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I What You'll Learn

e Quantify what vendor fragmentation is costing your organization across your Turkey & MENA payroll footprint

¢ Understand every material regulatory change across all five countries in 2026, and what you must act on before

your next payroll cycle
e Decode each country's payroll mechanics: SGK, GOSI, Mudad, WPS, NOSI, and Qatar's E-Contract system
¢ |dentify your top compliance risks by country and the exact fines attached to each
¢ Use a 9-question vendor scorecard to separate platform plays from providers with genuine owned delivery

¢ Execute a phased consolidation migration without payroll interruption
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The Cost of

Running Five Payroll
Vendors

Four vendors for five countries, Turkey, Saudi Arabia, the UAE,
Egypt, and Qatar: the hidden overhead that rarely appears in any
payroll budget.
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Section 01 — The Cost of Running Five Payroll Vendors

1.1 The Fragmentation Math

When a company expands across Turkey and MENA, the payroll vendor stack typically grows organically. Turkey
gets one provider, the UAE office uses a second, Saudi Arabia requires a third because Mudad registration is
complex, Egypt is handled by the accounting firm that set up the entity. By the time Qatar is added, there are four
or five separate relationships, each with its own contract, billing currency, monthly submission window, and

escalation path.
The cost of this arrangement is rarely calculated directly. It should be.

Take a company with 200 employees spread across Turkey (80), UAE (60), Saudi Arabia (40), Egypt (15), and Qatar
(5). Running four separate vendors for this footprint introduces the following overhead that Datassist's clients

report before consolidation:

MONTHLY AT $120/HR (SENIOR ANNUAL
OVERHEAD CATEGORY

HOURS HR/FINANCE COST) COST

Vendor coordination (calls, emails, 24 hrs $2,880 $34,560

escalations)

Multi-currency invoice reconciliation 8 hrs $960 $11,520
Data format conversion and mapping 10 hrs $1,200 $14,400
Month-close delay (waiting on slowest 16 hrs $1,920 $23,040
vendor)

Compliance monitoring across 4 12 hrs $1,440 $17,280

regulatory bodies

Total fragmentation overhead 70 hrs/mo $8,400/mo $100,800/yr

This is before any fines. The $100,800 figure covers only the internal coordination cost: the salary-grade time your

senior finance and HR people spend bridging four vendor relationships instead of doing higher-value work.

I 1.2 What the Research Confirms

Datassist's observation is consistent with industry data. Deloitte's 2025 Global Payroll Benchmarking Survey found
the average global organization uses approximately four payroll technologies across its footprint. The survey
explicitly noted that EMEA continues to present the greatest vendor consolidation challenge, driven by country-
specific regulatory variation and the inability of most vendors to provide genuine in-country coverage across the

region.

The compliance risk compounds with vendor count. Alight's 2024 Company Payroll Complexity Report found that
organizations operating payroll in two to five countries face a 67% rate of payroll fines in any given measurement
period. Single-country operations face a 24% rate. The jump is not linear, it reflects the exponential coordination

complexity of multi-country payroll when each country is run by a separate provider.
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Section 01 — The Cost of Running Five Payroll Vendors (continued)

KEY FINDING

Organizations running payroll in 2 to 5 countries face a 67% payroll fine rate in any given period, compared to 24% for

single-country operations. (Alight 2024 Company Payroll Complexity Report)
9 y op 9 pany Fay P Y Rep!

1.3 The Four Single Points of Failure

Every additional vendor in your payroll stack adds one more single point of failure. Across a Turkey & MENA payroll

footprint specifically:

Vendor dependency risk. If your UAE payroll provider is acquired, drops your account due to minimum headcount
requirements, or fails to maintain its MOHRE licensing, your UAE employees miss a cycle. With WPS 2.0 now

enforcing real-time SIF validation, a rejected file stops payment immediately: not eventually.

Sub-vendor opacity. Several global platforms operating in this payroll footprint deliver in-country payroll through
local partner firms that the client never meets and whose performance is managed one layer removed. When the
Mudad submission window closes and your Saudi payroll hasn't cleared, you discover the escalation path runs

through a sub-vendor you didn't know existed.

No unified data model. Four vendors means four data schemas, four payslip formats, four CSV export templates.
Month-close for a 200-employee TR & MENA organization regularly takes six to eight days of spreadsheet

reconciliation when run through fragmented vendors.

No single accountable owner. In a compliance audit, your CFO or internal audit team will ask: who is contractually
accountable for payroll accuracy across all five countries? With four vendors, the answer is four different liability

frameworks, four indemnity clauses, and four sets of contract terms to interpret under pressure.

WORKED EXAMPLE

e 60 UAE employees, WPS SIF submitted 17 days late due to a vendor data handoff error
e Fine: AED 5,000 per employee (UAE Labor Law, >15 days threshold)

 Total: AED 300,000 (~$81,700 USD)

» Additional: new work permit issuance suspended until penalty cleared

» Consequence not in the budget: senior engineer's work permit renewal blocked for 45 days

SECTION TAKEAWAYS

The average TR & MENA multi-vendor arrangement costs $100,000+ per year in internal coordination

overhead before any fines are counted

e Organizations in 2 to 5 countries face a 67% payroll fine rate, vendor fragmentation is the primary driver in
EMEA

Four vendors means four single points of failure: one missed Mudad submission or WPS file rejection can

cascade into visa blocks and government portal suspensions
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What Changed in 2026:
Five Countries, Five
New Rules

In 2026, every country in this Turkey & MENA payroll footprint

updated at least one payroll rule. Here is what changed.
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Section 02 — What Changed in 2026: Five Countries, Five New Rules

2.1 Turkey, Law No. 7566 (Effective January 1,
2026)

The changes did not arrive uniformly. Turkey's amendments came through official legislation in December 2025.
Saudi Arabia's updates were ministerial amendments to the Mudad penalty framework. The UAE's WPS upgrade
was a technical and regulatory overhaul affecting every employer in the country. Egypt's changes followed from a
major labour law overhaul. Qatar tightened its E-Contract enforcement. Each change requires a different

operational response, and the combination puts every multi-vendor arrangement under additional stress.

Datassist supports payroll across the wider MENA region, including Bahrain, Kuwait, and Oman. This playbook
focuses in depth on the five highest-volume markets, Turkey, Saudi Arabia, the UAE, Egypt, and Qatar, where the
2026 regulatory changes are most material. The same accountable-delivery model extends to the rest of the

region.

Law No. 7566, published in Official Gazette No. 33112 on December 19, 2025, amended Law No. 5510 (the Social

Insurance and Universal Health Insurance Law) and introduced three material payroll changes:

Change 1: SGK employer rate increased. The employer contribution for Invalidity, Old Age, and Death insurance
(the long-term insurance branch) increased from 11% to 12%. Total employer SGK burden is now 23.75% before

incentives (22.75% was the headline figure prior to this law).

Change 2: Earnings ceiling raised from 7.5x to 9x minimum wage. The upper limit for SGK contribution

calculations increased from 7.5x to 9x the monthly minimum wage. With Turkey's gross minimum wage at TRY
33,030 for 2026, the new ceiling is TRY 297,270 per month (previously TRY 247,725). Employees earning between

these two figures now contribute on income that was previously ceiling-exempt.

Change 3: Treasury incentive reduced for non-manufacturing. The Treasury-supported employer premium
incentive dropped from 4 percentage points to 2 percentage points for private-sector non-manufacturing

workplaces. Manufacturing employers under NACE Section C retain the 5-point incentive through December 31,

2026.
Total standard rate (post-Law 7566) 23.75%
Effective with 2-point Treasury incentive (non-manufacturing) 21.75%
Effective with 5-point Treasury incentive (manufacturing) 18.75%
SGK earnings ceiling (TRY/month) 297,270
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Section 02 — What Changed in 2026: Five Countries, Five New Rules (continued)

RISK

Foreign employers with senior Turkish staff earning TRY 248,000-297,000/month face a new SGK exposure on salary that
was previously exempt. A senior finance director at TRY 280,000/month now generates approximately TRY 32,280

additional annual SGK employer cost.

I 2.2 Saudi Arabia, Mudad Mandatory + February 2026 Amendments

Mudad, Saudi Arabia's mandatory payroll compliance platform operated by the Ministry of Human Resources and
Social Development (MHRSD), has been mandatory for all private-sector employers since its full rollout. In February
2026, Minister Ahmed Al-Rajhi issued updated labor penalty amendments adding a more specific violation

taxonomy and higher fines for profession-mismatch cases.
Key changes effective from the February 2026 amendments:

» Fines for wrong profession vs. work permit or labor contract: SAR 3,000 to SAR 10,000 per violation, scaled by
company size
¢ Al-assisted monitoring is now integrated to flag wage discrepancies before bank disbursement, meaning errors

are caught at the SIF validation stage rather than post-payment

The baseline fine structure for delayed wages remains SAR 2,000 to SAR 5,000 per affected employee, with full

suspension of government services for establishments that delay wages three consecutive months.

I 2.3 UAE, WPS 2.0 + Emirati Minimum Wage AED 6,000

The UAE's Wage Protection System upgrade (WPS 2.0) integrates MOHRE, the Central Bank of the UAE, and
licensed banks into a single live-data environment. Every Salary Information File (SIF) is now validated against the
official labour contracts held in MOHRE's records before funds reach the bank. Any discrepancy, IBAN mismatch,

Labour ID error, or salary amount that diverges from the registered contract, triggers instant file rejection.
Two additional changes took effect in 2026:

Emirati minimum wage: AED 6,000 per month for private-sector Emirati employees (from January 1, 2026).
Employers have until June 30, 2026 to update employment contracts to reflect this figure. Emirati employees on
contracts below AED 6,000 stop counting toward Emiratisation quotas if contracts are not updated by the

deadline.

Expanded WPS scope: Domestic workers (drivers, household staff, nannies) and international assignees with UAE

work permits are now included in WPS reporting requirements.

The best-practice SIF submission window under WPS 2.0: submit by the 10th of the following month, clear by the
15th.

| 2.4 Egypt, Labour Law No. 14/2025

Egypt's Labour Law No. 14 of 2025 was enacted on May 3, 2025, and became effective September 1, 2025. It is the
most significant overhaul of Egyptian labour legislation in decades. Enforcement of dispute provisions began

October 1, 2025.
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Section 02 — What Changed in 2026: Five Countries, Five New Rules (continued)

The changes most material to payroll:

Insurable wage caps updated (January 2026). The National Organization for Social Insurance (NOSI) adjusts

caps annually at 15% under a seven-year schedule (2021-2027). From January 2026, the minimum insurable wage
is EGP 2,700/month and the maximum is EGP 16,700/month. In January 2025, these were EGP 2,300 and EGP
14,500 respectively.

Mandatory annual wage increment. Article 12 of Law 14/2025 requires employers to grant a minimum annual

wage increment of 3% of the employee's insurable wage.

Termination severance. Employer-initiated dismissal without misconduct now triggers 2 months' wages per year of

service.

I 2.5 Qatar, E-Contract Mandatory + 7-Day WPS Payment Rule

Qatar's Ministry of Labour now requires that all employment contracts be generated through its official E-Contract

portal, electronically accepted by the employee, and registered with the MOL before the employee's Qatar

Resident Permit (QRP) can be issued. An unregistered contract is unenforceable in Qatari labour courts.

Payroll timing: Qatar's WPS requires that salaries reach employees within 7 days of the contractual payment date,

with enforcement now automated through Al-monitoring integrated with the Ministry of Labour's digital systems.

COUNTRY
Turkey
Saudi
Arabia

UAE

Egypt

Qatar
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KEY 2026 CHANGE

SGK rate +1pt, ceiling rises to TRY 297,270

Mudad Al monitoring + Feb 2026 amendments

WPS 2.0 real-time SIF validation + Emirati min AED

6,000

Insurable caps EGP 2,700/16,700 + 3% mandatory

increment

E-Contract mandatory for QRP + 7-day WPS rule

CONSEQUENCE IF MISSED

Underpayment = retrospective SGK liability +

interest

SAR 3,000-10,000/violation + govt portal

suspension

AED 1,000-5,000/employee + work permit

freeze

NOSI audit liability + employee legal claims

Unenforceable contracts + residency permit
blocked



Section 02 — What Changed in 2026: Five Countries, Five New Rules (continued)

ACTION

If your current payroll vendor for any of these five countries has not sent you a written confirmation of how they have

adjusted their processes for the 2026 changes above, request it before your next payroll cycle closes.

SECTION TAKEAWAYS

All five countries in this Turkey & MENA payroll footprint changed at least one material payroll rule in 2025-

2026. None of the changes are optional.

UAE WPS 2.0 is a structural upgrade: errors that previously surfaced post-payment now reject the SIF
before disbursement, making compliance a pre-condition of payroll execution, not a post-cycle

reconciliation

Egypt's mandatory 3% annual wage increment is often missed by payroll systems that do not have Law

14/2025 built into their calculation engine
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Understanding Each
Country's
Payroll Architecture

Same payslip month, five different regulatory machines, each with

its own timing, formula, and compliance body.



Section 03 — Understanding Each Country's Payroll Architecture

3.1 Turkey: SGK and Kidem Tazminati

Knowing that SGK exists is not the same as knowing how kidem tazminati accrues. Knowing that Mudad is
mandatory is not the same as knowing the Nitaqat quota your company must meet before the next work permit

renewal. This section covers the payroll mechanics that foreign HR and finance teams most often get wrong.

Turkey's Social Security Institution (SGK) administers all employer contributions. The total employer burden at
standard rate is 23.75% of gross salary (post-Law 7566), capped at TRY 297,270/month. With the 2-point Treasury

incentive for non-manufacturing, the effective rate is 21.75%.

Turkey's 2026 gross minimum wage is TRY 33,030/month (net: TRY 28,075.50). Minimum wage earnings are exempt

from income tax and stamp tax, which affects payslip calculation logic for employees near the threshold.

Kidem tazminati (statutory severance) is Turkey's most significant hidden payroll liability for foreign employers.
The formula: 30 days of gross salary per completed year of service. The ceiling for H1 2026 (January-June) is TRY
64,948.77 per year of service. A 10-year employee earning TRY 50,000/month gross generates a kidem tazminati
liability of TRY 499,487.70, roughly $13,600 at current rates, none of which appeared on the monthly payslip.

Kidem tazminati is payable on employer-initiated termination, retirement, or military service. It is not payable on
voluntary resignation in most circumstances. Misclassifying a departure as resignation to avoid this payment is one

of the most common Turkish labour law violations Datassist encounters in payroll audits.

Turkey's income tax brackets for 2026:

ANNUAL GROSS INCOME (TRY) TAX RATE

0 to 190,000 15%
190,001 to 400,000 20%
400,001 to 1,500,000 27%
1,500,001 to 5,300,000 35%
Over 5,300,000 40%

I 3.2 Saudi Arabia: GOSI, Mudad, and Nitaqat

Saudi employee contributions to GOSI (General Organization for Social Insurance) run at 10% of basic salary for the
pension branch. Employer contributions for Saudi nationals total 12%: 2% GOSI, 10% pension, plus hazard
insurance that varies by industry. Expatriate employees are not enrolled in GOSI's pension branch; their

contribution is limited to the hazard insurance scheme.

Mudad integration is non-negotiable for payroll submission. Salaries must be routed through licensed Saudi banks
that report disbursement data directly to Mudad. Any payroll vendor operating in Saudi Arabia must maintain an
active Mudad registration and have technical integration with the licensed banking network. This is not a

commercial relationship that can be set up in a day.
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Section 03 — Understanding Each Country's Payroll Architecture (continued)

Nitaqat (Saudization) sets mandatory Saudi national headcount quotas for private-sector employers. The quota
varies by company size, industry, and the company's current classification (Platinum, Green, Yellow, Red).
Companies in the Red zone lose work permit eligibility, meaning they cannot renew or issue new work permits for
expatriate employees until their Saudi national ratio improves. A payroll vendor who does not flag Nitaqat

headcount thresholds as part of monthly reporting is leaving a material risk unmonitored.

I 3.3 UAE: WPS, Emiratisation, and MOHRE

Every UAE employer must file a Salary Information File (SIF) through a licensed WPS bank or exchange house. Under
WPS 2.0, the SIF is cross-referenced in real-time against the labour contract registered in MOHRE's system. Salary

amount, IBAN, and Labour ID must match exactly.

The practical implication: any employee whose contract salary has not been updated in MOHRE before the SIF is
submitted will cause a file rejection. For companies processing salary increases, this means MOHRE contract

amendments must be completed before the SIF window: not after.

Emiratisation requires private-sector companies with 50 or more employees to meet an annual 2% Emirati hiring
quota, increasing by 1% each year. As of January 2026, any Emirati employee on a contract below AED
6,000/month does not count toward the quota. Companies that did not update their Emirati employee contracts

by June 30, 2026 risk quota shortfalls that carry an AED 6,000/month penalty per unfilled position.

I 3.4 Egypt: NOSI and Law 14/2025 Mechanics

Egyptian social insurance is administered by the National Organization for Social Insurance (NOSI). The combined
rate is 30% of insurable wages: 19% employer, 11% employee. Insurable wages are capped at EGP 16,700/month

from January 2026.

The mandatory 3% annual wage increment under Law 14/2025 is calculated on the employee's insurable wage, not
their total salary package. For an employee earning EGP 12,000/month, the minimum increment is EGP 360/month
(3% of EGP 12,000). This is a floor, not a ceiling, collective agreements or individual contracts may set higher

increments, and Law 14/2025 does not cap them.

The training fund levy (formerly 1% of net profit) was reduced to 0.25% of minimum insurable salary per employee
under Law 14/2025 (minimum EGP 10, maximum EGP 30 per employee per month). This is a welcome simplification

for foreign employers who previously found the profit-linked calculation difficult to administer consistently.

I 3.5 Qatar: WPS, E-Contract, and EOSB

Qatar's minimum wage is QAR 1,800/month: QAR 1,000 basic, QAR 500 housing allowance, QAR 300 food

allowance. Employers who do not provide housing or meals must pay the relevant allowances in cash.

The E-Contract requirement means no paper employment contract is legally valid without MOL portal registration.
For new hires, the registration must be completed before the Qatar Resident Permit is issued. Contracts registered
after the QRP was granted using a paper contract are a compliance gap that Qatar's digital enforcement system

is actively closing.
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Section 03 — Understanding Each Country's Payroll Architecture (continued)

EOSB vs kidem tazminati cross-country comparison:

BASE FOR
COUNTRY

CALCULATION

RESIGNATION IMPACT

Turkey (kidem Gross salary
tazminati)

UAE (EOSB) Basic salary only
Saudi Arabia Basic + regular
(EOSB) allowances
Qatar (EOSB) Basic salary
Egypt (severance, Total wages

Law 14/2025)

EXPERT TAKE

30 days per full

year

21 days/yr (years
1-5), 30 days/yr

(yr 6+)

0.5 mo/yr (years

1-5), 1 mo/yr (yr

6+)

21 days per year

2 months per year

Not payable in most cases

No reduction

Reduced: 1/3 at 2-5 yrs,

2/3 at 5-10 yrs, full at 10+

No reduction

Only on employer-

initiated dismissal

TRY 64,948.77/year
(H1 2026)

2 years' basic

salary

None

None

None

"In 20 years of Turkey payroll practice, the most expensive surprise for multinationals is kidem tazminati accrual. It does

not appear on the monthly payslip, but it compounds silently over tenure. A 200-person operation with average tenure of

5 years is carrying several million TRY in off-balance-sheet severance liability that often surfaces only at an acquisition or

restructuring.”

SECTION TAKEAWAYS

Each country's payroll architecture is distinct: Turkey's SGK ceiling and kidem system, Saudi Arabia's GOSI
+ Nitagat + Mudad, UAE's WPS + Emiratisation, Egypt's NOSI caps + Law 14 increment, Qatar's E-Contract

precondition, none of these map onto each other

The EOSB liability across GCC countries is calculated differently in each jurisdiction. An employer who

applies the UAE formula to a Saudi employee miscalculates by up to 50% per year of service

The mandatory 3% annual wage increment under Egypt's Law 14/2025 applies from September 2025,

employers who have not yet implemented it have a retroactive liability accumulating monthly
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Compliance Risks That
Cost Companies Most

Compliance fines in this payroll footprint are not theoretical, they

are operational. WPS violations block visa issuance.
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Section O4 — Compliance Risks That Cost Companies Most

4.1 WPS and Mudad: The Fine Cascade

Most multi-country payroll fines across a Turkey & MENA payroll footprint do not result from deliberate non-
compliance. They result from information gaps: the UAE vendor did not know the Emirati minimum wage had
changed, the Turkey provider was not updated about the Law 7566 ceiling increase, the Saudi payroll team's

Mudad submission window closed while waiting for data from the platform's local partner.

The UAE and Saudi Arabia have the most automated and aggressively enforced wage protection systems in the

region.

UAE WPS 2.0 fine structure:

DELAY DURATION FINE PER EMPLOYEE ADDITIONAL CONSEQUENCE

Up to 15 days AED 1,000 Formal warning

After 17 days Up to AED 5,000 New work permit issuance suspended

False SIF data AED 1,000 Repeat violations: trade license suspension

Repeat offenders Varies Red list, government procurement eligibility revoked

KSA Mudad fine structure:

VIOLATION

Delayed wages per affected employee SAR 2,000 to SAR 5,000
Wrong profession vs. work permit (2026 amendment) SAR 3,000 to SAR 10,000
Three consecutive months of wage delays Full suspension of government services

WORKED EXAMPLE

« UAE WPS Violation
e Company: 80 UAE employees

 Situation: SIF submitted 18 days late due to a vendor handoff error between global platform and UAE sub-

vendor
» Fine: AED 5,000 per employee = AED 400,000 (~$108.900 USD)
e Consequence: New work permit issuance suspended. Three pending renewals blocked.

e Time to resolution: 45 days of remediation with MOHRE before visa processing resumed
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Section O4 — Compliance Risks That Cost Companies Most (continued)

I 4.2 KSA PDPL: Payroll Data That Must Stay in Saudi Arabia

Saudi Arabia's Personal Data Protection Law (PDPL), issued by Royal Decree No. M/19 on September 16, 2021,
entered full enforcement on September 14, 2024. The SDAIA (Saudi Data and Artificial Intelligence Authority)

enforcement committees have issued 48 confirmed violation decisions in 2025-2026.

Payroll and HR data are fully in scope. There is no employment-sector carve-out. The law requires that personal
data of Saudi residents be processed within Saudi Arabia unless the transfer is to a country with a SDAIA adequacy

determination, or authorized by SDAIA through documented safeguards.

For payroll operations specifically: running Saudi payroll through a non-KSA data center without SDAIA
authorization is a direct PDPL violation. Fines reach SAR 5 million (~$1.3 million) per breach, with repeat violations

doubling the penalty.

What to verify before your next payroll cycle: the physical data residency of your current Saudi payroll vendor's
processing infrastructure. If the answer is a US or EU-hosted cloud platform with Saudi data routed through it, you

have an active PDPL exposure.

I 4.3 Turkey Law 7566: The Ceiling Effect on Senior Staff

The increase in Turkey's SGK earnings ceiling from 7.5x to 9x minimum wage creates a specific cost impact for

companies with senior Turkish employees or expats earning above TRY 247,725/month.

For an employee earning TRY 280,000/month, the employer now pays SGK contributions on an additional TRY
32,275/month of salary that was previously exempt. At the employer SGK rate of 21.75% (with incentive), this
generates TRY 7,020/month in additional employer cost per high-earning employee, TRY 84,240/year. A
multinational with five such employees is carrying an unexpected TRY 421,200 annual increase in Turkish payroll

cost that was not in the 2025 budget.

I 4.4 Emiratisation and Saudization: Quota Breach Consequences

UAE Emiratisation: Private-sector companies with 50 or more employees must meet a 2% Emirati headcount quota
(increasing 1% annually). Non-compliance carries a AED 6,000 per month per unfilled position. A 100-person
company that should have 2 Emirati employees and has none is paying AED 12,000/month, AED 144,000/year, for
the gap.

KSA Nitagat: Saudi Arabia's Saudization quota system classifies employers into bands (Platinum, High Green,
Medium Green, Low Green, Yellow, Red). Companies in the Yellow or Red zone cannot issue new work permits or
renew existing ones. The only path back is raising the Saudi national headcount ratio, which typically takes 3 to 6

months minimum.

KSA Nitaqgat: Saudi Arabia's Saudization quota system classifies employers into bands (Platinum, High Green,
Medium Green, Low Green, Yellow, Red). Companies in the Yellow or Red zone cannot issue new work permits or
renew existing ones. The only path back is raising the Saudi national headcount ratio, which typically takes 3 to 6

months minimum.
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Section O4 — Compliance Risks That Cost Companies Most (continued)

I 4.5 Country-by-Country Risk Table

COUNTRY RISK

UAE

UAE

Saudi

Arabia

Saudi

Arabia

Turkey

Turkey

Egypt

Qatar

WPS 2.0 file rejection

Emiratisation quota

shortfall

Mudad delayed wages

PDPL breach

SGK underpayment

Kidem tazminati

misclassification

Missing 3% wage

increment

Unregistered E-Contract

SECTION TAKEAWAYS

TRIGGER

IBAN/salary/Labour ID mismatch vs
MOHRE contract

Emirati headcount below 2% for 50+

emp companies

Salary not clearing within deadline

Saudi employee HR/payroll data

processed outside KSA

Ceiling increase not applied (Law
7566)

Resignation vs. employer-initiated

termination

Law 14/2025 not applied from Sept
2025

MOL portal registration skipped

POTENTIAL FINE

AED 1,000-5,000/employee

AED 6,000/month/unfilled

position

SAR 2,000-5,000/employee

Up to SAR 5,000,000 per

breach

Retrospective liability + interest

Full kidem + legal costs

Employee claims + NOSI audit

Contract unenforceable + QRP
blocked

WPS and Mudad are automated fine generators: a single missed or rejected SIF triggers an immediate, per-

employee penalty that escalates with delay duration

Saudi PDPL enforcement is active: 48 confirmed violation decisions in 2025-2026, fines up to SAR 5M per

breach, no employment carve-out

e Turkey's Law 7566 ceiling change creates a new cost category for companies with senior Turkish staff

earning above TRY 247,725, this was not a budgeted item for 2026 unless your Turkey payroll provider

flagged it in December 2025
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Platform Plays vs
Owned Delivery:
How to Choose

Every multi-country payroll vendor will tell you they cover Turkey

and MENA. The question is how, and who is accountable when

something breaks.



5.1 What a Platform Play Looks Like

The distinction between a platform play and an owned-delivery model determines the accountability chain when

your UAE WPS file is rejected, your Saudi Mudad submission misses the window, or a Turkish employee's kidem

tazminati is calculated incorrectly. The fine lands on you, not the vendor.

A platform play is a vendor whose value proposition is technology breadth: a single platform interface covering 80,
120, or 160 countries. In-country delivery is typically handled through a network of local partners, sub-contractors,

or resellers, each operating under their own country-specific licenses, contracts, and error rates.
When something goes wrong in a platform model:

e The global vendor files an escalation with the in-country partner
¢ Thein-country partner investigates and responds, typically on their own timeline
¢ The buyer waits, coordinating through the global vendor's support queue

¢ Accountability is diffuse: the global vendor may disclaim responsibility for the partner's error. The partner may

not be directly accessible to the buyer.

Deloitte's 2025 Global Payroll Benchmarking Survey articulated this precisely: "No single global vendor and
technology can support operations, particularly in EMEA/APAC/LATAM, where vendor consolidation is challenged

by country-specific regulations, but largely due to payroll vendors' inability to cover each country footprint.”

The survey describes the result buyers already know from experience: the global platform covers breadth, but the

actual in-country execution runs through a chain that the buyer does not directly control.

I 5.2 What Accountable Delivery Looks Like

An accountable delivery model means one contract covering all countries, one monthly invoice, and one named

relationship manager who picks up the phone when a WPS file gets rejected.

In Turkey specifically, Datassist runs payroll directly from Istanbul: 25 years of continuous operation, direct SGK
relationships, named payroll specialists assigned to each account. When Law 7566 changed the SGK ceiling in
December 2025, clients received a written impact analysis before December 31, not a generic regulatory alert in

January.

In the MENA countries, Datassist delivers payroll services through a vetted in-country partner network under a
single Global Master Framework Agreement (GMFA). Rather than negotiating separate contracts in each country,
clients benefit from one commercial framework supported by country-specific LOEs (Letters of Engagement) and
SLAs that define the local scope of services, payroll calendars, compliance requirements, service levels, and
response commitments. The distinction from a platform play: the client has one contact for all of MENA, not one
contact per country, and one accountable owner regardless of which in-country partner delivers locally.
Accountability does not transfer to the partner; it stays with Datassist's relationship manager. What Datassist
guarantees is a consistent, contractually defined standard of service, independent of any individual partner. When
a UAE WPS file is rejected, Datassist's team owns the resolution and responds within the priority classification set in

the SLA, through the same team that manages the Turkish account.
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Section 05 — Platform Plays vs Owned Delivery: How to Choose (continued)

EXPERT TAKE

"We have seen multinationals run Turkey on a global software platform where the actual delivery was handled by a

Turkish partner the buyer had never met. When that partner changed without notice mid-contract, the multinational

learned about it during a payroll cycle, not before. The global vendor's response was to introduce them to the new

partner. The buyer's expectation was that the vendor relationship they signed with was the one doing the work."

I 5.3 The 9-Question Vendor Evaluation Scorecard

# QUESTION

RED FLAG ANSWER

WHAT DATASSIST PROVIDES

1 Who delivers in-country
payroll in Turkey: your entity or

a partner?

2 Who delivers in KSA, UAE,
Egypt, Qatar: your entity or

sub-contractor?

3 Who is my named contact

when Mudad rejects our SIF?

L How do you handle KSA PDPL
data residency for payroll

data?
5 How was Law 7566
communicated to clients before

January 1, 2026?

6 Can | see your ISAE 3402

report?

7 What is the SLA for resolving a
WPS file rejection?

8 How is kidem tazminati accrual

tracked and reported?

9 What is the termination notice

period for the contract?
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"A certified partner"

"We have a global network" (no
contractually defined owner of the

country-level outcome)

"Our global support team will

escalate"
"We are GDPR compliant" (does not

answer the KSA-specific question)

"We sent a regulatory newsletter"

"We are ISO 9001 certified"
(different standard)

"We target 48 hours" for everything

"It appears in the termination

calculation"

90 days or longer

Datassist entity, Istanbul

One GMFA + country LOEs/SLAs; a
guaranteed service standard,

regardless of partner

Named MENA payroll manager, direct

line

Contractual commitment to each
country's data-privacy requirements,
including KSA PDPL

Proactive written impact analysis +
payroll cost delta, before the change
takes effect

ISAE 3402 Type Il + ISO 27001
Priority-classified response times, as
specified in the written SLA

agreement; named MENA contact

Monthly accrual on payslip. Annual

liability report per employee.

Negotiated per client
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Section 05 — Platform Plays vs Owned Delivery: How to Choose (continued)

KEY FINDING

Deloitte 2025 confirmed no single global vendor can provide genuine country coverage across EMEA natively. The
practical implication for TR & MENA buyers: a regional anchor with owned Turkey delivery and an accountable MENA

partner network is the operationally sound structure, not a 160-country platform where in-country execution is several
layers removed.

SECTION TAKEAWAYS
The defining question for vendor evaluation across a Turkey & MENA payroll footprint is not "do you cover
these countries"” but "who is accountable when something fails in each country, and how do | reach them"

Platform plays distribute accountability across a sub-vendor network. Accountable delivery models

consolidate it under one GMFA, with country-specific SLAs and a single named contact.

The 9-question scorecard above surfaces the difference without requiring a legal review of the vendor's

sub-contractor agreements
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The Phased
Consolidation
Roadmap

Consolidating from four vendors to one is achievable without
payroll interruption when you run it as a structured project, not a

hope.



Section 06 — The Phased Consolidation Roadmap

6.1 Phase 1: Audit and Design

How long a consolidation takes depends on how quickly each party, the client, Datassist, and the in-country
partners, completes its part, and on how fast each regulator processes the transfer. What does not change is the
sequence: register the new payroll provider with each country's regulatory body, run a parallel payroll cycle,
reconcile the output, and close the previous vendor relationships cleanly. Compressing the sequence, rather than
letting each step complete in order, is what risks a mid-cycle handoff, which in this payroll footprint means a WPS
SIF filed by a provider that MOHRE has not yet recognized, or a Mudad submission from an account that is still in

transition. The phases below run in order; the calendar around them is set per client.

The audit phase produces the information the new provider needs to set up correctly, and identifies the risk points

in the current vendor structure.
Audit deliverables:

1. Full employee master data export from all current vendors (name, national ID, IBAN, contract salary, start date,

current insurable wage per country)
2. Contract end dates and notice periods for all current vendors
3. Compliance history: any unresolved WPS/Mudad issues, pending SGK audits, NOSI queries

. EOSB and kidem tazminati accrual records per employee (this is often the hardest data to extract from

incumbent vendors)

5. Payroll calendar mapping: monthly cycle close dates per country, statutory deadlines (SGK declaration by 23rd
of month, WPS by 15th, Mudad aligned with the WPS calendar)

Data format standardization: request exports in a field-mapped CSV that the new provider specifies as early as
possible in this phase. Delaying the data formats until late in the audit pushes the parallel run back by the same

margin.
ACTION

Issue a data extraction request to all current vendors at the very start of the project. Note that some vendors have

contractual data portability timelines that can run to several weeks, this can delay the parallel run if not requested early.

6.2 Phase 2: Parallel Run

The parallel run is the single most important risk mitigation step in the consolidation. Both the incumbent and the
new provider process payroll independently for the same period. The outputs are reconciled before any funds are

disbursed via the new provider.

Registration steps required before the parallel run can begin:
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Section 06 — The Phased Consolidation Roadmap (continued)

COUNTRY REGISTRATION BODY RELATIVE LEAD TIME (INDICATIVE)
Turkey SGK (new payroll agent registration) Moderate

Saudi Arabia MHRSD / Mudad platform Shortest

UAE MOHRE (labor agent) + WPS bank enrollment Moderate

Egypt NOSI (employer registration transfer) Longest, start first

Qatar Ministry of Labour (authorized payroll agent) Moderate

Egypt typically requires the longest lead time for NOSI employer registration transfer. If Egypt is in scope, its
registration request should go in first, ahead of the others. Actual timing in every country depends on how quickly
the regulator processes the transfer and how promptly the client and in-country partner supply the required

documents, so treat the ordering above as a sequencing guide rather than a fixed schedule.

During the parallel run, focus reconciliation on the three highest-risk items: EOSB/kidem accruals (the most
common data migration error), insurable wage ceilings (different per country and frequently wrong in incumbent

payroll systems), and Emiratisation/Nitagat headcount counts (these do not transfer automatically).

I 6.3 Phase 3: Go-Live and Closure

Go-live sequencing matters. Turkey first: SGK registration has the longest regulatory paper trail, and any error with
SGK requires a correction declaration that can take a full monthly cycle to process. Saudi Arabia second: Mudad
enrollment must be tested against a live salary file before full cutover. UAE third: WPS 2.0's real-time validation
means any setup error surfaces immediately, but also means a test SIF can confirm readiness before go-live. Egypt

and Qatar fourth, with Qatar last given its smaller typical headcount.
Vendor closure checklist:

¢ Issue final payslips from each incumbent vendor before their contract termination date

¢ Confirm in writing that all EOSB and kidem tazminati records have been transferred or confirmed with the new

provider

» Check notice period clauses: most TR & MENA payroll vendor contracts require written notice of one to three

months. Plan backward from the target go-live date.
» Request a compliance certificate from each outgoing vendor (no outstanding WPS violations, no pending Mudad

audits, no SGK declaration discrepancies)
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Section 06 — The Phased Consolidation Roadmap (continued)

| 6.4 Migration Risk Table

COUNTRY MOST COMMON HANDOVER FAILURE MITIGATION

Turkey Kidem tazminati accrual not transferred. New Require written kidem register from incumbent
provider starts from zero. before contract close

Saudi Mudad account still showing previous provider as Verify MHRSD portal shows new provider

Arabia authorized signatory before old provider contract closes

UAE IBAN or Labour ID mapping errors cause WPS 2.0 Run a test SIF in MOHRE sandbox before go-
rejection on first cycle live

Egypt NOSI insurable wage caps not updated to new EGP Reconcile NOSI records against Law 14/2025
2,700/16,700 thresholds caps before first payroll

Qatar E-Contract portal access not transferred. MOL- Request MOL confirmation of new authorized
registered agent ID still set to old provider. agent before first QRP issuance

SECTION TAKEAWAYS

Egypt typically requires the longest registration lead time for NOSI. Start its registration first, at the very

beginning of the parallel-run phase.

The parallel run is non-negotiable: disbursing via the new provider before reconciliation is complete risks a

double-payment event or a missed EOSB accrual that surfaces at termination

Incumbent vendor notice periods (often one to three months) mean the consolidation project start date

determines the earliest possible go-live, plan backward from your target cycle close date
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50-Item Payroll
Consolidation
Checklist

Use this checklist as a project tracker across the consolidation.
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Section 07 — 50-Item Payroll Consolidation Checklist

Turkey Payroll Controls: SGK, Wage Ceilings,
Severance

# ACTION CADENCE
TR-1 Confirm SGK employer registration number is active and correctly mapped Pre-launch
TR-2 Upload current employee master data including SGK ID (T.C. No.) per employee Pre-launch
TR-3 Set SGK earnings ceiling to TRY 297,270 (Law 7566, effective Jan 1, 2026) Pre-launch
TR-4 Verify Treasury incentive classification: non-manufacturing (2pts) vs manufacturing (5pts) Pre-launch
TR-5 Confirm kidem tazminati accrual register is loaded and matches incumbent records Pre-launch
TR-6 Submit SGK declaration (4a/lb declaration) by the 23rd of the following month Monthly
TR7 File income tax declaration (withholding on payroll, Muhtasar) by 26th of month Monthly
TR-8 Pay SGK premiums by end of the following month Monthly
TR-9 Review Treasury incentive eligibility for new hires against available incentive categories Monthly
TR-10 Update kidem tazminati ceiling after each Ministry of Finance revision (Jan and Jul) Annual

I Saudi Payroll Controls: Mudad, GOSI, Nitaqat

# ACTION CADENCE
SA-1 Confirm Mudad registration and authorized signatory is updated to new provider Pre-launch
SA-2 Verify IBAN for each employee in Mudad against their registered Saudi bank account Pre-launch
SA-3 Confirm Nitaqat band, check current Saudization ratio and target band Pre-launch
SA-4 Upload GOSI enrollment data for all Saudi national employees Pre-launch
SA-5 Confirm profession codes on work permits match Mudad submission data Pre-launch
SA-6 Submit Mudad SIF and confirm bank disbursement within contractual payment deadline Monthly
SA-7 File GOSI declaration and pay contributions by the 15th of the following month Monthly
SA-8 Monitor Nitagat headcount ratio after each new hire or departure Monthly
SA-9 Confirm work permit expiry calendar and flag renewals 60 days in advance Monthly
SA-10 Verify PDPL data residency architecture annually with vendor Annual
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Section 07 — 50-Item Payroll Consolidation Checklist (continued)

I UAE Payroll Controls: WPS, MOHRE, Emiratisation

# ACTION CADENCE
UAE-1 Confirm MOHRE labor agent registration for new provider Pre-launch
UAE-2 Map all employee 1BaNs and Labour IDs against MOHRE contract records Pre-launch
UAE-3 Update Emirati employee contracts to reflect AED 6,000 minimum wage (deadline June 30, 2026) Pre-launch
UAE-4 Run test SIF in WPS 2.0 environment before live cycle Pre-launch
UAE-5 Confirm Emiratisation headcount count is accurate and meets 2% quota threshold Pre-launch
UAE-6 Submit SIF to WPS bank by the 10th. Confirm salary cleared by the 15th. Monthly
UAE-7 Reconcile MOHRE contract salaries against actual payroll amounts before SIF submission Monthly
UAE-8 Monitor Emirati quota: flag if headcount falls below threshold after any departure Monthly
UAE-9 Calculate EOSB accrual per employee monthly. Maintain running liability register. Monthly
UAE-10 Review Emiratisation quota step-up: quota increases 1% annually Annual

I Egypt Payroll Controls: NOSI, Wage Caps, Labor Law

# ACTION CADENCE
EG-1 Confirm NOSI employer registration transfer is complete Pre-launch
EG-2 Set insurable wage floor to EGP 2,700 and ceiling to EGP 16,700 (Jan 2026) Pre-launch
EG-3 Apply mandatory 3% annual wage increment per Law 14/2025 for all employees Pre-launch
EG-4 Confirm training fund levy is calculated at 0.25% of minimum insurable salary per employee Pre-launch
EG-5 Verify all remote/part-time employees are classified under Law 14/2025 categories Pre-launch
EG-6 Calculate NOSI contributions: 19% employer + 11% employee on insurable wages Monthly
EG-7 File NOSI monthly contribution report Monthly
EG-8 Confirm insurable wage cap will increase 15% each January 1 through 2027 Monthly
EG-9 Check severance liability: 2 months per year for employer-initiated dismissal Monthly
EG-10 Update insurable wage caps per NOSI annual revision (January each year) Annual
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Section 07 — 50-Item Payroll Consolidation Checklist (continued)

I Qatar Payroll Controls: E-Contract, WPS, Work Permits

# ACTION

QA1 Confirm Ministry of Labour authorized payroll agent registration

QA-2 Verify all employment contracts are registered via MOL E-Contract portal

QA-3 Confirm QRP has been issued for each expatriate employee (requires E-Contract)

QA-4 Set minimum wage: QAR 1,000 basic + QAR 500 housing + QAR 300 food per employee not provided
with housing/meals

QA-5 Enroll employees in mandatory health insurance (required for visa issuance)
QA-6 Disburse salaries within 7 days of contractual payment date via WPS

QA7 Confirm WPS bank clearance and maintain disbursement records

QA-8 Calculate EOSB accrual: 21 days basic salary per year for all employees

QA-9 Monitor work permit expiry and flag renewals 60 days in advance

QA-10 Update E-Contract via MOL portal for any salary change or contract amendment
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CADENCE

Pre-launch
Pre-launch
Pre-launch

Pre-launch

Pre-launch
Monthly
Monthly
Monthly
Monthly

Annual/on change
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Multi-Country Payroll:
How Datassist Delivers

This guide has spent the previous sections inside the details: SGK in
Turkey, WPS in the UAE and Qatar, Mudad in Saudi Arabia, NOSI in
Egypt, kidem tazminati, EOSB, data residency, quota rules,

registration handovers, and monthly statutory deadlines.



Section 08 — Multi-Country Payroll: How Datassist Delivers

One Platform. One Contact. One Responsibility.

The point of a TR & MENA payroll playbook is not to make finance and HR teams memorize five payroll rulebooks.
The point is to show why those rulebooks should be managed through one accountable regional hub. Datassist
gives companies that hub: one platform-enabled process, one dedicated contact, and one responsible partner
coordinating EOR, payroll, compliance calendars, statutory filings, reporting, and country-level escalation across
Turkey and MENA.

Through SDP (Service Delivery Platform), part of Datassist's proprietary Dakika software, clients manage the
monthly payroll cycle through one standardized workflow. Inputs, processed outputs, approvals, revisions, final
confirmations, reporting, and status visibility are handled on the agreed country calendars, with Datassist owning
the process from submission to close. Reporting is delivered through user-friendly, customizable dashboards,

including country-level views.

For the client, this replaces multiple vendors, multiple contacts, and disconnected country processes. A UAE WPS
file, Saudi Mudad submission, Egypt NOSl issue, Qatar E-Contract change, or Turkey SGK ceiling impact no longer
becomes a separate coordination track for HR. Datassist coordinates the country teams and owns the escalation

path.

| The Central Hub Model

The Datassist model is built around a simple operating principle: local compliance depth, regional accountability.

WHAT CHANGES FOR FRAGMENTED VENDOR
DATASSIST CENTRAL HUB MODEL
THE CLIENT MODEL
Contracting Separate contracts per One Global Master Framework Agreement (GMFA) with
country country-specific LOEs and SLAs
Monthly coordination HR/Finance follows each One named regional payroll advisor

local provider

Payroll reporting Different files, formats, and Consolidated monthly reporting pack + country-level
deadlines dashboards
Compliance tracking Each country rule monitored Country-specific monthly compliance calendars, agreed
separately per client
EOR + payroll link Often split across providers Managed through one service relationship where in
scope
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Section 08 — Multi-Country Payroll: How Datassist Delivers (continued)

I How Datassist Runs the Monthly Cycle

1. Input submission. Clients upload monthly payroll inputs into SDP, aligned with the agreed payroll calendar for
each country.

2. Processing and review. Datassist processes inputs according to local regulations. Clients review and download
payroll outputs in the same workflow.

3. Approval or revision. Clients approve the output or submit revisions directly through the software when
changes are needed.

. Final confirmation. Once approved, the payroll is submitted for final confirmation, completing the monthly
cycle.

5. Reporting and visibility. Clients track status, reports, and country-level exceptions through the SDP
dashboard.

I Why This Matters for Compliance

Multi-country payroll risk rarely comes from one technical rule. It comes from handoffs: a salary change not
reflected in WPS, a Turkey SGK ceiling increase missing from the regional budget, a Qatar E-Contract update
outside the payroll calendar, or a Saudi data-residency question answered generically. Datassist monitors country

requirements proactively and informs clients when a change affects their operations.

I Why Datassist

¢ One accountable owner. One dedicated contact for Turkey and MENA, backed by country specialists and a

direct escalation path.

¢ Local compliance depth. Turkey delivery is handled by Datassist's Istanbul team; MENA country execution is
coordinated through vetted in-country teams under one operating model.

» EOR + payroll connection. Where EOR/PEQO support is in scope, employee lifecycle coordination, payroll
execution, and statutory filings are managed through the same Datassist relationship.

« Software-enabled governance. SDP standardizes inputs, approvals, reporting, and audit visibility without
forcing the client to manage each country workflow separately.

¢ Audit-ready controls. ISO 27001 and ISAE 3402 certified controls support CFO, HR, and internal audit

requirements.

The commercial promise is deliberately practical: stop making your internal team operationally responsible for five
local payroll systems. Use this guide to understand the risk. Then manage EOR and payroll processes across MENA

and Turkey from one Datassist hub, with local country execution underneath and one accountable team above it.
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i.5M 20+ 500+

1.5M payroll calculations per year 20+ years in Turkey since 2006 500+ active client engagements

27001 GPA Best In-Country Payroll
Provider, twice

ISO 27001 + ISAE 3402 certified

Manage Regional
EOR & Payroll
From One
Datassist Hub

Talk to Datassist

Turkey & MENA. One contact. One responsible partner.

datassist.com/en - hello@datassist.com - linkedin.com/company/datassist-hr


https://datassist.com/en/contact/

