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INTERNATIONAL HR SURVEY

Well Managed Global Mobility
Programmes Continue To Offer Real
Value To Companies
For an organisation either entering or
looking for growth in new or strategic
markets, having the right people on the
ground is essential. Attracting talent
in chosen markets is critical, but an
organisation’s own experienced talent
pool can also be one of the leading
ways to help achieve growth ambitions.
As the competition for international
talent picks up steam, companies are
increasingly looking to enhance their
mobility policies to help attract and
retain key global talent.
A well-managed global mobility
programme can give an organisation’s
existing, talented employees the
opportunity to live and work in a different
country, broaden their experience, learn
new skills and establish a personal global
network. Internationally experienced
employees can bring deep insights and
demonstrate exceptional value to local
clients and prospective clients - keys to
successful business development.
That ‘win-win’ profile is one reason
that organisations all over the world
are taking advantage of global mobility
programmes, despite increasing regulatory
and compliance challenges. Indeed, an
analysis of over 600 Human Resources
(HR) executives participating in KPMG
International’s Global Assignment Policies
and Practices (GAPP) Survey shows that
corporations headquartered in Nordic
countries and the Asia Pacific region are
using international assignments more than
ever. Furthermore, companies where global
mobility has long been the norm (e.g., the
US and UK-headquartered organisations),
continue to expand and adapt their
programmes to meet changing needs. See
charts 1, 2 and 3.
Global mobility programmes remain
popular among employees, largely due to
the flexibility and adaptability they offer
through a variety of assignment types. Of
the HR executives surveyed in the study, 81
percent reported that their companies offer
short-term assignments, 96 percent offer
long-term assignments and 47 percent
offer permanent transfer or indefinitelength assignments. See chart 5.
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1. In which country is your organisation's headquarters located?
OTHER
The top three county
other headquarters
locations in order of
popularity) are: Finland,
Saudi Arabia and
Malaysia.
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Other

1%
2%

Ita l y
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Source: KPMG International, GAPP Survey 2013.

2. According to your best estimate, what is the total number of employees in your organisation worldwide?
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• •

•

13%
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100,000

More than
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Less than
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Source: KPMG International, GAPP Survey 2013.

3. According to your best estimate, what were your organisation's revenues for the most recent year
(in millions of USD)?

10%

26%

18%

250 to 500

501 to 2,500

2,501 to 7,500

• •

• •
• •

Source: KPMG International, GAPP Survey 2013.
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4. Which of the assignment types or policies listed below are employed by your organisation
(select all that apply)?
Long term or standard
for example, 1 to 5 years)

•

Short term
(for example, less than 12 months)
Commuter

81%

25%

Rotational

18%

Inter-regional

22%

Permanent transfer/indefinite length

47%

Unaccompanied (spouse and family
remain in the home country)

36%

Developmental/training

35%
OTHER

Assignee requested

19%

Project/contract-specific

42%

Other

4

I 2%
0%

20%

40%

Other 2% policies: local plus,
extended/frequent business
traveler, lump sum, new hire,
international hire, trainee,
graduate and temporary
transfer.

60%

100%

80%

Source: KPMG International, GAPP Survey 2013.

5. Which of the following best describes the most important goal for your international assignment
programme?
Controlling program costs and ensuring
an acceptable return on investment

12%

Attracting and retaining assignees by
maintaining competitiveness with other
organizations' programs

10%

Supporting the organization's business
objectives and being adaptable to
changing business requirements

Adapting to Evolving Societal
Changes

72%

Being perceived as fair and equitable

5
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Note:Total may not add to 100% due to rounding.
Source: KPMG International, GAPP Survey 2013.

Demonstrating Value

programme demonstrate objectively its
value to the broader organisation and
can help secure continued programme
funding. Yet a notable portion of survey
participants struggle to track ROI
information as it relates to international
assignments - 27 percent do not know
the percentage of assignees that leave
the organisation within 12 months of
repatriation, and 31 percent do not know
why they leave. See chart 8.

Surprisingly, given the current economic
environment and a noted desire to
support the business, only 12 percent
of survey participants report that cost
control and assurance of an acceptable
return on investment (ROI) were of
importance in evaluating their global
mobility programmes. See chart 4.
Having agreed-upon metrics to
demonstrate ROI helps any mobility

6. What is the main reason assignees leave the organisation after returning from an international assignment?
No appropriate job
available in the home country
Local employee compensation
perceived as insufficient

I
Family issues
I

Difficulty in adjusting to
local employee status

34%

1%

1%

3%

Offered a better job/career
in another organization

21%

Do not know

31%

Other

7% OTHER
Other 7% reasons On order of popularity): retirement, desire to remain overseas/return
overseas, tumover/natural attrition, lay-offs and nature of the business.

0%

There are some relatively simple
steps that companies can take to help
determine ROI for international
assignments. Leading companies establish
cost projections that capture the entirety
of assignment related costs. In addition,
these companies establish a business
case for the assignment that requires
sign-off from senior leadership. This
business case also includes reasons as to
why an assignment – and not a local hire
– is required to achieve the objectives.
During the assignment, management
can follow how the employee progresses
against these objectives. And lastly, a key
practice is to plan early for next steps
after the assignment. This is typically
done by assigning a home country coach/
mentor who supports the employee and a
reporting system that includes a plan for
repatriation as early as nine to 12 months
before the repatriation date.

5%

Note:Total may not add to 100% due to rounding.
Source) KPMG International, GAPP Survey 2013.
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Many organisations continue to exhibit
inclusionary mindsets in relation to
the definition of a “family” within
their mobility policies. Fifty-five
percent of survey respondents currently
include unmarried domestic partners/
companions of the opposite gender
and 49 percent include unmarried
domestic partners/companions of the
same gender for benefit purposes. These
broader definitions are most evident in
European and Asia Pacific-headquartered
organisations, and also within the
financial services and high technology
industries, based upon the survey. See
charts 6 and 7.
As this trend increases, there could
be growing implications for companies
offering international assignments and
their global mobility managers. For
example, expanding the definition of
family could help companies become
more attractive for new employees and
help with retention of existing staff. At
the same time, organisations could likely
see an increase in the cost of mobility
per employee as more couples become
eligible, thus requiring for example, an
extension of spousal benefits such as
work visa support and job search expense
allowances. Obtaining visas for nonmarried domestic partners continues to
be a significant challenge – especially in
countries where domestic partnerships
are not recognised as legal unions.
In circumstances where organisations
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7. In addition to legally married spouses and dependent children, does your organisation include any of the
following in its definition of family for purposes of international assignment (select all that apply)?
• Unmarried domestic partners/companions of opposite gender • Dependent parents/extended family of assignee
• Unmarried domestic partners/companions of same gender

• Other

• None of the above

All participants

55%

133%
1

OTHER

49%
•

12%

1

t

•

Respondents who selected other provided
the following as part of their definition:
• aligned with immigration requirements
• aligned with medical/benefits plans

3%

• financially interdependent partners

I

• married/domestic partners of the
same gender legally recognized by
home country

Europe

77%
•

• dependent children of
spouse/domestic partner.

63%
•

Clearing Regulatory and Tax
Compliance Hurdles

17%

f

1%

II
Asia Pacific

77%
O

•
9%
1111
Americas

41%

45%
•

41%
•

13%
4%

1111
Source: KPMG International, GAPP Survey 2013.

8. In addition to legally married spouses and dependent children, does your organisation include any of the 		
following in its definition of family for purposes of international assignment (select all that apply)?
• Unmarried domestic partners/companions of opposite gender • Dependent parents/extended family of assignee
• Unmarried domestic partners/companions of same gender
Financial
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• None of the above

may offer an incentive for assignees
to accept international opportunities,
many survey participants also take into
consideration dual-career couples and
their children. For instance 21 percent
of survey respondents provide job search
support in the host country, and 21
percent reimburse education expenses
for the spouse/partner. Forty-one percent
offer language training and 37 percent
offer cross-cultural training to the
assignee, spouse and their children.

• Other

The global tax regulatory and compliance
environment presents challenges for
corporations’ international assignee
programmes, but these challenges are not
insurmountable.
Companies that focus from the
beginning of the assignment on
creating and maintaining the required
documentation and reporting protocols
- increasingly through use of webbased technology platforms -- can
help determine that employees are in
compliance and the company itself
has mitigated any related financial or
reputational risks.
Almost three quarters (73 percent)
of the companies surveyed offer tax
equalisation policies, meaning that
their assignees pay no more or no less
tax than they would have paid had
they not accepted an international
assignment and remained in their home
jurisdiction. Interestingly, the practice
is more prevalent in the Americas than
in Asia Pacific or Europe. Europeanheadquartered organisations are least
likely to fully tax equalise assignees – 13
percent hold assignees responsible for
all their taxes and 12 percent require
assignees to pay all taxes on base and
incentive compensation while equalising
only the assignment-related allowances
and reimbursements. See chart 11.
Although tax equalisation policies have
remained relatively unchanged since
1999, the survey indicates significant
changes in how they are being managed.
For example, over the past 11 years,
companies have become 50 percent more
likely to expect assignees to pay any taxes
that are due on share purchases.
In looking at the taxability treatment
of income from sources outside of the
organisation the majority of survey
respondents require that assignees be
responsible for the related taxes. For
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9. Which one of the following statements best describes your approach when addressing the assignment tax
costs in relation to the assignee's earnings?
▪

Tax equalize assignees (assignees pay no more or no less tax than they would have had they not taken the assignment)

•

Tax protect assignees (assignees pay no more tax than they would have had they not taken the assignment, but may pay less)

▪

Assignees pay all taxes on base and incentive compensation, while the organization pays tax on assignment-related allowances and reimbursements

▪

Laissez-faire (assignees are responsible for all their taxes)

▪

Other

Achim Mossmann
is a tax principal
in KPMG’s Global
Mobility Advisory
Practice.
This article represents the views of
the author only,
and does not necessarily represent
the views or professional advice of
KPMG LLP.
The information contained herein
is of a general nature and based on
authorities that are subject to change.
Applicability of the information to
specific situations should be determined through consultation with
your tax adviser.
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their businesses and the larger society. Yet
the value of the programmes and their
purpose is clear and continues to be vital
to overall international success.

Note: Total may not add to 100% due to rounding.
Source: KPMG International, GAPP Survey 2013.

10. Do assignees take too much time and effort to administer?

All participants
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•

Yes

•

No

> 50 countries

Source: KPMG International, GAPP Survey 2013.

11. How frequently will assignees be used 5 years from now?
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Note:Total may not add to 100% due to rounding.
Source: KPMG International, GAPP Survey 2013.

those companies that do equalise some
or all of these taxes, 78% tend to be
US-headquartered.
The survey results would seem to
indicate that companies are taking a
more strategic approach to calculating
their tax equalisation payments to help
achieve greater control and certainty
over costs. At the same time, companies
seem to be balancing out when it is
appropriate for assignees to manage their
own tax liabilities and when it is more
cost-effective for the company to manage
this role.

No Let Up in Global Mobility
Overall, the use of international assignees

is predicted to remain the same or higher
for 86 percent of survey participants.
These results are even stronger for
European-headquartered organisations
and those in the energy industry (90
percent and 93 percent, respectively).
However, international assignment
programmes require a significant amount
of attention from programme managers,
with 51 percent of survey participants
saying programmes take too much time
and effort to administer. See charts 9 and
10.
The managers of global mobility
programmes face a number of challenges
as they strive to develop programmes
that respond to the changing needs of

FREE SEMINAR
at

The 2014 Corporate
Relocation Conference
& Exhibition
Monday 3rd February 2014
at Hotel Russell, London
at 3.45pm

Latest Global Mobility
News And Trends, And
How To Increase Your
Connectivity In The
World Of Global Mobility
This interactive session will
inspire International HR
professionals to connect with
others to keep up to date and
competitive. Don’t miss this
seminar if you are interested in
the latest global mobility news
and trends, or want to find out
more about increasing your
connectivity in the world of
Global Mobility.
Hosted by Expat Academy.
For further information or to
reserve your place, please email:
helen@internationalhradviser.com
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