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Danny Taggart of Deloitte LLP looks at 
some recent developments in technol-
ogy and how they are being leveraged 
in the area of global mobility.  

Technology has supported the HR func-
tion for many years, ever evolving to sup-
port the remit of this critical business func-
tion. Early HR technology however, was 
often rigid in its architecture and organisa-
tion, meaning that HR policy and process 
often had to fit around the system, rather 
than the other way around.  Thus this fre-
quently limited, or in some cases even hin-
dered, the ability to support organisation-
wide HR in the optimum fashion.  

It could be argued that things were even 
more problematic in the world of global 
mobility, often the ‘forgotten step-child’ 
of HR, left to make do with ad-hoc, often 
spreadsheet based tools, or having to pur-
chase dedicated expatriate tools which sat 
outside of the core HR system.  Typically 
manual processes would be developed 
around these tools which slowed process-
ing down and would present challenges 
when staff with institutional knowledge 
moved on. 

The emergence and evolution of the 
big ERP systems such as PeopleSoft/Ora-
cle and SAP had a significant impact on 
the wider HR function, delivering enter-
prise-wide capability, linking HR to other 
business functions and enabling cross-
border data sharing.  At the same time 
technology supporting global mobility 
teams matured and improved; providing 
better functionality and a greater range of 
services, and available from an increasing 
number of providers.  However, the tech-
nology was still typically standalone from 
the rest of the organisation, and interac-
tion with in-house enterprise systems and 
vendor applications, if this happened at 
all, was still somewhat manual, involving 
data import/export or similar practices. 

As time passed, the technology land-
scape continued evolving, and since the 
advent of “Web 2.0” we have seen some-
thing of an exponential rate of change in 
this evolution.  

In the last five years alone new tech-
nology has effectively revolutionised the 
‘home lives’ of many of us – think how nat-
urally we use the Internet to manage our 
finances, do our shopping, and network 

with our friends these days; it has become 
second nature.  We demand technology 
services throughout the day, whether at 
our desks or on the move.  This change 
in behaviour has, in turn, driven our 
expectation levels of the technology we 
use in our work-lives.  We want to feel 
connected at all times – whether to our 
friends, our work colleagues, our business 
associates or our service providers.  Tech-
nology has changed the way we live and 
work forever. 

But has this digital revolution really 
permeated the global mobility function to 
the extent we would expect?  The honest 
answer I suspect is no.  But the good news 
is that we are definitely starting to feel the 
ripple effect from this eruption of new 
technology within global mobility, and it 
will continue to reverberate.  

Our external experiences will continue 
to fire our desire for greater connectivity, 
better service inter-operability, ever more 
resilient mobile services, increased social 
networking, efficient sharing of knowl-
edge and data, and overall a more tailored, 
personal experience from technology.  
User expectation and market forces will 
drive the agenda in global mobility tech-
nology.  We are now at the point where 
business strategy truly dictates what tech-
nology is required to deliver. 

And so to the future; what innovations 
are available to help support your efforts 
in managing your global mobility pro-
gramme effectively?  I have provided a 
quick run through some key areas where 
new technology is making an impact in 
this space, or where there is potential for 
it to do so in the future. 

Software as a Service (“SaaS”)
This is perhaps the most important devel-
opment in the evolution of technology 
over the last few years, and also the one that 
should have the biggest long-term impact 
on your ability to flexibly manage your 
international assignment programme.  

Software as a Service, or “SaaS” as it is 
commonly know, is a term that can sound 
overly technical and complex, and can 
therefore often disengage your average 
frantically busy HR professional! Putting 
aside the technology for a moment, what 
SaaS really delivers is the ability to have 

services – that is, functionality from one 
or more service providers - delivered flex-
ibly and inter-operably to the end user 
through web service technology.  

If you have ever bought anything on the 
Internet from one of the big online retail-
ers and had it delivered to your house or 
office, you have likely used web services 
from a number of different providers 
without even knowing it; all working in 
unison within that one transaction to 
deliver a service to you.  

You can probably see from that simple 
example where the value might lie for 
those managing a busy global mobility 
programme – service provider applica-
tions throughout the assignment life-cycle 
delivering complimentary services more 
seamlessly.  This could take the form of 
providers securely utilising and sharing 
source data held in your organisations 
ERP system; workflow automatically 
instructing various providers to deliver 
their tasks within the overall assignee 
service; key information from multiple 
providers being delivered through one 
central portal.  

SaaS has already demonstrated its value in 
the wider corporate environment (includ-
ing mainstream HR) in terms of scalability 
and flexibility.  It allows for a more nimble, 
flexible and ultimately more affordable 
architecture – and can also support alternate 
pricing mechanisms such as ‘on-demand’ 
and subscription based models. 

Cloud Services
Like SaaS, “Cloud” is a newish term used 
to describe technology that has, in some 
form or another, been around for a while, 
but has evolved at a fast pace in recent 
years, and has thus ‘come of age’ in terms 
of commercial application. 

“Cloud” effectively means service pro-
vision that is hosted and maintained out-
side of your own organisation.  Cloud 
offers application services (and often data 
services) that you can ‘tap into’ as and 
when you need them – without the need 
to manage the infrastructure surrounding 
those services.  

One of the key benefits of cloud serv-
ices is the ability to scale-up (or down) 
the services or infrastructure you require.  
Again, Cloud services can support pricing 

Global Mobility Technology - The 
Journey From ‘Master To Servant’...
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models where you only pay for what you 
use – “metered usage” or “on-demand” 
services, or subscription based services.  

For international HR service provi-
sion cloud-computing essentially means 
a move away from technology services 
installed on-site within your organisation 
to services being hosted and maintained 
by providers or third parties.  You simply 
“consume” the services you require from 
your own ‘private cloud’. 

Gartner Research has found that SaaS 
products and cloud-computing solutions 
are growing at two to three times the pace 
of on-premises solutions.  Workday is the 
first ERP provider to offer their services 
exclusively ‘in the Cloud’. 

 
Employee Self-Service
Individuals are comfortable with main-
taining personal information with online 
vendors who provide tangible value to 
them, e.g. banking services, online travel 
organisations, online shopping.  Security 
within online services from reputable 
commercial organisations provides the 
reassurance that it is ‘safe’ to do so.  

No organisation should engender more 
trust than your employer, and in-house 
self-service HR portals are now fairly 
mature offerings.  Thus employees are 
more than happy to use these services to 
update personal details, enrol in benefit 
programmes, manage training require-
ments, support performance reviews and 
‘collect’ pay-slips from.  

The natural progression of these serv-
ices is to tailor them to the individual 
user’s circumstance; that is, providing HR 
portals that recognise the user’s role, func-
tion, and seniority and then exposing only 
relevant material/functionality to them.  

Service providers, whether large scale 
ERP or more functionally focussed service 
delivery, can also provide this type of tai-
lored facility, and open up these facilities 
for assignees to update their own informa-
tion.  The flexibility inherent in the security 
of these systems enables them to also tailor 
services to the particular role or individual, 
i.e. line managers will want different infor-
mation to someone in the HR function; 
individuals in specific roles or geographies 
will want to see information pertaining to 
that specialism or region. 

Social Networking
Social networking goes beyond the one 
way communication that employee 
self-service typically provides, enabling 
free-form communication between 

employees, and by extension employers. 
Social networking is one of the clearest 
examples of how ‘external’ technology 
can drive behaviours within an organi-
sation.  External social networking sites 
such as Facebook and Twitter are truly 
democratic; natural communities with 
common interests naturally evolving and 
coming together.  LinkedIn is the most 
well known exponent of this in the cor-
porate world.  

Many HR organisations now use 
blogs, wikis (collaborative on-line 
‘knowledge-bases’ authored and gov-
erned by the community that they 
serve), and other collaborative technol-
ogies to share information.  

People are comfortable sharing informa-
tion and insight when they have an appro-
priate and trustworthy platform to do 
so, and are to some extent willing to take 
this ‘learned behaviour’ into their work-
place.  Organisations do have a challenge 
here however; how to harness the power of 
social networking within their own organi-
sation and to drive behaviours for the good 
of the business (even if that benefit might 
seem intangible at first glance), whilst also 
providing value for employees in doing 
so; that is, there has to be “something in it 
for me”.  Thus platforms to share techni-
cal information and discuss business chal-
lenges provide the greatest return for both 
employees and employers.  Social network-
ing provides communication channels that 
simply did not exist before the advent of 
“Web 2.0” – we can now interact with col-
leagues regardless of business function or 
geography as easily as we can the person 
down the hallway.  

The natural extension of this type of 
service within global mobility is to enable 
easy online networking for their assignees.  
Some organisations are already trying this, 
and I suspect this will be a growth area 
within our specialism.  This can poten-
tially take some of the burden off of the 
international HR team – assignees sharing 
information and asking each other ques-
tions, rather than reverting to HR, but 
also of course can present challenges – e.g. 
potential for misinformation to leak into 
the system.  It is important therefore that 
the organisation has line of sight into the 
content of these social networks, enabling 
them to understand assignee hot topics, 
and to potentially moderate forums, with-
out giving participants the impression that 
they are playing ‘Big Brother’.  The debate 
on the role of governance within social 
media rumbles on...

Mobile Platforms
Global mobility and mobile platforms 
are seemingly obvious bed-fellows.  It is 
only fairly recently however, that services, 
particularly assignee services, are being 
demanded for mobile platforms - whether 
tablet or smartphone.  

Web based portals that have tradition-
ally delivered assignee information are now 
typically also enabled for mobile devices, 
providing key services to individuals ‘on 
the move’.  GPS technology is also playing 
an increasing role in enabling tracking for 
assignee and business traveller services. 

For mobility managers, tablet technol-
ogy has delivered greater flexibility for 
detailed assignment lifecycle processes 
that would be difficult, if not impossible, 
to manage on a smartphone screen. 

The demand for mobile services will 
only increase in the future, so employers 
must consider mobile capability when 
deploying new services; whether built in-
house or delivered by service providers. 

Data Analytics
Data is one of the most valuable resources 
that an organisation possesses, yet all too 
often it can be difficult to get to as it often 
resides in one or more systems.  Even 
when organisations can gain access to it, 
understanding it, and then making sense 
of it can often be a challenge too far. 

The ability of new technology to share data 
more easily, coupled with the tools and tech-
niques now available in the area of data analyt-
ics, is starting to counter some of those chal-
lenges.  The analysis and visualisation of HR 
data is enabling organisations to drive value 
through their global mobility programme 
- supporting cost and risk control, helping 
define international mobility policy, and ena-
bling organisations to better understand the 
return on investment in their programme.  
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Technology has enabled a whole new 
service area that delivers true business 
insight.  This area was explored in more 
detail by my colleague Scott McCormick 
in the Summer 2012 edition of Interna-
tional HR Adviser.  

Talent Management
One HR related service where technologi-
cal innovation is being used very visibly is 
in the area of talent management.  

The big ERP providers are very focussed 
on the talent agenda, and have developed, 
or have acquired, specialist talent sys-
tems to provide functionality that focuses 
on this area.  Issues faced in identifying, 
attracting and retaining talent, can be eas-
ily translated into similar issues faced by 
the global mobility function when deal-
ing with assignee selection, on-assignment 
management and repatriation. 

Danny Taggart 
is a Director 
in Deloitte 
LLP’s Global 
Employer Serv-
ices business, 
heading up a 
team special-
ising in tech-

nology development, delivery and 
consultancy. If you would like to 
understand how your organisation 
can utilise Deloitte Global Employer 
Services through web service technol-
ogy, or just wish have an informal 
discussion about how Deloitte might 
help you in your future-thinking in 
this area please contact: 
dtaggart@deloitte.co.uk or 
on +44 (0) 207 007 1447. 

The continued war for talent, particularly 
for those joining the workforce for the first 
time, has really driven innovation in this area.  
Many organisations already have candidates 
upload their CVs and use e-Interviewing to 
screen candidates – mimicking the type of 
interactions that Millennials are very familiar 
with.  At Deloitte our recruitment team have 
implemented a mobile strategy, including 
the use of QR codes (quick response codes 
– those square bar codes you may now be 
familiar with) to deliver Firm information 
to candidates, and ‘augmented reality’ – the 
ability to deliver virtual multimedia messages 
through mobile Apps.  

Again, it is does not take a huge 
amount of imagination to see how these 
innovations might ultimately be usefully 
deployed by the global mobility function.  
And if you think they sound a little far-
fetched, just watch this space...

Free Seminar at The 2013 Corporate Relocation Conference & Exhibition
Payroll Compliance For Mobile Employees

As the pressure on internal and external compliance gets greater, the challenges of reporting compensation data for international assign-
ees, in particular relocation expenses, get no easier. Data is invariable embedded in multiple data sources, often in different locations. 

At the seminar we will discuss what the reporting requirements are, what challenges are faced by organisations and explain some of the 
ways in which companies are deploying global processes to collect and report relocation expenses. Presented by Deloitte LLP.

To register for this free seminar please email helen@internationalhradviser.com


