
CORPORATE 
IMMIGRATION 
IN SWITZERLAND 

Pr
ac

tic
al

 H
an

db
oo

k



2

CORPORATE IMMIGRATION 
IN SWITZERLAND : 
PRACTICAL HANDBOOK



Welcome to this practical guide about corporate 
immigration in Switzerland. This handbook is designed 
specifically for Human Resources professionals, mobility 
managers, and legal departments involved in hiring and 
relocating international talent to Switzerland. We aim 
to provide a clear and pragmatic overview of the legal 
framework, processes, and best practices essential to 
ensure compliance and facilitate successful employee 
mobility.
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Switzerland is a highly attractive destination for international 
professionals due to its economic stability, quality of life, and 
global business environment. At the same time, immigration 
to Switzerland is governed by a strict and well-defined legal 
framework. Companies looking to recruit foreign talent must 
navigate a system that distinguishes EU/EFTA nationals 
from third-country nationals.

◆ This practical handbook covers :

•� �The legal framework  
(Federal Act on Foreign Nationals and  
Integration - FNIA, Ordinances, Cantonal roles)

	
• �Key authorities : SEM  

(State Secretariat for Migration), cantonal  
migration offices

• �Overview of corporate immigration strategy  
in Switzerland
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TYPES OF PERMITS

Switzerland offers several types of residence and work permits 
depending on the applicant’s nationality, the purpose of their 

stay, and duration of their employment.

◆ L Permit (Short-term permit)
	 • Issued for employment up to 12 months
	 • Renewable under certain circumstances
	 • Applies to both EU/EFTA and third-country nationals

◆ B Permit (Residence or long-term work permit)
	 • For employment contracts over 12 months or open-ended
	 • For independent activity
	 • For family reunification
	 • For retirement or no activity
	 •  For exceptional cases
	 • �Valid for 1 year and typically renewed annually or every 2 years 

for non-EU citizens 
	 • Valid for 5 years for EU citizens 
	 • May lead to permanent residence (C Permit)

◆ C Permit (Settlement permit)
	 • �Granted after 5 or 10 years of continuous residency  

(varies by nationality)
	 • Allows free access to the labour market
	 • May lead to citizenship 
	 • Obtained through integration

◆ G Permit (Cross-border commuter permit)
	 • �For individuals living in an EU/EFTA country but working  

in Switzerland
	 • Must return to their country of residence at least once a week
	 • Authorises independent activity

◆ Other special categories
	 • Intern permits
	 • Intra-corporate transfers (ICT)
	 • Student permits with limited rights to work
	 • Asylum seekers
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Anne will handle all your immigration matters quickly 
and efficiently, ensuring you receive the support you 
need every step of the way. Beyond her professional 
expertise, Anne has a passion for cooking and loves 
exploring new culinary experiences.			 
				  
				    Immigration Specialist

«	
«

     Anne Konikoff
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PERMIT APPLICATION
PROCEDURES

Understanding the procedural steps is critical for HR teams 
managing foreign hires. These steps differ significantly 
depending on the employee’s nationality.

◆ For EU/EFTA nationals 
	 • No labour market priority process
	 • �Simple online notification procedure for work up  

to 90 days/year
	 • �For longer employment: registration and application 

for an L or B Permit with a copy of an employment 
contract

◆ For third-country nationals
	 •  �Labour market priority process  

(priority to Swiss/EU workers)
	 • �Proof of qualifications, expertise and necessity  

for the role
	 • �Employer must submit application  

to the cantonal authority
	 • Approval by both cantonal authority and SEM
	 • Processing time: 4-8 weeks (on average)

◆ Documents typically required
	 • � Valid employment contract
	 • Proof of qualifications and CV
	 • �Motivation letter from the employer to justify  

the choice of the non-EU worker
	 • Identity documents 
	 • Marriage/divorce certificate
	 • �Information about the company’s annual revenues 

and current employees
	 •� Proof of adequate research of candidates  

on the Swiss and EU labour market
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◆ The different types of Swiss permits

L permit

Short-term permit 
(up to 1 year)

PURPOSE : 
Work contract 
up to 1-year, 

seasonal work, 
intra-corporate 

transfers

CONDITIONS : 
Signed work 

contract, 
address 

in Switzerland 
and health 
insurance

PURPOSE : 
Work in Switzerland

 while living 
in the EU zone,
must go home 
at least once

a week

CONDITIONS : 
Work contract 

and proof 
of address 
in the EU

B permit

Work, study or 
residence permit 

PURPOSE : 
Work contract 

over 1 year, 
family reunification, 

studies, 
retirement, 
residence 

CONDITIONS : 
Signed work 

contract, address 
in Switzerland 

and health 
insurance, proof 

of sufficient funds 

PURPOSE : 
Deliver services 

or work 
on a project 

for a maximum 
of 90 days 
per year

CONDITIONS : 
A1 form 

and announcement 
sent at least 

8 days before
 start date

PURPOSE : 
Work for 

international 
organizations, 

UN agencies and 
embassies as well 
as family members

CONDITIONS :  
Work contract 

and Swiss 
Mission approval

PURPOSE : 
Settle on a 

permanent basis 
in Switzerland

 and meet
 integration 

requirements

CONDITIONS : 
Integration 

and language  
requirements

CDL/Ci
 permit

Permit for staff 
of international 
organizations, 
UN agencies 

and diplomates

G permit

Cross-border 
permit

C permit

 Settlement 
permit

90-day 
authorization

90 day per year 
for seconded 

or independent 
workers

Marine is the Office Manager at Legal Expat, 
ensuring that everything runs smoothly 
behind the scenes. With her organizational skills 
and supportive nature, she helps create 
a welcoming and efficient environment for both 
clients and colleagues. She is also passionate 
about human nature undertstanding and enjoys 
exploring what drives and inspires people.
				  
			   Marine Fasel 
			   Office Manager

«	

«
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In Swiss corporate immigration, the employer bears full 
responsibility for regulatory compliance. Delegating these 
tasks to HR does not exempt the legal entity from its 
obligations under Swiss law. Employers must ensure that 
every foreign employee’s status is legal and continuously 
monitored. This chapter outlines the key duties required 
of Swiss employers when hiring and managing foreign 
nationals.

◆ Duty of Diligence and Legal Compliance
Employers are required to verify the legal right of every 
foreign worker to stay and work in Switzerland. This 
includes :

• �Verifying the validity and type of residence  
and work authorizations (L, B, C, G, etc.)

• �Ensuring compliance with any permit-related 
restrictions (duration, employer-specific  
or occupation-specific conditions)

• �Maintaining organised records  of relevant 
documentation for potential audits by cantonal  
or federal authorities

Failure to comply can lead to fines, criminal sanctions, 
or even imprisonment (Art. 117 LEI).

Nicolas is the founder of Legal Expat and the 
driving force behind its vision to provide clear, 
reliable legal support for expatriates. 
His entrepreneurial spirit and dedication shape 
the firm’s client-focused approach. Beyond his 
professional role, Nicolas is passionate about 
surfing and enjoys the freedom of the ocean.
			 
			   Nicolas Mossaz 
			   Founder of Legal Expat

«	
«

EMPLOYER OBLIGATIONS
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◆ Obligation to Cooperate with Authorities

Employers must maintain open and cooperative relationships with cantonal  
and federal migration offices, especially when :
	 • Under audit or inspection
	 • Submitting documentation
	 • Renewing permits or making amendments

Non-cooperation may result in the suspension of hiring privileges or rejection  
of future applications.
 
◆ Internal Compliance and Training

To manage immigration effectively, HR teams must be adequately trained  
and supported. Employers should implement :

	 • Ongoing immigration law training for HR staff
	 • Documented internal compliance protocols
	 • Regular audits of immigration processes and personnel files
 
◆ Sanctions for Non-Compliance

Consequences of non-compliance may include :

	 • Administrative or criminal fines
	 • Temporary or permanent hiring bans
	 • Disqualification from public contracts
	 • Reputational damage affecting investor or market confidence
 
◆ Recommended Best Practices

	 • Onboarding checklist that includes immigration status verification
	 • �Standard operating procedures tailored to employee type  

(EU vs. non-EU)
	 • Automated permit renewal reminders
	 • �Pre-engagement consultations with legal experts for complex cases

◆ Notification and Authorization Obligations

Depending on the employee’s nationality and the duration of the assignment, 
employers must either submit a notification or obtain a formal work 
authorization.

EU/EFTA Nationals
	 • �Online notification system (for assignments up to 90 days per calendar 

year)
	 • �Residence/work permit (L or B) for long-term employment
	 • Cross-border permit (G)

Third-Country Nationals
	 • �Full work permit application required, subject to strict conditions:
		  3 �Labour market analysis (priority to Swiss/EU candidates)
		  3 �Compliance with local salary and working conditions
		  3 �Proof of individual qualifications and necessity of the employee
 
◆ �Obligation to Meet Local Wage and Employment Standards

Employers must ensure that foreign workers are employed under conditions 
 that meet or exceed regional and sectoral standards :

	 • �Reference salary benchmarks set by cantonal authorities : SECO website 
https://entsendung.admin.ch/Lohnrechner/lohnberechnung

	 • �Adherence to working hours, holidays, and social security contributions

Swiss labour authorities conduct random or targeted inspections to ensure 
compliance, often without prior notice.

◆ �Obligation to Report Changes

Changes that affect the employment or immigration status of a foreign worker 
must be reported promptly, including :

	 • Change in job title or duties
	 • Change in work location
	 • Amendment of workload (part-time/full-time)
	 • Termination of contract or early departure
	 • Intra-group transfers within or outside Switzerland

Most changes must be reported within 14 days, though deadlines  
vary by canton.
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In a globalised corporate environment, intra-group mobility 
and international postings are strategic tools used to align 
talent with operational needs across jurisdictions. However,  
in Switzerland, such mobility is subject to specific immigration, 
labour law, and social security regulations. HR departments 
must anticipate and manage these requirements to ensure 
full compliance while maintaining operational flexibility.

◆ �Definition of Intra-Group Mobility

Intra-group mobility refers to the temporary or permanent 
relocation of employees within affiliated entities of the same 
corporate group. It typically includes :

	 • Transfers between foreign and Swiss entities
	 • Short-term secondments  
	 • Rotational programs for leadership development

In contrast to traditional recruitment, these moves are often 
driven by internal business needs rather than local labour 
market conditions. The permit of the transferred employee 
is usually limited to a maximum validity period of 4 years.

INTRA-GROUP MOBILITY 
& ASSIGNMENT (POSTING)
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◆ �Intra-Group Transfers to Switzerland
When an employee is transferred to a Swiss entity, a Swiss work and residence 
permit is required. There are three typical scenarios :

EU/EFTA Transfers
	 • Permit L or B, depending on duration
	 • No labour market analysis
	 • Employment contract with Swiss entity or transfer agreement

Third-Country Nationals - Transfer under GATS or Multinational Framework
	 • �Permit subject to labour market analysis, unless exception applies  

(e.g. key managers, specialists)
	 • Must demonstrate :
		  3 Prior employment of at least one year in the foreign entity
		  3 Role consistency and economic justification
		  3 Salary aligned with Swiss standards

Intra-Corporate Transferees (ICT) Directive
Although not fully adopted in Switzerland, some cantons accept aligned practices :
	 • For managers, specialists, or trainees
	 • With time limits (typically 12 to 36 months)
	 • �Employer must submit detailed plans on assignment objectives and return
	 • Letter of transfer requested

◆ Obligations During the Assignment
Regardless of the mobility type, employers must :
	 • Respect wage and working conditions (Swiss comparators)
	 • �Ensure proper social security coordination (A1 certificate, totalisation 

agreements)
	 • Declare any changes in role, location, or duration
	 • �Maintaining organised records of relevant documentation in case of 

audits by cantonal labour inspection authorities

◆ Legal Framework in Switzerland

Switzerland differentiates between transfers (leading to a Swiss employment 
relationship) and postings (where the foreign employment relationship 
continues). Relevant laws include :
	 • �Foreign Nationals and Integration Act (LEI)
	 • Federal Act on Posted Workers (LDét)
	 •  �Bilateral agreements with the EU (notably on free movement  

of persons)

Each type of mobility implies different obligations depending on nationality, 
length of stay, and role.
 
◆ �Posting of Workers to Switzerland

A posting (détachement) occurs when a foreign employer sends an employee 
to Switzerland to perform work on its behalf, often without transferring the 
employment contract, for up to 90 days. This can involve :

	 • Service provision to a Swiss client
	 • Internal projects between group entities

EU/EFTA Nationals
	 • Notification procedure (up to 90 days) via the online SECO platform
	 • �No permit required, but full compliance with Swiss wage and labour 

conditions

Third-Country Nationals 
	 • Can only be posted under strict conditions:
	 • The employer must be based in an EU/EFTA member state
	 • �The individual must hold a valid residence/work permit in the EU country 

of origin
	 • Posting must be temporary and justified by business necessity
	 • Swiss labour market rules still apply (salary, working conditions)
	 • A1 form for social security equivalence

Authorities may request evidence of :

	 • Qualifications
	 • Employment history
	 • Assignment contract and project scope
	 • Hourly salary
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◆ End of Assignment and Repatriation

HR must anticipate :
	 • Permit expiration and de-registration
	 • Repatriation planning and reintegration
	 • �Continuation of social security coverage  

if applicable
	 • �Post-assignment compliance obligations  

(e.g. tax finalisation, notification of departure)
 
◆ �Risk Areas and Best Practices

Key risks in intra-group mobility include : 
	 • Misclassification of postings vs. transfers
	 • Failure to comply with wage requirements
	 • �Overstay of posted workers without  

permit conversion
	 • Social security liabilities in multiple jurisdictions

Recommended practices :
	 • Develop mobility policies with legal and tax input
	 • Maintain mobility tracking tools
	 • �Set internal approval procedures before any 

cross-border move
	 • �Include compliance clauses in intercompany 

agreements

Fiona is a lawyer at OA Legal and provides 
support to Legal Expat clients, especially 
when complex cases require in-depth 
expertise. She has a passion for tackling 
challenging legal issues with determination 
and insight. Beyond her work, Fiona loves  
to travel and enjoys riding the waves  
while surfing.

		        Litigation Specialist		
		  				  

«	

«

Fiona Scherrer
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Global mobility is rarely an individual decision. Spouses, 
children, and sometimes other dependents often play 
a decisive role in the success or failure of international 
assignments. Family considerations can significantly 
influence the acceptance, duration, and overall outcome 
of expatriation. In Switzerland, specific rules govern family 
reunification, spousal employment and children’s rights. 
HR professionals must address these dimensions early and 
strategically to prevent legal complications and personal 
frustration.

◆ Scope of Relocation Services

Relocation services encompass a broad range of support 
mechanisms provided to expatriates and their families  
to facilitate their arrival and settlement in the host country. 
These services are typically offered either by in-house HR 
teams, external providers, or a hybrid model, such as career
coaching, tax consultations, pet relocation and language 
courses.

RELOCATION 
& INTEGRATION SERVICES



◆ Relocation Service Models

There are several approaches to delivering relocation and integration support :

In-house model
	 • Full control over quality and customization
	 • Suitable for companies with frequent or high-volume mobility

Outsourced model
	 • External relocation providers manage end-to-end services
	 • Scalable and cost-effective for occasional needs

Hybrid model
	 • �HR manages core tasks (permits, policy) while outsourcing local services 

(housing, schooling)	
	 • Offers balance between control and efficiency

◆ Metrics and ROI of Relocation Support
While relocation services incur costs, they also generate measurable returns :

	 • �Faster onboarding and productivity ramp-up
	 • Improved retention of international talent
	 • �Reduction in assignment failure
	 • �Higher satisfaction among expatriates and families

KPIs to track :
	 • �Time to settle (housing, schooling)
	 • �Employee satisfaction surveys
	 • �Assignment completion rates
	 • �Permit renewal success rate

◆ Integration : Beyond Logistics

True integration goes beyond settling practical matters. It refers to the social, 
cultural, and emotional adaptation of a foreign employee and their family into 
Swiss life. Integration is often the most underestimated success factor in 
long-term mobility.

KEY AREAS OF FOCUS :
	 • �Cultural adaptation support (intercultural training, etiquette, business 

communication norms)
	 • Language acquisition (enrolment in German/French/Italian courses)
	 • Social integration (connecting with locals, expat groups or networks)
	 • Spouse and family support, especially in dual-career households
	 • Mental well-being resources (coaching, psychological support)

◆ Legal and Cantonal Integration Requirements

Swiss law increasingly encourages integration, especially for long-term permits 
and permanent residency. Some cantons may require proof of integration efforts 
in permit renewals, including :

	 • Participation in local life (e.g. joining clubs, volunteering)
	 • Basic knowledge of a national language
	 • Absence of criminal or debt records
	 • Children’s school attendance and performance

Companies should therefore consider integration not only as a soft measure  
but also as a risk management tool for permit sustainability.

Gabriel is a lawyer at OA Legal, specialized
 in litigation. He supports Legal Expat whenever 
clients need representation in disputes, bringing 
determination and strategic expertise to every 
case. Outside the courtroom, Gabriel enjoys making 
pizzas and masters barbecue cooking better
 than anyone.
			   Litigation Lawyer		
	

«	
«
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◆ Common Pitfalls and How to Avoid Them
While relocation services incur costs, they also generate measurable returns :

	 • �Underestimating family needs → Provide spouse/family inclusion 
programmes

	 • �Cultural mismatch → Offer intercultural training early on
	 • ��Poor vendor management → Monitor external providers with SLAs  

and feedback
	 • �Generic services → Tailor packages to assignment type and nationality
	 • �No post-arrival follow-up → Schedule periodic check-ins after arrival

◆ Best Practices for HR
	 • Start relocation planning before permit approval
	 • Use a single point of contact for expatriates
	 • Develop tiered relocation policies (executive, technical, junior)
	 • Include integration support in the assignment budget
	 • Maintain a feedback loop to improve future relocations
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FAMILY, SPOUSES 
& FAMILY REUNIFICATION

Global mobility is rarely an individual decision. Spouses, 
children, and sometimes other dependants often play 
a decisive role in the success or failure of international 
assignments. Family considerations can significantly 
influence the acceptance, duration, and overall outcome 
of expatriation. In Switzerland, specific rules govern family 
reunification, spousal employment and children’s rights. 
HR professionals must address these dimensions early and 
strategically to prevent legal complications and personal 
frustration.

Pauline is a trainee lawyer at OA Legal 
and provides support to Legal Expat clients 
on a variety of legal matters. Her academic 
background, with a Master’s degree in Law, 
and her dedication make her 
a valuable resource for both individuals 
and businesses. Outside of work, 
Pauline is a former competitive skier 
who still loves the mountains.

			   Trainee Lawyer		
		
				  

«	

«

Pauline Venti



◆ Legal Basis for Family Reunification in Switzerland

Family reunification is regulated under the Swiss Foreign Nationals and 
Integration Act (FNIA/LEI) and varies based on :
	 • Nationality of the employee (EU/EFTA vs third-country)
	 • Permit type of the main applicant (L, B, C, G)
	 • Nature of the family relationship (spouse, children, registered partner)

Each canton exercises procedural discretion in processing permit applications, 
leading to variations in local implementations. 

◆ �Eligible Family Members

Spouse or Registered Partner
	 • Must be legally married or in a registered partnership (proof required)
	 • �Common-law partners are generally not eligible, unless exceptions  

are granted (rare)

Children 
	 • Children under 18 are eligible for reunification
	 • �Children over 18 may be included in exceptional cases (e.g. disability, 

dependency)

Other family members
 	 • Parents may be admitted only in hardship cases

◆ Rights Granted to Reunified Family Members

Family members admitted through reunification are typically granted :
	 • A residence permit linked to the main applicant
	 • Right to work in most cases (see 7.5)
	 • Access to education and healthcare
	 • Obligation to integrate (language, school enrolment, no criminal record)

Permit validity usually follows that of the main applicant, with renewals subject 
to cohabitation and integration conditions. 

◆ Spousal Employment Rights

EU/EFTA Nationals
	 • Spouses of EU/EFTA workers have full access to the Swiss labour market
	 • �They can work without a labour market analysis or separate employer 

sponsorship

Third-Country Nationals
 	 • Spouses of B or L permit holders can work if this is explicitly authorised
	 • �An application to amend their permit must be submitted; approval is 

generally granted if integration criteria are met
	 • �Must be living under the same roof as the main permit holder

Note : Delays in spousal work permit processing may affect assignment 
satisfaction and should be anticipated.

◆ Practical Considerations for HR

Timelines and Coordination
	 • �Family reunification can delay the employee’s start date if not planned 

early for non-EU dependents
	 • �HR should initiate family-related procedures alongside the main permit 

request

Documentation
	 • Marriage and birth certificates (often with apostille/legalisation)
	 • Proof of accommodation in Switzerland
	 • Proof of sufficient income and insurance

Schooling and Childcare
	 • �Mandatory schooling applies to all children in Switzerland from  

age 4 or 5
	 •  �Private international schools may require advance reservation  

and budgeting

Health Insurance

	 • Mandatory for all residents, including reunited family members, from day 1
	 • HR should guide employees on registration and cost estimates



◆ Risks and Challenges
	 • Non-recognition of partnerships (e.g. unmarried couples)
	 • Permit denial due to insufficient salary or housing
	 • Delayed integration due to lack of language support
	 • �Family breakdown (divorce/separation) leading to loss of residence 

rights
	 • Children’s permits becoming invalid after age 18 if not extended

◆ Best Practices for Employers
	 • Include family relocation support in mobility policy
	 • Offer legal support for complex family reunification cases
	 • Provide spousal career coaching and language courses
	 • Educate line managers on family-related performance risks
	 • Coordinate with relocation providers for school, housing, and childcare

As a qualified lawyer, Amélia supports companies 
with all legal matters related to their business activities. 
She combines expertise with a practical approach to 
help clients navigate challenges with confidence. 
Fluent in English, Spanish and French, Amélia is 
an excellent horse rider and a passionate traveler 
who loves exploring the world.
			 
			   Corporate Lawyer	

«	
«

TAX 
& SOCIAL SECURITY ASPECTS
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International assignments trigger complex tax and 
social security consequences that go far beyond payroll 
administration. Swiss HR professionals must ensure 
compliance with domestic regulations, international 
treaties, and bilateral agreements while aligning with 
corporate mobility strategies. This chapter outlines the key 
tax and social security considerations to manage the risks 
and costs of cross-border employment.
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◆ Swiss Tax Landscape for Foreign Employees

Switzerland has a federal, cantonal, and communal tax 
system, meaning taxation on income varies significantly 
depending on the place of residence or employment. 
The tax implications depend on several factors :

	 • Residency status (resident vs. non-resident)
	 • Source of income (Swiss vs. foreign income)
	 • Permit type (e.g. short-term vs. long-term)
	 • Nationality (EU/EFTA vs third-country)

◆ Tax Residency and Liability

An individual becomes a tax resident in Switzerland if they :
	 • �Spend more than 30 days working or 90 days 

(non-working) in Switzerland
	 • �Establish a permanent home or habitual abode in 

Switzerland

Tax residents are taxed on their worldwide income, 
subject to applicable double tax treaties (DTTs).
Non-residents are taxed on Swiss-sourced income only.

◆ Withholding Tax
Foreign employees without permanent residence (C permit) 
are usually subject to withholding tax at source, deducted 
monthly by the employer and transferred to the canton.  

Key points :
	 • �Rates vary by canton, salary level, marital status, 

and religion
	 • �May be reclaimed or adjusted through an annual 

tax return or rectification request
	 • �Applies until the employee obtains a C permit  

or files for ordinary taxation

For cross-border commuters (permit G), special regimes 
may apply, often based on bilateral agreements 
(e.g. France-Switzerland tax treaty).

Fabien is a lawyer at OA Legal, specialized 
in commercial law. He supports Legal Expat 
clients with business-related legal matters, 
offering clear advice and practical solutions. 
In his free time, Fabien enjoys filmmaking 
and bringing creative stories to life on screen.	
			 
		  Commercial Law Specialist 

«	
«

       Fabien Gillio
z
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◆ Expatriate Tax Status and Allowances

Switzerland offers tax concessions for qualifying expatriates temporarily 
assigned to the country. These may include :
	 • Tax deductions for relocation expenses, housing, schooling, travel
	 •  �Applicable only to non-Swiss nationals who retain their home residency 

and come for a temporary assignment
	 • Requires employer request and cantonal approval

HR must coordinate with payroll providers and tax consultants to determine 
eligibility.

◆ �Social Security Coverage (AVS/AI/APG/AC)

Employees in Switzerland are covered by the mandatory Swiss social security 
system, including :
	 • Old-age and survivors insurance (AVS/AHV)
	 • Disability insurance (AI/IV)
	 • Loss-of-income insurance (APG/APL)
	 • Unemployment insurance (AC/ALV)

The employer and employee each contribute to these schemes, typically via 
monthly payroll deductions.

◆ International Social Security Coordination
Switzerland has bilateral or multilateral agreements to avoid double 
contributions :

EU/EFTA Countries
	 • Covered by EU Coordination Regulation (EC) 883/2004
	 • �A1 certificate allows employees to remain under their home country 

system for up to 24 months (extendable)

Countries with Bilateral Agreements (e.g. USA, Canada, Australia)
	 • Coordination agreements specify which country’s regime applies
	 • Usually based on duration and nature of the assignment

Countries Without Agreements
	 • Dual contributions may occur unless exemption clauses are negotiated
	 • Planning ahead is essential to avoid unwanted liabilities

◆ Employer Responsibilities

Employers must :

	 • Register employees with the Swiss social security system
	 • Deduct and pay contributions correctly
	 • Track assignment durations for A1 renewals
	 • Issue annual wage certificates and collaborate with tax consultants
	 • �Support expatriates with tax equalisation or protection policies where 

applicable

◆ Risks and Compliance Pitfalls

Common risks include :

	 • Unreported allowances triggering retroactive tax assessments
	 • Missed A1 renewal deadlines, leading to illegal coverage gaps
	 • Incorrect residency classification, resulting in under- or over-taxation
	 • Lack of coordination with payroll, causing reporting mismatches

HR must proactively monitor tax and social security aspects in collaboration  
with Financial and Legal councils. 

◆ Best Practices for HR

	 • �Include tax and social security assessments in the pre-assignment 
phase

	 • �Maintain a global mobility checklist covering payroll, permits,  
and contributions

	 • Offer access to trusted tax advisers and relocation tax briefings
	 • Track permit, residency, and A1 certificate expiry dates
	 • �Communicate clearly about employee responsibilities 

(e.g. declaring global income)

As a qualified lawyer with solid experience in employment 
law, Chloé provides valuable guidance to clients navigating 
workplace-related legal issues. She is recognized for her 
practical approach and dedication. Beyond her legal work, 
Chloé is an outstanding skier who thrives 
on the slopes.

			   Employment Law Specialist

«	
«
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 Champion



42 43

CH
A

PT
ER

 N
IN

E

 

EXTENSION, 
CHANGE OF EMPLOYER, 
& TERMINATION OF EMPLOYMENT

The employment life cycle of a foreign employee does not 
end with successful onboarding. HR must ensure that any 
changes in employment conditions - including contract 
extensions, employer transfers, or terminations - remain 
compliant with Swiss immigration law. This chapter outlines 
the legal requirements, operational risks, and recommended 
procedures associated with these employment transitions.

◆ Extension of Work and Residence Permits

Work and residence permits in Switzerland are time-bound. 
Failure to renew them properly can lead to the loss of lawful 
status for the employee and legal liability for the employer.

Key Considerations :
	 • �Initiate renewal at least 30-90 days before the 

permit expiry date
	 • �Confirm whether the same role and employer still 

apply
	 • Renewal may be denied if :
		  3 Labour market conditions have changed
		  3 �The employee has not met integration criteria
 		  3 �The quota is exhausted (for certain 

nationalities)
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Permit Types and Renewal Scenarios :

Third-country nationals are subject to more rigorous scrutiny and cantonal 
authorities assess their continued relevance to the labour market and their level  
of integration.

◆ Change of Employer
Changing employers while on a Swiss permit may require formal approval from 
cantonal migration authorities.

EU/EFTA Nationals
	 • No prior approval needed for a change of employer within Switzerland
	 • Must notify authorities of their new employment

Third-Country Nationals
	 • Change of employer is subject to authorization
	 • Requires :
		  3 New job offer
		  3 �Validation that the position meets labour market analysis conditions
		  3 �Proof that the role is aligned with qualifications and previous 

experience

Changing employer without authorization is a violation and can result in :

	 • Permit revocation
	 • Rejection of future applications
	 • �Sanctions for both employee  

and employer

◆ Change of Function, Role or Location

Even within the same company, substantial changes in employment terms may 
require prior notification or permit amendment, particularly for third-country 
nationals.

Changes that typically require action :

	 • Promotion or change in job title
	 • Relocation to a different canton
	 • Transition from part-time to full-time or vice versa
	 • Shift to a different legal entity within a group

Failure to notify authorities may be seen as non-compliance and affect future 
renewals or audits.

◆ Termination of Employment

Termination of a foreign employee has immediate legal and immigration 
implications.

Employer Obligations :
	 • Notify cantonal migration office of end date
	 • Ensure salary and social contributions are settled
	 • �Inform employee of their obligation to leave or regularise 

their stay

L permit
Limited to 

12-24 months
Often non-renewable 

beyond 24 months

Permit Type Renewal Possible? Notes

G permit
Renewable if 

cross-border status 
remains valid

Residence and work 
location must remain 

compliant

B permit Renewable
 annually

Can lead to C Permit 
after 5-10 years

Mattéo is a lawyer at OA Legal and provides 
support to Legal Expat clients, 
with a focus on employment law matters. 
Mattéo was a high-level hockey player 
and still is an accomplished athlete.			 
			   Litigation Lawyer		
	

«	
«
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éo
 Detraz
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Employee Status Post-Termination :

Employees planning to stay (e.g. to find a new job or convert their status) may 
apply for a temporary authorization to remain, but approval is discretionary.

◆ Intra-Company Transfers and Secondments Post-Termination

In case of assignment completion, options may include :

	 • Repatriation to home country
	 • Transfer to another entity abroad
	 • Local hire conversion (subject to permit conditions)

HR must manage this carefully to avoid overlapping payroll, dual tax exposure,  
or social security violations.

◆ End-of-Assignment Checklist for HR

To ensure compliance and risk mitigation :
	 • Notify cantonal migration office of termination
	 • �De-register employee with social security, occupational pension fund, 

and tax authority
	 • Issue final payslip and work certificate
	 • Support employee in permit transition if applicable
	 • Archive all relevant documents for audit purposes

◆ Best Practices and Strategic HR Considerations

	 • Track permit expiry dates and renewal deadlines
	 • �Create internal SOPs for employee transitions (new job, relocation, 

departure)
	 • Conduct legal review before allowing internal transfers
	 • Provide offboarding briefings for foreign nationals
	 • �Ensure compliance continuity when acquiring or restructuring entities 

with foreign permit holders

L permit
Usually no grace 

period

Must leave
 immediately unless 

applying for 
a new work permit

Permit Type Grace Period Notes

G permit
Loses validity 
upon end of

 cross-border activity

Must return
 to country 

of residence

B permit
Short grace period 

(e.g. 30 days in 
some cantons)

Can remain if actively 
job-seeking 

and financially 
independent

Livia assists clients with all administrative 
matters, making sure every detail is handled 
with care and efficiency. Her dedication helps 
clients feel supported throughout the process. 
Outside of work, she is passionate about 
motorsports and loves the thrill of speed 
and precision.		
		
		  Administrative Assistant	

«	
«

Liv
ia 

Di Lauro
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PRACTICAL CASES 
& COMMON MISTAKES 
TO AVOID

Even the best policies mean little without effective 
implementation, which is where corporate immigration 
truly succeeds or fails. This chapter presents practical case 
studies and highlights common errors observed in the 
Swiss context. It aims to help HR professionals translate 
theory into action, identify risk triggers, and avoid costly 
compliance failures.

◆ Case Study 1 - Late Permit Renewal

Scenario : An L permit holder from India was hired for a 
12-month project in Zurich. HR overlooked the renewal 
deadline, assuming a tacit extension was possible.

Consequences :
 	 • �The permit expired, and the employee became 

undocumented for 3 weeks
	 • �The employee had to leave Switzerland and reapply 

from abroad
	 • �Project continuity was affected; legal risks for the 

employer

Key Lessons :
	 • �Always track permit expiry dates and renewals at 

least 30 days in advance
	 • �Assign permit monitoring to a named HR team 

member or outsource to legal experts
	 • �Use digital reminders and document timelines 

centrally, for example DeliverPermit
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◆ Case Study 2 - Unauthorised Change of Employer

Scenario : A third-country national on a B permit was recruited by another 
company in Geneva. The new employer did not realise a new authorization was 
required.

Consequences :
 	 • �The employee worked illegally for 2 months
	 • The permit was revoked; the employer was fined
	 • �Future work permit applications from that employer were scrutinised more 

strictly

Key Lessons :
	 • �Change of employer ≠ automatic transfer of rights
	 • �Always verify whether a new application is needed with cantonal 

authorities
	 • �Never onboard foreign talent before an authorization is confirmed in writing

◆ Case Study 3 - Family Reunification Delay

Scenario : An expatriate was transferred to Lausanne and his spouse remained 
abroad. The family reunification process was started after arrival, causing 
delays.

Consequences :
 	 • �The spouse waited 5 months for entry clearance
	 • � Emotional strain led to reduced employee performance
	 • � Additional costs for temporary returns and private legal support

Key Lessons :
	 • Initiate family reunification in parallel with the main permit application
	 • �Anticipate document legalisation (e.g. marriage certificate translated with 

an apostille)
	 • Offer employees pre-assignment briefings covering family aspects

◆ Case Study 4 - Incomplete Posting Notification

Scenario : A German engineer was posted to Switzerland for 3 months.  
HR failed to complete the SECO 90-day notification within the required 
timeframe.

Consequences :
 	 • Labour inspection found irregularities during an audit
	 • The company was fined and temporarily barred from further postings
	 • Reputational damage in the client’s industry

Key Lessons :
	 • Even EU postings require formal declaration
	 • Assign responsibility clearly for posting compliance
	 • Maintain audit-ready records : contracts, payslips, project details

◆ Case Study 5 - Misuse of Short-Term Business Visas

Scenario : A U.S. employee entered Switzerland using a tourist visa  
to « observe » operations for 2 months without a permit.

Consequences :
 	 • Swiss border authorities qualified the visit as unlawful work
	 • Immediate expulsion, Schengen re-entry ban issued
	 • Employer flagged by the SEM for risk monitoring

Key Lessons :
	 • « Business meetings » do not cover operational involvement
	 • Always clarify what constitutes « work » under Swiss law
	 • �Use short-term work notifications or permits,  

not Schengen visits, when in doubt
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◆ Common Mistakes to Avoid - Summary Table

◆ Strategic Recommendations for HR

	 • �Implement a mobility governance framework with roles, tools,  
and escalation points

	 • Run quarterly compliance audits for all foreign employees
	 • Offer training for line managers on immigration basics
	 • Develop an internal incident register to track and learn from errors
	 • �Build strong ties with cantonal migration offices and legal advisers  

or outsource to legal experts

Late permit renewal
Illegal stay, forced 

departure
Track deadlines 
systematically

Mistake Impact Prevention

Delayed family 
reunification

Misusing 
tourist visa

Stress, 
performance loss

Border expulsion

Parallel 
processing

Properly classify 
activities

Uninformed job 
change

Unreported 
posting

Permit 
revocation

Fines, 
access denial

Pre-check 
with canton

Declare via 
SECO portal

U
SE
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L 

A
N

N
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◆ Swiss Permit Types - Overview Table ◆ Permit Renewal Timeline Template (HR Use)

L Internal HR reminderYes (max. 
24 months)

Short-term 
residents - 120 days

Up to
 12 months

Fixed employment 
or training 
contract

Permit ActionRenewableTarget Group Recommended Deadline 
Before ExpiryTarget Group Key Conditions

C Employer filing to cantonN/A

Ci Update internal systemsYes

Permanent 
residents - 60 daysIndefinite

After 5 or 10 years, 
depending on 

nationality

Family members
 of diplomats / 

IO staff
- 15 daysLinked

 to sponsor
Not subject
 to quotas

B Employee document
 collectionYesResidents with 

limited stay - 90 days

Non-EU: 1 year 
(renewable)
EU : 5 years 
(renewable)

Labour market 
analysis 

(for non-EU), 
integration

Cross-border 
commuters - 30 daysRenewable

 annually

Must return home
 at least

 once a week
G Confirm renewal outcomeYes

Asylum-related 
statuses Variable Not employment-

specific
F/N/S Conditional

With over 10 years of practice in immigration law, 
Alexa manages the team and brings expertise and 
dedication to every cases. She will guide you through 
complex procedures with clarity and care and has been 
an expat herself living for more than 10 years in Australia. 
Alexa holds a PhD in biodiversity conservation, reflecting 
her commitment to make a positive impact both 
professionally and personally. 			 
			 
			   Immigration Specialist

«	

«
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◆ Family Reunification - Standard Document Checklist

	 • Valid passports of family members
	 • Legalised marriage certificate (apostille if required)
	 • Birth certificates of children
	 • Proof of suitable accommodation in Switzerland
	 • Proof of sufficient income (e.g. salary slips, employment contract)
	 • Health insurance confirmation
	 • Copy of primary applicant’s permit

◆ Posting Notification - Quick Reference Guide (SECO Platform)

◆ Swiss Salary Benchmark Resources (per canton/sector)

◆ A1 Certificate Application - EU Assignments

1

Zurich

Validity

Create employer profile
 on SECO Posting Portal

Salary 
calculator

Up to 24 months (extendable)

lohnrechner.bfs.admin.ch

Step

Canton

Applicable to

Action

Source

EU/EFTA workers posted 
to Switzerland temporarily

Link

3

Vaud

Key 
documents

5

Upload assignment documents
 (contract, scope, accommodation)

Statutory 
minimums

Assignment contract, employment contract, 
proof of continued salary from home country

vd.ch

Respond to any audit requests 
within 5 working days

2

Geneva

Application 
submitted to

Submit online notification 
(minimum 8 days before posting begins)

OCIRT 
guidelines

Home country’s 
social security office

ge.ch

Monitor confirmation 
and keep acknowledgment document

Sectoral wage 
agreements

Must carry A1 on-site
 for inspection

bs.ch

4

Basel

Swiss authority 
recognition
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◆ Integration Indicators - Swiss Criteria (Examples)

◆ Employer Sanctions - Overview

Language

A2 spoken, A1 written 
(for B permit renewals in some cantons)

Area

Violation

Indicator

Potential Sanction

Economic

Hiring without
 a permit

Posting without
 declaration

Financial independence, 
active employment

Fine up to CHF 1,000,000 
or imprisonment

Ban from Swiss territory 
for future workers

B1 spoken, A1 written 
(for fast-tracked C permit)

No criminal convictions, 
no excessive debt

Administrative penalties 
or permit withdrawal

Back pay, fines, 
reputational damage

Behavioural

Failure to report 
changes

Disrespect 
of salary conditions

◆ HR Checklist - End-to-End Immigration Compliance

• Confirm employee nationality and permit eligibility
• Align assignment type with proper legal route (posting, transfer, local hire)
• Prepare and track document packages
• Submit applications within deadlines
• Maintain audit-ready records (salary, role, integration status)
• Monitor permit renewals and legal changes
• Provide relocation and family support
• Prepare for exit/transition steps at end of contract 

◆ Contacts and Resources (Switzerland)

SEM - State 
Secretariat for 

Migration

Federal migration 
authority sem.admin.ch

Authority Focus Website

AHV/AVS

Federal Tax 
Administration

Social security

Tax guidance

ahv-iv.ch

estv.admin.ch

SECO - State 
Secretariat for 

Economic Affairs

Labour conditions 
and postings seco.admin.ch

Permit processing Varies by canton -
 e.g. ge.ch, vd.ch, zh.ch

Cantonal 
migration offices



◆ Comprehensive & Flexible Pricing Packages

At Legal Expat Switzerland, we offer three clear and flexible pricing packages, 
designed to meet your specific needs with complete transparency. Each package 
operates on a subscription basis, cancellable at any time, ensuring you have full 
control over the services you receive.
 

With each package, you have the flexibility to contact us for any legal matter, 
whether it’s immigration, employment law, or corporate law. We are here to 
provide you with expert advice and guidance, no matter the issue.

Essentials
 Package

Professional 
Package

Premium
 Package

3 hours per week

CHF 250  
per hour

Monthly subscription :  
CHF 750

Contact us for any legal issue, 
including immigration,  

labor law, and corporate law.

All additional hours beyond
the allocated time in each package  

will be charged at CHF 300 
per hour.

5 hours per week

CHF 230  
per hour

Monthly subscription :  
CHF 1 150

Unlimited access to legal 
support, from immigration 

to labor and corporate  
law matters.

Up to 10 hours per week

CHF 200  
per hour

Monthly subscription :  
CHF 2 000

Comprehensive legal support, 
available for all your legal 

needs, including immigration, 
labor law, and corporate law.
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3 IMMIGRATION

3 LABOUR LAW

3 RELOCATION		

legalexpat.ch

O
ut

so
ur

ci
ng

 S
er

vi
ce

s
		





Place de Longemalle 1 - 1204 Genève
T. +41 22 786 88 66
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