










GLOBAL TALENT MANAGEMENT
Relocation Assistance:
A Strategy to Win the Talent War
by TERRY PILE, Career Consultant • REA 

When Don Fisch told his wife Susan of
an opportunity with a large technolo-

gy company in the United Kingdom, her
response was a mixture of joy and concern.
Don and Susan spent a couple of years
overseas in the 1980s. It was a terrific expe-
rience, and one they hoped to repeat.

Fast-forward twenty years. The Fisch’s now
had two pre-teens comfortably ensconced
in the public school system. Susan was
almost finished with a hard-earned gradu-
ate degree in Library and Information
Services, and she was eager to apply her
new skills. An overseas move undoubtedly
meant postponing her career; a sacrifice
she was unwilling to make.

The Fisch’s dilemma is a common one.
According to the Employee Relocation
Council, nearly one million Americans relo-
cate for jobs each year. Over 75 percent of
those are married and dual career families.
(Over 20 percent of the accompanying part-
ners are male and that number is growing.)
Of the employees who are reluctant to
move, 63 percent site partner/family resist-
ance. With assignments overseas, the rate
is even higher, and with good reason.

For most accompanying spouses/partners
who are relocating abroad, finding work
isn't easy. Immigration laws for employ-
ment are complex and applications can
take years to process. Careers get pushed
aside as other pressing issues take over,
such as finding housing and schools for the
children, dealing with transportation and
acclimating to a new culture and language.
Once relocated, it is generally expected that
the accompanying spouse/partner will con-
tinue to be responsible for keeping family
life running smoothly. Careers can be put
on hold for years and in some cases dam-
aged beyond repair.

What does this mean for employers trying
to do business in a global marketplace
where the war for talent is heating up?
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According to a study by McKinsey &
Company which involved 77 companies,
the most important corporate resource
over the next 20 years will be talent;
smart, sophisticated businesspeople that
are technologically literate and globally
astute. However, in 15 years, there will be
15% fewer Americans in the 35 to 45-
year-old range than there are now.
Although the demand will increase for tal-
ent in this age bracket, the supply will
diminish. Finding talent to relocate over-
seas will be increasingly difficult as the
accompanying spouses/partners become
entrenched in their careers.

The more aggressive and visionary compa-
nies are taking a non-traditional approach
to recruiting and retaining talent for over-
seas assignments. They are aware that
the success of relocating an employee
abroad depends largely on the happiness
of the accompanying spouse/partner.
Increasingly, these companies are hiring
international relocation assistance services
to help with the special needs of expatri-
ates and their families. In addition to
assisting with housing, childcare and lan-
guage, relocation assistance programs
often help the accompanying spouse/part-
ner explore alternatives to employment or
options to enhance or advance a career.
The result is a significant reduction in relo-
cation resistance and failure rates among
overseas candidates.

In the book, A Career in your Suitcase 2,
REA consultant, entrepreneur and author
Jo Parfitt discusses the range of challenges
the accompanying spouse/partner experi-
ences when trying to find employment in a
foreign country. Career consultants who
specialize in working with expatriates can
help negotiate the rough waters of obtain-
ing work permits, understanding cultural
differences and determining education/cer-
tification compatibility, to name just a few
of the obstacles.

Parfitt offers “Fifty Brilliant Ideas” for indi-
viduals who want to continue working
while living overseas. Some of these
options include self-employment, intern-
ships, additional education, telecommuting
and volunteering. She points out that
with the benefit of an international career
consultant, the aid of technology and a bit
of ingenuity, “the accompanying
spouse/partner can maintain a career iden-
tity while finding adventure, vocational
growth and exciting opportunities in a
global economy.”

Fortunately for Don Fisch and his employer,
Susan was one of the 14% of accompany-
ing spouses/partners who did find employ-
ment overseas. During a preliminary trip
to England to check out housing and
schools, Susan discovered that one of the
schools she was considering for her daugh-
ter had a librarian position open. She
applied in May, finished her degree in June
and started her new job abroad in August.
“My job was miracle,” said Susan. “From
my observations of other expatriate par-
ents, it is unusual for a (accompanying)
spouse to find work.”

With a shrinking workforce and the pre-
dominance of dual career families, forward
thinking companies are seeing spouse/part-
ner career assistance as an important
investment to their international growth
strategy. Whether it is hiring a career con-
sultant, subsidizing educational pursuits or
providing legal aid to negotiate immigra-
tion issues and work permits, the employer
who is sensitive to the career needs of the
accompanying spouse/partner, has the
edge in the fight for recruiting the best tal-
ent available.

Terry Pile is a career consultant for Ricklin-Echikson
Associates (REA), a global human resources consult-
ing firm specializing in partner assistance services for
relocating families. She also is president of Career
Advisors, providing career transition and outplacement
services to individuals and small businesses.
www.careeradvisorsonline.com. ■
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the authorities in some countries may even
be looking for "high-profile" foreign com-
panies whose local non-compliance, once
highlighted, might serve as an example to
their peers. Stories of international execu-
tives being taken into custody for corpo-
rate financial violations on a Friday
evening, so that they cannot be freed until
after the weekend, may be apocryphal, but
underscore the mood in the international
tax arena. 

Unlike King Belshazzar, you don't need a
Daniel to reveal the Seoul Declaration. The
days of hiding behind the complexities of
cross-border transactions, resource-chal-
lenged tax authorities, the lack of cross-
border information sharing, and/or the
reliance on the fact that no news is good
news are numbered. Clearly, international
tax compliance is firmly on the revenue
authorities' agenda! 

While no one will be slain like King
Belshazzar, companies can expect the full
force of the laws to be applied to any
cross-border non-compliance. 

The revenue authorities love high-profile
examples, so be warned – the writing is on
the wall! In order to mitigate potential
penalties and damage to an organization's
brand and reputation, companies should
consider consulting with their professional
services advisers about undertaking an
examination of their systems and processes
to determine where and if there are any
areas of non-compliance. 

FOOTNOTES:
1 For the Seoul Declaration, visit the
OECD Website at:
www.oecd.org/dataoecd/0/14/37463807.pdf ■

• WRITING – CONTINUED

Not surprisingly, there was general agree-
ment that international non-compliance is
a significant and growing problem and
that it can take many forms. Having shared
their experiences and concerns, there was
an overwhelming consensus that address-
ing the problem would require both
national and international responses,
including: 

• The employment of effective risk man-
agement techniques 

• Strengthening the enforcement process
– taking appropriate civil and criminal
actions for non-compliance and putting
more resources into international coop-
eration 

• Exploring the creation of dedicated
'units' to deal with offshore non-compli-
ance 

• Addressing the role of tax intermediaries
(lawyers, accountants, financial and
other professional advisers) 

• Encouraging top management and audit
committees of large organizations to
take greater interest in, and responsibili-
ty for, tax strategies. 

It was recognized that to be more effec-
tive, national actions need to be augment-
ed, supported, and reinforced by interna-
tional actions. Therefore, there is to be a
renewed focus on the promotion of better
international cooperation amongst revenue
authorities, including: 

• Sharing, through appropriate legal
means, information and the identification
of tax schemes and or mitigating strate-

gies being used by different countries 
• Reinforcing and improving the practical

implementation of the exchange of infor-
mation provisions found in bilateral tax
treaties and, where appropriate, develop-
ing tax information exchange agreements
with offshore financial centers 

• Keeping the OECD transfer pricing
guidelines up-to-date 

• Improving practical cooperation
between revenue authorities and other
law enforcement agencies to counter
non-compliance. 

The overall message was clear and, as
embodied in the Seoul Declaration, the
group reiterated its commitment to nation-
al, regional, and multilateral efforts aimed
at initiatives to achieve better tax compli-
ance with the laws, working within the
existing framework of bilateral agreements,
but also being prepared to explore the use
of new ways to assist with the detection of
international tax non-compliance including,
for example, the secondment of tax offi-
cials from one administration to the other. 

IT CAN NEVER HAPPEN TO US? 
The wit and sage Ivern Ball once comment-
ed, "Most of us can read the writing on
the wall; we just assume it's addressed to
someone else." But those who adopt a
cynical attitude about the resolve, or ability,
of tax authorities to put "teeth" into the
commitments made at the OECD and other
forums may do so at their peril. We are
already observing a growing number of tax
authority audits and an increasing sophisti-
cation in investigations and case prosecu-
tions that focus on international issues, in
Asia, Europe, and the Americas. Indeed,

• MEGATRENDS – CONTINUED

PROVIDING DIVERSE
GLOBAL EXPERIENCE 
Once an organization identifies its potential
leaders at hiring, it needs to give them the
experience that will enable them to lead the
company as it will be five, ten or twenty
years in the future. An effective way of
doing this is by moving people through dif-
ferent posts in different countries, putting
them through common training experiences
and providing coaching for them. 

This may include lateral assignments to

other parts of the world, so they can learn
how others within the organization operate
in different marketplaces. Then, the individ-
ual can be moved back to the original coun-
try with an expanded knowledge of how
the company operates. As organizations
move people of various backgrounds
around the world, it’s crucial to ensure that
the organization takes their varying perspec-
tives into account in a way that is going to
create a competitive advantage. 

For instance, a global organization may start
a young manager in an Eastern European
posting, then move him to a more senior

position in a smaller market in a totally dif-
ferent area, such as Latin America, then
move him again to a more responsible posi-
tion in a larger market in another region,
and ultimately to a position in a major
potential market, such as China. 

The career path will provide fast track
experience that gives this new leader a
wealth of global knowledge. As an aside,
this is particularly important with the mil-
lennial generation, because they are keen
to get these experiences quickly, and if
they cannot get them within the current 

CONTINUED — PAGE 39
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• MEGATRENDS – CONTINUED

organization, they will move to companies where they can. 

If a company does not have the global reach to move people across every
continent, it should still look for a way to make sure that promising indi-
viduals are placed in positions or assignments where they can get varied
experience, even if it’s simply by working with other teams. 

In addition to providing diverse experience, a global talent management
strategy must also strive for balanced development. For instance, if an
individual has experience working in a small subsidiary in a high-growth
market, his or her next assignment should be in a large subsidiary or
corporate headquarters in a developed market. Similarly, if an employee
only has field experience, he or she should be placed in a short term
global assignment. 

Why is this expanded development important? It is because the world
basically consists of developed countries from the standpoint of their
economy and marketplace and of those countries that are emerging and
seeking to transition their economies and marketplace to a different level.
As companies expand to be more globally competitive, they must also
build a cadre of leaders that can operate in multiple markets. This increas-
es the flexibility of a company to address consumer needs anywhere
around the world. 

PROVIDING CHALLENGING ASSIGNMENTS 
An essential element of a talent management strategy is to place employ-
ees in assignments that test the individual’s abilities. The company should
place them in a stretch assignment, or a sequence of stretch assignments,
and assess how they perform, react and learn from these positions.
Feedback is a crucial element of any talent management plan and helps
organizations determine how employees apply lessons learned, in addition
to letting them know that the company both appreciates them and is
planning for their future. 

Career paths must be established for future leaders, and if the organiza-
tion doesn’t have career paths in place, it should at least be thinking
about them, and at a minimum for the “two-steps,” or where the person
will be going next. Top talent should be promoted frequently to accelerate
their learning, development and contribution and should be placed on a
global career path. 

A tool that large organizations can employ to test whether or not an indi-
vidual can work internationally is to place them on part-time or short-term
assignments. This should involve discussions about the assignment with
the local human resources staff in the new location, because individual
local HR people sometimes do not think globally. The individual’s assign-
ment, however, needs to be viewed in a global context, and in terms of
the experiences that this individual needs in order to move forward. 

SUCCESSION PLANNING AT ALL LEVELS 
Another important consideration in a talent management strategy is suc-
cession planning, not just for the top few or even the top twenty posi-
tions, but rather for all levels within the organization and in every sub-
sidiary. This helps to ensure that the company is developing talent on a
global basis, rather than just moving Americans to different countries
and offices. 

For example, an organization may be looking for a financial executive
experienced with hyperinflation, and so may plan to move a finance
manager from Zimbabwe to Romania. After that experience, the compa-
ny may round out the individual’s skill sets with postings in other coun-
tries, such as Turkey, Brazil or Russia. After five to seven years, this indi-
vidual would then have the skills and experience to be promoted as a
financial executive. 

This kind of career planning, including diverse experience and challenging
assignments, develops the needed leadership competency in individual
employees and ultimately benefits the organization. In this way, an organiza-
tion can develop talent with a wide range of expertise, span of control and
depth of knowledge to be its future leaders. 

Companies that devote senior management time and commit to a long-
term strategy of developing high-performing talent in their organizations
will reap the benefits of growth in the markets they serve from developed
countries to emerging economies. 

ABOUT THE AUTHOR 
Philip Berry is the Managing Principal of Berry Block & Bernstein LLC, a
global management consulting, executive coaching and training firm
which specializes in leadership development, global talent development,
global diversity, innovation, team building, and corporate social responsi-
bility and employee relations effectiveness. Mr. Berry has extensive global
experience, was previously Vice President, Global Workplace Initiatives for
Colgate-Palmolive and also worked for Procter & Gamble, Digital
Equipment Corporation and IBM. ■
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• E-TREATY – CONTINUED

the business venture to determine if the
invested funds represent a substantial
portion of – and a viable foundation for
– the enterprise;

• The investment cannot be marginal. The
business must demonstrate either a
proven track record or an independently
verified projection of profits beyond
what is necessary to support the owner
and his or her family. In most cases, this
means that the business will create
American jobs; and

• An E-2 Visa applicant must serve in an
essential role in the enterprise. An
owner must be in a position to develop
and direct the business, and an employ-
ee must either serve in a management
or specially trained role for which he or
she is highly qualified.

A FRIENDLIER APPLICATION PROCESS
Unlike most other visa applications, which
are adjudicated by the U.S. Citizenship and

Immigration Service (USCIS) in their U.S.
offices, the E Visa is processed entirely by
U.S. Department of State adjudicators in
local U.S. Consulates. The application can,
therefore, be prepared locally. Surprisingly,
adjudicating officers may even be familiar
with a UK business before the business
files an application. 

The USCIS can grant a company E registra-
tion within the U.S., but such status will
not allow the company’s employees to
leave and re-enter the country without first
filing an entirely new application at a
Consulate abroad. Submitting the applica-
tion to the Department of State at a U.S.
Consulate first is, therefore, the preferred
path to E registration.

Once a company obtains E Visa status from
the Department of State, its employees
may apply for individual E Visas as a matter
of course, with a one-page form and an
employer letter of support. Individual visas
are generally granted on the same day as
an applicant’s Embassy interview, and a
successful applicant may receive an E Visa

stamp in as little as three days.

The average processing time for an initial
company E application in London is cur-
rently 39 days, but processing times some-
times average up to 120 days; therefore,
planning ahead is critical. Corporate struc-
tures and finances may require adjustment,
and the adjudication process at certain
Consulates can take a number of months.
Due to the high level of business, legal,
and procedural knowledge necessitated by
the E Visa’s complexity and documentary
requirements, Fragomen LLP highly recom-
mends enlisting the support of a qualified
legal advisor.

For more information, please contact
Charlotte Slocombe, Solicitor and U.S.
Attorney, at cslocombe@fragomen.com, or
on +44 (0) 20 3077 5250.

This article was written and researched by
Ryan Patterson. Ryan is a Mountbatten
Paralegal on the U.S. Consular team in
London.  Ryan can be contacted on
ukcomms@fragomen.com. ■
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attitudes with respect to time and physical
closeness; national and personal pride; and
care and concern for others. Thus, exam-
ples of the questions he/she could have
asked to determine if Bob had these under-
standings include:

• Tell me about a time when you felt pres-
sured for time and a colleague needed
to discuss an issue with you. How did
you react? What options did you consid-
er? (Answers would speak to time man-
agement in a polychronic culture.) 

• Give me an example when you felt frus-
trated over an ethical decision by your
superior or departmental manager. What
actions did you take to resolve your inner
conflict? (Answers would speak to hierar-
chy issues in a protocol-oriented culture.) 

• Give me an example when family mat-
ters prevented you from giving your
utmost at work. How did you handle
that? How would you handle that situa-
tion if it involved an employee? 

(Answers would speak to time in relation
to a family-oriented, work-to-live cul-
ture.) 

Next, draft the questions and have an HR
counterpart at the international destination
review them for cultural context and sensi-
tivity.

Finally, analyze the candidate’s answers
with the destination HR counterpart and
with a wide lens. Based on the candidate’s
answers, evaluate:

• How will this candidate’s behaviors be
perceived by colleagues and superiors
within this context? 

• How well do the candidate’s characteris-
tics translate across cultural and linguis-
tic boundaries? 

• How well will this candidate fit into the
new organizational culture? 

• How capable will this candidate be in
influencing local team players? In devel-
oping senior, local and regional-based
employees? 

• How will this candidate recognize the
motivational drivers of the employees in
the new contexts? 

• What level of observation skills does this
candidate have? How comfortable is
he/she with listening more than talking,
observing more than participating? 

• What will need to be taken into consid-

eration if this candidate is accepted for
this international assignment? Is there a
dual career issue? An aging parent con-
cern? Childcare and educational issues
to take into account? 

• In general, what are the risks, what is the
potential for success? What is the cost of
early repatriation to the company? 

Although our Western-style need to stan-
dardize, structure and measure perform-
ance will resist change, we need to remind
ourselves that in an increasingly flattened
world, change is necessary. In today’s glob-
al marketplace, we must take into consid-
eration the context within which we meas-
ure success. This means rethinking the
behavioral interview process when it
comes to interviewing candidates for inter-
national assignments and taking a long,
hard look at the ethnocentrism that has
pervaded the hiring process for far too
long. The result will be better hires and a
faster integration of corporate and func-
tional cultures in a boundary-less world.

Maureen Rabotin, CEO and founder of Effective
Global Leadership, is a Global Executive Coach and
Cross Cultural Training Consultant. She has coached
and trained more than 450 global leaders represent-
ing 125 Fortune 500 companies. ■
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