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Foreword

Corporate relocation looks a lot
different today than it did 10, 15,
or 20 years ago. What was once
an elite, exclusive opportunity,
reserved for top-level executives,
has become more accessible to a
broader range of employees.

The typical assignee profile is changing, with
employees of all different ages, seniority, religious
and family backgrounds taking part in global
assignments. As such, the motivators to go

on assignment have shifted. Once praised

for its lavish financial packages and generous
allowances, it is now seen as a means to advance
both professional and personal goals. On the
other hand, the barriers and challenges of

going on assignment have changed, too. For
employees, considering an assignment today

is no longer a case of ‘if the price is right’, but
instead, ‘is this right for me, my family, and my
life goals?’

What is promising is that these shifts have not
negatively impacted the appetite for relocation.
According to our latest research, two thirds
(66%) of global HR decision-makers said the
number of employees they have relocated in
the past year has increased. However, for HR
and mobility managers, the ‘changing face’ of
relocation has created a need for new, more
inclusive packages. These must consider diverse
training requirements, the needs of assignees’
immediate and extended families, and the
unique, personal challenges each assignee
might face when placed in their host country.

Achieving this relies heavily on understanding
what assignees really want out of their relocation
experience. Yet, our research highlights a
significant disconnect between assignees’
reasons for hesitancy, the challenges they face
while away, their fears about repatriating —and
where HR is placing their focus.

Surveying both those responsible for managing
and administering assignment programs, and
the assignees themselves, we have set out to
understand this disconnect in greater detail. We
hope to alert HR and mobility managers of the
critical blind spots they have when it comes to
the assignee experience. With insights from Jo
Danehl Global Intercultural & Language Training
Leader, and Caitlin Pyett, Global Consulting Lead
at Crown World Mobility, we hope to bridge

this gap and help employers drive effective
improvements to their mobility programs, and,
in turn, assignees' wellbeing, moving forward.

Jurgen Zyderveld

Group Vice President,
Crown World Mobility
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Introduction

In this three-part series, ‘The changing
face of relocation’, we explore insights
from assignees on what shapes their
relocation experience. We look at their
key considerations and motivators
pre-assignment, the resources and
supports that matter most to them,
and challenges while away from, and
returning to, their home country.

Comparing these views with that of HR

and mobility decision-makers, each report
highlights the areas that often go overlooked
when sending employees away for work,
providing an inside look into what assignees
really want in 2025.

With three surveys in total commissioned in
2024, we first heard from 1,000 expats living
in Australia, India, Germany, Singapore, UAE,
UK and USA, as well as over 150 assignees
employed by our top clients.

We then gathered insights from 210 employee
mobility decision-makers, working in
businesses with over 50 employees, across
France, India, Singapore, UAE, USA and the
United Kingdom.

HR survey demographics:

* 47% worked for businesses with 500 — 5,000
employees, and 38% for businesses with a
headcount between 100 — 500.

* Manufacturing was the top sector (17%),
followed by accounting and finance (8%),
energy, utilities and oil/ gas (8%) and IT (8%).

* Seniority ranged between Senior Manager
(47%) to Owner/ CEO level (16%).

Assignee survey demographics:

* 38% have been relocated and living in their
current country for over three years.

° 43% identify as women and 56% identify as
male, with the majority (74%) aged between
25-44.

* 31% have relocated only once, 31% have
relocated two to three times and 37% have
relocated more than four times.

e 27% of our expat survey respondents were of
senior manager level, compared to just 14%
for CEOs.

Additional assignees, from a selection
of our top clients, surveyed:

* The majority (72.5%) identified as men, and
25% identified as women.

* 12% are aged between 25 - 34, 33% are aged
35— 44 and 33% are aged 45 - 54.



In our second report, we look at the Here, we address:
guidance and support HR departments
offer employees prior to, and during,
assignment(s), and whether it's fit to
address the key challenges flagged by The importance of family support
expats themselves. The need for defined objectives

Where assignees go for advice

Is training missing the mark?

While HR claims to offer training in a variety

of areas, from cultural adaptation to foreign
languages, the attitudes and opinions expressed
by expats suggest that it may be falling short.

Is assignee support fit for purpose in 20257
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n Where assignees go for advice

Embarking on an assignment is not without its
personal and professional challenges, as our first
report details. And this is true for all assignees,
whether they have relocated once, twice, three
times or more.

There can be great uncertainty and hesitancy
prior to accepting a foreign posting, as people
consider the personal challenges they, and
their family, may face in their new host country.
Will they struggle to make new friends and
professional connections? Will the language, or
unique culture, be a major departure from what
they're used to? And how will it impact their
lives in the short, medium and long-term?

Once they have arrived at their new country,
they may also find themselves exposed to a

plethora of new challenges, or changes, that
they hadn't previously thought of, and wonder
what supports are available to them.

When it comes to seeking information and
advice about an assignment, our research

has found that HR and mobility teams play a
central role. Of the global expats we surveyed,
two fifths (39%) said their company’s HR team
and/ or relocation specialist was their main
source of information pertaining to assignment.
This marks HR as the most popular source of
information, followed by online forums and
social media (22%) and friends and family who
have relocated before (17%) (Figure 1).
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Source of information for relocating

39% say their main source of information when deciding
to relocate was company HR / relocation specialist

. o 50% India vs
[
Company HR / relocation specialist _ 39% —> 27% Germany

Online forums and social media 22%
: : 25% Expatriated once vs
0,
Friends / family who have relocated 17% 5% Expatriated 6+ times
0, i -
Government website / resources 13% 20%1n th_e\r country 3-5 months vs
1% In their country 1-3 years
Professional consultants 8%
Magazines / other physical media 1%
Figure 1

Jo Danehl, Global Intercultural & Language Training and Partner Support Practice Leader at Crown
World Mobility adds: “It's interesting that, even in today’s era of internet and social media, employees
still feel that their company’s HR team is the most reliable go-to when it comes to gaining better

insight into the relocation experience.”

While it's nice that trust in the employer has
remained high over the years, when it comes
to assignment, it may not always be in an
employee's best interest to rely solely on their
HR team’s input during the consideration
phase. They're likely to have all of the factual
information about the assignment offer,

yes, but may not have been on international
assignment themselves (or at least, to

that specific country) and so lack the lived
experience perspective which is so needed at
this stage.

When opening conversations around
relocation with employees, HR managers
should make themselves available to answer
as many questions as they can. But they can,
and should, encourage them to connect with
other colleagues, friends or family that have
relocated themselves, to learn more about
the process and establish whether they'll be a
good match for the assignment. 99

Jo Danehl

Global Intercultural & Language Training
and Partner Support Practice Leader,
Crown World Mobility
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ﬂ Is training missing the mark?

When it comes to the support and training

on offer, HR and mobility managers state they
offering training and support to assignees in
some capacity and are confident that it is fit
for purpose.

Over half (56%) of the mobility and HR
managers we surveyed said they provide
significant training to assignees prior to their
relocation, or ongoing support for second and
subsequent relocations. 43% said they provide
some level of training or ongoing support,
leaving just 1% who admit to providing no
training at all (Figure 2).

As explored in our previous report, factors such
as new culture and language can be extremely
challenging for assignees to navigate once they
arrive in their host country. So much so, that
40% of expats said unfamiliarity with the new
country made them reluctant to relocate, and

a quarter (25%) said the same about language
barriers. Cultural change (46%) and variations in
technology (40%) are also commmonly cited as
challenging aspects of relocation.

Relocation training

Organisations are responding to relocation challenges with over half (56%)
providing significant training prior to relocation or ongoing support for
their employees second and subsequent relocations

3% of respondents from France and the UK
are unsure if there is training or support

B Significant training prior to
relocation or ongoing support

[l Some training prior to relocation
or ongoing support

Don't know

Note: ‘No training prior to relocation’ = 0%

Q

99%
recognise that their
organisation provides
training and support before
or during relocation

71% in India
46% in UAE

L

Figure 2



In response, over half (52%) of HR and mobility

managers indicated they offered language
lessons to their assignees prior to their first
relocation; 53% claim to offer technology skills

training (relating to the host country); and 47%

claim to offer cultural training (Figure 3).

HR and mobility managers are confident
this training is up to par, with 56% saying
they believe the support provided by internal
mobility teams is impactful to the relocating
employee (Figure 4).

Relocation training

Pre-relocation training offered to support assignees before first relocation varies
from life coaching (54%) and technology skills training (53%) to language lessons (52%)
and cultural training (47%)

Coaching for accompanying spouse/partner
to build independent life in the host location

Technology skills training for themselves,
relating to the host country

Language lessons for themselves

Cultural training for themselves

Technology skills training for their family,
relating to the host country

Diversity training for themselves
Cultural training for accompanying family

Diversity training for their family

Note: ‘None of the above’' = 1%, ‘Other’ = 0%

63% in Singapore
(o)
I 54% — | Zo%in AR
69% in India
29% in Singapore

53% —>

52%

47%

44%

43%

37%

30%

Figure 3
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Impact of relocation support

And mobility teams and external relocation management company's both play an
impactful role in facilitating successful relocations for employees — 50% or more believe
that the support provided by these teams are very impactful

M Veryimpactful M Somewhat impactful B Neither impactful nor unimpactful

Not very impactful Not at all impactful

Internal mobility teams 0%

97% in UK,

6 o)
80% in France 20%

External relocation

1%
management company

100% in India and UK, o
86% in France 96%
Figure 4
However, this support may not be as impactful them during their assignment, 33 (21%) said
as they think. Having surveyed assignees from language training and 18 (12%) said intercultural
a selection of our top clients, asking them what training (Figure 5).

other support could have been provided to

What other support could have been provided?

Greater benifits or allowances [ 62
Employee/expat resources in .. [N 43
Partner support [N 35
Other NN 34
Language training [ 33
Intercultural training [N 18
Clear assignment objectives .. [[INNEGEN 17

Access to mental health care [N 12

24-hr assistance helpline [ 1N
Assistance with integration into .. [l 8

Less focus on assignment.. Wl 2

Figure 5
10
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37 (24%) of these assignees claimed no culture
training was provided at all, and 26 (17%) said
they would have appreciated it being offered
(Figure 6). Similarly, 28 (18%) claimed they
received no language training, and 40 (26%)
said they would have appreciated it being
offered (Figure 7).

Were you provided
culture training?

53
37
20 26
Yes, and | Yes, but No, but | No
used it Ididntuse it would have
liked this
Figure 6
Were you provided
language training?
34 40
28
17 17
Yes, and | Yes, but No, but | No Not
used it Ididn't would have applicable
use it liked this
Figure 7

Assignees can be their own worst enemy,
struggling through the adjustment
when a training program would have
helped them build the skills they need

to thrive in the host location. HR has the
opportunity to enhance the efficacy of
its support by regularly checking in with
each individual, to better understand
their specific cultural and language
challenges. More tailored, human-

centric training programs, and ongoing
communication with assignees, could
make a substantial difference — ensuring
support is not a ‘one and done’ tick-box

exercise or a ‘shot in the dark.

) J

Caitlin Pyett

Global Consulting Lead,
Crown World Mobility

Caitlin Pyett, Global Consulting Lead at Crown
World Mobility adds: “Culture and language
are clearly big challenges for assignees. While
HR managers feel their training and support in
these areas is making a real difference to the
assignees’ experience, the data says otherwise.”

Jo Danehl adds: "HR should also advocate
strongly for the provision of training — and

the protection of training budgets — ensuring
that what is outlined in policy is actually
implemented in practice. Training often faces
cuts when budgets are tight, but investing in
it is essential for the success and well-being of
assignees.

1
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B The importance of family support

Providing support and training directly to the
assignee and easing them into a comfortable
mindset prior to their assignment is often only
half the battle. Today, the needs of assignees’
partners and family members must be
considered too. As our previous report explains,
the willingness of an assignee’s spouse and/

or family to make the move can be make or
break during the consideration phase. And
their wellbeing while away can also impact the
success of the assignment.

According to 47% of the expats we surveyed,
convincing their family to move was a
challenging aspect of relocating, placing it
within the top three (Figure 8). And of our
selected clients’ assignees, 28 (18%) said they
experienced partner-related challenges while
on assignment (Figure 9).

Challenging aspects of relocating

Expenses (53%) and moving belongings (50%) were considered
the most challenging aspects of relocating

W Very challenging

Expenses

Moving my belongings

Convincing my family to make the move
Finding accommodation

Cultural change

Finding schools*

Relocating in an environmentally friendly way
Visas and immigration

Variations in technology

12

Figure 8

B Extremely challenging

% Extremely /
very challenging

53%

50%
47%
47%
46%
46%
44%
44%

23% 17% 40%
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Challenges

Language I <5
Cultural adaptation |G 37
Integration into society I 30
Loneliness G 30
Financial/cashflow problems [N 20
Challenges facing partner [N 28
Challenges facing children [N 27
Integration into host
- P 22
office/company

Homesickness I 22
Job performance [N 15

Challenges managing |
responsibilities at ...

(0] 10 20 30 40
Figure 9
Again, HR and mobility managers believe they host location; 37% claim they offer cultural
make a sufficient effort to address this need training to accompanying family (Figure 10);
for assignees. 54% claim they offer coaching and a third (33%) claim that partner support is
to accompanying spouses and partners to most important to assignees, in addition to the

help them build an independent life in the renumeration package (Figure 11).
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Relocation training

Pre-relocation training offered to support assignees before first relocation varies
from life coaching (54%) and technology skills training (53%) to language lessons (52%)
and cultural training (47%)

Coaching for accompanying spouse/partner _ 54% 63% in Singapore
to build independent life in the host location 40% in UAE
Technology skills training for themselves, _ 69% in India
) 53% ——> L
relating to the host country ? 29% in Singapore
Language lessons for themselves _ 52%
Cultural training for themselves _ 47%
Technology skills training for their family,
| I <
relating to the host country
Diversity training for themselves _ 43%
Cultural training for accompanying family _ 37%
Diversity training for their family _ 30%

Note: ‘None of the above’' = 1%, ‘Other’ = 0%

Figure 10

Importance of relocation package factors

From the perspective relocation decision makers,
expense management (40%) is deemed the most important support factor, closely
followed by immigration support (38%) and language training (37%)

I <0% — | g0 Uk
—
Language training [ NG  37%
partner support | GG 33%
Cultural training _ 32%
Homesearch | IGzGz@zN8@ 28%» — %?)zjijkngapore
Temporary accommodation || |||lGz0 28%
Household goods shipment || EGNN0G 23%
School search _ 18%

Expense management

Immigration support

Note: ‘Other' = 0%

Figure 11
14
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Assignees, on the other hand, feel there is a lack and this may have contributed towards hardship
of support in this area. Of our selected clients' on the assignment, with 25 (16%) saying
assignees, 35 (23%) said more support could challenges with their partner had a negative
have been provided for their partner (Figure 12), impact on their mental health (Figure 13).

What other support could have been provided?

creater benifits or allowances || EGKGczczzENIIIIEEEEEEEEEEEEEEEE <
Employee/expat resources in ... || EGKcNIIIIIIIINNEGE ;3
Partner support [N 35
Other I -
Language training | NNNGNGNGTNGgGgGEEE 33
Intercultural training |  EGNGz:G0 18
Clear assignment objectives .. || EGKGTczcEzN 17

Access to mental health care || Gz~ 12

24-hr assistance helpline || T M

Assistance with integration into .. |l 8

Less focus on assignment.. || 2

Figure 12

Biggest impact to emotional and mental health

stress of new job [ 46
Lack of personal network [ EEKGcTczczNzNSEEEEEEEEEEEEEEEEEEEEEE  :°
Financial stresses || NN 32
Concern about post-assignment ... || EKEKEGcTcTczNNEIGINIIIIIEEEEEE
Distance from family home || EEGTcTczcEGIIIIEEEEEEEEE s
overwhelming amount todo || EGEGTNGININIEE -
Challenges with partner [ 25
Challenges with children | NN 2
Fear of health issues | N 2
sense of being “foreign” | EGKGKGczczEzIENGIEGz@G@GGE 20
Cultural adaptation || I 'S
Challenges with family remaining ... | EGTGEGczENGNzEzNzNGNG 1
Lorneliness | ENEGNGEGEGEG 4
Integration into new tech ... || Gz 8

Figure 13
15



Caitlin Pyett adds: “Although the challenges
faced by an assignee’s spouse can often go
unnoticed by HR, they pose a very real risk to
the success of the assignment and the overall
happiness and performance of the assignee.
Extending cultural and language training to
partners can go a long way in alleviating some
of these challenges, yet the data suggests that
current supports are not having the desired
impact.”

Jo Danehl adds: “According to many of our
clients' assignees, financial concerns about
relocating are still top of mind. With so many
dual-income households today, it's difficult to
look at these financial worries in isolation. In my
view, these are intrinsically linked with the need
to support the partner.”

The reduction to a single income, as

a result of relocating, is a reasonable
concern for many families today.
Supporting partners during the
relocation process is not only a matter
of providing cultural training to ease
their adjustment, but should also
include tailored coaching to help them
secure financial independence and
paid employment in the host country.

This type of support will ensure that
families can return to being dual-income
households once they relocate and is
likely to resonate better with assignees

and their partners.

Jo Danehl

Global Intercultural

& Language Training and Partner
Support Practice Leader,

Crown World Mobility
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The need for defined objectives

Finally, as with any professional endeavor, According to our selected clients’ assignees,
having a plan with set objectives in place is 17 (11%) said clear assignment objectives could
key to ensuring (and measuring) success. have been provided as additional support

In the case of an assignment, setting clear (Figure 14). 33 (21%) claimed they had no

and achievable goals for the employee prior assignment-specific objectives whatsoever, and
to relocation, and reviewing these regularly 30 (20%) said this left them feeling directionless
while they are away, can support learning and while on assignment (Figure 15).

development and provide reassurance that they
are progressing well in their career. However,
according to our data, assignments seem to be
severely lacking in this type of structure.

What other support could have been provided?

creater benifits or allowances || EEKGcTczcNEEEREEEEEEEEEEEEEE -
Employee/expat resources in ... || EGKGcTczEGENIIEE ;3
Partner support | G 35
otrer I
Language training |GGG 33
Intercultural training ||  GGcGc_ 8
Clear assignment objectives .. [[IINEGEN 17

Access to mental health care || IEGzGzGNN 12

24-hr assistance helpline || I M
Assistance with integration into .. |l 8

Less focus on assignment .. | 2

Figure 14

17
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Assignment-specific objectives?

53
33
22 24
: I I
|
No Discussed, but Yes, but Yes, but not Yes
not implemented  no clearly defined monitored
Effect of this on mental health
51
45
30
8 s I
| -
Made me anxious Left me feeling Left me feeling Gave me a Gave me clarity

by adding stress abandoned

directionless

welcome focus

Figure 15

Caitlin Pyett adds: “The last thing any HR or
mobility manager wants is for their employees
to feel directionless while they're away
representing their company. So, it's alarming
that, of our selected clients’ assignees, so many
are unaware of clear objectives that have been
set for them while on assignment.”

“Setting clearer objectives and ensuring these
align with a robust training and development
plan can significantly boost assignee
engagement. To achieve this, employers need
to foster better alignment between mobility
and talent development teams. This ensures
that the training provided, and the objectives
set, by the mobility team feed directly into the
assignee’s career development plan and long-
term aspirations.”

18

Jo Danehl adds: “Objectives serve a larger
purpose, too, beyond professional development.
In an unfamiliar environment, having concrete
goals can help focus the assignees’ mind and
provide a clear path forward. We encourage

our cultural training participants to set short,
medium, and long-term personal goals for this
very reason.”

‘Additionally, shared goals are a great way for
the employee and their accompanying family
members to move in the same direction. These
goals can also serve as a reminder of the fun
activities they planned to do together, which can
be especially helpful when challenges arise.”



Conclusion

HR and mobility managers are aware of how
important training and support is for their
assignees. And with the unique insights about
where current training programmes may be
falling flat (outlined in this report) we hope to
see more satisfied assignees (and families)
heading into 2025.

If you are interested in aligning your
mobility program to meet the needs
of assignees, or learning more about
these findings, please get in touch
with the Crown World Mobility team.

In our next, and final report, we will explore the
concerns and challenges of employees when repatriating after an assignment, and whether HR is
aware (and prepared for) these when welcoming them back.
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