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John Rason comments on the results 
of the 2014 Global Mobility Survey 
to provide some pointers to how you 
could improve the performance your 
Global Mobility programme. The 
annual survey is an empirical study of 
over one thousand companies and their 
global mobility programmes.

This year I had the pleasure to 
contribute to the 2014 Global Mobility 
Survey as part of an expert advisory panel. 

Working with a professional research 
body helped to identify new trends and 
gain greater understanding of Mobility 
from a global, localised and industry 
sector perspective.

Analysis of the results uncovered some 
extremely interesting findings in relation 
to communication, challenges, solutions, 
compliance, technology, policies and 
compensation.  All these can be reviewed 
in highly granular detail using the web 
portal at www.globalmobilitysurvey.com 

However, I want to focus this article 
on the key findings that support why you 
should be linking your Global Mobility 
and Talent Management functions to 
deliver measurable improvements to the 
effectiveness of your Global Mobility 
programme.

Demand for Global Mobility 
Establishing the level of Global Mobility 
activity is often the starting point, a bit 
like monitoring a patient’s heart rate 
or blood pressure.  It gives you an idea 
of what you’re dealing with.  There are 
some extremely interesting findings when 
you use the web portal to analyse this 
information by industry sector, individual 
countries, regions and assignment types.

From a top level, the Survey reports 
that assignment activity has shown year-
on-year net growth since 2011.  44.8% of 

organisations in the 2014 results reported 
an increase in assignment activity vs 
18.5% who reported a decrease (26.3% 
net growth).     

Furthermore, this is the first year since 
the survey started that more organisations 
(net) predicted growth for the coming 
twelve months than reported actual 
growth on the previous twelve months.

So what is driving this anticipated 
growth? The answer appears to lie in 
a resurgent services sector. Whilst the 
biggest net growth in the past year came 
from manufacturing-based industries 
such as pharmaceuticals (43%) and 
automotive (42%), it is service-based 
industries that have most confidence 
for the next 12 months: consulting 
companies predict 61% net growth, with 
professional services just behind on 60%.
This increased vigour and activity 
generates a demand for talent.  With 
the “War for Talent” a reality, and one 
that I see evidence of every day through 
my client interactions, we must answer a 
critical question; “who takes responsibility 
for meeting the business requirement for 
high quality talent in a sustainable way?

The Role of Global Mobility
When it comes to meeting this demand, 
my belief is that Global Mobility 

departments must play a greater role in 
resourcing the business need for talent.

A further complication lies in the 
demand for specialist/technical expert 
and VP level roles, which now account 
for nearly half of all roles globally and are 
considered to be exceptionally difficult to 
fulfil.

Through my work with companies 
around the world I can see that Global 
Mobility departments have to take 
responsibility for setting up processes and 
enhancing their inter-relationship with 
HR, so that we are not just filling these 
roles, but providing a constant stream of 
high quality candidates and delivering 
measurable Return on Investment to the 
business.

The solution to this challenge lies in 
some very simple changes that I believe 
everyone can make.

Link Talent Management & 
Global Mobility for Better 
Results
Senior and specialist/technical expert 
roles topped the list of most difficult 
positions to fill. My advice to any business 
struggling to find candidates with the 
correct skills to fill these critical roles is to 
assess the effectiveness of the interaction 
between Global Mobility and Talent 
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Management as the best way.  
In fact the survey results look very 

interesting when you review those 
companies that do link the two. 

integrate with your Talent Management 
function is readily available and how you 
set this up will depend on your business 
structure.  What I can say is that you will 
need to spend some time planning and 
assessing your three dependencies; people, 
process and technology.   

Dedicate Time to Planning
So how do you find time to dedicate to 
planning?

One of the most common problems I 
see when I visit businesses is how stretched 
they are in terms of resource.  Dealing 
with the day-to-day administration and 
heft of compliance weighs heavily on 
Global Mobility professionals.  This was 
highlighted in the survey results and I 

can safely say this is a challenge faced by 
mobility departments globally.  

So it is no surprise when we see that 
40% of Global Mobility professionals 
said they want strategic planning to be 
within their top 5 activities – but only one 
in ten (11%) are actually managing to do 
this. In other words, one in three Global 
Mobility professionals want to become 
more strategic!

In fact nearly all Global Mobility 
functions are tactical and focus on 
short-term horizons of operational 
service delivery. For the nine-tenths of 
professionals who aren’t being strategic, 
their time is instead occupied by ensuring 
immigration compliance (49%) and tax 
compliance (45%), as well as general 
administrative tasks (42%).

Of course, some tactical tasks are vital. 
But there is considerable demand to think 
strategically. 

•	 	As	 well	 as	 increased	 strategic	
workforce planning, professionals 
also want to spend extra time on 
candidate selection (currently a 
major task for 26% of strategic 
professionals but only 10% of 
tactical professionals)…

•	 	…and	 reduce	 the	 time	 spend	
on assignment administration 
(currently a major task for 42% of 
tactical professionals vs. only 29% of 
strategic professionals).

 Perhaps strategic activity is being 
constrained by limited resource? After all, 
less than one third (30%) of professionals 
tasked with managing Global Mobility 
are specialists in this area and over half 
of businesses (52%) have fewer than 

When you look at the results of the 
Global Mobility Survey it is difficult to 
deny the benefits of this approach.  

Companies that link Global Mobility 
and Talent Management are:

•	 	Better	 positioned	 to	 identify	
candidates with the necessary skills 
and draw assignees from a talent 
pipeline 36% vs. only 15% of those 
without links to talent management

•	 	Less	 reliant	 on	 passive	 tactics	
such as internal advertisements 
of opportunities (50%) and 
nominations by management 
(33%) when it comes to sourcing 
talent. 

They also showed that they generally 
found it notably less difficult to fill the 
tricky senior and technical roles.

Suggestion:  Advice on how you can 
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three employees managing their Global 
Mobility operations.

The survey also highlights that 
organisations with greater alignment of 
strategy and Global Mobility have two 
further interesting traits:

1.  The Global Mobility team is 
more likely to report directly into 
management (18% of strategic 
professionals vs. 8% of tactical 
professionals).

2.  They’re more likely to have 
procedures in place to retain 
returning talent (40% of strategic 
professionals vs. 27% of tactical 
professionals).

When it comes to planning, there are 
a few simple rules here:  

People
Firstly, not everyone needs to be 
strategic and it is better to identify 
certain roles that will require a different 
competency and skill. In the Global 
Mobility function there are two roles, 
one that needs to dedicate time to 
strategic planning, and one that needs 
to stay focused on the important role of 
administration and compliance.  This 
will free up resources for those that 
occupy strategic roles. 

Process and Technology
Could process re-engineering release 
time to focus more on strategic 

activities? For those who need to 
be strategic, free up your time for 
planning, allocate time in your diary 
and stick to it.  Think about systems 
that could help, but be realistic about 
this too, implementing a system may 
be more time consuming than the time 
you save as a result. 

To give you a general idea it was 
found that businesses that have over 
500 expatriate employees tend to invest 
in systems.

How could you mine data from your 
HRIS and external systems and use it 
to ensure that employees with prior 
international experience are tracked? 

Global Mobility Partnering
Effective planning requires good 
information.  Finding data that is 
currently buried in a fragmented 
HR database and interpreting this 
incorrectly is a key barrier to effective 
planning.

Are there activities and data that 
could be provided better by partnering 
with a global mobility supplier with 
specialist resources and systems? 

Also, collaborate with your suppliers 
more for support in general, especially 
if you are a lone Global Mobility 
specialist. An established and respected 
global mobility supplier will have 
invested in leading edge mobility 
systems and be able to provide you 

with the systems and specialist mobility 
support across the range of activities 
that may today be impairing your 
ability to focus on strategic talent 
issues.

Don’t Forget to Monitor 
Effectiveness
It is important to measure the 
improvements you have achieved and 
report these back to the business.

By taking these steps I would expect 
organisations to see tangible benefits 
and positive results within a short time 
frame, certainly within twelve months 
of effecting such changes.  

To give you an idea of the impact it 
can have, the 2014 Global Mobility 
Survey results showed that companies 
that link Global Mobility with Talent 
Management are:

•	 8%	better	at	retaining	talent
•	 	19%	 more	 likely	 to	 be	 able	 to	

calculate the costs of their global 
mobility programmes

•	 	24%	 more	 likely	 to	 actively	
manage the return on investment 
from global mobility. 

The results do not identify how 
well Global Mobility and Talent 
are integrated, so I feel that there 
are plenty of opportunities for 
improvement.

There are three areas that companies 
should consider in order to monitor 
effectiveness of their changes.  Here 
are some results showing how other 
companies measure success.  Through 
my experience the most popular 
methods are not necessarily best 
practice.

1. Measure Real Costs
Make sure you have a way to estimate 
and track costs. 42% of companies 
simply use basic everyday software 
such as Microsoft Excel (vs. 31% of 
those who do measure success), rather 
than investing in a specialist in-house 
system (only 25% who don’t measure 
success vs. 41% who do).

Furthermore, half (49%) of those 
who don’t measure success are also 
unable to calculate the entire cost of 
assignments after they have ended (vs. 
25% who do measure success).

Whether you use internal systems 
or partner with a supplier, make sure 
you have this in place and running.  
Benchmark prior to going live and then 
monitor costs religiously.
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2.  Effectiveness of the Assignment
Of course, in order to be able to judge 
how successful an assignment has been, 
you need to know what it is that you’re 
trying to achieve and measure.  

37% of businesses typically evaluate 
using ‘ad-hoc’ methods during the 
assignment (37%).  When measuring 
success, the most popular way is to 
judge the assignee’s performance whilst 
on assignment (57%) and their positive 
impact on their host business/region 
(52%).

Define your success criteria and set 
up your system to track these.  Once 
again you should set these up before 
you make the transition.

3. Talent Retention
Global Mobility involves investment 
in human capital, so a key aspect to 
improving ROI is ensuring that you 
continue to benefit from the investment 
going forwards. In other words, you 

need to retain those employees in 
whom your company has so heavily 
invested. Unfortunately, three quarters 
(72%) of businesses do not have any 
procedures in place to retain assignees 
after they return. However, you may 
also want to consider a way to identify 
those people you need to retain.

In Conclusion
As the ‘War for Talent’ continues to be 
the topic for CEOs and HR leaders, 
Global Mobility has an opportunity to 
demonstrate and create value for their 
organisations.

Linking	Global	Mobility	and	Talent	
Management delivers results.  If you 
are one of the 53% that don’t currently 
have this in place and are approaching 
this task from scratch, you need to 
take time to plan and implement this 
change in your business.  

If you already have this in place, 
I would advise that you look at 
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Consulting Services
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The Global Mobility Survey 
is conducted annually. It is 
commissioned by Santa Fe Group 
and conducted by research company 
Circle Research in compliance to 
ISO20252. 
Visit www.globalmobilitysurvey.com 

opportunities for improvement in the 
collaboration.

So what are you waiting for?

The International Community School is an independent 
school located in central London. We provide all three 
International Baccalaureate Programmes (Primary Years, 
Middle Years and Diploma), as well as, long term English 
Language Courses for students aged 3 - 18 years old. 

The combination of our welcoming community, a focus 
on personalised learning, our innovative use of ICT and 
exciting Travel & Learn programmes, makes ICS an 
excellent choice for the international community.  

Realise your potential

Tel: 020 7935 1206  Email: admissions@icschool.co.uk   
www.icschool.co.uk  www.skola.co.uk

International Baccalaureate Programmes  
and English Language Courses for 3 -18 year olds
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