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Introduction

Constant change has been an ongoing ingredient for 

most businesses since the Covid outbreak in 2020. 

Since then, the world has seen an energy and 

cost-of-living crisis, local skills shortages, and mass tech 

sector layoffs. These global events have naturally shaped 

new workforce trends and talent acquisition strategies, 

causing many leaders to wonder: What will 2023 bring, 

and how can companies prepare for these changes? 

The PANGEO Predictions by G-P series brought together 

some of the most prominent experts within the HR 

industry to reveal their favored trends for 2023. 

This inaugural event covered wide-ranging insights about 

the employer-employee relationship, career flexibility, the 

continued integration of remote work, and the impact of 

economic headwinds, to name a few. 

With crisis after crisis becoming a constant in the “never 

normal” world, it has become increasingly clear that a 

company’s ability to look forward will be vital to achieving 

long-term success this year and beyond. “Proper 

preparation prevents poor performance,” goes the old 

saying. And with that in mind, in this eBook, we’ve 

outlined the top business trends that are likely to 

dominate in 2023, as well as invaluable insights and 

strategies on how to capitalize on them. 

https://www.globalization-partners.com/pangeo-predictions-by-g-p-series/
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A Look Ahead to 2023: What Company Leaders 
Can Expect for the Upcoming Year   

Prediction #1: India will be the most significant tech hub on the planet.

G-P’s 2022 CFO Survey highlighted that capturing

market share through global expansion is a top priority

for most CFOs. As such, identifying emerging talent

hubs across the world is vital for any company with

global aspirations. Russ Shaw, CEO, angel investor,

and venture investor, identified India as a critical tech

hub for 2023.

“As I look globally at emerging and important tech 

hubs, India is probably the most significant one on the   

Expert: Russ Shaw, Founder of Tech London Advocates and Global Tech Advocates

Moderator: Dhaval Gore, Partner Communities Director at G-P 

planet,” said Shaw. “Their focus on extending digital

IDS [integrated data storage], digital healthcare 

solutions, [and] making digital payments accessible to 

1.3 billion people was just so mind-blowing and a great 

spirit and a great attitude.”  

Shaw further stated that he believes India will be the 

most significant tech ecosystem in the world in 10 

years. Other locations touted by Shaw for 2023 

included Ghana and Dubai. 
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https://www.globalization-partners.com/resources/report-cfo-survey-long-term-growth-plans-hinge-on-new-markets/
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Prediction #2: Dubai and Singapore will be critical remote workforce hubs. 

Remote work has swept the world since the pandemic in 2020. Many locations have scrambled to establish 

themselves as the holy grail of remote workforce hubs. Here, digital nomads and internationally mobile individuals 

can settle, work, and live in a way that suits their lifestyle. Heading into 2023, Shaw highlighted two locations that 

are moving ahead of the pack in creating this remote workforce nirvana: Dubai and Singapore. Both locations want 

to become connector hubs in their respective regions — Dubai is pushing to become a hub for African tech, while 

Singapore wants to leverage its giant Chinese diaspora and build strong ties into the Indian subcontinent.  

Prediction #3: AI will move into more human-orientated sectors of the economy. 

AI’s rise is continuing to develop steadily, buoyed by strict labor laws and the tightening of the employment 

market. Looking into 2023, Shaw believes that both small and large companies will maximize AI usage in their 

daily operations.  

“Certainly, one of my predictions for 2023 is we’re going to hear and learn much more about something called 

generative AI, and that’s going to touch sectors of the economy that we think are more human-orientated,” Shaw 

stated. “The creative industries, the broadcasting space, the publishing sectors … because generative AI will 

basically use AI that will replicate visual images, text, and context that you think will come from humans.” 
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G-P takeaway:

“The use of artificial intelligence, machine learning, data analytics … I guess a prediction 

from me based on my discussions with various folks is that the use of those tools will 

become increasingly commonplace in the business world. I think there is no excuse now. 

In terms of harvesting data, cleansing the data, and making informed decisions off the 

back of data will become increasingly important at the strategic decision-making tables.” 

— Dhaval Gore, Partner Communities Director at G-P 
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How Biotech Will Transform Healthcare in 2023 

Prediction #1: Patient data donations will become as important as blood donations. 

 Patient data is key to advancing innovation, ideas, and 

products in the rapidly accelerating biotech vertical. 

Naturally, patients may be wary about their privacy. 

This is a significant barrier to the progression of 

biotech; however, Kevin Smith believes this concern 

will soon subside. 

"We have to develop trust with patients and people 

suffering from illnesses to be able to collect that data," 

Smith said. "And it's a bit of a grand statement to make, 

but the donation of data by patients could at some point 

in the future become just as valuable as the donation of 

blood in terms of generating cures and saving lives." 

Expert: Kevin Smith, Managing Partner at Sana Capital

Moderator: Thomas Merchant, Director of International Brand 

Management at G-P 



G-P takeaway:

“Regulatory testing and approval can take years and millions of dollars. So, to source 

those drugs that can be used for different things makes absolute sense. Why go to the 

supermarket and buy more groceries if the refrigerator is full? This is a great way to 

leverage artificial intelligence and is really exciting stuff.” 

— Thomas Merchant, Director of International Brand Management at G-P 

g-p.com 7

Prediction #2: AI will minimize the need
to invent new drugs. 

The potential of digitizing biology through artificial

intelligence and machine learning is massive in the

biotech industry. Biotech is essentially biology and 

technology coming together to create brilliant 

advancements in medical science. At present, biotech 

companies are working on repurposing existing drugs to 

treat rare diseases around the world by using 

cutting-edge AI algorithms based on how conditions 

function within the body.  

Smith explained: "Algorithms use all of this information 

to map known compounds to diseases, therefore 

effectively redeveloping and redeploying approved drugs 

to diseases that would never have been thought to apply 

to. It sounds blindingly common sense when you think 

about it, but it's impossible to achieve without the AI, 

algorithms, machine learning, and data." 

Prediction #3: Innovative tech sectors will 
come together to improve our health. 

While biotech focuses on improving our health, there are 

many other sectors and technologies that examine other 

key areas that impact our wellbeing. Smith cited food-

tech and climatetech as prime examples. 

"Access to clean water. Access to breathe clean air. 

Access to food and nutrition and access to shelter. All 

these contribute to our health and are much broader 

than biology and technology. There are some fantastic 

innovations in climatetech and some fantastic innovations 

in foodtech, all of which have a direct impact on our 

health. All of them contribute to the overall health of us 

as individuals and us as a planet." 



Prediction #2: Company culture will be key to
nurture engagement at work. 
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Reality Check: What Trends Will Impact the
Employer-Employee Relationship in 2023?

Prediction #1: The job market will
remain employee centric. 

 Talent will remain king in 2023. Due to specific skills 

shortages, we will likely see an employee-controlled 

market this year. Referencing a recent Morgan 

McKinley survey, Trayc Keevans stated: "More than 77 

percent of talent said they would consider changing 

roles or employers if they weren't offering them some 

level of remote working. The demand for remote 

working is robust among the employee population. Not 

all want to be fully remote, but certainly, they want an 

element of remote working in their workplace." 

In response to this continued demand for flexibility, 

Keevans noted that employers are redesigning their 

offices with open plan space for collaborations and 

introducing concepts such as “connect days” and 

“focus days” to appease workers that seek a remote or 

hybrid approach to work. Additionally, Keevans cannot 

envision companies returning to the office at 

a pre-pandemic scale. "I can't see it. Even with the 

market changing a little bit in terms of some of the 

volatility that we're seeing within the global economy 

at the moment, it's very much skills [employees] that 

are in demand."  

resilient because the demand for talent far outweighs 

supply. Keevans highlighted that coming into the office 

early, staying late, or getting involved in tasks that are 

not directly related to your contracted roles are no 

longer seen as positive ways of boosting your career.  

"People want to be able to do their job, but they want 

to be able to do it within the capacity of their own 

lifestyle," said Keevans. For companies to make 

employees feel valued again, they will have to 

emphasize culture heavily so "people enjoy being at 

work and are optimizing their outputs."

Keevans noted that since the Covid outbreak, trends 

like the “Great Resignation” and quiet quitting have 

emerged. She noted that managers have had to remain

Prediction #3: Counteroffers will no longer be
viewed as an effective retention tactic. 

Keevans pointed out a retention tactic damaging today’s 

marketplace: Counteroffers, a by-product of the talent 

shortages currently plaguing certain sectors, are what 

Keevans labeled “the least effective form of retention.” 

Essentially, companies will often make a salary 

counteroffer in hopes of retaining a valuable employee. 

This can often become a bidding war, and companies will 

even throw in a title increase to avoid employee turnover. 

However, Keevans described the flawed logic behind this 

strategy: 

"What you are starting to have then is an inflated 

marketplace with increased salaries, with talent that has 

job titles that may be more above the level they're at. So, 

'senior' isn't actually really a 'senior.' And when they go to 

market again, when a company hires, they're getting 

more expensive resources with lesser experience.” 

Expert: Trayc Keevans, Global Foreign Direct Investment Director at Morgan McKinley

Moderator: Mark Hedley, Vice President of Talent Recruiting at G-P 



Prediction #2: Company culture that embraces
flexible work will attract and retain talent. 
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shift to hybrid work has made it challenging to have 

confidence that employees are productive. To change 

this mindset, Zoltan Vass stated that companies must 

focus on employee outcomes and not hours worked. 

"I can sit in front of the laptop for eight hours and do 

nothing," Vass said. "I can be in meetings for eight 

hours. Does it mean that I have done any work? That's 

why we need to focus on the outcomes rather than on 

the time we spend in front of a laptop or in meetings. 

They say they don't trust their employees in a remote 

working environment because they can't see them. 

You can see them in the offices, but it doesn't mean 

that they do any work, right?" 

The key to attracting and retaining talent will be 

creating a supportive work environment that removes 

the red tape, bureaucracy, poor management, and 

weak organizational culture that discourages 

workforces. Remote or flexible work options  —  which 

are visible indicators of progressive, trust-based 

environments  — will be central to this.” 

Exploring Trust,
Productivity, and Remote 
Work in 2023 

Expert: Zoltan Vass, Co-founder and Co-Chair of GTA 

Future of Work 

Moderator: Martin Tillert, Partner Director, DACH at G-P 

Prediction #1: Productivity standards will 
focus more on employee outcomes instead 
of time worked. 

 Despite numerous reports and studies highlighting 

increased productivity, many employers remain 
unconvinced of remote work’s output benefits. 

Without being able to see their workers in a physical 

office space, employers continue to find it hard to 

trust their workforce. For instance, a 2022 Microsoft 

survey found that 85 percent of leaders believe the

G-P takeaway:

"We have all gotten used to the flexibility and some level of autonomy since we were 

forced to work from home through the initial lockdowns. Managers had to manage by 

objectives, and people got used to that autonomy. In certain organizations, it has been 

an accelerant for business growth over the last couple of years. So, when companies try 

and dictate that people have to come back to the office, it has to be a choice. There has 

to be dialog. We have moved on to looking at work-life balance. Everybody has 

reevaluated what it means to work and what they want to get from the opportunities of 

having that flexibility." 

— Mark Hedley, Vice President of Talent Recruiting at G-P 

https://www.microsoft.com/en-us/worklab/work-trend-index/hybrid-work-is-just-work%22HYPERLINK%20%22https://www.microsoft.com/en-us/worklab/work-trend-index/hybrid-work-is-just-work
https://www.microsoft.com/en-us/worklab/work-trend-index/hybrid-work-is-just-work%22HYPERLINK%20%22https://www.microsoft.com/en-us/worklab/work-trend-index/hybrid-work-is-just-work
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G-P takeaway:

“In the past 10 to 15 years, I’ve experienced a lot of remote work for myself. In Germany, 

for example, the feedback was if you have people working remotely, there are two parts: 

One part is saying that it's like having a vacation, and it's not working. And the other side 

is saying there's a problem, and people work more and are at risk of burnout because if 

you are working remotely, you need to control yourself. So, I think monitoring could be a 

way to help employees make sure they do not burn out." 

— Martin Tillert, Partner Director, DACH at G-P 

Prediction #3: Management roles will evolve
to successfully lead dispersed teams. 

Multiple studies highlight the polarization between 

employees' and employers' views on remote work. In 

the end, employer hesitance boils down to a lack of 

trust, reflecting a weak company culture. But trust in 

the workplace is vital — it leads to better productivity, 

collaboration, higher morale, less stress, and better 

performance. But what does an ideal leader look like in 

a remote setting? 

Reflecting on his own boss, who transitioned his 

company from in-person to remote-first operations, Vass 

highlighted the following: "He's really approachable. He's 

really people-focused. I feel that I can trust him; I can call 

him; I can message him at any time, and I can raise my 

concerns. I know that I will be heard, and he creates this 

trust." To manage global teams in 2023, companies will 

not only need to embrace flexible work options, but also 

evolve their leadership styles, communication methods, 

and collaboration tools to cater to dispersed teams and 

their unique needs.  

"When it comes to pushing employees back to the 

office, it will come down to the company's culture and 

leadership," Vass said. "Smart leaders build companies 

that suit their lifestyle, and smart employees join those 

companies that will also suit their lifestyle. So, it's sort 

of like matchmaking.
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Why 2023 Must be the Year of Career Flexibility 

Expert: Wendy Muirhead, Managing Director and Regional Leader for Ceridian, EMEA 

Moderator: Nick Adams, Vice President of EMEA at G-P

Prediction #1: Employee feedback will
reshape company policies. 

According to Ceridian's 2023 Pulse of Talent survey, 

67 percent of the workforce is a potential flight risk. 

This means that employees are increasingly 

questioning whether they're maximizing their potential 

in their current role and if their organization 

acknowledges their true worth and value.   

For Wendy Muirhead, the solution to these woes is 

obvious. Companies must prioritize work-life balance 

and leverage employee feedback to redefine company 

policies in 2023: "We really need to start having 

feedback listening groups to make sure we really listen 

to what our people across our business are thinking 

and how they feel, and how can we then better 

prepare them for the future in 2023 and beyond." 

Prediction #2: Supporting employees' career
aspirations will be critical to retention.

Career progression has traditionally been viewed as a 

vertical journey. However, the 2023 Pulse of Talent report 

also revealed that most employees do not aspire to a 

managerial role. Yet, at the same time, they seek and relish 

new challenges in their current position. Therefore, career 

progression is now largely aspired via a horizontal route. 

This can involve working on new, cross-departmental 

projects or changing roles within their existing team.  

"Here's what we found globally when we asked employees 

what their employers could do to help them achieve their 

aspirations. Career development plans was the top response 

at 49 percent. A further 37 percent of the survey 

respondents said they wanted mentorship opportunities, 

and 27 percent were interested in internal mobility." 
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Prediction #3: Companies will soon have a management crisis on their hands. 

G-P takeaway:

"During the pandemic, it was very obvious that a lot of people were just staying in their 

jobs. They weren't really sure what was going to happen. There was insecurity. There 

was the newness of working from home, being away from colleagues. And I think as 

we've come out of the pandemic and some time has passed, individuals are now open to 

looking at other roles. So really, it's down to the employer to be able to retain that talent 

and to make sure they can do that. And I think where companies would have historically 

thrown additional money at individuals, it's no longer just about that." 

 — Nick Adams, Vice President of EMEA at G-P 

Ceridian’s 2023 Pulse of Talent report found only 17 percent 

of employees said they aspire to be a senior leader, and 14 

percent said they were looking for a people management 

role. Additionally, only 29 percent of existing middle 

managers felt valued by their organization, and 89 percent 

reported suffering from burnout in the last year. 

There is clearly a drought on the horizon when it comes 

to filling management positions, which can be the 

main valve of how an organization functions by 

funneling information back and forth between

high-level leadership and the wider workforce. "You 

need to lean into the succession planning," Muirhead 

advised. "You need to really focus on the talent pool 

that you have. Where are the opportunities to leverage 

and start preparing people for future roles?" 



Prediction #2: Companies will turn to internal
mobility to solve talent gaps. 
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What Hiring Trends 
Can We Expect to See
in 2023? 

Prediction #1: Talent demand will still 
outstrip talent supply. 

The war for talent has undoubtedly ramped up since 

2020, and trends like the “Great Migration” continue 

affecting global talent supply. Despite the recent wave

of layoffs in the tech industry, Johnny Campbell doesn't 

believe this surge of unemployed workers will solve the 

current skills shortage. 

"Trust me, no one's running around going, 'Gosh, it's so 

easy to find a software engineer today,’ now that a 

few tech companies have let people go," he said. "That 

isn’t the truth. Chances are, before this, there were six 

jobs for every software engineer. So maybe there are 

five jobs for every software engineer today. That's still 

a crazy, crazy hiring market." 

To tackle local skills shortages in 2023, companies must 

apply fresh perspectives to fill open roles. Campbell put 

forth the idea of internal mobility as a win-win way to 

bridge gaps, citing the example of Amazon.  

"Amazon has a huge program. They're investing 6 billion 

[dollars] in trying to turn warehouse operatives into 

software engineers," Campbell explained. "They're 

looking at the workforce and saying, 'We’ve got a lot of 

warehouse operatives over here and people involved in 

logistics. Why don't we retrain warehouse operatives?' It 

drives more loyalty and drives more engagement." 

Prediction #3: Flexibility will be a means 
to save jobs. 

The recent tech layoffs have dominated the news cycle 

of 2022. Moreover, several economic analysts have 

hinted at a gloomy year ahead, possibly marked by a 

global recession. However, Campbell stated that job 

layoffs do not have to be the sole option for companies 

looking to financially ride out a stormy 2023. Instead, 

he said, there are alternative options, largely thanks to 

the flexibility of remote work. 

"You can retain talent at less salary by giving them 

more flexibility," Campbell said. "When thinking about 

cutting back or trimming around the edges, it's easy

to shed jobs. It's harder but more effective to look at 

ways to save money and increase profits rather than 

letting people go." Campbell cited the example of Intel, 

who, instead of cutting 20 percent of their staff, 

announced they would be making a 20 percent

reduction in their costs. To achieve this, they 

empowered every department to devise their own 

means to hit this target.  

Expert: Johnny Campbell, CEO and Co-founder 

of SocialTalent 

Moderator: David O'Reilly, Senior Sales Director, 

EMEA at G-P
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How Tech Sector Layoffs and Economic Headwinds
Will Impact the Workplace in 2023 

Expert: Robert Mac Giolla Phadraig, CCO of Sigmar Recruitment and Founder of Talent Summit 

Moderator: Barry Rudden, Global Third-Party Director at G-P 

Prediction #1: Layoffs could tarnish the tech
sector's reputation as a stable career path. 

The recent wave of tech layoffs has understandably 

impacted confidence that the sector is a steady and 

reliable career move. Mac Giolla Phadraig believes this 

could affect the sector’s ability to hire new talent. This 

prediction is based on the fact that parents generally 

influence and advise entry-level professionals on 

career decisions, "giving them the confidence to 

accept or reject a job offer."  

As economic headwinds potentially strengthen and 

turn storm-like, those influencers, be it a mother, 

father, or partner, may ultimately advise young 

professionals to take jobs in sectors that offer more 

job security. With Twitter, Meta, and Stripe announcing 

massive layoffs in 2022, the sector may no longer be 

viewed as a safe and steady career path in 2023.  

Prediction #2: Laid-off tech workers will 
benefit other sectors.

The tech sector includes people working in marketing, sales, 

customer support, etc. These jobs are all transferable skills 

that are applicable and relevant to different industries. In 

that sense, Mac Giolla Phadraig predicts that the tech 

sector's loss will be others’ gain as these employ-ees can 

easily transition into finance, healthcare, retail, banking, 

etc. While the tech sector may take a hiring hiatus in 

2023, other industries will leverage the fresh creativity and 

expertise these professionals have to offer. 

G-P takeaway:

"When talking about flexibility, for example, we see it in our own surveys. There was one 

stat from a survey last year where over 70 percent of the respondents said they'd happi-

ly sacrifice a typical legacy benefit for the opportunity to be given the flexibility to work 

from anywhere. So, all the old benefits that we always take for granted and that recruit-

ers would use as carrots to get people to come and join their organization, they're less 

impactful now than the opportunity for flexibility, and that's reflected in the percentage 

of people applying to remote jobs." 

— David O’Reilly, Senior Sales Director, EMEA at G-P  



G-P takeaway:

"Will the tech sector suffer a little 

bit over the next year in terms of 

attracting top talent? It seems 
pretty clear that in some areas, 

they overhired when times were 

good and didn't think there was 

ever going to be an end to this 

exponential growth, and now there 

are some pretty severe corrections. 

In some places, they're cutting deep. 

So, can other sectors of the 

economy actually benefit from this 

influx of talent race? Back in the 

day, we saw people coming from 

financial services into tech and vice 

versa. It'll be inter-esting to see if 

that happens over the next 12 

months."

— Barry Rudden, Global 

Third-Party Director at G-P 
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"I think it [tech layoffs] will definitely release the pressures 

those [individual sectors that service the technology 

industry] companies have been under from a resourcing 

point of view, at least."  

Prediction #3: Job seekers will need to 
showcase flexibility. 

While Mac Giolla Phadraig believes that companies still 

need to offer as much flexibility as possible, he suspects 

the pendulum of power is starting to swing back in favor 

of employers.  

Mac Giolla Phadraig illustrated this with the following 

example: If two candidates with the same qualifications 

and experience were in the final round of the interview 

process, and the last question was, "Are you flexible in 

the workplace?" The candidate who shows more 

willingness to accommodate the needs of their employer 

will typically be the preferred choice. Mac Giolla Phadraig 

emphasized that “it’s no longer [about] what the 

company can do for you.” He thinks that “the rhetoric 

now needs to change from the talent's perspective to 

show what they can do for the company.”  
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Exploring the Impact HR Tech Will Have on HR, 
Work, and Employees in 2023 

Prediction #3: Companies will turn to AI to
streamline recruitment. 

The war for talent is top of mind for Coleman, labeling it 

as an "unheard-of" situation. He noted that 3 million 

people have recently taken themselves out of the 

employment marketplace in the UK. To Coleman, that 

number is startling, especially considering its impact on 

companies trying to grow their teams. However, Coleman 

senses that AI can help combat these recruitment issues. 

In his words, recruitment processes can be “clunky,” 

which is why organizations can leverage AI to "make it 

better, faster, and cheaper.” Even though technology can 

be extremely beneficial for HR, Coleman highlighted that 

the biggest challenge will be for “the people that will 

make that technology work on the vendor side. That's 

where the fun is at."  

Expert: Marc Coleman, Founder and CEO of UNLEASH

Moderator: Suzanne McVey, Director of Marketing, 

EMEA and APAC at G-P 

Prediction #1: Big enterprise will get smarter 
if there is a global recession. 

How will mindsets, skill sets, and collaboration tools 

change or adapt over the next 12 months? Marc      
Cole-man is of the view that big enterprise gets     
smarter after recessions. He explained this stance:  

"I think the things that typically happen with tech 

platforms specifically is they will look to the power of one. 

So, the big vendors with the big suites will probably be in 

a really strong position, the strongest position they've 

ever been in, because global leaders will want instant 

access to data. They'll want to interpret it quite quickly."

Prediction #2: HR will continue growing as 
the most important business function. 

Over the past few years, HR has proven to be the 

cornerstone of every business’ day-to-day functioning. 

Coleman said that recognition for HR is well-deserved 

and long overdue. As for what the future holds for the 

department, he stated: "The only constant is change — 

you have to reckon with that. That is the kind of 

competitive landscape we all live in now. You've got to 

change. And change is constant." 

Coleman said HR has been fighting for a seat at the 

table for the last decade. Now that it’s a reality, HR       
is often seated right next to the CEO in terms of        
impor-tance. As we advance into 2023, he cited three 

words we’ll hear the most when talking about HR: trust, 

purpose, and belonging. These core values will be key to 

developing a positive business culture and improving 

employee engagement this year and beyond.  
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Exploring What Authentic Company Culture 
Should Look Like in 2023  

Expert: Meagan Gregorczyk, Vice President of Talent and Employee Experience at G-P

Moderator: Kathrin Koedderitz, Senior Sales Director at G-P 

Prediction #1: Trivial benefits like free meals and massages will no longer cut it.  

Meagan Gregorczyk began the session by addressing 

certain companies whose idea of culture included perks 

like free meals, massages, and kombucha stands. In her 

view, these tokens are simply "a bit of a Trojan horse." 

To explain her stance, she shared a metaphorical 

example about building a house. The main thing you 

need to build a house is infrastructure: a foundation, 

walls, plumbing, etc.  

To Gregorczyk, companies whose culture is built around 

free dinners and drinks are the equivalent of nailing a few 

shutters to a tree and calling it a house. 

Gregorczyck cited G-P's motto, "Behind every hire is a 

human being," and explained that what humans need 

most is time. 

"Time is our greatest asset. And that's why employees 

want an authentic workplace. They want an 

infrastructure that's solid. They want to believe in the 

company's mission, and they want the flexibility that 

allows them to live a great life. There is no 'work life.' 

There is no 'home life.' There's just life. And it's all 

become so interspersed now that time is really the 

great equalizer.” 

G-P takeaway:

"It's so interesting to look at the trajectory of HR over the last decade. We see at G-P, 

especially in remote jobs, the need for HR to really have a tight alliance with organiza-

tional leaders and have an even closer relationship there because they're the people 

becoming the advocates of the team externally. They're the counselors maintaining the 

harmony within the team and the mentors for ensuring performance as well. So just to 

have that type of relationship that is fostering culture and maintaining trust in teams … 

I think that's something that we have noticed when it comes to the democratization of 

organizations." 

— Suzanne McVey, Director of Marketing, EMEA at G-P 
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Prediction #2: Companies will need to 
redefine what it means to be a manager. 

In a previous session, it was mentioned that a     
shock-ingly low number of employees (14 percent) 

aspire to a become a people manager. Gregorczyk 

weighed in on this predicament and its potential 

adverse effects on a company's contingency plans.   
In her experience, most people go into management 

because it is the next career progression step. This is 

the core problem in Gregorczyk's mind: "An individual 

that gets a huge rush out of being the person that 

delivers everything and to be the star on the team, in 

most cases, that person will be a very poor manager, 

yet that's who we put into management roles." 

Gregorczyk explained that a clear solution to this is to 

ensure that individual levels and management roles 

are in the same salary band. Therefore, people aren't 

becoming managers simply for the higher pay rate. 

Overall, the main antidote is to create a culture with 

Prediction #3: Companies will invest
more in burnout prevention. 

"Burnout is the enemy of greatness," proclaimed 

Gregorczyk. "It is real. It is the responsibility of

managers to notice to help mitigate against it. And

we need to help managers identify ways to do that." 

There are numerous tactics Gregorczyk recommended. 

These include company-wide use of meditation apps. 

In addition, Gregorczyk suggested operational 

wellness. Examples of this include curbing the amount 

of time people spend in meetings. For instance, rather 

than using the standard settings of 30 or 60 minutes 

for meetings, companies can adjust this to 25 and 50 

minutes. When added up, this can give employees up 

to an hour back from time spent on calls.  

"really strong manager accountability." This can include 

defined managerial expectations that every team 

leader is assessed on regularly.  

G-P takeaway:

"I'm originally from Germany, but I lived in the U.S. for a long time, and I'm now in 

Ireland. In Germany, people always say you need to have at least three weeks of 

vacation in a row because it takes a week to get rid of your work stress, and then  
you have a week of the actual vacation. And then, in the last week, you start 

thinking about what you need to be aware of when you return to work. In the U.S., 

that's consolidated into one week, right? You have two days to get rid of your work 

stress, two days of vacation, and then two days to think about returning again. So, 

I'm just saying that everyone has a different perception of it. And that's why it's so 

important, especially in an international company, to understand what your manager 

is doing right, and for the managers to really be that role model, but also to be 

encouraged by the company to actually take time off. And be loud about it." 

— Kathrin Koedderitz, Senior Sales Director at G-P 
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Prediction #3: Global compensation 
strategies will go beyond salary and benefits. 

Companies should consider two main pillars when 

crafting an international compensation strategy: 

adaptation and reevaluation. The adaptation pillar 

includes local legislation, cultural norms and practices, 

employment trends, and the local job market. The 

reevaluation pillar includes base pay, benefits, working 

conditions, short- and long-term incentives, and 

contributions made by the company. 

“Crafting an employee value proposition as part of a 

global compensation plan that goes beyond just

compensation and benefits is key in enabling talent 

attraction and retention.” 

Global Recruitment,
Global Compensation,
and the Top Hiring Hubs
for 2023

Expert: Stephanie Varner, Director of Global 

Compensation at G-P 

Prediction #1: Remote work will be a 
competitive advantage for global brands. 

In addition to embracing both remote and hybrid work 

environments to attract competitive talent, companies 

continue to alter their talent acquisition strategies and 

are no longer limiting their sourcing and recruitment to 

local regions. 

“Work can be done all over the world and does not tie  
an employer to a specific city, region, or continent,” said 

Stephanie Varner. “Organizations recognize that the 

benefits of this approach help them to attract a diverse 

pool of talent regardless of their location.” 

Prediction #2: Companies will broaden their 
talent search to emerging global talent hubs. 

Top global talent hubs for tech workers include Toronto, 

whereas Mexico City is viewed as a prime location for 

media and marketing professionals — Netflix even 

selected the city as its LATAM hub. Sao Paulo, Brazil,   
on the other hand, is home to the LATAM headquarters 

of Uber and Spotify.

“Global recruitment is a great way for companies to 

expand in a new market and hire skilled and

diverse talent. But it’s important to think about what it 

takes to execute global recruitment successfully, 

including digital recruitment, professional onboarding, 

and global compensation design.”

G-P takeaway:

“Companies need to have a strategy 

for how they will obtain competitive

benchmarking information in each 

country they have a presence in.  It’s 

critical to have a stated global 

compensation philosophy that provides 

a consistent view on how your company 

thinks about and administers pay. 

Which individual factors does your team 

consider when making pay decisions: 

performance, tenure, education, 

certifications, and/or experience? One 

other common practice to ensure pay 

equity is companies will often partner 

with outside consulting firms to conduct 

a more formal pay equity analysis.” 

— Stephanie Varner, Director of 

Global Compensation at G-P 
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Global Mobility: 
Leverage the Anywhere 
Workforce to Build a 
Worldwide Brand

Expert: Nicole Forbes, Deputy General 

Counsel at G-P 

Prediction #1: Cultural acclimation programs
will boost global mobility success. 

Navigating cultural differences is a key factor in global 

mobility — strategies include forums for networking 

across borders, and providing access to new language 

learning, which build bridges between teams and 

advance the cause of cultural competency.  

“Global mobility can be a need for employers and 

employees,” explained Nicole Forbes. “With the remote 

work revolution, and the transformation of work, we’re 

really seeing that this is increasingly employee driven. 

Now, global mobility encompasses remote and hybrid 

working, and various flexible work arrangements.” 

Prediction #3: Many countries will adjust tax 
guidelines to accommodate global mobility 
and digital nomads. 

According to Forbes, the current tax landscape is 

challenging due to a lack of coordinated, aligned, and 

timely developments and guidance surrounding global 

mobility. “Most companies are all just trying to figure 

everything out as new global mobility trends emerge.” 

Employees working in-country can create permanent 

establishment (PE) for the legal employer. PE is an 

international tax concept which means a business can 

be subject to local tax in the country where they 

conduct business. The test of PE differs by country. 

“The risk of PE really depends on the activity of the 

employee. Are these employees concluding contracts 

or selling products into the market? These activities 

are more likely to trigger PE.”  There are different tax 

treaties between home and host countries that define 

tax rates, and these often prevent companies from 

being double taxed. “Global mobility is a complex 

topic, but a multidisciplinary, collaborative process is 

best, coupled with a good understanding of the 

company’s risk appetite." 

Prediction #2: Digital nomad programs and 
visas will grow in popularity. 

Digital nomad visas are now a mainstream initiative that 

global governments are pursuing; as of Nov. 2022, there 

were 51 countries with digital nomad visa programs, and 

more planned program launches for 2023. These programs 

typically allow employees to work remotely in a country for 

a set timeframe without needing sponsorship from a local 

employer. However, employees on a digital nomad visa may 

still trigger tax exposure for the employer.

“The concept of digital nomad has really evolved in the 

past few years, from a working arrangement that was seen 

to be a fringe solution to a mainstream initiative across 

dozens of governments to encourage economic growth 

and attract talent and knowledge in-country.” 
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The Rise 
of the Contractor: 
2023 Contingent 
Workforce Predictions 
and Challenges 

Expert: Hieu Williams, Partner at Hirschfeld Kraemer LLP 

Moderator: Joan Groleau, Vice President, Global Partner 

Marketing at G-P 

Prediction #1: Contingent workers will lean 
towards global employers who can deliver a 
flexible, non-traditional work environment.  

  Many experienced and skilled contractors have no 

interest in returning to traditional workplaces. The gig 

economy gives employers a way to rethink their business 

model, cut overhead costs, and meet specific project 

needs with these highly skilled professionals. The gig 

economy is the new normal and will continue to expand 

globally. According to Hieu Williams, “What we’re learning 

from the research is that flexibility is the key need and 

want from employees.” 

Prediction #2: Half of the U.S. workforce will 
be working in the gig economy by 2027. 

Are companies ready to leverage the skills of contingent 

workers? “Companies are starting to understand that in a 

highly competitive market, they must pivot,” noted 

Williams. “What companies need to understand is that if 

you want highly skilled workers, you’ve got to be 

prepared to pay a premium and have increased oversight 

from human resources. The companies need to be 

mindful of the compliance regulations and laws in the 

different regions.”

Although the gig economy has several benefits, one 

G-P takeaway:

"For employment laws and 
compliance around global mobility, 
you’ll want to consider exchange 
rates, cost-of-living differences, 
learning and development, travel 
compensation, and pay increases. 
Some relevant questions to ask on 
the payroll and tax side is what 
tasks and activities the employee 
will be doing in the new country, 
how long they will remain in-
country, and does the organization 
have an entity in that country. If an 
employee is both living or working 
in a particular country, the 
employment laws of that country 
will apply, for short-term basis, the 
local employment laws may or may 
not apply, but you’ll also want to 
have contingency plans if an 
employee gets hurt while in-
country. You’ll want to think about 
adding specific work-location 
language in the employment 
contract; this can protect against 
the wandering worker problem.”  

 — Nicole Forbes, 

Deputy General Counsel at G-P 

https://www.statista.com/statistics/921593/gig-economy-number-of-freelancers-us/


G-P takeaway:

“I think the gig economy is going 

to continue to grow, and it will 

become increasingly global. 

Companies are going to evaluate 

what makes sense for them, and 

with a lot of the larger companies 

saying you can work from 

anywhere, companies are going 

to look at that too, and say: If we 

can leverage a bigger talent pool 

globally, why wouldn’t we? 

The gig worker will become more 

sophisticated over time and more 

demanding, as they will have 

platforms to help market 

themselves across global regions 

more. The gig economy will 

become more diverse as well, as 

underrepresented demographics 

access global opportunities as 

contingent workers.”

—Hieu Williams, Partner at 

Hirschfeld Kraemer LLP 
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of the biggest risks of hiring this type of worker is 

misclassification. “If I’m a contingent worker and you keep 

signing a contract with me, and it’s over a five-year period, 

a court may determine that I’m really a full-time employee.”  

Prediction #3: Data protection and security 
protocols will increase due to intellectual 
property risks. 

As companies look to build their global brand and 

competitive edge by hiring global contractors, the 

question of intellectual property protection and data 

security is a key concern. What happens when a skilled 

contingent worker moves onto another project? What 

are the guidelines for the protection of trade secrets 

and proprietary data and information?  “This one is  
huge because a lot of companies don’t really think    
this one through,” explained Williams. “They’re excited.  
They want to engage this contingent worker, but what 

happens when that relationship ends? The potential loss 

of data is very real. What happens when that contingent 

worker goes and works for a direct competitor?      
Non-disclosure agreements and other security protocols 

need to be put in place because that worker will be with 

you for a short time, and they’re going to move on.”  

Many contractors use cloud-based apps or tools like 

Google Apps to complete assignments; they might be 

sharing proprietary data on unencrypted devices, and 

they might have access to servers or documents that 

full-time employees use. These are risks that should be 

mitigated with contingent worker policies and 

continuously monitored.
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How Australia’s Industrial Relations Reforms Provide
a Glimpse into the Future 

Prediction #1: Australia will consolidate as a 
talent-centric region. 

The Australian Government recently passed the Fair 

Work Amendment (Secure Jobs, Better Pay) Act 2022 — 

what many pundits are calling “the biggest change to 

industrial relations (IR) in decades.”  

Within this law, monumental changes to the employment 

landscape have been made, such as prohibition of pay 

secrecy, advancement of flexible work, limitations to 

fixed-term contracts, broadening of multi-enterprise 

agreements, and strengthening of the Fair Work 

Commission (FWC), the country’s workplace tribunal.  

According to Nicholas Potter, “The primary purpose of 

these reforms is to benefit employees and ensure they 

have a voice and a standard set of protections.”  

Potter also noted that viewing these reforms through 

the lens of social policy proves that there is a strong 

and decisive shift towards catering to the workforce’s 

needs. While this talent-centric attitude is not new, 

these substantial changes in a tight labor market like 

Australia’s signal a more deep-rooted inevitability 

rather than a passing trend.  

Prediction #2: Industrial relations reforms will 
bargain short-term pain for long-term gain.

Companies will need to be keenly aware of how 
industrial reforms in 2023 will impact different facets 

of people management and human resources. And    
with that, compliance should always be a cause for 

concern, especially because considerable penalties    
await employers that do not meet these standards.  

When addressing the recent amendments in Australia, 

Potter noted that, “a lot of these reforms include penalty 

provisions; it’s not a toothless tiger. There is a real onus 

to be compliant. To add to this, the reforms have 

increased the cap for small claims proceedings from  
AUD 20,000 to AUD 100,000.” 

In the long-term, however, Potter asserted that     
compa-nies will likely welcome more streamlined and     
standard-ized industrial relations policies and processes.  

“Realistically, the benefit for employers is increased 

simplicity, which is amazing for international players.”     
He cited how the Registered Organisations Commission 

(ROC), the independent regulator of unions and  
employer associations, and the Australian Building and 

Construction Commission (ABCC), enforcers of the Fair 

Work Act in the construction industry, are being       
abol-ished and their essential functions will be transferred 

to the FWC and the Fair Work Ombudsman, respectively.

Prediction #3: Australia’s IR reforms will likely 
spark an international trend. 

With consistent record-low unemployment rates, 

Australia has one of the most competitive labor markets. 

The Fair Work Amendment Act 2022 can also be seen as 

a step towards helping curb the ongoing talent crunch. 

This is why, according to Potter, industrial relations 

reforms like these are also happening in varying degrees 

across several markets. Potter cited how New Zealand is 

also currently working on their own suite of IR reforms, 

including adopting a system similar to Australia’s 

multi-enterprise bargaining. He also mentioned how 

countries like Indonesia and India are in the process of 

undergoing changes to their industrial relations.   

Expert: Nicholas Potter, Associate Employment 

Counsel, APAC at G-P 



G-P takeaway:

When navigating changing or unfamiliar labor laws, "Companies should ask a professional. 

The best thing a business can do when branching out into a new jurisdiction is to be 

curious. Ask questions. Find the right experts and really leverage that. It's really quite 

dangerous to assume other jurisdictions operate the way that you are used to."  

— Nicholas Potter, Associate Employment Counsel, APAC at G-P 
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According to Potter, “In this post-pandemic environment, a lot of companies are looking to make the most of this 

remote-work, war-for-talent environment.” He added that IR reforms can also serve as adequate protection for populations 

in Asia-Pacific countries whose skills are increasingly attractive to international employers.  
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Prediction #2: Data will become a strategic
asset for global organizations. 
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Final Thoughts on What 
Lies Ahead   

Prediction #1: Investments in technology 
will accelerate digital transformation. 

The year 2023, by all accounts, looks like a potentially 

challenging year, particularly for the tech industry. 

However, there are reasons for optimism. Whether it’s 

cybersecurity, digital health, or fintech, technology is 

now embedded everywhere — governments, corpora-

tions, and individuals rely on it daily.  

Dhaval Gore predicts we “will see a spike in demand 

for tech solutions to improve productivity.” He explained 

that “this will help employees to work smarter and 

faster, and help employers to better manage their 

resources and workforce, and help them make more 

informed and quick decisions. The overall pattern 

shows businesses are prioritizing increasing investment 

in technology to accelerate digital transformation.” 

Prediction #3: Bleak economic times may
strengthen tech firms. 

As referenced throughout this prediction series, many 

suspect that 2023 could be challenging economically. 

However, Gore noted that some of the most successful 

tech firms have been built during tough times, and 

established tech firms have historically become stronger 

during challenging periods.  

The critical ingredient, Gore said, is that “startups 

focus on solving real problems while focusing on the 

fundamentals that will still attract investors. VC funding 

has dropped, and founders find it difficult to raise the 

next round, but VCs are launching new funds and will 

be keen to deploy, albeit with a more scrutinizing eye. 

Being close to customers, understanding their needs, 

and delivering an exceptional experience is more 

important than ever.”

Data is an untapped well in the eyes of Gore. He cited 

recently commissioned research by Hewlett-Packard, 

which found that while there is a “broad understanding 

of the potential value that data can unlock, many are 

far from being in a position where their strategic and 

technological choices are successfully underpinning a 

shift towards data as a strategic asset.” 

Gore predicts that in 2023, many more organizations 

will focus on how data can help them become more 

productive, efficient, and competitive.  

Expert: Dhaval Gore, Partner Communities 

Director at G-P 

“I want to share these final and simple 

thoughts recently shared by the CEO of 

fintech firm 11:FS, David Brear. The 

secret to success is quite simple.

Attitude — how you show up and 

respond to adversity — plus effort — how 

hard you work and for how long. Smartly 

and consistently applied, this will often 

lead to great things and success, plus 

happiness, contentment, and purpose. 

Embedding the right habits into your 

daily life will determine your success, 

however you measure success. So, keep 

striving, stay curious, connected, and 

supportive of each other.”

— Dhaval Gore, 

Partner Communities Director at G-P 

G-P takeaway:



How we help

At G-P, we help companies unlock the possibilities of the 

everywhere workforce by bringing boundless talent to your 

fingertips. We’ve been helping companies expand globally 

for nearly a decade, so we truly understand the challenges 

businesses face while scaling internationally — and the 

opportunities that arise when done successfully. 

From recruiting to onboarding, payroll, benefits, time tracking, 

and expense management — our market-leading SaaS-based 

Global Employment Platform™ streamlines and automates 

every HR and legal process, so you can confidently build

your global workforce — with just a few clicks.  

G-P: Global Made Possible
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