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Repatriation and Offboarding:
How GECs Handle the End of the
Assignment Lifecycle

The conclusion of an international assignment marks a critical
phase in the employment lifecycle of expatriates engaged
through a Global Employment Company (GEC). Unlike traditionall
expatriation models, where employees remain on their home
country contracts, GECs manage assignments by transitioning
employees onto a different entity or branch (usually wholly-
owned by the same organization) for the duration of their
overseas tenure. While this approach delivers many advantages,
GEC organizations must carefully navigate the transition back to
home country employment or, in some cases, a full offboarding
process.

For employees originally transferred from their home country
employment contfracts to a GEC contract, the repatriation
process usudlly involves reinstating them into their previous
employment framework. This procedure is often governed by
a "Reinstatement Agreement” that ensures a seamless return
to the home entity, preserving tenure, seniority, and benefits
continuity. The challenge lies in reconciling the compensation &
benefits accrued under the GEC model with the original home
country employment terms. An often-overlooked aspect of
GEC offboarding is the handling of benefits and compliance
obligations at the end of an assignment. Health insurance,
retirement plans, and equity-based compensation may have
different terms under a GEC arrangement than in a home
country framework. Employers must assess how to unwind these
benefits appropriately, ensuring employees either transition back
to their home country schemes or receive clear instructions on
how to manage their accounts post-employment.
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Close collaboration between HR, legal, and finance teams is essential to
align compensation structures and resolve potential discrepancies in benefits
entitflerents. Employers must also provide clarity on taxation matters, especially
for individuals who have benefited from tax protection or "guaranteed net
compensation” during the assignment. Addressing trailing tax liabilities, filing
requirements, and ensuring compliance with home country regulations mitigates
the risk of unexpected financial burdens on returning employees.

In contrast, some of the employees engaged through a GEC may have been
hired specifically for a fixed-term project, with no automatic reintegration into
a home country employer. For such individuals, the end of their GEC contract
often means the conclusion of their employment unless alternative assignments
or redeployment opportunities exist. Managing this tfransition effectively
requires transparency in contract structuring, with clear expectations set from
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the outset regarding post-assignment employment prospects. Strategic repatriation planning is essential for maintaining positive employee
Employers should engage in early career fransition discussions, experiences and preserving the integrity of the GEC employment model.
offering support such as outplacement services, visa fransition Organizations should take a proactive approach, initiating discussions on post-
guidance, or potential reallocation within the organization’s assignment transitions well in advance of contract expiration. By doing so, they
global footprint. can enhance talent retention, ensure compliance, and reinforce the long-term

success of their global mobility strategy.
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