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From traditional Global Mobility to Global -

Workforce Management

Global Mobility professionals are being
challenged to deal with ever more complex
scenarios. Driven by changing business and
employee expectations....

our people.”

“We want to enable agile sourcing and
deployment of our talent, physically
and virtually, across borders to fuel a
sustainable business and deliver
professional and personal growth for

the global freelancer,
working on contract for
a large corporation

the remote worker
wanting full flexibility
to choose where to

®

the employee
commuting to work
across borders

“We need to establish talent standards
to make sure employees don’t feel
disadvantaged by deployments.”
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more complex

structures, dispersed
dependents, unmarried

partners

/‘\.

G

the highly skilled
international hire,
moving to wherever the

demand is /\

family the employee virtually
building a new team in
a new country

®

the exec and their
family transferring from
London to Singapore




Workforce Strategy and Global Mobility

How can businesses address skills gaps and become future-proof
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Understand and document
business needs and objectives

Global Workforce Planning

Identify talent requirements
to fulfil business strategy,
detailing skillsets needed
(e.g., technical, language) and
where (current and future)

Assess existing resources to
understand where talent gaps
lie .

Identify the key geographies
from which talent should be
sourced to fill existing gaps in
resources

Global Workforce Strategy

Map available talent (both
internally and externally) to
identify potential candidates

Define sourcing strategy by
conducting i) compliance risk
assessment and ii) cost
estimate for top candidates

Determine talent deployment
approach (i.e., virtual, physical
or hybrid model)

Define clear business/talent

case for deployment and <b>

match it to most applicable
policy type

Ongoing

Operations & Management

Structuring

Global Workforce

Oversee BAU service delivery,
compliance risk management,
ongoing case management,
employee experience

Manage succession planning,

retention initiatives, and KPIs
(e.g., DEI)
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International Engagement

A rich and evolving landscape

INTERNATIONAL WORK

|
Y A2
EMPLOYEE-DRIVEN BUSINESS-DRIVEN
|
v v v v v
Short/medium-term (<12 Long-term (>12 months) or permanent Medium/long-term (3 months Short-term (<3 months)
months) to 3 years)
Y Y Y V Y A4
Local employment Secondment to Alternative . |
. % . j Virtua Secondment
Restricted remote work policy in employing Create new or local engagement assignments v
/ Ad hoc remote work country (recognise entity in work employment in arrangements i Ad hoc arrangements
: ; : / commuter country
arrangements PE in work location work location (e.g., GEC, EOR, / (STA)
oot (e.g., LTA/PT) contractors) S
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Overview of compliance considerations

A variety of stakeholders across functions need to align and identify priority actions and shared goals to ensure successful global workforce strategy can be achieved — not only fit
for purpose from a talent and business perspective, but equally placing a solutions-oriented focus on addressing current and future tax, legal and immigration risks. Global
mobility is well placed to bring these functions together to enable strategy.

Talent strategy
* Enterprise philosophy and strategy
*  Workforce segmentation and job profile analysis
* High-performance team in a virtual environment
* Impact to strategies across talent lifecycle
(recruitment, onboarding, performance management, etc.)

* Domestic and international corporate tax implications

*  Permanent establishment risk

* Intercompany agreements and transfer pricing considerations E—”—l
* Eligibility matrix: triangle and exclusions

* Employment tax and social security assessments @

* Income tax withholding and filing requirements
* Entity and payroll registration requirements
* Income and payroll tax reporting and cost projections

. Program & operations
* Policies and guidelines
* Roles and responsibilities, processes and tool
* Mapping talent requirements
* Employees and stakeholder communications

6 International * Governance and risk rnanagement framework

* Continuous data tracking and reporting Engagement o
* Compliance analysis

* Flagging and quantification of risks
* Business travel tracking
* Approval process and tracking

1d benefits design and

Immigration/Regs/employment law

* Assessing right to work remotely from a location

* Regulatory considerations

* Employment contract updates/virtual assignment documentation

* Mandatory applicable employment rights based on location of work
* Insurance considerations

* Communication of relevant policies to workforce

Finance
* Cost modelling and financial budgeting
* Cost accruals and forecasting
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Global Workforce Deployment:
Options and Enablers

There is no ‘silver bullet’. Many organisations use a suite of engagement models to engage individuals appropriately based on the specifics of each
situation to meet the strategy, objectives and challenges of the organisation, in line with practical considerations such as compliance, risk,
employment law and finance. Each option has pros and cons which need to be carefully weighed up in the decision making process.

Continued local employment in
employing country and
recognise PE in work location

Global Employment Company

Create a new employing entity

) . Directly engage with contractors
in work location Yy engag

What are some of

the key engagement
options?

Employ individuals via an
existing group entity in work
location

Employer of Record (Global
Employment Outsourcing)
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Alternative Engagement Models (AEMs) -
Examples

-

~

Employer of Record (EoR)

@& —OQ—E

Global
employment
outsourcing (GEO)

Service
Agreement

Group
entity

4 I

Global Employment Company (GEC)

Transfer employment ‘

I I I
® @ @
Il B N

Engage as independent contractor

K}
Group Contractor Contractor
entity Agreement
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Analysing the Engagement Models -

* Registration, reporting and compliance obligations * Permanent Establishment risk * Cost —set-up and ongoing
across; * Employment law rights * Corporate culture and sense of belonging
- Corporate tax * Employee control, restrictive covenants and IP * Employee experience
- Transfer pricing * Reward and provision of benefits * Longevity
S Indirecttax * Ability to offer equity based reward * Scalability
- Employment tax and social security
Overall ‘fit’ with organisation’s strategy? Role/activity/location exclusions?
Cost considerations? Compliance and resource requirements?
Any key concerns? Overall ranking across the models?
-
-
s " L LR .l
] ™
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Alternative Engagement Models (AEM) in the
Lifecycle of a Business

One model may not meet all your requirements and therefore it is not uncommon for a business to use multiple engagement models at once. The following diagram provides a basic illustration
of how your Engagement model needs in a location may evolve:

High

-
Review of the AEM strategy needs to be conducted at appropriate intefvals
as needs and appropriateness of model(s) may change over time

Volume of Individuals in a Location

Low High
Scalability/Duration/Business Maturity

© 2023 Deloitte LLP. All rights reserved.




Example: Cost considerations

EXAMPLE ONLY

Future hiring decisions should include a good overview of potential costs,

particularly for long-term cases. Parameters should be put in place within the

decision-making framework to include at least a high-level cost projection (for total

reward packages and peripheral costs) together with validations/check points to

ensure that the AEM(s) are reviewed in certain scenarios. Identify applicable employment models, project Manage costs
costs for viable options and assess fit
High .
Anticipated Incremental Cost:
Corporate tax related costs: Exxxx
Immigration related costs (if
: £2000¢
applicable): -
Social tax related costs: £xxxx
" Example: Ultimate Decision — Cost
7 considerations Compensation related costs: £XXXX :
S |
o m HR related costs: Etc. ;
e |
o 1
= Pros: :
* Speed to engagement. :
* Lower administrative burden assuming that a 1
full suite of EoR services is utilised. @ )
Cons: 0% increase Pursue lower cost Unacceptable
* Limited scalability. scenarios incremental costs
* Not your employee; equity challenges.
* Not cost effective when a significant numbers of
individuals are involved due to the 3" party
[ fees.
Low High
Ongoing costs :

e o o o -
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Enabling Strategy

Key strategic decisions need to be made to realise your global workforce ambitions

Global Workforce Planning

Identification of Objectives and
requirements of Employment Models.

* |dentify locations where talent is
required.

* Analyse the level of risk that you the
business is willing to accept.

* Review the budget for the
individuals in the location.

* Confirm whether there are any ‘red

flags’ or ‘non-negotiables’ in your
talent strategy.
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Develop Decision Making Framework Implementation
. . . itiati Initiati t
Review of the potential Engagement Models and creation of Lol e I RS 0 o e smen
policy downstream operations and of downstream vendor
compliance dependent on services

* Analyse the models based on the objectives and aims set engagement model

. . * Monitoring
out in the initiation phase.

* Corporate Tax e Tracking
. . . * Finance * Compliance assessmients
* Review the impact of using the engagement models on the _
) ) . * HR  Information to the
corporate structure and potential compliance risks for the .
. * Employment law employee/ busines
business. :
* Reward, pay & benefits g

»
. . including pension
* Decide on an engagement model(s) to use going forward. InCUCEE

* Develop an engagement policy and process using the chosen
model.

* Appoint the required vendors/advisors depending
engagement model chosen.



Questions

®

Analyse Consider
Risk Costs
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Decision
Making
Framework

(B)
L/

Policy

(=)

S

Governance
Model

)
Employeq
Comms

Manage Programme Continual
Compliance Management & Improvement
Process mapping
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Deloitte.

This publication has been written in general terms and we recommend that you obtain professional advice before
acting or refraining from action on any of the contents of this publication. Deloitte LLP accepts no liability for any loss
occasioned to any person acting or refraining from action as a result of any material in this publication.

Deloitte LLP is a limited liability partnership registered in England and Wales with registered number OC303675 and its
registered office at 1 New Street Square, London EC4A 3HQ, United Kingdom.

Deloitte LLP is the United Kingdom affiliate of Deloitte NSE LLP, a member firm of Deloitte Touche Tohmatsu Limited, a UK
private company limited by guarantee ("DTTL"). DTTL and each of its member firms are legally separate and independent
entities. DTTL and Deloitte NSE LLP do not provide services to clients. Please see www.deloitte.com/about to learn more
about our global network of member firms.
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