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Facts and data help build our world. Strong analytics 
support the champions of today, and prepare those 
of tomorrow. 

No doubt that analytics are transforming 
international mobility too, and help build a “smarter 
mobility”. But like most things in the early stages, 
we still see a lot of waste: collection of meaningless 
data gathered just for the sake of gathering data, 
or worse, great data but no one to harvest any 
learnings from it. 

With the amount of data available, and the ease of 
storage, we’re still behaving like kids left alone in 
front of a magnificent buffet: we fill up our plates 
as much as possible and mix starters with deserts... 

So, are the analytics you receive at your international 
desk helping you make better decisions? Are you 
gathering the right data in the first place? 

In relocating partner support, I’m amazed by what 
I see outside of NetExpat. Some monitor feedback 
from assignees instead of surveying relocating 
partners, while others fear to gather any data at all.  

NetExpat customers are used to receiving simple and 
meaningful analytics since our partnership began: 
our satisfaction rate which measures how satisfied 
partners are with our performance, our intake rate 
which measures how relevant the programs offered 
are to the participants, as well as our placement rate 
which measures the proportion of partners securing 
a job with those seeking to work. 

These key analytics will help you stay in command of 
your partner support program.  
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Alain Verstandig: Ilya, how do you see the international 
mobility function evolving? 

Ilya Bonic: International mobility professionals are 
increasingly working to align their roles with talent 
management, even though many organizations still 
have the function reporting to compensation and 
benefits, other areas within HR, or even Finance. The 
role of international mobility within corporations is 
transitioning to be more of a business leader, which is 
substantial progress compared to a few years ago when 
it was viewed as administrative. Today, international 
mobility professionals are striving to contribute to 

strategic business discussions and get more involved 
in the bigger picture of talent management, including 
talent acquisition, development, and retention. 
International mobility has an important part to play in 
creating the next generation of leaders.  

AV: Everyone agrees that mobility is an essential part 
of talent management, but international mobility and 
talent management are not yet working together 
completely. What are the reasons for this?

IB: One reason for this lag in forging a stronger connection 
between international mobility and talent management Learn more about NetExpat
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is the level of complexity within 
international mobility. It is a space 
dedicated to specialists: compliance, 
immigration, tax, remuneration. These 
elements are building “technical 
fences” around a world of mobility 
specialists with competencies that 
are not easily accessible to the rest of 
the human resources function. And, 
in fact, it can be difficult for these 
specialists to step back from the 
details of managing and executing 
international mobility to join broader, 
more strategic discussions with their 
talent management colleagues. 

Mercer’s research on LinkedIn 
profiles of mobility professionals 
shows that they can become trapped 
in narrow career paths amongst a 
small population of specialists who 
move between international mobility 
functions but not necessarily to 
other parts of human resources or 
other parts of the organization. It’s 
an interesting, if unfortunate, irony 
that perhaps we are not helping 
ourselves as international mobility 
professionals with our own talent 
management strategy. 

AV: The pressure that has been 
placed on international mobility 
over the last few years revolves 
around cost cutting, which is also 
forcing corporations to stay very 
“transactional”. Do you see an end 
to this cost cutting practice? Is 
there a limit to cost cutting beyond 
which corporations will no longer 
be able to serve the very purpose 
of sending employees abroad?  

IB: It’s hard to imagine a world 
where an organization is expanding 
internationally without mobile 
employees—I think there will 
always be a place for expatriation. 
The pressure on costs has had the 
benefit of pushing organizations 
to move towards a segmented 
approach in their mobility programs, 

with differentiated policies and 
cost factors. 

But you are right, there is a limit 
to cost reduction and we should 
start talking again about increasing 
values and ROI, topics that used 
to be confined to talent. One of 
the biggest areas to increase the 
value of mobility is to look at what 
happens to international talent 
after assignment. We should be 
measuring the real cost of losing 
talent upon repatriation, and 
that is currently not happening! 
Organizations can get a better 
return on investment by creating 
the right career paths to retain 
their expatriates than by fine 
tuning policies. 

Using data more effectively is 
another area where corporations 
can improve. It’s worthwhile to be 
curious and proactive in gathering 
and analyzing data about expats’ 
performance during and after 
assignment. Did assignees deliver 
what was expected from them 
on assignment? What would 
have helped them improve their 
contributions while on assignment? 
How do they perform after 
assignment and what happens to 
their careers afterwards?

AV: Gen Y is slowly replacing Gen 
X in mobility. Close to 50% of the 
current mobile workforce is under 
35 and we know that their drivers 
are different. Do you see them 
changing the way we move talent?

IB: As organizations become flatter 
and more fluid, Gen Y will likely 
transform the notion of career paths 
into a “portfolio of experiences”, 
domestic and international, with 
more lateral rather than hierarchical 
moves. International mobility will 
need to offer a clearer purpose 
and value not only to the assignees 
themselves but also to their partners 
and children who accompany them 
on assignment. 

The experience gained, the 
cultural enrichment, the exposure 
to different ways of thinking 
and living will be part of what 
employees will value and expect 
in potential assignments.  

We’ll soon see a trend towards 
employee-initiated mobility, which 
will increase the number of 
international assignments. To retain 
the best talent, organizations will 
need to provide scope and flexibility 
to move people around, including 
an evolution of policy, philosophy, 
and infrastructure. There will be 
a role for the mobility function in 
updating the mobility framework 
for Gen Y talent and helping to 
manage more volume of movement. 
In order to support greater levels 
of employee flexibility, as well as 
retain and develop their mobile 
talent, corporations must continue 
to invest in their infrastructures, 
IT platforms and human 
resources departments.
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Nathalie Brotchi: Kumiko, what is it like 
to work at the United Nations?

Kumiko Katayama: I work for the UN 
common system, as a member of the 
secretariat of International Civil Service 
Commission (ICSC), which regulates 
the conditions of employment for 
staff working in the common system 
organizations. Our employees are 
recruited from our 193 Member States 
and I enjoy the opportunity to work 
with people from diverse backgrounds. 
Being in an amazingly multicultural 
environment is quite exciting, but it also 
provides a unique challenge because 
we must be ready to understand and 
accept many different ways of thinking 
and behaviors. Yet, because of such 
experiences, as we say, we build a 
“stronger UN for a better world”.

Like most employers, we compete 
for the best talent throughout the 
world. The organizations in the UN 
common system are diverse in nature 
and their mandates. In addition to 
the UN secretariat and other Funds 
and Programs, some agencies in the 
UN common system require very 
specialized talents. Examples of such 
organizations are: International Civil 
Aviation Organization, International 
Atomic Energy Agency and World 
Health Organization. Therefore, we 
not only strive to recruit staff of the 
highest caliber globally, according to 
the UN Charter, but also to attract the 
expertise required when deployment is 
required in cases of emergency. While 
employees in the professional category 
are recruited internationally, those in 
support functions are recruited locally. 
Both offer great career opportunities.

Moving around through the UN 
common system can be one of 
the most enriching experiences 
in one’s professional life. At the 
same time, it might also be one 
of the most challenging. Certainly, 
the common system organizations 

offer opportunities for employees to 
consider and decide which functions 
and/or locations might be a good fit 
for them.

Despite the highly global nature of 
our work, some organizations in the 
common system have not introduced 
a formal rotational policy. Only a 
handful of them have an official 
policy for those in the professional 
category. Nevertheless, employees are 
encouraged to move geographically, by 
searching such opportunities, applying 
and going through the UN open 
sourcing process. All job openings of 
the UN common system organizations 
are widely advertised on the United 
Nations Careers Portal and everyone 
interested, from within the UN or 
outside the UN, can engage in the 
same open, strict and very competitive 
recruitment process.

Anyone, for example, can apply for a 
job opening in Nairobi and submit his/
her application. The screening process 
is well structured and managed by 
the online system which conducts 
the first stage of screening. Once 
all applications are received, the 
hiring manager will start a phase of 
the selection process by eliminating 
unqualified applicants who do not 
meet criteria to be considered for 
next steps of the process. Then comes 
a series of testing and screenings, 
done internally and externally, which 
may include online testing as well 
as behavioral interviews to help 
narrow down the best candidates. 
Once a panel interview has been 
conducted, those candidates who are 
deemed to have the required skills 
and competencies are recommended 
for endorsement by an independent 
review body. Upon the completion of 
the entire process, which may take 

two months or more, a new employee 
is selected by the executive head of 
the organization where the hiring 
manager works.

NB: How does the UN position itself 
compare to other international 
employers?

KK: In order to stay competitive in 
the global labor market and attract 
the best talent from all nationalities, 
salaries of the professional category 
are determined in reference to 
remuneration levels of the highest 
paying national civil service. Regardless 
of nationalities and the location of duty, 

employees in this category are paid 
equally, while the net take home pay is 
adjusted according to the cost of living 
of a specific location where the staff 
member serves.

The ICSC just completed its 
comprehensive review of the 
compensation package applicable 
to staff in the professional category. 
The objective was to make the 
package modern, simple and easy 
to understand for stakeholders, to 
encourage high performance, to 
incentivize global mobility, and to 
be cost effective. We are currently 
reviewing the packages offered to 
locally recruited staff. The drivers 
behind this revision are similar to 
those considered for the package 
for professionals.

The future of our compensation 
and benefits strategy will likely 
continue in that direction to be 
further performance-oriented. This 
is something that is requested by UN 
member states and will make the UN 
an even more attractive and enriching 
international place to work.

Moving around through the UN 
common system can be one of 
the most enriching experiences 
in one’s professional life. At 
the same time, it might also 
be one of the most challenging
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Doris Weik: Gosia, you relocated to Munich in July 2015. 
What was your biggest challenge as far as the relocation goes?

Gosia Tchorzewska:  I think it was to build a home here. 
And by home, I mean a HOME, not a house but a special 
place where you feel safe and you really like to be. In order 
for Munich to feel like home, I needed to have personal 
items such as picture frames with photos on my walls, 
my books on shelves and my favorite body lotion in the 
bathroom. These small things made it feel less temporary 
and more like we were really starting to live here. 

In some ways I think it was also easier for me because 
we relocated two days after our wedding, so this whole 
relocation is like somewhat of a honeymoon for me only it 
is not just for a few weeks, but for a few years!

DW: You are an author, editor, presenter and cartoonist 
– how did you manage to secure a new position back in 
Warsaw as of 1st Jan 2016 with Onet.pl after you had 
already relocated to Munich?

GT: I had been dreaming about a new career challenge, 
but was also totally aware that it would be very difficult 
to change jobs while spending the majority of my time 
each month in another country. I had accepted the fact 
that these three years belonged more to my husband 
and I would need to wait for my turn when we relocated 
back to Poland. But, on the other hand, my job as an 
author/editor simply requires a laptop with an internet 
connection, nothing more. Where exactly the laptop is 
located is irrelevant, but sometimes employers like to see 
their employees, even if they only communicate via email.

Fortunately, I met people along the way who were 
open minded and understood that the world today is 
so open because of the internet and they didn’t need 
me sitting in the next room in an office in Warsaw. 
The main thing they needed was to be in contact with 
me which could be accomplished via Skype, Email, 
Facebook, etc. I really appreciated this mindset, 
because I know it’s not always easy to convince 
employers that this approach can be just as effective. 

I was lucky because they found me and wanted me to 
work for them. I said: sure, but my desk is in Munich!

DW: You actually spend one week out of the month 
in Warsaw, i.e. you are travelling back and forth from 
Munich to Warsaw. How stressful is this for you?

GT: Flying back and forth is not stressful – I would say it’s 
stimulating and interesting! Some come up with great 
ideas in the shower, I usually come up with my great ideas 
on a plane. I have written many articles and drawn many 
comics on my flights. But there are also down sides. 

DW: In the meantime, you managed to become self-
employed in Munich, working as a freelance cartoonist 
for various newspapers. What were the main factors that 
helped you make this a successful transition both working 
in your home country as well as in your host country?

GT: I started to believe in the idea that I could work 
here after the NetExpat seminar “Boost Your Job Search 
Networking”, which I attended in May 2016. Sometimes, 
meeting with people in similar situations can really open 
your eyes. When you go live abroad, and know no one in 
the new place, it is very important to meet people with 
similar points of view. After the seminar and meetings with 
you, Doris, and talking about my plans and fears related 
to relocating, I felt a jolt of energy! The idea that I can do 
something more with my life situation, besides it being 
quite complicated, is also fascinating. And, who knows, 
maybe after this conversation someone will fall in love with 
my drawings and I will get a great job opportunity.

DW: Is there a little cartoon you can share with us that 
depicts your current situation or your desires?

GT: Actually, yes! There really are such days! (see 
cartoon above)

NetExpat is a global leading 
provider in assessment, training 
and coaching for mobile employees 
and their relocating partners. 
We provide Partner Assistance, 
Intercultural Training and Coaching 
to 400+ corporate clients in over 
70 countries where we have a local 
presence. Our ultimate goal is to 
assist corporations and transferees 
achieve successful assignments, 
whether the move is for three 
months, three years or on a 
permanent basis.

Or write an email

INFO@NETEXPAT.COM
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Vallourec  |  Veolia Water Technologies  |  Voith  |  Whirlpool

I started to believe in the idea that I could work 
here after the NetExpat seminar “Boost Your 
Job Search Networking”
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