EoR For Global Market Entry

Idea In Short

Entering a new market opens the door to new customers, new talent pools and new growth,
but international hiring brings a tangle of employment laws, payroll systems, local benefits
and compliance obligations that most companies are not built to navigate alone. An
Employer of Record (EOR) offers a way around that barrier:

it lets a business hire employees in another country without first establishing a local
legal entity, so the company can test demand, build a team and manage
employment requirements while the EOR absorbs the administrative and legal
burden

Only 66% of the world's countries currently have data privacy legislation on the books, and
employment termination rules vary just as widely, which is exactly the kind of complexity an
EOR is built to absorb. For businesses weighing how fast and how safely to expand,
understanding what an EOR actually does, and when it makes sense, is the first step.

The points below summarize the core mechanics of an EOR arrangement before the article
walks through each one in more detail. They are worth reading first, since later sections
build directly on these fundamentals. Together, they outline what an EOR does, why
companies use one and what a strong provider typically offers. Readers already familiar with
the basics can skip ahead to the sections that matter most to their own expansion plans.
Each point below is expanded with more context later in the article.

* An EOR enables businesses to hire internationally without establishing a local legal
entity in the target country

* |t manages local employment requirements, including contracts, payroll, benefits,
taxes and statutory obligations across different countries
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e Companies use EORs to test new markets, access global talent and build local teams
more efficiently

e The right EOR partner combines broad country coverage, local expertise, reliable
payroll, transparent pricing and dedicated support

e Multiplier provides EOR services across 160+ countries through its owned-entity
network, with local expertise and 24/7 support

Entering a new market opens opportunities to reach new customers, access top talent and
scale operations globally. International hiring, however, introduces a tangle of employment
laws, payroll systems, localized benefits and compliance requirements that most companies
have never had to manage before.

An Employer of Record (EOR) offers a streamlined way to hire employees in another country
without establishing a local legal entity. This lets companies test markets, build teams and
manage employment requirements more efficiently than a traditional expansion would allow.
Multiplier supports global hiring in more than 160 countries through its owned-entity
network, handling contracts, payroll, benefits and compliance so that businesses can stay
focused on growth.

Why entering a nhew market can be challenging

Expanding globally takes more than identifying customer demand. Hiring locally requires a
business to navigate a different employment framework in every country it enters, along
with its own payroll requirements, taxes, benefits, leave policies and termination rules.
Managing all of that internally becomes increasingly difficult as a company adds markets,
since no two countries regulate employment the same way. The World Bank's Business
Ready framework, which assesses the regulatory environment facing firms across business
entry, labor and taxation in economies worldwide, illustrates just how unevenly that
regulatory burden is distributed from one country to the next.1

Several challenges tend to surface at once during international expansion:
e Complex employment laws: Contracts, benefits, leave and termination
requirements vary by country

e Payroll and tax obligations: Businesses must manage local deductions,
contributions and reporting requirements
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* Entity setup: Establishing a local entity can require significant time, investment and
administrative effort

e Market testing: An EOR allows businesses to hire locally without immediately
establishing their own legal entity, making it easier to evaluate a new market

The employment law gap can be sharper than many first-time expanders expect. SHRM has
noted that the United States is the only jurisdiction with true at-will employment, meaning
nearly every other country requires notice periods, defined grounds for termination or
statutory severance before an employee can be let go, and many also require written
contracts and employee consent before contract terms can change.2 A company used to
U.S. employment norms can find itself out of compliance in its very first month abroad
simply by applying assumptions that do not travel across borders.

What does an employer of record do?

An EOR serves as the official legal employer on behalf of the hiring business. While the EOR
manages employment administration, payroll, taxes, benefits and compliance, the client
company keeps full control over the employee's day-to-day work, responsibilities and
performance. This split of responsibilities is what makes the model work:

the business directs the employee's actual job, while the EOR carries the legal and

administrative weight of employing that person correctly in a country the business
may have never operated in before

That division also means the business does not need to become an expert in a new

country's labor code overnight, since the EOR's local infrastructure already accounts for it.

Core EOR functions typically include:

Drafting locally compliant employment contracts

Processing payroll and salary payments
e Managing tax withholdings and statutory contributions

Administering local and supplementary benefits
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e Managing onboarding and offboarding workflows
e Supporting compliance with local employment requirements

Multiplier's EOR platform lets companies recruit and onboard employees in more than 160
countries without setting up local legal entities, with services spanning payroll, benefits, time
off, expenses, compliance support and reporting.

How an employer of record supports market entry

The value of an EOR becomes clearest when it is broken down into the specific stages of a
market entry rather than treated as one generic service. Each stage carries its own risk and
its own timeline, from the initial decision to test a market through ongoing payroll and
benefits administration once a team is in place. The five areas below cover where an EOR
typically has the most direct impact on how quickly, and how safely, a company can
establish itself abroad. Taken together, they explain why businesses increasingly treat an
EOR as a core part of expansion strategy rather than a temporary workaround. The next five
sections walk through each of them in order.

Entering a market without setting up a local entity

Market potential can be difficult to predict in advance. An EOR lets companies hire local
talent, evaluate customer demand and establish an initial presence before committing to a
permanent entity of their own. A provider with access to an owned-entity network across
multiple countries helps businesses test new markets with far less upfront commitment than
incorporating locally would require. That flexibility matters most in the earliest phase of
expansion, when a company still does not know whether a market will support long-term
investment. Choosing an EOR over immediate incorporation preserves the option to scale

down or exit a market cleanly if the initial demand does not materialize.
Navigating local employment requirements

Employment laws differ dramatically across borders, and getting them wrong carries real
consequences. An EOR reduces that compliance risk by applying the employment
requirements of the employee's host country automatically. International labour standards
generally require a valid reason connected to a worker's conduct, capacity or the business's
operational needs before termination, along with defined notice periods and severance
obligations, protections that do not exist in anything like the same form under U.S. at-will
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employment.3 With in-house local expertise and compliance infrastructure already in place,
businesses can manage shifting employment, tax and statutory requirements without
needing a dedicated HR and legal team in every market they enter.

Building an international team more efficiently

Delays in entity registration can slow hiring and cost a business its top candidates. An EOR
provides employment infrastructure that is already established, letting companies move
from candidate selection to compliant onboarding without waiting on a new entity to be
formed. Multiplier's platform can generate compliant employment contracts in under five
minutes, which helps businesses accelerate hiring considerably compared with a traditional
entity-first approach. That speed advantage compounds as a team grows, since each
additional hire in the same country reuses infrastructure the business has already paid for
rather than triggering fresh setup costs. A candidate who might otherwise accept a
competing offer during a lengthy entity-registration process can instead be onboarded in
days.

Offering appropriate local benefits

Competitive benefits matter for attracting and retaining international talent, but mandatory
and customary benefits vary widely from country to country. Localized benefits sourced
through local providers help a business offer packages suited to each market while
supporting compliance with that market's specific requirements. What counts as a
competitive package in one country, such as private health coverage in the United States,
may already be provided through a statutory national system elsewhere, so simply copying
a benefits package from one market to another can mean overpaying in one place and
falling short of local expectations in another. Local benefits administration removes that
guesswork by matching each offer to what candidates in that specific market actually
expect. Getting this wrong does not just waste budget, it can also make a company's offers
look uncompetitive to exactly the candidates it is trying to attract.

Simplifying international payroll
Cross-border payroll involves different tax frameworks, statutory deductions, payment
schedules, currencies and reporting requirements all at once. An EOR centralizes these

tasks so a business is not reconciling several disconnected systems on its own. Salary
payments are supported in more than 100 currencies, while a Global Payroll solution helps
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companies manage payroll for workers employed through their own entities as well. Running
payroll incorrectly in a new market is rarely a minor administrative slip, since a missed
statutory contribution or a late filing can trigger fines or back payments that outweigh
whatever time was saved by handling it manually. Centralizing payroll through one platform
also gives finance teams a single, consistent view of labor costs across every country a
business operates in, rather than reconciling separate reports from each local provider.

The cost of getting worker classification wrong

Some companies try to sidestep entity setup entirely by treating international hires as
independent contractors rather than employees. That shortcut carries its own risk. In the
United States, the average workers' compensation cost tied to a single misclassification
incident now exceeds $47,000, and enforcement has produced far larger settlements:

Lyft paid the state of New Jersey $19.4 million in September 2025 to resolve a
misclassification dispute tied to employee benefits4

Misclassification abroad can carry similarly serious consequences, including back pay,
unpaid statutory contributions and exposure to unemployment and benefits claims a
business never budgeted for. An EOR avoids this risk entirely by employing the worker
directly and compliantly in the host country, rather than asking a business to guess at a
classification it is not equipped to evaluate.

Data privacy compliance raises a related concern as employee records move across
borders. Only 66% of the world's countries currently have data protection and privacy
legislation in place, ranging from 96% of countries in Europe to roughly half of countries in
Africa, so the rules governing how employee data can be collected, stored and transferred
differ sharply depending on where a new hire is based.5 An EOR with established local
infrastructure is generally better positioned to keep employee data handling compliant with
whatever framework applies in a given country than a business trying to interpret unfamiliar

privacy law on its own.

When should a business consider an employer of record?
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An EOR model can be particularly useful when a company:

Wants to hire its first employee in a new country

Needs to test a market before committing to entity setup

Seeks top global talent regardless of location

Requires expert guidance on unfamiliar employment regulations

Manages a distributed international team

Wants to simplify cross-border HR and payroll administration

Plans to scale across multiple countries

While an EOR provides flexibility for international hiring, a company building a large,
permanent workforce in a single country may eventually determine that establishing its own
entity better suits its long-term needs. The right approach depends on hiring volume, market
strategy and operational goals. A useful way to think about the decision is as a threshold
rather than a one-time choice: many companies start with an EOR for their first handful of
hires in a market, then reassess once headcount, cost and long-term commitment justify the
investment in a local entity. There is no fixed number of employees at which that switch
automatically makes sense, since the right threshold depends heavily on the country's entity-
setup cost and the stability of the business's plans there. Revisiting the decision periodically,
rather than treating the initial choice as permanent, keeps the structure aligned with how the
business is actually growing.

What to look for in an employer of record

When selecting an EOR partner, businesses should look beyond country counts and
evaluate the infrastructure supporting its global employment services.

Selection criteria Key considerations

Country coverage Ensures current target markets and future
expansion regions are supported

Compliance expertise Local expertise to keep contracts and
employment practices aligned with changing
laws

Payroll capabilities Reliable multi-country payroll, tax
withholding and salary payments

Localized benefits Access to statutory and supplementary
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Selection criteria Key considerations
benefits suited to each market

Human support Dedicated experts who can help with
complex regional employment questions
around the clock

Transparent pricing Clear, predictable fee structures that make
global employment costs easier to forecast

The right provider brings together transparent pricing, owned entities, local expertise and
dedicated round-the-clock human support. It is worth pressure-testing each of these criteria
against a provider's actual coverage map rather than its marketing claims, since a provider
that subcontracts employment through third parties in some countries can carry different
risk and cost characteristics than one operating through entities it owns directly. Asking a
prospective provider how a specific target country is served, and by whom, is usually the
fastest way to see past a general country count and understand what a business would
actually be buying. That single question often reveals more about a provider's actual
reliability than any feature list on its website.

1Business Ready (B-READY)
24 HR points to consider when going global

3International labour standards on employment security

49 consequences of misclassifying your 1099 contractors

S5Data and privacy unprotected in one third of countries, despite progress

Summary

Entering a new market means balancing the promise of growth against the reality of
employment compliance, payroll, benefits and local regulation, and that balance is rarely
easy to strike without help. An Employer of Record removes the biggest barrier by letting a
business hire internationally without setting up a local entity first, so it can test new markets,
reach global talent and build a compliant team faster than a traditional expansion would
allow. Multiplier supports this approach across more than 160 countries through its owned-
entity network, pairing local expertise with round-the-clock support to manage contracts,
payroll, benefits, time off, expenses and compliance in one place. That combination will not
fit every company at every stage, since a business planning a large, permanent workforce in
one country may eventually outgrow an EOR model. For most companies taking their first
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steps abroad, though, it offers a faster path to expand with confidence.
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