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Agenda

Current and anticipated changes on international assignment program 

Case Studies 

Looking forward in 2010 

Presenter
Presentation Notes
Examine current and anticipated changes to the economy and the likely impact on international assignment program 

Detail key changes organisations have made to their mobility programmes as a direct result of the economic down turn 

Looking forward - how has the economic situation affected mobility policy and what does this mean in 2010
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What happened in 2009 ?

Reduced budget

Hiring freezes

Cost control
Localizations
Less exceptions
Review of policies
Reflections about need for Expats
Closer look at total costs

Better selection of candidates
Local hires
Inter-regional moves
Moves from low paying countries
Reduction of HR staff

http://www.immoweb.be/fr/pages/image/Buying_renting_budget.jpg
http://3.bp.blogspot.com/_QseH-QYr-Kk/SX3wEM7zD3I/AAAAAAAAc78/8sSzZr14As0/s400/StopSign-in-snow-729849.jpg
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What happened in 2009 ?

Currency Fluctuations

Moment of “philosophical changes”

Split pay
Negative COLA
Better communication
One time payments for special 
situations

Segmentation of policies
Stricter monitoring
New nationalities
Complexity of processes
Centralization

http://expatriatelife.files.wordpress.com/2009/11/currencies.jpg
http://farm2.static.flickr.com/1029/576766588_e317fdc3a1.jpg?v=0
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What happened in 2009 ?

Movement of the housing market

Globalization was boosted by the crisis 

Several destinations became 
cheaper (Moscow, London, 
Dubai)
Negotiation power
“realistic budgets”

New markets
New businesses (Energy, 
Telecommunication)
BRIC countries
China second largest exporting 
country

Presenter
Presentation Notes
BRIC countries: Brazil, India, China

http://theonesilove.files.wordpress.com/2009/01/housing-market-bl.jpg
http://www.illuminati-news.com/graphics/06-12/120206/a/globalization.gif
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Case study 2009 – Total Cost Summary for a global Energy company 
PC 57, including employer's Taxes and Social Security
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Trends for 2010 
After the crisis ?

36% of companies reviewed their international assignment policy in the 
last 24 months, 41% are currently reviewing and 14% are planning to 
review the policy

Better selection process

A new generation is entering the workforce – “not spoiling the kids”

Segmentation

Simplifications of expatriate management processes

Total Costs

Return on Investment
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Reviewing International Assignment Policies 
Questions for consideration

What drives your company to send employees on international assignments?
– Career and leadership development?
– Business expansion?
– Filling a position requiring specific technical skills?
– Fulfilling a specific project need?

Who are your expatriates?
– Seasoned executives?
– Skilled professionals?
– Rising talents?

Where are they coming from?
– Headquarters
– Operating companies
– Multiple locations
– International hires
– Nomads

Where are they going to?
– Assignment from where , to where?
– Home host home
– Location to location
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PACIFIC OCEAN

ATLANTIC OCEAN

INDIAN OCEAN

Previous Expat Movement 
Longitudinal Mobility
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PACIFIC OCEAN

ATLANTIC OCEAN

INDIAN OCEAN

To a New Dimension... 
Lateral Mobility
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Virtual Teams - Enabled by Technology
Many interactions across borders – source of misunderstanding

Presenter
Presentation Notes
Today, the end user is in charge, creating social networks that incorporate new forms of communication:  collaborative Websites, blogs, mixing content, and having more of a say in how companies will do business with them. 

According to Wikipedia, a social network is a social structure made of nodes which are generally individuals or organizations. It indicates the ways in which they are connected through various social familiarities ranging from casual acquaintance to close familial bonds. 

Enterprises are beginning to look at social networking as a new business model that can be leveraged for marketing, building brand loyalty, customer care, and recruiting.  This new form of connecting, allows people to connect based on common and shared interests, and provides a unique opportunity for companies to tap into this new model to increase productivity and tap into other forms of reaching employees, partners, customers; as well as new customers and markets.

An example of this phenomenon was stated in a September, 2006 BusinessWeek article “Social Networks:  Exec’s Use Them Too”.  Companies such as MiniCooper USA are using social networks to build brand loyalty among existing customers, forge communities and events with would-be customers, create collaborative customer service based on owners needs, and conduct further market research based on user profiles and additional customer information that is made available through the sites.  In addition, companies such as Goldman Sachs and Boston Consulting Group, are tracking employee emails and frequented sites to better reach alumni networks to hire and build a client base, better connections to prospective companies and luring prior employees back to their organizations.

Example of the human network in the marketplace:

Flicker is an online photo-sharing site.  A young female art student in Iceland, where there’s a total population of 300,000, can have her photos viewed and critiqued by 4 million users on Flicker.  Her photos are so well received that she received a contract from Toyota Motor Company to take photos for their new advertising campaign.  No agency fees, no agents, just the idea of being able to be successful as an end user and be able to participate in this new revolution. 

YouTube is an online video networking site that allows users to upload, view and share video clips. The site is 18 months old, has 50 employees, millions of virtual employees and 120 million downloads a day.

Human Network definition:

A social structure of individuals, business partners, friends, orgs connected via tech., using devices (i.e. PCs, cell phones, PDAs, digital TVs).

The human network connects people to people – common areas of interest.

Through advances in communications technology, people are linked by e-mail, photos, wikis, blogs, podcasts, instant messaging and more.

The human network includes mash-ups, user-generated-content and new forms of collaboration occurring at the edge of the networking space.

A mashup is a website or web app. that seamlessly combines content from more than one source into an integrated experience.

This new collaboration is being generated and pushed to people and businesses by end users.

Cisco is at the heart of this new human network – the fabric that ties it all together.  Whether it’s the core infrastructure or unified communications, collaboration and co-creation are not possible without Cisco’s network.  

This opens up new growth opportunities for Cisco such as: Convergence, and moving into higher growth markets, consumer, content.
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Compensation

Base pay
Guaranteed “bonuses”
Short term incentives
Long term incentives
Financial allowances
Financial recognition programs
Deferred compensation

Development & Career

Performance management
Learning and development
Career opportunity and pathing
Tuition reimbursement
Mobility opportunities

Benefits

Retirement
Savings and other wealth 
creation programs
Medical / Dental / Vision, etc.
Life insurance
Short and long term disability
Accident coverage
Job-related perquisites

Work Lifestyle

Time off
Wellness programs
Dependent care
Workplace flexibility
Commuter programs
Workplace facilities and 
perquisites
Non-financial & status recognition

Consider all Elements of Rewards 
It is not just about compensation and benefits

Hard costs

Soft costs

http://images.search.yahoo.com/search/images/view?back=http%3A%2F%2Fimages.search.yahoo.com%2Fsearch%2Fimages%3Fp%3Dibm%26ei%3DUTF-8%26fr%3Dyfp-t-501%26x%3Dwrt&w=168&h=100&imgurl=media.noticias.com%2Fimg_news%2F28%2Fc8%2Fed%2Fc4ca4238a0b923820dcc509a6f75849b%2Flogo-ibm.jpg&rurl=http%3A%2F%2Fwww.hackerloko.com%2Findex2.php&size=5.9kB&name=logo-ibm.jpg&p=ibm&type=jpeg&no=1&tt=1,030,375&oid=e828f4405e769dfe&ei=UTF-8
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Service 
Center

Service 
Center Service 

Center

Global Mobility
Center

Global versus Regional Expatriate Management Administration?

Global Mobility in Shared 
Service Role:

Strong Central Shared 
Services that administers 
expatriates assignments

Receives varying levels of 
support from  home / host 
HR

Outsourcing is limited to key 
areas (relocation, tax, 
medical, etc.)

Compensation and Benefits 
generally designs mobility 
policies with input from 
Global Mobility Leader

Global Mobility in Centers of 
Expertise Role:

Outsourcing is end-to-end 
process that works directly 
with expatriates and home / 
host HR 

Outsourced Vendor 
implements design elements

Core group of global mobility 
experts focusing on overall 
programme design 

Home / Host HR generally 
deal directly with outsourced 
provider for all needs. 

Global Mobility Leader 
designs policy with input from 
C&B (usually for Long Term 
assignments)

Presenter
Presentation Notes
Varying service delivery models exist within organisations as Global Mobility continues to evolve.  The overall role of outsourcing and the degree of centralisation are the key elements on the type of services global mobility units will provide in conjunction with home / host HR.

A decentralised model may have a global mobility COE which designs the programme but home / host HR is responsible for implementing and supporting the expatriates.



Global Centralized - One Central HR shared services center (Expat Mgt expertise in-house)

A single specialized HR management team centralizes the global mobility function – consolidated program in one HR desk

Centralized HR group is 100% responsible for the delivery of the service, center of expertise

HR makes decisions regarding compliance issues

Focus on general business objectives

Regional and local business objectives may not be met

Cost benefit analysis must be carried out frequently

A global third party provider will likely be needed and negotiated at global level



Regional Centralized Consolidates - Regional Executed (Some services outsourced)

HR Management maintains service centers in designated regions and manages their services through an integrated global mobility policy center – consolidated program managed regionally

Regional HR group is responsible for the delivery of the service

Centralized HR group is responsible for policy making and compliance issues

Focus on general and regional business objectives

Expensive for low volume programs, cost-effective for mid-level and larger organizations
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Case Study: Energy Company 
Implementation of a tool in order to manage assignees

Centralized

De-centralized

Complexity of 
the operational 

processes / 
policies

Low High

Organization

Model

-Several business units. Each one has a 
dedicated team,

-Many different practices, no common 
policy,

-Many recalculations occur every year,

-Blur perimeters,

-Historical blur processes, defined at  
individual level, and not organizational.

Presenter
Presentation Notes
In this context, implementing a tool is not appropriate :

 Important number of stakeholders, whose role is not clearly defined : unable to know who will do what within the tool,

 No common policy, no harmonized practices : no buy-in nor change management possible,

 Processes are not clearly formalized, too many practices : unable to formalize any business requirements.
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Case Study: Energy Company 
Implementation of a tool in order to manage assignees

Rationale for Implementation

Identify International Mobility 
stakeholders,
Describe current roles, 
responsibilities and perimeters 
of the International Mobility 
stakeholders,
List and formalize the 
operational processes,
Identify main issues : blur 
perimeters, processes 
disruptions, etc…
Is your International Mobility 
domain mature enough?

Plan Project Steps – HR-e

Define clear project scope, 
requirements and goals,
Harmonize policies and practices,
Clarify perimeters, roles and 
responsibilities,
Smooth operational processes, 
understand disruptions,
Identify processes being supported 
by the tool,
Anticipate change management,
Implement the tool.
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Case Study: Energy Company 
Implementation of a tool in order to manage assignees

Implementation / Change 
Management

Communication and buy ins from 
countries / business units / 
identified users,
Communication to both 
managers, HRs and expatriates,
Development of policy 
handbooks,
Organize trainings,
Roll processes and tool out.

Administration Management

Track processes disruptions, 
exceptions to policy,
Measure efficiency (time required 
to packages preparation, time 
required to send an assignee 
abroad, number of mistakes, 
number of disruptions, etc..),
Analyze,
Enhance.



17Mercer webcast

Maintaining Expatriate Assignment Costs in the Economic Revival 
Trends for 2010

Segment policy 

Long Term Assignments reduced to 3 years

Don’t extend Short Term Assignments 

Localize after 5 years

Check local HR costs (housing budgets)

Limit exceptions

Select candidates well

Consider local hires

Clear responsibilities and roles

Clear communication 

Look at efficient processes

Track ROI and Total costs
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Questions
Please type your questions in the Q&A section of the toolbar 
and we will do our best to answer as many questions as we 
have time for.

To submit a question while in full screen mode, use the Q&A 
button on the bottom right-hand side of your screen.

To submit a question while in half screen mode, use the Q&A 
panel on the bottom right-hand side of your screen. 

Questions and contacts

CLICK HERE TO ASK A QUESTION 
TO “ALL PANELISTS”

Survey
Please take the time to fill out the survey at the end of this web 
briefing so we can continue to improve. The survey will pop-up 
in a new window when the session ends.

mercer.com/webbriefings
View past recordings and sign up for upcoming web briefings

Christa Zihlmann

Geneva, Switzerland

+41 22 869 3054

Christa.zihlmann@mercer.com

Yvonne Traber

Geneva, Switzerland

+ 41 22 869 30 73

Yvonne.traber@mercer.com
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