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REDEFINE

Leader’s view

We are delighted to present this 10th edition of our annual
multi-award-winning Global Mobility Survey (GMS) report. Between
2011 and 2021, a total of 10,957 Global Mobility (GM) professionals
and 348 Business Leaders (BL) participated in the survey.

In this report, we address the critical Global Mobility topics facing
organisations operating on a cross-border basis. This year’s report is
shorter, with a more focused analysis of the key findings. We provide
the complete set of charts in the appendix for those who prefer a
deeper delve into the statistics.

This report provides insights into Global Mobility transformation with
an increase in visibility and consultative expectations. We continue
to see an evolving talent scene where remote working and virtual or
hybrid assignments have increased along with a resurgence of all
types of international work arrangements. It is important to note that
cross-border business travel is still under close control and scrutiny
at executive levels. Lastly, we examine the increased complexity

of risk, compliance and duty of care. And in many instances, the
increased uncertainty, especially at the employee level. We see

duty of care transitioning into an organisational priority.

The pandemic has not yet elapsed and may indeed permanently

alter how we operate commercially and socially. We hear the words
sustainability, flexibility and agility daily. The challenge is turning them
into reality. There is no such a thing as post-COVID-19, this is the new
normal and we need to think about long-term contingencies.

We hope that you find the report valuable and that it will support the
creation of your new realities in these extraordinary times. We would
be delighted to explore these themes and benchmark these data
points against your organisation.

Yann Blandy
Chief Executive Officer
Santa Fe Relocation
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Introduction

The pandemic has generated significant change and challenges
within global organisations, particularly for the human resources
(HR) and GM professionals. Their increased visibility with internal
leadership and stakeholders has required wider engagement,
focusing on the formal GM programme and the wider global
workforce, because cross-border remote working and virtual
assignments have become a complex additional responsibility.

Summer 2021 witnessed a backlog of international assignments
and new, more hybrid work arrangements. Remote or virtual has not
replaced traditional physical mobility—it is operating in parallel. GM
teams face challenges and opportunities with increased pandemic
related complexity and potentially more comprehensive compliance
and financial organisational risks associated with remote/virtual
arrangements impacting policy, process and technology.

It is expected for GM to assume a more strategic role. Business
Leaders are clear in their expectation of a GM partner to guide them
in making the right people decisions, better control costs and deliver
analytics that map spend (investment), track performance and
manage long-term people progression/retention (growth payback).
This is an overwhelming workload for even the most experienced

of GM professionals. In addition, their scope is expanding to include
cross-border remote workers not previously considered as part

of a GM programme.

GMS 2021/22
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1. How COVID-19 redefines Global Mobility and makes it visible

Reflecting on the impact of the COVID-19 pandemic, 84% of GM professionals expect to see transformation over
the next 12 months. Fig. A3, p41 Appx. One third say that GM strategic/advisory functions will be absorbed by
HR business partners or divided between talent and reward; of this third, almost half will outsource to an external
relocation management company.

Given the broader workforce portfolio with domestic workers working cross-border on a remote/virtual basis,
GM teams are under significant pressure to redefine their roles and operational service model. Immigration,
employment tax, corporate taxation and labour laws are becoming increasingly complex, whether it’s the
C-suite planning acquisitions, sector leaders assessing new geographies or government mandates to respond
to compliance requirements from remote working arrangements.

This leads to a redistribution of operational activities, either to an internal shared services team or outsourced
to an external mobility/relocation provider. It may be full outsourcing or a co-sourced model including
compensation and relocation elements.

As a direct result of the pandemic, GM teams have become visible to leadership who understand their
importance in internationally mobilising employees.

Regardless of whether the broader HR organisation is in the midst of change, the initiative to focus on GM, given
its escalated importance, is critical to achieving a competitive advantage for international work arrangements.

We are expanding the corporation internationally, so we can have more
executive managers at the host location in the role to deliver on goals.

Global Mobility can deliver processes that work more efficiently
and effectively than what’s given out today.

Business Leaders response to the question below.

Fig. 1: How visible are the Global Mobility (GM) team in your organisation? (BL)
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were not visible but as very visible. Leadership if the leadership either with the functional head
adirect result of the know who they are and relocates themselves such as HR, talent or
pandemic they are now understand their role or have an employee reward, not directly
very visible. Leadership in internationally undertaking the process.  with GM specialists.
know who they are mobilising employees.

and understand their
role in internationally
mobilising employees.
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2. Strategic workforce planning

In 2020, strategic workforce planning ranked ninth and in 2021, it elevated to the fourth most time-consuming
activity. In parallel, advisory services is the activity that takes up most of GM professionals’ time.
Fig. A4, p42-43 Appx. This suggests that GM professionals have a significant strategic and advisory role.

Overall, these findings highlight a shared focus by GM professionals and Business Leaders to drive
organisational growth by supporting and enabling the acquisition and development of the best talent. Noting
that 58% of Business Leaders had little or no visibility of GM teams until the pandemic, the focus on talent
screening and selection suggests an assumption that GM professionals already fulfilled an HR Business Partner
function. From the mid-1990s, HR structures evolved and more segmentation was introduced, seeing the role of
GM become technically and operationally oriented. This now seems to be going full circle as GM professionals
are expected to become GM HR Business Partners.

Equally, Business Leaders are expecting their GM teams to ensure that cost-effective programme management
is delivered, factoring in the new hybrid and remote/virtual dimensions. The necessity for compliance controls
will become stronger and GM teams need clarity on what they require help with, to ensure precise scope

and predictable fees.

Global Mobility need to concentrate on helping us finding the
best possible candidates to work in the best possible conditions.

By doing profiling and building dashboards to highlight key business drivers.

Business Leaders response to question: What financial, people or analytics activities or outputs
could GM deliver to create more value to the business? Fig. A5, p43 Appx.

Fig. 2: Which five of these activities you should be spending most of your time on? (BL vs GM)

Fig. A4, p42-43 Appx.
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3. Building a business case for international assignments

Almost three-quarters of Business Leaders say that their company does not have a formalised business
investment plan process to authorise international assignments. There is a small increase in those who do,
from 22% in 2020 to 27% in 2021. Fig. A5, p43 Appx. Of those who have a formalised business case,

the most popular way of evaluating the immediate post-assignment return on investment (ROI) is through
the achievement of employee talent objectives.

This highlights an opportunity for GM teams to educate and influence Business Leaders to adopt a more
thoughtful approach to talent planning processes. GM has traditionally implemented international workforce
arrangements once a corporate decision has been made. Embedding and challenging HR and Business Leaders
to formalise their investment using a structured business case or people investment plan will drive clarity over
the purpose, desired outcomes and the right international work arrangements, whilst allowing full cost visibility
and providing increased objectivity over the choice of preferred candidate.

Strategic workforce planning should be the continuous assessment of the achievement of objectives and
financial cost tracking. Having the ability to deliver analytics such as retention, cost of leavers post assignments,
alignment of performance and talent assessments will enable GM teams to achieve the desired expectation

of a more strategic talent advisory role. For example, if GM could illustrate that 25% of their international
assignees leave within two years of returning and the combined cost of this attrition was US$19 million,

this is likely to gain leadership attention.

Fig. 3: How do you evaluate the immediate post assignment return on investment from internationally
mobile employees on formalised assignments or secondments? (BL) Fig. A5, p43 Appx.

™

57% 50% 43% 36%

Achievement of Employee career Enhanced governance Employee retention
employee personal progression into in host locations e.g. or turnover,
talent objectives. a bigger or more legal, fiscal, operational post-assignment.
senior role. process or quality
standards.

We have digitalised and outsourced
transactional pieces and are focusing more
and more on being mobility expert consultants.

Soenke Schiricke, Head of Corporate
International Mobility, Continental.
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4. Opportunity for better data

Overall, Business Leaders report a reduction in data analytics since 2020 which may be attributable to the
additional pressures created by the pandemic. Policy exception reporting conversely increased, possibly
associated with out-of-scope policy requests arising from displacement due to national lockdowns or employee
choice to work in a third country. Tracking employees is a top priority. On a simple average, only a third of key
data sets (cost, performance and talent) appears to be provided to the Business Leaders.

There is an opportunity to improve the alignment of how these data analytics drive value to real business
outcomes with stronger engagement of key stakeholders in HR/Talent and Business Leaders. The information
should be made readily available, albeit from different sources, which is why digital innovation and enhanced
connectivity between the internal Human Resource Information System (HRIS) and the external supply chain is
critical as part of the new GM strategic and advisory role. Undoubtedly, some of these data sets will be collated
in different parts of the organisation; however, it would be highly beneficial to develop one centralised dashboard
as a dynamic component of operational and talent decision-making.

Leveraging meaningful analytics will become crucially important as organisations seek new talent
to fulfil people imperatives (such as diversity and inclusion), enter new locations and manage remote
cross-border working combined with physical relocation options.

Fig. 4: What data is currently provided to you by your Global Mobility or HR team? (BL) Fig. A6, p44 Appx.
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performance

management ratings. G 7%

Risk managemen QD 5%

e.g. political, economic

genvionmental. (D /2%
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estimates with actual

total assignment costs. — 42%

Compliance data @y 25%

e.g. immigration, tax

filing or reporting. — 40%

Tracking employee _ 27%

whereabouts,
or location.
® 2021
@ 2020
The three key Overall organisational pressure focus on three
priorities are efficiency, areas; reduce cost (efficiencies); quality and
compliance and cost. compliance and continue digitalisation.
Olga Kravchenko, Soenke Schiricke, Head of Corporate
Group HR COO, AXA. International Mobility, Continental.
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5. A growing trend to invest in technology

Three-quarters of GM teams are planning to invest in new technology in the next 24 months.
Fig. A7, p45 Appx. In parallel, awareness of digital innovation has improved in most areas since 2020.

On the organisational side, the ability to mitigate and improve compliance and risk management through
connected systems and processes is a consistent priority for many GM leaders; enhanced data analytics

for workforce planning is imperative. A key aspiration for GM teams is to deliver more cost-effective value for

their programmes which acknowledges the need for an integrated approach to developing policies, workflows,
better communication and data flows with the external supply chain. While GDPR has been in force since
2018, it remains a significant consideration when requiring technology that supports compliance.

On the employee side, there are significant gains to be made in managing employee experience and

engagement. Differentiation in attracting international hires, who may be considering their options on several

roles in different locations, becomes critical. On an ongoing basis, it is also seen as a positive enabler for
employees’ career expectations to become more transparent with their employer. Purchasing technology
through capital expenditure with ongoing licence and operational costs versus outsourcing, including

in operational fees, is a fundamental consideration. A full cost-benefit analysis must be undertaken

to identify the best solution.

Fig. 5: Specifically looking at digital innovation, where do you see it making the biggest impact
on your business, in relation to the Global Mobility function? (GM) Fig. A8, p45 Appx.

Improvement managing compliance
and risk through connected

systems and processes.

Enhanced data analytics

for workforce planning.

Enhanced operational agility to modify
policies, processes and supply chain to

align with variable business environments.

Enhanced employee experience through
the enriched quality of the information provided

about host country environmental conditions.

More effective feedback for
employers about employee’s

career expectations.

Enhanced employee experience through
enriched quality of the information provided

about personal lifestyle consumption choices.

Three-quarters

of GM teams are
planning to invest
in new technology
in the next 24
months
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Conclusion

GM teams have raised their profile with leadership and the broader
workforce, mainly due to the pandemic, which forced a significant
rethink on international working arrangements—virtual in balance
with physical cross-border presence.

The uncertainty and complexity associated with monitoring

daily changes to country lockdown status have placed an almost
untenable drain on resources. So too has cross-border remote
working and virtual assignments. Leadership have engaged GM as
their source of expertise on policies, frameworks, risk, cost and crisis
management. In parallel, GM professionals have their day job of
operational programme management. All these additional pressures
and often remote working themselves, have created significant
challenges to managing work-life balance.

The time is now for GM professionals to have a more advisory focus
on workforce planning, location advice, policy and financial controls,
which is more in keeping with an HR business partner or business
support partner’s role. This means that GM professionals will need to
rethink what they personally deliver and what could be administered
through an internal shared service team or external supply chain.

Digital innovation and connected systems will be a major
consideration as organisations increasingly demand data, reporting
and analytics from GM on new projects, locations, talent acquisitions
and a variety of information. This is no longer a pandemic situation;
this is the new normal, with a more hybrid GM function at the centre
of business and talent planning.






Introduction

The evolving nature of global talent mobility has not just occurred
since the pandemic commenced. We had referenced in GMS 2019
that CHROs reported a requirement to focus on sourcing new talent
and repurposing existing employees in the face of rapidly evolving
roles, digitalisation, changing business models and new geographic
and product advancements.

2021 has observed the emergence of new working patterns (remote,

virtual, domestic and cross-border working) while some sectors have
continued with physical working arrangements wherever feasible and
legal. As borders have reopened, we have noted increased activity in
the deployment of all international work arrangements and to a lesser
extent in some countries, international business travel.

The data we present in this report reflects what we believe to be

a re-levelling as the backlog of previously approved international
assignments unfolds. How this evolves into 2022 hinges on a host
of mitigating factors.

Attracting and retaining talent remains a top business priority,

with many organisations recognising Equality, Diversity & Inclusion
(ED&I) as a board-level imperative. GM teams have been invited to
engage on strategic talent and workforce planning and with it, bring
innovative ideas to ensure mobility remains attractive and safe for all.

Leading edge GM programmes will balance systems and leverage
hard data with a human interface to mobilise the right talent.
Connected GM in 2022 and beyond will require joined-up

thinking and authenticity.

~ A
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6. Strategic and business driver insights

Organisations have experienced a period of significant business disruption forcing them to re-envision their
strategic direction to remain sustainable and achieve future global growth targets. On a macro level, Business
Leaders identify Environmental, Social & Governance (ESG) factors, cost competitiveness, diversification,
digitalisation, innovation, as well as talent attraction and retention as the most critical considerations for their
future. Fig. A9, p46 Appx.

From a micro perspective, almost half of international moving requests were strategically designed to develop
future and strategic leaders and just over one quarter were arranged to retain a current employee’s employment
with the organisation (due to a mobilising partner). The high proportion of accommodative moves is possibly

a consequence of organisations seeking to quickly repatriate or remobilise family units during the pandemic,

as well as a greater appreciation of dual career families. Only 8% of mobilisation authorisation were motivated
by a driver to enhance the diversity or cultural profile of the organisation, likely due to the practical restrictions
presented by COVID-19.

We are moving operations overseas as markets mature
and skill levels increase and provide a chance to cut costs.

To have a greater leverage in expanding and creating global services.

Business Leaders response to question: How and why do you anticipate
these business/people drivers changing in the next 12-24 months?

By focusing on their role as value-add trusted advisors, GM professionals will maximise
the company’s talent ROl and strengthen leadership’s sponsorship of the GM function.

Fig. 6: What are the primary business drivers for authorising international assignment
or international work arrangements? (BL) Fig. A9, p46 Appx.

D o

17% 28% 6%

Enhance existing Develop future Achieve specific
talent or skills into leaders. objective or
key markets. deliver project.

D ®

15% 8% 26%

Strategic leader Enhance diversity, Provide continued
deployment. cultural & change employment to
management. employee or partner.
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7. Taking the lead on hybrid working

Remote working, virtual assignments and hybrid arrangements are regarded as the biggest
changes expected amongst internationally mobile workforces over the next 24 months (GM).

Projecting forward 12 months, GM professionals expect that virtual assignments will significantly alter

the structure of the internationally mobile workforce. However, this has changed little since the start of 2020,
reminding us that the shift towards virtual assignments caused by the pandemic has been a trend for a
reasonably long time now. We are also glimpsing signs of the pendulum shifting towards in-person assignments.
The most anticipated change for GM professionals is a move towards hybrid working, with 41% suggesting this
will be a significant change over the next 12 months. This suggests that whilst GM teams foresee virtual working
remaining prominent going forward, they anticipate these arrangements will blend with more traditional physical
relocations. GM teams’ expectations of playing a bigger talent role in selection and screening is reflected

by an expected increase (30%) of organisation-driven programmes.

Gender diversity is also recognised as a key driver for organisations, albeit at a slower rate of take up than one
might expect. Earlier, we noted that 73% of Business Leaders do not see a formal business case for international
work arrangements, which is a potential barrier for ED&I and also a reduction in the need for cultural diversity,
which are counter-intuitive to the goals often stated in corporate websites.

Fig. 7: What changes do you expect amongst your internationally mobile
workforce over the next 12 months? (GM) Fig. A10, p47 Appx.
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8. Understanding the COVID-19 impact on Global Mobility

The pandemic did not halt mobility, mobility is thriving in the new normal.

Surprisingly, only between 20% and 30% of assignments did not proceed or get authorised. 70% were
proceeding albeit with disruption. Graduate programmes suffered the most reduction in approvals and
mobilisations, likely due to the reliance on face-to-face interactions not being possible during the peak
of the pandemic. Redesigned programmes are expected to emerge in 2022.

Given that physical relocations were either deferred or stalled due to home/host pandemic status, it is clear
there is a pent-up demand driving the return of long-term assignments. The employee experience, with
postponements and uncertainty, has become more important to manage. The stress levels are heightened
and decisions more challenging, as employees embark on an international move.

While the world has become relatively acclimatised to this new environment of continual changes and
preventative restrictions to border access, it is not a unique situation. Pandemics are not a new phenomenon.
The new is how organisations and society in general, thrive and function in the new normal. It will be
interesting to review the next wave of mobility movement in next year’s report.

Fig. 8: Percentage of assignments which are authorised and the extent to which they proceed (GM)
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9. Predicted resurgence of international assignments

Mobility remains a fundamental component within most organisations across different sectors, especially

for those regulated industries requiring physical presence of the workforce. Remote and virtual arrangements
are in parallel, not a substitute for traditional models. Hybrid models are set to become an expedient solution
to the uncontrollable external pandemic factors.

Equally, there is no let up on demand for the global talent pool, evidenced by the increase in one-way relocations
in 2021 where GM teams are key stakeholders in enabling and selling the moves to prospective employees.
Business travel has been subject to greater scrutiny considering that organisations have maintained business
as usual on a virtual basis and with the increased risk and duty of care, volumes of business travel in some
countries are on a slower trajectory.

As international work arrangements become more fluid with the continued evolution of hybrid arrangements,
it will be essential for GM teams to determine their policy framework for governance, compliance and rigidity
of policies. Another compelling driver to establishing more rigour in the initial business/people investment
case and proactive engagement by GM in the planning process.

Fig. 9: Expected growth of assignment types between 2020 and 2021 (GM) Fig. A12, p49 Appx.
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10. Equality, diversity and inclusion considerations

ED&l is a hotly debated priority across global organisations as they seek to carve out the most competitive future
workforce. Interestingly, a marginal improvement in the ratio of female to male assignees going on physical
assignments was reported since the previous survey from 32% to 34% female.

Business Leaders, however, paint a concerning picture regarding organisations’ outlooks on the level of cultural
and gender diversity change they expect to observe in their globally mobile workforce within the next 12
months. In the period between 2019 and 2021, organisations’ expectations around diversity metrics dropped
across culture (by 9%) and gender (by 4%), indicating a viewpoint that ED&I targets and strategies have not
accomplished the desired results relative to their strategic importance.

Trends in the business and economic environment occur in many
areas. As noted earlier, today’s workforce is more diverse than ever,
with increasing numbers of minorities and older workers.

Competition has intensified.

Business Leaders response to question: How and why do you anticipate
these business/people drivers changing in the next 12-24 months?

Since the pandemic continues to present significant barriers to mobility, it is paramount that ED&l becomes
centre stage of future talent management decisions. Failure to act isn’t an option in a hugely disrupted and
competitive market, especially with the ESG reporting obligations and the potential reputational risk

at stake. Mobility should play an instrumental role in driving this change.

Fig. 10: What changes do you expect amongst your
international mobile workforce over the next 12 months (GM)
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. More culturally diverse.
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11. Adoption of Core/Flex policies

Core/Flex remains topical with almost half of organisations having already implemented a policy and a

further third considering pursuit of that approach within the next six months. Technology is playing a pivotal
role with 80% of respondents noting utilisation is important to support rollout and administration. Cost remains
the biggest driver for Core/Flex adoption with the organisation seeking to cap budgets whilst also offering
employees more flexibility and choice in selecting a package which aligns with their personal circumstances.

44% of organisations state that their Core/Flex policy
has improved acceptance of any form of international
assignment/work arrangement.

The predominant trend remains for organisations to mandate core package elements whilst extending
additional optional benefits to the assignee. The second most common approach involves the implementation
of a points-based system, with lump sum cash allowances being less typical. A key challenge remains how to
manage exceptions in a way that doesn’t dilute employee experience, duty of care and cost benefits. This must
be weighed up by organisations in the knowledge that exchanging cash for benefits can often increase tax
costs for the employer.

Fig. 11: Core/Flex policy frameworks that have already been implemented (GM) Fig. A14, p50 Appx.
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Conclusion

COVID-19 has altered the path of talent management forever.

As organisations navigate every high and low in the pandemic
journey, talent management has temporarily morphed into a more
reactive activity. Regulatory, legal and financial constraints have
inevitably stinted mainstream globalisation and strategic plans,
requiring more creative approaches to stabilise business
operations in a disrupted world.

Mobility functions have worked tenaciously with the business to
support the deployment of talent in unprecedented conditions and
tight budgets. Proactive planning, pragmatic advice, comprehensive
stakeholder engagement and education and swift execution will
remain the winning formula.

Positive reports of organisations successfully mobilising their
employees globally despite the significant obstacles they face should
be celebrated. Evidence of a predicted resurgence of assignments
will be interesting to monitor over the coming year, especially the
more traditional assignment package types. Will these be a backlog
of historically authorised assignments or an indication of a return

to pre-pandemic volumes?




Remote working, virtual assignments and hybrid arrangements have
become mainstream features of today’s mobility policy suite as an
additional talent attraction and retention tool and a necessity to
manage talent in the new COVID-19 normal.

Looking ahead, Business Leaders, HR and GM professionals must
truly collaborate to elevate the strategic talent mobility priorities

of their organisation at board level, agnostic to the constantly
unpredictable external factors impacting their operations (COVID-19,
cost constraints, future workforce changes and digital disruption).
Significant progress in ED&l will also be critical to winning

the new war for talent.




Risk




Introduction

The pandemic has propelled risk up the league table of challenging
issues impacting business stability and sustainability. Organisations
are seeking to rapidly adjust to a new norm of virtual, remote and
hybrid working arrangements whilst simultaneously resolving the
retrospective compliance complexities created by a displaced
workforce. The pressure on GM professionals to proactively manage
this increasingly complex workload alongside the strategic priorities
of the business is immense.

The role, potential value-add and expectations of external
third-party suppliers has never been so critical as GM functions
(many of which are currently under-resourced) strive to competently
deliver an increasingly diverse range of activities in unprecedented
circumstances.

Duty of care considerations for the mobile workforce have also
expanded exponentially beyond their traditional routes as the
pandemic continues to generate heightened concerns over the
health, wellbeing and safety of employees and dependents.
Unparalleled crisis management situations, addressed by a reactive
approach to the pandemic, have presented corporations with
valuable learnings regarding their relative lack of readiness and how
imperative it is to proactively plan for future incidents.

Organisations must fully embrace the new norm to effectively
navigate pandemic obstacles and their aftermath. High levels of
stakeholder engagement and education should remain central
to this strategy.
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12. A climate of uncertainty

Concerns over the pandemic are regarded as the main challenge to mobilising talent over the next 12 months.

Uncertainty around compliance and duty of care implications is cited as the main barrier to organisations
mobilising their talent over the next year. This presents a significant risk to the sustainability and globalisation
of corporations and an unenviable task for the GM function within the context of cost-cutting and tighter
budgets. This uncertainty provides GM leaders with a unique opportunity to review their programmes and
implement impactful strategic and operational changes to positively influence business performance.

Popular initiatives could include

1. Benchmark how competitor organisations manage risk. Evaluate the activities which

should stay in-house or be outsourced to a third-party supplier for efficiency and capability.

2. Undertake a market review of core risk contracts to ascertain best fit supplier, scope and pricing model.

3. Collaborate with internal stakeholders across different duty of care areas e.g. health & safety, benefits,
insurances etc. to complete a robust risk assessment. Road test mock crisis management scenarios
to assess level of readiness, implement process and policy improvements to plug gaps.

4. Roll out comprehensive education and communications to stakeholder groups. Promote
how mobility and HR are protecting their interests and enhancing the assignment experience.

5. Notify leadership of how costs and risks are being mitigated. Produce compelling business cases for
investments required. Promote cost savings generated to demonstrate commerciality of the function.

Fig. 12: What will be the most challenging factors to mobilise talent over the next 12 months? (GM)

Fig. A15, p50-51 Appx.

45%

Concerns
over pandemics—
inability to return
to home location
in the event of
another lockdown.

44%

Concerns over
pandemics—in

the host location.
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Concerns over
pandemics—
leaving behind
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vulnerable
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33%

Concerns about
personal security
and safety.
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30%
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complications.
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13. Bridging the data gap

Data analytics are predicted as a primary accountability of the future GM professional and an expectation
of business leaders to support decision-making. This year’s data illustrates several areas where there was
a data gap (between what functions are currently versus should be providing to the business). These lie

in the areas of compliance, financial forecasts (estimates versus actuals) and costs. Conversely, substantial
data reporting was dedicated to assignee and assignment demographics as companies sought

to recalibrate after pandemic-related workforce displacement.

Itis arguable that the data gap trends are surprising considering the financial constraints some organisations
have been operating within. This is most likely explained by the reactive stance mobility teams and their
employers found themselves in at the peak of the pandemic.

This continuously evolving pandemic world will burden organisations with compliance and duty of care
challenges. Mobility must identify and implement tangible solutions to bridge this data gap. There is no better
time for GM functions to reignite their business case to implement assignment management technology or
additional modules to better manage their risk and financial reporting. Equally, to mitigate corporate risks and
considering the additional focus on ESG reporting, the imperative will be the selection of the best fit external
suppliers to provide specialist activities.

Fig. 13: GM teams have an opportunity to enhance data analytics for their leadership stakeholders (GM)

50% u
Total programme costs

Businesses clearly focussed on delivering what
they see as the mostimportant business data.

Annual employee performance
management ratings.

Demographic dataonage, ‘a. Updates onimmigration, fiscal & employment.
gender & country of origin.

(@]

£
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>

o . .

Q ) ) Compliance Businesses could be doing

= Assignment duration data. more to prioritise & deliver this data.

S or extensions.

=~ . ye . .
5 ° A A Risk management e.g. political, environmental & economic.
O

® A Comparison of forecast estimates with actual total assignment costs.
Tracking ® Employee talent management ratings.
employee
location.
® Policy exception reports by employee, country & business.
20% Should be providing 60%
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14. Business travel outlook

Business Leaders and GM professionals have a different perspective on the level of anticipated changes

and protocols required to the business travel programme because of the pandemic. COVID-19 has supressed
the volume of business travel due to continual variants and changes in government restrictions and rules.
Organisations have adopted remote and virtual working, with an expectation that business travel will not
return to prior levels for the foreseeable future.

The survey data indicates that GM professionals and Business Leaders have a differing outlook in terms

of the extent of changes required to the business travel programme in the post-pandemic era. 54% of

Business Leaders surveyed propose mandating business travel to only essential trips, compared with 64%

of GM professionals. This 10% gap highlights a more bullish attitude of Business Leaders to recover from the
pandemic, or possibly a less detailed awareness of the added complexities business travel presents from

a practical compliance and administrative perspective. This latter theory may be substantiated through the
business’ more pessimistic approach than that of GM to implementing a technology solution or formal approval
process for managing business travel in the future.

GM professionals should identify which stakeholders are jointly responsible for business travel. Creating

a taskforce, objectives and clear accountabilities for a best fit business travel programme will be a crucial first
step in the journey. Reviewing the processes, policies, digital options, suppliers and approval protocols will
enable an efficient, compliant and safe process for all involved. This is essential for the safety and security

of the workforce and would avoid jeopardising the organisation’s external market reputation and ability

to resume their global growth.

Fig. 14: Business Leaders and GM have a different perspective on the level of anticipated changes
and protocols required to the business travel programme as a result of the pandemic (BL vs GM)

Mandating business travel to be limited @D 54%

to essential, business critical trips due to

the additional COVID-19 procedures. — 64%

Mandate proper pre-ravel QD 45

checks on visa, safety,

quarantine requirements. G :o%

Education of all stakeholders regarding the (D 46%

costs and risks of travelling overseas without

seeking the right support & advice. — 45%

inroduce technoioy QD 5%

solution to properly track

business travellers. (R 4%

Introduce formal — 21%

travel approval

processes. G 7%

None of the above.

@ 5%

@ Business Leaders
@ Gilobal Mobility
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15. Crisis management learnings

COVID-19 produced crisis management scenarios on a scale which most GM professionals had never
previously experienced. With only 9% of GM respondents reporting that they have well-defined processes

and tracking in place, the remainder identified that multiple process improvements were necessary. Considering
that COVID-19 is a feature of current times, it is essential that stakeholders unite to safeguard the safety and
wellbeing of their workforce. Proactive planning will both avert further disruption to business operations and
future-proof achievement of the strategic financial commitments made to the market and investors.

GM functions should instigate a crisis management strategy project with internal stakeholders if they identify
that gaps in current protocols still exist. Stress testing current procedures, third-party vendor services and
communication channels should be incorporated into this review. Strong engagement, communication and
education will guarantee that documented plans translate into a swiftly executed response in the event

of alive case.

Additionally, key will be keeping abreast of changing regulations via supply chain partners and networks
with pivotal external parties to remain current on laws, socio, political and economic conditions to successfully
pre-empt and plan around such difficulties.

Only 9% of organisations reported that they
have well-defined processes and tracking in place

Fig. 15: What do you see as crisis management learnings in relation

to the Global Mobility programmer based on your experience in 2020? (GM)

=

44%

Clear guidelines on when,
who and how assignees
should be repatriated.

=

39%

Have an automated process

to understand and report where
internationals and families were
physically located.

=

33%

Have a business
contingency plan
to mobilise

key stakeholders.
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=

42%

Ensure that both internationals
and local are considered

in the solution to ensure
equitable support.

=

38%

Develop a communication
plan for management
and internationals.

=

31%

Activate support
from external
GM supply chain
partners.

=

40%

Ensure that GM leadership were
included in the initial and ongoing
business contingency planning.

=

38%

Robust review of all mobility
vendor scope of services to
ensure provision and policies
support enhanced duty of care.

-

9%

We will not do anything
differently because we have
well-defined business risk
processes and tracking.
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16. Duty of care in the pandemic era

Two thirds of the top scoring responses attribute duty of care considerations (healthcare, safety,
security and quality of life) as the main barrier to achieving their GM objectives over the next 24 months.

The crisis management floodgates of the past 18 months have ushered in a broader duty of care obligation

on GM functions as organisations endeavour to mobilise both new and postponed assignments. It is noteworthy
that one of the World Economic Forum’s published six ‘Stakeholder Principles for the COVID era’ is to keep
employees safe. Organisations must rigorously interrogate their global workforce’s potential exposure across
adiverse spectrum of risk areas and territories to ensure that their people’s wellbeing and safety is at the
forefront of their talent strategy. The globally mobile employee’s experience must include enhanced quality

of engagement, communications and tools to support them throughout the journey, including a renewed

focus on mental and financial health aspects.

Implementing a GM risk register with periodic review points is an advisable starting point for those functions
reviewing their duty of care protocols. Already renowned for their capability in identifying innovative solutions to
complex, technical issues, GM is ideally placed to take the lead in advising the business on duty of care matters.
This value-add role will be fundamental to both the business’ talent management and global growth strategies.

Fig. 16: Uncertainty, duty of care and compliance concerns are reported as the
main challenges to achieving Global Mobility objectives over the next 24 months (GM)

Wellbeing

Wellbeing

42% 37% 26%

Uncertainties due Barriers to mobility Safety/security issues
to impact of COVID-19. for some employees as in host locations.
aresult of COVID-19.

26% 26% 25%

New types of mobility— Quality of life including Immigration
employee initiated e.g. environmental health compliance.
virtual assignments. and medical risks.
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17. Rising to the compliance challenge

GM professionals’ top-ranking challenges are complexity and cost, followed by stakeholder management

and cost estimate accuracy. Rather alarmingly, Business Leaders predict that increasing compliance and duty
of care complexities will have the most significant impact on their mobility organisations within the next two
years (over and above changes in skillsets, transformation or outsourcing). This data point is supported by

GM professionals who report that compliance is becoming a heavier burden for their functions, with process
complexity ranked as the top challenge. The cost of compliance services is highlighted as the second biggest
concern, suggesting that ad hoc advisory spend with external advisors has escalated during the height of the
pandemic. Stakeholder management remains a difficulty, which needs to be addressed as new types of hybrid
cross-border arrangements give rise to new compliance challenges.

Fig. 17: Biggest compliance related challenges (GM) Fig. A21, Appx, p55.

28% 31% 22% 19%

Cost of Process Stakeholder Accuracy of
compliance complexity. management. cost estimates.
services.
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18. Increased innovation and stakeholder engagement

One third of Business Leaders expect to witness more innovation, engagement, commercial cost management
and automation from GM as a direct result of the adverse pandemic trends. The current climate of complexity
and uncertainty could be perceived as a perfect storm for the GM profession. GM leaders should capitalise

on this opportunity to forge closer relationships with the business and deliver compliance and duty of care

solutions which future-proof the people strategy for tomorrow’s post-pandemic workforce.

Fig. 18: What impact do you expect these interventions and trends to have on your GM function? (BL)

INNOVATION—‘

350/ Use of big data, social media and talent software tools
o to attract, engage and retain new resource pools of employees.

INNOVATION—‘

330/ Wider stakeholder engagement by GM teams to align
Y with changing business and commercial expectations.

INNOVATION—‘

290/ Increased executive pressure to provide commercial
o and financial reporting on total GM programme costs.

I NN OV A TI O

in technology solutions.

Increased investment
27%
I NN OV ATIO N—‘
250/ Enhanced use of big data, intranet and social media
Y to advertise international employee mobility career
opportunities to a wider existing employee base.

|NNOVAT|0N—\¢‘

250/ New types of policies to
Y reflect new workforce patterns.

INNOVATION—‘

230/ Increased involvement
0 of GM function.

INNOVATION—‘

21 0/ New global, data, digital competence in GM
o teams required to support business needs.
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Conclusion

GM professionals and their organisations are faced with multiple,
potentially risk-laden challenges over the coming 12 months and
beyond. Their leadership, too, recognise these challenges and will
expect their GM colleagues to guide them through the pitfalls of
global workforce deployment and their overall governance. Some
of the risks are outside of GM’s control—the pandemic, changes
to employment and fiscal legislation as prime examples.

Inside their organisations, there may be factors beyond GM’s
control if business management enforce an agenda to mobilise
talent without the necessary checks and balances from their GM
teams. Stakeholder management will remain both a difficulty and
an opportunity: to provide more education and engagement to
demonstrate (with financial and other analytics) the implications
of not following a protocol of due diligence, process management
and policy alignment.

It is also evident that GM must digest learnings from the pandemic
and ensure that the key learnings are actioned with revised systems
and processes to shield their organisation from crisis management
into planned responses.

GM'’s enhanced visibility is an opportunity to tangibly and practically
demonstrate that they too are business management who specialise
in GM and global workforce management. Ensuring that they

are equipped to deliver the right levels of technical support and
demonstrable influencing skills is part of functioning in the new
hybrid talent world.



Epilogue

98%

73%

84%

74%

9%

63%

Q. Your 3

of Business Leaders pre-pandemic were unaware of GM
teams unless they had a reason to know them as users.

Q, aspirations \!;

of Business Leaders do not have a formalised business
investment case for using international work arrangements.

Q are \!J

of GM teams are expecting transformation
over the coming 12 months.

Q. your 3

of GM teams report they plan to invest in
new technology over the coming 12 months.

Q

of organisations reported well-defined processes and
tracking in place when the pandemic impacted them.

Q_ possibilities 3

of Business Leaders do not receive reports on comparing
forecast versus actual costs for their international assignees.



The decade of transformation

The results reveal some very thought-provoking statistics.
This selection of data points alone demonstrates the absolute
priority for GM teams to substantially evolve their actual and
perceived business contribution.

GM’s role has transformed over the past decade. The pandemic
has catalysed the rate at which GM’s role has changed and will
continue to evolve. It is unlikely that there will be a return to the
old ways of working.

As organisations focus on new markets, products and services
within a more cost-effective business model and driving out
redundant processes.

Enhancing the personal with the digital will become
a balancing act and this is never more so a reality for GM.

Maintaining control in a flexible and agile framework will rely

upon a digitalised connectivity between all actors in international
workforce arrangements. Many organisations are still assessing at
leadership level how to get to grips with the increased governance
required to comply with national legislation changes, bureaucracy
and a zealous appetite to identify and prosecute compliance
breaches, particularly those associated with cross-border

remote working and virtual assignments.

On the talent front, it is evident that GM expect there to be a
resurgence in all talent types plus new hybrid ones and that they

are still looking to regularise into a consistent pattern of mobility.
This is the conundrum. As the pandemic has blurred working
patterns and assumptions on how people and work interact,
individuals are simultaneously feeling more liberated from traditional
work models, manifesting in more personal choice mobility requests
occurring. Organisations and GM teams must redefine their
boundaries and criteria for approving new hybrid and cross-border
work arrangements. Whether it is a framework, compliance protocols
and new policies—these will need to be embedded and quickly.

GM'’s coming of age during the pandemic era is daunting yet
exhilarating in equal measure. There is no turning back—
talent mobility is on the rebound!
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Spotlight

Insights from HR and
Global Mobility leaders

CHROs

Louise Cail

Chief Human
Resources Officer
Etex

Transformation

GM at Etex has changed, moving
frombeingaverylocal Belgian
company sending warriors out

to pioneer new territories, to
transformingintoavery globally
focused organisation. We wantto
be moreinclusive interms of how
we work, puttingmore focus on
localtalent development. Instead
ofthe old way of sending people
overseas because wedidn’tbelieve
inlocaltalent, now we look athow
we can give people experience
usingtwo way and third

country moves.

QOurvisionistodevelop global
talent. We need to consider how

we candothisinaworld with harder
borders duetothe pandemic. Our
missionisto gothroughthatjourney
and create opportunities. We will
achieve this with more projectroles
ratherthan fixed roles, which
ismoredynamic. Thisallows us
toshare bestpractice and

learning on projects.

Goneisthehistory of serial
expaters—now we are amorefluid
type of organisation with more
equity in people development.

Within the culture of Etex we have
learned how to operatein virtual
and hybrid ways. We were behind
inthis before the pandemic hit, for
example, we weren’'tdoing video
conferences before. We would
travel foratwo hourmeeting,

no matter the distance. We have
hadtolearnthenewnormal,in
aculturethatis very muchbuilt
onface-to-facerelationships.

We have continued to have moves
duringthe pandemic as we seethe
advantages of being physically
presentwhere possible. | wouldn’t
say we are waiting torestart, we
hadtoslowdown, not stop. Interms
oftalentdevelopmentit willneed
tobeinperson. Wearelooking at
graduate programmes that will
include mobility as well.

Copyright © Santa Fe Relocation

We have seenthe negative
impactofnotbeingableto get
peopleinthe sameroom. For
example, inacquisitions where you
can’tphysically have thatexchange
inrealtimeandintegration
managers on the ground. This
leadstodifficultiestointegrate

and engage withoutastrong
connection. We have managed,
butit’snotas smooth.

We are looking at talentacquisition,
including acquiring new digital
typesoftalent. Youdon’thaveto
have peoplesitting nextto your
office—youcanlookmore globally.
People arelooking for flexibility
inwhere and how they work. You
willlose talentifyoudon’tgive
flexibility. Some organisations
mandate anumber ofdaysinthe
office, butthey willfind they are
non-competitive for talent.

With work fromanywhere,
compliance becomes more
difficult, both for external hires
and existingemployees. Managing
this needs to be within mobility’s
scope. Thereal challengeis what
isaccepted—willweaccept
requests foremployeesto work
from their summerhouse? For
some organisations, working from
homeisfromhome, notfroman
island. Wetend to be flexible

in Etex, butitneeds good
governance and controls.

Thisvisibility is not surprising, but
Idon’tthink perceptionisthe same
in Etex. It waslike thisin former
organisations|have worked in—
business didn’tknow much about
the GM function. In Etex, because
ofthehistory of sending people out
andthe number of files, combined
with astronginternal team, mobility
iswellknowninthebusiness. For
us, the functionis both advisory and
transactional. Strategic because
ofhavingmore of aglobal vision,
therefore keeping mobility atthe
forefront. Mobility doesn’tlook
attalentonalocallevel.

Talent

Thishasn’tbeen discussed within
the executiveteam, butIthinkit
willbeimportantas webecome
more and more global. Excomhas
become moreinternationaland
has someinternational experience,
which bringsamore holistic view.

Forusthe connection between
ED&land mobility is pretty good. It’s
notsomethingthat’s been flagged
ontheagendaasanissue. Wedon’t
have amale dominated mobility
programme. We are lookingtodrive
more gender diversity, but overall
we have apretty goodbalancein
terms of mobility. Inthe factory
itismore dominated male.

Themovetoamorecentralised
functional organisation has built
agood new cadre of female talent.

Thisisnotdatathat we have
looked at, asithasn’tbeenseen
asanissue. ltwould beinteresting
tolookintothe numbers.

Onechallengeisthatthebusiness
doesn’talwaysrecognisethe

true costwithaninternational
mobility (IM) file.

Thereneedstobevalueinthecost;
we needtothinkaboutlocaltalent
before sending people—beclear
onwhatistheaddedvalue, theend
objective, the purpose of sending
someone. Isitalack oflocaltalent,
isitdevelopment—wetrytoget
the businesstothinkthrough

all of this before deciding.

Wearetryingtoimplementa
business case before any decision
and commitmenttoindividuals
ismade. The IM should be the first
lineof contactasabusinessis
consideringan M.

Werecently had aseniorleadership
discussion aboutbuildinga
graduate programme and what
investment we would putin.
Businessisthinking “great, aswe
cangetxnumberofgrads”, butthey
weren’tthinking of the costofagrad
mobility programme. We need to
know what successlookslike. The
nextgenerationisnotlookingto
stay inthe organisationlong-term—
we may notretaintalent formore
thanthreetofiveyears. Agrad
programme could build a promising
pipeline of newtalentifthey

have had agood experience
andrecommend ittofriends.

Risk

Aswe havebeenlong-termin

most ofthe countries we operate

in, we are quite aware of therisks.
Challenges willcome as we expand
globally into new territories, such as
developing furtherinto Africa. We
have beeninNigeriaalongtime,
butnotall of Africaisthe same.
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Louise Cail continued

LATAM has some challenges
formobility, but we know itand
arepresentforalongtime.

Challengesare currently
morerelated to pandemic versus
anything else. We needtomanage
stakeholders and be armed with
therightinformation, advise of
delays and on what we canand
can’'tdo, whataretherestrictions
etc. It’sreally difficultto navigate,
sothebusinessreallyrely onthe
immigrationteam forguidance and
tofind outthroughtheir partners.

Olga Kravchenko

Group HR COO
AXA

Transformation

Theinsurance sector globally
wasn’tasimpacted as some other
industries. We were cautious and
pessimistic inthe early months, but
with people staying athome, risks
were reduced as people were not
driving and there were fewerhome
related claims. Revenue jumped
10% duetotherise of newrisks
which became more apparent—
pandemiaand climate change.

Ourhalfyearresultsare good,
butwe are stilllooking at costs
andtheimpactonthebusiness
ofdigitaland healthinsurance.

We are becoming selectiveinterms
of geographies, leaving markets
wherewe can’tbeinthetopthreeor
topfive. Forexample, we are selling
Singapore. There are opportunities
formergers and acquisitions which
are key forourcommercialand
health business strategy.

HR has been committed to maintain
allemploymentthrough COVID-19,
which has been achieved with most
people being able to work from
home. This has been asuccessful
strategy forHR.

GMvolumehasdroppedasa
result of the pandemic, especially
short-term assignments which
almoststopped. Graduate
developmentcompletely stopped
asitwasnotpossibletodoit.
Long-term assignments continued
even withthe new complications,
asthesearerequiredrolestofill for
business growth. We tried to keep
people wherethey are as much
aspossible. Thisyearwe started

out cautious, but now we expectour
usual Septemberand October peak

toremain steady similarto 2020.
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Alltypes of mobility will sit with
IMS teamsin ordertomanage
allcross-borderrisk.

Frameworksareinplaceand
discussed at MClevel—the CEO
and CFO are aware of ourapproach
formobility. We have good data
and figures whichwe can compare
andanalyse with talentdata.

Criticaltoengagementfrom
leadershipisthe ability to deliver
goodservices. Atfirstwetried
toapproach seniorengagement
with mobility fromacompliance
perspective, butthatdidn’t work.
IwasknownasanHRD whoruns
HRtransformation projects, so
when | was given mobility I didn’t
approachitasacompliancetopic,
butasabusinesstopic. Thenyou
aressittingontable with different
stakeholders starting withHR
leadership. Our crisis committee
hasa GMrepresentative. Tohave
this seniorbusiness engagement
youneedto have people withthe
rightknowledge and presence.

Talent

We see emerging assignment
types, suchasinternational
cross-borderworkers. Initially
this was supposedto grow,
butwe are very cautiousfroma
compliance perspective. Asa
culturewedon’tbelievein 100%
working from home, so feel hybrid
working arrangements arethe
future. Collaborationinthe officeis
importanttoembedthe DNAand
maximise collectiveintelligence.

We are afederated organisation,
butveryrelationship driven, so
havingemployeessittinginone
country working for another will
only be by exception. Lastyear
there was some excitement about
virtual assignments, but this
hasreducedthisyear, duetothe
importance of being face-to-face.

We do cost projections, butwe
don’ttrack actual costs. We keep

compliance coststracked centrally.

Thethreekey prioritiesare
efficiency, compliance and cost.

Thereisareasonwe send people
acrosstheglobe, sowedon’tthink
virtual/hybrid can work unless by
exception. The business prefers
peopletobewherethebusinessis.
There aretime zone considerations
as well as the ability to build good
working relationships. We willuse
virtual assignments only when
thereisnochoice, butitisnot part
of our future strategy. Forexample,
we needtalentthatdoesn’talready
exist, oronlyinshortsupply—we
need spaceriskunderwriters which
isnicheand new,but exceptional.

Iflong-term mobility isnot an option
forsomeroles, we mightdomore
shorter-term assignments. We have
validated withmanagementthe
strategic commitment that mobility
numbers willremainatabout 1%

of our population. We consider
thisahealthy targetfor DNAand
culture. Not sure we willenhance
this significantly.

We were already introducing

more flex policies, being less strict
with benefits provided. We are
monitoring the success of this
approach closely withthe business.

Risk

Greatestchallengeswillbe
compliance, governments might
need money and mobility isavisible
target. Restrictions and legislations
onmovement of people willbe more
visible than before.

Ensure health coverage and safety
—assignees willneed muchmore
supportandreassurance of health
supportandhealth systems where
they are going. More hesitance
tomovetocertainlocations,
withlack of medical support.

New policy and flexibility, cost
pressureas costwillincrease

Besure providersare good,
e.g.HHG. Capacity todeliver
servicesonglobalandlocal levels.
Needtobesustainable. Vendor
managementis apriority fornext18
months. Market mightbe changed
asaresultoftheimpactonvendors
ofthe pandemic.

Assignee experience—in complex
situationsand allthe aboveissues,
we willneed adifferentway to
manage and serve them.
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GM leaders

Romina Andrea
Barbero Etchevarne

International Assignment Manager
Repsol

Transformation

Transformation hasas many
scopesasonecanimagine.lnall
companies, everyone seemsto
betalking about transformation—
makingitleaner, cheaper, more
productive. The pandemic kicked
theboardand we hadtostartto
rethink all of our processes. Global

Mobility isundoubtedly one of them.

From one day to another, we were
allworking online and expats were
athometoo. So,dowe needthat
many expats? What’s the balance
betweentherequired workforce on
paperandthe optimal workforce
on-site? What'sthe most coherent
and acceptable company cost
forinternationaltalent?

Thisisatimeto brainstorm, rethink,
revisitand redesignawhole new
international assignment strategy.

Let'stakethismomentintime
asanopportunity to search for
the bestvalue and growth for
ourcompanies.

Talent

We always look for the best talent,
wherever it may come from, even
if we needto search farand wide.
Attractingtalentis challenging, as
the competitionin certain sectors
canbefierce. Who offers the best
conditions? Andif we are lucky
enoughtosecurethisdesired
talent, are wereadyto sendthem
offanywhereinthe world and
generate value forthe employee
andthecompany?

Thisisatimetoalignourtalent
needstoourassignmentpolicies.
Whether expertsinaspecific
discipline orjunioremployees
we needtodevelop, let's seize
the opportunity to analyse our
policiesin-depth, compare with
competitorsand checkifwe
are covering whatthis talent
isdemanding. We can make
adifference, balancing costs.
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Risk

Remote workers—suchatheme.
Taxresidence? Permanent
establishment? Social security
coverage? Whichcompany is
receivingthe service? Somany
issuestocheck, butoneisobvious.
Asacompany, we can never expose
anemployee and transferrisk to
them, nor cause areputational
problemorliability. So currently,
thisisatrendingtopic.

Thenthereare businesstravellers.
Work permityes orno? Things

are changing. Compliance above
all, please! Review each case one
by one—immigration and tax,
alwaysasateam. Themagical
questionis whotakes care of this?

Business partners, Global Mobility,
who? The pandemic has made
companieslook attheseissues
morein-depth, as projectsinvolving
many areas andit’snotassimpleas
justsaying, “Come and workinthe
Bahamas”. Thereismuchmoretoit.

Soenke Schiricke

Head of Corporate
International Mobility
Continental

Transformation

At Continental thereismore
knowledge of GM thanthese survey
statistics due to highlevels of
assignmentsinthe past. But higher
management have no knowledge
ofthe complexity. The pandemic
made them only slightly more
aware. They have seen how we had
todeal withthereturnees, but not
the bigimpact of everythingelse
with mobility. Line managers are
more aware, inthe overall

HR organisation.

GM will continue to beimportant,
evenmoreimportant, because
mobility willgo backto levelsithad,
but we willbe adding more diversity
and complexity intypes of mobility
orcross-borderworking. The
mostimportant external factor

is COVID-19 creatingthe decrease
intraditional assignments.

Internal discussionto split CoE
and mobility services. Thiscame
atthe sametime as COVID-19, so
we used the opportunity tomake
broader organisational change and
integrate travelmanagementand
assignmentmanagementinone
mobility service organisation.

Buildingthe coronabridge
to sustain GMteamheadcount.

Doingthat, we builtastrategy
towardsincreasing further service
scope, providing expert mobility
services forother mobility types
which are currently decentralised,
suchasforeignlocalhires,
localisations, domestic moves,
cross-border remote workers and
virtual assignments (although
wedon’tyet know what virtual
assignments will look like).

Overallorganisational
pressurefocusonthreeareas

1. Reduce cost (efficiencies).
2. Quality and compliance.
3.Continuedigitalisation.

Therefore, centralising mobility
knowledgeis more efficientand
more ableto achieve thesethree
objectivesthanholdingit with
multiple local HR teams.

We willreduce cost withmore
efficient processes, lesstime
spentonadecentral basis, making
use of purchase optimisationand
combining digital options.

Another benefit of acentrally
managed programmeis overall
governance. Inthe pandemic,
itwas achallenge knowing where
people were, especially with
cross-border mobile work.
COVID-19broughtallthese
topics, but cross-bordermobile
work was anew factor thatis now
aresultof COVID-19. With everyone
now having mobile offices, we
have to figure out solutions for this.

We have digitalised and outsourced
transactional piecesandare
focusing more and more on being
mobility expert consultants.

Talent

I think allmobility types will grow
again. We will see more traditional
assignments and business
travellers again, but nottothe
2018/19levels until well after 2025.
Some of the gap will befilled by
foreignlocalhires.

We will definitely see more
cross-border mobile workas we
have seen that mobile work itself
ispossible. The organisation

will offer it for national/domestic
working and people willtend to
optimise their geographic private
footprint, especiallyinnext48
months where travel becomes more
easy. People willthinkthey cando
thisinternationally and we need
tomanagethis. Weneedtosetup
process, tracking etc. It’'s super
complexandhas compliance
risks we needtoaddress.
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Soenke Schiricke continued

Ontheotherhand, althoughwe
havealllearned that virtual meetings
are possible—they do work—but
afternearly two years we have also
seenthatthey are notthe bestfit for
allmeeting needs. Especially where
trust buildingandinterpersonal
connections build-upisnecessary.
Physical encounters willalways
benecessaryandtheyalsoallow
smalltalk which builds rapport
andrelationships.

Many ad hoc discussions are not
possible remotely. Inanintercultural
environment where we needto
understand and find common
ground, it’simportant.

ED&l development willdepend
partly onthe ability to beinacountry
with ateam, experiencingmore than
justthe work day through Teams.
Interculturalknowledge is much
higherwheninacountryandliving
the overall environment.

Peter Graham

Group Director
Relocation, Immigration
Santa Fe Relocation

Transformation

Transformation mustbe more

than simply the digitalisation of
existing processes. The world had
changeddramaticallyinthe last
twoyearsandattheveryleastthis
hasaccelerated many changesin
how we now live and work. With the
worst of the COVID-19 pandemic
hopefully behind us, thisis a perfect
time for HR and Global Mobility
leadersto exploretheart ofthe
possible, take learnings fromrecent
experiences and build avision for
theirfuture operating model that
istruly transformational.

Talent

We have spokentoalarge
number of ourclientsinthe last
18 months aboutremote working
policy and practice. Forsome
industries, the competition for
the besttalentgloballyisamajor
driver behind their movesto offer
employeesthe bestworking
conditions, including

remote working.

Remote working overseas, however,
raises arange of complianceissues
thatalsoneedtobefactoredinto
any decisionto permitremote
working asthe compliance costs
can besignificant. Asgovernments
gettogrips with this phenomenon,
the compliance landscape will

likely continueto evolve.
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Risk

Business travel compliance

is something organisations
simply cannot afford to ignore.
For many years, organisations
have effectively managed tax
compliance in the business travel
environment by having their tax
experts examine travel data after
the trip has been completed.
More recently, immigration, social
security and COVID-19 related
compliance are all matters that
need to be completed before
travel, thus avoiding unfortunate
consequences for travellers. Other
parts of the company often hold
responsibility for these different
elements, each of whom often
uses different data sources. A
more unified approach using a
single source of all stakeholders’
data is critical to a successful
travel compliance programme.

Dinesh Jangra

Global Practice Leader,
Global Mobility Services
Crowe

Transformation

Thelnternational HR/GM workload
and context has changedforever.
Itusedtobe about doing more with
less, digitising and being more
strategic. It’'snow all of that plus the
increased complexity and workload
ofanew global post-pandemicrisk
situationas wellas an exploding
workload duetointernational
remote workers and thereturn
ofrelocatingemployees.

Probably like never before, HRand
Mobility have been elevated, at the
top table withthe businesslooking
fortheirexperience and guidance
tonegotiate key priorities. HRand
Mobility are expectedtoplay a
realleadership role and critical to
theirsuccess will be building the
rightinternal and external support,
delivery supply chainand systems.
Transformationis essential
tostaying elevated.

Talent

Perhapsthe most precious
commodity of allis talent. Talent
powers businessand enables
strategies. The pandemic has
broughtanew phasetotheglobal
talentpoolera. Asnecessary
relocationsreturn, addressing
talentdemand, supply and
development needs new virtual
andremote assignments present
now in parallel new proven options.

These options open mobilityasa
development opportunity to more
ofthe employee base and support
greater EDI participation. Mobility
and HR leaders thatembrace and
enablethisnew parallel form of
mobility alongside relocations will
addrealvaluetoorganisations
andtheirpeople.

Risk

The pandemicresultedinborder,
immigration and taxrulesand
easementschangingatan
unprecedented pace. Inthe middle
ofitwas Brexit, bringing new social
security andimmigrationrules
toconsidertoo. Keepingup and
findingreliable sources has never
beensoimportantforinternal
credibility as wellas compliance.
Alongside duty of care, compliance
risks overthelastyearhave
exploded. Intra-European mobility
touchingthe UKis differentand
therise of the cross-borderremote
workerhasincreasedthevolume
ofmobility issuesto manage
markedly. Therisk landscapeis
different, Being agile, consultative
and developing new approaches
and policies at speedtoapply to
manage costandrisk has never
beensoimportant.

Ernst Steltenpohl

Co-founder
Expatise Academy

Transformation

FromanHR and GM perspective,
| seetwo critical issues for

HR: redesigning and redefining
the contribution and creation
ofan HR structure that should
facilitate achievement
oforganisational strategy.

Ernst Steltenpohl continued
The two design directions

1. Organisationsthat willredefine
andreorganisetheirbusiness
unconnectedly from existing
conventions and structures.

2. Thosethatwilluse existing
structuresand outputs
as starting points and optimise
themforthe new environment.

Ihope organisations will
optforthefirstdirection.

GMS 2021722 37



Ernst Steltenpohl continued

The pandemic was a wake-up

call. How can we become more
robust without sacrificing flexibility
andresponsiveness? The most
importantlessons werethat
organisationsthathad ensured

GM expertise appearedtorespond
much betterand fasterto the new
circumstancesthan companiesthat
had outsourced essential parts of
the GM processes withoutretaining
sufficientinternal expertise.

Inanage of rapid digitalisation,
itseemsthatyouhavetosay
yestodigitalinnovation. Such
anapproachisoftenmore
aboutbuilding onthe existing
thananswering several crucial
questions. Investingin [T tools for
GMdoesnot solve the problems
ofthe currentHR databases. It
isanimplicitriskthatanother

new systemis added to existing

IT structures. Thisiswhy I hope
organisations take the opportunity
toredefine the purpose oftheir HR
functions, the contributionsand the
enabling systems neededtodrive
competitive advantage, ratherthan
boltingonanother HR system
totheir IT platform.

I recently worked withthe CEO
ofalarge FMCG company, who
toldme how muchtheyinvested
inunderstanding their customers’
needs andrespondingtothem

with personally designed products.
This provided uniqueresults

and detailedinsights.

Paradoxically, Ithen asked whether
the organisation had mapped out
theiremployees’ wishes and needs
inthe same way and whatresults
had been achieved? Clearly, their
response was awork-in-progress.
Aholisticapproachto connected
thinking—especially with IT
systems, isessentialto achieve
the same success as with their
consumerclients.

Copyright © Santa Fe Relocation

Talent

The mobility restrictions during
the pandemic have created

a whole new vision of how
organisations can resource

and successfully thrive. The wide
range of possibilities to work
cross-border requires suitable
organisational (international)
structures to enable and manage
this. An equally important
organisational platform is the
knowledge component: knowledge
of the first-line HR employees,
their managers and business
leaders, and the GM specialists.

Combined, all of these insights
deserve arethink on the role and
position of GM: An executive
role, reporting to the Board of
Management or just below it.

Risk

Takingmanagedrisksis
oneoftheaspectsofdoing
business, now morethanever
before. Thisalso appliesto our
GM specialists, who also have
totakerisksintheirfield sothat
theirorganisation canfunction
successfully with the talent that
makes it possible. Deliberation
withthe compliance challengesis
awholenew phenomenondueto
outdatedlaws andregulations.

Complianceisachallenging
subjectthatrequiresthe necessary
investmentbut canalso protectan
organisationfrom high financial
penaltiesand worse. The business
andtalentneedtobalance
compliance arelessvisible: the
organisation’sdrive to compete
internationally and employees’
expectations have often changed
significantly duetothe

COVID-19 pandemic.

Today’srealityisthatthe various
cross-borderand national rules
andregulations nolonger match

the currentcontextinwhich
organisations have toworkand even
less withhow theiremployees work.

Itis particularly challenging to work
inasituation where business-wise,
there are practically no national
borders and the employees work
cross-borderinlarge numbers,
whetherornotfromalocation, from
home, orelsewhere. Atthe same
time, laws and regulations

are based onvirtually

non-existent situations.
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Process

Savanta surveyed 731 professionals
responsible for GM programmes across
35 countries. In addition, 52 Business
Leaders were surveyed, spanning the UK,
the US, France, Singapore and Hong Kong.

Survey respondents represent
organisations that in total employ

At least 4,675,730 staff globally. At
least 16,591 full-time and part-time GM
professionals Respondents globally
manage at least 626,525 internationally
mobile assignees.

Respondent location
Europe =49%

Asia=42%

North America =2.5%
Africa=2.5%

South America = 0.6%

Middle East = 3%
Australia/New Zealand = 0.4%

Industry sector

Agriculture, forestry, fishing & mining =2%
Arts, entertainment & recreation = 1%
Automotive = 4%

Construction & engineering = 9%
Consumer products (FMCG) = 3%
Education & training = 4%

Finance, insurance & legal = 24%
Governmental & diplomatic =2%
Health & pharmaceuticals = 5%
Hospitality =2%

Manufacturing = 11%

Media = 1%

Nonprofit/charity = 1%

Professional & consulting services = 6%
Real estate = 1%

Retail & wholesale = 4%

Technology incl. comms. = 8%
Transport & logistics = 5%

Travel & tourism = 1%

Utilities, energy & waste mngt. = 3%
Other =5%
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Appendix
Transform

A1. Global Mobility teams have become more visible (BL)

58% of Business Leaders were unaware of GM before COVID-19
or only aware if involved with an assignment.

o
29% 42% 6% 23%

Until the pandemic they were They have always been very They are visible only if the We typically only deal with the
not visible but as a direct result visible, leadership know who leadership either relocate functional head such as HR,
of the pandemic they are now they are and understand themselves or have an talent or reward, not directly
very visible, leadership know their role in internationally employee undertaking with GM specialists.

who they are and understand mobilising employees. the process.

their role in internationally
mobilising employees.

A2. Global Mobility teams have become more visible (GM)

Majority of Global Mobility roles expected to change in a post-COVID-19 world.

GM strategic or advisory functions absorbed by HR business partners or divided
between talent and reward. Operational activities outsourced to internal HR shared — 19
services functions including expense management plus external use of relocation, °
immigration and a third party for tax services.

GM function restructured to supply chain or policy and advisory
support e.g. centre of excellence and operational activities outsourced _ 17%
to specialist GM providers (assignment management, relocation, °
expense management, immigration and tax services).

GM strategic or advisory functions absorbed by HR business partners or divided
between talent and reward. Operational activities outsourced to external relocation _ 17%
management company, including compensation, expense management relocation, ©
immigration and a third party for tax services.

Centralisation of GM policy and team. — 9%

Role focused on strategic advisory GM business partnering - 7%

with reduced or no operational involvement.
Role focused on strategic talent mobility working as part of — 59
the talent function with reduced or no operational involvement. G
Trade-off of existing GM roles to incorporate newly — 59
created roles such as data analytics and systems roles. O
Decentralisation of GM policy and team. - 4%

Decentralisation of GM policy and team. _ 16%
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A3. Evolving GM skills and competence—talent and advisory focus (GM)

Activities that currently take up most time for GM Professionals.

2020

Advisory services to employees,
HR business peers and line
management.

Supplier management—
compensation, immigration
and expenses.

Compensation calculations.

coe,

eee,

Strategic workforce planning.
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cee

2021

Advisory services to employees,
HR business peers and line
management.

Supplier management—
compensation, immigration
and expenses.

Compensation calculations.

Strategic workforce planning.
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Ad4. Evolving GM skills and competence —talent and advisory focus (BL)

From the perspective of Business Leaders, GM Professionals are not
spending enough time on compensation calculations and payroll co-ordination.

Data analytics—preparing
management reports for the business.

Strategic workforce planning
in conjunction with HR,
talent or business.

Managing departmental
IT systems.

Risk assessment
(profiling people and locations).

Advisory services to
executive management.

Advisory services to employees, HR
business peers and line management.

Employment law.

Training on technical mobility
updates and general development.

Supplier management—
compensation services, immigration,
tax services, expense management.

Supplier management—relocation,
destination services, household
goods (initiating and co-ordinating).

Internal immigration compliance
(processing routine visa applications).

Internal expense management
(suppliers and employees for
international assignments or work
arrangements but not business trips).

Coordinating with other departments
(both functional or regional).

Managing international benefits
programme e.g. medical schemes.

Employee candidate
suitability screening.

Personal delivery of internal
relocation destination services
(not using external supplier).
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A4. Evolving GM skills and competence—talent and advisory focus (BL) continued

QI 1%
G
0,
Internal tax compliance — 17%
roducing reports, tracking).
pressenere U D -
s
G -
@ &%
G
o,
Compensation calculations e.g. total . 4%

cost estimates, balance sheets.
G
0%

G

. Currently spending time on

Recruitment of candidates.

Employee candidate selection.

Payroll co-ordination and queries.

Non-mobility HR activities.

‘ Should spend time on

A5. New GM hybrid role: demonstrating commercial and analytical focus (BL)

Of those who have a formalised business case, the most popular way of evaluating the immediate
post-assignment return on investment is to achieve employee personal talent objectives.

personal talent objectives. 57%
oviggerormotsanorrae. T -0
into bigger or more senior role. ©

Enhanced governance
fiscal or operational process 43%
or quality standards.
entnnostosatone. R 3¢
engagement in host locations. 36%
et pstacsgorert. D 3¢
turnover post-assignment. 36%
Organisation level financial metrics — 299

e.g. P&L in host locations. °

Achievement of employee — 219
personal business objectives. ¢

External outcomes for

the organisation e.g. governmental, — 219
societal, reputational enhancements, ©

market positioning.
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A6. Analytics (BL)

Business Leaders are receiving less data from their GM team
in 2021 than last year, besides in policy exception reports.

Total programme costs.

Annual employee performance
management ratings.

Risk management e.g. political,
environmental or economic.

Comparison of forecast estimates
with actual total assignment costs.

Compliance data e.g. immigration,
tax filing or reporting.

Updates on immigration,
fiscal and employment changes.

Employee talent
management ratings.

Policy exception reports by
employee, country and business.

Assignment duration
or extensions.

Demographic data on age, gender
and country of origin.

Tracking employee
whereabouts or location.

Copyright © Santa Fe Relocation

D so%
D s
G

G =%
G
G

GMS2021/22 44



A7. Technology — growing trend to invest over the next 24 months (GM)

Three-quarters (74%) of Global Mobility teams are planning
to invest in new technology in the next 24 months.

Business size Percentage planning to
invest in new technology

seseccssecsssccsssccsssccssscsssscsssccnns

<250 employees 81%

. 250-999 employees 88%

74% 26%

Planning to invest. Not planning to invest.

A8. Technology—growing trend to invest over the next 24 months (GM)

Awareness of digital innovation has improved in most areas measured since 2020.

Ae—— O
Improvement in managing compliance and risk
through connected systems and processes. ®
D

Enhanced data analytics for workforce planning.

Enhanced operational agility to modify policies, — 40%

processes and supply chain to align with

enriched quality of information provided about

e e DS G § :

about employee’s career expectations.
G 3

Enhanced employee experience through enriched — 39%

quality of information provided about personal

o,
More effective feedback for employers about — 36%

employee’s work-life balance expectations.
G s

caton D 35%
Access to new ways of communication

between line managers and employees.
G 5>
o,
Creation of time to focus on strategic — 33%

and advisory activities.
G -

o
Enhanced access to new workforce — 30%
talent pools and networks.
" G o
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Talent

A9. Strategic and business driver insights (BL)

Awareness of digital innovation has improved in most areas measured since 2020.

To enhance existing talent/skills based by recruiting o o o
international hires into key markets and locations. 17% 4% 21%

To deploy a strategic leader or globalist to o o o
deliver a strategic or critical leadership role. 15% 4% 8%

To develop future leaders with enhanced intercultural skills o o o
and international competencies in their current role. 15% 12% 13%

To develop future leaders with enhanced
intercultural skills and international competencies 13% 13% 12%
for a future role in your organisation.

To provide continued employment in your
organisation in another country, in order to follow a 12% 6% 6%
spouse or partner working for another organisation.

To support the movement of an existing employee o 0 o,
where their role moves to another country. 6% 8% 6%

To provide continued employment in your
organisation in another country, in order to follow a 6% 10% 8%
spouse or partner working for another organisation.

To achieve an objective as a requirement

of their current role e.g. project implementation, o o, o,
business start-up, business expansion, bridge a 6% 23% 10%

critical skills gap, develop or grow local talent.

To aid cultural transformation, o o o
change management and integration. 4% 4% 6%
To enhance diversity in headquarters 4% 13% 6%

and international locations.

To redeploy an employee when their
existing role becomes redundant .

4% 6%

@ Ranked #1
@ Ranked#2
@ Ranked#3
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A10. Remote working and virtual assignments (GM)

Remote/virtual ways of working, such as hybrid working roles and more virtual assignments as part

of global virtual teams seen as biggest changes expected amongst internationally mobile workforces

over the next 24 month.

Hybrid roles e.g. a mixture of international
business travellers/commuters, short or long

term assignment and virtual working.

More virtual assignments as

part of global virtual teams.

More cross-border remote working.

Increase in formal talent programmes for leadership roles e.g.
planned international assignments for career development.

Increase in organisation-driven programmes for

example with a core corporate sustainability objective.

Reduction in long-term assignments.

More contingent workforce e.g. global, flexible hires

for specific projects/roles, gig workers, contractors.

Increased use of short-term assignments.

More gender diversity e.g. more women.

More cultural diversity e.g. greater

multi-cultural resourcing from new countries.

Increase in employee-initiated programmes.

More split family arrangements

for short-term assignments.

Increased use of international

business travellers.

No expected changes.
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A11. What actually happened to mobility in 2020? (GM)

Types of assignments authorised in the last 12 months and the extent they have proceeded.

40% 11%

Remote/virtual work arrangement*

Strategic long-term
assignments—over one year.

Short-term assignment—
less than one year.

One-way international
relocations—company initiated.

International business travellers—
less than three months.

One-way international relocations—
external foreign local hires.

Remote or virtual work arrangement—
third country working.

One-way international relocations—
employee initiated.

International commuting—
maximum three years.

Developmental long-term
assignments—over one year.

Graduate programmes.

36%

34%

34%

33%

33%

33%

33%

32%

32%

32%

29%

33%

No assignments authorised

44%

40%

38%

43%

39%

40%

40%

Authorised and all assignments proceeded

Authorised but not assignments proceeded

*Employee does not relocate, remains in home country as part of a team based elsewhere, with ad hoc.
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15%

Authorised and some assignments proceeded

13%

12%

44% 12%

13%

43% 12%

11%

14%

11%

16%

GMS2021/22 48



A12. Resurgence or unravelling? Pandemic assignment selection trends (GM)

Businesses undertaking assignment types over last 12 months
and expected growth in each type of assignment for next 24 months.

60%

Remote or virtual work
arrangement—third country working.
[ ]

Remote or virtual work arrangement—the
employee does not relocate, remains in the home
country as part of a team-based elsewhere, with
ad hoc business travel to support the role.

@
Graduate programmes.

One-way international Developmental Strategic long-term
relocations—employee long-termassignments— assignments—over
initiated. over one year. one year.

@ ‘ @
® .x
Short-term i One-way

assignments— international
less than one relocations—
year. external foreign
local hires.

International commuting
—maximum three years.

° \
International business travellers— One-way international
less than three months. relocations—company
initiated.

% Expected net growth in next 24 months

0%
75% Percentage of businesses that authorised assignment types in past 12 months 95%

A13. Mobility spotlight 1—Equality, diversity and inclusion (ED&I)

2021

. More cultural diversity

. More gender diversity
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A14. Mobility spotlight 2—Core/Flex policies (GM)

Core/flex policy frameworks that have already been implemented vs. considering being implemented.

Already implemented

38%

17%

Considering implementing

40%

Company specifies
mandatory/core elements,
employee/HR/business
manager/the client

(if they’re settling the cost)
can select other benefits
within agreed limits.

Risk

16%

Points based system

where employee can trade
off non-mandatory elements
to align with personal
circumstances, subject

to total budget cap.

A15. A climate of uncertainty (GM)

32%

31%

Points based system where
HR/business manager/

the client (if they’re settling
the cost) decide what flex
elements they are prepared
to authorise within their
budgeted constraints.

Concerns over pandemics seen as main challenge expected
to achieving Global Mobility objectives over the next 24 months.

Concerns over pandemics—
inability to return to home location in
the event of another lockdown.

Concerns over pandemics—
in the host location.

Concerns over pandemics—
leaving behind impacted or
vulnerable relatives.

Concerns about personal
security and safety.

Immigration complications.

Concerns over the competitiveness
and flexibility of compensation and
assignment benefits package for
undertaking the assignment.
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13%
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Lump sum cash
allowance.
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Higher in Health
& pharmaceuticals (46%)
& Technology (47 %)
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A15. A climate of uncertainty (GM) continued

High cost of living. — 28%
Political climate. — 26%
e G T
Complicated tax system. — 23%
Cultural differences. _ 23%
Language difficulties. _ 22%
Differences in legislation. _ 20% wcoececeeceecencecee Higher in Technology (36%)
Country with high levels of tax. _ 20%
soay.reigonorgoncer. CRTTTIIID 20
tvough ok ormentpennng. G 20

Assignment rejections due

to perception of lack of support — 19%
during relocation experience.
Availability of suitable schooling. — 18%
Availability of suitable housing — 18%
Concerns over climate change. — 18%
Lowered quality of living. — 17%
“roporstegoemance.  CRIIID 5%

Insufficient infrastructure _ 16% - woereserrenensnnesennaenns Higher in Professional
e.g. roads, transportation. & consulting services (26%)
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A16. Bridging the data gap (GM)

Improvements in data provided by Global Mobility teams to the wider business since last year
can be seen in areas such as total programme costs and annual employee performance ratings.
However, assignment duration/extensions has lessened.

D so%

Total programme costs.

Annual employee performance
management ratings.

Assignment duration or extensions.

o
Complance datacg, mmigration, D) 33%
tax filing and reporting.
st D s

o,
sk management .0 poitical, GO D 33%
environmental, economic.
G oo

0,
perogreptiodataonage,  COIIEED 32%

gender and country of origin.

Updates on immigration, fiscal
and employment changes.

Comparison of forecast estimates
with actual total assignment costs.

Employee talent
management ratings.

Policy exception reports by
employee, country or business.

Tracking employee
whereabouts or location.
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A17. Bridging the data gap (GM)

Over half (53%) still think that total programme costs
is data that GM teams should be providing to the wider business.

Total programme costs.

Annual employee performance
management ratings.

Risk management e.g. political,
environmental, economic.

Comparison of forecast estimates
with actual total assignment costs.

Compliance data e.g. immigration,
tax filing and reporting.

Updates on immigration, fiscal
and employment changes.

Employee talent
management ratings.

Policy exception reports by
employee, country or business.

Assignment duration or extensions.

Demographic data on age,
gender and country of origin.

Tracking employee
whereabouts or location.
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A18. Business travel outlook (BL)

Just over half of Business Leaders expect to limit business travel
to essential trips only over the next 12 months due to COVID-19.

54% 48%

46% 38% 21%

Mandating business Mandate proper Education of all Introduce technology
travel to be limited pre-travel checks on stakeholders regarding solution to properly track
to absolutely essential, visa/safety/quarantine the costs and risks business travellers.
business critical trips requirements. of travelling overseas

due to the additional without seeking the

COVID-19 procedures.

right support/advice.

A19. Crisis management learnings (GM)

Stronger guidelines are needed for future crisis management situations and ideally
these would include the opinions of GM leadership as well as local and international locations.

Clear guidelines on when, who and
how assignees should be repatriated.

Ensure that both internationals and
local are considered in the solution to
ensure equitable support.

Ensure that GM leadership were
included in the initial and ongoing

business contingency planning.

Have an automated process to
understand and report where
internationals and families were

physically located.

Develop a communication plan for

management and internationals.

Robust review of all mobility vendor
scope of services to ensure provision
and policies support enhanced duty

of care.

Have a business contingency plan

to mobilise key stakeholders.

Activate support from external

GM supply chain partners.

None of these—we will not do
anything differently, we had
well-defined business risk

processes and tracking.
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Introduce formal travel
approval processes.

44%

D 2%

D <o

D %
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A20. Duty of care in the pandemic era (GM)

Main challenges expected to achieving Global Mobility objectives over the next 24 months.

Uncertainties due to
impact of COVID-19.

Barriers to mobility for some
employees as a result of COVID-19.

Safety and security
issues in host locations.

New types of mobility—employee
initiated e.g. virtual assignments.

Quality of life including environmental
health and medical risks.

Immigration compliance.

A21. Rising to the challenge (GM)

Businesses face a range of compliance-related challenges, with process complexity
only marginally being selected more frequently than the other three challenges measured.

Process complexity—the differing data sets, forms and
systems that need to be completed and maintained.

Overall cost of compliance services—the cost of the service
versus business expectations and pressure on costs.

Your time required to manage the delivery—the amount of
time it takes to oversee the internal and external stakeholders.

Certainty of cost of support—being able to accurately
estimate and provide for the cost of the services.

A22. Rising to the challenge (BL)

31% 17%
28% 23%
22% 21% 16%
19% 15% 19%
‘ Ranked #1

@ Ranked#2
@ Ranked#3

One third of Business Leaders think that these trends will result in more
innovation, as well as wider stakeholder engagement by GM teams.

Mandating business travel to be limited to
absolutely essential, business critical trips due
to the additional COVID-19 procedures.

Mandate proper pre-travel checks on visa,
safety and quarantine requirements.

Education of all stakeholders regarding the
costs and risks of travelling overseas without
seeking the right support and advice.

Introduce technology solution to
properly track business travellers.

Introduce formal travel
approval processes.
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SANTA FE

RELOCATION

We help people to work, live and thrive
in new places around the world

Global Mobility made easy

About Santa Fe Relocation

Santa Fe Relocation is a Global Mobility company
specialising in managing and delivering high-quality
relocation services worldwide. Our core competence
is providing services that help corporations and their
employees as well as individuals and their families to
relocate and settle in new places. These services are
delivered to a consistently high standard, locally and
globally and managed through our own operations or
our network of selected partners around the world.
For more information, visit www.santaferelo.com.

Environmental responsibility

As outlined in our Communication on Progress
report, we take our environmental responsibility
very seriously. We always aim to use printers that
are FSC certified. This means that the printer
purchases and uses wood, paper and other forest
products produced from well-managed forests
and/or recycled materials. If you have received
this document electronically, please consider
your environmental responsibility before sending
it to print. For more information, search “FSC”.

MIX

Paper from
responsible sources
FSC

www.fsc.org FSC® C1 06360




