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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.
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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 used for profit-
making purposes. It is for internal reference only. Please note that the authors of the relevant
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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).

KPP R HA B ABETRN, EERENNEISH . REBEHFA, FAER.
P RE B TR B 1.

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!

FYLRIEL
Dr. Luo Kaitian (Kai)
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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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César Uzcategui is a partner of the LANDAEZ firm, and the
Head of Labor and Employment Department of the Firm, with

more than 20 years of experience in the labor area, practicing
both litigation, consulting and advice to the business field,
being a lawyer and consultant for a large number of companies in Venezuela, both local and
transnational. César Uzcategui was included in the Chambers Latin America guide in the area

of Labor and Employment.

B, T-MB4A: cesar.uzcategui@landaez.com
Email: cesar.uzcategui@landaez.com

Hk 2 HEL G +58 424 4486358

Tel/Mobile: +58 424 4486358



mailto:cesar.uzcategui@landaez.com
mailto:cesar.uzcategui@landaez.com

DEs §if 5% 2 S \ IR o 5 ¥ 3 B 55 3 & A 75(2025)
) h ':' _ Labor & Employment Compliance Guide for International Investors (2025)
Cross-border Employment Compliahe@ %V‘]ﬁ% 3:‘.1 Venezuela

FIFDEGE - INvEvy LANDAEZ @5 i &k, 18
T o7 s A HOLE 12 4, B ATECS RHE R 5
G RR R ,  BLAON AR SR AR 55 Bk % ) 5 ] i
FHIZN . HEHEAEZ KA RSN T AN 51, JUHE
KITENMRME S N TRARZEE, 253 L& HAb 55 3
A E S AT TR FAARA L (Befafif ] 58
MARFE) 57305 Jee (A U

Liliana Garcia is a partner of the LANDAEZ firm, where she

has worked in the area of labor matters for more than 12 years.

With experience in resolving labor-related conflicts in administrative and judicial settings, and
in advising and consulting companies on Labor Law. She has served as an external auditor for
different companies. She stands out in the preparation of calculations and labor costs,
participating in the management and administration of payrolls and other labor benefits. Liliana

was included in the Chambers Latin America guide in the area of Labor and Employment.

B T-HEF8: liliana.garcia@landaez.com
Email: liliana.garcia@landaez.com

Hk R HEL I +58 4149487983
Tel/Mobile: +58 4149487983
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Translator: Zhou Hao (Associate, Anli Partners)
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Overview of the Labor Law System

1. ER%R
Legal System
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Venezuela is governed by the civil law system, in which formal positive law is the main source
of law. However, jurisprudence is also considered a source of law. Although it does not have
the normative significance of the common law system, in Venezuela it is important for legal

interpretation and for addressing legal gaps and loopholes.

2. HESHM

Resources and Agencies
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In Venezuela, the main labor law is the Organic Labor Law for Workers (Ley Organica del
Trabajo los Trabajadores y las Trabajadoras "LOTTT"), in force since 2012'. The Regulations
of the Organic Labor Law of 20062 ("LOT Regulations") and the Partial Regulations on
Working Hours are also partially in force®. This law, along with the aforementioned regulations,
governs the main aspects of individual employment relationships, as well as collective labor
aspects (collective bargaining, union rights, among others). Additionally, there are relevant
labor regulations mainly in the aspect of social security, such as the Organic Law of the Social
Security System?*, and the laws that regulate the social security benefit regimes, within which
is the Organic Law on Prevention, Working Conditions and Work Environment abbreviated as
"LOPCYMAT" >which regulates everything related to occupational safety, occupational health
and work environment, and which contains regulatory standards such as the Partial Regulation®

! Published in Extraordinary Official Gazette (“G.0.”) No. 6,076 dated May 7, 2012.
2 Published in G.O. N° 38,426.

3 Published in G.O N° 41,157 dated April 30, 2013.

4 Published in G.O N° 39,912 dated April 30, 2012.

5 Published in G.O N° 38,236 dated July 26, 2005.

¢ Published in G.O N° 38,596 dated March 1, 2007.
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and three (3) current technical standards, namely: Technical Standard for the Declaration of
Occupational Diseases (NT-02-2008), Technical Standard for Occupational Health and Safety
Services (NT-03-2016), and Technical Standard for the Occupational Health and Safety
Program (NT-04-2023 which repeals NT-01-2008).
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Labor administration is the responsibility of the Ministry of Labor, known as the Ministry of
People's Power for the Social Process of Labor, which has decentralized entities distributed
throughout the country called Labor Inspectorates. These Labor Inspectorates handle
administrative labor procedures, such as collective bargaining between employers and unions,
collective labor disputes, and some individual administrative procedures, such as complaints
regarding working conditions, requests for reinstatement for unjustified dismissal for workers
with special protection of job security, and disciplinary procedures in the event of employer
violations of labor regulations. Additionally, there are specialized labor courts where all claims
by workers against employers in contentious matters are heard, such as: claims for payment of
social benefits and other labor benefits, claims for compensation for work-related accidents or
occupational diseases, constitutional protections, claims for the right to compensation for
inventions or improvements, among other monetary claims.

II.  #lb¥k540%

Employment Qualifications and Classification

L kR
Employment Age
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In Venezuela, although the age of majority is 18, the minimum age for employment and entering

into employment contracts is 14, according to the LOTTT and the Organic Law for the

Protection of Children and Adolescents (LOPNNA).
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However, persons under 18 years of age (adolescents) are subject to special working conditions.
The law limits their workday to six hours per day, grants them 22 days of annual vacation, and
may expressly prohibit certain types of work. Employment for persons under 14 years of age is
prohibited, unless it is in artistic or cultural activities and they have the proper authorization
from the competent authorities.

ZENERPLICIE E B AR s (D QORI AL IRBEVE S ) AUE, Lo 55 % .
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There is no legal maximum working age in Venezuela; however, the Mandatory Social Security
Decree establishes the right to receive an old-age pension for women aged 55 and over and for
men aged 60 and over, provided they have contributed a minimum of 750 weeks to the

Venezuelan Social Security Institute (IVSS).

NICE T 57 s F @ L TTRGRARHI R, B2 IUEE e . FIRE, AL Ak i i
ARG FN BN L 57 B8 BT IR AR L

In the case of public sector workers, they have their own retirement systems, which are
regulated by specific legal instruments. Likewise, private companies can establish retirement
systems for their workers in their Collective Bargaining Agreements.

2. BB

Qualifications for Employment

TEZR N HRhL, AME B ARAES N BOLH BN CnakiEi i A s AR R
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In Venezuela, a foreign company cannot directly hire local personnel without having a
permanent establishment (such as a duly registered branch, representative office, or affiliate) in
the country. Labor laws require the employer to have a legal presence in the country to formalize
employment relationships and comply with tax and social security obligations. Exceptions
apply in the case of digital or remote work.

P AN ES /NI 2 29 =y R B L S A S AT (1Y 7 /N 1 e /A | /e W o AN B E VAN | A
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Therefore, in order to hire local personnel, a foreign company must be registered with a
Venezuelan Commercial Registry—either as a branch or subsidiary—and obtain a Tax
Information Registration (RIF) number from the National Integrated Service of Customs and
Tax Administration (SENIAT). It must register itself and its workers with organizations such
as the Venezuelan Social Security Institute (IVSS), the National Housing and Habitat Bank
(BANAVIH), and the National Institute for Socialist Training and Education (INCES). It must
also comply with the tax obligations and monetary contributions required by such organizations,

as well as comply with all Occupational Health and Safety regulations.

3.  RERARRISR

Classification of Employment
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Venezuelan labor law focuses on employment relations and defines a worker as any natural
person who provides personal services under the employment of another natural or legal person
and who receives remuneration. The law defines this type of worker as dependent workers. It
also defines a non-dependent worker as one who provides services on their own account and,
although they are not part of a specific employment regime, they are nevertheless entitled to

social security.

AR AN E Oy S RZAE, EHBEARESRSE ™, JFeEHEE 5573
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It also defines a contractor as any natural or legal person who, through a contract, undertakes
to execute works or services using their own resources or assets, and with workers under their

employment.

(ERAREE IR 57 55 M, JF RS A g WiEikAT v, B, R e Eidsk (EOR) #
ARBEE R, (HIE TR NI 57 iR P 247 R S R, AR AR 12 3T
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However, the law prohibits outsourcing and expressly considers it a violation of the law.
Therefore, although the EOR concept is not regulated by law, by virtue of the principle of the
primacy of reality that governs Venezuelan labor law, it is possible that any contract under this

concept could be considered fraudulent and an attempt at illegal outsourcing.
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4.  SEFTBE

Foreign Workers
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Venezuelan law allows the hiring of foreign workers to provide services in the country under
the same conditions and with the same rights as Venezuelan workers, if certain requirements
established in the LOTTT (Employment Law) are met. Article 29 gives preference to foreigners
who have Venezuelan children, are married to Venezuelan citizens, have established their
domicile in the country, or have resided in Venezuela for at least five years.

IR 27 KRN AUEAE S E e RN M 10 4 kUL BB as, @b
ZRIRAEZ Y B 3 2 B e B3 S BOH BE AR T 90% . EAh, AR Jie 53 0 365 T AL 4
NS L S AT A HoAh 55 B3 T R 20%. A 40 TP 5 75 2 FH 28 N B L B8 I AS
BA&REASARNG, K57ah g R, & esMEE .

Likewise, Article 27 of the same law establishes preference for national labor. Companies
employing ten or more workers must ensure that at least 90% of their workforce is comprised
of Venezuelan citizens. Furthermore, the salaries of foreign personnel must not exceed 20% of
the total wages paid to other workers. However, the regulations provide for exceptions when
the nature of the work requires the hiring of specialized technical personnel not available in the
country, subject to authorization from the Labor Inspectorate.

N hL A T A EAE R ANE ST e, Ul 57 s R PR ) 57 sh At s 3ERE N IR
KUDS (MPPPST) HIi LAV, iU & 70 B, HEI SAMET A R
HH T s A .

To legally hire a foreign worker, the Venezuelan company must obtain a Work Permit from the
Ministry of People's Power for the Social Process of Labor (MPPPST), through the Directorate
of Labor Migration. This request must be duly justified and accompanied by the employment
contract signed with the foreign candidate.

B0 57 B3 25 G ) A ] e A ] P 2 PA) it o R oL Q0TS TR B RS T RIS I I 57 B 25 IE
(TR-L) . FIEK A 52 W B A 7] 2535 I8 TAE SRR 57sh & 1 , BL 9
Je 1L ZE IR o B UEAE 57 B AL 2 BERE NRABUTER (MPPPST) FH5E [ ig 2 7
R AR LAEHE SO 5 T3 AT 28 o
For their part, foreign workers must apply for a Temporary Labor Visa (TR-L) at the
corresponding Venezuelan consulate or embassy, either in their country of origin or residence.
To do so, they must present the signed employment contract with the Venezuelan company,
specifying the working conditions, along with a letter explaining the need for their hiring. This
visa will only be issued if the MPPPST (Ministry of People’s Power for the Social Process of
Labor) has previously granted the corresponding authorization to the hiring company.
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Hiring foreign workers without complying with the specified permits means that the Ministry
of People's Power for the Social Process of Labor (MPPPST) may impose fines for
noncompliance with labor regulations. The sanctions may vary depending on the severity,
recurrence, and number of workers involved. Additionally, the Administrative Service of
Identification, Migration, and Immigration (SAIME) may initiate proceedings against the
foreign worker, with immigration sanctions and even expulsion from the country or temporary
ban on entry.

MRAEZ W Em L e R B R EGHI R, TERANE T s H IR RS i, R EHAERN
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In any case, the company remains responsible for the working conditions of foreign workers,
as the Supreme Court of Justice has stated, holding that, regardless of a foreign worker's
immigration status, if they have provided services in Venezuela, they are entitled to receive
payment of their wages, employee benefits, and social security benefits in accordance with
Venezuelan labor law.

III. #HB5EFHERE

Recruitment and Employment Contracts

1. BRERAE

Background Examination

FERWEREL, AR SCER IR XS KRIRH BEAT 19 5 B B Se A NHERR (S, ATiR 21455
TN E (EXREER) IR FAATELBER . FRE, ANPHTEEAEE &
e, BRI VP Y IE K3, ISR k016 A=

In Venezuela, there is no legal provision that expressly prohibits background checks or the
consultation of personal references of a job applicant, provided that such practice respects the
rights to privacy, intimacy, and honor enshrined in the National Constitution. Likewise, pre-
employment medical examinations are legal, provided they are justified by a job evaluation and
the candidate's informed consent is obtained.

At (P AL EE)  (LOTTT) 5 332 Sk WAt b Bt /R y s H 264 .
(AL ZGLRERSEFBRNALGE) Dl Tz e, HEE 49 R e
RNE NI4T Iy o VEFR RN 25 1R EOR AT o m A . (578 L5750
15 TR RIE 2R R RAC AR IE s 57 B AT B
Furthermore, the LOTTT explicitly prohibits the requirement of pregnancy tests as a
requirement for employment (Article 332). This prohibition is reinforced by the Organic Law
on the Right of Women to a Life Free of Violence, whose Article 49 classifies such a
requirement as a form of workplace violence. The law also prohibits HIV testing. Similarly, the
LOTTT establishes the prohibition of discrimination against a person based on a criminal record.
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2. FEIeRERE
Contract Types

FEAE, Sisha R R UBEEA L, EORTEERFEER: —H5aIKA
FLMIER, i ROt & R S E R IR e v LS, BRARA AR SRS T AHERY .
According to the law, although written contracts are preferred, oral employment contracts are
valid and, once the employment relationship is proven, the employee's account of its terms will
be presumed accurate unless proven otherwise. In this case, once the employment relationship
has been proven, the employee's statements regarding its content will be presumed to be true—
unless proven otherwise.

RAEZ NI (F7Eh#F AR T E)  (LOTTT) 28 60 %, 3780 & A =2k
In Venezuela, there are three types of employment contracts (Article 60 of the LOTTT), namely:

o RREDEWIBRITEN A, BT R Z)E B € A SRR K 55 3h & [ o
An indefinite time employment contract, when the parties have not been bound for a finite
time.

o BEMRITBER, 185780k R T4 E MR mmint & & FH. & FIRASE
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Fixed-term employment contract, in which the employment relationship ends upon the
expiration of the agreed term. Contracts cannot be concluded for a duration of more than
one year and may only be extended once. In the case of two or more extensions—unless
justified— the contract will be considered indefinite. The Law establishes four specific
grounds for its conclusion: a) when required by the nature of the service; b) to lawfully and
provisionally replace a worker (e.g., sick leave, vacation, among others); ¢) when the
Venezuelan workers are to provide services abroad; and d) when the work for which the
worker was contracted has not been completed and the service is still required.

o FPERBHIAERE, SEAMEIIIT LA R R N BT H S5 H BB, R R T
297 TUH 50 H B B BN 280k . ST, BRESRIT 2 S EFH, B
AN A TR
An employment contract for a specific project must precisely indicate the project or phase
of the project for which the contract is being contracted and will end with the completion
of the project or phase of the project determined. In the construction industry, regardless
of the number of successive contracts signed, its nature is not distorted.

TN IR PR — IR EHEE . P A 57 sl R R EIAHE R B B IR . Rk, [ 5E
IR Bk E T H & [F R T 9MER, RAERRGIEMRRE . RERE, e — & [F 23]
JF=AHAW, BREITFRSEER (EEREEEIH) , 578k 284 Bl e N
To Il e SR

Venezuelan law establishes a legal presumption: all employment relationships are considered
indefinite. Fixed-term or fixed-task contracts are, therefore, the exception and are interpreted
restrictively. Therefore, the law establishes that if a new contract of the same nature (fixed-term
or specific project) is signed within three months of the expiration of the previous one, the
employment relationship will automatically be considered indefinite.
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3. AHH

Probationary Period

(FFhBHEHLRTG7E)  (LOTTT) % 87 sME, 77 sl M N AL T/ —1H
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Article 87 of the LOTTT establishes that workers acquire job stability after completing one
month of uninterrupted service in the company. This means that, before completing this month
of service, the employment relationship can be terminated without being considered an
unjustified dismissal, since the worker does not enjoy job stability during this period. Therefore,
in practice, this first month of work functions as a probationary period, allowing the employer
to verify the worker's capabilities and determine whether the working conditions are suitable
for them. During the probationary period, the worker enjoys the labor rights established by law
and if it is not exceeded and the employment relationship is terminated, the totality of the
concepts that are caused as a consequence of the employment relationship must be paid, if on
the contrary, the probationary period is exceeded and the parties decide to continue with the
employment relationship, said period will be counted towards the worker's seniority and
consequently, the start date of the relationship will be understood as the initial date of the
probationary period.

BEAh, BXPE TR AR AL, VAR 90 HERHI. 2 57 s R s ik
AR AL, AR EHEE e ( (GFaiEHA57830%) 5 80 %) -

Furthermore, there is a 90-day probationary period to evaluate the employee for a higher-level
position. If the employee fails the probationary period, the employee may be returned to his

original position without being considered a deterioration or constructive dismissal (Article 80
of the LOTTT).

BRI 0O L), DR A S T 57 35 Al oA 8. WA 2 P B iz w9k 1 481
[E 5 HIBR & [ A L0 il 9T, ROl R U 0 B R 325 2 R ] 5 S PR [R] R X5
&R EIRGE ST T 2 IR A A B 4R C A E AR, AN T A .
The probationary period must be expressly agreed upon, so it will only be valid in written
contracts. According to national jurisprudence, the establishment of a probationary period is
incompatible with the signing of a fixed-term contract, since its teleological purpose is to verify
the skills, suitability, or merits of one party toward the other in an indefinite contract. This is
not true for this type of contract, where the parties have established the term of the relationship
from the outset’.

IV. ZI{etrte
Working Standards

7 Social Cassation Chamber of the Supreme Court of Justice, Judgment No. 520, dated 05-31-2005, case: TECNOCONSULT
INGENIEROS CONSULTORES, S.A.
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1. HRMSEERN

Remuneration and Statutory Benefits

o HMAH . fERANERRL, STShIRIM il TR AR TR AR oA K 8 e AR
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Salary structure: In Venezuela, labor compensation is primarily composed of salary, non-
salary social benefits, and legal employment benefits. Salary is defined in Article 104 of
the LOTTT which basically reflects the definition of Convention 95 of the International
Labor Organization ("ILO") and refers to the remuneration, profit, or advantage that
accrues to the worker for the provision of services and is evaluable in money. This salary,
in addition to rewarding work, serves as the basis for calculating labor benefits such as
vacation time, holiday bonuses, profit sharing, and social benefits (see point IV.2).

X, ERNERDLX 7> T3S LRI SR 2R EE, %00k B KAl AR
MBS B, Ay “thad XEdhIr” MR R T LI5E, AR
Ty s Ao DR PR Ay 38 S HE I ORE 2R R TH S B Bt dh AU oh, SCIE AN . 2 R AP
Wi BRI 2 TSI a1 L8, iR TH EEME T (FahE A
ZUFENED) 5105 %

In this regard, in Venezuela, it is extremely important to distinguish between what is considered
a salary and what is considered a non-salary social benefit, as this distinction will inform the
calculation of other benefits. For example, there are benefits such as the so-called "socialist
food voucher," a food voucher substitute for food, which is not a salary and, as such, is not
considered a basis for calculating benefits such as profit sharing and social security benefits,
nor is it considered a basis for calculating parafiscal contributions. Along with salaries, there
are other payments that are not considered salaries, such as transportation allowances, travel

allowances, medical expenses, and school supplies for children, most of which are regulated in
Article 105 of the LOTTT.

T o7 ahEA ORI IR e AR, e td@ ] KRR e (DO )
A TR BB NEELTE, B8 A TRAAES T 5 &, Sa&N
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e FEIEERT T M . REAIARFIESE, TR T e d NI E 8 Lo (A 2 b
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Since labor benefits (vacations, vacation bonuses, profit sharing, social benefits) as well as any
compensation (for accidents or dismissals) are calculated considering only the salary amount,
and this has an economic and financial impact on the cost of hiring labor, it has made that in
attention to the macroeconomic reality of the country, the remuneration of workers has been
"treated as non-salary (excluded from salary)", that is, that the majority of the economic income
of a worker is through non-salary payments, such as food allowance (cestaticket), non-
remunerative benefits of those mentioned above, or social assistance that are not recognized as
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salaries, thus affecting labor rights since annual benefits (e.g. vacations, profit sharing and
vacation bonus), as well as any payments for the termination of employment contracts such as
compensation and social benefits result in a payment much lower than what would naturally
have corresponded if the entire income had been considered as salary.

S 4 (1908 7 g ¢ N

General minimum wage standards
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As a consequence of the aforementioned, workers' wages in Venezuela have been reduced, with
the majority of income coming from non-salary payments. This has affected the public sector
even more, where on average only 1% of public employee income is salary, while 99% is non-
salary. In fact, this reality is evident when the monthly minimum wage in the country is 130
bolivars, equivalent to USD $2.16 per month at the time of writing, while the minimum wage
for a public administration employee is USD $162 per month. In the private sector, although
the difference is not as drastic, bonuses or non-salary assistance have also had to be used to
improve workers' income without greatly impacting companies' finances.

« LHESAER.

Salary requirements.

T AR T LB AT RN 2 240 R

The rules governing salary payment in Venezuela are primarily as follows:

Lo SORBR: LRSS, HRENmahER»EamE, WA
B C 7B HG7E) 8126 %60
Frequency: The salary payment period cannot exceed two weeks, unless the employer

provides food and housing, in which case it may be paid monthly (Article 126 of the
LOTTT).
i, SOMIRER: TBRAHE TAEH SO O G HAma30k) 5 127 550 .
Timeliness: Salaries must be paid on a working day (Article 127 of the LOTTT).
i, SR R B RNAE AR RSO, A IR Bl A ERSL . AR IEAEEIE L WinmELE
@T\%ﬁﬁﬁﬁiﬁiﬁ(IW%%%%)(<wﬂ%ﬂm¥ﬁ%»%n7$)

Place of payment: As a general rule, payment must be made at the place of service unless
justified. Payment of salaries in bars, cafes, taverns, canteens, etc. is prohibited (except in
the case of the workplace). (Article 127 of the LOTTT).

iv.  SAMEE. RIS A RO A AN FNERTEH BIA TR (GishE A
m;ﬂ%»MHM$)

Payment information: The employer must provide a payment receipt detailing allowances
and deductions, with express indication of the items. (Article 106 of the LOTTT).

v, SRR WRAE (GTEiE AT ENE) BB 104 5%, TR ALAIEE B T RN LIRS
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Currency of payment: According to Article 104 of the LOTTT, salaries must be paid in
legal currency, i.e., the Bolivar. However, the Supreme Court of Justice's case law has
indicated that the Bolivar is legal currency, but not a forced currency, allowing employers
to pay salaries in foreign currency®. In fact, current exchange regulations® have allowed
foreign currencies to be used as a currency of account (for calculating the amount, giving
its equivalent in Bolivars at the time of payment) or even as a payment currency (so that
the obligation is paid in foreign currency and not in Bolivars). Therefore, in Venezuela, the
payment of salaries and employee benefits in foreign currency is permitted.

M S5 5o f B, B Lot 0 NANE 2R BEARTHE . WM ITH . L5, &4
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For the purposes of financial impact, it is important to understand that there are different salary
categories: base salary, regular salary, and full salary. Base salary is the fixed amount agreed
upon for a specific position; while regular salary is the regular and permanent remuneration
earned by the employee (including, for example, commissions); and full salary is the
remuneration earned by the employee, including extraordinary payments (e.g., overtime) and
salary benefits (e.g., vacation bonuses). The importance of determining the salary category lies
in the calculation of benefits, as some are calculated with the base salary, others with the regular
salary (e.g., vacation bonuses, holidays), and others with the full salary (e.g., social benefits).

2. #HeRESEABR

Social Security and Employment Taxes
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In Venezuela, there are various monetary benefits, some of which are provided by the employer,
called social benefits, and others are provided by social security, which may be monetary

benefits or assistance benefits.

& F AR A AR R B T (e ddisshik) (LOTTT) 2 142 %, Hit
HEAREWM T, DaRkmE M. — M8 U008 <t S AEmF R4
(LOTTT 2§ 142 A. B %%) , #4815 H LR WHETE, FERITHE: 5—MitE
T BN < abEA)” (LOTTT 25 142 C %%, #8 TAF—8 30 H L& bruETH5H, LLoY
R RL TG TS R SR AN AE 55 8 0% R BT i 524 (HAE

8 Judgment No. 269 of the Social Cassation Chamber of the Supreme Court of Justice dated December 8, 2021, in the case of
Baker Hughes of Venezuela, S.C.P.A.
% Exchange Agreement No. 1-2018 of the Central Bank of Venezuela.
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The social benefits that are the responsibility of the employer are regulated mainly in article
142 of the LOTTT, and are basically based on two calculations that compete with each other to
grant the worker the one with the highest value. One of these calculations is called "guarantee
of social benefits" (art. 142 A and B LOTTT), which is calculated at a rate of 15 quarterly days
at the value of the salary of each quarter and which additionally accrues interest, and another
calculation called "termination" (art. 142 C LOTTT), which is calculated at a rate of 30 days
for each year of service calculated at the last salary of the employment relationship. These social
benefits are paid only at the end of the employment relationship, and must be covered by the
employer. However, during the term of the employment contract, advances of up to 75% of the
guaranteed social benefits may be made, and only in the cases specified in Article 144 of the
LOTTT (purchase or remodeling of housing, mortgage payments, education and medical

expenses).
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Now, unlike social benefits (paid by the employer), in Venezuela there is a universal social
security system, made up of three (3) benefit systems and six (6) benefit regimes, all of which
are aimed at covering the contingencies provided for in article 86 of the National Constitution
and which are the following: maternity, paternity, illness, disability, catastrophic illnesses,
disability, special needs, occupational risks, job loss, unemployment, old age, widowhood,
orphanhood, housing, burdens arising from family life and any other circumstance of social
security. These 3 benefit systems are: 1) Health, 2) Social Security and 3) Housing and Habitat.
The Health benefit system contains the health benefit regime; the Social Security Benefit
System contains the following benefit regimes: Social Services, Employment, Pensions-
Economic Allocations, and Occupational Health and Safety; and the Housing and Habitat

Benefit System contains the Housing and Habitat Benefit Regime.

RN EidA  REEAR R, DUTHRGERN R e Rl A L)
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Of this social security structure in Venezuela, only the following laws are in force: the Organic
Law of the Social Security System, the Employment Benefits Regime Law!°, the Social
Services Law!!, LOPCYMAT, and the Housing and Habitat Benefits Regime Law!2. The
remaining areas not yet regulated are governed by the former Mandatory Social Security Law

and its General Regulations, which maintains its social security contribution scheme.

Zi b, HErth s ORFESE LT

In conclusion, the current Social Security contributions are as follows:

WORKER EMPLOYER CALCULATION TOP

NCEPT \ :

CONE & B BASE iHEEN  HTR

SSO 4% 9%, 10% 11% | Normal salary > minimum
wages

RPE 0,50% 2% Normal salary 10 minimum
wages

FAOV! 1% 2% Total salary No cap

Employer (SN),
0 V]
INCES 0,50% 2% Worker (Utilidades) | "\ €2P
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Employee contributions are made through deductions made by the employer from salary and
benefit payments. The employer's contribution to the "Mandatory Social Security" category
depends on the company's activity risk, which is determined by the Venezuelan Social Security
Institute. Regarding the INCES contribution, it is regulated by the National Institute for
Socialist Training and Education Law'4. Likewise, by law!>, employers must pay an additional
tax to the national treasury calculated at 9% of payments made to workers, including non-salary

payments.

10 Pyblished in Official Gazette No. 38,281 dated September 27, 2005.

! Pyublished in Official Gazette No. 38,270 dated September 12, 2005.

12 Published in Official Gazette No. 38,182 dated July 31, 2008.

13 Mandatory housing contribution (the Housing and Habitat Benefits Regime Law).

14 Published in Extraordinary Official Gazette No. 6,155 dated November 13, 2014.

15 Law for the Protection of Social Security Pensions against the Imperialist Blockade published in Extraordinary Official
Gazette No. 6,806 dated May 8, 2024, and Presidential Decree No.
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In Venezuela, there is a legal obligation to provide transportation only when the workplace is
located 30 kilometers or more from the nearest town. However, it is common for collective
bargaining agreements in the private sector to establish transportation benefits for employees,

especially in manufacturing companies or large service companies.

3.  LAERE
Working Hours

ZEW i) TAERF A PR i (EIZEEED) (5 90 250 WhSL, ik ¢ (G7sh#FH AL
FENED B 173 %) MAHRGHIEE— P A E . AR 8] b PRARYE AR W,

FARR
Working hours in Venezuela have limits established by the Constitution (Article 90 of the

National Constitution) and further developed by law (Article 173 of the LOTTT) and the
Regulations. The limits of working hours depend on the type of work, and are as follows:

FRG VRS 4 /NI DL ERPE T, RO AR A\ & AT .
If the mixed shift includes four or more-night shift hours, it will be considered completely night
shift.

B H T A& 20 1 /AN RIRBE A B TR BRI o A i BIE 2 0 286 55 P IR H
RS CRARTERE SO .
The daily shift must include at least one (1) hour of intra-shift meal breaks. The weekly shift

must also include two daily breaks (as explained later).

(HIEHERS B T ERRBUE T BIAMETE, EEMET CGiahiBEdgasiasik) & 175 %
M 176 k. 55 175 s MERIBISME L N RUT 29 5E KR GEH I I SR AR5 F L
5D R A H TR ERR, (AR H MG 11 M G 1 /RRHRED B
75 8 Ji A A B P 2 T AT 40 /NI . 56 176 SRBIAME IR EH] TSRS
gy, BIAAG b, 5 PR RE M A 7 S5 R A E L, SR AR H TR Al e A 12 /N
(B T/NRARED A3 8 J A I N &3 F P 25 T AL 42 /N e SRS AL s
AFEHE T IR HI IR %) 58 18 %, G E ML, HREM . k. Bl
(ERLEEE TER

However, the law provides for exceptions to these working day limits, which are regulated
mainly in articles 175 and 176 of the LOTTT. The exceptions in article 175 of the LOTTT are
agreed-upon jobs (normally by Collective Bargaining Agreement), in which the daily limit may

be exceeded on the condition that it does not exceed eleven (11) hours per day (including one
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(1) hour of daily rest) and that in a period of eight (8) weeks it does not exceed an average of
forty (40) hours per week. For its part, the exceptions in article 176 of the LOTTT are directed
to those activities of continuous processes, that is, processes that cannot be interrupted without
compromising their result, in which case the daily limits may be exceeded up to twelve (12)
hours per day (including one (1) hour of rest) provided that the weekly average in a period of
eight (8) weeks does not exceed the limit of forty-two (42) hours per week. These continuous
process activities are primarily outlined in Article 18 of the Part-Time Work Regulations, and
include, among others, food processing activities, cold production activities, refining work, fuel

pipeline transportation, and others.

i R, T BRI AR ST, XU AR T LR, R
2 BIIME L ERSL o

It is important to emphasize that working hours limits must be strictly observed and cannot be
modified by the parties through specific agreements, except in the exceptional cases indicated

above.

RKEMIE, BRESHEI, NPT 3015 57 S E R 5 U7 al st ¢ (5730
HHHTFEE) 182 260 o N, JEETA DT E ISR IR ], BIEE RN
PP EH . HNESHE (AT ZHmIE, e AR — TAF HIE 57 5l %
JB C (BB HAT7 85D 5 181, 182 %) o ARMUGI7 3N M 5 R At Ak 5 SO AL
PAR, I8 55 3 SO RUAE N EE L5 .

Regarding overtime, except in urgent cases, overtime may only be worked with prior
authorization from the Labor Inspectorate (Article 182 of the LOTTT). For this purpose, the
employer must send a written statement to the Labor Inspectorate justifying the reasons for
requiring overtime. In urgent cases that warrant overtime (force majeure), the employer must
notify the Labor Inspectorate on the following business day (Articles 181 and 182 of the
LOTTT). The consequences of not obtaining authorization from the Labor Inspectorate are

financial penalties and the worker being paid double the amount set for overtime.

MR W ERRIEEE, INPE LR ERRONEE 10 /N BR4E 100 /M. ZIREER T AT
TN, TARMIX A, HsLirh, EHEAAAZAMILN . RYE 1997 FIHEGIN
BRI, Z50EMINRFEFD. ZBREH, 288 & —BRA A 5N
Yro FLL, BdEEE, AZPMEATEON R SEATIEG G LN G KRB
W REENS I A

Likewise, under Venezuelan law, overtime hours are limited to ten (10) hours per week and one
hundred (100) hours per year. These limits apply to all workers without distinction, and
overtime regulations apply to all. However, in practice, management workers do not earn

overtime. The same applies to employees formerly known as "trusted workers" (according to
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the old 1997 law), who are involved in business administration. By common practice, these
employees do not typically have such strict compliance verification that they generate overtime.
In fact, following the COVID-19 pandemic, administrative employees in many organizations

are working hybrid flexible hours (some days remote and others in person).

MR (G7ahEHL7805) 5 118 %, B SRA4% IEH /NN TR 150% SCAF, Tisesk,
72 W Fiihr 22 BURAR R A ML € 1 BB T At

According to Article 118 of the LOTTT, overtime is paid at a rate of 150% of the normal hourly
wage, although in reality, most collective bargaining agreements in the country exceed this

percentage.

4. HRESHKRE

Rest and Leave

EZNERL, A FE A EAEENEREH, Krh—H2UyEH, HizkE R
B®H.
In Venezuela, workers are required to have two (2) consecutive weekly rest days, one of which

must fall on Sunday. These rest days must be full days.

LA, WHAREHAES:, HARZHERH . RS B LATR
YEbl, — e AL BEA

In cases of continuous processes, the two (2) rest days may be discontinuous and do not
necessarily have to fall on Sunday. In these cases, work is normally performed in rotating shifts,

which naturally consist of four (4) work groups.

RAEZ A PR EEE, 57 ah& RHESE TARR 4, T4 15 Mk TIEH SR, 1Y
I LHS, FEm 1 H, B4 15 H. 748 16 . B=9 17 H, DURE,
57 S E ARG N B & AR R H R R H A, RSN = 5 S ROR B
[l PR ANE BT TIER AR P G 2 1 AR 3 < R

For its part, in accordance with Venezuelan legislation, workers have the right to annual rest
(vacation) of fifteen (15) paid working days for each uninterrupted year of work, which is
increased by one (1) additional day for each year of service, such that for the first year the
worker is entitled to fifteen (15) days, for the second year to sixteen (16) days, the third year to
seventeen (17) days and so on. Likewise, the worker will have the right to payment for rest days
and holidays that are included in the vacation period, and additionally to an additional bonus
called "Vacation Bonus" for the same number of vacation days. Vacation bonus days are

normally increased in collective bargaining agreements in the private sector.
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Regarding maternity and paternity leave, the following are valid: for maternity, paid leave
extends from six (6) weeks before birth (prenatal) to twenty (20) weeks after birth (postnatal).
If the prenatal leave is not fully used, it will be added to the postnatal leave. For paternity leave,
the leave is fourteen (14) continuous paid days. These leaves must be paid by Social Security

in accordance with the law, except for special provisions.

T EE T (s dgisishik)  (LOTTT) 5 72 M M5rshk R2hibHh, 4
FRAEGREN L, SRRy 12 S MBS h R A 2 RFERSR - (IVSS)
WA RSO ARSI, SRR TR =702 =, #MR=12 dEEXZ
o # R ARATHSRIE SIS, JEEDSA 100% L.

In the case of medical leave, these are grounds for suspension of the employment relationship
pursuant to Article 72 of the LOTTT (Law on Employment and Social Security), and are
therefore justified grounds for absence, for a maximum period of twelve (12) months. These
leaves are paid by social security through the Venezuelan Social Security Institute, which pays,
starting on the fourth day, the equivalent of two-thirds (2/3) of the employee's salary, and the
remaining third must be paid by the employer. If the employee is not registered with social

security, the employer must pay 100% of the employee's salary.

V. BRERSRRRS

Occupational Health and Special Protection

L BRlkfggS a4
Occupational Health and Security

(TR 97 8h % MF S TAEMER414%)  (LOPCYMAT) KIS sk IR e 1 i i
— % K UL L GO e AL AUE AT RPN R S A EOR,  DUMRFEST 33 g RS
2g, TPTHRL L T FE I R A . 5 RIS IZEEIE, R %P o7 sl H N AL B
Tk, HAERAE T EIBMPIR Y, i 30 n g P R A A2 5T E
The Organic Law on Prevention, Working Conditions, and Environment (LOPCYMAT) and
its regulations establish minimum occupational health and safety requirements that all
employers with one or more employees must comply with in order to safeguard the health and
safety of their workers and prevent occupational diseases and the occurrence of work-related
accidents. Failure to comply entails financial penalties calculated per exposed worker, as well
as the potential risk of payment of compensation for negligence in the event of work-related

accidents or occupational diseases.
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Thus, the LOPCYMAT establishes the following obligations for employers:

1)

2)

3)

4)

5)

6)

7)

8)

9)

HHATLZHE 3 HA, EESREE (EASRERRERD A5 s
e
Registration of workers with the Social Security Treasury (Venezuelan Social Security
Institute) within the first 3 days of employment.
TR BARL VAL, 1057 Bl 5 0 P A A 1 [ A XS B By e it
Conduct job evaluations and notify each worker of the risks inherent to the activity to
be performed and how to prevent them.
BOLIF BT RN S 7 e il & (CSSL) » BERREmmaEIGE (T
R SAWARERILFE A, EZRTON R E 5730 L R 5 2 2RI
Establish and maintain the Occupational Health and Safety Committee (CSSL), a joint
body composed of worker representatives (Prevention Delegates) and company
representatives, whose main function is to monitor the occupational health and safety
of workers.
il HPATHOAR S 24 1HR (PSST) , % XMHAFHSE, e
AV ISR T SRS . TR AT SRl B R S 55 s B R
Develop and maintain an Occupational Health and Safety Program (PSST), a document
developed with the participation of workers, which identifies dangerous processes in
the production process or the activity to be performed, action plans to prevent them,
and ongoing training plans for workers.
WL AR R 5 2 2 RS (OHSS) , Al A BATL (NEIHLA D 8-
WA WAL (AMEBHLEED .
Maintain an Occupational Health and Safety Service (OHSS), whether the company's
own (internal) or joint (external service).

SEHAT IR WA &R
Maintain an Epidemiological Surveillance System.
S ST 57 Bl Il A R A 0 A B Bl AR R PRI BB L o
Maintain a system for monitoring workers’ occupational health and recreation
activities during their free time.
il 78 - SL i 22 PR N 570 R (INCRET)  1E sk itk (1957 sh 3 R R K1
Develop and implement worker recreation plans, duly approved by INCRET.
NI ENF AN @ W BT S SR ER A o
Provide workers with pre-employment, periodic, pre- and post-vacation, and post-

employment medical examinations.

10) RN ANPiH 2% (PPE) .

28



DE IS AR [ 2 585 515520 £ M (2025)
73 o Labor & Employment Compliance Guide for International Investors (2025)
Cross-border Employment Compliae8 § V‘]iﬁ 35\[ Venezuela

Provision of Personal Protective Equipment (PPE).

11) J TA 55 Stk 57 s FH IR — V) BRI NP5 2E %, BLB Ve AR R XU
PR AUa . ey, B0 57 3l #h AT IR R
The employer is obligated to provide, free of charge, all necessary PPE to protect
workers from the risks inherent to their work. The PPE must be adequate and in good

condition, and the employer must train workers on its correct use.

RATTFHN, RN ERRR AR PN S B, 5L 7 R BRI s (R
o EMERIEY] R EAAER A BT 2%, 8 BIRAUSATE MM F &, TN AE
FIB TR RS T BB -

In the event of workplace accidents, Venezuelan law adheres to the Occupational Risk Theory
and establishes the (objective) liability of the employer in the event of the accident. This entails
the payment of compensation as moral damages, regardless of whether the employer's fault or

negligence in the accident is proven, as has also been established by national jurisprudence!®.

BeAh, F R e A AR B KOF R e S BUE S ONEAT ), (TR, S7ahsk At
HITEREHLZE) (LOPCYMAT) HUE 1 BRI 5TiE, JFRIEREN IR (EX
TRV A e 5 22 W JU i, INPSASEL) ASE BBk BRI 588 2 1ff o A S s 2 e 105
PLAE A AR AE LD T -

Additionally, when it has been proven that the employer was at fault or negligent and that the
accident occurred as a result (a wrongful act), the LOPCYMAT develops a system of subjective
liability for the employer and weighs the payment of the corresponding compensation according
to the type and degree of disability certified by the competent body (National Institute for
Occupational Health and Safety, INPSASEL). Thus, the LOPCYMAT establishes the following

scale:

o TFEANEAT: AT S ANl 8 FMLEIME, gL H .

Death of the worker: salary for no less than 5 years nor more than § years, counted in
continuous days.

o REKALRKMEMTEREST: LAV T 45, AN 7 ERNLTHEUE, DESHIT.
Permanent total disability for any type of work activity: salary for no less than 4 years nor
more than 7 years, counted in continuous days.

© BAKAWMKEITAERE ). #ADT 348, ANl 6 FR LR, UELEH T,
Permanent total disability for usual work: salary for no less than 3 years nor more than 6

years, counted in continuous days.

16 Social Cassation Chamber of the Supreme Court of Justice, judgment No. 116, dated May 17, 2000, case: Hilados Flexilon,
S.A.
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o WML SR ECE TR S K AR R 25%: 1A T 2 L ANEE S L
B, DLUEZEH T
Permanent partial disability of more than twenty-five percent (25%) of the worker's
physical or intellectual capacity for the usual profession or trade: salary for no less than 2
years nor more than 5 years, counted in continuous days.

o WAL SR ECE TR S K AR W RAEL 25%: 1AV T 1L ANEE 4 1
THHE, PLUESEH .
Permanent partial disability of up to twenty-five percent (25%) of the worker's physical or
intellectual capacity for the usual profession or trade: salary for no less than 1 year nor
more than 4 years, counted in continuous days.

o EIERTTAIAE ST TS RO BB ARG A o
Temporary disability: Double the salary corresponding to the days of rest.

2. REBRRAY

Special Protection

FERWIREL, A5 RS BRI R IR 7 B IR, B AEIRBENL 2 P55 Bive Bl
e AT 57 B Ak A o ISR R

In Venezuela, there are special labor protections for various groups considered vulnerable, with
the aim of guaranteeing equal opportunities, preventing discrimination, and promoting decent

working conditions. These include:

o Ltk FFRNALIE R (CECEAA TR SRR RCR S0 B0 ER A BRAT T AT
ab 5549 %) o IERARUE N Ak otk B2 IR T O E 2
R EA MR PO a6 L 7705 20 A, AL R H AL
i (TAEPTCA ML =R, BFHMWK BREN REOLH, BHBR. &
RSN 5 E IR A 7 s 9B 2 5457 s & A
Women: Both labor legislation and the Organic Law on the Right of Women to a Life Free
from Violence penalize discriminatory practices in the workplace (Article 49). This law
specifically addresses the following: prohibition of pregnancy tests; job security during
pregnancy and up to the child's second birthday; maternity leave 6 weeks before and 20
weeks after childbirth, with the possibility of immediate vacation time; daily breastfeeding
leave (two half-hour breaks if the workplace has a lactation room or two daily one-and-a-
half-hour breaks if it does not); periodic leave for medical appointments for children;
mandatory participation rates in Productive Labor Councils.

o BRIEN: SLEEEIRARATEE TR B . (BRI ALY HE, JESUERE 50 A4
A, i 2D 5% FRIRN, HAZRIRAZ ML (E SR AN E R 2,
CONAPDIS) 1EFIAIUE. [AIF, Ak st 2 TAR I P AUk AT ERatG oiid,  fRisok
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RNBIR . B N2 5 HAR S 303 RS o7 aita b, AR L& Loiahd A&
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People with Disabilities: Legislation prohibits any discrimination based on disability, and
the Law for People with Disabilities establishes the obligation for companies with more
than 50 employees to hire at least 5% of people with disabilities duly certified as such by
the corresponding agency (National Council for People with Disabilities, CONAPDIS).
Likewise, facilities and workplaces must be adapted to ensure accessibility and proper
performance of their duties. People with disabilities will enjoy the same employment
benefits as other workers and, as such, will have the right to participate in unions and
Workers' Productive Councils.

o JFAER: (ExRER) & (RERAEX S REALE) ZE AR 2B B2 A
JRAER, ANHZ BRI S 5% . 558 midk Al i E RIE S N ZI R EIE S,
LI 50K 55 B AR R S BN R RAE 5
Indigenous Peoples: The National Constitution and the Organic Law on Indigenous
Communities and Peoples prohibit any type of discrimination or denigration of indigenous
peoples, recognize their right and duty to work, and labor legislation recognizes indigenous
languages as the official language for these peoples and, when necessary, requires the
translation of employment documents into these languages.

o ZEAN: (BFEAGERESRRALE) KN, TRER, 28NN E
A58, REMK T HD NGRSOV 4R 8 N F AR 7y 808 7y A7
W2l o
Older Adults: The Organic Law for the Comprehensive Care and Development of Older
Adults recognizes their right to perform paid work, regardless of their age, provided the
tasks in question are appropriate for their personal circumstances, allowing them to
continue developing productive activities, whether physical or intellectual.

o HEFIE: (GFAFEHLTIE) (LOTTT) A&\ 14 2 18 JA S B2 il F

CEGE) MZ7 BRI S 55, HUE H LRAf osheaese. RtAms, (s
E PR NBCE E KB AT (INCES) ZEKR, Ji 5 15 AN g,
AU S NERR I 3% s 5% A INCES VEMH#4E -
Working Youth: The LOTTT recognizes the right and duty of young people between 14
and 18 years of age who are in training (apprentices) to work and establishes the obligation
for employment entities to incorporate apprentices into their workforce. Specifically, the
Law of the National Institute for Training and Socialist Education (INCES) requires
employment entities with more than 15 employees to hire a minimum of 3% and a

maximum of 5% INCES apprentices from their total workforce.

VI. MABER5ER

Personal Information and Privacy
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1. —BHen

General Rules

SR, HHAMEFKAFN R, TN TR — Bk AR R M
HABIFBAE AR, GTETHENIUARR R

However, in Venezuela, unlike other countries, there is no special, general law for the protection
of personal data; rather, its content is scattered throughout various laws, such as the Special
Law against Computer Crimes!'’.

{158 =8B M = S ) A i D OG5 1A v P e = | Ay eSS 1 P S B S i
FoAth BA T4 TR A m) R DR A R

However, best practices suggest that companies implement personal data protection standards
for their employees, especially multinational companies that are also governed by other
jurisdictions with robust and specialized regulations on the subject.

VII. EHS5RER

Anti-Discrimination and Anti-Harassment

1. — e

General Rules

(BT 8E)  (LOTTT) MUE 1 BV Bl 5 B ORI P bm e . 5% T 5040,
IR 21 Z0A0E, ZRERTRR. Mal. SR, BIIRGL. T RS, FH8 B
W AR PERGE . SRR e 2 B AR R SOtk B . 1 AR IR TR E BRI
PrBORE M, IR BT8R RAASEHIN, e AT i S SO RIS B s 5%
o FENTIBIRE PR IRASAAAE BT Iy, BIAEE TH $R3K 2R T8, AR
s ) FER SRS NRFAE B SR DX X £ o

The LOTTT establishes protective standards that prevent discrimination and harassment. In the
case of discrimination, Article 21 of the LOTTT stipulates that any type of employment
discrimination based on race, sex, age, marital status, union membership, religion, political
opinions, nationality, sexual orientation, disability, or social origin is prohibited. This
prohibition of discrimination is evident from the moment a job is applied for and during
employment, as employers may not impose hiring conditions that contravene anti-
discrimination provisions. Discrimination must also be avoided in the management of human
talent, such as in promotions, advancements, or the granting of incentives associated with a

person's characteristics or conditions, such as race, sex, age, etc.

17 Published in Official Gazette No. 37,313 dated 10/30/2001.
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To avoid discriminatory practices, the law has also established a principle of equal pay, which
states "equal pay for equal work," and which has constitutional status (Article 91 of the
Constitution). This principle has been one of the main challenges for employers when
differentiating salary scales for the same position, as there may be a risk of discrimination
claims if workers with the same position earn different salaries, making it difficult in practice
to reward those workers who excel in the same position. Therefore, to avoid this discrimination,
it is recommended to document the reasons for salary differentiation, which should be based on
factors such as seniority, professional training, productivity, attendance, and the economy of
raw materials, among other objective criteria. By maintaining objective and demonstrable
criteria for the aspects evaluated in employees, and the reasons for differentiating compensation,
it will demonstrate that the employer does not differentiate remuneration for reasons of

discrimination, but rather for reasons inherent to the effective services.

RKTWEI, FEMEBON™ %, ZIEIR B SRR, P2 BP0 e 3 s AR
BN T B BT B BRI SE AN S B BRFEE R I BUE R AT N, IR E T EE AR
B LB AR B O (FEEALTTEANE) F 164 %) o IR R
SRR N 57 30 SEhE . AR B R R T AR LT N, R R R, H I
TRMELNARE, BE T, RE . RIF5T0 R/ RETHEHM . 5P EIAFE,
VESEIRAN R AT S AR SR, B AT 9 B AT A i 2

Regarding harassment, the law has been strict, prohibiting workplace harassment and sexual
harassment. Workplace harassment is understood as recurrent or continuous harassment or
abusive conduct by the employer or their representatives; or by a worker; or by a group of
workers, which violates the dignity or biopsychosocial integrity of a worker or group of workers
(Article 164 of the LOTTT). Sexual harassment refers to unwanted and unsolicited sexual
harassment or conduct, carried out in isolation or through a series of incidents, by the employer
or their representatives against the worker, with the aim of affecting their job security or
granting, maintaining, or withdrawing some benefit derived from the employment relationship.
Sexual harassment, unlike workplace harassment, does not need to be recurrent or continuous;

rather, a single incident or event is sufficient for sexual harassment to be considered a violation.

2. ZARYRHME

Protective Characters
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Venezuelan legislation provides various mechanisms to prevent discrimination based on any
grounds (race, sex, gender, age, religion, etc.). On the one hand, it provides for monetary
sanctions (fines) for employers who engage in discriminatory practices, and on the other, it
provides for both administrative and judicial procedures that allow workers who are victims of
discrimination to take action. This is the case, for example, of the administrative complaint
procedure provided for in Article 513 of the LOTTT, which is processed before the Labor
Inspectorate. Through this procedure, the Labor Inspectorate can verify working conditions. In
practice, this procedure has served to enable workers to report discrimination due to wage
differentials. Furthermore, the legislation allows workers who are victims of discrimination to
directly pursue a constitutional protection action, as provided in Article 15 of the LOT
Regulations. This means that the Labor Court must implement this constitutional protection
action more expeditiously and preferentially. The employer is obligated to comply with its
decision, otherwise, criminal liability will arise.

VIII. WEBE

Internal Policies

1. EFTE
Applicability

FEZR WL, A A& A RIS B I8 E . XA s T LGS,
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2 Y B L e e 1 e A 22 TR e o o ol N BT AR RE EAT O A, A S SUANIRA SR Y
R, L2 A0E S BB B A 2 UE SUEAT A E,  BIV i E5K AR AR AT N I — 7 7k
HAED T

In Venezuela, internal policies for the management and administration of human talent can be
applied. This is a common practice in companies, especially multinationals with operations in
the country. These internal policies are applied to all employees in the organization without
distinction. In various rulings, the Supreme Court of Justice has assessed a company's internal
policies, including those related to the transfer of an employee abroad!®, and has even
determined conclusions regarding the burden of proof for non-compliance with an internal
policy, which falls on the party alleging such non-compliance®.

18 Judgments of the Social Cassation Chamber of the Supreme Court of Justice No. 0471 dated 10/08/2018, case:
Laboratorios Elmor, S.A., and Judgment of the Social Cassation Chamber of the Supreme Court of Justice No. 1356 dated
06/19/2007, case: BBV A Banco Provincial.

19 Judgment of the Social Cassation Chamber of the Supreme Court of Justice No. 970 dated 08/05/2011.
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2. %N
Validity

PN AT DO K — T L AT SR A2, 57 3 T R A AR R8I A 2,
FLABERT & A NHAEN o IS8 HE N 32 BRI A R B N bk e, HARA
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A fundamental requirement for the application of an internal policy is that the worker has been
notified of its existence, is aware of its content, and that it meets acceptable standards. These
standards basically imply that the policy does not contravene Venezuelan regulations and is not

discriminatory.

BT e o Bk oy sh & MArHlE, JUKHEZSETHE, B @ WAETT 30 & [F h 88 A
FRIRE, JREOREE O 57 sh IR I B H RS (ARERH 1) o ZEREEEH T A
M, o T RE A w1 E

However, since the employer bears the burden of proof of the internal policy to enforce its
compliance, it is recommended to reference its existence in employment contracts and provide
documentary evidence (physical or digital) that the policy was delivered to the worker. This

applies to both local policies and policies issued by the company's parent company.

FEZR N EREL, 5 [ bl 38 1) i o3 AU S (0 N BB 6 RE S AT O HEN BN B, 4T
RGP B 2 o SR

In Venezuela, multinational companies typically have internal policies and codes of conduct
that their employees must follow, such as codes that impose anti-corruption, conduct,

confidentiality, and conflict of interest policies.

3. BRI
Whistleblowing

BAREMAT A Ak e 5138 S AT OV HEND BN ERRE R, T EARAE T [ 2w B R Y
&0\ 1A% SIS SRA N o0\ A € 580 h YA | i B il VI PP N s e E R B R e RO S B '
HMAPERAT N, 17057 30 R REAT 2441

Internal procedures for reporting irregularities, such as non-compliance with codes of conduct
by a member of the organization, exist primarily in multinationals or large companies. In small
and medium-sized enterprises (SMEs), it is difficult to find these types of internal control
mechanisms, meaning workers have the option of reporting any irregularity to the labor
inspectorate, provided it involves the violation of a labor right.

IX. DR HFER

Transactions
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1. FHRAR
Employment Relationship

RN, A BOWEE R e v e EE B EIE (7B HA573hE)
%066 %), (RGN T, M KERGTIIG R SIA 73 F A A2 . WRYEER
€, J5Re 3250 e R 0157 s A OC U5 AR DUAE, WIRIRKON 5 . IR
JeibiJa,  HH R B 57 B ok R AR DT

In cases of mergers, acquisitions, or transfers, regulated in Venezuela as cases of employer
substitution (Article 66 of the LOTTT), individual and collective employment contracts and
existing working conditions are not affected. Pursuant to the Law, the replaced employer shall
be jointly and severally liable with the new employer for the employees' labor obligations for
up to a period of 5 years. After this period, the new employer shall be solely responsible for

such employment relationships.

2. MESFE

Compensation

FEama It BOWBBE A, B 8L T, IR IE 75 757 3 & ST A A B2
EEUR S ERNAUE, EEEBIURIEI ST 55 s N E B R R
E=AN A WESRIERR ST 3R &, IF RSO AR A AMES 4

No additional payment or compensation is established for workers in the event of a merger,
acquisition, or transfer of capital or assets. The Law only regulates that the replacement of an
employer must be notified to the workers in advance, and if the employee has any objection to
said replacement, they may, within the following three months, demand termination of the
employment relationship and demand payment of any corresponding compensation.

X. FHEFRARMLL

Termination of Employment

1. R IRE

Termination Grounds

FERWNIREL, BTSRRI 1. RN B o7 sk UL AR 2 R Uz 0, R
FAEFEIE . HBEATHNMEERE, e il. BEAR GadisE) J&T
Bl 51 o

In Venezuela, an employer cannot fire an employee for any reason. First, labor law is governed
by the principle of job stability, which means that dismissal can only occur if there is a legally
justified cause and after compliance with the corresponding procedures. Management workers

(senior executives) are an exception.
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Additionally, since 2002, Venezuela has implemented job security, currently regulated by
Decree No. 5070%°. This decree again extended job security for all public and private sector
workers for a period of two (02) years, counting from January 1, 2025, to December 31, 2026.
According to this decree, no employee may be fired, have their working conditions downgraded,
or be transferred without just cause. Furthermore, any such action must have prior authorization

from the Labor Inspectorate.

I B UE T GishEHLR 573D 5 79 %:
The grounds for justified dismissal are regulated by Article 79 of the LOTTT:

a)  LAR ok Z {5 BSL AN TE AT
Lack of integrity or immoral conduct at work.

b) EEAT Y, B ERERAN.
Acts of delicto, except in self-defense.

o) Xfped. HARHEANBGLEEEFEMR R, St/ EE5 0. AEETN.
Injury or serious breach of respect and consideration owed to the employer, their
representatives, or family members living with them.

d)  SUSECE I R R AR S 2 BT .
Intentional act or gross negligence affecting occupational health and safety.

e) BLZAEARRAT N E IR S 2 4
Omissions or imprudence seriously affecting occupational health and safety.

f) —MNANEKIEZRBHY TETF=ATEH, B — R,
Unjustified absence from work for three working days within a one-month period, which
will be counted from the first absence.

g) MEECE R KRG R B TR ot FEAMEL Efldh. |55 KA
HARIK
Material damage caused intentionally or through gross negligence to machinery, tools and
work implements, furniture of the work entity, raw materials or products manufactured or
in the process of being manufactured, plantations, and other belongings.

h) EERA . HEE T 2R
Disclosure of manufacturing, fabrication, or process secrets.

) PPEHEERITHRRIE X5

20 pyblished in the Official Gazette on December 27, 2024.
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Serious breach of the obligations imposed by the employment relationship.
j) HEEEN. 7.

Abandonment of work.
k) B UEIEERE -

Workplace harassment or sexual harassment.

2. fREREF

Termination Procedure

WRAE R E, 2 5 I & IR A R A — R TR, e B AT Ol B R R
ZHiE 30 HAN, BalidfiNErRy, JF 57 s SR s e tiE. 2P E T
(FFahB AL 57E) 8 422 5%, BRERAMKRHFN, DEHELRAZHA. B
RS 518 . 57 3 M Rk AT 2 75 At e A e i) TR
In accordance with the above, when any of the offenses requiring justified dismissal by an
employee arise, the employer must, within 30 days of the occurrence of the offense, initiate the
procedure for classifying the offenses and request the corresponding authorization to dismiss
from the Labor Inspectorate. This procedure is regulated in Article 422 of the LOTTT and
entails notifying the parties involved so that they may participate in the procedure through a
response, and presentation of evidence. Based on this, the corresponding authority (Labor
Inspectorate) may issue a decision on whether or not to authorize the requested dismissal.

3. By

Termination Protection

WNRTPTR, RPN ERLXT 55 3 PO e S B ama i ORI, DR e e R 25 IR 2 B
B 57 S IR I T iR A R e . (57 TS RER)  (LOTTT) % 95 % HLE,
=AW, 58NSO 100 AK) AR AL 5 B flik 2] el 10%. 8 1 AEL
HIE 50 NI TARBAr A LLIE 2] 20%. i AAECAN 2 50 N AR Sk 53 N HoE
B 10 N, BB ER, BIR ORI 0. X EWRE, AN E N R L
T AHRZ AT BT 2 o A 2 M % AT

As indicated, Venezuela provides strong protection against the dismissal of workers, so there
must be justifiable causes and the respective authorization must have been requested from the
Labor Inspector. Article 95 of the LOTTT (Law on Employment and Social Security)
establishes that a mass layoff will be considered when it affects a number equal to or greater
than ten percent of the workers in a work entity with more than one hundred workers, or twenty
percent of a work entity with more than fifty workers, or ten workers in a work entity with
fewer than fifty within a period of three months, or even more if the circumstances make it
critical. This implies that if a mass layoff is deemed to occur, the competent Ministry may
suspend it for reasons of social interest.

4. fREAME E A

Severance and Compensation
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ETERAERL, MR OTHE T IR bR 2 FE NI etnE,  (FahE 45750
) 92 FME, #HHEBIRARNART S A SRR, BT IE 2 B e HL5T 5
BEATEKERRIEOLT, 8 NSO 2 T BATARAT 2 DR B A g B0 22 5F A2 48
Considering that dismissals can only be justified and previously authorized by the competent
authority in Venezuela, Article 92 of the LOTTT establishes severance pay equivalent to the
amount due to social benefits in the event of termination of the employment relationship for
reasons beyond the employee's control, or in cases of dismissal without justifiable reasons when

the employee expresses his or her intention not to file a request for reinstatement.

5. NAfEE

Wrongful Termination

XIS B B, R (55EhE)  (LOTTT) 5 425 KHE, 5sh& nlfE
Yo a 30 H AR S7 3 SRy, ZORKE PR E MR A (B, 32
RN A I T8t S AbAE A ERE, 57 el SRR R, 5 CIUE e E 5
ARl OrRE, HPRITINRAMEAAE, MILHTTE 573 H R AL, I3
R L0 R AR . Je BIEAPAT ZAT 20, NS &, RARIE T LAL
T, IR R e ERRABEREN K. k2, HEFATITRTTLERIN, ik
S RITENR AL, WREFPHIE, PR R IERE . XU X % B E5KEAT
HAIE, ZJa H 57 s S E AR AN UE .

In the case of unjustified dismissals, pursuant to Article 425 of the LOTTT (Labor Law), the
employee may, within 30 days of dismissal, file a complaint with the Labor Inspectorate and
request reinstatement of the violated legal status (reinstatement), as well as payment of lost
wages and other benefits. The law establishes that upon receipt of the complaint, once the
employee's job security has been proven, and if the alleged employment relationship exists, the
reinstatement to the employee's previous status will be ordered immediately, with payment of
lost wages and other lost benefits. Any failure by the employer to comply with this order will
be deemed contempt and will trigger the sanctions established by law. The employer or his or
her legal representative will be referred to the Public Prosecutor's Office. On the other hand, if
at the time of execution (notification to the employer) of the aforementioned order, it is not
possible to verify the existence of the alleged employment relationship, the procedure will be
suspended and an evidentiary hearing will be opened so that the parties can substantiate their

allegations and subsequently the Labor Inspector will issue the corresponding decision.

6. Rk ES5H R

Mass termination and Layoffs

AR E G = WE T AEH

39



I PR 5 5% 1 1t 152 7 5l FLA R 1 (2025)
Labor & Employment Compliance Guide for International Investors (2025)
Cross-border Employment Compliae8 %V‘]iﬁ% & Venezuela

The provisions of section 3 of this chapter apply.

XI. fRE. ARG 5EIEREE

Confidentiality, Non-Compete, and Non-Solicitation

1. 4R (5%
Confidentiality

FERNIREL, 57306 A2 R %308 T WGE, M2 5ehaggs, s
HRZS PR IR B A5 B R & B2 it . IRIR BTG H T i i, A
HASS vk, (E S B DR 20 A I PAT 70 BE 2 MR 306 Ji 53 TARIRST A i ANH o B, wl 3%
fi e MU A ) e B & N AR AR YO R PR U, B AT RER AL 57 B
ERAE TG AL E R 55 LA R R NSEIA R iR frdr, @ BUEE %
I2EF SR T UL E . XIFA TR 57 303 Joik g 55 Dr sy A% A (0 i b Bl T
SR, T TR EE R DR STV R, ek B e R R FEAE R . B
n (57 EALTTENIED) S 79 AN ER E TR A N IE AR R, (EARE A
G a2, MU RS B AR THliE e, 8. 15 & WL
B8

In Venezuela, it is common for employment contracts to contain confidentiality clauses,
especially in the case of employees involved in business management or whose duties give
them access to privileged information. These confidentiality agreements can be applied to all
employees regardless of their level of responsibility, but in reality, the implementation of the
confidentiality clause varies depending on the employee's duties. For example, employees who
have access to trade secrets will have a very comprehensive and extensive confidentiality
agreement, which could even be a separate agreement from the employment contract, solely
addressing confidentiality and the consequences of breaching it. For effective confidentiality
protection, it is recommended that it be expressly agreed upon in a contract signed for this
purpose. This does not imply that employees do not have a legal duty to maintain industrial or
procedural secrets to which they have access, but rather that the duty arising from the legal
mandate is limited, and not to the extent the employer warrants. For example, Article 79 of the
LOTTT establishes as a cause for justified dismissal the employee's disclosure of employer
secrets, but limits these to secrets of manufacture, processing, or procedures. Sensitive and
confidential information is not limited to manufacturing secrets, but also includes data, records,

and classified information.

HHEE N AR VEE T B3 X% 4R (k%4 5HBEE)  (LOPCYMAT)
845 FHUE, RAERFARMMEAF . I TH T EHME, WIRER LTIt
b T A — Y £ S AR (% 5%
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Another confidentiality obligation imposed by law applies to safety delegates, who, pursuant
to Article 45 of the LOPCYMAT, are prohibited from revealing secrets of manufacture,
processing, or procedures and, furthermore, are required to maintain professional secrecy

regarding any information to which they may have access as a result of their actions.

2. FENVERH) 52 LS

Non-Compete and Non-Solicitation

RAERNERLEEE, N LA E SO R HI 2630, 8 H3glehioy 2R b A IE 2554,
LE S P S0E & ] T Ak 22 8 B R ) e R BB, T AN IE T R A
ERE, SOV PR Rk e A S R AT W], SO B B sl N AT AT RE 4 e
T AL SRR, BRARS 2 e E R BERR AL 1Ak, X5 Al I iSO 122 BR
EMETERRAEIEZ G,  (GFENEFG) 5 20 KR sa b RH 29 E KR E 7
AT
Under Venezuelan law, it is possible to agree to non-competition clauses, which are locally
referred to as "prohibition of unfair competition." These agreements are commonly observed in
senior management positions that have a direct impact on business operations, but not in
average positions. The prohibition of competition implies, even by legal mandate, that the
employee, during the term of the contract, must refrain from conducting negotiations on his or
her own behalf or on behalf of others that could affect the interests of the employer, unless
expressly or tacitly authorized by the employer. However, this prohibition may be extended by
convention even to periods after the termination of the employment contract, for which Article
20 of the LOT Regulations establishes certain conditions for its validity:
o SOMPREHIR S KNI B R R AL RN
It will last for a maximum of six (6) months after the termination of the employment
relationship.
o IZREIBAUETIESBEE, SGEFRRAESESPRA. HEHEKAS M. HA
e 2 b bR A 0 B AR 2R AAE T
It must be based on justified reasons, taking into account the employee's relationship with
the clientele, his status as a management employee, his personal knowledge of the
employer's industrial or trade secrets, or any other similar circumstance.
o IZZE LA R BTG R AT 75 B0E SEML IR S RIS 2 T, DARTEE A .
It must be agreed upon in writing at the beginning of the performance of the duties that
warrant the prohibition of competition; and
o W ZAE SV BR YT I e 01 20 5E S A R B, HAZAMEE G AU B WU P R
i3 -
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A compensation benefit for the employee must be agreed upon for the duration of the non-
competition clause. The amount of this compensation must be freely agreed upon by the

parties.

U5 7R T A 58 M PR ) 25 s 240 5 3 e LS5 I 3 P AR 22 o
Likewise, the parties may, in their non-competition clauses, regulate any compensation that

may be applicable in the event of breach of the obligation.

XII. RIAREIL&HIE

Work Representation and Trade Unions

1. ATARERHIE

Work Representation

RIE57 L%, FahE ke BRERMEERLN T (E+H A58 2 70 . Rtz
bb, EAFAEHAR ST S H AR, Bl iRk, B TR s, PAGEM T
NICETISEAR ST TEE C (GFahE ARG ENE) BATUSEEME) « XLEHLHHR
RERAME, #EAEAFAKNSEES s, BRI

According to labor legislation, the main form of worker association and representation are
unions (see point XI1.2). However, there are other worker representation organizations, such as
Prevention Delegates, Productive Workers' Councils, and Labor Directors for public sector
entities (sixth transitional provision of the LOTTT). These bodies do not have the same

functions, but each has a different purpose and objective, namely:

o Lo XESEEMTT THLSEN, BAENIER, ARTE 5 R EHTEE

WH, JIREGE TS KL ArE (L8 A tm@Al TAER E . m¥Esh. %ok
HEMGED .
The union: This is the most popular form of labor and has a vindictive nature, as it
represents workers in collective bargaining with the employer, seeking to improve their
employment benefits (salaries, social benefits, working hours, overtime pay, night shift
bonuses, etc.).

o 2K HOATmESEEPNERE ZeZ 2P INAE, 2R RS NEREGHLY
(hZe2ESRIEARAL  ZEAENRTTREEPIEE. 22504
AT
Safety delegates: These are workers' representatives before the Occupational Health and
Safety Committee, which is a joint body (made up of the safety delegates and employer
representatives). The delegate's function is to ensure compliance with occupational health,

safety, and hygiene regulations.
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o AP LIRS BRASNRTEFEAR, AT E AR AR .
Productive Labor Councils: These are committees made up solely of workers, whose
function is to supervise companies' production processes.

o GLEE: AR PAEET S, G EEE T UM,

Labor Directors: These represent workers in public entities and are governed by a

transitional provision.

2. T&HIE

Trade Unions

WS Tk, ZAEBLN Lan AR E La55%EE Ta. BE TR R ER
fl, AHERH TR AU AR S IE A . 57308 Lm0 AL 200

Unions in Venezuela can be employer- or worker-based. Employer-based unions represent
employers and can be organized in chambers by the economic sector they represent. In the case

of worker-based unions, these can be:

o Ty AR E L TARE . ARRBAME TR 57 3 R
Company unions: made up of workers of any profession or trade who work in a given
company.

o Bl #HZEETI T AR BN BT 5T Eh AR, RIE L2 R AR A
I8
Professional, arts, or trade unions: made up of workers in the same profession or trade,
even if they work in different companies.

o TS BIRETZ2FAWAERE TR L TR 8 55 3 4R
Industrial unions: made up of workers who work for several companies but belong to the
same industrial branch.

o AT TS T2 MWAERE TRk, AR e A 2R 57 8
H o
Sectoral unions: made up of workers who work for several companies but belong to the

same commercial, agricultural, or production branch.

Ton] B ARMHIEBIESEE, AT %, N XIRFEEE KK . X6 FE 5
AL B AN BN L M
Unions can have different territorial scopes of activity, and may be local, state, regional, or

national. The regional scope includes two (2) or more states.

TR EEN T 2GR, BRI REERIRA IR EFH. FE. #HERK
ITEREEREBA .. TR A RAEER SR AR RS, B EEEUE EE AT
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ETH, DEAARHE TGS (MM LT2HE STAE (h2ARE2
HEO o (FEhFMALTTENE) 5 367 FE T Lar) FEEIREL

The rights of unions are primarily those of union action, which include the right to collective
bargaining, which entails holding collective agreements, as well as administering, reviewing,
and enforcing them. They also have the right to represent their members in collective disputes,
including the right to strike under the parameters established by law, and the right to form
federations (unions of several unions) and union confederations (unions of several federations).
The main union powers are found in Article 367 of the LOTTT (Total Labor Law).

FEANL AR, LA A REREES ., fE SRS AT, HT
SAFELATEAT R O] & B FE AR B L e RAERE L5804
(RNOS) il yal ARk, F5L b, TarfUGRIES ikt EZRPRTILAE RNOS Bl
IR K. Pk, EWADEE A TagtfURIE £ 43U, #£ RNOS H Rl 5 s i
LI TR E N BARERN .  eia@ e il A N e AR, EEIE L “ T
N AENNETT, RERICE S il A 8525
The law recognizes trade union autonomy, which means they are free to elect their boards of
directors, draft their bylaws and all internal regulations, and cannot be dissolved by
administrative acts but only by a court decision. However, to be valid, unions must be registered
in the National Registry of Trade Union Organizations (RNOS). In fact, the representation and
legitimacy of unions is determined primarily by the number of members registered in the RNOS.
Therefore, in a dispute over representativeness between two or more unions, the union with the
largest number of RNOS members will be considered more representative. If representativeness
cannot be determined by the number of members, the law provides for a "trade union
referendum"” as a means of determining representativeness, which basically means a direct and

secret ballot.

RN, 4R ZBERR G A Al sis € TR AT, Ak Ta. b Tak
PN TR T LR S TR R A B RLAFAE KB P L T2, ) i 24
ig. ml. BIR. UG B T L. R T n R - E AT i 5 Ak
AT SRR ST CRTSE R B AR .

In Venezuela, the majority of collective bargaining agreements are held by companies or
specific work entities. These collective bargaining agreements are negotiated by both company
unions and professional and industrial unions. There are a significant number of unions by
industry, such as those in the pharmaceutical, textile, oil, rubber, restaurant and hotel, and food
sectors, among others. These unions can negotiate collective bargaining agreements in the

various companies in their sector (provided they have representation in the respective company).
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ERGROMEEF G T LMy sl B RRCERGRT SR, 5730 MR R e
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The procedure for negotiating a collective bargaining agreement begins with the union
submitting a draft collective bargaining agreement to the Labor Inspectorate, which will notify
the employer and convene a negotiating table. Only at the first meeting may the employer
present its defenses, alleging the reasons why it is not obligated to negotiate the draft collective
bargaining agreement, such as the union's lack of representativeness. In response to these
defenses, the Labor Inspectorate will issue a decision, which may or may not obligate the
employer to negotiate the collective bargaining agreement. If obligated to negotiate, the parties
will negotiate the content of the collective bargaining agreement for a period of one hundred
and eighty (180) days established by law, in accordance with Article 441 of the LOTTT. The
Inspector's decision may be appealed to the Minister of Labor and may be appealed in labor

courts.

HEAh, R AT IR 2 A Lo e & KA B Al iz AT i T SRR S T, 1%
PR AT SFE 2 (RNLD o BlAng ATl Adrlk. #2547k i8R & )
BpE k. ZREFmmaE Ta. Bae, FBEBUEE TRRERIEEZ). 57 LE
AR TG, B E T AR A ERTRATI AT . xS WA SRR R P b R
Ak CAEH TS X SR SR A 2 R o 57 S RIE 2 BWURE Py f5e 28 NS AT
WHEER G, 1ZE R SRS DTN AT L A 7 X EE X%
G Mo, WRiE GFahBEHRTTEE) KT 7ANE IR 468 5 K Ja 8E55 3K,
77 LR P @ R BOK RNL AR [R] g il ] T30 AT Mk . 5 )3 FH R A 57 3
G 2 WOk SRR & RIVE OV RYEE T ATk, BHEARS Sl @5iT Ik 5412y
AT b SRR & [R]85 57 B RIE 2 BOK B R 451

On the other hand, several unions, as well as federations and confederations of a specific sector
or branch of activity, can negotiate collective bargaining agreements for a specific sector, which
is known as a Labor Normative Meeting (RNL). This is the case, for example, with the
collective bargaining agreement for the construction industry, the oil sector, the pharmaceutical
sector, among others. The procedure begins with a request from workers' unions, federations,
or confederations, or even employers' unions. After verifying the eligibility requirements, the
Ministry of Labor summons interested parties from the aforementioned sector through the
Official Gazette. This call for meetings suspends any request for a meeting submitted at the
local, regional, or national level in the companies included in the Labor Standards Meeting. The

Labor Standards Meeting process results in a Collective Bargaining Agreement for the
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respective industry, which will replace all local, regional, or national collective bargaining
agreements held by the companies participating in the meeting in the respective industry.
Furthermore, the RNL Collective Bargaining Agreement may be extended on a mandatory basis
for the respective industry, through a Resolution issued to that effect by the Minister of Labor
in accordance with Article 468 et seq. of the Labor Standards Meeting (LOTTT). This
mandatory extension implies that the collective bargaining agreement reached at the Labor
Standards Meeting is applied as a standard to the entire industry, including companies not
participating in the meeting. An important example of a Collective Bargaining Agreement
reached at a Labor Standards Meeting is the Construction Industry and the Pharmaceutical
Industry.

WRAEE RS, B SFRMRRES 2 &, &K 3 %, EEOEE S FIBUCHTR
B, B EARZ ARG RN .

According to the law, the duration of a collective bargaining agreement is a minimum of two
(2) years and a maximum of three (3) years, and its validity is until it is replaced by a new
collective bargaining agreement, which is known doctrinally as the ultra-activity of collective

bargaining agreements.

B B RE, @BUR BN OER S AEREREF A L. HZSEAFE
Lo, JEETRNL T #5783 BIRARBOR], e St 24 [ T AT NmiE 2431, KA
57 S BT SR E KA, WA H FHE T AR RO T T )RR
AT ERMEERIFESR, EVCRICL ik

In light of the above, employers are advised to determine the existence of collective bargaining
agreements and unions in their productive sector. If unions do not exist in the sector, employers
must be aware of workers' collective rights in order to avoid engaging in anti-union practices
that may result in sanctions, since workers have the right to form their own unions on a
company-by-company basis if they so desire and if they meet the legal requirements. If a union
is formed in the respective company and also submits a draft collective bargaining agreement,

it is advisable to:

« BLAAREFRIFRR,
Maintain good relations with union representatives.

© TR LIZMZOURR,
Understand the union's most important requirements.

o EE TR G R RS A R S5 s, RS B Mk N A AT AR AL
Thoroughly analyze the costs and financial impacts of a draft collective bargaining
agreement, for which it is recommended to seek the assistance of experts to design cost

simulations.

46



I PR 5 5% 1 1t 152 7 5l FLA R 1 (2025)
Labor & Employment Compliance Guide for International Investors (2025)

Cross-border Employment Compliae8 %V‘] ﬁ%ﬁ Venezuela

XIII.

1.

B E AV 55 K S BE I B, e e 55 s A8 B 1 ) T AL 5mAA A b 42 52 Y LI
5 RESTHIZE o

Determine the limits of the company's financial possibilities, since neither a union nor the
labor authority can force the company to agree to terms beyond its financial capabilities.
KA U7 BE B RR AT ST TR -

Conduct negotiations using a sound negotiation method that generates value for both
parties.
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Reach clear and well-written agreements that avoid confusion or doubts in interpretation,
since, under the principle of in dubio pro operario, any doubts in interpretation will be

favored by the worker.
55 B B R
Dispute Resolutions

BEFS53T

Procedures & Enforcement

FERNEGNL, 7 PR R B 22 (7B 57 8E)  (LOTTT) Kk (Fiahfefr
MAE)  (LOPT) MMl $RMSH7 BRI BLAS IR IR IR RO E a0 T
In Venezuela, the resolution of labor disputes is primarily governed by the LOTTT (Labor Law)

and
law:

2.

the Organic Labor Procedural Law (LOPT)?!. The statutes of limitations for filing labor
suits or complaints are as follows:

FRWRE TAE B ST RAT T8 Hff R HE 30 HN.

Request for Reinstatement and Payment of Lost Wages: within 30 days of the termination.
Fa OrREAEA 5K HI7TEIR K& IEZ HilE 10 4.

Claims for social benefits: 10 years from the date of termination of the employment
relationship.

ATAEAAFEER R FHES. BRE) - BFAIRAKIEZHIES &,
Claims for employee benefits (vacation, profit sharing, vacation bonus): 5 years from the
date of termination of the employment relationship.
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Claims for work-related accidents (work-related accident or occupational disease): 5 years
from the date of certification of the accident or occupational disease.

BRI 5T

Waiver & Enforcement
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In Venezuela, the principle of non-waivability of labor rights governs, so under no
circumstances may the rights contained in rules and regulations of any nature and hierarchy that
favor workers be waived. However, it is possible to enter into settlement agreements at the end
of the employment relationship, in which both parties make reciprocal concessions and without

violating the non-waivability of labor rights, thus preventing any litigation.

XIV. HAhZFEIR
Others

1. BHFESERRED
Latest Development & Trends
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While there are proposals for labor reforms and proposals to enact new labor laws or regulations
in Venezuela (e.g., the Reform of the Organic Law of Labor Procedure), their content is not

public, so it is not possible to alert international investors about potential regulatory changes.

2. IHERBHEER

Cultural and Religious Considerations
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From a cultural and religious perspective, Venezuela has established national holidays, which
typically stem from historical or religious customs. These holidays imply that on these dates
there is no work activity throughout the national territory, except for the exceptions established
by law and with the corresponding compensation for workers in each specific case. Likewise,
each region of the country may, due to cultural or religious customs, establish non-working
holidays that apply only to that municipality, city, or state and which must also be treated as a

holiday for the purposes of the law.
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