
The global mobility landscape is evolving rapidly, with remote working now a central feature of international workforce strategies—designed to meet the

cross-border needs of both employers and employees. 

Introduction

When employees work remotely from overseas locations, businesses may inadvertently trigger various tax obligations. Some key risks include:

Key tax risks of remote work arrangements

1. Corporate Tax Risks – Permanent Establishment

If an employee works remotely from a country where the company
lacks a legal entity, there’s a risk of creating a Permanent
Establishment (PE)—a taxable presence under local laws—which
could trigger corporate tax obligations.
PE risk increases when the employee:

Generates revenue, negotiates contracts, or makes strategic
decisions
Has a frequent or extended presence in the host country
Is seen as integral to the company’s core operations

To mitigate this, the employee’s role, duties, travel schedule, and
local tax treaties should be reviewed to assess whether the PE
threshold is met. If so, this may result in corporate registration and
tax exposure for the UK entity in that country.

Many countries require employers to register for payroll if they have
employees physically working in their jurisdiction. This is driven by
local regulations, which often differ from the UK and may apply
even where full tax relief is available under a Double Tax Agreement
(DTA). Even without a local entity, domestic rules may trigger:

Employer obligations to withhold and remit income tax
Social security contributions in the host country
Complex shadow payroll reporting to avoid dual withholding
and employee cashflow issues

Employers should seek advice to understand host country
compliance obligations before approving remote work requests or
hiring overseas-based talent. As part of the Moore Global Network
we are well placed to support with home and host obligations.

2. Employer Compliance Obligations

Employees increasingly seek the flexibility to work overseas—whether for lifestyle, family, or extended travel. In response, businesses are adapting to attract talent and
address UK skills shortages. As this shift continues, understanding the tax and social security implications of remote working is essential to managing compliance risks
at home and abroad.



Employees working overseas may bring about personal tax liabilities as a result of carrying out working duties in the host location, leading to:

Double taxation – where the employee is liable to tax in both home and host counties.
Personal tax filing obligations – requiring tax returns in multiple jurisdictions.
Social security liabilities – typically the employer position will follow the employee’s and so this is an important (and often overlooked) factor in determining
host country obligations.
Employer withholding obligations – if local tax laws require payroll withholding in the host country.

3. Personal Tax Obligations

When employees work remotely from overseas locations, businesses may inadvertently trigger various tax obligations. Some key risks include:

Social security risks in cross-border remote work

An individual’s social security liability in the remote work location typically results in a corresponding employer obligation. As a result, both employer and
employee may need to pay social security contributions in both the home and host countries, which can significantly increase overall costs.

The UK has an extensive network of Social Security Agreements with European countries that largely remained in place post-Brexit, as well as bilateral
agreements with countries outside Europe, such as the USA, Canada, and Japan. 

However, these agreements generally apply to formal postings or multi-state working arrangements involving secondments or regular cross-border work
patterns. Remote working typically falls outside these categories as it is neither a temporary posting nor multi-state in nature, and so often triggers social
security liabilities in the host country. The position should be reviewed carefully to understand obligations in all relevant locations.

1. Dual Social Security Contributions

2. Loss of Home Country Benefits

If an employee remains abroad for an extended period, they may lose access to home country benefits such as pensions, healthcare, and unemployment
support. Employers should assess the impact of long-term remote work on these entitlements. For UK employees, it may be necessary to consider voluntary
contributions to preserve ongoing entitlement to retirement benefits.



Best practice for employers

Given the complexity of tax and social security obligations, businesses should adopt a structured approach to managing remote work compliance:

Develop a remote work policy

Assess existing tax compliance obligations Monitor and review compliance

Define eligibility, duration limits, and compliance processes for remote work
arrangements and publish this policy via internal channels. 

Conduct a case-by-case review for  existing remote workers on tax
residency, payroll and corporate tax risks to understand existing
compliance requirements and adapt a clear policy position.

Set-up appropriate payroll structures in host country locations, including
shadow payroll arrangements, where required, using professional support.

Utilise the policy position established for future remote work approvals and
implement a regular and continuous review system to understand
compliance and prevent unexpected tax and social security obligations.

As remote working becomes a permanent feature of international
business, employers must remain alert to the risk of triggering corporate
tax presence, payroll obligations, and personal tax liabilities across
borders. These issues often arise unintentionally but can carry significant
financial and reputational consequences.

It is essential for businesses to proactively assess each remote working
arrangement and implement controls to manage tax and social security
risks. This includes understanding local employer obligations, maintaining
proper documentation, and keeping track of employee working patterns
across jurisdictions.

If your organisation is navigating cross-border remote working or is
unsure of the potential compliance exposure, please reach out to our
Global Mobility team. We can help you evaluate your risk areas and build
a framework to support compliant, flexible working arrangements.

Concluding thoughts

Implement payroll solutions
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