
Breaking Down the Basics

Aligning Employee Growth and Business 
Strategy in International Moves
In global mobility, selecting the right employee for an international 
assignment is a strategic decision for organizations—one that directly 
influences business outcomes, leadership development and long-term 
organizational capability. When thoughtfully designed and managed, 
international assignments can accelerate growth for both the business and 
the talent pipeline. When misaligned, they can introduce unnecessary risk, 
cost and disruption for the organization.

Achieving meaningful results requires a holistic approach—one that aligns assignments with strategic 
priorities, provides structured support for employees and their families, and intentionally captures the 
knowledge gained along the way. By considering these factors together, organizations can design international 
assignments that deliver measurable, lasting value.
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Every international assignment represents a 
significant investment of time, money and trust. 
Aligning each move with clear business objectives 
ensures assignments are not simply filling roles, 
but actively strengthening the organization’s 
global footprint and developing future leaders. 
Without this alignment, assignments risk 
becoming costly initiatives with limited 
measurable impact.

Before approving an international assignment, 
confirm that it directly supports long-term 
organizational priorities. Ask yourself,  

“Does this move strengthen our global footprint, 
leadership pipeline or critical capabilities?”

Validate the business case for relocation versus 
alternatives such as local hire, short-term 
travel or remote work.

Identify the employee who best aligns with 
both the role requirements and the strategic 
opportunity.

Define clear ROI metrics tied to business impact 
and employee development outcomes.

Confirm alignment with the employee’s career 
path, development goals and succession 
planning.

Engage stakeholders early to ensure alignment, 
manage expectations and secure approvals.

Business Fit & Strategic Alignment Key Actions
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A successful assignment never loses sight of 
accompanying family members. When family 
needs are overlooked, the risk of early repatriation 
increases significantly, potentially disrupting 
business plans and impacting morale. Supporting 
the entire household enables the employee to 
remain focused, productive and engaged in the 
host location.

This support begins with creating clarity and 
confidence for both the employee and their family 
before the move. When expectations, resources 
and available support are clearly communicated, 
families are better positioned to adapt and thrive 
throughout the assignment.

Global assignments are a strategic investment in 
building organizational capability. Capturing and 
sharing the skills, insights and perspectives gained 
abroad transforms that investment into long-term 
value for the business. Without a defined approach, 
valuable knowledge may be lost and the full benefits 
of the assignment diminished.

To maximize the success of global assignments, 
regularly review and refine your selection and 
planning processes. Incorporate feedback and 
lessons learned to ensure your approach continues 
to evolve alongside changing business needs and 
mobility trends.

Employee Experience & 
Family Support

Knowledge Transfer & Post-
Assignment Planning

Confirm expectations related to career growth, 
compensation and benefits to ensure transparency 
and alignment.

Document a clear repatriation plan early to 
reduce uncertainty and support long-term career 
planning.

Factor in family health considerations, education 
needs and elder care requirements.

Assess cultural fit and proactively address 
diversity, equity and inclusion considerations. 

Provide resources that support family integration, 
schooling options and spouse or partner career 
continuity.

Assign a dedicated point of contact to provide 
consistent support before, during and after the 
move.

Define how success will be measured for both 
the individual and the organization, including 
clear performance and impact indicators. 

Ensure home- and host-country managers 
understand their roles, responsibilities 
and points of accountability throughout the 
assignment lifecycle.

Establish structured processes for knowledge 
transfer, such as debrief sessions, mentoring 
relationships and integration into future 
projects.

Plan early for capturing and sharing learnings 
to strengthen the global talent pipeline.

Key Actions

Key Actions
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Compliance isn’t optional. It is the foundation 
of a successful international assignment. 
Overlooking tax, immigration or employment 
law requirements can result in costly penalties, 
reputational risk and, in some cases, assignment 
failure. This checklist helps identify critical 
compliance and risk considerations early, 
safeguarding the organization while supporting a 
smooth transition for the employee.

Corporate & Legal Structure

• Confirm whether the company has a legal entity
in the host location.

• Assess permanent establishment risk if no entity
exists.

Tax & Payroll

• Review corporate tax implications associated with 
the assignment.

• Determine social tax obligations in both home and 
host countries.

• Identify need for split pay or shadow payroll 
arrangements.

Immigration & Work Authorization

• Secure required visas, work permits and 
residency documentation.

• Confirm documentation requirements for 
accompanying family members.

• Confirm immigration rules, requirements 
and timelines.

Regulatory Compliance

• Verify adherence to employment laws in both 
home and host locations.

• Ensure compliance with applicable data privacy 
regulations.

Duty of Care & Security

• Establish appropriate health and safety protocols
for the host location.

• Provide security guidance and emergency support
resources.

• Confirm access to medical care and appropriate
insurance coverage.

Compliance, Risk & Logistics
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Conclusion
Successful global assignments begin with intentional choices, not chance. By evaluating business 
priorities, compliance requirements, employee capability and experience together, organizations 
create a foundation for success that extends beyond the assignment itself. Thoughtful planning 
today ensures measurable impact tomorrow—for both the organization and the talent driving its 
global vision.
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Selecting the right candidate for an international assignment extends beyond technical expertise. It requires 
evaluating adaptability, cultural awareness, resilience and long-term potential. This assessment helps 
systematically evaluate an employee’s readiness for global responsibilities while identifying areas for targeted 
development and support.

Capability & Role Readiness

• Technical skills align with assignment requirements.
• Managerial or leadership capabilities are appropriate for the role.
• Prior international exposure (study abroad, previous assignments or

family experience).

• Demonstrates cultural sensitivity and adaptability.
• Fluent in, or willing to learn, the host-country language.
• Comfortable navigating diverse work environments.

• Identified as “high potential” within the organization's talent framework.
• Demonstrates the ability to achieve assignment goals within the expected 

timeframe.
• Shows resilience, sound judgement and problem-solving capability under 

pressure.

• Has access to mentoring or coaching to support global readiness.
• Training needs are identified and scheduled prior to departure.

Candidate
Skills & 
Experience

Cultural & 
Language 
Readiness

Performance 
Resilience  
& Potential

Support & 
Development
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