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ALL CHANGE? 
GLOBAL MOBILITY’S 
ROLE TOWARDS 2020

In this White Paper Santa Fe assess the on-going debate about the 
role of global mobility within organisations; should they aim to be 
more strategic, and if so how should they go about doing so? We 
draw from both the RES Forum Annual Report 2015 and Santa Fe 
Global Mobility Survey 2014 and 2015 and in addition, other industry 
research and sources as well as academic research. 
The aim is to end the debate and to demonstrate a definitive way forward for Mobility Professionals to 
prepare themselves and their GM functions for the future in an ever changing and unpredictable industry. 
We achieve this by guiding professionals using research findings throughout the report, culminating in a 
suggested 10 point ‘future proof’ action plan.

Introduction

The debate on the role of global mobility and its links with Talent, Reward and business requirements are 
well trodden paths.

‘HR and Global Mobility need to adopt a more strategic role if they are to be credible with their 
Leadership’ are the headlines from a wide variety of reports, articles and research by academia, 
professional service firms and global mobility organisations. 

In our experience of working with global companies in Australia, Asia, Africa, Europe and the US the 
over-arching theme from practioners is the need to be able to create and demonstrate incremental value to 
their organisation through hard data and be increasingly visible in the decision making process of talent 
selection, engagement and retention for their internationally mobile employee population.

It is evident that the threats, challenges and opportunities for organisations have far greater commonality 
than we had originally expected. 



ALL CHANGE? GLOBAL MOBILITY’S ROLE TOWARDS 2020

Page 2  |  Copyright © Santa Fe Consulting Services 2016 www.santaferelo.com

MARCH 2016

In the Santa Fe 2015 White Paper ‘Global Mobility – A Competitive Advantage for International Business’, 
four key success factors for global mobility were identified; 

Success factor 1. 

The global mobility programme must be focused on business drivers.  

Success factor 2.

The global mobility programme has to respond to the needs and preferences of individuals 
in the organisation.

Success factor 3.

The need for global mobility programmes to be flexible and responsive. 

Success Factor 4.

The Global Mobility programme needs to be able to demonstrate Return on Investment (ROI).

These four success factors remain significant but the ability to capitalise on these opportunities remain firmly 
predicated on the internal and external pressures facing the organisation.

1. The RES Forum Annual Report 2015 – Strategic Global Mobility & The Talent 
Management Conundrum

In the RES Forum’s 2015 Annual Reporti authored by Professor Michael Dickmann of The Cranfield 
University School of Management, an over-arching theme was the recognition that international employee 
mobility, management of employee mobility programmes and the movement of talent itself is a bit of a 
complex jigsaw puzzle, where the answers can seem simple but the parts do not often seem to fit together; 
something of a “Talent Management Conundrum” as the report title suggests.

On the face of it the answer to solving this conundrum is simple.  
As a mobility professional, you should:

• Master competency in four key areas of expertise that Professor Dickmann recognised in the 2014 
Annual Report: 

• Strategic Advisor

• Global Talent Manager

• Expert on due diligence

• Global people effectiveness expert

• Slot your function into a David Ulrich HR model (Prof. David Ulrich)

• Invest in technology and some assignment KPIs linked to performance measurement and return on 
investment

• And before you are done, throw in some diagnostic/consulting skills just to round things off

“Et voila!” you have the perfect mobility model and function, partnering effortlessly with the business and 
supporting it in moving global talent across borders. If only life were that simple.

Fig. 1 Illustrating the four areas of mastery for Global Mobility

Source: Dickmann 2015, 
RES Forum Annual Report 

2015.



ALL CHANGE? GLOBAL MOBILITY’S ROLE TOWARDS 2020

Page 3  |  Copyright © Santa Fe Consulting Services 2016 www.santaferelo.com

MARCH 2016

The report findings, highlighted below in Figure 2, clearly illustrate that while practitioners aspire to have 
mastery in all four competencies, they are, in the same practitioner’s opinions, most valued and most 
comfortable in one area in particular. This is what Professor Dickmann calls ‘expert in due diligence’. This 
expertise it can be argued, extends beyond diligence expertise to specialist compliance knowledge in tax, 
immigration and payroll.

In addition when practitioners were asked what their companies most value in the mobility function, ‘expert 
in due diligence’ appears to be what is valued most by management. So what is more important? Alignment 
with what is most valued by the business, or the mobility function creating a different type of value to the 
organisation through doing things beyond providing diligence expertise? The answer most definitely sits with 
the latter. Why?

Fig 2. Illustrating the difference in value perception by GM leaders and their Business colleagues

A recent study by researchers at Oxford University and Deloitteii which featured on the BBC’s news website 
asked, “Will a robot take your job?” Their research indicates that about 35% of current jobs in the UK are at 
high risk of computerisation over the next 20 years. According to their study, the automation risk for human 
resource managers and directors is only 32%. Somewhat comforting, until you see that for Human resources 
administrative occupations, the automation risk is an alarming yet predictable 90%. Where would the role of 
‘Expert in due diligence’ fit in, with its focus on complying with easily definable rules and regulations?

Further evidence supporting this view is supported by a recent McKinsey publication November 2015iii 
‘Four fundamentals of workplace automation’ www.mckinsey.com/insights/business_technology/four_
fundamentals_of_workplace_automation. 

Extract from the McKinsey article:

‘Our work to date suggests that a significant percentage of the activities performed by even those in the 
highest paid occupations (for example, financial planners, physicians and senior executives) can be 
automated by adapting current technology.’

Extract from The RES Forum meeting in Zurich:

Michael S. Schell, CEO of the cultural training and leadership development organisation RW3, in late 2014 
presented at a RES Forum meeting in Zurich. Schell went even further than this and boldly predicted that in 
the future, absolutely everything which follows a process will be automated. This is a brave prediction, 
however, if we look back at the kind of jobs which previously existed 25 years ago (and which have since 
been automated, think secretarial, admin, call centre) and also at the level of technology which now exists 
for managing employee processes and beyond that the technology which now exists for general human 
interaction, it is not inconceivable to think that technology will reach a point where more and more complex 
procedural work can be automated. This would lend itself to the eventual de-skilling and ‘value-reduction’ in 
compliance led knowledge, founded on the assumption that compliance is based on alignment with a rule 
or procedure. The counterweight to this argument, and Schell’s key idea in the presentation, was that only 
jobs which have value to companies will be exempt from this automation. 

Source: Dickmann 2015, 
RES Forum Annual Report 

2015.
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Returning to Professor Dickmann’s list of competencies that a mobility practitioner needs in addition to due 
diligence expertise, (Strategic Advisor, Global Talent Manager, and Global People Effectiveness Expert) all 
three of these competencies lend themselves readily to the value add activity that Schell references. The 
Oxford University/ Deloitte study seems to back this up quite nicely in its prediction that HR managers and 
directors, (presumably working more in these three areas) are only 32% likely to see their roles automated.

Professor Dickmann also argues in the 2015 report that providing strategic global mobility advice will be 
one of the most important contributions the mobility function can make to senior managers. Given where 
the mobility function is positioned organisationally, it is also well placed to firstly have information and 
secondly insight on, identifying talent opportunities, supporting talent, conducting workforce planning, 
shaping global career management and refining business information and planning – in other words being 
a global talent management and people effectiveness expert.

So how do you go about this transformation of your role from compliance manager to value-add 
strategic partner? 

As a first step, the mobility function needs to look a little less inwardly and cast its eyes towards how other 
HR functions typically support the business in engaging talent and creating the pipeline of future leaders. 
High performing Talent Management functions which sit within broader HR functions, identify the 
competencies needed to create leaders, introduce frameworks to measure those competencies and apply 
these assessments to potential talent and identified top management. They measure success through their 
leadership pipeline and the ability of new home-grown leaders to deliver business results. 

High performing reward functions can evidence how reward programmes align with shareholder interests 
though rewarding exceptional employee performance whilst managing costs sensibly. In high performing 
reward functions, reward spend is optimised and targeted rather than spent in a broad-brushed way.

And finally, high performing HR technology or HR operations functions provide controlled work flow and 
process management through optimising technology and self service capability, removing menial tasks from 
mobility management, introducing controls around data and also providing measured KPIs through system 
tracking. Also in the era of big data, an effective HR system offers arguably the most powerful tool to get the 
mobility function moving away from its dependency on compliance expertise to a place at the strategic 
table, namely whereby it can offer real time assignment cost data and therefore the eventual opportunity to 
manage costs more effectively and in a planned way.

The final piece in the jigsaw puzzle is implementing these changes and alignment of the mobility 
professional’s activities and behaviours to those key strategic areas; learning to operate in the value-add 
space. The RES Forum Report provides ‘organisational actions’ tables in each chapter giving clear direction 
on what the practitioner needs to consider. A well-structured development plan which focuses on technical 
and behavioural gaps will allow the mobility practitioner to set themselves and their functions some clear 
goals to enable them to move along the path towards more effective and value-added interaction with the 
business.

2. Santa Fe Global Mobility Survey 2015

The Santa Fe Global Mobility Survey 2015 highlights consistent year on year themes that departments are 
under pressure to do more with less or at best the same level of resources. 

Without exception, we live and work in a world where cost, complexity, uncertainty and volatility expose and 
test stability and agility of even the oldest and largest corporations in a world that is hungry for immediate 
results. If you are operating in an organisation that is subject to cycles of shocks, for example the current 
low price of crude oil, then the organisation goes through a series of contractions and expansions that can 
make it difficult to focus on anything other than operational delivery. 
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Figure 3. Highlights the internal and external pressures on the global mobility function.

The paradox perhaps is that whilst cost is a major agenda item for organisations, functions like global mobility 
and talent are consumed by cost saving initiatives, at a time when it could be argued that they should adopt an 
even greater strategic role within their businesses to optimise the contribution of their internationally mobile 
employee workforce. 

Other industry sectors are not fettered by the same sustainability challenges and the explosion in 
technological and social media related ‘disruptors’ have challenged the status quo of the traditional 
organisation models based on models of stability, hierarchical power models and bureaucratic operating 
structures.

Organisations are faced with complex challenges to ensure sustainability, longevity and profitability in a 
world that requires agility, strength and the right people resources and structures to capitalise on 
opportunities and ensure their supply-chains are secure. 

Figure 4. 2014 Santa Fe Global Mobility Survey & Figure 5. Santa Fe Global Mobility Survey 2015 below 
highlight the activities that global mobility respondents report that they currently perform and their desired 
future activities. The focus reinforces the desired migration from administrative to workforce planning, 
assignment and talent management. 

Anecdotally, how often does one hear that Global Mobility (GM) teams report that they are some of the last 
stakeholders to know that an employee has been offered an international assignment? Furthermore, through 
the GM team’s pre-assignment interactions with the employee, it becomes evident that there are 
circumstances and issues that manifest themselves. This suggests strong contra-indicators that the chosen 
candidate (or family situation) may be the wrong investment decision. 

There are many highly efficient global mobility functions that focus on compliance and operational mobility 
and receive high customer satisfaction scores from their internationally mobile employees. Their 
counter-argument would be that they do not need to be talent specialists. However, perhaps this is the gap 
that could increasingly drive the global mobility function back into an administrative function that is 
constructed or indeed de-constructed based on the organisation’s perception of the value and 
inter-changeability of the roles performed by the global mobility team.
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Figure 4. Santa Fe Global Mobility Survey 2014

Figure 5. Santa Fe Global Mobility Survey 2015

So, in its simplest form, from our discussions with global mobility professionals across the globe, they would 
for the most part, prefer to be engaged sooner in the planning and early stages of international talent 
deployment, new ventures and investment in building plant/offices in locations. Columbia and Peru for 
example, have seen significant investment activity with multi-national companies investing into new R&D and 
production facilities. In the case of Columbia, this is probably associated with enhanced socio-economic 
conditions.

As an HR and global mobility professional, wouldn’t one rather be invited for a whole investment planning 
business meeting than be allocated a ‘slot’ to perform and then exit the meeting after questioning? Equally, 
one often hears HR professionals talk about delivering interventions to or for the business. Is this right? 
Whilst companies often have matrix structures with corporate functions and business/product lines – they 
are all part of the same business. 
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Global mobility functions often state the desire to have the time and resources to focus on value based 
activities rather than concentrate on the ‘hygiene’ factors of global mobility: compliance activities and 
tactical customer service interventions associated with the mobilisation process. By default, having great 
customer satisfaction scores doesn’t necessarily demonstrate a strategic contribution to organisational 
growth.

3. Competing on analytics?

Commercialising the global mobility function is more than a question of being ‘strategic’ or ‘operational’. 
Increasingly, leading practice is to focus on delivering demonstrable hard data, metrics and meaningful 
trend interpretation. Adopting an insightful commercial approach that will enlighten and inform business 
peers on financial and people dimensions of global mobility is far more likely to engage non-specialist HR 
colleagues and business leaders who may be unaware of the true cost and talent capital locked into a 
global mobility programme. 

This is especially the case in matrix organisation structures which have a honeycomb of information. Without 
exaggeration these could be stored in home/host locations, multiple HR systems, Finance systems, external 
supplier systems and with the employee themselves. This plays into the investment modelling of make or buy 
decisions on tailored global mobility technology solutions – which also feed into the insource/co-source/
outsource debate. 

The traditional corporate global mobility mission has largely focused on enablement activities (making sure 
the assignee and any accompanying family have a smooth transition to their new host work/home location) 
and employee engagement levers (reinforcing the psychological contract between employer and employee 
to achieve maximum Return on Investment (ROI)). Whilst these activities are critical for success, it doesn’t 
necessarily follow that they have to be delivered in-house and for global mobility to be engaged in more 
strategic activities, analytics may be the bridge between being seen as internal service providers rather than 
business partners.

Case Study: 
What’s in a Job Title?

In recent discussions with a Santa Fe global client in the technology sector, the question of job 
title arose and the individual advised that their job title was ‘Business Engagement Manager’ 
(not Head of Global Mobility) and that they have a solid working relationship with the CEO 
and the management team. They are involved as a commercial, people and mobility specialist 
to support the ‘C’ Suite decision making process regarding country locations, group moves 
and the mobilisation of large scale volumes of international assignees as part of talent 
development and operationalising the Annual Operating Plans. Their full mobility spend over 
the past two years (travel, expense, immigration, relocation) has been US$500M.

The key to this individual’s success has been to achieve ‘trusted advisor’ status by delivering 
solid metrics, measuring return on investment, partnering with a series of trusted mobility 
partners and systematically reviewing policies – segmentation to align with strategic, 
developmental and employee initiated programmes and successfully re-negotiate elements of 
the benefits and other on-assignment costs to the value of six figure sums. Business 
Engagement truly reflects the contribution and value that the business receives from this 
Executive and their internal and external team.

The client said ‘The Global workforce mobility managers should be more focused on strategic 
planning and the big data. I would also say the mobility suppliers have some opportunity to 
change their mind set offering a partnership approach when supplying services. After all, the 
suppliers are the content experts in their fields and should be directing and influencing the 
clients to innovation and service improvements.

As an example, a medical supplier supplying the same service and benefits for years without 
question until the mobility professional asked the question is there anything we need to 
change in the policy? Are there some aspects of cover that we need to increase and are there 
some aspects of cover we can eliminate or decrease? The objective was not to reduce cost 
although that would be a bonus but to increase the value of service and the support 
to our employees.’.
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4. Santa Fe Beehive Model

To enable clients to take a more holistic overview of their global mobility programme, Figure 6. below: ‘The 
Beehive Model’ illustrates a holistic approach to co-developing and future-proofing client’s optimal service 
delivery model. (The Beehive is so named, as it looks like a Honeycomb but equally reflects the DNA or 
cellular organisational structure).

The cells on the left hand side of ‘The Beehive Model’ represent functions that the organisation are likely to 
view as being core activities that define the strategic direction to reflect the business’ vision, mission and 
goals and objectives.

The generic green legend reflects all functions being performed in-house by the organisation – apart from 
international tax compliance and annual tax return activities, which are likely to be outsourced to a 
professional services partner and are coded in blue.

Exploring what functions could potentially be better delivered internally, externally or in some combination 
enables the organisation to take more holistic decisions based on the value creating functions that should 
only be delivered internally. 

To make the right decisions, requires perhaps, a 3D view to review how this impacts not only a centralised 
service delivery model but other Global Mobility Service Centres or indeed global mobility functions that 
are delivered in full or part by local country employees.

Figure 6. Santa Fe ‘The Beehive Model’
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Figure 7. ‘The Beehive Model’

Figure 7 highlights ‘make/buy/borrow’ decisions available to organisations in deciding whether or not to 
partner with specialists and retain core ‘DNA’ functions to optimise the balance between strategic and tactical 
activities. The red hexagons highlight those functions that may be better delivered by global mobility specialists 
who can demonstrate an aligned culture, geographic footprint, scale to drive cost efficiencies and the stability to 
be able to deliver agile but stable services.

Another key consideration is the underpinning technology used to manage compliance, workforce planning 
and deliver insightful data to the Leadership group. If global mobility functions wish to create value for their 
businesses, meaningful data may be more readily accessible if consolidated by their specialist partner to be 
co-managed. The corporate global mobility functions are thus able to focus on delivering forward looking 
data on assignment types, talent/performance assessments, diversity and mobility tenure to highlight how 
this aligns with the people investment cost of the internationally mobile employee workforce.

Clearly, investment decisions on capital expenditure in global mobility software and the on-going 
operational expenditure required needs to be factored against how this could be delivered through different 
co-sourced partnering models. Ultimately the right choice will be dependent upon a robust assessment to 
ensure that all factors are considered – as explored in Figures 6. & 7. Interestingly figure 8 highlights that 
approximately one third of organisations currently use everyday computer software to manage their 
programmes. Will this decision future proof your global mobility programme as we move towards 2020?
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Figure 8. Santa Fe 2015 Global Mobility Survey – Which technology systems do you use?           

5. Looking at Organisations in a different way 

This Paper discussed that organisations and industries structure themselves differently and whilst this is not 
directly related to the role of the Global Mobility function, as organisations shift towards sustainability they 
will have to adapt their business models to be more nimble, agile and have better ‘shock-absorbers’, for 
example the price of crude oil, the impact of digitalisation and the unpredictability of other factors that 
today remain unknown.

McKinsey Quarterly (2015 Number 4)v ‘Agility lessons from utilities’ on p.39 highlights that agile 
companies focus on three aspects of strategy – and the right organisational design:

• Sensing – Mobilise the entire organisation

• Practice nimble information gathering

• Exploit digital possibilities, drawing on insights from diverse and unexpected areas of the organisation

• Seizing – Re-allocate resources dynamically

• Scale-up initiatives rapidly with a ‘fail fast, fail small’ mind-set 
by flexible financing

• Bursting company boundaries – Exploit complementary skills across the value chain

• Engage in open-source collaborations

• Create networks for sharing complementary skills with customers, suppliers and industry partners. 

McKinsey Quarterly 2015 No. 4: pp 45-57vi ‘Adhocracy for an agile age’: Prof. Julian Birkinshaw LBS, 
and Jonas Ridderstråle, author ‘Re-energizing the Corporation: How Leaders Make Change Happen 
(Wiley 2008)
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How could these organisational models impact the Global Mobility function?

Figure 9. Adhocracy for an agile age

According to the authors, ‘The demands of the business world often change more quickly than the organisations 
where we work. Many companies are still moving from the traditional bureaucratic model, which has been 
around 100 years, towards a more meritocratic one built around the primacy of information and knowledge.’

The concept that their model of adhocracy will become increasingly important in future decades, would 
appear worthy of further review for those functions seeking to create value in their organisations. If the 
Global Mobility function operates in a highly-regulated and safety first environment, the chances are that 
the organisation will flourish in the hierarchical, rules and procedures based environment. 

In bureaucratic organisations, the global mobility function is likely to be subordinated into a functional area 
such as reward, shared services or a generalist human resources function and be seen as a rules and 
process driven function that is either in-sourced or possibly out-sourced with one or more (regional) HR/
Global Mobility professionals managing supply-chain, focusing on Key Performance Indicators (KPIs) and 
Service Level Agreement (SLA) metrics. Compliance and cost control are likely to be strong focus areas.

In meritocratic organisations, for example professional service firms, the internal role of global mobility is 
likely to be more connected with talent and fast track development of potential senior leaders and thus 
better positioned to engage the mastery areas that Dickmann refers to as Strategic Advisor and Global 
Talent Managers.

In adhocratic organisations, start-up companies and those moving in fast operating environments – 
disruptor technology organisations being a good example – the role of global mobility will be centred 
around opportunities, experimentation and cells of employees working on challenging and uncertain 
projects in unchartered territories. Global mobility in these organisations have the potential to create the 
most value by being embedded ‘Business Engagement Managers’ but need to be very clear on the 
compliance and process support required – probably through service partners. This is where the ‘Beehive 
Model’ is useful in assessing the right ‘make/buy/borrow’ decisions.

6. Taking a leaf out of Professor Ulrich’s new book?

(Dave Ulrich is the Rensis Likert Professor at the Ross School of Business, University of Michigan)

In terms of the areas where Global Mobility and Talent could create the most value for their organisations, 
the recent research work by Professor David Ulrich in his book ‘The Leadership Capital Index: Realising the 
Market Value of Leadership’ could be the area for Global Mobility leadership to focus upon. The book 
shows way to provide measurable evidence to support why organisations need to focus on value and 
organisation growth.

Source: Julian Birkinshaw 
and Jonas Ridderstråle
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There is no doubt that all organisations continue to focus on innovation, efficiencies and cost optimisation 
– the scale of which is driven by a complex series of inter-dependencies with markets, organisational design 
and positioning of shareholder and stakeholder return on investment and payback timescales.

Dave Ulrich, SEPTEMBER 28, 2015

http://www.hrmagazine.co.uk/article-details/dave-ulrich-on-the-market-value-of-leadershipvii

HR becomes even more central to the business and investors have more comprehensive data to determine 
firm value. A leadership capital index is a wonderful beginning of this journey. 

7. What can we draw from this review of models?

Here are ten action points to reflect upon for your Global Mobility Programme for the short to 
medium term.
1. Organisation culture, design and industry sectors and markets impact the levels of engagement of the 

global mobility function at senior ‘C’ suite. 
2. Commercialising global mobility’s role will create a different relationship that migrates from internal 

service provider to trusted advisor.
3. Articulating the value of the mobile employee workforce and not focusing only on the cost enables the 

organisation to make data driven decisions about future ‘make/buy/borrow’ resourcing investments.
4. Aim to institutionalise a systematic review of the human capital investments both in terms of expatriate 

talent deployed and the internal/external resources required to enable the maximum payback from your 
internationally mobile cadre.

5. Current service models may align with legacy organisational needs and not be future proofed to 
leverage both new and emerging market opportunities- ensure that you review these.

6. Ensure Reward and talent policies and systems underpin and integrate with the global mobility 
programme’s need to integrate with global mobility systems to ensure that they drive future desired 
competencies and leadership behaviours.

7. Understand your total cost global mobility profile – does the ‘C’ suite know how much is invested? 
8. Challenge your thinking – the trend is to centralise global support functions, but would a ‘glocal’, 

regional, local service model structure align better your organisation’s strategic, fiscal and people 
objectives?

9. Define internal Global Mobility/Talent roles and responsibilities – use the Santa Fe Beehive Model 
(whether it’s for a global, regional, local review) and the RES Forum Model to test what your business 
values are – today and over the next five years.

10. One size doesn’t fit all – benchmarking and peer company reviews reflect current practice – doesn’t 
innovation require seeking alternatives that others will follow?

8. Executive summary and conclusion

This White Paper reviews the different roles that the Global Mobility function can perform for their 
organisations. We have also seen that Global Mobility professionals desire to be engaged in more strategic 
activities. 

It is evident from the RES Forum research that global mobility functions are at a crossroad, and in 
conjunction with their leadership, must decide which direction to take in order to be able to optimise the 
value for their organisations. This is not exclusive to global mobility – HR, procurement, finance, IT are all 
undergoing some form of business transformation. The four areas of mastery in global mobility, as defined 
by Professor Dickmann, synthesise the areas of focus for the global mobility function. Without doubt, there is 
no suggestion that one is a substitute for the other.

Drawing on the Santa Fe Beehive Model – the debate on the role of global mobility requires an objective 
assessment of those functions that should be retained as core DNA of the company and those where ‘make/
buy/borrow’ decisions can transform the value of the global mobility function. Figure 1. Highlighted the 
pressures internally and externally on the global mobility function.

Without exception, organisations report a desire to reduce costs, establish greater alignment between global 
mobility and talent programmes and have segmented policies that enable internal employee mobility. 
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As ‘Big data’ continues to be pivotal for leadership teams to make insightful business 
decisions using data analytics, the implications for the global mobility function are 
likely to be under scrutiny to provide macro and micro data on total costs, 
performance and talent metrics, diversity and gender analysis, in addition to 
remaining globally compliant in a world of a burgeoning business traveller 
population.

The message is clear: sustainable global mobility requires greater business 
engagement with the leadership to assess, test and articulate the role and resources 
and investments required to future proof the effectiveness of talent and mobilization 
strategies over the second half of this decade. We saw in the recent McKinsey work, 
that organisations are morphing to adapt to changing business landscapes. 

Whilst there may be difficult decisions to be made in defining the global mobility 
service delivery model, people and technology investments, it is surely better to be in 
the driving seat of change than be waiting for decisions to be made by other functions 
who may not fully grasp the complexities of managing global mobility programmes.
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About Santa Fe Relocation Services

Santa Fe Relocation Services is a worldwide provider of Global Mobility solutions that 
support multinational businesses and their international growth. Our network of own 
offices enables us to provide services that matches your own company’s network at a 
local, regional or global level. In a world where the search for talent is not confined 
by geography, and where the transfer of these skills is key to achieving competitive 
advantage, Santa Fe Relocation Services provides mobility services that enable 
organizations to transfer their employees between their multinational business units as 
efficiently and cost effectively as possible.
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