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About the survey
The findings set out in this report are
based on a survey of 86 professionals
from multinational organisations across
the world, who are involved in
managing or leading Global Mobility
programmes within their organisations.
Participants were invited to take part in
a joint research project conducted by the
RES Forum and PwC.

1. Sector:

28%

Consumer/Industrial products
20%

Energy, Utilities and Mining

22%

Tech/Comm/Pharma

15%

Financial services

This research aimed to obtain an insight
into the nature and scope of the
involvement of Global Mobility
departments in managing (tax)
compliance with respect to international
employment mobility, and whether
Global Mobility functions are leveraging
their capabilities on a strategic level in
support of achieving business objectives.
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3. Company HQ location:

79%

EMEA
APAC
Americas
0%

5%
2%

60%

80%

100%

The survey was carried out in July and
August 2015. The participants bring
together a representative cross- section
of business types, sizes and global
headquarter locations. The report also
draws on comments from participants
who provided responses to open-ended
questions in a second more in-depth
survey.

2. Number of employees:
1,001-5,000

40%

We are excited to share the insights
obtained and our resulting advice on
future practices. The appetite to
participate and the willingness to share
additional comments and examples in
the survey, we believe, confirm that tax
compliance with respect to international
employment mobility is of significant
importance to Global Mobility
departments today.
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Introduction
Paving the path for leveraging Global Mobility and related (tax) compliance
in a strategic way

Business (Tax)
Environment

Business
Operations
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(Tax) Risk
Management

Tax Operations
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Monitoring
and Testing
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3

(Tax) Assurance

5

6

In this report we will share insight into
the ‘current state’ of mobility, and the
related alignment of tax compliance
with business compliance objectives
through the six building blocks of PwC’s
Tax Management Maturity Model
(T3M) methodology:
https://t3m.pwc.com/
Additionally, we will explore future
practices that can contribute to
reshaping the mobility (tax) compliance
landscape to support Global Mobility
functions to be ‘fit for the future’.
Professor Michael Dickmann of
Cranfield University School of
Management provides an academic
overview of the research results, as well
as an analysis of their implications and
some practical advice for organisations
for managing the issues highlighted.

Our research results show that
ultimately, many organisations have a
long way to go in terms of thinking
about Global Mobility and related (tax)
compliance in a strategic way; likewise
Global Mobility practitioners struggle
(and will continue to struggle) to make
an impact when there is limited strategic
or value added contribution.
On the flip side, there has been positive
progress made – we see that many
organisations have already started to
make steps and have implemented
initiatives that reinforce the value that
Global Mobility can bring at a strategic
level. In addition, having subject matter
experts in those areas of compliance
which can cost the company a lot of money
and reputation damage, should there be a
failure, will help. In many ways ‘failure
demand’ can open the door to more value
adding conversations with the
organisation on Global Mobility matters.

“As of April 2015 in our organisation
Global Mobility has a seat in the HR
Leadership Team”
“The biggest benefit of earlier
involvement of Global Mobility in
our organisation will be more
efficient deployment (assignee
selection and retention), employees are
more effective quickly, and cost
savings through a more effectively
managed programme”

Leveraging from these two pieces and
guiding organisations to fully embrace
and embed the six T3M building blocks
into their Global Mobility (tax)
compliance management framework
will result in having a more controlled
environment with a complete structure
from A to Z in alignment with the
strategic business objectives.
As we believe the involvement in
managing (tax) compliance with respect
to international employment mobility on
a strategic level will become increasingly
important to Global Mobility teams, this
report will help you shape your own
organisation’s policy and practice in this
complex area.
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Executive summary
A new lens on Global Mobility requires alignment of tax compliance and
business strategy in order to be ‘fit for the future’ – Will your tax compliance
strategy lead you there?

Only a few organisation’s Global Mobility functions
seem to leverage the opportunity of having a
relationship with local authorities based on trust
and transparency which has resulted in a
co-operative compliance agreement for
Global Mobility (tax) compliance.
From a strategic point of view, about a
quarter of Global Mobility functions
have a say in the implementation of
people aspects related to cross border
activities in their organisations.
However, in many firms they are either
informed systematically but
‘downstream’ or only on an ad hoc basis.
Survey participants feel that early
involvement of their function would
benefit the organisation and allow a
proactive approach. This would enable
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Global Mobility professionals and teams
to support the business in a more timely
and effective manner to meet its
objectives – by having the right people in
the right place at the right time, for the
right cost and being compliant,
organisations create an environment for
more effective risk management.

Operationally speaking, formal
communication and processes to inform
Global Mobility before the start of cross
border activities are not common.
Automated systems are generally not
equipped to notify Global Mobility of
cross border activities in advance.
Informal communication is common
practice but is reliant on collaboration
and understanding and is not
guaranteed to catch all. With the
exception of formal assignments, Global
Mobility functions are still fighting to be
visible in the wider business. Ultimately
this may result in undesired situations or
unaccounted for costs (relating to
compliance). Additionally it may
contribute to the perception that Global
Mobility functions are inflexible or
delay the business when prompt action
is required; not only within the realm of
Global Mobility, but across the wider
business operations and related (tax)
compliance aspects as a whole. Where
applicable, only a few organisation’s

Global Mobility functions seem to
leverage the opportunity of having a
relationship with local authorities based
on trust and transparency which has
resulted in a co-operative compliance
agreement for Global Mobility (tax)
compliance that would increase
efficiency and reliability and decrease
external administration requirements.
Often, when there is a disconnect
early on in a process, the risk of
non-compliance is greater. However,
this risk has not gone unnoticed and
the majority of respondents indicate
that processes are implemented to
manage key risks in the area of Global
Mobility (tax) compliance.
The top three identified risks among
survey participants are:

Almost half of the respondents indicate
that they are unsure of their business
traveller population, and the majority
of respondents are not in agreement
with or are unfamiliar with the
statement that their organisation has a
formalised procedure to assess the
completeness and correctness of global
compensation data. More than half of
the respondents are not aware of or not
involved in Base Erosion and Profit
Shifting (‘BEPS’) readiness checks and/
or co-operative compliance
requirements. This calls into question
the breadth and interdependency of the
processes currently in place to identify
the triggering events of the key Global
Mobility (tax) compliance risks and
suggests a requirement for continued
attention amongst survey participants.

• short-term business visitors;
• global compensation collection; and
• permanent establishment (corporate
income tax).

Q: How would you best describe the alignment of Global Mobility with the
strategic objectives of your organisation? (Please choose one option only that
most accurately describes your organisation).

1

In our organisation Global Mobility has a
seat at the table when the implementation
of people aspects is determined in support of
achieving the global business objectives.

Global Mobility is consulted in advance
by Senior or Top Management of our
organisation when people aspects in support
of achieving global business objectives will
be discussed.
3
Global Mobility is informed when people
aspects of achieving global business objectives
have been discussed.
2

4.65%

In our organisation Global Mobility1

20.93%

Global Mobility is consulted2

34.88%

Global Mobility is informed3

Other (please specify)

4

38.7%

In our organisation Global Mobility4

1.16%

0%

20%

40%

60%

80%

In our organisation Global Mobility is
involved on an ad hoc basis about cross
border people aspects of realising global
business objectives

100%
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Getting these basics right and adding value therein can only open up more
doors for global mobility teams, therefore enabling them to influence the
broader HR and strategic people agenda.
Managing the risks is a fundamental
aspect to acquiring assurance. This can
be done quantitatively or qualitatively.
Quantitatively, over 70% of survey
participants do not compare the actual
to the budgeted Global Mobility costs,
meaning that many organisations are
missing an opportunity to validate the
effectiveness of their (tax) compliance
and risk management processes.
Qualitatively, the majority of
organisations have not yet included
Global Mobility into their internal
monitoring and testing assessments. In
the absence of this, companies are not
discovering potential flaws in a process
and therefore are not able to rely on the
results of an audit or adjust processes.
In conclusion, whether managed
quantitatively or qualitatively, you
cannot improve something of which you
are not aware.

Overall therefore global mobility teams
and indeed their programmes have a
long way to go in terms of being fully
integrated into the organisational
compliance cycle and practices as well
as influencing the tax and compliance
agenda – getting these basics right and
adding value therein can only open up
more doors for global mobility teams,
therefore enabling them to influence the
broader HR and strategic people agenda.

Q: Global Mobility is actively involved in our organisation’s readiness check for
the implementation of OECD’s guidelines on Base Erosion and Profit Shifting
(BEPS) measures and/or OECD’s co-operative compliance developments.

Yes (please specify)

5.95%
51.19%

No
I do not know if GM is
actively involved

10.71%

I do know what BEPS
measures are
Other (please specify)

0%
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27.38%
4.76%
20%

40%

60%

80%

100%

Q: Every year Global Mobility provides a budget to Management of our
organisation, including estimated Global Mobility (tax) costs and cost allocation.
The budget is managed throughout the year and at year end the budget is
compared to actual costs, including explanation and follow-up of differences.

Yes

13.10%
71.43%

No
I do not know
Other (please specify)

0%

7.14%
8.33%
20%

40%

60%

80%

100%
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An academic point of view by Professor
Michael F. Dickmann

The PwC and RES Forum Mobility Tax
Compliance survey investigated key
issues of importance for organisations
and their Global Mobility functions. It is
obvious that strategic alignment is
highly valuable in order to support
longer term objectives and operational
goals of organisations. It is normally
well accepted in firms that the Global

Mobility function’s risk management
activities are crucial. But the role of
Global Mobility professionals spans a
broader agenda when looking at the
wealth of strategic and operational
objectives that multinational
corporations (MNCs) have – and there is
an enduring under-representation of
Global Mobility experts in this space!

Strategy, business objectives and the role of Global
Mobility
The survey results indicate that in less than 5 percent of companies, Global Mobility
has ‘a seat at the table’ when the implementation of people aspects is determined in
support of achieving global business objectives. A further 22% are at least consulted
in advance by senior management when major global people aspects are discussed.
So, overall about a quarter of Global Mobility functions have an input in the
determination of this process while in many firms they are either informed
systematically but ‘downstream’ or only on an ad hoc basis.
While few Global Mobility professionals expect to be shaping global organisational
people goals, a large majority are involved too late. Global staff and people working
in global functions have a crucial role in the diffusion of skills and knowledge1; of
innovation2; in the implementation of operational excellence3 and in the building of
social capital and business-relevant networks4. In addition, motivational factors of
global staff, a better insight into one’s own drivers and goals and talent management
issues clearly show how important international work and workers are5. The latest
research has demonstrated that the beneficial individual effects do not only last for
a long time but in addition are seen to increase over time6. For organisations, the
Return on Investment (ROI) is better than expected in most cases, as PwC and
Cranfield University joint research has previously shown7.
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The lack of involvement of many Global Mobility functions in strategic
decisions and work is not new and these results support other findings. For
instance, research by The RES Forum8 and PwC9 has consistently shown that
Global Mobility leaders view the role of strategic advisor as highly important
and that the gap between their current activities and future role is substantial.
43% state that they expect to act as a strategic advisor in future while not
being asked to fill this role currently. While a large majority regarded
themselves as experts on due diligence (and expected to continue in this),
these Global Mobility leaders also worked towards expanding their global
talent management activities and their role in truly understanding their staff,
improving the selection processes, expatriate performance management and
retention of global talent.
And the phenomenon of low strategic integration is widespread. One could be
forgiven for thinking that it might be the small companies whose structures
are informal enough (and potentially flexible enough) where a lack of
involvement in planning is compensated through a ‘coffee machine’ approach10
or other informal ways of sharing knowledge and keeping track of activities.
However, this PwC/RES Forum survey has clearly been geared towards larger
firms, with more than half of respondents employing in excess of 25,000 staff
and almost half having more than 100 expatriates. One in six surveyed
companies had more than 1,000 global assignees, so such programmes could
at least expect a high degree of investment and structure. By not consulting
with the experts about the implementation aspects in relation to global
business objectives earlier, MNCs are exposing themselves to unnecessary
compliance, talent and people risks.
As can be seen from other sources, Global Mobility professionals see many
ways to become more strategic and more involved in the key decisions. These
include generating more business-relevant data on the RoI in mobility
programmes, linking Global Mobility more with talent, understanding the
value that expatriation and international work can add to the organisation,
and understanding the expat population and international high potentials
better (e.g. in terms of the availability, their motivational patterns, their
business strengths and ways to retain these).
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Business and business tax operations
Moving to more operational issues, it seems as if internal coordination and liaison
patterns are often neglected. For instance, almost a fourth of organisations stated
that Global Mobility (tax) compliance was the responsibility of subject matter
experts – and that implementation thereof takes place without the engagement of
other (tax) functions. It may expose these MNCs to the risk that the overall business
compliance goals are not factored in or even that they are neglected. In addition, in
45% of the surveyed MNCs the Global Mobility function is not structurally involved
prior to the start of cross-border activities. It is fair to say that these functions may
be involved in a sporadic, ad hoc way but this still may lead to inconsistencies and
the absence of a key professional perspective. It remains to be seen how non-Global
Mobility experts deal with issues regarding formal compliance or the management
of permanent establishment risks.
Business tax compliance is obviously very important to companies as noncompliance carries high risks expressed through costs and fines as well as
reputational dangers. Even though there was no ‘formal’ non-compliance, the cases
of Starbucks or Amazon in the UK have shown some of the reputational risks
involved. While these involved predominantly issues of transfer pricing and
corporate income tax, the survey explored also VAT and wage tax issues. Given the
close inspection of tax authorities and the potential interest of the general public it
would appear to be important to create formal processes to ensure structural
alignment of Global Mobility (tax) compliance. It is astonishing therefore that less
than half (42.5%) of firms actually had these formal processes in place. Even when
they had, some respondents indicated that these need some ‘fine tuning’. This
creates risks that obviously have to be managed – a topic that the next section in the
survey wanted to explore.

10 | Developing Global Mobility for the future | PwC

Risk management
Almost half of MNCs do not believe that they can identify key Global Mobility risks
based on robust monitoring processes. In addition, only 56% of companies believe
that they have identified (through a formal or informal approach) key risks for
Global Mobility (tax) compliance.
It is worth noting that business travelers are quoted most often as a key risk. 40
percent of organisations had more than 100 ‘frequent flyers’ amongst their staff
with 13% having more than 5,000 business travelers. Not being able to track these
effectively, not knowing or not being able to fulfil all the local regulatory
requirements for such a large group of staff exposes the firm and these individuals
to large and unpredictable risks.
Overall, it seems that there is a strong willingness to accept risks in many MNCs.
Therefore, it is not surprising that more than 40% of firms do not have a formalised
procedure to assess the completeness and correctness of global compensation data.
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Monitoring
Predicting business costs and monitoring these are issues that are often studied in
depth on finance courses and MBAs. The survey also wanted to investigate these
with respect to global mobility planning and monitoring. While almost two in five
MNCs (38%) felt that their Global Mobility (tax) compliance was fully embedded
into their tax control framework, more than 70% or organisations who responded
noted that their Global Mobility functions do not provide a yearly budget to their
company’s management that includes estimated Global Mobility (tax) costs and
cost allocation. They did not agree to the statement that this budget is managed
throughout the year and that at yearend the budget is compared to actual costs.
The implications for sound business planning, a more sophisticated approach to
investments and costs as well as reviewing and refining Global Mobility budget
planning are massive. In the Global Mobility strive to be ‘at the strategy table’ it
would be very valuable to increase the quality and communication of financial
planning processes. In the same vain it became clear that only about a third (32%)
of MNCs could confirm that their internal audit teams looked at the Global
Mobility function and explored Global Mobility tax compliance and supporting
control frameworks. It seems that the most likely journey to a more financial
data-driven Global Mobility organisation may start from within the function itself.
However, two thirds (66%) of respondents felt that they were either very well or
quite well informed about Global Mobility tax compliance within their company and
how this is managed. This, of course, leaves a third of respondents who feel they
have large knowledge gaps or that they only have very limited knowledge.
Overall, a picture has emerged that shows that Global Mobility functions are often
not part of the strategic decision making that could strengthen a firm’s global
capabilities in the long term or its current operational goal delivery. And yet, the
Global Mobility professionals who responded were persuaded that involving a
Global Mobility department in strategic decisions could have massive beneficial
impacts.
Mobility professionals are generally calling for earlier and deeper strategic
integration in order to assure a stronger alignment of business and global (talent)
objectives. The comments indicate some of the expected benefits – to which one
could add many others such as positive effects on innovation, knowledge transfer,
cultural integration and personal motivation. Looking back at the Global Mobility
field over the last decade, it can be said that many companies have started to travel
in this direction. It is my hope that more and more firms can join this journey and
that Global Mobility professionals and other mobility experts can support each other
to increase these beneficial outcomes for organisations and individuals.
						

In a follow up survey, respondents
were asked to formulate ideas
about how global mobility
functions could be involved earlier
in business decisions regarding
the international deployment of
talent.

‘We need to review the talent and
succession plans to be more proactive’

‘Communication is a key part of
being involved at an early stage…’
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Prof Michael F. Dickmann, October 2015

‘IM business partners integrated into the
business. This would be beneficial more from a
‘moving people for the right reasons’ rather than
improving compliance in our organisation’

In the follow up survey, the
respondents indicated the following
as their expected biggest beneficial
impacts from earlier involvement in
cross-border employment initiatives:

‘More efficient deployment, employees
more effective more quickly, cost savings’

‘Developing global talent pool, reducing
internal competition for talent through a
level playing field’

‘Selecting assignees who are more
suitable, able to transition quickly with
minimal fuss and generally fit well into
the new role…’

‘Preparing assignees for what they are about
to face and weeding out those that are not
suitable at an early stage’

‘Better cost forecasting, increased fees’
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What we’ve learned from you, and our
professional opinion
Is your Global Mobility function organised to meet the increasing demands
of supplying information about (tax) compliance?
Global developments
What would your
organisation’s Global Mobility
control framework look like?
The following sections combine the results
from our survey, information from other
recent research in the area of tax
compliance, and the opinions of subject
matter experts in this field. We outline
how Global Mobility functions can be
organised to meet the increasing demands
of a broad range of internal and external
stakeholders in supplying information
about (tax) compliance.
A control framework structured around
people, processes and data can support
the management of Global Mobility and
the related (tax) compliance on both an
operational and a strategic level, and as
such it can be an inroad in contributing to
the strategic agenda of organisations.
Survey participants were also asked a
series of questions relating both directly
and indirectly to the building blocks of the
Tax Management Maturity Model that
was developed by PwC and which aims to
lead organisations in a practical way to
establishing a Tax Control Framework
(‘TCF’) designed to meet the needs of
an organisation.

It is clear that strategic alignment is highly
valuable in supporting the longer term
objectives and operational goals of
organisations. It is normally well accepted
in firms that the Global Mobility function’s
exposure to risk is high and therefore risk
management activities related to global
mobility are crucial.
The benefits of being in control of Global
Mobility (tax) compliance from an
operational to a strategic level will allow
organisations to connect operational
outputs to strategic goals. Linking Global
Mobility with other internal stakeholders,
e.g. HR, Finance, Risk and the wider Tax
function, can be the stepping stone to
implementing Global Mobility data
management in an effective and holistic
framework and as such can connect the
interdependencies between the different
functions. This in turn allows Global
Mobility teams, and professionals, to
support the wider organisation in
achieving its strategic objectives. In this
section, we will provide an analysis of the
survey responses and discuss these in
the context of strategic Global Mobility.

A new lens on Global Mobility
The current stakeholders and new interdependencies
Old stakeholders
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vs.

New stakeholders

BEPS readiness
Only 6% of GM departments are actively involved in the organisation’s readiness
checks for implementation of Base Erosion and Profit Shifting (BEPS) and
co-operative compliance developments

Business (Tax)
environment
How would you describe the
alignment of Global Mobility
with the strategic objectives in
your organisation?
The business environment, and
therefore organisations, are undergoing
rapid change and the international
mobility of employees has become
fundamental to the delivery of strategic
business objectives. This can be
attributed to talent management being
increasingly important on the strategic
HR agenda and cross border
employment rapidly increasing in
volume in new and varied forms. And
yet, whilst the international mobility of
employees can be an enabler of an
organisation’s strategic business
objectives, it can also be perceived as an
inhibiter in achieving the same strategic

Q: How would you best describe the alignment of Global Mobility (tax)
compliance with the overall (tax) compliance objectives of your organisation?
(Please choose one option only that most accurately describes your organisation).
21.43%

In our organisation the ownership1

0%

1

In our organisation the ownership for Global
Mobility (tax) compliance is clearly allocated
and the implementation of the objectives
takes place entirely in conformity with the
overall business (tax) compliance goals.

2

Global Mobility (tax) compliance Subject
Matter Experts have regular meetings with
our organisation’s tax function and/or our
compliance officers to ensure alignment with
the overall business compliance goals.

3

Management of our organisation is aware
of the complexities and the impact of
Global Mobility (tax) compliance, hence the
implementation thereof is not structurally
aligned with the overall business (tax)
compliance goals.

4

In our organisation Global Mobility (tax)
compliance is the responsibility of Subject
Matter Experts in Global Mobility/HR and
the implementation thereof takes place
without the engagement of other (tax)
functions in our organisation.

16.67%
23.81%

In our organisation Global Mobility4
Other (please specify)

Looking at the survey results it is clear
that the Global Mobility function still
has some way to go in terms of having a
seat at the top table and influencing the
HR agenda, never mind the business
agenda. Only 35% of Global Mobility
teams are involved in the creation of the
people strategy. Respondents cite that
their engagement with the business is
often through the HR function – as a
filter is effectively applied, their impact
is limited and their value is not fully
leveraged.

32.14%

Global Mobility (tax) compliance2
Management of our organisation3

goals. Understanding the impact of cross
border employment and how this relates
to HR objectives and (tax) compliance
aspirations, as well as the timely
involvement of Global Mobility teams
are all critical in supporting the
achievement of the overall strategic
business objectives. This continues to be
a challenge for both the business and
Global Mobility.

5.95%
20%

40%

60%

80%

100%
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In terms of alignment of Global Mobility
(tax) compliance the survey results show
that a significant effort is made by
Global Mobility functions to liaise with
internal and external stakeholders, and
the majority of global mobility
practitioners have regular meetings to
ensure alignment with the overall
business (tax) compliance goals. Where
this does not yet happen, many intend to
implement such collaboration in the
immediate future. Furthermore, the role
of Global Mobility in having a say in the
overall tax strategy is becoming and will
continue to become increasingly
important. Implementing tailored HR
policies on Global Mobility and related
(tax) compliance, and ensuring that
there are clearly defined roles and
responsibilities for those involved, is
fundamental to connecting the strategic
objectives of businesses with the global
mobility function.

You need to earn a place at that table; showing
up as a transactional function with no value
add means you will never earn the invite

Where is your GM department positioned when determining
the people aspects of global strategic objectives?
4.7% – have a seat
at the table

20.9% – are
consulted in
advance
34.9% – are
informed
retroactively

0.8% – other

1

38.7% – are
involved ad hoc

If you don’t remember anything else …
Remember to influence the strategic
agenda: Alignment between business and Global
Mobility strategy is required to ensure objectives
are supportive and related compliance is embedded
in the overall strategic objectives of organisations.
With businesses undergoing rapid change and
international employment mobility generally
recognised as a growing phenomenon, Global
Mobility departments who influence at the top table
will contribute to helping businesses to achieve their
objectives and proceed well prepared with global
developments in compliance.
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The involvement of global mobility is at the mercy
of HR or Finance – this usually works but is reliant
on collaboration and understanding and is not
guaranteed to catch all
Business 			
operations

departments. A lack of awareness of the
potential impact of Global Mobility on the
success of company operations, including
effective risk management is also
evidenced by the results.

How is Global Mobility
embedded in your
organisation’s business
operations?
Once strategy has been created, it must be
implemented. In an international
organisation, the concept of global
mobility is ideally the backbone to the
organisation’s strategy and should
therefore be embedded in the relevant
business operations and processes in
multiple ways. In theory, this seems to be
an obvious statement, however in practice
and according to our survey participants,
the ideal scenario and the reality are quite
different. Shortcomings in this regard
range from informal processes which are
not robust, and, broken lines of
communication between teams and

2

If you don’t remember anything else …
Remember to optimise operations: Being aware of both
the benefits and the impacts of Global Mobility will help the
business to identify risks to the organisation in a timely manner
to enable them to align with the overall business and tax
strategy. Technology can also alleviate potential mobility (tax)
compliance risks or simplify the staffing process for projects
abroad. Allowing simplicity in tracking e.g. business travellers
storing their profiles for future use enables organisations to
save both time and cost. This also creates a more consistent
approach to ensuring compliance is maintained.

Global Mobility is embedded in the business operations in one
or more of the following ways:
45.4%
Not structurally
involved in
advance

27.9%
Documented
business
processes

15.1%
Red flagged
business
processes

6.9%
Other

4.6%
IT systems
support

Given the restraints that Global Mobility
faces in terms of strategic involvement it
does not come as a surprise to see the
limited participation of Global Mobility
functions or teams in the formal
implementation of people policies and
procedures (only 28%) and nor should it
come as a surprise that Global Mobility
functions and teams are not involved
when decisions are made to undertake
cross border activities (45%).
However, it is not all bad news.
Notwithstanding the aforementioned
obstacles, it is worth noting that when
respondents were asked what their biggest
achievement was with respect to their
Global Mobility programme, several
companies cited better integration of their
work into the broader HR function and/or
business operations. One survey
participant stated, ‘A current project is
underway to both better educate the
business on the impact of cross border
activities and their impact and also to align
with other functions more effectively.’
Being aware of the risks attached to
international employee mobility will
help the business to identify potential
issues in a timely manner. Technology
can also alleviate potential mobility
(tax) compliance risks or simplify the
staffing process for projects abroad
through tracking days worked abroad as
well as visa requirements amongst other
things.
Through simply tracking project workers
and storing their data for future use, (say
in the tax return preparation process but
also future visits to the location), will
allow organisations to save both time and
cost. This also creates a more consistent
approach to ensuring the organisation is
maintaining compliance in alignment
with the overall business objectives of
risk management.
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Q: In our organisation Global Mobility is embedded in the business operations
in one or more of the following ways:(Please choose all that apply)
27.91%

Business processes in our organisation1
IT systems supporting business2

2

IT systems supporting business operations
include automated signalling for the
involvement of Global Mobility and
simultaneously Global Mobility is notified
of cross border activities.

3

Business processes in our organisation are
red flagged when Global Mobility is not
involved or consulted prior to the start of
cross border activities.

4

In our organisation Global Mobility is not
structurally involved prior to the start of
cross border activities.

15.12%
45.35%

In our organisation Global Mobility4

Other (please specify)

Business processes in our organisation
include documented and maintained
processes and procedures for the
involvement of Global Mobility.

4.65%

Business processes in our organisation 3

In none of these ways5

1

2.33%
4.65%

0%

20%

40%

60%

80%

100%

In none of these ways (please provide
further detail).
5

Tax operations
Does your organisation
maintain (pro)-active
relationships with internal
and external stakeholders
about Global Mobility (tax)
compliance?
In the previous section we focused on
the impact of tax compliance from the
top down through the organisation. The
following section looks at the impact
within the tax function itself.

77.9% of GM departments interact
with tax specialists on a regular
basis to align their tax operations

78% of respondents reported that there is
regular interaction between the different
internal tax specialists to ensure
alignment of Global Mobility related
(tax) compliance matters with the wider
tax operations in their organisation. And
yet, despite the regularity of these
interactions, survey participants
indicated that it remains a challenge to
get Global Mobility high enough on the
priority list of the tax agenda.
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The most reliable way to ensure cross
tax function alignment is through
formally establishing formal processes.
As cited by one survey participant,
regular and formal interactions will
increase the working relationship of
teams internally and improve the
quality and consistency of data and
information.
Some respondents intimated that they
need to speak the ‘language’ of
corporate tax, transfer pricing and
permanent establishment in order to
better integrate themselves
organisationally. Effective
communication processes between the
various areas of tax are an absolute
necessity to make standardised and
formal processes successful.
Additionally, effective communication
could lead to further engagement and
input into the overall strategy with key
stakeholders.

[Our] current review will increase the working
relationship between teams internally.
Q: Global Mobility interacts on a regular basis with our Tax specialists to
ensure alignment of Global Mobility related tax (compliance) matters with
the wider tax operations in our organisation...
77.91%

Yes

12.79%

No

3.49%

I do not know

5.81%

Other (please specify)

0%

20%

40%

60%

80%

100%

Q: Our organisation has formal processes to ensure structural alignment of
Global Mobility (tax) compliance and other taxes, e.g. VAT, transfer pricing,
corporate income tax, wage taxes.
41.86%

Yes

37.21%

No
I do not know
Other (please specify)

0%

3

12.79%
8.14%
20%

40%

60%

80%

100%

If you don’t remember anything else …
Remember to ensure mobility (tax) compliance
follows the business and not the other way around: By
implementing a formal versus an informal process, it becomes
much easier to manage the choppy and uncertain waters of tax
compliance. Essential data can be compiled to report back to
internal and external stakeholders, allowing data driven decision
making. Effective communication processes between the various
areas of tax are a pre-requisite to ensuring that standard processes
are successful. Additionally, communication allows for further
impact and input into the overall HR and business strategy
with key internal stakeholders. As an integrated part of the tax
department, Global Mobility can contribute value as the need for
tax transparency and reporting grows.
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(Tax) Risk 		
management

alignment of Global Mobility with the
strategic objectives of the organisation.

Is your organisation well
equipped to manage the key
Global Mobility risks?

Around half of those respondents who
reported that their Global Mobility function
has a formalised procedure to assess the
quality of global compensation data
commented that this is an ad hoc process
which happens with varying degrees of
regularity and different levels of
involvement of external providers.
According to the survey results, automated
data collection, via HRIS systems for
example, is not widespread. However
respondents noted that these systems were
becoming increasingly prominent in the
process for collecting the compensation data
for globally mobile employees. None of the
respondents reported an effective
automated real time global compensation
data collection process, including a check on
whether data was complete or correct. Based
on these results it will not come as a surprise
that survey participants reported that they
have faced risks in the area of global
compensation data collection.

It is only possible to identify an area of risk
once all of the moving parts and
components of the Global Mobility process
are understood. In order to stay on track and
add value (not only as an HR mobility expert
but also in providing expertise on
compliance requirements) the Global
Mobility team has to be fluent in the key
risks for Global Mobility (tax) compliance.
To identify key risks it is essential that
compliance processes are firmly embedded
in the company and used in practice. Once
the foundations of the processes have been
bedded in, the next step is to prioritise key
risks based on a variety of factors such as
what is currently happening in the
organisation, volume of moves, what new
territories are being entered and (tax)
compliance regulations, amongst other
factors.
Top 3 identified risks (globally):
• Short-term business visitors
compliance
• Global compensation collection
• Permanent establishment risks
(corporate income tax)

More than 55% of the survey respondents
confirm the key risks for Global Mobility
(tax) compliance have been identified,
including processes to identify events that
may trigger these risks.
The key risks listed by respondents seem
predominantly of an operational nature.
Referencing back to the strategic section of
this chapter, on a more fundamental level
risks could also be attributed to the lack of

Overall, it seems that there is a strong
willingness to accept risks in many
organisations. Therefore, it is not surprising
that more than 40% of firms that responded
do not have a formalised procedure to assess
how complete and correct global
compensation data collected actually was.
In line with this picture only 6% of
companies have Global Mobility functions
actively involved in a readiness check for the
implementation of OECD guidelines on
BEPS and/or OECD’s co-operative
compliance developments.

Q: Key risks for Global Mobility (tax) compliance in our organisation have
been identified, including processes to identify events that may trigger
these risks.
55.95%

Yes1

25.00%

No
I do not know
Other (please specify)

0%
1

13.10%
5.95%
20%

40%

60%

Please mention the top 3 identified risks and the related identification processes.
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80%

100%

Q: In our organisation Global Mobility monitors the identified key risks for
Global Mobility (tax) compliance based on robust monitoring processes,
including documentation and follow-up procedures.
37.76%

Yes1

43.53%

No
I do not know
Other (please specify)

0%
1

11.76%
12.94%
20%

40%

60%

80%

100%

Please provide at least 1 example of risk monitoring and 1 of the data gathering process check, including
follow-up actions.

Q: Our Global Mobility function has a formalised procedure to assess the
completeness and correctness of global compensation data.
40.76%

Yes2

44.19%

No
I do not know
Other (please specify)

0%
2

9.3%
5.81%
20%

40%

60%

80%

100%

Please indicate the periodicity and the items checked, as well as the follow-up process for errors/
incomplete data.

4

If you don’t remember anything else …
Remember to manage key risks:
In order to stay on track and add value both in terms of resources
and compliance requirements, organisations are in charge of
managing their key risks for Global Mobility (tax) compliance.
To identify key risks it is essential that the processes, procedures
and systems are firmly embedded in the company and used in
practice. Once the process foundation has been solidified, the
next step is to prioritise key risks based on a variety of factors,
such as what is currently happening in the organisation, and
manage them accordingly.
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Monitoring and
testing
How does your organisation
manage the Global Mobility
budget?

Only one-third of companies
reported that GM (tax) compliance
is in scope of Internal Audit

In an ideal world, once the processes
have been implemented, an organisation
would ask an independent third party to
review the processes to ensure validity
and effectiveness. In addition, they
would seek confirmation that the same
processes are embedded in the overall
compliance framework of the
organisation. Once the processes have
been given the green light, an identified
function, either internal Global Mobility
or an external function like the internal
audit function, would then begin the
monitoring phase to ensure that the
processes run as intended, resulting in
the desired outcomes. Overtime, once
monitoring has provided viable data, an
analysis can be made and errors or any
variance in process outside of guideline
can be re-examined, adjusted and
implemented to ensure a continuous
process improvement and a more solid
integration into the overall compliance
framework.
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However, as reality often varies from the
ideal world, the survey was keen to
ascertain how companies with limited or
no formal alignment with other tax
teams and internal functions were able to
monitor exposure to compliance issues.
In the absence of functional integration
of the different tax teams within a
department, a manual approach to
reviewing days or recharges seems to be
the trigger point; however, this is
dependent on the responsible individuals
finding out about a situation (sometimes
accidentally) as opposed to a structured
process or systemisation – a risk in itself.
What is interesting is that a lack of
resource or budget for a system was
repeatedly cited as the reason why no
formal integration and tracking exists.
However there is still some way to go.
While almost two in five MNCs (38%)
feel that their Global Mobility (tax)
compliance is fully embedded in their
tax control framework, only 30% of
Global Mobility teams provide a yearly
budget to their company’s management
that includes estimated Global Mobility
(tax) costs and cost allocation. Meaning
70% do not.

Q: Global Mobility (tax) compliance is in scope of Internal Audit, including
regular testing of Global Mobility (tax) compliance, the implementation of the
supporting control framework and supporting systems.
32.56%

Yes1

40.70%

No

22.09%

I do not know
Other (please specify)

0%
1

4.65%
20%

40%

60%

80%

100%

Please indicate periodicity of Internal Audit reviews and items checked including follow up actions)

5
If you don’t remember anything else …
Remember to ‘check and double check’: Monitoring and testing of Global
Mobility (tax) compliance carried out by ‘a third party’ department will ensure
independence of the test results. A continuous improvement process will be based
not only on managing the controls as an integrated part of the Global Mobility (tax)
compliance process but also on the test results from reviews conducted by internal
teams such as internal audit department. Systematic structuring of Global Mobility
(tax) compliance in accordance with the six building blocks mentioned earlier in
this report will increase the effectiveness of Global Mobility functions and (tax)
compliance in aligning with the overall business objectives.
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[Our relationship with the tax authorities] has
resulted in fewer worries about compliance and
over regulation around submission of data
(Tax) Assurance
Is Global Mobility tax
compliance embedded in your
organisation’s Tax Control
Framework?
In order to provide (tax) assurance there
needs to be a robust system in place to
allow assurance to be provided. Failure
to provide assurance poses a
reputational risk for an organisation and
can result in the Global Mobility team
losing its voice as part of any strategic
conversation resulting in Global
Mobility (in its HR or even departmental
tax guise) not maximising its potential
as a strategic lever for the delivery of the
people or business strategy.
On the other hand, being able to provide
assurance allows you to work more
efficiently due to a mitigated risk of
penalties and issues leading to greater
cost effectiveness. From an internal
standpoint, Global Mobility teams who
achieve solid assurance are better placed
to have transparent and strategic
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conversations. Externally, the tax
authorities and affiliates are less likely
to do a full audit review as they trust the
organisation and the fact that the
organisation is demonstrably ‘in control.’
All of that said, when asked about
whether regular discussions with
authorities would be beneficial,
feedback was mixed with only 21% of
respondents having active discussions
about opportunities to simplify Global
Mobility (tax) compliance with the tax
authorities.
Realistically speaking, it is a challenge
to be able to provide full assurance and
it is not something seen in many
companies. As a starting point to
establish assurance, organisations can
benefit from setting up a Tax Control
Framework11 TCF relating to Global
Mobility (tax) compliance as this allows
businesses to manage the tax
consequences in alignment with the
overall tax strategy of the organisation
and as such supports in achieving the
overall business objectives.

Q: Our organisation’s relationship with the local tax authorities can be
described as: (Please choose one option only that most accurately describes
your organisation).

2

We have a constructive relationship where
we actively discuss opportunities to simplify
Global Mobility (tax) compliance for
mutual benefit

3

We have a relationship with local
authorities based on trust and transparency
which has resulted in a co-operative
compliance agreement for Global Mobility
(tax) compliance

20.93%

We have a constructive relationship2

Other (please specify)

We are only in contact with local tax
authorities about Global Mobility tax
(compliance) matters when we have a
query.

60.47%

We are only in contact with local tax1

We have a relationship with local3

1

6.98%
11.63%

0%

7%
Only 7% of organisation’s Global Mobility
functions seem to leverage the opportunity of
having a relationship with local authorities
based on trust and transparency which
has resulted in a co-operative compliance
agreement for Global Mobility (tax)
compliance.

20%

40%

6

60%

80%

100%

If you don’t remember anything else …
Remember to add a framework to your Global
Mobility (tax) control: A framework around Global
Mobility and the related (tax) compliance will provide
a methodology to manage compliance control. The
framework should provide the common thread through
each of the previously mentioned building blocks from
strategy to assurance. The Tax Control Framework (TCF) is
much talked about, however in absence of clear guidelines,
it is not yet implemented in many companies. Global
trends in compliance have given reason to suppose that
the TCF will be on the strategic agenda of organisations
if guidelines are clarified. Global Mobility departments
who are well prepared to proceed will be recognised as
strategic contributors, and the end goal of being at and
influencing the top table will be a little closer.
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