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Introduction and important notes

• This document provides a snapshot of 
the Labor and Employment Law 
regulations that operate in 
jurisdictions around the world relating 
to the Covid-19 pandemic.

• Policy changes across the globe are 
being proposed and implemented on a 
daily basis. 

• You should consult with your local EY 
Law team to check for the latest 
developments.

• In addition, not all jurisdictions are 
reflected in this document.
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In challenging times like these, many businesses are encountering questions that urgently need to be answered. 
Companies around the globe are now facing unprecedented challenges, not only financially but also in terms of human 
resources.

As the spread of the novel coronavirus Covid-19 continues to accelerate throughout the world, it is essential for 
businesses to stay agile. This particularly applies to multinational companies working across many different jurisdictions, 
taking into account varying legal regulations.

In this newsletter, we summarize the answers to key labor and employment law questions in 40 jurisdictions around the 
globe. We have concentrated on employer obligations during the pandemic, with a special focus on state support for 
furlough, short-time or part-time work. 

Staying informed of the latest information will be essential in adapting to the new business landscape we are now facing. 
Our local labor and employment law professionals in your jurisdiction are available to discuss your specific queries. 

With best wishes,

Paula Hogéus
EY Global Labor and Employment Law Leader
paula.hogeus@law.se.ey.com

Roselyn Sands 
EY Global Labor and Employment Law Markets Leader
roselyn.sands@ey-avocats.com

EY has developed additional trackers, available 
to view  on our dedicated ey.com page, to help 
you follow changes in policy areas such as Labor 
and Employment Law and Immigration Policy

EY Tax, Law and People Advisory Services 
professionals are regularly updating the trackers.

mailto:paula.hogeus@law.se.ey.com
mailto:paula.hogeus@law.se.ey.com
https://www.ey.com/en_gl/tax/how-covid-19-is-causing-governments-to-adopt-economic-stimulus--
https://www.ey.com/en_gl/tax/covid-19-labor-and-employment
https://www.ey.com/en_gl/tax/how-covid-19-is-disrupting-immigration-policies-and-worker-mobility-a-tracker
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Argentina

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
to safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be 
maintained to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or 
health information legislation applies, such legislation should be followed to correctly handle information disclosed in connection 
with Covid-19. For example, in countries to which General Data Protection Regulation (GDPR) applies, the Covid-19 data should be
processed, stored, secured, accessed and destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 

(Contd.)
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Argentina

Question Response

Only where General Data Protection Regulation (GDPR) applies: Data on this can be processed in accordance with GDPR and 
thereto supplementing domestic legislation. However, note that health data triggers some extra precautions, which i.e., means
that sufficient security measures need to be taken, including control of the access to data and that the data is deleted when no
longer needed. The data can also be transferred to the US or other third countries, provided that the appropriate level of 
protection can be ensured in accordance with GDPR (but also in specific situations that may apply in this case, where the public
interest is taken into consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as 
legitimate taking all interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

In Argentina, the employer could be obliged (for safe public health purposes) to inform if an employee has been diagnosed.

Other The employee's Mandatory Health Plan provider ("Obra Social") is obliged to cover the medical expenses related to the treatment 
of Covid-19 Virus.

Disposition 1644/2020 by the Argentinian Immigration Office
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Argentina

Question Response

It has been issued in today’s Official Bulletin disposition N°1644/2020 of the Immigration Office which establishes the following:

• Temporarily suspend the processing of applications for admission as a temporary resident, transitory resident, online processing
of Electronic Travel Authorizations and consular processing of entry permits and visas. The suspension applies to foreigners who
are abroad and are nationals of or coming from China, South Korea, Iran, Japan, the United States, Great Britain and Northern
Ireland, the states of the European Union and the countries that make up the Schengen area.

• Those foreigners coming from high-risk countries who entered the country on 12 March 2020 and remained in quarantine for 
14 consecutive days, may then apply for residence.

Based on the foregoing, foreigners who have entered the country prior to the publication of this disposition would be able to
process their corresponding residence applications as long as their stay in Argentine territory is at least 15 days.

On the other hand, a 15-day quarantine for people arriving in Argentina from countries with circulation of the pandemic has been
introduced. Employers are obliged to pay compensation during such period. In this respect, regarding employees, Argentina's 
Criminal Code contained punishments for those who promote the spread of a disease or disobey orders and provisions put in place 
by the State. 

The President of the Argentine Republic announced new measures that are added to those already established in the Official 
Bulletin disposition N°1644/2020 of the Immigration Office which establishes the following:

• Preventive obligatory isolation for 14 days is established for the following cases:

(a) “Suspected cases”: for this purpose, they are those in which the individual has fever and respiratory symptoms (such as 
cough, sore throat or respiratory difficulty), has a history of having recently travel to the affected areas, or has been in 
contact with confirmed or probable Covid-19 cases.
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Argentina

Question Response

(b) Those who have medical confirmation of having Covid-19. 

(c) The “close contacts” of the people mentioned in (a) and (b).

(d) Those arriving from the affected areas, who must provide itinerary information and go under medical examination in order 
to determine the potential infection risk and preventive measures to be taken.

(e) Non-resident foreigners who do not comply with the regulations on compulsory isolation may not enter or remain in the 
national territory, except the cases that the health or immigration authority consider.

• Anyone who has knowledge of those who do not comply with isolation must file a criminal complaint for possible commission of 
offences established in the Criminal Code, such as Section 205 (violating measures for the introduction of a pandemic), Section 
239 (resisting or disobeying a public officer lending his services for the exercise of his duties by virtue of a legal obligation), or 
concordant sections. 

• Argentina’s borders closure for a period of 15 days. Only Argentine nationals and foreign residents with valid temporary or 
permanent residence may transit, fulfilling the proper quarantine upon entry. 

• Suspension of classes for 15 days at the initial, primary, secondary and university levels. The institutions will remain open and 
those that provide the meal service will continue to do so. Parents who must care for their children may do so as follows: if both 
parents work in the private or public sector, one of them must have an authorized care leave. If one of them works in the 
private sector and the other in the public, whoever does it in the public must be granted leave. 

• Labor leave for employees aged over 65 years. Likewise, older people have preferential hours to be served in banks, health 
entities, supermarkets, etc.
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Argentina

Question Response

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

Suspension of classes for 15 days at the initial, primary, secondary and university levels. The institutions will remain open and those 
that provide the meal service will continue to do so. Parents who must care for their children may do so as follows: if both parents 
work in the private or public sector, one of them must have an authorized care leave. If one of them works in the private sector and 
the other in the public, whoever does it in the public must be granted leave. 
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Australia

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits. 

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 
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Australia

Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations). However, the info must only be shared on a needs to know basis to safeguard privacy 

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No

Other The info must only be shared on a needs to know basis to safeguard privacy 
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Austria

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits. 

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 
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Austria

Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No

Other If an employee is placed under officially ordered quarantine, the employee is entitled to continued remuneration from the 
employer, even though he may not be able to continue working. The employer is however entitled to compensation from the 
federal government for the amount of remuneration paid to the employee. This also applies if the entire plant of the employer is
ordered quarantine or if there was damage caused by such official measure. 
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Austria

Question Response

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

According to a press statement of the Austrian government dated 12 March 2020, employees with the duty to care for children 
below the age of 14 may be granted a special leave of up to three weeks. This special leave exists in addition to the annual vacation 
entitlement of the employee. This does not apply to companies that belong to the critical infrastructure and are manufacturing 
companies (e.g., grocery stores, pharmacies, security forces, etc.).

The decision on whether this leave is granted shall be made by the employer on a case-by-case basis and can thus not be taken 
unilaterally by the employee. In case the special leave is granted, the State of Austria takes over a third of the employee’s
remuneration until Easter. Currently no information exists regarding the exact extent of this compensation – we expect legal 
changes to be implemented in the next few days. Also before this change, employees had the right to paid special leave of absence 
of approximately one week, based on important personal grounds (which would also apply in the case at hand). Additionally 
employees are entitled to paid leave of absence for one (to two weeks) if the kids are ill.



EY Law Newsletter - Covid-19: Employer rights, obligations, furlough 
and Government Incentives

14

Belgium

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

The employer has a duty of care for the employees. Therefore, appropriate occupational health and safety measures must be 
taken. In this respect, disinfectants, paper tissues etc should be provided and technical possibilities as an alternative to physical 
meetings (e.g., video conferences) and temporary home office work arrangements should be made use of. Most importantly, the 
employer should establish instructions regarding the measures to be applied in case an employee becomes ill presumably infected 
with Covid-19. 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

In principle, employees have the right to employment and thus need to be allowed to access the business premises. An employer
can ask a visibly ill employee to return to his home or agree with the employee on modified conditions of employment (working
from home) Moreover, if the employer estimates that the employee’s health situation unmistakably increases the risks attached to
the work post, he can call the Labour physician who may order the employee to submit to a health examination.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

• Employees should be asked to reduce overtime hours and short-time work can be introduced in the event of supply bottlenecks, 
if permitted by the collective bargaining agreement and/or employment contracts. 

• In the event of a closure of the site, execution of the employment agreement is suspended and the employer may apply for 
temporary unemployment by reason of force majeure for his employees.

• A works agreement on the introduction of short-time work should be negotiated, in order to be able to react to further 
developments as quickly as possible and to mitigate economic consequences.
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Belgium

Question Response

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

An employer can ask a visibly ill employee to return to his home or agree with the employee on modified conditions of 
employment (working from home) Moreover, if the employer estimates that the employee’s health situation unmistakably 
increases the risks attached to the work post, he can call the Labour physician who may order the employee to submit to a health
examination.

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

In this case, employees could either take up vacation days (with the agreement of the employer), alternatively employees could 
claim up to 10 days of unremunerated days off for imperious family reasons. If more than 10 days’ absence are required, 
employees may agree with their employer to take up additional unremunerated time off.
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Brazil

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences).

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer must consider the medical evaluation in order to prohibit the employee to enter the workplace. Therefore, if the
medical formalization attests that the employee should stay away from people/in their home, then the employer should follow the 
medical instruction. On the other hand, if after a medical evaluation there is no determination to keep the employee away from 
the workplace, the employer should not prohibit the employee.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. (Contd.)
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Brazil

Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

In Brazil there is the need to keep confidentiality about employees’ medical information, including details of any disease. 
Therefore, the employer should not communicate the name of the diagnosed individual, but take the necessary actions to identify 
the group who was in contact with the person in order to evaluate if they may have the disease.

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

This aspect in Brazil is very sensitive, since the employee has the right to privacy and it should not be the type of information that is 
part of the employment, unless it is a business trip. Otherwise, it will be an employee decision to respond or not to this type of 
question. However, in order to protect the work environment and its employees, the company may implement an internal policy to 
request home office for a determined period of days from those who come from the considered high risk areas, even though it will
not be possible to prohibit the employee from entering the workplace, unless there is a medical document formalizing a different
orientation. It should be an action counting on each employees’ common sense.
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Brazil

Question Response

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No
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Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation. 

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 

Bulgaria
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Bulgaria

Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No

Other • Employers in Bulgaria are responsible for health and safety at work (H&S) not only in respect of their employees, but for all
other individuals on or near the working premises as well.

• Employers are required to provide introductory and periodic H&S briefings and inform employees on the measures undertaken 
for mitigation or control of those risks.

• Bulgarian National Crisis Headquarters (NCH) has issued guidelines stating that employees who have recently returned from 
high-risk or restricted areas shall be placed under quarantine for a term of 14 days. Bulgarian law explicitly states the 
quarantine shall be equated to sickness and sick leave shall be granted. Nevertheless, the NCH has issued guidelines that this 
quarantine is not a ground for issuance of a sick leave certificate and employees should use their annual paid/unpaid leave 
instead. The NCH guidelines are widely criticized.
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Question Response

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

Introducing additional measures constantly. No special exemption applies as of today (13 March 2020) for additional paid leave of 
employees whose children are out of school or kindergarten whereby schools and kindergartens are closed until 29 March 2020.

Thus, employees have the options to take any of the following leaves:

• Annual paid leave, 

• Unpaid leave – such leave is subject to approval by the employer

• Use leave for taking care of a child up to the age of two – the compensation due in such case is due by the national social 
security institute and is in the minimum amounts, provided that the employee qualifies for the payment

• Special unpaid leave of up to six months for taking care of a child up to the age of eight. Such leave is available for each of the 
parents and each of the parents is entitled to transfer up to five months of such entitlement to the other parent. The 
employees are entitled to such paid leave by law. 

Bulgaria
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Canada

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation. 

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 
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Canada

Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No. However, depending on the jurisdiction, there may be requirements to report "workplace incidents", which may be defined as 
exposure to certain risks such as illness such as Covid-19.

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

Employment laws differ among its 14 jurisdictions. However, there may be unpaid job-protected leaves available, and depending 
on the employer, paid leaves (however, paid leaves are not generally a statutory entitlement and would depend on the benefits
offered by the employer). Further, to the extent feasible, employers may allow their employees to work from home (which would
of course be paid)
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China

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation. 

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 
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China

Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No. 

Other It is the employer’s obligation in China to report the Government if any of the employee has been diagnosed. 

In China, the individual who comes back to the working location needs to be isolated for at least 14 days before he/she can be back 
to work, and he/she needs to advise the employer and/or neighbourhood committee regarding the travel locations. The individual 
will need to bear legal liability if he/she conceals the travel history to high-risk or restricted areas and cause infection. 
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Denmark

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation. 

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 
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Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No. 

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

If the schools and kindergartens are closed due to Covid-19, the employee who is forced to stay home for taking care of the 
children (and the employer has not send the employee home to work from home) are not entitled to salary from the employer. 
This means that the employee must take accrued overtime, accrued holidays or days off without salary. 

Denmark
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Finland

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation. 

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 
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Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No. 

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

Employees have a right to stay at home if there is no other possibility to take care for their children. From an employment law 
perspective, it would be considered a valid reason for being absent from work. The employer is however not obliged to pay salary
during this time and this would not be covered by the governmental benefits payable when taking care of a sick child.

Finland
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France

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation. 

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 



EY Law Newsletter - Covid-19: Employer rights, obligations, furlough 
and Government Incentives

31

Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

Yes.

Other In France, employees who are confined to limit the spreading of the Covid-19 
can be indemnified by the French State Social Security system, instead of the employer.

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

If the employee has a position and a function which allow him to be on flexible working, he will work at home. If not, the employee 
will be on sick leave and paid by the Social security regime. In such case only one of the parents can benefit from this possibility.

France
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Gabon

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation. 

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 
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Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No. 

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

The law does not provide specific provision regarding Covid-19.

However, parents that will need to stay at home because of illness of children are allowed leave of absence (paying salary) due to 
sickness.

In case there is no sickness, the law is silent on such case. 

Gabon
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Georgia

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation. 

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 
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Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Further, the requirements of the local law on Personal Data Protection shall also be followed in relation to processing, storing, 
securing, providing access to and destroying the personal data.

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

According to the Law on Public Safety, a citizen of Georgia, a person staying in the territory of Georgia, shall have the following 
obligations in the field of public safety, namely to immediately notify a relevant state body on an incident/emergency situation. The 
given law defines emergency situation as a situation/combination of situations that may pose clear threat to human life and/or 
health. Therefore, if the Covid-19 is deemed as such incident/emergency situation, the employer may have a duty to alert the 
Government, in case an employee has been diagnosed.

Georgia



EY Law Newsletter - Covid-19: Employer rights, obligations, furlough 
and Government Incentives

36

Question Response

Other Pursuant to the Decree of the Minister of the Health, Labor and Social Affairs of Georgia, dated 4 March 2020, the individuals who 
were in contact with the infected persons and are quarantined at the non-medical establishment, including home, are eligible upon 
their request to receive the medical certificate proving the temporary disability. Furthermore, Individuals travelling to Georgia from 
the high-risk countries (as determined by the Government from time to time) are subject to 14-day quarantine.

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

Pursuant to the Decree of the Government of Georgia, the educational and nurturing processes have been suspended at the 
educational and preschool establishments until 1 April 2020 due to Covid-19. The said Decree does not envisage the respective 
direct outcomes of such suspension. Herewith, generally, the private establishments are recommended to convert to the distance 
working regime. 

The laws of Georgia generally provide the possibility to issue the medical certificate on occupational disability to one of the parents 
(guardian) for the purposes of taking care of a healthy child under the age of seven, if quarantine is announced for preschool 
establishments or preschool aged children. The said certificate may be issued for the whole period of quarantine. Further, such 
certificate entitles the employee to receive the remuneration on the basis of temporary occupational disability. This regulation has 
been introduced long before the outbreak of Covid-19, however, may apply to the recent events as well to some extent.

Another option that the employees may have is to make use of their remaining paid and/or unpaid vocational leaves, in order to 
stay with the children during the time that the educational and preschool establishments are closed. 

Georgia
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Germany

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation. 

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 
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Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

Yes, there is an obligation by law (infection defence law) of the employer to immediately inform the relevant state authority in
Germany.

Other The employer can agree with the work council on measures to be taken in case a larger group of people have been infected with
Covid-19, e.g., right to ask for short time work or to order plant holidays. Possibility to receive funding by Government (e.g., in case 
of short time work) should be considered.

Germany

Covid-19_Germany Covid 19 Alert 
2_Germany
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Question Response

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

In this case, employees have the right to stay at home if there is no other possibility to take care of their children. Moreover, for a 
limited period (approx. five days), there generally is an entitlement to continued remuneration. However, this right to continued 
remuneration is often excluded in Collective Bargaining Agreements or employment contracts.

Germany
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Question Response

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

A newly introduced law provides a special paid leave for parent employees, for the duration of the operational ban on schools and 
until 10 April 2020. Only one of the parents may make use of said special leave, to the exclusion of the other parent (with the 
exception when the other parent is under sick leave/disable status). 

The special leave should be of a minimum duration of three days, whilst for every four days of leave taken, three days shall be 
considered as special paid leave and one day shall be deducted from the employee’s annual leave. The employee making use of the 
special leave shall be entitled to full remuneration, however 1/3 of the remuneration cost for employees in the private sector shall 
be born by the state. The employer is obliged to notify the ERGANI (Labor tracking system) of all employees who made use of said
leave, within the deadline from 10 April 2020 to 15 April 2020. Further clarifications shall be provided by further administration 
decisions.

Labor Law Urgent Greek State measures

The Legislative Decree dated 11 March 2020 provides the following labor measures against the spread of Covid-19:

• In accordance with article 4 par. 2, the employer may oblige the employees to work from home (teleworking).

• Article 4 par. 3 provides a special paid leave for parent employees, for the duration of the operational ban on schools and until 
10 April 2020. Only one of the parents may make use of said special leave, to the exclusion of the other parent (with the 
exception when the other parent is under sick leave /disable status). The special leave should be of a minimum duration of 
three days, whilst for every four days of leave taken, three days shall be considered as special paid leave and one day shall be
deducted from the employee’s annual leave. The employee making use of the special leave shall be entitled to full 
remuneration, however 1/3 of the remuneration cost for employees in the private sector shall be born by the state. The 
employer is obliged to notify the ERGANI system of all employees who made use of said leave, within the deadline from 10 April 
2020 to 15 April 2020. Further clarifications shall be provided by further administration decisions.

Greece
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Honduras

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

An employer has the obligation to adopt all necessary health and safety measures to create and maintain the best health and 
safety conditions possible at work. 

Every employer or company must supply and fit out workplaces and equipment that ensure the safety and health of workers.

In locations where tropical or endemic diseases exist, the employer must provide prophylactic medicines as determined by the 
local health authority. 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safety and healthy work environment and employees must follow all the preventive 
and hygienic rules given by the authorities and employers for a safety workplace. If the employees do not follow the guidelines 
given, the employer can deny the entrance to the workplace, specially if they haven’t had a medical examination, to verify that the 
are not suffering from a permanent disability or an occupational disease, contagious or incurable, that endangers the safety of the 
workplace.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken to alert 
other employees if one co-worker is diagnosed;

• Temporarily closed the workplace.

• Apply home work.

• Suggest a medical examination to verify the rest of the employees are not suffering the contagious disease.
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Question Response

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

Yes, an employee must give the information asked, in order to prevent anything that might endanger their own safety, of their
fellow co-workers, and other people.

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

i. Yes, the employer must report to the authority if one of its employees has been diagnosed. The employer must allow and 
facilitate the inspection and surveillance to be carried out by the labor, health and administrative authorities in his business and 
give them the necessary reports, when requested in compliance with the corresponding legal guidelines.

ii. In case, Covid-19 appears at the workplace, it would be necessary to report this event to the authorities for them to notice and
take the corresponding actions.

Honduras
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Hungary

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Also, employees must be informed about the current H&S status and the on-going preventive and risk mitigating measures taken 
by the employer. Such measures should include, inter alia, a consultation with the General Practitioner engaged by the company 
concerning available risk mitigating measures especially with regard to protected group of employees and imposed employees 
(e.g., pregnant employees, client facing employees).

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 
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Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information in accordance with the 
underlying duty of loyalty which forms part of the employment; however the employer should warn its employees to stay away 
from high risk areas and request them to report such travels to the General Practitioner engaged by the employer, in order to
prevent potential infection of other employees. 

While there remains an underlying duty of cooperation and obligation on both parties to inform each other of facts, information 
and circumstances considered essential to the employer/employee relationship, whether the employee must comply with such 
health-related requests or whether the employer will in fact impose sanctions on non-compliant employee remains to be discussed 
on a case-by-case basis. We would advise that the employee reveals this information to the General Practitioner engaged by the 
company and follows their instructions to stay at home or not. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No

Other Please notice the importance of cooperation with the General Practitioner engaged by the company. 

Hungary
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Question Response

Also, while there is no employer obligation to report any Covid-19 diagnosis within the employee collective to the Government, an 
anonymous notification and cooperation with the Public Health Centre is advisable including the request for assistance with 
preventive measures to protect employees and clients of the organization (reasonable preventive measures which can avoid claims 
for damages in the future). 

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

If schools and kindergartens are closed due to Covid-19, the employees who have children to care for may be exempted from the 
obligation to be available for work due to unavoidable external reasons. It is a justified but unpaid leave. 

The employer may also consider to allocate annual leave for the affected employees. 

Or the parties may consider to agree on a temporary arrangement to perform work from home office (where possible) so the 
operation of the employer is less affected by the leave of the employees. 

Hungary



EY Law Newsletter - Covid-19: Employer rights, obligations, furlough 
and Government Incentives

46

India

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 
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Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No

India
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Italy

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 
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Italy

Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No

Other Since in Italy various strict measures have been adopted and updated, it is strongly recommended 
to follow the indications coming from the Government and their updates.
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Italy

Question Response

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

Pending the further decrees under discussion at Government level for supporting companies and workers, it is possible to discuss
at company level the applicability of regulatory institutions and the forms of flexibility already available, also with the aim of 
supporting employees with school-age children to be looked after, pending the reopening of schools.
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Japan

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

Under Japanese law, basically an employer can prohibit an employee to enter the workplace as long as salaries are fully paid. Salary 
payment may be limited to the statutory leave allowance (roughly speaking, equivalent to 60% of salary) or may not be required at 
all, depending upon the situation judged on a case-by-case basis. 

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 

(Cont’d)
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Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate, taking all 
interests into consideration).

The employer should contact the public health center first and follow their instructions. The examination should be conducted
under instructions by the public health center which would give even more valid grounds for the company to handle the sensitive 
health information (especially, an employer must be cautious about sharing the name of the diagnosed individual, even internally). 
And, in any way, this information must be communicated on a need-to-know basis.

Japan
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Question Response

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

It must be further assessed if an employer can take further actions should an employee refuse to answer.

As a matter of practice, when an employee does not provide information, then we advise that the employer prohibit the employee 
from coming to office to prevent possible infection of other employees.

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No

Japan
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Question Response

Other For international assignments and business trips (including home leave), information on special immigration restrictions concerning 
Covid-19 should be carefully studied. Japan government announced that it will give a subsidy to employers which gave special paid 
leave to employees who take care their children who are subject to temporary school closures (details have not been determined 
yet as of 6 March 2020). Japan government renews information on a daily basis and employers should check them to see the latest 
situation.

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

Generally, there is no additional legal obligation from an employer perspective.  The employee may use, if any, annual paid leave or 
other leave which is permitted under relevant employment agreement.

On 28 February 2020, the government requested that, to prevent children from being infected with Covid-19 at school, all 
elementary and junior high schools be temporarily closed from 1 March 2020 to the start date of spring school vacation.  Due to 
this school closure, employees whose children were going to school have had difficulties in working because they needed to take 
care of the children at home.  The government encourages employers to give special paid leave to such employees by establishing 
new subsidy.

The subsidy is paid to an employer who gave one day or more special paid leave during the period from 27 February to 31 March
2020 to its employees who were required to take care of their children due to the school closure.  The amount of subsidy is 100%
of wages paid to the employee who took the special paid leave with the upper limitation of JPY 8,330 per day.  The application of 
the subsidy must be made by 30 June 2020.

Japan
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Luxembourg

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 
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Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No

Other In Luxembourg, a significant number of employees are commuters, living in France, Belgium or Germany and working in 
Luxembourg. 

In this cross-border context, in case of home-working, a specific attention should be paid to tax and social security rules to avoid 
the affiliation/payment in the country of residence (tax threshold provided in each Luxembourg tax convention with the 
neighbouring country and limit of 25% of the working time in the country of residence according to the European Social Security 
Regulation 883/2004). 

Luxembourg
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Macedonia

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

To the best of our knowledge apart the general obligation to report such risk if detected currently there are no prescribed 
measures for the employers for this specific virus. Employers may introduce disinfectants however this shall be covered by the 
employers. On 10 March 2020, the Government adopted recommendations based on which the educational institutions on all 
levels, including the kinder-gardens, shall be closed in the following two weeks. Based on this Decision, the Government 
recommended only one parent of 10 year old children (for disabled children and above this threshold), to be absent from work,
with full salary compensation, no matter if the employment is with public institution or with private entity. The Government also 
plans to introduce recommendation that chronically ill patients (and possible elderly people above some age) not go to work. 

There is no state aid predicted by the Government, when adopting this measures for time being which means the full costs could 
be borne by the employers. 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

If the employer has evidence that the employee is infected it must prevent access and report the case to institutions. The person is 
subject to quarantine with public health institutions as per current measures. If the employer has reason to suspect potential 
infection can ask from the employee to make necessary checks. Based on medical protocols given some criteria it may be imposed 
isolation until medical reports are final and quarantine if infections is confirmed by medical tests. 

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

The Employer needs to immediately report the case with the authorized public intuitions and follow their order or 
recommendations. 
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Question Response

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

The employee is obliged to inform the Employer if there is medical evidence that the he/she is infected. Employer must 
immediately report to the public institutions. The employees who are not sure, but have some symptoms or have been in the 
impacted areas should provide appropriate answers and allow test to confirm the presence of the virus. Please see the link below
for the telephones where this should be reported:

http://iph.mk/wp-content/uploads/2020/02/Corona-virus_preporaki-za-patnici_ENG.pdf

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

Yes

Other The government has published recommendations for all travellers in the impacted areas: 

http://iph.mk/wp-content/uploads/2020/02/Corona-virus_preporaki-za-patnici_ENG.pdf

Preventive measures which include interview/questionnaire at the border crossing and screening of the passengers on the airports
are in place. Each suspicious cases are subject to isolations and tests by the health authorities and if test become positive a 
quarantine and institutional treatment is implemented. There is additional measure recommended: the educational institutions on 
all levels, including the kinder-gardens, shall be closed in the following two weeks. Based on this the Government recommended 
only one parent of 10 year old children (for disabled children and above this threshold), to be absent from work.

Please note that regardless the Employer has general obligations to take care and prevent the risk and hazards at the work place in 
this cases other law regulating public health may take primary role. So the given information is summary of media reports and does 
not constitute legal advice, especially not advice in medical law or public health law.

Macedonia

http://iph.mk/wp-content/uploads/2020/02/Corona-virus_preporaki-za-patnici_ENG.pdf
http://iph.mk/wp-content/uploads/2020/02/Corona-virus_preporaki-za-patnici_ENG.pdf
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Question Response

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

On 10 March 2020, the Government adopted recommendations based on which the educational institutions on all levels, including
the kinder-gardens, shall be closed in the following two weeks. Based on this Decision, the Government recommended only one 
parent of 10 year old children (for disabled children and above this threshold), to be absent from work, with full salary 
compensation, no matter if the employment is with public institution or with private entity. The Government also plans to 
introduce recommendation that chronically ill patients (and possible elderly people above some age) not go to work. 

There is no state aid predicted by the Government, when adopting this measures for time being which means the full costs could 
be borne by the employers.

In the meantime the government published the list of the diseases and conditions that full fall under recommendation not to go 
work:

http://www.mtsp.gov.mk/pocetna-ns_article-mtsp-lista-na-dijagnozi-na-hronicni-sostojbi-za-koi-vazi-osloboduvanje-od-rabota-
kako-prevencija-od.nspx

Macedonia

http://www.mtsp.gov.mk/pocetna-ns_article-mtsp-lista-na-dijagnozi-na-hronicni-sostojbi-za-koi-vazi-osloboduvanje-od-rabota-kako-prevencija-od.nspx
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Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 

Mexico
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Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No.

Mexico

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

There is no specific mechanism that needs to be followed by the employer to assist employees in this situation. If the labor 
relationship has not been suspended yet (by decree of the Ministry of Health), the employee needs to continue working. The 
employees, however, could claim for paid vacations or claim for a leave of absence (no longer than 3 days without salary payment). 
In similar situations, companies, unions and employees have agreed on a work stoppage mechanism by reducing the work 
shift/salary or implementing home office if possible.
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Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 

Netherlands
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Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No.

Other Dutch government just announced additional measures due to the current Covid-19 crisis to limit 
economic consequences. Therefore applying for reduction of working hours is no longer possible; 
this will be replaced by an emergency regulation (also because of the amount of applications). 

Netherlands
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Question Response

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

The employee may be entitled to a specific leave due to a suddenly closed school. This is called emergency leave: e.g., if the school 
is suddenly closed and the employee has to find a babysitter. If the employee cannot find a babysitter, the employee should consult 
with the employer and holiday leave should be taken.

Netherlands
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Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 

New Zealand
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Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No.

New Zealand
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Question Response

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

Employers and employees can agree that the employee take unpaid leave or annual leave (if they have accrued this leave) in the 
event they are required to take care of any children whose school or kindergarten have closed in response to Covid-19. In addition, 
the employer and employee may agree that the employee can work from home if the particular job allows that flexibility.

An employee is also entitled to make a flexible work request to their employer. If such a request is made it needs to comply with 
section 69AAC of the Employment Relations Act 2003 (Act) in that it must be in writing, state the employees name, the date and 
that the request is made under Part 6AA of the Act. An employer can refuse to accommodate a flexible working request on specific
grounds under the Act including if the employer does not have the ability to reorganize work among existing staff.

New Zealand
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Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 

Norway
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Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No. There are no employer reporting obligations in Norway unless there is made regulations in the Health legislation/disease 
control. It is reporting obligations for doctors. However, The working Environment Act section 2-2 states that:

the employer shall:

a) ensure that his own activities and those of his own employees' are arranged and performed in such a manner that persons 
other than his own employees are also ensured a thoroughly sound working environment,

b) cooperate with other employers in order to ensure a thoroughly sound working environment,

This means that employers who share common areas such as reception desks and cafeterias will have an obligation to inform their 
“work-neighbours” about health risks. The same obligation to inform about risks exists towards employees hired into the 
enterprise.

Norway



EY Law Newsletter - Covid-19: Employer rights, obligations, furlough 
and Government Incentives

70

Question Response

Other Recent session in the Norwegian Parliament resulted in agreement on six measures that the Government and the opposition 
agreed on. The measurements will be in force as soon as the Parliament has discussed the matter for the second time (as 
prescribed by the Constitution) and it is sanctioned by the King, on Thursday 19 March. Unless something extraordinary takes place 
in the days to come, it is reasonable to expect that the enactment will go through without changes. The six measures are:

(i) Employees on temporary lay-offs (permitterte) are secured 100% of their salary level for 20 days. The Employer period, where
the employer is obligated to pay salary after employees have been laid-off is reduced to 2 days (formerly 15 days) as the State takes 
over the duty to pay the salary for the employees for the remaining 18 days.

(ii) Laid-off employees are ensured an income equal to 80% of their income up to 3 G. For income between 3 G up to 6 G, laid-off
employees receive 62.4 % of their salary. Income above 6 G is not compensated. The G is short for Grunnbeløp and is the 
calculation amount for the National Insurance System when they calculate the benefits. The G is subject to annual adjustments
every 1 May. Currently the G amounts to NOK 99 858.

(iii) The threshold for eligibility for salary compensation as laid-off is reduced from 1,5 G to 0,75 G. This helps the part-time workers 
to secure an income. 

(iv) The employer period for paying salary related to sick-leave related to Covid-19 is reduced to 3 days. Independent workers and 
free-lancers are entitled to sick leave pay from the NAV/National Insurance System from day 4. The sic leave pay is not adjusted by 
the Parliament.

(v) Independent workers (selvstendig næringsdrivende) and free-lancers receive compensation for loss of income from day 17 after
the loss of income started. The temporary securement of income is to be equal to 80% of the average income the last three years 
limited to maximum 6 G.

Norway
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(vi) The paid days for care for small children (12 years and younger) is doubled from 10 to 20 days. 
The employers are to pay days days of the care leave while the State pays the rest. This is a 
direct response to the fact that schools and kindergartens are closed. Independent workers 
(selvstendig næringsdrivende) and free-lancers are to receive paid care leave from day three.

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

The paid days for care for small children (12 years and younger) is doubled from 10 to 20 days. The employers are to pay three days 
of the care leave while the State pays the rest. This is a direct response to the fact that schools and kindergartens are closed. 
Independent workers (selvstendig næringsdrivende) and free-lancers are to receive paid care leave from day three.

Norway



EY Law Newsletter - Covid-19: Employer rights, obligations, furlough 
and Government Incentives

72

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

Action Protocol- For the Detection of Covid-19 approved by the Ministry of Labor, Employment and Social Security of Paraguay. 

• When symptoms of Covid-19 are detected in a employee, the employer will immediately notify and call to 911 System of the 
National Police.

• The employer must apart the employee from the workplace and he/she must be at home/insolate.

• The employee must receive permission for 5 days or the time that the Ministry of Health considers necessary, to make the 
medical analyses.

• The employee must communicate the results of the medical analyses by digital means to the employer.

• If the employee has Covid-19 Positive, the Employer must take the measures and make sure that there are no other employee/s 
who may suffer the same symptoms. Employer must take all the preventive measures.

• The sick employee of Covid-19 will receive a subsidy for medical rest by the IPS (Social Security of Health). That means the right 
of the covering of medical expenses.

Paraguay 
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Question Response

• Medical Rest of the employee will last as long as possible and while the illness and the medical treatment be necessary.

• During the medical rest, the employee may not be fired, except when the conditions for the medical rest and the medical 
treatment have ended and the employee does not come back to work without giving just cause.

• The Employer may pay high fines for the violation of this Protocol.

• The Ministry of Health can monitor positive cases.  Employer is responsible for providing a safe and healthy working 
environment, adequate actions need to be taken in order safeguard that other individuals are not infected at the workplace.

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

According to the Protocol for the Detection of Covid-19, when symptoms of Covid-19 are detected in a employee, the employer will
immediately notify the 911 System of the National Police.

Other https://www.mtess.gov.py/

https://www.mspbs.gov.py/portal/20552/Covid19-medidas-preventivas-que-se-deben-tomar-en-el-trabajo.html

Paraguay 

https://www.mtess.gov.py/
https://www.mspbs.gov.py/portal/20552/covid19-medidas-preventivas-que-se-deben-tomar-en-el-trabajo.html
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Question Response

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

According to a Paraguayan government and the Ministry of Public Health decision, all schools, including universities, shall be closed 
until 30 March 2020. 

If there is no other possibility to take care of their children, employees could take vacation days (with the agreement of the 
employer) or, employers are encouraged to adopt flexible work arrangements to allow the employee to work from home and 
minimize work disruptions. Where this is not possible and the employee cannot perform work due to the fact that he/she needs to 
take care of his/her child, the employer has to excuse the employee's absence. The employer does not pay the salary to the 
employee during the absence. 

Where an employee has symptoms of Covid-19, employer must give him/her five days to do the medical tests, with remuneration.

Paraguay 
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Question Response

Poland 

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 
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Question Response

Poland 

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No.

Other Poland has commenced works concerning adoption of the act concerning special solutions regarding counteraction, prevention and 
combating Covid-19, other contagious diseases and crisis situations caused by them. On 2 March 2020 it was passed by one of the 
houses of the Polish Parliament (Sejm) but it is not as of 5 March 2020 still adopted by the second house of the Parliament 
(Senate). The project of the act i.e., directly states that, in order to counteract Covid-19, the employer may instruct the employee 
to perform, for a fixed period, work specified in the employment contract, outside of the place of its permanent performance 
(remote work). Such provision, if passed, would enable employers to avoid any risks of discrimination or unfair treatment, in case of 
asking the employee to work remotely and not allowing to work at a workplace. 
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What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

A newly introduced act indicates that in case of closing the nursery, children’s club or school to which the child is attending, due to 
Covid-19, the employee, being insured, exempted from performing work due to the need to personally take care of the child is 
allowed to additional care allowance for the period no longer than 14 days.

Poland 



EY Law Newsletter - Covid-19: Employer rights, obligations, furlough 
and Government Incentives

78

Question Response

Portugal

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences); however, 
Portuguese Health authorities have issued guidelines on contingency plans for the Covid-19 outbreak, and each employer is advised 
to adopt and implement a contingency plan. 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the Health authorities should be called to the 
worksite while the employee is put on a separate /isolated area. If there are valid reasons for suspicion and working from home is 
not possible, employee shall be put on quarantine by the health authorities, which is equivalent to sick leave (with sickness
allowance).

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 
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Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No, as the employer has no access to health data of the employee, it is the doctor that diagnoses Covid-19 that shall make the 
appropriate reports. However, the official guidelines from the Health Authorities are to inform them immediately if there is a valid 
suspicion of infection, which will be present if: i) employee shows sign of fever/coughing/has trouble breathing; AND ii) has
travelled to an affected region at least 14 days before the symptoms, OR has been in contact with an infected person at least 14
days before the symptoms.

Other Official guidelines for all employers with worksites are to have a designated isolation site (e.g., bathroom, store room) where the 
employee who is suspected to be infected may wait for the Health Authorities to arrive. 

Portugal
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What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits. However, the concept of garden leave is not regulated as such in Romania. If the employee is declared by the Romanian 
National Health Authority under quarantine or self-imposed isolation, the employee is prohibited to enter the workplace.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 

Romania
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Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No.

Romania
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What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

As of 13 March 2020 schools and kindergartens are not closed in Russia due to Covid-19, so, there are no particular government 
regulations for Covid-19 scenario.

The general rules which could be potentially applicable are as follows: 

• An employee may take a leave due to quarantine

If a child under the age of seven who attends pre-school educational organizations is subject to quarantine, the temporary 
disability allowance is paid to an employee (to one of the parents) for the entire period of quarantine.

• An employee may take a sick leave due to his/her child’s sickness (the duration of the sick leave and terms of payment vary 
depending on many factors)

• An employee may due to family circumstances and other grounded reasons be granted a leave without pay upon his/her 
written request to an employer

• An employer could authorize an employee to work from home (if it is customary in a company) 

Russian Federation
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What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Employers are advised 
to cancel or defer non-essential large-scale events. Those who choose to proceed should take additional precautions.

A new piece of legislation, the Infectious Diseases (Workplace Measures to Prevent Spread of Covid-19) Regulations 2020 (the 
“Covid-19 Prevention Regulations”), came into force on 1 April 2020. It requires, among other things, employers, principals 
(including persons who engage contractors or subcontractors) to implement certain Covid-19 prevention measures between 2 April 
2020 and 30 April 2020 (both dates inclusive) (“Control Period”) in respect of their workers.

Some of the obligations of employers and principals include, among others:

• Implementing telecommuting (Reg 4): Employers and principals must direct every worker to work from home during the Control 
Period, and provide the facilities necessary for workers to do so;

• Implementing safe distancing measures (Reg 5): Some of the measures that employers and principals must implement during the
Control Period in respect of every worker at the workplace include ensuring that:

(i) as far as reasonably practicable, workers are placed in two or more groups for the purpose of avoiding or  minimising physical 
interaction between workers in different groups when at work in the workplace;

Singapore
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(ii) as far as reasonably practicable, workers who are to work in the workplace do not all arrive at and leave the workplace at the 
same time;

(iii) any worker who exhibits any specified symptom (i.e. coughing, sneezing, breathlessness or a runny nose) or is otherwise 
physically unwell is required to report, immediately upon the onset of the symptom or feeling physically unwell, to the employer or 
principal (as the case may be), either directly or indirectly through a person appointed by the employer or principal; 

(iv) there is a distance of at least one meter between any two individuals in the workplace (including seating arrangements in the 
workplace, individuals standing in a queue, and individuals remaining in an area in the workplace);

(v) where individuals (other than workers) enter the workplace for any reason (including to deliver or receive goods or services 
in the workplace) — to ensure that those individuals do not arrive at the workplace at the same time and that they do not remain
in the workplace for a longer period than necessary; and

(vi) every organised activity that involves interaction in person between the workers of the employer or principal (as the case 
may be) or between those workers and other individuals during the Control Period is cancelled or postponed. However, an activity
may be exempted from this requirement if it is critical to the operations of the employer’s or principal’s organization, or is one 
where workers are provided professional or vocational training or education.

• Restricting access of workers subject to a movement control order (Reg 8) (such as a stay-home notice, “SHN”, or quarantine 
order) by not requiring or permitting them to enter the workplace during the Control Period; and

• Communicating to all workers and individuals other than workers (Reg 6) the arrangements, steps or measures that apply to 
them.

Singapore
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Persons who contravene the requirements of the Covid-19 Prevention Regulations without reasonable excuse may be guilty of an 
offence and be liable upon conviction to a fine not exceeding S$10,000, or with imprisonment for a term not exceeding 6 months, 
or to both.

Employers may also have workers that are subject to quarantine measures, such as a SHN or quarantine order. Regulation 8(1) of 
the Covid-19 Prevention Regulation provides that employers must not permit such employees to enter the workplace. If an 
employer is aware that its employee is breaching the requirements of their SHN or quarantine order, it should report the breach to 
the Ministry of Manpower (MOM) by emailing them at mom_qops@mom.gov.sg. 

Employers of Foreign Employees

From 23 March 2020, 2359hrs onwards, all Singapore Citizens, Permanent Residents and Long Term Pass holders returning to 
Singapore will be issued a 14-day SHN. Employers of pass holders (i.e., work pass holders and their dependants) must also obtain
MOM’s entry approval before the pass holders can enter Singapore. From 23 March 2020, 2359hrs onwards, MOM will only allow 
the entry or return of work pass holders (and their dependents) for those providing essential services such as health care and 
transport. All employers are strongly urged to defer bringing pass holders into Singapore. However, those who provide essential 
services or supplies (e.g., lorry drivers, vegetable or frozen supply truckers) coming from Malaysia by land or sea crossing are
exempted from the entry approval and SHN requirements.

Employers of foreign employees entering or returning to Singapore also have the following additional responsibilities:

Before the foreign employee leaves for Singapore, the employer must:

Singapore
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• Ensure a suitable place of residence has been secured for them to complete their 14-day Stay-Home Notice (SHN), unless they 
are flying from UK or US. If they are serving their SHN at a private residence or HDB flat, the employer must obtain the landlord’s 
written consent to house them throughout the 14-day SHN. This must be done by the employer’s company directly, and not left to 
the foreign employees. Alternatively, the employer can arrange alternative housing such as hotels or dormitories.

• Ensure they have a SIM card with a Singapore telephone number for MOM to contact them

After the foreign employee arrives in Singapore, the employer must:

• Ensure they fully comply with the additional conditions imposed for the SHN period.

• Explain and ensure they understand the additional conditions they need to comply with (listed on MOM’s website, and subject to
change from time to time: https://www.mom.gov.sg/covid-19/additional-responsibilities#must-do).

• Arrange to send them from the airport directly to their place of residence to serve the 14-day SHN immediately upon arrival in
Singapore, unless they are flying from UK or US.

• Ensure they download WhatsApp on their mobile phones and respond to MOM’s phone calls, WhatsApp video calls or SMSs 
within one hour during the 14-day SHN period. This includes ensuring that their prepaid cards are sufficiently topped up and they 
are able to make video calls using WhatsApp.

• Arrange to provide them with food and other daily essentials during the SHN period as they are not allowed to leave their 
residences.

• Arrange for non-emergency medical needs (such as follow-up visits for chronic conditions, refilling of prescription, etc.) so that 
they do not need to leave their residences during this period.

Singapore
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Can the employer prohibit an employee who may be 
infected from entering the workplace?

If an employee is, or is suspected to be, a carrier of Covid-19, they will be issued a quarantine order by the government under the 
Infectious Diseases Act. When under the quarantine order, they are to be isolated either at home, at government quarantine 
facilities, or at a hospital for 14 days. A quarantine order is a directive with legal force, and severe penalties for non-compliance 
apply. Regulation 8(1) of the Covid-19 Prevention Regulation provides that employers must not permit such employees to enter the
workplace.

If an employee has recently travelled to affected regions, they will be placed on a SHN by the government. From 23 March 2020, 
2359hrs onwards, all Singapore Citizens, Permanent Residents and Long Term Pass holders returning to Singapore will be issued a 
14-day SHN. 

From 25 March 2020, 2359hrs onwards, the SHN will be served in dedicated facilities instead of in traveller's own homes. This
serves to prevent transmission to family members. Returning travellers will be assigned a hotel upon arrival, and sent there directly 
from the airport. Given that it is mandatory, the government will absorb the costs of providing these facilities.

When under the SHN, the employee is to remain in their place of residence at all times during the 14-day period, and should not 
invite visitors to their residence. Regulation 8(1) of the Covid-19 Prevention Regulation provides that employers must not permit 
such employees to enter the workplace.

Singapore
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Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

If someone at the workplace is a confirmed case, the Ministry of Health’s (MOH) contact tracing officers will engage the employer 
to identify any persons at the workplace, including business associates, who may have had close contacts with the confirmed case. 
Employers should cooperate with the contact tracing officers and provide them with the necessary assistance and support. MOH’s 
contact tracing officers will assess who among such persons should be placed on quarantine. Upon being notified of the confirmed
case, employers should also adopt the following precautionary measures:

• Immediately vacate and cordon-off the immediate section of the workplace premises where the confirmed case worked. There is 
no need to vacate the building or the whole floor if there had been no sustained and close contact with the confirmed case; and

• Carry out a thorough cleaning and disinfecting of that section of the workplace premises. 

Some employees may not be able to remain physically at their workplaces if they have been asked to vacate their work stations or
are pending assessment by MOH’s contact tracing officers. If it is not feasible for such employees to work from home, employers 
should exercise flexibility and treat such absences as paid hospitalisation leave or paid outpatient sick leave. In general, MOM
encourages employers to provide timely information to employees on latest developments and reassure employees, of the 
measures being taken to ensure their well-being at the workplace.

Singapore
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Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

Unless it is specifically provided for under the terms of the employment agreement that the employee is required to disclose to the 
employer their travel history, the employee may not be in breach of any duty if they refuse to disclose their travel history to the 
employer. That being said, because the Singapore government has been proactively managing the Covid-19 situation in Singapore, 
even if an employee does not notify the employer of their travel history to high-risk regions, there are processes imposed by the 
government which would cause the employer to be made aware. These include quarantine orders and SHNs. In Singapore, 
quarantine orders are issued to isolate an individual who is or is suspected to be a carrier of Covid-19, and Singapore residents and 
long-term pass holders with travel history to affected regions will be put on stay-home notice, during which they will have to 
remain in their place of residence at all times during the 14-day period. 

The employee should notify the employer if they have been issued a quarantine order or SHN, which would put the employer on 
notice of the employee’s close contact with infected persons, or travel history to affected regions. This will also allow the employer 
to make any necessary arrangements for the employee (such as, in the case of a foreign employee, securing a suitable place for the 
foreign employee to serve his SHN).

It also bears mentioning that from 23 March 2020, 2359 hrs onwards, MOM will only allow the entry or return of work pass holders
(and their dependents) for those providing essential services such as health care and transport.

Singapore

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

Given that the Singapore government is closely monitoring the Covid-19 situation in Singapore, it is highly probable that it would 
have notice from a clinic or hospital if an individual has been diagnosed. However, in the unlikely event that the government is not 
made aware of the diagnosis but the employer is, the employer is strongly advised to notify the government. 
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Other As at 18 March 2020, the Singapore government has advised Singaporeans to defer all travel abroad with immediate effect.

From 20 March 2020, 2359hrs onwards, all Singaporeans, Permanent Residents and Long-Term Pass Holders entering Singapore 
will be placed on SHN. They will have to provide proof of the place where they will serve the 14-day SHN, for example a hotel 
booking covering the entire period, or a place of residence they or their family members own. During the SHN, they will not be 
allowed to leave their place of residence, and hence will not be able to report for work. 

From 23 March 2020, 2359hrs onwards, all short-term visitors from anywhere in the world will not be allowed to enter or transit 
through Singapore. MOM will only allow the entry / return of work pass holders, including their dependents, for those providing 
essential services such as in health care and transport. 

MOM encourages employers to keep abreast of the Covid-19 situation and continually review their BCP processes, in order to 
continue running their operations while minimising risks of community spread of Covid-19. 

From 29 March 2020, 2359hrs onwards, all long-term pass holders (including holders of the Long-Term Visit Pass, the Student’s 
Pass (STP), as well as those who have been granted In-Principle Approval (IPA) for a long-term pass) must obtain the Immigration
and Checkpoint Authority’s (ICA) or the Ministry of Education’s (for STP holders) (MOE) permission before they commence their
journey to Singapore. If they arrive in Singapore without the approval letter of entry from ICA/MOE, ICA will not allow them to clear 
immigration, and will require them to fly out of Singapore within 48 hours, at their own cost. If they fail to comply, ICA will cancel 
their pass or rescind their IPA.

If an employee has to be absent from work due to the Covid-19 situation (for example, caregiving needs for family members, or for 
children who are unable to go to school or childcare), employers are encouraged to adopt flexible work arrangements to allow the
employee to work from home and minimise work disruptions. 

Singapore
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What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

In Singapore, the government has not yet implemented or mandated a nation-wide closure of schools and kindergartens, but it has 
expressly stated that this option has not been ruled out and may be implemented if the situation worsens. It is likely that if and 
when that happens, MOM will issue a comprehensive set of guidelines on employers’ obligations towards employees who are 
parents. However, it should be noted that MOM has stated that If an employee has to be absent from work due to the Covid-19 
situation (for example, caregiving needs for family members, or for children who are unable to go to school or childcare), 
employers are encouraged to adopt flexible work arrangements to allow the employee to work from home and minimise work 
disruptions.

Singapore
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What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

In this case, we assume that there is only a potential of the infection, not a positive diagnosis.

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. However, the employee must agree with the work from home. If this is not
possible, the employer is allowed to order the employee to stay at home while this situation is classified as an obstacle to work on 
the part of the employer. In this case, the employee is entitled to wage compensation in the amount of his/her average earnings.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 

Slovakia
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Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Given that this is a global notice, may want to consider broader, more generic wording here, such as:

Employee’s privacy in respect of Covid-19 should be maintained to the extent appropriate and without risking the harm of other 
employees in the organization. To the extent privacy or health information legislation applies, such legislation should be followed 
to correctly handle information disclosed in connection with Covid-19. For example, in countries to which GDPR applies, the Covid-
19 data should be processed, stored, secured, accessed and destroyed in accordance with that legislation.

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

According to the Slovak law, the employee must follow the instructions given by the employer. Therefore, the employer may order 
the employees to notify the time spent in high-risk or restricted areas. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

Generally speaking, the employer is obliged to notify the Regional Authority of Public Health about the diagnosis of his employee. 
However, in case of a positive diagnosis, the health care practitioners have a legal obligation as well to notify the public authority. 
Therefore, there is a high chance that the Public Health Authority will be already informed about the diagnosis of the given 
employee.

Slovakia
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Other Only the Regional Public Health Authority is allowed to order the given employee quarantine measure. Based on that, the employer
is able either to order the employee to work from home or to stay home without working. In the second scenario, the employee is 
entitled for a wage compensation in the amount foreseen by the Slovak legislation. 

Slovakia
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What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits; however as the employer is obliged to provide effective work to its employees, the garden leave solution is not 
considered general practice in Spain. Instead, there are other measures that could be taken by the companies, such as the 
following: temporary reduction of working hours, irregular distribution of the working day or the temporary suspension of 
employment contracts.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 

Spain
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Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No. 

Other The Spanish Social Security has published a criteria in which it is established that the preventive insulations situations of employees 
as a consequence of the Covid-19, are considered as a temporary disability, assuming the Labor Authority the cost of the benefits in 
the same terms as in other temporary disabilities. Additionally, the Employment Ministry has published a guideline for the 
companies regarding the prevention and Labor measures that could be taken by the companies.

Spain
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Sweden 

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 
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Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No

98

Sweden 

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

In this case, employees have a right to stay at home if there is no other possibility to take care for their children. From an 
employment law perspective, it would be considered a valid reason for being absent from work. The employer is however not 
obliged to pay salary during this time and this would not be covered by the governmental benefits payable when taking care of a 
sick child (unless the child actually is infected with Covid-19). It remains to be seen if any supplemental governmental support will 
be introduced should Swedish schools close as a result of Covid-19.
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Switzerland

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 
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Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No, however, the diagnosed employees themselves have to inform the authorities in accordance with the official local guidelines 
and should be informed about this obligation by the employer.

Other In principle, the employer can order business trips even in times of Covid-19. However, directing
employees to take business trips to a country in which Covid-19 is already massively spread might 
not be allowed in specific cases, for example if the employee was a risk patient or there is a 
significant risk of infection. 
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Question Response

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

In this case, employees have a right to stay at home if there is no other possibility to take care for their children. Parents in 
principle have to look for alternative child care, normally within a period of three days. At least during this time, there is an 
entitlement to continued remuneration.

Switzerland
101



EY Law Newsletter - Covid-19: Employer rights, obligations, furlough and 
Government Incentives

102102

Taiwan 

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

According to the Guidelines for Prevention for Severe Pneumonia with Novel Pathogens issued on 30 January 2020, the employer 
shall avoid asking the employer to go on a business trip in the infected area in Mainland China. If the employer asks the employee 
to go on a business trip in the infected area without providing the adequate protective measures, the employer could reject the 
requirement; if the employer insists on his/her requirement, the employee could terminate the employment contract and ask for
the severance. The employer shall also prepare sufficient facemasks and shall not prohibit the employee to wear the facemasks, if 
the employer is under the risk of being infected, the employer shall provide the facemasks and ask he/she to correctly wear the 
facemasks. For the high risk working area like hospitals, traffic stations, etc., the requirements of the protective measures to the 
employer are relatively stricter.

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits. 

It is required for the employer to grant “quarantine leave” to the employee officially required to be quarantined by the authority, 
but if the employer is not officially required to be quarantined by the authority while the employer considers that the employee is 
potentially infected and prohibits the employee from the workplace, the wages shall still be paid to the employee.
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Question Response

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

According to the Guidelines for Prevention for Severe Pneumonia with Novel Pathogens, the employee shall notify the employer if 
he/she has fever and cough symptoms. 
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Question Response

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No.
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Ukraine 

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 
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Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No. 
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United Kingdom

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

The employer is responsible for providing a safe and healthy working environment. To deny a potentially infected employee access
in order to protect other employees is a valid reason for prohibiting this person access to the workplace. In practice, this will usually 
be resolved by allowing employees to work from home. If this is not possible, the employee should be put on garden leave with full 
benefits.

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 
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Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

No matter the right to privacy, the employer bears the ultimate responsibility for a healthy and safe working environment. Thus,
this type of question must be raised by the employer and the employee must reveal this information accordingly in accordance 
with the underlying duty of loyalty which forms part of the employment. 

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

No. 

Other The UK government has just announced that employees who self-isolate will be eligible for 
statutory sick pay from day one of their absence (under the previous regime an employee needed 
to have four consecutive days of absence before being eligible). 
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Question Response

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

Employers should check their contracts and policies to ascertain whether paid leave is provided in these circumstances. If there is 
no contractual entitlement to paid leave, employees have a statutory right to a reasonable amount of unpaid time off to care for
their dependents. There is also a statutory right to unpaid time off to deal with emergencies and parents have a statutory right
(subject to certain conditions) to unpaid parental leave, which they could use. Employees who are refused permission to exercise
their statutory rights to take time off, or are subject to a detriment and/or are dismissed for doing so, can bring claims in the 
employment tribunal. Alternatively, employers may allow employees to take holiday during some or all of this period. 

109

United Kingdom



EY Law Newsletter - Covid-19: Employer rights, obligations, furlough and 
Government Incentives

110110

Vietnam

Question Response

What are the employer's obligations regarding the risk of 
Covid-19?

An employer has the obligation to continuously evaluate the work environment and act on potential risks. Covid-19 is an obvious 
risk in many businesses. Accordingly, appropriate occupational health and safety measures must be taken. Examples of this include 
providing disinfectants and technical possibilities as an alternative to physical meetings (e.g., video conferences). 

Can the employer prohibit an employee who may be 
infected from entering the workplace?

Under Vietnamese law, the employees’ obligation must comply with the regulations, internal rules, procedures and requests of the
employer as well as the competent State authorities on occupational safety and hygiene at the workplace. Hence, the employer is 
entitled to prohibit the employees who may be infected from accessing the workplace. The salary paid during the employment 
suspension period must be agreed by both parties, but must not be lower than the regional minimum salary stipulated by the 
Vietnamese Government. 

Which steps need to be taken by the employer to alert 
other employees if there is one diagnosed individual at the 
workplace? 

As the employer is responsible for providing a safe and healthy working environment, adequate actions need to be taken in order 
safeguard that other individuals are not infected at the workplace. Employee’s privacy in respect of Covid-19 should be maintained 
to the extent appropriate and without risking the harm of other employees in the organization. To the extent privacy or health 
information legislation applies, such legislation should be followed to correctly handle information disclosed in connection with 
Covid-19. For example, in countries to which GDPR applies, the Covid-19 data should be processed, stored, secured, accessed and 
destroyed in accordance with that legislation.

Individual information regarding sickness must always be handled carefully. Accordingly, information regarding one diagnosed 
individual shall not be spread to a larger crowd than necessary. However, if there is a valid reason, i.e., it needs to be examined if 
more individuals who have been in contact with the diagnosed individual; then this can be communicated to such larger group of 
people. 
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Question Response

Only for countries where GDPR applies: Data on this can be processed in accordance with GDPR and thereto supplementing 
domestic legislation. However, note that health data triggers some extra precautions, which i.e., means that sufficient security
measures need to be taken, including control of the access to data and that the data is deleted when no longer needed. The data 
can also be transferred to the US or other third countries, provided that the appropriate level of protection can be ensured in 
accordance with GDPR (but also in specific situations that may apply in this case, where the public interest is taken into 
consideration; or when the transfer is not repetitive, concerns a limited number individuals and is regarded as legitimate taking all 
interests into considerations).

In addition, under Vietnamese law, discriminating against and publishing negative images of and information about diagnosed 
employees are prohibited. Such negative images and information might be images, information which are untruthful or slander, 
distort, insult the diagnosed employee's reputation, honor, and dignity. The employer published such images or information may 
be fined from VND 10 million and VND 20 million or even imprisonment of up to three years.

Does an employee need to answer the employer's 
questions on whether the employee has recently spent 
time in high-risk or restricted areas?

Vietnamese law is silent on this question. However, under Vietnamese law, employees have obligation of complying with the 
internal rules, and requests of employer. Moreover, they take responsibility for promptly reporting the employer when discovering 
risks in workplace. Therefore, employees have to answer the employer's questions on whether they have recently spent time in 
high-risk or restricted areas.

Is there a duty on the employer to alert the government if 
an employee has been diagnosed?

Under Vietnamese law, upon the occurrence of an epidemic, if an employer detects the cases of infection or suspicion, it must
report them to the nearest health agencies within 24 hours after detecting the disease.
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Question Response

Other Please notice that directing employees to take business trips to a country in which Covid-19 is already massively spread is not 
allowed under the Notification of the Ministry of Labor, War Invalids and Social Affairs. 

What happens if schools and kindergartens are closed due 
to Covid-19? From an employer perspective, what 
obligations are there with respect to, for example, allowing 
leave of absence and paying salary/benefits throughout 
such period?

Due to Covid-19 impacts, in Vietnam, children are required to stay at home under the Notification of the Ministry of Education and 
Training, and the provincial Departments of Education and Training. So, many employees choose to take leave in order to take care 
their children. Nevertheless, it cannot conclude that Covid-19 is the direct reason for their employment suspension. As a result, 
under Vietnamese law, such employees shall not be paid any remuneration in this case.
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