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Your Talent Strategy
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W H A T  I S  G L O B A L  M O B I L I T Y ?

A N  E N A B L E R  O F  G L O B A L  T A L E N T  D E P L O Y M E N T

S T R A T E G Y ,  P R O C E S S ,  G O V E R N A N C E ,  C O M M U N I C A T I O N

T H E  R I G H T  P E O P L E

Å Talent segmentation

Å Talent identification

Å Candidate profiles

Å Selection criteria

Å Selection process

I N  T H E  R I G H T  P L A C E S

A N D  R O L E S

Å Identification of need and locations

ÅCritical roles

Å Key skill requirements

P O L I C Y ,  P R O C E S S ,  H R  S E R V I C E  D E L I V E R Y ,  O U T S O U R C I N G  

A T  T H E  R I G H T  C O S T

ÅContracts and employment agreements

ÅRemuneration, benefits, and support

ÅRetention arrangements

Å Funding arrangements

ÅManagement of other related costs

F O R  T H E  R I G H T  L E N G T H  

O F  T I M E  A N D  R E S U L T S

Å Assignment purpose

Å Type and length of assignment

Å Assignment lifecycle management

Å Transition management
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T A L E N T  M A N A G E M E N T  P R I O R I T I E S

W E  A S K E D  H R  A B O U T  T H E I R  T O P  F I V E  T A L E N T  

M A N A G E M E N T  P R I O R I T I E S  F O R  2 0 1 8

41% 40% 39%

24%27%29%30%35%

36%38%

Developing 

leaders for 

succession

Building skills 

across the 

workforce

Attracting top talent 

externally

Supporting 

employeesô 

career growth

Identifying 

high 

potentials

Increasing employee 

engagement

Improving the 

onboarding 

experience

Optimizing 

performance 

management

Ensuring rewards 

competitiveness
Strategically 

moving talent 

internally

Source: Mercer Global Talent Trends  Study 2018
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T A L E N T  S T R A T E G Y

I S  M O B I L I T Y  A L I G N E D ?

B U Y

Purchase external talent 

through increased 

recruitment and future 

candidate engagement.

B U I L D

Develop talent from inside 

the organisation through 

increased training and 

development activities.

B O R R O W

Borrow or rent talent 

through contracting with 

agencies or consulting 

firms.

B I N D

Retain existing talent 

through improvements in 

the employee value 

proposition.

T R A N S F O R M

Use technology, a different 

way to organise work, and 

training/motivation to 

increase labour productivity

R E G R O U P

Change business strategy 

due to unavailable labour 

resources or prohibitive 

costs to implement
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T A L E N T  S E G M E N T A T I O N  A N D  T H E  B U S I N E S S  

C A S E  F O R  M O B I L I T Y

W H O  A N D  W H Y ?
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B U S I N E S S  V A L U E

S E A S O N E D  T E C H N I C A L  

E X P E R T S

Providing specialist skill/expertise to fill local gap or to 

complete a specific project/task

C A R E E R - B U I L D I N G  

V O L U N T E E R S

Intôl experience to fulfil personal objectives (opportunistic, 

employee-driven moves)

S T R A T E G I C  B U S I N E S S  

L E A D E R S / V I P s

Fill mission-critical roles and deliver 

specific, strategic business results

E M E R G I N G /

H I G H - P O T E N T I A L  T A L E N T

International learning/development to grow 

next generation of leaders
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G L O B A L  M O B I L I T Y  D R I V E R S

M A R K E T  P R A C T I C E

SOURCE: 2017 WORLDWIDE  SURVEY OF INTERNATIONAL ASSIGNMENT POLICIES AND PRACTICES  ïTRENDS AND METRICS 

51% 47% 42% 40% 36%49% 41% 43% 37% 40%

WORLDWIDEEUROPE

WHAT ARE THE PRIMARY REASONS WHY ORGANIZATION HAS 

EMPLOYEES ON INTERNATIONAL ASSIGNMENTS?
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C U R R E N T  P O L I C Y  T R E N D S

E U R O P E

53%

48%

48%

46%

42%

41%

40%

36%

28%

22%

19%

41%

43%

38%

40%

39%

24%

35%

25%

21%

17%

11%

SHORT-TERM ASSIGNMENTS

COMMUTERS

ONE-WAY TRANSFERS

LOCALLY HIRED FOREIGNERS

INTERNATIONALLY HIRED FOREIGNERS

EARLY-CAREER DEVELOPMENTAL/TRAINING 
ASSIGNMENTS

LONG-TERM ASSIGNMENTS

CAREER/LEADERSHIP DEVELOPMENT ASSIGNMENTS

EMPLOYEES ON ROTATIONAL ASSIGNMENTS

GLOBAL NOMADS/CAREER EXPATRIATES

CONTRACT EMPLOYEES

Expected increase in the next two years Increased in the last two years

SOURCE: MERCER 2017 WORLDWIDE  SURVEY OF INTERNATIONAL ASSIGNMENT POLICIES AND PRACTICES  ïTRENDS AND METRICS 



© MERCER 2018 10

G L O B A L  M O B I L I T Y  P O L I C Y  S E G M E N T A T I O N

P U R P O S E ,  D U R A T I O N  A N D / O R  G E O G R A P H Y

By purpose/impact Geographic segmentation

By duration/pattern

Strategic Assignments and Roles

Operational Assignments and Roles

Developmental Assignments and Hi-Po

Volunteer Assignments

Extended Biz 

Trips
Commuter Short-Term Long-Term

Permanent 

Transfer
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P O L I C Y  S E G M E N T A T I O N

M A R K E T  P R A C T I C E

L O N G  T E R M S H O R T  T E R M
P E R M A N E N T  

T R A N S F E R

C O M M U T E R S
F O R E I G N  L O C A L  

H I R E S
D E V E L O P M E N T A L

P R O J E C T  

A S S I G N M E N T
I N T R A - R E G I O N A L R O T A T I O N A L

S T R A T E G I C G L O B A L  N O M A D
E M P L O Y E E -

I N I T I A T E D

Most prevalent assignment policy types according to Mercerôs 2017 Worldwide International Assignment Policies and Practices Survey.
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J U S T I F Y I N G A N  I N T E R N A T I O N A L  M O V E

B U I L D I N G  A  B U S I N E S S  C A S E

The decision to support an international assignment should be justified by a business 

case before a candidate is selected.

A business case should address the following criteria, and be documented in writing 

as part of the assignment approval process: 

PURPOSE

ÅWhat specifically 

is to be 

achieved?

TIMEFRAME

ÅHow long will 

the assignment 

need to last 

to achieve 

its purpose?

SKILLS AND 
ATTRIBUTES

ÅWhat are 

the role 

requirements ?

ÅWhat 

competencies/ 

experience are 

required to make 

the assignment 

a success?

SKILL 
AVAILABILITY 

ÅAre the skills 

required for 

the role 

available in the 

host 

organisation 

or local market 

more generally?

SUCCESSION 
PLAN

ÅWhat is the 

succession plan 

for this role 

at the end of 

the assignment 

period?

ÅOnce a 

candidate is 

identified, what 

are the 

consequences 

for the home 

business if the 

assignment 

proceeds?

COST1

ÅHow much will 

the assignment 

cost in total?

ÅWhat justification 

exists for 

incurring the 

additional cost?

ROI1

ÅWhat is the 

return-on-

investment 

proposition for 

this assignment?

1. These criteria will likely not be able to be finalised until a candidate is selected
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G L O B A L  M O B I L I T Y  M A N A G E M E N T

A S S I G N M E N T  L I F E C Y C L E

P R E - A S S I G N M E N T

P L A N N I N G  A N D  C O M P L I A N C E

P R E - A S S I G N M E N T

L O G I S T I C S

P R E - A S S I G N M E N T

C O N F I R M A T I O N
O N  A S S I G N M E N T

O N G O I N G  S U P P O R T

Å3ï6 months prior to the end of a long-term assignment 

extension/repatriation/localisation/sequential assignment 

planning commence.

ÅTalent management and relocation considerations 

addressed.

3ï4 months prior to intended assignment start date:

ÅCandidate selection.

ÅAssignment costings, tax planning, and visa/work permit. 

ÅInitial offer discussion.

6ï8 weeks prior to intended assignment start date:

ÅFinal offer signed off. 

ÅRelocation support and other transactional services initiated.

ÅPre-assignment visit, if appropriate.

2ï4 weeks prior to intended assignment start date 

(and/or on confirmation of visa grant):

ÅFinal notifications issued to service providers.

ÅPayroll instructions in home and host issued, effective the 

assignment start date.

ÅRegular formal contact maintained with the assignee 

throughout the assignment.

ÅCareer management and compensation reviews; 

additional communication.

ÅOngoing tracking, reporting and compliance monitoring. 

P O S T - A S S I G N M E N T

M O N I T O R I N G  A N D  C O M P L I A N C E

ÅReturn on investment assessed.

ÅPost-assignment performance/retention/career              

progression monitored.

ÅOutstanding compliance obligations closed. 

E N D  O F  A S S I G N M E N T

C O M P L E T I O N
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Á Threat inside the Bubble

Á Digital exposure& Vulnerability

Á Implications & Solutions

AGENDA
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BUILD & SECURE YOUR 
BUBBLE
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