was collected.

e Format: Records of overtime may be kept electronically. Electronic records can satisfy
retention requirements provided they remain readable throughout their retention periods,
their integrity is assured, they are saved in the form in which they were sent or received, and
information about the date they were sent or received is preserved. Electronic records have
the same probative value as paper documents.

e Location: The register of employee information must be kept at the workplace. Labor laws
and regulations do not specify storage locations for other types of employee information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: The statute of limitations for employment-related legal claims is 2 years
from the cause of action.
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SAINT KITTS AND NEVIS

Official name: Federation of Saint Christopher and Nevis
Official language(s): English
Type of government: Federated

e Content: Employers must provide each employee with a written statement of the terms and
conditions of employment, including the employee’s name, address, starting date, job title,
description of duties, working hours, leave entitlement, and remuneration. Employers must
keep a record of wages paid to individual employees, including the starting and termination
date of employment. Employers must keep records of the remuneration, periods of
employment, and paid holidays for each employee. According to data protection law,
personal information in employment records must be relevant to and necessary for the
purpose for which the information is created or collected. Excessive collection of personal
information is prohibited.

e Retention: Records of periods of employment, remuneration, and paid holidays must be kept
for 3 years. According to data protection law, personal information about employees must
not be retained longer than necessary for the purpose for which it was created or collected.
Employees can request deletion of personal information that is no longer needed for the
purpose for which it was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions. According to data protection law, employees have access to
personal information maintained about them. Disclosure of employee records that contain
personal information must be compatible with the purpose for which the information was
originally collected.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors and other government officials. According to data protection law, employees have
access to personal information maintained about them. Disclosure of employee records that
contain personal information must be compatible with the purpose for which the information
was originally collected.
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e Labor Disputes: The statute of limitations for legal actions based on a simple contract or tort
is 6 years from the cause of action. The limitation period for claims related to severance
payments is 6 months from the cause of action.
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SAINT LUCIA

Official name: Saint Lucia
Official language(s): English
Type of government: Unitary

e Content: Employment contracts must specify the employee’s name, term of employment if
other than indefinite, remuneration, working hours, rest periods, and leave entitlement.
Employers must maintain records to confirm compliance with minim wage requirements.
Employers must keep records of vacation leave, periods of employment, and remuneration
for every employee. Employers must keep records of each female employee, including the
starting date, working hours, remuneration, date and duration of maternity leave taken, and
maternity pay received. Employers must keep a register of all underage employees, including
the name, address, date of birth, and starting and ending dates of employment. According to
data protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: Records of employees’ wages must be retained for 6 years. Labor laws and
regulations do not specify retention periods for other employee records. According to data
protection law, personal information about employees must not be retained longer than
necessary for the purpose for which it was created or collected. Employees can request
deletion of personal information that is no longer needed for the purpose for which it was
collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors or other government officials. According to data protection law, employees have
access to personal information maintained about them. Disclosure of employee records that
contain personal information must be compatible with the purpose for which the information
was originally collected.
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e Labor Disputes: The statute of limitations for wages of employees hired for a period of 1
year or longer is 3 years from the cause of action. The limitation period for employment
complaints submitted to the labor tribunal is 1 year from the cause of action.
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SAINT VINCENT AND THE GRENADINES

Official name: Saint Vincent and the Grenadines
Official language(s): English
Type of government: Unitary

e Content: Employers must provide each employee with a written statement of the terms and
conditions of employment, including the working hours, rest periods, duties to be performed,
leave entitlement, and remuneration. Employers must keep an accurate record of the date of
employment for each employee and, where applicable, the date of commencement of
employment with a previous employer. Employers of both men and women must keep wage
sheets or other records of remuneration to demonstrate compliance with equal pay
requirements. Shop owners must keep records of the daily working hours of each employee.

e Retention: Employers must retain wage sheets or other records of remuneration for the
preceding 6 years. Labor laws and regulations do not specify retention periods for other
employee records.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employees have access to the employer’s records about their own date of
employment. Labor laws and regulations do not specify requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: Labor laws and regulations do not specify limitation periods for
employment-related claims. The general statute of limitations for legal proceedings is 6 years
from the cause of action for contract claims and 3 years from the cause of action for tort
claims.
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SAMOA

Official name: Independent State of Samoa
Official language(s): English, Samoan
Type of government: Unitary

e Content: Employment contracts must specify the employee’s name, occupation, work
location, working hours, rest periods, duties, leave entitlement, and remuneration, including
overtime compensation. Employers must keep copies of employment contracts. Employers
must keep records of employees, including the age, gender, citizenship, most recent
qualification and employment, type of work performed, weekly working hours and earnings,
overtime hours, deductions from wages, leave entitlement, remuneration, and attendance
records. Apprenticeship contracts must include the apprentice’s duties, work location,
working hours, leave entitlement, duration, remuneration. Employers must keep copies of
apprenticeship contracts and records about the progress of each apprentice.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors and government officials. Employees can request access to records maintained
about them. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: Labor laws and regulations do not specify limitation periods for
employment-related claims. The general statute of limitations is 6 years from the cause of
action for claims based on a contract or tort.



220

SAN MARINO

Official name: Republic of San Marino
Official language(s): Italian
Type of government: Unitary

e Content: Employers must keep records of wages, salaries, and compensation paid to
employees. Collection of computerized data about employees is only permitted with their
permission or when authorized by laws and regulations. Collection of computerized data
about an employee’s private life is prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
Employees have the right to request destruction of obsolete personal data in computerized
form.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Labor laws and regulations do not specify requirements or
restrictions for access to or disclosure of employee records.

e Labor Disputes: Labor laws and regulations do not specify limitation periods for
employment disputes. The general statute of limitations for civil litigation is 20 years from
the cause of action.
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SAO TOME AND PRINCIPE

Official name: Democratic Republic of Sao Tome and Principe
Official language(s): Portuguese
Type of government: Unitary

e Content: Employment contracts must include the work location, working hours, type of
work to be performed, starting and termination dates, leave entitlement, and remuneration.
Employers must keep an up-to-date personnel register, including each employee’s name, date
of birth, starting date, job category, promotions, remuneration, and dates of vacations and
absences. Employers must keep a record of overtime hours and workers assigned to night
shifts. Employers must keep records of disciplinary sanctions applied to individual
employees. Employers cannot require employees to provide information about their private
lives except where relevant for employment. According to data protection law, personal
information in employment records must be relevant to and necessary for the purpose for
which the information is created or collected. Excessive collection of personal information is
prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

e Format: Labor laws and regulations do not specify format requirements or restrictions for
employment records.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.

e Labor Disputes: The statute of limitations for employment related claims is 5 years from the
cause of action or 2 years following termination of employment. For claims related to leave
entitlement, the limitation period is 1 year from the cause of action.
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SAUDI ARABIA

Official name: Kingdom of Saudi Arabia
Official language(s): Arabic
Type of government: Unitary

Content: Employment contracts must include the employee’s name, nationality, work
location, starting date, and remuneration. Employers must keep copies of employment
contracts. Employers must keep records and rosters that include each employee’s name,
identification number, nationality, occupation or trade, date of birth or age, residence, family
status, starting date, remuneration, disciplinary actions, working hours, overtime, leave
entitlements, and the termination date and reason. Employers must keep records that indicate
when employees enter and leave the workplace. Employers must keep a register of underage
employees including the name, age, residence, guardian’s name, and starting date. Employers
must keep a record showing the names of Saudi workers who have replaced non-Saudis.
Employers must keep records of disciplinary actions and fines imposed on workers.
Employment contracts of seamen must be entered in the vessel’s records. Marine
employment contracts must include the seaman’s name, duties, certification for sea
navigation, wages, and duration of the contract.

Retention: Labor laws and regulations do not specify retention periods for employee records.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: Employment records must be maintained in the workplace.

Access and Disclosure: Employment records must be available for examination by labor
inspectors and other government officials. Labor laws and regulations do not specify other
requirements or restrictions for access to or disclosure of employee records.

Labor Disputes: The limitation period for disputes involving violations of labor law is 12
months from the cause of action. For disputes related to employment contracts, the limitation
period is 12 months following termination of the employment relationship.
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SENEGAL

Official name: Republic of Senegal
Official language(s): French
Type of government: Unitary

e Content: Employers must maintain a register, known as the “employer’s register,” which
contains information about employees, including work performed, remuneration, and
holidays. Employers must keep a register of wage paid to individual employees. According
to data protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: The employer’s register must be retained for 5 years from the date of last entry.
The register of wages paid must be kept for the same retention period as accounting records,
which is 10 years. According to data protection law, personal information about employees
must not be retained longer than necessary for the purpose for which it was created or
collected. Employees can request deletion of personal information that is no longer needed
for the purpose for which it was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: The employer’s register and the register of wages paid must be kept at the
employer’s place of business. According to data protection law, international transfer of
employee records that contain personal information is limited to countries with an adequate
level of data protection, subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The statute of limitations for claims related to unpaid wages is 5 years from
the cause of action. The limitation period for claims related to unpaid leave, travel, or
transport is 2 years from termination of employment.
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SERBIA

Official name: Republic of Serbia
Official language(s): Serbian
Type of government: Unitary

e Content: Employment contracts must include the employee’s name, residence, education,
type of work to be performed, type of contract and duration, starting date, working hours, and
remuneration. Employers must keep monthly records of wages paid to individual employees,
including deductions from earnings. Employers must keep daily records of overtime hours by
individual employees. According to data protection law, personal information in employment
records must be relevant to and necessary for the purpose for which the information is
created or collected. Excessive collection of personal information is prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods and their integrity is assured. Electronic records to be kept
longer than 5 years must be in a format suitable for long-term storage. Electronic documents
with qualified electronic signatures have the same legal status as paper records with
handwritten signatures. The probative value of an electronic document cannot be challenged
solely because it is in electronic form.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employees have access to documents that contain personal information about
them. Disclosure of personal information to a third party is prohibited except as required by
law or necessary to prove rights and obligations arising from the employment relationship.

e Labor Disputes: The statute of limitations for employment-related monetary claims is 3
years from the cause of action.
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SEYCHELLES

Official name: Republic of Seychelles
Official language(s): English, French, Seychellois Creole
Type of government: Unitary

e Content: Employment contracts must include the employee’s name, nature of employment,
type of contract, work location, working hours, overtime requirements, and remuneration.
Employers must keep copies of employment contracts. Employers must keep a register of
individual employees, including the name, date of birth, identification number, address,
occupation, qualifications attained during employment, starting date, remuneration, and
disciplinary actions. Employers must keep a record card for each employee in a prescribed
form that includes the employee’s personal details, education, employment history,
conditions of employment, disciplinary actions, and leave taken. According to data protection
law, which was passed but not in force at the time of this writing, personal information in
employment records must be relevant to and necessary for the purpose for which the
information is created or collected. Excessive collection of personal information is
prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors or other government officials. According to data protection law, employees have
access to personal information maintained about them. Disclosure of employee records that
contain personal information must be compatible with the purpose for which the information
was originally collected.
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e Labor Disputes: Labor laws and regulations do not specify limitation periods for
employment disputes. The general statute of limitations for civil litigation is 5 years from the
cause of action.
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SIERRA LEONE

Official name: Republic of Sierra Leone
Official language(s): English
Type of government: Unitary

e Content: Employment contracts must specify the nature of the work and remuneration.
Employers must keep copies of employment contracts.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: Labor laws and regulations do not specify limitation periods for
employment complaints. The general statute of limitations for civil litigation is 6 years from
the cause of action.
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SINGAPORE

Official name: Republic of Singapore
Official language(s): English, Malay, Mandarin, Tamil
Type of government: Unitary

e Content: Employers must maintain records for individual employees, including the
employee’s name, address, date of birth, gender, identification number, starting and final date
of employment, hours worked each day, leave taken, wages paid, overtime hours and
payments, deductions from wages, and net pay for each salary period. Employers must give
each employee a written statement of the terms and conditions of employment, including the
job title, duties, starting date, working hours, leave entitlement, and remuneration.
Employers must keep a register of deductions from employees’ wages for damages or loss.
Employers must provide the Commissioner of Labour with information about underage
employees, including the name, gender, date of birth, job title, starting date, job description,
and remuneration. According to data protection law, personal information in employment
records must be relevant to and necessary for the purpose for which the information is
created or collected. Excessive collection of personal information is prohibited.

e Retention: Records that contain an employee’s name, address, and other personal
information as well as the starting and termination date of employment must be retained for 1
year after the last day of employment. Other information in employee records must be
retained for 2 years after the entry is made or, if employment ends, 1 year after the last day of
employment. According to data protection law, personal information about employees must
not be retained longer than necessary for the purpose for which it was created or collected.
Employees can request deletion of personal information that is no longer needed for the
purpose for which it was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors and other government officials. According to data protection law, employees have
access to personal information maintained about them. Disclosure of employee records that
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contain personal information must be compatible with the purpose for which the information
was originally collected.

Labor Disputes: The limitation period for employment claims submitted to the
Commissioner for Labour for mediation is 1 year from the cause of action or 6 months from
termination of the employment relationship. Appeals to the High Court must be made within
7 days after the order being appealed was made. The general statute of limitations for legal
claims based on a contract or tort is 6 years from the cause of action.
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SLOVAKIA

Official name: Slovak Republic
Official language(s): Slovak
Type of government: Unitary

e Content: Employers in EU member states must inform employees in a written statement or
otherwise about the terms and conditions of employment, including the work location, job
classification, type of work to be performed, starting date, work pattern, leave entitlement,
remuneration, and procedure for terminating the employment relationship. Employment
contracts must specify the type of work to be performed, the work location, the starting date,
and the remuneration. Employers must keep records of the hours worked by individual
employees, including overtime hours, night work, and on-call time. Employers must keep
records of juvenile employees, including date of birth. Employers are required to issue an
employment performance report when requested by an employee. According to data
protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected. According to EU regulations, records of hours worked by employees involved
in driving and other activities related to the transport of passengers or goods by road must be
retained for 2 years.

e Format: Laws and regulations do not specify format requirements for employee records.
Electronic records with a qualified electronic signature have the same probative value as
paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors or other government officials. Employees can inspect their personnel files and
make extracts, transcripts, or photocopies from it. According to data protection law,
employees have access to personal information maintained about them. Disclosure of
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employee records that contain personal information must be compatible with the purpose for
which the information was originally collected.

Labor Disputes: The limitation period for claims related to unfair dismissal is 2 months from
termination of employment. The general statute of limitations for civil litigation is 3 years
from the cause of action.
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SLOVENIA

Official name: Republic of Slovenia
Official language(s): Slovene
Type of government: Unitary

Content: Employers in EU member states must inform employees in a written statement or
otherwise about the terms and conditions of employment, including the work location, job
classification, type of work to be performed, starting date, work pattern, leave entitlement,
remuneration, and procedure for terminating the employment relationship. Employers must
keep records on each employee, including the name, date of birth, place of birth,
identification number, citizenship, address, education, disability status, partial retirement
status, supplementary work performed for another employer, work permit number, date and
type of employment contract, job title or type of work to be performed, working hours per
week, work location, and date of termination. Employers must keep records on hours worked
per pay period, including overtime, and gross and net wages paid to individual employees.
Employers must provide employees with a written statement of wages for each pay period
and at the end of the calendar year. According to data protection law, personal information in
employment records must be relevant to and necessary for the purpose for which the
information is created or collected. Excessive collection of personal information is
prohibited.

Retention: Employee information, including records of working hours and wages, must be
retained permanently. If a company goes out of business, these records must be transferred to
the company’s legal successor or, if there is no successor, to the Archives of the Republic of
Slovenia. According to data protection law, personal information about employees must not
be retained longer than necessary for the purpose for which it was created or collected.
Employees can request deletion of personal information that is no longer needed for the
purpose for which it was collected. According to EU regulations, records of hours worked by
employees involved in driving and other activities related to the transport of passengers or
goods by road must be retained for 2 years.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records with a qualified electronic signature have the same probative
value as paper documents with handwritten signatures.

Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
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contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

Access and Disclosure: Employment records must be available for examination by
competent authorities on request. According to data protection law, employees have access to
personal information maintained about them. Disclosure of employee records that contain
personal information must be compatible with the purpose for which the information was
originally collected.

Labor Disputes: The limitation period for submission to a labor court of disputes related to
violations of labor laws, including unfair dismissal, is 30 days after a claim submitted to an
employer or handled through mediation remains unresolved.
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SOLOMON ISLANDS

Official name: Solomon Islands
Official language(s): English
Type of government: Unitary

Content: Employment contracts must specify the employee’s name, starting date, working
hours, leave entitlement, disciplinary procedures, housing allowance, and remuneration. The
terms of employment must either be given to an employee in writing or made available in
written form in a place that is reasonably accessible to the employee. Employers must keep
records of employees, including the terms and conditions of employment. Employers must
keep a register or check roll that includes each employee’s name, home address, place of
recruitment, nature of employment, rate of wages, payments, deductions, and bonuses.
Employers must keep records of time worked and remuneration paid to apprentices.
Employers must keep copies of apprenticeship contracts. Employers must keep records of
underage employees, including the name, date of birth, and starting and termination dates.

Retention: Records about apprentices must be retained for 3 years from the date of last entry.
Labor laws and regulations do not specify retention periods for other employee records.

Format: Labor laws and regulations do not specify format requirements or restrictions for
employee records.

Location: Labor laws and regulations do not specify storage locations for employee
information.

Access and Disclosure: Employment records must be available for examination by labor
inspectors or other government officials. Individual employees have access to information
maintained about them. Labor laws and regulations do not specify other requirements or
restrictions for access to or disclosure of employee records.

Labor Disputes: The limitation period for claims related to unfair dismissal is 3 months from
the date of dismissal. The limitation period for redundancy payment is 2 years from the date
an employment submitted a claim in writing to the employer or the Trade Disputes Panel.
The limitation period for claims related to minimum wage payments is 2 years from the
cause of action.
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SOMALIA

Official name: Federal Republic of Somalia
Official language(s): Somali, Arabic
Type of government: Federated

e Content: Employment contracts must include the employee’s name, age, gender, address, job
description, starting date, working hours, work location, leave entitlement, and remuneration.
Apprenticeship contracts must include the employee’s name, age, civil status, nationality,
occupation, services to be provided, duration, and remuneration. Employers must maintain
written contracts, warning letters, statements of statutory deductions, letters of dismissal,
termination notices, and particulars of maternity and sick leave for each employee.
Employees must keep a register of underage employees, including the age and date of birth,
starting date, and termination date. Employers must keep a record or register of the earnings
of individual employees.

e Retention: The register of employees’ earnings must be retained for 6 years from the date of
last entry. Other employee records must be retained for 36 months.

e Format: Labor laws and regulations do not specify format requirements or restrictions for
employee records.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: The parties involved must attempt to resolve an employment dispute
through conciliation before it is referred to the labor court. Labor laws and regulations do not
specify statutes of limitations for employment claims.
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SOUTH AFRICA

Official name: Republic of South Africa
Official language(s): English, Afrikaans, Setswana, others
Type of government: Unitary

Content: Employers must give each employee a written statement of the terms and
conditions of employment, including the work location, starting date, working hours, wage
rate, overtime rate, leave entitlement, and a list of documents that form part of the
employment contract with an indication of a reasonably accessible place where copies of
each document can be obtained. Employers must keep records for each employee, including
the name and occupation, time worked, date of birth (if under 18 years of age), and
remuneration paid. Employers must keep required for compliance with a collective
agreement, arbitration award, or minimum wage laws. Employers should keep disciplinary
records for that specify the disciplinary transgressions and corrective actions for each
employee. Employers must give each employee a written record of wages, deductions,
overtime hours, and holiday hours for each pay period. According to data protection law,
personal information in employment records must be relevant to and necessary for the
purpose for which the information is created or collected. Excessive collection of personal
information is prohibited.

Retention: Employment records must be kept in original or reproduced form for 3 years
from the date of the event or the end of the period to which they relate. The written statement
of terms and conditions of employment given to each employee must be retained by the
employer for 3 years after termination of the employment relationship. According to data
protection law, personal information about employees must not be retained longer than
necessary for the purpose for which it was created or collected. Employees can request
deletion of personal information that is no longer needed for the purpose for which it was
collected.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.
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e Access and Disclosure: Employment records must be available for examination by labor
inspectors, other government officials, or bargaining councils. Employees have the right to
inspect their employment records. According to data protection law, employees have access
to personal information maintained about them. Disclosure of employee records that contain
personal information must be compatible with the purpose for which the information was

originally collected.

e Labor Disputes: The limitation period for employment-related monetary claims is 1 year
from the cause of action. The general statute of limitations for civil litigation is 3 years from
the cause of action.
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SOUTH KOREA

Official name: Republic of Korea
Official language(s): Korean
Type of government: Unitary

Content: Employment contracts must state an employee’s working hours, remuneration,
holidays, and annual paid leave. Employers must maintain an up to date register of workers
by workplace, including each employee’s name, birth date, personal history, termination date
and reason, and other information. Employers must maintain a certificate of family
relationships for underage employees, verifying the employee’s age and written consent of
the parent or guardian. Employers must maintain a wage ledger for each workplace,
including each employee’s name, resident registration number, date of employment, assigned
job, working days and hours, basic pay, deductions, and amount of wages paid to individual
employees. According to data protection law, personal information in employment records
must be relevant to and necessary for the purpose for which the information is created or
collected. Excessive collection of personal information is prohibited.

Retention: The wage ledger must be retained for 3 years from the date of last entry. Other
important records related to employees must be retained for 3 years from termination of the
employment relationship. Such records include employment contracts, entries in the register
of employees, family relationship certificates, and documents pertaining to calculation of
wages and payment methods, termination or employment, leaves of absence, promotion, or
demotion. For records related to underage employees, the 3-year period begins when the
employee attains age 18. For other important records, the 3-year period begins with the date
the record was completed. According to data protection law, personal information about
employees must not be retained longer than necessary for the purpose for which it was
created or collected.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: Records for underage employees must be kept at the employer’s workplace. Labor
laws and regulations do not specify storage locations for other employee information.
According to data protection law, international transfer of employee records that contain
personal information is limited to countries with an adequate level of data protection, subject
to specified exceptions.
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Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

Labor Disputes: The limitation period for an employee’s complaint submitted to the Labor
Relations Commission regarding unfair dismissal is 3 months from the cause of action. The
limitation period for claims related to unpaid wages is 3 years from the cause of action.
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SOUTH SUDAN

Official name: Republic of South Sudan
Official language(s): English
Type of government: Federated

e Content: Employers must provide each employee with a written statement of the terms and
conditions of employment or with an employment contract with equivalent content. An
employment contract or written statement must include the employee’s name, place of origin,
work location, type of work to be performed, duration of employment, and remuneration.
Employers must keep copies of the written statements or employment contracts. Employers
must maintain a register of wages and salaries paid to individual employees.

e Retention: Employment contracts or written statements of the terms and conditions of
employment provided to a given employee must be retained for 3 years following
termination of the employment relationship.

e Format: Labor laws and regulations do not specify format requirements or restrictions for
employment records.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: The limitation period for claims related to wages or other entitlements is 2
years after termination of the employment contract.
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SPAIN

Official name: Kingdom of Spain
Official language(s): Spanish
Type of government: Unitary

Content: Employers in EU member states must inform employees in a written statement or
otherwise about the terms and conditions of employment, including the work location, job
classification, type of work to be performed, starting date, work pattern, leave entitlement,
remuneration, and procedure for terminating the employment relationship. Employment
contracts must include the employee’s starting date, work location, job category, working hours,
leave entitlement, and remuneration. Employers must maintain signed receipts for wages paid to
individual employees. Employers must keep daily records and monthly totals of the working
hours of individual employees.

e Retention: Employers must retain signed receipts for wages for 5 years. Records of hours
worked by individual employees must be kept for 4 years. According to data protection law,
personal information about employees must not be retained longer than necessary for the
purpose for which it was created or collected. Employees can request deletion of personal
information that is no longer needed for the purpose for which it was collected. According to
EU regulations, records of hours worked by employees involved in driving and other
activities related to the transport of passengers or goods by road must be retained for 2 years.

e Format: Electronic records made available to labor inspectors must be readable. Electronic
records can satisfy requirements that contracts or other information be in writing. Electronic
records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors or other government officials. According to data protection law, employees have
access to personal information maintained about them. Disclosure of employee records that
contain personal information must be compatible with the purpose for which the information
was originally collected.

e Labor Disputes: The limitation period for complaints related to employment contracts is 1
years from termination of the contract. The limitation period for complaints related to
violation of labor laws is 3 years from the cause of action.
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SRI LANKA

Official name: Democratic Socialist Republic of Sri Lanka
Official language(s): Sinhala, Tamil
Type of government: Unitary

e Content: Employers must keep records of wages paid to employees in each wage period,
including the employee’s name, gender, type of work performed, number of hours worked,
number of overtime hours, holidays or leave allowed or taken, maternity benefits paid, wages
paid, deductions from wages, and the date of payment. Employers must maintain a register of
women workers, including the employee’s name, starting date, and termination date.
Employers must keep a notice book relating to payment of maternity benefits to women
workers.

e Retention: Registers and records that contain information about employees must be retained
for 4 years from the last day of the pay period to which they pertain.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Registers and records that contain information about employees must be kept on
the premises where business is carried out.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors and other government officials. Employers must give employees access to their
wage records.

e Labor Disputes: The limitation period for unpaid wages or other monetary claims related to
employment matters is 2 years from the cause of action. The limitation period for claims
related to termination of employment is 6 months from the date of termination.
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SUDAN

Official name: Republic of Sudan
Official language(s): Arabic, English
Type of government: Unitary

e Content: Employers must keep a file on every employee. The file must state the conditions
of the employment contract, including wages, deductions, and leave entitlement and dates.
Employment contracts must include the employee’s name, address, date of birth, country of
origin, type of work to be performed, starting date, education, remuneration, and termination
date. Employers must keep copies of employment contracts.

e Retention: Employee files must be retained for 1 year after termination of the worker’s
employment contract.

e Format: Electronic records have the same legal status and probative value as paper records
provided they are accessible, that their integrity is maintained, and that information is
preserved about their origination, reception, and date and time of transmission or receipt.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: The limitation period for civil litigation related to employment contracts is 1
year from termination of the contract.
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SURINAME

Official name: Republic of Suriname
Official language(s): Dutch
Type of government: Unitary

e Content: Employers must keep a list of employees that includes each employee’s name, date
of birth, and gender. Employers must keep a vacation register that includes each employee’s
name, date of birth, starting and termination date of employment, dates when holidays were
taken, and vacation allowances that have been paid. Employers must provide employees with
a written statement of gross wages paid and deductions made to confirm that the payment
complies with minimum wage requirements. Employers are required to collect and submit
information about each employee to government authorities, including the name, nationality,
date of birth, family composition, address, starting and termination dates of employment, the
type of work performed, and remuneration. According to a draft data protection law, personal
information in employment records must be relevant to and necessary for the purpose for
which the information is created or collected. Excessive collection of personal information is
prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to a draft data protection law, personal information about employees must not be
retained longer than necessary for the purpose for which it was created or collected.
Employees can request deletion of personal information that is no longer needed for the
purpose for which it was collected.

e Format: According to a draft law, electronic records can satisfy retention requirements
provided they remain readable throughout their retention periods, their integrity is assured,
they are saved in the form in which they were sent or received, and information about the
date they were sent or received is preserved. Electronic records have the same probative
value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to a draft data protection law, international transfer of employee
records that contain personal information is limited to countries with an adequate level of
data protection, subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to a draft data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.
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e Labor Disputes: The statute of limitations for monetary claims related to employment is 1
year from the cause of action for employees who are paid more frequently than once per
quarter and 2 years from the cause of action for other employees.
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SWAZILAND

Official name: Kingdom of Eswatini
Official language(s): English, Swazi
Type of government: Federated

Content: Employers must provide each employee with a written statement of the terms and
conditions of employment using a prescribed form that includes the employee’s name,
starting date, working hours, description of duties, leave entitlement, and remuneration.
Employers must keep copies of the written statements. Employers must keep a record of each
employee, including the name, address, date of birth, starting and termination dates, dates of
leave taken, and dates when written warnings were issued. Employers must keep copies of
foreign contracts of employment. Employers must keep a register of underage employees,
including the same information required for adult employees plus the dates and results of
medical examinations. Employers must keep a wage register including each employee’s
name, occupation, wage rate, pay period, regular and overtime hours, gross wages,
deductions, and net wages. Employers must keep records of annual holidays taken by each
employee, including the employee’s name, amount paid for the annual holiday, starting date,
and termination date.

Retention: Employee records must be retained for 3 years from the last date of entry.

Format: Employment records must be in ink or typewritten. Labor laws and regulations do
not specify other format requirements or restrictions for employment records.

Location: Labor laws and regulations do not specify storage locations for employee
information.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

Labor Disputes: Labor laws and regulations do not specify statutes of limitations for
employment disputes.
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SWEDEN

Official name: Kingdom of Sweden
Official language(s): Swedish
Type of government: Unitary

e Content: Employers in EU member states must inform employees in a written statement or
otherwise about the terms and conditions of employment, including the work location, job
classification, type of work to be performed, starting date, work pattern, leave entitlement,
remuneration, and procedure for terminating the employment relationship. Employers must
keep records of hours that an employee is on call and hours of overtime or additional time
worked, including the employee’s name, identification number, and work location.
According to data protection law, personal information in employment records must be
relevant to and necessary for the purpose for which the information is created or collected.
Excessive collection of personal information is prohibited.

e Retention: Records of on-call and overtime work must be retained for the calendar year to
which they pertain plus 2 additional years. Labor laws and regulations do not specify
retention periods for other employee records. According to data protection law, personal
information about employees must not be retained longer than necessary for the purpose for
which it was created or collected. Employees can request deletion of personal information
that is no longer needed for the purpose for which it was collected.

e Format: Laws and regulations do not specify format requirements or restrictions for
employment records. Electronic documents with qualified signatures have the same legal
status as paper records with handwritten signatures.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employees have access to records about the hours they have worked.
According to data protection law, employees have access to personal information maintained
about them. Disclosure of employee records that contain personal information must be
compatible with the purpose for which the information was originally collected.

e Labor Disputes: The limitation period for proceedings to invalidate a notice of termination
of employment is 2 weeks after notice of termination was given, or summary dismissal has
occurred. If the terminated employee has not been informed of the procedure, the limitation
period is 1 month after termination of employment. The limitation period for claims based on
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a contract violation is 1 month after termination of employment. The limitation period for
claims related to holiday pay is 2 years from the end of the annual leave year to which the
claim pertains.
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SWITZERLAND

Official name: Swiss Confederation
Official language(s): German, French, Italian, Romansh
Type of government: Federated

e Content: Employers must provide employees with a written statement of the starting date of
an employment contract, the work to be performed, the length of the working week, and
remuneration. Employers may handle data concerning an employee only to the extent that
such data relates to the employee’s suitability for his job or is necessary for the performance
of the employment contract. Personnel files should be limited to documents that are essential
for performance of the employee’s work. Examples include references, test results,
employment contracts, information about wages and insurance, job assessments, disciplinary
actions, correspondence between the employer and employee, and medical certificates.

e Retention: Employers must review personnel files at 2-year intervals and remove any
unnecessary records. Retention of personnel records following termination of employment
must be limited to information that is legally required or that is retained in the interest of the
employee. Records of former employees should be destroyed as soon as they are no longer
needed—in most cases within 5 years following termination of employment. In exceptional
cases, personnel records may be retained for 10 years following termination of employment.
Employees can request deletion of inaccurate or unverifiable information about them.

e Format: Labor laws and regulations do not specify format requirements or restrictions for
employment records. Electronic documents with qualified signatures have the same legal
status as paper records with handwritten signatures.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employees have access to information maintained about them except
for notes of created by an employer for personal purposes and that are not disclosed to third
parties. Unofficial parallel personnel files that contain confidential information that is not
available to the data subject are prohibited. Disclosure of an employee’s personal data to
third parties requires consent of the employee.

e Labor Disputes: The statute of limitations for employment-related claims is 5 years from the
cause of action. An employee seeking compensation for an unlawful termination notice must
subject a written objection to the notice in writing before the end of the notice period. If
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agreement cannot be reached, the employee’s claim must be submitted to the court within
180 days following termination of the employment relationship.
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SYRIA

Official name: Syrian Arab Republic
Official language(s): Arabic
Type of government: Unitary

Content: Employers must keep records of the terms and conditions of employment.
Employers must keep records of fines imposed on individual workers, including the reason
for the fine. Employers must maintain a staff register. Employment contracts must include
the employee’s name, workplace, duties, working hours, leave entitlements, and
remuneration. Employers must keep copies of employment, apprenticeship, and vocational
training contracts. Employers must keep a personnel file for each worker including the
employee’s name, nationality, age, residence, education, occupation, marital status, starting
date, remuneration, leaves taken, termination date, and the reason for termination. Personnel
files must also include investigation reports, disciplinary actions, and reports of line
managers. Personnel files of underage employees must include a civil status record, health
certificate, written consent of the parent or guardian, and information about the employee’s
place of residence, date of employment, job duties, remuneration, and leave entitlement.
Employers must keep records of workers with disabilities, including vocational rehabilitation
certificates. Employers must keep a register or system that records employees’ entry and exit
to and from mines and quarries.

Retention: Employees’ personnel files must be retained for at least one year after termination
of the employment contract.

Format: Labor laws and regulations do not specify format requirements or restrictions for
employment records.

Location: Labor laws and regulations do not specify storage locations for employee
information.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. Access to personnel files must be limited to legally authorized persons.

Labor Disputes: The limitation period for mediation of claims of unfair dismissal is 10 days
after receipt of a dismissal notice. The statute of limitations for monetary claims related to
employment is 1 year from the cause of action.
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TAIWAN

Official name: Republic of China
Official language(s): None
Type of government: Unitary

Content: Employers must maintain a worker record card for each employee, including the
employee’s name, address, gender, date of birth, ancestral origin, educational background,
wages, starting date, merits, and demerits. Employment contracts must specify the location of
work, working hours, type of work to be performed, rest days, leave entitlement, wage
payments, and disciplinary procedures. Employers must keep copies of employment
contracts. Employers must keep a payroll roster indicating wages payable, items of wage
computation, the total sum of wage payments the dates of annual leave and the amount of
paid leave for each employee. Employers must maintain records of individual employees’
daily attendance to the minute. Employers must keep wage/salary tables for certain foreign
workers as well as information about the total amount of wage/salary paid, the payment
method, items of expense incurred, and items directly deducted from wages. Employees must
keep copies of labor contracts for foreign workers as well as verified affidavits regarding
expenses incurred for entry into the country. Employers must keep the originals of all
application documents for foreign workers. According to data protection law, personal
information in employment records must be relevant to and necessary for the purpose for
which the information is created or collected. Excessive collection of personal information is
prohibited.

Retention: Employers must retain a worker record card for 5 years following termination of
the employee to whom the card pertains. Employers must retain payroll rosters for 5 years.
Employers must retain employee attendance records for 1 year. No retention period is
specified for records related to foreign workers, but the workers are advised to keep their
copies for 5 years. Employers must retain originals of application documents for foreign
workers for 5 years. No retention period is specified for records of foreign workers’ wages,
but foreign workers are advised to keep their copies for 5 years. According to data protection
law, personal information about employees must not be retained longer than necessary for the
purpose for which it was created or collected.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
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contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employees can request copies of their attendance records.

Labor Disputes: Employment disputes should be mediated before litigation. The limitation
period for monetary claims related to employment is 5 years from the cause of action. The
limitation period for damages resulting from gender discrimination is 2 years from the time

that an employee became aware of the damage but not later than 10 years from the cause of
action.
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TAJIKISTAN

Official name: Republic of Tajikistan
Official language(s): Tajik
Type of government: Unitary

e Content: Employment contracts must include the employee’s name, address, identification
number, starting date, job title, working hours, rest time, remuneration, and contract duration.
Employers must keep copies of employment contracts. Employers must accurately calculate
the working time of employees, including overtime hours, night work, weekend work, and
holiday work. Employers must keep records of the working time and rest time of part-time
workers. Employers are prohibited from collecting information about an employee’s
religious or political opinions or personal life. According to data protection law, personal
information in employment records must be relevant to and necessary for the purpose for
which the information is created or collected. Excessive collection of personal information is
prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
Employees have the right to request deletion of personal information that was collected or
processed in violation of labor laws and regulations. According to data protection law,
personal information about employees must not be retained longer than necessary for the
purpose for which it was created or collected.

e Format: Electronic records have the same legal status and probative value as paper records.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The limitation period for submission to the reconciliation commission for
employment claims involving violation of labor laws and regulations is 3 months from the
cause of action. For litigation, the limitation period for wrongful termination is 1 month after
the notification of termination of employment. For other labor disputes, the limitation period
is 3 years from the cause of action.
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TANZANIA

Official name: United Republic of Tanzania
Official language(s): English, Kiswahili
Type of government: Unitary

e Content: Every employer must provide each employee with a written statement of the
particulars of employment, including the employee’s name, age, address, gender, place of
recruitment, job description, starting date, type of contract, work location, working hours,
and remuneration. Employers must keep records of wages paid to employees. Every
employer must provide each employee with a written statement of the particulars of
remuneration for each pay period, including date of payment, employment or check number,
gross salary, statutory and other deductions, and net salary.

e Retention: Employers must retain the written statements of particulars of employment and
records of wages paid for 5 years after termination of employment.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors or other government officials. Labor laws and regulations do not specify other
requirements or restrictions for access to or disclosure of employee records.

e Labor Disputes: The time limit for submission to the Commission for Mediation and
Avrbitration regarding wrongful termination is 30 days from the termination of employment or
30 days from the date that the employer made a final decision to terminate. The time limit for
submission of other employment disputes is 60 days from the cause of action.
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THAILAND

Official name: Kingdom of Thailand
Official language(s): Thai
Type of government: Unitary

e Content: Employers must keep records for each employee, including the name, address,
gender, nationality, date of birth or age, starting date, position or duties, remuneration, and
date of termination of employment. Employers must keep records of working time and
payment of wages, including payment for overtime and holiday hours, for each employee.
According to data protection law, personal information in employment records must be
relevant to and necessary for the purpose for which the information is created or collected.
Excessive collection of personal information is prohibited.

e Retention: Employers must keep employee records for 2 years after termination of
employment. Records for working time and wages must be kept for 2 years from the date of
payment or until any disputes relating to payment of wages are resolved. According to data
protection law, personal information about employees must not be retained longer than
necessary for the purpose for which it was created or collected. Employees can request
deletion of personal information that is no longer needed for the purpose for which it was
collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Records for individual employees must be kept at the employer’s place of
business. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: Employment disputes are initially referred to a labor inspector for
investigation and determination. The limitation period for adjudication by a court of an
employment dispute is 30 days after a decision is rendered by a labor inspector. The statute
of limitations for litigation related to arears of salaries is 2 years from the cause of action.
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TIMOR-LESTE

Official name: Democratic Republic of Timor-Leste
Official language(s): Portuguese, Tetum
Type of government: Unitary

e Content: Employment contracts must include the employee’s name, position to be held,
employment category, work location, working hours, rest periods, remuneration, and starting
date. Employers must keep an up-to-date register of employees, including names, starting
dates, type of employment contract, position held, remuneration, vacations, and justified and
unjustified absences. Employers must keep records for each worker indicating the starting
and stopping time for overtime work.

e Retention: The register of employees must be retained permanently. Labor laws and
regulations do not specify retention periods for other employee records.

e Format: Labor laws and regulations do not specify format requirements or restrictions for
employment records.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: Labor disputes should be handled through mediation or arbitration before
they are submitted to the court. The Civil Code specifies a limitation period of 5 years from
the cause of action for claims related to periodic payments, but wages are not mentioned
specifically. The general statute of limitations is 20 years from the cause of action.
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TOGO

Official name: Togolese Republic
Official language(s): French
Type of government: Unitary

e Content: Employers must maintain a register, known as the employer’s register, which
contains information about employees, including work performed, remuneration, and
holidays. Employers must maintain a worker’s file for each employee. Employers must keep
records of wages paid to individual employees. According to data protection law, personal
information in employment records must be relevant to and necessary for the purpose for
which the information is created or collected. Excessive collection of personal information is
prohibited.

e Retention: The employer’s register must be retained for 5 years from the date of last entry.
Records of wages paid must be retained for the same retention period as accounting records,
which is 10 years. According to data protection law, personal information about employees
must not be retained longer than necessary for the purpose for which it was created or
collected. Employees can request deletion of personal information that is no longer needed
for the purpose for which it was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: The worker’s file must be kept in the place of employment. International transfer
of employee records that contain personally identifiable information is limited to countries
with an adequate level of data protection, subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The limitation period for employment claims related to employment
contracts or unpaid wages is 5 years from the cause of action.
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TONGA

Official name: Kingdom of Tonga
Official language(s): English, Tongan
Type of government: Unitary

Content: Employers must keep records of each employee’s name, address, date of birth,
type of work and duties, working hours, enumeration, overtime rate, and leave entitlement.
Employment agreements must include the employee’s name, workplace, working hours,
duties, remuneration, leave entitlement, duration of the agreement, and grievance and
disciplinary procedures. Employers must keep copies of employment agreements. Employers
must keep a register of underage employees, including the name, date of birth, gender,
occupation, employment status, working hours, school attendance, starting date,
remuneration, and termination date.

Retention: Employee records must be retained for the 5 preceding years.

Format: Labor laws and regulations do not specify format requirements or restrictions for
employment records.

Location: Labor laws and regulations do not specify storage locations for employee
information.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

Labor Disputes: The limitation period for raising an employment dispute is 21 days from the
cause of action or 21 days from the time that the aggrieved party became aware of the cause
of action. The time limit to submit the dispute for mediation by the ministry responsible for
labor is 21 days from failure of the parties involved to resolve the dispute. The limitation
period for submission of the dispute for adjudication by the Supreme Court of Tonga is 28
days from the date that mediation failed to resolve the dispute.
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TRINIDAD AND TOBAGO

Official name: Republic of Trinidad and Tobago
Official language(s): English
Type of government: Unitary

e Content: Employers must keep sufficient records about wages paid to individual employees
to demonstrate compliance with minimum wage requirements. Employers must keep records
about employees who are covered by maternity protection requirements. Employers must
keep a register of underage employees, including the name address and birth date. According
to data protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: Records of wages paid to individual employees must be retained for 3 years.
Records related to maternity protection requirements must be retained for 5 years. According
to data protection law, personal information about employees must not be retained longer
than necessary for the purpose for which it was created or collected. Employees can request
deletion of personal information that is no longer needed for the purpose for which it was
collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The limitation period for reporting employment-related disputes to the labor
ministry is 6 months from the cause of action. The labor ministry may refer unresolved
disputes to the industrial court. The time limit for complaints related to violation of industrial
relations laws is 3 months from the cause of action. The time limit for complaints related
employment discrimination is 6 months from the cause of action.
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TUNISIA

Official name: Republic of Tunisia
Official language(s): Arabic
Type of government: Unitary

Content: Employers must maintain records of wages paid to individual employees, including
the employee’s name, job or professional qualifications, working hours per pay period,
overtime hours, gross wages, deductions, net wages, and date of payment. Apprenticeship
contracts must include the name, nationality, date of birth, address, training to be provided,
duration, remuneration, and parental information for minor apprentices. Employers must
keep copies of apprenticeship contracts. Employers must keep a register of underage
employees, including the name, date of birth, type of work, working hours, rest periods,
certificate of employment, and medical examination results. Employers must keep a register
of part-time employees, including the name and date of birth. Employers must keep a register
that indicates each employee’s starting date, dates and duration of annual leave, and
payments for annual leave. Employers must maintain a register of foreign workers.
According to data protection law, personal information in employment records must be
relevant to and necessary for the purpose for which the information is created or collected.
Excessive collection of personal information is prohibited.

Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.
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e Labor Disputes: The limitation period for all employment-related claims is 1 year from the
end of the employment relationship.
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TURKEY

Official name: Republic of Turkey
Official language(s): Turkish
Type of government: Unitary

e Content: Employers must give employees an employment contract or written statement of
the terms and conditions of employment, including the working time, remuneration, time
intervals for pay periods, and conditions for termination of employment. Employers must
maintain a personnel file for each employee. The file must contain information about the
employee’s identity and all documents and records associated with employment. Employers
must maintain records of the hours worked by individual employees. Where wages are based
on a percentage, employers must maintain documentation showing how wages were
calculated. Employers must maintain a list of female employees who will work night shifts.
Employers must maintain records of paid leave taken by individual employees. According to
data protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: Records related to workers who are paid on a percentage basis must be retained
for 5 years. Labor laws and regulations do not specify retention periods for other employee
records. According to data protection law, personal information about employees must not be
retained longer than necessary for the purpose for which it was created or collected.
Employees can request deletion of personal information that is no longer needed for the
purpose for which it was collected.

e Format: Labor laws and regulations do not specify format requirements or restrictions for
employee records. An electronic document with a qualified electronic signature has the same
legal status as a paper record with a handwritten signature.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.
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Labor Disputes: The statute of limitations for monetary claims related to employment is 5
years from the cause of action. The limitation period for unfair dismissal is 1 month from
receipt of the notice of termination of employment. The limitation period for claims related
to summary dismissal of an employee for cause is 1 year from the alleged infraction.
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TURKMENISTAN

Official name: Turkmenistan
Official language(s): Turkmen
Type of government: Unitary

e Content: Employers must keep records of actual hours worked by individual employees,
including overtime hours. An employment contract with a foreign citizen must include the
employee’s duties, working hours, rest conditions, and remuneration. According to data
protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.

e Labor Disputes: The limitation period for labor disputes is 1 month from receipt of a notice
of termination for unfair dismissal. For other violations of labor law, the limitation period is
3 months from the cause of action or the date when the claimant learned of the cause of
action.
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TUVALU

Official name: Tuvalu
Official language(s): English, Tuvaluan
Type of government: Unitary

Content: Employment contracts must include the employee’s name, position, job classification,
type of contract, work location, working hours, remuneration, and leave entitlement. Employers
must maintain copies of employment contracts. Employers must maintain records for each
employee, including the name, date of birth, address, type of work, job classification, working
hours, wages, overtime worked and overtime pay, annual leave accrued and taken, and public
holidays taken and paid. Employers must maintain a register of underage employees, including
the name, date of birth, gender, occupation, working hours, school or training attendance,
remuneration, and starting date, and termination date. Employers must maintain a register or
check roll with individual employee’s names, place of recruitment, nature of employment, wages
earned, advances and deductions, net amount paid, and bonuses.

e Retention: Employee records must be retained for the preceding 6 years.

e Format: Labor laws and regulations do not specify format requirements or restrictions for
employee records.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: The limitation period for submission of an employment claim to the head of
the labor ministry for dispute resolution services is 3 months from the date when the claimant
became aware of the matter that gave rise to the dispute, provided the parties involved have
attempted to resolve the dispute at the workplace level.
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UGANDA

Official name: Republic of Uganda
Official language(s): English, Swahili
Type of government: Unitary

e Content: Employers must give every employee a written statement of the terms and
conditions of employment including the starting date, job title, work location, working hours,
remuneration, and leave entitlement. Employers must keep copies of the written statements.
Employers must give each employee an itemized pay statement, including wages and
deductions, for each pay period. Employers must keep records of disciplinary actions taken
and the reasons. Employers must keep payroll records for each employee, including the
name, nature of employment, wage rate, amount earned, deductions, and net amount due and
paid. Employers must keep a register of underage employees, including the name, parents’
names, birth date, gender, address, nature of the work, working hours, work location, school
attended, and remuneration. According to data protection law, personal information in
employment records must be relevant to and necessary for the purpose for which the
information is created or collected. Excessive collection of personal information is
prohibited.

e Retention: Labor laws and regulations do not specify retention periods for employee records.
According to data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.
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Labor Disputes: The limitation period for a claim of unfair termination of employment

submitted to a labor officer is 3 months from the date of termination. The limitation period
for a complaint related to summary dismissal submitted to a labor officer is 6 months from
the date of dismissal. The statute of limitations for employment claims founded on contract

or tort is 6 years from the cause of action.
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UKRAINE

Official name: Ukraine
Official language(s): Ukrainian
Type of government: Unitary

e Content: Employers must keep records of overtime hours worked by individual employees.
Employers must keep a register of underage employees, including the birth date. Employers
are prohibited from collecting information about an employee’s political affiliation or
nationality when concluding an employment contract. According to data protection law,
personal information in employment records must be relevant to and necessary for the
purpose for which the information is created or collected. Excessive collection of personal
information is prohibited.

e Retention: Personnel records must be retained for 75 years, including records related to
wages and promotions, employment contracts and job descriptions, payroll records, and
personnel files of former employees. According to data protection law, personal information
about employees must not be retained longer than necessary for the purpose for which it was
created or collected. Employees can request deletion of personal information that is no longer
needed for the purpose for which it was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Labor laws and regulations do not specify requirements or
restrictions for access to or disclosure of employee records. According to data protection law,
employees have access to personal information maintained about them. Disclosure of
employee records that contain personal information must be compatible with the purpose for
which the information was originally collected.

e Labor Disputes: The limitation period for claims to the Labor Disputes Commission
regarding violations of labor law is 3 months from the date when the claimant learned or
should have learned of the violation.
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UNITED ARAB EMIRATES

Official name: United Arab Emirates
Official language(s): Arabic
Type of government: Federated

Content: Employers must keep a file for each employee, including the name, profession, age,
nationality, place of residence, marital status, starting date, remuneration, disciplinary
penalties, and termination date and reason. The file must include a card that includes
information about annual leaves, sick leaves, and other leaves. Employment contracts must
specify the type of work to be performed, the work location, the starting date, the duration of
the contract, and the amount of remuneration. Employers must maintain a register of wages
for each employee. Employers must keep copies of employment contracts and vocational
training contracts. Employers must keep a file for each underage employee, including the
employee’s birth certificate, health certificate, and written consent of the employee’s
guardian. Employers must also keep a register of underage employees, including the name,
guardian’s name, residence, job title, and dates of employment. Employers must keep a
register of penalties imposed on individual employees, including the employee’s name,
wages, and the reason for and date of the penalty. Employers must maintain records about
non-national workers.

Retention: Labor laws and regulations do not specify retention periods for employee records.

Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

Location: The register of wages must be kept at the employer’s workplace. Labor laws and
regulations do not specify storage locations for other employee information.

Access and Disclosure: Employment records must be available for examination by labor
inspectors and other government officials. Labor laws and regulations do not specify other
requirements or restrictions for access to or disclosure of employee records.

Labor Disputes: The statute of limitations for civil litigation related to the rights of wage
earners is 2 years from the cause of action.
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UNITED KINGDOM

Official name: United Kingdom of Great Britain and Northern Ireland
Official language(s): English
Type of government: Unitary

Content: Employers must retain records of hours worked by individual employees to prove
that they do not exceed legal limits. Employers must maintain records that establish
compliance with national minimum wage requirements. Employers must maintain records
related to paid maternity leave, including the date of the first day of absence of work because
of pregnancy, the weeks in the tax year in which statutory maternity payments were made,
the amounts paid, any weeks in which no payments were made, medical certificates or other
evidence relating to the expected week of confinement, and a record of the date of birth.
Employers must keep records related to sick pay for any incident for which an employee was
incapable of working for 4 or more consecutive days. Employers are responsible for
collecting and examining documents to confirm that their employees are eligible to work in
the United Kingdom. According to data protection law, personal information in employment
records must be relevant to and necessary for the purpose for which the information is
created or collected. Excessive collection of personal information is prohibited.

Retention: Records of hours worked by individual employees must be retained for 2 years
from the date the records were created. Records that establish compliance with minimum
wage requirements for a given pay period must be retained for 3 years after the day upon
which the next pay period ends. Records related to paid maternity leave must be retained for
3 years after the end of the tax year in which the maternity pay period ends. According to the
Home Office, copies of passports, identity cards, or other documents that confirm eligibility
to work in the United Kingdom should be retained for 2 years after termination of
employment. Labor laws and regulations do not specify retention periods for other employee
records. According to data protection law, personal information about employees must not be
retained longer than necessary for the purpose for which it was created or collected.
Employees can request deletion of personal information that is no longer needed for the
purpose for which it was collected.

Format: Records that demonstrate compliance with minimum wage requirements may be
maintained in electronic form. Labor laws and regulations do not specify format
requirements or restrictions for other employment records. Electronic records have the same
probative value as paper records.

Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
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contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employees have access to records related to minimum wage requirements if a
violation is suspected. According to data protection law, employees have access to personal
information maintained about them. Disclosure of employee records that contain personal
information must be compatible with the purpose for which the information was originally
collected.

Labor Disputes: The limitation period for claims of unfair dismissal submitted to an
employment tribunal is 3 months from termination of employment. For claims of
discrimination or other employment violations, the limitation period is 3 months from the
cause of action. In England, Wales, and Northern Ireland, the statute of limitations for civil
litigation based on a simple contract is 6 years from the cause of action. In Scotland, the
general statute of limitations for claims related to obligations is 5 years.
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UNITED STATES

Official name: United States of America
Official language(s): None (English de facto)
Type of government: Federated

e Content: Employers must keep records of each employee’s name, address, date of birth,
occupation, rate of pay, and weekly compensation. Employers must keep records related to
promotion, demotion, transfer, selection for training, recall, or discharge of an employee;
records for aptitude or other employment tests associated with personnel actions; and the
results of any physical examination that is used by the employer for a personnel action.
Employers must keep certain employment contracts and written memoranda covered by
Section 7 of the Fair Labor Standards Act.

e Retention: In general, employers must retain employee records for a minimum of 1 year
from the date of the making of the record or the personnel action involved. Records of each
employee’s name, address, date of birth, occupation, rate of pay, and weekly compensation
must be retained for a minimum of 3 years. Employment contracts and written memoranda
covered by the Fair Labor Standards Act must be retained for 3 years. State and local
governments and school systems or districts must retain employee records related to
promotion, demotion, transfer, layoff or termination, compensation, and selection for training
or apprenticeship for 2 years from the date the record was created or the date of the personnel
action to which the record pertains, whichever is later. Records related to involuntary
termination of an employee must be kept for 2 years from the date of termination. Federal
government contractors must retain personnel records for 2 years from the date the record
was created or the date of the personnel action to which the record pertains, whichever is
later. In the case of involuntary termination of employment, the terminated employee’s
personnel records must be retained for 1 year from the date of termination or until final
disposition of any charge or action related to employment discrimination.

e Format: Federal labor laws and regulations do not specify format requirements for employee
records. Electronic records have the same probative value as paper records.

e Location: Federal labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by
government officials. Federal labor laws and regulations do not specify other requirements or
restrictions for access to or disclosure of employee records.
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Labor Disputes: The United States does not have a national statute of limitations for civil
litigation related to employment disputes, but there is a limitation period of 180 days from
the cause of action for filing an employment discrimination complaint with the Equal
Employment Opportunity Commission. For federal employment, the limitation period is 45
days from the cause of action. The statute of limitations for discrimination complaints under
the Equal Pay Act is 2 years or, for willful violations, 3 years.
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URUGUAY

Official name: Oriental Republic of Uruguay
Official language(s): None (Spanish de facto)
Type of government: Unitary

Content: Employers must keep records of working hours and overtime hours by individual
employees. Apprenticeship contracts must include the occupation, working hours,
remuneration, and duration. Employers must keep records of underage employees, including
the name, birth date, starting date, work performed, working hours, rest periods, and
termination date. According to data protection law, personal information in employment
records must be relevant to and necessary for the purpose for which the information is
created or collected. Excessive collection of personal information is prohibited.

Retention: Records of working hours must be retained for 2 years. Labor laws and
regulations do not specify retention periods for other employee records. According to data
protection law, personal information about employees must not be retained longer than
necessary for the purpose for which it was created or collected. Employees can request
deletion of personal information that is no longer needed for the purpose for which it was
collected.

Format: Labor laws and regulations do not specify format requirements for employee
records, but electronic documents have the same legal status as paper records.

Location: Records of working hours must be kept in the workplace. Labor laws and
regulations do not specify storage locations for other employee information. According to
data protection law, international transfer of employee records that contain personal
information is limited to countries with an adequate level of data protection, subject to
specified exceptions.

Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

Labor Disputes: The limitation period for claims related to an employment relationship is 1
year from the day following the day on which the relationship ended.
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UZBEKISTAN

Official name: Republic of Uzbekistan
Official language(s): Uzbek
Type of government: Unitary

e Content: Employment contracts must specify the place of work, type of work to be
performed, starting date, remuneration, and duration of the contract. Employers must keep
copies of employment contracts. Employers must keep records of hours worked by
employees, including overtime hours. Most employment information is recorded in
employees’ labor books, which are held by the employer and given to the employee upon
termination. Employers must keep records about employment labors books in their custody.
According to data protection law, personal information in employment records must be
relevant to and necessary for the purpose for which the information is created or collected.
Excessive collection of personal information is prohibited.

e Retention: If an employee does collect his record book upon termination of employment, it
must be retained by the enterprise for 50 years. Labor laws and regulations do not specify
retention periods for other employee records. According to data protection law, personal
information about employees must not be retained longer than necessary for the purpose for
which it was created or collected. Employees can request deletion of personal information
that is no longer needed for the purpose for which it was collected.

e Format: Electronic records have the same legal status as paper records provided they are
accessible, that paper copies can be printed when needed, and that the name of the creator,
recipient and the date of creation are identified.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to data protection law, international transfer of employee records that
contain personal information is limited to countries with an adequate level of data protection,
subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. According to data protection law, employees have access to personal information
maintained about them. Disclosure of employee records that contain personal information
must be compatible with the purpose for which the information was originally collected.

e Labor Disputes: The statute of limitations for employment disputes is 1 month from
termination of employment for claims related to wrongful dismissal, 1 year from discovery of
the cause of action for claims related to unpaid claims, and 3 months from discovery of the
cause of action for other labor claims.
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VANUATU

Official name: Republic of Vanuatu
Official language(s): French, English, Bislama
Type of government: Unitary

e Content: Employment contracts must specify the nature of employment and the amount and
mode of payment of remuneration. Employers must keep records of remuneration paid to
individual employees. Employers must keep a record of underage employees, including the
name, date of birth, and starting and termination date. Employers must keep a register of
information about individual employees.

e Retention: Records of remuneration must be retained for 3 years.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors or other government officials. Labor laws and regulations do not specify other
requirements or restrictions for access to or disclosure of employee records.

e Labor Disputes: The limitation period for employment claims related to remuneration is 3
years from the cause of action. The statute of limitations for contract-related litigation is 6
years from the cause of action.
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VENEZUELA

Official name: Bolivarian Republic of Venezuela
Official language(s): Spanish
Type of government: Federated

e Content: Employment contracts must include the employee’s name, age, nationality, marital
status, address, job duties, working hours, remuneration, and contract duration. Employers
must keep copies of employment contracts. Employers must keep records of vacation leave
for individual employees. Employers must keep records of overtime hours and remuneration
for individual employees. Employers must keep records of home workers, including the
name, age, gender, marital status, address, nature of the work performed, starting date, and
remuneration. Employers must keep records of wages paid to agricultural workers.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: The statute of limitations for employment claims is 5 years from
termination of the claimant’s employment.
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VIETNAM

Official name: Socialist Republic of Vietnam
Official language(s): Vietnamese
Type of government: Unitary

e Content: Employers must keep copies of employment contracts. Employers must keep
records for each employee, including the name, gender, date of birth, nationality, residence,
identification number, qualifications, job position, type of contract, starting date,
remuneration, leave entitlement, overtime hours, disciplinary actions, and the termination
date and reason. Employers must keep written records of employees’ consent to overtime
work. Employers must keep records of underage employees, including the name, date of
birth, work assigned, and results of medical examinations.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: Labor laws and regulations specify that employment contracts can be maintained in
electronic form. Electronic records can satisfy retention requirements provided they remain
readable throughout their retention periods, their integrity is assured, they are saved in the
form in which they were sent or received, and information about the date they were sent or
received is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Employers must provide copies of documents relevant to an employee’s work
when requested by the employee.

e Labor Disputes: The limitation period for employment disputes is 6 months from the
claimant’s discovery of the cause of action for settlement by mediation, 9 months from the
claimant’s discovery of the cause of action for settlement by arbitration, and 1 year from the
claimant’s discovery of the cause of action for civil litigation.
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YEMEN

Official name: Republic of Yemen
Official language(s): Arabic
Type of government: Unitary

e Content: Employers must keep copies of employment contracts. Apprenticeship contracts
must be in writing and specify the occupation, duration, and remuneration. Employers must
keep records of wages paid to individual employees, including deductions and net wages.
Employers must keep a special register of non-Yemini employees, including information
provided in the employee’s work permit. Employers must keep a record of underage
employees, including the name, age, guardian’s name, starting date, residence, and results of
medical examinations.

e Retention: Labor laws and regulations do not specify retention periods for employee records.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: Parties to a labor dispute must attempt an amicable settlement within 1
month. If no settlement is reached, the matter is referred for arbitration. Appeals must be
submitted within 1 month of notification of an arbitration decision. The statute of limitations
for contract litigation is 3 years from the cause of action.
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ZAMBIA

Official name: Republic of Zambia
Official language(s): English
Type of government: Unitary

e Content: Employers must keep copies of written employment contracts and create a record
of oral employment contracts, including the employee’s name, address, occupation, starting
date, work location, and remuneration. Employers must keep records of wages paid to each
employee, including the amount and reason for deductions. According to a pending data
protection law, personal information in employment records must be relevant to and
necessary for the purpose for which the information is created or collected. Excessive
collection of personal information is prohibited.

e Retention: Employment contracts must be retained for 5 years after termination. Labor laws
and regulations do not specify retention periods for other employee records. According to a
pending data protection law, personal information about employees must not be retained
longer than necessary for the purpose for which it was created or collected. Employees can
request deletion of personal information that is no longer needed for the purpose for which it
was collected.

e Format: Electronic records can satisfy retention requirements provided they remain readable
throughout their retention periods, their integrity is assured, they are saved in the form in
which they were sent or received, and information about the date they were sent or received
is preserved. Electronic records have the same probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information. According to a pending data protection law, international transfer of employee
records that contain personal information is limited to countries with an adequate level of
data protection, subject to specified exceptions.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors and other government officials. Labor laws and regulations do not specify other
requirements or restrictions for access to or disclosure of employee records. According to a
pending data protection law, employees have access to personal information maintained
about them. Disclosure of employee records that contain personal information must be
compatible with the purpose for which the information was originally collected.

e Labor Disputes: The statute of limitations for claims related to employment contracts is 6
years from the cause of action.
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ZIMBABWE

Official name: Republic of Zimbabwe
Official language(s): English, Shona, Ndebele, others
Type of government: Unitary

e Content: Employers must provide each employee with a written contract or statement of the
particulars of employment, including the working hours, leave entitlement, starting and
termination date, and remuneration. Employers must keep records of hours worked by and
remuneration paid to individual employees.

e Retention: Employment records must be retained for 3 years.

e Format: Laws and regulations do not specify format requirements or restrictions for
employment records. According to draft legislation, electronic records can satisfy retention
requirements provided they remain readable throughout their retention periods, their integrity
is assured, they are saved in the form in which they were sent or received, and information
about the date they were sent or received is preserved. Electronic records have the same
probative value as paper documents.

e Location: Labor laws and regulations do not specify storage locations for employee
information.

e Access and Disclosure: Employment records must be available for examination by labor
inspectors. Labor laws and regulations do not specify other requirements or restrictions for
access to or disclosure of employee records.

e Labor Disputes: The limitation period for disputes related to violation of labor laws and
regulations is 2 years from the cause of action.
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APPENDIX
LEGAL SOURCES
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AFGHANISTAN

Labor Law (No. 35 of 2007), Articles 3, 13, 99, 100, 127, 138.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=&p isn=78309&p country=AFG&p c
ount=75

Civil Servants Law, 2008, Articles 27, 28, and 31.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=&p isn=86564&p country=AFG&p ¢
ount=83&p classification=22&p classcount=14

Civil Code, Articles 1540, 1553.
https://www-cdn.law.stanford.edu/wp-content/uploads/2015/10/Civil-Code-of-Afghanistan-
ALEP-Translation.pdf

[Draft] Electronic Transactions and Electronic Signatures Act, Articles 8-13.
https://mcit.qov.af/sites/default/files/2018-12/Electronic Transactions and Electronic
Signatures Act %28for comments-final%29.pdf

ALBANIA

Law No. 7961 of 12.07.1995, Labor Code, Articles 21, 36, 95.
http://www.infocip.org/al/?p=6554

Law No. 180/2013, On Foreigners, Article 137.
http://www.qbz.gov.al/Ligje.pdf/huaj/Lig] 108 %2028032013 perditesuar.pdf

Law No. 7995 of 20.09.1995, On Implementation of Employment, Article 23.
http://www.infocip.org/al/?p=6776

Law No. 7850 of 20.07.1994, Civil Code, Article 114.
http://www.cclaw.al/wp-content/uploads/law/The-Albanian-Civil-Code.pdf

Law No. 9887 of 10.03.2008 as amended by Law no. 48/2012, On the Protection of Personal
Data, Articles 5-15.
http://www.idp.al/wp-content/uploads/2016/11/law data protection new-2.pdf

Decision No. 2 of 10.03.2010 on Determining the Procedures for the Administration of
Registration of Data, Entering the Data, Their Processing, and Retrieval, Sections I, 111, V.
http://www.idp.al/wp-content/uploads/2016/11/decision_no_2.pdf

Law no. 10273 of 29.4.2010 on the Electronic Document, Articles 5-18.
https://cesk.qgov.al/publicAnglisht html/wp-content/uploads/2016/04/1igji10273.pdf



https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=&p_isn=78309&p_country=AFG&p_count=75
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=&p_isn=78309&p_country=AFG&p_count=75
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=&p_isn=86564&p_country=AFG&p_count=83&p_classification=22&p_classcount=14
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=&p_isn=86564&p_country=AFG&p_count=83&p_classification=22&p_classcount=14
https://www-cdn.law.stanford.edu/wp-content/uploads/2015/10/Civil-Code-of-Afghanistan-ALEP-Translation.pdf
https://www-cdn.law.stanford.edu/wp-content/uploads/2015/10/Civil-Code-of-Afghanistan-ALEP-Translation.pdf
https://mcit.gov.af/sites/default/files/2018-12/Electronic%20Transactions%20and%20Electronic%20Signatures%20Act%20%28for%20comments-final%29.pdf
https://mcit.gov.af/sites/default/files/2018-12/Electronic%20Transactions%20and%20Electronic%20Signatures%20Act%20%28for%20comments-final%29.pdf
http://www.infocip.org/al/?p=6554
http://www.qbz.gov.al/Ligje.pdf/huaj/Ligj_108_%2028032013_perditesuar.pdf
http://www.infocip.org/al/?p=6776
http://www.cclaw.al/wp-content/uploads/law/The-Albanian-Civil-Code.pdf
http://www.idp.al/wp-content/uploads/2016/11/law_data_protection_new-2.pdf
http://www.idp.al/wp-content/uploads/2016/11/decision_no_2.pdf
https://cesk.gov.al/publicAnglisht_html/wp-content/uploads/2016/04/ligji10273.pdf
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ALGERIA

Law No. 90-11 of 21 April 1991, Algeria Labor Code, Article 156.
https://wipolex.wipo.int/en/legislation/details/14834

Executive Decree No. 96-98 of 6 March 1996 on the List and Contents of Books and
Registers Binding on Employers, Articles 1-21.
http://www.smt.dz/Media/upload/D%C3%A9cret%20n%C2%B096-
98%20du%2006mars1996.pdf

Constitution of the People’s Democratic Republic of Algeria, Article 39.
http://confinder.richmond.edu/admin/docs/local algeria.pdf

Civil Code, Article 101. http://www.wipo.int/wipolex/en/text.jsp?file id=333716

Law No. 90-04 of 6 February 1990 on Settlement of Individual Labor Disputes, Articles 1-
18. https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/9559/77798/F2018159968/DZA-

9559.pdf

Law No. 18-07 of 10 June 2018 on Protection of Personal Data, Articles 32-41.
https://www.afapdp.org/wp-content/uploads/2020/02/Algerie-10i-18-07-du-25-Ramadhan-

1439.pdf

ANDORRA

Law 31/2018 of December 6 on Labor Relations, Article 22, 27, 59, 77, 162.
https://www.bopa.ad/bopa/031003/Pagines/CGL20190107 12 45 59.aspx

Law on the Creation of the Labor Inspection Service dated July 24, 1984, Article 1.
https://www.treball.ad/leqislacio-laboral/altres-lleis-i-reglaments-d-interes

Law 15/2003 of December 18 on Protection of Personal Data, Articles 11, 16, 24, 35.
https://www.bopa.ad/bopa/016003/Pagines/3235E.aspx

Law 6/2009 on Electronic Signatures, Article 6.
http://www.consellgeneral.ad/fitxers/documents/lleis-2009/11ei-6-2009.pdf

Law 35/2014 on Electronic Trust Services, Article 23-24.
http://www.consellgeneral.ad/fitxers/documents/lleis-2014/11ei-35-2014-del-27-de-
novembre-de-serveis-de-confianca-electronica/view



https://wipolex.wipo.int/en/legislation/details/14834
http://www.smt.dz/Media/upload/D%C3%A9cret%20n%C2%B096-98%20du%2006mars1996.pdf
http://www.smt.dz/Media/upload/D%C3%A9cret%20n%C2%B096-98%20du%2006mars1996.pdf
http://confinder.richmond.edu/admin/docs/local_algeria.pdf
http://www.wipo.int/wipolex/en/text.jsp?file_id=333716
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/9559/77798/F2018159968/DZA-9559.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/9559/77798/F2018159968/DZA-9559.pdf
https://www.afapdp.org/wp-content/uploads/2020/02/Algerie-loi-18-07-du-25-Ramadhan-1439.pdf
https://www.afapdp.org/wp-content/uploads/2020/02/Algerie-loi-18-07-du-25-Ramadhan-1439.pdf
https://www.bopa.ad/bopa/031003/Pagines/CGL20190107_12_45_59.aspx
https://www.treball.ad/legislacio-laboral/altres-lleis-i-reglaments-d-interes
https://www.bopa.ad/bopa/016003/Pagines/3235E.aspx
http://www.consellgeneral.ad/fitxers/documents/lleis-2009/llei-6-2009.pdf
http://www.consellgeneral.ad/fitxers/documents/lleis-2014/llei-35-2014-del-27-de-novembre-de-serveis-de-confianca-electronica/view
http://www.consellgeneral.ad/fitxers/documents/lleis-2014/llei-35-2014-del-27-de-novembre-de-serveis-de-confianca-electronica/view
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ANGOLA

General Labor Law, No. 7/15, Articles 42, 55, 49, 109, 118, 171, 180.
http://www.consuladogeralangola-porto.pt/download/pt/lei-geral-do-trabalho-de-angolaa.pdf

Law No. 22/11 on Protection of Personal Data, Articles 11,21, 33.
http://www.mtti.gov.ao/verleqgislacao.aspx?id=457

Civil Code, Articles 309-317. https://www.wipo.int/edocs/lexdocs/laws/pt/pt/pt134pt.pdf

ANTIGUA AND BARBUDA

Antigua and Barbuda Labor Code, No. 14 of 1975 (Cap. 27), Articles B14, C36, C46, C68,
E6. https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=en&p isn=52115

Electronic Transactions Act 2006, Articles 5-9. http://laws.gov.aa/acts/2006/a2006-8.pdf

Electronic Evidence Act 2013, Article 3-10. http://laws.qgov.ag/acts/2013/a2013-11.pdf

Limitation Act 1997, Article 7. http://laws.gov.ag/wp-content/uploads/2018/08/a1997-8.pdf

Data Protection Act 2013, Articles 5-11.
http://laws.gov.ag/wp-content/uploads/2019/02/a2013-10.pdf

ARGENTINA

Law No. 20,744 on Labor Contract, Article 52.
http://servicios.infoleg.gob.ar/infoleglnternet/anexos/25000-29999/25552/texact.htm

Law No. 19,587 on Hygiene and Safety at Work, Article 9.
http://servicios.infoleg.gob.ar/infoleglnternet/anexos/15000-19999/17612/norma.htm

Law No. 25,212 on the Federal Labor Pact, Article 3, 4, 7.
http://servicios.infoleg.gob.ar/infoleglnternet/anexos/60000-64999/61876/texact.htm

Law No. 25,326 on Protection of Personal Data, Articles 4, 12.
http://servicios.infoleg.gob.ar/infoleglnternet/anexos/60000-64999/64790/norma.htm

National Civil and Commercial Code, Article 2562.
http://servicios.infoleg.gob.ar/infoleglnternet/anexos/235000-239999/235975/texact.ntm#48



http://www.consuladogeralangola-porto.pt/download/pt/lei-geral-do-trabalho-de-angolaa.pdf
http://www.mtti.gov.ao/verlegislacao.aspx?id=457
https://www.wipo.int/edocs/lexdocs/laws/pt/pt/pt134pt.pdf
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=52115
http://laws.gov.ag/acts/2006/a2006-8.pdf
http://laws.gov.ag/acts/2013/a2013-11.pdf
http://laws.gov.ag/wp-content/uploads/2018/08/a1997-8.pdf
http://laws.gov.ag/wp-content/uploads/2019/02/a2013-10.pdf
http://servicios.infoleg.gob.ar/infolegInternet/anexos/25000-29999/25552/texact.htm
http://servicios.infoleg.gob.ar/infolegInternet/anexos/15000-19999/17612/norma.htm
http://servicios.infoleg.gob.ar/infolegInternet/anexos/60000-64999/61876/texact.htm
http://servicios.infoleg.gob.ar/infolegInternet/anexos/60000-64999/64790/norma.htm
http://servicios.infoleg.gob.ar/infolegInternet/anexos/235000-239999/235975/texact.htm#48
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ARMENIA

Labor Code, Articles 30, 89, 90, 131-136, 142, 146, 265.
https://www.ilo.org/dyn/travail/docs/961/Labour%20Code%20ENG.pdf

Civil Code, Article 332. http://www.wipo.int/edocs/lexdocs/laws/en/am/am015en.pdf

Law on Protection of Personal Data, Articles 4-10, 15, 26-27.
https://www.arlis.am/documentview.aspx?docid=114851

Law on Electronic Documents and Electronic Signatures, Articles 4-7.
https://www.arlis.am/DocumentView.aspx?docid=61118

AUSTRALIA

Fair Work Act 2009, Sections 366, 394, 535-536.
https://www.legislation.gov.au/Details/C2018C00512

Fair Work Regulations 2009, Sections 3.31-3.46.
https://www.legislation.gov.au/Details/F2019C00030

Privacy Act 1988, Schedule 1. https://www.legislation.gov.au/Details/C2019C00025

Electronic Transactions Act 1999, Articles 8-12.
https://www.legislation.gov.au/Details/C2011C00445

AUSTRIA

Employment Contracts Adaptation Act, Article 2. https://www.jusline.at/gesetz/avrag

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5.
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A320191L.1152

Holidays Act, Article 18. https://www.jusline.at/gesetz/urlaubsg

Temporary Employment Act, Article 13. https://www.jusline.at/gesetz/aueq

Working Time Act, Articles 17b, 18k, 26. https://www.jusline.at/gesetz/azg

Rest Periods Act, Articles 25, 25a. https://www.jusline.at/gesetz/arqg/paraqraf/25

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50. https://eur-
lex.europa.eu/eli/reg/2016/679/0j



https://www.ilo.org/dyn/travail/docs/961/Labour%20Code%20ENG.pdf
http://www.wipo.int/edocs/lexdocs/laws/en/am/am015en.pdf
https://www.arlis.am/documentview.aspx?docid=114851
https://www.arlis.am/DocumentView.aspx?docid=61118
https://www.legislation.gov.au/Details/C2018C00512
https://www.legislation.gov.au/Details/F2019C00030
https://www.legislation.gov.au/Details/C2019C00025
https://www.legislation.gov.au/Details/C2011C00445
https://www.jusline.at/gesetz/avrag
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://www.jusline.at/gesetz/urlaubsg
https://www.jusline.at/gesetz/aueg
https://www.jusline.at/gesetz/azg
https://www.jusline.at/gesetz/arg/paragraf/25
https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://eur-lex.europa.eu/eli/reg/2016/679/oj
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Data Protection Act, Articles 37, 43-45, 59.
https://www.ris.bka.qv.at/GeltendeFassung.wxe? Abfrage=Bundesnormen&Gesetzesnummer
=10001597

Civil Code, Article 1486. https://www.jusline.at/gesetz/abgb

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46.

https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9.
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L.0015

AZERBAIJAN

Labor Code, No. 618-1Q, Articles 83-87, 102, 138, 173, 292-296.
http://www.ilo.org/dyn/travail/docs/112/i43

Law No. 998-111Q on Personal Data, Articles 9, 13-14.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=en&p isn=86656&p classification=01
.05

Law on Electronic Signatures and Electronic Documents, Articles 21-30.
http://www.mincom.gov.az/upload/files/668ac9b899e1150db99d9f52¢15d096a.pdf

Civil Code, No 779-I1G, Article 373.
http://www.privatization.az/images/pdf eng/2-Civil code-of-Azerbaijan.pdf

BAHAMAS

Employment Act, Article 71.
http://laws.bahamas.gov.bs/cms/images/LEGISLATION/PRINCIPAL/2001/2001-
0027/EmploymentAct 1.pdf

Minimum Wages Act, Articles 8, 11.
http://laws.bahamas.gov.bs/cms/images/LEGISLATION/PRINCIPAL/2002/2002-
0001/MinimumWagesAct 1.pdf

Apprenticeship Act, Articles 14, 19.
http://laws.bahamas.gov.bs/cms/images/LEGISLATION/PRINCIPAL/1968/1968-
0001/ApprenticeshipAct 1.pdf



https://www.ris.bka.gv.at/GeltendeFassung.wxe?Abfrage=Bundesnormen&Gesetzesnummer=10001597
https://www.ris.bka.gv.at/GeltendeFassung.wxe?Abfrage=Bundesnormen&Gesetzesnummer=10001597
https://www.jusline.at/gesetz/abgb
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN%20-%20d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN%20-%20d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
http://www.ilo.org/dyn/travail/docs/112/i43
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=86656&p_classification=01.05
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=86656&p_classification=01.05
http://www.mincom.gov.az/upload/files/668ac9b899e1150db99d9f52c15d096a.pdf
http://www.privatization.az/images/pdf_eng/2-Civil_code-of-Azerbaijan.pdf
http://laws.bahamas.gov.bs/cms/images/LEGISLATION/PRINCIPAL/2001/2001-0027/EmploymentAct_1.pdf
http://laws.bahamas.gov.bs/cms/images/LEGISLATION/PRINCIPAL/2001/2001-0027/EmploymentAct_1.pdf
http://laws.bahamas.gov.bs/cms/images/LEGISLATION/PRINCIPAL/2002/2002-0001/MinimumWagesAct_1.pdf
http://laws.bahamas.gov.bs/cms/images/LEGISLATION/PRINCIPAL/2002/2002-0001/MinimumWagesAct_1.pdf
http://laws.bahamas.gov.bs/cms/images/LEGISLATION/PRINCIPAL/1968/1968-0001/ApprenticeshipAct_1.pdf
http://laws.bahamas.gov.bs/cms/images/LEGISLATION/PRINCIPAL/1968/1968-0001/ApprenticeshipAct_1.pdf
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Electronic Communications and Transactions Act, Articles 10-14.
http://laws.bahamas.qgov.bs/cms/images/LEGISLATION/PRINCIPAL/2003/2003-
0004/ElectronicCommunicationsandTransactionsAct 1.pdf

Evidence Act, Articles 61 and 67.
http://laws.bahamas.qgov.bs/cms/images/LEGISLATION/PRINCIPAL/1996/1996-
0004/EvidenceAct 1.pdf

Data Protection Act, Articles 6, 17.
http://laws.bahamas.qgov.bs/cms/images/LEGISLATION/PRINCIPAL/2003/2003-
0003/DataProtectionPrivacyofPersonal InformationAct 1.pdf

Limitation Act, Article 5.
http://laws.bahamas.qgov.bs/cms/images/LEGISLATION/PRINCIPAL/1995/1995-
0009/LimitationAct 1.pdf

BAHRAIN

Labor Law, No. 36 of 2012, Articles 49, 68-70, 76, 119-136, 177.
http://Imra.bh/portal/en/page/show/199

Law No. 30 of 2018 on Protecting Personal Data, Articles 3, 12-13.
http://www.legalaffairs.gov.bh/AdvancedSearchDetails.aspx?id=146182#. X1gAgxNKh30

Legislative Decree No. 28 of 2002 on Electronic Transactions, Articles 4-9.
https://www.bahrain.bh/wps/wcm/connect/1ede6815-4dc0-451c-aa7d-
09c3622f0494/CASPMFGX.pdf?MOD=AJPERES

BANGLADESH

Bangladesh Labor Act, 2006 (No. XLII of 2006), Articles 6-9, 17, 25, 78, 80, 127, 132, 209-
210, 319, 339, 344. http://www.dpp.gov.bd/upload file/gazettes/14212 75510.pdf

Bangladesh Labor Rules, 2015, Article 19-24, 34, 101, 111, 363, Addendum Forms 6-10,
Form 15(a).

https://osmanlaw.files.wordpress.com/2016/11/bangladesh _labor rules 2015 english_versio
n_15-09-2015.pdf

Information and Communication Technology Act, 2006, Article 9.
http://www.icnl.org/research/library/files/Bangladesh/comm2006.pdf

Limitation Act 1908 (Act No. IX of 1908), First Schedule, Items 7, 116.
http://bdlaws.minlaw.gov.bd/pdf/88  Schedule.pdf



http://laws.bahamas.gov.bs/cms/images/LEGISLATION/PRINCIPAL/2003/2003-0004/ElectronicCommunicationsandTransactionsAct_1.pdf
http://laws.bahamas.gov.bs/cms/images/LEGISLATION/PRINCIPAL/2003/2003-0004/ElectronicCommunicationsandTransactionsAct_1.pdf
http://laws.bahamas.gov.bs/cms/images/LEGISLATION/PRINCIPAL/1996/1996-0004/EvidenceAct_1.pdf
http://laws.bahamas.gov.bs/cms/images/LEGISLATION/PRINCIPAL/1996/1996-0004/EvidenceAct_1.pdf
http://laws.bahamas.gov.bs/cms/images/LEGISLATION/PRINCIPAL/2003/2003-0003/DataProtectionPrivacyofPersonalInformationAct_1.pdf
http://laws.bahamas.gov.bs/cms/images/LEGISLATION/PRINCIPAL/2003/2003-0003/DataProtectionPrivacyofPersonalInformationAct_1.pdf
http://laws.bahamas.gov.bs/cms/images/LEGISLATION/PRINCIPAL/1995/1995-0009/LimitationAct_1.pdf
http://laws.bahamas.gov.bs/cms/images/LEGISLATION/PRINCIPAL/1995/1995-0009/LimitationAct_1.pdf
http://lmra.bh/portal/en/page/show/199
http://www.legalaffairs.gov.bh/AdvancedSearchDetails.aspx?id=146182#.XIqAgxNKh3Q
https://www.bahrain.bh/wps/wcm/connect/1ede6815-4dc0-451c-aa7d-09c3622f0494/CASPMFGX.pdf?MOD=AJPERES
https://www.bahrain.bh/wps/wcm/connect/1ede6815-4dc0-451c-aa7d-09c3622f0494/CASPMFGX.pdf?MOD=AJPERES
http://www.dpp.gov.bd/upload_file/gazettes/14212_75510.pdf
https://osmanlaw.files.wordpress.com/2016/11/bangladesh_labor_rules_2015_english_version_15-09-2015.pdf
https://osmanlaw.files.wordpress.com/2016/11/bangladesh_labor_rules_2015_english_version_15-09-2015.pdf
http://www.icnl.org/research/library/files/Bangladesh/comm2006.pdf
http://bdlaws.minlaw.gov.bd/pdf/88___Schedule.pdf
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BARBADOS

Employment (Miscellaneous Provisions) Act, Ch. 349, Articles 7-9.
https://www.ilo.org/dyn/travail/docs/1238/Employment%20Act%20Ch346.pdf

Labor Department Act, Ch. 23, Article 7-8.
https://www.ilo.org/dyn/travail/docs/1228/Labour%20Department%20Chapter%2023.pdf

Occupational Training Act, Article 23. http://208.109.177.6/en/ShowPdf/42.pdf

Domestic Employees Act, Ch. 344, Article 4.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/51921/74884/F561161175/BRB51921.p
df

Accidents and Occupational Diseases (Notification) Act, Article 3.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/52085/74844/F646842428/BRB52085.p
df

Holidays with Pay Act, 2017-3, Article 9.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/104935/128166/F-
688244208/BRB104935.pdf

Protection of Wages, Ch. 352, Article 17.
https://www.ilo.org/dyn/travail/docs/1229/Protection%200f%20waqes%20Chapter%20351.p
df

Shops Act, Ch. 356A, Article 6.
https://www.ilo.org/dyn/travail/docs/1235/Shop%20Assistance%20Act%20Chapter%20356

A.pdf

Sugar Workers (Minimum Wage and Guaranteed Employment) Act, Ch. 359, Article 11.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/52074/74853/F1134753859/BRB52074.

pdf

Employment Rights Act, 2012-9, Articles 17, 19, 21, 23-24, 32, 39, 41.
https://labour.gov.bb/wp-content/uploads/PDF/Employment-Rights-Act-2012-9-Corrected-

Copy.pdf

Data Protection Act, 2018, Articles 4, 8.
http://www.commerce.gov.bb/website/images/document pdf/Data-Protection-Bill-2018---

comments.pdf

Electronic Transactions Act, Articles 5-10.
http://www.commerce.gov.bb/Legislation/Documents/ CAP%20308B.PDF



https://www.ilo.org/dyn/travail/docs/1238/Employment%20Act%20Ch346.pdf
https://www.ilo.org/dyn/travail/docs/1228/Labour%20Department%20Chapter%2023.pdf
http://208.109.177.6/en/ShowPdf/42.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/51921/74884/F561161175/BRB51921.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/51921/74884/F561161175/BRB51921.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/52085/74844/F646842428/BRB52085.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/52085/74844/F646842428/BRB52085.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/104935/128166/F-688244208/BRB104935.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/104935/128166/F-688244208/BRB104935.pdf
https://www.ilo.org/dyn/travail/docs/1229/Protection%20of%20wages%20Chapter%20351.pdf
https://www.ilo.org/dyn/travail/docs/1229/Protection%20of%20wages%20Chapter%20351.pdf
https://www.ilo.org/dyn/travail/docs/1235/Shop%20Assistance%20Act%20Chapter%20356A.pdf
https://www.ilo.org/dyn/travail/docs/1235/Shop%20Assistance%20Act%20Chapter%20356A.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/52074/74853/F1134753859/BRB52074.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/52074/74853/F1134753859/BRB52074.pdf
https://labour.gov.bb/wp-content/uploads/PDF/Employment-Rights-Act-2012-9-Corrected-Copy.pdf
https://labour.gov.bb/wp-content/uploads/PDF/Employment-Rights-Act-2012-9-Corrected-Copy.pdf
http://www.commerce.gov.bb/website/images/document_pdf/Data-Protection-Bill-2018---comments.pdf
http://www.commerce.gov.bb/website/images/document_pdf/Data-Protection-Bill-2018---comments.pdf
http://www.commerce.gov.bb/Legislation/Documents/CAP%20308B.PDF
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BELARUS

Labor Code, Articles 19, 26, 50, 133, 242, 344. http://xn----ctbfcfvic3abdgybg.xn--90ais/

Resolution of No. 40 of June 16, 2014 On Workbooks, Article 80.
http://www.pravo.by/document/?quid=3961&p0=W21429094

Law no. 113-3 On Electronic Document and Electronic Digital Signature, Articles 15-22.
http://zakonby.net/zakon/63898-zakon-respubliki-belarus-o0t-28122009-n-113-z-quotob-
elektronnom-dokumente-i-elektronnoy-cifrovoy-podpisiquot.html

BELGIUM

Royal Decree of 8 August 1980 on Keeping of Social Documents, Articles 2, 14-17, 22-25.
www.ejustice.just.fgov.be/cgi_loi/change lg.pl?language=fr&la=F&cn=1980080803&table
name=loi

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5. https://eur-lex.europa.eu/legal-
content/en/TXT/?2uri=CELEX%3A32019L.1152

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50. https://eur-
lex.europa.eu/eli/req/2016/679/0j

Law of 30 July 2018 on the Protection of Individuals with Regard to the Processing of
Personal Data, Article 11, 28-33, 66-70, 77.

http://www.ejustice.just.fgov.be/cgi_loi/change lg.pl?language=fr&la=F&table name=loi&c
n=2018073046

Law of 3 July 1978 on Employment Contracts, Articles 3bis, 3ter, 15.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=fr&p isn=13103&p country=BEL&p
count=3820

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.

Law of 21 July 2016 Implementing and Supplementing Regulation (EU) No. 910/2014,
Article 7.

https://www.ejustice.just.fgov.be/cgi loi/change lg.pl?lanquage=fr&la=F&table name=Iloi&
cn=2016072140

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing


http://%D1%82%D1%80%D1%83%D0%B4%D0%BE%D0%B2%D0%BE%D0%B9-%D0%BA%D0%BE%D0%B4%D0%B5%D0%BA%D1%81.%D0%B1%D0%B5%D0%BB/
http://www.pravo.by/document/?guid=3961&p0=W21429094
http://zakonby.net/zakon/63898-zakon-respubliki-belarus-ot-28122009-n-113-z-quotob-elektronnom-dokumente-i-elektronnoy-cifrovoy-podpisiquot.html
http://zakonby.net/zakon/63898-zakon-respubliki-belarus-ot-28122009-n-113-z-quotob-elektronnom-dokumente-i-elektronnoy-cifrovoy-podpisiquot.html
http://www.ejustice.just.fgov.be/cgi_loi/change_lg.pl?language=fr&la=F&cn=1980080803&table_name=loi
http://www.ejustice.just.fgov.be/cgi_loi/change_lg.pl?language=fr&la=F&cn=1980080803&table_name=loi
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://eur-lex.europa.eu/eli/reg/2016/679/oj
http://www.ejustice.just.fgov.be/cgi_loi/change_lg.pl?language=fr&la=F&table_name=loi&cn=2018073046
http://www.ejustice.just.fgov.be/cgi_loi/change_lg.pl?language=fr&la=F&table_name=loi&cn=2018073046
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=fr&p_isn=13103&p_country=BEL&p_count=3820
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=fr&p_isn=13103&p_country=BEL&p_count=3820
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://www.ejustice.just.fgov.be/cgi_loi/change_lg.pl?language=fr&la=F&table_name=loi&cn=2016072140
https://www.ejustice.just.fgov.be/cgi_loi/change_lg.pl?language=fr&la=F&table_name=loi&cn=2016072140
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Mobile Road Transport Activities, Article 9. https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=celex:32002L0015

BELIZE

Labor Act (Cap. 297), Articles 16, 142, 163, 166.
http://www.0as.org/juridico/PDFs/mesicic5 blz resp annex38.pdf

Labor (Keeping of Records) Regulations, Article 2.
https://www.ilo.org/dyn/travail/docs/1114/Subsidiary%20Laws%20up%20t0%202003.%20C
hapter%20297.pdf

Shops Act (Cap. 287), Article 27.
http://www.belizelaw.org/web/lawadmin/PDF%?20files/cap287.pdf

Trade Disputes (Arbitration and Inquiry) Act (Cap. 299), Articles 2, 4.
http://www.belizelaw.org/web/lawadmin/PDF%20files/cap299.pdf

Settlement of Disputes in Essential Services Act (Cap. 298), Articles 10-11.
http://www.belizelaw.org/web/lawadmin/PDF%?20files/cap298.pdf

Belize Constitution (Public Service) Regulations, No. 59 of 2014, Article 30.
http://www.0as.org/juridico/PDFs/mesicic5_blz_resp_annex7.pdf

Equal Pay Act (Cap. 302:01), Articles 8-9.
http://www.belizejudiciary.org/download/LAWS%200f%20Belize%20rev2011/Law%20s%2
0Update%202011/Data/VOLUME%2015A/Cap%20302.01%20Equal%20Pay%20Act.pdf

Wage Councils Act (Cap. 302), Article 11.
http://www.belizelaw.org/web/lawadmin/PDF%20files/cap302.pdf

Electronic Transactions Act, Articles 10-12.
http://www.wipo.int/wipolex/en/text.jsp?file id=125475

Electronic Evidence Act, Articles 3-11.
http://www.belizelaw.org/web/lawadmin/PDF%20files/cap095-01.pdf

Limitation Act, Article 4.
http://www.belizelaw.org/web/lawadmin/PDF%?20files/cap170.pdf

BENIN

Law No. 98-004 of 27 January 1998 on the Labor Code, Articles 167, 223, 232, 274.
https://travail.gouv.bj/public/storage/documents/code-du-travail-benin.pdf



https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
http://www.oas.org/juridico/PDFs/mesicic5_blz_resp_annex38.pdf
https://www.ilo.org/dyn/travail/docs/1114/Subsidiary%20Laws%20up%20to%202003.%20Chapter%20297.pdf
https://www.ilo.org/dyn/travail/docs/1114/Subsidiary%20Laws%20up%20to%202003.%20Chapter%20297.pdf
http://www.belizelaw.org/web/lawadmin/PDF%20files/cap287.pdf
http://www.belizelaw.org/web/lawadmin/PDF%20files/cap299.pdf
http://www.belizelaw.org/web/lawadmin/PDF%20files/cap298.pdf
http://www.oas.org/juridico/PDFs/mesicic5_blz_resp_annex7.pdf
http://www.belizejudiciary.org/download/LAWS%20of%20Belize%20rev2011/Law%20s%20Update%202011/Data/VOLUME%2015A/Cap%20302.01%20Equal%20Pay%20Act.pdf
http://www.belizejudiciary.org/download/LAWS%20of%20Belize%20rev2011/Law%20s%20Update%202011/Data/VOLUME%2015A/Cap%20302.01%20Equal%20Pay%20Act.pdf
http://www.belizelaw.org/web/lawadmin/PDF%20files/cap302.pdf
http://www.wipo.int/wipolex/en/text.jsp?file_id=125475
http://www.belizelaw.org/web/lawadmin/PDF%20files/cap095-01.pdf
http://www.belizelaw.org/web/lawadmin/PDF%20files/cap170.pdf
https://travail.gouv.bj/public/storage/documents/code-du-travail-benin.pdf
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Law No. 2017-05 of 29 August 2017 on Hiring, Placement of Labor, and Termination of the
Employment Contract, Article 44. https://www.droit-afrigue.com/uploads/Benin-L0i-2017-
05-embauche-placement-main-doeuvre.pdf

Law No. 2017-20 on the Digital Code, Articles 268-270, 383-391. https://www.afapdp.org/wp-
content/uploads/2018/06/Benin-L0i-2017-20-Portant-code-du-numerigue-en-Republique-du-

Benin.pdf

BERMUDA

Employment Act 2000, Sections 6-7, 36.
http://www.bermudalaws.bm/laws/consolidated%20laws/employment%20act%202000.pdf

Tax (Accounts and Records) Regulations 1991, Schedule, Section 2.
http://www.bermudalaws.bm/laws/Consolidated%20Laws/Tax%20(Accounts%20and%20Re
cords)%20Requlations%201991.pdf

Health Insurance (Inspection of Records) Regulations 1971, Section 4.
http://www.bermudalaws.bm/laws/Consolidated%20Laws/Health%20Insurance%20(I0OR)%
20Requlations%201971.pdf

Human Rights Act 1981, Sections 14F, 14H. Electronic Transactions Act, Sections 8-14.
http://www.bermudalaws.bm/laws/Consolidated%20Laws/Electronic%20Transactions%20A
ct%201999.pdf

Personal Information Protection Act 2016, Articles 6, 12, 15.
http://www.bermudalaws.bm/laws/Annual%20Laws/2016/Acts/Personal%20Information%?2
OProtection%20Act%202016.pdf

Electronic Transactions Act 1999, Sections 8-14.
http://www.bermudalaws.bm/laws/Consolidated%20Laws/Electronic%20T ransactions%20A
ct%201999.pdf

BHUTAN

Labor and Employment Act of Bhutan 2007, Articles 29, 134-136, 188-201.
https://www.wipo.int/edocs/lexdocs/laws/en/bt/bt021en.pdf

Information, Communications and Media Act 2018, Articles 281-282, 384-386.
https://www.moic.gov.bt/wp-content/uploads/2018/02/ICM-Act-2018.pdf

Hours of Work Regulation, 2009, Articles 13, 25. http://www.molhr.gov.bt/molhr/wp-
content/uploads/2017/07/Requlations-on-working-conditions-2012.pdf



https://www.droit-afrique.com/uploads/Benin-Loi-2017-05-embauche-placement-main-doeuvre.pdf
https://www.droit-afrique.com/uploads/Benin-Loi-2017-05-embauche-placement-main-doeuvre.pdf
https://www.afapdp.org/wp-content/uploads/2018/06/Benin-Loi-2017-20-Portant-code-du-numerique-en-Republique-du-Benin.pdf
https://www.afapdp.org/wp-content/uploads/2018/06/Benin-Loi-2017-20-Portant-code-du-numerique-en-Republique-du-Benin.pdf
https://www.afapdp.org/wp-content/uploads/2018/06/Benin-Loi-2017-20-Portant-code-du-numerique-en-Republique-du-Benin.pdf
http://www.bermudalaws.bm/laws/consolidated%20laws/employment%20act%202000.pdf
http://www.bermudalaws.bm/laws/Consolidated%20Laws/Tax%20(Accounts%20and%20Records)%20Regulations%201991.pdf
http://www.bermudalaws.bm/laws/Consolidated%20Laws/Tax%20(Accounts%20and%20Records)%20Regulations%201991.pdf
http://www.bermudalaws.bm/laws/Consolidated%20Laws/Health%20Insurance%20(IOR)%20Regulations%201971.pdf
http://www.bermudalaws.bm/laws/Consolidated%20Laws/Health%20Insurance%20(IOR)%20Regulations%201971.pdf
http://www.bermudalaws.bm/laws/Consolidated%20Laws/Electronic%20Transactions%20Act%201999.pdf
http://www.bermudalaws.bm/laws/Consolidated%20Laws/Electronic%20Transactions%20Act%201999.pdf
http://www.bermudalaws.bm/laws/Annual%20Laws/2016/Acts/Personal%20Information%20Protection%20Act%202016.pdf
http://www.bermudalaws.bm/laws/Annual%20Laws/2016/Acts/Personal%20Information%20Protection%20Act%202016.pdf
http://www.bermudalaws.bm/laws/Consolidated%20Laws/Electronic%20Transactions%20Act%201999.pdf
http://www.bermudalaws.bm/laws/Consolidated%20Laws/Electronic%20Transactions%20Act%201999.pdf
https://www.wipo.int/edocs/lexdocs/laws/en/bt/bt021en.pdf
https://www.moic.gov.bt/wp-content/uploads/2018/02/ICM-Act-2018.pdf
http://www.molhr.gov.bt/molhr/wp-content/uploads/2017/07/Regulations-on-working-conditions-2012.pdf
http://www.molhr.gov.bt/molhr/wp-content/uploads/2017/07/Regulations-on-working-conditions-2012.pdf
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Leave Regulation, 2009, Articles 19, 31, 45, 56, 63. http://www.molhr.gov.bt/molhr/wp-
content/uploads/2017/07/Requlations-on-working-conditions-2012.pdf

Gratuity Regulation, 2009, Article 17. http://www.molhr.gov.bt/molhr/wp-
content/uploads/2017/07/Requlations-on-working-conditions-2012.pdf

BOLIVIA

General Labor Law, Articles 120.
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/46218/65057/S92BOL01.htm

Regulation of the General Labor Law, Articles 24, 41, 163.
https://www.mintrabajo.gob.bo/images/normativa/LEY/13-
REGLAMENTO DE LEY GENERAL DEL TRABAJO.pdf

Law No. 164 of August 8, 2011, General Law on Telecommunications, Information and
Communication Technologies, Articles 78-79. http://www.lexivox.org/norms/BO-L-
N164.xhtml#references

Regulation to Law No. 164 of August 8, 2011, Articles 4, 32, 56.
http://www.lexivox.org/norms/BO-RE-DSN1793.xhtml

BOSNIA AND HERZEGOVINA

Labor Law No. 26/16, Articles 43, 114-115.
http://www.pufbih.ba/v1/public/upload/zakoni/f0787-zakon-o-radu-precisceni-tekst.pdf

Regulations about the Content and the Writing of Evidence of Workers and other Employed
Persons, Articles 3-5, 8-14. http://fmrsp.gov.ba/?wpdmpro=pravilnik-o-sadrzaju-i-nacinu-
vodjenja-evidencije-o-radnicima-i-drugim-licima-angazovanim-na-radu

Law No. 49/06, 76/11, and 89/11 on Protecting Personal Data, Articles 4-6, 17-18.
https://advokat-prnjavorac.com/zakoni/zakon o zastiti licnih podataka.pdf

BOTSWANA

Employment Act, Ch. 47:01, Articles 36, 92, 140.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=es&p isn=842

Trade Disputes Act, 2003, Articles 7. http://www.gov.bw/globalassets/ic/trade-disputes-act-
2003.pdf



http://www.molhr.gov.bt/molhr/wp-content/uploads/2017/07/Regulations-on-working-conditions-2012.pdf
http://www.molhr.gov.bt/molhr/wp-content/uploads/2017/07/Regulations-on-working-conditions-2012.pdf
http://www.molhr.gov.bt/molhr/wp-content/uploads/2017/07/Regulations-on-working-conditions-2012.pdf
http://www.molhr.gov.bt/molhr/wp-content/uploads/2017/07/Regulations-on-working-conditions-2012.pdf
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/46218/65057/S92BOL01.htm
https://www.mintrabajo.gob.bo/images/normativa/LEY/13-REGLAMENTO_DE_LEY_GENERAL_DEL_TRABAJO.pdf
https://www.mintrabajo.gob.bo/images/normativa/LEY/13-REGLAMENTO_DE_LEY_GENERAL_DEL_TRABAJO.pdf
http://www.lexivox.org/norms/BO-L-N164.xhtml#references
http://www.lexivox.org/norms/BO-L-N164.xhtml#references
http://www.lexivox.org/norms/BO-RE-DSN1793.xhtml
http://www.pufbih.ba/v1/public/upload/zakoni/f0787-zakon-o-radu-precisceni-tekst.pdf
http://fmrsp.gov.ba/?wpdmpro=pravilnik-o-sadrzaju-i-nacinu-vodjenja-evidencije-o-radnicima-i-drugim-licima-angazovanim-na-radu
http://fmrsp.gov.ba/?wpdmpro=pravilnik-o-sadrzaju-i-nacinu-vodjenja-evidencije-o-radnicima-i-drugim-licima-angazovanim-na-radu
https://advokat-prnjavorac.com/zakoni/zakon_o_zastiti_licnih_podataka.pdf
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=es&p_isn=842
http://www.gov.bw/globalassets/ic/trade-disputes-act-2003.pdf
http://www.gov.bw/globalassets/ic/trade-disputes-act-2003.pdf
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Data Protection Act, 2018, Articles 14, 49.
https://www.bocra.org.bw/sites/default/files/documents/DataProtectionAct.pdf

Electronic Communications and Transactions Act, 2014, Articles 7-9.
http://www.bocra.org.bwi/sites/default/files/documents/Electronic%20Communications%20a
nd%20Transactions%20Act%202014.pdf

BRAZIL

Consolidation of Labor Laws, Decree-Law No. 5,452, Articles 13, 41.
http://www?2.senado.leq.br/bdsf/bitstream/handle/id/535468/clt e normas correlatas led.pdf

Law No. 7,855, Article 1. http://www.trtsp.jus.br/geral/tribunal2/LEGIS/Leis/7855 89.html

Constitution of the Federative Republic of Brazil, Article 7 (XXIX).
http://english.tse.jus.br/arquivos/federal-constitution

Law No. 13,709/2018, Articles 11-16, 33. http://www.planalto.gov.br/ccivil 03/ Ato2015-
2018/2018/Lei/LL13709.htm

Law No. 13,709, General Law on Protection of Personal Data, Articles 6-13, 15-22, 3-35.
http://www.planalto.gov.br/ccivil 03/ ato2015-2018/2018/lei/L13709.htm

BRUNEI

Employment Order, 2009, Article 47, 120, 122. http://www.agc.gov.bn/AGC
Images/LAWS/Gazette PDF/2009/EN/s037.pdf

Employment Information Act (Cap. 99), Article 5. http://www.agc.gov.bn/AGC
Images/LAWS/ACT_PDF/cap099.pdf

Employment Agencies Order, Article 24. http://www.agc.gov.bn/AGC
Images/LOB/Order/DEF/Employment Agencies Order, 2004 %28S 84%29.pdf

Electronic Transactions Act, (Cap. 196), Articles 6-9. http://www.agc.gov.bn/AGC
Images/LOB/PDF/Electronic Transactions (chp.196).pdf

Limitation Act (Cap. 14), Articles 9, 15. http://www.agc.gov.bn/AGC
Images/LOB/PDF/Capl4.pdf

Data Protection Policy, Article 4.3.2.
http://www.information.gov.bn/Publishinglmages/SitePages/New Media and IT Unit/Data
Protection Policy V.2.2.pdf



https://www.bocra.org.bw/sites/default/files/documents/DataProtectionAct.pdf
http://www.bocra.org.bw/sites/default/files/documents/Electronic%20Communications%20and%20Transactions%20Act%202014.pdf
http://www.bocra.org.bw/sites/default/files/documents/Electronic%20Communications%20and%20Transactions%20Act%202014.pdf
http://www2.senado.leg.br/bdsf/bitstream/handle/id/535468/clt_e_normas_correlatas_1ed.pdf
http://www.trtsp.jus.br/geral/tribunal2/LEGIS/Leis/7855_89.html
http://english.tse.jus.br/arquivos/federal-constitution
http://www.planalto.gov.br/ccivil_03/_Ato2015-2018/2018/Lei/L13709.htm
http://www.planalto.gov.br/ccivil_03/_Ato2015-2018/2018/Lei/L13709.htm
http://www.planalto.gov.br/ccivil_03/_ato2015-2018/2018/lei/L13709.htm
http://www.agc.gov.bn/AGC%20Images/LAWS/Gazette_PDF/2009/EN/s037.pdf
http://www.agc.gov.bn/AGC%20Images/LAWS/Gazette_PDF/2009/EN/s037.pdf
http://www.agc.gov.bn/AGC%20Images/LAWS/ACT_PDF/cap099.pdf
http://www.agc.gov.bn/AGC%20Images/LAWS/ACT_PDF/cap099.pdf
http://www.agc.gov.bn/AGC%20Images/LOB/Order/DEF/Employment%20Agencies%20Order%2c%202004%20%28S%2084%29.pdf
http://www.agc.gov.bn/AGC%20Images/LOB/Order/DEF/Employment%20Agencies%20Order%2c%202004%20%28S%2084%29.pdf
http://www.agc.gov.bn/AGC%20Images/LOB/PDF/Electronic%20Transactions%20(chp.196).pdf
http://www.agc.gov.bn/AGC%20Images/LOB/PDF/Electronic%20Transactions%20(chp.196).pdf
http://www.agc.gov.bn/AGC%20Images/LOB/PDF/Cap14.pdf
http://www.agc.gov.bn/AGC%20Images/LOB/PDF/Cap14.pdf
http://www.information.gov.bn/PublishingImages/SitePages/New%20Media%20and%20IT%20Unit/Data%20Protection%20Policy%20V.2.2.pdf
http://www.information.gov.bn/PublishingImages/SitePages/New%20Media%20and%20IT%20Unit/Data%20Protection%20Policy%20V.2.2.pdf
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BULGARIA

Bulgarian Labor Code, Articles 107b, 113, 128b, 149, 159, 347-350, 358.
https://www.mlsp.government.bg/eng/legislation-1

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5. https://eur-lex.europa.eu/legal-
content/en/TXT/?uri=CELEX%3A320191.1152

Ordinance on Working Hours, Breaks, and Holidays, Articles 8, 9a.
https://www.lex.ba/bg/laws/Idoc/-552858623

Ordinance on the Type and Requirements for the Creation and Storage of Electronic
Documents in the Employment File of the Employee, Articles 1-12.
http://trudipravo.bg/index.php/znanie-za-vas/3172-naredba-za-vida-i-iziskvaniyata-za-
sazdavaneto-i-sahranyavaneto-na-elektronni-dokumenti-v-trudovoto-dosie-na-rabotnika-ili-

sluzhitelya

Law on Electronic Document and Electronic Signature, Articles 2-6.
https://www.lex.bg/laws/Idoc/2135180800

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50. https://eur-
lex.europa.eu/eli/reg/2016/679/0j

Personal Data Protection Act, Articles 53-58, 72-77.
https://www.cpdp.ba/en/index.php?p=element&aid=1194

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9. https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=celex:32002L0015

BURKINA FASO

Labor Code, Law no. 028-2008/AN, Articles 197, 212, 413-414. http://www.droit-
afrigue.com/upload/doc/burkina/Burkina-Code-travail-2008.pdf.

Law No. 045-2009/AN on the regulation of Electronic Services and Transactions, Articles
27-31.
https://www.arcep.bf/download/lois/loi portant reglentation des services transaction 2.pdf



https://www.mlsp.government.bg/eng/legislation-1
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://www.lex.bg/bg/laws/ldoc/-552858623
http://trudipravo.bg/index.php/znanie-za-vas/3172-naredba-za-vida-i-iziskvaniyata-za-sazdavaneto-i-sahranyavaneto-na-elektronni-dokumenti-v-trudovoto-dosie-na-rabotnika-ili-sluzhitelya
http://trudipravo.bg/index.php/znanie-za-vas/3172-naredba-za-vida-i-iziskvaniyata-za-sazdavaneto-i-sahranyavaneto-na-elektronni-dokumenti-v-trudovoto-dosie-na-rabotnika-ili-sluzhitelya
http://trudipravo.bg/index.php/znanie-za-vas/3172-naredba-za-vida-i-iziskvaniyata-za-sazdavaneto-i-sahranyavaneto-na-elektronni-dokumenti-v-trudovoto-dosie-na-rabotnika-ili-sluzhitelya
https://www.lex.bg/laws/ldoc/2135180800
https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://www.cpdp.bg/en/index.php?p=element&aid=1194
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
http://www.droit-afrique.com/upload/doc/burkina/Burkina-Code-travail-2008.pdf
http://www.droit-afrique.com/upload/doc/burkina/Burkina-Code-travail-2008.pdf
https://www.arcep.bf/download/lois/loi_portant_reglentation_des_services_transaction_2.pdf
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Law no. 10-2004/AN on Protection of Personal Data, Articles 14, 17, 24.
https://www.afapdp.org/wp-content/uploads/2018/05/Burkina-Faso-Loi-portant-protection-
des-donnees-a-caractere-personnel-2004.pdf

BURUNDI

Labor Code, Decree Law No. 1/037 of July 7, 1993, Articles 71, 89, 157-159, 168, 203.
http://www.ministerefptss.gov.bi/sites/default/files/Burundi-Code-1993-travail.pdf

CAMBODIA

Labor Law, Articles 32-37, 39-40, 120, 179,199, 239.
https://www.ilo.org/dyn/travail/docs/701/labour

Law on E-Commerce 1119/017, Articles 6-14.
http://www.perfecttranslationservices.com/en/news/law-on-e-commerce

CAMEROON

Labor Code, Articles 69, 74, 116.
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/31629/64867/E92CMR01.htm

Law No. 2010/21 on Electronic Commerce, Article 34.
https://antic.cm/images/stories/data/IMG/pdf/lois/Loi-commerce-electronique-N-2010-021-
du-21-12-2010.pdf

CANADA

Canada Labour Code, R.S.C., 1985, C. L-2, Articles 252, 264. https://laws-
lois.justice.gc.ca/eng/acts/L-2/

Canada Labour Standards Regulations, C.R.C., c. 986, Article 24. https://laws-
lois.justice.gc.ca/eng/Requlations/C.R.C., c. 986/index.html

Personal Information Protection and Electronic Documents Act, S.C. 2000, c. 5, Articles 7,
37. https://laws-lois.justice.gc.ca/eng/acts/P-8.6/index.html

Privacy Act, R.S.C., 1985, C. P-21, Articles 6, 12-25; Schedule 1, Principle 4.5. https://laws-
lois.justice.gc.ca/eng/acts/P-21/

Electronic Alternatives Regulations for the Purposes of Subsection 254(1) of the Canada
Labour Code, SOR/2008-115, Articles 1-4. https://laws-


https://www.afapdp.org/wp-content/uploads/2018/05/Burkina-Faso-Loi-portant-protection-des-donnees-a-caractere-personnel-2004.pdf
https://www.afapdp.org/wp-content/uploads/2018/05/Burkina-Faso-Loi-portant-protection-des-donnees-a-caractere-personnel-2004.pdf
http://www.ministerefptss.gov.bi/sites/default/files/Burundi-Code-1993-travail.pdf
https://www.ilo.org/dyn/travail/docs/701/labour
http://www.perfecttranslationservices.com/en/news/law-on-e-commerce
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/31629/64867/E92CMR01.htm
https://antic.cm/images/stories/data/IMG/pdf/lois/Loi-commerce-electronique-N-2010-021-du-21-12-2010.pdf
https://antic.cm/images/stories/data/IMG/pdf/lois/Loi-commerce-electronique-N-2010-021-du-21-12-2010.pdf
https://laws-lois.justice.gc.ca/eng/acts/L-2/
https://laws-lois.justice.gc.ca/eng/acts/L-2/
https://laws-lois.justice.gc.ca/eng/Regulations/C.R.C.,_c._986/index.html
https://laws-lois.justice.gc.ca/eng/Regulations/C.R.C.,_c._986/index.html
https://laws-lois.justice.gc.ca/eng/acts/P-8.6/index.html
https://laws-lois.justice.gc.ca/eng/acts/P-21/
https://laws-lois.justice.gc.ca/eng/acts/P-21/
https://laws-lois.justice.gc.ca/eng/regulations/SOR-2008-115/index.html
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lois.justice.gc.ca/enag/requlations/SOR-2008-115/index.html

Organizations in the Province of Alberta Exemption Order, SOR/2004-219, Articles 1-2.
https://laws-lois.justice.gc.ca/eng/requlations/SOR-2004-219/index.html

Organizations in the Province of British Columbia Exemption Order, SOR/2004-220,
Articles 1-2. https://laws-lois.justice.gc.ca/eng/requlations/SOR-2004-220/index.html

Organizations in the Province of Quebec Exemption Order, SOR/2003-374, Articles 1-2.
https://laws-lois.justice.gc.ca/eng/requlations/SOR-2003-374/index.html

CAPE VERDE

Decree-Law no. 5/2007, Labor Law, Articles 6, 45.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/78217/83463/F96784553/CPV78217.pd
f

Decree-Law No. 33/2007 Regulating the Use of Digital Signatures, Articles 6-12.
http://www.anac.cv/images/stories/legislacao sti/bocomercioelectronico33de2007.pdf

Law 133/V/2001, Data Protection Act, Articles 6, 12, 19-20.
https://www.cnpd.cv/leissDATA PROTECTION Law 133.pdf

CAYMAN ISLANDS

Labour Law (2011 Revision), Articles 32, 38.
https://legislation.gov.ky/cms/images/LEGISLATION/PRINCIPAL/1987/1987-
0030/LabourLaw 2011 Revision.pdf

Labour (Amendment) Law, 2020, Article 3.
http://dlp.gov.ky/portal/pls/portal/docs/1/12950485.PDF

Employment Law (Law 3 of 2004), Articles 38, 42, 48, 81.
https://legislation.gov.ky/cms/images/LEGISLATION/PRINCIPAL/2004/2004-
0003/EmploymentLaw Law 3 of 2004.pdf

Electronic Transactions Law (2003 Revision), Articles 8-10.
https://legislation.gov.ky/cms/images/LEGISLATION/PRINCIPAL/2000/2000-
0007/ElectronicTransactionsLaw 2003 Revision.pdf

Data Protection Law (Law 33 of 2017), Articles 5, 8; Schedules 1-5.
https://legislation.gov.ky/cms/images/LEGISLATION/PRINCIPAL/2017/2017-
0033/DataProtectionLaw Law 33 of 2017.pdf



https://laws-lois.justice.gc.ca/eng/regulations/SOR-2008-115/index.html
https://laws-lois.justice.gc.ca/eng/regulations/SOR-2004-219/index.html
https://laws-lois.justice.gc.ca/eng/regulations/SOR-2004-220/index.html
https://laws-lois.justice.gc.ca/eng/regulations/SOR-2003-374/index.html
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/78217/83463/F96784553/CPV78217.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/78217/83463/F96784553/CPV78217.pdf
http://www.anac.cv/images/stories/legislacao_sti/bocomercioelectronico33de2007.pdf
https://www.cnpd.cv/leis/DATA%20PROTECTION%20Law%20133.pdf
https://legislation.gov.ky/cms/images/LEGISLATION/PRINCIPAL/1987/1987-0030/LabourLaw_2011%20Revision.pdf
https://legislation.gov.ky/cms/images/LEGISLATION/PRINCIPAL/1987/1987-0030/LabourLaw_2011%20Revision.pdf
http://dlp.gov.ky/portal/pls/portal/docs/1/12950485.PDF
https://legislation.gov.ky/cms/images/LEGISLATION/PRINCIPAL/2004/2004-0003/EmploymentLaw_Law%203%20of%202004.pdf
https://legislation.gov.ky/cms/images/LEGISLATION/PRINCIPAL/2004/2004-0003/EmploymentLaw_Law%203%20of%202004.pdf
https://legislation.gov.ky/cms/images/LEGISLATION/PRINCIPAL/2000/2000-0007/ElectronicTransactionsLaw_2003%20Revision.pdf
https://legislation.gov.ky/cms/images/LEGISLATION/PRINCIPAL/2000/2000-0007/ElectronicTransactionsLaw_2003%20Revision.pdf
https://legislation.gov.ky/cms/images/LEGISLATION/PRINCIPAL/2017/2017-0033/DataProtectionLaw_Law%2033%20of%202017.pdf
https://legislation.gov.ky/cms/images/LEGISLATION/PRINCIPAL/2017/2017-0033/DataProtectionLaw_Law%2033%20of%202017.pdf
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CENTRAL AFRICAN REPUBLIC

Labor Code, Articles 97, 162, 188, 234-235, 295, 324, 331, 347.
https://www.ilo.org/dyn/natlex/docs/SERIAL/81226/100656/F718299053/Code travail.pdf

CHAD

Labour Code (Law no. 38/PR/96), Articles 263, 270, 498.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/47297/77458/F10428800/TCD-

47297.pdf

Data Protection Law, Articles 9-13, 28-32, 38-43. https://arcep.td/sites/default/files/Loi-
N°07-PR-2015.pdf

Electronic Transactions Law (Law no. 8/PR/2015), Articles 17-19, 25-38.
https://arcep.td/sites/default/files/Loi-N°-08-PR-2015.pdf

CHILE

Labor Code, Article 9, 33, 154-bis, 510.
https://www.bcn.cl/leychile/navegar?idNorma=207436

Law No. 19,799 on Electronic Documents, Electronic Signature, and Certification Services
of Such Signature, Article 3. https://www.leychile.cl/Navegar?idNorma=196640

Law 19,628 on Protection of Private Life, Article 6-13.
https://www.bcn.cl/leychile/navegar?idNorma=141599

CHINA

Labor Contract Law of the People’s Republic of China, Articles 7, 50.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/76384/108021/F755819546/CHN76384

Eng.pdf

Interim Regulations on Wage Payments, Article 6.
http://www.mohrss.gov.cn/gkml/zcfg/gfxwij/201407/t20140717 136245.html

Archives Law of the People’s Republic of China, Articles 2, 5. https://baike.baidu.com/item/
h0 ARHEMEREE

Provisions on the Scope of Filing of Enterprise Documents and the Period of Archival


https://www.ilo.org/dyn/natlex/docs/SERIAL/81226/100656/F718299053/Code%20travail.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/47297/77458/F10428800/TCD-47297.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/47297/77458/F10428800/TCD-47297.pdf
https://arcep.td/sites/default/files/Loi-N%C2%B007-PR-2015.pdf
https://arcep.td/sites/default/files/Loi-N%C2%B007-PR-2015.pdf
https://arcep.td/sites/default/files/Loi-N%C2%B0-08-PR-2015.pdf
https://www.bcn.cl/leychile/navegar?idNorma=207436
https://www.leychile.cl/Navegar?idNorma=196640
https://www.bcn.cl/leychile/navegar?idNorma=141599
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/76384/108021/F755819546/CHN76384%20Eng.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/76384/108021/F755819546/CHN76384%20Eng.pdf
http://www.mohrss.gov.cn/gkml/zcfg/gfxwj/201407/t20140717_136245.html
https://baike.baidu.com/item/%E4%B8%AD%E5%8D%8E%E4%BA%BA%E6%B0%91%E5%85%B1%E5%92%8C%E5%9B%BD%E6%A1%A3%E6%A1%88%E6%B3%95
https://baike.baidu.com/item/%E4%B8%AD%E5%8D%8E%E4%BA%BA%E6%B0%91%E5%85%B1%E5%92%8C%E5%9B%BD%E6%A1%A3%E6%A1%88%E6%B3%95
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Storage, Items 15.2.1-15.2.11. https://baike.baidu.com/item/Z=0 XM R0 &350 FARYE
REHRD E -1

Law of the People’s Republic of China on Labor-Dispute Mediation and Arbitration, Article
27. http://english.court.gov.cn/2015-07/17/content 21311049 5.htm

Law of the People’s Republic of China on Electronic Signatures, Articles 4-9.
http://www.asianlii.org/cn/legis/cen/laws/lotprocoes516/

Personal Information Protection Law of the People’s Republic of China [Draft], Articles 20,
24, 38-44, 47. https://www.newamerica.org/cybersecurity-initiative/digichina/blog/chinas-
draft-personal-information-protection-law-full-translation/

COLOMBIA

Labor Code, Articles 162-163, 171, 486, 488. http://www.suin-
juriscol.gov.co/viewDocument.asp?ruta=Codigo/30019323

Decree 2158 of 1948, Labor Procedure Code, Article 151. http://www.suin-
juriscol.gov.co/viewDocument.asp?ruta=Decretos/1871227

Decree 1072 of 2015 (Unique Regulatory Decree of the Labor Sector), Articles 2.2.1.2.1.2,
2.2.1.2.2.1. http://www.suin-juriscol.gov.co/viewDocument.asp?ruta=Decretos/30019522

Law 527 of 1999 by which Access and Use of Data Messages, Electronic Commerce, and
Digital Signatures is Defined, etc., Articles 6-13.
https://www.mintic.gov.co/portal/604/articles-3679_documento.pdf

Law 1581 of 2012 by which General Provisions for the Protection of Personal Data Are
Issued. Articles 4, 13-15, 17-18, 26.
http://www.secretariasenado.gov.co/senado/basedoc/ley 1581 2012.html

COMOROS

Labor Code, Article 47, 147, 178, 207.
https://www.ilo.org/dyn/natlex/docs/ MONOGRAPH/91298/105824/F-496652550/COM-

91298.pdf

African Union Convention on Cyber Security and Personal Data Protection, Article 6, 13-14,
22. https://au.int/sites/default/files/treaties/29560-treaty-0048 -
african union convention on cyber security and personal data protection e.pdf



https://baike.baidu.com/item/%E4%BC%81%E4%B8%9A%E6%96%87%E4%BB%B6%E6%9D%90%E6%96%99%E5%BD%92%E6%A1%A3%E8%8C%83%E5%9B%B4%E5%92%8C%E6%A1%A3%E6%A1%88%E4%BF%9D%E7%AE%A1%E6%9C%9F%E9%99%90%E8%A7%84%E5%AE%9A#1
https://baike.baidu.com/item/%E4%BC%81%E4%B8%9A%E6%96%87%E4%BB%B6%E6%9D%90%E6%96%99%E5%BD%92%E6%A1%A3%E8%8C%83%E5%9B%B4%E5%92%8C%E6%A1%A3%E6%A1%88%E4%BF%9D%E7%AE%A1%E6%9C%9F%E9%99%90%E8%A7%84%E5%AE%9A#1
http://english.court.gov.cn/2015-07/17/content_21311049_5.htm
http://www.asianlii.org/cn/legis/cen/laws/lotprocoes516/
https://www.newamerica.org/cybersecurity-initiative/digichina/blog/chinas-draft-personal-information-protection-law-full-translation/
https://www.newamerica.org/cybersecurity-initiative/digichina/blog/chinas-draft-personal-information-protection-law-full-translation/
http://www.suin-juriscol.gov.co/viewDocument.asp?ruta=Codigo/30019323
http://www.suin-juriscol.gov.co/viewDocument.asp?ruta=Codigo/30019323
http://www.suin-juriscol.gov.co/viewDocument.asp?ruta=Decretos/1871227
http://www.suin-juriscol.gov.co/viewDocument.asp?ruta=Decretos/1871227
http://www.suin-juriscol.gov.co/viewDocument.asp?ruta=Decretos/30019522
https://www.mintic.gov.co/portal/604/articles-3679_documento.pdf
http://www.secretariasenado.gov.co/senado/basedoc/ley_1581_2012.html
https://www.ilo.org/dyn/natlex/docs/MONOGRAPH/91298/105824/F-496652550/COM-91298.pdf
https://www.ilo.org/dyn/natlex/docs/MONOGRAPH/91298/105824/F-496652550/COM-91298.pdf
https://au.int/en/treaties/african-union-convention-cyber-security-and-personal-data-protection
https://au.int/en/treaties/african-union-convention-cyber-security-and-personal-data-protection
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CONGO (DRC)

Law 015/2002, Labor Code, Article 63, 196, 212-215, 317. http://www.droit-
afrique.com/upload/doc/rdc/RDC-Code-2002-du-travail.pdf

Ministerial Order No. 062/CAB/PVPM/ETPS/22 July 2011 Setting the Form, Proof and Visa
of the Employment Contract, Article 4.
http://www.leganet.cd/Legislation/DroitSocial/AM.062.22.04.2011.htm

Ministerial Decree 68/112 of 17 May 1968 Relating to the Remuneration of Overtime,
Article 9. http://www.leganet.cd/Legislation/DroitSocial/AM.68.11.17.05.1968.htm

Ministerial Decree 005/CAB/PVPM/ETPS/01 April 2010 on the Procedures for the Annual
Declaration of the Workforce Situation, Article 2.
http://www.leganet.cd/Legislation/DroitSocial/Formalites/AM.005.10.01.04.2010.htm

Ministerial Decree 006/CAB/PVPM/ETPS/01 April 2010 on the Procedures for Declaring
the Hiring and Departure of a Worker, Article 2.
http://www.leganet.cd/Leqgislation/DroitSocial/Formalites/am.006.10.01.04.2010.htm

Ministerial Decree 68-12 of 17 May 1968 Relating to Weekly Rest—Labor Regulations,
Article 12. http://www.leganet.cd/Legislation/DroitSocial/AM.68.12.17.05.1968.htm

Ministerial Decree 17/67 of 3 October 1967 Relating to the Payroll Book and Written
Statement of the Remuneration Paid, Article 4.
http://www.leganet.cd/Legislation/DroitSocial/AM.17.67.03.10.1967.htm

Ministerial Decree 12/CAB.MIN/ETPS/042 of 8 August 2008 Fixing the Model of Payroll
and Written Statement of Remuneration, Articles 2, 4.
http://www.leganet.cd/Leqislation/JO/2008/J0.15.08.08.42.pdf

CONGO

Law 45-75 of 15 March 1975, Labor Code, Articles 77, 99, 120, 155, 182. http://www.droit-
afrique.com/upload/doc/congo/Congo-Code-1975-du-travail.pdf

Law 29-2019 of 10 October 2019 on Protection of Personal Data, Articles 5-20, 23-25.
http://www.sgd.cq/JO/2019/congo-jo-2019-45.pdf

COSTARICA

Labor Code, Articles 93, 110, 142, 144, 176, 601-607.


http://www.droit-afrique.com/upload/doc/rdc/RDC-Code-2002-du-travail.pdf
http://www.droit-afrique.com/upload/doc/rdc/RDC-Code-2002-du-travail.pdf
http://www.leganet.cd/Legislation/DroitSocial/AM.062.22.04.2011.htm
http://www.leganet.cd/Legislation/DroitSocial/AM.68.11.17.05.1968.htm
http://www.leganet.cd/Legislation/DroitSocial/Formalites/AM.005.10.01.04.2010.htm
http://www.leganet.cd/Legislation/DroitSocial/Formalites/am.006.10.01.04.2010.htm
http://www.leganet.cd/Legislation/DroitSocial/AM.68.12.17.05.1968.htm
http://www.leganet.cd/Legislation/DroitSocial/AM.17.67.03.10.1967.htm
http://www.leganet.cd/Legislation/JO/2008/JO.15.08.08.42.pdf
http://www.droit-afrique.com/upload/doc/congo/Congo-Code-1975-du-travail.pdf
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http://www.pgrweb.qo.cr/scij/Busqueda/Normativa/Normas/nrm texto completo.aspx?nVal
orl=1&nValor2=8045

Law 8968, Protection of Personal Data, Articles 4-8, 14.
http://www.parweb.qo.cr/scij/Busqueda/Normativa/Normas/nrm texto completo.aspx?para
M1=NRTC&nValorl=1&nValor2=70975&nValor3=85989&strTipM=TC

Law No. 8454 on Certificates, Digital Signatures, and Electronic Documents, Articles 3-66.
http://www.firmadigital.go.cr/Documentos/ley%208454.pdf

CROATIA

NN 93/14, 127/17, 98,19, Labor Law, Articles 5, 25, 29, 139.
https://www.zakon.hr/z/307/Zakon-o0-radu

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5. https://eur-lex.europa.eu/legal-
content/en/TXT/?uri=CELEX%3A320191.1152

NN 73/2017 (26.7.2017), Ordinance on the Content and Manner of Keeping Records on
Workers, Articles 3-14. https://narodne-
novine.nn.hr/clanci/sluzbeni/full/2017 07 73 1773.html

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1

NN 150/05, Electronic Documents Law, Articles 5-12. https://www.zakon.hr/z/272/Zakon-
o-elektroni¢koij-ispravi

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50. https://eur-
lex.europa.eu/eli/req/2016/679/0j

NN 42/2018-805, Law on the Implementation of the General Data Protection Regulation,
Articles 1-40. https://narodne-novine.nn.hr/clanci/sluzbeni/2018 05 _42_805.html

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9. https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=celex:32002L.0015

CUBA

Law No. 116, Labor Code, Articles 33-35, 171. https://www.gacetaoficial.gob.cu/es/ley-no-
116-codigo-de-trabajo
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https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
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CYPRUS

Law 100 (I) 2000, Employee Information on Terms of Contract or Employment Law,
Articles 4, 10D.
http://www.mlsi.gov.cy/mlsi/dir/dIr.nsf/All/EBC0178E17B4681BC22579C0003303B4/$file/
Grapti_Enimerwsi.pdf?OpenElement

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5. https://eur-lex.europa.eu/legal-
content/en/TXT/?2uri=CELEX%3A32019L.1152

Law 63 (1) 2002, About the Organization of Working Time, Article 7.
http://www.mlsi.gov.cy/mlsi/dlr/dIr.nsf/All/F3463F5DF229FE53C22579C100335862/%file/
Organosi Xronou Ergasias.pdf?OpenElement\

Law 35 (1) 2007, On Protection of Wages, Articles 12, 17.
http://www.mlsi.gov.cy/mlsi/dlr/dIr.nsf/All/CFCBC8098A87E460C22579C10037B430/%file
Jview pdf[1]1.pdf?OpenElement

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.

Law 55 (1) 2018, Implementation of Regulation (EU) No. 920/2014, Article 13.
http://www.cylaw.org/nomoi/enop/non-ind/2018 1 55/full.html

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50. https://eur-
lex.europa.eu/eli/reg/2016/679/0j

Law 125 (1) 2018 on Protection of Natural Persons about the Processing of Personal Data
and Free Movement of Such Data, Articles 1-4, 17-18.
http://www.dataprotection.gov.cy/dataprotection/dataprotection.nsf/2B53605103DCE4A4C2
25826300362211/$file/Law 125(1) of 2018 ENG final.pdf

Limitation of Actionable Rights (Law 66/2012), Article 7.
http://www.cylaw.org/nomoi/indexes/2012 1 66.html

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9. https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=celex:32002L.0015
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CZECH REPUBLIC

Act No. 262/2006 Coll., Labor Code, Articles 39, 57-59, 87, 96, 103, 150, 312.
https://www.zakonyprolidi.cz/cs/2006-262/zneni-20200730

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5. https://eur-lex.europa.eu/legal-
content/en/TXT/?uri=CELEX%3A320191.1152

Act No. 435/2004 Coll., Employment Act, Articles 80, 102, 136.
https://www.zakonyprolidi.cz/cs/2004-435/zneni-20201001

Act No. 455/1991 Coll., Trade Licensing Act, Article 7.
https://www.zakonyprolidi.cz/cs/1991-455/zneni-20200701

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9. https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=celex:32002L0015

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1

Act No. 297/2016 On Trust Services for Electronic Transactions, Articles 5-11.
https://www.ica.cz/Userfiles/files/Zakon 297 2016.pdf

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50. https://eur-
lex.europa.eu/eli/req/2016/679/0j

Act No. 110/2019 Coll., On Personal Data Processing, Articles 1-49.
https://www.uoou.cz/en/assets/File.ashx?id org=200156&id dokumenty=1837

DENMARK

Law No. 240 of 17/03/2010, Consolidated Act on an Employer’s Obligation to Inform
Employees of the Conditions Applicable to the Employment Relationship, Article 2.
https://www.retsinformation.dk/eli/Ita/2010/240

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5. https://eur-lex.europa.eu/legal-
content/en/TXT/?2uri=CELEX%3A32019L.1152

Law No. 395 of 01/06/2005, Act on the Working Time of Mobile Workers in the Road
Transport Sector, Article 3. https://www.retsinformation.dk/eli/lta/2005/395
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Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9. https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=celex:32002L.0015

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50. https://eur-
lex.europa.eu/eli/req/2016/679/0j

Law No. 502 of 23/5/2018, Data Protection Act, Articles 5-13.
https://www.retsinformation.dk/eli/lta/2018/502

Limitation of Claims Act, Article 4. https://www.retsinformation.dk/eli/lta/2007/522

DJIBOUTI

Law No. 133 of January 26, 2006, Labor Code, Articles 105, 156, 199, 209.
http://www.droit-afrigue.com/upload/doc/djibouti/Djibouti-Code-2006-du-travail.pdf

Order No. 2019-193/PR/MTRA Fixing the Implementation Methods and Conditions for the
Organization of Weekly Rest, Article 15.
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p isn=109493

DOMINICA

Labour Standards Act, Article 28-29.
http://www.dominica.gov.dm/laws/chapters/chap89-05.pdf

Employment of Women, Young Persons and Children Act, Article 8.
http://www.dominica.gov.dm/laws/chapters/chap90-06.pdf

Electronic Transactions Act, Articles 5-12.
http://www.dominica.gov.dm/laws/2013/Electronic%20Transactions%20Act,%202013%20A
ct%2019%200f%202013.pdf

DOMINICAN REPUBLIC

Law 16-92, Labor Code, Articles 16, 22, 33, 72, 88, 270-271, 434, 701-705.
https://mt.gob.do/images/docs/biblioteca/codigo de trabajo.pdf

Law 172-13, On Protection of Personal Data, Articles 5, 7-15, 80.


https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
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http://www.poderjudicial.gob.do/documentos/PDF/leyes/LEY 172 13.pdf

Law No. 126-02 on Electronic Commerce, Documents, and Digital Signatures, Articles 5-12.
https://dgii.gov.do/legislacion/leyesTributarias/Documents/Otras Leyes de Interés/126-02.pdf

ECUADOR

Labor Code, Articles 42, 144, 147, 275, 283, 545, 635-637. http://www.trabajo.gob.ec/wp-
content/uploads/downloads/2012/11/Cédigo-de-Tabajo-PDF.pdf

Law No. 2002-67 on Electronic Commerce, Electronic Signatures and Data Messages,
Articles 5-12.

http://www.justicia.gob.ec/wp-

content/uploads/downloads/2012/07/Ley de Comercio_Electronico.pdf

Draft Law on Protection of Personal Data, Articles 8-21, 46-49.
https://www.dinardap.gob.ec/wp-content/uploads/downloads/2019/09/PROYECTO-LEY-
DE-PROTECCION-DE-DATOS-PERSONALES.pdf

EGYPT

Labor Law, No. 12/2003, Articles 32, 75, 77. http://www.eqypt.gov.eg/english/laws/labour/

Law No. 131 of 1948, Civil Code, Article 698. https://wipolex.wipo.int/en/text/205494

Law No. 15/2004 on E-signature and Establishment of the Information Technology Industry
Development Authority (ITIDA), Article 15.
http://www.wipo.int/edocs/lexdocs/laws/en/eg/eg050en.pdf

Law No. 151 of 2020 on Protection of Personal Data, Articles 2-6, 10-16.
https://www.cc.gov.eg/legislation single?id=404869

EL SALVADOR

Labor Code, Articles 23, 72, 117, 138, 613.
https://www.asamblea.gob.sv/sites/default/files/documents/decretos/D167849A-305E-4ECE-
B60D-48484ECFC454.pdf

Decree No. 133, Electronic Signature Law, Articles 7-18. http://www.informatica-
juridica.com/ley/decreto-no-133-ley-de-firma-electronica-de-el-salvador/
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EQUATORIAL GUINEA

Law No. 10/2012 on the General Labor Order, Articles 9, 90, 117.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/102921/124644/F1805683203/063 ley-
10-de-2012 GUINEA ECUATORIAL.pdf

Law No. 1/2016 on Protection of Personal Data, Articles 1-16.
https://media2.mofo.com/documents/ley de proteccion de datos personales 22 july 2016.

pdf

ERITREA

Proclamation No. 118/2001, Labor Proclamation of Eritrea, Articles 10, 20, 46, 144, 148.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/61291/88422/F706047418/ER161291.pd
f

ESTONIA

Employment Contracts Act, Articles 5, 133-136.
https://www.riigiteataja.ee/akt/109072020004

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5. https://eur-lex.europa.eu/legal-
content/en/TXT/?2uri=CELEX%3A32019L.1152

Electronic Identification and Trust Services for Electronic Transactions Act, Articles 1, 25.
https://www.riigiteataja.ee/en/eli/ee/527102016001/consolide

Electronic Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9. https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=celex:32002L.0015

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50. https://eur-
lex.europa.eu/eli/req/2016/679/0j

Personal Data Protection Act, Articles 14-25, 46-50, 71.
https://www.riigiteataja.ee/en/eli/523012019001/consolide

General Part of the Civil Code Act, Article 155.
https://www.riigiteataja.ee/en/eli/ee/530102013019/consolide
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https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://www.riigiteataja.ee/en/eli/ee/527102016001/consolide
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://www.riigiteataja.ee/en/eli/523012019001/consolide
https://www.riigiteataja.ee/en/eli/ee/530102013019/consolide
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ETHIOPIA

Labor Proclamation No. 327/2003, Articles 6, 12, 47, 60, 66, 162, 178, 182.
https://www.ilo.org/dyn/travail/docs/327/Proclamation

Electronic Signature Proclamation No. 72/2018, Articles 5-7. https://chilot.me/wp-
content/uploads/2020/04/Proclamation-No0.1072.2018.pdf

FIJI

Employment Relations Act 2007, Articles 45, 70, 99, 214-215.
https://www.laws.gov.fj/Acts/DisplayAct/2910

Employment Relations (Administration) Regulations 2008, Articles 17, 18.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/77669/82546/F1449470204/FJ177669.p
df

Electronic Transactions Act 2008, Article 5-5A.
https://www.laws.gov.fj/Acts/DisplayAct/1036

Electronic Transactions (Amendment) Act 2017, Articles 5, 18.
https://www.fiji.gov.fj/getattachment/3fbde509-fh98-42c0-91c1-b78c8al0ch66/Act-8---
Electronic-Transactions-(Amendment)-Act.aspx

FINLAND

Law 55/2001, Employment Contracts Act, Chapter 1, Section 3; Chapter 6, Section 7;
Chapter 13, Section 9. https://www.finlex.fi/fi/laki/ajantasa/2001/20010055

Law 872/2019, Working Hours Act, Sections 30, 31-32, 40-41.
https://www.finlex.fi/fi/laki/ajantasa/2019/20190872

Law 998/1993, Law on Young Workers, Section 13.
https://www.finlex.fi/fi/laki/ajantasa/1993/19930998

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5. https://eur-lex.europa.eu/legal-
content/en/TXT/?uri=CELEX%3A320191.1152

Law 301/2004, Aliens Act, Section 73. https://www.finlex.fi/fi/laki/alkup/2004/20040301 -
Pidp446018192



https://www.ilo.org/dyn/travail/docs/327/Proclamation
https://chilot.me/wp-content/uploads/2020/04/Proclamation-No.1072.2018.pdf
https://chilot.me/wp-content/uploads/2020/04/Proclamation-No.1072.2018.pdf
https://www.laws.gov.fj/Acts/DisplayAct/2910
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/77669/82546/F1449470204/FJI77669.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/77669/82546/F1449470204/FJI77669.pdf
https://www.laws.gov.fj/Acts/DisplayAct/1036
https://www.fiji.gov.fj/getattachment/3fbde509-fb98-42c0-91c1-b78c8a10cb66/Act-8---Electronic-Transactions-(Amendment)-Act.aspx
https://www.fiji.gov.fj/getattachment/3fbde509-fb98-42c0-91c1-b78c8a10cb66/Act-8---Electronic-Transactions-(Amendment)-Act.aspx
https://www.finlex.fi/fi/laki/ajantasa/2001/20010055
https://www.finlex.fi/fi/laki/ajantasa/2019/20190872
https://www.finlex.fi/fi/laki/ajantasa/1993/19930998#L4P13
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://www.finlex.fi/fi/laki/alkup/2004/20040301#Pidp446018192
https://www.finlex.fi/fi/laki/alkup/2004/20040301#Pidp446018192
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Law 162/2005, Annual Leave Act, Sections 29, 34.
https://www.finlex.fi/fi/laki/alkup/2005/20050162 - Pidp446693056

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9. https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=celex:32002L0015

Law 917/2014, Electronic Communications Services Act, Section 181.
https://www.finlex.fi/fi/laki/ajantasa/2014/20140917 - O7L.22P184

Law 1050/2018, Data Protection Act. Sections 1-3, 29-30.
https://finlex.fi/fi/laki/ajantasa/2018/20181050

Law 759/2004, Sections 3-4. https://finlex.fi/fi/laki/ajantasa/2004/20040759 - L2P4

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50. https://eur-
lex.europa.eu/eli/reg/2016/679/0j

FRANCE

Labor Code, Articles L.1134-5, L.1221-13, L.1221-15, L.3171-2, L.3171-3, L.3243-2, L-
3243-4, L.3243-5, L.8113-4, L.8113-5, L.8113-6, D.1221-23, D.3171.15, D.3171-16,
D.8113-2, D.8113-3, R.1221-26.

https://www.legifrance.qgouv.fr/codes/texte Ic/LEGITEXT000006072050/

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5. https://eur-lex.europa.eu/legal-
content/en/TXT/?uri=CELEX%3A320191.1152

Law No. 78-17 Relating to Data Processing, Files, and Freedoms, Articles 4-6, 48-56, 112-
114. https://www.legifrance.gouv.fr/loda/id/JORFTEXT000000886460/2019-06-01/

CNIL Simplified Norm No. 42, Article 4.
https://www.cnil.fr/sites/default/files/atoms/files/ns42.pdf

CNIL Simplified Norm No. 46, Articles 3-6, 9.
https://www.cnil.fr/sites/default/files/atoms/files/ns-046-consolidee.pdf

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.



https://www.finlex.fi/fi/laki/alkup/2005/20050162#Pidp446693056
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://www.finlex.fi/fi/laki/ajantasa/2014/20140917#O7L22P184
https://finlex.fi/fi/laki/ajantasa/2018/20181050
https://finlex.fi/fi/laki/ajantasa/2004/20040759#L2P4
https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://www.legifrance.gouv.fr/codes/texte_lc/LEGITEXT000006072050/
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://www.legifrance.gouv.fr/loda/id/JORFTEXT000000886460/2019-06-01/
https://www.cnil.fr/sites/default/files/atoms/files/ns42.pdf
https://www.cnil.fr/sites/default/files/atoms/files/ns-046-consolidee.pdf
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
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Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9.
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50.
https://eur-lex.europa.eu/eli/req/2016/679/0j

GABON

Law No. 3/94, Labor Code, Articles 153, 159, 188, 237, 257.
http://www.oit.org/dyn/natlex/natlex4.detail?p lang=fr&p isn=39615&p country=GAB&p
count=194&p classification=01&p classcount=42

Decree No. 726/PR/MTEFP Regulating the System of Exceptions to the Legal Working
Hours, Articles 3-4. https://64695626-4c16-4c32-a051-
0af78a00c561.filesusr.com/ugd/33bbf3 bdd393c73c8e42bba5919a76c7f2f10a.pdf

Ordinance No. 014/PR/2018 Regulating Electronic Transactions, Articles 39-45, 78-85.
https://64695626-4c16-4¢32-a051-
0af78a00c561.filesusr.com/ugd/33bbf3 c7ce8d3e639746d78e61204104a49c76.pdf

Law No. 001/2011, on Protection of Personal Data, Articles 7-14, 45-50, 64-70, 91-96.
https://www.ilo.org/dyn/natlex/docs/SERIAL/106657/130937/F1561894182/GAB-

106657.pdf

GAMBIA

Labor Act 2007, Articles 8, 47, 51, 91. http://Imis.gm/labour-laws

Information and Communications Act 2009, Articles 181-183.
http://www.wipo.int/wipolex/en/text.jsp?file id=238414

Economic Community of West African States (, Supplementary Act A/SA/1/01/10 on
Personal Data Protection within ECOWAS, Articles 23-28, 36, 38-41.
https://www.statewatch.org/media/documents/news/2013/mar/ecowas-dp-act.pdf

GEORGIA

Labor Code, Articles 6, 48-49.
https://matsne.gov.ge/en/document/download/1155567/5/en/pdf

Civil Code, Articles 129-130.


https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://eur-lex.europa.eu/eli/reg/2016/679/oj
http://www.oit.org/dyn/natlex/natlex4.detail?p_lang=fr&p_isn=39615&p_country=GAB&p_count=194&p_classification=01&p_classcount=42
http://www.oit.org/dyn/natlex/natlex4.detail?p_lang=fr&p_isn=39615&p_country=GAB&p_count=194&p_classification=01&p_classcount=42
https://64695626-4c16-4c32-a051-0af78a00c561.filesusr.com/ugd/33bbf3_bdd393c73c8e42bba5919a76c7f2f10a.pdf
https://64695626-4c16-4c32-a051-0af78a00c561.filesusr.com/ugd/33bbf3_bdd393c73c8e42bba5919a76c7f2f10a.pdf
https://64695626-4c16-4c32-a051-0af78a00c561.filesusr.com/ugd/33bbf3_c7ce8d3e639746d78e61204104a49c76.pdf
https://64695626-4c16-4c32-a051-0af78a00c561.filesusr.com/ugd/33bbf3_c7ce8d3e639746d78e61204104a49c76.pdf
https://www.ilo.org/dyn/natlex/docs/SERIAL/106657/130937/F1561894182/GAB-106657.pdf
https://www.ilo.org/dyn/natlex/docs/SERIAL/106657/130937/F1561894182/GAB-106657.pdf
http://lmis.gm/labour-laws
http://www.wipo.int/wipolex/en/text.jsp?file_id=238414
https://www.statewatch.org/media/documents/news/2013/mar/ecowas-dp-act.pdf
https://matsne.gov.ge/en/document/download/1155567/5/en/pdf
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https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/90468/118660/F999089720/GEO90468
Geo.pdf

Law on Personal Data Protection, Articles 4-6, 15-17, 21-26, 41-42.
https://www.leqgislationline.org/download/id/5537/file/Georgia law personal data protectio
n 2013 en.pdf

Law on Electronic Signatures and Electronic Documents, Articles 3-4.
https://matsne.gov.ge/ru/document/download/20866/4/en/pdf

GERMANY

Minimum Wage Act (MiLoG), Article 17. https://www.gesetze-im-internet.de/milog/

Working Hours Act (ArbZG), Article 16. https://www.gesetze-im-
internet.de/arbzg/index.html

Posted Workers Act (AENtG), Article 19. https://www.gesetze-im-internet.de/aentg_2009/

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5. https://eur-lex.europa.eu/legal-
content/en/TXT/?uri=CELEX%3A320191.1152

Maternity Protection Act (MuSchG), Article 27. https://www.gesetze-im-
internet.de/muschg_2018/

Civil Code (BGB), Articles 126-127, 195. https://www.gesetze-im-internet.de/bgb/

Works Constitution Act (BetrVG), Article 83. http://www.gesetze-im-
internet.de/englisch_betrvg/

Dismissal Protection Act (KSchG), Article 5. https://www.gesetze-im-
internet.de/kschg/index.html

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9. https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=celex:32002L.0015

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50. https://eur-
lex.europa.eu/eli/req/2016/679/0j



https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/90468/118660/F999089720/GEO90468%20Geo.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/90468/118660/F999089720/GEO90468%20Geo.pdf
https://www.legislationline.org/download/id/5537/file/Georgia_law_personal_data_protection_2013_en.pdf
https://www.legislationline.org/download/id/5537/file/Georgia_law_personal_data_protection_2013_en.pdf
https://matsne.gov.ge/ru/document/download/20866/4/en/pdf
https://www.gesetze-im-internet.de/milog/
https://www.gesetze-im-internet.de/arbzg/index.html
https://www.gesetze-im-internet.de/arbzg/index.html
https://www.gesetze-im-internet.de/aentg_2009/
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://www.gesetze-im-internet.de/muschg_2018/
https://www.gesetze-im-internet.de/muschg_2018/
https://www.gesetze-im-internet.de/bgb/
http://www.gesetze-im-internet.de/englisch_betrvg/
http://www.gesetze-im-internet.de/englisch_betrvg/
https://www.gesetze-im-internet.de/kschg/index.html
https://www.gesetze-im-internet.de/kschg/index.html
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://eur-lex.europa.eu/eli/reg/2016/679/oj
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Federal Data Protection Act (BDSG), Article 26, 32-36, 78-81. https://www.gesetze-im-
internet.de/englisch_bdsg/

GHANA

Labour Act, 2003, Articles 9, 13, 27, 60, 124, 153, Schedule 1.
https://www.ilo.org/legacy/english/inwork/cb-policy-
guide/ghanalabouract2003section109.pdf

Electronic Transactions Act, 2008, Articles 6-8.
https://moc.gov.gh/sites/default/files/downloads/Electronic Transactions Act 772.pdf

Data Protection Act 2012, Articles 17-25, 32-35, 44.
https://www.dataprotection.org.gh/resources/downloads/data-protection-act/38-data-
protection-act-2012-act-843/file

Economic Community of West African States (, Supplementary Act A/SA/1/01/10 on
Personal Data Protection within ECOWAS, Articles 23-28, 36, 38-41.
https://www.statewatch.org/media/documents/news/2013/mar/ecowas-dp-act.pdf

National Labour Commission Regulations, 2006 (L.I. 1822), Articles 3-4, 15.
https://www.bcp.gov.gh/new/reg_details.php?id=NDIz

Limitation Act, 1972, Article 4. https://lawsghana.com/pre 1992 leqgislation/NRC
Decree/LIMITATION ACT, 1972 (NRCD 54)/151

GIBRALTAR

Employment Act, Articles 17, 30-31, 47, 52E, 79; Schedule 2, Article 4.
https://www.gibraltarlaws.gov.gi/index.php/legislations/employment-act-9

Employment Regulations, Articles 10-11.
https://www.gibraltarlaws.gov.gi/index.php/legislations/employment-requlations-1994-24

Data Protection Act, Articles 14-19, 26-27. 44-51, 54-56, 81-87. https://www.qra.qi/data-
protection/legislation

Conditions of Employment (Redundancy Pay) Order, 2001, Article 5.
https://www.gibraltarlaws.gov.qgi/index.php/legislations/conditions-of-employment-
redundancy-pay-order-2001-33

Conditions of Employment (Standard Minimum Wage) Order, 2001, Article 6.
https://www.gibraltarlaws.gov.qgi/index.php/legislations/conditions-of-employment-standard-
minimum-wage-order-2001-34



https://www.gesetze-im-internet.de/englisch_bdsg/
https://www.gesetze-im-internet.de/englisch_bdsg/
https://www.ilo.org/legacy/english/inwork/cb-policy-guide/ghanalabouract2003section109.pdf
https://www.ilo.org/legacy/english/inwork/cb-policy-guide/ghanalabouract2003section109.pdf
https://moc.gov.gh/sites/default/files/downloads/Electronic%20Transactions%20Act%20772.pdf
https://www.dataprotection.org.gh/resources/downloads/data-protection-act/38-data-protection-act-2012-act-843/file
https://www.dataprotection.org.gh/resources/downloads/data-protection-act/38-data-protection-act-2012-act-843/file
https://www.statewatch.org/media/documents/news/2013/mar/ecowas-dp-act.pdf
https://www.bcp.gov.gh/new/reg_details.php?id=NDIz
https://lawsghana.com/pre_1992_legislation/NRC%20Decree/LIMITATION%20ACT,%201972%20(NRCD%2054)/151
https://lawsghana.com/pre_1992_legislation/NRC%20Decree/LIMITATION%20ACT,%201972%20(NRCD%2054)/151
https://www.gibraltarlaws.gov.gi/index.php/legislations/employment-act-9
https://www.gibraltarlaws.gov.gi/index.php/legislations/employment-regulations-1994-24
https://www.gra.gi/data-protection/legislation
https://www.gra.gi/data-protection/legislation
https://www.gibraltarlaws.gov.gi/index.php/legislations/conditions-of-employment-redundancy-pay-order-2001-33
https://www.gibraltarlaws.gov.gi/index.php/legislations/conditions-of-employment-redundancy-pay-order-2001-33
https://www.gibraltarlaws.gov.gi/index.php/legislations/conditions-of-employment-standard-minimum-wage-order-2001-34
https://www.gibraltarlaws.gov.gi/index.php/legislations/conditions-of-employment-standard-minimum-wage-order-2001-34
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Electronic Commerce Act No. 2001-07, Articles 19-21.
https://www.gibraltarlaws.gov.qgi/legislations/electronic-commerce-act-2001-462

GREECE

Law 2639/1998, Regulation of Labor Relations, Establishment of a Labor Inspection Body
and Other Provisions, Article 7. https://www.ypakp.gr/uploads/files/5498.pdf

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5. https://eur-lex.europa.eu/legal-
content/en/TXT/?uri=CELEX%3A320191.1152

Law 1837/1989, For the Protection of Minors During Employment and Other Provisions.
Article 9. https://www.ypakp.gr/uploads/files/2524.pdf/

Law 3198/1955, Amending and Supplementing the Provisions on Termination of
Employment, Article 6. https://www.syllogos.gr/nomothesia/3189-vopor-2112-20-kou-
3198-55-yia-tic-amoldoelg

Presidential Decree No. 156, Obligation of the Employer to Inform the Employee about the
Conditions Governing the Contract or Employment Relationship, Articles 2-3.
https://www.ypakp.gr/uploads/files/13927.pdf

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50. https://eur-
lex.europa.eu/eli/req/2016/679/0j

Law 4624/2019, Measures for Implementing Regulation (EU) 2016/679, Articles 27, 33-35,
45, 53-56, 75-78.

https://www.dpa.qgr/pls/portal/docs/PAGE/APDPX/ENGLISH INDEX/LEGAL
FRAMEWORK/LAW 4624 2019 EN TRANSLATED BY THE HDPA.PDF

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9. https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=celex:32002L.0015

GRENADA

Employment Act, No. 14 of 1999, Article 10, 30, 33, 48, 68, 82-83.
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/53925/65176/E99GRDO01.htm.



https://www.gibraltarlaws.gov.gi/legislations/electronic-commerce-act-2001-462
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https://www.syllogos.gr/nomothesia/3189-%CE%BD%CF%8C%CE%BC%CE%BF%CE%B9-2112-20-%CE%BA%CE%B1%CE%B9-3198-55-%CE%B3%CE%B9%CE%B1-%CF%84%CE%B9%CF%82-%CE%B1%CF%80%CE%BF%CE%BB%CF%8D%CF%83%CE%B5%CE%B9%CF%82
https://www.ypakp.gr/uploads/files/13927.pdf
https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://www.dpa.gr/pls/portal/docs/PAGE/APDPX/ENGLISH_INDEX/LEGAL%20FRAMEWORK/LAW%204624_2019_EN_TRANSLATED%20BY%20THE%20HDPA.PDF
https://www.dpa.gr/pls/portal/docs/PAGE/APDPX/ENGLISH_INDEX/LEGAL%20FRAMEWORK/LAW%204624_2019_EN_TRANSLATED%20BY%20THE%20HDPA.PDF
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/53925/65176/E99GRD01.htm
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Electronic Transactions Act, 2008, Articles 12-16.
https://www.fakongjian.com/int doc/laws/20160531/1728/0d012en20160531172844.pdf

GUATEMALA

Labor Code, Articles 28-30, 123, 157, 263-264, 281.
https://www.mintrabajo.gob.qgt/images/Documentacion/Leyes Ordinarias/Decretos/Codigo d
e trabajo de gquatemala Decreto 1441-1961.pdf

Ministerial Agreement 124-2019, Authorization and Sealing of Wage Books by Electronic
Communication Means, Articles 1-5.
https://www.mintrabajo.gob.gt/images/Documentacion/Acuerdos Ministeriales/2019/Acuerd
0 _Ministerial 124-2019.pdf

Ministerial Agreement No. 324, Instructions for the Presentation and Registration in
Electronic Form of Individual Employment Contracts, Articles 1-4.
https://www.mintrabajo.gob.gt/images/Documentacion/Acuerdos_Ministeriales/2019/Acuerd
0_Ministerial _324-2019.pdf

Decree No. 47-2008, Law on the Recognition of Electronic Communications and Signatures,
Articles 5-14.
https://www.minfin.gob.gt/images/archivos/leyes/tesoreria/Decretos/ DECRETO 47-2008.pdf

GUERNSEY

Conditions of Employment (Guernsey) Law, 1985, Articles 1, 10A.
http://www.quernseylegalresources.gg/CHttpHandler.ashx?id=71458&p=0

Employment Protection (Guernsey) Law, 1998, Article 17.
http://www.quernseylegalresources.qa/CHttpHandler.ashx?id=71459&p=0

Population Management (Employment Records) Regulations, 2017, Articles 1-4.
http://www.quernseylegalresources.gg/CHttpHandler.ashx?id=107089&p=0

Sex Discrimination (Employment) (Guernsey) Law, 2005, Article 39.
http://www.quernseylegalresources.qg/article/97229/Sex-Discrimination-Employment-
Guernsey-Ordinance-2005

Minimum Wage (Guernsey Law), 2009, Articles 7-8.
http://www.quernsevylegalresources.gg/article/95823/Minimum-Wage-Guernsey-Law-2009

Data Protection (Bailiwick of Guernsey) Law, 2018, Articles 6-14, 55-59.
http://www.quernseylegalresources.gg/CHttpHandler.ashx?id=113397&p=0



https://www.fakongjian.com/int_doc/laws/20160531/1728/gd012en20160531172844.pdf
https://www.mintrabajo.gob.gt/images/Documentacion/Leyes_Ordinarias/Decretos/Codigo_de_trabajo_de_guatemala_Decreto_1441-1961.pdf
https://www.mintrabajo.gob.gt/images/Documentacion/Leyes_Ordinarias/Decretos/Codigo_de_trabajo_de_guatemala_Decreto_1441-1961.pdf
https://www.mintrabajo.gob.gt/images/Documentacion/Acuerdos_Ministeriales/2019/Acuerdo_Ministerial_124-2019.pdf
https://www.mintrabajo.gob.gt/images/Documentacion/Acuerdos_Ministeriales/2019/Acuerdo_Ministerial_124-2019.pdf
https://www.mintrabajo.gob.gt/images/Documentacion/Acuerdos_Ministeriales/2019/Acuerdo_Ministerial_324-2019.pdf
https://www.mintrabajo.gob.gt/images/Documentacion/Acuerdos_Ministeriales/2019/Acuerdo_Ministerial_324-2019.pdf
https://www.minfin.gob.gt/images/archivos/leyes/tesoreria/Decretos/DECRETO%2047-2008.pdf
http://www.guernseylegalresources.gg/CHttpHandler.ashx?id=71458&p=0
http://www.guernseylegalresources.gg/CHttpHandler.ashx?id=71459&p=0
http://www.guernseylegalresources.gg/CHttpHandler.ashx?id=107089&p=0
http://www.guernseylegalresources.gg/article/97229/Sex-Discrimination-Employment-Guernsey-Ordinance-2005
http://www.guernseylegalresources.gg/article/97229/Sex-Discrimination-Employment-Guernsey-Ordinance-2005
http://www.guernseylegalresources.gg/article/95823/Minimum-Wage-Guernsey-Law-2009
http://www.guernseylegalresources.gg/CHttpHandler.ashx?id=113397&p=0
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Electronic Transactions (Guernsey) Law, 2000, Articles 1-9, 20.
http://www.quernseylegalresources.gg/CHttpHandler.ashx?id=70751&p=0

GUINEA

Law No. L/2014/072/CMT, Labor Code, Articles 242.6, 242.17, 513.9.
http://images.mofcom.gov.cn/gn/201702/20170211004408568.pdf

Order No. 2793/MTASE/DNLS/1996 on the Keeping of the Employer Register, Articles 1-8.
https://www.ilo.org/dyn/natlex/docs/SERIAL/44727/39789/F-1862215586/GIN-44727.pdf

Order No. 5679/ASE/DNTLS/95, on the Forms and Terms of the Employment Contract,
Acrticles 7, 14.
https://www.ilo.org/dyn/natlex/docs/SERIAL/43078/34261/F446433554/GIN-43078.pdf

Law No. 2016/035/AN on Electronic Transactions, Articles 37-42.
http://www.ictpolicyafrica.org/fr/document/68hrs1fphei?page=11

Law No. L/2016/037/AN Relating to Cybersecurity and Protection of Personal Data, Part
Two, Articles 18-46. https://justicequinee.gov.gn/laws/loi-1-2016-037-an-relative-a-la-
cybersecurite-et-la-protection-des-donnees-a-caractere-personnel/

GUINEA-BISSAU

Law no. 2/86, General Labor Law, Articles 9, 41, 57, 59, 122-123, 154.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=en&p isn=4325&p country=GNB&p
count=49&p classification=01&p classcount=19

Economic Community of West African States, Supplementary Act A/SA.2/01/10 on
Electronic Transactions within ECOWAS, Article 23, 29-30, 33.
https://ccdcoe.org/uploads/2019/10/ECOWAS-10216-Supplementary-Act-on-electronic-

transaction.pdf

Economic Community of West African States, Supplementary Act A/SA/1/01/10 on Personal
Data Protection within ECOWAS, Articles 23-28, 36, 38-41.
https://www.statewatch.org/media/documents/news/2013/mar/ecowas-dp-act.pdf

Code of Civil Procedures, Articles 310-317.
https://fecongd.org/pdf/crianca/CodigoProcessoCivil.pdf



http://www.guernseylegalresources.gg/CHttpHandler.ashx?id=70751&p=0
http://images.mofcom.gov.cn/gn/201702/20170211004408568.pdf
https://www.ilo.org/dyn/natlex/docs/SERIAL/44727/39789/F-1862215586/GIN-44727.pdf
https://www.ilo.org/dyn/natlex/docs/SERIAL/43078/34261/F446433554/GIN-43078.pdf
http://www.ictpolicyafrica.org/fr/document/68hrs1fphei?page=11
https://justiceguinee.gov.gn/laws/loi-l-2016-037-an-relative-a-la-cybersecurite-et-la-protection-des-donnees-a-caractere-personnel/
https://justiceguinee.gov.gn/laws/loi-l-2016-037-an-relative-a-la-cybersecurite-et-la-protection-des-donnees-a-caractere-personnel/
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=4325&p_country=GNB&p_count=49&p_classification=01&p_classcount=19
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=4325&p_country=GNB&p_count=49&p_classification=01&p_classcount=19
https://ccdcoe.org/uploads/2019/10/ECOWAS-10216-Supplementary-Act-on-electronic-transaction.pdf
https://ccdcoe.org/uploads/2019/10/ECOWAS-10216-Supplementary-Act-on-electronic-transaction.pdf
https://www.statewatch.org/media/documents/news/2013/mar/ecowas-dp-act.pdf
https://fecongd.org/pdf/crianca/CodigoProcessoCivil.pdf
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GUYANA

Labour Act, Cap. 98:01, Articles 10, 34. http://goinvest.gov.qy/wp-content/uploads/Labour-
cap9801.pdf

Labour (Conditions of Employment of Certain Workers) Act, Cap. 99:03, Article 8.
https://www.ilo.org/dyn/travail/docs/592/cap9903 Labour

Labour (Termination of Employment and Severance Pay) Act, Cap. 99:08, Article 4(6).
https://gcci.gy/wp-content/uploads/2013/07/Termination-of-Employment-and-Severance-
Pay-cap9908.pdf

Employment of Young Persons and Children Act, Cap. 99:01, Article 3.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/46808/72886/F1693427325/GUY 46808

2012.pdf

Holidays with Pay Act, Cap. 99:02, Article 8.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/72101/95832/F-995718934/GUY 72101

2012.pdf

[Draft] Electronic Communications and Transactions Bill 2019, Articles 7-16.
https://www.business.gov.gy/wp-content/uploads/2020/10/LDC-Electronic-
Communications-and-Transactions-Bill-2019.pdf

Limitation Act, Cap 7:02, Articles 7-8.
http://qguyaneselawyer.com/lawsofquyana/Laws/cap702.pdf

HAITI

Labor Code, Articles 39, 65, 97, 118, 132, 163-164, 339, 359, 394, 413.
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/135/64790/F61HTI101.htm - t1c6

Law on Electronic Transactions, Articles 4-6. http://www.sgcm.gouv.ht/wp-
content/uploads/2017/03/Loi-sur-la-signature-electronigue-et-sur-les-echanges-
electronigues.pdf

HONDURAS

Labor Code, Articles 37, 133, 167-168, 207, 310, 335, 355, 380, 617-618, 864-867.
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/29076/64849/S59HNDO01.htm

Decree no. 103, Minimum Wage Law, Article 12. https://ujcv.edu.hn/wp-
content/uploads/2018/09/bibliotecavirtual/derecho/LEYES-CODIGOS-ACUERDOS-
RECURSQOS-ETC/Decreto-103-Ley-de-Salario-Minimo(3)VerLeylnspeccionTrabajo



http://goinvest.gov.gy/wp-content/uploads/Labour-cap9801.pdf
http://goinvest.gov.gy/wp-content/uploads/Labour-cap9801.pdf
https://www.ilo.org/dyn/travail/docs/592/cap9903%20Labour
https://gcci.gy/wp-content/uploads/2013/07/Termination-of-Employment-and-Severance-Pay-cap9908.pdf
https://gcci.gy/wp-content/uploads/2013/07/Termination-of-Employment-and-Severance-Pay-cap9908.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/46808/72886/F1693427325/GUY46808%202012.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/46808/72886/F1693427325/GUY46808%202012.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/72101/95832/F-995718934/GUY72101%202012.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/72101/95832/F-995718934/GUY72101%202012.pdf
https://www.business.gov.gy/wp-content/uploads/2020/10/LDC-Electronic-Communications-and-Transactions-Bill-2019.pdf
https://www.business.gov.gy/wp-content/uploads/2020/10/LDC-Electronic-Communications-and-Transactions-Bill-2019.pdf
http://guyaneselawyer.com/lawsofguyana/Laws/cap702.pdf
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/135/64790/F61HTI01.htm#t1c6
http://www.sgcm.gouv.ht/wp-content/uploads/2017/03/Loi-sur-la-signature-electronique-et-sur-les-echanges-electroniques.pdf
http://www.sgcm.gouv.ht/wp-content/uploads/2017/03/Loi-sur-la-signature-electronique-et-sur-les-echanges-electroniques.pdf
http://www.sgcm.gouv.ht/wp-content/uploads/2017/03/Loi-sur-la-signature-electronique-et-sur-les-echanges-electroniques.pdf
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/29076/64849/S59HND01.htm
https://ujcv.edu.hn/wp-content/uploads/2018/09/bibliotecavirtual/derecho/LEYES-CODIGOS-ACUERDOS-RECURSOS-ETC/Decreto-103-Ley-de-Salario-Minimo(3)VerLeyInspeccionTrabajo%20derogaArt40deSalarioMinimo%20VerAcuerdoEjecutivo%20STSS-007-2017%20y%20Acuerdo%20tripartito%20S%20revision%20salario%20minimo.pdf
https://ujcv.edu.hn/wp-content/uploads/2018/09/bibliotecavirtual/derecho/LEYES-CODIGOS-ACUERDOS-RECURSOS-ETC/Decreto-103-Ley-de-Salario-Minimo(3)VerLeyInspeccionTrabajo%20derogaArt40deSalarioMinimo%20VerAcuerdoEjecutivo%20STSS-007-2017%20y%20Acuerdo%20tripartito%20S%20revision%20salario%20minimo.pdf
https://ujcv.edu.hn/wp-content/uploads/2018/09/bibliotecavirtual/derecho/LEYES-CODIGOS-ACUERDOS-RECURSOS-ETC/Decreto-103-Ley-de-Salario-Minimo(3)VerLeyInspeccionTrabajo%20derogaArt40deSalarioMinimo%20VerAcuerdoEjecutivo%20STSS-007-2017%20y%20Acuerdo%20tripartito%20S%20revision%20salario%20minimo.pdf
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derogaArt40deSalarioMinimo VerAcuerdoEjecutivo STSS-007-2017 v Acuerdo tripartito S
revision salario minimo.pdf

Decree No. 142-2014 on Electronic Commerce, Articles 8-11.
https://www.ccichonduras.org/website/Descargas/LEYES/LEYES ADMINISTRATIVAS E
SPECIALES/LEY DE COMERCIO ELECTRONICO.pdf

Political Constitution of the Republic of Honduras, Article 182.
https://www.constituteproject.org/constitution/Honduras 2013.pdf?lang=en

HONG KONG

Employment Ordinance, Cap. 57, Articles 15B, 37-38, 41G, 44-47, 49A.
https://www.elegislation.gov.hk/hk/cap57?xpid=ID_1438403464084 003

Employment of Children Regulations, Cap. 57B, Article 7.
https://www.elegislation.gov.hk/hk/cap57Blen?INDEX_CS=N&xpid=1D 1438403483553 0
04

Employment of Young Persons (Industry) Regulations, Cap. 57, Section 73, Article 16.
https://www.elegislation.gov.hk/hk/cap57Clen?INDEX CS=N&xpid=ID_1438403483912 0
03

Underage employment Claims Adjudication Board Ordinance, Article 7.
https://www.google.com/search?g=honduras+constitution&og=honduras+constitution&ags=
chrome..69i57j0j0i22i3013.5253j0j7&sourceid=chrome&ie=UTF-8

Trade Boards Ordinance, Articles 10.
https://www.elegislation.gov.hk/hk/cap63!'en@1997-07-01T00:00:00

Electronic Transactions Ordinance, Cap. 553, Articles 5-8.
www.legislation.gov.hk/blis_pdf.nsf/6799165D2FEE3FA94825755E0033E532/0DA199327
B34081F482575EF0019C84B/$FILE/CAP 553 e b5.pdf

Personal Data (Privacy) Ordinance, Cap. 486, Articles 17A-26, 33.
https://www.elegislation.gov.hk/hk/cap486?xpid=1D 1438403261817 001

Limitation Ordinance, Cap. 347, Article 4. https://www.eleqgislation.gov.hk/hk/cap347

HUNGARY

Act | of 2012, Labor Code, Sections 46, 134, 286-287.
https://edutax.hu/munka-torvenykonyve/



https://ujcv.edu.hn/wp-content/uploads/2018/09/bibliotecavirtual/derecho/LEYES-CODIGOS-ACUERDOS-RECURSOS-ETC/Decreto-103-Ley-de-Salario-Minimo(3)VerLeyInspeccionTrabajo%20derogaArt40deSalarioMinimo%20VerAcuerdoEjecutivo%20STSS-007-2017%20y%20Acuerdo%20tripartito%20S%20revision%20salario%20minimo.pdf
https://ujcv.edu.hn/wp-content/uploads/2018/09/bibliotecavirtual/derecho/LEYES-CODIGOS-ACUERDOS-RECURSOS-ETC/Decreto-103-Ley-de-Salario-Minimo(3)VerLeyInspeccionTrabajo%20derogaArt40deSalarioMinimo%20VerAcuerdoEjecutivo%20STSS-007-2017%20y%20Acuerdo%20tripartito%20S%20revision%20salario%20minimo.pdf
https://www.ccichonduras.org/website/Descargas/LEYES/LEYES_ADMINISTRATIVAS_ESPECIALES/LEY_DE_COMERCIO_ELECTRONICO.pdf
https://www.ccichonduras.org/website/Descargas/LEYES/LEYES_ADMINISTRATIVAS_ESPECIALES/LEY_DE_COMERCIO_ELECTRONICO.pdf
https://www.constituteproject.org/constitution/Honduras_2013.pdf?lang=en
https://www.elegislation.gov.hk/hk/cap57?xpid=ID_1438403464084_003
https://www.elegislation.gov.hk/hk/cap57B!en?INDEX_CS=N&xpid=ID_1438403483553_004
https://www.elegislation.gov.hk/hk/cap57B!en?INDEX_CS=N&xpid=ID_1438403483553_004
https://www.elegislation.gov.hk/hk/cap57C!en?INDEX_CS=N&xpid=ID_1438403483912_003
https://www.elegislation.gov.hk/hk/cap57C!en?INDEX_CS=N&xpid=ID_1438403483912_003
https://www.google.com/search?q=honduras+constitution&oq=honduras+constitution&aqs=chrome..69i57j0j0i22i30l3.5253j0j7&sourceid=chrome&ie=UTF-8
https://www.google.com/search?q=honduras+constitution&oq=honduras+constitution&aqs=chrome..69i57j0j0i22i30l3.5253j0j7&sourceid=chrome&ie=UTF-8
https://www.elegislation.gov.hk/hk/cap63!en@1997-07-01T00:00:00
http://www.legislation.gov.hk/blis_pdf.nsf/6799165D2FEE3FA94825755E0033E532/0DA199327B34081F482575EF0019C84B/$FILE/CAP_553_e_b5.pdf
http://www.legislation.gov.hk/blis_pdf.nsf/6799165D2FEE3FA94825755E0033E532/0DA199327B34081F482575EF0019C84B/$FILE/CAP_553_e_b5.pdf
https://www.elegislation.gov.hk/hk/cap486?xpid=ID_1438403261817_001
https://www.elegislation.gov.hk/hk/cap347
https://edutax.hu/munka-torvenykonyve/
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Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5.
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A320191L.1152

Decree No. 1/2018 (V1.29), Digital Archiving Rules, Articles 3-6.
https://net.jogtar.hu/jogszabaly?docid=A1800001.ITM&searchUrl=/jogszabaly-
kereso%3Fkif%3D%26x%3D43%26y%3D2%26pagenum%3D28

Act CXI of 2011 on the Right of Information Self-Determination and on Freedom of
Information, Articles 4-14. https://njt.hu/translated/doc/J2011T0112P 20190426 FIN.pdf

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9. https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=celex:32002L0015

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50. https://eur-
lex.europa.eu/eli/reg/2016/679/0j

Act V of 2013, Civil Code, Section 6:22.
https://net.jogtar.hu/jogszabaly?docid=A1300005.TV

ICELAND

Regulation No. 426/1999 Regarding the Work of Children and Adolescents, Article 23.
https://www.government.is/media/velferdarraduneyti-media/media/Reglugerdir-
enska/REGULATION-regarding-the-work-of-children-and-adolescents-No-426-1999.pdf

Law No. 95/2000, Act on Maternity/Paternity Leave and Parental Leave, Article 26.
https://www.government.is/media/velferdarraduneyti-media/media/acrobat-enskar sidur/Act-
on-maternity-paternity-leave-95-2000-with-subsequent-amendments.pdf

Law No. 45/2007, Act on Posted Workers and Obligations of Foreign Service Providers,
Article 8. https://www.government.is/library/04-Leqgislation/Act on Posted Workers and the
Obligations of Foreign Service-Providers No 45 2007 as amended 2018.pdf

Law no. 77/2000, Act on the Protection of Privacy as Regards the Processing of Personal
Data, Articles 7-9, 18-19, 29-30. https://www.personuvernd.is/information-in-
english/greinar/nr/438

Act No. 150/2007 on the Limitation Periods for Claims, Articles 1-3.
https://www.stjornarradid.is/media/atvinnuvegaradunevyti-media/media/acrobat/act-no.-150-



https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://net.jogtar.hu/jogszabaly?docid=A1800001.ITM&searchUrl=/jogszabaly-kereso%3Fkif%3D%26x%3D43%26y%3D2%26pagenum%3D28
https://net.jogtar.hu/jogszabaly?docid=A1800001.ITM&searchUrl=/jogszabaly-kereso%3Fkif%3D%26x%3D43%26y%3D2%26pagenum%3D28
https://njt.hu/translated/doc/J2011T0112P_20190426_FIN.pdf
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://net.jogtar.hu/jogszabaly?docid=A1300005.TV
https://www.government.is/media/velferdarraduneyti-media/media/Reglugerdir-enska/REGULATION-regarding-the-work-of-children-and-adolescents-No-426-1999.pdf
https://www.government.is/media/velferdarraduneyti-media/media/Reglugerdir-enska/REGULATION-regarding-the-work-of-children-and-adolescents-No-426-1999.pdf
https://www.government.is/media/velferdarraduneyti-media/media/acrobat-enskar_sidur/Act-on-maternity-paternity-leave-95-2000-with-subsequent-amendments.pdf
https://www.government.is/media/velferdarraduneyti-media/media/acrobat-enskar_sidur/Act-on-maternity-paternity-leave-95-2000-with-subsequent-amendments.pdf
https://www.government.is/library/04-Legislation/Act%20on%20Posted%20Workers%20and%20the%20Obligations%20of%20Foreign%20Service-Providers%20No%2045%202007%20as%20amended%202018.pdf
https://www.government.is/library/04-Legislation/Act%20on%20Posted%20Workers%20and%20the%20Obligations%20of%20Foreign%20Service-Providers%20No%2045%202007%20as%20amended%202018.pdf
https://www.personuvernd.is/information-in-english/greinar/nr/438
https://www.personuvernd.is/information-in-english/greinar/nr/438
https://www.stjornarradid.is/media/atvinnuvegaraduneyti-media/media/acrobat/act-no.-150-2007-on-the-limitation-periods-for-claims.pdf
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2007-on-the-limitation-periods-for-claims.pdf

INDIA

Code on Wages, 2019, Articles 19, 21, 44-45, 50-51.
https://labour.gov.in/sites/default/filess THE CODE ON WAGES, 2019 No. 29 of 2019.pdf

Child and Adolescent Labor (Prohibition and Regulation) Act, 1986, Article 11.
https://labour.gov.in/sites/default/files/The _Child_and_Adolescent.pdf

Child Labour (Prohibition and Regulation Rules, 1988, Article 16.
https://labour.gov.in/sites/default/files/rule.pdf

Apprenticeship Rules, 1991. Article 10. http://www.lawsindia.com/Advocate Library/02
APPRENTCESHIP RULES,1991.htm - s10

Labour Laws (Simplification of Procedure for Furnishing Returns and Maintaining Registers
by Certain Establishments) Act, 1988, Article 4. https://www.indiacode.nic.in/show-
data?actid=AC_CEN_6_6_00028 198851 1517807324521&orderno=1

Ease of Compliance to Maintain Registers under Various Labor Law Rules, 2017, Articles 1-
3, Schedule. https://labour.gov.in/sites/default/files/Ease of Compliance Rules.pdf

Code on Wages (Central) Rules, 2020 [Draft], Articles 19, 51-52.
https://labour.gov.in/sites/default/files/gazette notification.pdf

Information Technology Act, 2000, Articles 4-7, 43A.
https://www.indiacode.nic.in/bitstream/123456789/1999/3/A2000-21.pdf

Information Technology (Reasonable Security Practices and Procedures and Sensitive
Personal Data or Information) Rules, 2011, Articles 3-7.
https://www.wipo.int/edocs/lexdocs/laws/en/in/in098en.pdf

Limitation Act, 1963, Division |, Part I.
https://www.advocatekhoj.com/library/bareacts/limitation/index.php?Title=Limitation Act,
1963

INDONESIA

Regulation No. PER-06/MEN/1990, Concerning Employer’s Liability to Make and Keep
Wage Books, Articles 1-4. https://www.basishukum.com/permenaker/6/1990/1

Law No. 13/2003, Concerning Manpower. Article 182.
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http://www.flevin.com/id/lgso/translations/Laws/Law No. 13 of 2003 on Manpower

(BKPM).pdf

Law No. 11 of 2008, Concerning Electronic Information and Transactions, Articles 5-8.
http://www.flevin.com/id/lgso/translations/JICA Mirror/english/4846 _UU_11 2008 e.html

Draft Bill on Protection of Personal Data, 2020, Articles 4-15, 17-18, 49.
https://web.kominfo.go.id/sites/default/files/users/4752/Rancangan UU PDP Final
%28Setneq 061219%29.pdf

IRAN

Labor Code, Articles 10, 79-80, 98.
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/21843/64830/E90IRNO1.HTM - c4

Electronic Commerce Law of the Islamic Republic of Iran, Articles 5-11.
http://www.wipo.int/edocs/lexdocs/laws/en/ir/ir008en.pdf

IRAQ

Labor Law, 2015, Articles 37, 41, 51, 61, 100, 129.
https://www.ilo.org/dyn/natlex/docssMONOGRAPH/96652/114261/F-218842884/IRQ96652
Eng.pdf

Law on Electronic Signatures and Electronic Transactions, No. 78 of 2012, Articles 13-17.
http://www.irag-lg-law.org/en/node/2278

IRELAND

Organization of Working Time Act, 1997, Sections 8, 25, 32.
http://www.irishstatutebook.ie/eli/1997/act/20/enacted/en/html

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5. https://eur-lex.europa.eu/legal-
content/en/TXT/?2uri=CELEX%3A32019L.1152

Statutory Instrument No. 473/2001, Organization of Working Time (Records) (Prescribed
Form and Exemptions) Regulations 2001, Sections 3-5.
http://www.irishstatutebook.ie/eli/2001/si/473/made/en/print

Protection of Young Persons (Employment) Act, 1996, Sections 5, 15, 22.
http://www.irishstatutebook.ie/eli/1996/act/16/enacted/en/print.htmI?printonload=true

Terms of Employment (Information) Act, 1994, Section 3.
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http://www.irishstatutebook.ie/eli/1994/act/5/enacted/en/print

Unfair Dismissals Act, 1977, Section 8.
https://revisedacts.lawreform.ie/eli/1977/act/10/revised/en/html

Employment Equality Acts, Section 77, 102.
http://www.irishstatutebook.ie/eli/1998/act/21/enacted/en/print.html

Payment of Wages Act, 1991, Section 4, 6.
http://www.irishstatutebook.ie/eli/1991/act/25/enacted/en/print - sec4

Protection of Employment Act, Section 18.
http://www.irishstatutebook.ie/eli/1977/act/7/enacted/en/print - sec18

National Minimum Wage Act, 2000, Section 22.
http://www.irishstatutebook.ie/eli/2000/act/5/enacted/en/print.html

Taxes Consolidation Act 1997, Section 903.
http://www.irishstatutebook.ie/eli/1997/act/39/section/903/enacted/en/html - sec903

Statutory Instrument No. 253/2012, Income Tax (Employments) Regulations 2012, Section
4. http://www.irishstatutebook.ie/eli/2012/si/253/made/en/print

Employment Permits Act 2006, Section 28.
http://www.irishstatutebook.ie/eli/2006/act/16/enacted/en/print.html

Parental Leave Act 1998, Section 27.
http://www.irishstatutebook.ie/eli/1998/act/30/enacted/en/print.html

Paternity Leave and Benefit Act 2016, Section 17.
http://www.irishstatutebook.ie/eli/2016/act/11/enacted/en/print - secl7

Carer’s Leave Act 2001, Section 31.
http://www.irishstatutebook.ie/eli/2001/act/19/enacted/en/print

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9. https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=celex:32002L0015

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1

Electronic Commerce Act 2000, Sections 9-18.
http://www.irishstatutebook.ie/eli/2000/act/27/enacted/en/print - sec18
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Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50.
https://eur-lex.europa.eu/eli/reg/2016/679/0j

Data Protection Act 2018, Sections 4, 96-100.
http://www.irishstatutebook.ie/eli/2018/act/7/enacted/en/print - sec96

Statute of Limitations 1957, Section 11.
http://www.irishstatutebook.ie/eli/1957/act/6/enacted/en/print.html

ISLE OF MAN

Employment Act 2006, Sections 8.
https://legislation.gov.im/cms/images/LEGISLATION/PRINCIPAL/2006/2006-
0021/EmploymentAct2006 14.pdf

Control of Employment Act 2014, Section 19.
https://legislation.gov.im/cms/images/LEGISLATION/PRINCIPAL/2014/2014-
0011/ControlofEmploymentAct2014 11.pdf

Minimum Wage Act 2001, Section 6-9.
https://legislation.gov.im/cms/images/LEGISLATION/PRINCIPAL/2001/2001-
0025/MinimumWageAct2001 6.pdf

Minimum Wage Regulations 2001, Section 38.
https://www.tynwald.org.im/links/tls/SD/2001/2001-SD-0397.PDF

Employment of Women, Young Persons, and Children Act 1930, Section 3,
https://leqgislation.gov.im/cms/images/LEGISLATION/PRINCIPAL/1930/1930-
0002/EmploymentofWomenYoungPersonsandChildrenAct1930 2.pdf

Employment of Children (No. 2) Regulations, Sections 8-9.
https://www.tynwald.org.im/links/tls/SD/2018/2018-SD-0121.pdf

Employment Act 2006: Code of Practice on Disciplinary and Grievance Procedures 2007,
Sections 10.1, 28.1, 38.1.
https://www.gov.im/media/622907/codeofpracticeondisciplinaryand.pdf

Electronic Transactions Act 2000, Sections 4-8.
https://www.legislation.gov.im/cms/images/LEGISLATION/PRINCIPAL/2000/2000-
0008/ElectronicTransactionsAct2000_2.pdf

Data Protection Act 2018, Sections 4-5.
https://www.leqgislation.gov.im/cms/images/LEGISLATION/PRINCIPAL/2018/2018-
0010/DataProtectionAct2018 1.pdf
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Data Protection (Application of GDPR) Order 2018, Sections 3, Annex.
https://www.tynwald.org.im/business/opgp/sittings/Tynwald 20162018/2018-SD-0143.pdf

Limitation Act 1984, Sections 4-5.
https://www.leqgislation.gov.im/cms/images/LEGISLATION/PRINCIPAL/1984/1984-
0018/LimitationAct1984 1.pdf

ISRAEL

Wage Protection Law, 5718-1958, Articles 17A, 24.
http://ilo.org/dyn/natlex/natlex4.detail?p lang=en&p isn=36149&p country=ISR&p count=
167

Hours of Work and Rest Law, 5711-1951, Article 25.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=en&p isn=36146&p country=ISR&p
count=167

Notice to Employees and Job Candidates Law (Working Conditions and Recruitment
Procedures), 2002, Articles 3-5. https://www.nevo.co.il/law_html/law01/094m1_001.htm

Employment (Equal Opportunities) Law, 5748-1988, Articles 7, 14.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=&p isn=36155&p classification=05

Employment of Women Law, 5714-1954, Articles 7, 11.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=&p isn=3196&p classification=13.02

Annual Leave Law, 5711-1951, Articles 9, 26.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=en&p isn=36148&p country=ISR&p
count=174

Youth Labor Law, 5718-1958, Article 31.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=en&p isn=36150

Protection of Privacy Law, 5741-1981, Article 13.
https://www.gov.il/BlobFolder/legalinfo/leqislation/en/ProtectionofPrivacyLaw57411981uno
fficialtranslatio.pdf

Privacy Protection (Transfer of Data to Databases Abroad) Regulations, 5761-2011, Articles
1-3.
https://www.gov.il/BlobFolder/legalinfo/leqislation/en/PrivacyProtectionTransferofDataabro
adRequlationsun.pdf

ITALY


https://www.tynwald.org.im/business/opqp/sittings/Tynwald%2020162018/2018-SD-0143.pdf
https://www.legislation.gov.im/cms/images/LEGISLATION/PRINCIPAL/1984/1984-0018/LimitationAct1984_1.pdf
https://www.legislation.gov.im/cms/images/LEGISLATION/PRINCIPAL/1984/1984-0018/LimitationAct1984_1.pdf
http://ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=36149&p_country=ISR&p_count=167
http://ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=36149&p_country=ISR&p_count=167
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=36146&p_country=ISR&p_count=167
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=36146&p_country=ISR&p_count=167
https://www.nevo.co.il/law_html/law01/094m1_001.htm
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=&p_isn=36155&p_classification=05
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=&p_isn=3196&p_classification=13.02
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=36148&p_country=ISR&p_count=174
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=36148&p_country=ISR&p_count=174
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=36150
https://www.gov.il/BlobFolder/legalinfo/legislation/en/ProtectionofPrivacyLaw57411981unofficialtranslatio.pdf
https://www.gov.il/BlobFolder/legalinfo/legislation/en/ProtectionofPrivacyLaw57411981unofficialtranslatio.pdf
https://www.gov.il/BlobFolder/legalinfo/legislation/en/PrivacyProtectionTransferofDataabroadRegulationsun.pdf
https://www.gov.il/BlobFolder/legalinfo/legislation/en/PrivacyProtectionTransferofDataabroadRegulationsun.pdf

324

Decree-Law no. 112 of 25 June 2008, Article 39.
https://www.camera.it/parlam/leggi/decreti/08112d.htm

Decree no. 192 of 9 July 2008, Articles 1, 3, 5, 6.
https://www.gazzettaufficiale.it/atto/serie_generale/caricaDettaglioAtto/originario?atto.dataP
ubblicazioneGazzetta=2008-08-
18&atto.codiceRedazionale=08A05919&elenco30giorni=false

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5. https://eur-lex.europa.eu/legal-
content/en/TXT/?2uri=CELEX%3A32019L.1152

Law no. 977 of 17 October 1967, Protection of the Work of Children and Adolescents,
Article 8. https://www.edscuola.it/archivio/norme/leqqi/l977 67.html

Legislative Decree 136/2016, Chapter 10, Article 3.
https://www.gazzettaufficiale.it/eli/id/2016/07/21/16G00152/sq

Royal Decree no. 262 of 16 March 1942, Civil Code, Articles 2946, 2948, 2956.
http://www.jus.unitn.it/cardozo/obiter_dictum/codciv/Lib6.htm

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9. https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=celex:32002L0015

Decree Law no. 101 of 10 August 2018 Containing the Code Regarding the Protection of
Personal Data, Articles 111-116. https://www.privacy.it/normativa/codice-privacy-dlgs-
1962003/

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50.
https://eur-lex.europa.eu/eli/req/2016/679/0j

IVORY COAST

Law N2015-532, Labor Code, Articles 23.2, 32.5, 33.5, 91.8, 92.3.
http://snrc.qouv.ci/assets/fichier/doc/Nouveau-Code-du-travail-Loi-N2015-532-Code-du-

Travail.pdf

Law No. 2013-546 on Electronic Transactions, Articles 40-45.
https://sherloc.unodc.org/cld/document/civ/2013/loi n 2013-
546 relative aux transactions electroniques.html?&tmpl=cyb



https://www.camera.it/parlam/leggi/decreti/08112d.htm
https://www.gazzettaufficiale.it/atto/serie_generale/caricaDettaglioAtto/originario?atto.dataPubblicazioneGazzetta=2008-08-18&atto.codiceRedazionale=08A05919&elenco30giorni=false
https://www.gazzettaufficiale.it/atto/serie_generale/caricaDettaglioAtto/originario?atto.dataPubblicazioneGazzetta=2008-08-18&atto.codiceRedazionale=08A05919&elenco30giorni=false
https://www.gazzettaufficiale.it/atto/serie_generale/caricaDettaglioAtto/originario?atto.dataPubblicazioneGazzetta=2008-08-18&atto.codiceRedazionale=08A05919&elenco30giorni=false
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://www.edscuola.it/archivio/norme/leggi/l977_67.html
https://www.gazzettaufficiale.it/eli/id/2016/07/21/16G00152/sg
http://www.jus.unitn.it/cardozo/obiter_dictum/codciv/Lib6.htm
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://www.privacy.it/normativa/codice-privacy-dlgs-1962003/
https://www.privacy.it/normativa/codice-privacy-dlgs-1962003/
https://eur-lex.europa.eu/eli/reg/2016/679/oj
http://snrc.gouv.ci/assets/fichier/doc/Nouveau-Code-du-travail-Loi-N2015-532-Code-du-Travail.pdf
http://snrc.gouv.ci/assets/fichier/doc/Nouveau-Code-du-travail-Loi-N2015-532-Code-du-Travail.pdf
https://sherloc.unodc.org/cld/document/civ/2013/loi_n_2013-546_relative_aux_transactions_electroniques.html?&tmpl=cyb
https://sherloc.unodc.org/cld/document/civ/2013/loi_n_2013-546_relative_aux_transactions_electroniques.html?&tmpl=cyb

325

Law No. 2013-450 on Protection of Personal Data, Articles 14-20, 26, 29-34.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/104182/126984/F366961585/CIV-

104182.pdf

Civil Code, Articles 2262-2281. https://loidici.biz/2018/08/19/le-code-civil/lois-article-par-
article/codes/

JAMAICA

Minimum Wage Act, Articles 11-12. https://moj.gov.jm/sites/default/files/laws/Minimum
Wage Act_1.pdf

Employment (Equal Pay for Men and Women) Act, Articles 8-9.
https://moj.gov.jm/sites/default/files/laws/The Employment %28Equal Pay for Men and
Women%29 Act.pdf

Employment (Termination and Redundancy Payments) Act, Article 16.
https://moj.gov.jm/sites/default/files/laws/Employment %28 Termination, etc.%29 Act.pdf

Holidays with Pay Act, Article 8. https://moj.gov.jm/sites/default/files/laws/Holidays With
Pay Act.pdf

Labour Relations and Industrial Disputes Act, Articles 11B, 30.
https://moj.gov.jm/sites/default/files/laws/Laboour Relations and Industrial Disputes Act.pdf

Maternity Leave Act, Article 6, Schedule I.
https://moj.gov.jm/sites/default/files/laws/Maternity Leave Act.pdf

Electronic Transactions Act, Articles 6-14.
https://moj.gov.jm/sites/default/files/laws/Electronic Transactions pgs. 1-34.pdf

Data Protection Act, Articles 21-31. https://japarliament.gov.jm/attachments/article/339/The
Data Protection Act, 2020.pdf

Limitation of Actions Act, Article 51. https://moj.gov.jm/sites/default/files/laws/Limitation
of Actions Act.pdf

JAPAN

Labor Standards Act, Articles 101, 107-109, 115.
http://www.japaneselawtranslation.go.jp/law/detail main?id=5&vm=2&re

Enforcement Ordinance for the Labor Standards Act, Articles 24, 53-56.


https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/104182/126984/F366961585/CIV-104182.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/104182/126984/F366961585/CIV-104182.pdf
https://loidici.biz/2018/08/19/le-code-civil/lois-article-par-article/codes/
https://loidici.biz/2018/08/19/le-code-civil/lois-article-par-article/codes/
https://moj.gov.jm/sites/default/files/laws/Minimum%20Wage%20Act_1.pdf
https://moj.gov.jm/sites/default/files/laws/Minimum%20Wage%20Act_1.pdf
https://moj.gov.jm/sites/default/files/laws/The%20Employment%20%28Equal%20Pay%20for%20Men%20and%20Women%29%20Act.pdf
https://moj.gov.jm/sites/default/files/laws/The%20Employment%20%28Equal%20Pay%20for%20Men%20and%20Women%29%20Act.pdf
https://moj.gov.jm/sites/default/files/laws/Employment%20%28Termination%2C%20etc.%29%20Act.pdf
https://moj.gov.jm/sites/default/files/laws/Holidays%20With%20Pay%20Act.pdf
https://moj.gov.jm/sites/default/files/laws/Holidays%20With%20Pay%20Act.pdf
https://moj.gov.jm/sites/default/files/laws/Laboour%20Relations%20and%20Industrial%20Disputes%20Act.pdf
https://moj.gov.jm/sites/default/files/laws/Maternity%20Leave%20Act.pdf
https://moj.gov.jm/sites/default/files/laws/Electronic%20Transactions%20pgs.%201-34.pdf
https://japarliament.gov.jm/attachments/article/339/The%20Data%20Protection%20Act,%202020.pdf
https://japarliament.gov.jm/attachments/article/339/The%20Data%20Protection%20Act,%202020.pdf
https://moj.gov.jm/sites/default/files/laws/Limitation%20of%20Actions%20Act.pdf
https://moj.gov.jm/sites/default/files/laws/Limitation%20of%20Actions%20Act.pdf
http://www.japaneselawtranslation.go.jp/law/detail_main?id=5&vm=2&re
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Law Governing the Use of Information and Communications Technology in the Preservation
of Documents that Private Businesses Perform, Articles 3-6.
http://japan.kantei.go.jp/policy/it/051031/law.pdf

Act on the Protection of Personal Information, Articles 15-29.
https://www.ppc.qo.jp/files/pdf/Act on the Protection of Personal Information.pdf

JERSEY

Employment (Jersey) Law 2003, Articles 22-23, 97.
https://www.jerseylaw.je/laws/revised/PDFs/05.255.pdf

Employment (Minimum Wage) (Jersey) Order 2007, Article 4.
https://www.jerseylaw.je/laws/revised/Pages/05.255.40.aspx - Toc515446911

Electronic Communications (Jersey) Law, Articles 11-17.
https://www.jerseylaw.je/laws/revised/Pages/04.280.aspx - _Toc524439445

Data Protection (Jersey) Law 2018, Articles 8-13, 21, 27-34, 66-67.
https://www.jerseylaw.je/laws/unofficialconsolidated/Pages/15.240.aspx

JORDAN

Labor Law No. (8) of 1996, Articles 15, 25, 48, 76, 138.
http://www.mol.gov.jo/ebv4.0/root_storage/ar/eb_list_page/2019 4sws Jeall () 48 pdf

Regulation No. (56) of 1996, Regulation of Labor Inspectors, Article 5.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/45691/84921/F-207846102/JOR45691

Eng.pdf

Law No. (14) of 2019, Amending the Labor Law of 2019, Article 9. https://jordan-
lawyer.com/2019/07/01/2019-4kul-Jaall-) silal-Jaze-(y 538/

Law No. (15) of 2015, Electronic Transactions Law, Articles 7-9.
https://www.cbj.gov.jo/EchoBusV3.0/SystemAssets/bec70415-2845-42df-bc47-
5e0ee4b859b7.pdf

KAZAKHSTAN

Labor Code, Articles 23, 31-33, 35, 65, 75, 79, 103, 135, 160, 193-194.
http://adilet.zan.kz/eng/docs/K1500000414



http://japan.kantei.go.jp/policy/it/051031/law.pdf
https://www.ppc.go.jp/files/pdf/Act_on_the_Protection_of_Personal_Information.pdf
https://www.jerseylaw.je/laws/revised/PDFs/05.255.pdf
https://www.jerseylaw.je/laws/revised/Pages/05.255.40.aspx#_Toc515446911
https://www.jerseylaw.je/laws/revised/Pages/04.280.aspx#_Toc524439445
https://www.jerseylaw.je/laws/unofficialconsolidated/Pages/15.240.aspx
http://www.mol.gov.jo/ebv4.0/root_storage/ar/eb_list_page/%D9%82%D8%A7%D9%86%D9%88%D9%86_%D8%A7%D9%84%D8%B9%D9%85%D9%84_%D9%86%D8%B3%D8%AE%D8%A9_2019.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/45691/84921/F-207846102/JOR45691%20Eng.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/45691/84921/F-207846102/JOR45691%20Eng.pdf
https://jordan-lawyer.com/2019/07/01/%D9%82%D8%A7%D9%86%D9%88%D9%86-%D9%85%D8%B9%D8%AF%D9%84-%D9%84%D9%82%D8%A7%D9%86%D9%88%D9%86-%D8%A7%D9%84%D8%B9%D9%85%D9%84-%D9%84%D8%B3%D9%86%D8%A9-2019/
https://jordan-lawyer.com/2019/07/01/%D9%82%D8%A7%D9%86%D9%88%D9%86-%D9%85%D8%B9%D8%AF%D9%84-%D9%84%D9%82%D8%A7%D9%86%D9%88%D9%86-%D8%A7%D9%84%D8%B9%D9%85%D9%84-%D9%84%D8%B3%D9%86%D8%A9-2019/
https://www.cbj.gov.jo/EchoBusV3.0/SystemAssets/bec70415-2845-42df-bc47-5e0ee4b859b7.pdf
https://www.cbj.gov.jo/EchoBusV3.0/SystemAssets/bec70415-2845-42df-bc47-5e0ee4b859b7.pdf
http://adilet.zan.kz/eng/docs/K1500000414
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Law on Electronic Document and Electronic Digital Signature, Articles 6-9.
http://adilet.zan.kz/eng/docs/Z030000370

Law on Personal Data and their Protection, Articles 6-18.
http://adilet.zan.kz/eng/docs/Z1300000094

KENYA

Employment Act, Cap. 226, Articles 6, 10, 13, 20-21, 61, 74, 79, 90.
http://kenyalaw.org/kl/fileadmin/pdfdownloads/Acts/EmploymentAct Cap226-
Nol11lof2007 01.pdf

Employment Act (Amendment) Bill, 2019 [Draft]. Article 55.
https://www.klrc.go.ke/images/Draft-Employment-Amendment-Bill-April-2019.pdf

Data Protection Act, 2019, Articles 25-40, 48-50.
http://kenyalaw.ora/kl/fileadmin/pdfdownloads/Acts/2019/TheDataProtectionAct No240f2

019.pdf

Kenya Information and Communications Act, Cap. 411A, Articles 83G-83S.
https://kenya.eregulations.org/media/Kenya%?20Information%20and%20Communications%?2
0ACt%201998.pdf

KIRBATI

Employment and Industrial Relations Code 2015, Articles 9, 80-81, 119, 124.
http://www.paclii.org/ki/legis/num_act/eairc2015388/

KOSOVO

Law No. 03.L-212 on Labor, Articles 11, 23, 55, 87.
https://www.thebalkanforum.org/file/repository/RE15.pdf

Law No. 05/L-021 on Protection from Discrimination, Article 14.
https://equineteurope.org/wp-content/uploads/2019/10/Annex-LAW NO. 05 L-
021 ON THE PROTECTION FROM DISCRIMINATION.pdf

Law No. 06/L-082 on Protection of Personal Data, Articles 4-12, 15, 44-50. https://gzk.rks-
gov.net/ActDocumentDetail.aspx?ActID=18616

Law No. 04/L-094 on Information Society Services, Articles 4-10. https://mzhe-
ks.net/repository/docs/LIgji_i_SH_SH_1_(Anglisht).pdf
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http://kenyalaw.org/kl/fileadmin/pdfdownloads/Acts/EmploymentAct_Cap226-No11of2007_01.pdf
http://kenyalaw.org/kl/fileadmin/pdfdownloads/Acts/EmploymentAct_Cap226-No11of2007_01.pdf
https://www.klrc.go.ke/images/Draft-Employment-Amendment-Bill-April-2019.pdf
http://kenyalaw.org/kl/fileadmin/pdfdownloads/Acts/2019/TheDataProtectionAct__No24of2019.pdf
http://kenyalaw.org/kl/fileadmin/pdfdownloads/Acts/2019/TheDataProtectionAct__No24of2019.pdf
https://kenya.eregulations.org/media/Kenya%20Information%20and%20Communications%20Act%201998.pdf
https://kenya.eregulations.org/media/Kenya%20Information%20and%20Communications%20Act%201998.pdf
http://www.paclii.org/ki/legis/num_act/eairc2015388/
https://www.thebalkanforum.org/file/repository/RE15.pdf
https://equineteurope.org/wp-content/uploads/2019/10/Annex-LAW_NO._05_L-021_ON_THE_PROTECTION_FROM_DISCRIMINATION.pdf
https://equineteurope.org/wp-content/uploads/2019/10/Annex-LAW_NO._05_L-021_ON_THE_PROTECTION_FROM_DISCRIMINATION.pdf
https://gzk.rks-gov.net/ActDocumentDetail.aspx?ActID=18616
https://gzk.rks-gov.net/ActDocumentDetail.aspx?ActID=18616
https://mzhe-ks.net/repository/docs/LIgji_i_SH_SH_I_(Anglisht).pdf
https://mzhe-ks.net/repository/docs/LIgji_i_SH_SH_I_(Anglisht).pdf
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KUWAIT

Law No. 6 of 2010 on the Law of Labor in the Private Sector, Articles 13, 28, 40, 66, 80,
134, 144. https://www.kuwaitlaborlaw.com/private-sector-kuwait-labor-law-detailed/

Law No. 20 of 2014 on Electronic Transactions, Articles 2-17, 35-36.
http://www.informatica-juridica.com/ley/law-no-20-of-2014-concerning-electronic-
transactions/

KYRGYZSTAN

Labor Code, Articles 54 58, 65, 67, 100, 107, 200, 402, 414.
http://cbd.minjust.gov.ka/act/view/ky-ka/1505

Civil Code, Article 211. http://cbd.minjust.gov.ka/act/view/ky-ka/4/1202cl=ky-kqg

Law No. 128 of July 17, 2004 on Electronic Document and Electronic Digital Signature,
Article 2. http://cbd.minjust.gov.kg/act/view/ky-kg/1491?cl=ky-kg

Law No. 290 of November 2, 2009 on Modification and Amendments in the Law on
Electronic Digital Signature, Articles 2-4. http://cbd.minjust.gov.ka/act/view/ky-kg/203225

Law No. 58 of April 14, 2008 on Personal Information, Articles 4, 9-10, 24-25, 27.
http://cbd.minjust.gov.kg/act/view/ky-kg/202269/10?cl=ky-kg

LAQOS

Labor Law No. 43/NA, Articles 78, 103, 109, 149, 175.
https://www.ilo.org/dyn/natlex/docs/MONOGRAPH/96369/113864/F1488869173/LAQ9636

9 Eng.pdf

Decree No. 76/gov on Labor Dispute Settlement, Articles 11-20.
http://laoservicesportal.com/index.php?r=site%2Fdisplaylegal &id=328

Law No. 25/NA on Electronic Data Protection, Article 20.
http://laoservicesportal.net/index.php?r=site%2Fdisplaylegal &id=289

Law No. 20/NA on Electronic Transactions, Articles 13-17.
http://www.laotradeportal.gov.la/kcfinder/upload/files/Electronic Transaction Law Eng.pdf



https://www.kuwaitlaborlaw.com/private-sector-kuwait-labor-law-detailed/
http://www.informatica-juridica.com/ley/law-no-20-of-2014-concerning-electronic-transactions/
http://www.informatica-juridica.com/ley/law-no-20-of-2014-concerning-electronic-transactions/
http://cbd.minjust.gov.kg/act/view/ky-kg/1505
http://cbd.minjust.gov.kg/act/view/ky-kg/4/120?cl=ky-kg
http://cbd.minjust.gov.kg/act/view/ky-kg/1491?cl=ky-kg
http://cbd.minjust.gov.kg/act/view/ky-kg/203225
http://cbd.minjust.gov.kg/act/view/ky-kg/202269/10?cl=ky-kg
https://www.ilo.org/dyn/natlex/docs/MONOGRAPH/96369/113864/F1488869173/LAO96369%20Eng.pdf
https://www.ilo.org/dyn/natlex/docs/MONOGRAPH/96369/113864/F1488869173/LAO96369%20Eng.pdf
http://laoservicesportal.com/index.php?r=site%2Fdisplaylegal&id=328
http://laoservicesportal.net/index.php?r=site%2Fdisplaylegal&id=289
http://www.laotradeportal.gov.la/kcfinder/upload/files/Electronic%20Transaction%20Law%20Eng.pdf
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LATVIA

Labor Law, Articles 31, 35, 38, 40, 79, 129, 137. https://likumi.lv/ta/en/en/id/26019-labour-
law

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5. https://eur-lex.europa.eu/legal-
content/en/TXT/?2uri=CELEX%3A32019L.1152

Electronic Documents Law, Articles 3-7. https://likumi.lv/ta/id/68521-elektronisko-
dokumentu-likums

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9. https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=celex:32002L0015

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50. https://eur-
lex.europa.eu/eli/reg/2016/679/0j

Personal Data Processing Law, Articles 25-37. https://likumi.lv/ta/en/en/id/300099-personal-
data-processing-law

LEBANON

Labor Law, Articles 73. https://www.labor.gov.lb/Temp/Files/574bh61dd-1233-4507-9dal-
d4a3e3a6129a.pdf

Standard Work Contract for Domestic and Foreign Workers, Articles 1-5, 14-15.
https://www.labor.gov.Ib/Temp/Files/6abae03d-7945-4ea5-853c-c969134e0ba3.pdf

Decree No. 3273 on Labor Inspection, Article 6.
https://www.ilo.org/dyn/travail/docs/720/Décret n° 3273 sur l'inspection du travail.pdf

Law on Electronic Transactions and Personal Data, Articles 4-7, 85-101.
http://www.legiliban.ul.edu.lb/Law.aspx?lawld=278573&Ilanquage=ar - :~:text=3%_=il & sA
3%z 5,81 a8, | o sBA 10%2F10%2F2018&text= Jae (A Lealadinl g bl Gl sindl J allall 2¢d

A 5 S O ), & text=tuad i) 41l ja 5 3l dia gpadlsle] ja s 55 pall (o Liayl ual WS,

Law of Obligations and Contracts, Article 351.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/57070/134590/F-755173354/LBN57070
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http://www.legiliban.ul.edu.lb/Law.aspx?lawId=278573&language=ar#:%7E:text=%D9%86%D9%88%D8%B9%20%D8%A7%D9%84%D9%86%D8%B5%3A%20%D9%82%D8%A7%D9%86%D9%88%D9%86%20%7C%20%D8%B1%D9%82%D9%85%2081,%D8%AA%D8%A7%D8%B1%D9%8A%D8%AE%3A%2010%2F10%2F2018&text=%D8%B4%D9%87%D8%AF%20%D8%A7%D9%84%D8%B9%D8%A7%D9%84%D9%85%20%D9%81%D9%8A%20%D8%A7%D9%84%D8%B3%D9%86%D9%88%D8%A7%D8%AA%20%D8%A7%D9%84%D9%85%D8%A7%D8%B6%D9%8A%D8%A9,%D9%88%D8%A7%D8%B3%D8%AA%D8%AE%D8%AF%D8%A7%D9%85%D9%87%D8%A7%20%D9%81%D9%8A%20%D9%85%D8%AC%D8%A7%D9%84%20%D8%A7%D9%84%D9%85%D8%B9%D8%A7%D9%85%D9%84%D8%A7%D8%AA%20%D8%A7%D9%84%D8%A7%D9%84%D9%83%D8%AA%D8%B1%D9%88%D9%86%D9%8A%D8%A9.&text=%D9%83%D9%85%D8%A7%20%D8%A7%D8%B5%D8%A8%D8%AD%20%D8%A7%D9%8A%D8%B6%D8%A7%D9%8B%20%D9%85%D9%86%20%D8%A7%D9%84%D8%B6%D8%B1%D9%88%D8%B1%D9%8A,%D9%85%D8%B1%D8%A7%D8%B9%D8%A7%D8%A9%20%D9%84%D8%AE%D8%B5%D9%88%D8%B5%D9%8A%D8%A9%20%D8%A7%D9%84%D9%81%D8%B1%D8%AF%20%D9%88%D8%AD%D8%B1%D9%8A%D8%A7%D8%AA%D9%87%20%D8%A7%D9%84%D8%B4%D8%AE%D8%B5%D9%8A%D8%A9.
http://www.legiliban.ul.edu.lb/Law.aspx?lawId=278573&language=ar#:%7E:text=%D9%86%D9%88%D8%B9%20%D8%A7%D9%84%D9%86%D8%B5%3A%20%D9%82%D8%A7%D9%86%D9%88%D9%86%20%7C%20%D8%B1%D9%82%D9%85%2081,%D8%AA%D8%A7%D8%B1%D9%8A%D8%AE%3A%2010%2F10%2F2018&text=%D8%B4%D9%87%D8%AF%20%D8%A7%D9%84%D8%B9%D8%A7%D9%84%D9%85%20%D9%81%D9%8A%20%D8%A7%D9%84%D8%B3%D9%86%D9%88%D8%A7%D8%AA%20%D8%A7%D9%84%D9%85%D8%A7%D8%B6%D9%8A%D8%A9,%D9%88%D8%A7%D8%B3%D8%AA%D8%AE%D8%AF%D8%A7%D9%85%D9%87%D8%A7%20%D9%81%D9%8A%20%D9%85%D8%AC%D8%A7%D9%84%20%D8%A7%D9%84%D9%85%D8%B9%D8%A7%D9%85%D9%84%D8%A7%D8%AA%20%D8%A7%D9%84%D8%A7%D9%84%D9%83%D8%AA%D8%B1%D9%88%D9%86%D9%8A%D8%A9.&text=%D9%83%D9%85%D8%A7%20%D8%A7%D8%B5%D8%A8%D8%AD%20%D8%A7%D9%8A%D8%B6%D8%A7%D9%8B%20%D9%85%D9%86%20%D8%A7%D9%84%D8%B6%D8%B1%D9%88%D8%B1%D9%8A,%D9%85%D8%B1%D8%A7%D8%B9%D8%A7%D8%A9%20%D9%84%D8%AE%D8%B5%D9%88%D8%B5%D9%8A%D8%A9%20%D8%A7%D9%84%D9%81%D8%B1%D8%AF%20%D9%88%D8%AD%D8%B1%D9%8A%D8%A7%D8%AA%D9%87%20%D8%A7%D9%84%D8%B4%D8%AE%D8%B5%D9%8A%D8%A9.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/57070/134590/F-755173354/LBN57070%20ARA_FR.pdf
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ARA_FR.pdf

LESOTHO

Labour Code Order 1992, Articles 14, 25, 51-60, 70, 128, 153-155, Fourth Schedule.
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/31536/64865/E92L.S0O01.htm - p5

Electronic Transactions and Electronic Commerce Bill 2013 [Draft], Articles 19-22.
https://webcache.googleusercontent.com/search?g=cache:deMpL zr7dJgJ:https://www.itu.int/
ITU-D/projects/ITU_EC ACP/hipssa/events/2013/Lesotho/Lesotho E-
transactions%2520Bi11%25202nd%2520DRAFT%2520clean.docx+&cd=1&hl=en&ct=clnk
&gl=us&client=safari

Data Protection Act 2011, Articles 15-20, 26-27, 52.
http://www.nic.ls/Isnic/community/policies/Data Protection Act 2011 Lesotho.pdf

LIBERIA

Decent Work Act, 2015, Articles 5.3, 8.3, 9.2 13.1, 16.3, 17.11, 18.5, 21.2.
http://www.oit.org/dyn/natlex/natlex4.detail?p lang=en&p isn=100329&p count=98302&p
classification=01.02&p classcount=1111

Electronic Transactions Law, Articles 13.8-13.13.
https://www.wto.org/english/thewto e/acc e/lbr e/ WTACCLBR15 LEG 18.pdf

LIBYA

Law No. 12 of 1378 [2010] on Labor Relations, Articles 10, 102, 107, 112.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=&p isn=86041&p country=LBY&p ¢
ount=150

LIECHTENSTEIN

Law on Work in Industry, Trade and Commerce (Labor Law), Articles 42-43,
https://www.gesetze.li/konso/1967.006

General Civil Code, Section 1173, Article 27-28, 48, 69.
https://www.gesetze.li/konso/1003.001

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50. https://eur-
lex.europa.eu/eli/req/2016/679/0j

Data Protection Act, Articles 32-37. https://www.gesetze.li/konso/2018.272



https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/57070/134590/F-755173354/LBN57070%20ARA_FR.pdf
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/31536/64865/E92LSO01.htm#p5
https://webcache.googleusercontent.com/search?q=cache:deMpLzr7dJgJ:https://www.itu.int/ITU-D/projects/ITU_EC_ACP/hipssa/events/2013/Lesotho/Lesotho_E-transactions%2520Bill%25202nd%2520DRAFT%2520clean.docx+&cd=1&hl=en&ct=clnk&gl=us&client=safari
https://webcache.googleusercontent.com/search?q=cache:deMpLzr7dJgJ:https://www.itu.int/ITU-D/projects/ITU_EC_ACP/hipssa/events/2013/Lesotho/Lesotho_E-transactions%2520Bill%25202nd%2520DRAFT%2520clean.docx+&cd=1&hl=en&ct=clnk&gl=us&client=safari
https://webcache.googleusercontent.com/search?q=cache:deMpLzr7dJgJ:https://www.itu.int/ITU-D/projects/ITU_EC_ACP/hipssa/events/2013/Lesotho/Lesotho_E-transactions%2520Bill%25202nd%2520DRAFT%2520clean.docx+&cd=1&hl=en&ct=clnk&gl=us&client=safari
https://webcache.googleusercontent.com/search?q=cache:deMpLzr7dJgJ:https://www.itu.int/ITU-D/projects/ITU_EC_ACP/hipssa/events/2013/Lesotho/Lesotho_E-transactions%2520Bill%25202nd%2520DRAFT%2520clean.docx+&cd=1&hl=en&ct=clnk&gl=us&client=safari
http://www.nic.ls/lsnic/community/policies/Data_Protection_Act_2011_Lesotho.pdf
http://www.oit.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=100329&p_count=98302&p_classification=01.02&p_classcount=1111
http://www.oit.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=100329&p_count=98302&p_classification=01.02&p_classcount=1111
https://www.wto.org/english/thewto_e/acc_e/lbr_e/WTACCLBR15_LEG_18.pdf
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=&p_isn=86041&p_country=LBY&p_count=150
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=&p_isn=86041&p_country=LBY&p_count=150
https://www.gesetze.li/konso/1967.006
https://www.gesetze.li/konso/1003.001
https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://www.gesetze.li/konso/2018.272
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Ordinance | to the Labor Law, Article 66. https://www.gesetze.li/konso/2005.67

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.

Signatures and Trust Services Act, Articles 1, 3. https://www.gesetze.li/konso/2019114000

Ordinance on the Working, Driving and Rest time of Drivers of Motor Vehicles for the
Transport of Goods and People, Article 32. https://www.gesetze.li/konso/2011197000

LITHUANIA

Law on the Approval, Entry into Force, and Implementation of the Labor Code, No. XII-
2603, Articles 15-16, 33, 43, 65, 120, 128, 222. https://e-
seimas.lrs.It/portal/legal Act/It/ TAD/4f70f9b0b20711e9b43db72f2154cfa0?jfwid=0izvx25w

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5.
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A320191L.1152

Law on Documents and Archives, Articles 12-16.
https://e-seimas.lrs.It/portal/legal Act/It/TAD/TAIS.436564?jfwid=1v5680pby

Order V-100, Approval of the Index of Time Limits for the Retention of General Documents,
Section I, Items 7.1-7.33. https://e-seimas.Irs.It/portal/legal Act/It/TAD/TAIS.394402

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9.
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.

Law on Electronic Identification and Trust Services for Electronic Transactions, No. XIlI-
1120, Articles 1, 5.
https://e-seimas.lrs.It/portal/legal Act/en/TAD/c5174772ecd011e89d4ad92e8434e309

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50.
https://eur-lex.europa.eu/eli/req/2016/679/0j

Law on Legal Protection of Personal Data, No. 1-1374, Articles 6-11.
https://e-seimas.lrs.It/portal/legal Act/It/TAD/TAIS.38025?jfwid=nz8gn7vvf



https://www.gesetze.li/konso/2005.67
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://www.gesetze.li/konso/2019114000
https://www.gesetze.li/konso/2011197000
https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/4f70f9b0b20711e9b43db72f2154cfa0?jfwid=oizvx25w
https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/4f70f9b0b20711e9b43db72f2154cfa0?jfwid=oizvx25w
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/TAIS.436564?jfwid=1v568opby
https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/TAIS.394402
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://e-seimas.lrs.lt/portal/legalAct/en/TAD/c5174772ecd011e89d4ad92e8434e309
https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/TAIS.38025?jfwid=nz8qn7vvf
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LUXEMBOURG

Labor Code, Articles L. 111-3, L. 121-4, L. 211-29, L. 124-11, L. 212-4, L. 214-7, L. 231-9,
L. 231-10, L. 232-8, L. 233-17, L. 344-3, L. 414-17, L. 614-4.
http://legilux.public.lu/eli/etat/leg/code/travail/20210101

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5. https://eur-lex.europa.eu/legal-
content/en/TXT/?uri=CELEX%3A320191.1152

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9. https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=celex:32002L0015

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.

Law on Electronic Archiving, Articles 1-9.
http://leqgilux.public.lu/eli/etat/leg/l0i/2015/07/25/nl/jo

Grand-Ducal Regulation on Dematerialization and Preservation of Documents, Articles 1-3.
http://legilux.public.lu/eli/etat/leg/rgd/2015/07/25/n2/jo

Civil Code, Articles 1322-1, 1322-2, 2277.
http://legilux.public.lu/eli/etat/leg/code/civil/20200101

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50.
https://eur-lex.europa.eu/eli/reg/2016/679/0j

Data Protection Law, Articles 1-2, 62-72.
http://legilux.public.lu/eli/etat/leg/recueil/protection donnees/20201225

MACAU

Law No. 7/2008, Labor Relations Law, Articles 9, 13, 17, 36.
https://bo.io.gov.mo/bo/i/2008/33/1ei07.asp

Decree-Law No. 60/89/M, Labor Inspection Regulation, Article 24.
https://bo.i0.gov.mo/bo/i/89/38/declei60.asp

Law No. 5/2005 on Electronic Documents and Signatures, Articles 3-5.
https://bo.i0.gov.mo/bo/i/2005/32/1ei05.asp



http://legilux.public.lu/eli/etat/leg/code/travail/20210101
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
http://legilux.public.lu/eli/etat/leg/loi/2015/07/25/n1/jo
http://legilux.public.lu/eli/etat/leg/rgd/2015/07/25/n2/jo
http://legilux.public.lu/eli/etat/leg/code/civil/20200101
https://eur-lex.europa.eu/eli/reg/2016/679/oj
http://legilux.public.lu/eli/etat/leg/recueil/protection_donnees/20201225
https://bo.io.gov.mo/bo/i/2008/33/lei07.asp
https://bo.io.gov.mo/bo/i/89/38/declei60.asp
https://bo.io.gov.mo/bo/i/2005/32/lei05.asp
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Personal Data Protection Law, Articles 10-14, 19-20.
https://bo.io.gov.mo/bo/i/2005/34/1ei08.asp

Civil Code, Article 302. https://bo.io.gov.mo/bo/i/99/31/codcivpt/codciv0001.asp

MADAGASCAR

Law no. 2003-044 on the Labor Code, Articles 64, 238, 252-253. http://www.droit-
afrique.com/upload/doc/madagascar/Madagascar-Code-2003-du-travail.pdf

Decree No. 2007-563 on Child Labor, Article 6. http://jurismada.com/documentation/Droit
social/Decret 2007-563 du 3 juillet 2007 relatif au travail des enfants.pdf

Law No. 2014-024 on Electronic Transactions, Articles 6-7.
https://ictpolicyafrica.org/en/document/dyx3zwdofn?page=1

Law No. 2014-038 on Protection of Personal Data, Articles 14, 17, 20, 22-25.
https://ictpolicyafrica.org/en/document/fes5q7flogd?page=1

Civil Code, Articles 379, 387.
http://www.droit-afrigue.com/upload/doc/madagascar/Madagascar-Code-2000-Civil.pdf

MALAWI

Employment Act, No. 6 of 2000, Articles 9, 23, 27, 51, 62-63.
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/58791/65218/E00MWI101.htm

Electronic Transactions and Cybersecurity Act, 2016, Articles 7-17, 71-74.
https://malawilii.org/mw/legislation/act/2016/33

Limitation Act, 1967, Article 4. https://malawilii.org/mw/leqgislation/act/1967/17

MALAYSIA

Employment Act 1955, Articles 44, 61, 67.
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/48055/66265/E55mys01.htm - c44

Employment Regulations 1957, Articles 5-7, First Schedule.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/10029/86005/F697969345/MY S10029.

pdf

Sabah Labor Ordinance, Articles 58-59, 94A. http://pesaraonline.net/sabah.html - 10



https://bo.io.gov.mo/bo/i/2005/34/lei08.asp
https://bo.io.gov.mo/bo/i/99/31/codcivpt/codciv0001.asp
http://www.droit-afrique.com/upload/doc/madagascar/Madagascar-Code-2003-du-travail.pdf
http://www.droit-afrique.com/upload/doc/madagascar/Madagascar-Code-2003-du-travail.pdf
http://jurismada.com/documentation/Droit%20social/Decret%202007-563%20du%203%20juillet%202007%20relatif%20au%20travail%20des%20enfants.pdf
http://jurismada.com/documentation/Droit%20social/Decret%202007-563%20du%203%20juillet%202007%20relatif%20au%20travail%20des%20enfants.pdf
https://ictpolicyafrica.org/en/document/dyx3zwdofn?page=1
https://ictpolicyafrica.org/en/document/fes5q7floqd?page=1
http://www.droit-afrique.com/upload/doc/madagascar/Madagascar-Code-2000-Civil.pdf
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/58791/65218/E00MWI01.htm
https://malawilii.org/mw/legislation/act/2016/33
https://malawilii.org/mw/legislation/act/1967/17
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/48055/66265/E55mys01.htm#c44
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/10029/86005/F697969345/MYS10029.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/10029/86005/F697969345/MYS10029.pdf
http://pesaraonline.net/sabah.html#10
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Electronic Commerce Act 2006, Articles 8-15.
http://www.commonlii.org/my/legis/consol act/eca2006182/

Personal Data Protection Act 2010, Articles 5-12, 30-38, 129-130.
https://www.kkmm.gov.my/pdf/Personal Data Protection Act 2010.pdf

Limitation Act 1953 (Revised 1981), Act 254, Article 6.
http://www.hba.org.my/laws/limitation act 1953.htm

MALDIVES

Act No. 2/2008, Employment Act, Articles 10-11, 13, 28, 32, 53, 79. https://Ira.gov.mv/wp-
content/uploads/2020/07/Employment-Act-Dhivehi-English.pdf

MALI

Law No. 92-020 on the Labor Code, Articles L.104, L.108, L.118, L.130, L.296.
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/32274/64878/F92MLI101.htm - a190

Law No. 2016-012 of May 6, 2016 relating to Transactions, Exchanges and Electronic
Services, Articles 116-120. http://sgg-mali.mI/JO/2016/mali-jo-2016-22.pdf

Law No. 87-31 of August 29, 1987, Code of Obligations, Articles 254, 256.
http://www.droit-afrigue.com/upload/doc/mali/Mali-Code-1987-des-obligations.pdf

Law No. 2013-015, Personal Data Protection Act, Articles 7-15. https://apdp.ml/loi-sur-la-
protection-des-donnees-personnelles-du-21-mai-2013/

MALTA

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5.
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A320191L.1152

Employment and Industrial Relations Act, Cap. 452, Articles 30, 47, 75.
https://www.legislationline.org/download/id/5658/file/Malta employment industrial relatio
ns act 2002 en.pdf

Subsidiary Legislation 452.78, Parental Leave Entitlement Regulations, Article 11.
https://legislation.mt/eli/sl/452.78/eng/pdf

Subsidiary Legislation 452.83, Information to Employees Regulations, Articles 4-9.


http://www.commonlii.org/my/legis/consol_act/eca2006182/
https://www.kkmm.gov.my/pdf/Personal%20Data%20Protection%20Act%202010.pdf
http://www.hba.org.my/laws/limitation_act_1953.htm
https://lra.gov.mv/wp-content/uploads/2020/07/Employment-Act-Dhivehi-English.pdf
https://lra.gov.mv/wp-content/uploads/2020/07/Employment-Act-Dhivehi-English.pdf
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/32274/64878/F92MLI01.htm#a190
http://sgg-mali.ml/JO/2016/mali-jo-2016-22.pdf
http://www.droit-afrique.com/upload/doc/mali/Mali-Code-1987-des-obligations.pdf
https://apdp.ml/loi-sur-la-protection-des-donnees-personnelles-du-21-mai-2013/
https://apdp.ml/loi-sur-la-protection-des-donnees-personnelles-du-21-mai-2013/
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://www.legislationline.org/download/id/5658/file/Malta_employment_industrial_relations_act_2002_en.pdf
https://www.legislationline.org/download/id/5658/file/Malta_employment_industrial_relations_act_2002_en.pdf
https://legislation.mt/eli/sl/452.78/eng/pdf
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https://www.maltaemployers.com/Portals/22/L N431 02, as amended by LN427 07.pdf

Subsidiary Legislation 452.87, Organization of Working Time Regulations, Articles 11, 20.
https://www.ilo.org/dyn/travail/docs/2342/

Subsidiary Legislation 452.92, Young Persons (Employment) Regulations, Article 10.
https://www.ilo.org/dyn/travail/docs/2348/Y oung Persons Employment Requlations.pdf

Subsidiary Legislation 452.92, Part-Time Employees Regulations, Article 12.
https://www.ilo.org/dyn/travail/docs/2347/Part time Employees Regulations up to 2010.pdf

Subsidiary Legislation 452.95, Equal Treatment in Employment Regulations, Article 10.
https://www.legislationline.org/download/id/5659/file/Malta requlations equal treatment e
mployment 2004 am2014 en.pdf

Electronic Commerce Act, Cap. 426, Articles 5-8. https://legislation.mt/eli/cap/426/eng/pdf

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9.
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015

Data Protection Act, Cap. 586. Articles 2,10.
https://idpc.org.mt/wp-content/uploads/2020/07/CAP-586.pdf

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50.
https://eur-lex.europa.eu/eli/reg/2016/679/0j

MARSHALL ISLANDS

Labor (Non-Resident Workers) Act 2018, Articles 144.
https://rmiparliament.org/cms/images/LEGISLATION/PRINCIPAL/2018/2018-
0068/LaborNon-ResidentWorkersAct2018 1.pdf

Civil Procedure Act, Article 120.
https://rmiparliament.org/cms/images/LEGISLATION/PRINCIPAL/1966/1966-
0013/CivilProcedureAct 1.pdf

MAURITANIA

Law No. 2004-017 on the Labor Code, Articles 21, 156, 221, 230-231, 308, 376, 386.


https://www.maltaemployers.com/Portals/22/LN431_02,%20as%20amended%20by%20LN427_07.pdf
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https://rmiparliament.org/cms/images/LEGISLATION/PRINCIPAL/2018/2018-0068/LaborNon-ResidentWorkersAct2018_1.pdf
https://rmiparliament.org/cms/images/LEGISLATION/PRINCIPAL/1966/1966-0013/CivilProcedureAct_1.pdf
https://rmiparliament.org/cms/images/LEGISLATION/PRINCIPAL/1966/1966-0013/CivilProcedureAct_1.pdf
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http://www.droit-afrigue.com/upload/doc/mauritanie/Mauritanie-Code-2004-du-travail-MAJ-
2009.pdf

Ordinance No. 1989-126 on the Code of Obligations and Contracts, Article 384-385.
http://www.droit-afrigue.com/upload/doc/mauritanie/Mauritanie-Code-1989-obligations-
contrats-MAJ1996.pdf

Law No. 2018-022 on Electronic Transactions, Articles 76-81.
http://www.tic.qgov.mr/IMG/pdf/loi 2018-022 transactions electroniques-fr.pdf

Law No. 2017-020 on Protection of Personal Data, Articles 5-11, 20-25.
http://tic.gov.mr/IMG/pdf/implfr-2.pdf

MAURITIUS

Workers’ Rights Act 2019, Articles 8, 11, 27, 115-116, First Schedule.
https://labour.govmu.org/Pages/The-Workers'-Rights-Act-2019-and-Requlations.aspx

Employment Relations Act 2008, Article 2.
https://labour.govmu.org/Documents/Legislations/Employment relations act 2008/ THE
EMPLOYMENT RELATIONS ACT 2008 (UPDATED AS AT MAY 2017).pdf

Electronic Transactions Act 2000, Articles 5-8. https://www.icta.mu/docs/laws/eta.pdf

Data Protection Act 2017, Articles 21-29, 36-37.
https://rm.coe.int/dpa-2017-maurice/168077c5b8

Employment Rights Act 2008, Articles 13, 58-61, Second Schedule.
https://labour.govmu.org/Documents/Legislations/Employment rights acts 2008/ERiA 2008 -
updated as at Aug 18.pdf

Civil Code, Article 2270.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=en&p isn=88152

MEXICO

Federal Labor Law, Article 179, 320, 516-519, 541, 804.
https://www.senado.gob.mx/comisiones/desarrollo social/docs/marco/Ley FT.pdf

Law on Advanced Electronic Signature, Articles 10-16.
http://www.diputados.gob.mx/LeyesBiblio/pdf/LFEA.pdf

Federal Law on Protection of Personal Data Held by Private Parties, Articles 6-26, 36-37.
https://www.duanemorris.com/site/static/Mexico Federal Protection Law Personal Data.p
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https://labour.govmu.org/Documents/Legislations/Employment%20relations%20act%202008/THE%20EMPLOYMENT%20RELATIONS%20ACT%202008%20(UPDATED%20AS%20AT%20MAY%202017).pdf
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df

MICRONESIA

FSMC, Title 51, Labor, Protection of Resident Workers, Article 154.
http://fsmlaw.org/fsm/code/code2014/pdf/FSMCode2014Tit51Chap0l1.pdf

FSMC, Title 6, Limitation of Action, Article 805.
http://fsmlaw.org/fsm/code/title06/T06 Ch08.htm - 805

MOLDOVA

Law No. CP154/2003, Labor Code, Articles 49, 56, 91-94, 106, 142, 320, 355.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/64896/100496/F-
777309798/MDAG64896 2020 Labour Code.pdf

Law No. 22 of 23-02-2018 on Unskilled Work Carried Out Occasionally by Day Laborers,
Article 5. https://www.legis.md/cautare/getResults?doc id=105407&lang=ro

Law No. LP140/2001, State Labor Inspectorate, Article 8.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/59169/100506/F19713957/MDA59169
Inspectorate.pdf

Law No. 91 of 27-06-2014 on Electronic Signature and the Electronic Document, Articles
13-24. https://www.legis.md/cautare/getResults?doc_id=112497&lang=ro

Law No. 133 of 08-07-2011 on Protection of Personal Data, Articles 5, 11-16, 32.
https://www.legis.md/cautare/getResults?doc id=10607&lang=ro

MONACO

Far. 638 of 11/01/1958 to Institute the Control of Payment and Declaration of Wages,
Atrticles 1-4, 6.
https://www.legimonaco.mc/305/legismclois.nsf/ TNC/89B58755608 ABESDC125773F0038
1A7C!OpenDocument

Far. 537 of 12/05/1951 on Labor Inspection, Article 2.
https://www.legimonaco.mc/305/legismclois.nsf/ViewTNC/70149DDD9B08F360C125773F
0037FFA7!0penDocument

Civil Code, Article 1163-1.
https://www.legimonaco.mc/305/legismclois.nsf/Code/45C2742EE4DC545BC125790B0026
10BA!OpenDocument
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https://www.legimonaco.mc/305/legismclois.nsf/ViewTNC/70149DDD9B08F360C125773F0037FFA7!OpenDocument
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Law No. 1.482 of December 17, 2019 for a Digital Principality, Articles 15, 30-1, 40.
https://journaldemonaco.gouv.mc/Journaux/2019/Journal-8466/Loi-n-1.482-du-17-
decembre-2019-pour-une-Principaute-numerigue

Law No. 1.401 of 5 December 2013 on Civil Prescription, Article 2044.
https://journaldemonaco.gouv.mc/en/Journaux/2013/Journal-8152/L0i-n-1.401-du-5-
decembre-2013-relative-a-la-prescription-civile

Far. No. 1.165 Relating to the Protection of Personal Information, Articles 10-1, 10-2, 20,
20-1.
https://www.legimonaco.mc/305/legismclois.nsf/db3b0488a44ebcf9c12574¢7002a8e84/28al
a21d90812e249¢125773f003beebb!OpenDocument/

Law No. 1.353 of December 4, 2008 Amending Law No. 1.165 of December 23, 1993
Regulating Treatment of Personal Information, Articles 17, 31.
https://journaldemonaco.gouv.mc/en/Journaux/2008/Journal-7890/L0i-n-1.353-du-4-
decembre-2008-modifiant-la-loi-n-1.165-du-23-decembre-1993-reglementant-les-
traitements-d-informations-nominatives

MONGOLIA

Labor Law, Articles 7.4, 21, 129.1, 129.2, 131.4.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/57592/90888/F1535352739/MNG57592

Eng.pdf

Law on Electronic Signature, Article 6. https://crc.gov.mn/en/k/2lq

Law on Organizational Secrets, Articles 4-7.
https://www.legalinfo.mn/law/details/102?lawid=102

MONTENEGRO

Labor Law, No. 7/2019, Articles 19,29, 42-43, 107, 143, 153, 200-203, 211, 206, 208.
https://www.paragraf.me/propisi-crnegore/zakon-o-radu.html

Decree Promulgating the Law on Electronic Identification and Electronic Signature, Articles
12-14.
https://montenegro.erequlations.org/media/Zakon_o_elektronskoj_identifikaciji_i_elektronsk
om_potpisu.pdf

Decree Promulgating the Law on Personal Data Protection, Articles 13, 41-44.
http://www.azlp.me/docs/zajednicka/zakoni/zakon-0-zastiti-podataka-o-licnosti.pdf
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Law on Obligations, Article 385.
www.ano.me/index.php?option=com phocadownload&view=cateqgory&download=25:zakon
-0-obligacionim-odnosima-sl-list-crne-gore-br-4708-0d-07082008-0411-0d-18012011 &id=7

MOROCCO

Law No. 65-99, Labor Code, Articles 15, 26, 240-246, 279, 371-374, 395, 533.
http://www.droit-afrigue.com/upload/doc/maroc/Maroc-Code-1999-du-travail.pdf

Law No. 53-05 on the Electronic Exchange of Legal Data, Articles 4-5.
https://ictpolicyafrica.org/en/document/sjled82bxo?page=11

Law No. 20.43 on Trust Services for Electronic Transactions, Article 7.
https://www.africa-laws.org/Morocco/Comercial law/Law n°43.20 on trust services for
electronic transactions (in Arabic).pdf

Law No. 09-08 on Protection of Individuals with Regard to Processing of Personal Data,
Articles 3-9, 43-44. https://www.cndp.ma/images/lois/L0i-09-08-Fr.pdf

MOZAMBIQUE

Law No. 23/2007, Labor Law, Articles 6, 56, 89-90, 252.
http://www.mitess.gov.mz/sites/default/files/Lei 23 2007 de 1 de Agosto - Lei do Trabalho

%281%29.pdf

Law No. 3/2017, Electronic Transactions, Articles 23-25.
https://www.caicc.org.mz/conteudos/documentos/LEIS E DOCUMENTOS/Lei 3 2017 B
R 5 | SERIE 2017-3.pdf

MYANMAR

Payment of Wages Law, Articles 10, 18.
https://www.mol.gov.mm/en/wp-content/uploads/2016/10/PaymentWagesLaw Eng.pdf

Employment and Skills Development Law, Article 5.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=en&p isn=90699&p country=MMR&

p_count=86

Shops and Establishments Law (2016), Articles 6, 21, 32.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=en&p isn=101962
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https://www.caicc.org.mz/conteudos/documentos/LEIS_E_DOCUMENTOS/Lei_3_2017_BR_5_I_SERIE_2017-3.pdf
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Payment of Wages Act (2016), Articles 10, 18.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=en&p isn=103626&p country=MMR
&p count=118&p classification=12&p classcount=4

Factories Act, Article 68,
81.https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=en&p isn=88477&p country=MM
R&p classification=14

Electronic Transactions Law, Articles 19-20, 39.
https://www.mlis.gov.mm/mLsView.do:jsessionid=7D02C63E2E64C281E6E6ACECA1445
665?lawordSn=1098

NAMIBIA

Labour Act 11 of 2007, Articles 86, 125, 130.
https://www.lac.org.na/laws/annoSTAT/Labour Act 11 of 2007.pdf

Employment Services Act 8 of 2011, Article 30.
https://laws.parliament.na/cms documents/labour-3475e7c71a.pdf

Labour General Regulations, Government Notice 231 of 1953, Ch. 3, Article 2; Annexure
G.5. https://laws.parliament.na/cms documents/1953---general-requlations-b8caa9elb5.pdf

Labour General Regulations, Government Notice 261 of 2008, Article 25, Annexure 3.
https://laws.parliament.na/cms documents/2008---labour-general-requlations-
b848ch5ceas.pdf

Electronic Transactions Act 4 of 2019, Articles 17-25.
https://laws.parliament.na/cms documents/electronic-transactions-e6007fa08d.pdf

NAURU

Employment and Services Tax Act, Article 24.
http://ronlaw.gov.nr/nauru lpms/files/acts/6e8177de78c8306fd99edfff51f96ce7.pdf

Workers (Contracts of Service) Act, Article 5.
http://ronlaw.gov.nr/nauru Ipms/files/acts/35bcc7f8d560c5a5d7978bd9af000faf.pdf

Limitation Act, Articles 5-6.
http://ronlaw.gov.nr/nauru Ipms/files/acts/665725b31f7ba398592d130b557ech2d.pdf

NEPAL
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Labor Rules 2075, Articles 4, 19, 33, 81. http://www.lawcommission.gov.np/np/wp-
content/uploads/2018/10/1 10 -0 00000 0O-00 0 1-3.pdf

Electronic Transactions Act, 2063 (2008), Articles 3-8.
http://www.tepc.gov.np/uploads/files/12the-electronic-transaction-act55.pdf

Privacy Act 2075, Articles 11-12, 23-27. http://www.lawcommission.gov.np/en/wp-
content/uploads/2019/07/The-Privacy-Act-2075-2018.pdf

National Civil (Code) Act 2074, Articles 544, 647. http://www.moljpa.gov.np/en/wp-
content/uploads/2018/12/Civil-code.pdf

NETHERLANDS

Aliens Employment Act, Article 15. https://wetten.overheid.nl/BWBR0007149/2018-01-01

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5. https://eur-lex.europa.eu/legal-
content/en/TXT/?2uri=CELEX%3A32019L.1152

Working Hours Act, Article 4:3. https://wetten.overheid.nl/BWBR0007671/2021-01-01/ -
Hoofdstuk10 Paragraaf10.1 Sub-paragraaf Artikel10:1

Civil Code Book 2, Article 10. https://wetten.overheid.nl/BWBR0003045/2020-09-03 -
Boek2

Civil Code Book 3, Articles 15a, 307, 309-310.
https://wetten.overheid.nl/BWBR0005291/2018-10-23 - Boek3 Titeldeel11

Civil Code Book 6, Articles 227a-227c¢. https://wetten.overheid.nl/BWBR0005289/2020-07-
01 - Boek6 Titeldeel5

Civil Code Book 7, Article 626, 655. https://wetten.overheid.nl/BWBR0005290/2021-01-01/
- Boek7 Titeldeell0 Afdeling2 Artikel626

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9. https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=celex:32002L0015

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50. https://eur-
lex.europa.eu/eli/reg/2016/679/0j
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General Data Protection Regulation Implementation Act, Articles 2-4, 22-23.
https://wetten.overheid.nl/BWBR0040940/2018-05-25 - Hoofdstuk3

NEW ZEALAND

Employment Relations Act 2000, Articles 4B, 62A-65, 130, 135, 142, 229, 232.
https://www.legislation.govt.nz/act/public/2000/0024/latest/whole.html - LMS186657

Holidays Act 2003, Articles 78, 81-82.
https://www.legislation.govt.nz/act/public/2003/0129/latest/whole.html - DLM236387

Equal Pay Act 1972, Article 13ZZF.
https://www.legislation.govt.nz/act/public/1972/0118/latest/whole.html - DLM408305

Privacy Act 2020, Articles 22, 192-199.
https://www.legislation.govt.nz/act/public/2020/0031/latest/LMS300952.html

Contract and Commercial Law Act 2017, Articles 222-236.
https://www.legislation.govt.nz/act/public/2017/0005/21.0/whole.html - DLM6844759

NICARAGUA

Law No. 185 of 5 September 1996, Labor Code, Articles 17, 20, 23, 91, 158, 257, 161.
https://www.poderjudicial.gob.ni/cjnejapa/image/codigo-trabajo.pdf

Law No. 664 of 26 June 2008, General Law of Labor Inspection, Article 27.
http://legislacion.asamblea.gob.ni/Normaweb.nsf/($All)/58F5F2ED6CAB86C6062574FF005
4B96E?OpenDocument

Law No. 787 of 21 March 2012, Protection of Personal Data, Articles 5-10, 13-15, 19.
http://legislacion.asamblea.gob.ni/normaweb.nsf/9e314815a08d4a6206257265005d21f9/e5d
37e9b4827fc06062579ed0076celd

Law No. 729 of 1 July 2010, Electronic Signature Law, Articles 6, 12-13.
http://legislacion.asamblea.gob.ni/Normaweb.nsf/164aa15ba012e567062568a2005b564b/413
839183e874782062577e60050674d?0OpenDocument&Highlight=2,firma,electronica

[Draft] Law on Electronic Commerce, 21 February 2016, Articles 7-10.
http://www.politecnia.net/publicaciones/ver/116/Anteproyecto-de-Ley-de-Comercio-
Electronico-en-Nicaragua

NIGER



https://wetten.overheid.nl/BWBR0040940/2018-05-25#Hoofdstuk3
https://www.legislation.govt.nz/act/public/2000/0024/latest/whole.html#LMS186657
https://www.legislation.govt.nz/act/public/2003/0129/latest/whole.html#DLM236387
https://www.legislation.govt.nz/act/public/1972/0118/latest/whole.html#DLM408305
https://www.legislation.govt.nz/act/public/2020/0031/latest/LMS300952.html
https://www.legislation.govt.nz/act/public/2017/0005/21.0/whole.html#DLM6844759
https://www.poderjudicial.gob.ni/cjnejapa/image/codigo-trabajo.pdf
http://legislacion.asamblea.gob.ni/Normaweb.nsf/($All)/58F5F2ED6CAB86C6062574FF0054B96E?OpenDocument
http://legislacion.asamblea.gob.ni/Normaweb.nsf/($All)/58F5F2ED6CAB86C6062574FF0054B96E?OpenDocument
http://legislacion.asamblea.gob.ni/normaweb.nsf/9e314815a08d4a6206257265005d21f9/e5d37e9b4827fc06062579ed0076ce1d
http://legislacion.asamblea.gob.ni/normaweb.nsf/9e314815a08d4a6206257265005d21f9/e5d37e9b4827fc06062579ed0076ce1d
http://legislacion.asamblea.gob.ni/Normaweb.nsf/164aa15ba012e567062568a2005b564b/4f3839183e874782062577e60050674d?OpenDocument&Highlight=2,firma,electronica
http://legislacion.asamblea.gob.ni/Normaweb.nsf/164aa15ba012e567062568a2005b564b/4f3839183e874782062577e60050674d?OpenDocument&Highlight=2,firma,electronica
http://www.politecnia.net/publicaciones/ver/116/Anteproyecto-de-Ley-de-Comercio-Electronico-en-Nicaragua
http://www.politecnia.net/publicaciones/ver/116/Anteproyecto-de-Ley-de-Comercio-Electronico-en-Nicaragua

343

Law No. 2012-45 on the Labor Code, Articles 13, 27, 54, 173, 179, 274, 285-286.
http://www.droit-afrigue.com/upload/doc/niger/Niger-Code-2012-du-travail.pdf

Decree No. 2017-682, Regulations of the Labor Code, Articles 80, 82, 108, 123, 141, 176,
200, 404, 406, 556-562. https://www.droit-afrique.com/uploads/Niger-Decret-2017-682-
application-code-du-travail.pdf

Law No. 2017-28 on Protection of Personal Data, Articles 15-28.
http://www.justice.gouv.ne/images/lois/pdfs/loi protection donnees personnel-28-du-03-

mai-2017.pdf

NIGERIA

Labour Act, Cap. 198 Articles 7, 61-62, 75, 78.
https://lawpadi.com/wp-content/uploads/2016/05/Labour-Act.pdf

Nigeria Data Protection Regulation 2019, Articles 2.1-2.2, 2.11-2.13.
https://nitda.gov.ng/wp-content/uploads/2020/11/NigeriaDataProtectionRequlation11.pdf

NORTH MACEDONIA

Labor Relations Law, Articles 25, 28, 44, 48, 91, 115-117, 256-257, 265.
https://mtsp.gov.mk/content/pdf/zakoni/30.9 ZRO precisten 167 15.pdf

Law on Labor Records, Articles 8-9, 20-22, 50-51.
https://mtsp.gov.mk/content/pdf/trud 2017/pravilnici/16,11-3axonEBunenimuTPY 1. pdf

Law on Labor Inspection, Article 11. https://www.pravdiko.mk/wp-
content/uploads/2013/11/Zakon-za-inspektsijata-na-trud-18-05-2018-Prechisten-tekst.pdf

Law on Electronic Commerce, Article 10.
http://arhiva.mioa.gov.mk/files/pdf/dokumenti/elektronska trgovija 133 02112007.pdf

Law on Personal Data Protection, Articles 9-11, 16-23, 48-54.
https://www.pravdiko.mk/zakon-za-zashtita-na-lichnite-podatotsi/

NORWAY

Working Environment Act, Articles 13-4, 14-6, 15-5, 17-2, 17-2a, 18-4.
https://lovdata.no/dokument/NL/lov/2005-06-17-62

Bookkeeping Regulations, Articles 5-4, 7-1, 7-3, 7-4, 7-5.
https://lovdata.no/dokument/SF/forskrift/2004-12-01-1558
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Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9.
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.

Act on Electronic Trust Services, Article 1.
https://lovdata.no/dokument/NL/lov/2018-06-15-44

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50.
https://eur-lex.europa.eu/eli/reg/2016/679/0j

Act on the Processing of Personal Data, Articles 1-4, 6, 13.
https://lovdata.no/dokument/NL/lov/2018-06-15-38

OMAN

Omani Labor Code of 26 April 2003, Articles 7-8, 15-16, 21-23, 27, 53, 90, 94.
http://directory-oman.com/labourlaw.htm

Royal Decree 69/2008, Promulgating the Electronic Transactions Law, Articles 7-11.
https://omanportal.gov.om/wps/wcm/connect/3798ffd0-d1a0-4a41-970f-
ab5f211f50c3b/Electronic+Transactions+Law+English.pdf?MOD=AJPERES

PAKISTAN

Limitation Act, 1908, First Schedule, Items 7, 102, 113-116.
https://www.sja.qos.pk/assets/Bare Acts/LIMITATION ACT.1908.pdf

Industrial Relations Act, 2012, Articles 29, 33, 85.
http://www.na.gov.pk/uploads/documents/1335934287 218.pdf

Employment of Children Act, 1991, Article 11.
http://www.na.gov.pk/uploads/documents/1335242011 887.pdf

Employment of Children Rules, 1995, Rule 5, Form D.
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/44242/65005/E95PAKOL.htm.

Factories Act, 1934, Articles 39-42, 52, 56, 63.
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/35384/64903/E97PAK01.htmCEDAW - cl1
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Payment of Wages Act, 1936, Articles 8, 10, 14.

Payment of Wages Rules, 1960, Articles 3-6, 17.
http://kpcode.kp.gov.pk/uploads/West Pakistan Payment of Wages Rules 1960.pdf

Minimum Wage Rules, Article 19, Form I, Form III.
http://kpcode.kp.gov.pk/uploads/West Pakistan Minimum Wages Rules 1962.pdf

Industrial and Commercial Employment (Standing Orders) Ordinance, 1968, Article 6,
Schedule Avrticle 8.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=fr&p isn=86160&p count=96498

Electronic Transactions Ordinance, Articles 3-7. http://www.pakistanlaw.com/eto.pdf

[Draft] Personal Data Protection Bill 2020, Articles 5-10, 14-16, 19, 27.
https://moitt.qov.pk/Sitelmage/Misc/files/Personal Data Protection Bill 2020 Updated(1).pdf

PALAU

Palau Consolidated Legislation, Title 30, Articles 145, 168.
http://www.paclii.org/pw/legis/consol_act/I1t30104/

Palau Consolidated Legislation, Title 14, Article 405.
http://www.paclii.org/pw/legis/consol act/cpt14207/

Division of Labor Rules and Regulations, Article 12.1, 18.2, 19.3, 19.4.1.
https://procurement-notices.undp.org/view file.cfm?doc i1d=205313

PANAMA

Labor Code, Articles 12, 12A, 67-68, 124, 128, 152.
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/42679/67564/S95PANO01

Law No. 43 of 2001 on Electronic Commerce and Electronic Documents, Articles 6-13.
http://www?2.congreso.gob.pe/sicr/cendochib/con4 uibd.nsf/EB7DDCF2F27E8A5605257D1
CO05DFAE7/$FILE/unpan043147.pdf

Law No. 51 of 2008 on Electronic Documents and Electronic Signatures, Articles 4-7.
https://www.organojudicial.gob.pa/uploads/wp_repo/uploads/2016/11/Ley-51-de-2008.pdf

Law 81 of 2019 on Protection of Personal Data, Articles 2-33 https://www.antai.gob.pa/wp-
content/uploads/2019/04/Ley-81-de-2019-Proteccion-de-Datos-Personales.pdf
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PAPUA NEW GUINEA

Employment Act 1978, Articles 15, 19-20, 30, 57, 83.
http://www.dpm.gov.pg/wp-content/uploads/2019/01/Employment-Act-1978.pdf

Frauds and Limitation Act 1988, Section 16.
http://www.paclii.org/pa/leqgis/consol act/falal1988230/

[Draft] Electronic Transactions Act, Articles 7-13.
https://www.businessadvantagepng.com/wp-content/uploads/2020/06/ECOMMERCE-BILL-
JUNE-2019.pdf

PARAGUAY

Law No. 213, Labor Code, Articles 45-46, 104, 107-108, 123-124, 206, 226, 399-400.
https://www.bacn.gov.py/leyes-paraguayas/2608/ley-n-213-establece-el-codigo-del-trabajo -
~:text=QUE ESTABLECE EL CODIGO DEL TRABAJO.&text=Articulo 1°. retribuida de
la actividad laboral.

Law No. 4017 on the Legal Validity of the Electronic Signature, the Digital Siguare, the Data
Message, and the Electronic File, Articles 4-10. https://www.bacn.gov.py/leyes-
paraguayas/3550/de-validez-juridica-de-la-firma-electronica-la-firma-digital-los-mensajes-
de-datos-y-el-expediente-electronico

Law No. 1682 Regulating Private Information, Articles 4, 8. https://www.bacn.gov.py/leyes-
paraguayas/1760/ley-n-1682-reglamenta-la-informacion-de-caracter-privado

Constitution of Paraguay, Article 135.
https://www.constituteproject.org/constitution/Paraguay 2011.pdf?lang=en

PERU

Legislative Decree No. 728, Article 160.
https://cdn.www.gob.pe/uploads/document/file/861865/Decreto Legislativo 728.pdf

[Draft General Labor Law, Articles 18, 36, 245, 266, 298, 325, 327.
http://www4.congreso.gob.pe/comisiones/2006/trabajo/ley-general/texto.pdf

Law 28806, General Labor Inspection Law, Article 5.
https://diariooficial.elperuano.pe/pdf/0029/ley-28806.pdf

Decreto Supremo No. 019-2002-JUS, Regulations for the Law on Digital Signatures and
Certificates, Articles 6-10.
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http://webapp.regionsanmartin.gob.pe/sisarch/LEGISLACION/6.%20TECNOLOGIA%20A
VANZADA%20EN%20ARCHIVOS/DS No 019-2002-JUS.pdf

Law No. 29733, Protection of Personal Data, Articles 4-22.
https://diariooficial.elperuano.pe/pdf/0036/ley-proteccion-datos-personales.pdf

Civil Code, Article 2001.  http://spij.minjus.gob.pe/notificacion/quias/CODIGO-CIVIL.pdf

PHILIPPINES

Presidential Decree No. 422, Labor Code, Articles 128, 291.
https://www.dole.gov.ph/php assets/uploads/2017/11/LaborCodeofthePhilippines20171.pdf

Omnibus Rules Implementing the Labor Code, Rule X, Sections 1, 7-12.
https://lawphil.net/statutes/presdecs/pd1974/pd 442 1974b.html

Civil Code, Article 1146. http://www.wipo.int/edocs/lexdocs/laws/en/ph/ph021en.pdf

Supreme Court Decision G.R. No. 175689.
https://lawphil.net/judjuris/juri2014/aug2014/gr_175689 2014.html

Electronic Commerce Act, Articles 7-15.
http://www.wipo.int/wipolex/en/text.jsp?file id=225418#LinkTarget 179

Republic Act 10173, Data Privact Act of 2012, Articles 1-18, 21.
https://www.privacy.gov.ph/data-privacy-act/ - 21

POLAND

Law of June 26, 1974, Labor Code, Articles 29, 94, 149, 193, 291.
https://isap.sejm.gov.pl/isap.nsf/download.xsp/WDU19740240141/U/D19740141Lj.pdf

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5. https://eur-lex.europa.eu/legal-
content/en/TXT/?2uri=CELEX%3A32019L.1152

Regulation of the Minister of the Family, Labor, and Social Policy of 10 December 2018 on
Employee Documentation, Articles 1-22.
http://isap.sejm.gov.pl/isap.nsf/DocDetails.xsp?id=WDU20180002369

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.



http://webapp.regionsanmartin.gob.pe/sisarch/LEGISLACION/6.%20TECNOLOGIA%20AVANZADA%20EN%20ARCHIVOS/DS_No_019-2002-JUS.pdf
http://webapp.regionsanmartin.gob.pe/sisarch/LEGISLACION/6.%20TECNOLOGIA%20AVANZADA%20EN%20ARCHIVOS/DS_No_019-2002-JUS.pdf
https://diariooficial.elperuano.pe/pdf/0036/ley-proteccion-datos-personales.pdf
http://spij.minjus.gob.pe/notificacion/guias/CODIGO-CIVIL.pdf
https://www.dole.gov.ph/php_assets/uploads/2017/11/LaborCodeofthePhilippines20171.pdf
https://lawphil.net/statutes/presdecs/pd1974/pd_442_1974b.html
http://www.wipo.int/edocs/lexdocs/laws/en/ph/ph021en.pdf
https://lawphil.net/judjuris/juri2014/aug2014/gr_175689_2014.html
http://www.wipo.int/wipolex/en/text.jsp?file_id=225418#LinkTarget_179
https://www.privacy.gov.ph/data-privacy-act/#21
https://isap.sejm.gov.pl/isap.nsf/download.xsp/WDU19740240141/U/D19740141Lj.pdf
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
http://isap.sejm.gov.pl/isap.nsf/DocDetails.xsp?id=WDU20180002369
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
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Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9.
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L.0015

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50.
https://eur-lex.europa.eu/eli/reg/2016/679/0j

Law of May 10, 2018 on Protection of Personal Data, Articles 1-7.
https://www.dataquidance.com/legal-research/act-10-may-2018-protection-personal-data

PORTUGAL

Law No. 7/2009, Labor Code, Articles 5, 17-18, 21, 106, 127, 202, 221, 231, 332, 337.
https://dre.pt/legislacao-consolidada/-/1c/34546475/view

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5.
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A320191L.1152

Decree-Law No. 290-D/99, Articles 3-5.
https://dre.pt/pesquisa/-/search/445741/details/maximized

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9.
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L.0015

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50.
https://eur-lex.europa.eu/eli/reg/2016/679/0j

Law No. 58/2019, Articles 1-2, 21-22, 28.
https://dre.pt/pesquisa/-/search/123815982/details/maximized

QATAR

Law No. 14 of 2004, Labor Law, Articles 10, 15, 38, 47-48, 60, 91, 129-130, 138.
https://qgatarlaborlaw.com/gatar-labor-law/

Decree Law No. 16 of 2010 on the Promulgation of the Electronic Commerce and
Transactions Law, Articles 20-34. http://www.wipo.int/wipolex/en/text.jsp?file_id=236945



https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://www.dataguidance.com/legal-research/act-10-may-2018-protection-personal-data
https://dre.pt/legislacao-consolidada/-/lc/34546475/view
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://dre.pt/pesquisa/-/search/445741/details/maximized
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://dre.pt/pesquisa/-/search/123815982/details/maximized
https://qatarlaborlaw.com/qatar-labor-law/
http://www.wipo.int/wipolex/en/text.jsp?file_id=236945
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Law No. 13 of 2016 on Protecting the Privacy of Personal Data, Articles 3-10, 15.
https://almeezan.ga/LawPage.aspx?id=7121&language=ar

ROMANIA

Labor Code, Articles 16-18, 34, 119, 168, 171, 267.
https://www.ilo.org/dyn/travail/docs/1530/Labour Code - last version.pdf

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5.
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A320191L.1152

Law No. 365 of June 7, 2002 on E-Commerce, Articles 7-10.
http://leqislatie.just.ro/Public/DetaliiDocument/37075

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9.
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50.
https://eur-lex.europa.eu/eli/req/2016/679/0j

Law No. 190/2018 Implementing the General Data Protection Regulation, Articles 1, 5.
https://www.dataprotection.ro/serviet/\ViewDocument?id=1685

RUSSIA

Labor Code of the Russian Federation, Articles 57, 67, 89, 91, 99, 300, 357, 392.
http://www.consultant.ru/document/cons doc LAW 34683/eff4cd3e27ee6ffdc716306e3cab
5¢403c3c2dcb/

Rosarkhiv Order of 20.12.2019, No. 236 On Approval of the List of Standard Administrative
Archival Documents Generated in the Course of the Activities of State Bodies, Local
Authorities and Organizations, indicating their Terms of Storage, Items 434-438.
http://www.consultant.ru/document/cons_doc_ LAW 345020/735cbf55956863dcchelfd424e
63a5741b9757df/

Rosarkhiv Order of 20.12.2019, No. 237 On Approval of the Instructions for the Application
of the List of Model Management Archival Documents, Articles 4.1-4.10.
https://normativ.kontur.ru/document?moduleld=1&documentld=355129



https://almeezan.qa/LawPage.aspx?id=7121&language=ar
https://www.ilo.org/dyn/travail/docs/1530/Labour%20Code%20-%20last%20version.pdf
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
http://legislatie.just.ro/Public/DetaliiDocument/37075
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://www.dataprotection.ro/servlet/ViewDocument?id=1685
http://www.consultant.ru/document/cons_doc_LAW_34683/eff4cd3e27ee6ffdc716306e3cab5c403c3c2dcb/
http://www.consultant.ru/document/cons_doc_LAW_34683/eff4cd3e27ee6ffdc716306e3cab5c403c3c2dcb/
http://www.consultant.ru/document/cons_doc_LAW_345020/735cbf55956863dccbe1fd424e63a5741b9757df/
http://www.consultant.ru/document/cons_doc_LAW_345020/735cbf55956863dccbe1fd424e63a5741b9757df/
https://normativ.kontur.ru/document?moduleId=1&documentId=355129
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Federal Law on Electronic Signature dated 06.04.2011 N 63-FZ, Avrticle 6.
http://www.consultant.ru/document/cons doc LAW 112701/

Federal Law of 27 July 2006 N 152-FZ on Personal Data, Articles 5-7, 12, 14.
https://pd.rkn.gov.ru/authority/p146/p164/

RWANDA

No. 66/2018, Law Regulating Labour in Rwanda, Article 104.
https://www.mifotra.gov.rw/fileadmin/user upload/Mifotra/Publication/LAWS/New Labour
Law 2018.pdf

Ministerial Order No. 10 of 28/07/2010 Determining the Modalities of Declaration of the
Enterprise, Workers and Nature of Employer Register, Articles 6-7, Annex II.
https://www.mifotra.gov.rw/fileadmin/user_upload/Mifotra/Publication/ MINISTERIAL_O
RDERS/Labour_Law_Application_Orders 4 .pdf

Ministerial Order No. 001/19.20 of 17/03/2020 Relating to Labour Inspection, Article 6.
https://www.mifotra.qov.rw/fileadmin/user upload/Mifotra/Publication/ MINISTERIAL O
RDERS/9 Labour Law implementing Orders 2020.pdf

Ministerial Order No. 008/19.20 of 17/03/2020, Article 10. Determining the Nature of
Apprenticeship and Internship Contracts.
https://www.mifotra.gov.rw/fileadmin/user_upload/Mifotra/Publication/ MINISTERIAL O
RDERS/9 Labour_Law_implementing_Orders 2020.pdf

Ministerial Order No. 005/19.20 of 17/03/20 Determining Modalities for the Implementation
of Working Hours a Week in the Private Sector, Article 4.
https://www.mifotra.gov.rw/fileadmin/user_upload/Mifotra/Publication/ MINISTERIAL_O
RDERS/9 Labour_Law_implementing_Orders_2020.pdf

Law No. 18/2010 Relating to Electronic Messages, Electronic Signatures, and Electronic
Transactions, Articles 3-7. https://wipolex.wipo.int/en/legislation/details/10873

Law No. 24/2016 of 18/06/2016 Governing Information and Communication Technologies,
Atrticle 2009.

https://rura.rw/fileadmin/Documents/ICT/Laws/Law_governing_Information _and Communi
cation_Technologies _in_Rwanda.pdf



http://www.consultant.ru/document/cons_doc_LAW_112701/
https://pd.rkn.gov.ru/authority/p146/p164/
https://www.mifotra.gov.rw/fileadmin/user_upload/Mifotra/Publication/LAWS/New_Labour_Law_2018.pdf
https://www.mifotra.gov.rw/fileadmin/user_upload/Mifotra/Publication/LAWS/New_Labour_Law_2018.pdf
https://www.mifotra.gov.rw/fileadmin/user_upload/Mifotra/Publication/_MINISTERIAL_ORDERS/Labour_Law_Application_Orders__4_.pdf
https://www.mifotra.gov.rw/fileadmin/user_upload/Mifotra/Publication/_MINISTERIAL_ORDERS/Labour_Law_Application_Orders__4_.pdf
https://www.mifotra.gov.rw/fileadmin/user_upload/Mifotra/Publication/_MINISTERIAL_ORDERS/9_Labour_Law_implementing_Orders_2020.pdf
https://www.mifotra.gov.rw/fileadmin/user_upload/Mifotra/Publication/_MINISTERIAL_ORDERS/9_Labour_Law_implementing_Orders_2020.pdf
https://www.mifotra.gov.rw/fileadmin/user_upload/Mifotra/Publication/_MINISTERIAL_ORDERS/9_Labour_Law_implementing_Orders_2020.pdf
https://www.mifotra.gov.rw/fileadmin/user_upload/Mifotra/Publication/_MINISTERIAL_ORDERS/9_Labour_Law_implementing_Orders_2020.pdf
https://www.mifotra.gov.rw/fileadmin/user_upload/Mifotra/Publication/_MINISTERIAL_ORDERS/9_Labour_Law_implementing_Orders_2020.pdf
https://www.mifotra.gov.rw/fileadmin/user_upload/Mifotra/Publication/_MINISTERIAL_ORDERS/9_Labour_Law_implementing_Orders_2020.pdf
https://wipolex.wipo.int/en/legislation/details/10873
https://rura.rw/fileadmin/Documents/ICT/Laws/Law_governing_Information_and_Communication_Technologies_in_Rwanda.pdf
https://rura.rw/fileadmin/Documents/ICT/Laws/Law_governing_Information_and_Communication_Technologies_in_Rwanda.pdf
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SAINT KITTS AND NEVIS

Protection of Employment Act, Cap. 18.27, Articles 5, 11, 18, 53, First Schedule, Second
Schedule https://aglcskn.info/documents/Act17TOC/Ch 18.27 Protection of Employment

Act.pdf

Holidays with Pay Act, 1968, Article 8.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/18372/87562/F713365633/KNA18372.

pdf

Protection of Wages Act, Cap. 18.28, Article 14.
https://aglcskn.info/documents/Act02and09TOC/Ch 18.28 Protection of Wages Act.pdf

Electronic Transactions Act, Sections 5-12
http://www.skncustoms.com/pdfs/GoSKN-ElectronicTransactionsAct2011.pdf

Data Protection Act, 2018, Articles 7-19.
https://aqlcskn.info/documents/Annual-Laws/2018/Act 5 of 2018 Data Protection Act,

2018.pdf

Limitation Act, Cap. 5.09, Article 4.
https://aglcskn.info/documents/Act02and09TOC/Ch 05.09 Limitation Act.pdf

SAINT LUCIA

Labour Code 2006, Articles 13, 84-86, 107, 124, 293, 407, 456, First Schedule,
http://www.qgovt.lc/media.govt.lc/wwwi/resources/legislation/SaintLucialLabourCode2006.pdf

Electronic Transaction Act 2011, Articles 24-34.
http://www.qovt.lc/media.govt.lc/wwwi/resources/legislation/electronic-transaction-act.pdf

Data Protection Act 2011, Articles 32-57.
https://www.dataguidance.com/sites/default/files/act 11 of 2011.pdf

Civil Code, Article 2122.
https://archive.org/stream/McGillLibrary-108619-371/108619 djvu.txt

SAINT VINCENT AND THE GRENADINES

Protection of Employment Act, 2003, Articles 8, 31, 36.
https://www.ilo.org/wcmsp5/groups/public/---ed  protect/---protrav/---
ilo aids/documents/legaldocument/wcms 132646.pdf



https://aglcskn.info/documents/Act17TOC/Ch%2018.27%20Protection%20of%20Employment%20Act.pdf
https://aglcskn.info/documents/Act17TOC/Ch%2018.27%20Protection%20of%20Employment%20Act.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/18372/87562/F713365633/KNA18372.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/18372/87562/F713365633/KNA18372.pdf
https://aglcskn.info/documents/Act02and09TOC/Ch%2018.28%20Protection%20of%20Wages%20Act.pdf
http://www.skncustoms.com/pdfs/GoSKN-ElectronicTransactionsAct2011.pdf
https://aglcskn.info/documents/Annual-Laws/2018/Act%205%20of%202018%20Data%20Protection%20Act,%202018.pdf
https://aglcskn.info/documents/Annual-Laws/2018/Act%205%20of%202018%20Data%20Protection%20Act,%202018.pdf
https://aglcskn.info/documents/Act02and09TOC/Ch%2005.09%20Limitation%20Act.pdf
http://www.govt.lc/media.govt.lc/www/resources/legislation/SaintLuciaLabourCode2006.pdf
http://www.govt.lc/media.govt.lc/www/resources/legislation/electronic-transaction-act.pdf
https://www.dataguidance.com/sites/default/files/act_11_of_2011.pdf
https://archive.org/stream/McGillLibrary-108619-371/108619_djvu.txt
https://www.ilo.org/wcmsp5/groups/public/---ed_protect/---protrav/---ilo_aids/documents/legaldocument/wcms_132646.pdf
https://www.ilo.org/wcmsp5/groups/public/---ed_protect/---protrav/---ilo_aids/documents/legaldocument/wcms_132646.pdf
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Shops (Hours of Opening and Employment) Order, 1963, No. 8, Article 10.
https://ufdc.ufl.edu/UF00077473/00687/7]

Equal Pay Act, 1994, Articles 8-10.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=en&p isn=43190&p country=VVCT&p
count=83&p classification=05&p classcount=1

Wage Regulations (Agricultural Workers) Order, 2003, Schedule, Item 3.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=en&p isn=10439&p country=VVCT&p
count=88&p classification=12&p classcount=11

Limitation Act, Cap. 129, Sections 7, 13. Text is not available online.

Electronic Transactions Act, 2015, Sections 4-21.
http://www.qgov.vc/images/PoliciesActsAndBills/SVG Electronic Transactions Act 2015.p
df

SAMOA

Labour and Employment Relations Act 2013, Articles 16-17, 35, Schedule 1.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/93575/124326/F-
1153900197/WSM93575 2019.pdf

Labour and Employment Relations Regulations 2016, Articles 7, 32, Schedules 1-2.
https://www.mcil.gov.ws/storage/2018/07/Labour-and-Employment-Relations-Requlations-

2016.pdf

Apprenticeship Act 2014, Article 23, 26, 29, Schedule.
https://www.mcil.gov.ws/storage/2018/07/Apprenticeship-Act-2014.pdf

Electronic Transactions Act 2008, Articles 6-11.
https://www.wipo.int/edocs/lexdocs/laws/en/ws/ws010en.pdf

Limitation Act 1975, Article 6. http://extwprlegsl.fao.org/docs/pdf/sam128178.pdf

SAN MARINO

Law of 17 February 1961, N 7 Regulating the Protection of Labor and Workers, Article 49.
https://www.consigliograndeegenerale.sm/on-line/home/archivio-leggi-decreti-e-
regolamenti/schedal7011005.html

Law of 23 May 1995, N 70 Regulating the Computerized Collection of Personal Data,
Articles 7, 12. http://www.anis.sm/settore_industria/view_legge 95 70.htm



https://ufdc.ufl.edu/UF00077473/00687/7j
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=43190&p_country=VCT&p_count=83&p_classification=05&p_classcount=1
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=43190&p_country=VCT&p_count=83&p_classification=05&p_classcount=1
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=10439&p_country=VCT&p_count=88&p_classification=12&p_classcount=11
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=10439&p_country=VCT&p_count=88&p_classification=12&p_classcount=11
http://www.gov.vc/images/PoliciesActsAndBills/SVG_Electronic_Transactions_Act_2015.pdf
http://www.gov.vc/images/PoliciesActsAndBills/SVG_Electronic_Transactions_Act_2015.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/93575/124326/F-1153900197/WSM93575%202019.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/93575/124326/F-1153900197/WSM93575%202019.pdf
https://www.mcil.gov.ws/storage/2018/07/Labour-and-Employment-Relations-Regulations-2016.pdf
https://www.mcil.gov.ws/storage/2018/07/Labour-and-Employment-Relations-Regulations-2016.pdf
https://www.mcil.gov.ws/storage/2018/07/Apprenticeship-Act-2014.pdf
https://www.wipo.int/edocs/lexdocs/laws/en/ws/ws010en.pdf
http://extwprlegs1.fao.org/docs/pdf/sam128178.pdf
https://www.consigliograndeegenerale.sm/on-line/home/archivio-leggi-decreti-e-regolamenti/scheda17011005.html
https://www.consigliograndeegenerale.sm/on-line/home/archivio-leggi-decreti-e-regolamenti/scheda17011005.html
http://www.anis.sm/settore_industria/view_legge_95_70.htm

353

Law No. 58 of 29 May 2013 on the Use of Electronic Communications and E-Commerce,
Articles 6-11. https://www.consigliograndeegenerale.sm/on-line/home/in-evidenza-in-home-
page/schedal7132263.html

Law No. 55 of 17 June 1994 (On Civil and Criminal Procedure), Article 11.
https://www.consigliograndeegenerale.sm/on-line/home/testi-
coordinati/docCat.17003267.1.20.20.html

SAO TOME AND PRINCIPE

Law No. 6/2019, Labor Code, Articles 10, 53-65, 101, 156, 162, 167, 177, 330, 546.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/108354/133883/F318423001/STP10835

4.pdf

Law No. 3/2016, Protection of Personal Data, Articles 5-7, 11-12, 19-20.
https://www.anpdp.st/#13

SAUDI ARABIA

Royal Decree No. M/51 of 23 Sha’ban 1426, Labor Law Articles 9, 17, 42, 51-52, 71, 73,
166, 170, 190, 198, 219, 222. https://hrsd.gov.sa/sites/default/files/LABOR LAW.pdf

Royal Decree No. M/21 of 6 Ramadsan 1389, Articles 10, 16, 27, 50, 103, 127.
https://www.saudiembassy.net/labor-and-workmen-law

Royal Decree No. M/8 of 8 Rabi’ | 1428H, Electronic Transactions Protection Law, Articles
5-8. http://www.citc.gov.sa/en/RulesandSystems/CITCSystem/Documents/LA 003 E E-
Transactions Act.pdf

SENEGAL

Labor Code, Articles L.116, L.126, L.197, L.221.
https://www.ofnac.sn/resources/pdf/Codes/Code-Travail.pdf

Law No. 2008-08 on Electronic Transactions, Article 19-41.
https://www.cdp.sn/sites/default/files/transactions.pdf

Supplementary Act A/SA.2/01/10 on Electronic Transactions within ECOWAS, Article 23,
29-30, 33. http://www.tit.comm.ecowas.int/wp-content/uploads/2015/11/SIGNED-
Electronic-Transaction-Act.pdf

Code of Civil and Commercial Obligations, Article 222. http://www.droit-



https://www.consigliograndeegenerale.sm/on-line/home/in-evidenza-in-home-page/scheda17132263.html
https://www.consigliograndeegenerale.sm/on-line/home/in-evidenza-in-home-page/scheda17132263.html
https://www.consigliograndeegenerale.sm/on-line/home/testi-coordinati/docCat.17003267.1.20.20.html
https://www.consigliograndeegenerale.sm/on-line/home/testi-coordinati/docCat.17003267.1.20.20.html
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/108354/133883/F318423001/STP108354.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/108354/133883/F318423001/STP108354.pdf
https://www.anpdp.st/#13
https://hrsd.gov.sa/sites/default/files/LABOR%20LAW.pdf
https://www.saudiembassy.net/labor-and-workmen-law
http://www.citc.gov.sa/en/RulesandSystems/CITCSystem/Documents/LA_003_%20E_E-Transactions%20Act.pdf
http://www.citc.gov.sa/en/RulesandSystems/CITCSystem/Documents/LA_003_%20E_E-Transactions%20Act.pdf
https://www.ofnac.sn/resources/pdf/Codes/Code-Travail.pdf
https://www.cdp.sn/sites/default/files/transactions.pdf
http://www.tit.comm.ecowas.int/wp-content/uploads/2015/11/SIGNED-Electronic-Transaction-Act.pdf
http://www.tit.comm.ecowas.int/wp-content/uploads/2015/11/SIGNED-Electronic-Transaction-Act.pdf
http://www.droit-afrique.com/upload/doc/senegal/Senegal-Code-1976-obligations-civiles-commerciales-avant-abrogation.pdf
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afrique.com/upload/doc/senegal/Seneqgal-Code-1976-obligations-civiles-commerciales-avant-
abrogation.pdf

Law No. 2008-12 on Protection of Personal Data, Articles 33-39, 49-51, 58-62, 69.
https://www.wipo.int/edocs/lexdocs/laws/fr/sn/sn009fr.pdf

SERBIA

Labor Code, Articles 33, 55, 83, 122, 196, 268a.
https://www.paragraf.rs/propisi/zakon o radu.html

Law on Electronic Document, Electronic Identification and Trust Services in Electronic
Business, Articles 7, 50, 60-61. https://www.pravno-informacioni-
sistem.rs/SIGlasnikPortal/eli/rep/sars/skupstina/zakon/2017/94/4/req

Law on Protection of Personal Data, Articles 5-7, 12, 22-24, 26-36, 63-72.
https://www.poverenik.rs/en/3axonn4.html

SEYCHELLES

Employment Act, Articles 21-22, 35-36, 68, 75. http://www.employment.gov.sc/e-
library/acts-and-requlations/employment-acts-and-requlations/employment-act-amendments

Employment (Conditions of Employment) Regulations, Article 45, Form 1.
http://www.employment.gov.sc/e-library/acts-and-requlations/employment-acts-and-
requlations/conditions-of-employment-requlations-amendments

Electronic Transactions Act, Articles 4-8. https://greybook.seylii.org/w/se/2001-8 -
Ifragment/zoupio-

Toc452034095/BQCwhgziBcwMY gK4DsDWszIQewE4BUBTADwBdoAvbRABWELtsBa
AfX2zgBYBWAJgAY AzBz4BOLgEoOANMmMyICEAIgJCuAJ7QA5BskRCY XAiUriwnXo
MgAynlIAhdQCUA0gBKNANQCCAOQDCTYVIWACNoUNnZxcSA

Data Protection Act, Articles 3, 28-31, Schedule (Section 3).
https://seylii.org/sc/legislation/act/2002/9

Civil Code of Seychelles Act, Article 2271. https://greybook.seylii.org/w/se/ CAP33 -
Ifragment/zoupio-
T0c521421839/BQCwhgziBcwMYgK4DsDWsz1QewE4BUBTADwBdoAvbRABWELtsBa
AfX2zgFYAMARgBZeADgDMATgCUAGMTZShCAEVEhXAE90ACcg2SIhMLgRKV6ITr
0GQAZTYykAQuoBKAUQAYTgGoBBAHIBhJ5KkYABGOKTs4uJAA
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SIERRA LEONE

Employers and Employed Act, Cap. 212, Articles 6-7, 45.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=en&p isn=28611

Electronic Transactions Act, 2019, Articles 3-8.
https://sierralii.org/sl/legislation/act/2019/89-0

Limitation Act No. 51 of 1961, Article 3. Text is not available online.

SINGAPORE

Employment Act, 2016, Articles 29, 95, 95A, 103, 115, 119.
https://sso.agc.qov.sg/Act/EmAI1968 - pros-

Employment (Employment Records, Key Employment Terms and Pay Slips) Regulations
2016. Articles 4-5, First Schedule, Second Schedule.
https://sso.agc.gov.sqg/SL/EmA1968-S148-2016?DocDate=20160401 - pr4-

Employment (Children and Young Persons) Regulations, Articles 15, Schedule.
https://sso.agc.gov.sg/SL/EmA1968-RG1?DocDate=20000430

Employment Claims Act, 2016, Article 3. https://sso.agc.gov.sg/Act/ECA2016

Employment Claims Rules, Article 25. https://sso.agc.gov.sg/SL/ECA2016-S104-
2017?DocDate=20201221 - P17-

Electronic Transactions Act, Articles 6-10. https://sso.agc.gov.sa/Act/ETA2010

Personal Data Protection Act 2012, Articles 13-26, Schedules 2-6.
https://sso.agc.gov.sg/Act/PDPA2012 - P1lllI-

Limitation Act, Article 6. https://sso.agc.gov.so/Act/LA1959?Provids=P1II- - pr6-

SLOVAKIA

Act. No. 311/2001 Coll., Labor Code, Articles 9, 14, 43, 75, 77, 85a, 874, 99, 171, 224, 252c.
https://www.zakonypreludi.sk/zz/2001-311

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5.
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A320191L.1152



https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=28611
https://sierralii.org/sl/legislation/act/2019/89-0
https://sso.agc.gov.sg/Act/EmA1968#pr95-
https://sso.agc.gov.sg/SL/EmA1968-S148-2016?DocDate=20160401%20-%20pr4-
https://sso.agc.gov.sg/SL/EmA1968-RG1?DocDate=20000430
https://sso.agc.gov.sg/Act/ECA2016
https://sso.agc.gov.sg/SL/ECA2016-S104-2017?DocDate=20201221#P17-
https://sso.agc.gov.sg/SL/ECA2016-S104-2017?DocDate=20201221#P17-
https://sso.agc.gov.sg/Act/ETA2010
https://sso.agc.gov.sg/Act/PDPA2012#P1III-
https://sso.agc.gov.sg/Act/LA1959?ProvIds=P1II-#pr6-
https://www.zakonypreludi.sk/zz/2001-311
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
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Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9.
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L.0015

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.

Act No. 272/2016 Coll., Act on Trusted Services for Electronic Transactions in the Internal
Market and Amendments to Certain Acts (Act on Trusted Services), Articles 1-2.
https://www.epi.sk/zz/2016-272

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50.
https://eur-lex.europa.eu/eli/reg/2016/679/0j

Act No. 18/2018 Coll., On Personal Data Protection and Amending and Supplementing
Certain Acts, Articles 3-4, 6-27, 52-66.
https://dataprotection.qov.sk/uoou/sites/default/files/2019 10 03 act 18 2018 on_personal

data_protection_and _amending_and_supplementing_certain_acts.pdf - overlay-
context=sk/content/182018

Act No. 40/1964 Coll., Civil Code, Article 101. https://www.zakonypreludi.sk/zz/1964-40

SLOVENIA

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5.
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A320191L.1152

Law on Records in the Field of Labor and Social Security (ZEPDSV), Articles 12-19.
http://www.pisrs.si/Pis.web/pregledPredpisa?id=ZAK04400

Employment Relationships Act (ZDR-1), Articles 48, 135, 200-201.
http://www.pisrs.si/Pis.web/pregledPredpisa?id=ZAK05944

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9.
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1

Electronic Commerce and Electronic Signature Act (ZEPEP), Articles 12-14.
http://www.pisrs.si/Pis.web/pregledPredpisa?id=ZAK01973



https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://www.epi.sk/zz/2016-272
https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://dataprotection.gov.sk/uoou/sites/default/files/2019_10_03_act_18_2018_on_personal_data_protection_and_amending_and_supplementing_certain_acts.pdf#overlay-context=sk/content/182018
https://dataprotection.gov.sk/uoou/sites/default/files/2019_10_03_act_18_2018_on_personal_data_protection_and_amending_and_supplementing_certain_acts.pdf#overlay-context=sk/content/182018
https://dataprotection.gov.sk/uoou/sites/default/files/2019_10_03_act_18_2018_on_personal_data_protection_and_amending_and_supplementing_certain_acts.pdf#overlay-context=sk/content/182018
https://www.zakonypreludi.sk/zz/1964-40
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
http://www.pisrs.si/Pis.web/pregledPredpisa?id=ZAKO4400
http://www.pisrs.si/Pis.web/pregledPredpisa?id=ZAKO5944
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
http://www.pisrs.si/Pis.web/pregledPredpisa?id=ZAKO1973
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Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50.
https://eur-lex.europa.eu/eli/req/2016/679/0j

Personal Data Protection Act (ZPOP-2), Articles 2-5, 16, 18-19, 21, 24-25, 32.
https://www.ip-rs.si/zakonodaja/zakon-o-varstvu-osebnih-podatkov/

SOLOMON ISLANDS

Employment Act, Cap. 72, Articles 9, 18.
http://www.commerce.gov.sb/component/edocman/16-employment-act.html

Labour Act, Cap. 73, Articles 8, 15, 32, 50. http://www.commerce.gov.sb/activities-
updates/resources/legislation/18-labour-act-cap-
73.htmI?highlight=WyJsYWJvdXIiLCJhY3QiLCJhY30ncylsimxhYm91ciBhY3QiX0Q==

Labour (Apprenticeship) Rules, Articles 7, 14, 21. http://www.commerce.gov.sb/activities-
updates/resources/legislation.html?task=document.viewdoc&id=18

Holidays, Sick Leave and Passages Rules, Article 9. http://www.commerce.gov.sb/activities-
updates/resources/legislation.html?task=document.viewdoc&id=18

Unfair Dismissal Act, Article 6. http://www.commerce.gov.sb/activities-
updates/resources/legislation.html?task=document.viewdoc&id=24

SOMALIA

Somali Labor Code, Articles 16, 47, 51, 87, 129, 140, 221. https://molgov.so/legislations/

SOUTH AFRICA

Labour Relations Act, 1995, Articles 205, Schedule 8.
https://www.gov.za/documents/labour-relations-act?gclid=EAlalQobChMI0a2y-
0i19791V0QsqzCh3JTABSEAAYASAAEQJcO D BwE

Basic Conditions of Employment Act, 1997, Articles 29, 31, 33, 65-66, 74, 78.
https://www.gov.za/documents/basic-conditions-employment-
act?qclid=EAIlalQobChMIpLHGhYVy97qlVCczICh0jeQSzEAAYASAAEQIOINPD BwE

Prescription Act 68 of 1969, Article 11.
http://sagc.org.za/pdf/leqgislation/Prescription%20Act%2068%200f%201969.pdf



https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://www.ip-rs.si/zakonodaja/zakon-o-varstvu-osebnih-podatkov/
http://www.commerce.gov.sb/component/edocman/16-employment-act.html
http://www.commerce.gov.sb/activities-updates/resources/legislation/18-labour-act-cap-73.html?highlight=WyJsYWJvdXIiLCJhY3QiLCJhY3QncyIsImxhYm91ciBhY3QiXQ==
http://www.commerce.gov.sb/activities-updates/resources/legislation/18-labour-act-cap-73.html?highlight=WyJsYWJvdXIiLCJhY3QiLCJhY3QncyIsImxhYm91ciBhY3QiXQ==
http://www.commerce.gov.sb/activities-updates/resources/legislation/18-labour-act-cap-73.html?highlight=WyJsYWJvdXIiLCJhY3QiLCJhY3QncyIsImxhYm91ciBhY3QiXQ==
http://www.commerce.gov.sb/activities-updates/resources/legislation.html?task=document.viewdoc&id=18
http://www.commerce.gov.sb/activities-updates/resources/legislation.html?task=document.viewdoc&id=18
http://www.commerce.gov.sb/activities-updates/resources/legislation.html?task=document.viewdoc&id=18
http://www.commerce.gov.sb/activities-updates/resources/legislation.html?task=document.viewdoc&id=18
http://www.commerce.gov.sb/activities-updates/resources/legislation.html?task=document.viewdoc&id=24
http://www.commerce.gov.sb/activities-updates/resources/legislation.html?task=document.viewdoc&id=24
https://molgov.so/legislations/
https://www.gov.za/documents/labour-relations-act?gclid=EAIaIQobChMI0a2y-oi97gIVQsqzCh3JfABSEAAYASAAEgJcQ_D_BwE
https://www.gov.za/documents/labour-relations-act?gclid=EAIaIQobChMI0a2y-oi97gIVQsqzCh3JfABSEAAYASAAEgJcQ_D_BwE
https://www.gov.za/documents/basic-conditions-employment-act?gclid=EAIaIQobChMIpLHGhYy97gIVCczICh0jeQSzEAAYASAAEgI9NPD_BwE
https://www.gov.za/documents/basic-conditions-employment-act?gclid=EAIaIQobChMIpLHGhYy97gIVCczICh0jeQSzEAAYASAAEgI9NPD_BwE
http://sagc.org.za/pdf/legislation/Prescription%20Act%2068%20of%201969.pdf
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Electronic Communications and Transactions Act 25 of 2002, Article 11-17.
https://www.gov.za/documents/electronic-communications-and-transactions-act

Protection of Personal Information Act 4 of 2013, Articles 9-18, 23-25, 72.
https://www.gov.za/sites/default/files/gcis document/201409/3706726-
1lact4of2013protectionofpersonalinforcorrect.pdf

SOUTH KOREA

Act No. 11270, Labor Standards Act, Articles 17, 28, 41-42, 48-49, 66, 102.
https://elaw.Klri.re.kr/eng service/lawView.do?hseq=25437&Ilang=ENG - :~:text=The
purpose of this Act,development of the national economy.

Presidential Decree No. 29964 of 9 July 2019, Enforcement Decree of the Labor Standards
Act, Articles 21-22, 27, 59.2.
https://law.go.kr/LSW/eng/engLsSc.do?menuld=2&query=ENFORCEMENT DECREE OF
THE LABOR STANDARDS ACT - liBgcolorQ

Act No. 15666, Minimum Wage Act, Article 26.
https://elaw.Klri.re.kr/eng service/lawView.do?hseq=48699&Ilang=ENG

Act No. 14907, Framework Act on Electronic Documents and Transactions, Articles 4-8.
https://elaw.Klri.re.kr/eng service/lawView.do?hseq=45837&lang=ENG

Act No. 12586, Act on the Use, Etc. of Electronic Documents in Civil Litigations, Etc.,
Acrticle 5. https://elaw.klri.re.kr/eng_service/lawView.do?hseq=32734&lang=ENG

Act No. 16930, Personal Information Protection Act, Articles 3-4, 15-22, 30, 36, 39.12.
https://elaw.Klri.re.kr/eng service/lawView.do?hseq=53044&Ilang=ENG

SOUTH SUDAN

Labor Act, 2017, Articles 43-44, 54, 106, 109.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/108606/134332/F-
995378113/SSD108606.pdf

SPAIN

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5. https://eur-lex.europa.eu/legal-
content/en/TXT/?uri=CELEX%3A320191.1152



https://www.gov.za/documents/electronic-communications-and-transactions-act
https://elaw.klri.re.kr/eng_service/lawView.do?hseq=25437&lang=ENG#:%7E:text=The%20purpose%20of%20this%20Act,development%20of%20the%20national%20economy.
https://elaw.klri.re.kr/eng_service/lawView.do?hseq=25437&lang=ENG#:%7E:text=The%20purpose%20of%20this%20Act,development%20of%20the%20national%20economy.
https://law.go.kr/LSW/eng/engLsSc.do?menuId=2&query=ENFORCEMENT%20DECREE%20OF%20THE%20LABOR%20STANDARDS%20ACT#liBgcolor0
https://law.go.kr/LSW/eng/engLsSc.do?menuId=2&query=ENFORCEMENT%20DECREE%20OF%20THE%20LABOR%20STANDARDS%20ACT#liBgcolor0
https://elaw.klri.re.kr/eng_service/lawView.do?hseq=48699&lang=ENG
https://elaw.klri.re.kr/eng_service/lawView.do?hseq=45837&lang=ENG
https://elaw.klri.re.kr/eng_service/lawView.do?hseq=32734&lang=ENG
https://elaw.klri.re.kr/eng_service/lawView.do?hseq=53044&lang=ENG
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/108606/134332/F-995378113/SSD108606.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/108606/134332/F-995378113/SSD108606.pdf
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A32019L1152
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Royal Legislative Decree 2/2015 of October 23 Approving the Revised Text of the Law of
the Workers’ Statute, Articles 12, 28, 34-35, 59. https://www.boe.es/buscar/act.php?id=BOE-
A-2015-11430

Royal Legislative Decree 1659/1998 of July 24 Developing Article 8, Section 5 of the
Workers’ Statute Law, Articles 2, 10.
https://www.boe.es/buscar/act.php?id=BOE-A-1998-19580

Order of December 27, 1994 Approving the Individual Salary Receipt Model, Articles 1-3.
https://www.boe.es/buscar/act.php?id=BOE-A-1995-912

Directive 2002/15/EC on the Organization of the Working Time of Persons Performing
Mobile Road Transport Activities, Article 9.
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:32002L0015

Royal Legislative Decree 5/2000 of August 4 Approving the Revised Text of the Law on
Violations and Sanctions in the Social Order, Articles 4, 21.
https://www.boe.es/buscar/act.php?id=BOE-A-2000-15060

Law 23/2015 of July 21, Organizing the Labor and Social Security Inspection System,
Articles 13. https://www.boe.es/buscar/act.php?id=BOE-A-2015-8168 #ddunica

Law 34/2002 of July 11 on Services of the Information Society and Electronic Commerce,
Articles 23-24. https://www.boe.es/buscar/act.php?id=BOE-A-2002-13758

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1

Law 6/2020 of November 11 Regulating Certain Aspects of Electronic Trust Services,
Articles 1-3. https://www.boe.es/buscar/act.php?id=BOE-A-2020-14046##dd

Regulation (EU) 2016/679, General Data Protection Articles 5-23, 44-50.
https://eur-lex.europa.eu/eli/reg/2016/679/0j

Organic Law 3/2018 of December 5 on Protection of Personal Data and Guarantee of Digital
Rights, Articles 1-5, 12-18, 32, 40-43.
https://www.boe.es/buscar/act.php?id=BOE-A-2018-16673&p=20181206&tn=2

SRI LANKA

Industrial Disputes Act, Articles 31B, 44B-44E.
http://www.labourdept.gov.lk/images/PDF upload/chapter01/1 industrial disputes acti.pdf



https://www.boe.es/buscar/act.php?id=BOE-A-2015-11430
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https://www.boe.es/buscar/act.php?id=BOE-A-2002-13758
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN#d1e3055-73-1
https://www.boe.es/buscar/act.php?id=BOE-A-2020-14046#dd
https://eur-lex.europa.eu/eli/reg/2016/679/oj
https://www.boe.es/buscar/act.php?id=BOE-A-2018-16673&p=20181206&tn=2
http://www.labourdept.gov.lk/images/PDF_upload/chapter01/1_industrial_disputes_acti.pdf
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Wages Boards Ordinance, Articles 3, 3C, 3D, 41, 54-55.
http://www.labourdept.gov.lk/images/PDF upload/chapter02/1 wages boards ordinance.pdf

Shop and Office Employees (Regulation of Employment and Remuneration) Act, Articles
16-18, 21, 47, 50, Form F.

http://www.labourdept.gov.lk/images/PDF upload/chapter02/2 shopandoffice employees.pd
f

Maternity Benefits Ordinance, Articles 5-7, Form D, Form E.
http://www.labourdept.gov.lk/images/PDF upload/chapter03/3 maternity benefits ordinanc

eii.pdf

Employees Holidays Act, Article 6.
http://www.commonlii.org/lk/legis/num act/eha601959258/

Ordinance to Amend the Law Relating to Indian Labourers, Article 13.
http://www.labourdept.gov.lk/images/PDF _upload/Chapter07/4 _minimum_wages.pdf

Electronic Transactions Act, No. 19 of 2006, Articles 3-6.
https://www.steptoe.com/images/content/2/4/v1/2416/4031.pdf

SUDAN

Labor Code, Article 28-30, 15, 65.
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/49122/65103/E97SDNO01.htm

Civil Transactions Law of 1984, Article 414.
https://arabic.hudocentre.org/1984-4ua-dsaall-cualaall- ) 5ild/

Electronic Transactions Act of 2007, Chapter IV
https://cbos.gov.sd/en/content/electronic-transactions-act-2007#

SURINAME

Labor Act, Article 24.
https://www.dna.sr/wetgeving/surinaamse-wetten/geldende-teksten-tm-2005/arbeidswet/

Holiday Law, Article 14. http://atm.gov.sr/media/1096/vakantiewet.pdf

Employee Registration Regulation, Article 3.
http://atm.gov.sr/media/1098/werknemersregistratieverordening.pdf
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http://www.labourdept.gov.lk/images/PDF_upload/Chapter07/4_minimum_wages.pdf
https://www.steptoe.com/images/content/2/4/v1/2416/4031.pdf
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/49122/65103/E97SDN01.htm
https://arabic.hudocentre.org/%D9%82%D8%A7%D9%86%D9%88%D9%86-%D8%A7%D9%84%D9%85%D8%B9%D8%A7%D9%85%D9%84%D8%A7%D8%AA-%D8%A7%D9%84%D9%85%D8%AF%D9%86%D9%8A%D8%A9-%D9%84%D8%B3%D9%86%D8%A9-1984/
https://cbos.gov.sd/en/content/electronic-transactions-act-2007
https://www.dna.sr/wetgeving/surinaamse-wetten/geldende-teksten-tm-2005/arbeidswet/
http://atm.gov.sr/media/1096/vakantiewet.pdf
http://atm.gov.sr/media/1098/werknemersregistratieverordening.pdf
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Labor Inspection Decree, Article 11.
http://ilo.org/dyn/natlex/natlex4.detail?p lang=en&p isn=99772&p country=SUR&p count
=71&p classification=07&p classcount=2

Minimum Wage Act, Article 4. http://atm.gov.sr/media/1191/wet-minimumloon.pdf

Civil Code, Articles 1989-1990. https://wipolex.wipo.int/en/text/209853

[Draft] Law on Electronic Commerce, Articles 5-15.
http://dna.sr/media/145685/ Wet Elektronisch Handelsverkeer.pdf

[Draft] Law on Protection of Privacy and Personal Data, Articles 5-6, 10-12, 22.
https://www.dna.sr/media/307641/Wet Bescherming Privacy en Persoonsgegevens.pdf

SWAZILAND

Employment Act, 1980, Articles 9, 22, 61, 69, 113, 127, 151, Second Schedule.
http://www.rodra.co.za/images/countries/eswatini/legislation/Eswatini Employment Act of

1980.pdf

SWEDEN

Directive (EU) 2019/1152 of 20 June 2019 on Transparent and Predictable Working
Conditions in the European Union, Articles 4-5.
https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A320191L.1152

Working Hours Act, SFS 1982:673, Article 11.
https://www.government.se/49d4f9/contentassets/1b29fd35b2544113875137beab80911a/198
2673-working-hours-act.pdf

Regulation on On-Call Time, Overtime, and Additional Time, AFS:17, Articles 2-4.
https://www.av.se/arbetsmiljoarbete-och-
inspektioner/publikationer/foreskrifter/anteckningar-om-jourtid-overtid-och-mertid-afs-
198217-foreskrifter/

Employment Protection Act, SFS 1982:80, Article 40.
https://www.government.se/494694/contentassets/b58069e2c0f24aa6be53d8932de85d86/sfs-
198280-employment-protection-act?

Annual Leave Act, SFS 1977:480, Article 33.
https://www.government.se/4a80ac/contentassets/eaf3467d4f484c9fb7274a067484c759/1977
480-annual-leave-act.pdf
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Act With Supplementary Provisions to the EU Regulation on Electronic Identification, SFS
2016,:561, Article 1.

Regulation (EU) No. 910/2014 on Electronic Identification and Trust Services for Electronic
Transactions in the Internal Market, Article 46. https://eur-lex.europa.eu/legal-
content/EN/TXT/HTML/?uri=CELEX:32014R0910&from=EN - d1e3055-73-1.

Regulation (EU) 2016/679, General Data Protection, Articles 5-23, 44-50.
https://eur-lex.europa.eu/eli/req/2016/679/0j

Act Containing Supplementary Provisions to the EU General Data Protection Regulation,
SFS 2018:218, Chapters 1-3, 5.
https://www.government.se/4a5a80/contentassets/467ef1335aac404c8840c29f9d02305a/act-
containing-supplementary-provisions-to-the-eu-general-data-protection-regulation-sfs-
2018218

SWITZERLAND

Code of Obligations, Articles 128, 328b, 330b, 336b, 341,
https://fedlex.data.admin.ch/filestore/fedlex.data.admin.ch/eli/cc/27/317 321 377/20200401/
en/pdf-a/fedlex-data-admin-ch-eli-cc-27-317 321 377-20200401-en-pdf-a.pdf

Guide to Personal Data in the Workplace, Articles 3.2.1-3.2.4, 3.3.1.
https://www.edoeb.admin.ch/edoeb/de/home/datenschutz/dokumentation/leitfaeden/bearbeitu
ng-von-personendaten-im-arbeitsbereich.html

Federal Act on Electronic Signature, Articles 3-8.
https://www.fedlex.admin.ch/eli/cc/2016/752/de

Federal Law on Data Protection, Articles 4-9.
https://www.fedlex.admin.ch/eli/cc/1993/1945 1945 1945/en

SYRIA

Labor Law No. 17/2010, Articles 25, 32, 38, 47-48, 91, 93, 101, 104, 116, 139, 144, 210,

251.

https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=en&p isn=84492&p country=SYR&p
count=376

Civil Code, Article 375. https://www.syrian-lawyer.club/cs » swdl- Jaall- gilall-o) ge- i/
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https://www.fedlex.admin.ch/eli/cc/1993/1945_1945_1945/en
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https://www.syrian-lawyer.club/%D9%86%D8%B5-%D9%85%D9%88%D8%A7%D8%AF-%D8%A7%D9%84%D9%82%D8%A7%D9%86%D9%88%D9%86-%D8%A7%D9%84%D9%85%D8%AF%D9%86%D9%8A-%D8%A7%D9%84%D8%B3%D9%88%D8%B1%D9%8A/
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TAIWAN

Labor Standards Act, Articles 7, 23, 30, 38, 65, 73.
https://law.moj.gov.tw/ENG/LawClass/LawAll.aspx?pcode=N0030001

Enforcement Rules of the Labor Standards Act, Articles 7, 21.
https://law.moj.gov.tw/ENG/LawClass/LawAll.aspx?pcode=N0030002

Regulations on the Permission and Administration of the Employment of Foreign Workers,
Articles 6-1, 43. https://law.moj.gov.tw/ENG/LawClass/LawAll.aspx?pcode=N0090027

Labor Incident Act, Articles 16-31.
https://law.moj.gov.tw/ENG/LawClass/LawAll.aspx?pcode=B0010064

Act of Gender Equality in Employment, Article 30.
https://law.moj.gov.tw/ENG/LawClass/LawAll.aspx?pcode=N0030014

Civil Code, Article 126.
https://law.moj.gov.tw/ENG/LawClass/LawAll.aspx?pcode=B0000001

Electronic Signatures Act, Articles 4-10.
https://law.moj.gov.tw/ENG/LawClass/LawAll.aspx?pcode=J0080037

Personal Data Protection Act, Articles 3-5, 9-14, 21.
https://law.moj.gov.tw/ENG/LawClass/LawAll.aspx?pcode=10050021

TAJIKISTAN

Labor Code, Articles 24, 26, 57-58, 81, 201, 246, 358.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/106793/131157/F1553040433/Labor
Code Tajikistan Eng February 2017 n.pdf

Law on Electronic Documents, Articles 6-16.
http://mmbk.tj/content/KOHVHH-UYMX YPHUU-TOYNKHUCTOH-IaP-00pan-X yUUaTu-3JICKTPOHT

Law on Protection of Personal Data, Articles 4, 8-22.
http://base.mmk.tj/view sanadhoview.php?showdetail=&sanadlD=609

TANZANIA

Employment and Labour Relations Act, 2004, Articles 15, 96.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/68319/104204/F-
894240970/TZA68319.pdf
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http://mmk.tj/content/%D2%9B%D0%BE%D0%BD%D1%83%D0%BD%D0%B8-%D2%B7%D1%83%D0%BC%D2%B3%D1%83%D1%80%D0%B8%D0%B8-%D1%82%D0%BE%D2%B7%D0%B8%D0%BA%D0%B8%D1%81%D1%82%D0%BE%D0%BD-%D0%B4%D0%B0%D1%80-%D0%B1%D0%BE%D1%80%D0%B0%D0%B8-%D2%B3%D1%83%D2%B7%D2%B7%D0%B0%D1%82%D0%B8-%D1%8D%D0%BB%D0%B5%D0%BA%D1%82%D1%80%D0%BE%D0%BD%D3%A3
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Employment and Labour Relations (General) Regulations, Article 13, Schedules.
https://www.ilo.org/dyn/natlex/natlex4.detail?p _lang=en&p isn=104378

Labour Institutions Act, 2004, Article 45.
https://www.ilo.org/dyn/travail/docs/2211/Labour Institutions Act 2004.pdf

Labour Institutions (Mediation and Arbitration) Rules, 2007, Article 10.
https://www.ilo.org/dyn/natlex/docs/MONOGRAPH/76279/79944/F974728285/TZA76279.

pdf

Electronic Transactions Act 2015, Articles 4-9.
https://www.tcra.go.tz/document/The Electronic Transactions Act, 2015

THAILAND

Labor Protection Act B.E. 2541, Sections 112-115, 123-125, 139, Regulation Clauses 5-7,
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/49727/125954/F-
1924487677/THA49727 Eng.pdf

Civil and Commercial Code, Sections 193/30-193/34.
https://library.siam-legal.com/thai-civil-and-commercial-code/

Electronic Transactions Act, B.E. 2544, Articles 7-12.
http://web.krisdika.go.th/data/outsitedata/outsite21/file/ELECTRONIC TRANSACTIONS
ACT ,B.E. 2544.pdf

Amendment to the Electronic Transactions Act (No. 3), B.E. 2562, Section 7.
https://ictlawcenter.etda.or.th/laws/detail/eta-3-act-2562

Personal Data Protection Act, B.E. 2562, Sections 19, 22-35.
https://cyrilla.org/es/entity/sl9175q71u?page=22

TIMOR-LESTE

Law 4/2012, Labor Code, Articles 10, 20, 27, 97.
https://www.laohamutuk.org/Oil/ElLabor/Law4-2012LaborEn.pdf

Decree Law, No. 19/2010, Article 9.
http://ilo.org/dyn/natlex/docs/ELECTRONIC/89766/103187/F-1968336191/TMP89766.pdf

Law No. 10/2011, Civil Code, Articles 300-301. http://www.mj.qgov.tl/jornal/?g=node/803
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http://ilo.org/dyn/natlex/docs/ELECTRONIC/89766/103187/F-1968336191/TMP89766.pdf
http://www.mj.gov.tl/jornal/?q=node/803
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TOGO

Labor Code, Articles 86, 166, 172, 239, 257-258.
http://www.assemblee-nationale.tg/images/CODE DU TRAVAIL AN.pdf

Law No. 2017-07 on Electronic Transactions, Articles 5-17.
https://ictpolicyafrica.org/fr/document/mlcgwlbs05h?page=8

Law No. 2019-014 on Protection of Personal Data, Articles 14-20, 28, 35-49.
https://jo.gouv.ta/sites/default/files/JO/JOS 29 10 2019-64E ANNEE-N°26 TER.pdf

TONGA

Employment Relations Act, Articles 46, 52-53, 89-93, 100, 107, Schedule 4.
https://ago.gov.to/cms/images/LEGISLATION/BILLS/2020/2020-
0003/EmploymentRelationsBill2020.pdf

TRINIDAD AND TOBAGO

Industrial Relations Act, Article 51, 61, 84.
https://rgd.legalaffairs.gov.tt/laws2/alphabetical list/lawspdfs/88.01.pdf

Minimum Wages Act, Articles 20-22.
https://rqd.legalaffairs.gov.tt/laws2/alphabetical list/lawspdfs/88.04.pdf

Maternity Protection Act, Articles 14-15. https://agla.gov.tt/downloads/laws/45.57.pdf

Children Act, Article 107-109. https://agla.gov.tt/downloads/laws/46.01.pdf

Equal Opportunity Act, Article 30. https://agla.gov.tt/downloads/laws/22.03.pdf

Electronic Transactions, Sections 8-18.
http://www.ttparliament.org/leqgislations/a2011-06.pdf

Data Protection Act, Articles 6, 29-42, 69-77.
https://rgd.legalaffairs.gov.tt/laws2/Alphabetical List/lawspdfs/22.04.pdf

TUNISIA

Labor Code, Articles 59, 73, 94-13, 130, 143-144, 147-148, 174, 261, 343-345.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/44414/61784/F839958379/TUN-44414

(2).pdf



http://www.assemblee-nationale.tg/images/CODE%20DU%20TRAVAIL%20AN.pdf
https://ictpolicyafrica.org/fr/document/mlcgw1bs05h?page=8
https://jo.gouv.tg/sites/default/files/JO/JOS_29_10_2019-64E%20ANNEE-N%C2%B026%20TER.pdf
https://ago.gov.to/cms/images/LEGISLATION/BILLS/2020/2020-0003/EmploymentRelationsBill2020.pdf
https://ago.gov.to/cms/images/LEGISLATION/BILLS/2020/2020-0003/EmploymentRelationsBill2020.pdf
https://rgd.legalaffairs.gov.tt/laws2/alphabetical_list/lawspdfs/88.01.pdf
https://rgd.legalaffairs.gov.tt/laws2/alphabetical_list/lawspdfs/88.04.pdf
https://agla.gov.tt/downloads/laws/45.57.pdf
https://agla.gov.tt/downloads/laws/46.01.pdf
https://agla.gov.tt/downloads/laws/22.03.pdf
http://www.ttparliament.org/legislations/a2011-06.pdf
https://rgd.legalaffairs.gov.tt/laws2/Alphabetical_List/lawspdfs/22.04.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/44414/61784/F839958379/TUN-44414%20(2).pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/44414/61784/F839958379/TUN-44414%20(2).pdf
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Law No. 2000-83 on Electronic Trade and Commerce, Articles 4-7.
http://droitdu.net/files/sites/107/2013/12/loi n 2000 83 du 9 aout 2000.pdf

Organic Law No. 2004-63 on Protection of Personal Data, Articles 9-16, 27, 32-34, 40, 43-
52. http://www.ins.tn/sites/default/files/Loi 63-2004 Fr.pdf

TURKEY

Labor Law 4857, Articles 8, 20, 26, 32, 51-52, 75, 92.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/64083/77276/F75317864/TUR64083

English.pdf

Annual Paid Leave Regulation, Article 6. https://www.calismamevzuati.com/wp-
content/uploads/2018/11/Yillik-Ucretli-izin-Yonetmeligi.pdf

Regulation on Working Time Regarding Labor Law, Article 9.
https://www.calismamevzuati.com/wp-content/uploads/2018/11/is-Kanununa-iliskin-
Calisma-Sireleri-Yonetmeligi.pdf

Regulation on Working Conditions of Women Employees in Night Shifts, Article 10.
https://www.calismamevzuati.com/wp-content/uploads/2018/11/Kadin-Calisanlarin-Gece-
Postalarinda.pdf

Regulation on Distribution of Money Collected from Percentages to Workers, Article 6.
https://www.calismamevzuati.com/wp-content/uploads/2018/11/Y Gizdelerden-Toplanan-

Paralarin.pdf

Electronic Signature Law 8720, Articles 4-5.
https://www.calismamevzuati.com/wp-content/uploads/2018/11/Elektronik-Imza-

Kanunu.pdf

Personal Data Protection Law 6698, Articles 4-5, 7-9, 11.
https://www.kvkk.gov.tr/Icerik/6649/Personal-Data-Protection-Law

TURKMENISTAN

Law No. 30-1V, Labor Code, Articles 59, 65, 69, 294, 382.
https://online.zakon.kz/document/?doc 1d=31348675&paqge=1 - pos=2631:-53

Regulations on the Order of Invitation of Foreign Citizens for Temporary Employment in
Turkmenistan, No. 6135. Article 19. https://www.refworld.org/pdfid/3f462c794.pdf

Law No. 519-V on Information on Personal Life and its Protection, Articles 5-15, 17, 19, 26.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/107056/131641/F419973633/519.pdf



http://droitdu.net/files/sites/107/2013/12/loi_n_2000_83_du_9_aout_2000.pdf
http://www.ins.tn/sites/default/files/Loi%2063-2004%20Fr.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/64083/77276/F75317864/TUR64083%20English.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/64083/77276/F75317864/TUR64083%20English.pdf
https://www.calismamevzuati.com/wp-content/uploads/2018/11/Y%C4%B1ll%C4%B1k-%C3%9Ccretli-%C4%B0zin-Y%C3%B6netmeli%C4%9Fi.pdf
https://www.calismamevzuati.com/wp-content/uploads/2018/11/Y%C4%B1ll%C4%B1k-%C3%9Ccretli-%C4%B0zin-Y%C3%B6netmeli%C4%9Fi.pdf
https://www.calismamevzuati.com/wp-content/uploads/2018/11/%C4%B0%C5%9F-Kanununa-%C4%B0li%C5%9Fkin-%C3%87al%C4%B1%C5%9Fma-S%C3%BCreleri-Y%C3%B6netmeli%C4%9Fi.pdf
https://www.calismamevzuati.com/wp-content/uploads/2018/11/%C4%B0%C5%9F-Kanununa-%C4%B0li%C5%9Fkin-%C3%87al%C4%B1%C5%9Fma-S%C3%BCreleri-Y%C3%B6netmeli%C4%9Fi.pdf
https://www.calismamevzuati.com/wp-content/uploads/2018/11/Kad%C4%B1n-%C3%87al%C4%B1%C5%9Fanlar%C4%B1n-Gece-Postalar%C4%B1nda.pdf
https://www.calismamevzuati.com/wp-content/uploads/2018/11/Kad%C4%B1n-%C3%87al%C4%B1%C5%9Fanlar%C4%B1n-Gece-Postalar%C4%B1nda.pdf
https://www.calismamevzuati.com/wp-content/uploads/2018/11/Y%C3%BCzdelerden-Toplanan-Paralar%C4%B1n.pdf
https://www.calismamevzuati.com/wp-content/uploads/2018/11/Y%C3%BCzdelerden-Toplanan-Paralar%C4%B1n.pdf
https://www.calismamevzuati.com/wp-content/uploads/2018/11/Elektronik-%C4%B0mza-Kanunu.pdf
https://www.calismamevzuati.com/wp-content/uploads/2018/11/Elektronik-%C4%B0mza-Kanunu.pdf
https://www.kvkk.gov.tr/Icerik/6649/Personal-Data-Protection-Law
https://online.zakon.kz/document/?doc_id=31348675&page=1#pos=2631;-53
https://www.refworld.org/pdfid/3f462c794.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/107056/131641/F419973633/519.pdf
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Law No. 226-V1, On Electronic Document, Electronic Document Management, and Digital
Services, , Articles 4-14. http://minjust.gov.tm/mcenter-single-ru/305

TUVALU

Labor and Employment Relations Act 2017, Articles 8, 16-17, 45, 92, 139, schedule 2.
https://tuvalu-legislation.tv/cms/images/LEGISLATION/PRINCIPAL/2017/2017-
0014/LabourandEmploymentRelationsAct2017 1.pdf

UGANDA

Employment Act, 2006, Articles 11, 50, 59, 70-71, Schedule 1.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=en&p isn=74416

Employment Regulations, 2011, Article 28.
https://www.ilo.org/dyn/natlex/natlex4.detail?p lang=en&p isn=86721

Employment (Employment of Children) Regulations, 2012, Article 15, Schedule 5.
https://ulii.org/ug/legislation/statutory-instrument/2012/17

Data Protection and Privacy Act, 2019, Articles 7, 10-19, 24028.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/109638/136056/F-
1392926003/UGA109638.pdf

Electronic Transactions Act, 2011, Articles 5-10. https://ulii.org/ug/legislation/act/2015/8-3
- :~text=THE ELECTRONIC TRANSACTIONS ACT, 2011 An Act to provide for,to
provide for related matters.

Limitation Act, 1959, Article 3. https://ulii.org/ua/leqgislation/consolidated-act/80

UKRAINE

Labor Code, Articles 25, 65, 189, 225. https://zakon.rada.gov.ua/laws/show/322-08#Text

Ministry of Justice Order No. 430/5 of 14.03.2013, Articles 4-7, 17, 34, 36-37
https://zakon.rada.gov.ua/laws/show/z0428-13#Text

Law on Electronic Documents and Electronic Document Management, Articles 5-13.
https://zakon.rada.gov.ua/laws/show/851-15#Text

Law on Protection of Personal Data, Articles 6, 8-16, 29.
https://zakon.rada.gov.ua/laws/show/2297-17#Text



http://minjust.gov.tm/mcenter-single-ru/305
https://tuvalu-legislation.tv/cms/images/LEGISLATION/PRINCIPAL/2017/2017-0014/LabourandEmploymentRelationsAct2017_1.pdf
https://tuvalu-legislation.tv/cms/images/LEGISLATION/PRINCIPAL/2017/2017-0014/LabourandEmploymentRelationsAct2017_1.pdf
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=74416
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=86721
https://ulii.org/ug/legislation/statutory-instrument/2012/17
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/109638/136056/F-1392926003/UGA109638.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/109638/136056/F-1392926003/UGA109638.pdf
https://ulii.org/ug/legislation/act/2015/8-3#:%7E:text=THE%20ELECTRONIC%20TRANSACTIONS%20ACT%2C%202011%20An%20Act%20to%20provide%20for,to%20provide%20for%20related%20matters.
https://ulii.org/ug/legislation/act/2015/8-3#:%7E:text=THE%20ELECTRONIC%20TRANSACTIONS%20ACT%2C%202011%20An%20Act%20to%20provide%20for,to%20provide%20for%20related%20matters.
https://ulii.org/ug/legislation/act/2015/8-3#:%7E:text=THE%20ELECTRONIC%20TRANSACTIONS%20ACT%2C%202011%20An%20Act%20to%20provide%20for,to%20provide%20for%20related%20matters.
https://ulii.org/ug/legislation/consolidated-act/80
https://zakon.rada.gov.ua/laws/show/322-08#Text
https://zakon.rada.gov.ua/laws/show/z0428-13#Text
https://zakon.rada.gov.ua/laws/show/851-15#Text
https://zakon.rada.gov.ua/laws/show/2297-17#Text
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UNITED ARAB EMIRATES

Federal Law No. (8) of 1980, Labor Law, Articles 21-22, 35-36, 44, 53-54, 105, 162, 170.
https://www.mohre.gov.ae/en/labour-law.aspx

Ministerial Resolution No. (52) of 1989, Article 14.
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/9234/129824/F1264029479/ARE9234

Eng.pdf

Federal Law No. (5) of 1985 on Civil Transactions Law, Article 476.
https://legaladviceme.com/legislation/126/uae-federal-law-5-0f-1985-on-civil-transactions-
law-of-united-arab-emirates

Federal Law No. (1) of 2006 on Electronic Commerce and Transactions, Articles 5-9.
https://www.wipo.int/edocs/lexdocs/laws/en/ae/ae027en.pdf

UNITED KINGDOM

Working Time Regulations 1998, Section 9, Schedule 3.
https://www.legislation.qov.uk/uksi/1998/1833/data.pdf

Working Time Regulations 1999, Section 3.
https://www.leqgislation.gov.uk/uksi/1999/3372/requlation/3/made

Statutory Maternity Pay (General) Regulations 1986, Section 26.
https://www.legislation.gov.uk/uksi/1986/1960/requlation/26/made

Statutory Sick Pay (General) Regulations 1982, Section 13.
https://www.legislation.gov.uk/uksi/1982/894/regulation/13/made

National Minimum Wage Act 1998, Sections 9-11, 14.
https://www.legislation.gov.uk/ukpga/1998/39/data.pdf

National Minimum Wage Regulations 1999, Section 38.
https://www.legislation.gov.uk/uksi/1999/584/regulation/38/made

Immigration, Asylum and Nationality Act 2006, Section 13.
https://www.legislation.gov.uk/ukpga/2006/13/data.pdf

Full Guide for Employers on Preventing Illegal Working in the UK, Home Office 2013,
Section 2.
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data
[file/304793/full-quide-illegal-working.pdf



https://www.mohre.gov.ae/en/labour-law.aspx
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/9234/129824/F1264029479/ARE9234%20Eng.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/9234/129824/F1264029479/ARE9234%20Eng.pdf
https://legaladviceme.com/legislation/126/uae-federal-law-5-of-1985-on-civil-transactions-law-of-united-arab-emirates
https://legaladviceme.com/legislation/126/uae-federal-law-5-of-1985-on-civil-transactions-law-of-united-arab-emirates
https://www.wipo.int/edocs/lexdocs/laws/en/ae/ae027en.pdf
https://www.legislation.gov.uk/uksi/1998/1833/data.pdf
https://www.legislation.gov.uk/uksi/1999/3372/regulation/3/made
https://www.legislation.gov.uk/uksi/1986/1960/regulation/26/made
https://www.legislation.gov.uk/uksi/1982/894/regulation/13/made
https://www.legislation.gov.uk/ukpga/1998/39/data.pdf
https://www.legislation.gov.uk/uksi/1999/584/regulation/38/made
https://www.legislation.gov.uk/ukpga/2006/13/data.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/304793/full-guide-illegal-working.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/304793/full-guide-illegal-working.pdf
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Employment Rights Act 1996, Sections 11, 23, 34, 48, 51, 54, 111.
https://www.legislation.gov.uk/ukpga/1996/18/data.pdf

Equality Act 2010, Section 123. https://www.legislation.gov.uk/ukpga/2010/15/section/123

Limitation Act 1980 (England and Wales), Section 5.
https://www.legislation.gov.uk/ukpga/1980/58

Prescription and Limitation (Scotland) Act 1973, Section 6.
https://www.legislation.gov.uk/ukpga/1973/52/section/6

The Limitation (Northern Ireland) Order 1989, Articles 4.
https://www.legislation.gov.uk/nisi/1989/1339/article/4

Data Protection Act 2018, Articles 34-48, 72-78.
https://www.leqgislation.gov.uk/ukpga/2018/12/data.pdf

Electronic Communications Act 2000, Articles 7-7D.
https://www.leqgislation.gov.uk/ukpga/2000/7/part/11

UNITED STATES

29 CFR Part 1627, Subpart B, 1627-1627.3.
https://www.law.cornell.edu/cfr/text/29/part-1627/subpart-B

29 CFR Part 1602, Subpart I, 1602.20-1602.31.
https://www.law.cornell.edu/cfr/text/29/part-1602/subpart-1

29 CFR Part 1602, Subpart L, 1602.39-1602.40.
https://www.law.cornell.edu/cfr/text/29/part-1602/subpart-L

41 CFR Subpart E, 60-741.80-60-741.81. https://www.law.cornell.edu/cfr/text/41/60-741.80

28 U.S. Code 1732. https://www.law.cornell.edu/uscode/text/28/1732

Federal Rules of Evidence, Rule 901. https://www.law.cornell.edu/rules/fre/rule 901

URUGUAY

Law No. 16,873, Labor Contracts, Article 15.
https://leqislativo.parlamento.qub.uy/temporales/leytemp2071490.htm



https://www.legislation.gov.uk/ukpga/1996/18/data.pdf
https://www.legislation.gov.uk/ukpga/2010/15/section/123
https://www.legislation.gov.uk/ukpga/1980/58
https://www.legislation.gov.uk/ukpga/1973/52/section/6
https://www.legislation.gov.uk/nisi/1989/1339/article/4
https://www.legislation.gov.uk/ukpga/2018/12/data.pdf
https://www.legislation.gov.uk/ukpga/2000/7/part/II
https://www.law.cornell.edu/cfr/text/29/part-1627/subpart-B
https://www.law.cornell.edu/cfr/text/29/part-1602/subpart-I
https://www.law.cornell.edu/cfr/text/29/part-1602/subpart-L
https://www.law.cornell.edu/cfr/text/41/60-741.80
https://www.law.cornell.edu/uscode/text/28/1732
https://www.law.cornell.edu/rules/fre/rule_901
https://legislativo.parlamento.gub.uy/temporales/leytemp2071490.htm
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Law No. 17,823, Code of Children and Adolescents, Article 177.
https://www.impo.com.uy/bases/codigo-ninez-adolescencia/17823-2004

Regulation of Overtime in Private Activity, Article 16.
https://www.impo.com.uy/bases/decretos/550-1989 # :~:text=Las horas extras trabajadas
en,correspondiente a los dias laborables.

Decree 392/980 on Work Control Documents, Ch. 1, Articles 1-12; Ch. 2, Articles 1-3; Ch.
6, Articles 1-6. https://www.impo.com.uy/bases/decretos-originales/392-1980

Decree No. 680/977 on General Inspection of Work and Social Security, Job Security,
Occupational Hygiene, Article 8. https://www.impo.com.uy/bases/decretos/680-1977

Law 18091, Prescription of Actions and Labor Credits, Articles 1-2.
http://www.impo.com.uy/bases/leyes/18091-2007

Law No. 18.600 on Electronic Documents and Electronic Signature, Articles 3-5.
https://leqislativo.parlamento.qub.uy/temporales/leytemp7583239.htm - :~:text=- La
Suprema Corte de Justicia,condiciones gue establece esta ley.

Law No. 18331 on Protection of Personal Data, Articles 5-17, 23.
https://www.impo.com.uy/bases/leyes/18331-2008

UZBEKISTAN

Labor Code, Articles 73-74, 125, 270. https://lex.uz/docs/145261

Order No. 32/01 on Labor Books, Article 5.1, 6.1-6.3, Appendixes 1-3.
https://lex.uz/docs/643007 - 643773

Resolution No. 1066 on Measures to Improve the Activities of the Ministry of Employment
and Labor Relations of the Republic of Uzbekistan, Annex 3, Article 10.
https://lex.uz/docs/4143050 - 4152418

Law No. 611-11 on Electronic Documents, Articles 5-16. http://lex.uz/docs/165074 - 165170

Law No. LRU-547 on Personal Data, Articles 9-22. https://lex.uz/docs/4831939

VANUATU

Employment Act, Articles 3, 9, 17, 20, 43, 73.
https://www.ilo.org/dyn/travail/docs/1071/Employment



https://www.impo.com.uy/bases/codigo-ninez-adolescencia/17823-2004
https://www.impo.com.uy/bases/decretos/550-1989#:%7E:text=Las%20horas%20extras%20trabajadas%20en,correspondiente%20a%20los%20d%C3%ADas%20laborables.
https://www.impo.com.uy/bases/decretos/550-1989#:%7E:text=Las%20horas%20extras%20trabajadas%20en,correspondiente%20a%20los%20d%C3%ADas%20laborables.
https://www.impo.com.uy/bases/decretos-originales/392-1980
https://www.impo.com.uy/bases/decretos/680-1977
http://www.impo.com.uy/bases/leyes/18091-2007
https://legislativo.parlamento.gub.uy/temporales/leytemp7583239.htm#:%7E:text=%2D%20La%20Suprema%20Corte%20de%20Justicia,condiciones%20que%20establece%20esta%20ley.
https://legislativo.parlamento.gub.uy/temporales/leytemp7583239.htm#:%7E:text=%2D%20La%20Suprema%20Corte%20de%20Justicia,condiciones%20que%20establece%20esta%20ley.
https://www.impo.com.uy/bases/leyes/18331-2008
https://lex.uz/docs/145261
https://lex.uz/docs/643007#643773
https://lex.uz/docs/4143050#4152418
http://lex.uz/docs/165074#165170
https://lex.uz/docs/4831939
https://www.ilo.org/dyn/travail/docs/1071/Employment
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Electronic Transactions Act, Articles 8-14. https://www.vfsc.vu/wp-
content/uploads/2015/12/Electronic-Transactions-Act-No.-24-0f-2000.pdf

Limitation Act, Article 3. http://www.paclii.org/vu/legis/num act/1a1991133/

VENEZUELA

Organic Law of Labor and Workers, Articles 51, 59, 183, 203, 214, 232, 253, 514,
https://oig.cepal.org/sites/default/files/2012 leyorgtrabajo ven.pdf

Decree No. 1204 of February 10, 2001 on Electronic Messages and Electronic Signatures,
Articles 4-15. http://www.o0as.org/juridico/spanish/mesicic3_ven_anexo19.pdf

VIETNAM

Labor Code, No. 45/2019/QH14, Articles 14, 48, 122, 144, 190, 216.
https://asean.org/storage/2016/08/Labor-Code-No.-45-Year-2019.pdf

Decree No. 1-45/2020/ND-CP on Implementing a Number of Articles of the Labor Code,
Articles 3, 59. https://thuvienphapluat.vn/van-ban/Lao-dong-Tien-luong/Nghi-dinh-145-
2020-ND-CP-huong-dan-Bo-luat-Lao-dong-ve-dieu-kien-lao-dong-quan-he-lao-dong-
459400.aspx

Law No. 51/2005/QH On E-Transactions, Articles 10-15.
http://vbpl.vn/TW/Pages/vbpgen-toanvan.aspx?ltemID=6121&Keyword=51/2005/QH11

YEMEN

Act No. (5) of 1995, Labor Code, Articles 30, 51, 66, 89, 111, 126, 128-140.
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/44043/65001/E95YEMO01.htm - a27

Law No. (14) of 2002, Civil Code, Article 179. http://www.Icrdye.org/250/

Law No. (40) of 2006, Electronic Transactions Act, Articles 10-11.
http://centralbank.qgov.ye/cby.aspx?KeyID=80&pid=74&lang=2&cattype=1

ZAMBIA

Employment Code Act No. 3 of 2019, Articles 18, 23, 26, 71, 87, 105, 125, Schedules 1-2.
http://www.parliament.gov.zm/node/7948



https://www.vfsc.vu/wp-content/uploads/2015/12/Electronic-Transactions-Act-No.-24-of-2000.pdf
https://www.vfsc.vu/wp-content/uploads/2015/12/Electronic-Transactions-Act-No.-24-of-2000.pdf
http://www.paclii.org/vu/legis/num_act/la1991133/
https://oig.cepal.org/sites/default/files/2012_leyorgtrabajo_ven.pdf
http://www.oas.org/juridico/spanish/mesicic3_ven_anexo19.pdf
https://asean.org/storage/2016/08/Labor-Code-No.-45-Year-2019.pdf
https://thuvienphapluat.vn/van-ban/Lao-dong-Tien-luong/Nghi-dinh-145-2020-ND-CP-huong-dan-Bo-luat-Lao-dong-ve-dieu-kien-lao-dong-quan-he-lao-dong-459400.aspx
https://thuvienphapluat.vn/van-ban/Lao-dong-Tien-luong/Nghi-dinh-145-2020-ND-CP-huong-dan-Bo-luat-Lao-dong-ve-dieu-kien-lao-dong-quan-he-lao-dong-459400.aspx
https://thuvienphapluat.vn/van-ban/Lao-dong-Tien-luong/Nghi-dinh-145-2020-ND-CP-huong-dan-Bo-luat-Lao-dong-ve-dieu-kien-lao-dong-quan-he-lao-dong-459400.aspx
http://vbpl.vn/TW/Pages/vbpqen-toanvan.aspx?ItemID=6121&Keyword=51/2005/QH11
https://www.ilo.org/dyn/natlex/docs/WEBTEXT/44043/65001/E95YEM01.htm#a27
http://www.lcrdye.org/250/
http://centralbank.gov.ye/cby.aspx?KeyID=80&pid=74&lang=2&cattype=1
http://www.parliament.gov.zm/node/7948
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Limitation of Action Act, Article 51.
http://moj.qgov.jm/sites/default/files/laws/Limitation%200f%20Actions%20Act.pdf

Electronic Communications and Transactions Act, Articles 4-10.
https://www.zambialii.org/zm/leqgislation/act/2009/21/psa2009172.pdf

Data Protection Bill 2020, Articles 12-18, 58-65, 70-71.
http://www.parliament.gov.zm/node/8667/

ZIMBABWE

Labour Act, Cap. 28:01, Articles 12, 12A, 94, 125-126.
https://zimlii.org/zw/leqislation/act/1985/16

Electronic Transactions and Electronic Commerce Bill, 2013, Articles 4-9.
http://www.techzim.co.zw/wp-content/uploads/2016/08/ZImbabwes-draft-Electronic-
Transactions-Electronic-Commerce-Bill.pdf
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http://www.parliament.gov.zm/node/8667/
https://zimlii.org/zw/legislation/act/1985/16
http://www.techzim.co.zw/wp-content/uploads/2016/08/ZImbabwes-draft-Electronic-Transactions-Electronic-Commerce-Bill.pdf
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