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M&A Due Diligence Checklist for 
International Workforces
This global workforce due diligence checklist outlines the core steps required to conduct 
HR due diligence in cross-border M&A deals. It provides a practical structure for conducting 
a multinational HR audit prior to acquisition. Each action helps surface compliance risks, 
employment obligations, and operational complexities that may affect deal valuation or post-
acquisition integration.

Workforce structure and employment contracts

Need more assistance? At Safeguard Global, we’re here to help you recruit, hire, 
and pay your international workforce in full legal compliance through EOR and other 
workforce enablement solutions. Contact us today or explore our Solutions Hub.

Compile a complete global workforce list by 
country, including employees, contractors, 
agency workers, and consultants.

Confirm the legal employer for every worker 
(local entity, agency, contractor agreement, or 
EOR arrangement).

Confirm which employees transfer 
automatically under local labor laws during an 
acquisition.

Collect and review all employment contracts 
and amendments by jurisdiction.

Identify contract types for each worker (fixed-
term, indefinite-term, probationary).

Verify notice periods and termination provisions 
comply with local labor law. 

Review non-compete, confidentiality, and 
intellectual property clauses for enforceability 
in each country.

Identify workers covered by collective 
bargaining agreements or union contracts.

Confirm intellectual property assignment 
provisions exist for all employees and 
contractors.

https://www.safeguardglobal.com/company/contact-us/
https://www.safeguardglobal.com/solutions/
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Payroll and tax compliance

Obtain payroll registers for all jurisdictions 
where employees are paid.

Verify payroll taxes and income withholding are 
calculated correctly in each country.

Confirm employer social contributions have 
been paid and reported properly.

Check compliance with bonus payments that 
are mandatory under labor laws or collective 
bargaining agreements.

Review overtime payments and wage 
calculations for legal compliance.

Confirm payroll filings have been submitted to 
local authorities.

Identify any historical payroll audits, disputes, 
or penalties.

Contractor classification review

Create a complete list of all independent 
contractors globally.

Review contractor agreements for compliance 
with local classification rules.

Identify contractors who work full-time or 
primarily for the company.

Identify contractors performing core 
operational roles.

Immigration and work authorization

Collect work permits and visa documentation 
for all sponsored employees.

Confirm work authorization validity and 
expiration dates.

Verify employer sponsorship obligations tied to 
each visa.

Determine whether any contractors may legally 
qualify as employees.

Estimate potential back taxes, benefits, or 
penalties if reclassification occurs.

Perform a country-specific contractor mis-
classifciation audit to indentiy contractors 
who may need to transition to a compliant 
employment structure like an EOR.

Identify employees working remotel 
from countries where the company lacks 
authorization.

Confirm compliance for intra-company 
transfers or seconded employees.
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Workforce systems and HR infrastructure

Map all HRIS platforms used across the 
organization.

Identify payroll providers used in each 
jurisdiction.

Review systems used for contractor 
management and payments.

Evaluate benefits administration platforms and 
data management.

Identify where workforce data is stored and 
how it is reported globally.

Assess integration complexity across payroll, 
HR, and benefits systems.

Benefits and statutory obligations

Document all statutory benefits required by 
local labor law in each jurisdiction.

Confirm whether statutory benefit obligations 
transfer automatically to the acquiring company.

Review employer contributions to pension, 
retirement, or social insurance programs.

Confirm compliance with statutory leave 
entitlements (for example, vacation, sick leave, 
and parental leave).

Review healthcare and insurance benefits 
required by law.

Calculate accrued leave balances and potential 
payout obligations.

Assess severance obligations based on tenure 
and local labor regulations.

Identify mandatory bonus or profit-sharing 
obligations in each country.

Documentation collection

Obtain organizational charts and workforce 
headcount reports by country.

Collect employment agreements and contractor 
contracts.

Gather payroll records and tax filings for all 
jurisdictions.

Collect benefits program documentation and 
insurance policies.

Obtain immigration documentation and 
government filings.

Gather HR policies, employee handbooks, and 
compliance documentation.

Collect vendor contracts for payroll, HR 
systems, and workforce services.
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Contact us today

Hidden liability review

Identify unpaid statutory bonuses or mandatory 
payments.

Calculate potential severance liabilities based 
on tenure and local law.

Identify historical payroll tax discrepancies or 
underpayments.

Review accrued vacation balances and 
termination payout obligations.

Identify misclassification risks among 
contractors.

Review employee claims, disputes, or labor 
authority investigations.

Post-acquisition workforce stabilization planning

Identify countries where the acquiring company 
lacks a legal entity.

Determine whether contractors should transition 
to compliant employment.

Evaluate payroll consolidation opportunities 
across jurisdictions.

Identify compliance gaps that must be 
addressed immediately post-close.

Develop a workforce integration plan for HR 
systems and payroll infrastructure.

Disclaimer: The information provided is for informational purposes only and does not constitute legal or professional 
advice. Safeguard Global disclaims any liability arising from reliance on this information. Certain content may be sourced 
from third parties and remains their intellectual property; all other content is owned by Safeguard Global and protected 
by applicable intellectual property laws. You are encouraged to seek professional or legal advice to address any issues, 
questions or matters arising from the information contained herein.

https://www.safeguardglobal.com/company/contact-us/

