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Introduction: Why Al Is Going Global

Artificial intelligence is no longer a niche capability reserved for research teams or
experimental projects. It's rapidly becoming core infrastructure for modern businesses,
embedded in everything from product development and customer experience to
operations, finance, and risk management.

But one obstacle stands in the way for many companies: finding and retaining skilled Al
talent. In one report, 76% of organizations said they face a “severe shortage” of Al-
skilled talent.

Companies across North America, Europe, and Asia are competing for the same limited
pool of data scientists, machine learning engineers, and Al researchers. The result is
predictable: rising salaries, longer hiring cycles, stalled projects, and slower innovation.

However, remote work and global employment models have unlocked access to skilled
Al professionals far beyond traditional tech hubs. Companies that once limited hiring to
Silicon Valley or London are now building Al teams across Eastern Europe, Latin
America, and Southeast Asia.

While global hiring expands access to talent, new perspectives, and round-the-clock
development, it also requires navigating local employment laws.

In this guide, we'll show you how to grow your Al team globally in a compliant, strategic
way. You'll get practical steps you can apply immediately, guidance on what to avoid,
and a clear view of how borderless hiring is reshaping the future of Al.

+ Al talent knows no borders — and neither should your
hiring strategy.”


https://www.prnewswire.com/news-releases/ust-ai-report-93-of-large-companies-view-ai-as-essential-to-success-but-more-than-three-quarters-face-a-severe-talent-shortage-302225492.html

Chapter 1

The Global Race for Al Talent

Al's Rapid Rise

As artificial intelligence has moved from research labs to boardrooms,
adoption is accelerating across industries and is now central to business
strategy. But access to talent remains a bottleneck.

We recently surveyed HR and People Leaders from companies across four

key markets: the United States, the United Kingdom, Australia, and Brazil.
They shared that the hardest roles for them to fill are in artificial
intelligence (73%), followed by cybersecurity (71%) and data and analytics
(63%).

Artificial Intellegence 73%

Cybersecurity 7%

Data & Analytics 63%

Engineering / Software Development 54%

Product Management 13%

Sales & Business Development [ 1%

Customer Success / Support | 1%

Human Resources / People Ops || 1%

Marketing
N = 300

Finance & Accounting

0% 20% 40% 60% 80%


https://www.remofirst.com/state-of-global-hiring

In 2025, there were more than 1.6 million open Al roles globally, but only

about 500,000 qualified professionals available to fill them. Universities are
expanding Al programs, but so far the education pipeline cannot keep up
with demand.

The Local Market Squeeze

In countries such as the United States, the United Kingdom, and Germany,
demand for Al talent far exceeds local supply. As a result, salaries for
experienced Al engineers have skyrocketed — often exceeding USD

200,000 annually. Turnover rates remain high as companies compete for
(and throw money at) the same limited pool of experts.

This imbalance makes hiring and retention especially difficult for small- and
mid-sized companies. Instead of vying for the same limited talent locally,
more teams are expanding their search outside their home countries,
where highly skilled professionals can deliver the same quality without the
sky-high price tag.

The Case for Global Hiring

Building Al teams internationally offers innovation, cost-efficiency, and
resilience through:

e Access to diverse skill sets: Global hiring introduces a wider range of
technical and cultural perspectives, fueling creative problem-solving.

e Cost optimization: Hiring outside of high-cost markets can significantly
lower payroll expenses — without compromising on talent quality.

* Faster scaling: Global employment platforms, such as an Employer of
Record (EOR), enable companies to hire in days instead of months.

e Round-the-clock productivity: With teams based in multiple time
zones, projects can progress continuously — a powerful advantage.


https://medium.com/@andrewgaitken1/the-great-ai-talent-famine-building-ai-without-builders-9649162e97a3
https://medium.com/@andrewgaitken1/the-great-ai-talent-famine-building-ai-without-builders-9649162e97a3
https://www.secondtalent.com/resources/most-in-demand-ai-engineering-skills-and-salary-ranges/
https://www.secondtalent.com/resources/most-in-demand-ai-engineering-skills-and-salary-ranges/

Diversity in hiring leads to broader perspectives and
stronger innovation.

Key Takeaways

The global Al talent gap is widening, with demand far outpacing supply in
Mmajor economies.

Companies that hire beyond borders gain access to deeper talent pools,

more sustainable costs, and a faster path to building competitive Al teams.




Chapter 2

Where to Find Top Al Talent

Al Expertise Is Global

Once concentrated in a few hubs, Al talent now spans dozens of emerging
regions with distinct strengths.

While the United States and Western Europe are still leading the way, new
markets such as India, Poland, Brazil, Nigeria, and Vietnam are rapidly
becoming go-to destinations for Al hiring.

These countries combine strong technical education systems, competitive
costs, and growing startup ecosystems that nurture world-class Al talent.




Regional Strengths at a Glance

Each global region contributes in different ways to the Al ecosystem.

Understanding these distinctions can help organizations decide where to

hire based on their technical needs, language preferences, budget, and

time zones.

Region

Eastern Europe
(Poland, Romania,
Ukraine)

Latin America (Brazil,
Argentina, Mexico,
Colombia)

Asia-Pacific (India,
Vietnam, Philippines)

Africa (Nigeria, Kenya,

Egypt)

Western Europe (UK,

Germany, France)

Key Strengths

Strong STEM
education, deep data
science and ML
expertise

Cultural alignment
with North America,
time zone proximity,
fast-growing Al
communities

Large volume of Al
and analytics
graduates,
experience with
enterprise-scale
systems

Rapidly expanding
developer population,
increasing Al
education initiatives

Advanced research,
strong compliance
and ethical Al
frameworks

Typical Roles

Data Scientists, ML
Engineers, NLP
Specialists

Data Engineers, Al
Ops, Computer
Vision Engineers

ML Developers, Data
Analysts, Al Trainers

Al Researchers,
Model Developers

Al Researchers,
Product Managers

Talent Cost
(vs. U.S))

~50-60% lower

~40-50% lower

~60-70% lower

~65-75% lower

Similar to the U.S.



Understanding Market Maturity

Not every region is equally developed in Al. Some markets have deep

research ecosystems, strong startup activity, and mature commercial

adoption, while others are earlier in their growth cycle, with emerging talent

pipelines and limited industry integration. Understanding where a region

sits on that spectrum is critical before committing to hiring there.

When evaluating a market, look at four factors:

Educational infrastructure: Are universities producing Al, data science,
or ML graduates?

Industry presence: Are global tech companies and startups active in
the area?

Government support: Are there national Al strategies, grants, or
innovation zones?

Language & collaboration fit: How easily can your team work across
communication and time zones?

The Salary Equation

Cost isn't everything, but regional salary ranges matter for planning. The

United States remains the priciest place to source Al talent, while regions

like Latin America and Eastern Europe are increasingly becoming hubs for

cost-effective hiring.



Estimated 2026 annual pay range, in USD, for Al professionals:

Eastern Latin ia-
Role U.S. . As'% . Africa
Europe America Pacific
ML Engineer $118,000 - $35,000 - $24,000 - $15,000 — $15,000 -
g $312,000 $85,000 $114,000 $155,000 $65,000
Data $105,000 - $30,000 - $22,000 - $12,000 - $12,000 -
Scientist $195,000 $65,000 $80,000 $110,000 $55,000
Al Product $141,000 - $45,000 - $40,000 - $50,000 - $25,000 -
Manager $197,000 $75,000 $95,000 $130,000 $70,000

Hiring globally isn’t about finding the cheapest talent —
it's about finding the right expertise in the right market.

United States: Compensation is heavily influenced by geography and
experience. Senior ML Engineers in hubs like San Francisco or New York can
earn over half a million dollars in total compensation.

Eastern Europe: Poland and the Czech Republic are key tech hubs. In
Poland, most Al/ML roles fall between USD 56,000 and USD 85,000
annually, though top-tier experts can earn up to USD 180,000 in
specialized remote roles.

Latin America: This region is a top choice for U.S. companies interested in
nearshoring. Brazil and Mexico offer some of the highest regional salaries,

with senior ML Engineers earning up to USD 114,000. In Colombia, mid-level
salaries for these roles typically hover around USD 45,000 to USD 60,000.
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Asia-Pacific: This part of the globe has the widest range. Singapore and
Australia offer competitive Western-style salaries (averaging USD 130,000
to USD 151,000 for ML Engineers). At the other end of the spectrum, the
average salary in India is around USD 11,000 to USD 14,000, although wages
for senior roles are starting to rise.

Africa: Major tech hubs like Nigeria, Kenya, and South Africa are seeing
growth. While local market rates are lower, professionals working for
international firms can earn more moderate salaries in the range of USD
50,000 to USD 65,000.

These numbers illustrate why many companies blend onshore and offshore
Al roles — maintaining senior leadership in key markets while scaling and
diversifying through global hires.

Evaluating Hiring Viability

When selecting a new market to mine for Al talent, organizations should
assess:

e Legal & employment infrastructure: Is it easy to hire locally, either by
establishing an entity or through an Employer of Record (EOR)?

e Intellectual property protections: Are local laws strong enough to
safeguard proprietary models and datasets?

e Payroll & tax complexity: How difficult is it to manage cross-border
compensation and benefits?

e Cultural alignment: Does the region share similar work ethics,
communication norms, or project management styles?

® n



Building a Global Al Talent Strategy

The most effective global Al teams use a hub-and-spoke model —
anchoring leadership and product direction in one region, while distributing
technical execution across multiple hubs.

This model allows for:
e Follow-the-sun productivity (24-hour work cycles)
e Localized expertise in data and regulation
e Operational flexibility to scale up or down as needed

Key Takeaway

The global Al workforce is expanding rapidly — and the most forward-
thinking companies are looking beyond borders to find the best talent.

By identifying emerging Al hubs, understanding local labor dynamics, and
balancing cost with compliance, you can build a resilient, high-performing
Al team that drives innovation from anywhere.

leadership with distributed technical hubs to scale

‘ The strongest global Al teams combine centralized
without losing focus.

‘ 12



Chapter 3

Top 10 Countries for Al Talent

Ready to start adding skilled tech workers to your team? These are some of
the best countries for sourcing top-tier Al talent — whether you need
doctorate-level researchers, skilled data engineers, or versatile Al product
teams.
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1. Singapore ‘S

Singapore ranks #1 globally for overall Al talent and also takes the top spot
for Al engineering intensity in LinkedIn’s 2025 Al Talent Index. It's no

surprise companies of all sizes target the region’s residents for senior Al
roles.

The government’s National Al Strategy 2.0 doubles down on talent

development, compute access, and governance, while Al Singapore’s 100E

program funds industry-specific projects that put engineers directly into
applied Al work. The city-state also has one of the highest relative Al hiring

rates in the world (18.93%), meaning career pathways and peer networks
are strong.

Hubs to target:
e One-north / Buona Vista / Raffles Place (Fusionopolis, Biopolis):
Deep-tech and applied R&D density
e CBD + Marina Bay: Enterprise Al, fintech, regional HQ teams
e NUS /NTU ecosystems: Strong research pipelines and startup spinouts

Best for:
e Senior applied ML engineers and ML platform leads

Risk/compliance, fraud, and trust & safety ML (especially fintech)

Data engineers who can operate in high-regulation environments

Al product leads

Specialists in regulated-industry Al (finance, healthcare, govtech)

14


https://www.remofirst.com/country-guide/singapore
https://economicgraph.linkedin.com/content/dam/me/economicgraph/en-us/PDF/li-ai-talent-index.pdf
https://www.smartnation.gov.sg/initiatives/national-ai-strategy
https://aisingapore.org/innovation/100e/
https://www.intelligentcio.com/north-america/2024/09/20/ranked-the-best-countries-for-ai-startups/
https://www.intelligentcio.com/north-america/2024/09/20/ranked-the-best-countries-for-ai-startups/

2. Germany @B

Blending deep academic research with strong industrial adoption, Germany
is one of Europe’s most reliable sources of Al talent. The Skilled Immigration

Act and updated EU Blue Card rules also make it easier for non-EU Al

professionals to relocate to the country.

The Cyber Valley region in Baden-Wurttemberg is Europe’s largest

research consortium for Al, connecting universities like Tubingen and

Stuttgart with automotive, robotics, and manufacturing corporations.

Hubs to target:

Munich: Engineering-heavy applied Al, autonomy, robotics adjacencies
Berlin: Startups, product Al, Al-first SaaS

Stuttgart / Karlsruhe region: Industrial automation, robotics,
manufacturing ecosystems

Rhine-Ruhr (Cologne, Dusseldorf): Enterprise + applied research
corridors

Best for:

Robotics, computer vision, edge Al, and industrial ML (predictive
maintenance, quality inspection)

Applied research engineers who translate models into production
systems

Safety-critical ML and verification-minded engineering cultures
Automotive Al specialists

15


https://www.remofirst.com/country-guide/germany
https://www.make-it-in-germany.com/en/visa-residence/skilled-immigration-act
https://www.make-it-in-germany.com/en/visa-residence/skilled-immigration-act
https://www.make-it-in-germany.com/en/visa-residence/types/eu-blue-card
https://cyber-valley.de/

3.India _o

With one of the largest STEM graduate outputs in the world, India has a
massive pipeline of engineers and data scientists specializing in Al.

The recently approved IndiaAl project includes significant investment in
compute infrastructure, public datasets, and Al skilling programs — all
aimed at positioning India as a global Al hub.

International tech giants and fast-growing startups alike run major R&D
centers in India, particularly in Bengaluru, Hyderabad, and Pune.

A workforce with a high English proficiency and competitive compensation
expectations makes India ideal for rapidly scaling Al engineering and
operations teams.

Hubs to target:
e Bengaluru: Product engineering, ML engineering, data platforms
e Hyderabad: Cloud + enterprise Al, applied research centers
e Pune: Engineering + industrial software, strong talent depth
e Delhi/NCR (Gurugram/Noida): Startups, Al services, applied analytics

Best for:
e ML engineers at scale (model development + productionization)
e Data engineering, MLOps, evaluation, and labeling/QA leadership
e Applied GenAl builders (RAG systems, agents, customer support
automation)

16


https://cset.georgetown.edu/article/the-global-distribution-of-stem-graduates-which-countries-lead-the-way/
https://www.remofirst.com/country-guide/india
https://indiaai.gov.in/

4.Canada {+)

Canada was the first country to launch a national Al strategy. The result?
High-performing research hubs, such as Mila in Montréal, the Vector
Institute in Toronto, and Amii in Edmonton, have created a steady pipeline
of Al talent.

The Global Talent Stream can process work permits for highly skilled tech
roles in as few as two weeks, making it easier for companies to integrate
international Al professionals into Canadian teams.

Hubs to target:

Toronto—Waterloo: Startups + enterprise Al; strong applied engineering

Montréal: Deep learning research community and startup pipeline

Edmonton: Research-to-application talent and strong technical depth
e Vancouver: Applied Al across product, games, and creative tooling

Best for:
e Research-to-production profiles (research engineers, applied
scientists)
e NLP, generative Al, and evaluation specialists
e Reinforcement learning specialists

17


https://www.remofirst.com/country-guide/canada
https://www.canada.ca/en/employment-social-development/services/foreign-workers/global-talent.html

5. Poland uw

Poland ranks as one of Central and Eastern Europe’s most dynamic tech
talent markets, and a high percentage of Al professionals here hold
advanced degrees.

The national Al policy framework supports research, skills development,
and ethical adoption, while Poland’s competitive salary levels make it a
cost-efficient choice for building high-quality engineering teams within the
EU. Major cities like Warsaw, Wroctaw, and Krakéw are home to fast-
growing Al startups as well as multinational R&D hubs.

Hubs to target:
e Warsaw: Startups + enterprise delivery; broad Al/engineering mix
o Krakéw: Large engineering base; strong data/ML talent density
e Wroctaw / Poznan / Gdansk: Cost-efficient teams and growing
ecosystems

Best for:

Cost-efficient Al engineering teams (ML + data engineering)

Computer vision, recommender systems, applied analytics

Platform and infrastructure ML engineers

EU-based delivery teams that collaborate well with Western
Europe/U.K. time zones

18


https://www.remofirst.com/country-guide/poland

6. South Korea ‘e,

South Korea is heavily invested in cementing its position as a leader in both

Al and the hardware that powers it. Government plans call for building
national Al compute capacity with 10,000+ GPUs and directing billions
toward Al model development and Al-focused semiconductor

manufacturing.

Seoul ranks No. 2 globally in the 2025 Al Cities Index, recognized for its

strong policy framework, high research output, and vibrant tech ecosystem.

These strengths make South Korea a natural fit for companies working on
large-scale model training, Al infrastructure, and edge Al applications.

Hubs to target:
e Seoul: Product Al, consumer Al, platform roles
e Pangyo (Techno Valley): Major tech campuses, startups, and applied
Al
e Daejeon: Research institutes and engineering talent pipelines
e Chip/compute corridors (e.g., Yongin/Cheongju region): Hardware-
adjacent Al ecosystems

Best for:
e Al + hardware integration (edge Al, on-device inference, optimization)
e Foundation model engineers
e Computer vision, recommendation, and real-time systems
e Al-chip optimization talent
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https://www.remofirst.com/country-guide/south-korea
https://www.reuters.com/technology/artificial-intelligence/south-korea-aims-secure-10000-gpus-national-ai-computing-centre-2025-02-17/
https://www.counterpointresearch.com/en/reports/global-ai-cities-index-2025

7.France ¢ )

France is a European Al leader, driven by both public investment and high-
profile private players. Under the France 2030 plan, the government is

doubling training capacity for Al specialists and funding new research
clusters.

Paris has emerged as a hub for generative Al, anchored by companies like
Mistral Al, which has drawn global attention for its open-source large
language models.

The combination of a strong academic tradition, a growing venture
ecosystem, and government support makes France especially appealing
for companies hiring for roles that combine research and
commercialization.

Hubs to target:
e Paris: Startup density, GenAl ecosystem, product Al talent
e Paris-Saclay: Major research labs, engineering schools, deep-tech
transfer
e Lyon / Grenoble: Engineering-heavy applied Al, robotics, industrial +
research links

Best for:
e Generative Al builders (NLP, LLM apps, evaluation)
e Research engineers bridging academia and industry
e Multilingual LLM engineers
e Applied scientists in regulated sectors (finance, healthcare, public
sector)

20


https://www.remofirst.com/country-guide/france
https://anr.fr/en/france-2030/france-2030/

8.Brazil &

Brazil's national Al strategy (EBIA) includes more than 70 initiatives to
expand research, skills, and industry adoption. And with updates already in
motion, the goal is to speed up Al adoption across industries even further.

Sao Paulo consistently ranks as the region's top startup Al ecosystem,
drawing local talent and international investment. Al applications are
particularly strong in fintech, retail, and logistics, supported by a large base
of experienced data engineers and applied ML specialists.

Hubs to target

Sao Paulo: Fintech, risk, fraud, and data platform talent, Al product and

infrastructure

e Campinas: Engineering and research-adjacent talent; strong technical
universities nearby

e Rio de Janeiro: Enterprise analytics + startups

e Florianépolis: Smaller but notable tech/startup community

Best for:
e Fintech ML (credit, fraud, underwriting, AML-style modeling)
e Data science leads who can drive business outcomes
e Computer vision engineers
e Applied ML in marketplaces, payments, and customer intelligence
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https://www.remofirst.com/country-guide/brazil

9. United Kingdom ==

The United Kingdom has a reputation as a global Al safety, research, and

compute leader. The government is investing over GBP 350 million in the Al
Research Resource (AIRR), which includes the Isambard-Al and Dawn

supercomputers, to boost domestic training capacity.

The Al Safety Institute in London sets global benchmarks for model
evaluation, making the U.K. a strategic choice for companies prioritizing
responsible Al.

The London—Cambridge—Oxford corridor offers a unique blend of elite
research institutions, startup energy, and established tech presence. This
mix supports hiring for both early-stage Al innovation and large-scale
deployment.

Hubs to target:
e London: Al product leadership, startups, enterprise Al
e Cambridge: Research-heavy talent, deep tech, high-signal engineering
e Oxford: Applied research, health/biotech-adjacent Al
e Edinburgh / Manchester: Growing Al research + startup scenes

Best for:
e Al safety, evaluation, and governance-minded technical leaders
e Research engineers and applied scientists
e Product Al leadership for B2B SaaS and enterprise adoption
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https://www.remofirst.com/country-guide/united-kingdom
https://www.gov.uk/government/publications/ai-research-resource/airr-advanced-supercomputers-for-the-uk
https://www.gov.uk/government/publications/ai-research-resource/airr-advanced-supercomputers-for-the-uk

10. United States £=

The United States is a heavyweight in Al research, funding, and

commercialization. In 2024 alone, U.S. private Al investment reached USD
109.1 billion — nearly 12x China and 24x the U.K. — fueling a dense
concentration of startups, labs, and enterprise Al teams.

The U.S. also captured roughly three-quarters of global Al venture capital,
ensuring a steady flow of resources for cutting-edge projects.

The country is home to the U.S. Al Safety Institute (AlSI), which shapes

global standards for Al evaluation and risk management. From Silicon Valley
to Boston, major hubs combine technical expertise with strong business
ecosystems, making the U.S. a prime destination for senior Al roles.

Hubs to target:
e Bay Area: Frontier productization, infra, agents, developer tooling
* New York City: Applied Al in finance/media/ads; strong ML product
talent
o Seattle: Cloud/infra, applied research engineering
e Austin: Fast-scaling teams, Al engineering + startup growth
* Boston: Research + biotech/health Al; strong academic pipelines

Best for:
e Al commercialization end-to-end (research — product — distribution)
e ML platform, infra, data, and performance engineering at scale
e GTM-adjacent technical roles (solutions architects, applied ML for
customers)
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https://www.remofirst.com/country-guide/united-states
https://futureoflife.org/us-agency/us-ai-safety-institute-usaisi/

Chapter 4

Hiring Models for Global Al Teams

The Foundation of Global Al Hiring

Hiring Al professionals across borders creates opportunity, but also
complexity. Each country has its own employment laws, tax structures, and
worker classification standards.

To build Al teams efficiently and compliantly, it's essential to choose the
right model for your goals, timelines, and resources. The three most
common global hiring approaches are:

e Direct employment (requires a local legal entity)

e Contractor engagement (hiring freelancers or independent consultants)

e Hiring via Employer of Record (third-party legal employer managing
compliance)

Each model comes with trade-offs in terms of cost, speed, flexibility, and
compliance risk — especially in Al-focused roles where intellectual
property (IP) and data protection are critical.

Direct Employment: High Level of Control, High Level
of Commitment

In this model, your company establishes a legal entity or local branch and
directly hires local employees.

24


https://www.remofirst.com/post/hidden-costs-entity-setup

Pros
e Full control over employment terms, benefits, and HR processes
e Easier integration into long-term operations
e Builds local brand presence and credibility

Cons
e High setup and administrative costs (legal, tax, payroll systems)
e Slow to establish (often takes several months)
e Requires ongoing compliance management

If your company is planning on hiring a significant number of employees in
a specific country, direct employment is often the way to go. However, it's
not always ideal for testing new markets or hiring for a handful of roles in
one or two countries.

Best for: Large enterprises or companies with long-term plans to operate
in a specific region.

Contractor Engagement: Flexible, But Risky

Hiring global Al professionals as independent contractors allows companies

to engage talent quickly, and without setting up entities.

Pros
e Fast onboarding and minimal bureaucracy
e Lower short-term costs
e |deal for short projects or specialized skills

25


https://www.remofirst.com/international-contractors

Cons
e Misclassification risk: Many countries have strict criteria distinguishing
contractors from employees
e Limited IP protection: Ownership of Al code or models may be unclear
* No benefits or retention structure: Harder to build long-term loyalty
e Compliance challenges: You may be liable for unpaid taxes or
penalties if misclassified

Best for: Short-term Al projects, startups in early experimentation stages,
or when testing new markets.

Employer of Record: Compliance Across Borders

An Employer of Record (EOR) is a third-party organization that legally

employs talent on your behalf in their home country. The EOR handles local
compliance, payroll, employee benefits, and taxes while you manage the
employees’ day-to-day work and performance.

This model allows you to hire global talent quickly without setting up local
entities or navigating complex labor laws yourself.

Pros
e Fast, compliant hiring in multiple countries
* No need to establish legal entities
e Ensures IP, tax, and labor law compliance
e Enables scaling or offboarding easily

26


https://www.remofirst.com/post/what-is-an-employer-of-record-eor

Cons
e Higher administrative cost than employing contractors
e Limited control over some HR processes, as the EOR is the official
employer

Best for: Companies hiring multiple Al professionals around the globe and
want to maintain compliance while scaling quickly.

Choosing the Right Model

There’s no one-size-fits-all approach. The best hiring option depends on
what matters most to you.

Priority Best Model Why

Onboard in days rather

Speed to Hire EOR or Contractor
than months

Ideal for permanent

Long-term Presence Direct Employment
market presence

Handles legal risk t
Compliance Confidence EOR andles legal risk and tax

obligations
. Contractor (short-term) Avoid entity costs while
Budget Efficiency o .
or EOR (scalable) maintaining compliance
PEeels SElyy EOR or Direct Ensures intellectgal
Employment property protection
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IP and Data Ownership Considerations

Al work often involves proprietary code, algorithms, and sensitive datasets,
making intellectual property ownership a critical priority when hiring

internationally. Because IP laws vary by country, companies need clear,
enforceable agreements in place.

Working with an EOR that understands local regulations and ensures IP
rights are properly assigned can help protect your assets from day one.

Compliance and Classification: The Non-Negotiables

Misclassifying workers — labeling employees as contractors — is one of the

most common compliance issues in global hiring.

Key considerations authorities use when determining a worker’s status go
beyond their job title and include:

e |Level of control and supervision

e Length and exclusivity of engagement

e Integration into company systems or teams
e Providing equipment or benefits

Misclassification can result in retroactive taxes, penalties, mandatory
benefits, IP disputes, and legal action.

That's why it's so crucial to examine every working relationship to ensure
you're classifying everyone you employ correctly.

The following comparison chart outlines how employees and contractors
differ, especially in how they are classified legally.
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https://www.remofirst.com/post/protect-intellectual-property-globally
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Employee vs. Contractor Classification Comparison

Contractors

Contractors set their own schedules

Contractors manage their own taxes
and other legal obligations

Contractors typically don't receive
company benefits

Contractors have autonomy in how
they achieve project goals

Perform project-based or temporary
assignments with a clear end date

Costs tend to be lower, since
companies don't need to pay taxes or
benefits

Fewer legal obligations related to
employment laws

Minimal onboarding; contractors bring
their own expertise

Typically focused on specific projects
without long-term company ties

RE

Employees

Employers set schedules and control
when and how work gets done

The employer handles withholding taxes
and benefits

Eligible for benefits like health
insurance, paid vacation/time off, and
retirement plans

Employers exert more control over how
tasks are completed

Long-term, ongoing employment
relationship with no end date specified

Higher costs due to benefits and payroll
taxes, in addition to salaries

Must comply with labor laws like
minimum wage, overtime, and
workplace safety

Companies invest in onboarding and
continuous training for employees

Higher commitment to the company’s
long-term goals and culture
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Key Takeaway

The right hiring approach depends on your company’s goals, timeline, and
risk tolerance.
e Use direct employment when you have long-term plans in a specific
country.
e Use contractors for short-term, specialized projects, but manage
compliance carefully.
e Use an EOR when you want to hire globally, compliantly, and quickly —
without establishing entities.

By aligning your hiring model with your strategy, you'll build a scalable,
compliant foundation for your Al workforce.
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Global Al Hiring Checklist

Expanding your Al team into a new country is not just a hiring decision —

it's an operational and compliance commitment. Before extending offers or

engaging contractors, it's important to pressure-test your readiness across
legal, financial, and organizational dimensions.

Use the checklist below to evaluate whether your company is prepared to
hire Al talent in a new market, from choosing the right employment model
to ensuring long-term scalability.

O Have we identified the right hiring model (employee, contractor,
EOR)?

0 Do we understand local labor laws and termination requirements?
0 Are payroll, taxes, and social contributions managed correctly?
0 Is IP ownership clearly defined and enforceable?

0O Are data privacy and cross-border data access requirements
met?

0 Do we have a plan for onboarding, collaboration, and performance
management?

0 Can we scale or exit the market compliantly if needed?




Conclusion: Building Al Teams Without Borders

When it comes to Al talent, global hiring is no longer optional. Done right, it's
a competitive advantage: access to world-class skills, faster scaling, and
cost control, without compromising compliance or quality.

The organizations that will lead in the next era of Al are not simply those
with the most advanced models — but those with the most adaptable,
inclusive, and well-supported teams behind them.

The future of Al is global, and the future of work is borderless. And the
organizations that embrace both will define what comes next.




