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Introduction

If you're part of a fast-growing company, you know continued revenue growth and
expansion come with complex challenges. Global hiring is the perfect example of this.

In the remote erq, hiring the right team requires speed and recruiting excellence. If you
want to scale quickly while maintaining the highest quality standards, you'll also need
to draw from a worldwide talent pool. There are so many benefits to expanding your
recruitment across borders, but with this opportunity comes new and varied
compliance and HR obligations — and offering the right employee benefits might be
the biggest challenge of all.

The right global benefits program will increase your
ability to attract and retain the best talent while
also helping you build a culture of trust and
belonging within your organization.

Because most employers and HR leaders aren’t familiar with these added elements of
international hiring, we've prepared this guide to walk you through the fundamentals
of offering global benefits.

At Remote, we help businesses of all sizes hire in countries all around the world. Our
internal experts ensure we understand not only the varied local laws but also the
expectations and preferences of workers across the globe. Building trust and
belonging for your team is our mission, and benefits are a key part of the equation.

In this guide, we will share what it means to offer global benefits and how you can

implement them in a way that makes sense for your company’s unique needs and
goals — whether you're a startup, scale-up, or enterprise organization!
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What can you expect to learn?

How to develop a fair and equitable global benefits program

How to ensure compliance with local labor laws

How different cultural norms and expectations will impact your benefits plan
How to find the right brokers and partners

What supplemental benefits you should consider for your team

How to attract and retain top talent with excellent remote-first benefits
When and how to offer benefits to global contractors

How working with an EOR simplifies your international hiring plans
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Are global benefits essential
to your growth?

For every global workforce — whether you have one international employee or 10,000
— benefits are an essential part of the hiring equation.

Building trust with your global team

When every employee on your team feels equal, supported, and motivated, you have
the ideal environment for them to thrive and do their best work. At Remote, we see our
benefits packages as a critical part of our ongoing success. Our people and benefits
teams work tirelessly to optimize our offerings to foster a sense of belonging and
equity for everyone in our rapidly growing workforce (900+ internal employees across
dozens of countries), in addition to the employees we hire on behalf of our customers.

A global benefits plan signals your commitment to
equality and the well-being of your team, which will
help cultivate a culture of trust within your
organization, as we have done at Remote.

“Until recently, many organizations have offered both statutory and supplemental
benefits for their local team members while offering only the minimum benefits
required for compliance in other countries,” explains Nadia Vatalidis, VP of People at
Remote. “This is typically because companies don’t have the right knowledge or
resources to do more. However, this creates two classes of employees.”
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If some employees don’t get the same standard of benefits as their colleagues
because of where they live, the disparity will make them feel like they don’t
truly belong in your organization. This in turn will have a big impact on
productivity and retention.

NADIA VATALIDIS
VP of People at Remote

To build trust with your global team, it's key to
offer benefits that care for your people’s
physical, emotional, and financial health —
wherever they live.

This typically starts with a total health and wellness package, adequate income
protection for factors such as disability or accident, and local vehicles for retirement
savings. In this guide, we will cover these core components of global benefit plans as
well as perks that will make all your employees feel supported.

Staying competitive in the global talent market

Attracting top talent isn't easy, and it’s only getting more difficult as the workforce
moves toward remote work and candidates are no longer restricted to their local job
markets.

R REMOTE'S GUIDE TO GLOBAL BENEFITS 06



While businesses were once only competing with
others in the same city, they now have the rest of
the world to contend with.

To attract candidates who are increasingly aware of the employment market and
their options regarding total rewards, people leaders should look to offer benefits
plans that go beyond minimum statutory requirements.

“Things aren’t the same as they were 20 years ago where you would get a salary,
maybe a pension plan, and access to medical insurance,” explains Bruce Gilbert,
Global Director of Benefits at Remote.

'/ |

The profile of people in the workforce has changed significantly — and their

expectations have changed as well.

BRUCE GILBERT
Global Director of Benefits at Remote.

Salary is not the only thing an employee looks for when seeking a new job or selecting
one opportunity over another. Great benefits as part of total rewards are a draw
because they offer practical support for employees in their day-to-day lives and help
them mitigate costs that they would otherwise have to pay themselves.
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Numbers you should know:

o
8 7 /° of employers are currently struggling to fill positions as
a result of a skills gap. Monster

o
8 0/° of employees would choose additional benefits over a
pay raise. Glassdoor

Extra benefits and perks like home office stipends and flexible working hours act

as a huge draw to tech employees in top talent markets.

(Remote, Global Workforce Revolution Report)

Even if you don’t have room in your budget to match competitors on salary
compensation, providing stronger benefits can help make up for it. Great benefits
and perks can be incorporated into almost any company’s program, which has a
huge impact on recruitment and retention.

'] |

Without a benefits stack that speaks to the needs of a modern workforce,
companies are putting themselves at a huge disadvantage. There's a
shortage of highly skilled and highly specialized labor, and it’s important for
companies to be able to support their people everywhere and in a way that
makes them want to stick around.

J MICHAEL MCMILLAN
Manager of Benefits at Remote.
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Protecting your brand as you expand

When your organization lacks global equity, you also put your brand at risk.

When expanding, your reputation in new markets will dictate your ability to
attract the best talent. This is especially true in smaller, more concentrated
markets where there are tight-knit communities of highly skilled workers.

Perceptions about you as an employer and your
total rewards offering will travel fast, and gaining
a reputation for offering inadequate or
noncompetitive benefits packages can be
difficult to correct.

One employee we spoke to, who works remotely from Bucharest, Romania in
account management, experienced issues with inequity while working for a UK-
based startup.

“The British team would get additional health coverage, a pension plan, free
lunches, and company-sponsored happy hours together all the time,” she recalls.
“| don't necessarily need free lunches to be happy at work — and | can afford it
myself — but that did stand out to me. | constantly felt like they didn’t care as
much about the employees in Eastern Europe, who barely got any benefits. Not
even a small bonus to buy ourselves dinner after meeting big goals or milestones. |
quit after a year, even though they offered me a raise to try to get me to stay. I've
also told friends in the local tech community that they aren’t a great company to
consider working for.”

Offering equitable benefits is not just about attracting great people, but retaining
them as well. To create a unified culture, it’s important to offer global benefits that
are above and beyond what's required and ensure that they are accessible to
everyone in your organization, no matter where they work from. This will allow you
to prove yourself as a people-first company in all the countries you expand to.
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Offering and administering
benefits that work for your
global team

Preparing a scalable global benefits program can seem intimidating. HR teams
with deep expertise in local markets may not have the right resources to
understand what's required and expected in an unfamiliar country and often
don’t know where to begin.

If that sounds like you, don’t worry! While offering the right benefits to an
international team can be complicated, there are ways to simplify it. The first step
is understanding what challenges you might face so you can preempt and
overcome them.

Here, we will be breaking down the biggest barriers that companies encounter
when trying to offer global benefits. These include:

Local regulations

Local expectations

Administering benefits

Finding the right vendors and partners

Internal bandwidth and expertise

Budget constraints
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Remote’s global benefits team has experience creating and tailoring benefits
packages to meet (and exceed!) the needs of local markets the world over. That
knowledge and experience provide us with the perfect background to help you
understand which benefits your team members want, how to incorporate them
into your global recruitment strategy, and how to administer them seamlessly in a

way that works for your organization.

Benefits plans aren’t one-size-fits-all

The best HR teams will identify, implement, and offer benefits tailored to the
specific needs and norms of team members in each of their countries of
residence, not just one plan with blanket coverage. Global plans that offer the
same coverage to everyone in every country may sound appealing for ease of
implementation but can offer a less than optimal experience for your employees.
This approach can also cost your business significantly more in the long run. It's
crucial to understand how to get this right from the start so it doesn’t cost you (in
money spent or retention issues) later.

Offer benefits that provide an equivalent quality of life

The first mistake we see many companies make is building out a big checklist of
benefits they think employees will be interested in and offering them arbitrarily to
everyone on their global team. This can result in higher costs with less impact and
still create issues of inequality.

While benefits like healthcare, maternity leave, and retirement contributions are
crucial everywhere, global candidates have more varied needs and expectations.
What may seem like good benefits in one country may not provide the same
quality of life or even be relevant for your employees in another country.
Additionally, benefits providers that offer satisfactory coverage in one country will
likely not be able to offer the same quality of coverage in some others.
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To create a truly equitable workplace, your goal should be to make sure all
your workers have similar levels of comfort and security no matter where
they live, not just aim to give everyone the same benefits

BRUCE GILBERT
Global Director of Benefits at Remote.

One issue you will likely encounter is that some benefits that you offer to
employees in one country are impossible to access or simply not needed in
another country.

For example, your US employees might receive a plan that includes less common
offerings like identity theft protection and fertility assistance in addition to their
core benefits. If you try to offer the same in other countries, though, you might
find a lack of vendors. Therefore, some employees will end up having greater
access to benefits than others. In other cases, a benefit that is expected in the US
may not be needed at all in a country like Sweden.

You don't want to pay for benefits that your
employees in a given country don't need, want,
or cannot take advantage of (then it's not a
“"benefit” at all).

Your goal should be to ensure that all your employees have the same general
experience and quality of life wherever they live.
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One way to account for disparities is to think of global benefits in terms of total
rewards, as it paints a more vivid picture of the compensation package. This could
mean increasing salaries for employees in countries where some benefits are
difficult to access or unnecessary.

At the same time, it is important to note that the perceived value of the cost of
benefits can be highly subjective. For example, fully paid employee medical
premiums representing an average approximate cost of $8500 per person
annually may be regarded as more or less valuable than an equivalent retirement
plan contribution, depending on the population of your workforce and any
statutorily provided pension already in place.

Instead of creating superficial equality, it's
much more valuable to have total rewards
numbers match across countries and find ways
to augment things for employees when
needed, rather than trying to create a group
policy that will only be available to certain
people.

Additionally, make sure you're doing your research around standard practices and
offerings for benefits in the country you're expanding to and directly asking your
people what they want and expect.
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Tailoring benefits to local and industry norms

Benefits are a critical part of a worker’s total compensation, but needs and
expectations can vary significantly from country to country depending on the relevant
social systems and norms.

In the United States, for example, employers need to be explicit and generous with

their PTO policies because there is no mandated minimum. In a nearby country like
Panama, however, businesses are required to offer at least 30 business days of paid
leave per year (as well as 10 paid public holidays), so a PTO policy designed to attract
US employees is not compelling perk when competing for Panamanian employees.

Rather than offering the legal minimum PTO in each region, employers should look for
ways to create equality among employees with a global PTO policy, thus building a
united workplace culture in the process. (We'll talk about PTO in greater detail later in
this guide.)

Benefits packages not only vary from country to country but they should also be
tailored to the industry and the type of employee you're hiring.

A tech worker's expectations will be different
from those of someone in the performing arts,
and different again from those of an operator
in the oil and gas sector.

The industry also determines what is considered reasonable in terms of cost to both you
and your employees. A relatively young technology workforce will cost less to insure
and protect than a veteran automotive manufacturing workforce. Recognize what fits
with the profiles of the people you're trying to hire to ensure you're creating benefits
packages that are competitive for the country, industry, and the demographics of the
workforce you're targeting.
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Navigating local regulations and expectations

Local regulations and needs vary across countries, which means the expectations
of your team members will vary according to their location. Any company hiring
internationally must consider and adapt to these nuances.

Here are a few examples of how greatly regulations can vary country by country:

8=

In the US, medical coverage is essential.

In fact, in Remote’s 2022 survey of more than 2,000 global workers, 77% of respondents
in the US said that private health insurance was “very important” to them compared
to 62% of respondents across European countries. Most employees in the US expect to
receive medical, dental, vision, life, and disability insurance. This can prove surprising
to companies headquartered in Europe, where most medical care is covered by social
programs, or compared to Latin America, where collective bargaining agreements are
prevalent.

In Sweden, occupational pensions are key.

Nordic pensions are multifaceted, complex, and a powerful hiring incentive that
cannot be ignored. However, it can be an incredibly difficult and costly process to put
these pension plans into place. You need to work with the right vendor — one that
understands the local landscape and can provide other regulatory guidance to you
as a foreign employer. Otherwise, you will not be able to attract and retain the best
talent in the region.
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In Brazil, childcare vouchers and meal vouchers are expected.

Nordic pensions are multifaceted, complex, and a powerful hiring incentive that
cannot be ignored. However, it can be an incredibly difficult and costly process to put
these pension plans into place. You need to work with the right vendor — one that
understands the local landscape and can provide other regulatory guidance to you as
a foreign employer. Otherwise, you will not be able to attract and retain the best
talent in the region.

AN
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In Australia, private medical insurance is more of a “perk” than a “benefit.”

Australia has one of the best social healthcare programs in the world, and as of 2021,
under 10% of employers offer private medical insurance. Tax incentives mean that
many Australians take up their own private health insurance instead. While healthcare
is a lower priority benefit than in a country like the US in that it is not crucial for a
worker's quality of life, offering this can help employers stand out because of the rarity
of this provision in the local market. On the other hand, it's not a necessary benefit,
especially if you are constrained by budget.

®
[

In Indiq, there is reduced emphasis on life insurance.

In the US, it's common for life insurance to equal 4x an employee’s salary. However, in
Indig, this is considered both astronomical and out of character for the market. It's so
high that by providing it, you'd be using resources on something employees in that
country wouldn't necessarily find valuable.

This is hardly an all-encompassing list of norms, but already it's easy to see that
establishing a comprehensive global benefits plan can get complicated.
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Your global benefits strategy ultimately
depends on your unigque hiring needs.

Both the size of your company and how many employees you're hiring in a
particular region will influence your decisions around what to offer and which
vendors and partners you work with.

We mentioned blanket benefits plans earlier. These are plans with vendors that
cover all your employees in multiple counties. This can sometimes work as a
baseline to start, particularly if you have a smaller team. The upside is that these
plans are initially easier to implement and will reduce administrative burdens.

Of course, things get complicated when blanket plans set baselines that are well
above or well below the expectations for some of the countries within your
scope. If you take this approach, you will need to iterate on it by offering regional
variations of benefits to close the gaps. However, you may end up using more
resources trying to close those gaps country-by-country

than if you took a more localized approach to begin with.

It's important to keep these considerations in mind and

have a clear plan for scaling and improving on your

benefits before you start hiring in new countries.
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One alternative is to allow employees to find
their own plans, especially if you're only hiring
a few people in a particular country.

This will be more expensive than if they were part of a group plan but could be the
right approach while you're still growing. You can offer access to individual benefits
through cash stipends in addition to their salaries. This approach will also make it
easier for you to switch to a local benefits provider when you're ready to do so.

Finding the right benefits providers

If you're about to start hiring in a new country or region (or if you just want to level
up your existing partner as you scale), you should look for a firm that is already
experienced in offering customized and locally relevant programs.

Make sure any prospective provider has the bandwidth to help with everything
you need. You should specifically ask about the level of communication you can
expect, financial reviews and reporting, and their capacity to negotiate for better
rates as you expand.

Consult with key internal stakeholders first (and ongoing)

Remember that benefits are part of your total rewards program and a critical
component of your compensation planning. That means you must consult your HR
or compensation team early and often while also keeping your finance team
informed of the costs of any new provider.
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Gather advice from anyone in your network operating in that country

If you know other HR leaders who have connections or experience hiring in that
country, use those resources to find trustworthy individuals to work with. Ask them
about the support the vendor can provide throughout the lifecycle of the relationship.

Ask for local advice from your existing partners

If you already have a payroll service provider or an employer of record in the region
you're expanding to, ask for their insight. They might be able to introduce you to the
right benefits providers or simply offer need-to-know advice. You should also talk to
your current benefits broker in your home country and see if they have an
international division or connections to international brokerages that they trust.

Seek out consultants (but be wary of brokers with conflicts of interest)

If you haven't previously expanded into an international market, an external
consultant can be worth the investment. But be wary of brokers who are paid based
on commission rather than by the company they are working with. This means they
have an interest in the size and rate of the final deal and may deliberately avoid
gathering quotes from certain vendors or push you in a direction that may not be right
for your business. We advise you to structure your agreements with consultants or
brokers in a way that avoids this conflict of interest.

Consider and compare a variety of firms

Schedule conversations and meet with each of the large firms in the region you're
entering as well as a collection of smaller firms if they cater to your size or industry. You
don’t need to default to working with the market leaders if they aren’t as familiar with
your industry.
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