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COVID-19:
The impact for Global
Mobility and the mobile
workforce
PwC Global Mobility – Pulse Survey
Results

PwC
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COVID-19: The impact for Global Mobility
Breakdown of industry sector
Consumer Goods & Services
Energy Utilities & Mining
15%

12%
1%

13%

Financial Services
Government & Public Sector

11%

257

Health Industries
Industrial Products & Services

responders

250

40

8

international companies

countries

industry sectors

Other

21%

17%

In April and June 2020 PwC ran a global pulse survey to help People leaders and Global
Mobility Teams understand on how other companies are adapting to the impact of
COVID-19 outbreak in their globally mobile workforce.

Professional Services

8% 2%

Tech, Media & Telecoms

provided their thoughts on prediction of the influence of Covid-19 on the global workforce
and mobility programmes.

Breakdown of company HQ location
North America
Asia Pacific
Western Europe
UK
Central and Eastern Europe
Latin America
Middle East
Africa
PwC

33%
29%
14%

Three areas:

1.

Here and now - planned and current moves

7%

2.

You and you team - what are you focused on?

2%

3.

Future mobility - what will it look like?

13%

2%
1%
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COVID-19: The impact for Global Mobility
Here and now
What are you doing for upcoming international moves?

Half of companies

65% companies consider change

of arrangement – e.g. to virtual working or
commuting

continue to allow some
employees to start their
'move' by working from their
home country

70% of companies to move people

18% among them wants to have this type
of arrangements a dominant model

to the new locations if possible

Category 1
What options are you offering to mobile employees currently on assignment or transfer?

58% of employers decided to increase

44% provided additional

33% noticed the need of providing

non-cash support (e.g.
flights, temp
accommodation, extended
medical coverage)

additional compliance support for mobile
employees in tax, social security, immigration

communication with mobile employees
PwC

Category 1

Category 1

5

COVID-19: The impact for Global Mobility
You and your team
Top priorities for employers

Aside from running
Business as Usual
(43%), top priorities
are workforce planning
in the context of the
changing immigration,
tax, and compliance
environment (33%)
and managing the
impact of remote
working (30%)
Category 1

PwC

Reviewing policies
and support for
mobile employees
is also a key focus

Almost half of companies said that
strategic mobility projects remain a priority
to be delivered.

over the next 6
months (23%).

Only 3% say work
has slowed down.
Category 1

6

COVID-19: The impact for Global Mobility
Future mobility
“We anticipate that a similar number of employees will work in cross-border conditions, but maybe in a different way.”

More than a half of employers predict
that international transfers will be the
least impacted by the negative
consequences of COVID-19.

Nearly half of the companies predict
increase in international remote workers,

58% think that
international
business travels will
decrease in favour
for short term
assignments (17%).
Category 1

PwC

Employers will focus
on who is moved and
why (32%)

but only 26% state
that they are set up
for this

and will put more
attention to cost
effectiveness (27%).

25% of responders
declare that they will
use more flexible
approach to mobility.
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Future Mobility
– Remote Work

How to manage it from the employment,
immigration, tax and social security laws

PwC
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Future Mobility – remote work

Global Mobility has been
severely impacted as a
result of COVID-19.

A great number of
employees need to work
remotely to fulfill their
work responsibilities. It
very often takes place in
a different location than
where they were
originally intended to be.

In order to adapt,
companies need to work
on their remote work
arrangements policies
and consider many
aspects and
consequences.

The current situation around COVID-19 has created numerous areas that Global Mobility
Teams need to be concerned with.
The exact implications will depend on such factors as for example: the jurisdictions
involved, the length of stay, the type of duties the employees will be performing and the
employee’s nationality.

PwC
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Future Mobility – remote work
In this “new reality” Global Mobility Teams need to be aware of the issues that this
creates for their organizations.

Main areas impacted:

Payroll and Tax
Compliance /
Social Security
implications

Tax Residency
issues

Immigration,
Labor and
Employment
Law concerns

Updates of
policies

Corporate Tax
issues

The correct way to address each of the above areas will depend on the current and the
former host location of the employees.

PwC
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Future Mobility – remote work
Payroll and tax compliance / social security implications
In most cases, employees are on their work location country payroll or shadow payroll. In
case of remote work from a different location, Global Mobility Team should consider:

How long the employee will be working in
their new work location

Changes to employee income and social
security reporting and withholding

Adjustments to payroll (e.g. domestic or treaty
exemption in place to minimize home country
reporting and withholding requirements)

If exemptions have not been relaxed due to
COVID-19 and whether they should be
looked at again to ensure payroll and tax
compliance.

PwC
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Future Mobility – remote work
Tax residency issues

Global Mobility Team needs also consider:

Implications of sending the employee back to
their former home location to see if that has
caused any taxation of their personal income

The implications of delays in moves

Triggering tax residency where none existed
before, which can lead to double-taxation
scenarios even in cases where tax treaties
provide some level of protection

What type of communication should be
shared with employees working remotely

PwC
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Future Mobility – remote work
Immigration and Labour Law

Areas to analyse by Global Mobility Teams:

Work and residence permits
issues:
• Work and residence
permits requirements
• Steps to secure the
validity of the permits
already issued
• Information obligations
• COVID-19 special rules

PwC

Labour law aspects (e.g.
pay and work conditions in
case of assignments)

Law changes

Proprietary and confidential. Do not distribute.
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Future Mobility – remote work
Update of policies

Adjustments or
amendments to current
policies to include e.g.:
• Commuter arrangements
• Details on how taxation
and reimbursements for
remote working
arrangements should be
covered (e.g. who,
employer or employee,
should be bearing the
additional tax costs)
• Issues related to
temporary housing and
other relocation services
PwC

Evaluation of matters
connected with duty of care
to employees (i.e. private
health care coverage in the
current location, certification
of continuing medical
coverage from a former
work location, scope of
coverage, etc.)

Review the provisions of
other benefits, e.g. life
assurance - will the current
policy provide coverage in a
location which is not a
normal work location

Proprietary and confidential. Do not distribute.
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Future Mobility – remote work
Corporate tax exposure

Global Mobility Teams
should connect with
corporate tax shareholders
to understand what
concerns that they may
have and how they would
like to address the current
situation.

PwC

Employees’ work in an
unintended location may
create a risk of a new
jurisdiction to tax the entity
at the corporate level
(permanent establishment
risk)

In addition, remote workers
can also trigger home
country corporate tax
liability for the entity they
are remotely performing
services for

Proprietary and confidential. Do not distribute.
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Immigration law

Latest and upcoming important changes

PwC
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COVID-19 Travel restrictions
What international flights look like:
The ban on air connections

Entry from other non-EU countries possible in exceptional cases

There are no generally applicable restrictions and
limitations concerning the entry of foreign nationals
into the Schengen zone.

Quarantine requirements

The Council of the European Union issued
recommendations on the temporary restriction on
non-essential travel into the EU.
Local authorities are responsible to implement the
content of the recommendation in each country.

PwC
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Changes to Community Code on Visas
The main changes for visa applicants are as follows:

1

Higher visa fee – increased to EUR 80 (before: EUR 60)

2

Extending the period of application – possibility to apply for a Schengen visa 6
months in advance of a trip (before: 3 months)

3

Schengen States are obliged to appoint their representative missions in every
third country or outsource it to external visa centers

4

More benefits for travelers with a positive visa history

PwC
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ETIAS – for business travelers

ETIAS is a European Travel Information
and Authorisation System. The regulation
was adopted on 12th September 2018 and
entered into force on 9th October 2018.
Background

Why?

The system comes into life as of 1st
January 2022 but it will not be mandatory
until 2023.
When?

PwC

Who needs
ETIAS?

ETIAS is being introduced to improve
internal security of EU members, prevent
illegal migration, protect public health as
well as reduce delays during borders
checks.

It will apply to visa-exempt third country
nationals who do not need a visa to enter
the EU. EU authorities confirmed that
ETIAS will also apply to British citizens
when the system launches.
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Brexit – workforce impact & steps to take
Country

Transition period

Post Brexit

Poland

• EU law on free movement of UK citizens will apply during a transition period until the end of 2020
• The beneficiaries of the withdrawal agreement will retain their rights also after the transitional
period
• Deadline to exchange current documents: 01.01.2022

• UK nationals will become “third-country nationals”
requiring appropriate work permission.

Czech Republic

• EU law on free movement of UK citizens will apply during a transition period until the end of 2020
• The beneficiaries of the withdrawal agreement will retain their rights also after the transitional
period
• Deadline to exchange current documents: N/A

Slovakia

• EU law on free movement of UK citizens will apply during a transition period until the end of 2020
• The beneficiaries of the withdrawal agreement will retain their rights also after the transitional
period
• Deadline to exchange current documents: 30.06.2021

Hungary

• EU law on free movement of UK citizens will apply during a transition period until the end of 2020
• The beneficiaries of the withdrawal agreement will retain their rights also after the transitional
period
• Deadline to exchange current documents: N/A

Romania

• EU law on free movement of UK citizens will apply during a transition period until the end of 2020
• The beneficiaries of the withdrawal agreement will retain their rights also after the transitional
period
• Deadline to exchange current documents: 31.12.2021

Bulgaria

• EU law on free movement of UK citizens will apply during a transition period until the end of 2020
• The beneficiaries of the withdrawal agreement will retain their rights also after the transitional
period
• Deadline to exchange current documents: 31.12.2021

PwC

• Short-term stays will be possible without requiring a visa
for the periods not exceeding 90 days within 180-day
period

• Residence permit required for stays exceeding 90 days
in 180 days
• Work permit required to perform work by UK nationals

Click here for more information
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Posted Workers’
Directive

PwC
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New Directive on
the Posting of Workers
Pursuant to the EU regulations, until 30th July 2020 all EU countries had
obligation to implement new requirements of Directive (EU) 2018/957 of the
European Parliament and of the Council ("New Directive on the Posting of
Workers").

In Poland, requirements regarding posted workers are applicable as of 4th
September 2020. There are still some countries that did not implement the EU
regulation.

The provisions of the New Directive on the Posting of Workers increase the
existing requirements on minimum working conditions for posted workers and
introduce time limits for the application of those minimum requirements.

PwC
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Main changes introduced by New Directive on the Posting of Workers:

Secondment conditions

Secondment period

•

Providing components of
remuneration at the level
resulting from applicable
regulations and universally
binding collective
agreements.

Diversification of the situation of employees depending on the period of secondment:
• up to 12 months (with the option of extension to 18 months) - application of increased
minimum requirements
• above 12 (18) months – application of employment conditions based on the provisions
of the host country rules

•

Increased requirements in
terms of employee
accommodation conditions
and rates of allowances /
reimbursement of expenses
to cover travel expenses.

Treatment of replacing an employee with a new employee performing the same task, in the
same place as one secondment

Notification / information obligations
Increased obligations regarding the update of Labour Inspectorate notifications in the event
of a change of data during the secondment
Additional procedure for submitting notification of the extension of the minimum
requirements for a period of up to 18 months of secondment
Obligation to provide the employer sending an employee with written information on
employment conditions

PwC
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Things to remember

Identification of areas in the policy on posting employees requiring change

Update of the policy on posting employees and related procedures

Implementation of the requirements in relation to current secondments

Audit of current processes in light of risks in the event of control

Compliance with notification / information obligations

PwC
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Main elements of notification and document storage

Main elements of the notification*
•

Employer’s name and address in the home
country

•

Name and address of the company which
ordered the service (host company/customer)

•

Name and date of birth of a person appointed
to represent the employer in external matters

•

Name, date of birth, citizenship and
temporary address of the employee/business
traveler

Documents that should typically be stored at the place of work*
Assignment agreement, services agreement between home and host
company
Confirmation of registration of services (i.e. notification of services)
Extract from business registry (not mandatory in all countries)
Employment contract
Payslips

•

Type of work/services/activities performed

•

Anticipated start and end date of
work/services/activities

Record of presence at work

•

Address/place where the activities will be
performed in the host country

Documents pertaining to work safety and health
Proof of payments made to the employee
A1 certificate (not mandatory in all countries)

*This is only example list, additional requirements may apply per hist country

PwC
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