Managing a Canadian Workplace Under
Multiple Jurisdictions as Remote Work
Expands

Remote work has changed the boundaries of employment in ways many HR managers never
expected. A few years ago, supervising a Canadian workforce meant keeping track of
federal rules, provincial legislation, and maybe an occasional cross border
assignment. Now employees are asking to work from Portugal, Mexico, the United
States, or wherever life takes them. Some are moving to another province without
telling HR until the tax slip needs updating. Others relocate temporarily to be
closer to family. Suddenly, HR teams are managing employment standards, tax
obligations, and compliance questions that cross borders and time zones.

This shift has turned many HR leaders into accidental global employment specialists.
Even small Canadian employers are being pulled into international HR questions that
used to apply only to multinational companies. Managing this new reality requires
clarity, structure, and a strong understanding of risk.

How Remote Work Expanded HR’s Jurisdiction Overnight

During the pandemic, employees discovered they could work effectively from almost
anywhere. Some moved permanently out of high-cost cities. Others began working
seasonally from different locations. Now, remote and hybrid work are standard across
Canada. According to Statistics Canada, more than four million Canadians work
remotely at least part of the time, and a growing number of them are living or
traveling outside their home province.

The result is a workplace where jurisdictional boundaries no longer align with
employee locations. HR teams must manage employment standards in multiple provinces,
tax residency rules, workers compensation coverage across borders, and privacy
regulations that vary with each location. These responsibilities escalate quickly
when an employee crosses a national border.

Why Multiple Jurisdictions Create Risk for HR

A Canadian employee working from another province is not just “a remote worker.” From
a compliance perspective, they bring a new jurisdiction into your workplace. For
example:
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e Employment standards vary significantly across provinces. Vacation, hours of
work, termination rules, and leaves are not uniform.

e Workers’ compensation coverage is tied to where work is performed. If an
employee works in another province without registering there, the employer may
be uninsured.

e Tax residency can change when an employee spends too much time outside Canada or
within a specific U.S. state.

e Privacy rules under PIPEDA, Québec’s Bill 64, and international data transfer
laws may apply if an employee accesses confidential data abroad.

Most HR managers discover these issues when something goes wrong. An injury claim is
denied, a state tax authority sends a notice, or an employee complains they were not
given the correct leave entitlements. By then, the compliance gap is already costly.

A Real Story: When an Employee Works Abroad Without HR
Knowing

One HR director shared the story of a developer who quietly worked from California
for several months while visiting a partner. Nothing seemed unusual until payroll
received a request for U.S. tax documentation. That triggered a chain reaction. The
organization suddenly had potential obligations for state payroll tax, workers
compensation, and corporate nexus rules. The risk was far larger than the value of
the work being done.

The employee never intended to create risk. They simply assumed remote work meant
working from anywhere. The company learned the hard way that “anywhere” has legal and
financial consequences.

Where HR Needs to Pay Attention First

Although global HR can get complicated quickly, most issues fall into a few
predictable areas.

1. Employment Standards

Employees working from another province are generally entitled to
the minimum standards of the province where they perform their work. This affects
termination, vacation, hours of work, protected leaves, and statutory holidays.

2. Payroll and Tax Compliance

Income tax withholding depends on residency rules. The CRA takes a strict view of
residency, and some U.S. states claim tax jurisdiction even when an employer has no
formal presence there.

3. Workers’Compensation Coverage

Workers’ compensation boards require registration in the province where work occurs.
If an employee is injured while working out of province, the employer may be non-
compliant.

4. Privacy and Data Protection

Employees who travel outside Canada can expose the company to foreign privacy laws.
Quebec’s updated privacy rules also impose new obligations for employers with workers
in the province.



5. Occupational Health and Safety

OHS laws are location based. Employers are responsible for the health and safety of
an employee’s remote work environment, including out of province or international
locations.

How HR Can Manage a Workforce Across Jurisdictions
Without Losing Control

The goal is not to restrict remote work. It is to create structure and
predictability. HR teams across Canada are implementing simple frameworks that reduce
uncertainty.

1. Create a Remote Work Location Policy
Employees must disclose where they are working and obtain approval
before relocating. The policy should explain which locations are permitted,
restricted, or prohibited due to legal or tax complexity.

2. Build a Jurisdiction Checklist
Before approving an out of province or international request, HR reviews a
standard checklist that covers payroll, employment standards, workers
compensation, and privacy requirements.

3. Set Time Limits
Some employers allow short periods of international work, such as four to eight
weeks, but prohibit long term stays that trigger tax residency issues.

4. Train Managers to Flag Location Changes
Many employees tell their manager but not HR. Managers need to know that
location changes are an HR compliance issue, not a simple scheduling matter.

5. Communicate the Risks Without Fear
Employees are more honest when HR explains the purpose behind the rules. Most
people do not want to expose the company to legal or tax problems. They just
need clearer guidance.

Conclusion: Remote Work Has Made Every HR Department a
Global HR Department

Canadian workplaces are entering a new era where jurisdiction is fluid and compliance
follows the employee. HR teams who build clear frameworks will navigate this future
with confidence. Those who avoid the conversation will eventually face tax issues,
employment standards disputes, or workers compensation gaps that could have been
prevented.

Remote work is not going away. Employees will continue to cross borders, provinces,
and time zones. HR’s role is to stay ahead of the changes, protect the organization,
and create policies that support both flexibility and compliance.



