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01
The Cost Shock No

One Planned For

Between September 2025 and June 2026, five major regulatory

changes took effect across Turkey, UAE, Saudi Arabia, and Egypt

without a single coordinated employer alert.
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Section 01 —  The Cost Shock No One Planned For

The Regulatory Trigger Map
Each change arrived through a different regulatory channel: a Turkish Official Gazette amendment, a UAE Ministry

of Human Resources resolution, Saudi Arabia's Personal Data Protection Law enforcement timetable, and Egypt's

new Labor Code. No global payroll platform issued a unified briefing. Most companies running fragmented,

country-by-country vendor setups received piecemeal notices, if any. Their HR teams absorbed the changes

reactively, often after a WPS validation rejection, an Emiratisation audit, or a payroll cost variance flagged by

finance two quarters later.

The problem is not that any one regulation is unmanageable. It is that all five arrived within nine months,

compounding one another for companies operating across the Turkey-MENA corridor.

R E GU LAT I ON M A R K E T E FFE C T I VE  DAT E E M PLOYE R  C OS T  T YPE

Law No. 7566 Turkey 1 January 2026 SGK rate increase, ceiling expansion, treasury

discount reduction

WPS Ministerial

Resolution 340

UAE 1 June 2026 Tighter disbursement deadline, escalating fines up

to AED 50,000 per case

Emiratisation quota

ramp

UAE 30 June and 31 Dec

2026

AED 9,000/month per unfilled Emirati position

PDPL enforcement Saudi

Arabia

Active from

September 2024

SAR 5,000,000 maximum fine for data violations

Labor Law No. 14 of

2025

Egypt 1 September 2025 Mandatory 3% annual salary increment, maternity

extension, fixed-term severance

The Corridor Cost Scenario

Consider a company employing 50 people in Turkey, 12 in UAE, 6 in Saudi Arabia, and 3 in Egypt, with all payroll

processed through separate regional vendors.

For Turkey alone, Law No. 7566 created three simultaneous cost increases. The long-term insurance rate rose by

one percentage point. The SGK earnings ceiling rose by roughly 52%. The treasury discount for non-manufacturing

employers was halved. A company with 50 Turkey employees at an average gross salary of TRY 80,000 per month

absorbed an additional TRY 1,440,000+ per year in employer costs, with no change to headcount, salaries, or roles.

In UAE, the same company is two Emirati hires short of the December 2026 quota. The monthly fine exposure is AED

18,000 per month, accumulating until the positions are filled or Nafis subsidies are used to offset the cost.

In Saudi Arabia, the company's global HRIS processes KSA employee payroll data through servers in the

Netherlands. No PDPL-compliant Data Processing Agreement exists for that transfer. Under the Personal Data

Protection Law, that arrangement carries potential fines of up to SAR 1,000,000 per unauthorized cross-border

transfer, with criminal liability for the responsible individual.
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Section 01 —  The Cost Shock No One Planned For (continued)

The Egypt team received no salary increment notification from their local vendor. Law No. 14 of 2025 mandated a

3% annual increase on the social insurance wage from September 2025. The increment is now in arrears.

K E Y FI NDI NG

Most companies operating across the Turkey-MENA corridor absorbed multiple simultaneous cost increases in 2025-2026

without a coordinated compliance review. The five regulations in this guide collectively affect payroll cost structure, data

handling compliance, and employment terms in ways that cascade across a multi-country setup.

What Fragmented Vendor Setups Miss

The pattern above is not unusual. A 2025 Deloitte study found that the average multinational company uses

approximately four payroll vendors, with fragmentation most acute in EMEA. When five separate regulatory events

occur across four countries in nine months, a four-vendor setup produces four separate alerts on different timelines,

if alerts arrive at all. No single provider holds accountability for the combined cost picture.

How to Read This Guide

Sections 3-6 break down each country's changes with the exact rates, dates, and worked cost examples, so

finance can reproduce every figure against its own headcount.

Section 7 describes the operating model that catches these changes before they become arrears: single

accountability under one contract framework.

Sections 8-9 convert the analysis into action: a pre-cycle compliance checklist per country and the

engagement path to close the gaps it surfaces.

SECTIO N TAKEAWAY S

Five major regulatory changes took effect across Turkey, UAE, Saudi Arabia, and Egypt between September

2025 and June 2026.

1

Each change operates through a different mechanism: SGK contribution rates, payroll disbursement

deadlines, employment quotas, data transfer restrictions, and statutory employment terms.

2

Companies running fragmented, country-by-country payroll setups are at highest risk of delayed

discovery and accumulated penalties.

3
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02
What Changed in 2026:
Five Regulations, One

Wave

The five regulatory events covered in this guide share a structural

similarity. Each one adds a new cost mechanism that did not exist

in the same form before 2025.
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Section 02 —  What Changed in 2026: Five Regulations, One Wave

Turkey: Law No. 7566 (1 January 2026)
Published in the Official Gazette on 19 December 2025, Law No. 7566 amended Turkey's Social Insurance and

General Health Insurance Law on three simultaneous dimensions. The employer long-term insurance rate

increased. The SGK earnings ceiling expanded. The treasury-funded employer discount for service-sector

companies was halved. The full mechanics are covered in Section 3.

UAE: WPS Ministerial Resolution 340 (1 June 2026)

Issued on 12 May 2026 by the Ministry of Human Resources and Emiratisation (MOHRE), Resolution 340

restructured the Wages Protection System around a single unified payment deadline (the 1st of each month), real-

time SIF validation, and an accelerated enforcement escalation that reaches AED 50,000 fines and permit freezes

within days of a breach.

UAE: Emiratisation Quota Ramp (Checkpoints: 30 June and 31 December 2026)

Companies with 50 or more skilled private-sector employees on the UAE mainland must reach 8% Emirati

representation by 30 June 2026 and 10% by 31 December 2026. The monthly fine for each unfilled Emirati position

is AED 9,000. MOHRE guidance indicates AED 10,000 per month from July 2026 for some categories. Verify with

MOHRE directly. This fine is not a one-time penalty. It accumulates monthly until the position is filled.

Saudi Arabia: PDPL Enforcement (Active from September 2024)

Saudi Arabia's Personal Data Protection Law (Royal Decree M/19) reached full enforcement in September 2024. By

early 2026, the Saudi Data and AI Authority (SDAIA) had issued 48 enforcement decisions. For payroll operations,

the critical issue is cross-border data transfer. Employee salary records, national IDs, and bank account details

transferred to global HRIS platforms outside the Kingdom require PDPL-compliant safeguards or explicit employee

consent, with maximum fines of SAR 5,000,000 for violations.

Egypt: Labor Law No. 14 of 2025 (1 September 2025)

Egypt's new Labor Code replaced Law No. 12 of 2003 in full. For employers, the most immediately costly provisions

are the mandatory 3% annual salary increment on the social insurance wage, the extension of maternity leave

from 90 to 120 days (applicable up to three times per employee), and the creation of fixed-term contract severance

liability of one month per year of service when the employer terminates early. Social insurance contribution rates

are unchanged, governed separately by Law No. 148 of 2019.

R I S K

Regulatory effective dates and compliance deadlines for these five changes are staggered across a nine-month window. A

company that audited its MENA compliance in August 2025 may have missed three of the five events. If your last full TR &

MENA compliance review predates June 2026, it is incomplete.
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Section 02 —  What Changed in 2026: Five Regulations, One Wave (continued)

R E GU LAT I ON K E Y E M PLOYE R  OBLI GAT I ON DE A DLI NE  S TAT U S

Turkey Law 7566 Recalculate SGK costs and optimize incentive eligibility In effect since 1 Jan 2026

UAE WPS Res. 340 All wages via SIF by 1st of month, 85% threshold In effect since 1 Jun 2026

UAE Emiratisation 8% Emirati target for H1. 10% for H2 H1 checkpoint passed. H2 = 31 Dec

2026

Saudi PDPL DPAs in place and consent for cross-border transfers In effect since Sep 2024

Egypt Law

14/2025

3% salary increment applied, maternity and severance

updated

In effect since 1 Sep 2025

What Late Discovery Costs

Because all five obligations are already active, the relevant question is no longer "when do we need to be ready?"

but "how much has accumulated since the effective date?" Four of the five changes carry exposure that grows with

every month of delayed discovery.

R E GU LAT I ON E X POS U R E  PE R  M ONT H OF DE LAY

Turkey Law 7566 SGK underpayment arrears accrue from January 2026, plus late-payment interest on corrected

declarations

UAE WPS Res. 340 Escalation restarts each cycle: permit freeze from Day 5, fines up to AED 50,000 per case from Day

17

UAE Emiratisation AED 9,000 per unfilled position, every month, until the position is filled

Saudi PDPL Each undocumented cross-border transfer is a separate violation, up to SAR 1,000,000 per transfer

Egypt Law

14/2025

3% increment arrears compound retroactively to each employee's September 2025 anniversary

SECTIO N TAKEAWAY S

All five regulations are now in force. The obligations are active, with no upcoming effective dates

remaining.

1

Three of the five (WPS Resolution 340, Emiratisation fines, Saudi PDPL) carry penalties that can

accumulate monthly or per incident.

2

Egypt Law 14/2025 has been in force since September 2025. Salary increments not applied are now in

arrears.

3
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03
Turkey:
Law No. 7566 & the

New SGK Costs

Turkey's Social Security and General Health Insurance Law was

amended by Law No.
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Section 03 —  Turkey: Law No. 7566 & the New SGK Costs

The Long-Term Insurance Rate Increase
The employer contribution to Turkey's long-term insurance fund (covering invalidity, old age, and death benefits,

formally called the Invalidity, Old Age, and Death premium) increased from 11% to 12% of gross salary. This is a one

percentage point increase applied to every employee's salary up to the SGK earnings ceiling.

At the January 2026 minimum wage of TRY 33,030 gross, this translates to an additional TRY 330 per employee

per month at the minimum rate. At the new SGK earnings ceiling of TRY 297,270 per month, the additional cost is

TRY 2,973 per employee per month for high earners.

The SGK Earnings Ceiling Expansion

The SGK earnings ceiling ratio increased from 7.5 times to 9 times the minimum wage. At the January 2026

minimum wage of TRY 33,030, the new ceiling is TRY 297,270 per month, compared to approximately TRY 195,000

under the prior calculation. This represents an increase of approximately 52%.

The practical impact is significant for companies with mid-to-senior employees. Any employee earning between

TRY 195,000 and TRY 297,270 per month now contributes SGK premiums on a larger portion of their salary than in

2025. Both the employee and employer portions are affected.

S A LA R Y LE VE L (M ONT HLY

GR OS S )

2025  S GK  E M PLOYE R

BA S E

2026  S GK  E M PLOYE R

BA S E
DE LTA

TRY 33,030 (min wage) TRY 33,030 TRY 33,030 No change

TRY 80,000 TRY 80,000 TRY 80,000 No change

TRY 195,000 (old ceiling) TRY 195,000 (capped) TRY 195,000 No change

TRY 250,000 TRY 195,000 (capped) TRY 250,000 +TRY 55,000

exposed

TRY 297,270 (new ceiling) TRY 195,000 (capped) TRY 297,270 (capped) +TRY 102,270

exposed

For a company with 10 employees each earning TRY 250,000 per month, the ceiling expansion alone exposes an

additional TRY 550,000 per month of salary to full SGK contributions.

The Treasury Discount Reduction

Turkey's treasury-funded employer discount, which offsets a portion of SGK employer contributions, was halved for

non-manufacturing employers. The discount reduced from 4 percentage points to 2 percentage points.

Manufacturing employers retain 5 percentage points through December 2026.

For service-sector companies (including financial services, technology, logistics, and professional services), this

change removes 2 percentage points of cost offset that existed in the 2025 payroll calculation. Combined with the

rate increase and the ceiling expansion, the net effect on a non-manufacturing company's payroll cost is material.
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Section 03 —  Turkey: Law No. 7566 & the New SGK Costs (continued)

WOR K E D E X A M PLE

Worked Example: 50-Employee Service Company (Turkey) A non-manufacturing company with 50 employees at an

average gross salary of TRY 80,000 per month, including 5 high earners at TRY 250,000 per month. The table below

shows how the three Law 7566 mechanisms combine into the 2026 cost base.

C OS T  C OM PONE NT A NNU A L ( 2025) A NNU A L ( 2026) C HA NGE

Long-term insurance (1pp × TRY 80,000 ×

50 emp × 12 months)

TRY 5,280,000 TRY 5,760,000 +TRY 480,000

Treasury discount (4pp → 2pp × TRY

80,000 × 50 emp × 12 months)

-TRY 1,920,000

offset

-TRY 960,000 offset +TRY 960,000 net cost

SGK ceiling (5 high earners: exposed base

rises from ~TRY 195K to TRY 250K/month

each)

On TRY

975,000/month

On TRY

1,250,000/month

+TRY 275,000/month

additional base

Approx. additional annual employer cost

(rate and discount change)

- - +TRY 1,440,000/year

(~$44,000)

E X PE R T  TA K E

Law 7566's treasury discount reduction is not permanent for all sectors. Manufacturing employers retain the 5pp discount

through December 2026. Service-sector companies should audit whether any operations qualify for the manufacturing

rate under SGK's sector classification. Additionally, other SGK incentive programs (youth employment, long-term

unemployed hiring, geographic incentives in specific provinces) may partially offset the 2pp discount loss. This is where

payroll incentive consultancy delivers measurable return, typically recovering 2-5 percentage points of SGK cost on

eligible headcount.

R I S K

The Turkey minimum wage H2 2026 figure was not publicly confirmed in widely available sources at the time of writing. A

mid-year minimum wage adjustment (as has occurred in prior years) would further shift the SGK ceiling and employee

cost calculations. Build a mid-year review into your Turkey payroll cycle.
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Section 03 —  Turkey: Law No. 7566 & the New SGK Costs (continued)

2026 Turkey SGK Parameters at a Glance

PA R A M E T E R 2025  VA LU E 2026  VA LU E  ( LAW 7566)

Long-term insurance, employer share 11% 12%

SGK earnings ceiling ~TRY 195,000/month (7.5× min wage) TRY 297,270/month (9× min wage)

Treasury discount, non-manufacturing 4pp 2pp

Treasury discount, manufacturing 5pp 5pp (through Dec 2026)

Minimum wage (gross, H1 2026) TRY 26,005 TRY 33,030

Before the Next Turkey Payroll Cycle

Four verifications close out the Law No. 7566 transition. Each maps to a row in the Section 8 checklist.

Recalculate the employer cost base at 12% long-term insurance for every employee, and confirm the payroll

system parameter was updated effective 1 January 2026.

Verify the SGK ceiling at TRY 297,270 in the payroll engine. Any employee between TRY 195,000 and TRY

297,270 gross must show a larger contribution base than in December 2025.

Confirm your sector classification with SGK. The 5pp manufacturing discount versus the 2pp service rate is

worth 3 percentage points of payroll; mixed-activity companies should check whether any establishment

qualifies separately.

Run the incentive eligibility audit across youth employment, long-term unemployed, and regional programs

before budgeting the full Law 7566 cost as unrecoverable.

SECTIO N TAKEAWAY S

Law No. 7566 increased employer SGK costs through three simultaneous mechanisms: a rate increase, a

ceiling expansion, and a treasury discount reduction.

1

Service-sector multinationals are the most affected. Manufacturing employers retain a higher discount

through December 2026.

2

SGK incentive programs can partially offset the treasury discount loss. A structured audit of incentive

eligibility is directly relevant to recovering Law 7566 costs.

3
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04
UAE:
WPS 340, Emiratisation

Fines & Minimum Wage

The UAE introduced two significant employer cost changes in the

first half of 2026: a complete restructuring of the Wages

Protection System and new Emiratisation quota checkpoints with

monthly fine exposure.
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Section 04 —  UAE: WPS 340, Emiratisation Fines & Minimum Wage

WPS Ministerial Resolution 340: Real-Time

Compliance or Immediate Penalties
Ministerial Resolution No. 340 of 2026 was issued by MOHRE on 12 May 2026, effective 1 June 2026. It eliminated

the flexibility that previously allowed payroll teams to manage WPS compliance over a sliding window. Under the

new framework, 85% of total monthly wages must be disbursed via the WPS by the 1st calendar day of each month

for all private-sector mainland establishments. The prior compliance threshold was 80%.

The enforcement escalation under Resolution 340 operates on a day-by-day schedule:

DAY M OHR E  A C T I ON

Day 2 Notification issued to employer

Day 5 New work permit issuance suspended (blocks new hires)

Day 17 Fines up to AED 50,000 per violation

Day 30 Referral to Public Prosecution. Authorized signatories face personal criminal liability.

Before Resolution 340, WPS compliance was primarily a corporate risk. Under the new framework, the managing

director or authorized signatory of a UAE entity faces personal criminal exposure from Day 30.

The mechanism that makes non-compliance harder to recover from is real-time SIF validation. The Salary

Information File is now validated against MOHRE contract records before it reaches the bank. A mismatch in

deduction codes, contract terms, or employee headcount triggers an automated rejection at the payment

processing stage, not a post-payment audit finding. Payroll teams running manual or spreadsheet-based WPS

submissions are at high risk under this system.

Emiratisation: Monthly Fines at AED 9,000 Per Unfilled Position

UAE companies with 50 or more skilled employees on the mainland must meet Emiratisation quotas set by MOHRE.

The 2026 checkpoints are 8% Emirati representation by 30 June 2026 and 10% by 31 December 2026.

Companies with 20-49 employees operating in 14 designated strategic sectors face a 2% annual Emiratisation

increase requirement. The fine for each unfilled Emirati position is AED 9,000 per month (AED 108,000 per year).

Confirm the current rate with MOHRE directly, as guidance for July 2026 onward may reflect an updated figure.

WOR K E D E X A M PLE

Worked Example: UAE Subsidiary with 80 Employees A mainland subsidiary with 80 skilled employees and 6 Emiratis

on staff (7.5%) sits below both 2026 checkpoints. The table below quantifies the fine exposure and the Nafis offset.
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Section 04 —  UAE: WPS 340, Emiratisation Fines & Minimum Wage (continued)

M E T R I C VA LU E

Total skilled employees 80

Current Emirati headcount 6 (7.5%)

Target by 30 June 2026 8% of 80 = 7 Emiratis required

Target by 31 December 2026 10% of 80 = 8 Emiratis required

Current shortfall (Dec 31) 2 positions

Monthly fine exposure 2 × AED 9,000 = AED 18,000/month

Annual fine if unresolved AED 216,000/year (~$59,000)

Nafis subsidy (if hired at under AED 30,000) Up to AED 5,000/month per hire = AED 10,000/month offset

Net annual fine exposure after Nafis AED 96,000/year (~$26,000)

Free zones (DIFC, ADGM, DMCC) are exempt from mainland Emiratisation quotas. Companies structured through

free zones should still verify their MOHRE registration status, as some operating licenses span both mainland and

free zone activities.

The Emirati Minimum Wage

Effective 1 January 2026, the UAE established a minimum monthly wage of AED 6,000 for private-sector Emirati

employees. This applies to all private companies on the mainland employing UAE nationals. The Emirati minimum

wage is distinct from the general WPS minimum wage framework and applies specifically to Emirati employees

regardless of role category.

For companies hiring Emiratis to meet the 2026 quota, the AED 6,000 minimum wage sets the floor for the

employment cost calculation.

UAE 2026 Cost Triggers at a Glance

T R I GGE R FI NA NC I A L E X POS U R E WHE N I T  BI T E S

WPS breach

(Resolution 340)

Fines up to AED 50,000 per case; permit freeze from

Day 5; personal criminal referral from Day 30

Any month the SIF misses the 1st-of-

month deadline or fails validation

Emiratisation

shortfall

AED 9,000 per unfilled position per month,

accumulating

Every month below quota after each

checkpoint

Emirati minimum

wage

AED 6,000/month floor per Emirati employee At hire, and at each WPS validation of

Emirati salaries
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Section 04 —  UAE: WPS 340, Emiratisation Fines & Minimum Wage (continued)

Four Signals Your WPS Setup Will Fail Validation

SIF files are prepared manually from spreadsheets each month, rather than generated from the payroll

system against MOHRE contract records.

Deduction codes were last reconciled before June 2026, meaning they predate the real-time validation

regime.

Contract amendments (salary changes, role changes) are updated in payroll but not in MOHRE records, the

single most common mismatch trigger.

The payment instruction is scheduled for the first week of the month, not for arrival at the processing bank

by the 1st.

A C T I ON

Review your UAE payroll disbursement setup against the Resolution 340 timeline before your next monthly cycle. Confirm

that SIF generation is automated against MOHRE contract records, verify all deduction codes match contract terms, and

ensure the payment instruction reaches the processing bank no later than the 1st of the month. Manual SIF preparation

from spreadsheets does not meet the real-time validation standard.

SECTIO N TAKEAWAY S

WPS Resolution 340 replaced flexible compliance windows with a single hard deadline (1st of month) and

real-time SIF validation. Manual payroll setups face immediate rejection risk.

1

Emiratisation fines accumulate monthly. At AED 9,000 per unfilled position, a two-position shortfall costs

AED 216,000 per year before Nafis subsidies.

2

The Emirati minimum wage of AED 6,000/month sets the cost floor for Emiratisation hires. Factor this into

quota cost modeling.

3
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05
Saudi Arabia:
PDPL Enforcement as

Employer Financial Risk

Saudi Arabia's Personal Data Protection Law (Royal Decree M/19) is

not commonly treated as a payroll compliance topic. It should be.
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Section 05 —  Saudi Arabia: PDPL Enforcement as Employer Financial Risk

What PDPL Covers in the Payroll Context
PDPL applies to all processing of Saudi residents' personal data, regardless of whether the processing entity is

domiciled in the Kingdom. If your payroll platform or global HRIS processes Saudi employee data on servers outside

Saudi Arabia, which is true for most cloud-based payroll systems hosted in the EU, US, or India, PDPL imposes

explicit compliance obligations on that transfer.

Cross-border transfer of Saudi employee personal data requires one of the following legal bases:

Explicit, documented employee consent

Standard Contractual Clauses (SCCs) or Binding Corporate Rules (BCRs) approved by SDAIA

An adequacy assessment confirming that the destination country provides equivalent data protection As of July

2026, SDAIA has not published an adequacy country list. Every outbound data transfer requires individual

justification.

DATA  T YPE PDPL C LA S S I FI C AT I ON
C R OS S -BOR DE R  T R A NS FE R

R E QU I R E M E NT

Salary and payroll figures Personal data Consent or SCC/BCR

National ID / Iqama number Sensitive personal data (higher

threshold)

Additional safeguards and explicit

consent

Bank account details Personal data Consent or SCC/BCR

Leave and attendance records Personal data Consent or SCC/BCR

Health or disability data used in

payroll

Sensitive personal data Stricter requirements

Enforcement: 48 Decisions and Growing

SDAIA issued 48 enforcement decisions in the period leading to early 2026. The enforcement trajectory is

accelerating. The law was announced in 2021, amended in 2023, and reached full enforcement in September

2024. Early enforcement actions focused on organizational data handling practices. The penalty structure is

graduated by violation type:

VI OLAT I ON T YPE M A X I M U M  PE NA LT Y

General PDPL violation SAR 5,000,000 (doubles on repeat)

Unauthorized cross-border data transfer SAR 1,000,000 + 1 year imprisonment

Intentional disclosure of sensitive personal data SAR 3,000,000 + 2 years imprisonment
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Section 05 —  Saudi Arabia: PDPL Enforcement as Employer Financial Risk (continued)

The individual criminal liability dimension distinguishes PDPL from comparable data laws in other MENA markets. A

payroll director or HR head at a company found to have transferred Saudi employee salary and ID data without

PDPL-compliant documentation is personally exposed.

What the Cross-Border Payroll Setup Requires

A global HRIS or cloud payroll platform that centralizes data for worldwide processing creates a cross-border

transfer by default. The PDPL compliance requirement for that setup involves three components.

First, a Data Processing Agreement (DPA) between the company and the payroll vendor that explicitly addresses

Saudi employee data, identifies the cross-border transfer, and commits the vendor to PDPL-equivalent standards.

Second, documented employee consent, or a legal basis (SCC/BCR with SDAIA-approved terms) that does not

depend on individual consent. Because employee consent is subject to power imbalance arguments, most

employers choose the contractual route.

Third, a data mapping exercise that identifies every system processing Saudi employee data and confirms whether

a DPA is in place for each one.

WOR K E D E X A M PLE

Worked Example: Global HRIS Processing KSA Payroll A company runs Saudi payroll through a global HRIS hosted in

the EU. The table below contrasts the same setup before and after a PDPL compliance exercise.

S T E P S TAT U S  WI T HOU T  PDPL A U DI T S TAT U S  WI T H PDPL C OM PLI A NC E

Global HRIS processes KSA

salary data in EU

No DPA for KSA employee data DPA with SDAIA-standard clauses in

place

Employee national ID in HRIS No consent documentation Consent obtained at onboarding and

documented

KSA payroll vendor receives

data

Transfer undocumented Transfer covered under GMFA data

annex

SDAIA audit request Unable to produce DPA Full documentation available

Exposure Up to SAR 1,000,000 per transfer +

personal criminal liability

Compliant

E X PE R T  TA K E

PDPL compliance for payroll is fundamentally a vendor management problem. If your payroll vendor for Saudi Arabia

cannot produce a PDPL-compliant DPA addendum covering employee data, they are not equipped to handle KSA payroll

under current law. This is not a documentation exercise you can complete independently. Your payroll provider must be

the party making the contractual commitment on data handling.

19



Section 05 —  Saudi Arabia: PDPL Enforcement as Employer Financial Risk (continued)

The 30-Day PDPL Remediation Sequence

A payroll-focused PDPL gap can be closed in one month if the work is sequenced correctly:

Week 1 — Data mapping. List every system that touches Saudi employee data (HRIS, payroll engine, benefits

platform, shared drives) and mark where each is hosted.

Week 2 — Vendor DPA requests. Send the DPA addendum request to every vendor on the map. A vendor that

cannot return SDAIA-standard clauses within the engagement is itself a finding.

Week 3 — Legal basis decision. Choose the contractual route (SCC/BCR) or documented consent per data

category. Sensitive data (national ID, health) needs the stricter treatment.

Week 4 — Documentation pack. Assemble the DPA set, transfer register, and consent records into one audit-

ready file, the exact set an SDAIA request would ask for.

The sequence assumes vendor cooperation. Where a vendor cannot support the DPA request, the practical

alternatives are moving the processing into the Kingdom, replacing the vendor, or bringing KSA payroll under a

provider whose contract framework already carries the data annex, which is the route most multi-country setups

take.

SECTIO N TAKEAWAY S

Saudi PDPL applies to all processing of Saudi employee personal data, including payroll data processed by

global HRIS platforms outside the Kingdom.

1

No SDAIA adequacy list exists. Every outbound transfer requires individual justification (consent, SCC, or

BCR).

2

48 enforcement decisions have already been issued. Individual criminal liability for responsible persons is

expressly stated in the law.

3

PDPL compliance for payroll requires a DPA with your payroll vendor, employee consent documentation,

and a cross-border data mapping exercise.

4
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06
Egypt:
Law No. 14 of 2025, A
New Employment Floor

Egypt's Labor Law No. 14 of 2025 replaced the prior Labor Code

(Law No.
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Section 06 —  Egypt: Law No. 14 of 2025, A New Employment Floor

Mandatory Annual Salary Increment
Law No. 14 of 2025 codifies a mandatory 3% annual salary increment applied to the employee's social insurance

wage. This is not a minimum wage adjustment. It is a recurring obligation that applies to all employment contracts

and compounds each year. For employers who had not built this increment into multi-year headcount plans, it

represents a statutory cost increase that arrived without a dedicated regulatory launch.

For a 50-person team in Egypt with an average social insurance wage of EGP 15,000 per month, the 3% increment

adds EGP 450 per employee per month from the increment date. At 50 employees, that is EGP 22,500 per month,

or EGP 270,000 per year added to employer cost in Year 1.

Extended Maternity Leave and New Paternity Leave

Maternity leave increased from 90 to 120 days, applicable up to three times in an employee's service. An employer

running payroll for a 100-person team with a mix of gender demographics should model this 30-day extension into

contingency planning for covered positions.

Paternity leave was introduced for the first time under Egyptian labor law: one paid day per birth. This is a minor

per-instance cost, but it requires a payroll category that did not previously exist.

Fixed-Term Contract Severance Liability

The change with the most immediate financial exposure for employers using fixed-term contracts is the creation of

a severance entitlement for early employer-initiated termination. Under Law No. 14 of 2025, if an employer

terminates a fixed-term contract before its scheduled end date, the employee is entitled to one month's pay per

year of completed service.

Previously, fixed-term contracts did not carry this severance obligation. Many multinationals used fixed-term

contracts in Egypt to limit termination costs. That liability profile has now changed.

LE AVE  OR  BE NE FI T PR E -S E PT E M BE R  2025 POS T-S E PT E M BE R  2025

Maternity leave 90 days (up to 2

occurrences)

120 days (up to 3 occurrences)

Paternity leave None 1 day per birth (paid)

Annual leave (Year 1) 21 working days 15 working days

Fixed-term early

termination

No statutory severance 1 month per service year

Mandatory annual

increment

No statutory rate 3% of social insurance wage annually

Training fund

contribution

1% of profits (prior

formula)

0.25% of minimum social insurance salary per employee (max

EGP 30/employee/year)
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Section 06 —  Egypt: Law No. 14 of 2025, A New Employment Floor (continued)

WOR K E D E X A M PLE

Worked Example: 50-Person Egypt Team, Law No. 14 of 2025 Impact A 50-person team with an average social

insurance wage of EGP 15,000 per month. The table below itemizes each Law No. 14 of 2025 change and its annual

employer cost effect.

C HA NGE
A NNU A L E M PLOYE R  C OS T

I M PA C T

3% mandatory increment (avg EGP 15,000 social insurance wage, 50

employees)

+EGP 270,000/year

Maternity extension (2 employees, 30 extra days each at avg EGP

15,000/month)

+EGP 30,000/year (contingency)

Training fund change (from 1% profit to 0.25% × EGP 500 × 50 = EGP 6,250) Likely reduction for most companies

Annual leave (Year 1 reduction: 6 days for new hires) Minor cost reduction for new hires

Net additional employer cost (excluding contingency) +EGP 270,000/year minimum

K E Y FI NDI NG

The mandatory 3% annual salary increment is a statutory obligation that compounds annually. A company that has not

applied it since September 2025 is in arrears. The calculation should be applied retroactively to the increment anniversary

date for each affected employee.

R I S K

Companies that restructured Egypt headcount to fixed-term contracts as a cost-containment measure now face a

materially different financial profile for early termination. Any planned restructuring of Egypt operations should be

modeled against the new Law No. 14 of 2025 severance formula before proceeding.

SECTIO N TAKEAWAY S

Egypt's Labor Law No. 14 of 2025 has been in effect since September 2025. Mandatory salary increments

not yet applied are in arrears.

1

The 3% annual increment is a recurring, compounding obligation, not a one-time adjustment.2

Fixed-term contract severance is now a real financial liability. Restructuring scenarios should be modeled

against the new law before execution.

3

Social insurance rates are unchanged and remain governed by Law No. 148 of 2019.4
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07
Managing the Wave:
The Single-
Accountability Model

The five regulatory changes in this guide share a common

discovery pattern.
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Section 07 —  Managing the Wave : The Single-Accountabil ity Model

Why Fragmented Vendor Setups Fall Short
A multi-vendor setup produces multi-vendor alert timelines. Your Turkey provider learns of Law No. 7566 through the

Official Gazette on 19 December 2025. Your UAE payroll vendor receives MOHRE's Ministerial Resolution 340 on 12

May 2026. Your Saudi administrator may or may not have reviewed the PDPL enforcement track record. Your Egypt

provider sent a summary of the new Labor Code, but it went to the local HR contact, not to the global payroll

director.

The result is not a failure of any individual vendor. It is a structural gap in how accountability is assigned across a

multi-country payroll setup. When no single party holds the obligation to consolidate regulatory changes across

your full TR & MENA footprint, that consolidation does not happen automatically.

A 2025 Deloitte study on global payroll found that the average company uses approximately four payroll vendors,

with fragmentation and longer payroll cycles most pronounced in EMEA. The five regulatory events in this guide are

precisely the type of changes that fragment across four separate alert channels.

What the Single-Accountability Model Provides

A single-accountability model does not mean a single platform managing 160 countries with limited depth in any

one. It means a structured arrangement where one provider holds the contract obligation for your entire TR & MENA

payroll calendar. That provider delivers Turkey directly and manages MENA through vetted in-country partners

under a single contract framework, with one named advisor per account.

The contract structure is a Global Master Framework Agreement (GMFA) covering all countries in scope, with

country-specific Letters of Engagement (LOEs) and per-country Service Level Agreements (SLAs). The SLA defines a

monthly payroll calendar built with the client, aligned to local holidays and the company's finance close dates,

and priority-classified response and resolution times.

The accountability guarantee is specific. If UAE WPS validation fails, the MENA relationship manager escalates

within the priority tier defined in the UAE LOE, not after a support ticket enters a queue. If Law No. 7566 changes

Turkey's SGK cost structure, the Turkey specialist flags the impact to the global payroll director before the January

payroll cycle closes.
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Section 07 —  Managing the Wave : The Single-Accountabil ity Model (continued)

C OM PLI A NC E  T R I GGE R M U LT I-VE NDOR  S E T U P S I NGLE -A C C OU NTA BI LI T Y M ODE L

Law No. 7566 (Turkey, Dec

2025)

Turkey vendor notifies

Turkey HR contact

Global advisor briefs CFO and updates payroll

calculation before Jan 1

WPS Resolution 340 (UAE,

May 2026)

UAE vendor sends

regulatory email

MENA specialist reviews SIF setup and tests validation

against MOHRE records

Emiratisation checkpoint

(June 2026)

HR team discovers

shortfall at audit

Named advisor tracks headcount monthly and flags the

quota gap ahead of the checkpoint

Saudi PDPL (ongoing) KSA payroll vendor has no

DPA

GMFA data annex covers all country-level data

obligations under one framework

Egypt Law 14/2025 (Sep

2025)

Egypt vendor updates

payroll system

Global advisor confirms retroactive increment calculation

and payslip update

How This Applies to Regulatory Change Management

The five regulations in this guide are not the last regulatory wave affecting the TR & MENA corridor. UAE is in the

process of transitioning its End-of-Service Benefit (EOSB) gratuity scheme toward a savings-account-based model

(DEWS, or Dirhams for End-of-Service, already in effect for DIFC and some ADGM entities). Saudi Arabia's Vision

2030 employer obligations are likely to continue tightening through 2027. Turkey's SGK ceiling may be revised

again at the next minimum wage determination.

A single-accountability model absorbs these changes through the GMFA update process. When a regulation

changes, the country LOE is updated, the SLA calendar is revised, and the client receives a single consolidated

briefing rather than four separate alerts on different timelines from four separate vendors.

E X PE R T  TA K E

Across Datassist's 500+ client relationships, the regulatory events that create the most material exposure are the ones that

arrive through a channel the client was not monitoring. Law No. 7566 is a clear example: published in December 2025 and

effective January 1, 2026, it left under two weeks to model the cost impact and update the 2026 budget. A named Turkey

specialist monitoring the Official Gazette flagged it the day of publication.

SECTIO N TAKEAWAY S

Fragmented multi-vendor setups distribute regulatory alerts across multiple channels with no single party

accountable for the consolidated picture.

1

A GMFA + country LOE structure places one provider in the accountability role for the full TR & MENA

payroll calendar. Accountability is a contract commitment with a named advisor, not a platform feature.

2

The five regulations in this guide are part of an ongoing pattern, with further WPS, EOSB, and SGK ceiling

changes expected in 2027.

3
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08
2026-2027 TR & MENA

Compliance Checklist

Use this checklist before each payroll cycle across your TR & MENA

footprint.
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Section 08 —  2026-2027 TR & MENA Compliance Checklist

Turkey Pre-Cycle Checks
The per-country checks above run before each payroll cycle. The items

below run once per quarter, at the portfolio level, and are the ones most often

left unowned in a fragmented vendor setup.

# C HE C K S TAT U S

1 SGK employer long-term insurance rate confirmed at 12% (updated from 11% per Law 7566) (!)

2 SGK earnings ceiling confirmed at TRY 297,270 (H1 2026) or updated H2 figure (!)

3 Treasury discount confirmed at 2% for non-manufacturing, 5% for manufacturing (!)

4 SGK incentive eligibility audit completed (youth employment, long-term unemployed, regional)

5 Minimum wage confirmed: H2 2026 figure verified via resmigazete.gov.tr

6 Severance pay ceiling confirmed for H2 2026 (TRY 73,729.87 per year of service per Ministry circular)

(!)

7 Work permit renewals tracked for all foreign nationals

UAE Pre-Cycle Checks

# C HE C K S TAT U S

1 WPS SIF generated and submitted by the 1st of the month (Resolution 340) (!)

2 SIF threshold confirmed at 85% of total wages (raised from 80%) (!)

3 SIF deduction codes match current MOHRE contract records for each employee

4 Emirati headcount vs. quota calculated: 10% target by 31 Dec 2026 (!)

5 Emirati employees' salary at or above AED 6,000/month minimum wage (!)

6 Nafis subsidy applications filed for eligible Emirati hires

7 EOSB accruals confirmed for all non-UAE-national employees
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Section 08 —  2026-2027 TR & MENA Compliance Checklist (continued)

Saudi Arabia Pre-Cycle Checks

# C HE C K S TAT U S

1 PDPL-compliant DPA in place with payroll vendor covering Saudi employee data (!)

2 Employee consent documentation or SCC/BCR for cross-border data transfers (!)

3 Global HRIS/payroll platform data residency confirmed or DPA annex in place

4 Mudad compliance confirmed: payroll submitted via Mudad within statutory timeline

5 Saudization (Nitaqat) tier status monitored (Nitaqat Mutawar program active)

Egypt Pre-Cycle Checks

# C HE C K S TAT U S

1 3% mandatory annual salary increment applied from September 2025 increment date (!)

2 Maternity leave entitlement updated to 120 days (up from 90) in HR system (!)

3 Fixed-term contract register reviewed: early termination severance modeled at 1 month per service year

(!)

4 Training fund contribution rate confirmed at 0.25% of minimum social insurance salary

5 Social insurance contribution rates confirmed per Law No. 148 of 2019 (unchanged)
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Section 08 —  2026-2027 TR & MENA Compliance Checklist (continued)

Cross-Country Quarterly Checks

# C HE C K C A DE NC E

1 Regulatory calendar refreshed for all five markets (Official Gazette, MOHRE, SDAIA,

manpower.gov.eg)

Quarterly

2 Vendor DPA and data annex inventory reviewed: one agreement per system processing employee

data

Quarterly

3 Emiratisation and Saudization headcount trajectory projected against next checkpoint Quarterly

4 Turkey SGK incentive eligibility re-audited against current headcount and hiring plan Quarterly

5 Minimum wage, SGK ceiling, and severance ceiling parameters re-verified after each determination

cycle

Semi-

annual

6 2027 horizon events reviewed: UAE EOSB savings-scheme transition, Vision 2030 employer

obligations, SGK ceiling revision

Quarterly

A C T I ON

Assign a named owner to every row of this checklist before the next payroll cycle. In a multi-vendor setup, the per-

country rows typically have owners while the cross-country rows have none. That ownership gap is exactly where the five

regulations in this guide went undetected.

An ownership model that holds up in practice assigns each layer to the role that already has the data:

LAYE R NAT U R A L OWNE R FA I LU R E  M ODE  I F U NA S S I GNE D

Per-country pre-cycle

rows

In-country payroll lead or provider Errors surface at WPS/Mudad rejection, not

before submission

Cross-country

quarterly rows

Group controller or single-

accountability provider

Regulatory changes discovered quarters late, as

in 2025-2026

Horizon events (2027

items)

CFO-level review, semi-annual Budget cycles miss known upcoming cost

changes
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09
Multi-Country

Payroll & Incentive

Consultancy

The five regulatory changes in this guide each require different

responses: a cost recalculation in Turkey, a SIF system change in

UAE, a vendor DPA review in Saudi Arabia, and a payroll system

update in Egypt.
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Section 09 —  Multi-Country Payrol l  & Incentive Consultancy

How It Works
Datassist delivers Multi-Country Payroll & Incentive / Social Security Consultancy as a single integrated service

across Turkey, UAE, Saudi Arabia, Egypt, and Qatar. Turkey is delivered directly from our Istanbul team. MENA is

managed through vetted in-country partners under one Global Master Framework Agreement, with one named

advisor per client account.

1. Scope and GMFA setup. We map your current TR & MENA headcount, payroll cycles, and vendor setup. We

identify the regulatory gaps specific to your configuration, beginning with the five events in this guide. The

GMFA establishes one accountable framework across all countries, replacing the fragmented alert model.

2. Country onboarding and SLA definition. Each country receives a dedicated Letter of Engagement and SLA.

These define your monthly payroll calendar, aligned to local statutory deadlines (SGK declaration dates, WPS

submission window, Mudad payment schedules, Egypt SI contributions). Response and resolution tiers are

specified per country.

3. Turkey payroll and SGK incentive audit. Our Turkey team processes monthly payroll and runs an SGK incentive

eligibility audit as a standard service component. Law 7566 reduced the treasury discount by 2 percentage

points for non-manufacturing employers. Our incentive team identifies alternative programs (youth

employment, regional incentives, long-term unemployed hiring schemes) that may recover 2-5 percentage

points of that cost on eligible headcount. Clients with 50+ Turkey employees typically identify material savings

within the first audit cycle.

4. MENA compliance calendar management. WPS SIF submission, Mudad payroll clearance, Emiratisation quota

tracking, and PDPL data handling compliance are managed through the country LOE. MOHRE contract record

maintenance is included as a standing service item. It is the root cause of most UAE WPS validation failures.

5. Monthly consolidated reporting. A single monthly pack covers all countries: payroll run summaries, cost-per-

head by country, regulatory change flags, and an exception report for any item requiring client decision.

Finance receives one document, not four.

The Onboarding Sequence

The sequence below is the standard onboarding arc for a TR & MENA portfolio. The phases are defined by what

happens in each one, not by a fixed number of days: the pace depends on how quickly the client, in-country

partner, and regulator-side steps complete, so the calendar is agreed per engagement rather than promised up

front.
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Section 09 —  Multi-Country Payrol l  & Incentive Consultancy (continued)

PHA S E WHAT  HA PPE NS WHAT  YOU  R E C E I VE

Phase

1

GMFA signed. Headcount, vendor, and data-flow

mapping across all countries

Regulatory gap report covering all five 2026

changes, including arrears exposure

Phase

2

Country LOEs and SLAs defined. Payroll calendar

aligned to SGK, WPS, Mudad, and Egypt SI deadlines

One consolidated TR & MENA compliance

calendar with named owners

Phase

3

First parallel payroll run. Turkey SGK incentive eligibility

audit

Incentive recovery estimate on eligible

headcount (typically 2-5pp of SGK cost)

Phase

4

Full cutover. Consolidated reporting live First single monthly pack: payroll summaries,

cost-per-head, regulatory flags, exceptions

Why Datassist

25 years in Turkey. Datassist has processed Turkish payroll continuously since 1999, through every SGK rate

change and incentive program revision in that period. Law No. 7566 was flagged to clients the day it was

published in the Official Gazette. Turkey is delivered by our own in-house team, so the accountability for it sits

with Datassist directly.

Two-time GPA winner. Global Payroll Association "Best In-Country Payroll Provider of the Year," awarded twice.

Independent recognition of operational quality, not a vendor self-claim.

Scale that matches the obligation. 500+ active client engagements and more than 1.5 million payroll

calculations per year, run by a 200-person in-house specialist team.

Named relationship manager. Every client has a named, Turkey-credentialed payroll specialist and a regional

MENA contact. No anonymous support queue. No ticket-first service model.

Single contract framework. One GMFA, country LOEs, and data annexes that cover PDPL, KVKK, and each

country's data processing requirements in one document set, not four separate DPAs to negotiate.

ISO 27001 + ISAE 3402 certified. Audit-grade reporting your CFO and internal audit team can rely on.
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Section 09 —  Multi-Country Payrol l  & Incentive Consultancy (continued)

E X PE R T  TA K E

The test of a payroll partner is not the demo. It is the first uncoordinated regulatory event after go-live. Every client

onboarded before December 2025 received the Law No. 7566 cost impact briefing before the January payroll cycle

closed, with the revised SGK calculation already applied. That is the operational difference between a vendor that

processes payroll and a partner accountable for the regulatory calendar.

What to Bring to a Scoping Conversation

A discovery call produces a concrete gap assessment when four inputs are on the table:

Headcount by country across Turkey, UAE, Saudi Arabia, Egypt, and Qatar, including planned 2026-2027

changes.

Current vendor map: who runs payroll in each market, contract renewal dates, and which alerts reached you

for the five regulations in this guide.

Date of your last full compliance review. If it predates June 2026, the review missed at least WPS Resolution

340 and the Emiratisation H1 checkpoint.

Known open items: unapplied Egypt increments, missing PDPL DPAs, Emiratisation shortfalls, or unaudited SGK

incentive eligibility.
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1.5M
1.5M payroll calculations per year

25+
25+ years in Turkey since 1999

500+
500+ active client engagements

ISO
27001

ISO 27001 + ISAE 3402 certified

2×
GPA Best In-Country Payroll

Provider, twice

Get the 2026-2027
TR & MENA
Regulatory
Calendar

Get the Regulatory Calendar

Includes Turkey, UAE, Saudi Arabia, Egypt, and Qatar compliance timelines

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

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

