
 

 
 
 
 

Foreign local hires 
 
Talent has a significant economic advantage and its mobility is one of the key 
elements to succeed in a globalized world. Organizations are aware of this as they 
increase the number of their mobile employees every year. Talent mobility is not 
only attractive for employers; also candidates are becoming more interested in 
working for international organizations. The main reasons are that global 
organizations can provide them with a salary that is competitive by international 
standards and offer many development opportunities as well as stability. Further, 
young employees who are at the start of their career seek international experience 
as part of their professional development. 
 

 

Nevertheless, managing talent mobility can be a challenging 

task for organizations, especially the financial element. The 

traditional expat package includes allowances and benefits 

that represent a high expense for companies. A changing 

political climate in many regions affects regulations 

regarding tax, social security and immigration. These create 

obstacles affecting talent mobility procedures, which make 

the process costly and time consuming.  

 

There is a growing trend amongst companies to look for 

ways to minimize expenses related to expat hires and to 

make this process more efficient. One of these alternative is 

hiring employees on the basis of a so called ‘local plus 

package’. These local international hires can be hired as 

part of a secondment from a group company or as a new 

recruit from outside the company.  

 

The hiring process of these ‘international local hires’ can be 

challenging, especially with respect to the benefit package 

offered. Organizations who use the local-plus approach do 

not provide just a local salary, but also offer some additional 

benefits or allowances. This is done in order to help the 

employees settle into their new environment, and make the 

relocation worthwhile. 

 

Local Hires Survey 
 

How do you know whether the package that you offer is in 

line with the market/competition on the one hand and meets 

the needs and expectations of the individual on the other 

hand? Global mobility services in Grant Thornton have 

conducted a survey among global organizations to find out 

about their local hire’s policy. 

 

  

 

For the survey local hires was defined as:  

Employees (expats) acting on their own initiative or on 

the initiative of the company, who are moving to another 

country to work for the company, but in a foreign 

location, under a local contract and under local 

employment conditions. This employee is not employed 

by another foreign office of the company. 
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The data in this report is based on surveys of HR 

departments responsible for global mobility within their 

organization. The organizations that participated in this 

survey are international companies with headquarters in The 

Netherlands and France. They are active in a variety of 

industries: engineering/contracting, retail, oil and gas, 

international trading, electronics and charity. The number of 

employees per organizations varies (see Figure 1). 

 

Figure 1: Size of companies participating in the survey  

(by number of employees) 

 

 
 

Results of the survey 
There are several conclusions that can be drawn from our 

survey:  

 

1. Increase/decrease in number of local hires: When 

asked whether the participants see an increase or a 

decrease in the number of local hires, 56% of the 

participants answered that the number of local hires 

remains the same, while 44% of the participants 

answered that they see an increase. None of the 

respondents reported a decrease. 

 

2. Age range for local hires: 55% of the participants 

stated that the most common age category is 30-39, 

where the second common (33%) is 40-49 (see Figure 

2). 

 

Figure 2: Age range for local hires 

 

 

3. The reasons for moving abroad: Figure 3 illustrates 

the main reasons for taking an opportunity abroad as a 

local hire, by employees. The main reason, as was 

answered by 56% of the participants, is that the 

employees were asked by the organization.  

 

When examining the company’s motive to send 

employees on an international assignment as a local 

hire, the answers were similar: requested by the 

company. The main reason is to fill in a local gap in the 

level of skills – 44%. The second most important reason 

for employees to take on international assignments is 

personal development (44%, Figure 3). When examining 

the company point of view, personal development of the 

employee had the lowest priority (22%, Figure 4). 

Therefore, communicating the benefits of self 

development to employees who are offered an 

international assignment, might be an effective incentive 

for stimulating employees to take on such offers. 

 

4. Local hires policy. All respondents (100%) indicated 

that that their HR department is involved in the local hire 

process. 
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5. Benefits. When the participants were ask whether they 

provide any relocation services and benefits to 

international local hires, the majority (87%) answered 

that they do (Figure 5) and only 13% of the participants 

answered that they do not provide any relocation 

services or benefits. 78% of the respondents answered 

that their benefits are standardized while 22% answered 

that the benefits are discretionary. 

 

Figure 5: Does your company provide relocation 

services to local hire expats? 

 

6. When the participants were asked what kind of 

relocation services their company offers, the following 

answers were given: 

 

• Tax preparation/filling assistance 

89% stated that their company does provide tax 

preparation/filling assistance in the host country, 

while only 11% stated that their organization does 

not provide such assistance. The duration varies, 

as 33% of the respondents stated that its being 

provided for one year, and 11% of the companies 

provide for two years. 33% stated that its being 

provided for the whole stay.  

 

• Visa Assistance  

88% of the participants replied that they do provide 

visa assistance, which is the most popular 

relocation assistance in regards to local hires. 

 

• Temporary housing 

78% of the respondents stated that their company 

provides temporary housing. 33% of the 

organizations stated that its being provided for the 

first month, while 33% stated that its being provided 

for the whole stay.  

• Flight to the host country 

78% of the companies provide the first flight to the 

host country.  

 

• The movement and shipping of goods 

75% of the participants replied that they do provide 

assistance with shipping allowance in order to 

transport their personal belonging with them.  

 

• Home finding 

75% of the participants indicated that they provide 

their international local hires home search 

assistance, to support them with finding a suitable 

home for them and their families. 

 

• Transportation 

All organizations answered that they provide a 

certain level of public transportation coverage. 45% 

provide full coverage, 33% partial, and 22% 

answered that it depends on local solutions.  

 

• Education allowance for children 

44% of the respondents answered that they provide 

education allowance, while 33% stated that they 

provide education allowance to a certain age. 11% 

stated that there is a local solution for each country.  

 

• Home leave 

44% of the respondents answered that their 

companies do not provide home leave, while 56% 

answered that they do provide it, generally 1-3 

times a year.  

 

• Relocation allowance 

25% indicated that their organization provides a 

relocation allowance to cover their employees extra 

costs related to their relocation.  

 

• Cultural & language training 

13% indicated that their organization provides 

training to become familiar with the local culture 

and language.  
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Contact 

Are you interested in what our Global mobility services specialists can bring to your organisation?  Please contact:

 

 

Brian James 

Senior tax advisor 

T +31 (0)88 676 93 09 

E brian.james@nl.gt.com 

 

 

 

 

Saeedeh Farsi 

Tax advisor 

T +31 (0)88 676 90 34 

E saeedeh.farsi@nl.gt.com 
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