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Introduction
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With the deepening of globalization, cross-border employment
compliance has become one of the most complex and pressing
challenges for enterprises expanding their businesses across multiple
jurisdictions. To help companies systematically address this
challenge, we collaborated with leading labor law experts from
dozens of major jurisdictions worldwide to compile this guide.
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This guide focuses on labor & employment compliance issues of high concern in cross-
border business operations. It comprehensively covers the core rules and latest practices
across the entire employment lifecycle - recruitment, onboarding, HR management,
employment changes, and termination - and provides forward-looking analysis on
emerging challenges such as trade unions and collective bargaining, supply chains and
human rights, and labor issues within ESG, etc.

2023 4, At “BEEIFEE TS, IS T E N IZSEE A FR =
TE—WMEAS “BEIEEM CEC” . HIAEM IS, CEC CEvii
Wi 2ERY 80 MENEEEBX I EREHREEMLS, BUI TR VAR S G1E,
Bl 73 6 I B Aol AR TS AR Mk H AR [FJ B, RSy 7% 52 B B IR A1 DA SR

In 2023, I introduced the professional concept of “cross-border employment compliance”
and established the first domestic knowledge-sharing platform in this field - the WeChat
public account Cross-Border Employment Compliance Journal (CEC/CECJ). Through the
compilation of this guide, CEC has built an international legal collaboration network
covering approximately 80 jurisdictions, dedicated to promoting professional exchange
and cooperation, and helping Chinese and international enterprises achieve their
commercial objectives while becoming respected and responsible entities.
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This guide is intended to provide a general introduction and reference, with content
updated by September 2025. It does not constitute formal legal advice and may not be
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used for profit-making purposes. It is for internal reference only. Please note that the
authors of the relevant jurisdictions are solely responsible for the relevant content. Unless
otherwise noted, the original text is in English and translated into Chinese by the translator;
if there is any inconsistency between the Chinese and English versions, the English version
shall prevail. We accept no liability for any errors or omissions in the content. For specific
matters, please feel free to contact us or the authors for professional advice (marking “CEC”
for preferential treatment).
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The bilingual content of this guide is exclusively authorized and is provided solely for
readers’ personal study and reference. Without prior written permission, it must not
be reproduced, distributed, or used for any commercial purpose.
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For inquiries, please do not hesitate to contact us.
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We wish you an enjoyable reading experience!

FHREL
Dr. Luo Kaitian (Kai)

(B s ) T

L IHANH S E kN F58E S ESG Tkt AT
Editor-in-Chief, Cross-border Employment Compliance Journal
Partner, Head of Employment Law & ESG Practices, Anli Partners

+ 86 138 1004 2797 (Mobile/WeChat)
kaitian.luo@outlook.com (personal)
luokaitian@anlilaw.com (business)

WeChat accounts:

=] =

Dr. Luo Kaitian

Anli Partners
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Armando Gutiérrez is a Partner of the Labor & Employment Practice at Rubio Leguia
Normand. He has nearly 20 years of experience advising leading national and multinational
companies on complex labor and employment matters, including collective bargaining,
workforce restructuring, outsourcing, and compliance. He also serves as arbitrator of
collective negotiations and regularly advises in administrative procedures and judicial
processes. He has been recognized as a leading expert in Peruvian employment law by
Chambers & Partners, Legal 500 (Leading Partner), Latin Lawyer, and Latin American
Corporate Counsel Association — LACCA.

ME#8 Email: agutierrez@rubio.pe
H 1% Tél/F-H1 Mobile: +51 998 909 845
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Marila Merzthal Shigyo is an associate in the Labour & Employment practice at Rubio,
Leguia & Normand in Lima, Peru. She has more than a decade of experience in collective
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bargaining, advising multinational and local companies on all aspects of labour and

employment law, including recruitment schemes, compensation structures, workplace

audits, occupational health and safety compliance, sexual and harrasment at the workplace

and complex termination strategies. She also represents clients in high-stakes labour
litigation, with a particular strength in oral advocacy.

Cross-border Employment Compliaiés

ME4E Email: mmerzthal@rubio.pe
HL 35 Tél/F-HL Mobile: +51 985 049 715
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Translator: Dongjie Jin (Associate, Anli Partners)
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Overview of the Labor Law System

L BRER
Legal System

P& SEAT RBEE R

Peru operates under a civil law system.

2. BRSHM

Resources and Agencies
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In Peru there is no single comprehensive Labor Code; the defining feature of our labor
regulation is that we have a dispersed set of norms that regulate the different labor
institutions. Among the most relevant are the Sole Consolidated Text (TUO in Spanish) of
the Law of Labor Productivity and Competitiveness (Supreme Decree N° 003-97-TR);
TUO of the Law of Labor Training and Promotion (Supreme Decree N° 003-97-TR); Law
of Telework N° 31572; TUO of the Law of Collective Labor Relations (Supreme Decree
N° 010-2023-TR); Legislative Decree N° 689, Law on Hiring of Foreign Workers; TUO
of the Law on Workday, Working Hours and Overtime Work (Supreme Decree. N° 007-
2022-TR); TUO of the Law on Compensation for Time of Services (Supreme Decree. N°
011-97-TR); Law N° 29783 on Occupational Safety and Health; among others.

BEAL, R EEAFAE RS RE G5 e U e 58 72 S A 2 A RO ) 57 B B, il ok
R KA B0 Rl ER S,

In addition, there are special labor regimes that establish differentiated conditions, such as
civil construction, mining, port, agrarian and agricultural, among others related to strategic
sectors of the economy.

FEEENRTTI, 5780 5 ikt 52 55 Shik il 5 BUR S 55 (10 T BRI . [H 5K
57 2 M 2 L R WU FE A & 4 G I R IR S 5 AT BUE TR RE, TR 578 5ite
DR B ARV 385

As for the responsible entities, the Ministry of Labor and Employment Promotion (MTPE)
is the main authority in matters of labor regulations and policies, while the National
Superintendence of Labor Inspection (SUNAFIL) exercises inspection and administrative
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sanction functions throughout the Peruvian territory, ensuring compliance with labor and
social security provisions in the country.

. BR#ERER I A

Employment Qualifications and Classification

1. RS
Employment Age
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In Peru, the minimum age of employment is regulated by the Code of Children and
Adolescents (Law No. 27337). The general rule is that only those over 18 years of age may
freely enter into an employment contract. However, exceptions are recognized for
teenagers, provided they have the authorization of their parents or guardians and the
corresponding registration before the competent authorities.

BeAh, WAL E BRI B S, &IRERY 14 5. BISMEILT, H
W12 J8 2 IR TR AE, (E A DRAUN S AR AN 3 A BB O R, ARG
SRR L, JF N 2 UV S IR E 17 Bl T H .

Likewise, in the case of self-employment or other types of work, the minimum age is 14
years old. By exception, authorization will be granted from the age of twelve, provided that
the work to be performed does not harm their health or development, nor interfere with or
limit their attendance to educational centers and allow their participation in vocational
orientation or training programs.

RTIBMRERS, FAEREME, Kl CHLIEstk) 28 57 2, 40 70 A2 B B 3)
HSBHRK, BRIENELE. R AR IR ATRRE R TR E R IR eI
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Regarding retirement age, Peruvian law establishes that at 70 years of age, retirement is
automatic and mandatory unless otherwise agreed, in accordance with article 57 of the
Employment Promotion Law (D. Leg. No. 728 - TUO of the LPCL). However, there is a
special early retirement regime, whose minimum age to access the retirement pension is 65
years old, both in the ONP and in the AFP, which will proceed as long as certain
requirements are met.

2. ShEAN A TR R

Qualifications for Foreign Employers

FERNE, ANE A R SR 57 a3, R e eI N O IR S S R A AE T
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In Peru, the hiring of local workers by a foreign company requires the constitution of some
kind of legal presence in the country. This is because, according to Peruvian labor and tax
regulations, every employer must comply with formal registration obligations (payroll),
social security contributions and taxation that can only be assumed through a legal entity
or branch registered in the national territory.

BIRF A EN
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Thus, in order to hire locally, a branch, subsidiary or affiliate must be incorporated in Peru,
registered with the National Superintendence of Public Registries (SUNARP), with tax

domicile and taxpayer’s identification number RUC (Registro Unico de Contribuyentes)
before SUNAT.

3. EipR

Classification of Employment

FERE, NI EEAMIE: (O HEMIL, W57ah#E 52 HEE S
R A GO EEEMHT, B =054 3O X, 57 s ikss & v sehba ] T fhr
(BB /EE) 2RIz eft.

In Peru, there are two forms of labor hiring of personnel: (i) direct hiring, in which an

immediate relationship is established between the worker and the employer; and (i)

indirect hiring, whereby a third party assumes the quality of employer while the services

are rendered in favor of the principal or user company.

HEM Ty (EEHREF) SAEY CEREREFRD o B TR
PR 57 shIRiE 5 AR SSAME

In the case of direct hiring, this may be for a fixed term (fixed-term contract) or indefinite
term (indefinite-term contract). In the case of indirect hiring , two different schemes can
be adopted: labor intermediation and outsourcing of services.

—J7 M, FESERER T, A FERE R AR AL B9 H 2 N IR .
FEZA T, R EXIRE N A TAE BB RIS PR, HUESRN AT ] T I i
16 I I G RS G RTTE

On the one hand, in intermediation or secondment, the intermediary company has
traditionally been constituted by employment agencies aimed at placing workers in certain
jobs. In this scheme, the user company has the power to direct the activity of the seconded
personnel. Furthermore, they may only be employed in temporary, specialized or
complementary activities.

i i, BRSNS A, B AR R I s AR AL h it Ak
FERETEOL R, AN BL B A R RS, JFRHH LSS EAU R e e A .
RN, AR & BRI e SRR B .
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On the other hand, the outsourcing of services is a form of business organization in which

the main company decides to shift certain activities to other companies. In such cases, the

outsourcing company provides services through its own workers while retaining full

autonomy in the exclusive use of its management power. Likewise, the outsourcing
company must have its own material, financial and technical resources.

R YR ) A AR 2 B S B SE R A5 Tz e, MOLE T AT R &
Mo RIPEATRESFBUN LR R MR, WidEEFEAE T3 &F. T17
BUZTH, 1 257 3 88 ey vl B K HEAT AR AT T RlvEETH, 57 3h# nlie
YRVE R Y T8 2 18] B B 57 80 9% 28 R 2R SO AR L AME <8

The use of both indirect hiring schemes is the subject of extensive doctrinal and
jurisprudential debate, so their use must be applied correctly. Along these lines, an
incorrect classification of the employment relationship may give rise to the distortion of
the relationship and, consequently, to the presumption of the existence of an indeterminate-
term employment contract. Even at the administrative level, SUNAFIL may impose fines
for very serious violations. Meanwhile, at the judicial level, workers may file lawsuits
requesting the recognition of the direct employment relationship and the payment of the
corresponding indemnity.

4. SN E THEZE

Foreign Workers

BIRF A EN

Cross-border Employment Compliahées

TERLE, SMESENE KRR 689 5 rikikd KA 014-92-TR S ikt
AERIA L R . NAEMETILZ AT (BANEA R Z T AR 503D, w e
FEAREEFEN O, BRI ABmST AR, BRG] #i S5 IR (G IR =
FEHATEEL)) , ARG TTAATEWNLRMAE (55 689 SALIKIELHE 5 %) « NAERAS
ERAHEIF ARG A N AT TAFIRE R & Je, 5 I a4 57 sl i 55 .

In Peru, the hiring of foreign workers is regulated by Legislative Decree No. 689 and its
regulations approved by Supreme Decree No. 014-92-TR. Companies registered in the
country, including subsidiaries and branches of foreign companies, may hire non-national
personnel as long as they enter into a written employment contract specifying category,
remuneration and duration -with a maximum of three years, extendable- and with the
approval of the Labor Administrative Authority (art. 5 D.L. 689). The rendering of services
may only begin after such approval and the obtaining of the qualifying migratory status.

WRIEILIEEE 4 5%, M8 SF HFIIRE . Ah4E G T ANBAS B Al o T e
20%, HTH AR EE AN TEHFGAZ 30%. RANEA LI EKEERE
%, B LCEIRE A& A Sk sehh, BUSTFRTRIEMAIRG G4, kAR, 5
MWERHE T ZZMENL . SEFEEZFERZ AR (B3R A, i
. VRFEIFEWIH A5 AN ERE ) o AIEEE Y, ahEaFEICE
155 3 S ik A 2R A R UL 5 AP

Article 4 of D.L. 689 establishes limits that must be complied with: foreigners must not

exceed 20% of the total payroll and their remunerations must not exceed 30% of the total
wages and salaries. However, there are exceptions for these limits for specialized

12
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professionals, among others. In addition, there are exceptions for the requirements to obtain

the permit such as permanent residents, foreigners with Peruvian spouse or children, and

nationals of countries with reciprocity agreements (Andean Community, Spain and or

MERCOSUR Economic Complementation Agreement). In these cases, the contracts are
registered in the virtual platforms of the MTPE (SIVICE).

BIRF A EN

Cross-border Employment Compliahé®

MR HE L, STEE AT NEAT TSNS R By, BRAELUIRIF . R 5525 IE AL
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Regarding immigration, the worker must apply for the corresponding immigration status,

either by applying for immigration status before entering the country or by changing

immigration status if he/she entered as a tourist or with a business visa. Among the most

common immigration statuses are resident worker (one year extendable), family of resident,
permanent resident and designated worker, which allows the movement of personnel sent

by foreign companies without joining the local payroll.

MRAEIEIRER 2 2628 2 AR EAR TSR RN, AhESTahE =0 S A ST 8 # [F 55 157 30
SRR 55 BARAETE T8 e e, MTFERAMES . W HEmR .
NIBEST RIS B R AR ST LA, ARSIt ORbsiA & .

Pursuant to article 2, paragraph 2 of the Constitution, which prohibits discrimination based
on nationality, foreign workers enjoy the same labor and social security rights and
obligations as nationals: minimum living wage, bonuses, CTS, vacations, EsSalud or EPS
and affiliation to the social security system (AFP or ONP).

s SR T, ATREHEE 57 A I B SR RATBETR S IRAL T, BN 2
KB K57 3h38 B IR 25 IR NS . B, AHSRIE A X AN ] TR Fr
TEISCH RIS, 738 5 A AL A1) DA DR 155 R 368 55 0 BT 57 3 S8 IRHE R 22 15T
Finally, irregular hiring may result in administrative fines from SUNAFIL and immigration
sanctions, such as cancellation of immigration status or even expulsion of the worker from
the country and prohibition to reenter Peruvian territory. Thus, the regulations combine
openness to foreign hiring with control mechanisms that seek to guarantee both equal
treatment and respect for the labor and migratory framework in force.

1. BBSEIEE

Recruitment and Employment Contracts

1. ERRAE

Background Examination

FEREE, SRR B S22 iR, Hos s AR . — i A
NEHE B2 BN, AE D ANBIRRSE) FrilE BB 4b .

In Peru, background checks of job applicants are subject to legal restrictions and must
respect fundamental rights. As a general rule, the processing of personal data requires the

13
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consent of the owner, except for exceptions established by Law No. 29733 on the
protection of personal data (LPDP).

BIRF A EN
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AR, SEVAZE 2 9F 50 2 AR IR T B L MR, PR REL R SRR EUE
] HAth SRR B B . X — SRR CEBRTT THLE 111 5 A40) seil, ZALZEE
IEARAT S~ VAL 2 I DO AR5 o BRI, ATAMTAZ A AR 53R A S MEATL )
Likewise, the Constitution prohibits any form of discrimination based on origin, race, sex,
religion, age, economic status or any other kind (art. 2, para. 2), which is reinforced by ILO
Convention No. 111, which proscribes any distinction that affects equal employment
opportunities. Therefore, no verification can become a discriminatory mechanism.

DLEARTS SONB], TEARTRICR T, 265 29607 Sk : JE BTSRRI ST 5 M B
FORRACIRIC KL, R EE A BRI . AAEH R A S E
YRR 5 TG, T ERIZE Y.

By way of example, as regards specific background, in the matter of criminal records, Law
No. 29607 provides that companies may not require the certificate in employment
competitions, a simple affidavit being sufficient. Such certificate may only be required if
the applicant is selected or with express authorization to consult the National Registry of
Convictions.

E, Wl E T EES, EREEN =TT ITRE, WA R SR

S5 WMURTIZ B R AR N 52 L BRI 295, AN PR T 15 b A 5 HL b 2 (1 Hc8i
PABES AN 70, A bR AE Rl il & .

Finally, whether the verification is carried out directly by the employer or through a third

party, the obligation to guarantee informed consent and confidentiality remains. Thus, any

verification process must be governed by the principle of proportionality, being limited to

the relevant and necessary data for the position, in order to avoid illegitimate intrusions

and ensure equal opportunities in access to employment.

2. FFRE
Contract Types

FEE R T B E IR G FHEZE N, A& 55 Bharid R A T3 E ARl i PR 75 K
MEFRES. ZXEBEH GishEr- R 555 EgG —a30K) M), HAEMT
DL S 25006 /e A i A T AT A R BRI

Within the framework of direct fixed-term contracts, Peruvian labor legislation recognizes
various modalities that respond to the temporary nature of certain business needs. These
modalities are regulated in the Sole Ordered Text of the Labor Productivity and
Competitiveness Law (TUO of the LPCL) and must comply, in all cases, with specific
requirements to guarantee their validity. These are as follows:

B KHIRR (375

Maximum term Regulation
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FEENEE T2
=dGi|
Contracts for 3 £E/years art. 57 LPCL
start-up or
increase of
I3 s 4[] activity
Temporary TR E A
contracts Contract for market 5 4 /years art. 58 LPCL
needs
M EH A [F
Contract for 2 4 fyears art. 59 LPCL
business
restructuring
A: ST AN = 7 AN
G BRAR | BERIT6AH | oo
Occasional contract | 6 months per year
. PIMRE A7 2 1118
Ht 4T s
HYEMHAF Substitution . art. 61 LPCL
The duration of
Contracts of an contract o
accidental nature such substitution
DL SUIRAS FrE
oAl aE EbS
Emergency contract | For the duration of
the emergency
FE TAESURS & . .
RIE LIRSS | 25 1 sy s
i Hik
Contracts for ) ) art. 63 LPCL
. Until completion of
specific work or )
service the work or service
FE TAESURS & N :
PO Bl 25 AR
() &R A A 5 St
Contracts for I . Co .
. ntermittent Repeated in time in art. 64 LPCL
specific work or . .
d contracts a discontinuous
service
manner.
T AR 5 B B S
== PaA = >
FIE AT M art. 67 to 71 LPCL
Seasonal contracts | Certain times of the
year

BeAh, MEWARNITE TG R, MNERARYISC 262 S FIEA, (HIH T i
PEARSS, BRHAF IR S AR B E B

In addition to this, the so-called unnamed contracts are recognized, which allow hiring
under modalities not expressly provided on the law, as long as they are for temporary
services or whose duration is appropriate to the nature of the work (art. 82 LPCL).
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It is important to point out that all fixed-term contracts in Peru must comply with three
essential conditions for their validity: they must be executed in writing, state a duly justified
objective cause and not exceed a maximum term of five years. Failure to comply with any
of these requirements leads to the denaturalization of the contract, which implies that the
employment relationship is presumed to have been entered into for an indefinite term, with
the legal consequences that this entails for the employer.

3. RAH

Probationary Period

Cross-border Emp Io\nkn( mell 1' |

RS, A 3 AN 5 TAFR ERNEGEN Y, R “EERT, Wl
MHIIER 6 AN H . X “EEAR” WArsEs 12 A H, HYZHmee. K,
“BAERT” RI55)E EECE B ZE RSN BB, se il a5 84, =
HE W% ESEE I A m R EIE A otk . 8N RIE0HADL
&M*Aﬁﬁﬁiﬁ@ FARERAGE . BT AR R £, B0 e IR AR P
HiehliRee . KIS 550 2 LU &8 45 514 .
In Peru, the probatlonary period is three months for all workers. This period can be
extended up to six months when the work requires a period of training or adaptation, or in
the case of workers of trust; and up to twelve months for management workers, always by
written agreement (Article 10 of the TUO of the LPCL). For this purpose, workers of trust
are those who work in personal and direct contact with the employer or with management
personnel, having access to confidential information. Likewise, those whose opinions or
reports are presented directly to management personnel, contributing to the formation of
corporate decisions. On the other hand, management employees are those who exercise the
general representation of the employer in relation to other employees or third parties, or
who replace him, or who share administration and control functions or on whose activity
and degree of responsibility depends the result of the business activity.

RN, JR W IR AR B 215788 R . Sl sl e A T
R B [E A m NFEFE AL, AMSFERIRE A, BRAEA AT R A& IR E
i3 . — B mi, L CEVEUS b AR E v, e R0t a e ZNIE I IE 2 P
During the probationary period, the employer may terminate the relationship without the
need to establish a fair cause for dismissal. If an employee who has already passed his
probationary period returns to the same company for the same position, he may not be on
probationary period again, unless more than three years have elapsed since the previous
termination (Article 16 of Supreme Decree. No. 001-96-TR). Once the probationary period
has elapsed, the employee acquires job stability, which obligates the employer to prove fair
cause for possible dismissal.
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V. TIEfRfE
Working Standards

1. F7

Remuneration

TERNE, BAHHIHAS M REA T (AMMETRAEF TR b0 H 4H
B MBS EERE A5 12 %8  RGFERAMEE. WHFERERS
InPEsR %,

In Peru, the typical structure of remuneration consists of the basic remuneration -which
cannot be less than the minimum living wage (RMV)- and other remunerative items, such
as family allowance and legal bonuses (July and December bonuses, compensation for time
of services, vacations and overtime).

H 2025 £, RMV 4 S/ 1,130.00, & T, ik Ebile. S
R AT A, BAURIET B T H B SRS, H AT PAIE SO A A

The minimum vital remuneration in force as from 2025 amounts to S/ 1,130.00, according
to Supreme Decree No. 006-2024-TR, and is applicable for the whole Peruvian territory.
In this regard, our legislation provides that the employer may pay the remuneration in cash,
in kind or in a mixed manner, provided that it is freely available. Currently, the predominant
way is in cash.

FESCABR b, MBS —omi], AL R H B0 SO BESORLER T =
P ORI L < Rl A R ROV SAS, AT AR gk .

Regarding the frequency of payment, the law does not impose a uniform regime, allowing
it to be weekly, biweekly or monthly. Regarding payment mechanisms, Peruvian law
establishes that payment must be made through companies in the financial system, either
in local or foreign currency.

G E L BRI S S R B R IR, (LA S ML M A A
Thus, Peruvian regulation offers a flexible framework with respect to the form and
frequency of payment of remuneration, but requires that it always complies with the legal
minimums.

2. RN SRR
Statutory Benefits and Social Security

EME, HREAESRE: B ALETRE EsSaludsi ¥t (9%) , APEHAPRZE
25% 3 BL EA N EIT WK (5526790535 o FEhE A E K IEZ SN (13%)
5RNFREZENM (Z910%5MNEE R S5RK %) 2 m ik —20R, g FE AR
BLSEN CCRMAFREZ SR RIE TUOY D o NI XU sh 3 75 IR #h 78 45 X
SRR (SCTR)  (3526790572)
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In Peru, social security benefits include the employer's contribution to social security

(EsSalud) (9%), with the possibility of allocating up to 25% to an private social security

entity (EPS) (Law No. 26790), as well as the employee's obligation to join the national

pension fund entity (ONP) (13%) or an private pension fund entity (AFP) (approx. 10%

plus commission and insurance premium), with the employer being the withholding agent

(TUO Ley del Sistema Privado de Pensiones). For high-risk activities, a Complementary
Risk Work Insurance (SCTR) is also required (Law No. 26790).

BIRF A EN
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FFEHREAN S, FEQE. KEREN (RMV 10%, #251295%%) . 7TH 512
LR e (27735595 « MRSFERAMEE (B6505 KAL) « BFE30H 4
R (7135 3S03EEAH1056) « IMPERR AR (e ik 4 35 007-2002-TR 5 259
) o Ak, D3 T HE 20 A Al 2B AT b AR AR R TR 2 S 5%—10%45 D1 T
(82T ILIEIER) -

In terms of remuneration, the main legal benefits are the family allowance (10% of the
RMV, Law No. 25129), the July and December bonuses (Law No. 27735), the
Compensation for Time of Services (CTS) (Legislative Decree. No. 650), the annual
vacation of 30 days (art. 10 Legislative Decree. No. 713), and the payment of overtime
with surcharge (art. 9 Supreme Decree. No. 007-2002-TR). Likewise, companies with
more than 20 employees must distribute profits between 5% and 10% of the annual net
income depending on the sector (Legislative Decree No. §92).

e, FRAKASE BREAE 55 s d P e . (EA e B R, bk
BUHATEATLS, IRAERNTHR R G FIRE RS BRAME & 1 2.

Finally, it should be noted that our legislation does not recognize as a mandatory legal
allowance mobility, food or housing expenses. However, if the employer decides to grant
them, they will not be computable as remuneration for the calculation of other benefits,
such as bonuses, vacations and CTS.

3. Thf
Working Hours

FAE 815582526 5 miA A 55007-2002-TR 5 55 1 552 . 5 H Ft 22 8/ Bl ]
ZAR/NIN o BRI IE TR AN, R VR AN T SRV B IR A AT B R R I AR Y/
ST, BRI TR (22:00—06:00) , HHBIAEME TRMY + 35% (74
8D .

In Peru, the working day is regulated by Article 25 of the Constitution and Article 1 of
Supreme Decree No. 007-2002-TR, which set a maximum of 8 hours per day or 48 hours
per week. In addition to the ordinary workday, the law allows atypical or cumulative
workdays, as long as the average does not exceed the constitutional ceilings, and the night

workday (10:00 p.m. to 6:00 a.m.), whose salary cannot be less than the RMV plus an
additional 35% (article 8 of Supreme Decree No. 007-2002-TR).

T RS T AR BOR] (FERHE265%) , J7EhE AR L) e B E IR
AAE R I TR AT AR AN R 20
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The limitation of working hours is an inalienable right (art. 26 of the Constitution),

therefore the worker cannot validly agree to exceed the legal maximums. A different
distribution is only applicable in the case of atypical workdays.
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IR M B T 2R, SOATARAED S BTPI/NIRE N ER25%, HJ535% ([
L% o FELMU MATHEEAMAATE. U F A GAE MY EHA
R BRI A SZ BRI B (4255 .

As for overtime, it is generated when exceeding the legal or conventional workday and is
paid with a surcharge of 25% for the first two hours and 35% for the following hours (art.
9 Supreme Decree. No. 007-2002-TR) and may be compensated with equivalent rest upon
prior agreement. Excluded from this right are management workers, workers in positions

of trust and those not subject to immediate supervision (art. 5 Supreme Decree No. 007-
2002-TR).

4. KB EHRR

Rest and Leave

BT A R IR, B 24 ANIE, SR . AT e HEE S
H, EAHRERRE B 713 SI0RESE 156 « JIFEFEMRMER: B —Fk
SR 30 HArdr R (FREZR 10 %) o

In Peru, legislation recognizes mandatory weekly rest, equivalent to 24 continuous hours
during the week, which generally coincides with Sunday, although it may be granted on
another day as long as effective rest is guaranteed (art. 1 of Legislative Decree No. 713).
Likewise, the annual rest, known as "vacations", is recognized, by means of which 30 paid
days are granted per full year of services (art. 10 of Legislative Decree No. 713).

TR A

with respect to the established leaves we have:

« PR FEHT 49 H + 7R 49 H
For maternity: 49 days of prenatal rest and 49 days of postnatal rest;

« FEE: 10 H
For paternity: 10 days;

o R T IRRH A B R SR B 2R R
To take care of relatives or persons under Alzheimer’s care;

o SRR Ik E R 1 BIR (BRI S 1N AR A
For the treatment of tuberculosis: right to enter one hour later to their work center
or one hour later;

o HIMERRSFAIEE A AT 20 H B R ESIAT, BE 21 Hk i E SR EAN
For temporary incapacity for work: first 20 days at the employer’s expense and
from the 21st day onwards the employee will be entitled to a subsidy at the State's
expense;

- SRR A &2 2ATEH;

For annual oncological exams: up to two working days;
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For gender violence, among others.

V. B 2 BR S %5 5 fR3

Occupational Health and Special Protection

1. RS =E
Occupational Health and Security

& DL — B0 SR AL RIRE TES T 22 e 5AE R, 0 858297835 (I
g HIERE) MG R IR H005-2012-TR SHEAE 4 .

In the Peruvian legal system, there are general and special rules that provide for the
adoption of safety and health measures in the workplace, the main one being Law 29783,
Occupational Safety and Health Law (LSST) and its Regulation approved by Supreme
Decree No. 005-2012-TR.

MIXA TS, e T8 32 S RA M s P RS 2 A Ay Fk 5 i
B Bk, EEZRDNESTRERESE: (D @IFESmm il (T
W SEl AR BV k. BRI, AR ES o GD RIEL R
LGP R @SN S 2 AR R, Gii) 44 513 At BT HR Y (g B
SR EMERRA, FFEEDIFRMREI, IRk ag e N5 sh & A
Gv) ELEHLS 5 M MK, Boribz e 5ERE LS GER TR
NEADF20 NI AT 3 BRAEARIEFHZ NBU TR, 6f N S 3T BI85 HR)
fE s 2B R GEM TR AN T20 NI AT S5 HAb X 55 .
In that sense, the main obligations of the employer basically cover two aspects of Health
and Safety: prevention and supervision. Thus, some of the minimum requirements with
which it must comply are: (i) implement mandatory records (work accidents, dangerous
incidents, occupational diseases, medical examinations, monitoring of physical agents,
internal inspections, etc.), (i1) implement an Occupational Health and Safety Management
System based on the company's economic activity, (iii) provide a copy of the internal health
and safety regulations to all workers, conduct no less than four training sessions per year,
and attach safety recommendations to the employment contract, (v) prepare a risk map with
the participation of the union organization, establish an Occupational Safety and Health
Committee (for companies with 20 or more workers) or, failing that, train and appoint a
safety and health supervisor (for companies with less than 20 workers), among other
obligations.

FIFE, i T2 ZIAE S AR O 12N T T DR B i 3 1) e A SR . L SC55 B4
PR IF B PO RS s AR T AR PG SRt re o HoE M N dess; JTie
PObfgReiats (EAREME—K, FFEEHFR TR RLIERNHTHRE) |
R EZRSWAERZSE, RS R DT R JE 6 50 e
VE A5 155 3 5 sk e 2E i
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Likewise, the employer must guarantee the safety and health of the workers in all aspects
related to the work. Among its obligations are the following: identify and prevent
occupational risks, update risk assessments annually, provide adequate personal protective
equipment, perform occupational medical examinations (at least every two years and upon
termination if applicable), guarantee the effective participation of the joint committee and
inform the Ministry of Labor and Employment Promotion (MTPE) of fatal accidents,
dangerous incidents and any event that affects the physical or psychological integrity of
the workers.
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JiE R ZAIRIR A MR X5, Biltn: (D) s SRR, MES
Fors G EPEHERIREE T, ERE TIE T B S AR A NG54 4
(i) AMFRESEH ARG RN A (v) BEIFS 5 ThHEsmRaE L,
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Workers also have duties in this matter, such as: (i) to comply with the rules, regulations
and instructions of the safety and health programs, (ii) to properly use work instruments
and materials as long as they are authorized, as well as personal protection equipment, (iii)
not to operate or manipulate equipment for which they have not been authorized, (iv) to
cooperate and participate in the process of investigation of work accidents, (v) to submit to
the medical examinations they are required to undergo, among others.

U ABRM S, (k24 5@ REE) SFTEAN AR I8 52 T4 F i IR
MR 51, A BHE R R E S B AR SRS Z A Ry DR, DAt SR BN 57
NI . TR, i 5L ATEAS 50 FL T I B A SE G/ 2RI B LR, B R A X
B BARRY AL, ER AR RSN 1Ak, P e AR & R 2R R an T,
A A A K R A e 22 4 IR 4

Regarding their rights, the LSST recognizes, among others, that every worker who suffers
a work accident or occupational disease has the right to receive the necessary health
benefits until his recovery and rehabilitation, seeking his reinsertion in the labor market.
Likewise, they may be transferred to a less risky position without affecting their
remuneration or category, except in cases of permanent disability. In addition, all workers,
regardless of their type of contract, enjoy the same level of health and safety protection.

&, BRETHFERESGECCEMN, FENRANEZ G sREL)R, 557555
SO AR AL BE . 3 AR T RE R SR A AR AE A, (HAE SE R A AL Fr
WREHT . RT 2, HBOR TR FAARA: (D @ B2 m A3k
f3EsSaludi2 L Gr 45 AT S BRI A, JFAERE PG DL N 3R A5 s XU AR Kb 7e RS
1) PR B ——Z AR X v AR & B oA sb . G BbAh, WA e g EARETTE, e
TR RER DT SR E G2 <, S BURIE P 24 . 2RI, BT LRI R %
LM T AR AR bR, PRI AEAR KA BB 97 3 LR H

Finally, when occupational accidents or deaths occur, the competent authority is SUNAFIL
(Superintendencia Nacional de Fiscalizacion Laboral), in coordination with the MTPE. The
investigation may be extended depending on the complexity of the case, although in
practice the procedures usually take several months. Likewise, with respect to the
economic compensation, this will depend on the type of contingency: (i) the worker or his
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beneficiaries have access to the economic and health benefits of EsSalud and, if applicable,

to a policy of Complementary Insurance for Risky Work (SCTR), mandatory for risky

activities; (i1) additionally, if the employer is found liable, he may be ordered to pay an

indemnity for damages, the amount of which is calculated according to the damage suffered.

However, our legislation does not provide objective criteria for the calculation of such
indemnity, for which reason it is left to the discretion of the labor authority.

2. R R R

Special Protection
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In Peru, the legislation contemplates various special protections and affirmative measures
in favor of groups considered vulnerable in the labor sphere, especially in the case of
persons with disabilities and pregnant workers.

—Jii,  (FE29973 5k WhkbE N LBOE 1 amRmIE M THRCA . ARE ], &
RNBGEE T AN AR A D 2 3% 5B N Ll 55— 77w, Htiks e
RME, EEE LR EE T EEHR (/AT B CEERZE256 56250
AN TPEON98 R (BB26644 S5VEE) o AR IEDR PR BRI FL T MR s JFEIRAE
WA Z 20 EFR VR TR I s M P % (5529896514

On the one hand, Law No. 29973 establishes a mandatory hiring quota for people with
disabilities, which amounts to 3% in the private sector for companies with more than fifty
workers. On the other hand, with respect to pregnant workers, the law prohibits any form
of discrimination based on sex or maternity (article 2, paragraph 2 of the Constitution). The
right to maternity leave of 98 days (Law No. 26644), protection against dismissal due to
pregnancy or breastfeeding, and the implementation of institutional lactation centers in
workplaces with more than twenty women of childbearing age (Law No. 29896) are
recognized.

VI. A ER SRR

Personal Information and Privacy

1. — &I sE

General Rules

MG LAERE 29733 5 (D ABARE RS IR) KIS IL4 5 003-2013-JUS Stk R 41
W ER A 53 A NHd
In Peru, the protection of employees' personal data is regulated by Law No. 29733, Personal

Data Protection Law (LPDP) and its Regulation approved by Supreme Decree No. 003-
2013-JUS.
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As a general rule, the processing of personal data requires the consent of the owner.
Exceptionally, this will not be required when the processing is necessary for the selection
process (for example, names and surnames), the execution of the employment relationship,
its termination, among other exceptional cases provided for in article 14 of the LPDP. In
any case, the employer is obliged to inform the employee about the way in which his data
will be processed (art. 18 LPDP), limiting its use to the purposes communicated and
ensuring proportionality and confidentiality criteria. In addition, each employer must
register its personal data bank with the National Authority for the Protection of Personal
Data.
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LA IR EE KA ITIE. BOH S SOFSERUH] (LPDP 2 21—25%%)
JREMHIE S ENZ X5

Additionally, workers have certain rights that the employer must respect and facilitate:
access, rectification, cancellation and opposition, provided for in articles 21 to 25 of the
LPDP.

2. EEE L

Transnational Transfer

W 5 5L AL BEAR R B S KR s AEBE B B 5T, KR8 LPDP 55 11 %62
“CERKE” R, AT FAIEE SRR AU OR R bR S R R AR, Bl
F/IRF] T EBREAT AR E
The requirements are the same as for the processing of personal data of an employee in
Peru, with the precision that, in matters of international transfer of data, article 11 of the
LPDP enshrines the principle of adequate level of protection, by which any transborder
flow must guarantee standards of protection equivalent to those provided by Peruvian law
or, at least, to international standards on the matter.

VI RS REHR

Anti-Discrimination and Anti-Harassment

1. — e

General Rules
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In Peru, as we have previously explained, the prohibition of discrimination is based on
Article 2, paragraph 2 of the Constitution, which guarantees equality before the law and
prohibits any distinction based on origin, race, sex, language, religion, opinion, economic
status or any other kind. This mandate is developed through specific rules, such as Law No.
27942, Law on Prevention and Punishment of Sexual Harassment, which establishes
procedures for investigation and punishment in cases of workplace harassment, and Law
No. 30709 together with its regulations approved by D.S. No. 002-2018-TR, which regulate
equal pay for men and women. Likewise, international conventions such as ILO
Convention No. 111 extend the scope of protection against any form of discrimination in
employment and occupation.
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Within this framework, employers have multiple obligations. These include respecting
equal treatment in the selection and hiring processes, avoiding any unjustified
differentiation in employment, and establishing remuneration policies free of
discriminatory bias. In addition, by virtue of Law No. 30709, they are obliged to design
and implement objective salary policies, establish clear criteria for the allocation of
remuneration and benefits, and adopt measures aimed at eliminating the salary gap between
men and women. Regarding sexual harassment, Law No. 27942 requires having a Sexual
Harassment Intervention Committee or a designated person in charge, guaranteeing
confidential and effective investigation processes, and providing periodic training to
personnel on prevention and sanctioning of harassment.
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However, the practical implementation of these obligations poses significant challenges
for employers. One of the most complex is the identification of situations of indirect
discrimination, in which apparently neutral policies have a disproportionate impact on
certain groups of workers. Another challenge is closing the structural wage gap, which
stems from historical and cultural biases that are difficult to correct in the short term.
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Similarly, in the area of sexual harassment, some of the main obstacles are the victims' fear
of reporting, the existence of permissive organizational cultures and the additional
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difficulties when the aggressor occupies a higher hierarchical position, among others.
Finally, the implementation of diversity and inclusion policies often faces cultural
resistance, especially in relation to LGTBIQ+ workers, older adults or people with
disabilities.

2. RYRFE

Protective Characteristics

Cross-border Employment Compliahées
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In Peru, Article 2, paragraph 2 of the Political Constitution guarantees the right to equality
and prohibits discrimination based on origin, race, sex, language, religion, opinion,
economic condition or any other kind. This framework is complemented by regulations
such as Law No. 26772, which prohibits discrimination in job offers, and Law No. 28983,
on equal opportunities between women and men. In particular, Peruvian legislation has
also incorporated protection against sexual harassment in the workplace as a specific form
of discrimination. Law No. 27942, Law for the Prevention and Punishment of Sexual
Harassment, obliges employers to implement prevention, reporting and sanction
mechanisms, guaranteeing a work environment free of harassment and discrimination
based on sex or gender.

VI NEREBUR

Internal Policies

Lg%
Applicability
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In Peru, the management of labor relations through internal policies is a common practice
and, in some cases, mandatory. Among the main internal policies that an employer must
have are the Internal Work Regulations (RIT), which are required in companies with 20 or
more employees, and the equal pay policy, as provided for in the Law on Equal
Opportunities for Women and Men. The regulations also require the implementation of a
policy for the prevention and punishment of sexual harassment in the workplace (Law No.
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27942), which must include reporting procedures and provisions applicable in all
organizations.
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These policies are of a general nature and are applicable to all categories of workers,
including trust and management personnel, without distinction.

2. B
Validity
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In Peru, the validity of a company's internal policies does not require the approval of the
workers; however, it is mandatory that they be made known to all personnel at the time of
their incorporation to the organization. In the case of the Internal Labor Regulations, the
employer must deliver a copy to each worker and submit a request for registration before
the Ministry of Labor, attaching three copies of the same.
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On the other hand, the regulation recognizes that the employer may introduce unilateral
modifications to the working conditions, both essential and non-essential, as long as these
are framed within a reasonable criteria and respond to the needs of the business. The
exception is the working day and working hours, for which a prior internal company
procedure is required. In any case, such modifications must respect the dignity and
fundamental rights of the workers.
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Finally, in the case of branches of foreign companies operating in the national territory, the
internal policies intended to be applied must be adapted to Peruvian labor regulations, so
that their implementation is valid and compatible with the domestic legal system.

3. 4k
Whistleblowing
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In Peru, there is no specific labor law that regulates the mandatory implementation of
internal whistleblowing channels for corporate compliance. Therefore, it is up to each
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company to establish, on a voluntary basis, its own internal mechanisms for reporting
irregularities, in accordance with its integrity and good corporate governance policies.
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In practice, larger companies or those linked to foreign investment usually adopt these
channels as part of their criminal and anti-corruption compliance programs, aligned with
Law No. 30424 on administrative liability of legal persons. However, outside this
framework of criminal prevention, there is no general legal obligation in the private labor
field, leaving the decision to the self-regulation of each employer.

IX. 325

Transactions

1. BHExXA

Employment Relationship
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In Peru, corporate operations such as mergers, acquisitions or sales of shares do not
extinguish labor relations, so employment contracts remain in force and the new employer
assumes the existing obligations. In the case of a simple sale of shares, there is no alteration
in the labor relationship, since the employer remains the same.
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In the case of a transfer of assets or economic unit, there are two alternatives: (i) that the

employee terminates and receives the liquidation of his benefits and then enters into a new

contract, or (ii) that a tripartite personnel transfer agreement is formalized between the

transferor employer, the transferee employer and the employee, whereby the continuity of

the relationship is maintained and the seniority and working conditions are respected.

2. #ME

Compensation
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In Peru, mergers, acquisitions or transfers of shares or assets do not legally generate the

right of employees to receive special compensation. In these cases, the labor relationship

remains in force and the new employer assumes the existing obligations. Only if as a result

of the corporate reorganization some employees are dismissed -for example, due to

duplication of functions or reduction of personnel- the payment of their social benefits will
correspond and, if there is no just cause, the indemnity for arbitrary dismissal.
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In the case of the sale of shares, since the legal entity of the employer is not modified, the
labor relationship is not affected and there is no obligation to compensate the employees.
Likewise, in a transfer of assets or of an economic unit, if the employee continues working
for the new employer through a tripartite agreement, no compensation is payable; only in
the event of definitive termination will the right to liquidation and severance arise, as
appropriate.
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In practice, however, it is common for companies, within the framework of large-scale
reorganization processes, to offer voluntary retirement plans or compensation packages as
an additional economic incentive to facilitate the dismissal of excess personnel. Such
measures constitute acts of liberality on the part of the employer and not a legal obligation.

X BRXRLLE

Termination of Employment

1. &1E#H

Termination Grounds
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In the Peruvian system, a worker who has passed the legal probationary period and, on

average, works more than four hours a day, may only be dismissed for just cause as
provided by law (art. 22 LPCL).
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According to the regulations, there are causes linked to the worker’s capacity (art. 23 of
the LPCL). Among them are: (i) supervening unfitness, provided that the employer has
made reasonable accommodations, the disability prevents the development of tasks despite
such accommodations, there is no vacant position to which to transfer the worker and the
detriment of his or her faculties is certified by EsSalud, the Ministry of Health or the
Medical Board of the Peruvian Medical Association; (ii) poor performance, which must be
evaluated in relation to the average of workers performing the same work under similar
conditions, provided that these are objectively measurable; and (iii) unjustified refusal to
submit to occupational medical examinations, which includes disobedience to prophylactic
or curative measures prescribed to prevent illnesses or accidents.
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On the other hand, the causes related to the employee’s conduct (Art. 24 LPCL) include:
(1) the commission of serious misconduct, violations of duties of conduct whose
seriousness may justify dismissal, it should be remembered that this measure is the last
resort; (ii) the existence of a criminal conviction for an intentional crime, which only takes
effect when the sentence has become final and is known by the employer, unless the
employer was aware of the fact before the hiring; and (iii) the disqualification of the
employee, derived from a judicial or administrative sanction that makes it impossible to
perform the work for which he/she was hired.
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It should be noted that serious misconduct, as defined in Art. 25 of the LPCL, are the
following: (a) failure to comply with work obligations involving the breach of good labor
faith, repeated resistance to orders related to work, repeated untimely stoppage of work and
failure to comply with the Internal Work Regulations or the Safety and Industrial Hygiene
Regulations; (b) the deliberate and repeated decrease in work performance or in the volume
or quality of production; (c) the consummated or frustrated appropriation of the employer’s
goods or services or those in its custody, as well as the improper retention or use thereof,
for its own benefit or that of third parties, regardless of their value; (d) the use or delivery
to third parties of information reserved to the employer; the unauthorized theft or use of
company documents; false information to the employer with the intention of causing harm
or obtaining an advantage; and unfair competition; (e) repeated attendance in a state of
drunkenness or under the influence of drugs or narcotic substances, and even if not repeated,
when by the nature of the function or work it is exceptionally serious; (f) acts of violence,
serious indiscipline, insult and verbal or written misconduct against the employer, its
representatives, hierarchical personnel or other workers, whether committed inside or
outside the work center when the facts derive directly from the labor relationship; (g)
intentional damage to buildings, installations, works, machinery, instruments,
documentation, raw materials and other goods owned or possessed by the company; (h)
abandonment of work for more than three consecutive days, unjustified absences for more
than five days in a period of thirty calendar days or more than fifteen days in a period of
one hundred and eighty calendar days, whether or not disciplinary sanctions have been
applied in each case, repeated unpunctuality, if it has been accused by the employer,
provided that previous disciplinary sanctions of written warnings and suspensions have
been applied; and (i) sexual harassment committed by the employer’s representatives or
whoever exercises authority over the employee, as well as that committed by an employee
regardless of the location of the victim of the harassment in the hierarchical structure of
the work center.
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In this sense, Peruvian law requires that any termination of the employment relationship
by unilateral decision of the employer be duly supported by a legal and proven cause, thus
respecting the guarantee of employment stability recognized to the worker.

2. & IEFEF

Termination Procedure
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In the Peruvian system, the procedure for termination of the employment relationship
requires that, prior to dismissal, the notice periods provided by law must be respected. Thus,
in cases of dismissal for misconduct, the employer must grant in writing a reasonable
period of not less than six calendar days for the employee to exercise his or her right of
defense (art. 31 LPCL). In cases of dismissal based on ability, the employer must grant a
reasonable term of no less than thirty calendar days for the employee to demonstrate his
ability or correct the deficiency. These deadlines cannot be omitted or replaced by
compensation, as this would be contrary to the law.
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Exceptionally, dismissal may be executed immediately and without notice in cases of
flagrant gross misconduct, understood as evident and proven conduct that does not admit
of justification and whose seriousness makes the permanence of the employment
relationship unviable. Even so, in practice and in accordance with case law, it is
recommended that the misconduct be duly proven through the written procedure and
allowing the employee the right of response.
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It should be noted that in the case of individual dismissal, neither the authorization of an
administrative authority nor the consent of third parties is required. Likewise, the Peruvian
legal system recognizes a particular figure: the withdrawal of trust, applicable to trust and
management personnel, duly qualified in accordance with Article 43 of the LPCL. In these
cases, the written communication of the loss of trust is sufficient, without the need to
invoke a just cause or follow the ordinary disciplinary procedure. For its validity, in the
case of workers of trust, it is indispensable that the position held complies with the legal
criteria, such as (i) direct contact with the employer or management personnel, (ii) access
to confidential information and (iii) participation or advice in relevant decision making.
Likewise, in the case of management employees, it must be proven that the employee (i)
exercises the general representation of the employer before other employees or third parties,
or that he/she substitutes him/her, or that he/she shares management and control functions
with them; and/or that (ii) the result of the business activity depends on the activity and
degree of responsibility of the employee.

3. &b RIPEH
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Termination Protection
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Under Peruvian law, certain groups of workers have special protection against termination
of employment. In the first place, pregnant and breastfeeding workers are covered by a
reinforced guarantee, since the legislation establishes the nullity of the dismissal or the
non-renewal of the contract due to pregnancy, birth and its consequences or breastfeeding,

provided that they occur at any time during the gestation period or within ninety (90) days
after childbirth (art. 29 LPCL).
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Secondly, union leaders and representatives enjoy the so-called union privilege, which
prevents their dismissal or substantial modification of working conditions without a duly
proven just cause. This protection extends, among others, to members of the board of
directors of unions, federations and confederations; to delegates of union sections; to
candidates for leadership; to members of negotiating committees and to workers involved
in union registration processes (arts. 30 and 31 LRCT).
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Finally, protection against dismissal for discriminatory reasons is also recognized, which
includes, among others, disability, political affiliation, religion or any other circumstance
prohibited by the Constitution and the law.

4. BE 5MEE

Severance and Compensation

FERME, F7ENLEX D AT SR EAME, BUR T RO A € I IR Bl 2 IR . %)
AESAMR AR, AR A 2 TR0 — B AR S5 WIS — A H RO, e AN
T A AR A R, Wi T2 5=tz 3T E
455 (LPCL % 38 %) &

In Peru, labor legislation distinguishes between two types of compensation for arbitrary
dismissal, depending on whether the contract is for an indefinite term or a fixed-term
contract. In the case of indeterminate term contracts, the indemnity is equivalent to one and
a half monthly remuneration for each full year of service, with a maximum limit of twelve

remunerations, liquidated in twelfths and thirtieths in case of fraction of a year (article 38
LPCL).
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In the case of fixed-term contracts, the indemnity is calculated on the basis of one and a
half remuneration for each month pending until the expiration date of the contract, also
with a maximum limit of twelve remunerations (art. 76 LPCL).
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In both cases, the compensation has a compensatory and tariffed nature, which implies that
it replaces any other indemnity claim derived from the unjustified termination.

5. B 4R

Wrongful Termination
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The legislation has typified two types of dismissals that are regulated in our legal system:
(1) null dismissal and (ii) arbitrary dismissal. Null dismissal is regulated in a closed list,
which can be grouped in the following reasons: (i) anti-union; (ii) retaliation to the filing
of'a complaint or administrative proceeding against the employer; (iii) discrimination based
on prohibited grounds; and (iv) pregnancy, childbirth and its consequences or breastfeeding
(art. 29 LPCL). Likewise, arbitrary dismissal is also regulated, which is carried out without
a cause having been expressed, the dismissal procedure is not complied with or the just
cause cannot be demonstrated in court.

HiE, @HBIRK XL AEME: (O BIESHEE@AES GD RIEEMRE. bl
BB, R EBZ a3 WA S H UK oy T B e, B
NS TR, BB RAFEL, BRI & IR 3hR &

Subsequently, two types of dismissals were developed through case law: (i) unjustified
dismissal and (ii) fraudulent dismissal. In the case of unfair dismissal, it has been
determined that it occurs when there is a dismissal without a cause, as its name implies. In
the case of fraudulent dismissal, this occurs when the dismissal is made with a perverse
intention and under the auspices of deceit, when facts that are notoriously non-existent,
false or imaginary are imputed, or when the relationship is terminated with willful defects.
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Under these types of dismissal, workers are protected through restitutionary or
compensatory protection mechanisms recognized by national legislation and jurisprudence.
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These remedies seek to guarantee respect for the principle of labor stability and the
prohibition of unjustified dismissal.
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Along these lines, the consequences of unjustified dismissal vary depending on the
classification given to the dismissal, thus the consequences for each type of dismissal are
as follows:

TCRSR e ToIE M HF e BRVEME R R R e
Null and Void Unjustified Fraudulent Arbitrary dismissal
Dismissal dismissal dismissal
BWIH AT R | BRaUEEe (= | EREUESEE (= Tt 2 4
iE F—) ) Indemnification
Reinstatement and Reinstatement or Reinstatement or
payment of accrued indemnity indemnity
compensation
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Regarding dismissal due to withdrawal of trust, the jurisprudence of the Supreme Court
has established a distinction. If the employee was hired from the beginning in a position of
trust or management ("exclusive" worker of trust), the employer may proceed to terminate
his employment without the need for reinstatement or indemnification. On the other hand,
if the employee started in an ordinary position and was subsequently promoted to a position
of trust ("mixed" trust employee), he/she retains the right to return to his/her original
position. If the employer prevents such return, he is entitled to the payment of
compensation for arbitrary dismissal.

o, WU CAISREN S, 206 WA E T BEMUA RGN XT 57 3h 3 oA A B bRiE. X
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Finally, as regards judicial practice, experience shows that judges might be inclined to
adopt criteria more favorable to workers, by virtue of the protective principle that inspires
Peruvian labor law and the constitutional interpretation that privileges the effective
protection of fundamental rights in labor relations.

6. RIBE: A

Mass termination and Layoffs
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In Peru, the legislation contemplates specific cases of collective termination of
employment contracts, regulated in Article 46 of the LPCL. These do not generate in the
workers the right to receive any indemnity, since they respond to objective causes. Such
cases are: (i) an act of God or force majeure that entails the disappearance of the work
center; (i1) the restructuring of the company's assets; (ii1) the dissolution, liquidation or
bankruptcy of the company; and (iv) economic, technological, structural or similar reasons.
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In the first three cases, collective extinction is usually accepted provided that the
disappearance of the work center is verified or the conditions set forth in the General
Companies Law and in the Insolvency System Law are complied with. However, in
practice, the cause linked to economic or structural reasons presents greater difficulties,
since the labor administrative authority tends to systematically reject this type of request.
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It should be noted that collective dismissals require the prior approval of the administrative
labor authority, which evaluates the concurrence of the alleged objective reasons and, in
addition, that the measure affects at least 10% of the total payroll.
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Finally, workers dismissed due to force majeure, acts of God or economic, technological
or structural reasons retain the right of preference for their reinstatement in case the
employer, within one year after the dismissal, decides to hire new personnel directly or
through third parties to occupy the same or similar positions (art. 52 LPCL).

XI. fr% . ZTAPREIFIZE LB

Confidentiality, Non-Compete, and Non-Solicitation

1. R
Confidentiality
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In Peru, it is not mandatory to sign confidentiality agreements, although they are one of the
most common covenants in employment contracts. The duty of confidentiality is not
expressly regulated in our legal system, but it is derived from the duties of good faith in
the workplace.
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Thus, even without an express agreement, the employee assumes the obligation to keep
confidentiality. However, in practice it is advisable for this duty to be formalized by means
of specific agreements addressed to those workers who, by the nature of their duties, handle
sensitive information. There is no specific group of workers to which the application of
these agreements is limited; however, the duty of confidentiality must be proportional to
the hierarchy of the worker: the higher the level or specialization, the greater the duty of
confidentiality.

2. TV RFIAEE I8

Non-Compete and Non-Solicitation
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In Peru, non-competition covenants are not expressly regulated, which is why they must
necessarily be formalized by express agreement, as is the case with confidentiality
agreements. This type of clauses are more common in relation to specialized workers who
have access to reserved information or particular production techniques, since their purpose
is to prevent a competitor from obtaining undue advantages from the know-how
transmitted by the company; however, it is not restricted only to them.
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The scope of application must always be reasonable and proportional to the nature of the
position and the level of access to strategic information. Likewise, in the event of breach,
the parties may agree on compensation for damages, bearing in mind that the legal system
proscribes the imposition of direct pecuniary sanctions on the employee.
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Consequently, there is no general rule on the application of these covenants, being
indispensable that in each case their proportionality and reasonableness be evaluated,
depending on the nature of the functions performed and the degree of sensitive information
to which the employee had access.

XiI. AIRTREIS

Work Representation and Trade Unions
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In Peru, labor legislation contemplates the obligation to constitute certain labor
representation bodies in the workplace, through which workers participate in an
institutional manner in the management of issues relevant to their welfare. First, Law No.
29783, Occupational Safety and Health Law, and its regulation approved by D.S. No. 005-
2012-TR, establish that companies with twenty or more workers must form an
Occupational Safety and Health Committee (OSH), while those with less than twenty
workers must appoint an OSH supervisor. This committee is made up of representatives of
employers and workers, who are elected through a democratic procedure in which neither
management nor trust personnel participate.
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Secondly, Law No. 27942, Law for the Prevention and Punishment of Sexual Harassment,
and its regulation approved by D.S. No. 014-2019-MIMP, provide for the creation of a
Sexual Harassment Intervention Committee, made up of representatives of the employer
and workers, in charge of receiving, processing and resolving internal complaints related
to this type of conduct. It should be noted that the election of workers' representatives to
this committee may be carried out in conjunction with the election of the members of the
OSH Committee, in order to simplify the appointment procedure.
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In general, the essential function of workers' representatives is to actively participate in
these committees and to comply with the responsibilities assigned to them by the
regulations, in matters such as occupational safety and health, or in the investigation and
punishment of sexual harassment. The legislation requires their participation as a guarantee
of balance in the composition of the collegiate bodies, ensuring that the interests of the
workers are duly considered in the decisions adopted.
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Finally, it is important to note that, together with these mandatory committees, unions

constitute another form of collective representation recognized by Peruvian labor

legislation. Their existence depends on the will of the workers, but, once constituted, they

have collective bargaining and labor rights defense powers, thus complementing the
institutional mechanisms of participation provided by law.
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Trade Unions
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In Peru, legislation recognizes various forms of union organization, as provided for in
Article 5 of Supreme Decree. No. 010-2003-TR and Article 4 of Supreme Decree. No. 011-
92-TR. Thus, the main forms of unions are: (i) company unions (workers of the same
employer); (i1) activity unions (workers of different companies of the same branch of
activity); (iii) guild unions (workers of the same profession, but of different companies);
(iv) various trades unions (workers of different professions and employers); (v) group of
companies (when they belong to the same conglomerate); and (vi) productive chain unions
(different specialties, different companies, but integrated in the same productive chain).
Inclusively, the norm admits any other organizational form that the workers deem
convenient.
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Along the same lines, Article 28 of the Constitution recognizes freedom of association,
collective bargaining and strike as fundamental rights of workers. Within this framework,
unions enjoy powers such as freedom of affiliation or disaffiliation (art. 2 Supreme Decree
No. 010-2003-TR), union privilege (art. 30 Supreme Decree. No. 010-2003-TR), which
protects leaders against dismissal or transfer without cause, and the right to union leave of
up to thirty calendar days per year to participate in mandatory union activities (art. 32
Supreme Decree No. 010-2003-TR). They also have the right to collective bargaining,
which is mandatory for the company from the first year of activity, and to exercise the right
to strike as a legitimate means of pressure.
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Regarding the determination of the union qualified to bargain collectively, the majority
union -that which affiliates the absolute majority of the workers- assumes the
representation of all workers, including non-affiliated workers. If there are several minority
unions, they may jointly represent all workers if together they exceed 50% plus one; if they
do not reach 50% plus one, each union will only represent its affiliates.
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With respect to union practice, in Peru there are unions such as the General Confederation
of Peruvian Workers (CGTP), the Central Unitary Workers' Union (CUT), the
Confederation of Peruvian Workers (CTP), the Autonomous Confederation of Peruvian
Workers (CATP) and sectoral organizations such as SUEECEA in the electricity sector. In
strategic sectors such as mining, construction, energy and telecommunications, collective
bargaining agreements are common, with the Civil Construction Collective Bargaining
Agreement, which establishes minimum working conditions and remuneration at the
national level, being emblematic.
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Finally, for an adequate management of union relations, employers should adopt certain
good practices, such as promoting permanent social dialogue, strictly respecting freedom
of association and avoiding any act of discrimination or anti-union interference, which
constitutes a very serious infraction subject to inspection by SUNAFIL. It is also advisable
to provide training in collective bargaining and to favor consensus-based approaches in
sectors with high labor conflicts. In this way, the Peruvian labor union framework seeks to
balance the protection of workers' collective rights with the stability of labor relations in
companies.

X1 SRR

Dispute Resolution

1. B 54T

Procedures & Enforcement
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In Peru there is no single mandatory procedure for the resolution of labor disputes.

Generally, the worker can choose between filing a complaint before SUNAFIL, which may

result in an inspection and sanctions to the employer, or filing a lawsuit before the Judiciary.
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On the other hand, in Peru the time periods for filing labor lawsuits vary according to the
type of claim: to challenge the dismissal or the improper classification of the position as
one of trust or management, or to claim the cessation of acts of hostility, the employee has
a term of 30 days to sue, while to claim the payment of social benefits or obligations derived
from the labor relationship, the general statute of limitations period of 4 years applies,
counted from the termination of the labor relationship obligation is enforceable.
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Likewise, it is possible to request precautionary measures within the labor judicial process,
with the supplementary application of the Code of Civil Procedure. These may consist of
provisional reinstatement in cases of null dismissal, for example. Thus, although there is
no prior mandatory procedure, the system provides effective mechanisms for the protection
of labor rights.

2. BRI 5 AT

Waiver & Enforcement
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In Peru, the principle of non-waivability of labor rights, recognized in Article 26 of the
Constitution, applies. This principle establishes that workers cannot waive the minimum
rights recognized by law, such as minimum remuneration, bonuses, compensation for time
of service, vacations, social security contributions, among others. Consequently, any
agreement that implies the early waiver of such benefits is null and void.

SR, R RVFE R AE G BB e RIS, 43 AT L mlvE s R al vk iR (32 5)
) C(RIE) 25 1302 %50 o AL, S5EhE S e R B B AT R R AR
SR A R, R EER AT IR 2R E G, AR AR
FERURN 2 A, T F e SE B £ 05 =X i U B i A o

40



I o 8¢ B I 05 05 30 5 MLA

Labor & Employment Compliance Guide for International Investors (2025)

€ Peru

However, the law does allow that, in the event of a conflict or possible claim, the parties

may enter into a judicial or extrajudicial transaction, regulated in article 1302 of the Civil

Code. Through this mechanism, the employee and the employer agree to put an end to an

actual or potential controversy, giving in reciprocally on certain claims. This does not

constitute an illegal waiver, since the essence of the unwaivable rights is not affected, but
rather the manner of enforcing or settling them is defined by consensus.
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Thus, the general rule is that the minimum labor rights cannot be waived, while the

extrajudicial or judicial transaction is a valid way for the employee and the employer to

settle possible claims, provided that it refers to available rights and that the agreement

respects the limits of reasonableness and legality provided for in the law.

XIV. Efb
Others
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Latest Development & Trends
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In Peru, one of the most relevant developments is the discussion around the draft Labor
Code, which seeks to unify and modernize labor legislation, unifying figures that are
currently scattered in a number of different norms.
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In parallel, there is a growing interest in the regulation of mental health, psychosocial and

ergonomic risks, as well as somatized diseases, in line with ILO standards on occupational
safety and health. These aspects are being progressively incorporated into company
policies and SUNAFIL's supervision.
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Another axis of change is teleworking, regulated by Law No. 31572 and its regulation (D.S.
No. 002-2023-TR), which introduces rights such as compensation of expenses and digital
disconnection, aspects that are today under increasing supervision. Likewise, gender
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equality and the reduction of the salary gap have gained prominence since Law No. 30709,
which requires the implementation of objective and verifiable salary policies.
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Finally, in the judicial sphere, there is a tendency of the Constitutional Court, the Supreme
Court and the Superior Courts of Justice to reinforce the protection of workers. This
orientation forces companies to adopt greater precautions in the management of labor
relations, being especially rigorous in complying with the regulations in force in order to
avoid legal contingencies.

2. XM EREER

Cultural and Religious Considerations
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In Peru, international investors should consider that it is a multicultural and diverse country,
with labor practices that vary between the coast, highlands and jungle. Holidays linked to
religious festivities of Catholic tradition (such as Easter, Corpus Christi or Christmas) have
great social relevance and are usually strictly observed, so it is advisable to respect their
observance. Likewise, although Spanish is the predominant language, in some remote
regions of the country Quechua or other native languages are spoken, which may require
adjustments in labor communication. Finally, workers value trust, directness and respect
for their religious beliefs, so cultural sensitivity is key to maintaining harmonious labor
relations.
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