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01
When "GCC

Payroll" Breaks:
A Qatar/Kuwait Reality

Check

A signed offer letter does not start employment in Qatar. A

registered e-contract does.
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Section 01 —  When "GCC Payroll" Breaks: A Qatar/Kuwait Reality Check

When "GCC Payroll" Breaks: A Qatar/Kuwait

Reality Check

The one-line-item assumption

Picture a 40-person technology company with a Turkey back office that just won a Doha-based client and needs to

hire two Qatar-based account managers within the quarter. The finance lead builds a cost model with one "social

insurance" line item, copied from the company's existing UAE or Saudi template, and assumes it applies the same

way in Qatar. It does not.

QATA R K U WA I T

National social insurance GRSIA (Qatari/GCC nationals only) PIFSS (Kuwaiti/GCC nationals only)

Expatriate statutory benefit End-of-service gratuity, Article 54 End-of-service indemnity, Article 51

Wage-protection system WPS (bank transfer, Ministry of Labour) Shamel ePayment + AS'HAL portal (PAM)

Qatar's mandatory pension contribution, GRSIA, applies only to Qatari nationals and GCC nationals working in

Qatar (Section 3). Both new hires in this example are non-Qatari expatriates. The real statutory cost for them is not

a monthly pension contribution at all. It is an end-of-service gratuity that accrues silently until the employment

ends, calculated under Article 54 of the Labour Law. The cost model is wrong in both directions at once: it invents a

monthly cost that does not apply to these two hires, and it omits the accrual that does.

K E Y FI NDI NG

GRSIA (Qatar) and PIFSS (Kuwait) apply only to Qatari/Kuwaiti and GCC nationals. For the non-GCC expatriate

majority of most foreign-employer headcounts, the real statutory cost is the end-of-service gratuity (Qatar) or indemnity

(Kuwait), not a monthly contribution.
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Section 01 —  When "GCC Payroll" Breaks: A Qatar/Kuwait Reality Check (continued)

Why Qatar and Kuwait are not interchangeable

Pain anchor #7 in Datassist's own client-validation research describes this precisely: "The GCC gratuity system is

often misunderstood by foreign employers... rules differ by tenure, exit reason, contract type" (ramco.com, 2026).

What that observation understates is how differently the two end-of-service systems are actually built. Qatar's

gratuity is calculated on the expatriate's basic wage only, at 3 weeks per year for service below 5 years and 4

weeks per year for service of 5 years and above. Kuwait's indemnity is calculated on the full wage, including

allowances, at 15 days per year for the first years of service and 1 month per year after that, capped at 1.5 years'

total wage. Section 5 walks through both formulas with worked numbers side by side.

The underlying failure mode is treating "GCC payroll" as one regulatory system with minor local variations, the

way a company might treat state-level sales tax differences. It is not. Qatar and Kuwait each run a separate wage-

protection system (Section 2), a separate national social-insurance scheme with its own scope rules (Sections 3 and

4), and a separate end-of-service formula with a different wage base (Section 5).

R I S K

Remote's own country-specific guide pages for Qatar and Kuwait describe Employer of Record service as not yet available

in either market, offering contractor payment and management only (Section 6). A generic "GCC EOR" sales page that

lists both countries without this caveat is not describing a service it can actually deliver in either country.

What this guide fixes

The sections that follow build a Qatar/Kuwait operating model from the ground up. Section 2 covers what changed

in the 2026 wage-protection rules. Sections 3 and 4 cover who each country's national social-insurance scheme

actually covers. Section 5 shows how to calculate the end-of-service benefit correctly in both countries, and Section

6 explains why a platform-first EOR model struggles specifically with these two markets. A compliance checklist

and the Datassist service model close the guide.

SECTIO N TAKEAWAY S

GRSIA and PIFSS cover Qatari/Kuwaiti (and GCC) nationals only, not the expatriate majority of most

foreign-employer headcounts.

1

For non-GCC expatriates, the real statutory accrual is the end-of-service gratuity (Qatar) or indemnity

(Kuwait), not a monthly contribution.

2

Qatar and Kuwait run separate wage-protection, social-insurance, and end-of-service systems. Treating

them as one "GCC" line item produces a materially wrong cost model.

3
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02
What Changed in 2026:
Qatar's New WPS Clock

and Kuwait's AS'HAL

Mandate

In September 2026, Qatar fixed its wage due date to a calendar

date. Kuwait had already moved its enforcement online.
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Section 02 —  What Changed in 2026: Qatar's New WPS Clock and Kuwait's AS'HAL Mandate

What Changed in 2026: Qatar's New WPS Clock

and Kuwait's AS'HAL Mandate

Qatar: Ministerial Decision No. 50 of 2026

Qatar's Ministry of Labour amended Decision No. 4 of 2015 with Decision No. 50 of 2026, published in the Official

Gazette (Issue No. 15 of 2026, dated September 7, 2026) and effective the following day, September 8, 2026 (EY

Tax News, 2026). This is independently corroborated by Vialto Partners and a separate GCC-focused law firm

alert.

Before the amendment, the WPS due date followed the exact date written into each worker's individual contract, so

the 7-day transfer window started at a different point for every employee. Decision No. 50 of 2026 fixes the due

date to a calendar date instead. Monthly- and annually-paid wages now fall due on the first day of each calendar

month. All other workers, including those paid biweekly, fall due on the first day of each two-week period. The

employer still has 7 days from that due date to complete the WPS bank transfer. A late or missing transfer is

treated as a breach of Article 66 of the Labour Law.

BE FOR E  DE C I S I ON NO .  50  OF

2026
A FT E R  ( E FFE C T I VE  S E PT E M BE R  8,  2026)

WPS due date The date in each worker's

individual contract

First of the calendar month (monthly/annual pay), or first of

each 2-week period (other cycles)

Transfer window 7 days from the contract due

date

7 days from the fixed calendar due date

Calendar

complexity

A different due date per

contract

The same due date for every worker on the same pay cycle

R I S K

If your Qatar payroll calendar was built against individual contract dates before September 2026, confirm it has been

rebuilt against the new fixed calendar-date rule. A calendar still running on the old per-contract logic will miscalculate the

7-day WPS window.

8



Section 02 —  What Changed in 2026: Qatar's New WPS Clock and Kuwait's AS'HAL Mandate (continued)

Kuwait: the AS'HAL portal mandate

Kuwait's Public Authority for Manpower (PAM) made its AS'HAL portal mandatory from November 1, 2025, for

salary-approval transactions and for submitting working-hours, rest-period, and public-holiday data

electronically, replacing the prior paper-based process (PAM Resolution No. 15 of 2025). Wages themselves

continue to move through the Shamel ePayment wage-protection system into an employee's account at an

accredited Kuwaiti bank.

Reported deadlines and penalties for the underlying wage-transfer obligation are not fully consistent across

sources. Some describe a transfer deadline on the 5th of the month, others the 7th, and reported per-violation fines

for PAM enforcement range from roughly KD 100 to KD 1,000. None of these figures could be confirmed against an

officially published PAM fine schedule, so treat them as indicative of the enforcement environment, not as a precise

number to build a penalty model on. Confirm the current figure with Datassist's Kuwait desk or PAM directly before

relying on it.

WOR K E D E X A M PLE

A Kuwait-registered employer with 40 staff moved its working-hours and public-holiday submissions onto AS'HAL in

October 2025, one month ahead of the November 1 mandate, and ran two parallel submissions for one full cycle. The

parallel run caught a public-holiday mismatch between the old paper log and the portal's holiday calendar before it

reached payroll, avoiding a wage-calculation error.

What to do before your next cycle

Before the next Qatar or Kuwait payroll run, confirm three things. First, the Qatar payroll calendar uses the fixed

calendar-date due date, not a per-contract date. Second, the Kuwait working-hours and public-holiday data are

being submitted through AS'HAL, not the legacy paper process. Third, track both countries' WPS and Shamel bank-

transfer windows separately, since they run on different clocks.

SECTIO N TAKEAWAY S

Qatar's WPS due date is now a fixed calendar date (Decision No. 50 of 2026, effective September 8, 2026),

not a per-contract date.

1

Kuwait's AS'HAL portal has been mandatory for salary-approval and working-hours submissions since

November 1, 2025.

2

Reported Kuwait wage-transfer deadlines and penalty figures vary by source. Confirm the current figure

before building a compliance deadline into your calendar.

3
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03
Who Qatar's GRSIA

Actually Covers

(and Who It Doesn't)

Qatar's social-insurance law touches a small, specific slice of most

foreign employers' headcount.
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Section 03 —  Who Qatar's GRSIA Actually Covers (and Who It Doesn't)

Who Qatar's GRSIA Actually Covers (and Who It

Doesn't)

The 21% figure, decoded

Qatar's Social Insurance Law No. 1 of 2022 established GRSIA, the General Retirement and Social Insurance

Authority, as the mandatory pension scheme for Qatari nationals working in Qatar. Qatar's own regulator

confirmed the current structure in its enforcement announcement: a 21% total contribution on the covered salary,

split 14% employer and 7% employee, effective from January 3, 2023 (Qatar News Agency, reporting GRSIA's own

statement). The covered salary itself is capped at QAR 100,000 per month, a ceiling GRSIA set effective April 19,

2022. Where a housing allowance is included, it is capped separately at QAR 6,000 within that total.

GCC nationals working in Qatar are also covered, but at their home country's own applicable pension rate under

the GCC's reciprocal social-insurance framework, not at Qatar's 14%/7% rate.

K E Y FI NDI NG

GRSIA's 21% total contribution (14% employer, 7% employee), the QAR 100,000 monthly salary cap, and the QAR 6,000

housing-allowance sub-cap are confirmed directly in GRSIA's own public announcement, not only in third-party

summaries.

Minimum wage and allowances

Qatar's minimum wage, set under Law No. 17 of 2020, applies to every worker in Qatar regardless of nationality,

including domestic workers. The basic minimum is QAR 1,000 per month. If the employer does not provide housing

and food in kind, it must add a QAR 500 housing allowance and a QAR 300 food allowance, bringing the floor to

QAR 1,800 per month. This figure has not changed since the law took effect in March 2021.

QATA R  M I NI M U M  WA GE  C OM PONE NT A M OU NT  (QA R /M ONT H )

Basic wage 1,000

Housing allowance (if not provided in kind) 500

Food allowance (if not provided in kind) 300

Total minimum (cash-only arrangement) 1,800
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Section 03 —  Who Qatar's GRSIA Actually Covers (and Who It Doesn't) (continued)

The expatriate-majority blind spot

For most foreign employers in Qatar, the overwhelming majority of staff are non-Qatari and non-GCC. None of the

21% GRSIA contribution applies to them. Their statutory end-of-service entitlement is the Article 54 gratuity (Section

5 has the full worked calculation), not a pension contribution. A cost model that applies GRSIA to the whole

headcount overstates the recurring monthly cost and, more dangerously, can lead a finance team to assume the

end-of-service accrual does not need separate tracking, since "social insurance" already seems covered.

R I S K

Building a Qatar cost model with one "social insurance" line applied to every employee, instead of segmenting by

nationality status at the point of hire, produces a wrong number for both the GRSIA-covered minority and the gratuity-

accruing majority.

SECTIO N TAKEAWAY S

GRSIA applies only to Qatari nationals (14%/7%/21%, capped at a QAR 100,000 monthly salary) and GCC

nationals (at home-country rates).

1

Qatar's minimum wage floor is QAR 1,000 basic, or QAR 1,800 total if housing and food are not provided in

kind.

2

Non-GCC expatriates, the majority of most foreign-employer headcounts, are not covered by GRSIA. Their

statutory benefit is the Article 54 end-of-service gratuity.

3
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04
Who Kuwait's PIFSS

Actually Covers

(and Who It Doesn't)

Kuwait's PIFSS is often reported as a single rate. It is a two-fund

structure with two separate caps.
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Section 04 —  Who Kuwait's PIFSS Actually Covers (and Who It Doesn't)

Who Kuwait's PIFSS Actually Covers (and Who It

Doesn't)

The 11.5% / 8%+2.5% figure, decoded

Kuwait's Public Institution for Social Security (PIFSS) is the mandatory pension scheme for Kuwaiti nationals, and for

GCC nationals under the GCC Unified Economic Agreement at their home-country rates. Two independent

corporate tax guides, PwC's Worldwide Tax Summaries and KPMG's Kuwait country profile, agree on the same

structure: the employer contributes 11.5% of monthly salary. The employee contributes two components: 8% of

monthly salary up to a KWD 2,750 ceiling (the base PIFSS fund), plus a supplementary 2.5% up to a lower KWD

1,500 ceiling, in place since January 1, 2015. Added together at the lower salary band, that is the 10.5% employee

figure some secondary guides report as if it were a single flat rate.

K E Y FI NDI NG

Kuwait's PIFSS employee contribution is not "8% or 10.5%." It is 8% (up to KWD 2,750) plus a 2.5% supplementary

contribution (up to KWD 1,500). Two independent Big4 tax guides, PwC and KPMG, corroborate this structure and the

11.5% employer rate.

Minimum wage

Kuwait's private-sector minimum wage is KD 75 per month, applying to Kuwaiti and expatriate workers alike under

new or renewed work permits and contracts, with no increase reported as of 2026. A separate, lower KD 60 per

month floor applies to domestic workers under a different scheme.

K U WA I T  PI FS S  S T R U C T U R E  (K U WA I T I/GC C  NAT I ONA LS ) E M PLOYE R E M PLOYE E

Base fund (up to KWD 2,750/month) 11.5% 8%

Supplementary fund (up to KWD 1,500/month) included above +2.5%

14



Section 04 —  Who Kuwait's PIFSS Actually Covers (and Who It Doesn't) (continued)

The same blind spot, a different number

As in Qatar, PIFSS does not apply to non-GCC expatriates at all. There are no social-security obligations for

expatriate workers in Kuwait. Their statutory benefit on exit is the end-of-service indemnity under Labour Law No. 6

of 2010, Article 51 (Section 5), calculated on a different wage base than Qatar's gratuity. For Kuwaiti nationals

specifically, the indemnity and the PIFSS pension are cumulative, not either/or: Law No. 85 of 2017 amended Article

51 so that employers can no longer deduct their own PIFSS contributions from the employee's end-of-service

payout.

R I S K

Treating Kuwait's PIFSS contribution as the full statutory cost for Kuwaiti employees overlooks that they also keep the full

Article 51 end-of-service indemnity on top of it, with no offset for the employer's PIFSS contribution.

SECTIO N TAKEAWAY S

PIFSS applies only to Kuwaiti nationals (11.5% employer, 8% + 2.5% supplementary employee, corroborated

independently by PwC and KPMG) and GCC nationals at home-country rates.

1

Kuwait's private-sector minimum wage is KD 75/month.2

Non-GCC expatriates have no PIFSS obligation. Their statutory benefit is the Article 51 end-of-service

indemnity (Section 5). Kuwaiti nationals keep both the indemnity and the PIFSS pension.

3
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05
End-of-Service Benefits:
Qatar's Gratuity vs

Kuwait's Indemnity,
Side by Side

Qatar and Kuwait both call this a severance-style benefit. The

formulas share almost nothing.
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Section 05 —  End-of-Service Benefits: Qatar's Gratuity vs Kuwait's Indemnity, Side by Side

End-of-Service Benefits: Qatar's Gratuity vs

Kuwait's Indemnity, Side by Side

Two formulas, two wage bases

QATA R :  A R T I C LE  54  GR AT U I T Y K U WA I T :  A R T I C LE  51  I NDE M NI T Y

Wage base Basic wage only Full wage, including allowances

Rate 3 weeks' wage per completed year below 5 years'

service, 4 weeks' wage per year for service of 5 years

and above

15 days' wage/year for an initial period*,

then 1 month/year after

Cap None reported 1.5 years' total wage

Minimum

service

1 year (partial years pro-rated) None stated for the base accrual (resignation

reduces entitlement under Article 53 tiers)

Deduction

allowed

Employer may deduct amounts owed by the worker None, including the employer's own PIFSS

contributions, for Kuwaiti nationals (Section

4)

*Conditional: most independent sources, including a practitioner guide that cites Article 51 directly, place this

threshold at the first 5 years of service. One Big4 corporate tax summary instead reports a 3-year threshold, with

no statutory citation. This guide uses the 5-year threshold in the worked example below because it matches the

Article 51-specific consensus, but if a termination falls in year 3, 4, or 5 of an expatriate's service, confirm the

current threshold with Datassist's Kuwait desk or the Public Authority for Manpower before finalizing the

calculation.

Worked example: Qatar

An expatriate employee in Qatar earns a final basic monthly wage of QAR 15,000 and has completed 5.6 years of

service.

WOR K E D E X A M PLE

Formula: years 1-5 at 3 weeks (21 days) per year + service beyond 5 years at 4 weeks (28 days) per year

Calculation: [5 x (15,000 / 30) x 21] + [0.6 x (15,000 / 30) x 28] = 52,500 + 8,400

Result: QAR 60,900
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Section 05 —  End-of-Service Benefits: Qatar's Gratuity vs Kuwait's Indemnity, Side by Side (continued)

Worked example: Kuwait

An expatriate employee in Kuwait earns a final full monthly wage of KWD 1,200, including allowances, and has

completed 7 years of service.

WOR K E D E X A M PLE

Formula: (15 days/year x 5 years) + (1 month/year x 2 remaining years)

Calculation: [(1,200/30 x 15) x 5] + [1,200 x 2] = [600 x 5] + 2,400

Result: KWD 5,400 (well under the 1.5-year cap of KWD 21,600, i.e. 18 months of the KWD 1,200 full

wage)

R I S K

Qatar's gratuity ignores allowances entirely. Kuwait's indemnity includes them. Running both calculations on the same

"full salary" figure, instead of Qatar's basic-only figure, overstates the Qatar accrual and can misstate the Kuwait one if

allowances are not fully captured.

SECTIO N TAKEAWAY S

Qatar's gratuity uses basic wage only, at 3 weeks per year below 5 years' service and 4 weeks per year

from 5 years onward. Kuwait's indemnity uses full wage including allowances, at 15 days/year then 1

month/year, capped at 1.5 years.

1

A QAR 15,000 basic wage over 5.6 years in Qatar produces a QAR 60,900 gratuity. A KWD 1,200 full wage

over 7 years in Kuwait produces a KWD 5,400 indemnity.

2

The 5-year threshold used above for Kuwait's expatriate formula is the better-supported figure, but one

Big4 source reports a different 3-year threshold. Confirm before relying on it for a termination in years 3-5

of service.

3
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06
Why a SaaS EOR

Platform Struggles

With Qatar and

Kuwait Specifically

Qatar and Kuwait are the two markets where a platform-first EOR

model reveals its own documentation gap.
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Section 06 —  Why a SaaS EOR Platform Struggles With Qatar and Kuwait Specifical ly

Why a SaaS EOR Platform Struggles With Qatar

and Kuwait Specifically

The registration gap that blocks a QID

In Qatar, employment is authorized by the government, not created by a signature. Since December 2016,

electronic contracts have been mandatory for new employment relationships, and contract attestation is a

required step before Qatar ID (QID) issuance. If the registered e-contract does not match the labour card and the

approved job title exactly, the QID application is rejected and the process restarts from the beginning, not from the

point of mismatch.

This is not the same as the contract being "void." A mismatch does not erase the employment relationship. It blocks

the specific administrative step, work-authorization issuance, that depends on the registration matching. The

practical consequence is the same either way for a new hire: the employee cannot legally start work, and the

employer is exposed to WPS and labour-card mismatch issues until the registration is corrected.

R I S K

Treating Ministry e-contract registration as a formality to complete after the employee has already started, rather than a

gating step before the start date is confirmed, is a documented pattern behind blocked or restarted QID applications.

What the platforms' own pages say

Pain anchor #3 in Datassist's client-validation research is a Tier-1 global EOR provider's own failure, not a Qatar- or

Kuwait-specific one. In November 2025, a USCIS visa petition was denied because the provider "forgot to attach

critical evidence" to the filing (Trustpilot review of Deel, 2025). It establishes the general pattern: country-specific

administrative steps are where platform-delivered EOR service breaks down.

For Qatar and Kuwait specifically, the pattern is sharper. Remote's own country-explorer pages for Qatar and

Kuwait describe Employer of Record service as not yet available in either market, with only contractor payment and

management offered. Remote's higher-level marketing pages carry generic EOR language that does not repeat

that caveat. Deel's Qatar hiring page pitches a 15-day onboarding claim with no mention of the GRSIA/gratuity

scope distinction covered in Sections 3 and 5, and has no dedicated, owned Kuwait country page. Globalization

Partners (G-P) has built genuine, owned pages for both countries and states a Kuwait contribution figure, but does

not distinguish that PIFSS and GRSIA exclude non-GCC expatriates, and its pricing is not public.

20



Section 06 —  Why a SaaS EOR Platform Struggles With Qatar and Kuwait Specifical ly (continued)

PR OVI DE R QATA R /K U WA I T  C OVE R A GE  (OWN PA GE S ) DOC U M E NT E D GA P

Deel Qatar page live, no dedicated Kuwait country

page found

No GRSIA/gratuity scope distinction, no

WPS due-date mechanics

Remote.com Country-explorer pages for both, more specific

pages state EOR "not yet live" in either market

Internal inconsistency between

marketing-level and country-specific

pages

Globalization

Partners (G-P)

Owned pages for both, with a Kuwait contribution

figure stated

No GRSIA/PIFSS nationality-scope

caveat, pricing not public

E X PE R T  TA K E

The Remote finding is the clearest anti-platform proof point in this guide, not because Remote is uniquely weak, but

because it is the provider's own page making the admission. A buyer does not need a third-party review to find the gap. It

is on the vendor's own site.

What depth actually looks like

Getting Qatar and Kuwait right requires the GRSIA/PIFSS scope distinction (Sections 3-4), the correct end-of-

service wage base per country (Section 5), and the precise registration mechanics around the e-contract and QID.

That depth comes from someone who tracks Qatar Ministerial Decisions and Kuwait PAM resolutions as they are

issued, not from a generic global template refreshed on a slower cycle.

SECTIO N TAKEAWAY S

Qatar's e-contract/QID registration failure blocks work authorization. It does not void the underlying

employment relationship.

1

Remote's own Qatar and Kuwait pages state EOR is not yet available in either market, limited to contractor

management.

2

Deel and G-P have live Qatar/Kuwait pages but neither states the GRSIA/PIFSS nationality-scope

distinction central to Sections 3 and 4 of this guide.

3
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07
Checklist:
Qatar & Kuwait Payroll

Compliance

Use this checklist when setting up or auditing payroll for Qatar or

Kuwait employees.
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Section 07 —  Checklist: Qatar & Kuwait Payrol l  Compliance

Checklist: Qatar & Kuwait Payroll Compliance

Before the hire

Confirm whether the new hire is a Qatari/Kuwaiti national, a GCC national, or a non-GCC expatriate. This single fact

determines which statutory system applies.

For Qatar: register the e-contract with the Ministry of Labour before confirming a start date, and verify the contract, labour

card, and job title match exactly.

For Kuwait: confirm the employer's AS'HAL portal access is active for salary-approval and working-hours submissions.

Build the cost model with separate line items for GRSIA/PIFSS (nationals) and end-of-service accrual (expatriates). Never apply

one line item to the whole headcount.

Confirm the offered wage meets the applicable minimum: QAR 1,800/month cash-only in Qatar, KD 75/month in Kuwait.

Monthly payroll

Qatar: confirm the WPS due date follows the fixed calendar-date rule (first of the month, or first of each two-week period), not a

per-contract date.

Qatar: complete the WPS bank transfer within 7 days of the due date, every cycle.

Kuwait: submit working-hours, rest-period, and public-holiday data through AS'HAL, not the legacy paper process.

Kuwait: confirm the current wage-transfer deadline and any applicable fine range with PAM or your Kuwait payroll desk rather

than relying on a single secondary source.

For Qatari/GCC national employees: confirm the 14%/7% GRSIA split is applied against a salary capped at QAR 100,000/month

(housing allowance sub-capped at QAR 6,000).

For Kuwaiti/GCC national employees: confirm the 11.5% employer and 8%+2.5% employee PIFSS structure is applied against the

correct KWD 2,750 and KWD 1,500 caps.

End-of-service

Qatar: calculate the gratuity on basic wage only, at 3 weeks per year below 5 years' service and 4 weeks per year from 5 years

onward, pro-rated for partial years.

Kuwait: calculate the indemnity on full wage including allowances, at 15 days/year then 1 month/year, capped at 1.5 years' total

wage. Confirm the exact years-of-service threshold with your Kuwait desk if the employee is in year 3-5 of service.

Kuwait: for Kuwaiti nationals, confirm the full indemnity is paid without any offset for the employer's PIFSS contributions.

Never describe an unregistered Qatar contract as simply "void" in internal documentation. Record the specific blocked step

instead, such as blocked QID issuance or a WPS/labour-card mismatch.
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08
Payroll Outsourcing

+ EOR / PEO:
How Datassist Delivers

Sections 3 and 4 drew the line between GRSIA/PIFSS coverage and

end-of-service accrual.
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Section 08 —  Payrol l  Outsourcing + EOR /  PEO: How Datassist Delivers

Payroll Outsourcing + EOR / PEO: How Datassist

Delivers
Datassist has run Turkey and MENA payroll since 1999, a 25-plus-year track record that includes two "Best In-

Country Payroll Provider of the Year" awards from the Global Payroll Association, independent recognition rather

than a vendor's own claim. The practice is dual-certified under ISO 27001 and ISAE 3402, serves 500 or more active

clients across finance, manufacturing, technology, and logistics, and runs more than 1.5 million payroll

calculations a year through a 200-person in-house team. For EOR and PEO engagements, Datassist operates as a

licensed employer under the applicable local framework, not as a referral intermediary.

What Datassist Brings to Your Qatar and Kuwait Engagement

For Qatar, Datassist is a direct-delivery focus market alongside Turkey, Saudi Arabia, the UAE, and Egypt: e-

contract registration, QID and work-authorization steps, and monthly WPS filing against the fixed calendar-date

rule from Section 2 are handled by Datassist directly.

For Kuwait, Datassist anchors payroll delivery through its vetted in-country network under one Global Master

Framework Agreement (GMFA), with accountability for the engagement retained by Datassist rather than

transferred to the network partner. The client deals with one accountable contact and one reporting structure for

both countries, governed by country-specific Letters of Engagement and SLAs rather than a single blanket

agreement, and gets country-level dashboards alongside the consolidated regional reporting pack.

Across both countries, the engagement applies the GRSIA/PIFSS nationality-scope distinction from Sections 3 and

4 and the correct end-of-service wage base from Section 5 to every employee from the point of hire, not

reconstructed at exit.

How It Works

1. Discovery call. A senior consultant reviews your current or planned Qatar/Kuwait headcount, nationality mix,

and existing payroll setup, and maps which employees fall under GRSIA/PIFSS versus the end-of-service accrual

rules from Sections 3 through 5.

2. Named specialist assignment. A GCC payroll specialist is assigned to the account, with response and

resolution times defined by the engagement's priority classification under the GMFA-governed SLA, rather than

a single blanket turnaround promise.

3. Registration and onboarding. For Qatar, the e-contract is registered and work-authorization steps are

progressed directly. For Kuwait, onboarding is coordinated through the vetted in-country network with

Datassist retaining accountability for the result.

4. Ongoing monthly operations. Payroll, WPS/AS'HAL-aligned filings, GRSIA/PIFSS segmentation, and end-of-

service accrual tracking run every cycle against the current rules from Sections 2 through 5, with country-level

dashboards and a consolidated reporting pack.
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Section 08 —  Payrol l  Outsourcing + EOR /  PEO: How Datassist Delivers (continued)

Why Foreign Employers Choose Datassist

DI FFE R E NT I AT OR DE TA I L

25+ years in Turkey and MENA Founded 1999. Continuous delivery across every regulatory regime change since,

including the 2026 Qatar and Kuwait changes covered in this guide.

GPA "Best In-Country Payroll

Provider of the Year"

Awarded twice by the Global Payroll Association. Independent industry

recognition, not a vendor self-claim.

ISO 27001 + ISAE 3402 Dual annual certification for information security and service-organization

controls. CFO and internal-audit defensible.

500+ active clients Across finance, manufacturing, technology, and logistics, with multi-year

engagements.

200 in-house specialists Running more than 1.5 million payroll calculations a year.

Qatar direct-delivery focus

market

E-contract registration, QID, and WPS filing handled directly, applying the fixed

calendar-date rule from Section 2.

Kuwait via one accountable

GMFA network

A vetted in-country network under one Global Master Framework Agreement,

with accountability retained by Datassist, not transferred to the partner.

Nationality-scope accuracy built

in

GRSIA/PIFSS versus end-of-service segmentation applied from the point of hire

(Sections 3-5), not reconstructed at exit.

Country-level dashboards Alongside the consolidated Turkey and MENA reporting pack, so Qatar and

Kuwait data are visible separately, not blended into one regional number.
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