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Our recent two articles have focused 
on international assignment policies – 
the best policy for your company and 
the different types of assignment.  This 
article continues the theme.  

Let’s assume you now have an outline 
policy for your assignees and you are fully 
aware of the different types of assignments 
available.   Your approach and procedures 
are known and you now want to be able 
to utilise your employees in different loca-
tions – will they move where you want 
them?  What’s their view and how do you 
incentivise your employees to move?

Mobilising Talent – The Global 
Mobility Challenge – report - 
ascertaining views
Most surveys seek the views of the 
employer regarding mobility and the bar-
riers or incentives facing the business.  An 
alternative, relatively novel approach, is 
to ask the employees – would they move, 
where do they want to go, and what 
would encourage them to do so? 

This article is based on a report written 
by Ipsos on the findings from the 2012 
Employee Mobility study, conducted by 
Ipsos on behalf of the Canadian Employee 
Relocation Council. In 2012, Ipsos part-
nered with the Canadian Employee Relo-
cation Council (CERC) to launch a track-
ing study about employee mobility.

The global poll is co-sponsored by 
BDO. The survey was conducted in 24 
countries around the world with approxi-
mately 18,500 respondents every month.   

The need for international 
assignees
In today’s global marketplace there is a 
continuing and in some cases an increasing 
need to be able to move individual 
employees to different countries.  Naturally 
most people will move if they are offered 
enough money to do so, but the business 
and economic climate prevailing does 
not permit organisations to throw money 
at potential assignees. Whilst it may 
help matters, increasing an employee’s 
compensation is often not the incentive 
required to encourage an individual to 
agree to an international work assignment.  

Historically, the main concern for the 
employer has been the cost of moving an 

employee abroad.  It has been often stated 
that the costs of utilising an assignee is 
between two to five times the costs of a 
local hire. With additional issues ranging 
from reconciling tax and payroll issues, to 
compensation incentives and assignment 
structuring, the survey reveals that under-
standing employee sentiment may help 
alleviate some employer concerns and 
encourage the right employee to make the 
move, whilst potentially saving money. 

Incentives such as a pre-assignment 
visit, additional home leave, and lan-
guage training together with immigra-
tion assistance for the assignees partner, 
can often entice an employee to move 
abroad.   These incentives that employ-
ers can offer may actually reduce the cost 
of international relocation to the com-
pany, increase the return on investment 
and make for a much happier and more 
productive employee.  Knowing what 
drives employee behaviour is the only way 
for an employer to effectively determine 
what those alternative incentives may be.  
By focusing on what people are looking 
for businesses will be able to make better 
decisions regarding their international 
and expatriate policies.

Relocation is an investment in the 
employee and it is important that 
assignees are as effective as possible from 
the outset of their assignment. If the 
right compensation package and support 
structure is present employers will get the 
best return.  

Top five incentives for 
employees to be more likely 
to take an international 
assignment
The survey showed that the top 5 
incentives to encourage mobility by 
ranking were: (see figure 1).

Fear of the unknown is clearly impacting 
employees’ willingness to work abroad, 
from language barriers to job security after 
taking an international assignment. The 
retention of international assignees, post 
assignment has long been an issue facing 
employers.  The number of assignees who 
either have no position to return to or leave 
shortly after an international assignee is 
significant. In more buoyant economic 
times many employees have no fear for 
their position or future post assignment.  
They are confident that their enhanced 
skill set and experiences will benefit 
businesses that are thriving and most would 
see a return to their old job/position as a 
distinct backward step.  When economic 
times are difficult, job security and what 
the future may hold becomes of far greater 
significance.  Job security naturally features 
very highly today given general economic 
woes but how many employers could 
realistically offer a former assignee their 
previous position on their eventual return 
from assignment?   

Finding common ground
The survey finds that employees from 
every geographic location overwhelmingly 
selected English speaking countries as 
their desired work relocation destination, 
with the United States (34%) ranking 
first, followed by the United Kingdom 
(22%), Canada (20%) and Australia 
(20%).   

Assignees clearly want to understand 
more about the destination location – pre-
assignment visits - and wish to enhance their 
ability to fit in by being able to speak the 
local language and have their partner work 
in that location. With the English language 
being a common language in which to con-
verse wherever an individual is in the world 
arguably this just further drives the numbers 
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• Organisations Increasingly are reliant on an Internationally-mobile workforce 
• Enticing talent to move abroad requires more than a pay increase 

Implementing a successful mobility program can help employers minimize talent 
acquisition costs, while maximising the professional growth of their staff and strengthen 
their bottom tine 

• The destinations where talent is required and those locations that are most desired do not 
align on a macro level 

▪ There is no 'none size fits all" incentive package. EmployeeS' needs and desires differ 
based on many factors, including family obligations, geographic location and age. 
Therefore, policy makers must he flexible in their approach to kitemationaL employee 
relocation 

• Fear of the unknown is a leading factor 
in why people do not want to take an 
international assignment. In circler of 
importance, the incentives that can 
help quell some of these fears include 
(ranked); 

• The family is also a leading  factor in 
why people either do or do not want to 
take an international work  assignment 

• 5Orrie of the foremost issues facing a 
family include connection with a family 

1.  A guarantee that they could move back to 
their current role after 2 years with 
further relocation assistance (45%) 

2- They /members of their immediate family 
would each get one round trip airfare per 
person to either travel back home; or have 
two round trip tickets for people to come 
and visit them once a year; or,  use the 
equivalent value tickets for a destination 
of their choice (43%) 

I. A trip to the country before the 
assignment so they see what the country is 
Like, paid for by the employer  (43%) 

4. Paid language training if necessary 142%4 
5. Provide immigration assistance for their 

spouse in order that they could obtain 
employment (42%). 

a 43% of key decision makers Indicate they 
would want their employer to provide 
immigration assistance for his/her 
spouse's career development in the new 
country 

a 

a 

1.  
2.  
3.  
4.  

member back home, child concerns and 
having a family member who is 
dependent on them 

• Employees' desired relocation 
destinations are dominated by English 
speaking countries (ranked!' 

Of those who could he convinced the 
relocate, 34% said a top incentive would 
be paid school tuition for your children 
One In Six reSCOndentS .C16%) Say they 
strongly agree that they "can't move 
abroad for any period Cl time because 
family in my home country rely on me" _ 
United States 134%l 
United Kingdom 1.22%1 
Canada ROI%) 
Australia 120%) 

• Certain geographic Locations that have 
a concentration of erriplOyeeS who are 
eager to work abroad include ;ranked )! 

1. Latin America 1I4%.1 
2. Middle East and Africa (3n) 

• Willingness to take an international 
work assignment varies by industry. 
Employees who are most disposed to 
consider an international move for work 
by industry include (eked  l' 

Telecommunications and Information 
technology (28%) 

2. Construction (28%} 
3- Commercial/retail (251 
4. Education 123%11 
S. Medical (23%) 

• There is a mixed group of people who 
are eager to relocate internationally. 
This demographic consists of: 

s Senior executives/decision! makers On) 
a 	People under the age of thirty-five (235L 
▪ Men (27%) 

▪ Low income earners 12714I 
• Those who are not married (27%1. 
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of assignees wishing or being able to move 
to English speaking countries.   

Global willingness to move
Willingness to take a foreign work assign-
ment is not the same around the globe. 
There are certain geographic locations that 
have a concentration of employees who are 
eager to work abroad. The survey shows 
that employees from Latin America (34 
per cent) and the Middle East and Africa 
(32%) are the most likely to relocate inter-
nationally for work. However, employees 
who say they are very likely to take the 
assignment are significantly less in Asia 
Pacific (24%), Europe (21%) and North 
America (20%).  Perhaps some individu-
als see better economic opportunities else-
where, whereas others may have stronger 
family or cultural/regional ties and wish to 
remain in their home location.  Addition-
ally, the issue of dual careers may be more 
prevalent in Europe & North America 
where the barriers to mobility that this 
creates may often just be too significant to 
overcome. 

Not all employees are resistant to an inter-
national work assignment. Not surprisingly, 
the survey finds that there is a group of 
people who are eager to take foreign work 
assignments. This demographic consists of 
a mixed group, which includes senior execu-
tives/decision makers (30%), people under 
the age of thirty-five (28%), men (27%), 
low income earners (27%) and those who 
are not married (27%). Again, the exist-
ence of dual careers and the career progress/
income of the non assigned partner is a bar-
rier as is the existence of children of school 
age – meeting the needs of the family is 
essential – and where neither of these two 
factors needs to be addressed individuals are 
typically more inclined to move.

Employees in different industries show 
a varied amount of eagerness to work 
aboard. People working in telecom-
munications and information technol-
ogy (28%) and construction (28%) are 
most disposed to consider an interna-
tional move for work, while only 25% of 
employees in commercial/retail and 23% 
of employees in education and medical 
sectors are very likely to consider interna-
tional work relocation. There appears to 
be no significant percentage differences 
based on industry sector. 

Despite industry or sector, companies 
need to be flexible in their approach to 
dealing with specific individuals, as well 
as put in place broad HR policies that 
address employee concerns.

Summary
The above comments provide a general 
overview of the report and the thoughts 
of employees about the possibility of 
an assignment.  Addressing employees’ 
requirements and perspectives and blend-
ing these with the needs of the business 
helps to shape and direct an employers’ 
policy.  An amalgamation of employers 
and employees views and requirements is 
likely to result in the best policy.  

Do remember that policies should not be 
static documents. Business entities change 

as does the economic and political climate 
in individual countries or regions.  

Andrew Bailey is global leader for 
BDO International’s expatriate tax 
services and national head of human 
capital at BDO LLP.  He has over 30 
years’ experience in the field of expa-
triate taxation.   If you would like to 
discuss any of the issues raised in this 
article or any other expatriate mat-
ters, please do not hesitate to contact 
Andrew Bailey on 
+44 (0) 20 7893 2946, email 
Andrew.bailey@bdo.co.uk


