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Developments across the Middle East have placed employers in unfamiliar territory. Existing HR and 
mobility frameworks were not built to absorb the kind of sustained, multi-layered uncertainty that 
characterises the current environment. The impact extends well beyond the immediate: compensation 
structures, mobility policies, and hiring plans are all being reassessed.

Three phases of workforce response  

Employers are navigating their workforce strategy across three distinct horizons.  

Immediate response: Stabilisation
While uncertainty persists, employers 
must actively manage travel 
advisories, business continuity, 
employee emotional wellbeing, 
security impact assessments, and the 
shift to remote work.

In practice, this 
means establishing clear contingency 
plans, issuing duty of care 
communications, conducting remote 
work risk assessments, 
and maintaining real-time visibility over 
employee travel and location.

Medium-term resilience
As the acute phase stabilizes, whether due 
to external circumstances or enough 
mitigating actions have been 
taken, attention must shift to structural 
resilience.

Managing employee sentiment, formalising 
remote working arrangements, and 
ensuring that people and business 
continuity frameworks can sustain 
prolonged periods of elevated risk, these 
are no longer optional considerations. 
They require deliberate design.

Long-term recalibration
The longer-term horizon 
demands a more fundamental 
rethink. This includes workforce 
localisation strategies, both to 
meet nationalisation 
requirements and to build 
genuine operational resilience, 
and a reassessment of how 
talent can thrive, not merely 
survive, in a changed regional 
landscape.

The second wave of risk

For many employers, Phase 1 is already behind them. Secondees were repatriated. Remote work policies were set up or applied, and in some 
cases extended. Duty of care communications were issued. Travel advisories were updated. Affected employees received support.

But a second wave of risk is now emerging, quieter, less visible, and in some respects more consequential. Employees are continuing to make 
personal decisions at pace. Some have relocated families out of the region; many have enrolled their children abroad. Some have requested to 
work indefinitely from another country. Others may already be doing so without formally notifying HR.

Remote working arrangements operating without proper oversight can create significant compliance exposures that accumulate silently in 
the background, across immigration, tax (both individual and corporate), payroll, and social security, often across 
multiple jurisdictions simultaneously. Further, some regulated industries restrict what activities can be conducted based on geography.



Looking Ahead: Further Considerations for Employers
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In a four-part series, we will explore the following key considerations for employers across the region, alongside practical steps organizations may wish 
to consider as they assess workforce impact, mobility risk and operational preparedness. 

Workforce Visibility and 
Scenario Planning  

Do you have accurate, real-time visibility of your workforce, including location, nationality, and 
immigration status? Without this foundation, scenario planning becomes reactive rather than controlled. 
Visibility and employee data is the prerequisite for every decision that follows.

Remote Working and 
Cross-Border Compliance

As employees work across borders, employers are being exposed to immigration, tax, payroll, and social 
security obligations in jurisdictions they may not have anticipated. Understanding where these 
exposures arise, before they crystallise into liabilities, is essential.

Workforce Visibility and 
Scenario Planning  

Employers are facing increasing pressure to reassess both workforce structure and compensation 
approaches. In practice, this is not a single-direction response – while some organizations are 
introducing additional compensation measures, others are re-evaluating costs and workforce structure. 
The more complex challenge lies in how these decisions are made consistently across role location, 
talent retention, and organizational priorities.

From Insight to Action: A 
Practical Employer Checklist

Awareness is not enough. Employers need to move from understanding their exposure to acting on it. 
Our forthcoming checklist brings together the key considerations across workforce visibility, cross-
border risk, and compensation designed to support more structured, confident decision-making.

As this situation continues to evolve, the employers best positioned to navigate it will be those who have moved beyond reactive management and 
towards a clear, structured understanding of their workforce exposure across the region.

For further discussion, please reach out to the Deloitte Middle East GES Response team – DMEGESResponse@deloitte.com
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This publication has been written in general terms and therefore cannot be relied on to cover specific situations; application of the principles set out will depend upon the particular 
circumstances involved and we recommend that you obtain professional advice before acting or refraining from acting on any of the contents of this publication. 

Deloitte & Touche (M.E.) (DME) is an affiliated sublicensed partnership of Deloitte NSE LLP with no legal ownership to DTTL. Deloitte North South Europe LLP (NSE) is a licensed 
member firm of Deloitte Touche Tohmatsu Limited.

Deloitte refers to one or more of DTTL, its global network of member firms, and their related entities. DTTL (also referred to as “Deloitte Global”) and each of its member firms are 
legally separate and independent entities. DTTL, NSE and DME do not provide services to clients. Please see www.deloitte.com/about to learn more. 

Deloitte is a leading global provider of Audit & Assurance, Tax & Legal and Consulting and related services. Our network of member firms in more than 150 countries and territories, 
serves four out of five Fortune Global 500® companies. Learn how Deloitte’s approximately 457,000 people make an impact that matters at www.deloitte.com. 

DME would be pleased to advise readers on how to apply the principles set out in this publication to their specific circumstances. DME accepts no duty of care or liability for any loss 
occasioned to any person acting or refraining from action as a result of any material in this publication.

DME is a leading professional services organization established in the Middle East region with uninterrupted presence since 1926. DME’s presence in the Middle East region is 
established through its affiliated independent legal entities, which are licensed to operate and to provide services under the applicable laws and regulations of the relevant country. 
DME’s affiliates and related entities cannot oblige each other and/or DME, and when providing services, each affiliate and re lated entity engages directly and independently with its 
own clients and shall only be liable for its own acts or omissions and not those of any other affiliate.

DME provides services through 23 offices across 15 countries with more than 7,000 partners, directors and staff. It has also received numerous awards in the last few years such as 
the 2022 & 2023 Great Place to Work® in the UAE, the 2023 Great Place to Work® in the KSA, and the Middle East Tax Firm of the year.
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