
A planning playbook for talent acquisition 
leaders looking to grow their headcount, 
both domestically and across borders.
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Plan and expand 
headcount at home 
and abroad

As companies grow and scale, tapping into global talent has become a new frontier—
filled with opportunity, but also complexity. Both domestically and internationally, 
successful headcount planning relies on collaboration, not solo effort.

One of the biggest unlocks 
for successful headcount 
planning is getting in step 
with your department heads, 
your Financial Planning and 
Analysis (FP&A) function, and 
your HR function. That’s how 
you get a seat at the table 
and create an aligned plan 
that’s set up for success.

STACEY SLATER
Director of Talent Acquisition, Oyster 

Even though this collaborative process demands input from across the organization, at 
the center of it all sits the talent acquisition leader: the anchor keeping the entire process 
aligned, cohesive, and successful. TA leaders bring more to the table than hiring expertise. 
They’re the guardians of the data and insights needed for a robust, realistic plan.

This playbook is designed to be a quick guide for talent acquisition leaders tasked with 
expanding their company’s headcount at home and abroad. Covering everything from 
international considerations, budgets, timelines, and essential tools, it’s designed to help 
you plan headcount effectively, right from the first step. 
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Getting started with 
headcount planning

•	Use business outcomes as your north star:
 	 Translate company goals into workforce 

demand. This helps you spot gaps, define 
resource needs, and clarify whether you’re 
hiring for capacity or specific skills.

•	Cross-functional relationships are key:
	 In isolation, talent acquisition teams can’t 

build a headcount plan. Partner with 
department heads, especially the C-team,  
HR, Legal, and Finance, to stay aligned. 

•	Define what’s essential and what’s not:
	 Consider which roles are mission-critical, 

and which are simply nice-to-have. 
Unfilled essential roles could create risks 
to specific deliverables, revenue, or the 
business overall. 

•	Set budget guardrails:
	 Your budget often dictates hiring markets, 

salary bands, and speed to hire. Factoring 
these in early helps keep your plan 
realistic and obtainable. We’ll cover more 
budget management details in Section 4. 

•	Take time to define ownership and 
accountability: 

	 Be clear about who decides what, from 
approving new headcount requests to 
budget thresholds and timelines. But 
remember, talent acquisition should act 
as the single source of truth, keeping 
everyone else informed. 

The first step of headcount planning isn’t about filling roles. It’s about outcomes. 
By anchoring your workforce strategy to business outcomes, it’s easier to stay 
on the right track, from day one.

Think about building a 
simple demand model: ‘We 
need to have these roles 
in place by this quarter in 
order to deliver on [a specific 
business goal].’

STACEY SLATER
Director of Talent Acquisition, Oyster 

01.
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•	Choose the right markets:
	 Start with market selection, then decide 

if you’ll establish a local entity or work 
with an employer of record (EOR). Oyster’s 
global employment platform makes it easy 
to hire the best talent, no matter their 
location. 

•	Check your infrastructure:
	 Does your existing tech stack support 

Team Members and applications in other 
countries? If not, assess whether you’ll 
need any additional systems or integrations. 

•	Prioritize compliance and benefits:
	 Understand the statutory minimum 

benefits and rules and regulations for 
different countries. Then benchmark 
competitive add-ons. Defining what’s 

customary helps you attract and retain top 
talent without unnecessary overspend. 

•	Leverage partnerships:
	 TA leaders aren’t expected to know every 

regulation in every country, but you do 
need to leverage internal and external 
partnerships to gather all the necessary 
information and flag any risks upfront.

•	Balance local needs with global 
consistency:

	 For some roles, local expertise and regional 
language skills are essential for success. 
Consider how to adjust descriptions for 
different markets while still maintaining 
global consistency when it comes to 
company mission, outcomes, and must-
have skills.

Global hiring 
considerations
Tapping into global talent is an incredible growth opportunity. But it comes with 
added complexity. Considering global constraints early in the planning process 
helps avoid surprises and keep your plan on track.

02.

https://www.oysterhr.com/how-it-works/employer-of-record
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Defining and 
leveling roles

03.

Anchor it to the outcomes you expect over the first 6 to 12 months. Then, let scope, 
budget, complexity, autonomy, and team structure guide you to the right level. 

It’s also important to consider each manager’s capacity to provide support, plus how 
time zone differences affect that. A senior hire with a high level of autonomy may be 
fine with minimal crossover, while a junior hire may need more day-to-day coaching. 

Deciding whether a new role should be junior, mid, or senior doesn’t have to 
be complicated.

  Pro tip:
Use Oyster’s Time Zone Crossover Calculator to expand your hiring pool into 
new countries, without disrupting your workflow. 

https://www.oysterhr.com/global-employment-tools/timezone-crossover-calculator
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•	Create a framework:
	 Aim for one global job architecture, 

informed by, and anchored to, your 
company’s compensation philosophy. 
Some companies prefer a single global 
salary band for each role, while others 
use local salary and compensation bands. 
Once you’ve established salary bands, 
decide which percentile of the salary band 
you’re targeting.

 	 Are you aiming to be highly competitive 
(typically 75th percentile and above) or 
stay closer to the median? This ensures 
your approach to compensation is 
intentional, consistent, and sustainable. 

•	Know your numbers:
	 Your budget guardrails should have been 

defined in Section 1, but it’s also important 
to build in risk buffers and raise the alert 
with finance if market data doesn’t align 
with your allocated budget. Benchmarking 
by job family, level, and location can help 
keep expectations realistic. 

•	Plan for currencies and FX:
	 Internally, you’ll probably discuss and track 

salaries in your organization’s primary 
currency. But you should also be prepared 
to discuss offers in local currencies. It’s 
also important to consider how fluctuating 
exchange rates can impact your budget. 

Managing budgets

The financial layer of headcount planning is crucial, which means TA leaders need 
to collaborate closely with Finance, especially the FP&A function. Managing the 
total cost of employment needs careful planning, flexibility, and alignment with 
your company’s compensation philosophy.

04.
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•	Start early:
	 Aim to begin headcount planning at least 

3 to 6 months in advance, but add extra 
buffer time when expanding into new 
countries. This is just a rough guide: your 
specific timeline will depend on your 
organization’s metrics. 

•	Use data as your guide:
	 Lean into your hiring metrics and data 

(particularly time to hire, time to fill, and 
time to start) and use these insights to 
educate other department leaders about 
realistic timelines. 

•	Prepare for tradeoffs:
	 Every market comes with pros and cons. 

For example, hiring in a market with a low 
talent density might impact time to hire, 
but long-term compensation costs could 
be lower.

	 Is that trade-off worth it? The key is 
being able to frame these tradeoffs so 
leadership can make informed decisions.

Setting realistic 
timelines

When it comes to headcount planning, the earlier you can start, the better. 
Building realistic timelines helps set expectations and avoid surprises while still 
leaving room for flexibility.

05.

When hiring globally, you 
need to start thinking 
about time-to-start metrics, 
because when you’re global, 
notice periods can vary 
widely.

STACEY SLATER
Director of Talent Acquisition, Oyster 
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For global hires, consider logistics like delivering equipment to 
new locations or using an EOR to help prepare locally compliant 
contracts. 

Remember, the onboarding experience reflects on your brand 
and shapes the ongoing Team Member experience. That’s why it’s 
also important to prepare managers who might be new to leading 
international teams. Help them consider cultural norms, regional 
expectations, and local differences, so everyone feels supported 
from day one.

Onboarding and the 
Team Member

06.

Setting up new Team Members for a positive onboarding 
experience starts before their first day. 
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Essential tools and 
tech to grow 

07.

•	Global employment platform:
	 Platforms like Oyster are essential for 

simplifying the process of hiring, paying, 
and supporting a global team, while also 
ensuring compliance with local regulations. 

•	HRIS:
	 For seamless payroll integrations and easy 

management of a global workforce.

•	ATS:
	 Tools with global capabilities, like Ashby, 

are built to handle higher application 
volumes, easily schedule interviews across 
time zones, and streamline global hiring. 

•	 Interview intelligence platforms:
	 Tools like BrightHire generate interview 

summaries and highlights, keep interviews 
consistent, and help the hiring process 
move at speed.

•	Reference checking tools:
	 Help speed up background checks while 

ensuring compliance.

•	E-signature solutions:
	 Simplify contract signing and speed up 

offer acceptance.

The right tools and tech make global hiring more efficient. Key tools to consider:
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Avoid 
headcount 
headaches

08.

We’ve rounded up some top tips 
and pitfalls from Stacey to set you 
off on the right track.

Hiring a globally distributed team is easy with Oyster. 

Chat with one of our global employment experts to get started today. 

www.oysterhr.com
Copyright © 2025 Oyster HR Inc. All rights reserved.

Lean into the power of 
partnerships
You can’t do this in isolation, and 
it’s really important for TA to get a 
seat at the table because ultimately, 
we’re the ones who have to deliver. 
Be curious, ask the right questions, 
and create a plan that’s set up for 
success.

Don’t underestimate the 
complexity of compliance
Leverage the local expertise of any 
markets you’re expanding into, so 
you’re confident moving at the pace 
you want to, while also knowing 
everything is taken care of.

Start thinking about  
time-to-start metrics
When you’re global, notice periods 
can vary widely. 

Define your outcomes
It’s important not to go too fast 
in the wrong direction. Write your 
success metrics down and get really 
clear on what good looks like.

https://www.oysterhr.com/request-a-demo?utm_campaign=event-headcount-planning&utm_channel=webinar&utm_source=headcount-pdf
https://www.oysterhr.com/?utm_campaign=event-headcount-planning&utm_channel=webinar&utm_source=headcount-pdf

