The importance of
embedding mobility
in talent strategy

Workforce mobility holds the power to not only
drive business success, but to contribute to talent
development, retention and engagement.
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@ Introduction

Organizations seeking to strengthen their talent strategies are
increasingly turning to workforce mobility as a critical competitive
advantage. With globalization intensifying, skill shortages mounting,
and employee expectations evolving, strategic talent mobility is
essential for business resilience and success.

What do we really mean when we talk about mobility? Workforce
mobility refers to an organization's intentional movement of people,
whether between departments, geographical locations, and/or roles.
It's a form of organizational adaptation that expands access to talent
pools, supports employee satisfaction and engagement, helps drive
positive retention outcomes, and builds the agility to respond to
shifting market conditions. When mobility is successfully embedded
into a broader talent strategy, it creates growth opportunities for
both employees and the organizations they serve.
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Historically, mobility focused primarily on expatriate
assignments, which essentially meant moving senior

As businesses compete

executives and specialized talent to establish operations

for increasingly scarce or train others in new markets. While these traditional
i assignments remain valuable, the scope of workforce mobility
talent and Skl"S rObUSt has expanded significantly. Modern mobility programs now
’

encompass a diverse range of movement types, including

mOb'l'ty programs short-term assignments, rotational programs, permanent
serve as powerful tools one-way moves, cross-border commuters, extended business

. travelers, and increasingly, remote and hybrid arrangements.
for both attracting top
performers and

When we consider it in these broader contexts, the connection
between mobility and talent strategy has arguably never been

reta,'n,‘ng high_potent,'al stronger, or more important. Organizations that strategically
leverage employee movement across borders and business units
employees Who are create pathways for skill development, leadership preparation,

t. l k. th and knowledge transfer that static talent models simply cannot
active y see ’ng grow e replicate. As businesses compete for increasingly scarce talent
and skills, robust mobility programs serve as powerful tools for
both attracting top performers and retaining high-potential

employees who are actively seeking growth.
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@ The evolving workforce landscape

Several converging trends are reshaping how organizations approach workforce mobility today:

@ Globalization and market complexity

Globalization continues to expand and intensify with each
passing year, bolstered by technology that deepens the
interconnectedness of our world at both macro and micro
scales. We see everything from strengthening international
ties to remote or isolated locations now having more connection
with the rest of the world than they’ve ever had before. As
businesses expand into emerging markets and navigate
increasingly complex geopolitical environments, the need
for employees with cross-cultural competencies and global
business acumen has grown sharply. Organizations require
leaders who can understand local market nuances while
maintaining alignment with the more over-arching, global
strategic objectives.

@ The normalization of remote work

The widespread adoption of remote work has fundamentally
altered employee expectations around location flexibility. This
shift has created new mobility opportunities like “hand-raising”
volunteers, digital nomads, and hybrid arrangements, while also
raising complex questions about tax implications, employment
law compliance, and the preservation of organizational culture.
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@ Skill shortages and the war for talent

Critical skill gaps persist across industries, with particular
shortages in technology, data science, and specialized
technical roles. Strategic mobility programs enable
organizations to deploy scarce talent where it's needed most
while simultaneously developing broader skill sets within
their workforce. The ability to source talent beyond physical
borders—whether through relocation or remote work—has
become a meaningful differentiator in the war for talent.

@ Multigenerational workforce dynamics

With up to five generations working side by side,
organizations must address diverse expectations around
career development, work-life integration, and geographic
flexibility. Younger workers often prioritize international
experience and learning opportunities, while experienced
professionals bring invaluable institutional knowledge that
organizations must capture and transfer before it’s too late.
Mobility programs can serve both groups, offering
development pathways for emerging leaders while ensuring
experienced talent is retained and leveraged effectively.



The role of mobility leaders in organizational resilience

Global mobility professionals are increasingly recognized as strategic
advisors who help organizations navigate uncertainty and build
competitive advantage through talent movement.

These leaders often bridge HR, finance, legal, and business
operations to design mobility frameworks that balance employee
needs with business imperatives. Their expertise in compliance,
cultural integration, and change management positions them

as critical partners in organizational transformation, including
everything from new market expansions to mergers and acquisitions.

The most effective mobility leaders understand that their

role extends well beyond logistics coordination. They are
architects of talent experiences that directly impact employee
engagement, retention, organizational capability, and brand
reputation. By leveraging data analytics and employee feedback,
global mobility professionals continuously refine their approaches
to deliver measurable business value while supporting individual
career aspirations.
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3 Workforce mobility as
a talent strateqy pillar

Talent strategy is an organization's long-term plan to attract,
retain, and develop the right people, in an effort to build

a workforce that is in alignment with and fully capable of
advancing its overarching goals. Mobility is an important
catalyst for this strategy. It enables access to broader talent
pools, removes geographical limitations, and fosters internal
movement opportunities that can strengthen retention, foster
mentorships and boost organizational loyalty.

Keeping the best talent is just as important as recruiting it.
Mobility enables the creation of upward pathways into
leadership positions, fostering existing employees' professional
development goals while cultivating capabilities that align with
organizational objectives.
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Leadership development through global exposure

The world we are in now is operating at unprecedented levels of speed
and change. International assignments and cross-functional rotations
provide immersive learning experiences that accelerate leadership
readiness to keep pace. Employees who navigate different cultural
contexts, business environments, and organizational challenges
develop such critical competencies as:

Strategic thinking

Exposure to diverse markets and business models broadens
perspective and enhances decision-making

Cultural intelligence

Direct cross-cultural experience builds the empathy,
adaptability, and communication skills essential for leading

global teams

Change management

Relocating and adapting to new environments fosters
resilience and transferable change leadership capabilities
Problem-solving

Operating effectively in unfamiliar contexts builds creative
agility and resourcefulness
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Advancing Diversity, Equity, and Inclusion (DE&I)

Thoughtfully designed mobility programs can also actively support
DE&l goals by:

Expanding the talent pool beyond local markets to access

globally diverse candidates

Providing developmental opportunities for underrepresented
groups who may face advancement barriers in their home
locations

Building cultural competence and inclusive leadership
behaviors through cross-cultural experiences

Creating relationships and networks across geographic and
cultural boundaries

Diverse teams hold a distinct competitive advantage. Members from
varied backgrounds bring unique perspectives and insights that create
a more vigorous, innovative environment. When teams combine their
knowledge and experiences collaboratively, they consistently arrive at
more creative solutions.
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Cultivating a global mindset

Organizations with effective mobility programs develop a
workforce that thinks and acts globally while respecting local
norms and nuances. A global mindset requires viewing the
world through an interconnected lens, which translates into
understanding the intricacies of worldwide markets and
recognizing both the micro and macro implications of
behaviors and decisions. At the individual level, a global
mindset increases employability and professional resilience.
In a world where talent competition is global, understanding
cultural nuances, embracing collaboration, and committing to
continual learning are no longer optional, they're essential.

At the organizational level, teams that hold a global mindset
become more innovative. Research consistently shows that
diverse perspectives and collaborative problem-solving

lead to strategies and solutions that outperform competitors
who are rooted in a single location or culture. The result is a
workforce that thinks differently, acts decisively, and adapts
more fluidly.
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Actively cultivating global mindsets yields such tangible
organizational benefits as:

Cross-border collaboration

Employees with international experience facilitate knowledge
sharing and cooperation across geographies

Market understanding

Direct exposure to different markets creates authentic
insights that inform product development, consumer
behavior, marketing, and business strategy

Innovation acceleration

Diverse perspectives spark more creative problem-solving
than more homogonous groups, driving an important
competitive advantage

Organizational agility

A workforce comfortable with change enables faster
responses to market opportunities and threats - critical
abilities in our current environment
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Supporting business agility and continuity

Beyond individual development, mobility programs serve
critical operational functions. They enable organizations

to deploy specialized expertise to priority projects or new
market launches, ensure business continuity by building
bench strength across locations and functions, facilitate
knowledge transfer from experienced employees to growing
teams, and support succession planning by developing
high-potential talent.

The most successful organizations view mobility not as a
standalone function, but as an integrated component of
their broader talent strategy, and one that connects closely
with future planning, leadership development, performance
management, and employee experience initiatives.



O The tangible benefits of
strategic workforce mobility

Elaborating on section three, we see that organizations
executing mobility programs effectively realize significant
returns across multiple dimensions, including:

Enhanced skill-building and learning

Strategic mobility creates accelerated development pathways
that traditional training programs cannot replicate. Research
consistently demonstrates that international assignees
develop leadership competencies more rapidly than peers
who remain in their home locations. Let’s consider a scenario:
A pharmaceutical executive who spends three years leading
operations in Southeast Asia brings not only regional

market and consumer expertise, but also enhanced skills in
stakeholder management, cultural negotiation, and strategic
agility back to her company’s U.S. headquarters upon

return. She is much more likely to advance to a senior global
leadership role within a few years, following a trajectory that
can be directly attributed to her international experience.
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Organizations that leverage mobility for development consistently
report faster leadership pipeline fulfillment and broader business
acumen among their senior talent. Mobility also helps reduce
organizational inertia. Opportunities for career growth and forward
momentum keep employees engaged and contribute to overall job
satisfaction. The transfer of knowledge, particularly when an
employee transitions to a new team, location, or project, allows
organizations to increase productivity while retaining and building
on existing expertise.

Improved employee retention and engagement

Well-supported mobility programs meaningfully enhance retention.
Employees who receive positive mobility experiences demonstrate:

@ Higher engagement scores, as mobility signals genuine
organizational investment in their growth

@ Stronger organizational commitment, having developed
deeper connections across the business

@ Lower turnover rates compared to similarly positioned peers
who don't have an opportunity to participate in a move

When organizations meet the individual needs of their talent through
customized development pathways, tailored relocation support, and
meaningful international opportunities, the result is a stronger
alignment between employee and organization.



Competitive advantage through organizational capabilities

Strategic mobility programs deliver other competitive advantages that
extend well beyond individual development, too, such as—

@ Knowledge transfer and innovation - When employees move
across functions, geographies, or business units, they
organically carry knowledge, best practices, and relationships
with them and gain a better understanding of the new unit they
are working with. It’s a great way to accelerate learning and
drive innovation.

@ Market responsiveness - Organizations with mobile, adaptable
workforces can respond more quickly to rapidly evolving market
opportunities, competitive threats, and operational challenges.

@ Employer brand enhancement - Robust mobility programs
strengthen employer brand, particularly among high-potential
candidates seeking meaningful growth opportunities.

@ Cultural integration following M&As - Strategic employee
exchanges help integrate cultures, transfer knowledge, and
build relationships across previously separate organizations,
significantly improving merger and acquisition success rates.
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mobility does
ges. Understanding
dressing them effectively.

xity and cost pressures

inherently involves navigating complex

ry frameworks across multiple jurisdictions.
migration requirements, tax obligations, social security
coordination, and employment law compliance create
substantial administrative burdens. Missteps can carry serious
consequences, too, including financial penalties, operational
disruptions, and/or reputational damage.

Simultaneously, organizations face intense pressure to control
mobility costs. Traditional expatriate packages can

cost two to three times an employee's home salary when
housing, cost-of-living adjustments, tax equalization, and other
allowances are factored in. As mobility populations expand
beyond traditional expatriates, organizations must balance cost
containment with competitive packages that genuinely support
positive employee experiences.
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Geopolitical volatility and risk management

The current geopolitical landscape presents unprecedented
challenges for mobility leaders. Borders and territorial dynamics
continue to shift. Volatility creates uncertainty, and when
disruption increases, movement often follows—whether forced
or strategic.

Mobility professionals must remain attuned to geopolitical
developments to anticipate and prepare for potential shifts.
Being equipped to forecast possible scenarios is critical. Business
leaders may need to manage the relocation of existing talent,
prepare for new talent influxes in specific locations, or respond
to emergency circumstances that require rapid evacuation

or assignment changes. Developing clear processes and
well-considered contingency strategies allows organizations

to respond effectively when those situations arise.

At the same time, geopolitical diversification is becoming
increasingly prominent. Both individuals and organizations
are seeking greater stability through geographic and structural
diversification and establishing connections across multiple
jurisdictions as a strategy to reduce dependency on any given
region and strengthen resilience and long-term stability.
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ual experience

of reasonable customization
employees and organizations alike.
eeds are met, the organization sees higher
nt and stronger retention of top talent. However,
sistency can be difficult to maintain. With each package
customized, organizations must establish systems that ensure
equitable treatment while still allowing flexibility to thrive.
Consistency protects against perceived favoritism or bias,
particularly in the complex world of global mobility where
compensation, benefits, and allowances must follow defined
structures.

In a rapidly changing environment, it helps to view policies less
as rigid rules and more as frameworks that guide sound decision-
making while allowing for contextual judgment and a certain
amount of employee choice.
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® Strategies for overcoming
challenges and driving success

No matter what your industry or company size, there
are some common approaches to navigating the
complexities and delivering strategic mobility value.

Leveraging technology for efficiency and insight

Modern mobility technology platforms have evolved far beyond
basic case management systems. Today they enable automated
workflows, document management, customized reporting, and
vendor coordination. These capabilities reduce administrative
burden and free mobility teams to focus on strategic priorities
rather than transactional tasks.
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Key technology capabilities that drive value include:

@ Compliance management

Integrated systems track immigration requirements, tax
obligations, and regulatory deadlines across jurisdictions,
reducing risk through automated alerts

@ Cost visibility
Real-time cost tracking, forecasting, and analytics enable

better budget management and informed policy
decisions based on actual data

@ Enhanced employee experience

Self-service portals, mobile access, and customized
communication tools create transparency and
convenience for mobile employees and their families
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Deploying Al as a strategic enabler

Artificial intelligence is transforming mobility from a primarily
administrative function into a genuine strategic capability. Sterling
Lexicon research suggests that the adoption rates of Al specifically
for talent mobility may currently lag behind its use in other
business areas. That is expected to change rapidly, however, as HR
and IT functions become more integrated. Looking ahead, Al holds
the potential to help:

@ Optimize policy design
It can be used, together with human expertise, to analyze
cost and satisfaction data to identify the right balance
between employee experience and cost efficiency

@ Personalize experiences

Rapid absorption of large amounts of data can help
identify gaps and provide recommendations for needed
location-specific resources, cultural training, and support
services tailored to individual circumstances

@ Forecast talent needs

Predictive analytics can help identify future skill
requirements and suggest proactive mobility moves that
build organizational capabilities
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The key to successful technology implementation is viewing
systems not as replacements for human expertise, but as
enhancements to it. Technology handles routine tasks and
surfaces data-driven insights; mobility professionals focus

on relationship building, strategic advising, and complex
problem-solving.

Building strategic partnerships

Effective mobility programs require meaningful collaboration
across multiple stakeholders, including internally across HR, legal,
finance, and business units, and externally with service providers
who understand both the global picture and the local realities.
Organizations benefit most from partnerships that combine
global coordination capabilities with deep local market expertise.
Providers who truly understand local housing markets, school
systems, cultural norms, and regulatory nuances can make a
significant difference in the employee experience.
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Research suggests that organizations continue to place a heavy
reliance on permanent or one-way transfers. To be truly successful,
though, destination support that truly helps employees fully

integrate becomes increasingly important. Consider:

@ Local orientation programs that address specific cultural
adjustments

Housing guidance that reflects local market realities and
assignee / family preferences

@ School search assistance from professionals who know the
local education landscape and the family needs

Mentor and integration programs that connect newcomers
with relevant local networks
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Demonstrating strategic impact

Global assignments represent a significant financial investment, and
demonstrating their ROl is critical to securing ongoing organizational
support. To make the case effectively, mobility leaders should:

Define meaningful metrics that go beyond activity counts to
measures that show genuine business impact, considering things like:

@ Percentage of senior leaders with mobility experience

@ Retention rates for mobile populations vs. non-mobile peers
Time-to-productivity for employees in new locations
Employee engagement scores for mobile populations

Business outcomes for projects staffed or talent acquired

© © O

through strategic mobility
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. . . .
Quantltatlve data @ Tell compelling stories
Quantitative data matters, of course, but narratives
matters’ Of Course, create emotional connections that help stakeholders truly
but narratives Create understand mobility's strategic value. Specific examples of how

mobility programs enabled business wins, accelerated careers,

or solved critical talent challenges resonate in ways that

that help Stakeho‘ders spreadsheets alone do not.
truly understand

@ Connect mobility outcomes to business objectives
If your company is expanding into new markets, demonstrate
how strategic mobility accelerates that expansion. If leadership
development is a priority, show how international assignments

build critical executive capabilities.
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@ Benchmark regularly
External benchmarking ensures program competitiveness
while identifying improvement opportunities. Sharing that
data with stakeholders demonstrates program effectiveness

and builds credibility.

@ Invest in mobility for competitive advantage
The organizations that will thrive in an increasingly complex
global environment are those that view workforce mobility as
a valuable and strategic imperative rather than an operational
cost. As we've explored in detail here strategic mobility
programs deliver such measurable returns as accelerated
leadership development, enhanced retention, knowledge
transfer, and organizational agility, all things that directly

support long-term business success.

Overcoming challenges & driving success / 25 W

The organizations
that will in an
increasingly complex
global environment
are those that view

workforce mobility
asa

rather than an
operational cost.




The challenges are real, but so are the rewards. Compliance
complexity, cost pressures, and geopolitical uncertainty require
sophisticated approaches and ongoing vigilance. But organizations
that embed mobility support into their talent strategy - including
investing in mobility technology, building the right partnerships,
and clearly demonstrating business value position themselves for
sustained competitive advantage. The question facing business
and HR leaders today is not whether to invest in workforce
mobility, but how to maximize its impact. The most forward-
thinking organizations recognize that building a globally capable,
culturally intelligent, and adaptable workforce requires intentional
investment in mobility programs that develop talent while

enabling business agility.

As you evaluate your organization's approach,
consider this: Are you leveraging mobility as a
strategic tool for talent development and competitive
advantage—or treating it as a necessary cost of doing
business? The answer to that question may well
determine your organization's ability to compete for

talent and succeed in global markets.
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6 Conclusion

Ready to transform your approach to workforce mobility?

The teams at Sterling Lexicon and The People Mobility Alliance
are here to help you explore how strategic mobility programs
can strengthen your talent pipeline and drive measurable

business results.

Our combined expertise spans mobility program design,
technology implementation, compliance management, and
talent strategy—bringing together the global reach, local
knowledge, and strategic insight your organization needs
to maximize its return on mobility investment.

Conclusion / 27 w




About Sterling Lexicon

Sterling Lexicon works as a collaborative partner to deliver flexible, end-to-end relocation management services around
the world with a tailored, caring approach. We listen to and understand each client’s unique needs and leverage the

intersection of people, technology and services to deliver happy, productive people.

Whether clients are moving talent for a new office, managing global assignees or recruiting new people, a partnership

with Sterling Lexicon means they have integrated solutions designed to fit their business goals.

Discover the positive impact Sterling Lexicon can have

on global mobility programs at sterlinglexicon.com.

Contact Sterling Lexicon

Peter Sewell, Managing Director, EMEA & APAC
peter.sewell@sterlinglexicon.com

RELOCATION MANAGEMENT
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https://www.sterlinglexicon.com/
https://www.linkedin.com/in/peter-sewell-69333a6/
mailto:peter.sewell@sterlinglexicon.com

About the People Mobility Alliance

The People Mobility Alliance (PMA) is a strategic bridge between relocators and advisory firms — rooted in the core belief that
Global Mobility is, fundamentally, People Mobility. The PMA advises organizations on the strategic alignment of Global Mobility and
Talent Management, helping companies move beyond compliance-driven thinking toward people-centered, business-integrated
mobility strategy. Through the PMA Academy, the Alliance provides targeted reskilling and upskilling for Global Mobility
professionals — including programs on Al Enablement in Global Mobility — equipping practitioners and leaders with the

capabilities the field demands today and tomorrow.

Contact People Mobility Alliance

Stefan Remhof
Managing Partner
stefan.remhof@people-mobility.org

Amanda Goodfriend
Business Development & Learning Innovation Associate
amanda.goodfriend@people-mobility.org People

Mobility
Alliance
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