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introduction

Welcome to the Forum for Expatriate 
Management’s ninth annual Managing 
the Global Mobility Function report. 
Last year, mindful that our members’ 
workloads do not get any lighter, we 
revised and shortened the survey and 
we have done the same this time. 
However, though the survey is briefer 
than its early versions, we have kept 
the focus on the same key issues, and 
retained many of the questions in 
the same format as the previous year 
so that we could make a reasonable 
comparison with 2017 and 2016. 

This report is compiled from the results 
of the survey, which was completed by 
168 individual senior global mobility 
professionals worldwide. The aim here 
is to offer a snapshot of the industry – 
and to offer some useful insights into 
current practice. 

In 2016, the expectation was that 
global mobility teams would continue 
to grow in size and influence, and that 
the number of assignments would also 
increase to keep pace with what then 
seemed to be the unstoppable force of 
globalisation. However, 2017’s results 
revealed a rather different emerging 
pattern – and again, this year’s report 
throws up a number of surprises and 
much of what looked like an industry 
trend 12-months ago, now seems to 
have altered its course again. 

We do hope that you find this a 
useful and interesting read. FEM would 
like to thank all those who took part 
in the survey – and, of course, the 
report’s sponsors, Aon, Alliott Group 
and Oakwood.

Claire Tennant-Scull
Global Head of Content & Events Director  
Forum for Expatriate Management
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executive
summary
For two years running now, we have 
streamlined the number and length 
of the questions we ask in the MGMF 
survey, but in order to be able to make 
useful comparisons, we have essentially 
asked about the same key issues. Of 
course, we have many respondents who 
take part every year, but we also have 
new ones too and so while we cannot 
claim these results to be like for like, 
they do give a snapshot of the industry.

Our thanks to our sponsors: Alliott 
Group, Aon and Oakwood and all those 
who took part in the survey.

The key findings of our survey:

Defining roles:
• The profile of this year’s MGMF 
survey respondents appears to reflect 
a continuing trend from 2016 and 2017 
for there to be a slight decline in the 
number of Global Heads of Global 
Mobility and slight increase in those 
who are a Regional Head.  
• Of those who indicated that their 
title was ‘other’ than those listed, 
the majority identified themselves as 
consultants, specialists or advisers, 
mirroring wider employment trends. 
• Other roles listed by those who 
selected ‘other’ have slightly 
differing titles but report to the 
following functions (in relative order): 
Compensation and Benefits, Tax, 
Reward, Immigration, Payroll, Finance.

Company headquarters:
• Most striking here were the 
fluctuations in the figures for North 

America which showed that in 2016, 
46% of the companies that responded 
were headquartered there, while in 
2017 that figure had dropped to 29.5%. 
Now, in 2018, the percentage is back 
up to 41%. 
• The number of companies based in 
Continental Europe has increased from 
2017 and has dropped slightly in the UK 
(perhaps as a result of the uncertainty 
over Brexit).
• The share of participants based in 
Australia and New Zealand and Asia has 
decreased (9% combined compared 
with 25% in 2017). 

Industry sectors: 
• This needs to be qualified, but there 
is a striking difference between the 
leading industry in 2017 (banking and 
financial services – 22.3%) and this year: 
Technology, IT and telecommunications 
(21.7%) followed by ‘Other’ (15.1%) 
which includes sectors such as 
engineering, automotive, consumer 
goods and defence. 
• Professional services show a slight 
increase from 13.3% in 2017 to 14.5% 
in 2018.
• Respondents from the energy, oil and 
gas sector have declined slightly this 
year, from 12.1% in 2017 to 11.2% in 
2018 while those in manufacturing have 
slightly increased from 10.8% in 2017 to 
11.2% in 2018.

Global mobility structure and 
reporting:
• This set of results revealed a really 
startling turnaround from 2016 and 
2017. Just 27.8% reported to HR in 

2016 and 23.3% in 2017, in 2018 the 
percentage is 46.9%. 
• In 2016, most global mobility 
professionals who responded to 
the MGMF survey reported to 
Compensation & Benefits/Reward 
(43.1% in 2016 and 45.3% in 2017).
• There has also been a slight 
increase in those reporting to Talent 
Management (11% in 2018 compared 
with 8.8% in 2017 and 8.3% in 2016). 

Centralisation versus regionalisation:
• In 2017, most thought Global Mobility 
should report to Compensation and 
Benefits/Reward (38.5%) with just 26.2% 
selecting HR as Global Mobility’s most 
suitable home. 
• In 2018, however, although 
Compensation and Benefits/Reward 
is still chosen by 37.2% of the 
respondents, HR is now the clear 
favourite at 46.2%. 
• This year’s answers indicate a clear 
pattern of decentralisation. In 2016, 
respondents reported that 42% of them 
were centrally located in one location, 
whereas in 2017, that figure had 
dropped to 38.5% and has decreased 
slightly again to 36.8% in 2018. 
• There’s a slightly fluctuating but 
steady increase in those who are 
centrally managed but in many 
locations (14% in 2016, 22.4% in 2017 
and now 20.8%). 
• Central centres of excellence with 
regional hubs seem to have increased 
from 16.7% in 2017 to 21.5% in 2018. 

Team size and resourcing:
• In 2016 just over 20% of respondents 
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had between just one and five people 
in the team. By 2017 that figure was as 
high as 54.7%, but this has now lowered 
to 45.5%. 
• In our 2016 results, the number of 
people who felt that Global Mobility 
was properly resourced was 59.2%, but 
by 2017 that had dropped to 51.3%. 
This time, in 2018, the percentage has 
risen again to 55.7%.
• Those who think it is under-resourced 
has barely changed since 2017 when it 
was 43.5%. 
• Most who thought the function was 
properly resourced, included a proviso 
that it is presently adequate because 
they operate a small programme and 
that should the assignee population 
increase, they would need more 
resources. 
• There were also some anxieties that 
outsourcing would not be a sustainable 
model if the mobile population 
increased and that there was not 
enough in-house expertise. 
• Managing business travel and 
increasingly complex immigration 
regulations also appeared to demand 
more attention which impact adversely 
on other GM duties.
 
Number and types of assignments: 
• While organisations with small 
programmes of 50 assignees or 
fewer now appear to account for a 
smaller percentage here, those with 
populations over 2,000 have increased 
to 15% in this set of responses 
compared with 10.7% in 2017. Before 
concluding that mobility programs are 
expanding, however, it is important to 
note that a significant number of the 
organisations taking part have been 
through an M&A process. 
• The percentage of long-term 
assignees among our respondents in 
2016 and 2017 was 44.01%, but this 
time, the figure has dropped to 38%. 
• Short term assignments have gone up 
from 23% in 2017 to 29.7% in 2018.
• Extended business travel has grown 
from 16.6% in 2017 to 21.5% in 2018. 
• Commuter assignments decreased 
from 18% in 2017 to 16.9% in 2018. 
•Perhaps most strikingly, foreign local 

hire policy has increased from 16.47% 
in 2017 to 23.6% this time and local 
transfers have similarly risen from 
29.57% last year to 33.4%.
• In a new question for the survey, 
we asked whether organisations had 
carried out a policy review in the last 12 
months or were planning to. More than 
half of respondents (54.7%) have done 
so, and another 24.5% intend to do so 
in the next year.

Outsourced services and specialisms:
• The percentage of respondents' 
organisations outsourcing key services 
such as tax and immigration has barely 
altered, but payroll has changed 
dramatically: only 3.6% outsourced 
payroll in 2017, but this year, 
respondents report that 23% now 
do it. 
• Conversely, the percentage 
outsourcing business travel 
management has almost halved since 
2017 when it accounted for 51.1%, but 
is now just 25.9%. 
• While there is some appetite for 
changing providers for tax (19.1%) and 
immigration (19.1%) and relocation/
destination services (20.9%), this has 
barely changed from 2017. Overall, 
most seem reluctant to move (48.2%) 
which continues the trend from last 
year (52%).

Managing vendor performance: 
• On the question of evaluating vendor 
performance, between 2016 and 2017 
the trend appeared to be towards 
an informal approach. In 2017, 43% 
said that they didn’t conduct a formal 
survey. In 2018 only 28.6% choose 

that route. Formal surveys are being 
conducted by 34.9% now, compared 
with 26.6% in 2017. 

Formal RFPs:
• The most common time to change 
vendors remains at three years.
• Although the Global Mobility Director 
is still most often involved in such 
decisions at 75.6%, the involvement of 
procurement has increased from 58.4% 
in 2017 to 65.9%. 
• HR's say seems to have decreased 
from 44% last year to 34.1%, and legal 
counsel have increased their influence 
from 20.8% in 2017 to 30.9% – perhaps 
because of GDPR. 
• For those looking to go to RFP in the 
next 12 months, tax at 25.9% is top of 
the list of services, with immigration 
at 18.8% and relocation/destination 
services at 18.8%, but these figures 
have barely changed in last two years.
• There is an increase in the percentage 
reviewing technology services: in 
2017, 8.6% planned to go out to RFP 
in the following 12 months. This year 
it’s 12.5%.

Responding to global change:
• This year, 10.3% reported that geo-
political changes have affected them to 
a great extent, 42.9% to some extent, 
22.2% to a minor extent, and 24.6% not 
at all. 
• At first glance it would appear that 
there has been less impact, but this year, 
we also asked for more detail. You can 
find a sample of the responses in the 
main body of the report, but overall, 
Brexit and changes in US immigration 
were the reasons cited most often.
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our proprietary online infrastructure and underpinned by the assurance that they will communicate 
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Any other relevant international US tax filing (including trusts, corporations, and state taxes).

Tax Treaty and Social Security planning.

Tax equalization and reimbursement calculations, when required.

Working with an accredited AGN International member host country accountant to ensure 
local country tax registration and compliance.
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Participant 
demographics

The profile of this year’s MGMF 
survey respondents appears to reflect 
a continuing trend from 2016 and 
2017 for there to be a slight decline 
in the number of Global Heads of 
Global Mobility and slight increase 
in those who are a Regional Head – 
which reinforces some of the findings 
further on in the report where we ask 
about decentralisation. 

Of those who indicated that their 
title was ‘other’ than those listed, 

the majority identified themselves as 
consultants, specialists or advisers, 
which mirrors wider employment trends 
towards more self-employed or contract 
workers. This may be a reflection of the 
continuing emphasis on departments 
keeping down costs and growth and 
so as full-time roles become less 
available, consultancy can be a way to 
maintain professional development and 
increase expertise. 

Other roles listed by those who selected 

‘other’ have slightly differing titles 
but report to the following functions 
(in relative order): Compensation and 
Benefits, Tax, Reward, Immigration, 
Payroll, Finance.

Perhaps the most striking point is that 
both the dominant full-time roles and 
the consultants include the label Global 
Mobility and that those who report to 
HR Directors and Managers are very 
much in the minority.

Which of the following most accurately corresponds to your role?

This section sets out the demographics of the survey population, including the 
participants’ job title, headquarters location and industry sector.

21.6%

12.3%

24%

7.1%

0.6%

2.6%

5.8%

26%
 Global Head of Global Mobility

 Regional/Country Head of Global 
    Mobility

 �Global Mobility Manager reporting to 
Global or Regional Head 

 �Global Mobility Assistant reporting to 
Global Mobility Manager

 HR Director

 HR Manager

 Rather not say

 Other
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SECTIOn heading hereparticipant demographics

This year, with 168 completed 
questionnaires, we had more 
respondents to the survey than in 2016, 
and marginally more than in 2017, 
and whilst we know that many FEM 
members complete the survey year 
after year, there will obviously be some 
career moves between companies and 
changes in the individual participants. 
So, although we should keep that 
qualification in mind, it is notable 
that there are significant differences 
between the percentages. 

Most striking are the fluctuations in the 
figures for North America which showed 
that in 2016 46% of the companies that 
responded were headquartered there, 
while in 2017 that figure had dropped 
to 29.5%. Now, in 2018, the percentage 
is back up to 41%. The number of 
companies based in Continental Europe 
has increased from 2017 while the share 
of participants based in Australia and 
New Zealand and Asia has decreased 
(9% combined compared with 25% 
in 2017). 

Where is your company headquartered?

Again, this needs to be qualified, but 
there is a striking difference between 
the leading industry in 2017 (banking 
and financial services – 22.3%) 
and this year: Technology, IT and 
telecommunications (21.7%) followed 
by Other (15.1%) which includes sectors 
such as engineering, automotive, 
consumer goods and military. 

Professional services show a slight 
increase from 13.3% in 2017 to 14.5% 
in 2018. Respondents from the energy, 
oil and gas sector have declined slightly 
this year, from 12.1% in 2017 to 11.2% 
in 2018 while those in manufacturing 
have slightly increased from 10.8% in 
2017 to 11.2% in 2018.

In which sector(s) does your organisation operate?

26.4%

40.8%

15.1%

0.7%

3.9%
4.6%

2.6%
5.9%

21.7%

15.1%

14.5%

13.2%

11.2%

11.2%

9.2%

5.9% 

5.3%

5.3%

5.3%

3.3%

3.3%

3.3%

2.6%

2.6%

2.0%

1.3%

1.3%

0.7%

Technology, IT and telecommunications 

Other

Professional services 

Banking/financial services 

Energy, oil and gas

Manufacturing 

Consultancies/agency

Health  

Education

Construction

Pharmaceutical/bio-tech   

FMCG 

Legal services 

Transport and travel  

Charities and not for profit

Retail, wholesale and distribution 

Leisure, hospitality, tourism or sport 

Media/entertainment 

Public sector 

Logistics 

 Asia

 �Australia/New 
Zealand

 Continental 
    Europe

 North America

 United 
    Kingdom

 �Middle East 
and Africa

 South America

 Other
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Where does your global mobility team report to within your overall organisation?

This set of results shows a really startling turnaround 
from 2016 and 2017. In 2016, most global mobility 
professionals who responded to the MGMF survey 
reported to Compensation and Benefits/Reward (43.1% 
in 2016 and 45.3% in 2017) with 27.8% reporting to 
HR in 2016 and 23.3% in 2017, whereas, in this set of 
responses, 46.9% report to HR.

There has also been a slight increase in those reporting 
to Talent Management (11% in 2018 compared with 
8.8% in 2017 and 8.3% in 2016). Those who reported 
to other departments appear to be reporting to HR 
by another name. The list includes: HR Operations, 
HR Shared Services, Human Capital Department 
and Workforce Management, as well as Employee 
Experience, Employee Services/Operations.

 Compensation and 
Benefits/Reward

 Talent Management

 �Resourcing

 �HR

 �Tax (not HR)

 �Other

 None of the above

 Compensation and 
Benefits/Reward

 Talent Management

 �Resourcing

 �HR

 �Tax (not HR)

 �Other

 Don’t know

Irrespective of where global mobility actually reports within your overall 
organisation, where do you think it should report?
The answers in 2017 showed Compensation and 
Benefits/Reward as the clear preference (38.5%) with 
26.2% selecting HR as Global Mobility’s most suitable 
home. In 2018, however, although Compensation 
and Benefits/Reward is still chosen by 37.2% of the 
respondents, HR is the clear favourite at 46.2%.

However, Talent Management has increased its share 
from 21.8% in 2017 to 31% in 2018. Resourcing has 
also increased its share (9% in 2018 compared with 
2.2% in 2017) and Tax (4.7% in 2017 compared with 
6.9% in 2018).

Of those who gave other answers, a number also 
thought that global mobility should report directly to 
the C-Level.

GLOBAL MOBILITY 
STRUCTURE AND REPORTING
This section looks at where the GM team reports to within each organisation, where 
respondents think it should report and how the department is staffed and re-
sourced. We also looked at the number and types of assignments and, where pos-
sible, how the pattern has changed from 2016 and 2017.

36.6%

46.9%

8.3%

11%

3.4%

2.1%

3.4%

37.2%

46.2%

6.2%

31%
9%

4.1%
6.9%

3.4%

Note: Participants selected 
all that applied



 Centrally located in one 
location

 Centrally managed but 
in many locations

 �Central centre of 
excellence with 
regional hubs

 �Decentralised on a 
regional basis

 �Decentralised into 
multiple locations

 �Decentralised by 
business fubctions

 Other

 1

 6

 �11

 �21

 �31

 �41

 More than 50
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global mobility structure and reporting

Do you think that your global mobility resource is properly resourced?

55.7%
Yes

41.4%
No – 

under-resourced

2.9%
No – 

over-resourced

Which of the following statements best describes the structure of your in-house 
global mobility team?
These answers indicate a clear pattern of 
decentralisation. In 2016, respondents reported that 
42% of them were centrally located in one location, 
whereas in 2017, that figure dropped to 38.5% and 
has decreased slightly again to 36.8% in 2018.

There’s a steady increase in those who are centrally 
managed but in many locations (14% in 2016, 
22.4% in 2017 and now 20.8%). Central centres of 
excellence with regional hubs seem to have increased 
again from 16.7% in 2017 to 21.5% in 2018, while the 
figures for decentralised functions with regional hubs 
have only slightly increased (6.4% in 2017 to 6.9% in 
2018) and decentralised into multiple locations has 
grown from 7.1% in 2017 to 9% in 2018.

How many people work full time in your global mobility team worldwide?

In 2016 just over 20% of respondents had between just 
one and five people in the team. By 2017 that figure 
was as high as 54.7%, but this has now lowered to 
45.8%. The percentage of those that have between six 
and 10 people has barely altered at 12% in 2017 and 
now 12.7% in 2018, but of those with between 11 and 
20 people, there has been a slight increase, with 12.7% 
in 2017 but 16.2% of those who responded in 2018.

Centrally located in one location 36.8% 

Centrally managed but in many locations 20 .8% 

Central centre of excellence with regional hubs 21.5% 

Decentralised on a regional hub basis 6.9% 

Decentralised into multiple locations 9.0 % 

Decentralised by business function 2.1% 

Other, please specify 2.8%

36.8%

20.8%

21.5%

6.9%

9%

2.2%

2.8%

45.8%

12%

12.7%

16.2%

8.5% 2.1%8
2.8%

These results present a slightly 
confusing picture. In our 2016 results, 
the number of people who felt that 
global mobility was properly resourced 
was 59.2%, but by 2017 that had 
dropped to 51.3%. This time, in 2018, 
the percentage has risen again to 
55.7%, but those who think it is under-
resourced has barely changed since 
2017 when it was 43.5%. Perhaps most 
tellingly though, those who think that 
it is over-resourced has dropped from 
5.2% in 2017 to just 2.9% in 2018.



“Our relocating 
population has 

decreased.” 

“Our expat 
programme is 

currently very small 
and manageable.” 

“The number 
of assignees is 

proportionate.”
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When checking all the individual responses to this question, it 
is interesting that among the majority of those who thought 
that their global mobility function was properly resourced, 
almost all said they currently operated a small programme. 
Many of them also included a proviso that although it is 
adequate at present, should the assignee population happen 
to increase, it would need more resources.

Another common response was that much more of Global 
Mobility has been decentralised – either through a system of 
regional hubs, or it has been outsourced.

Responses about the outsourcing of functions were generally 
neutral, but there were also some anxieties that it would not 

be a sustainable model if the mobile population increased, 
and there were also concerns that so much outsourcing meant 
that there was not enough in-house expertise to deal with, or 
prevent, more complex problems.

Managing business travel and increasingly complex 
immigration regulations also appeared to demand more time 
and attention and the common theme seemed to be that 
there are too few resources to cover that and all the other GM 
duties properly.

Below is a sample of some of the responses that voice the 
most common concerns or observations.

Why do you say this?

Of those who stated that they thought function was properly resourced: 

“Whilst we have high volumes 
and a small team (three GM 

consultants globally, with three 
in admin support), our model 
is relatively 'light' and certain 

aspects are outsourced.”

“Not a huge population of 
international cases, thus 
can be handled well.” 

“We have an adequate 
amount of staff to manage 

the daily workload while still 
developing programme, process 

and strategic initiatives.” 



“Our relocating 
population has 

decreased.” 
“We have the 

right amount of 
resources but we’re 
not yet allocating 
those resources in 

the best way.” 

“Each country 
has its own 

global mobility 
function, so they 
are adequately 

resourced.” 
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However, some also sounded a note of caution:  

“Due to the current volume 
of mobility actions it is 

properly staffed – in the 
future as more 

mobility topics will come up 
it needs to be increased.” 

“In case the employee head 
count increases, we would ask 
for an additional resource for 
our team. Currently we are 
not overloaded with work.”

“We are currently also deploying 
additional technologies to support 

the function but are 
also likely to assume responsibility 

for new service areas.” 

“Currently fit for purpose as 
the expatriate population is 
relatively small, but would 
be under-resourced if this 

population grew.” 

“Increasing workload 
and scope, and lack of 
technology support.” 

On the use of technology:  “The provision of our end-to-
end service is fully outsourced 

to a third party. Strategy, 
governance and contract 

management remain in-house.” 

“Processes are not well-
defined and a lot of 

the processes can be 
streamlined by use 
of more advanced 

technologies available.” 
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“To do everything 
needed properly 
we need more 

people locally on 
the ground.” 

“Assignment figures are 
growing, team size remains 
same, quality and reaction 

time suffers.” 

“We have recently lost some 
resources, which has resulted in 

some task movement which I don’t 
believe is taking advantage of the 

skills in the team appropriately, 
leaving us less able to support the 

business as a whole.” 

“With approximately 100-500 worldwide employees 
needing immigration support in our locations [APAC, 
Europe and the Americas] it is too little to have one 
part-time global mobility manager with EMEA focus 
and responsibility for worldwide policy and process 
development (and implementation). Even with the 

support of a third-party immigration service provider 
and local HR support, the time and financial resources 
are not there to handle global mobility strategically.” 

“I don’t think we have too little persons 
working on GM per se. I believe, however, 
we outsource too many activities related 

to GM and have too little inhouse 
expertise to tackle/prevent issues 

effectively.” 

“Legal conditions 
change every year so 
that lots of additional 
work has to be done.” 

Of those who are concerned that their departments are under-resourced:  

“Assignee numbers are growing 
fast and the demand on mobility 

is higher, but the team 
supporting the function isn’t 

growing. There are much more 
demands on mobility 

professionals without the 
required support.”

“Volume dictates 
we should have at 

least one additional 
resource.” 

 “Too few people for 
the size of our in-house 

programme.” 
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the global mobility function

“Not enough head 
count to meet internal 

demand for our 
services.” 

“Not enough people with 
proper experience and 

knowledge and HQ not strong 
in terms of implementation 

and power.” 

“We have one person fully dedicated 
to the programme who works with HR 
partners and vendors and one assistant 
level that part time provides support. I 
am new to the function – the mobility 

manager will now report to me so hoping 
that helps but the programme is so active 
the one person doing it all is drowning.” 

“We also manage 
global immigration for 
all employees and that 

volume of work is 
much larger.”  

“Not enough full-time employees 
assigned to the function relative 

to the number and 
complexity of the case 

load globally.” 

“Currently permanent transfers 
and extended business trips are 
out of scope, though business 

expects us to lead these processes. 
Unfortunately we don’t have the 
bandwidth to do this right now.” 

The issue of immigration and business travel:  “Our global mobility managers also 
look after the immigration function 

and don't do the 
full end-to-end process for mobility. 

In order for that to happen, they 
would need to be 

freed up from other duties.” 

“One person to handle all global 
mobility for a company leaves 
the company and the function 
without a succession plan or 

knowledge resource.” 

“Increasing need to 
manage business travellers 

but don't have the 
resources.” 

“Staff [numbers are] added [to] 
by contractors and the team is 

approached for cross-border moves, 
immigration challenges…” 
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How many assignees does your organisation have worldwide? 

While organisations with small programmes of 50 assignees or 
fewer now appear to account for a smaller percentage here, 
those with populations over 2,000 have increased to 15% in 
this set of responses compared with 10.7% in 2017 and 9.3% 

in 2016. Before concluding that mobility programmes are 
expanding however, it is important to note that a significant 
number of the organisations taking part have been through an 
M&A process.

22.9%

12.9%

7.1%

4.3%

5%

4.3%

5.7%

5.7%

5%

2.1%

15%

Under 50

50–100

101–200

201–300

301–400

401–500

501–750

751–1,000

1,001–1,500

1,501–2,000

Over 2,000

Note: 10% did not say 
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the global mobility function

Our 2016 and 2017 MGMF surveys yielded exactly the same 
percentage of long-term assignees among our respondents 
at 44.01%, but this time, however, the figure has dropped 
down to 38%. Perhaps unsurprisingly, though, the percentage 

of short-term assignments has gone up from 23% in 2017 to 
29.7% in 2018 and extended business travel from 16.6% in 
2017 to 21.5% in 2018.

What percentages of your assignees fit the following types of assignment?

Has your organisation carried out a mobility policy review in the last 12 months?

21.5%

23.6%

16.9%

29.7%

33.4%

38%

Extended business travel

Foreign local hire policy

Commuter assignment

Short-term assignment

Local transfer

Long-term assignments

This is a new question for the survey, and it is noticable that more than half of respondents’ organisations (54.7%) have carried 
out a review of their policies in the last 12 months and that another 24.5% intend to do so in the next year.

Yes, we‘ve carried 
out a review in the 

last 12 months 

No, but we intend to 
carry out a review in the 

next 12 months

No, and we don’t intend 
to carry out a review in 

the next 12 months 

Don’t know

54.7%

24.5%

15.1%

5.7%

Note: Participants selected all that applied 
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outsourced services and specialisms

Organisations are increasingly looking to outsource services – particularly with the 
aim of achieving cost savings. This may also enable in-house professionals to focus 
on more strategic matters and management of the function.

Which of the following services are predominantly outsourced to a specialist third party?

While there is very little difference in the 
percentage of respondents’ organisations 
outsourcing key services such as tax and 
immigration over the last 12 months, the 
approach to other services has changed 

dramatically. For example, only 3.6% 
outsourced payroll in 2017, but this year, 
respondents report that 23.0% now do it. 
Conversely, the percentage outsourcing 
business travel management has almost 

halved since 2017 when it was 51.1% – it is 
now just 25.9% – something likely to impact 
on the global mobility team’s workload, as 
the responses to our question about global 
mobility resourcing show.

Outsourced Services 
and Specialisms

87.4%

79.3%

69.6%

68.9%

67.4%

59.3%

57.0%

54.8%

52.6%

51.1%

48.9%

45.9%

36.3%

33.3%

25.9%

23.7%

23.0%

21.5%

19.3%

11.9%

8.1%

3.7%

3.0 %

Tax

Immigration

Removals and Household Goods

Relocation / Destination Services

Cost of Living Data 

International Medical Cover

Serviced Accommodation 

Housing

Language Training

Intercultural Training

Schooling

Furniture Rental

Pet Relocation

Family Support

Business Travel

Expense Management

Payroll

Assignment and Vendor Management

Technology

Money Transfer

Risk Management

Other

None of the above 
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the global mobility function

Are you planning to change any of the following providers over the next 12 months?

While there is some appetite for changing providers for tax 
(19.1%) and immigration (19.1%) and relocation / destination 
services (20 .9%), this has barely changed from 2017. 

Overall, most seem reluctant to move (48.2%) which continues 
the trend from last year (52.0%).

48.2%

20.9%

19.1%

19.1%

8.2%

7.3%

6.4%

5.5%

5.5%

5.5%

4.5%

4.5%

4.5%

3.6%

3.6%

 2.7%

 2.7%

 2.7%

1.8%

1.8%

1.8%

1.8%

0 .9%

None of the below 

Relocation / Destination Services

Tax 

Immigration 

Removals and Household Goods 

Assignment and Vendor Management

Technology

Payroll 

Business Travel 

Other

Serviced Accommodation 

Expense Management 

Language Training 

Cost of Living Data 

Intercultural Training 

Family Support

Housing 

Schooling 

International Medical Cover 

Furniture Rental

Risk Management

Pet Relocation

Money Transfer
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outsourced services and specialisms

How do you manage vendor performance?

Interestingly, between 2016 and 2017 the trend appeared to 
be towards an informal approach; in 2017, 43% said that they 
didn’t conduct a formal survey and tended to rely on assignee 
and informal feedback – a figure that increased from 34.1% in 
2016.

Here, though, that appears to have been reversed: in 2018 
only 28.6% don’t conduct a formal survey and rely on assignee 
and informal feedback. Formal surveys are being conducted 
by 34.9% now, compared with 26.6% in 2017. Also remarkable 
is the fact that so few organisations seem to benchmark 
performance at just 1.6%.

34.9%

28.6%

19.8%

8.7%

6.3%

1.6%

We (ourselves) conduct a formal internal 
survey of assignee satisfaction 

We don’t conduct a formal survey but 
tend primarily to rely on assignee and 

informal feedback

We don’t conduct a survey but our 
vendors carry them out for us

We don’t manage vendor performance

Other, please specify

We benchmark levels of vendor 
satisfaction against other similar 

corporations on a formal basis 



When you go out to RFP, which of the following are involved in the process?

Clearly, there is little appetite (or time) for changing vendors 
more often than every three years, with almost every  
function being reviewed then. Although the Global Mobility 
Director is still most often involved in such decisions at 
75.6%, the involvement of Procurement has increased from 

58.4% in 2017 to 65.9% today, while HR’s say seems to  
have decreased from 44% last year to 34.1%, and legal 
counsel have increased their influence from 20.8% in 2017 
to 30.9% – one reason for this may be the new GDPR 
legislation.

None of the below 

Independent Consultants

Other

Line / Business Unit Managers

The VP Tax

 General Counsel / Legal 

The VP HR

 Procurement

The Global Mobility Director

4.1%

8.9%

8.9%

11.4%

15.4%

30.9%

34.1%

65.9%

75.6%

outsourced services and specialisms
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Tax, at 25.9% is top of the list here, with immigration at 18.8% 
and relocation/destination services at 18.8%, but this and the 
approach to almost all the other services show little change 
from the results of our 2017 report. One notable difference is in 

Technology services: in 2017, 8.6% planned to go out to RFP in 
the following 12 months; this year, 12.5% say they plan to do so 
– perhaps a reflection of the tremendous pace of technological 
change and the increasingly complex tasks and need for data.

What RFPs (if any) are you planning in the next 12 months?

33.9%

25.9%

18.8%

18.8%

12.5%

11.6%

8.0 %

7.1%

6.3%

5.4%

5.4%

5.4%

4.5%

4.5%

3.6%

3.6%

3.6%

3.6%

3.6%

2.7%

2.7%

1.8%

1.8%

None of the below 

Tax

Immigration 

Relocation/Destination Services 

Technology 

Removals and Household Goods

Assignment and Vendor Management 

International Medical Cover 

Intercultural Training 

Cost of Living Data

Serviced Accommodation

Family Support

Housing

Language Training 

Expense Management 

Schooling

Business Travel 

Furniture Rentals

Other

Payroll

Money Transfer

Risk Management 

Pet Relocation

24
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responding to global change

In 2016 we asked whether our respondents thought that Brexit would change the 
willingness of multinationals to do business in Britain (35% said YES, 30% said NO 
and 35% replied DON’T KNOW).  

In 2017 we broadened the question beyond Britain and the result was that 41.2% of 
our respondents said they were affected by international changes to some extent 
and 15.3% to a great extent, 27.5% to a minor extent and 16% thought that they 
were unaffected. 

This year, 10.3% report that geo-political changes have affected them to a great 
extent, 42.9% to some extent, 22.2% to a minor extent and 24.6% not at all.  

At first glance it would appear that there has been less impact, but this year, we also 
asked for some more detail and so we have included a sample of the answers we 
received below. 

To what extent have changes in the geo-political landscape affected your 
organisation’s international moves over the last 12 months? 

 To some extent

 To a minor extent

 Not at all

 To a great extent

22.2%

24.6%
10.3%

42.9%
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Why do you say this?

“Changing US policies and 
the implementation of EU 

GDPR have influenced  
our work.”

“Increase of local to local 
transfers due to the  

political and economic 
situation in Brazil.”

“In the Asia region we have more 
challenges from the business 

internally. Externally, we [have to] 
have more flexible arrangements 

compared to other regions, mainly 
due to the requirements of our 

clients, which are also affected by 
the geo-political conditions in many 

countries in Asia.”

“Challenging/
protectionist 

global immigration 
environment.”

“Changes in immigration and 
tax have impacted our ability 
to sponsor people in certain 
jurisdictions and have made 

relocations more expensive.”

“Immigration laws have changed, 
creating new challenges in bringing 
and securing talent from abroad.” 

“Ability to get  
work visas, 

particularly into  
the US.”

“Brexit.”

“Significant focus 
on moves into 

continental Europe 
due to Brexit. New 
relocation policies 

introduced based on 
Brexit-related moves.”

“Currency fluctuations.”

“Immigration  
issues to the US 
 and Germany.”

“Immigration into  
the US has become  
more challenging.”

“Immigration to the US 
caused few issues lately 
because of the stronger 

controls put in place by the 
Trump administration and 
fewer people wanting to 

move to the UK.”

“Greater growth  
outside US, higher  

growth outside  
UK in the EU.”

“Changes in  
immigration laws.”

“I don’t feel that there has been a 
significant change in moves over the 
last 12 months but over the last two 

to three years we have seen a drop in 
expat long-term moves and focus on 

commuting/extended business travellers. 
Brexit may be affecting the business by 
them waiting for final regulations to be 

released before making decisions on their 
mobile population.”

“Brexit has caused  
a significant review of our  

business as a whole and whilst  
it might not have greatly  

affected our ability to recruit  
right now, it will significantly 

 do so at a later stage.”

“US immigration 
changes have made 
visa extensions less 

predictable and 
administration more 

onerous.”

“Changes in immigration  
law or changes in practices 
associated with immigration  

are creating delays in processing  
and additional bureaucracy  

and confusion.”

“Brexit impacts the 
amount of families 
relocating to the 

Netherlands where we 
are based, so quite a few 
incoming private clients.”

“US immigration practices 
have significantly impacted 
the types of assignments 

we can support into the US. 
Our US inbound numbers 

are down noticeably. Brexit, 
however, has not had a 

significant impact on UK 
mobility activity yet.”

“Immigration requirements 
in many countries are 
changing (tighter) and 

it takes longer to obtain 
visas/work permits. We’ve 
also had visas denied for 
cases that normally would 
have not been denied.”
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SECTIOn heading here

Conclusion
It is impossible to conduct surveys 
such as these under strict laboratory 
conditions, so all results must be 
qualified and looked at in context, but 
at FEM we are always pleased to see 
so many members who take part year 
after year – as well, of course, thrilled to 
have contributions from individuals and 
organisations who are completely new 
to the forum. So, while we cannot claim 
an exact like-for-like snapshot of the 
industry from year to year, we can make 
some useful comparisons – and draw 
some conclusions from what we see.
 
As we noted in 2017, among those 
whose job title didn’t readily fit the 
traditional types, there was a marked 
increase in the number of respondents 
who, though working on the corporate 
side of global mobility, defined 
themselves as either ‘consultants’ or 
‘specialists’ and this has continued into 
2018. Again, while it appears to reflect 
an overall shift in the global working 
population towards self-employment, 
it is important to remember these 
changes may be as much about cost-
cutting as about entrepreneurship or 
choosing to be self-employed.

Among the more traditional roles, for 
a second year, there is a continuing 
slight decline in the number of ‘global’ 
heads of global mobility alongside an 
increase in the number who identified 
themselves as ‘regional’ heads. 
There have also been a few reversals 
of what looked like significant trends 
in 2016 and 2017. In 2016, 46% of 
the companies that responded were 
headquartered in North America, and 
2017 saw that figure drop to 29.5%. 
Now, in 2018 the percentage is back 
up to 41%. The UK has long been the 
headquarters for major multinationals, 
but this time the percentage based in 

Continental Europe has increased and 
has dropped slightly in the UK – we can 
only speculate, but the uncertainty over 
Brexit surely cannot be a coincidence. 
Another surprising change is that the 
share of participants’ organisations 
based in Australia, New Zealand and 
Asia have all dramatically decreased – 
now at 9% when combined compared 
with 25% in 2017. 

There also seems to have been a return 
to HR as a ‘home’ for global mobility, 
both in terms of where departments 
currently report and where GM 
professionals think they should report. 
In 2017, most thought global mobility 
should report to 'compensation and 
benefits/reward' with just under a 
quarter of our sample selecting HR 
as global mobility’s most suitable 
base. In this year’s survey, however, 
although 'compensation and benefits/
reward' is still chosen by 37.2% of 
the respondents, HR is now the clear 
favourite at 46.2%.
 
Last year when we asked about 
resourcing, the percentage who 
thought GM was adequately resourced 
had dropped from the previous 
year, but this time that figure has 
risen slightly to just over half our 
respondents. However, when we dug 
a little deeper we found that many 
who thought the function was properly 
resourced included a proviso that it is 
the case because they currently operate 
a small programme and so should their 
assignee population increase, more 
resources would be required. 

The section on outsourcing and 
vendor management revealed that 
there continues to be little appetite 
for major change. However, there are 
one or two notable exceptions: in 2017 

the percentage of our respondents 
outsourcing payroll was under 5% 
whereas this year the figure has 
grown to almost a quarter (23%). It 
looks too as if there is more interest 
in reviewing technology services and 
perhaps this reflects the incredible 
speed of change in this area and 
the need to keep pace. There is still 
movement in tax, immigration and 
relocation management but those 
percentages have remained at a 
steady level for three years. Business 
travel management was outsourced 
by just over half of our respondents in 
2017, but now only a quarter of this 
year’s cohort says it is outsourced. It is 
interesting then to note that the issue 
of dealing with increasingly complex 
and restrictive immigration regulations 
is adversely impacting on the workload 
of GM professionals and that in the 
more detailed answers given this was a 
common concern. 

Dealing with shifts in immigration, 
tax and trading regulations were 
all problems that were cited in our 
final question about the impact 
of geo-political changes. With the 
consequences of Brexit on the horizon 
and what seems an increasing move 
towards protectionism in all regions 
of the world, these issues are unlikely 
to go away anytime soon, but at 
such times it makes sense to pool 
knowledge, and so at FEM we can at 
least bring global mobility professionals 
together both face-to-face at our 
events, online via our website and social 
media and through reports such as this.

Once again, FEM is grateful to all those 
who took part and to our sponsors for 
generously supporting the research.
The Forum for Expatriate 
Management 2018
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Appendix A
Survey Participants
Accedo Broadband AB
ADP, LLC.
AECOM
Airswift 
AKA Hotel Residences
Akamai Technologies Inc
Albemarle Corporation
Allianz SE
Alstom
American Bureau of Shipping
American Express
ANZ
Arcadis
Arup
Aspen Insurance UK Limited
Avaloq Evolution AG
AVAtrade limited 
Avery Dennison
Aviva

BAE Systems
BAE Systems Inc.
BD
BearingPoint GmbH
BGRS
Bosch
Bridgestone EMEA
BridgeStreet

Cartus
CBD
Cerberus 
Chevron
Christian Aid
Cisco
CMIC Holdings Co. Ltd
Continental
CORT Destination Services
Crown World Mobility

Deloitte
Discovery, Inc.
Doosan Babcock Limited

E.ON
ecolab
Eindhoven University of 
Technology
Equinor
Ernst & Young
Evonik
Expat Management Group
ExpatsGuide Relocation Services
EY

F. Hoffmann-La Roche Ltd.
FALCONI Consultoria
FIS
Ford Motor Company
Formula Group
Fragomen LLP
Fresenius SE&Co.KGaA
FTI Consulting, Inc.
Fujitsu

gategroup
Gilead Sciences
Grant Thornton
Greenback Expat Tax Services

Halliburton
Harmony Relocation B.V.
Hasbro
HEINEKEN
HIMA Australia
HSBC
Huron Consulting Group Inc.

IBFD
Icunet AG 
Illinois Tool Works
International Benefits Network
International Rescue Committee
Intuit
IPM Global Mobility
Ironside

J O Hambro Capital  
Management ltd
Jetstar
JK Moving Services
JLT Group plc
Johns Hopkins International
Johnson & Johnson

Kelly Services Inc
King
Kingsley Napley

London Brazil Relocations
Macmahon
Macquarie
McDermott
Melexis
Micron Technology Inc
Monadelphous Group Limited
Moneymasternow

NEGIS, Inc.
Nestlé

Oakwood
Oceaneering International, Inc
Oriflame
Otis 

Paramount Transportation
Pearson
Philips Lighting
Publicis Groupe
Publicis Resources
PWCIB

Ramboll Denmark 
Relocation Africa
RELX Group
RHI Magnesita
Rowan Companies, Inc.
RWE Generation UK Plc

Saint-Gobain
SAP
School Choice International
Servicengine
Seven Ages Consulting
Shure Incorporated
Skyscanner
Standard Chartered Bank
Sterlite Power
Summit Mining International Inc.
Swiss Re

Tesco
The Expat Kids Club
The Visa Team USA
TheMIGroup, a Weichert 
Workfore Mobility Company
ThoughtWorks Ltd
ThoughtWorks Technologies
TomTom
Toyota Motor North America
TRC Global Mobilty

University of Oregon

Valiant TMS
Vertex Pharmaceuticals Inc
Virtusa
Vodafone
Volkswagen AG
V-Suites

Willemen Group
ZF Group NA
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appendix B
survey sponsors

Trusted tax and legal expertise 
worldwide   
Alliott Group/Global Mobility brings 
together carefully selected, medium-
sized tax and legal service providers 
in 150 cities across 65 countries 
worldwide.  

A world of services delivered by 
collaborative medium-sized firms  
Senior Global Mobility professionals 
managing mobility programmes in the 
EMEA, Americas, Asia and Australasian 
regions can count on the expertise, 
efficiency and collaborative approach 
provided by Alliott Group member 
professionals, many of whom have 
backgrounds working for Big Four firms 
Deloitte, EY, KPMG and PwC. So if you 
are looking for local experts working 
for medium-sized firms who will want 
to partner with you, look no further, we 
can help!    

Relax, we are on your side 
Outsourcing your tax and legal needs 
to Alliott Group members will add 
specialist technical expertise and 
greater efficiency to your global 
mobility programmes. It will bring 
peace of mind and enable you to 
focus on managing the global mobility 

function and your expatriate workforce 
with better results.   

How we can help you  
A strong, collaborative and close-knit 
international network of advisers across 
the world will provide straightforward 
advice before, during and after long/
short-term assignments or extended 
business travel. We will ensure advice in 
home and host countries is joined up, 
compliance is never in doubt, and cost-
efficiencies are maximised.   

The services we provide include 
tax, social security, immigration/
visas, employment law, commercial 
contracts advice, disputes, cross border 
pensions consulting, compliance and 
risk management and payroll. We can 
also make personal introductions on 
your behalf to local property agents, 
relocation specialists, banks, foreign 
exchange providers and intercultural 
training consultancies.  

Alliott Group/Global Mobility  
Contact: 
E: globalmobility@alliottgroup.net 
W: www.alliottgroup.net/globalmobility
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survey sponsors

Aon plc (NYSE:AON) is a leading global 
professional services firm providing a broad 
range of risk, retirement and health solutions. 
Our 50,000 colleagues in 120 countries empower 
results for clients by using proprietary data and 
analytics to deliver insights that reduce volatility 
and improve performance.

Aon delivers a variety of solutions to multinational 
companies and international organisations to enable 
them to manage benefits for their internationally 
mobile employees efficiently and effectively: 

•	 Fully outsourced delivery of international 
retirement and savings solutions 

•	 Complete benefits communication for transferring 
employees 

•	 Retirement and savings strategic design and 
implementation 

•	 Risk and medical benefit design, benchmarking 
and brokerage for international employees

Aon 
Contact: Helen Hatt 
T: +44 (0)7841 316972 
E: helen.hatt@aon.com 
W: www.aon.co.uk

Aon Hewitt Limited is authorised and regulated by the Financial 
Conduct Authority. 
Registered in England & Wales. Registered No: 4396810. 
Registered Office: The Aon Centre, The Leadenhall Building, 
122 Leadenhall Street, London EC3V 4AN

What are the savings and benefits challenges facing employers and 
their internationally mobile employees?

What do employees want? What do employers want?

Sensibly-priced and understandable 
solutions

Value for employees

Support with investment choices 
to understand the risks and make 
informed individual decisions

Reduced governance burden, 
supported by independent 
experts

Access to good-quality investment 
funds which react quickly to manager 
and market movements

Robust innovative investment 
options to drive better benefit 
outcomes for members

A clear, engaging and flexible 
member experience with a range of 
tools and support

Positive employee experience 
through strong customer service, 
education and support enhancing 
financial wellbeing

The knowledge that they are 
protected and their savings are 
secure and well managed by a 
reputable provider

Support with design and 
implementation of risk and 
medical benefits

This material does not constitute an offer or solicitation of a financial product or financial service in any jurisdiction where, or to any person to whom, it would be unauthorized or 
unlawful to do so. Any such prohibited offer or solicitation is void and Aon will disregard any communication received in respect thereof. This material is provided for informational 
purposes only and should not be construed as a specific investment recommendation or investment, financial, tax, legal or accounting advice.
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Oakwood®, a wholly owned 
subsidiary of Mapletree Investments, 
is the leading global accommodation 
solutions provider helping businesses 
and individual travellers be anywhere 
they need to be. With an extensive 
and flexible selection of move-
in ready furnished and serviced 
apartments, Oakwood has enabled 
thousands of companies to expand 
their reach to more customers and 
markets. The award-winning company 
continues investing in its exclusive 
and growing portfolio of Oakwood-
branded properties throughout the 
Americas, EMEA (Europe, the Middle 
East and Africa) and APAC (Asia 
Pacific) offering travellers a broad 
range of accommodation options 
from apartments with luxurious 
style and full amenities to sensible 
accommodation with modern 
essentials.

Oakwood Worldwide is based in  
Los Angeles with a Worldwide Sales  
and Service Centre in Phoenix  
and regional headquarters in London 
and Singapore.

Oakwood 
Contact: Christine Moore 
T: 310.444.2745 
E: cmoore1@oakwood.com 
W: Oakwood.com
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