CROSS-BORDER
REMOTE WORK FAQS
sweden
1. Assume that a foreign national employee of a foreign
company wishes to work remotely for a period of
time in your country performing services exclusively
for the foreign company and not interacting with the
local market in your country.

Is work authorization required? If
so, please provide a brief description
of the type of visa, procedure,
processing time, etc.
If the remote worker is an EU/EEA citizen, they can
work in Sweden without any work authorisation. For
non-EU/EEA citizens, it is possible to work remotely
in Sweden under the 90-day visitor visa. A non-EU/
EEA citizen staying longer than 90 days, is required
to have both a work permit and a residence permit,
before entering Sweden. Certain requirements must be
met for the permits. The salary and other employment
conditions must be at market levels in Sweden, and the
relevant Swedish union must be given the opportunity
to assess whether the terms of employment are indeed
at market levels. The processing time for the permits
can vary, but a minimum of three months should be
expected. Further, the company would have to be
registered as an employer with the Swedish Tax Agency.

Is there risk of “permanent
establishment” consequences for
the foreign company by virtue of
the remote worker’s activities?
If so, what are the main factors
determining the exposure.
Yes, there could be such risk. According to the general
rules on what constitutes a permanent establishment,
it is “a permanent location for business activities, from
which the business is entirely or partly run”. Three
criteria denote a permanent establishment:
• there must be a fixed place of business;
• the place of business must have a certain degree of
permanence; and
• the business must be entirely or partly run from this
location.
Thus, if the remote worker remains in Sweden long
enough that there exists a certain degree of permanence
to the stay, the company may be considered to have a
permanent establishment in Sweden.
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At what point and under what
circumstances would the remote
worker become subject to local
social security and other payroll
requirements? Can such requirements
be fulfilled by a foreign company, and
if so by what mechanisms?
If the employee is staying in Sweden long enough
to be considered a foreign employee in Sweden, but
the company is not considered to have a permanent
establishment in the country, the company must still
pay Swedish social security contributions for locally
employed personnel. The contributions are somewhat
less than for employers who have a permanent
establishment in Sweden. In order to declare social
security contributions, the company must register as
an employer with the Swedish Tax Agency. However,
instead of the employer paying social security
contributions, the employer and the employee may
agree to have the employee report and pay the
contributions. There are no other payroll requirements
beyond social security as long as the company is not
considered to have a permanent establishment in
Sweden. A foreign company may register to pay social
security contributions.

At what point and under what
circumstances does the remote
worker become subject to local
employment law requirements such
as Is wage-hour, local holidays,
annual leave, maternity leave,
disability leave, protection against
unfair dismissal, etc.
The Rome I regulations govern the choice of law on
contractual obligations in Sweden. According to the
regulations, the parties of an employment agreement
may choose the applicable law for the agreement. If
no choice is made, the law of the country in which the
employee normally performs their duties shall apply to
the agreement. Thus, in most situations of a temporary
stay in Sweden, Swedish employment laws will not be
applicable, unless the parties have agreed that they
should apply. However, if the Swedish employment
laws have mandatory minimum protections which
are more advantageous for the remote worker than
the laws chosen by the parties, and the employee is
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considered to normally perform their duties in Sweden,
then Swedish legislation will be applicable.

Are there special requirements
governing remote work in your
country which would cover the
remote foreign worker?
There are no special requirements governing remote
work in Sweden; the same employment laws are
applicable for remote work as for work performed at
the employer’s workplace.

What is the employee’s exposure
to local income tax, and under
what circumstances is the foreign
employer required to arrange for
withholding of income tax?
A foreign employer who does not have a permanent
establishment in Sweden, should not withhold taxes
for the Swedish preliminary tax on wages paid to an
employee. This applies even if the employee is liable
to pay taxes in Sweden. The employer should inform
the employee that it is the employee’s personal
responsibility to ensure that the preliminary tax is paid.
The employee must therefore, investigate whether they
have any liability to pay taxes in Sweden. The liability
to pay taxes depends on the status under which they
are staying in Sweden.

Would the remote worker be
entitled to bring a claim for
workplace injury in your country?
If Swedish law is applicable for the employment
agreement, the remote worker would be entitled to
bring a claim for workplace injury in Sweden.

Would the remote worker be
covered under the local national
healthcare system or insurance?
If the remote worker holds a European health insurance
card, they will be covered under the Swedish healthcare
system, regardless of the length of their stay. If not, it
depends on whether the remote worker is staying in
Sweden on a temporary visa or if they have status as a
resident in Sweden.
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Is a foreign employer subject
to data privacy and security
requirements regarding protection
of employee personal information
for a foreign employee working
remotely in your country?
The GDPR is applicable for the processing of personal
data in Sweden. According to the GDPR, the regulations
are applicable to the processing of personal data by a
controller not established in the EU, but in a place where
the law of a member state applies by virtue of public
international law. Thus, if Swedish law is applicable to
the processing of personal data, e.g. under the Rome
I regulations, the GDPR will be applicable for any
processing of employee personal data, regardless of
whether (or not) the company is established within the
EU.

Has there been any litigation
or specific law or regulation
regarding the foreign remote
worker in your country?
To date, there has not been any significant litigation,
legislation or directives specifically concerning foreign
remote workers in Sweden.
2. Would any of the above answers change if the
remote worker (a) is a citizen of your country, or (b)
engages in activity interacting with the local market.
a) If the remote worker is a Swedish citizen, they are
covered under the healthcare system and have the
right to work in Sweden. Depending on whether they
have status as a resident in Sweden, they may become
liable to pay income tax, even if the period in which
they work in Sweden is short.
b) If the remote worker engages in activity that
causes him/her to interact with the local market,
they will need to have a work permit or be eligible to
work in Sweden as an EU/EEA citizen. Further, the risk
that the company is considered to have a permanent
establishment in Sweden increases and the company
may have to register as an employer in Sweden. There
may also be implications on the choice of law, and as a
result, Swedish employment law could be applicable.
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This publication may not deal with every topic within its scope nor cover every aspect of the topics with which it deals. It is not designed to provide legal or
other advice with regard to any specific case. Nothing stated in this document should be treated as an authoritative statement of the law on any particular
aspect or in any specific case. Action should not be taken on this document alone. For specific advice, please contact a specialist at one of our member firms
or the firm that authored this publication.
L&E Global CVBA is a civil company under Belgian law that coordinates an alliance of independent member firms. L&E Global does not provide client services
of any kind. Such services are solely provided by the member firms in their respective jurisdictions. In certain circumstances, L&E Global is used as a brand or
business name in relation to and by some or all of the member firms. L&E Global CVBA and its member firms are legally distinct and separate entities. They
do not have, and nothing contained herein, shall be construed to place these entities in the relationship of parents, subsidiaries, agents, partners or joint
ventures. No member firm, nor the firm which authored this publication, has any authority (actual, apparent, implied or otherwise) to bind L&E Global CVBA
or any member firm, in any manner whatsoever.
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