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13 INSIDER SECRETS

TO REDESIGNING YOUR
RELOCATION AND TALENT
MOBILITY POLICIES



13 INSIDER SECRETS TO REDESIGNING YOUR
RELOCATION AND TALENT MOBILITY POLICIES

When redesigning relocation and talent mobility policies, HR and talent mobility practitioners
should ask a variety of questions to ensure efficacy and alignment with organisational goals

and employee needs.

Here are 13 key questions you should consider:

What are the organisational objectives and talent strategies?

Organisational objectives and talent
strategies serve as guiding principles that
shape an organisation’s approach to talent
management, development, and growth.
Understanding these objectives and
strategies is fundamental for designing
effective mobility policies that align with
and contribute to the organisation’s
overarching goals.

Organisational objectives encompass the
broader aspirations, targets, and priorities
that drive the organisation’s mission and
vision. These objectives may include
expanding into new markets, increasing
market share, driving innovation, or
improving operational efficiency.

Mobility policies must be designed to
support these objectives by facilitating

the movement of talent to where it is most
needed, whether that involves deploying
employees to new locations, transferring
them between departments or functions,
or developing their skills to meet evolving
business needs.

Talent strategies outline the organisation’s
approach to acquiring, developing, and
retaining talent to achieve its objectives.
These strategies may include initiatives such
as talent acquisition, succession planning,
leadership development, and diversity and
inclusion programs.

Mobility policies should be aligned with
these strategies to ensure their successful
implementation, while enhancing

employee experience - providing
opportunities for employees to gain new
experiences, develop new skills, and advance
their careers within the organisation.

By understanding the organisation’s
long-term goals and talent needs, HR

and talent management teams can design
mobility policies that are strategic,
targeted, and support the organisation’s
overall direction. These policies can then
effectively leverage talent mobility as a
tool for driving business success, fostering
employee development, and maintaining a
competitive edge in the marketplace.
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What are the current pain points and areas for improvement in the

existing mobility policies?

Current mobility policies may face various
pain points and areas for improvement that
hinder their effectiveness and impact on both
employees and the organisation. ldentifying
and addressing these pain points is crucial
for optimising mobility policies, enhancing
the employee experience, and maximising
the strategic impact of talent mobility on
organisational success.

Common pain points include:

A lack of flexibility in policy design

This may fail to accommodate the diverse
needs and preferences of employees.
Rigidity in policies can lead to dissatisfaction
among employees who feel constrained by
one-size-fits-all approaches that do not
account for their individual circumstances

or career aspirations.

The administrative burden associated with
mobility processes

This might include cumbersome paperwork,
lengthy approval processes, and logistical
challenges. These administrative tasks can
be time-consuming and resource-intensive,
detracting from HR and management’s
ability to focus on strategic talent
management initiatives.

Inadequate support for employees and their
families

Insufficient support during mobility
assignments, for relocation logistics, cultural
adaptation, and spouse/partner employment
can increase stress and anxiety for
employees, impacting their performance

and overall well-being.

Lack of transparency and communication
Ambiguity throughout the mobility process
can lead to confusion, uncertainty, and
distrust among employees. Clear and
consistent communication is essential for
keeping employees informed and engaged,
addressing their concerns and fostering
trust in the organisation’s mobility policies.

By listening to employee feedback,
conducting regular policy reviews, and
implementing targeted improvements,
organisations can overcome these challenges
and build mobility programs that effectively
support talent development, retention, and
business objectives.
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What types of mobility are needed (e.g., global, lateral, vertical)?

In the modern workplace, a variety of
mobility types are essential to meet the
diverse needs of organisations and
employees, each serving distinct purposes
and contributing to overall organisational
success.

Global mobility, involving the relocation
of employees across international borders,
is crucial for multinational corporations
expanding their global footprint, fostering
cultural exchange, and leveraging diverse
perspectives to drive innovation and
competitiveness in a globalised economy:.
It facilitates knowledge transfer, enhances
cross-cultural collaboration, and enables
organisations to access talent pools
worldwide.

Lateral mobility, encompassing movement
within the same level or function of the
organisation, is equally vital for promoting
employee development, preventing
stagnation, and fostering a culture of
continuous learning and skill diversification.

It allows employees to explore different roles,

departments, or projects, gaining valuable
experiences and perspectives that enrich
their professional growth and contribute to
organisational agility.

Vertical mobility involves upward movement
within the organisational hierarchy,

providing employees with opportunities

for career advancement, increased
responsibilities, and leadership development.
Vertical mobility ensures a pipeline of talent,
enhances employee engagement and
retention, and enables organisations to
nurture and retain top performers.

Overall, offering a diverse range of mobility
opportunities is essential for attracting,
developing, and retaining talent, fostering
innovation, and maintaining a competitive
edge in today’s dynamic business
environment. It promotes employee
engagement, drives organisational growth
and adaptability, and positions organisations
for long-term success in an increasingly
interconnected and rapidly evolving global
marketplace.
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How will talent mobility policies
align with career development
and succession planning?

Integrating mobility with career progression
and succession planning ensures a strategic
approach to talent management.

Mobility should be viewed as a critical tool
for developing employees, building
leadership pipelines, and ensuring the
long-term success of the organisation.

By integrating mobility with career
development and succession planning, HR
and talent mobility practitioners can identify
high-potential employees, provide them with
opportunities to gain valuable experience
and skills through mobility assignments, and
prepare them for future leadership roles.

Without this alignment, mobility efforts may
be disconnected from broader talent
management strategies, leading to missed
opportunities for employee growth and

organisational success.




How will the organisation assess and select candidates for mobility

opportunities?

Establishing clear criteria and processes

for selecting candidates for mobility
opportunities is essential for ensuring
fairness, transparency, and alignment with
organisational objectives. These criteria

and processes should be carefully designed
to identify employees who possess the
necessary skills, competencies, and potential
to succeed in the mobility assignment while
also considering the organisation’s strategic
priorities and the individual needs and
aspirations of the candidates.

Criteria might include performance history,
leadership potential, cultural fit, language
proficiency, and willingness to relocate.

One approach to assessing and selecting
candidates for mobility opportunities is to
establish a formal nomination and evaluation
process involving multiple stakeholders,
including HR, managers, and senior
leadership.

Additionally, organisations may consider
conducting assessments or interviews to
evaluate candidates’ suitability for the
specific requirements of the mobility
assignment.

Moreover, organisations should strive to
ensure transparency and fairness throughout
the selection process by clearly
communicating the criteria, expectations,
and decision-making criteria to all
candidates. Providing feedback to
candidates who are not selected for mobility
opportunities can also help to promote
transparency and maintain employee morale.

By establishing clear criteria and processes
for selecting candidates, organisations can
make informed decisions that are aligned
with their strategic goals, promote talent
development and retention, and foster a
culture of fairness and inclusivity.
Additionally, a well-defined selection
process can help to mitigate biases and
ensure that mobility opportunities are
accessible to all qualified employees,
regardless of background or identity.
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What impact will mobility policies have on diversity, equity,

and inclusion initiatives?

Evaluating how mobility policies affect
diversity and inclusion goals helps to create
equitable opportunities for all employees.

Mobility policies promote diversity by
providing employees from

underrepresented groups with access to new
opportunities, experiences, and career paths.
By offering mobility opportunities to a
diverse range of employees, organisations
can broaden the talent pool, increase
representation at all levels, and foster a

more inclusive work environment.

Mobility policies contribute to equity by
ensuring fair and transparent access to
mobility opportunities for all employees,
regardless of background or identity. By
establishing clear criteria and processes
for selecting candidates for mobility

assignments, organisations can minimise bias
and create a level playing field for all
employees to pursue career advancement
through mobility.

Mobility policies support inclusion by
accommodating the unique needs and
preferences of diverse employees during
mobility assignments. This may include
providing support for family members,
offering cultural sensitivity training, and
ensuring accessibility for employees with
disabilities. By prioritising inclusion in
mobility policies, organisations can create
environments where all employees feel
valued, respected, and supported throughout
their mobility journeys.

By proactively addressing potential barriers
and inequities in mobility processes,
organisations can create equitable
opportunities for all employees to thrive
and contribute to organisational success.
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What role will technology play in facilitating mobility processes?

In the modern workplace, technology

plays a pivotal role in facilitating mobility
processes. Leveraging technology solutions
such as mobility platforms and data analytics
can streamline numerous aspects of mobility
management, from initial candidate selection
to post-assignment support.

Mobility platforms provide centralised
systems for managing mobility assignments,
allowing HR and talent mobility practitioners
to track and coordinate all aspects of the
process, including candidate profiles,
assignment details, relocation logistics,

and compliance requirements.

These platforms often offer features such

as automated workflows, document
management, and communication tools,
which enhance efficiency and accuracy
while reducing administrative burdens.

Data analytics capabilities integrated into
mobility platforms enable organisations to
gather and analyse data related to mobility
trends, costs, and outcomes. By leveraging
data-driven insights, HR and talent mobility
practitioners can make more informed
decisions regarding mobility strategies,
resource allocation and policy adjustments.
For example, analysing historical mobility
data can identify patterns in successful
assignment outcomes, informing future
assignment planning and candidate selection
criteria. Moreover, data analytics can help
organisations assess the return on
investment (ROI) of mobility initiatives,
measuring factors such as employee
performance, retention, and career
progression post-assignment.

Overall, technology-enabled mobility
processes offer many benefits, including
increased efficiency, enhanced
decision-making, improved transparency

and better employee experiences.
Embracing technology solutions empowers
organisations to adapt to the evolving nature
of talent mobility, optimise resource
utilisation and drive strategic outcomes.
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How will performance metrics and success criteria be defined

for mobility assignments?

Defining performance metrics and success
criteria for mobility assignments is essential
for evaluating the effectiveness and impact
of such initiatives on both the organisation
and the employees involved. These metrics
and criteria should be carefully selected to
align with the overarching goals and
objectives of the mobility program, as well as
the specific outcomes desired from individual
assignments.

Performance metrics for mobility
assignments may include factors such as
job performance ratings, skill development,
cultural adaptation, knowledge transfer, and
achievement of assignment objectives. These
metrics provide quantitative and qualitative
insights into the extent to which employees
are meeting expectations and deriving value
from their mobility experiences.

For example, job performance ratings can
assess how effectively employees are
fulfilling their roles during the assignment,
while skill development metrics can track
the acquisition of new competencies and
capabilities.

Success criteria may encompass broader
organisational objectives, such as talent
retention, diversity initiatives, and business
impact. For instance, organisations may
track metrics related to the retention rates
of employees who have completed mobility
assignments, the percentage of diverse
candidates participating in mobility
programs, or the contribution of mobility
initiatives to revenue growth or market
expansion.

By defining clear performance metrics and
success criteria, organisations can measure
the return on investment of mobility
assignments, identify areas for improvement,
and make data-driven decisions to optimise
future mobility strategies. Moreover,
transparent communication of these metrics
fosters accountability, alignment with
organisational goals, and a culture of
continuous improvement and learning within
the organisation.
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What are the potential legal and compliance considerations related to
mobility (e.g., immigration, tax implications)?

Ensuring compliance with relevant legal and
regulatory requirements is paramount when
implementing mobility programs to mitigate
potential legal risks and liabilities. Several
legal and compliance considerations must
be taken into account, including immigration
laws, tax implications, employment
regulations, and data protection laws.

Immigration laws vary widely across
countries and regions and dictate the
eligibility criteria, visa requirements, and
duration of stay for foreign workers. Failure
to comply with immigration laws can result
in deportation, fines, or even legal sanctions
for both the organisation and the affected
employees. Therefore, organisations must
ensure that employees obtain the necessary
visas or work permits before embarking on
international assignments and comply with
all reporting and documentation
requirements.

Tax implications associated with mobility
assignments can be complex and
multifaceted, involving issues such as tax
residency, withholding taxes, social security
contributions, and tax equalization.
Organisations must navigate these tax
considerations diligently to avoid potential
tax liabilities for both the organisation and
the employees involved in mobility
assignments.

Employment regulations such as labour
laws, collective bargaining agreements, and
discrimination laws, may vary across
jurisdictions and impact various aspects of
mobility programs, including employment
contracts, working conditions, and employee
rights. Non-compliance with these
regulations can lead to legal disputes,
reputational damage, and financial penalties.

Data protection laws such as the General
Data Protection Regulation (GDPR) in the
European Union impose strict requirements
on the processing and transfer of personal
data, including employee information, during
mobility assignments. Organisations must
ensure that they adhere to data protection
laws when collecting, storing, and
transferring employee data across borders
to protect individuals’ privacy rights.

Addressing legal and compliance
considerations related to mobility is essential
for safeguarding the organisation’s
reputation, mitigating legal risks, and
ensuring the well-being and rights of
employees involved in mobility programs.
Organisations should seek legal counsel and
implement robust compliance processes to
navigate the complex legal landscape
associated with mobility effectively.
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How will the organisation support spouse/partner employment

and family needs?

Supporting the employment and addressing
the needs of employees’ spouses/partners
and families is crucial for ensuring the
success and well-being of employees and
their families. Recognising that family
considerations often play a significant role
in employees’ decisions regarding mobility,
organisations should offer comprehensive
support programs tailored to the unique
needs of accompanying family members.

Spouse/partner employment support
may include assistance with job search
resources, networking opportunities, and
career counselling services in the new
location. Partnering with local employment
agencies, hosting job fairs, or offering access
to online job boards and professional
development resources are some tactics
that could be considered. Additionally,
organisations can facilitate spousal/partner
employment by establishing connections
with local businesses and employers to
identify potential job opportunities.

Employee family support may include
assistance with childcare, schooling,
healthcare, and cultural integration. This may
involve offering information and resources
about local schools, healthcare providers,
and community services, as well as providing
language classes and cultural orientation
programs to help families acclimate to their
new environment.

By offering comprehensive support for
spouse/partner employment and family
needs, organisations can enhance overall
satisfaction among employees and their

families, reduce stress and anxiety associated
with mobility transitions, and minimise
potential barriers to mobility. Moreover,
supporting employees’ families demonstrates
the organisation’s commitment to employee
well-being, strengthens employee loyalty and
retention, and contributes to the overall
success of mobility assignments.
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How will communication and transparency be maintained throughout

the mobility process?

Maintaining communication and
transparency throughout the mobility
process is essential for ensuring a smooth
and successful transition for employees and
their families. Effective communication
fosters trust, reduces uncertainty, and
enhances employee engagement by keeping
all stakeholders informed and involved in the
mobility process.

Provision of clear and timely information
about the mobility assignment, including the
reasons for the assignment, the expected
duration, the location, and the roles and
responsibilities involved is crucial. This helps
employees and their families understand
what to expect and prepares them for the
upcoming changes.

Multiple channels for communication should
be established, including regular updates via
email, video conferences, intranet portals,
and dedicated communication platforms.
This allows employees to access information
easily and provides opportunities for
two-way communication, where employees
can ask questions, share concerns, and
provide feedback throughout the mobility
process.

Transparency is equally important, as it
builds credibility and fosters a culture of
openness within the organisation.
Organisations should be transparent

about the selection criteria for mobility
assignments, the decision-making process,
and any potential challenges or risks
associated with the assignment. Additionally,
organisations should provide regular updates

on the progress of the mobility assignment,
including milestones achieved, changes in
plans, and any support or resources available
to employees and their families.

By maintaining communication and
transparency throughout the mobility
process, organisations can build trust, reduce
anxiety, and increase employee satisfaction.
Effective communication ensures that
employees feel valued and supported
throughout the transition, ultimately leading
to a more successful mobility experience for
both the employees and the organisation.
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What strategies are in place for reintegration and career progression

post-mobility?

Ensuring smooth reintegration and
facilitating career progression

post-mobility are crucial components of
effective talent management strategies.

To achieve this, organisations implement
various strategies tailored to support
employees’ transition back into their home
roles and environments while facilitating their
continued growth and advancement within
the organisation.

Comprehensive reintegration support
programs help ensure retention
post-assignment. These may include
structured reorientation programs,
mentorship opportunities, and ongoing
communication and support from HR and
managers. These programs help employees
readjust to their previous roles and
environments, address any challenges or
concerns they may face upon their return,
and ensure a seamless transition back into
the organisation.

Pathways for career advancement
post-mobility are another key consideration.
By identifying opportunities for promotion,
lateral moves, or special projects that
leverage the skills, experiences, and networks
gained during the mobility assignment,
organisations can help ensure job satisfaction
post-assignment. This may involve providing
career development resources, such as
training, coaching, and networking
opportunities, to help employees capitalize
on their mobility experiences and achieve
their long-term career goals within the
organisation.

Fostering a culture that values and
recognises the contributions of returning
expatriates is essential for maintaining
employee engagement and morale.
Recognising the achievements and
experiences gained during mobility
assignments, both formally and informally,
reinforces employees’ sense of value and
belonging within the organisation, motivating
them to continue contributing their skills and
expertise to the organisation’s success.

By implementing effective reintegration and
career progression strategies, organisations
can retain top talent, capitalize on the skills
and experiences gained during mobility
assignments, and foster a culture of
continuous growth and development that
benefits both employees and the
organisation as a whole.
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How will the organisation measure the return on investment

of mobility initiatives?

Measuring the return on investment (ROI)
of mobility initiatives is essential for
assessing their effectiveness, optimising
resource allocation, and demonstrating
their value to stakeholders. To measure ROI,
organisations must establish clear metrics
and develop mechanisms for collecting,
analysing and interpreting relevant data
throughout the mobility lifecycle.

Metrics may include tangible benefits of
mobility initiatives, such as increased
revenue, cost savings, productivity gains, and
talent retention. For example, organisations
can track the financial impact of mobility
assignments by comparing the performance
of mobile employees to non-mobile
employees in terms of sales revenue,
customer satisfaction, or market expansion.

In addition to tangible benefits,
organisations should also consider the
intangible benefits of mobility initiatives,
such as enhanced employee development,
knowledge transfer, cultural competence,
and leadership development. While these
benefits may be more challenging to
quantify, organisations can use qualitative
data, such as employee feedback, surveys,
and performance evaluations, to assess their
Impact.

Costs should be compared with benefits to
calculate the net ROI. The costs associated
with mobility initiatives may include
relocation expenses and expatriate
compensation packages, and all
administrative overheads should be factored
in as well. Calculating the net ROl enables
organisations to evaluate the true value and
cost-effectiveness of mobility programs, and
identify areas for optimisation or resource
reallocation.

By developing mechanisms to measure RO,
organisations can make data-driven
decisions, refine mobility policies, and
demonstrate the value of mobility initiatives
to stakeholders. Effective ROl measurement
not only helps organisations maximise the
impact of mobility investments, but also
reinforces their strategic focus on talent
development, global competitiveness, and
organisational success.
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Want to know more?

Whether you're redesigning your relocation
policy, reviewing your talent mobility
framework, or seeking strategies to reduce
costs and enhance the effectiveness of your
organisation’s global workforce management
program, TEMi provides the resources and
community you need to succeed.

Find a trusted adviser to help you write
a program

If you're searching for solutions to enhance
your talent mobility program, reach out and
talk to TEMI’s trusted business partners to find
out how they can help you achieve your goals.
Search for accredited vendors at
www.temitalent.com.au/our-partners

Become a TEMi Talent Member

When you join the TEMi Talent program you
gain access to exclusive masterclasses, courses,
networking events, and webinars designed to
help you tackle the challenges of talent
mobility head-on and keep you up-to-date with
current practices, trends and benchmarking.
Our program offers a supportive environment
where HR and talent mobility practitioners can

come together to learn from industry experts
and share best practices.
Come along - join the TEMI Talent Tribe.

Receive one month free with an annual
membership, with the code EBOOKSPECIAL

at www.temitalent.com.au/membership
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