
The challenges  
of payroll in Europe  
for US companies

A TMF Group briefing



Contents
Executive summary
Compliance
 Income tax systems
 Social security benefits
 Reporting frequency and requirements
 Data security 

Employee rights and benefits
 Annual leave entitlements
 Paid public holidays vary by country and region
 Unionisation 

Day-to-day payroll management
 Payment runs
 Payslips
 Professional bodies for payroll 

Managing payroll in new markets
 Outsourcing cuts costs
 Picking the right provider
 Captive centres 

Conclusion
How TMF Group can help

References

3

4

8

12

14

15

16

17



Executive summary

As small and medium-sized enterprises (SMEs) grow in 
size and scale, the complexity of their payroll process 
changes. When it comes to international expansion, 
organising payroll can become even more challenging 
due to the vastly different compliance requirements 
within each market, as well as the individual cultural and 
legal nuances.  

For US-based companies, the European market can be 
particularly complex. Although the 27 member countries 
of the European Union (EU) are unified in some ways, 
they can vary differently, when it comes to interpreting 
payroll from how they implement EU directives, to 
government disclosure requirements. Non-EU states such 
as those in Eastern Europe, Switzerland and Scandinavia 
can present unique difficulties of their own, ranging from 
a lack of electronic reporting to complex national and 
municipal tax systems. 

In a function such as payroll, which relies heavily 
on process, it’s easy to forget about the importance 
of observing cultural sensitivity and the related 
complexities. But in order to have a successful global 
impact, it’s important that cultural sensitivities are not 
just observed but fully embraced. 

This Briefing Paper looks at some of the 
major challenges that SMEs from the 
US can face when managing payroll in 
Europe, advising on best-practices for 
those companies seeking to partner 
with a third party supplier in order to 
manage this function.
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Compliance 

Every jurisdiction requires different information in order 
to calculate correct net pay, and Europe is no different to 
the US’s 50 states. Here we examine some of the different 
parameters to take into consideration when running 
payroll in Europe. 

Income tax systems 
The system of taxation differs across European countries 
and no two markets within the region operate the same 
model. The variety of tax regimes across Europe also 
means there are few similarities between European 
countries and the US, where there is also variance 
between different states. The lack of uniformity in Europe 
has the potential to complicate the process for SMEs 
wishing to move into the European marketplace because 
it is not possible to take one model and replicate it 
across the continent. 

In the US, the tax system is progressive at the federal 
level; the rate paid varies and is dependent on how much 
employees earn. While there is a standard federal income 
tax across the US, different states levy additional income 
taxes at different levels, using varied systems. Likewise, 
there is no common system in existence in Europe. While 
some European countries also operate a progressive 
system of tax, others use a flat rate, which can make 
calculations easier. 

Flat tax rates in Europe, 2015

Country Flat tax rate 
(%)

Andorra 10%

Bosnia & 
Herzegovina 10%

Belarus 12%

Bulgaria 10%

Czech Republic 15%

Estonia 21%

Georgia 20%

Hungary 16%

Latvia 24%

Lithuania 20%

Macedonia 10%

Montenegro 9%

Romania 16%

Russia 13%

Serbia 12%

Ukraine 15%

Note: Czech Republic has a temporary 22% 
upper rate and Slovakia has a temporary 25% 
upper rate. (Not included: Guernsey and Jersey.) 

Source: Crowe Horwath
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In addition, some countries have a dual tax system; this 
originated in the Nordics and is still an important feature of 
the Nordic taxation system. ”Dual tax” refers to two different 
income tax deductions within one country characterised by 
a national and a municipal tax. Sweden has a dual taxation 
system which is progressive at the national level, while a 
flat rate is applied at a municipal level (and, to make things 
more difficult, it varies from municipality to municipality). 
Other countries operating such a system include Croatia and 
Denmark, where a church tax is also levied.

In Ireland, instead of a dual tax system, there are two 
progressive forms of tax — Pay As You Earn (PAYE) and the 
Universal Social Charge (USC). These apply at different rates 
for different levels of income, increasing the complexity of a 
gross-to-net calculation. There may also be specific tax relief 
available to certain groups of employees. For example, in 
the Netherlands, expatriate employees with skills that are in 
short supply in the country can apply for what is known as a 
30% ruling. This means that the Dutch wage tax would only 
be applied to 70% of the individual’s income.

Social security and benefits 
Because of the nature of the continent, employees will 
often work across borders, sometimes on a permanent 
basis. For example, you could live in France and work in 
Luxembourg. Generally, the rule for social security in the 
EU is that you pay where you work, but it is possible that 
an employee may work in one country and be subject to 
social security in another. Let’s look at a few examples. 
 

Italy
One of the reasons that Italy is considered to have such 
a complex payroll system is because of the numerous 
calculations of social security and taxes, which vary 
not just by region but also by city. What’s more, a 
company with only a small number of employees in 
the country must comply with the same regulations as 
large companies, putting pressure on SMEs. There is a 
particularly high frequency of legislative changes, too — 
driven by strong unions — which can impact both social 
security payments and employee benefits. 

France
Social security regulation in France is also notoriously 
complicated as government reporting requirements are 
frequent, and different industries report to different 
government departments. The French payslip is especially 
complex and involves numerous “social charges”. 

Belgium
Like France, Belgium’s complex system is characterised by 
frequent changes to social insurance deductions. There 
are 17 multiple reporting schedules for social security, 
which must be made quarterly. Taxes are reported both 
monthly and annually, and the information must be filed 
to different organisations. Due to extremely complicated 
reporting requirements, varying frequencies, Belgian-
based companies usually have specific teams running 
the post-payroll process. Often this is outsourced to an 
external vendor. 
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Reporting frequency and requirements 
Every country in Europe has different requirements 
regarding both when and what type of information must 
be reported. In some countries the employer must keep 
up-to-date figures and report the information to external 
authorities monthly. In other countries, government 
reporting is only required annually. Let’s recap some 
recent major changes.

United Kingdom
Reporting in the UK has recently been through a complete 
transformation. The UK moved to a system of real time 
reporting, known as Real Time Information (RTI), in 
2012. It was the single biggest overhaul of the British 
Pay As You Earn (PAYE) system since its introduction in 
1944. Essentially, it requires all UK employers to notify 
Her Majesty’s Revenue & Customs (HMRC) of their PAYE 
liability at the same time, or before, they make payments 
to employees. The process is not as complicated as 
in some countries because employers are required to 
report the information to only one source, HMRC, and 
this is done via the Government Gateway (a centralised 
online reporting system). Under RTI, reports must be 
submitted to the government each time the business 
completes a pay run, and failure to comply results in 
fines. Where an employer provides additional benefits, 
such as private medical insurance, these may generate 
additional complexities for payroll. In the Republic of 
Ireland, benefits are taxed notionally through the payroll, 
whereas in the UK they are reported after the end of the 
tax year on a special form.

Belgium
In Belgium, income tax (or impôt des personnes 
physiques/personenbelasting) is assessed once a year 
on the basis of a tax return, but a percentage of monthly 
income is withheld by employers and used to offset 
the annual tax bill. This is known as the “précompte 
professionnel” or “bedrijfsvoorheffing”.

Finland
In some countries the tax authorities are proactive. For 
example, the Finnish tax authorities send individuals a 
pre-filled tax return in the spring of each year. If there is 
nothing to correct, once checked it can simply be filed 
for personal records. However, if corrections are required, 
these must be returned and a new return will be issued 
in the autumn.

How does this compare with the US?
The complexity of the system in the US, with each 
state implementing its own income taxes, also affects 
reporting frequency. Quarterly and annual reporting is the 
norm for the majority of US jurisdictions, while electronic 
reporting is usually required; this is not the case in all 
of Europe. There are also differences with Europe in 
terms of record keeping. In the US, the Federal Income 
Contributions Act (FICA) requires that employers retain 
records for four years. In the UK, companies must keep 
accounting records for six years. As payroll records are, 
generally speaking, accounting records, UK companies 
need to keep payroll records for six years. The six-year 
minimum also applies to companies within the Republic 
of Ireland.
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Data security  
A significant area in which the US and Europe differs 
culturally is over the use of data. The principle of 
collecting and exchanging data freely is the norm in the 
US, which can make managing payroll easier. Federal 
legislation surrounding the protection of personal 
information doesn’t exist in the same way it does 
in Europe. Instead, it is governed by an approach of 
self-regulation. 

In Europe, data protection legislation is rigorous. The 
law protects how an individual’s information is used by 
organisations, businesses or the government. Legislation 
insists that information is used lawfully, and is limited for 
specific and stated purposes. It must be kept safely and 
securely and must not be transferred outside the country 
in which it is held without adequate protection.
The EU’s Data Protection Directive requires all member 
countries to establish a National Data Authority, with 
a Data Controller tasked with ensuring the safety of 
personal data. As payroll data can include detailed 
information — such as social security numbers and 
banking details — non-EU companies operating in the 
region can face strict compliance requirements. 
The US-EU Safe Harbor Framework was created to ease 
the process for US companies. US companies can opt-in 
to the framework, which helps to protect them from 
accidental data loss or disclosure. 

To join, US companies have to adhere to seven principles:

 Notice: Individuals must be informed that their data is 
being collected, and how it will be used.

 Choice: Individuals must have the option to opt-out of 
the collection and forward transfer of the data to third 
parties.

 Onward transfer: Transfers of data to third parties 
may only occur to other organisations that follow 
adequate data protection principles.

 Security: Reasonable efforts must be made to prevent 
loss of collected information.

 Data integrity: Data must be relevant and reliable for 
the purpose it was collected for.

 Access: Individuals must be able to access information 
held about them, and correct or delete it if it is 
inaccurate.

 Enforcement: There must be effective means of 
enforcing these rules
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Case in point: Russia

Russia has specific laws around the processing of 
personal data. Federal Law No. 242-FZ, which came into 
force on 1 September 2015, means that any personal 
data from Russian citizens must be stored on servers, IT 
systems, or data centres located in Russia. The new law, 
however, does not prohibit these from being accessed 
from abroad. It also does not impose any special 
restrictions on cross-border transfers or duplication of 
the personal data. Indeed, a data transfer agreement 
is sufficient to allow the international transfer of a 
subject’s personal data, as long as consent has been 
received. The data processor/operator would also need 
to notify the data protection regulator (Roskomnadzor) 
that it will be transferring data cross-border. 



Employee rights and benefits 

Managing payroll in Europe can be made more complex by 
the differing employee entitlements within each market. 
Important areas include the widely differing approach to 
annual leave as well as the influence of unionisation.  

Annual leave entitlements 
In Europe, statutory holiday entitlements contrast 
significantly with the US making it a potentially difficult 
landscape for a payroll manager to navigate. Members 
of the EU have a legal obligation to offer four weeks 
paid holiday as a minimum requirement, as part of the 
Working Time Directive (WTD). This compares to the US 
where there is no statutory minimum, with paid holidays 
decided by employers. 

Local variations and implementation add increasing 
complexity to European payroll. The average leave and 
public holiday entitlement across the EU is 34 days, 
but there are wide differences between countries. For 
example:

 French citizens have 30 days of annual leave. But 
employees who wish to work for more than 35 
hours a week receive up to 22 days extra, which is 
called the RTT (Reduction du Temps). This means 
that companies have to closely track any extra hours 
logged by employees and factor them into their 
payroll considerations. What’s more, any additional 
hours after the RTT period are compensated with 
remuneration and almost never by additional leave. 
Meanwhile, employees in France that take a portion of 
their holiday outside of the traditional summer leave 
period — usually August — are entitled to bonus days. 
For example, taking three days outside this period 
grants an additional day of annual leave, and six days 
taken outside of this period entitles workers to two 
bonus days. 

 Norway — which is not in the EU — has a different 
and unique interpretation on holiday pay. Norwegian 
employees are not entitled to holiday pay during the 
first year of their employment, although they are still 
entitled to leave. The holiday pay — Feriepenger — is 
based on the income of the previous year and can 
include extra work-related remuneration such as 
bonuses. Technically, this is supposed to be paid at the 
time the leave is taken, but to ease the administrative 
burden on payroll, most companies will process it in 
June and replace the salary for that month with the 
holiday pay. 

Such complexity can result in a need for higher headcounts 
when managing payroll in certain countries, which 
entails extra cost. A recent survey by the RES forum in 
US showed that only 31% of company respondents had 
a clear understanding of differing tax rates for expatriate 
employees and the best ways to manage exemptions.
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M&A can complicate European payroll

Perhaps one of the biggest differences 
between Europe and US occurs when there is 
a merger or acquisition (M&A). Generally in 
the US, the acquiring company may “cherry 
pick” the employees of the takeover target. 
In Europe, employees may be covered by 
the Acquired Rights Directive (TUPE in the 
UK). This offers workers a number of rights 
and protections around their contract of 
employment, which the acquiring company 
must honour. As a result, after a number of 
mergers or acquisitions, European payroll 
teams may have to track and deal with 
numerous employees in similar (or identical) 
roles that have different payment packages. 
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Local legislation  
impacts pay interpretations 

One interesting example is the UK, where 
all employees receive at least 5.6 weeks of 
paid annual leave a year, but, as in France, 
there is no statutory obligation to give paid 
leave on bank and public holidays. If paid 
leave is given during public holidays then 
it can be included in the 5.6 weeks holiday. 
Employees who do work on bank or public 
holidays are also not automatically entitled 
to enhanced pay. 

Recent rulings at the Employment Appeal 
Tribunal (EAT) may alter how annual leave 
is dealt with in the UK. Traditionally the 
country interpreted the EU Working Time 
Directive as saying that holiday leave 
should be remunerated at the employees’ 
basic pay rate. But the EAT rulings have 
stated that employers should take non-
guaranteed overtime into account, as 
well as commission payments. In the 
UK, a third of small businesses pay 
staff voluntary overtime, according to 
the Federation of Small Business. The 
manufacturers’ association, EEF, claims 
the overtime changes could add 3%-5% 

on its payroll costs, not accounting for 
extra administration fees. Companies will 
have to closely audit all payments to their 
employees to ensure they are intrinsically 
linked to their contractual duties and then 
decide whether they should be included in 
holiday pay calculations. 

One issue with the ruling on commission 
is that it did not give any guidance on 
what reference period should be used. The 
previous three months seems to be the 
generally accepted period. However, this 
doesn’t take account of the wide variety of 
commission schemes that exist. A company 
may pay commission on an annual basis, for 
example. In that case, a company could find 
the entire sales team wanting to take their 
holidays in the three months following the 
annual payout. Due to the lack of clarity, 
it is highly likely that there will be further 
changes/guidance issued as and when the 
rulings are tested through the courts.

SPOTLIGHT



Paid public holidays vary  
by country and region 
Some European nations require public holidays to be paid, 
ranging from up to 14 days in Malta and 12 in Russia, to 
just two in Norway. This compares against an average of 
7.6 for US workers, whose holiday leave is determined by 
their employers.  

There is much variation throughout Europe. For example, 
there are 11 public holidays in France but these are not 
necessarily paid days off. The exception is La Fête du 
Travail (Labour Day) and La Fête du Muguet on 1 May; on 
this day remuneration is compulsory, showing again how 
local cultural difference can affect payroll functions. 
Across the EU there are around 50 different public 
holidays, but there are more than 30 that are only 

observed by one or two member states, and this does not 
include regional holidays. In Germany, there is one official 
paid public holiday, with different German states then 
having their own set paid holidays, meaning significant 
regional variations within the country. Where a Bank 
Holiday falls on a weekend, some European countries — 
such as the UK and Ireland — switch the public holiday 
to the next working day. Other countries, such as the 
Netherlands, do not transfer the public holiday, effectively 
meaning the employee is not compensated if the holiday 
falls on their non-working day. 

The differing public holidays can also impact processing, as 
payroll may have to go out a day early in some instances. 

Holiday entitlements for the  
top ten economies in Europe4,5

Country Paid vacation days for 
worker after one year

Paid public 
holidays

Germany 24 9-13

UK 20 8

France 30 1-11

Italy 26 12

Russia 22 12

Spain 22 11-13

Turkey 20 7

Switzerland 14 14.5

Sweden 20 1-8

Spain 25 0

Note: Holidays can vary by city, region and canton. Some countries include 
weekends in vacation entitlements. Source: World Bank, European Trade 
Union Institute. 
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Unionisation still strong in Europe
Another important feature of European workforces is 
unionisation, which is still particularly strong. Trade 
unions or Works Councils are common with many 
employers, and the rights of employees to join them are 
protected. In the UK alone an estimated 6.5m people are 
members of a trade union.  

Other forms of workers’ representation are common. 

 Collective Bargaining Agreements: These have an 
important role on workers’ rights within European 
countries. Such agreements affect two-thirds of all 
employees inside the EU alone, where well over a 
thousand different collective bargaining agreements 
are in existence. They help to define the legislative 
standards. They may be used to define minimum 
wages, overtime calculations and leave entitlements. 
It is down to the payroll department to ensure it 
complies with all collective bargaining agreements. At 
the same time it must also comply with third parties 
and government departments such as social security 
departments, pension departments or employment 
agencies.  

 Workers’ Councils: Some countries have particularly 
strong workers’ councils; these can be found 
in Germany, Poland, Austria, France, Belgium, 
Luxembourg and the Netherlands. These powerful 
bodies contain democratical elected employees whose 
main task is to represent other employees, monitor 
compliance with legislation, and hold discussions with 
management on transactional issues. In Germany, 
foreign employees have the same voting and 
candidature rights as their German colleagues.  

It is essential that payroll managers stay informed of 
all labour negotiations throughout the year, as unions 
can influence everything from pay rates to holiday 
entitlements. In highly unionised countries — such as 
Belgium and Germany — it may be necessary to budget 
for increased payroll personnel, or potentially have payroll 
representatives as part of the bargaining process, so that 
they can stay briefed.   
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Day-to-day payroll management  

Calculating payroll can be made more complex by the 
frequency of payment runs, as well as tasks such as 
creating detailed payslips. Many European countries lack 
professional bodies like the American Payroll Association, 
which can make it harder to get guidance. Multinational 
employers may not have local payroll experience in every 
country in which they operate and so tend to seek advice 
from other sources such as employment tax specialists  
or advisers. 

Payment runs 
In many countries in Europe it is the norm to run a 
monthly rather than bi-weekly (or even weekly) payroll.

However, there are discrepancies within industries — 
including agriculture and hospitality — where a bi-weekly 
payroll may be considered normal. The requirement for 
extra payment runs means that payroll managers have to 
make gross-to-net calculations more frequently.
However, in the US there are generally higher numbers of 
payroll runs per month than in most European countries, 
so this may be an area which is easier to manage for 
payroll managers.

Payslips
Payslips are a legal requirement, and certain information 
is mandatory in the same way it is in the US. Required 
information varies depending on the country, and any 
business seeking to conduct business overseas must 
ensure they meet their legal obligations with regard 
to payslips. 

Mandatory information will usually include details of an 
employee’s gross pay, net pay, amount of and purpose for 
any deductions, and the method of payment. 

Some European countries produce complex and lengthy 
payslips. For example, the French payslip is notoriously 
complicated and can stretch to 40 lines of text, listing 
numerous fields such as social welfare registration, 
healthcare, unemployment and retirement insurance, 
family benefits, housing benefits, transportation tax and 
pensions contributions. This compares to an average of  
14 lines in the US.

Example of a French payslip

Source: www.dossierlocation.fr
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In European countries where a number of languages 
are spoken, there may be rules around the use of 
language within the payslip. For example, in Belgium, 
contracts must be written in the language of the region: 
Flemish must be used when the employer has his/her 
headquarters in the Flemish-speaking region, or French 
when it is in the French-speaking. Meanwhile, in Russia, 
patronymic names — which are derived from the Father’s 
Christian name — add an extra complexity to all official 
documents.

Professional bodies for payroll
Businesses seeking to expand across Europe should be 
aware that many European countries do not operate their 
payroll function with the support of a professional body. 

That doesn’t mean the payroll departments within these 
countries are not professional. It’s just they don’t contain 
a professional body — such as the American Payroll 
Association, or the UK’s Chartered Institute of Payroll 
Professionals (CIPP) — which they can rely on for  
up-to- date and accurate information. This can make it 
difficult to gain comprehensive guidance on how  
to operate.

Likewise there may not be anything similar to 
the American Federal Taxation Regulator, which 
communicates legislative changes. One exception to 
this is HMRC in the UK. This civil service department 
issues guidance on regulatory and tax changes, and, in 
addition, has a robust and healthy relationship with the 
CIPP. Meanwhile, in other countries, such as France, each 
industry may interpret taxation differently. So instead 
of being told by a government department how to 
implement new legislation, individual industries will each 
implement it in different ways. 
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Impact of the ECJ

The European Court of Justice (ECJ) can also influence 
employment conditions across the continent. The 
Spanish courts recently referred a case to the ECJ 
concerning security system installers. As part of their 
job, these workers were required to travel up to 100km 
to visit clients. The ruling was based around whether 
or not the journey time should be included as working 
time under the Working Time Directive. The ECJ ruled 
that the time spent travelling did constitute working 
time. It will be interesting to see how each EU country 
interprets and implements this ruling and how it relates 
to the Working Time Directive.  



Managing payroll in new markets  

The many legal and cultural differences regarding  
payroll in Europe provide an opportunity for payroll 
providers to specialise. Many companies find working 
with one of these partners eases the administrative burden 
and helps maintain compliance. 

The type of partner best suited for your company’s 
needs is subjective and dependent on many factors. 
These include: 

 Size of the company 
 Size of the overseas operation 
 Type of operation you’re planning, i.e. is this a 

permanent move into the global market place or a 
one-off temporary contract? 

 The area of Europe you’ll operate in. 

Also, most providers have expertise within specific 
regions. It’s important you pick the right company for your 
chosen international expansion plans, especially if you’re 
considering operating in a complex market like Europe. 
Even where there has been an attempt within the 
EU to move member states to achieve some sort of 
unification — which would make it easier for companies 
to operate across Europe — implementing frameworks 
is never straightforward. One example is the Working 
Time Directive (WTD). This ensures employees have the 
right to a minimum number of holidays each year, and 
the right to work no more than 48 hours in any week — 
among other provisions. However, it has been interpreted 
differently in almost all member states. For instance, in 
some countries, such as Portugal, there is no overtime 
permitted above 48 hours. Other countries implemented 
the legislation quite differently, ignoring the 48-hour rule. 
Instead, an agreement is made directly between the 
employer and employee. 

Outsourcing payroll:  
An opportunity to cut costs 
One of the first considerations for businesses wishing 
to launch globally is how to administer the company’s 
global payroll function. Many businesses believe the best 
way to support employees locally is to outsource the 
payroll function. The responsibility for keeping up to date 
with the changing legal and regulatory frameworks then 
rests entirely on the shoulders of the vendor. They also 
understand, observe and advise on any cultural sensitivities. 

Picking the right partner
Running an efficient payroll requires manpower, expertise 
and specialist software, outsourced vendors can more 
easily afford these investments than SMEs. However, 
there are many different types of vendor, and selecting 
the right partner for the company’s needs is vital.

There are four categories to divide the vendor market. 
These are:
 Outsourcing companies: They use in-house expertise 

and their own IT infrastructure to manage payroll 
services.

 Aggregators: They use a network of third party 
providers to manage the services, allowing them 
greater geographic coverage. 

 Software as a service (SAAS) providers: They only 
offer the software, which they run, maintain and 
upgrade. The customer is responsible for all other 
elements of the payroll function.

 Business process outsourcing (BPO) companies: 
Typically large organisations that will take over entire 
sections of a customer’s back-office functions such as 
HR and payroll. They are focused mainly on specific, 
repeatable processes. 

Choosing the right approach depends on the needs of the 
company. Outsourcing companies can provide technical 
processes, as well as in-depth, in-house knowledge, 
making them the most complete service. Aggregators 
use local third party suppliers to manage much of their 
operations. Meanwhile, SAAS companies provide the 
technical backbone to improve the way your company 
operates payroll, but does not take responsibility for the 
process. This approach can generate savings, but for an 
SME the technical costs only account for around 10-15% of 
total payroll costs per employee. The bulk of the cost is due 
to the expense of payroll staff. Headcounts may be reduced 
with more sophisticated software, but not as significantly 
as with a fully outsourced provider.
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Conclusion 

Managing payroll processes is indisputably complex. 
European countries are often considered some of 
the most difficult regimes to navigate. Despite the 
introduction of numerous European directives there 
has been little movement towards any form of 
unification of a regulatory framework among member 
states. There is neither a concept of a European payroll 
process, nor a standardisation of such processes in 
existence. The long legislative histories of many 
European countries mean the rules are complex and 
often confusing even for experienced payroll experts. 

Due to the nature of European payroll systems, the 
move towards forms of outsourcing becomes attractive, 
not only because it simplifies the process - particularly 
for SMEs that may lack experience within this field - but 
also it helps to drive cost efficiencies. Organisations 
looking to expand into other regions need to ensure 
that they are familiar with the legislative differences 
in order to avoid penalties for non-compliance. 
Outsourcing, software, and local country expertise 
can go a long way towards enabling compliance with 
record-keeping and reporting mandates. 
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How TMF Group can help 

With our own specialists based in-country in more than 80 
countries around the world, TMF Group understands that 
every business is different so we adapt our service to give 
you what you need, when you need it, where you need it. 
We are a partner that can grow with you: right from the 
point of entry to a market, setting up and incorporating 
your legal entity, ensuring ongoing local compliance, and 
supporting the complete employee lifecycle. 

We have more than 1,000 HR and payroll specialists on 
the ground around the world, and they really understand 
the nuances of your local market, local currency and 
local dialect. 

But don’t just take our word for it. In 2015, the Everest 
Multi-Country Payroll PEAK Matrix rated TMF Group as a 
major contender globally and the strongest provider of 
payroll in Latin America. Our robust risk management 
framework, know your client and anti-money laundering 
processes all add that extra tier of reassurance which 
gives peace of mind that your business is with a 
financially secure and trustworthy partner.

Why choose TMF Group?
 Experts in low volume payroll populations 

— that is, from 1 to 3,000 employees per 
country

 More than 1000 of our own payroll experts in 
80+ countries

 Over 5,500 payroll clients
 More than €5bn in salary payments handled 

annually
 Flexibility to invoice in local currency
 Holds ISO27001 (information security 

standard) and SOC1-ISA3402 for HR and 
payroll services

 Robust risk management and business 
continuity measures, including know your 
client and anti-money laundering processes 
and services

 Full compliance with local rules and regulations
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the nuances of your local market, local 
currency and local dialect. 



References 

1. Europeans, Second Edition: A Geography of People, Culture, and Environment, pg 387
2. RES Forum 2015, RES Forum Survey on Expatriate Payroll- Approach, Administration, Systems, https://theresforum.

com/wp-content/uploads/2015/01/RES-E-survey-Expatriate-Payroll-%E2%80%93-approach-administration-systems.
pdf, accessed August 2015

3. Bureau of Labor Statistics, http://www.bls.gov/news.release/ebs.t05.htm, accessed August 2015
4. World Bank Group, Doing Business, http://www.doingbusiness.org/data/exploretopics/labor-market-

regulation#rigidityHours, accessed August 2015
5. ETUI 2007, No Vacation Nation, http://www.law.harvard.edu/programs/lwp/papers/No_Holidays.pdf, accessed August 

2015
6. Wragge, Lawrence, Graham & Co., http://www.wragge-law.com/insights/holiday-pay-and-overtime-what-are-the-

implications-for-pensions-and-benefits/, accessed August 2015
7. dossierlocation.fr, La fiche de paie dans le dossier de location, July 2015, http://www.dossierlocation.fr/blog/la-fiche-

de-paie-dans-le-dossier-de-location/, accessed September 2015
8. Australian Payroll Association, 2015 Benchmarking Report, (figures converted into US$)

17



Want to talk about what you’ve 
read here? Contact your local 
TMF Group office; details found 
at www.tmf-group.com

 
E: contact@tmf-group.com

tmf-group.com/HRPayroll
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accounting advisor. No action should be taken on the basis of this information without first seeking independent professional 
advice. We shall not be liable for any loss or damage whatsoever arising as a result of your use of or reliance on the information 
contained herein. 

This is a publication of TMF Group B.V., P.O. Box 23393, 1100 DW Amsterdam, the Netherlands (contact@tmf-group.com). TMF Group 
B.V. is part of TMF Group, consisting of a number of companies worldwide. Any group company is not a registered agent of another 
group company. A full list of the names, addresses and details of the regulatory status of the companies are available on our 
website: www.tmf-group.com. 

© September 2015 TMF Group B.V.


