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adcount and Talent Strategies

62% 93%

SaY h_eadcou"t Know they need to change their
will increase talent strategies

only 32%

Of CEOs have started or completed
changes to talent strategies

Of CEOs are concerned about the
availability of key skills




cdcount and Talent Strategies

e 86% of Us CEOs believe technology advances will
fransform their businesses over the next five years

« CEOs = focused on ensuring skills are in place—or will be in place—
to capitalize on strategic technological investments

« Demand for highly valued skills is strong; “War for talent” is fierce

« Addressing the skills shortage is about much

more than hiring fresh talent:

Businesses building up intellectual capital by cultivating the next
generation from within can expect a distinct advantage.

Source: PWC



lent System

Job Networks

Reputation

LinkedIn

Attracting &
Acquiring Talent

Glassdoor Partners

Employment Brand Social Sourcing
External Brand Talent Networks Mobile Jobsites Candidate Marketing
College Recruiting Work Environment
Diversity & Inclusion Engagement

Managing & sion 8 Values Extending
Developing Talent Talent

Performance Management Rewards Retention Management
HiPo Assessment Professional Career Contract Labor
Goal-Setting Work-Life Balance Certification
L&O Talent Networks
Management Development Recognition Technical Career Management Career Lattice

Career Management Coaching Segmentation
Supply Chain Talent

Academia Leadership Development Analytics Workforce Planning

Understanding &
Planning Talent

Suppliers
Assessments Partners

MOOCs, Content Providers Data Providers

Source: Bersin Deloitte




Business Reach and Impact

“Anarchy”
Uncoordinated
HR staffs, tools,

Vendors, consultants

“Rationalized”

Efficient 4 \
Standard platforms " Optimized
Roles defined ine
Service-delivery optimized — Business-

Integrated
HR

Focus: Platforms,
Efficiency, service delivery,
role clarity

Rationalized
HR Service
Delivery

“Business Optimized”
Federated-Coordinated
Intelligent at the end nodes
Highly trained and
empowered HR partners
External intelligence and
networks of expertise

Focus: Talent, leadership,
management, global

localization
Small to Midsize Large Global
Organization Organization

Source: Bersin Deloitte



jon of High-impact HR

40%+ of global organizations believe their HR teams
need significant reskilling.

HR today needs to become a “talent machine” with intense focus on:

External intelligence, research, benchmarking, new tools,
technologies, marketplace and workforce changes, and
demographic shifts

Internal training, certification, development of HR tfeam
Development of standardizations that prevent “reinventing the
wheel”

A new center of excellence for talent analytics: “center of data” for
the talent

Strong, bold and innovative CHROs

In this optimized role, HR becomes a highly strategic
contributor to business success



ranstormative Global Trends and
mpact on Mobility

Level 4: Strategic Talent Management
Fully integrated processes and systems used to make
business decisions; talent management is business-driven

Level 3: Integrated Talent Management
Heavy focus on connecting systems and processes;
single person / team responsible for talent initiatives

Level 2: Standardized Talent Processes

Talent processes are consistent and tailorable, with some integration; / 45%

several systems connected through manual processes ‘/

Level 1: Siloed HR Processes /£
Individual HR processes or “silos”; 28% ‘
may have systems in place but not connected

Source: Bersin & Associates




obility Segmentation

Primary focus: Corporate-led career pathways and succession management

High

Emerging High Potential Talents Strategic Business Leaders
Providing international learning and Filling mission-critical roles with high
development experiences to grow the performing and seasoned

next generation of leaders executives

Development Value

4

-~ 4
Career-building Volunteers Seasoned Technical Experts
(e.g., Gen Y, Millennials) Providing technical and specialized
Facilitating employee-initiated resources/expertise to fill local skill
request for international experience gaps or complete a project or task

fo fulfill personal life objectives

Low

Primary focus: Business-led career resource planning and deployment

Source: Mercer Business Value



obility, more destinations,

complexity

The number of female assignees
in2c§e§e - has doubled in the past decade,
assignee from 10% fo 20%
levels... o Ny
and a Al
50%
growth by

2020




does this mean for our industry?

A need for...

« Customization: Growing focus on customized mobility
benefit programs.




does this mean for our industry?

A need for...

« Compliance: Adjusting to — and keeping pace with — an
increasingly changing regulatory environment.




S This mean for our industry?

A need for...

« Change: Technology, generational shifts, skills gap and
leadership development needs




our relevance by

nd planning for what's next

Board set 3-year strategic direction with four key goals,
under which there are twelve core strategies :

Goal 1: Engage a larger
percentage of the worldwide
talent mobility community.

* Increase and expand engagement
« Target non-traditional segments

« Target engagement of those
headquartered outside of the U.S.




ear strategic plan

Goal 2: Maximize Member
Value.

« Vibrant, engaged community of
sharing, innovation

» Different professional segments, needs

« Gold standard of professionalism



-year strategic plan

Goal 3: Enhance and
diversify content and
learning opportunities.

ARKET(

« "Worldwide ERC® Learning Academy”
« Serve more diverse mobility community

« Enhanced strategic and technical
expertise



ear strategic plan

Goal 4: Enhance and expand brand
awareness, recognition and reputation
globally.

. Refine brand identity, storyline iVORLDWlDE ERC

« Leverage ROI across paid, owned
and earned media

* Long-term plan to sustain visibility
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Four key areas were set for prioritization
in year two of the three-year plan:

« Research Model

 Europe

« LATAM

« Education and Learning Academy

‘[: l %‘: “A‘/‘E A Ar
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fhat you know all about

happening...

How can YOU get more involved?

Do what you can, with what you have,

where you are.
— Theodore Roosevelt

* Multiple opportunities to make the most of the
iIndustry’s association

« Something for every experience level, age, industry
segment, skill and time availability



oute to Mobility magazine

OPTIMIZING THE

. L

« Author a feature article ,%,g%%?rmm
S

« Be interviewed as @ CHAIN __

“Designated
Driver” (holders of (S)CRP, [
(S)GMS, (S)GMS-T
designations)

“Iwished I'd had my CRP*
knowledge whe tiatin,

my two previou: ations!

* Review a business book
and how it has impacted
your mobility career

8 2
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fe 1o Mobility magazine

 Provide real estate data for
a Market Summary

« NEW for 2015! Author an
“industry insights” best-
practice tips feature

You don’t have to go it alone,
editorial help is available!




Young Professionals

40 or under¢ Join the network:
www.WorldwideERC.org/YP40

Contribute to the YP40 Mobility Q&A column

Attend the receptions during Worldwide ERC®
conferences to connect with peers

Follow events and share news on dedicated
Twitter, Facebook and LinkedIn pages



e conversations!

» Post your questions or offer tips and advice via
eDiscussion Forums

« Participate in LearningZone or Corporate HR

Peer2Peer free webinars
Learning

Collective Wisdom Zone

IN THE E[”B‘l BENCHMARKING FORUM: INTHE ” s BENCHMARKING FORUM:

HHG WEIGHT RESTRICTION

WITH ADVANCED DEGREES Do any of you have a restriction on how much
We are tying to decide what t do abouta you wil move? If you

elocation ol for college graduate. Do you have ‘and do you find yourself approving ex:

ane polcy tha s used or boththe maste’ eve not, how does your company define ‘o

"llll cota RELOCATION POLICY FOR GRADUATES
re new to sending expats (o Brazil
Wo reaise s CoLA ey ry high. Do
other companies use the déta direct
from the provider? Or, are you finding

IIITM’MYIWIM IIIYEHIISIII’S
We are
mm pmqnm o un» n\m a\ s o ming

‘e U.S. under a J1 visa. Anything that you
mm»- have developed or used in the past that

ebinars

you could share would be extremely helpful,
asthis is a new endeavor for our compan

WIRE TRANSFER FEE REIMBURSEMENT
FOR EXPATRIATES

Do other or

and Ph0 lvelgraduates?  you ofer them a mp
sum, how much do you ffer? How s tis group
other m handieatyour plac o business?
the diference in purchasing c
provide assistance toward mher ‘normal”
PipdfP){pP!hE, —housing, dependent

tion, transportation, &5 mig

you customize by managerial level of
[the] expat? o o you provi rds- some

IIIHIT ON DOMESTIC lﬂﬂﬂﬂﬂll PoLICY

We curently offer vamen! of ‘nommal’

household goods. We
15,000-pound. /nm on :/n' s, but revised our
T e Voo e T et
. We recentl had
vhere an employee’s move was
estimated at over 44,

orldwide ERC®

NUMBER OF RELOCATION MORTGAGE PROVIDERS o2 e
FOR YOUR COMPANY . .
I .am trying to find some benchmarking = »
information on how many relocation mortgage 2
companies/banks most companies are using. MIIIISIIIIMMIIISI
The information | am receiving is that there is. ‘wondering how other companies are .
mmmmsvs ﬂsrmmmmmm atrend away from single sourcing, but | am handllng ‘extension requests from their
egarding real having a difficult time finding any data to back relocating employees. At [our company], we
;mvp vendors vs. mnmnna\ iraion s this up. Any information on your company or have never had an employee ask us to gross
proy India for homefinding? links to data would be great. (COMPOSITE SIDING IG in case the IRS does not allow
We're having an issue with one of our employees the exclusion, but there’s always a first!
V'm interested in obtaning views on real estate wanting to purchase a home with comp
vendors regarding scope of service, clent siding. We've researched several sites and found Given this economy, | am curious if
relative success, and quality aspects ‘Read the answers to these questions and add your there are many types of manufacturers that employers are helping their employees out
specifi to housing selection, check-n, and comments today. Ask your oun questions and composit siding and found they are defective issue comes up. In addition, if
ongoing property mana draxoon the experise o your collagues around e, rotted, and sprouted mushroom-fike your company offers extensions, do you
model (fxed feelno fee the world. Togetto the Communitesforus, fungus). Has your company added this to your st automatically gross up for all benefits?
fair market rent determination, e visit www WorldwideERC.org/ esources of ineigble homes 1o be sold or purchase
ediscussions pages/index.aspx. Accessfo . o
theeDiscussion forums s provided exclusively "
o corporateand government Worlduide ERC . o
menbers ho ave o ommercia nterest in . .
relocation. Not sure ifthat's you? E-mail . .
‘membership@WorldwideERC.org or cil . .
+1.703 842 3410 .y .



ing Opportunities
asoned pros...

p

Global Mobility Specialist

Global Mobility Specialist (GMS)® -
Modules 1, 2 and 3 now all online!
In-person training opportunities available too

Global Mobility Specialist —

Strategic Talent Mobility (GMS-T)
(Remember that optimal HR Talent Mobility
model...?!)



3 Opportunities

omers or those not 100% in relocation

» Relocation 101: U.S. Workforce Mobility Essentials—
great onboarding tool or comprehensive explanation
of domestic mobility process

A A la 4
TS TNBARELOCATION “azoncon

o 101!

Register by December,]§for oreat training




S mMarks another important
ilestone:

Worldwide ERC’s
Certified Relocation Professional
(CRP’) designation turns 25|

Celebrate this exciting milestone and be part of the
25th anniversary class by earning YOUR CRP® on ol -

May 6, 2015!

www.WorldwideERC.org/Pages/CRP15.aspx



v 2015 Calendar Events:
orkforce Summits

:;ia:s

Global Workforce Summit: Global Workforce Summit: Global Workforce Summit:
Talent Mobility in EMEA Talent Mobility in APAC Talent Mobility in LATAM
Lancaster London Hotel Pudong Shangri La Hotel Sheraton Sao Paulo WTC Hotel

London, UK Shanghai, China Sao Paulo, Brazil

February 11-12 March 26-27 September 9-10




Key Calendar Events:

onferences

National Relocation

Conference:
May 6-8,

Las Vegas

Global Workforce

Symposium:
October 7-9,
Boston



estions?

www. WorldwideERC.org
+1 703 842 3400



