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Editorial: Communication across 
cultures 

An article earlier this year in Atlantic Magazine 
underlines how, as humans, we are generally 
natty communicators. This is evident in the way 
that people naturally take turns when they 
communicate with each other and the gap 
between speakers is so remarkably small. In 
most conversations each speaker talks for an 
average of just 2 seconds and the gap is only 
200 milliseconds. Remarkably, this pattern 
varies very little across cultures - with pauses 
being longest for Danish speakers and shortest 
for those speaking Japanese. 

So how is it that the pause can be so short? 
True, 17% of communication involves speakers 
talking at the same time, but this normally lasts 
for a very brief time due to misfiring when we 
think the other person has come to the end of 
their turn. Our secret to making a rapid 
response is that we are (not always 
consciously) preparing what to say as the other 

person is speaking. Most people do not ignore 
what the other is saying, but are remarkably 
sensitive to tone, volume and choices of words 
– adjusting their own response accordingly.  

Contrast this with other forms of 
communication and it becomes very clear why 
so many problems occur when humans are out 
of their natural verbal skill set. In the era of the 
hand written letter a process of adjustment to 
the monologue had evolved over generations. 
There was time to reflect as the process was 
fairly slow and the necessity of placing the 
letter in an envelope and sending it meant there 
were many opportunities to reconsider what 
had been said. But the email – and even more 
– the text – are alien mediums where many so 
of us err. Unlike a chatroom or telephone 
conversation words get quickly lost or 
miscommunications remedied – but they stick 
to haunt the sender.  

But, of course, all non face-to-face exchanges 
lack other important elements of 
communication. Humans have evolved a high 
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level of sensitization to non-verbal cues like 
gestures and facial expressions – which 
together with tones of voice, intonation, volume, 
speed and energy - all deliver what we intend 
to say. Another advantage of face-to-face 
communication is that we may adjust what we 
say as we see the reaction of others to our 
words. This is especially important when we 
communicate across cultures - and never more 
so when we use expressions in our own culture 
that have a very different meaning in the culture 
of the person we are speaking to. If, for 
instance, a Chinese colleague says “I thought I 
would let my manager know about recent high 
employee absence levels straight away”, then 
it would be quite usual for an English colleague 
to respond by saying “I do not blame you”. 
However, the concept of “blame” has a very 
different set of associations in Mandarin and 
Chinese culture and the response might be an 
apprehensive or annoyed “Why am I to blame?” 

Finally, one other significant difference that 
emerges once people begin to communicate 
across cultures primarily by text or emails is 
speed of response - or whether any response 
will happen at all. Most corporate cultures rely 
on rapid and highly interactive communications, 
but this conflicts with the laid back approach 
taken in many Latin or Mediterranean cultures. 
Ironically too an email from a superior can be 
interpreted as an order (such as in a notice that 
is posted) for which no individual response is 
appropriate.  

The hands-on HR professional of a former age 
could use their verbal skills to overcome most 
day-to-day problems, but the distributed 
workforce has made this impractical. With this 
transformation has come a host of attendant 
communication problems – especially when 
dealing with different cultures. Most 
misunderstandings arise because for the other 

party the intended meaning is non-intuitive or 
outside their range of experience. Thus strong 
reactions to a change of company policy may 
not be due to any consequent inconvenience to 
an employee, but because of its subtle impact 
on their visible status or their perceived loss of 
“face”. That is why it is essential to have an ally 
at each location who can give feedback on 
drafted communications – and head off 
problems before your fateful ‘send’ button is 
pressed. 

 

Denmark: A popular share scheme for 
employers to avoid 

Companies in Denmark may wish to take 
advantage of a new legal framework for 
employee share ownership that will come into 
effect on July 1st 2016 under s.7P of the Danish 
Tax Assessment Act.  

The new 7P scheme allows an employer to 
distribute shares to employees (worth, at the 
time, up to 10% of their annual salaries – 
including pension) at either no cost or at a 
reduced cost, without any tax liability at the 
point of their grant. Tax is purely levied when 
they are sold, and they will then be treated as 
capital gains rather than income. No certificate 
from an auditor or lawyer is required to set up 
the scheme, but it must be based on a written 
formal agreement between the employer and 
employee and not involve the issue of any 
specially created class of shares. Board 
members will not qualify under 7P rules, but the 
company will be able to distribute them to only 
certain members of the workforce.  

The new rules establish an option that will be 
very popular with employees and will no doubt 
be tabled by trade unions during collective 
bargaining. However, unless they become part 
of a collective agreement such schemes will be 
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entirely voluntary. The downside will be that the 
value of the distributed shares may not be 
offset against corporate income and therefore 
will not reduce the 22% corporation tax liability 
- as would be the case if the equivalent 
payment was in the form of salary. Furthermore, 
if the shares are given at little or no cost to the 
employee they will provide little incentive for 
improved company performance 

 

Estonia: Bid to attract foreign workers and 
investors 
Unlike many other European countries the 
population of the Baltic state of Estonia has 
been shrinking for many years. This is partly 
due to a low level of longevity (life expectancy 
for men is 68.3 years) and the absence of 
immigration to replace those who have 
migrated to neighboring Finland and countries 
further afield in Western Europe. 

In a move to attract foreign workers the 
government has been relaxing a number of 
immigration barriers. For instance, on 
September 30th 2016 the limitations on short-
term working by Non-EEA Nationals will be 
repealed. The amendments to the Aliens Act 
also raises the maximum time duration for 
temporary employment from six to nine months. 
Moreover, those entering the country as 
approved scientists, academics and other top 
specialists will be able to work for up to 12 
months. 

Furthermore, a Bill has been submitted to the 
Riigikogu (parliament) that reduces the 
minimum remuneration level for foreign 
workers from 1.24 the average Estonian pay 
level to the average level itself. The 
government has also proposed that employees 
in the field of information and communications 
technology (ICT) become exempt from annual 

immigration quotas. Existing longer-term 
residence permits will be extended to ten years 
and major investors who have made an 
investment of at least one million dollars in 
Estonia will be automatically given temporary 
residence visa. 

 

EU: Europe’s immobile workforce 

One of the biggest frustrations for HR in an 
international company is persuading 
employees to be geographically mobile. The 
easiest people to persuade to take up positions 
in another country are those who are not 
owner-occupiers - yet 73.6% of the native 
population of EU member states live in such a 
dwelling. Adults in the native population aged 
under 29 are also three times more 
internationally mobile than those aged over 50. 
It is principally because of such inflexibility 
amongst middle-aged and older employees 
that 33.5 million people born outside the EU 
now live and work in the EU. 

It is a curious fact that those coming from Africa 
are most likely to settle in France, those from 
Latin America to settle in Spain and immigrants 
from North America, Asia and Oceana tend to 
head for the UK. However, there is a more 
fundamental difference that defines the 
immigrant populations of EU states. In Estonia, 
Lithuania, Portugal and Romania, for instance, 
the majority of immigrants (for different 
historical reasons) are citizens of the country 
concerned who had been resident elsewhere. 
In Belgium, Germany, Luxembourg and Cyprus 
the majority of immigrants are citizens of 
another EU member state, whilst in Bulgaria, 
Spain, Italy, Slovenia and Sweden the majority 
of immigrants are citizens of non-European 
countries. 
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Of course employees are generally more 
willing to be mobile for the purposes of cross-
border commuting and short-term business 
trips. Some 1.7 million workers in the 
Schengen free-movement zone are regular 
cross-border workers and the incidence of such 
commuting traffic is highest in Slovakia, 
Estonia, Hungary, Belgium and Luxembourg. 
There are also 218 million trips across EU 
borders each year that involve at least one 
night’s stay and 11% of these are for business 
purposes. 

 

Italy: Sick days, sick system 

The Italian government is planning to introduce 
a number of measures to combat absenteeism, 
particularly in the public sector. Doctors across 
Italy issue 20 million medical certificates each 
year. Although 12% of these in the private 
sector are for a single day of absence, in the 
public sector single days account for 27%. 
Furthermore, the majority of public sector 
single days of absence are taken immediately 
next to weekends or public holidays. 
Absenteeism has long been a feature of Italy’s 
public sector and is a huge burden on public 
finances. Last New Year’s eve around 80% of 
Rome’s city police called in sick and 35 town 
hall staff in the northern coastal town of San 
Remo have recently been placed under house 
arrest - and 150 others under investigation - 
after a three year covert monitoring operation 
concerning abuse of the time management 
system. 

Responsibility for monitoring employees on 
sick leave in the private sector is the INPS 
social security agency, whilst in the public 
sector it lies with local public health authorities. 
In the next two months a draft decree will be 
published making INPS responsible for 

absence in both sectors. The only problem is 
that in recent years the INPS itself has been 
widely investigated for knowingly permitting 
non-existent companies with thousands of 
falsified employee records to accrue social 
security benefits. This included inserting into 
the INPS database false data regarding 
completed inspections. 

 

Sweden: Non-compete agreement shortens 
protection period 

A revised national collective agreement on 
non-compete agreements negotiated by the 
Confederation of Swedish Enterprise and 
Federation of Salaried Employees in Industry 
and Services is now in force. Although it is only 
applicable to those companies that are party to 
it, the agreement will set a standard which may 
be used by the courts. 

The applicability of post-compete clauses is 
now wider and is drafted potentially to cover 
technical, professional and managerial staff in 
almost all the private sector. However, the 
agreement shortens the restricted period after 
employment from two years to eighteen 
months and stipulates that it may not be longer 
than nine months if the trade secrets are 
sensitive for a shorter period. Furthermore, the 
agreement may not be extended by adding 
non-solicitation or confidentiality clauses. 

There is now a 60% cap on the compensation 
payable to the former employee and it must be 
paid for the entire period of restriction unless 
the employee obtains paid employment and 
can therefore offset the loss against their new 
salary. Former employees are expected to 
seek employment to mitigate the compensation 
by applying for new jobs and not simply rely on 
the compensation payment. 
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The penalty for breaching the agreement must 
be proportionate to their former salary and 
generally not exceed six months salary for 
each breach. However, there is a provision in 
the agreement for ongoing breaches of the 
restrictions. 

USA: The long, hard road to pay parity 

The Governor of the State of Maryland has just 
signed into law one of the toughest and far 
reaching US equal pay measures. Senate Bill 
481 will come into force in October 2016. It will 
extend the right to equal pay in comparison 
with equivalent jobs in an employer’s 
workplaces across the whole county rather 
than just the immediate workplace. It will also 
be unlawful for employers to place workers of 
different genders or gender identities onto 
different career tracks or fail to inform them 
about job opportunities. Moreover, employers 
will be forbidden from ordering employees not 
to discuss their remuneration or to victimize 
those who do share such data. 

In addition the Governor has signed House bill 
1004. This brings into existence the states own 
Equal Pay Commission. This body will collect 
pay data from employers and examine wage 
disparities between individuals of different 
gender, gender identity and race. The data will 
then be passed to enforcement authorities. 

Although the objective will be to develop 
partnerships with employers, it is likely that 
larger employers will wish to keep their 
distance and organize their own internal 
awareness raising activities. Whilst pay parity 
may be relatively easy to achieve, it will be 
difficult to establish common career tracks in 
smaller establishments and outlets because 
ultimately succession to a management 
position may be only readily achieved through 
a single “deputy role”. 

Pay, Tax and Benefit Trends 

CHILE: Over the year to March 2016 average 
basic manufacturing sector earnings in Chile 
rose by 6.1%. Annual changes were lowest in 
the public sector - particularly teaching (2.7) - 
and highest in the hotels and restaurants sector 
(8.7%). Consumer prices in Chile rose over the 
same period by 4.5%. 

CHINA: Seven Chinese provinces and 
municipalities have just announced minimum 
wage increases. These range from 1,270 yuan 
($US 193) a month in Qinghai to 2190 yuan 
($US 332) a month in Shanghai. Although 
wage adjustments are becoming smaller over 
time, China's Ministry of Human Resources 
and Social Security has reported that, over the 
past five years minimum wages across the 
country have risen on average by 13.1% a year.   

CHINA: In the Chinese province of Guangdong 
a special employee allowance of 150 Yuan 
($US22.78) per month for working in high 
temperatures is required by law with effect from 
June 1st. The cost of any soft drink provided by 
employers may not be offset against the 
allowance. The penalty for not complying with 
this regulation will be a fine of up to 10,000 
Yuan ($US1,519). 

CZECH REPUBLIC: After lengthy talks with 
both sides of Industry, the Czech Ministry of 
Labour and Social Affairs has proposed that 
the national minimum wage should rise on 
January 1st 2017 by 11.1% from CZK 9,900 
($US407) to CZK 11,000 ($US452) a month. 
This is a compromise between the trade unions 
target minimum rate of CZK 11,400 and the 
employers’ call for the new minimum to be 
limited to CZK 10,600. In April 2016 the annual 
rate of consumer price inflation (HICP) in the 
Czech Republic was 0.5%. The National Bank 
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has forecast this will rise to 2.2% by Q3 of 2017. 
However, the bank’s expectation is significantly 
in excess of the recent prediction made by the 
European Commission. This saw inflation 
rising to just 1.4% next year. Either way, the 
proposed minimum wage increased will only 
fuel inflation, especially if it influences wage 
bargaining across the economy. 

GERMANY: The automaker Volkswagen AG 
has concluded a 20-month pay agreement with 
the trade union IG Metall covering 120,000 
employees in its German operations 
(Volkswagen Financial Services.). In early May 
the company agreed to pay a one-off bonus of 
3,950 euros ($US4,418) relating to 2015. The 
new deal gives workers an increase of 2.8% in 
September 2016 and a further 2% next August. 
This is on top of an extra 200 euros added to 
each employee’s pension fund, an extended 
partial retirement option and a new two-year 
averaging process for profit sharing bonus 
calculations. 

KOSOVO: The Minister for social welfare and 
labour, Arban Abrashi, has announced that 
state retirement pensions will be lifted by 33%, 
backdated to January 2016. The new pension 
rates will differ according to an individual’s 
qualifications, starting with 158 euros a month 
for those with only elementary education and 
rising to 230 euros a month for university 
graduates.  

SE ASIA: The Vice President of Indonesia, 
Jusuf Kalla, has called for the establishment of 
a common minimum wage across member 
states of ASEAN to prevent “unhealthy 
competition”. However, many ASEAN states 
rely on low cost production in other member 
nations to sustain demand for their products. 
The Association of Southeast Asian Nations 
(ASEAN) consists of Brunei Darussalam, 

Cambodia, Indonesia, Laos, Malaysia, 
Myanmar, Singapore, the Philippines, Thailand, 
Timor and Vietnam. 

SWITZERLAND: 77% of those voting in last 
weekend’s referendum opposed a proposal for 
all Swiss residents to be given a guaranteed 
income, whether or not they were employed. 
The sum would have amounted to CHF 2,500 
($US 2,561) for each adult and CHF 625 ($US 
640) for each child.  

TAIWAN: Average gross monthly earnings in 
Taiwan rose over the year to March 2016 by 2% 
from TWD 43,016 ($US 1,320) to TWD43,880 
($US1,347). Although amendments to the 
Labor Standards Act introduced in January 
2016 required a mandatory reduction in 
standard working hours from 84 hours every 
two weeks to 40 hours per week regular 
monthly working hours actually rose 3.3 hours 
to 178.2 by March 2016, whilst overtime 
declined slightly from 8.8 to 8.1 hours a month. 
In a move to offset the assumed decline in 
monthly pay levels brought about by the 
working hour reduction the Ministry of Labour 
has announced that it will raise the minimum 
hourly wage from TWD120 to TWD126 within 
the next two months. If the Ministry consulted 
its own statistics it would see this was not 
necessary. 

USA: Although across the US 23 cities, five 
states and one county have so far passed paid 
sick-leave laws the City Council of Minneapolis 
is the first mid-western city to fall in line. 
Currently 42% of employees in the city do not 
have any kind of paid sick leave provision. 
However, from July 1, 2017 companies that 
have been in existence for more than one year 
and have six or more employees in 
Minneapolis will be obliged to provide a 
scheme giving annually up to 48 hours of paid 
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sick leave. Entitlement will increase at a rate of 
one hour of leave per 30 hours worked.  

 

Other Global HR News in Brief 

AUSTRALIA: The Work and Holiday visa 
programme is an arrangement which Australia 
has with a number of countries around the 
world. It allows those 18-30 year-old citizens of 
each country to travel and work for periods of 
up to one year, although employment with any 
one employer cannot be for longer than six 
months. The latest addition to this reciprocal 
arrangement is Israel and this comes into effect 
on June 1st 2016. Australia has also agreed 
similar arrangements with Singapore, Vietnam 
and Hungary, although no date has yet been 
set for implementation. 

AZERBAIJAN: The government of Azerbaijan 
has declared two additional non-working days 
for June. The Day of National Salvation will 
take place on June 15th and the Day of the 
Armed Services on the 27th June.  

BRAZIL – SPECIAL ALERT: Companies 
establishing operations in Brazil - or sending 
staff to the country on business trips this 
Summer - should take into account the special 
risks which exist there for personnel. 10% of all 
homicides in the world now take place in Brazil 
– amounting to over 60,000 murders each year. 
Many of these are connected with drugs 
trafficking, but that is a trade which invades 
every part of society. Brazilians currently own 
an estimated 15 million guns, more than half of 
which aren’t registered, and around 60% of 
contraband weapons are smuggled in from 
Paraguay. In Rio state only half of the 47,000-
strong police force is available for general 
protection duties at any one time. Moreover, 
there is also ample evidence that gun crime is 

now spilling out from the poor areas (favelas) 
into more affluent and tourist districts, being 
drawn by the prospect of an influx of affluent 
foreigners to attend the Olympic games this 
Summer. 

CHINA: The provincial government in the 
central Chinese Province of Henan has 
approved a new regulation requiring employers 
to permit employees who are single offspring to 
take up to 20 days off work per year to care for 
sick parents. Parents must be aged over 60 
and admitted to hospital. Because of poor 
nursing provision, or care costs involved, it is 
normal in China for adults to stay with sick 
relatives whilst they are hospitalized. Because 
of the former one-child policy this responsibility 
cannot often be shared when elderly parents 
fall ill.  

EU: Members of the European Parliament 
(MEPs) have voted in favour of a resolution 
calling on EU member states to ensure that all 
working parents are guaranteed four months 
unpaid parental leave and to encourage more 
male workers to take the leave. Currently only 
10% of working fathers take at least one day of 
leave entitlement. MEPs have also called on 
the European Commission and ‘social partners’ 
to extend the minimum duration of unpaid 
parental leave from 4 to at least 6 months and 
for EU rules to guarantee fathers two weeks 
paid paternity leave (there is currently no 
paternity provision under EU law).  

GLOBAL: The International Labour 
Organisation has just published its 2016 World 
Employment Social Outlook. This predicts that 
the proportion of the world’s population 
considered to be “Working Poor” (earning less 
than $US3.10 a day when converted to 
purchasing power parities) will fall from close to 
40% of employed people today to just above 30% 
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by 2020. Overall productivity growth rate is also 
forecast to rise slightly over the next five years 
from 2.5% to 2.9%. The authors point out that 
one of the biggest threats to growth will be 
social unrest – which has been on the increase 
throughout the developing economies since 
2014, but declining in the developed 
economies. However, they go on to point out 
that “In both groups of countries, widespread 
unemployment among young males, which 
remains at an elevated level in developed 
economies, is often a key driver behind political 
and social movements.” 

JERSEY: Age discrimination regulations will 
come into force in the UK’s semi-autonomous, 
Channel Islands bailiwick of Jersey on 
September 1st 2016, but subject to a two-year 
transition for certain provisions. The Current 
Discrimination Act (2013) sets out other 
protected characteristics - sex, sexual 
orientation, gender reassignment, race and 
pregnancy and maternity. However, the new 
regulation permits direct discrimination on the 
grounds of age in certain circumstances – as 
when “treatment of a person is a proportionate 
means of achieving a legitimate aim”. This will 
be important for employers who may wish to 
require an employee to retire at a particular age. 

OMAN: Temperatures in Oman during 
Summer months frequently rise to over 40 
degrees centigrade and this year began to 
reach that level by mid May. As normal, the 
Oman Ministry of Manpower has confirmed that, 
in line with the Article 118 of the Labour Law, 
employers with workers working outside must 
provide extended mid day breaks from 12.30 
pm to 3.30 pm during June, July and August. 
Last year 391 companies were found to be in 
breach of the law and given formal warnings. 
The penalties for infringement could include not 
only a fine of up to OMR500 ($US1,300), but 

also imprisonment of responsible executives 
for up to one month. 

PHILIPPINES: A draft Anti-Age Discrimination 
in Employment Act has now passed its third 
and final reading in the Philippines Senate. 
This would make it unlawful to ask for a job 
applicant’s age, reject an application on an 
inference regarding their age, deny an 
employee promotion or training on age grounds 
or force them to take early retirement. Certain 
exceptions would apply, as when a “seniority” 
system is in operation within a company or 
where age is a justifiable “occupational 
qualification”. Whether the measure will 
become law will largely depend on the decision 
of the country’s new right wing President 
Rodrigo Duterte who won the recent election 
on a ticket that opposes the strict rule of law. 
He assumes office on June 30th 2016. 

UNITED KINGDOM: Although the incidence of 
fatal workplace accidents has halved in the UK 
over the last twenty years the previous 
downward trend in non-fatal accidents has 
come to an end in recent years. In 2014-15, the 
latest year for which data is available, the 
number of non-fatal injuries was 76,054, whilst 
in 2013-14 the number was only slightly higher 
at 78,671. The incidence of workplace violence 
is much higher than for injuries, but has also 
been remarkably stable in recent years. In each 
year since 2011 there has been just over a 
quarter of a million reported threats of violence 
in UK workplaces and a similar number of 
actual assaults. Reported violence affects       
1.1% of women and 1.3% of men and in 55% 
of cases the offender was a stranger. However, 
actual incidents are likely to be three to four 
times higher than reported incidents, especially 
where there are no controls on access to 
premises. 
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UNITED KINGDOM: The UK Department for 
Business, Innovation & Skills has published 
statistics on trade union membership in 2015. 
The proportion of the working population that 
were union members fell slightly from 25% to 
24.7% - well down from 32.4% in 1995 when 
records began. In the private sector union 
membership also continued to fall from 14.2% 
to 13.9%. Membership now remains heavily 
concentrated amongst women, older workers, 

those in middle-income professional jobs, 
working for larger employers, in full-time and 
permanent positions and born in the UK. 
However, one of the lowest union densities is 
to be found in companies categorized as 
“professional, scientific or technical activities”. 

 

 

 

 

FedEE Events:  
 

 

DATA MANAGEMENT FORUM: Learn all about the latest developments in data 
protection and workplace privacy around the world and how they impact upon HR. The 
new EU’s General Data Protection Regulations and transatlantic “Privacy Shield” 
(replacing “Safe Harbor” procedures) are just two of the many issues that will be covered 
in our round table forum in London on Wednesday, July 13th.  To join us contact Karen 
Wallace on (UK) (0)117 975 8611 or email her on admin@fedee.com. 
 
NEXT FELLOWSHIP MEETING: The next Fellowship Meeting will take place on 
Tuesday, July 12th 2016. Fellowship meetings are a great opportunity to share insights 
and experiences ‘off the record’, with no notes taken. This allows participants to see what 
is really taking place outside their organization - in contrast to conferences where they 
are given a certain amount of ‘window dressing’. If you are not currently a Fellow but are 
interested in becoming one please contact us on +44 (0)117 975 8611.  

Dates for your diary: 
 

June 18th 2016: Effective date for UK 
regulations concerning posted workers 
(enforcement of employee rights) 
 

July 1st 2016: Increase in levies on construction 
sector and service sector work permits and S-
Pass permits in Singapore. 
 

July 1st 2016:  Effective date for EU Directive 
on the protection of workers from risks 
associated with magnetic fields 

July 1st 2016:  Article 7 of Chapter XVIII of 
the Los Angeles Municipal Code introduced 
giving paid sick leave up to 48 hours a year 
 

September 29th 2016: Canada to introduce 
mandatory Electronic Travel Authorization 
(eTA) for all visa-free eligible nationals 
(excluding US citizens) arriving by air. 
 

April 6th 2017 Introduction of apprenticeship 
levy for large UK employers 
 

May 25th 2018: Final effective date for EU 
General Data Protection regulation 
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Travel Warnings: 
 

A high risk of terrorist activities exists in Bosnia Herzegovina where the Islamic State is 

establishing a large following in the country, particularly in the north where 64 communities 

are now reported to be following sharia law. 

 

Denmark has extended temporary border controls with Germany until November 12. 
Following the threat by Austria to construct a 250-metre (820-foot) long checkpoint at the 
Brenner Pass the Italian government has begun to impose much stricter controls of its 
northern borders. 
 
Rail strikes and blockades in France are slowly weakening, but travel is still problematic in 
many parts of the country - especially where there has been panic buying of fuel due to 
refinery strikes. 
 
Railway unions in India have called a nationwide indefinite strike by workers from July 11th. 

 

Visitors to Japan should avoid the Northern half of Nakadori, particularly the city of 
Fukushima where the nuclear leaks that began in 2011 are reported to persist. 
 
Latin America and the Caribbean still pose a high risk for pregnant women because of 
the zika virus. 
 

Those passing through Tambo International Airport in Johannesburg, South Africa 
should be very vigilant. There have also been many reports of visitors being followed from 
the airport and later robbed or criminals posing as porters and stealing luggage. 
 
Recent hospital reports in Gauteng, KwaZulu-Natal, Free State and Western Cape in South 
Africa have alerted health authorities to the enhanced threat of pathogens and parasites 
causing common opportunistic infections such as meningitis, urinary tract infection and 
pneumonia as they are becoming resistant to drugs used to treat them. 
 
Serious flooding is still affecting many parts of Tasmania in Australia. 
 
In the USA visitors should allow three hours when transiting from an international flight to a 
domestic flight due to increased security checks. 
 
The Hurricane/Typhoon season began on June 1st and runs until November. Expect travel 
disruptions in the 8 and 25 degrees latitudes, especially the Gulf of Mexico, Caribbean 
Sea and Eastern Pacific. 
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FedEE News 
 
CYPRUS OFFICE: We are currently establishing a new finance office and research centre 
in Nicosia, Cyprus. It will begin to operate in late June and be fully operational from August 
1st 2016. This will help us to improve our support services to members in Eastern Europe 
and the Middle East. 
 
NETWORK WITH OTHER FEDEE PROFESSIONALS: Don’t forget to sign up to FedEE's 
face-to-face networking community, butN. Join for free today at http://www.but-n.com. 
 
FOLLOW US: Follow us on Twitter and LinkedIn for news on upcoming events and 
discussions on global employment law and HR issues.  
 
 

Source and Disclaimer 
The Federation of International Employers (FedEE Global) / La Federación de Empresarios 
Internacionales/La Fédération des Employeurs Internationaux is one of the world’s leading 
non-sectoral organisations for multinational employers. The Federation was founded in 1988 
with financial assistance from the European Commission but today operates as an 
independent support service with members in over 70 countries worldwide. Our head office 
is Adam House, 7-10 Adam Street, The Strand, London WC2N 6AA, UK. Web: 
http://www.fedee.com.  
 
In providing the information contained in this communication neither FedEE nor any third 
party authors are rendering any legal, accounting or other professional advice or opinions 
on specific facts or matters. This communication contains information that is derived from a 
variety of sources. Every effort has been made to verify the data before it is incorporated 
into news stories, but full verification may not always be possible due to partial, ambiguous 
or poorly translated source documents, or reproduction in third-party reports. For these 
reasons the data should not be considered as definitive and should only form the basis of 
any decisions once verified by appropriate experts in the country or countries to which it 
refers. Neither the Federation of International Employers nor FedEE Services Limited or 
their affiliates accept any liability whatsoever for decisions made or action taken or not taken 
on the basis of this information. 
 
This communication has been sent to you because you or a colleague has requested it – 
generally through corporate membership of the Federation. If you do not wish to receive 
future copies of the newswire please return it to admin@fedee.com with “REMOVE” in the 
subject line.   
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