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Mobility Perspectives of Grant Thornton in the Netherlands provides the international 
mobility community with background information on mobility topics. In this issue: 
 

• Impact of changes to the 30% ruling for expatriates is delayed. 

• News on data protection and international mobility. 

• Results of our Foreign Local Hire survey. 

• Update on mobility and Brexit. 

• Case study: interaction between Global Mobility and Finance. 

• Immigration: Strict(er) evaluations for company sponsored immigration. 

 

Impact of the changes to the 
30%-ruling for expatriates is 
delayed 
 

Previously, we wrote about the plans to reduce the validity of 

the beneficial 30% ruling for expatriates. In November, the 

Dutch Parliament approved the reduction of the maximum 

period of the 30%-ruling from 8 to 5 years as of January 1, 

2019. However, following much criticism, transitional 

measures were agreed for 2019 and 2020. This means that 

expatriates whom were set to be affected by the proposed 

reduction, will not lose the 30% ruling per January 1, 2019. 

This transitional measure is set to end per January 1, 2021. 

The final wording of the proposed legislation and related 

transitional measures is becoming clearer. In spite of this, 

the (timing of the) reduction of the maximum period remains 

questionable given the Netherlands desire to remain an 

attractive destination for companies and investors in 

combination with global developments. In that light, further 

evaluation of the measure should be done. 

 

 

 

 

 

 

 

 

News on data protection and 
international mobility 
 

Since coming into effect on May 25th, 2018, the EU 

regulation on data protection (GDPR) has been widely 

integrated in the EU and has influenced other parts of the 

world. In aspect of exchanging data internationally of 

employees, there are several important updates:  

 

Increase in complaints  

Data protection authorities within the EU already reported a 

substantial increase in complaints received. The European 

Data Protection Board (EDPB) says that currently there are 

around 100 cross-border cases under investigation.  

 

Japan 

Japan is on its way to be part of countries who provide an 

adequate level of protection to the GDPR. This is part of a 

broader economic cooperation between the authorities, 

called “EU-Japan Economic Partnership Agreement”. Once 

the draft will be fully adopted, data could flow safely between 

the EU and Japan. The draft is currently under review of the 

EDPB. 

 
 

For more information, please contact Brian James: 

brian.james@nl.gt.com 

 



 

 

Guidelines on territorial scope 

In order to create more clarity for organizations and 

institutes, the EDPB adopted new draft guidelines. These 

will help provide a interpretation of the territorial scope of the 

GDPR and further clarification on the application of the 

GDPR. The new guidelines will focus in particular where the 

Data Controller or Data Processor is established outside of 

the EU.  

 

 

 

 

 

Results of our Foreign Local 
Hire survey 
 

Mobility of talent 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. 

Nevertheless, managing talent mobility can be a challenging 

task for organizations. The traditional expat package 

includes allowances and benefits that represent a high 

expense for companies. Also, changes in political climate in 

many regions affects regulations regarding tax, social 

security and immigration. These are obstacles affecting 

talent mobility procedures, which make the process costly 

and time consuming.  

 

For some years now 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 

the alternatives is hiring employees from abroad on the 

basis of a so called “local plus” package. 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 employees settle into their new 

environment and make the relocation worthwhile.  

 

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

line with the market/competitive on the one hand and on the 

other hand meets the needs and expectations of the 

individual? A survey that was conducted by GT Global 

Mobility Services was aiming to answer these questions. 

The participants were HR departments from a variety of 

international organizations operating in different industries.  

The results of the survey in regards to benefits provided is 

summarize in Figure 1. As can be seen, the most popular 

benefits are: tax preparation/filling assistance (89%), visa 

assistance (88%), temporary housing (78%), first flight to the 

host country (78%) and home finding assistance (75%). 

 

When examining the reasons for sending employees on 

international assignments, from the company’s perspective, 

it appeared that the most common reason is to fill in a skill 

gap (44%). However, when examining the employee’s 

motivation to go on such an assignment, it was found that 

the common reason is personal development (44%). From 

these results, it appears that employees who will be offered 

international opportunities, would be more motivated to do 

so if it will help them develop further in their careers. 

Organizations that will be able to offer attractive 

development opportunities and communicate these 

opportunities well to their candidates, will be one step closer 

to winning ‘the war for talent’. 

 

 

 

 
For more information, please contact Shirin Dilmaghani: 

shirin.dilmaghani@nl.gt.com 

 

 
For more information, please contact Saeedeh Farsi: 

saeedeh.farsi@nl.gt.com 
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Figure 1: Relocation services summary



 

 

Update on mobility and Brexit 
 

On November 14th, 2018, a draft agreement was reached 

between the U.K. and the European Union regarding Brexit. 

While the agreement still needs to be accepted by both 

parties, the European Commission recommends to the 

European Council (Article 50) to find that decisive progress 

has been made on the orderly withdrawal of the United 

Kingdom from the European Union and the next step of the 

process to be initiated. Moreover, the draft transition 

agreement suggests that a number of matters will be 

grandfathered, including immigration and social security 

related matters. 

 

Immigration 

The draft withdrawal agreement states in essence that the 

residence rights in existing cases of UK nationals living in 

the EU and EU nationals living in the UK will continue to be 

respected as long as the residence situation remains 

unchanged. In addition, these persons may obtain right of 

permanent residency in the related country if they lived there 

for a consecutive period of 5 years. 

 

These regulations appear to be a relaxation of the line 

initially anticipated with respect to the movement of workers 

already working abroad. How new cases after the transition 

period are dealt with, remains uncertain at this time. It is 

anticipated that new cases will in principle follow the same 

procedures as for third-countries (i.e. requiring work / 

residence permits). 

 

Rights of workers 

The withdrawal agreement also deals with the rights of 

workers. It states that parties agree that existing (frontier) 

workers will have the right not to be discriminated against on 

grounds of nationality as regards employment, remuneration 

and other conditions of work and employment. In addition, 

they will have the right to take up and pursue activities and 

assistance by employment offices in the same way as 

offered to own nationals as well as rights to tax, social 

advantages, housing benefits and access to education for 

their children. 

 

Social security 

The withdrawal agreement states in essence that the social 

security coverage as applicable under current EU 

regulations/directives will remain intact after Brexit. This 

means that current A1 statements/situations will be 

respected as long as applicable. Moreover, the aggregation 

of relevant periods within the UK/EU appear to be 

safeguarded as well. Under the withdrawal agreement, 

special provisions will apply to nationals of Iceland, 

Liechtenstein, Norway and Switzerland. 

 

As the withdrawal process enters a new phase and with the 

Brexit date now fast approaching, it is advisable for 

companies to identify which employees/assignees are 

affected by the Brexit and related transition agreement. 

While existing cases seem to be grandfathered, thought 

should be given to the impact post transition period as well 

as for new cases as per January 1, 2021 to ensure the 

proper steps will be taken. 

 

 

 

 

 

Case study: Interaction 
between Global Mobility and 
Finance 
 

Cross-border situations involving sales people often trigger 

unexpected corporate income tax or transfer pricing issues. 

In a case study we provide you with an example. 

 

The situation 

Company X anticipated to expand their business in Europe. 

As, the company did not have a company in the 

Netherlands, it recruited a sales agent to start exploring the 

business opportunities in the Netherlands. According to the 

job description, the employee would be involved in business 

development, i.e. visiting prospects and clients in the 

Netherlands.  

 

The challenges 

The HR team of Company X requested our assistance 

regarding the employment and setting-up and processing of 

the Dutch payroll. Grant Thornton discussed the situation of 

the employee in more detail and how business operations 

would be structured. It appeared that the employee would be 

involved in the sales process: the employee was in a 

position to negotiate and conclude contracts on behalf of 

Company X.  The HR team of Company X was not aware 

that the use of the agent could trigger a Netherlands 

corporate income tax liability and transfer pricing risks. 

 

What the team did 

Using an integrated approach involving mobility, corporate 

tax, VAT and transfer pricing specialists, GT explored with 

both the HR and Finance team of the company, the best 

way to structure its business operations. After advising on 

the situation and explaining the options, Company X decided 

to incorporate a legal entity in the Netherlands. Grant 

Thornton assisted with the structuring of the employment 

and setting-up and processing of the Dutch payroll. In 

addition, we helped Company X to manage its potential tax 

and transfer pricing exposures by assisting with the practical 

steps related to the implementation of the selected advice.  

Bottomline advice: Especially where sales people are 

involved alarm bells should be ringing for the HR 

department. 

 

 

 

 

 

 

 

 

 

 
For more information, please contact Brian James: 

brian.james@nl.gt.com 

 

 
For more information, please contact Arthur Gude: 

arthur.gude@nl.gt.com 

 



 

 

Immigration: Strict(er) 
evaluations for company 
sponsored immigration 
 

Obtaining the “Recognized Sponsorship” status with the 

Dutch immigration authorities (IND), ensures a more efficient 

and faster immigration process for foreign employees 

coming to work in the Netherlands.  When applying for 

“Recognized Sponsorship” status for a company that has 

been registered for less than 1.5 years at the Dutch 

Chamber of Commerce, the IND requires certain supporting 

documents which demonstrates the continuity and solvency 

of the company. These supporting documents can, for 

example, be a business plan, (prognoses of) annual 

accounts, operating statements, liquidity forecasts, etc. Our 

recent experience shows that the IND, before taking a 

decision to grant Recognized Sponsorship status, more and 

more sends requests to the “RVO”(the Netherlands 

Enterprise Agency) to assess the viability of a company. 

 

Based on the documentation provided, RVO evaluates the 

companies using a point system. Each company receives a 

score in multiple categories, such as market potential (e.g. 

product/service and market analysis), organization 

(company structure) and financing (e.g. Solvency, turnover 

and cash flow forecast). Obviously, the accompanying 

documents must present a clear and complete picture of the 

company so that the RVO can award sufficient points as the 

basis for achieving a positive advice. 

 

It is, therefore, very important to make sure the 

accompanying documents comply with the standards of the 

RVO.  Our immigration specialists are happy to assist with 

the applications procedure, the format and review of 

documents and guiding you through the process. 

 

 

   
For more information, please contact Shirin Dilmaghani: 

shirin.dilmaghani@nl.gt.com 

 



 

 

 
 
 
 
 
 
 
 

 
 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 
 
 
 
 
Contact  

 
 

John Boer 

E john.boer@nl.gt.com 

T +31 88 676 9086 

 

Brian James 

E brian.james@nl.gt.com 

T +31 88 676 9309 
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