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Registration and Breakfast
Register, enjoy coffee and pastries and get ready to learn, connect and share.

Welcome
The Expat Academy Team will set the scene for the day and explain how the day will work. We will 
go through the topics for discussion in the huddle sessions and what you can expect to achieve by the 
end of the day.

Network Introductions:
On your table spend time with your Network to introduce yourself and share and learn from each 

the time to discuss ideas and changes you are considering.

Gavin Cockburn – BAT, Matt Maltby – King, Lizzie Bodington – Capco and Tom Standing – Hitachi.

You have the best idea, the greatest strategy or perhaps the tightest business case that would 

somehow no-one has the time to listen. In this session Paul, best known for co-writing the TV hit series 

take your project forward with support from all corners of the business. Paul Kerensa.

and what should be given to robots – you decide!

We will wrap up the day learning who has really shone throughout the year and earned the prestigious 

Join us to celebrate with the 2018 Expat Academy winners.

Afternoon Break

8.30am

9.00am

9.15am

9.45am

10.45am

11.15am

12.30pm

1.30pm

2.30pm

3.15pm

4.15pm

4.30pm



The inspiration for this year’s conference comes from our keynote speaker, Mark Beaumont who is a record-breaking 
long-distance British cyclist who recently completed a global circumnavigation, in just 78 days, 14 hours, 40 minutes… 

We’ll be kicking the day off with Club 100 and Symposium Huddles so you can share knowledge and get to know each 
other in a facilitated informal environment.

Global Mobility policy.

more effectively.

The afternoon will focus on the Global Mobility Operating Model. We know there are many activities which cross the path 
of an in-house Global Mobility professional (we’ve limited it to 80) and that there are many ways to run a Global Mobility 
Function. We also know that there isn’t a right and wrong way to manage your programme…but there is so much value 

organisation. We’ve got a great session planned for you to explore and challenge your thinking on the Global Mobility 
operating model. What role/s should be kept in-house, what should be outsourced, what could be offshored and what 
should be given to the robots!

We really hope you enjoy your day with us. Be sure to visit all the country-themed stands to collect valuable information 
(and goodies)! 

p.s. Post your photos throughout the day on linked in with the hashtag #EAsocks and you may well 
win a prize!

The Expat Academy team
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www.bdo.co.uk/quicktrip

Audit  |  Tax  |  Advisory

Our easy to use smartphone app tracks business traveller’s movement via GPS or manual entry. 
Country-by-country reporting is then fed back to your HR teams in real-time. In addition to bulk 
travel upload capability, alerts are issued in the event of a taxable event enabling remedial action. 

Get in touch for a free demonstration.

ANDREW BAILEY 

Partner, Head of Global 
Expatriate Services 

+44(0)2078932946 
enquiries@bdoquicktrip.com

BDO Accounting, Tax and Advisory Services

“ BDO QUICKTRIP puts the tax and immigration management 

of international business travellers in the palm of your hand.”



Hand picked local experts and a service 
to suit individual needs. 

We understand that relocating people is about more than just moving 

those people matter. We know you want your best people to have a great 
relocation experience not just because they need to be up and running 

it. 

INTERNATIONAL REMOVALS • GLOBAL DESTINATION SERVICES

bournesrelocationsolutions.com

With Bournes, it’s personal



One thing is for sure: wherever in the 
world you are sending your employees 
they will need a home so they can 
settle into the host location quickly and 
happily. Not only does this mean they can 

assignments. 

Jeremy Chandar  |  +44(0)7764 225444

By Bournes Relocation Solutions
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Meet Mode
More than crafted... curated. 
Specially designed for global 
citizens like you, every detail 
of the Mode Aparthotel 
experience is thought 
through to help you stop 
feeling like a traveller, and 
start loving being a local.

New brand, new properties - now open! 
Book your stay on www.modeaparthotel.com 
and enjoy life on your terms.

Mode Edinburgh
74-77 Queen Street
Edinburgh, EH2 4NF
United Kingdom

Mode Paris
4-6 Rue Leroux
75116 Paris
France



Using PREDICTIVE ANALYTICS to 
help identify your BEST SOLUTIONS

Find out more at CARTUS.COM/LEAP or email us at LEAP@CARTUS.COM

Cartus’ Leading Edge Analytics Practice, LEAP, leverages the power 
of predictive analytics to improve relocation outcomes in the key 
areas of program, cost, and talent management.

Using advanced statistical models, we can provide critical insights 
to help mitigate or even eliminate your most pressing relocation 
challenges, ensuring a consistent return on investment for your 
organization.

Why take the LEAP with Cartus?
Our unparalleled historical experience makes us singularly positioned 
to provide the depth and scope of data needed to forward-manage 
your relocation program and spend.

7,700 
unique country

combinations

80 million 
fi nancial 

transactions

5 million 
online expense

reports

13 million 
supplier 
transactions

2.3 million 
relocations



Technology that Moves YouSM

© 2018 Cartus Corporation.  All rights reserved. 
Cartus and the Cartus logo are registered 
trademarks of Cartus Corporation.

Simplify your employees’ lives with 
our MovePro Timeline. 
Using data we’ve acquired over millions of moves, our MOVEPRO 
TIMELINE dynamically updates as the move progresses, shifting 
key activities and tasks while reforecasting future events. This lets 
relocating employees see at a glance what they’ve accomplished and 
what’s still ahead.

The timeline is visual as well as functional, and includes important 
milestones, alerts for key activities, access to supporting resources, 
and clearly labeled tasks to guide employees through any steps 
where action is required.

MOVEPRO TIMELINE
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Employees are overwhelmingly relocating to 

progress their careers and themselves.In a survey 

of 3,078 IMPACT Group customers1, 51% of assignees 

indicated the primary reason they accepted the move 

was for personal career development.

They’re eager for career growth – yet, they likely need 

more support than new hires. They just uprooted their 

home, their family, and their life. While getting to know 

new faces at the office and learning a new role, they’re 

also getting to know new neighbors and learning a new 

city. All of this change at once is jarring.

IMPACT Group recently surveyed HR professionals and 

nearly 50% reported that new employees or relocated 

leaders experience challenges during their onboarding 

period. This is especially true for international 

assignees who are unable to easily adapt to the 

corporate culture and team culture. 

    

Does your onboarding plan make it worse?

Onboarding is a difficult task to master; in fact, 70% 

of leaders rate their internal transitions as difficult.3 

When onboarding directly ties to how quickly and easily 

the employee delivers results, it deserves more than a 

few training sessions and an employee manual. Many 

assume assignees already understand the business, 

so they’ll instantly transition into the role. This 

assumption may leave them floundering.

Onboarding Oversight:

Once Workstations are Set, 

Are Assignees Left to Sink or Swim? 

Relocation Motivators1

7% Fear of job loss

5% Spirit of adventure

15% 

22% 

51% 

Other

Promotion/necessary 

for promotion 

Personal career 

development 



Good intentions don’t guarantee good 

results.

Companies have very good intentions, but rarely is a 

process created to coach the person through the first 

few months on the job. The reality is 45% of companies 

don’t evaluate their onboarding programs.4 If the 

employee struggles in the beginning, their engagement, 

productivity, and satisfaction may wane. 
   

In our survey, 75% of relocating employees reported 

being Highly Engaged at work after the relocation1 

– the perfect time to show support in their success. 

Seventy-three percent (73%) reported being more 

productive at work when their family’s needs are 

properly supported during the move.1 However, a 

poorly focused onboarding plan can cause both of 

these numbers to slip rapidly.  
    

During the ramp-up period in the new role, importance 

needs to be placed on setting goals, prioritising 

projects, getting to know stakeholders, and 

determining how success will be measured. This is so 

valuable because it sets assignees up to be engaged 

and show their value.

Win at onboarding.

When done right, structured plans deliver results well 

past the immediate onboarding period. A 100-day plan 

can turn into a 6-month plan, which can turn into an 

annual plan. Think of the domino effect this has on 

future success.

Less than a third of leaders believe they have 

meaningful support during their transition into a new 

role.5 Effective onboarding requires an action plan to 

address: 
Barrie Gilmour is the Senior Director, People 

Services at IMPACT Group, a global career 

coaching firm specialising in relocation, 

outplacement, and leadership development 

solutions. 

12018 People Perspective on Relocation Report, 2018 ©IMPACT Group 

2IMPACT Group survey of HR professionals 

3The First 90 Days, Michael Watkins 

42017 Strategic Onboarding Survey Report, HR Daily Advisor & Silkroad 

5New Leaders Need More than Onboarding, Harvard Business Review 

618 Jaw Dropping Onboarding Stats You Need to Know, Click Onboarding 

impactgrouphr.com

High IMPACT Start

A leadership development program that coaches 

relocating employees to approach their first 100 

days more strategically.  

Learn more at www. impactgrouphr.com/

leadership-development/start.

 @impactgrouphr     impactgrouphr

45% Fail to thrive in first 100 days 

47% 

49% 

49% 

Unable to adapt to team culture 

Do not stay through assignment

Unable to adapt to corporate 

culture

• Organisational culture and priorities.  

• Purpose of the new role.  

• Stakeholders  

• Strategies to build productive relationships.  

• Manager expectations, priorities and style.  

• Goals for personal development.

Are you letting the return on your relocation investment 

slip through the cracks? Sixty-nine (69%) of employees 

are more likely to stay with a company for 3+ years 

if they experience great onboarding.6 Having an 

onboarding plan gets paperwork done – having an 

integration plan maximises your business return. 

Biggest Mobility Challenges2



Going for good: the move to 
localize long term assignees

Is this the end for long term assignees?

The concept of an expat package is increasingly under 

scrutiny for many reasons, and here we are going to look at 

just a few:

• Equality and fairness

• Job security

• Talent seeding

• Cultural integration

Equal opportunities

In the UK, most new starters will have a minimum annual 

holiday allowance of at least 20 days. In the USA, Tonga and 

Micronesia there is no obligation for private sector employers 

to offer any annual leave at all. In reality the average US 

worker negotiates 10 paid days of annual leave. This means 

that if a British worker goes on assignment to the USA, they 

will have more than double the number of paid days off than 

their US equivalents. 

In addition, the expat package will include comprehensive 

health insurance, a schooling package for children, a settle-

ment allowance for their partner, an allowance to cover trips 

back home and probably an inflated salary.

For an assignee going from the US to India, they can expect 

to earn five or six times more than their local equivalent. Not 

only have local employees begun to question this inequality, 

but policy managers and HR directors are scrutinizing the 

imbalance and inequity of approach. 

It is reasonable to offer some compensation for someone 

who is uprooting their life to settle elsewhere. But Global 

Mobility professionals are looking much harder at the justi-

fication of a more luxurious lifestyle that long term assignees 

can expect in their host country. 

Job security

Despite the “talent war” we are currently experiencing, ta-

king up a long term assignment could be bad for your career 

health. Will there be a job when I come home? If your em-

ployees aren’t asking you this question when they are con-

sidering an assignment, they are either thinking it or they 

should be thinking it. Too many people turn down an assig-

nment because they need the security of being able to look 

beyond the next three years. 

As packages are trimmed, a long term assignee is less likely 

to come back rich and set up for life after a couple of assig-

nments. This means the return home is a risk: will I still be 

able to afford to live in the same area? Will my company find 

a real job for me? Will I have to move again? 

There are two reactions to this: firstly, accepting short term 

assignments of up to three months; or secondly accepting a 

permanent move.

A permanent, localized move offers stability and confiden-

ce for the whole family. Partner and children know that the 

family is committed to the new country and can make the 

mental adjustments needed. The long term assignee can fo-

cus on building a proper permanent network and can look to 

fulfil their career ambitions in that country without having 

to worry about restarting after three years.

Cost is nearly always the most talked about element of an 
international assignment. It probably started as a half-hearted 
attempt at humor. Someone in a budget meeting just asked, what 
about if we don’t treat them as expats? However it was started, 
there is a definite and noticeable trend to move long term 
assignees on to local contracts, and cost is not the only reason.

Matthew MacLachlan
Head of Intercultural and Skills

6

“An assignee going from the US to India 

can expect to earn five or six times 

more than their local equivalent.”



Talent seeding

The main reason for sending a long term assignee in the 

first place is to fill a talent gap. But filling with a three-year 

posting defers the problem. A more sustainable and scalable 

solution is to create a post aimed at developing talent in the 

location over an extended period. Moving a subject matter 

expert into a location permanently not only creates a local 

resource, it also provides a role model for others looking at 

that field. 

This allows the organization to grow their own talent pool. 

If you select the right person and equip them with the right 

skills, you can generate a solid base of talent that is self-

selecting and self-perpetuating. A greater talent pool brings 

a wider perspective on your organizational challenges and 

a more diverse base from which to form solutions. More 

importantly you have local knowledge where those solutions 

are needed most. 

Cultural integration

When your organization is working in a country with a 

relationship focus, the three years of a long term assignment 

are barely enough for the assignee to build the kind of 

relationship needed. The local customers and partners know 

that the assignee will leave in three years, so are not willing 

to invest in the relationship from the beginning. For those 

who do, they are just getting to the point of maximum work 

potential when it’s time for the long term assignee to go 

home.

A localized assignee overcomes that. The organization is 

demonstrating a long term commitment to that market, the 

assignee can build relationships on the basis of a long term 

partnership, and local customers are comfortable building a 

trusting relationship with a single person. 

Convincing the assignees

The remaining challenge is selling the package to the assignees 

and their family. In many ways,The career expats of

the 1990’s and early 2000’s have begun to leave the workforce

and most of today’s potential assignees are unaware of the 

days of expat luxury homes, domestic help, and colonial 

lifestyle. However, there is still an expectation that the salary 

will be on favorable terms, and that the Global Mobility team 

will provide large amounts of additional support to the family. 

On a localized package, there is no expat insurance, private 

schools, additional flights home. Pension, social welfare, and 

other benefits will have to be localized too and that may cau-

se some difficulties – not only is the financial package less, 

the compulsory elements are reduced too.

Greater rewards at greater risk

And there is no hiding that this is a much greater commit-

ment and higher risk. Most people can be patient for three 

years if they are struggling to adapt. A localized employee is 

stranded if they find that they can’t (or won’t) adapt – or if 

any family member can’t. This reduces the pool of people wi-

lling to put themselves forward.  Their only option is to leave 

the company and look for work back home.

If you do find the right candidate localization has a lot to 

recommend it, but higher potential gain means higher po-

tential risk. Selecting the right candidate with realistic ex-

pectations and the right technical and intercultural skills will 

determine the success of localization.

Matthew MacLachlan
Head of Intercultural and Skills at Learnlight

Matthew has more than 20 years’ experience of helping 

organizations develop their global talent. He works 

closely with in-house Global Mobility experts as well as 

Destination Service Providers (DSPs) to design assig-

nee training, coaching and support services to ensure a 

successful international assignment and repatriation.

For more information about Learnlight, please visit: 

www.learnlight.com 



BREXIT – A REVOLUTION IN UK IMMIGRATION LAW

As the UK continues to negotiate its withdrawal from the European Union, we look at the key 
developments in 2018 and what to look out for in the autumn.

EU Settlement Scheme
The UK Government has published a detailed Statement of Intent in respect of the preservation of 
EU Citizens rights in the context of the United Kingdom’s withdrawal from the European Union. 

Context
Following the two-year notice period provided for under Article 50 of the Lisbon 
Treaty, the United Kingdom is due to leave the European Union on the 29th 
of March 2019. However, a draft Withdrawal Agreement (“the agreement”) 
with the European Union published in March 2018 provides for transitional 
arrangements (also known as an implementation period) until 31st December 
2020. The agreement effectively extends EU rights of free movement and 
residence for EU nationals through the implementation period.

This extension of EU free movement rights will become part of UK domestic law under a Withdrawal 
Agreement and Implementation Bill which will be brought before Parliament in the autumn.

The Government has made clear in a number of documents and ministerial speeches over the last 
twelve months that safeguarding the rights of EU citizens and their family members living in the UK 
and ensuring reciprocal protections for UK nationals living in the EU was a first priority for the Brexit 
negotiations. Under the agreement, EU citizens and their family members residing in the UK before 
29th March 2019 will be able to continue to live and work in the UK permanently. Their rights to 
healthcare, employment and access to benefits will continue and their existing family members 
currently outside the UK will continue to be able to join them.

The agreement with the EU extends the same protections to EU citizens and their family members 
arriving in the UK during the implementation period. However, during this period, qualifying EU 
nationals and their family members will be required to obtain a long-term status under UK domestic 
immigration law.

The EU Settlement and Pre-Settlement schemes are designed to enable these individuals to obtain 
Settled Status (also known as Indefinite Leave to Remain) or Pre-Settled Status (Leave to Remain 
for a five year period).

The Challenge
There are approximately three million EU nationals and qualifying family members currently residing 
in the UK. The Government’s challenge is to implement a scheme that meets the objective of being 
“simple and straightforward”, imposing a minimum inconvenience to applicants, whilst at the same 
time preserving the integrity of the UK’s immigration system. 

The Statement of Intent promises a scheme that will be “streamlined and user-friendly and draw 
on existing Government data”. The Home Office intends to implement a scheme that can function 
online or through an operational app available on handheld devices, thereby reducing application 
time and the burden of paperwork.
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A Three Stage Process
The Home Office is designing an online application form that promises to be short, simple and user-friendly.  There 
will be 3 core criteria:-

1. Identity – Identifying the personal identity and nationality of the applicant normally through a passport 
or national identity card.

2. Eligibility – Establishing that the applicant is resident in the UK and, if appropriate, is a family member of 
eligible EU citizen. The Government aims to assist the applicant to establish their continuous residence 
on an automated basis using data held by HM Revenue & Customs and, in due course, the Department 
for Work & Pensions. The aim is to keep documentary evidence to a minimum.

3. Suitability – 3. Checks will be made against UK criminality and security databases, as well as overseas 
criminal records, to identify serious or persistent criminals or anyone who poses a security threat.

Who can Apply?
EU citizens and their family members residing in the UK before the end of the implementation 
period on 31st December 2020 will be able to apply for UK immigration status under the scheme. 
This means that EU citizens entering the UK at any time in 2020 under “Free Movement” provisions 
will be eligible under the scheme regardless of the duration of their stay. This will include those 
previously residing in the UK who are outside the UK on 31st December 2020 but who have 
maintained continuity of residence.

Applicants under the scheme will not be required to show that they meet all the requirements of current free 
movement rules, such as holding comprehensive sickness insurance or generally to detail the exercise of specific 
rights (e.g. the right to work or study under EU Law). The focus, as a matter of government policy, will be on the 
establishment of continuous residence in the UK. The cost will be £65.

Other Immigration Routes - The Impact on the Rest of the World
Since the decision of the British people in June 2016, uncertainty has prevailed regarding EU 

citizen’s rights and how to effectively manage the UK labour market in a post-Brexit world. The 
Government’s overarching policy of reducing net migration to the tens of thousands annually 
remains in place. The overall tone on immigration issues has shifted slightly since Sajid Javid 
became Home Secretary in April, however Theresa May designed the current policy and we are 
unlikely to see a significant change in approach whilst she remains Prime Minister.

There is evidence that the supply of labour from the EU has begun to slow down and this has resulted in recruitment 
stresses in a number of sectors and geographical areas. Businesses have begun to look increasingly outside the EU for 
skilled workers and demand for Tier 2 (General) certificates of sponsorship has increased. However, the monthly Tier 2 
cap remains in place – as a consequence many employers have been unable to recruit the workers that they need.

The Migration Advisory Committee will report in the autumn following its extensive analysis of the labour market 
and the contribution of EU migrants to the economy. This report will undoubtedly influence Government thinking in 
respect of the design of future immigration policy.

We can expect an Immigration White Paper before the end of the year that will set out the future approach to labour 
migration, across all skill types. Hopefully this will take into account the genuine needs of employers instead of 
confining policy within the parameters of an arbitrary net migration target.

This will be followed by an Immigration Bill that will have to pass through Parliament before a new immigration 
framework can be introduced for both EU and non-EU migration.

Immigration law and policy continues to be a dynamic, challenging and fast developing area.

Please contact Magrath Sheldrick LLP for further guidance in respect of global immigration matters.

22 Chancery Lane  London  WC2A 1LS  immigration@magrath.co.uk



detailed, structured per costs types, and include not 

only the on-assignment costs but pre-assignment and 

post-assignment costs as well. This can be achieved by 

direct integration to the vendors (immigration, relocation, 

tax, etc.) so results from specific scenario queries can 

be returned in seconds. A reliable and effective cost 

estimate should have all the tax information for the 

assignment or relocation included, so all the tax liabilities 

are clear from the start of the process. 

Fundamental elements in a useful Scenario 

Planner or Cost Estimate

•  Comprehensive – All the information needed is 

present: including tax calculations, policies, allowances, 

and vendor costs are all factored in.

•  Relevant – Specific costs relating to this scenario 

should be reflected, not generic templates used.

•  Accessible – Generated instantly and displayed in a 

logical and easy to read format with simple distribution 

and export to excel.

•  Concise – The details are important, but having a 

summary which gives the overview is essential.

Reliable and effective scenario planning should be 

comprehensive, relevant, accessible, and concise. 

They should aid the business in their decision-making 

process resulting is minimal surprises as an assignment 

or relocation progresses. Businesses need mobility 

teams to look at an assignment from all angles to 

determine who is the right candidate and where is the 

right location.

Scenario Planning – a 

necessity for international 

assignments

“81% of <35 years old 

would be willing to live 

outside their country of 

residence in order to find a 

job or advance their career”

By Dimitri Vigushin

More important today than ever before, 

international assignments are key to achieving 

business goals and developing talent. 

During my time as an in-house mobility practitioner, 

I saw first-hand the myriad of complex issues that 

surround international assignments - legal residency 

and work requirements, travel, healthcare and education 

for the assignee’s family, the maze of tax laws of both the 

destination and home nations – the list goes on.  

In addition, most international assignments include 

compensation and services that do not usually apply to 

local employees. These additional elements are required 

to ensure candidates are both willing and productive 

in their new position and location. Because of these 

variables, international assignments incur a significant 

investment and most end up with a unique cost 

profile.  This makes budgeting, tracking, and analyzing 

the benefits of mobility decisions difficult for most 

organizations to assess. So how does a global mobility 

team manage these concerns and weigh the different 

scenarios while still providing value to the business?

We can just send them on assignment…right?

The process used to send employees on assignment 

are varied from destination to destination, project 

to project, and obviously assignment to assignment. 

Location, duration, scope of project, family size and 

services required need to be considered when 

planning for an assignment. During planning, global 

mobility professionals deal with relocation companies, 

immigration offices, tax advisors and many other 

organizations. These interactions accumulate services 

fees and other expenses throughout the process, which 

adds to the overall cost of the assignment. However, all 

too often there is little to no advance costs projections 

available, obscuring the understanding of the eventual 

cost of the assignment being considered by the 

business. 

Assignment cost… a rough guess will (not) do!

It is a common fact that a single three year international 

assignment can cost over one million dollars. However, 

being aware that an assignment is going to cost 5 million 

instead of 2 million may be a fundamental tipping point 

in the decision-making process. 

Today, many mobility teams do not have the right tools 

to predict the cost of an assignment or relocation. 

Accumulating cost information on a proposed scenario 

is complicated and time consuming when you consider 

the sheer number of variables and providers involved. 

In addition, the tax calculations needed are not available 

in a way which is economical in terms of both time and 

cost. As a result, a business is left with an unreliable 

estimate of the proposed liability. This estimate is 

inevitably vastly different from the actual cost of the 

original proposal – in effect rendering such a projection 

useless to the business and a waste of precious time 

and resources. What mobility teams need is a fast, easy, 

and accurate scenario planning tool.

Scenario planning...So how do we do this 

right?

Being able to project costs for the business is a vital 

role for Global Mobility. A cost estimate should be 

- World Economic Forum’s Global 

Shapers Survey (2017)

Topia provides the technology 

to manage your mobile 

employees with rich workflow 

automation, scenario planning, 

payroll and more. 

Visit Topia.com to 

learn more.







more experience...
We’re so excited to be celebrating 50 years of delivering delight. 

And we wouldn’t be here without all of you – our clients, our supplier 
partners, industry friends, our varsity team of Plus employees and so 

many other business partners who have supported us and contributed 
to our success. You are the reason we’ve remained successful in a 

service industry that meets people in the third most stressful 
event in their lives—relocation. 

We are so grateful as we turn 50, thanks to you.

celebrating

Minneapolis  London  Hong Kong  Shanghai

experience more.
At Plus, we dream big dreams with our clients, and together, 
create solutions that deliver a range of experiences for an even greater 
range of employee needs. With 50 years of operational excellence and 
a border-line obsessive commitment to understanding the journeys for 
mobility teams and their relocating employees, we deliver a 
transformational experience to both. Sound like something you
might benefi t from? Come dream with us.

Learn why some of the world’s fastest growing and innovative
companies are working with us at www.plusrelocation.com.





 
 
 

 
 

 
 

 
 

 
 

 
 

 
 

 

 

 

 

 

 

 

 

 

 

 

  

  

 

 

 

 

 

 
 
 

 
 

 
 

 



© 2018 Graebel Companies, Inc. All rights reserved. 

Source: The Graebel Survey. Conducted by Wakefi eld Research among 200 gig workers in 

each of three markets: U.K., U.S., and Singapore, between March 27 and April 10, 2018.

About Graebel:
Graebel Companies, Inc. is a leading provider of talent and workplace mobility solutions for Fortune 500 and 

Global 1000 fi rms. We are the largest family owned, privately held relocation company in the world. With our 

duty of care, Graebel addresses every part of the mobility lifecycle for employers and employees, including 

services for departure and move management, destination, settling-in and ongoing assignments. To learn 

more about Graebel and our service offerings, visit Graebel.com

LLoooLL rrreeeeemmmmm

Gig worker dream of relocation to 
another country would choose: 

Paris New York London
23% 21% 19%

of gig workers would prioritise the 

pay and benefi ts over the location 

to which they would relocate

Right benefi ts over right location

What this means 

In our dynamic gig economy, global companies 

can gain a competitive advantage by courting and 

catering to this new generation of workers. This 

includes providing exceptional experiences and 

relocation support for on-the-go gig workers. Visit  
www.graebel.com/global-gig-economy-survey to learn 
more about Graebel’s Global Gig Economy Survey

United States • United Kingdom • Singapore

of gig workers in the three countries 

surveyed are interested in relocating 

to another country for a contract job.

Globally, the on-demand gig economy 
is creating on-the-go gig workers

Gig Talent 
Goes Global
Technological advances around the world have helped create

the rise in the gig or on-demand economy – a labour market

characterised by short-term contracts or freelance work, 

as opposed to permanent, traditional jobs.

With all the hype and trending stats about the increase in gig 

workers we wanted to understand professional gig workers’ 

interest, motivation and desired support in relocating to another 

country for a contract job. Graebel partnered with Wakefi eld 

Research to survey 600 gig workers in three advanced economies – 

the U.K, U.S., and Singapore. The survey respondents were 

professional gig workers, meaning their primary income comes 

from professional consulting work. 

83%

57%



Using health insurance and benefits  
as a differentiator in the war for talent  

In 2017, Bupa Global released research^ which 
looked at how international businesses are 
meeting the healthcare needs of their globally 
mobile employees. 

The research found employee healthcare is 
changing. Employers report they’re adapting  
their offerings to meet the increasingly 
demanding requirements of globally mobile 
employees. And when it comes to their health  
and wellbeing, over a quarter of employees 
(26%) and senior executives (24%) expect  
more from their employer than they did  
five years ago.

As globalisation continues, the numbers of 
globally mobile employees will only increase.  
A third of HR directors (32%) expect their  
global workforce to increase over the next  
five years, placing the weight of expectation  
on employers, who will need to support the 
health and wellbeing of these additional staff.  
In fact, nine in ten (90%) of the employees  
Bupa Global interviewed said their health  
was the responsibility of their employer  
while working overseas.  

When it comes to International Private Medical 
Insurance (IPMI), the case as a talent attraction 
tool is clear. Around half of employees (47%) 
and senior executives (51%) said private medical 
insurance is important when deciding to join 
a business, and two thirds (66%) of those who 
currently receive IPMI said they would not  
travel or work abroad without it.

The future of employee health  
and wellbeing  

The research shows businesses must flex  
and adapt to meet the changing needs 
of their workforce, and insurers with them.  
One demand that we’re increasingly seeing  
from businesses is for a greater focus on 
prevention rather than cure. 

Employees expect their employer to play 
an active role in their health and wellbeing, 
providing them with care that’s right for them – 
alongside businesses seeking to partner  
with providers that offer a holistic approach  
to health and wellbeing. 

Employee mental health has really come to 
the fore recently, so having access to services 
like counselling is another trend we’re seeing 
significant demand for. We offer our customers 
Everyday Resources, which is our global 
employee support programme. This offers 
confidential support, information and referrals 
to employees and their immediate family – 
accessible when and where they need it,  
via telephone, email, SMS, online and 
video calling in multiple languages.    

Partnered with the appropriate provider, 
employers can attract the right talent and 
create a positive working environment  
that improves retention and ultimately  
business reputation.

^Sources include: Bupa Global Workforce Study 2017, undertaken by YouGov, surveying 500 senior executives and 1,351 employees who 
travel and work abroad; Bupa Global Workforce Study 2017, HR Managers Survey, undertaken by YouGov, surveying 150 HR Directors/
other individuals responsible for purchasing healthcare for employees.

gives your employees  
the freedom to choose 
where they are treated, 
worldwide.

Our global health plans provide expert second opinions, 
multilingual advisers on the phone, and direct access  
to leading specialists without the need for a GP referral.  
Bupa Global gives your employees and their families 
world-class cover, both here in the UK and wherever in the 
world they choose to be treated, within their area of cover.

Search Bupa Global

THE NEXT LEVEL OF  
PRIVATE MEDICAL 
INSURANCE

To find out more please contact  
Teresa Wighton, UK Group Sales 
Director on 07701 389448  
or email brokereuro@bupa-intl.com 
 
bupaglobal.com



Governance

Income tax

Payroll

Regulations/
risks

Social Security

Immigration

Permanent 
establishment

Corporate tax

Challenges for business travellers

The global mobility demographics of businesses have shifted 
over the last few years, business are becoming more complex 
and operating on a more integrated international basis. There 
has been a significant increase in the number of business 
travellers and mobile employees – this trend is set to continue. 

The World Tourism Barometer records that international 
traveller arrivals totalled 1.2 billion in 2016 and are expected 
to reach 1.8 billion by 2030.1

As the business environment has become more global, so has 
the scrutiny of various authorities and compliance obligations 
have increased. 

Our recent Managing Mobility survey reveals the following data:

Today’s issue for employers: managing 
STBVs effectively
The increase in scrutiny by immigration and revenue 
authorities as well as recent changes to the EU Posted Workers 
Directive regulations means its critical for employers to know 
where there people are, what they are doing and the potential 
costs of complying with immigration, tax and social security 
obligations outside the base location. 

The issue most employers face is that it is not always possible 
to keep track of every employee and the activities they are 
undertaking abroad, for example, urgent travel needs may 
occur to meet customer demands, a quick trip may become an 
extended stay, etc. In addition, employees may trigger 
corporate risks including permanent establishment through 
the type of activity they perform. Many EU locations now also 
require proof of entitlement to remain in base country social 
security if they are travelling to a location elsewhere in the EU.

While travel tracking tools are increasing, we find employers 
struggle to interpret the outputs of the tracked data to 
understand when immigration, tax and social security thresholds 
are reached and how they can forward plan to advise their 
business colleagues of the risks of exceeding these thresholds. 
Knowing what the thresholds are for immigration, tax and 
social security and what documents are required will help you 
to navigate through the volume and complexity of issues.1  World Tourism Organisation – http://media.unwto.org/press-

release/2011-10-11/international-tourists-hit-18-billion-2030

On average 
12.2% of 
employees 
work overseas 
every year.

For half of the 
organisations 
informal 
mobility 
accounts for 
more than 
10% of the 
mobile 
population.

31% of 
companies Still 
don’t know the 
exact number of 
their employees 
working 
internationally.

Managing frequent business 
travellers effectively
What’s next?

www.pwc.co.uk



How can PwC help? 
We have gathered information on key issues for Frequent 
Business Travellers across more than 35 countries with 
standardised reports and easy to follow guidance on how to 
comply with a broad range of requirements. These Country 
Guides include:

Key country insights

• Technical thresholds for taxable and non-taxable business 
travellers in relation to income tax, payroll reporting/
withholding and social security.

• Factors that could impact the taxability of a business traveller.

• Practical details on how to meet employer and employee 
obligations, featuring payroll reporting, social security 
application and individual tax filings.

These guides are the most recent addition to PwC’s wide-
range of technology-enabled services that manage all parts of 
your business traveller journey including global compliance 
obligations, one-off health checks, on-going dashboard risk 
reporting, through to policy and process support and 
technology-enabled solution. 

They provide country based information on the income, social 
security and other tax implications of cross-border working 
and can be given to employees as a pre-read for any individual 
contemplating or embarking on business visits. In addition to 
the ‘must know’ tax information, including matters of 
employment and immigration law, tax and other planning 
opportunities, and key legislative information. Employers 
with business travellers need information to make crucial 
decisions – these guides provide the answers you need to 
manage your globally mobile traveler population.

Available Country Guides:

• Australia

• Austria

• Belgium

• Brazil

• Canada

• China

• Croatia

• Czech Republic

• Denmark

• Finland

• France

• Germany

• Hong Kong

• Hungary

• India

• Iraq

• Ireland

• Italy

• Malaysia 

• Netherlands

• Nigeria

• Norway

• Philippines

• Poland

• Portugal

• Russia

• Serbia

• Singapore

• Slovakia

• Slovenia

• South Africa

• South Korea

• Spain

• Sweden

• Switzerland 

• UK

• US

Canada

Employers are required by law to 
withhold, remit and report for all 
employees providing services in Canada.

Brazil

In Brazil the type of visa a business 
traveller holds will determine if tax is due.

Malaysia

The Malaysia tax and immigration 
authorities share information on business 
travellers entering and exiting Malaysia.

Slovenia

If a business traveller spends more than 
90 days in Slovenia an assignment letter 
is required.

If you would like to know more, please contact 
alan.k.johnson@pwc.com or ingrid.m.bussell@pwc.com or 
your usual PwC contact.

This content is for general information purposes only, and should not be used as a substitute for consultation with professional advisors.

© 2018 PricewaterhouseCoopers LLP. All rights reserved. PwC refers to the UK member firm, and may sometimes refer to the PwC network. Each member firm is a separate legal entity. Please see 

www.pwc.com/structure for further details.

180615-115341-JS-OS



Sterling.com

Global Mobility Solutions

In our business, listening goes far beyond being polite and professional. It’s quite simply the most 

important tool we have in designing and implementing your company’s global mobility program. 

Because you can’t deliver on the nuances of your clients’ needs if you didn’t really hear what they are.

Sterling. The business of listening.

Comprehensive mobility services in the Americas, EMEA and APAC.

YOU TALK.               WE LISTEN.



Balancing act: How flexibility within policies is shaping global mobility

Types of Flexibility

There is no one-size-fits-all solution to meet the global mobility 

needs of a diverse, global and multi-generational workforce.

The fluidity of global mobility is its beauty. The continual shifting 

of the wants, needs and expectations of both businesses and talent 

drive necessary changes to mobility programmes.

“Many tenured Global Mobility
professionals will have witnessed over

time not only an evolution in the way in
which exceptions and exception approval

processes are managed, but also a plethora 
of techniques used to discourage assignees 

from requesting policy exception.”
– Stuart Jackson, Account Director

Flexible policies are the key to optimising programmes while balancing the 

requirements of talent with the governance responsibilities of a business. 

In the summer issue of International HR Advisor magazine, Stuart Jackson, 

Account Director at Sterling, defines different flexible policy

approaches, as seen below.

Stuart Jackson also explains how businesses can view these flexible policy 

types in the context of their industry to better understand the best fit to 

mitigate exceptions while meeting business and talent objectives.

Approach Defined as Employer Perspective

Zero Flexibility The “use it or lose it” approach • Equitable 

• Financial gain when assignees don’t use full entitlement. Financial loss  

   when exceptions are approved 

• Ease of administration

Negotiated Flexibility Power exerted by value creating

assignees for strategic assignments
• Inequitable

• Precedent creating

• Financial loss when exceptions are approved

Substituted Flexibility Policy benefits are substituted for 

similar benefits
• Aims to be cost neutral 

• Relative ease of administration

Substituted Policy One policy is substituted with another 

to achieve the same business outcome
• Aims to achieve the same business outcome at a broadly similar cost

Managed Service

Flexibility

Core compliance services provided. 

Some core services provided on a ‘use

it or lose it’ basis. Flexibility to claim

reimbursement for some policy

benefits outside of core.

• Maintains compliance 

• Preserves services considered to be key to success and have a duty of

   care element 

• Aims to be cost neutral or even beneficial 

• Preserves the ‘ethic’ of providing services rather than cash 

• Relative ease of administration

Managed Cash Flexibility Core compliance services provided. 

Some core services provided on a ‘use

it or lose it’ basis. Flexibility to cash 

some policy benefits outside of core.

• Maintains compliance 

• Preserves services considered to be key to success and have a duty of

   care element 

• Aims to be cost neutral 

• Relative ease of administration

Managed Fund

Flexibility

Core compliance services provided. 

Organisation sets a fund limit with a 

cash or points based equivalent which 

the assignee can use to acquire services 

from trusted providers.

• Maintains compliance 

• Preserves the ‘ethic’ of providing services rather than cash 

• Relative ease of administration 

• Provides a low-cost option

Near Total Flexibility Core compliance services provided. 

Cash provided to cover all other

requirements

• Maintains compliance 

• Empowers employee 

• Potentially abdicates duty of care 

• Superficial ease of administration 

• Provides a low-cost option

STUART JACKSON

As Account Director at Sterling,

Stuart focuses on working with

clients to optimise their global

mobility solutions. Stuart has

worked in global mobility for

s eve nte e n  ye a r s . H i s  b ro ad

exper ience  of  work ing  with

d i f fe r e n t  p r o g r a m m e  s i z e s

across  a  var iety of industr y

sectors helps to bring success

to c l ients’ programmes and

wider business strategies. I f

you would like to discuss any

of the points raised in this article

or learn more about Sterling, 

please contact Stuart Jackson

at stuart.jackson@sterling.com.



HOW COMPANIES OFFER FLEXIBLE CHOICES TO THEIR EMPLOYEES

Providing a cash allowance 
in lieu of individual  

leave allowance)

Did none of these. 53% of manufacturing companies do not offer flexible choice to employees

Increased 18%  
from 2017

 

cash in lieu of in-kind 

 
a cash allowance or 

44%

37%

70%
33%

43%

24%

24% 16% 10%

 

cash in lieu of 

choice of cash or 

of engineering/

offer a flexible 

GLOBAL MOBILITY HAS VARIOUS APPROACHES TO PROVIDING FLEXIBILITY TO THE BUSINESS

47% Multiple policies:

26% Tiers within policy: 

26% Flexibility by exception: 

40% Assignment length only: All assignees 

23% Core/Flex:  
 



Finally, someone has asked the question: 

How does Europe feel 
about Brexit – and how will 
it affect global mobility?

Brexit has dominated headlines in the UK ever 
since June 2016 when the country voted to 
leave the European Union. But very few people 
have asked what the rest of Europe feels about 
it – or how it could affect business relations in 
the long term.

Now a survey by Crown World Mobility has 
attempted to address that void by asking 
professionals in the UK, Germany, Republic 
of Ireland and the Netherlands (those who 
work in companies which offer international 
assignments) about their emotions towards 
Brexit, the UK and the future of global mobility.

Much of the focus in the UK until now,  
of course, has been on how political change 
will affect the economy and on the challenges 
that lie ahead in negotiating the best outcome. 

affect the rest of Europe? How will it change 
cultural opinions and perceptions of the UK 
and its relationship with key economic and 
business allies? And, just as importantly, how 
does Brexit make people in each territory feel? 
 



Here are some of the key results: 

How do people in Europe feel about 
Brexit?
This is the kind of question not often asked in a society 

margins, not emotions. The reality, however, is that 
international business is built on relationships, cultural 
intelligence and working together – so feelings, fears and 
concerns matter more than you might expect. 

• 38 per cent in Europe say their emotions about the UK 
are more negative since Brexit – rising to 50 per cent in 
Ireland.

• But 30 per cent say their emotions about the UK are 
more positive.

• Foolish is the word Europeans choose to describe Brexit, 
ahead of ‘small-minded’ and deluded. 

• But 12 per cent in the Netherlands chose the word 
‘brave’ instead.

• Almost a quarter in the UK say the best word to 
describe the way they feel about the future after Brexit 
is ‘anxious’.

Will Brexit be good or bad for the EU and 
international business?
There was strong agreement across all countries that 
Brexit was bad news both for the EU and for business, so it 
is clear that corporations should be thinking about how to 
mitigate those effects.

Results included: 

• 56 per cent of people in the UK say Brexit will be bad 
for the EU – with 57 per cent in Germany agreeing, 51 
per cent in the Netherlands saying the same and 55 per 
cent in Ireland.

• 54 per cent of people in the UK say international 
businesses will be negatively impacted by Brexit –  

per cent.

• The Netherlands had a slightly different view. Just over 
48 per cent said it would be bad for business but 27 per 
cent said it could be positive.

Will Brexit affect the number of assignees 
moving to the UK – and the numbers of UK 
assignees working overseas?
Britain has always been one of the most popular 
destinations for people from other countries to work on 
assignment. It has a strong culture, too, of exporting its 
own talent to work abroad.

A fear that it will be harder and more expensive to work 

amongst professionals in Europe, while many businesses 
revealed they are already spending more on training local 
staff -  amid fears that hiring UK workers will become 
more complicated and more expensive in future.

The results showed: 

• In Germany, 45 per cent feared it will be harder and 
more expensive to work in the UK after Brexit –  

 
and Ireland.

• In Germany, 23 per cent of businesses are training local 
staff to avoid the need for employees from the UK.  

Ireland 24 per cent.

• In the UK, 40 per cent said the decision to leave the EU 
had made them feel more ‘uncertain’ as a worker.

So, what is the advice to businesses as we wait for the 
impact of Brexit? That’s a tough one when the outcome is 
so unclear and the details of the trading relationship are 
still being debated. 

But some of the actions businesses can take include: 

• Review all the expatriate positions currently hosted in 
the UK and consider what contingency plans can be 
put in place. 

• Review UK assignment end dates and work with the 
business to plan ahead and either replace or relocate 
roles.

• Plan for the possibility of a reduced number of expats 
coming to the UK in future. 

• Consider that this could mean an increase in short term 
assignments and business travellers instead. 

• Prepare for a lot more focus on immigration –  
global mobility teams should up-skill in this area so that 
they can advise their businesses accordingly.

How the world works better
crownworldmobility.com



and the ongoing shortages in available Tier 

“It is something I’m taking a fresh look at.”

Tier 2 Migrant Cap and Ongoing Shortages

restricted CoS

Campaign 
for Science and Engineering

“the tens of thousands,”

Thinking “Outside the Box”

prior 

Shortage in the UK’s Tier 2 …  

retains

Intra-Company Transfer (ICT)

outsource

and Thinking “Outside the Box”

ABOUT NEWLAND CHASE



Announcing Momentum International – by Altair Global 
Relocation is commonly known as a high-stress life event. With

international assignments and permanent moves, the stress factor is 
compounded by the complexity of immigration, global tax and compensation 

from the main purpose of their move – leading to decreased work productivity 

Examining the Cause for International Employees’ Lost Productivity

By providing a high-level summary of the International edition of Altair Global’s 
groundbreaking Momentum Survey Series, we hope to illustrate the true impact of 

global mobility on assignee productivity and ultimately, our clients’ bottom line.

Highest-Impact Events

to focus on the job. The top 5 high-impact activities based on all responses are listed below:

Each high-impact event causes three or more days of lost productivity, while a low-impact event 
causes the employee to lose less than three days of focus on the job. Based on high-impact 
activities, the average employee loses a minimum of 24.4 days. When low-impact activities are 
added, the average employee loses a minimum of 39.21 days of work productivity.

revenue, could total more than £3 Million GBP per year for the entire programme.

Home Finding
at Destination

Settling-in at
Destination

Immigration
Process

Compensation 
and Tax

Household 
Goods/ Removals

1 2 3 4 5

MOVE TYPE AVERAGE COST PER 
LOST WORK DAY

AVERAGE NUMBER 
OF DAYS LOST

VOLUME OF 
MOVES

ANNUAL LOST 
PRODUCTIVITY COST

High Impact Days 
( X3 ) £806 GBP 24.4 100 £1.9 Million GBP

High & Low
Impact Days
Combined

£806 GBP 39.2 100 £3.1 Million GBP

YOUR BUSINESS DOESN’T 
ADVANCE DURING DOWNTIME. 
NEITHER DO YOUR INTERNATIONAL EMPLOYEES.



www.AltairGlobal.comEMEA@AltairGlobal.com

FINDING SOLUTIONS

We function as a true 
partner to our clients 
and we work hard to 
ensure our service and 
partnership are of value
to you.

With Altair Global’s assistance, your 
employees will be guided through their 
relocation with ease – and when your 
employees are happy and productive, 
so are you.

For more information on our groundbreaking Momentum survey,
visit with one of our representatives or contact us at EMEA@AltairGlobal.com.

EMEA
London, United Kingdom 
Brussels, Belgium
Paris, France
The Hague, The Netherlands

AMERICAS
Plano, Texas
Walnut Creek, California
Shelton, Connecticut
Minnetonka, Minnesota

ASIA
Shanghai, China
Singapore

Our Services
• Immigration Services
• Destination Services
• Departure Services
• Property Management
• Move Management
• Consulting Services
• Domestic Relocation & International 

Assignment Management

WORLDWIDE LOCATIONS



FOSTERING THRIVING 
MOBILE TALENT

Issues surrounding global talent mobility have become a central aspect of many organisational growth 

strategies. The results of Mercer’s Global Talent Trends 2018 Study: www.mercer.com/our-thinking/

career/global-talent-hr-trends.html indicate that the C-suite considers moving jobs to people and 

people to jobs is talent investment that would make the biggest impact on business performance.

Companies face a growing battle for talent resulting from both talent scarcity and talent mismatch. 

Attracting, motivating and enhancing talent through the use of technology and development of 

new skills are becoming priorities for companies and HR teams. At the same time, employees want 

increased flexibility in how, when and where they work.

The future of work will call for a revised definition of global mobility management and will require 

organisations to take into account the following five major trends:

• Change @Speed: Research suggests that many organisations will live and die by their ability to 

embrace nimble change. This means that companies must better understand the needs of their 

global workforce, learn how to more strategically deploy (or redeploy) talent, and foster a desire 

for lifelong learning in their employees. 

• Working with a purpose: Thriving employees want fast career movement, learning and 

experimentation. Mobility can be a way to satisfy these aspirations if companies can match their 

policies with assignees’ aspirations and develop clear employee value propositions.

H E A L T H   W E A L T H   C A R E E R

Loyalty contract
Engagement 

contract
Thrive contract

The deal 

Basic needs: pay, benefits, 

security

The deal 

Psychological needs: 

achievement, camaraderie, 

equity

The deal 

Growth needs: purpose,  

meaning, impact

Basic assumption 

Workers are assets to be  

retained

Basic assumption 

Employees are assets to be 

acquired and optimised

Basic assumption 

People and machines are value 

creators to grow and leverage

Value proposition 

Pay and benefits for time and 

output

Value proposition 

Broader set of rewards (pay, 

benefits, career, experiences)

Value proposition 

Individualised rewards in  

exchange for a wide range of 

contributions

Main concern 

Turnover

Main concern 

Motivation

Main concern 

Stagnation

F I N D I N G S  F R O M  M E R C E R ’ S  2 0 1 8 

T A L E N T  T R E N D S  S U R V E Y  A N D 

T H E I R  I M P L I C A T I O N S  F O R  G L O B A L 

M O B I L I T Y  M A N A G E M E N T

• Permanent flexibility: The concept of flexibility is not restricted to compensation issues. It 

encompasses talent pool flexibility, location and working arrangement flexibility as well as mobility 

policy flexibility. Fifty-one percent of employees say they want their company to offer more flexible 

work options.

• Platform for talent: Companies are evolving into smart platforms for matching skill supply with 

work demand while maximising human creativity and ambition. They need to nurture their expanded 

mobile talent ecosystem and learn not only to build (train) and buy (hire) but also to borrow talent 

(e.g., freelancers/gig workers).

• Digital from the inside out: Digitisation is already reshaping the face of work. The challenge for 

many organisations is to retain an irreplaceable human touch while also taking advantage of new 

technologies. Success in the digital age also requires a critical investment in reskilling employees, 

including the ones in the talent mobility team.

Which skills are most in demand this year (top five skills)?

HR Employees

1. Innovation 1. Innovation

2. Digital competence 2. Digital competence

3. Global mindset 3. Data analytics/Predictive modelling

4. Data analytics/Predictive modelling 4. Global mindset

5. Complex problem solving 5. Complex problem solving

Download the full white paper about thriving mobile talent and find out more about mobility 

trends at mobilityexchange.mercer.com/Insights/mobility-guides.

A B O U T  M E R C E R

Mercer is the world’s largest human resources consulting firm. Our service offerings include 

Data and Technology as well as Advisory Services.

Go to mobilityexchange.mercer.com and:

• Explore Mercer’s solutions for the different types of international assignments

• Access Mercer’s mobility management news and articles

• Find out more about Mercer’s mobility management events

• Follow Mercer’s mobility management webcasts

Contact:

Kate Fitzpatrick 

kate.fitzpatrick@mercer.com 

Olivier Meier 

olivier.meier@mercer.com
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For more information, please contact your Emigra 
representative or visit us at www.emigra.com.  

THE TIER 2 RCoS CRISIS 
 
Since inception of the system in 2011 companies have not had any considerable issues, with all qualifying RCoS 
requests by employers being granted. The quota cap has previously only being reached twice, both in 2015 
after which the system resumed its former position.  Indeed, the underlying message from the government 
has been that companies should ‘use it or lose it’ as it was not being utilised month on month and there were 
even discussions as to whether the quota should be reduced. 

The surprise was therefore resounding, when for the first time in December 2017 the quota was exceeded, 
leaving employers and immigration providers bamboozled.  It was put down to a ‘glitch’ and that company’s 
should simply re-submit in the hope that they would receive a CoS especially after they had already undergone 
a lengthy advertising process, began planning moves and budgeted in readiness for talent to fill a much 
needed role in the UK, having not found a resident worker to fulfill the same role. Businesses merrily submitted 
their requests with the hopeful expectation that they would receive their CoS and be ready to continue; BAU. 

Startlingly in January and through to May, the quota has been continuously met and exceeded by 
approximately 300 requests each month (likely to be due to repeated applications) with no clear sign of the 
number of refusals decreasing. Where applications have been approved, the salary levels gaining the 
necessary points seem to be around the heady £50,000 salary mark and upwards, requiring points of around 
45-50, instantly segregating those not meeting these points and bringing further insecurity to businesses 
trying to grow, in an already unstable market.  

 

The Home Office’s response has been limited, the process cannot be changed until the next update to the 
guidance and Immigration Rules. At present this is scheduled for autumn. 

It could be that they either increase the quota or listen to requests to remove roles that are on the Shortage 
Occupation List and within the NHS out of the mix, therefore easing the burden for these companies and also 
to free up RCoS for businesses. 

A combination of the recent issues as well as the removal of the Tier 2 ICT (Short Term) category in April 2017 
has seen companies explore other destinations, including Ireland which has seen a significant increase in like 
for like visas and businesses branching out to more welcoming environments. 

This compounds the uncertainties that Brexit has already brought to businesses and other institutes by 
crippling growth as visas cannot be issued to migrant workers that need them. 

It is clear that a response is needed quickly to mitigate the myriad of issues that UK business and institutes 
now face. 

Please contact Nira Segaran (Country Manager) or Gavin Webster (Senior Immigration Consultant) if you 
would like any further information on this article.  

 



MOVING TO THAILAND

We make it easy

Cost of Living

Expats can experience an ideal combina-

tion of convenience and modern luxuries 

while enjoying a sensible cost of living that 

is cheaper than many other expat desti-

nations around the world. The most ex-

pensive areas are the more popular, main 

expat areas in Bangkok and the tourist 

hubs of Phuket and Kho Samui.

Thailand, with its rich culture, stunning temples, incredible weather and vivid night-

life, has long been one of the world’s most popular expat destinations. Best known 

as a beautiful, affordable and exotic tourist destination. With the ancient temples 

of rural Thailand and the bright neon lights of the city, there is always something to 

do for everyone.

Most expats in Thailand rent property as 

the buying process isn’t the most straight 

forward. You would need to be a perma-

nent resident in the country and would 

need to buy property in an area that still 

has less than a certain level of foreign 

ownership. With the heavy congestion 

that you find in Bangkok and other big 

cities, it’s generally recommended to look 

for accomodation in a particular neigh-

bourhood rather than looking for the 

cheapest housing in the city. 

Krabi and Phuket; seaside cities, offer a 

peaceful environment compared to the 

vibrant capital of Bangkok. Although, 

employment here doesn’t tend to be as 

good as Bangkok, but still has a broad 

number of jobs.

Accomodation



For more details visit santaferelo.com

We make it easy

We are 2,538 people speaking 67 languages working in 

96 offices in 47 countries thriving as one team. 

Did You Know:

• The major cities for many expat community’s are; Bangkok, Chiang Mai, Koh 

Samui, Phuket, Udonthani and Pattaya. 

• The currency is THB or Thai Bhat 

• The average minimum temparture is 26°C, reaching the low 40s in Summer! 

• The country is deeply spiritual and Buddhism is the main religion 

• A traditional greeting involves both palms placed together in a prayer-lke ges-

ture, along with a small bow 

• Most dishes are eaten with a spoon and fork 

We are a global mobility company. We cover the entire relocation journey, making 

sure that you and your belongings arrive safely at your new home, wherever that 

might be.

• Pad Thai: a stir-fried noodle dish 

• Gai Haw Bai Toey: chicken wrapped in 

pandan leaves 

• Meuk Kapi Prik Tai Dam: squid fried 

with shrimp paste and black pepper 

• Gaeng Keow Wan: Thai green curry 

served with rice noodles or sometimes 

rice.  

• Pla Rad Prik: Thai crispy fish

Authentic Thai Foods





e: t.daniells@dtmoving.com    
t: +44 20 7622 4393   w: www.dtmoving.com

DT Moving’s long established reputation as a leading provider of corporate relocation 
services just got better. We now have 56 offices in 34 countries. 

  Global Mobility Network covering over 140 countries

  Headquarters in London, offices across Europe, Russia, the Caucasus, Central Asia

  Relocation Expertise in some of Europe’s most demanding locations

  Winners of Eleven awards since 2010

  Quality FAIM Plus accredited. Audited by Ernst & Young

  Industry-high experience, average 17 years in Mobility

A Gosselin Mobility Group company

To discuss your relocation programme and our  
award-winning service, please contact Tim Daniells.





  No large upfront capital outlay

  Spread the cost of your furniture over the duration of rental

  Rent from 1 month to 3 years

  Avoid high moving costs at the beginning/end of rental term

  A full turnkey service for a short term requirement when 
waiting for HHG to arrive

  Save on interim accommodation costs by enabling your 
assignee to move into their permanent home quickly

  Showroom condition furniture guaranteed everytime

WHY RENT FURNITURE?

“Professional, highly 
dependable with 

excellent service and 
product offerings  

to match...”
James Moss, Managing 

Director, Curzon Relocation

FURNITURE 
RENTAL FOR 
RELOCATION

   rentals@roomservicebycort.com        020 8397 9344       www.roomservicebycort.com 

CONTACT US TODAY TO FIND OUT HOW WE CAN HELP YOUR ASSIGNEES SETTLE IN SOONER.

The UK’s leading 
home furniture 
rental provider



sales@benivo.com

DIGITAL

DESTINATION
SERVICES

Any policy. Any device. Any location. 

Get support and learn from colleagues.

Proudly serving

WELCOME

for

Candidates

A platform to make your
company locations stand out.

for

Relocating Employees

Digital, self-serve support,
for relocating employees.

for

Local New Hires

A welcome experience to
build excitement for day 1.

Spotlight Destinations Welcome+



With over 50 years of 
collective experience in 
this exciting industry, the 
4 Corners team take the 
stress out of relocating 
to the UK and Ireland, 
by delivering a high 
touch, premier service 
to our clients and their 
relocating employees.

Our scope of relocation 
services include: 
 
Orientation Programs
Home Search Programs
School Search Programs
Settling In Programs
Tenancy Management
Short Term Rental
Group Moves



Fiona Williams, GMS
Director, Strategic Solutions
Mobile +44.78.26.43.59.18

®2018 American International Relocation Solutions, LLC

global mobility. inspired thinking.SM

Award-winning technology built by people dedicated to 
creating an outstanding user experience. 

Sounds good, right? We think so, too. That’s why at Aires, 
we continually invest in our Innovative Technologies Team 
and the mobility solutions they build – exclusively for you. 

Best people. Best technology. Simple. 

 

people.

connect with us



Smart decisions. Lasting value.Audit / Tax / Advisory / Risk

Crowe U.K. LLP is a member of Crowe Global, a Swiss verein. Each member firm of Crowe Global is a separate and independent legal entity. Crowe U.K. LLP and its affiliates 
are not responsible or liable for any acts or omissions of Crowe Global or any other member of Crowe Global.
© 2018 Crowe U.K. LLP

Mobility 
Tax Services
Crowe is a leading provider of global mobility tax services. We 
are the 8th largest accounting network in the world with more 
than 36,000 professionals across 130 countries.

Mobility Services at Crowe are about global reach with a 
human scale — we deliver our expertise with a personal 
touch. We build personal relationships with you and your 
assignees and provide you with direct, responsive and easy 
access to our senior experts.

We deliver:

• increased assignee satisfaction through an enhanced more 
personal experience

• reduced costs through cost-effective expert service 
delivery

• proactive management of mobility related risk

• reduced workloads through proactive global compliance 
management.

Start the conversation

Dinesh Jangra 
Head of Global Mobility Services 
dinesh.jangra@crowe.co.uk 

+44 (0)20 7842 7482

 @CroweUK



For a healthier 
journey

UnitedHealthcare Insurance dac trading as UnitedHealthcare Global is regulated by the Central Bank of Ireland. Registered in Ireland with registration number 601860. 
Registered Office: 70 Sir John Rogerson’s Quay, Dublin 2, Ireland.

International Private Medical Insurance benefits 
for your employees abroad, with preventative care, 
wellness tracking and more. Because the better 
they feel, the further they’ll go.

Call us today to learn more at

+44 (0)20 3907 4922



BERLIN  /  BONN  /  DUSSELDORF  /  FRANKFURT  /  MUNICH  /  NUREMBERG  /  WEIMAR  /  VIENNA

LIVING-HOTELS.COM

To book or find out more, please visit:

Our Business: Your comfort
The Living Hotels: Your flexible solution for long-term stays.
Sophisticated comfort, family atmosphere and a central location in  

important economic centers in Germany and Austria: Discover the

Living Hotels. Whether you’re on a short business trip or a long-term  

project away from home – enjoy our rooms and Serviced Apartments  

with individual services of your choice.



4 Corners is one of London’s premier relocation companies. Our clients are Fortune 500 companies who move hundreds 
of assignees to London and the UK. We deliver a host of destination service programmes to every level of assignee, 

www.aires.com.

departure services, including home sale programmes, through logistical services such as travel and households good 

Fiona Williams

Fwilliams@aires.com
www.aires.com

The Directory





technology platform built for business travel offering clients unparalleled access to serviced apartments, homes and 
extended-stay hotels while providing our supply partner community access to built-in demand from BridgeStreet’s 
5000+ client portfolio and 100+ global sales team. Widely recognized for uncompromising standards of quality and 
innovative bespoke client services, BridgeStreet is a renowned award winner in both the Americas and EMEA (Europe, 
the Middle East and Africa). BridgeStreet makes it EASY to LIST and BOOK ExtendedStay experiences.

Bupa Global has been at the forefront of international private medical insurance for over 40 years. This experience 
makes us the ideal healthcare partner for your business. 
Our world class business health plans have been designed for people who want the highest level of private health cover 
available from Bupa and need access to healthcare facilities around the world. Our plans provide your employees with 

to keep them performing at their very best and your business running smoothly.

Cartus provides trusted guidance to organisations of all types and sizes that require global relocation solutions. 
We apply our over 60 years’ experience to help our clients with their mobility, outsourcing, consulting, and language/

nearly 162,000 relocating employees, expatriate assignees and members each year across more than 185 countries. 
 www.cartus.com.

Crowe is a leading provider of global mobility tax services. We are the 8th largest accounting network in the world with 
approaching 36,000 professionals across 130 countries. 
Mobility Services at Crowe are about Global Reach with a Human Scale - we deliver our expertise with a personal 
touch. We build personal relationships with you and your assignees and provide you with direct, responsive and easy 
access to our senior experts. 
 
We deliver:
•        Increased assignee satisfaction through an enhanced more personal experience
•        Reduced costs through cost-effective expert service delivery
•        Proactive management of mobility related risk 
•        Reduced workloads through proactive global compliance management

David Northcott
+44(0)207 792 2222

David.Northcott@bridgestreet.com
www.bridgestreet.com

Teresa Wighton 
+44 (0)7701 389448 

teresa.wighton@bupa.com 
www.bupa.com

Nigel Passingham
 +44 (0) 1793 756065               

nigel.passingham@cartus.com 
www.cartus.com

Dinesh Jangra
+44 (0)20 7842 7482

dinesh.jangra@crowe.co.uk
www.crowe.co.uk



Crown World Mobility helps corporations manage global talent and talented individuals perform on the global stage. In 
a world that seems to be constantly shrinking, managing a globally mobile workforce creates challenges for any 
organisation. These challenges are human in scale – global assignments or moves across a country involve the everyday 
lives of people and their families. But there are policies to navigate, formalities to coordinate and legalities to adhere 
to – at the same time as concentrating on a new assignment or relocation and getting a job done. 

experience and capability to deliver. Crown World Mobility is part of the Crown Worldwide Group, established in 1965 

DT Moving (A Gosselin Mobility Group company) is one of the world’s most experienced providers of corporate 
relocation services. 

departments meet their workforce mobility goals and winning eleven industry awards since 2010.

Emigra Worldwide is a global consultancy offering the most accessible, responsive, and progressive suite of home 

consistent for our clients.  From the inception of a hypothetical assignment, right through to the repatriation of 
talent, we partner with our clients consultatively, continuously helping to manage risk and compliance, whilst 

than ever before!

that global mobility teams, talent management professionals and other key stakeholders can focus on adding value to 

record for delivering cutting-edge talent mobility solutions, continuous innovation and exceptional customer service.

sdavies@crownww.com 
www.crownworldmobility.com

Tim Daniells

t.daniells@dtmoving.com
www.dtmoving.com

Julie Brightley-Davies

jbdavies@emigra.com
www.emigra.com

Tim Wells



Graebel provides full-service workforce mobility. We help some of the world’s largest companies with 
absolutely everything involved in relocating their people – from rethinking company policies…to accurately forecasting 
costs…to getting the VP’s cat through customs. The world has changed. Now you have to move more people, more 
often, while meeting higher expectations from employees and delivering greater results for your company. So Graebel 
gives you a single source for everything mobility-related, with smarter processes, more attention to detail and the 

is why Fortune 500 and Global 100 organisations are working with us in 165 countries. Ready to put a better mobility 
programme in motion? Visit www.graebel.com/gb today.

IMPACT Group is a global leader in career coaching, specialising in relocation support, outplacement assistance and 
leadership development solutions. We unlock career potential and empower your talent with the knowledge, skills 
and tools they need to succeed. IMPACT Group partners with you and your employees, creating more engaged, loyal 
and productive contributors to your organisation. Servicing 65+ countries with 200+ coaches around the world, IMPACT 
Group has the ability to reach your teams where and when they need us. Our coaches are ready to empower your talent 
– even in remote locations beyond our focus service areas. We work to provide the greatest impact by moving careers 
forward across the globe. Learn how to make an IMPACT at: impactgrouphr.com, @impactgrouphr or in/impactgrouphr.

Bespoke and informed advice to help navigate the complex British Education System. Janie Richardson School Search 
provides families with experienced guidance and tailored support, ensuring the best educational choices are made 
at the right time.  Much of our work is with families looking to relocate or those who have recently arrived in the UK 
looking for advice on leading schools and how best to gain entry in to them.
Most British independent schools require children to sit examinations in the entry process and as such JRSS further 

Learnlight is a leading global provider of training, coaching and consultancy services aimed at developing the
international competence of organisations. Working closely with global mobility, talent and HR teams, Learnlight 
designs high impact programmes for international assignee populations and the teams that manage and work 
with them. Key training and consultancy interventions include; intercultural training (doing business in…, living & 
working in…, working successfully across cultures, developing global leaders, etc.), international management selection 
tools, language and communication skills training. Our unique methodology addresses the needs of assignees globally. 

Beverly King
+44 (0)7561 429144

beverly.king@graebel.com
www.graebel.com

Barrie Gilmour
+44 (0)7388 916 688
bgilmour@ighr.com

www.impactgrouphr.com

Janie Richardson
+44 (0) 20 7731 0695

janie@jrschoolsearch.com
jrschoolsearch.com

Nikki Samant
+44 (0)7584 731441

nikki.samant@learnlight.com
www.learnlight.com



Magrath Sheldrick LLP has been one of the UK’s pre-eminent specialist immigration practices for 28 years. Personal 
relationships, expert skills and a very commercial approach to business distinguish this ambitious independent law 

Mercer delivers advice and technology-driven solutions that help organizations meet the health, wealth and 

operates in over 130 countries. Mercer is a wholly owned subsidiary of Marsh & McLennan Companies (NYSE: MMC), 

colleagues and annual revenue over $13 billion, through its market-leading companies including Marsh, Guy 

environment. Follow Mercer on Twitter @Mercer.

Our professional team of immigration experts understand the complexities of global immigration and we simplify the 

Plus Relocation designs and implements completely customised mobility solutions that align to your needs and 
deliver outrageous results. Our unwavering commitment to service excellence comes to life in the perfect balance of 

opportunity to positively transform relationships and lives, all while we support and enhance your talent 

Ben Sheldrick

Ben.sheldrick@magrath.co.uk
www.magrath.co.uk

Kate Fitzpatrick

www.uk.mercer.com

Diane Claridge

diane.claridge@newlandchase.com
www.newlandchase.com 

Des McKell 

dmckell@plusrelocation.com
www.plusrelocation.com



PwC has the largest network of international mobility professionals, providing access to 7,000 mobility specialists 
across 157 countries. As well as the global reach and the breath of GM services, PwC also deliver a tailored, personal 
experience - providing its clients big company reach with a small company feel. 
PwC offers Global Mobility consulting services on a broad range of issues, covering international assignment policy; 
benchmarking and operating processes; management of tax compliance; implementation of technology solutions and 
dealing with tax; international payroll; social security planning as well as employment law and immigration services.

every quarter for the last 10 years and the most used advisor over the last 3 years.

Rel-i is a relocation insurance specialist who design and manage programmes on behalf of corporations with 
internationally mobile staff. With expertise and background in Global Mobility, Relocation Management and Insurance, 
we can assist clients to develop the right programme for their company and assignees, balancing assignee experience, 
practical implementation and cost, with products underwritten at Lloyds, the premier insurance market. Rel-i also 
provides value added services around relocation supply chain and relocation invoice auditing.

Roomservice by CORT is the UK’s leading furniture rental company, working closely with relocating individuals and 
global organisations for over 30 years. If you or your assignees are relocating to the UK and need to rent furniture, 
we can help. As the furniture rental experts, we turn houses into homes with our unique, turnkey service. We offer 

range of stylish, high quality furnishings and accessories. We are owned by CORT, A Berkshire Hathaway Company, the 
global leaders in furniture rental.

At Santa Fe Relocation, we enable people and organisations to work, live and thrive in new places around the 
world. We cover the entire relocation journey: from moving to destination service to immigration to full assignment 
management solutions. 
Our mission is to deliver exceptional relocation experiences for our customers. Human and Digital. Consistent and 
Compliant. Global and Local. The experience is enriched by the integrity, drive, quality and passion of our people. We 
make it easy. 

Alan Johnson

alan.k.johnson@pwc.com
pwc.co.uk

Adam Cairns 
adam.cairns@rel-i.com 

www.rel-i.com

Karen Counterman

karen.counterman@roomservicebycort.com
www.roomservicebycort.com

John Beck

John.Beck@SantaFeRelo.com
www.santaferelo.com



At Sterling we’re in the business of listening! Every year we relocate thousands of employees on behalf of hundreds 
of fortune 500 companies, by listening, learning and tailoring our services to deliver the exact results you’re looking 
for. By listening we also learn about your employees’ individual needs, so that we can support them to settle happily 
into their new lives. That’s why we’re here. And that’s why we’re listening!

are well placed to support our clients’ global mobility needs having one of the largest labour and employment 
practices in the world which is fully integrated with other relevant practices including immigration, tax, data protection, 

a voice, supporting their ambitions and achieving successful outcomes.

suite integrates relocation logistics and expatriate management, payroll, immigration data and tax logic across more 

satisfaction and engagement, and assured compliance. Learn more at www.topia.com.

security and insurance solutions that safeguard the health, wellbeing and productivity of global workforces and 

committed to transforming healthcare and continuously exploring new ideas to help develop a simpler, more intelligent and 

are here to help you.

Caroline Bows 

caroline.bows@sterling.com
www.sterling.com

Annabel Mace 

annabel.mace@squirepb.com
www.squirepattonboggs.com

lily@topia.com

www.topia.om

Simon Thompson

group.sales@uhcglobal.com
www.uhcglobal.com



 
Relevant to senior GM professionals, this half-day 
surgery gives you direct access to the knowledge and
expertise of selected technical partners – all wrapped 
up in a fun speed-dating style afternoon.

 
For Global Mobility professionals managing medium to large 
sized expatriate populations to come together to share 
current operational challenges and gain advice from fellow 
network members and industry experts.

 
For Global Mobility professionals managing expatriate 
populations of less than 100 to come together to share 
current operational challenges and gain advice from fellow
network members and industry experts.

 
A chance to listen and learn about the latest trends, get
technical updates and industry insights from the team and
their technical training partners. The main aim of the day
is to provide intellectually challenging content which will
enhance your professional development and maintain your
specialist GM knowledge.

Expat Academy Surgery

Symposium Network Huddle

Club 100 Network Huddle

 

                                                          

browse responses to previous Benchmarking surveys. Ask a 
question of the Expat Academy community or answer one yourself. 

search our events, book a place in just two clicks, add it to your calendar 
and see a record of all events you are booked on to. 
Vault – access to all content of the Vault, including technical updates, templates, 
checklists and guides. 

 

Go to  to access:

 you can now access our services using the 
NEW members only EXPAT ACADEMY APP from your apple or 
android device or via your desktop.




