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Global talent movement is entering a pivotal stage as organizations
expand into new markets, adopt digital-first operations, and
respond to shifting geopolitical and economic realities. The Omega
and Company Global Mobility Report 2025 delivers concise,
executive-ready insights designed for business professionals who
lead international teams, drive expansion strategies, and secure
global talent competitiveness. This edition provides a practical,
strategic perspective on how mobility is evolving—and what leaders
must do to stay ahead.

Today, borders matter less for where work gets done, but far more
for how companies plan, hire, and deploy talent. Mobility is no
longer limited to relocations; it now includes virtual assignments,
hybrid global teams, short-term project-based movement, and AI-
enabled workforce planning. Business leaders must navigate complex
compliance landscapes, optimize mobility budgets, and ensure
seamless employee experiences—all while maintaining the agility
required in global markets. This report equips professionals with
the intelligence needed to streamline mobility decisions, reduce
risk, and support high-performance international operations.

Regional dynamics are reshaping global mobility strategies. Mature
markets are intensifying efforts to attract specialized talent,
while emerging regions are becoming essential hubs for digital and
technical capabilities. At the same time, governments are
overhauling visa systems, work-permit structures, and digital-nomad
policies to compete more aggressively for global expertise. The
report analyzes these shifts and offers actionable guidance for
business professionals to balance opportunity with regulatory
demands, ensuring sustained access to diverse and globally
distributed talent pools.

One message is clear: global mobility is now a strategic engine of
business growth. Companies that excel in cross-border workforce
design are more resilient, faster to enter new markets, and better
positioned to innovate. Mobility programs—when aligned with
business objectives—give organizations the flexibility needed to
scale, adapt, and maintain a competitive edge.
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The Global Mobility Report 2025 provides business professionals
with a practical roadmap to modernize mobility frameworks,
strengthen compliance, integrate digital tools, and build
culturally intelligent global teams. Omega and Company promotes an
enterprise-wide approach where mobility is deeply connected to
strategy, leadership priorities, and global operations. In a world
defined by rapid change and global opportunity, empowering talent
to move, collaborate, and create value across borders is not just
advantageous it is essential for long-term growth and competitive
strength.

Figure 1: Top Drivers of Global Mobility Program
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Notes: This chart highlights the leading factors shaping global mobility programs
in 2025, reflecting how organizations manage international talent and cross-
border operations. Key drivers include the need for specialized skills, expansion
into emerging markets, and the rise of hybrid and remote work models. Cost
efficiency, evolving immigration compliance, and employee experience also play a
central role. As global competition grows, companies are prioritizing mobility
programs that enhance agility and attract diverse talent. This visualization
underscores how mobility is evolving into a strategic enabler of global workforce
transformation.
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The Global Mobility landscape in 2025 is being reshaped by rapid
technological advances, including artificial intelligence,
automation, and advanced analytics, which are transforming how
organizations manage and deploy talent across borders. Hybrid work
models, digital-first operations, and globally dispersed teams are
creating both opportunities and challenges in compliance, cost
management, cultural alignment, and talent retention. This report
provides strategic insights to help organizations optimize
international assignments, enhance workforce mobility, and leverage
global talent as a driver of competitive advantage in an
increasingly complex and interconnected world.

High-level Mobility Trends Impacting Business Performance

This section provides a snapshot of the major trends shaping global
mobility in 2025 and their effect on overall business performance.
Key factors include:

e Technological Transformation: AI, robotics, and automation are
changing workforce structures, roles, and skills requirements,
impacting how and where talent is deployed. Organizations are
increasingly relying on data-driven decision-making to optimize
assignments and anticipate future skill needs.

e Hybrid and Flexible Work Models: Cross-border assignments are
increasingly blended with remote and hybrid work, altering
traditional mobility strategies. Companies must now balance
global compliance requirements with employee flexibility and
satisfaction.
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e Global Talent Competition: Organizations face heightened demand
for specialized skills across regions, requiring agile talent
sourcing and retention strategies. At the same time, retaining
top performers while managing costs has become a core challenge.

e Geopolitical and Regulatory Changes: Immigration policies, trade
agreements, and compliance requirements influence mobility
planning, costs, and risk exposure. Businesses must proactively
monitor global policy shifts to avoid disruptions and maintain
operational continuity.

Key Insights (Cost, Risk, Talent Outcomes)
This section distills critical findings from mobility programs,
focusing on measurable impact areas:

e Cost Insights: Analysis of assignment budgets, relocation
expenses, and operational costs, highlighting areas for
efficiency and optimization. Organizations are exploring
innovative cost models and technology-driven solutions to
maximize return on investment.

e Risk Insights: Identification of compliance, security, and
geopolitical risks associated with international assignments,
including exposure to local labor laws, taxation, and regulatory
changes. Effective risk mitigation strategies are essential to
protect both the organization and the employee.

e Talent Outcomes: Assessment of the effectiveness of mobility
programs in enhancing employee engagement, skill development,
leadership readiness, and retention. Understanding talent
performance metrics helps companies design assignments that
deliver maximum strategic value.

Cost, risk, and talent impact vary widely across global mobility
models, shaping financial efficiency, compliance exposure, and
workforce experience. Traditional long-term assignments often carry
higher costs and risk, while flexible models reduce spend but
introduce new governance challenges, requiring a careful balance to
support talent outcomes and business growth (See Figure 2).
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Figure 2: Cost, Risk & Talent Impact Across Mobility Models
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Note: This chart compares how different mobility models—such as long-term
assignments, short-term deployments, remote work, and hybrid mobility-impact cost
structures, risk exposure, and talent outcomes. It highlights the trade-offs
organizations face between financial efficiency, compliance complexity, and
employee experience. Traditional assignment models often carry higher costs and
regulatory risks, while flexible and remote models improve agility but introduce
new governance challenges. Talent attraction, retention, and career development
outcomes vary significantly across models. This visualization emphasizes the need
for a balanced mobility strategy that optimizes cost, manages risk, and supports
sustainable talent growth.

Top Priorities Requiring Executive Decisions
This section highlights the critical actions and strategic choices
executives must focus on to ensure successful mobility outcomes:

e Policy Modernization: Updating mobility policies to reflect
hybrid work, short-term assignments, and digital nomad programs.
Modern policies must also incorporate cultural adaptability and
employee well-being considerations.
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e Investment in Technology: Implementing digital platforms for
mobility tracking, cost management, and compliance. Leveraging AI
and analytics tools can provide predictive insights to guide
strategic workforce decisions.

o Talent Strategy Alignment: Integrating mobility with workforce
planning to meet current and future skill needs. Executives need
to ensure that mobility programs directly support long-term
business objectives and leadership pipelines.

e Risk Management: Proactive measures to mitigate compliance,
security, and geopolitical risks while ensuring business
continuity. Continuous monitoring and scenario planning are
crucial to minimize disruptions and maintain employee trust.

Strategic Recommendations
This section translates insights into actionable strategies to
optimize global mobility programs:

e Build Agility into Mobility Programs: Develop flexible assignment
models that can quickly adapt to changing business or
geopolitical conditions. Agile programs allow companies to seize
new market opportunities without sacrificing compliance or
employee experience.

o Enhance Digital Enablement: Leverage AI, analytics, and mobility
platforms to streamline assignment management, predict talent
gaps, and improve employee experience. Digital tools can also
improve reporting, decision-making, and long-term workforce
planning.

e Invest in Reskilling and Upskilling: Support employees in
acquiring skills relevant to evolving global roles and cross-
border assignments. Continuous learning initiatives strengthen
talent pipelines and increase workforce resilience.
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e Focus on Employee Experience and Retention: Create mobility
programs that balance organizational needs with employee
expectations, improving engagement and reducing turnover.
Positive mobility experiences drive employer brand value and
attract high-potential talent globally.

Figure 3: Strategic Actions with Highest Business Impact
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Notes: This chart highlights the strategic actions that deliver the greatest
business impact, such as scaling AI use cases, modernizing core systems, and
investing in workforce reskilling. It shows how initiatives aligned with clear
business outcomes consistently outperform isolated technology pilots. Strong
governance, data maturity, and executive sponsorship emerge as critical enablers
of impact. Organizations prioritizing customer-centric innovation and operational
efficiency see faster value realization. This visualization underscores the
importance of focusing on high-impact actions that translate strategy into
measurable results.
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Global mobility decisions in 2025 must be viewed within a fast-
changing business landscape where talent distribution, market
dynamics, and organizational needs are constantly evolving.
Companies are rethinking how they move people across borders to
support growth, ensure operational continuity, and meet emerging
skill demands. This section explores the practical factors shaping
mobility today—how mobility drives strategic initiatives, where
talent gaps persist, and which external pressures influence
workforce deployment. It establishes the context for why mobility
programs must evolve and what challenges organizations need to
overcome to keep global talent strategies competitive.

How Global Mobility Supports Enterprise Strategy

This section explains the strategic role global mobility plays in
enabling organizational priorities and long-term competitiveness.
Key points include:

« Enabling Market Expansion and Global Presence: Mobility programs
help organizations place the right talent in the right regions
at the right time, supporting entry into new markets,
strengthening regional operations, and accelerating global
growth. Without strategic mobility, companies struggle to
localize leadership and execute international business plans
effectively.

e Building Adaptable, Cross-border Talent Pipelines: Mobility
strengthens internal pipelines by developing globally
experienced leaders who can manage diverse teams and navigate
complex international environments. This enhances organizational
agility and prepares companies for rapid shifts in strategy,
emerging markets, and geopolitical volatility.

11
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e Supporting Innovation and Operational Excellence: Cross-border
assignments foster knowledge sharing, transfer of technical
expertise, and consistent standards across geographies. This
leads to faster innovation cycles and improved operational
performance, giving organizations a competitive advantage in a
globalized economy.

The strategic contribution of global mobility lies in enabling
business growth, accelerating market entry, and building future-
ready leadership. By moving the right talent to the right locations
at the right time, global mobility supports critical projects,
strengthens global capabilities, and aligns workforce strategy with
long-term organizational goals (See Figure 4).

Strategic Contribution of Global Mobility
Score

Market Expansion Enablement

10

8

Knowledge Transfer 4 Speed of Talent Deployment

Cross-Border Sales Support Leadership Development

Notes: This chart highlights how global mobility contributes strategically to
business growth, market expansion, and leadership development. It shows
mobility’'s role in deploying critical skills to priority markets and enabling
cross-border collaboration. Effective mobility programs support talent retention,
succession planning, and cultural integration. They also help organizations
respond faster to changing market and regulatory conditions. This visualization
underscores global mobility's evolution from an operational function to a
strategic enabler of enterprise competitiveness.

12
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Current Workforce Footprint and Talent Needs

This section outlines where the workforce is today and what talent
gaps or opportunities are shaping mobility strategies in 2025. Key
points include:

e Distribution of Talent Across Regions and Business Units:
Organizations are evaluating how their workforce is spread
globally and whether current placements align with emerging
market priorities. Many companies are rebalancing talent
footprints due to shifting demand, automation, and hybrid
workforce models.

e Increasing Need for Specialized and Globally Fluent Talent:
Digital skills, leadership capabilities, compliance expertise,
and cross-cultural competence are in high demand. Mobility
programs are being redesigned to fill these gaps through
targeted assignments, short-term deployments, and remote cross-
border roles.

e Reskilling, Redeployment, and Talent Shortage Pressures:
Companies face shortages in AI, engineering, cybersecurity, and
advanced analytics, pushing organizations to move talent
internationally rather than rely solely on local hiring.
Mobility becomes a strategic lever for quick skill access and
workforce optimization.

Market Pressures (Competition, Geopolitical Shifts, Skills
Shortages)

This section highlights the external forces shaping mobility
decisions and the operational challenges companies must navigate.
Key points include:

e Intensifying Global Competition for High-value Talent: Companies
across industries are competing for the same scarce skills,
driving the need for faster, more flexible mobility models.
Talent attraction and retention increasingly depend on offering
international opportunities and globally aligned career paths.

13
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e Geopolitical Uncertainty and Rising Regulatory Complexity:
Political tensions, immigration shifts, tax changes, and
compliance requirements are reshaping how organizations move
employees across borders. Businesses must continuously adapt
mobility policies to manage risk and ensure operational
continuity.

e Accelerating Technological Disruption and Evolving Workforce
Expectations: Automation, AI adoption, hybrid work, and
demographic changes are reshaping labor markets. Companies must
adapt mobility programs to support virtual assignments, remote
cross-border hiring, and more flexible deployment models to
remain competitive.

Figure 5: Workforce Footprint & Critical Talent Demand

Asia-Pacific

Latin America 60%

70%

Middle East & Africa
68%

Notes: This chart illustrates the distribution of the workforce across regions
alongside demand for critical skills and roles. It highlights mismatches between
where talent is located and where business demand is growing. High-demand
capabilities such as digital, engineering, and leadership skills often cluster in
limited geographies. Organizations are increasingly using mobility, remote work,
and targeted hiring to bridge these gaps. This visualization emphasizes the need
for strategic workforce planning to align talent supply with global business
priorities.

14
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Global mobility plays a central role in helping organizations
compete, grow, and innovate in an interconnected world. As
businesses expand into new regions and face pressure to build a
globally capable workforce, mobility programs have become strategic
tools rather than purely operational functions. They enable
companies to deploy critical skills where needed, develop future-
ready leaders, and maintain alignment across international markets.
By supporting enterprise transformation, strengthening leadership
pipelines, and building consistent capabilities across geographies,
mobility helps organizations remain agile, resilient, and
competitive in rapidly changing global environments.

Mobility's Contribution to Growth, Market Expansion, and Innovation
This section highlights how global mobility drives enterprise
growth, accelerates market expansion, and supports innovation
across regions. Key points include:

e Accelerating Global Market Entry: Mobility enables organizations
to deploy experienced talent rapidly into new or high-growth
regions, allowing faster setup and operational readiness. By
reducing early-stage execution risks and filling capability gaps
quickly, mobility ensures new markets reach performance
stability sooner and align closely with global expectations.

e Strengthening Cross-border Operations: Cross-border assignments
enhance operational consistency by standardizing processes and
promoting unified quality standards across regions. They reduce
fragmentation in decentralized teams and help embed global best
practices into local markets, resulting in improved efficiency
and stronger enterprise-wide cohesion.

16
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e Driving Innovation through Knowledge Exchange: Global mobility
facilitates the transfer of expertise, best practices, and
innovative ideas across markets. Exposure to diverse business
environments expands creative problem-solving and speeds up
cross-market learning, strengthening the organization’'s overall
innovation capacity.

e Enhancing Customer and Partner Engagement: On-ground presence
improves client relationships and deepens understanding of
regional needs, cultural nuances, and evolving expectations.
Mobilized talent can respond faster to customer challenges and
collaborate more effectively with partners, strengthening long-
term commercial relationships.

e Supporting Strategic Transformations: Organizations undergoing
digital, operational, or organizational transformation rely on
mobility to deploy specialized talent across geographies. These
assignments ensure new technologies, systems, and processes are
implemented consistently and effectively, creating long-term
strategic alignment.

e Enabling Flexible Scaling: Mobility allows businesses to shift
talent quickly as market conditions evolve, ensuring priority
regions receive immediate support. This flexibility improves
organizational agility during expansions, market fluctuations,
or crisis situations, making mobility a key enabler of rapid,
resilient scaling.

Mobility plays a critical role in driving growth and innovation by
enabling organizations to deploy talent where it creates the
greatest impact. By facilitating cross-border knowledge transfer,
diverse collaboration, and exposure to new markets, mobility
accelerates innovation and problem-solving. It also helps
organizations scale faster, support strategic initiatives, and
respond to evolving market demands. Over time, effective mobility
programs strengthen leadership pipelines and build globally agile,
future-ready workforces (See Figure 6).

17
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Figure 6: Mobility’'s Role in Growth & Innovation

Cross-Border Innovation
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Notes: This chart highlights how global mobility enables business growth and
innovation by moving critical talent to priority markets and strategic
initiatives. It shows mobility’s impact on accelerating market entry, supporting
digital transformation, and spreading innovation across regions. Exposure to
diverse markets and teams strengthens leadership capability and cross-cultural
collaboration. Mobility also supports knowledge transfer and the scaling of best
practices globally. This visualization underscores mobility as a catalyst for
sustained growth and enterprise-wide innovation.

Impact on Leadership Development and Critical Skills Deployment
This section explains how mobility develops global leaders and
ensures critical skills are available where they are most needed.
Key points include:

e Building Globally Capable Leaders: International assignments
strengthen cultural intelligence, strategic awareness, and
global decision-making capabilities—skills essential for modern
leadership roles. Leaders gain exposure to complex and diverse
environments, preparing them for senior positions.

18
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e Supporting Development of High-potential Talent: Mobility
exposes high-potential employees to dynamic markets,
multifaceted challenges, and strategic decision-making. These
experiences accelerate leadership readiness and strengthen
succession pipelines.

e Filling Critical Skill Gaps Quickly: Mobility enables fast
deployment of specialists in AI, data science, cybersecurity,
engineering, and other critical fields to regions facing
shortages. This ensures continuity, reduces recruitment delays,
and accelerates strategic initiatives.

e Enhancing Organizational Resilience: Rapid relocation of skilled
talent helps stabilize operations during crises, regulatory
changes, or urgent workforce needs. Mobility serves as a built-
in continuity mechanism, strengthening operational resilience
globally.

e Improving Cross-functional Collaboration: Employees in mobility
programs develop strong global networks and better understand
regional and functional operations. This fosters enterprise-wide
collaboration and alignment, enabling more effective decision-
making.

e Increasing Retention of Top Talent: International roles provide
career growth opportunities that engage high-performing
employees. Mobility pathways reduce turnover, strengthen
institutional knowledge, and support long-term workforce
stability.

Alignment with Succession Planning and Global Capability Building
This section demonstrates how mobility supports long-term talent
strategies, succession planning, and global capability development.
Key points include:

e Strengthening Leadership Pipelines: Global experience prepares
future leaders for executive roles by providing exposure to
critical markets, diverse teams, and strategic responsibilities.
Mobility ensures successors are ready to assume complex global
positions.

19
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e Building Consistent Global Capabilities: Deploying senior talent
across regions helps unify cultural norms, operational
processes, and leadership expectations. This ensures enterprise-
wide alignment and consistent execution of strategy.

e Creating a Future-ready Workforce: Mobility equips employees
with the skills, experiences, and digital fluency needed to
succeed in complex, evolving markets. This builds a versatile,
adaptable workforce prepared for emerging challenges.

e Reducing Regional Talent Gaps: Strategic assignments
redistribute expertise across offices, preventing
overconcentration in specific regions and ensuring all markets
have access to critical skills.

e Supporting Long-term Workforce Transformation: Mobility allows
employees to gain practical experience in digital-first, AI-
enabled environments, accelerating adoption of new processes and
technologies across markets.

e Enabling Organizational Continuity: Cross-market exposure
ensures successors can transition into key roles smoothly,
maintaining leadership effectiveness and reducing operational
disruption.

Succession planning alignment via mobility ensures that high-
potential talent gains the experiences needed to step into critical
leadership roles. By strategically moving employees across
geographies, functions, and projects, organizations expose them to
diverse challenges, broaden their skills, and accelerate readiness
for future positions. This approach strengthens leadership
pipelines, mitigates talent gaps, and ensures continuity in key
roles while supporting long-term organizational growth.
Additionally, it fosters a culture of learning and adaptability,
encouraging employees to embrace new opportunities and contribute
to innovation across the enterprise. Through well-aligned mobility,
succession planning becomes a proactive, strategic tool rather than
a reactive process (See Figure 7).

20
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Figure 7: Succession Planning Alignment via Mobility
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Notes: This chart illustrates how global mobility supports succession planning by
strategically placing high-potential talent in key roles and geographies. It
highlights the use of international assignments and rotational programs to
develop future leaders with diverse experiences. Mobility ensures readiness for
critical positions by accelerating skill development and exposing talent to
complex business challenges. Organizations leveraging mobility in succession
planning improve leadership pipelines and reduce talent gaps. This visualization
emphasizes the role of mobility in creating a resilient and agile leadership
structure.
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Advanced Air Mobility (AAM) represents a transformative shift in
how organizations deploy and support critical talent in a time-
sensitive and geographically complex business environment. As
congestion and infrastructure limitations challenge traditional
transportation models, AAM offers faster, more flexible mobility
options for high-value employees. By enabling rapid access to key
markets and operational sites, AAM enhances workforce agility,
decision-making speed, and business continuity. The emergence of
eVTOL technology further strengthens this model by aligning talent
mobility with sustainability and future-ready workforce strategies,
positioning AAM as a strategic enabler of global talent
effectiveness and competitive advantage.

Executive Overview & Strategic Rationale

This section introduces advanced air mobility (AAM) as an emerging
workforce enabler and explains why it is becoming strategically
relevant for global talent deployment. Key points include:

e Redefining Speed and Access in Talent Mobility: Advanced air
mobility enables rapid point-to-point transportation between
urban centers, remote sites, and high-congestion regions. This
dramatically reduces travel time for critical talent, allowing
organizations to respond faster to business needs.

e Supporting High-value, Time-critical Roles: AAM is particularly
relevant for executive leadership, technical specialists,
healthcare professionals, emergency response teams, and project-
based experts whose availability directly impacts business
outcomes. Faster access improves productivity and decision-
making.

23
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e Enhancing Workforce Agility and Responsiveness: By reducing
reliance on traditional ground or commercial air transport,
organizations gain greater flexibility in deploying talent on
short notice. This supports agile operating models and real-time
business execution.

e Aligning with Sustainability and Innovation Goals: Electric and
low-emission aircraft align with corporate ESG strategies by
reducing carbon footprints and supporting cleaner transportation
models. Early adoption also positions organizations as
innovation-driven employers.

Business Use Cases & Talent Impact

This section explores how advanced air mobility directly supports
business operations and enhances the employee and leadership
experience. Key points include:

e Executive and Leadership Mobility: Senior leaders can move
quickly between offices, client locations, and operational
sites, improving oversight and accelerating decision cycles.
This minimizes downtime and travel fatigue while increasing
leadership presence.

e Critical Skill Deployment to Remote or Underserved Locations:
AAM enables faster access to mining sites, manufacturing hubs,
energy installations, healthcare facilities, and disaster-
affected regions. Specialized talent can be deployed without
long transit delays.

e Project-based and short-duration assignments: For high-intensity
projects requiring frequent travel, AAM reduces logistical
complexity and improves employee efficiency. This supports
flexible, short-term mobility models without full relocation.

« Employee experience and retention benefits: Reduced commute
times, improved safety, and premium travel experiences enhance
satisfaction for high-value employees. Access to innovative
mobility options also strengthens employer branding and talent
attraction.

24
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e Business Continuity and Crisis Response: During infrastructure
disruptions, weather events, or security incidents, AAM provides
an alternative transport channel to maintain operations and
support rapid response.

Economic, Operational & Risk Considerations

This section evaluates the financial viability, operational
requirements, and risks associated with adopting advanced air
mobility solutions. Key points include:

e Cost-benefit and ROI Analysis: While initial costs may be higher
than traditional transport, time savings, productivity gains,
and reduced overnight stays can deliver strong long-term ROI.
AAM is most viable for high-impact, time-sensitive use cases.

e Operational Integration and Infrastructure Needs: Successful
adoption requires access to vertiports, charging infrastructure,
maintenance facilities, and trained operators. Organizations
must assess local ecosystem readiness before deployment.

e Regulatory and Airspace Compliance Risks: Aviation regulations,
air traffic management, and safety certifications vary by
country and are still evolving. Close coordination with
regulators and service providers is critical to ensure
compliance.

o Safety, Reliability, and Weather Dependency: AAM operations
depend on advanced safety systems, redundancy, and favorable
weather conditions. Risk mitigation planning is essential to
ensure reliability and employee trust.

e Insurance and Liability Exposure: Organizations must evaluate

liability frameworks, insurance coverage, and risk transfer
mechanisms before integrating AAM into mobility programs.

25
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eVTOL (Electric Vertical Takeoff and Landing)

This section focuses on eVTOL aircraft as the foundational
technology enabling advanced air mobility for talent. Key points
include:

e Core Technology and Capabilities: eVTOL aircraft use electric
propulsion, vertical takeoff, and autonomous or semi-autonomous
flight systems. These capabilities enable short-range, point-to-
point travel in dense urban and remote environments.

e Sustainability and Emissions Reduction: eVTOLs produce
significantly lower emissions and noise compared to helicopters
and traditional aircraft. This supports corporate sustainability
commitments and regulatory acceptance.

e Scalability and Future Readiness: As battery technology,
autonomy, and air traffic systems mature, eVTOL networks are
expected to scale rapidly. Early adopters gain operational
learning advantages and strategic positioning.

e Talent Mobility Integration Models: Organizations can leverage
eVTOLs through on-demand services, corporate partnerships, or
managed mobility programs. Integration with executive travel,
emergency response, and critical talent deployment enhances
workforce agility.

e Long-term Workforce Transformation Impact: eVTOL-enabled
mobility reshapes how proximity, location, and accessibility
influence workforce planning. It supports more decentralized
operations and flexible talent ecosystems.

eVTOL (electric vertical takeoff and landing) add value to global
mobility programs by enabling faster, point-to-point travel that
reduces congestion delays and accelerates critical talent
deployment. They support cost optimization by lowering reliance on
premium ground transport and short-haul flights while advancing ESG
goals through lower emissions. Additionally, eVTOL enhance employee
experience by reducing travel fatigue and supporting more agile,
future-ready workforce mobility models(See Figure 8).

26
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Figure 8: eVTOL Value Contribution to Global Mobility Programs
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Notes: This chart illustrates how eVTOL solutions add value to global mobility
programs by reducing travel time and improving access to urban and remote
locations. It highlights efficiency gains in employee movement, project
deployment, and executive travel. The data suggests potential cost savings
through shorter transit times and optimized logistics. eVTOL adoption also
supports sustainability goals by lowering emissions compared to traditional
transport. Overall, the visualization positions eVTOL as an emerging enabler of
faster, smarter, and more flexible mobility strategies.
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Mobility program performance metrics provide clear visibility into
how effectively global mobility supports enterprise priorities and
delivers measurable business value. As organizations expand
internationally and respond to dynamic talent demands, these
metrics help leaders assess whether mobility investments are
producing the desired operational, financial, and talent outcomes.
By tracking assignment volumes, cost trends, deployment speed, and
success indicators, organizations gain a focused view of program
efficiency, financial sustainability, and overall return on
assignment, enabling stronger strategic decision-making.

Assignment Volume and Distribution by Region

This section evaluates the scale and geographic spread of global
mobility activity to assess how effectively talent is being
deployed across the organization. Key points include:

e Tracking Total Assignment Volumes: This metric measures the
total number of international assignments across short-term,
long-term, and permanent relocations. It helps leaders
understand overall program size, momentum, and workforce
movement intensity across business units. Rising volumes often
indicate strong business growth or transformation activity
across regions.

e Analyzing Regional Distribution: By mapping assignments across
regions, organizations can identify where strategic investments
are being made and where talent demand is accelerating. This
also highlights over- or under-utilization of mobility in
specific markets. Such analysis supports more balanced workforce
planning.
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e Identifying Emerging Mobility Corridors: Patterns in employee
movement reveal growing talent flows between specific
geographies, indicating where business expansion, digital hubs,
or operational shifts are taking place. These corridors often
signal future strategic growth markets.

e Balancing Mature vs. Growth Markets: Assignment distribution
helps assess whether talent is being concentrated in established
markets or redistributed to high-growth economies to support new
business priorities. This balance is critical for long-term
global competitiveness.

Cost Trends and Financial Impact

This section focuses on the financial performance of mobility
programs and how costs influence enterprise budgeting and workforce
strategy. Key points include:

e Monitoring Total Mobility Spend: Organizations track relocation,
tax, housing, travel, compliance, and administrative costs to
evaluate the full financial footprint of the mobility function.
This ensures transparency and budget discipline. It also
supports better forecasting for future expansion plans.

e Analyzing Cost Per Assignment: Measuring the average cost by
assignment type, seniority, and destination helps identify cost
drivers and optimization opportunities. This supports smarter
policy design and vendor negotiations. It also enables
benchmarking against industry standards.

o Assessing Inflation and Regional Cost Pressures: Rising housing
costs, currency fluctuations, and local tax policies continue to
impact assignment affordability. Organizations use these
insights to refine compensation structures and benefits models.
This protects both cost control and employee satisfaction.

e Evaluating Return on Financial Investment: Leaders assess
whether the business outcomes delivered—-such as revenue growth,
skill deployment, and market expansion—justify the financial
outlay of global assignments. This ensures mobility remains a
value-generating function rather than a cost center.
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Acceptance Rates and Speed-to-deploy Metrics

This section assesses how attractive, responsive, and operationally
efficient the mobility program is in delivering talent where it is
needed. Key points include:

e Measuring Assignment Acceptance Rates: High acceptance rates
indicate that policies, compensation structures, and support
services align well with employee expectations. Low rates signal
potential gaps in incentives, family support, or location
desirability. This metric directly reflects employee trust in
the mobility program.

e Evaluating Speed of Deployment: This metric tracks the time
taken from assignment approval to employee readiness and
arrival. Faster deployment directly supports business agility
and reduces operational delays. It is especially critical in
project-driven or client-facing roles.

o Identifying Bottlenecks in the Mobility Process: Delays linked
to immigration approvals, vendor inefficiencies, or internal
coordination gaps are analyzed to improve end-to-end deployment
efficiency. Removing these barriers improves responsiveness to
urgent business needs.

e Improving Employee Experience and Responsiveness: A faster,
smoother deployment process improves employee confidence,
engagement, and willingness to accept future international
roles. It also strengthens the employer brand in global talent
markets.

Acceptance rates and deployment speed are key indicators of the
effectiveness of a mobility program. High acceptance rates reflect
employee willingness to relocate, influenced by factors such as
support, incentives, and career development opportunities.
Deployment speed measures how quickly talent can be mobilized to
meet business needs, impacting project timelines and operational
agility. Optimizing both ensures that organizations can place the
right people in the right roles promptly, driving business
performance while maintaining employee satisfaction (See Figure 9).
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Figure 9: Acceptance Rates & Deployment Speed
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Notes: This chart highlights acceptance of mobility assignments and the speed at
which deployments are executed. It shows how factors like assignment type,
location, and support programs influence willingness to relocate. Faster
deployment processes are linked to better-prepared employees and streamlined
administrative workflows. High acceptance rates correlate with improved talent
engagement, retention, and overall assignment success. This visualization
underscores the importance of optimizing both acceptance and deployment speed to
maximize the impact of global mobility programs.

Success Rates and Return-on-assignment Indicators
This section measures the effectiveness and long-term impact of

global assignments on business performance and talent development.
Key points include:

e Evaluating Assignment Completion Rates: High completion rates
indicate strong selection processes, effective support systems,
and positive employee experience. Early termination trends
signal misalignment between role expectations and on-ground
realities. These insights help refine future assignment
planning.
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e Measuring Business Outcomes: Success is assessed based on
metrics such as revenue growth in host markets, project delivery
performance, leadership pipeline development, and operational
stabilization. These indicators link mobility directly to
measurable business value.

e Tracking Post-assignment Career Progression: Organizations
monitor whether assignees move into higher-impact roles after
returning, validating mobility as a leadership development and
capability-building tool. This also supports long-term retention
and engagement strategies.

e Assessing Long-term Organizational Value: Beyond immediate
outcomes, organizations evaluate how assignments contribute to
knowledge transfer, cultural integration, and sustained market
performance over time. This confirms mobility’s role in
enterprise-wide capability building.

Figure 10: Return on Assignment Performance
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Notes: This chart evaluates the performance and value delivered from employee
assignments, measuring both tangible business outcomes and strategic
contributions. It highlights how successful assignments enhance revenue
generation, market expansion, and innovation initiatives. Key performance drivers
include role alignment, pre-assignment preparation, and ongoing support during
the assignment. The chart also shows the correlation between assignment
effectiveness and leadership development, as high-performing assignments build
critical skills for future roles. Lower-performing assignments often reflect gaps
in mobility planning, talent readiness, or cultural adaptation. Organizations
with structured monitoring, feedback, and measurement frameworks achieve higher
returns from assignments. This visualization emphasizes the importance of
tracking and optimizing assignment performance to maximize ROI and strategic
impact.

Return on Assignment Performance measures the value generated by
international or cross-location assignments relative to the
investment made in deploying talent. It goes beyond simple
financial metrics, encompassing business outcomes such as project
success, market expansion, knowledge transfer, and innovation
contributions. By evaluating assignment performance, organizations
can determine whether mobility initiatives are achieving strategic
objectives and driving tangible benefits for both the business and
the individual.

Effective measurement of return on assignment also helps identify
high-impact roles and assignments, optimize talent deployment, and
refine mobility policies to maximize efficiency. It encourages
accountability for both employees and managers, ensuring that
assignments deliver measurable outcomes, strengthen leadership
pipelines, and support long-term organizational growth. Ultimately,
a strong focus on assignment performance transforms mobility from a
cost center into a strategic lever for business value (See Figure
10).
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As global workforce movement becomes more complex and
geographically dispersed, organizations face rising levels of
regulatory, tax, and operational risk. Immigration requirements,
cross-border taxation, and remote work regulations continue to
evolve rapidly, increasing the likelihood of compliance exposure if
not actively managed. At the same time, geopolitical instability,
policy shifts, and external disruptions create ongoing threats to
business continuity. Together, these risks make proactive
governance, real-time visibility, and integrated compliance
management essential to protecting enterprise operations and
sustaining global mobility in 2025.

Immigration and Regulatory Risks

This section outlines the legal and regulatory challenges
associated with cross-border workforce movement and their impact on
business continuity. Key points include:

e Changing Immigration Regulations: Frequent updates to visa
rules, work permit requirements, and eligibility criteria create
uncertainty and administrative complexity. Organizations must
continuously monitor these changes to avoid non-compliance and
deployment delays. Proactive regulatory tracking is now
essential for uninterrupted global operations.

e Risk of Unauthorized Work: Employees working without proper
authorization—-whether through misclassification or policy gaps-
expose organizations to fines, reputational damage, and
potential operating restrictions in host countries. Even short-
term non-compliance can result in long-lasting legal and brand
consequences.
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o Delays Affecting Business Delivery: Lengthy or unpredictable
immigration processing timelines can disrupt project schedules,
client commitments, and market entry initiatives. This directly
impacts revenue timelines and operational performance. Delays
also strain client confidence and contractual obligations.

e Increased Scrutiny from Authorities: Governments are tightening
enforcement across borders, increasing audits and documentation
requirements. This elevates compliance risk and places greater
responsibility on mobility and HR teams. Non-compliance now
carries higher financial penalties and public enforcement
actions.

Tax and Social Security Compliance Issues

This section examines the financial and legal exposure related to
employee taxation and social security obligations across
jurisdictions. Key points include:

e Dual Tax Obligations for Employees: Cross-border assignments
often create complex dual-tax scenarios for employees. Without
proper planning, this can result in unexpected tax liabilities
and employee dissatisfaction. Tax confusion also affects
assignment acceptance and employee trust.

e Corporate Tax Exposure Risks: Incorrect tax structuring of
assignments can trigger permanent establishment risks, payroll
violations, and corporate tax liabilities in host countries.
These exposures carry significant financial and legal
consequences. Regulatory penalties may also include
retrospective tax assessments.

e Social Security Contribution Conflicts: Differences in bilateral
agreements and contribution rules create uncertainty around
where contributions must be paid. Missteps can lead to
penalties, back payments, and employee benefit gaps. These gaps
may impact long-term employee retirement and insurance coverage.
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e Stringent Reporting and Audit Requirements: Authorities
increasingly require detailed income reporting, host-country
filings, and compliance documentation. Organizations must
maintain accurate records to avoid enforcement actions. Manual
reporting processes significantly raise the risk of errors and
omissions.

Cross-border Remote Work Risks

This section highlights emerging compliance and operational risks
driven by the rise of global remote and hybrid working models. Key
points include:

e Undetected Permanent Establishment Risk: Employees working
remotely from foreign locations may unintentionally create
taxable business presence. This exposes organizations to
corporate tax and regulatory scrutiny. Many companies remain
unaware of this exposure until formal audits occur.

e Employment Law Violations: Remote work across borders can
trigger breaches of local labor laws related to working hours,
termination protections, and statutory benefits. These
violations carry legal and financial risk. Misalignment also
increases the potential for employee disputes and litigation.

o« Data Security and Privacy Exposure: Remote work increases
vulnerability to data protection breaches and cross-border data
transfer violations. Organizations must comply with country-
specific data regulations. Failure to do so can lead to
regulatory fines and loss of client trust.

e Lack of Visibility and Workforce Tracking: Without centralized
governance, organizations may lack accurate visibility into who
is working where. This significantly increases mobility,
payroll, and compliance risk. Limited visibility also weakens
workforce planning and cost forecasting.

Remote cross-border work creates risks across tax compliance, data
privacy, and employment laws, and without clear policies,
organizations face regulatory and security challenges, making
proactive risk management essential (See Figure 11).

38



% OMEGA
COMPANY

Global Mobility Report 2025

Figure 11: Remote Cross-Border Risk Areas
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Notes: This chart highlights key risk areas in managing remote employees across
borders, including tax exposure, permanent establishment risk, and regulatory
non-compliance. It also reflects challenges around data privacy, cybersecurity,
and cross-border payroll complexities. The visualization emphasizes the need for
clear policies, compliance monitoring, and coordinated HR, legal, and IT
governance to mitigate remote cross-border risks.
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Business Continuity and Geopolitical Challenges

This section focuses on broader external risks that threaten
workforce stability and cross-border operations. Key points
include:

e Geopolitical Instability and Conflict: Wars, political unrest,
and sanctions can disrupt assignments, displace employees, and
halt operations. These events require immediate response and
contingency planning. Employee safety and asset protection
become top organizational priorities.

e Trade Policy and Diplomatic Shifts: Sudden policy changes
between regions may restrict workforce movement and affect
cross-border business operations. Mobility programs must quickly
adapt to new constraints. Delays in adaptation can stall major
strategic initiatives.

e Health Emergencies and Climate Disruptions: Pandemics, natural
disasters, and extreme climate events pose direct threats to
employee safety and operational stability. Organizations must
maintain emergency mobility and evacuation protocols. Crisis
preparedness now forms a core component of global workforce
strategy.

e Supply Chain and Operational Fragmentation: Instability across
regions can disrupt customer delivery, production timelines, and
service continuity, making mobility a critical component of
enterprise risk mitigation. Workforce redeployment becomes
essential to restoring operations quickly.
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The complete financial landscape of global mobility programs,
explaining how resources are allocated, which elements drive the
highest expenses, and where organizations can optimize investment.
It breaks down total program costs across assignment types,
destinations, and duration; examines key cost drivers such as
housing allowances, COLA adjustments, taxation complexities,
relocation logistics, and vendor partnerships; and highlights
emerging cost-efficiency approaches used by leading organizations.
This section also compares spending patterns with industry
benchmarks, enabling companies to identify overspend areas, improve
forecasting accuracy, and build more scalable and financially
resilient mobility models.

Total Cost of Mobility Programs

This section outlines the full financial footprint of an
organization’'s mobility activities, capturing all direct and
indirect expenses required to move, support, and manage employees
across borders. Key points include:

o Comprehensive Annual Program Spend: This includes the total
budget allocated to global assignments, permanent transfers,
short-term mobility, and cross-border roles. It reflects the
overall scale and financial commitment of the mobility function
across all regions.

e End-to-end Assignment Lifecycle Costs: Each assignment carries
costs from initiation to repatriation—-including relocation
support, temporary housing, travel expenses, family support, and
ongoing allowances. Understanding these lifecycle costs ensures
accurate forecasting and budget planning.
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e Tax, Social Security, and Compliance-related Liabilities:
Mobility programs must account for tax equalization, host-
country payroll obligations, immigration fees, and legal
compliance. These obligations can significantly increase total
costs and require robust governance to avoid financial exposure.

e Vendor, Operational, and Administrative Expenses: This covers
relocation partners, destination service providers, mobility
technology platforms, and internal HR or mobility team
operations. These costs influence program efficiency and must be
monitored to maintain cost-effectiveness.

Figure 12: Mobility Spend Distribution
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Notes: This chart illustrates how global mobility budgets are allocated across
major cost categories such as compensation, housing, relocation services, and
tax support. It shows that a significant share of spend is concentrated in
employee-related allowances rather than strategic enablement activities.
Variations in spend distribution highlight differences by assignment type,
destination, and duration. The data reveals opportunities to optimize costs
through better vendor management and policy standardization. Rising compliance
and tax costs are also evident, reflecting increasing regulatory complexity.
Overall, the visualization underscores the importance of aligning mobility spend
with business priorities and value creation.

Major Cost Drivers (Housing, COLA, Taxation, Vendor Fees)
This section breaks down the primary components that contribute to
the overall cost of global mobility. Key points include:

e Housing and Accommodation Expenses: Housing allowances or
company-paid accommodations often represent the largest cost
category. Variations in host-country real estate markets
significantly impact overall budgets and require continuous
monitoring to remain competitive and cost-conscious.

e Cost-of-living Allowances (COLA): COLA ensures employees
maintain their standard of living when relocating to higher-cost
regions. Fluctuations in inflation, currency exchange rates, and
economic conditions can cause sudden changes in allowance
levels, affecting budget stability.

e Taxation and Equalization Obligations: Tax equalization
policies, host-country income taxes, and social security
obligations create substantial financial impact. Companies must
balance compliance with cost control, as tax-related expenses
can vary widely between jurisdictions.

e Vendor and Service Provider Fees: Outsourced services—including
immigration, relocation logistics, compliance, tax advisory, and
destination support—add to the total cost of mobility. Effective
vendor management is essential to ensure service quality while
controlling spending.
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Cost-efficiency Initiatives and Projected Savings

This section highlights the strategies organizations use to
optimize mobility spending and improve financial sustainability.
Key points include:

o Redesigning Assignment Types: Companies reduce costs by shifting
from long-term expatriate assignments to short-term, virtual, or
hybrid mobility models. These alternatives minimize allowances
and benefits while still addressing talent needs.

e Improving Vendor Consolidation and Negotiation: Centralizing
service providers allows organizations to negotiate better
rates, improve service consistency, and reduce duplication. This
creates measurable savings across immigration, relocation, and
tax services.

e Enhancing Policy Governance and Cost Controls: Stronger
governance frameworks help ensure employees receive benefits
aligned with policy rather than discretionary exceptions. This
reduces unplanned spending and improves cost predictability.

e Leveraging Technology for Reporting and Automation: Digital
tools reduce administrative burden, improve accuracy, and
identify inefficiencies. Automation of calculations, approvals,
and reporting drives sustained cost savings and operational
efficiency.

The Cost-Savings Initiatives Impact highlights how targeted
mobility optimization efforts deliver measurable financial benefits
over time, with initiatives such as vendor centralization,
allowance automation, policy simplification, and self-service
portals generating increasing cost reductions from Year 2025 to
Year 2026. The rising percentages demonstrate that while early
savings are achieved through initial process improvements, the full
value is realized as programs mature, adoption increases, and
efficiencies scale across the organization, reinforcing the
importance of sustained investment in structured cost-management
strategies (See Figure 13).
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Figure 13: Cost-Savings Initiatives Impact
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Notes: This chart highlights the measurable impact of cost-savings initiatives
implemented within global mobility programs. It shows how actions such as policy
optimization, vendor consolidation, and digital tools contribute to reduced
overall spend. The data indicates that proactive cost controls can be achieved
without compromising employee experience or compliance. Variations in impact
reflect differences in program maturity and execution effectiveness. Overall,
the visualization emphasizes that strategic cost-savings initiatives drive
sustainable financial efficiency.

Benchmarking Against Industry Peers

This section evaluates how an organization’s mobility spending
compares with global and industry benchmarks to ensure
competitiveness and cost justification. Key points include:

e Comparing Program Structure and Benefits: Benchmarking helps
assess whether housing allowances, COLA packages, and relocation
benefits align with industry norms. This ensures organizations
remain competitive without over-investing.
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o« Identifying Cost Gaps and Overspend Areas: Benchmark data

reveals where an organization may be paying above market rates
for services or allowances. Addressing these gaps leads to
better cost control and budget optimization.

Evaluating Program Effectiveness Against Cost: Benchmarking also
examines whether mobility outcomes—such as deployment speed,
assignment success, and retention—justify investment levels.
This supports stronger decision-making and long-term budget
planning.

Tracking Trends in Mobility Spending: Industry benchmarks
highlight emerging cost pressures, new benefit models, and
evolving cost-efficiency practices. Staying aligned with trends
ensures mobility programs remain relevant, sustainable, and
strategically valuable.

Figure 14: Industry Benchmark Comparison
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Notes: This chart compares organizational performance against industry
benchmarks across key mobility and workforce metrics. It highlights where
organizations outperform peers and where capability gaps remain. The data
reveals significant variation by industry, reflecting differences in mobility
maturity and talent strategies. Benchmark leaders demonstrate stronger cost
control, faster deployment, and higher assignment success rates. Mid-tier
performers show progress but lack consistency across regions. Lower-performing
organizations face challenges in policy alignment and execution. Overall, the
visualization underscores the value of benchmarking to identify improvement
priorities and competitive positioning.

The Industry Benchmark Comparison provides a clear view of how the
organization’s mobility practices, costs, and performance metrics
compare against peer companies and market standards, helping
identify gaps, strengths, and areas of competitive advantage. By
benchmarking against industry averages and best-in-class
performers, organizations gain actionable insights to prioritize
improvements, justify investments, and align their global mobility
strategy with leading practices across the market. It also supports
data-driven decision-making by highlighting efficiency
opportunities, cost optimization potential, and risk exposure
relative to competitors. Additionally, benchmark insights enable
leaders to set realistic performance targets, strengthen
governance, and enhance talent mobility outcomes in a rapidly
evolving global workforce landscape (See Figure 14).
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The Employee & Leader Experience Insights section explores how
mobility programs influence the expectations, challenges, and
overall satisfaction of relocating employees and the leaders who
manage them. It examines key experience drivers such as assignment
preparation, onboarding quality, cultural integration, family
support, and leadership engagement throughout the relocation
lifecycle. The section also identifies common experience gaps and
highlights best practices that improve clarity, communication, and
trust. By comparing experience outcomes with global benchmarks,
organizations can pinpoint areas for improvement and build mobility
programs that are more employee-centric, supportive, and aligned
with long-term talent retention and development goals.

Satisfaction Scores and Assignment Success Factors

This section evaluates how employees and leaders perceive their
mobility experience and the key elements that determine assignment
success. Key points include:

e Quality of Relocation Support: Employees rate their satisfaction
heavily on pre-departure guidance, housing arrangements, and
transition support. Strong relocation processes help reduce
stress and accelerate assignment readiness. Clear communication
throughout the move builds confidence and trust.

e Effectiveness of Onboarding and Cultural Preparation: Training,
local orientation, and cultural coaching significantly influence
adaptation and performance. Well-prepared employees integrate
faster into their new environment, improving productivity.
Inadequate preparation increases adjustment challenges and early
assignment friction.
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e Clarity of Role Expectations and Success Metrics: When goals,
responsibilities, and stakeholder expectations are clearly
defined, assignment effectiveness improves measurably. Ambiguity
leads to misalignment and slower performance ramp-up.
Transparent expectations also enhance employee confidence and
engagement.

e Family and Personal Support Factors: Family satisfaction—such as
schooling, spouse support, and healthcare access—plays a major
role in overall assignment success. Family challenges can lead
to early assignment return or reduced employee focus. Strong
support increases assignment stability and employee well-being.

Adoption of Mobility Tools and Platforms

This section assesses how digital tools influence the employee
experience and the efficiency of mobility processes. Key points
include:

o« Ease of Using Mobility Platforms: High adoption depends on
intuitive interfaces, simple workflows, and clear navigation.
When platforms reduce administrative burdens, employees
experience smoother transitions. Poor usability drives
frustration and reliance on manual processes.

e Real-time Access to Information: Tools that provide up-to-date
status tracking, document management, and financial visibility
improve transparency and reduce uncertainty. Employees feel more
in control of their assignment journey. Leaders benefit from
quick access to compliance and cost insights.

e Integration with HR and Payroll Systems: Connected systems
streamline data flow, reducing errors and improving process
consistency. Integration enhances accuracy in compensation,
allowances, and reporting. Disconnected systems increase
processing delays and compliance risks.

e Training and Digital Adoption Support: Awareness sessions,
tutorials, and ongoing assistance significantly impact adoption
levels. Employees and managers who understand system
capabilities use platforms more effectively. Lack of training
results in low usage and inconsistent process execution.
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Retention and Engagement Metrics for Mobile Talent

This section analyzes how mobility influences long-term employee
retention, engagement, and organizational loyalty. Key points
include:

o« Impact of Career Growth Opportunities: International assignments
are most engaging when employees see clear career pathways and
future roles. Visibility into post-assignment opportunities
increases long-term commitment. Limited clarity leads to
disengagement and attrition after return.

e Strength of Repatriation Planning: Structured reintegration
plans help employees apply newly gained skills, improving
retention. Poor repatriation experiences often lead to
dissatisfaction and turnover. Effective planning strengthens
leadership pipelines and global capability building.

e Connection to Organizational Purpose: Employees who feel their
mobility assignment directly contributes to business success
show higher engagement and motivation. This alignment improves
performance and loyalty. Lack of alignment diminishes perceived
value of the experience.

e Support from Leadership and Managers: Strong leadership
engagement—through coaching, regular check-ins, and development
support—enhances morale and assignment success. Weak or
inconsistent support decreases motivation and job satisfaction.
Leadership involvement is central to maintaining engagement
throughout the assignment lifecycle.

Pain Points Affecting Productivity or Business Outcomes

This section identifies the operational and experiential challenges
that hinder employee performance and assignment delivery. Key
points include:

e Logistical and Administrative Delays: Issues related to
immigration, housing readiness, or document processing affect
employee start times and productivity. These delays disrupt
business delivery and create unnecessary stress. Proactive
coordination helps reduce downtime.
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e Complex Mobility Policies and Processes: Overly complicated

procedures and unclear guidelines slow decision-making and
frustrate employees. Process inefficiencies also create
inconsistencies across regions. Simplification improves
experience and accelerates deployment.

e Challenges Faced by Accompanying Family Members: Schooling

difficulties, limited spouse career support, and cultural
adjustment issues impact employee focus and assignment
stability. Family challenges are a major driver of early return
rates. Strong family support programs enhance overall assignment
success.

Workplace Integration Barriers: Difficulties in adjusting to
local team cultures, leadership styles, or communication norms
can reduce productivity and collaboration. Lack of support
increases stress and slows performance. Structured cross-
cultural integration improves effectiveness and team alignment.

Figure 15: Productivity Pain Points
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Notes: This chart highlights the primary factors limiting productivity across
teams and functions. It shows how process inefficiencies, skill gaps, and
fragmented systems contribute to lost time and reduced output. The data
indicates that manual workflows and unclear ownership are major sources of
delay. Collaboration challenges across geographies further compound productivity
issues. Technology adoption gaps prevent teams from fully leveraging automation
and AI. As workloads increase, these pain points directly impact employee
experience and performance. Addressing them requires process redesign, targeted
upskilling, and better digital enablement.

Productivity Pain Points highlight the operational, technological,
and people-related barriers that slow down work execution and
reduce overall efficiency across the organization. These challenges
often arise from fragmented processes, manual workflows, unclear
policies, limited system integration, and lack of real-time
visibility, leading to delays, rework, and employee frustration.
Over time, such inefficiencies increase costs, strain resources,
and reduce responsiveness to business needs. Identifying these pain
points allows organizations to prioritize automation, improve
collaboration, and standardize processes. Addressing productivity
barriers ultimately enhances employee experience, accelerates
delivery timelines, and supports sustainable business performance
(See Figure 15).
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The Technology, Automation & Analytics section highlights how
digital solutions are transforming global mobility programs,
improving efficiency, compliance, and employee experiences. It
covers integrated systems connecting HR, payroll, finance,
immigration, and tax; the role of automation and AI in reducing
manual work, enhancing cost accuracy, and identifying compliance
risks; and how modern tools streamline operations while boosting
assignment success. This section also examines best practices and
technology adoption trends that enable organizations to achieve
greater agility, resilience, and strategic value from their
mobility programs.

Current Mobility Technology Stack
This section evaluates the systems and platforms organizations
currently use to manage mobility operations and their overall
effectiveness. Key points include:

e Core Mobility Management Platforms: Many organizations rely on
centralized mobility systems to handle assignment workflows,
cost projections, compliance tracking, and documentation. These
platforms streamline processes and reduce manual workloads. When
outdated, however, they create inefficiencies and data
inconsistencies.

e Integration with HRIS, payroll, and Finance Tools: Seamless data
exchange between mobility technology and enterprise systems
enhances accuracy and reduces administrative errors. Integrated
ecosystems provide real-time updates on compensation, benefits,
and employee status. Disconnected systems lead to delays,
compliance exposure, and duplicated efforts.
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e Vendor and Service-Provider Technology: Relocation vendors, tax
providers, and immigration partners often bring their own
proprietary tools that support case management and reporting.
Effective integration with these systems improves coordination
and transparency. Gaps in connectivity cause fragmented
workflows and reduced visibility.

e Scalability and Future-Readiness: As mobility demands grow,
organizations require systems capable of scaling globally
without compromising performance. Technology must support new
assignment types, remote work policies, and evolving compliance
needs. Limited scalability becomes a barrier to operational
efficiency and innovation.

Data Quality and Reporting Maturity

This section analyzes the strength, accuracy, and reliability of
mobility data and how effectively organizations use it for
decision-making. Key points include:

e Accuracy of Employee and Assignment Data: Clean, up-to-date data
is critical for compliance, cost estimation, and reporting
integrity. Inaccurate or incomplete data increases risk and
leads to flawed decision-making. Strong data governance ensures
reliability and operational consistency.

e Consistency Across Systems and Stakeholders: When data is
synchronized across HR, payroll, finance, and vendor systems,
organizations gain clearer insights into program performance.
Inconsistent data creates confusion and administrative burden.
Standardized data structures enable more meaningful analytics.

e Reporting Dashboards and Visualization Tools: Mature reporting
capabilities provide leadership with real-time metrics on costs,
compliance, deployment speed, and employee experience. Visual
dashboards simplify complex data for faster decision-making.
Limited reporting functionality restricts visibility and weakens
strategic planning.
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e Predictive and Advanced Analytics Readiness: Organizations with
mature analytics can forecast assignment trends, identify risks,
and model future scenarios. This enhances proactive decision-
making and improves program effectiveness. Low analytics
maturity limits the organization to reactive, manual reporting.

Opportunities for Automation, AI-driven Compliance Checks, and Cost
Modeling

This section outlines how automation, artificial intelligence, and

advanced modeling can improve mobility operations, reduce risk, and
optimize costs. Key points include:

e Automation of Routine Workflows: Digitizing tasks such as
document submission, allowance calculations, and status updates
reduces manual effort and speeds up processing. Automation frees
mobility teams to focus on strategic support and employee
experience. It also minimizes errors and improves consistency.

e AI-powered Compliance Monitoring: AI tools can continuously scan
immigration rules, tax thresholds, and regulatory requirements
to detect risks early. Automated compliance alerts help prevent
unauthorized work, tax exposure, and missed filings. This
strengthens governance and reduces administrative burden.

e Predictive Cost Modeling and Scenario Planning: AI-driven cost
models can forecast full assignment costs using variables like
location, housing, COLA, and tax impacts. This allows
organizations to compare assignment options and optimize
budgets. Predictive modeling improves accuracy in financial
planning and reduces budget overruns.

o Automated Workforce Tracking and Location Monitoring: Technology
can now track employee movement across geographies using
validated check-ins, travel data, and system integrations.
Automated tracking helps detect remote work risks, ensure
compliance, and maintain visibility over global talent
distribution.
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Digital Experience Improvements for Employees and Managers
This section highlights opportunities to enhance the digital
journey of mobile employees and their managers, driving better
satisfaction and operational efficiency. Key points include:

e Self-service Portals and Mobile Apps: Modern mobility platforms
offer employees direct access to assignment details, benefits
information, and document checklists. Self-service improves
transparency and reduces dependency on support teams. Managers
also gain instant visibility into assignment status and approval
workflows.

e Personalized Digital Communication: Automated updates, alerts,
and tailored guidance improve clarity and reduce uncertainty for
employees during each stage of the assignment. Personalized
digital experiences strengthen trust and engagement. Generic
communication often leads to confusion and missed deadlines.

e User-friendly Interfaces and Workflow Simplification: Clean,
intuitive interfaces help employees navigate relocation steps
more easily and complete tasks faster. Simplified processes
reduce frustration and improve overall satisfaction. Poor design
increases errors and reliance on manual support.

e Digital Tools Supporting Performance and Well-being: Platforms
offering cultural learning modules, local insights, and wellness
resources enhance employee preparedness and adaptation. These
tools help employees settle faster and perform better in their
roles. Without digital support, adjustment challenges often
prolong productivity ramp-up.

Digital Experience Enhancements focus on improving employee and
manager interactions with mobility systems through intuitive, user-
friendly, and technology-driven solutions. Implementing self-
service portals, automated workflows, and integrated platforms
simplifies processes, reduces administrative burdens, and provides
real-time access to critical information. These improvements boost
efficiency, engagement, and adoption, enabling a more agile and
connected global workforce (See Figure 16).
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Figure 16: Digital Experience Enhancements
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Notes: This chart illustrates key initiatives aimed at improving digital
interactions for employees and leaders. It highlights investments in user-
friendly platforms, automation, and self-service tools to reduce friction. The
data shows a growing focus on personalization and seamless access across
devices. Enhanced digital experiences are directly linked to higher productivity
and engagement. Overall, the visualization underscores the role of intuitive,
integrated systems in enabling efficient and satisfying work experiences.

60



Critical Challenges Requiring Leadership

Attention
Section 10




/)

RN

/|
%

7

SN\ S
e 5
. N

Global mobility in 2025 faces escalating pressures that demand
direct leadership involvement to maintain workforce agility and
operational continuity. Organizations are navigating global skill
shortages, rising assignment costs, and geopolitical volatility,
all of which add complexity to cross-border talent deployment.
Immigration delays, regulatory uncertainty, and the growth of
remote work further increase compliance and operational risks.
Mobility teams must also address vendor performance gaps, system
scalability limitations, and growing expectations for faster, more
seamless employee experiences. Addressing these challenges requires
strong executive alignment, strategic investment, and coordinated
action across the enterprise to sustain global operations and
support long-term organizational growth.

Talent Shortages and Global Placement Delays

This section highlights the increasing difficulty organizations
face in sourcing and deploying skilled talent across markets, and
how these challenges impact business timelines. Key points include:

e Intensifying Global Skill Shortages: Highly specialized roles-
particularly in AI, cybersecurity, engineering, data science,
and digital transformation—are in limited supply worldwide. This
scarcity leads to extended vacancy periods and forces companies
to rely on mobility programs to fill critical roles.

e Short-term Business Disruptions: Delays in placing talent
directly affect project delivery, service continuity, and
revenue generation. As roles remain unfilled longer, teams
experience productivity gaps and increased operational pressure.
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e Longer Deployment Timelines: Even when talent is identified,
regional restrictions, immigration hurdles, and internal
approval processes slow down assignments. These delays often
push timelines far beyond projected start dates, affecting
client commitments and strategic initiatives.

o Higher Cost of Competition for Talent: Companies must offer
stronger incentives—compensation, allowances, and faster
mobility processing—to secure the best talent. This competitive
pressure raises the financial burden on mobility budgets and
workforce planning.

Rising Assignment Costs

This section examines the financial pressures caused by increasing
mobility-related expenses and how they affect program
sustainability. Key points include:

e Inflation-driven Cost Increases: Housing, transportation,
education, and cost-of-living adjustments have all increased
substantially in many global markets. These rising expenses
place significant pressure on mobility budgets and require more
precise financial planning.

e Higher Vendor and Relocation Service Fees: Suppliers providing
immigration, tax, destination services, and relocation support
have raised pricing due to labor costs, capacity constraints,
and global demand. Poor vendor management amplifies these
expenses over time.

e Fluctuating Exchange Rates and Economic Volatility: Currency
instability affects allowance calculations, payroll forecasting,
and cost equalization models. This volatility can significantly
increase the overall cost of long-term assignments.

e Pressure on Benefit Competitiveness: To attract and retain
mobile talent, organizations must enhance packages such as
housing allowances, hardship premiums, and family support
benefits—further increasing assignment costs.
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Immigration Backlogs and Geopolitical Instability

This section outlines escalating regulatory complexities and
geopolitical risks that disrupt global mobility operations. Key
points include:

e Prolonged Immigration Processing Times: Backlogs in visa
processing, work permits, and renewals have increased across
many regions due to policy shifts and administrative overload.
These delays create major deployment bottlenecks and business
continuity risks.

e Greater Unpredictability in Global Policies: Rapid changes in
immigration laws, diplomatic tensions, and trade restrictions
increase compliance complexity. Organizations must constantly
adapt mobility planning to manage unexpected regulatory shifts.

e Geopolitical Conflicts and Instability: Wars, sanctions,
political unrest, and regional tensions endanger employee safety
and disrupt ongoing assignments. Companies must activate
emergency relocation plans and revise deployment strategies
quickly.

e Stricter Border Controls and Audits: Governments are increasing
scrutiny around international hiring and cross-border movement,
which elevates compliance risk and makes documentation and
reporting more demanding.

Integration of Remote/Hybrid Cross-border Work Policies

This section explores the operational and compliance challenges
associated with managing remote and hybrid employees working across
borders. Key points include:

e« Compliance Risks from Untracked Remote Workers: Employees
working abroad without formal mobility authorization may trigger
tax exposure, immigration violations, and permanent
establishment risks. Lack of governance significantly increases
corporate liability.
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e Different Legal Standards Across Countries: Each country has
unique labor laws, data protection rules, and employment
regulations. Ensuring compliance for remote workers across

multiple regions requires complex legal oversight and consistent

policy frameworks.

e Difficulty Maintaining Equity and Consistency: Remote and hybrid

expectations vary widely across regions and employee levels.
Leaders must balance employee flexibility with operational
needs, regulatory limits, and fairness across the global
workforce.

e Technology and Security gaps: Remote work increases exposure to
cybersecurity risks, data privacy breaches, and cross-border
data transfer restrictions. Mobility teams and IT must
collaborate to protect sensitive information and maintain
compliance.

Vendor Performance and Scalability Issues

This section reviews third-party challenges that limit mobility
efficiency, employee experience, and global program scalability.
Key points include:

e Inconsistent Service Delivery Across Regions: Vendor networks
vary in quality, expertise, and responsiveness. This
inconsistency causes delays, compliance gaps, and uneven
employee experiences, especially in complex markets.

e Limited Capacity During Peak Seasons: Immigration firms,
relocation providers, and tax vendors often face seasonal
overloads, leading to missed deadlines and reduced service
quality. These capacity issues directly impact deployment
timelines.

e Poor Integration with Mobility Technology Systems: Many vendors
lack seamless integration with HRIS, finance, or mobility
platforms, resulting in manual data entry, delays, and errors.
This undermines automation efforts and reduces data accuracy.
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e Escalating Vendor Costs and Contractual Inflexibility: Rising
vendor fees and rigid contract terms limit the organization’s
ability to scale programs efficiently. Leaders must renegotiate
agreements and introduce performance benchmarks to ensure value.

Figure 17: Vendor Performance Risks
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Notes: This chart highlights the key risks associated with vendor performance in
global mobility programs. It shows how delays, quality issues, and inconsistent
service delivery can impact assignment success and employee experience. The data
indicates that reliance on multiple vendors increases complexity and potential
exposure. Poor vendor performance can also lead to compliance breaches and
increased costs. Overall, the visualization emphasizes the need for rigorous
vendor management, monitoring, and accountability to mitigate risks effectively.
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Strengthening global mobility for the future requires a clear,
strategic roadmap that elevates the function into a technology-
enabled driver of global growth. The recommendations focus on
modernizing policies, improving vendor ecosystems, and adopting
advanced technologies to enhance efficiency and decision-making.
Stronger compliance frameworks, improved data governance, and
readiness for geopolitical shifts form the foundation of effective
risk management. The section also highlights how agile deployment
models and leadership-focused assignments can boost workforce
capability and support long-term business priorities. A 12-24 month
action plan outlines a practical path to building a scalable,
resilient, and strategically aligned mobility program.

Policy Modernization and Simplification

This section outlines how organizations can redesign, consolidate,
and modernize mobility policies to create clarity, reduce cost, and
enhance employee experience. Key points include:

e Streamlining Complex Policy Frameworks: Many organizations still
rely on outdated, fragmented policies that vary by region,
assignment type, or employee level. Simplifying these policies
reduces administrative burden, improves consistency, and
eliminates unnecessary exceptions. Modernization includes
building flexible, tiered, or points-based policies that align
mobility support with business value.

e Creating Employee-centric and Equitable Policies: A modern
mobility framework incorporates transparency, fairness, and
predictability. Employees need clear guidelines on benefits,
eligibility, and expectations. By adopting standardized
templates and digital policy tools, organizations improve
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satisfaction and reduce friction during assignment planning and
onboarding.

e Aligning Policies with Business Strategy: Mobility policies must
support evolving workforce models—short-term assignments,
project-based deployment, remote cross-border work, and virtual
assignments. Policy reform ensures mobility remains aligned with
strategic priorities such as global expansion, leadership
development, and cost optimization.

e Enabling Faster Decision-making: Simplified policies reduce
approval cycles, accelerate deployment, and minimize operational
delays. With leaner rules and clear escalation paths, HR and
business leaders can make quicker, more confident decisions,
improving responsiveness to market demands.

Investment Opportunities (Technology, Vendors, Analytics)

This section highlights strategic investment areas that strengthen
global mobility operations, improve efficiency, and deliver
measurable ROI. Key points include:

e Upgrading Core Mobility Technology Platforms: Investing in
modern mobility systems enhances workflow automation, compliance
tracking, digital document management, and employee self-
service. A robust technology stack reduces manual work, improves
accuracy, and supports scalable mobility programs as global
operations expand.

e Optimizing Vendor Ecosystems: Strategic vendor partnerships-
relocation providers, immigration firms, tax consultants, and
mobility management services—ensure consistent, high-quality
support. Organizations should evaluate vendor performance,
capacity, SLAs, and scalability to identify gaps and renegotiate
value-driven contracts. Multi-vendor models and centralized
vendor management drive efficiency and cost control.

e Strengthening Analytics and Predictive Insights: Investing in

advanced analytics enables organizations to model mobility
costs, assess risk exposure, and forecast workforce needs.
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Predictive tools help identify patterns in assignment success,
flight risks, and location-based challenges. Analytics-driven
decision-making shifts mobility from reactive operations to
strategic workforce planning.

e Enhancing Digital Collaboration and Communication: Tools that
support digital onboarding, real-time status tracking, and
employee communication improve the overall mobility experience.
Integrating mobility systems with HRIS, payroll, and workforce
planning tools creates a unified ecosystem for data accuracy and
operational visibility.

Risk Mitigation Strategies

This section provides a strategic framework for identifying,
managing, and reducing compliance, financial, and operational risks
across the mobility lifecycle. Key points include:

e Strengthening Immigration and Tax Compliance Controls:
Organizations should implement automated compliance checks,
centralized document management, and proactive tracking of
regulation changes. Regular audits, early risk assessments, and
expert vendor support reduce exposure to penalties and business
disruption.

e Managing Cross-border Remote Work Risks: Establishing clear
policies, pre-approval workflows, and automated location
tracking tools helps reduce permanent establishment, payroll,
and labor law risks. This also supports consistent management of
hybrid mobility arrangements.

e Building Resilience Against Geopolitical and Environmental
disruptions: Scenario planning, emergency response protocols,
and regional workforce diversification improve business
continuity. Organizations must maintain real-time visibility on
at-risk locations and deploy contingency plans when needed.

e Ensuring data privacy and cybersecurity compliance: Mobility

programs must align with regional data protection laws and
implement secure systems for document sharing, approvals, and
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employee information storage. Data governance frameworks minimize
exposure to breaches and regulatory penalties.

Talent Mobility Initiatives to Accelerate Growth

This section outlines how organizations can use mobility as a
strategic engine for talent development, leadership growth, and
market expansion. Key points include:

e Creating Agile Talent Deployment Models: Organizations need
flexible frameworks that enable faster movement of critical
skills to emerging markets, high-priority initiatives, and time-
sensitive projects. Agile mobility expands organizational
capacity and accelerates innovation.

e Building Leadership Pipelines Through Global Exposure:
International assignments remain one of the strongest predictors
of future leadership success. Structured career paths,
rotational programs, and development-focused assignments help
build globally capable leaders.

e Enhancing Retention Through Meaningful Global Opportunities:
Offering diverse mobility pathways—short-term assignments,
virtual mobility, cross-border hybrid work—helps organizations
retain top talent and improve engagement. Employees value roles
that provide international experience and career progression.

e Aligning Mobility with Workforce Planning: Integrating mobility
programs with long-term skills forecasting ensures the right
talent reaches the right markets at the right time. Mobility
becomes a proactive tool rather than a reactive response.

12-24 Month Roadmap for an Optimized Mobility Program

This section presents a phased roadmap to transition from current-
state operations to a future-ready, data-driven mobility program.
Key points include:

e Phase 1 (0—-6 months): Foundation and stabilization:

Organizations begin by assessing policy gaps, evaluating vendor
performance, implementing compliance controls, and improving
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data quality. Early wins include simplified policy updates, quick
tech enhancements, and immediate risk mitigation.

e Phase 2 (6-12 months): Integration and Modernization: Focus
shifts to technology rollout, system integrations, digital
experience upgrades, and standardized processes across regions.
Analytics dashboards, automation workflows, and policy
harmonization create stronger operational consistency.

e Phase 3 (12-18 months): Expansion and Strategic Alignment:
Mobility programs integrate with workforce planning, talent
development, and global business strategy. Predictive analytics,
improved cost forecasting, and leadership mobility frameworks
strengthen long-term capabilities.

e Phase 4 (18-24 months): Optimization and Scalability: In the
final phase, organizations optimize performance using continuous
improvement models, enhance vendor ecosystems, and expand
mobility pathways. Mobility becomes a measurable strategic
advantage supporting global competitiveness and workforce
agility.

Growth-Oriented Mobility Initiatives are designed to align talent
movement with the organization’s strategic goals, enabling the
right people to be in the right roles at the right time. By
facilitating international assignments, cross-functional rotations,
and skill-based placements, these initiatives support business
expansion, innovation, and knowledge transfer across markets. They
also enhance employee development, retention, and engagement by
offering career growth opportunities and exposure to diverse
experiences. Ultimately, growth-focused mobility drives
organizational agility, strengthens global capabilities, and
ensures that talent investments directly contribute to long-term
business success (See Figure 18).
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Growth-Oriented Mobility Initiatives
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Notes: This chart highlights mobility programs designed to drive business growth
and strategic impact. It shows initiatives such as high-potential talent
rotations, international project assignments, and market expansion deployments.
The data indicates these programs accelerate leadership development and knowledge
transfer across regions. They also support innovation by placing critical skills
where they are most needed. Overall, the visualization underscores mobility as a
strategic lever for organizational growth and competitive advantage.
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A boutique business management consultancy reinventing
processes and strategies to solve complex business problems.

Our team of professionals works together to provide top-notch services aiming to
solve complex business problems and reduce costs. As we continue to grow, we
expose our team members to the latest industry trends from various regions
worldwide. This enables us to leverage new insights and data from developing
studies and use new tactics and tools for our clients. We serve multiple
industries in both the public and private sectors.
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For more information, visit

We exist to enable digital acceleration. An Omega consultant to
combat technological advancement. We provide management advisory
and intelligent technology services to small and mid-size
businesses, enabling digital transformation by improving digital
marketing, emerging technology strategy, and innovation.

Launch forward with
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