Strategic Moves Lab
Moving together,
making tomorrow
April 2015

Contents

Introduction1
Strategic Moves Lab Agenda 2
Global megatrends & Global mobility3
The Future Workforce4
The Future of Work8
The Future Workplace13
Global Mobility – innovations and insights16
Deloitte contacts24

Introduction
Earlier this year we invited 40 leading global organisations to the Deloitte
Greeenhouse to participate in our Strategic Moves Lab, facilitated by our Global
Mobility Transformation team.
The aim of the lab was to provide participants with an enhanced platform for
knowledge sharing between industries and to utilise creative out-of-the-box
thinking to explore how future trends and challenges across workforce, work and
workplace will impact Global Mobility, Talent and Reward in tomorrow’s global
organisations.
Rob Hodkinson

The Deloitte Greenhouse provided an innovative backdrop to what turned out to
be a highly collaborative and productive day.

Global Employer Solutions
Partner

This booklet summarises the day’s journey and documents the key points from
each of the key note speakers, the thoughts and questions posed by participants,
together with a collation of individual and organisation action plans and objectives
that were discovered on the day.
Finally, we have provided some reflections on the day from a Deloitte perspective
on how both individuals and organisations from a Global Mobility, Talent and
Reward perspective can start planning for tomorrow’s workforce, work and
workplace.
Andrew Robb
EMEA Global Mobility
Transformation Leader

Rob Hodkinson
Partner, Deloitte LLP

Andrew Robb
EMEA Global Mobility Transformation Leader, Deloitte LLP
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Strategic Moves Lab Agenda
– Thursday, 5 February 2015

What we learned …
Global Megatrends and Global Mobility – Page 3
An overview on the global megatrends and how they are transforming the global
business world and job landscape.
The Future Workforce – Pages 4 to 7
How the generational differences and the increase demand for new, technology-based
skills are impacting organisations approach to their global workforce.
The Future of Work – Pages 8 to 12
How the shift of industries to emerging markets, the rise of zero hour contracts,
increasing automation and the emerging employee-driven market are impacting
the very nature and future of working globally.
The Future Workplace – Pages 13 to 15
How the increasing mobility of workers and flexible working patterns are resulting
in adaptive changes to where we work and what is considered a ‘workplace’.
What we shared …
Global Mobility Innovation and Insights – Pages 16 to 22
Exploring the impact of the future workforce, work and workplace trends on the
individual attendees and their organisations from a Global Mobility, Talent and
Reward perspective.
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Megatrends are drivers transforming the global business world and job landscape.
The following megatrends were discussed
 lobalisation shifts the economic power to emerging economies
G
Particularly in Asia. These markets will promise high growth opportunities and
a huge increasingly skilled workforce far beyond today’s dimensions.

 he digital transformation
T
The increase in digitalisation will allow ubiquitous communication, access to
information and to broad opportunities of Big Data businesses. The Internet of
Everything enables production that will get increasingly automated; additive
manufacturing will enable new forms of decentralized production. Disciplines
and technologies converge for path breaking product and service innovations.
The location and time dependence of work dissolves further.

Dr Eckhard Störmer
Senior Foresight Consultant
at Z_punkt The Foresight
Company

 he shifting role of the company in the value creation
T
The company’s central role in value creation is moving towards a more
complex business ecosystem. Firms will be network orchestrators of their
swarm of value partners, operating in virtual and fluid project teams.

Increasing demand for flexibility
With increasing complexity of global economic interactions, flexibility needs
of businesses affect working conditions and force adaptability and
responsiveness of all individuals. But flexibility needs also come from the
employees: Young generations put their particular work and life priorities and
demands into the company. The system of job incentives and rewards as well as
the residence time of employers in one company will be changing drastically.

 emographic shifts & generational differences
D
The demographic change with an ageing workforce and global migration
streams leads to a world with four generations at the workplace and a
growing ethnical diversity.
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Talent strategy, global workforce planning and diversity and inclusion approaches
are attracting more attention and investment amongst global organisations.
We explored a variety of leading industry and academic publications, including
insights and research published by LinkedIn to predict and anticipate the trends of
the future workforce in order to empower participants to proactively discuss how
these trends may impact their organisations.
Katerina Hanna
Manager, Customer Success
Consulting – EMEA Global
Accounts at LinkedIn

Key future of workforce trends identified
Increase in mobile employees
Employees will have a desire and expectation to be mobile but on their terms.
Businesses need to balance this with the need to push assignees to talentscarce and less attractive locations.

Generational difference
There are currently four generations present in the workplace: traditionalists,
baby boomers, Gen X and Gen Y. Businesses must strive to understand the
preferences and motivations of each generation to ensure a cohesive work
environment and a productive workforce is sustained.

Generation Z v Generation U
Close to 2 billion of Gen Z, born around year 2000, will be entering the
workforce in the near future and will be the most tech savvy workers to
date. On the other end of the spectrum, Gen U represent the unretired
workers, whose numbers will continue to increase and fuel our short-of-talent
economies.
The demand for new skills
As people become more connected and more mobile big changes
are predicted in the future of the workforce including the rise of new
organisational structures and need for new skills not yet in the market.

Technology
Technology will further pervade the identification, sourcing and management
of Talent in the future. The increased importance of strong digital brands of
both organisations and individuals should lead to advanced predictive job/
candidate matching, improved candidate experience and the use of ‘big data’
to predict future talent trends.
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Activity: Assessing the impact of Future Workforce trends
In order to anticipate the impact of the predicted trends on the future of the
workforce, we split participants into focus groups to create and define a persona
that they thought would be more prominent in the workforce in the future.
Participants were encouraged to create a persona based on age, ethnicity, industry
and role. Conducting this exercise allowed participants the chance to evaluate
whether their organisations’ current Mobility, Talent and Reward strategies are
prepared for the anticipated workforce changes both generally and through the
lens of their chosen persona. This was done by exploring how the created persona
would be impacted by the predicted trends and then, based on this, how Mobility,
Talent and Reward would support them in the future.
Interestingly, all groups chose to evaluate women who would be in their early to
mid career, from a diverse background and generally speaking from an emerging
market location.
Group Persona Results

Ethnicity: Chinese
Age: 18-25
Located: Europe
Industry: Technology

Ethnicity: African
Age: 27-30
Located: South Africa
Industry: Social
media/Marketing

Ethnicity: Russian
Age: 32
Located: UK
Industry: Banking

Ethnicity: Chinese
Age: Mid-30s
Located: San
Francisco
Industry: Technology
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Participants’ points
of view
How will mobility, talent and reward support these personas in the future?
• Cultural awareness will be vital in educating assignees and assisting them with
building relationships in a diverse workforce.
• A high level of support will be expected from highly skilled employees who are asked
to move to specific locations by their employers. This could include an expectation of
childcare, international schooling, spousal support, etc.
• Companies need to invest in technology which will enhance the assignee experience
e.g. workforce analytics.
• Assignees will expect an increased level of flexibility with their assignments and
benefits.
• Career clarity should be provided to all assignees to support them during the
assignment and upon repatriation.

How will these personas be impacted by future trends?
• There is potential for cultural clashes within a ‘melting pot’ workforce due to an
increase in diversity and globalisation.
• Global competition will lead to a more employee-driven market.
• Employees will expect an opportunity for mobility as part of their work.
• For individuals in contracting roles e.g. in the technology industry, there may be a
level of uncertainty and insecurity.
• There will be a demand for technology and social media skillsets, which will be
suited to the tech savvy Gen Z.
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Participants’
insights
Summary of key findings
• One of the key issues going forward will be
negotiating generational and cultural differences.
• There will be a shift to an employee-driven market
where employers may have to offer more value and
additional benefits to hire the best talent.
• The sourcing of talent remains a concern within
certain industries and regions.
• With rapid globalisation, it is becoming increasingly
difficult for businesses to manage global compliance
for a wide range of mobile employees.
• As assignees begin to expect global mobility as part
of their careers and companies expand internationally,
there will be a downstream impact on policy flexibility,
recruitment, training and branding to support a wide
range of generations.
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A number of ‘what if’ scenarios were presented for the future of work. The key
‘what if’ scenarios being …
 hift of industries to emerging markets
S
Globalisation might lead to a shift of geographical centres of excellence to a
new wave of cities in emerging economies, like Hong Kong or Shanghai in the
case of the financial industry. As major companies’ headquarters are located in
Asia business culture may shift. Talent streams reverse.

Dr Eckhard Störmer
Senior Foresight Consultant
at Z_punkt The Foresight
Company

Rise of zero-hour contracts
Companies might shift the market volatility to their workforce, pushing them
into project based assignments. The company might orchestrate a huge fleet
of virtual workforce. Talent mobility is decreasing as experts are working
remotely and talent pipelines might be very thin. Portfolio careers dominate.

Increase in automated work
Sharp leaps forward in IT innovation, smart algorithms and Artificial
Intelligence drive automation of routine professional work. Large-scale job
losses might hit particularly high skilled workers and medium to upper-income
groups, e.g. in accountancy services, insurance industry and legal professions.
Huge up-skilling is necessary. Meta-analysts overseeing and improving the
algorithms as well as programmers are the scarce crucial talents.
Employee-driven market
Generation Y represent the major group of high skilled experts of the future.
This group requests jobs which allow them a very good work-life balance;
they are searching for value oriented and responsible companies. Corporate
sustainability, transparency, social responsibility is a criteria of job choice.
Talent attraction and reward schemes need to be reinvented.
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Activity: Future of Work World Café
The intention of the World Café exercise was to challenge our current perception of
work by exploring in smaller groups the key potential disruptions to the future of work.
Our aim was for participants to share and build on each other’s thoughts on how
these key “what if?” scenarios would impact organisations.
Lab participants were split into four groups with each group being assigned an
individual question based on a disruption to the future of work. After a group had
discussed a question and captured their thoughts on the whiteboard, they would then
rotate to the next question and build on the previous group’s responses to the topic.
This gave attendees the opportunity to explore all four future scenarios and add to
each other’s conversations.
At the end of the exercise, each group shared their main insights with the wider
audience by using photo cards to capture their key thoughts and create a visual
summary for discussion.

Strategic Moves Lab Moving together, making tomorrow

9

Participants’ points
of view
What would the shift of centres of excellence to emerging markets mean for
organisations?
• Organisations would need to reconsider their strategy for attracting, retaining and
developing talent if they were to move their centre of excellence to an emerging
market due to the challenges of talent supply in these markets.
• Successfully transferring the organisation’s brand and heritage to new markets
becomes key, as does the ability to navigate cultural differences in ways of working
and leadership.
• Current underutilisation of females in emerging markets will need to change as
women increasingly enter the workforce. Companies could also consider having a
specific Gen Y approach for emerging markets.
• Whilst this potential shift presents significant opportunity for emerging markets,
companies in developed markets may resist this trend by becoming more competitive
to prevent their headquarters from moving to developing countries.
How would the rise of zero-hour contracts impact organisations?
• Zero-hour contracts would mean a trend towards project-based work and short-term
assignments for global mobility.
• As the number of zero-hour contracts rise, companies should consider how
to increase their support of contingent workers and how to address issues of
employment status, tensions with employees, cash vs. non-cash benefits, etc.
• There is a need to determine how to remain compliant when work is being
performed by a contingent workforce.
• Challenges with maintaining company culture when work is dominated by
contractors/project workers.
• Could lead to two tiers of work: highly skilled and highly rewarded vs. lower skilled
and lack of job security.

10

Participants’ points
of view
What would automation of highly skilled work mean for mobility, talent
and reward?
• Potential for huge job losses and poverty if technology is increasingly replacing highly
skilled work.
• However, there are also limits to the types of skilled work that can be automated
and there is still a strong need for personal interaction, problem-solving and
management skills which global mobility can help facilitate.
• Innovation, creativity and adaptability will be strongly rewarded.
• Automation and technology can also be used to enhance mobility and the assignee
experience potentially though analytics, enhanced employee self-service or increased
support for virtual work.
How would an employee-driven market impact mobility, talent and reward?
• As employees increasingly focus on their personal values, assignments will need to
be tailored to individual beliefs and values. Flexible and creative programmes and
policies will be expected from global mobility.
• Therefore, it is critical that global mobility understands what Gen Y expects from
mobility, as well as the varying expectations between the generations.
• While employees will expect work to be agile, maintaining compliance as well as
having the appropriate infrastructure is important. Companies promote flexibility
and globalisation without always having the infrastructure in place to sustain their
aspirations.
• There are also challenges with how to balance expectations of increasing mobility
and agility with family practicalities and values.
• In an employee-driven market where there is decreased loyalty, companies will
need to rethink their approach and the role of mobility in developing and retaining
employees e.g. rewarding mobility vs. rewarding performance.
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Participants’
insights
Employee-driven market
• Gen Y values meaningful work, corporate social responsibility, innovation and flexibility.
• Should mobility be rewarded in its own right or is the emphasis now shifting to focus reward based on
performance?

Shift of Centres of Excellence to Asia
• Asia is an upcoming market with a highly skilled workforce and more acceptable regulations.
• Compliance is here to stay.
• Need to rebrand definition of “international”.
• Requires reliable infrastructure to support long-term sustainability.
• Opportunity for emerging markets vs. lack of opportunities in non-emerging markets.
• Impact of cultural change on company strategy, as well as loss of history and experience.

Smart algorithms
• Highly skilled work is automated, may be less people required for jobs.
• On the other hand, automation also enables change (e.g. virtual working, agility, upgrading skills) and provides
control and consistency of tools.
• Limits to automation include problem-solving work, creativity, innovation and adaptability.
• Reverse mentoring: junior/savvy staff to be managed by “tougher to adapt” experienced staff.

The company is a core
• Zero-hour contracts and project contractors working for multiple companies become the norm.
• Decreased company loyalty and questions around company culture.
• Cash compensation.
• Split of work into highly skilled and valued work vs. lowly skilled work and low job security.
• Negative perception of rise of zero-hour contracts.
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The emerging trends associated with a more mobile workforce reduce the need for
conventional workplaces. Workplaces are still important but a number of scenarios
can be explored when considering what might constitute a ‘workplace’ in the future.
 he workplace becomes “hybrid” place
T
Automated decision programmes assign tasks to employees and where robots
controlled by virtual workers navigate in physical offices. The impacts that
these will have on the culture and how can these be managed remain to be
seen.
Jeffrey Scott Saunders
Chief Consultant, SIGNAL
Workplaces, SIGNAL
Architects

The role of the workplace shifts from a place to perform work tasks to
one of the core elements in the organisation
Despite workforces becoming more mobile, workplaces are still important for
organisations in order to shape employee behaviour, ensure interaction and
improve workforce motivation. There is also the element that not everybody
wants or has the skill sets to work virtually.
The potential questions raised by these changes include:
• What level of a corporate footprint does a company need to have in a
location to operate its business effectively and what encourages companies
to measure this?
• How do you train managers to manage virtual workers if they are never in
the same office?
• How can you integrate new workers into the company culture if they are
virtual workers?
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Activity: Exploring how expectations of the workplace are shifting to
support different types of workers
In order to understand how each participant’s workplace is likely to change,
we were directed to consider the interplay among an organisation’s strategy,
workforce, and workplace. The attendees were split into four sub groups and
instructed to split their current workforce into the following four sub categories:

SUPPORTER

GROUP
PARTICIPANT

INDEPENDENT

NOMAD

Supporter
These workers make up the administrative roles of
organisations. Working in very sociable environments
– and regularly collaborating with other, however their
work is often not very technical nor highly skilled e.g.
executive assistant.
Group participant
These workers make up the more consultative roles
of the organisation. Group participants often have a
broad knowledge base and work in groups with others
to perform work and overcome problems e.g. audit
associate.
Independent
These workers are often highly technical and have a very
unique skill set and have high degrees of autonomy.
They work independently and rarely collaborate with
others e.g. Tax legislation specialists within a financial
services firm.
Nomad
These workers make up a hybrid of group participants
and independents. Often highly skilled and with
unique specialities they work both independently and
collaboratively. Nomads are often very agile and operate
over a multitude of jurisdictions to provide their services
e.g. Futurologist consultant.

The groups were then asked to consider how the composition of their workforce may change over the next five years:
• Many companies predicted the numbers of Supporters would decrease as automated workers increased.
However few companies predicted that the number of supporters in their organisation would not decrease,
as their company culture prides itself on its personal and dedicated supporting staff.
• Companies predicted a move from independent workers to more nomadic and group participant roles. This shift was
attributed to the increasingly agile workplace, allowing workers to interact and collaborate with their peers virtually.
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Participants’ points
of view
Participants from different industries identified varying responses to the key
anticipated future trends as outlined below:

Energy & Engineering

Current state

Future state

The Energy and Engineering industries feel there will be a
shift from a mainly Independent workforce to one of Group
Participants.

Financial Services

Current state

Future state

The Financial Services industry believe in the main their
workforce will remain Independent but with a shift of their
current Supporter roles becoming more Nomad as their
workforce sees an increase in autonomy.

Hospitality

Current state

Future state

The Hospitality industry separated their workforce into mainly
Supporter and Group Participant roles with a small number
being Independent. They did not feel the Hospitality workforce
currently had an aspect of Nomad, nor did they feel there would
be any change to this workforce structure in the next five years.

Information Services

Current state

Future state

Information Services were the only industry which separated
their workforce into all four areas with the view their Nomad
population would increase; primarily by a shift from Independent
to Nomad.

Manufacturing

Current state

Future state

Participants from the manufacturing industry indicated there
would be little or no change to their workforce structure as
their manufacturing plans are mapped out for the next 20
years meaning their long term planning allows little room for
workforce structure changes.
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Throughout each of the presentations
and breakout sessions held during the
Lab, we asked attendees to capture their
thoughts and questions on Post-It notes
collected on ‘Innovation Windows’ in the
Deloitte Greenhouse.
The final session of the day was designed
to bring these thoughts together
and combine the outcomes from the
workforce, work and workplace sessions
to explore the potential impact of future
challenges on individual attendees and
their organisations.
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Participants’
insights
What do the trends relating to the Future of Workforce, Work and Workplace mean to me and my
organisation in respect of …
Global Mobility
• The need to facilitate more flexible cross border
working is in conflict with tougher compliance
legislation making it more administratively and
financially burdensome to promote such flexibility.
• There will be more remote working but there are
challenges to this in certain countries which need to
be addressed.
• Compliance and permanent establishment legislation
is also making supporting virtual, as well as cross
border, working harder.
• Companies need to become smarter when assessing
the location in which work is to be carried out. Better
planning and budgeting of work, including who is
best placed to do the work and where should they do
it is vital to future success.
• In an increasingly interconnected and virtual world,
the purpose of mobility will change when there are
improvements in technology/infrastructure to enable
more remote working with potentially less travel.

Companies need to become smarter when assessing the location in which
work is to be carried out. Better planning and budgeting of work, including
who is best placed to do the work and where should they do it is vital to
future success.
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Participants’
insights
What do the trends relating to the Future of Workforce, Work and Workplace mean to me and my
organisation in respect of …
Talent
• Employee attraction, engagement and retention are
more important than ever. There needs to be more
focus on carving out career paths and these should
still include international experience, particularly for
senior management.
• There needs to be a change in mentality to a more
global workforce. Our talent should be sourced
globally rather than from a smaller number of
historically key home locations who are hired with
objective of then being assigned internationally.
• Hubs could help improve accessibility to a diverse
talent pool and facilitate mobility. Specialist location
hubs such as Silicon Valley may emerge or need to be
developed as similar companies and industries cluster
where talent is located, rather that the other way
round.
• A working population consisting of four generations
with different priorities, expectations and experience
requires flexibility and adaptability within the business.
• As a work/life balance becomes more important,
we must review local working practices and develop
flexible working arrangements to ensure that we
continue to attract top talent to emerging countries.
• Investment in technology will help manage people
and teams working remotely and can also help with
matching people to global vacancies.

A working population
consisting of four generations
with different priorities,
expectations and experience
requires flexibility and
adaptability within the
business.
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Participants’
insights
What do the trends relating to the Future of Workforce, Work and Workplace mean to me and my
organisation in respect of …
Reward
• We need to re-evaluate the way we reward our
people to reflect a diverse talent pool and the key
behaviours we want to drive.
• Previously, an employee could expect to be
compensated by virtue of moving internationally.
Increasingly the focus is on rewarding performance on
assignment rather than the assignment itself.
• There needs to be more global collaboration on
projects going forward and reward can help facilitate
this.
• In a two tiered workforce of highly skilled vs. lower
skilled employees, companies will focus reward on
highly valued skillsets such as innovation, creativity
and problem-solving.
• The traditional definition of reward needs to adapt to
incoming generations who have a broader concept
of reward and will require a flexible and creative
approach in order to attract and retain them.
• Investment in technology will help manage people
and teams working remotely and can also help with
matching people to global vacancies.
• Data analytics and return on investment will become
essential to provide future insights.

The traditional definition of reward needs to adapt to incoming generations
who have a broader concept of reward and will require a flexible and
creative approach in order to attract and retain them.
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Participants’
insights
How can we bridge the gap between current practice and addressing the impact
of the trends in Future of Workforce, Work and Workplace?
Key Considerations
	Mobility must facilitate more flexible cross border
working and address compliance challenges
associated with this.
	Talent strategy must focus on better ways to
attract, manage and retain highly skilled talent
on a global scale. Performance management and
succession planning have a key role in this.
	Reward must adapt to a more diverse talent pool
and support the changing mobility and talent
landscape.
Refresh Mobility Strategy
	Redefine mobility and what constitutes strategic
mobility for our business; define a new flexible
framework to support, manage, attract and retain
global talent.
	Collaborate with governments to influence
tax legislation on cross border working. This is
happening in some countries and would help
promote global workforce flexibility and agility
by lowering the hurdle of increasingly tough and
complex legislation on the international taxation
of people and companies.
	Continue to think about workforce segmentation
strategically to determine the highest value global
moves.
	Identify and prioritise the promotion of behaviours
that drive value rather than the traditional focus
on ROI within mobility.
	Increase the use of analytics to provide data
driven insights to predict for example the most
appropriate time for a global move.
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Participants’
insights
How can we bridge the gap between current practice and addressing the impact
of the trends in Future of Workforce, Work and Workplace?
Manage Global Talent
	Create a framework to manage an increasingly
global and diverse workforce including
intercultural training to improve awareness and
understanding of different cultures, and to
facilitate effective working relationships within
a diverse team of people. This is particularly
important in the case of virtual working where
open communication and close working
relationships are more challenging.
	Source more talent globally and focus on
‘branding’ in new locations. There needs to be
more thought about where we recruit our talent
from. Traditional approaches such as sourcing
talent from home markets to send abroad on
assignment are becoming more outdated.
Consider whether more people can be recruited
locally and rewarded as a local.
	Build the infrastructure to attract a diverse pool of
talent.
	Structure more flexible reward packages as a
result of more diverse cultures, working ages,
global locations and family/personal situations.
	Review the roles of Gen U and Gen Z specifically
in our organisation and how to best manage
differences in career expectations.
	Assess local ways of working flexibly, providing
intercultural training where necessary.
	Develop clear succession and career progression
plans to aid talent development and manage
expectations of career advancement, particularly
after repatriation.
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21

Deloitte’s
insights
Given the current changing patterns and future trends of the workforce, work and
workplace, the role of talent, mobility and reward professionals must adapt.
As traditional assignees morph into a diverse pool of cross border workers, the way the business attracts, engages and
retains these individuals must change. Reward packages must be reviewed and adjusted to incentivise behaviours which
extract value from a highly skilled, mobile workforce and reflect the increased need for collaboration in a more connected
world. Alternative employment, deployment and supporting service delivery models should be adopted to facilitate
greater mobility, equality and greater organisational agility with respect to managing a global workforce. A new, codependent talent, mobility and reward framework must be defined to support the business and align with its strategy.
The role of the mobility function in particular is evolving into that of a true business enabler, acting in an advisory capacity
rather than reacting to the business’ decisions, challenges and issues with respect to its global workforce. Global Mobility
is being asked again to re-evaluate its purpose within an organisation to become what we term ‘business driven global
mobility’. This involves a shift in its core capabilities from facilitating standard global mobility functions to supporting wider
organisational ‘global agility’.

1
2
3
4
22

MOBILITY STRATEGY

Review whether your current mobility strategy is aligned with your business and talent objectives.
Why do global deployments matter to you? How do global deployments deliver value to the
organisation? What is the right ‘mix’ of mobility, talent acquisition and development within the
organisation, a country or business unit?

SERVICE DELIVERY MODEL

Assess whether your service delivery model aligns with your business and talent objectives.
What is the mobility function’s unique value proposition? Is your mobility team continuing to
carry out administratively burdensome tasks or are they acting as a business partner advising the
business on mobility considerations? What capabilities must the function bring to support the
business strategy?

DEPLOYMENT AND EMPLOYMENT MODELS

Consider whether there is a better or more optimised model for the deployment and employment
of your mobile population. What are the key drivers and desired outcomes with respect to the
management of your cross border workers and do these align with business strategy?

GLOBAL WORKFORCE PLANNING AND GLOBAL REWARD

Think about how your talent strategy and how you source your talent globally. Do you continue
to search for and recruit talent at home with the aim of assigning this talent abroad or have you
considered new sources of talent such as the local market or a new market where there could be
lower cost talent with the same skills for the job? Consider how you would go about rewarding
individuals with similar skills sets who are being sourced from different countries. Would global pay
scales be suitable?

The Deloitte Global Mobility
Transformation Team …

… wishes to thank the collaborative
organisations and colleagues who
attended the Deloitte Strategic Moves
Lab 2015

Thank You.
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Deloitte contacts
Rob Hodkinson
Global Employer Solutions Partner
+44 20 7007 1832
rhodkinson@deloitte.co.uk

Andrew Robb
EMEA Global Mobility Transformation Leader
+44 20 7303 3237
anrobb@deloitte.co.uk

Sarah Morgan
Global Mobility Transformation Manager
+44 20 7007 8453
smorgan@deloitte.co.uk

www.deloitte.co.uk/GMinsights
@DeloitteUK
#deloittemobility
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