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�e Certified Relocation Professional® is a 
highly regarded competency-based 
designation program recommended for all 
mobility professionals primarily engaged in 
corporate/employee mobility within the 
United States.

By adding the CRP® designation to their 
name, recipients are recognized for:

• Demonstrating a comprehensive 
knowledge of the principles and practices of 
U.S. employee relocation across all facets of 
the industry

• Dedication to continuing education in 
this specialized field

Become a Certified Relocation
Professional (CRP®)

Do You Want to Earn
Your CRP in 2023?

//
//

//
//

//
//

//
//

//
//

//
//

//
//

//
//

//
//

//
//

//
//

//
//

//
//

//
//

//
//

//
//

//
//

//
//

//
//

//
//

Visit 
worldwideerc.org/crp-detail

to learn more!
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�e exam will be offered at hundreds of 
designated testing centers worldwide AND 
via live, online proctoring (you can take the 
exam at home!) from 16 May 2023 through 
9 June 2023 (the specific site, date, and time 
will be chosen by each registered candidate 
closer to the exam start date).

Registration is open now!
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A World of 
Difference in  
Immigration
At Fragomen, we don’t just facilitate immigration—we create opportunities. From individuals and small local 
businesses to the world’s largest companies, we support all of your immigration needs, all over the world. We are 
internationally local—with offices in the heart of each region and services stretching around the world. No matter 
where you’ve come from, or where you’re going next, Fragomen is here to propel you forward.

www.fragomen.com
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Worldwide ERC® is the workforce mobility association 
for professionals who oversee, manage, or support U.S. 

domestic and international employee transfers. The 
organization was founded in 1964 to help members 

overcome the challenges of workforce mobility.

 Our Purpose

We empower mobile people through  
meaningful connections, unbiased  

information, inspired ideas, and solutions.
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Relocation and good relationships
go hand in hand
Helping employees fi nd the right mortgage and fi nancial services starts with 
getting to know them and understanding their needs. That kind of focus on 
relocation customers is why Chase relocation consistently scores higher than 
the industry average in satisfaction.1

Learn all the ways we’re here 
for employees and you:
chase.com/relocation | 1-833-422-7013

1 2022 Nationwide Relocating Employee Survey conducted by Trippel Survey & Research, LLC©. All home lending products are subject to credit and property approval. Rates, program terms and conditions 
are subject to change without notice. Not all products are available in all states or for all amounts. Other restrictions and limitations apply. Home lending products off ered by JPMorgan Chase Bank, N.A. 
©2023 JPMorgan Chase & Co. B1122-863900  0323
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Mobility Day 
10 M AY 
Join Worldwide ERC in one of four locations: Washington, 
D.C., Chicago, Dallas, and Seattle. Learn more at 
worldwideerc.org/mobility-day

Global Summit 
São Paulo, Brazil

Global Summit 
Singapore

Global Workforce Symposium 2023 
17-2 0 OC TOBER 
Boston, Massachusetts 
worldwideerc.org/gws-2023

Supporting your Expatriate 
Population Through an Unpredictable 
Immigration Environment 
19 A PR IL AT 11 A .M. C T 
In this already unpredictable global immigration 
environment, pandemic-induced backlogs, lengthy wait 
times, and geopolitical conflicts that further inhibit mobility 
are a sources of increased anxiety for your expatriate 
employees. How can you provide the support required 
to help your employees navigate the rocky immigration 
landscape? In this presentation, global mobility experts will 
share tips and strategies to help you lead with empathy and 
provide support for the unique needs of your expatriate 
employees. Speakers will suggest how companies can craft 
compliant yet forward-thinking global mobility policies to 
support an empathetic workplace culture that successfully 
navigates immigration hurdles while boosting recruitment, 
retention, and employee morale.

MODER ATOR:  Tiffany Derentz, senior counsel at BAL
SPE AKERS:  September Weinberger, senior director of client 
relationships at BAL; Jurga McCluskey, partner at Deloitte 
UK; and Hadi Allawi, partner at Deloitte Middle East

All webinars can be found at worldwideerc.org/events-webinars.

Webinars
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As the world changes, people count on you to 
make things happen. Our industry demands a 
blend of skills and expertise like no other, from 
analytical to strategic to compassionate to 
creative.

Worldwide ERC® gives you the content you 
need, a community of experts, virtual events 
that matter, advocacy, a marketplace, and 
connections that propel you - and the people 
who count on you - to succeed!

Become part of the world's premier 
association of global mobility professionals. 
Now is the time to make your work easier, 

smarter, better, and more meaningful.

Try us today.

////////////////////////////////////////////////////////////////////////////////

Give Worldwide ERC®

membership a try today!

WWERC_Membership Ad_PRINT.pdf   1   3/20/23   12:40 PM



Perceptions

Welcome to the first issue of Mobility magazine in 
2023! It’s only March, but Worldwide ERC® has already 
had a busy year. As I write this, I’m fresh off recording our 
Town Hall, where, with Worldwide ERC Chair Anupam 
Singhal, we discussed how the organization is delivering for 
employee mobility professionals worldwide.

For nearly 60 years, Worldwide ERC has supported 
employee mobility professionals in the critical role they play 
in how, where, and when work happens around the world. 
The world of work is constantly evolving, but the last few 
years have brought some of the most significant changes 
to the workplace that we have seen over those six decades, 
from remote work to ESG mandates, strained supply 
chains, inflation, and complicated compliance issues.

Check out the cover story of this issue, “Is There Still a 
War for Global Talent?” on page 24 to delve deeper into 
the topic of remote work, the talent shortage, and the role 
business immigration plays in workforce mobility. 

The changes in our industry bring challenges, but they 
also open the door to opportunity, and this is an exciting 
time to be in our industry. Worldwide ERC is uniquely 
positioned to support global mobility professionals by track-
ing relevant trends, providing the right tools, and building 
networks of influence and impact that empower a strong 
response to the ever-evolving needs of our industry.

Look no further than some of the other features in this 
issue, such as “The Role Government Contracts Play in 
Relocation” on page 32 and “How State Wage Transparency 
Laws May Affect Green Card Sponsorship” on page 38. 

During the Worldwide ERC Board of Director’s strategic 
planning session earlier this year, we had a productive and 
engaging discussion to more fully develop Worldwide 
ERC’s vision, mission, and strategic plan. We look forward 
to sharing additional information and having ongoing dia-
logue throughout the year. 

One of the areas we know will be a focus this year and 
beyond is our commitment to our global membership. 
This year, we are launching renewed programming and 
international events. Expanding our international reach is 
an important strategic priority this year. This will allow us 
to advocate more effectively for our existing members in 

different jurisdictions, while also provid-
ing opportunities to engage with a wider 
network of mobility professionals. Look for 
more international coverage from us in the 
pages of Mobility magazine, as well as in 
our weekly e-newsletter, Mobility Minute.

Drawing from the expertise of our new 
board of directors, our conversations with 
members, and the insightful discussions 
at GWS, we have identified the four 
trends that will drive the mobility industry 
throughout 2023: costs, compliance, supply 
chains, and environmental sustainability. 
Expect to see more on these topics on our 
various platforms, as well. 

As our organization prepares to celebrate 
our 60th anniversary in 2024, and with our 
eyes set on the next 60 years, we are excited 
to work with an extraordinary group of 
dedicated mobility leaders as we chart a 
course for the future of our industry.

Lynn Shotwell, GMS 
President & CEO 
Worldwide ERC®

Looking Toward 
the Future
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Stewart Title Relocation Services is committed to 
moving your business forward. We’re the single 
source for all your relocation title and closing 
needs. Stewart has the most experienced team of 
relocation title professionals to manage even the 
most complex transactions. We offer customized 
services to help streamline your business and we 
never stop investing in solutions. 

Keep your business moving forward with Stewart.

  Visit stewart.com/mobility23



Insights

Send your article ideas, 
letters, and feedback to 
mobility@worldwideerc.org.

G lobal mobility has been around for 
decades. Once a prized possession 
for the very few at the top of an 
organization, the concept, scope, 

and breadth of workforce mobility is now rapidly 
expanding. Over the past two years, Worldwide 
ERC® has studied this evolution from multiple 
angles to better understand how organizations are 
approaching the shift of global mobility being for 
1-3% of an organization’s workforce to a potential 
40% being mobile at some point in some fashion 
during their employment with an organization. 
Where is this shift coming from? How will 
human resource professionals and mobility service 
providers meet the needs of this growth?

REMOTE WORK 2.0 AND 3.0
In last year’s research, “The Evolution of Remote 
Work,” senior HR and mobility leaders were asked 
about how the uprise of remote work is affecting 
their HR programs. One major thing that came 
out of that research was the extent to which the 
experience of widespread remote work operations 
has increased organizations’ willingness to utilize 
travel and mobility for business purposes. Early 
in the pandemic period, many were predicting 
that the remote work experience and overnight 
adoption of teleconferencing technologies would 
permanently reduce travel and mobility as a 
business tool. While this seems intuitive as a 
cost-saving measure, most leaders have realized 
the value of having employees both mobile and 
on the ground around the world is indispensable. 
In fact, 61% of senior HR leaders surveyed in 
the research are more likely now than ever before 
to send employees to a new location. In order to 

accommodate this, HR leaders started looking at 
new programs or bringing less-utilized programs 
to the forefront to deliver these new expectations. 
We explored the usage of professional employer 
organizations (PEOs), global employment com-
panies (GECs), and employers of record (EORs) 
and their usage, and set up in previous research to 
deliver on creating a “work from anywhere” work-
force. We have now dived deeper into programs 
that can also deliver some of the benefits with a 
different approach.

Our newest research released, “Self-Initiated 
Short-Term Transfers: Volume and Cost,” high-
lights a major new type of mobility program that 
has emerged. The research has shown that a large 
majority (81%) of organizations have created 
these programs or are considering creating them. 
We explored this topic more deeply, as our prior 
research suggested that senior HR and business 
leaders were looking to find a solution that had 
a balance between “work from anywhere” being 
requested by employees globally that arose during 
the pandemic to something that many employers 
could put into action quickly to address this desire 
while also minding tax and immigration com-
pliance, organizational risk, and employee duty 
of care. 

These new programs suggest that 41% of senior 
HR leaders anticipate that mobility profession-
als will have a role in these new programs, from 
running the programs directly to being consulted 
for expertise in compliance and employee track-
ing, and that 79% anticipate increasing staffing to 
manage and administer new programs such as this. 
This is good news for the industry as we continue 
to evolve the scope and sphere of influence that 
mobility practitioners have on their company’s 
global workforce. 

The Changing Dimensions of Building a 
Globally Mobile Workforce 
BY KAREN CYGAL  |  SENIOR VICE PRESIDENT  |  WORLDWIDE ERC®
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GMS® candidates must complete 
six training modules on the 

essential components of global 
workforce mobility and 

intercultural management skills and 
pass a comprehensive online 

examination based on the materials 
presented in the courses.

Visit worldwideerc.org/gms-detail 
for more information!

Become a Global Mobility 
Specialist (GMS®)

Stand out in the field of
global mobility as a

leader and an expert!
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PRICING:
Members: USD$1,250

Nonmembers: USD$1500
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The members of the 2023 Worldwide ERC® Board of Directors  
share their thoughts for 2023.

ANUPAM SINGHAL, CHAIR
Chief Strategic Partner Officer, Topia Inc.

As the 2023 chair of the board, my vision 
for Worldwide ERC’s role in the mobility 
landscape, especially as we approach our 
60th anniversary in 2024, is threefold:
1. To serve as the go-to platform for the 

community to come together, exchange 
ideas and opportunities, and to collab-
orate for mutual success.

2. To be the premier source of quality and 
timely education and resources that 
enable every single one of our mem-
bers to navigate through challenges 
and seize opportunities, keeping our 
industry at the forefront of innovative 
workplace strategies.

3. To represent our industry as the unified 
and unifying voice that helps influence 
and inform the agenda of companies 
and governments around the world.

Only Worldwide ERC brings out 
industry together as one, making us 
uniquely positioned to support global 
mobility professionals by tracking rele-
vant trends, providing the right tools, and 
building networks of influence and impact 
that empower a strong response to the 
ever-evolving needs of our industry. 

This vision is informed by an incredibly 
diverse board with experiences across the 
full range of the mobility industry. To give 
you a quick sense, we have four corporate 
members representing some of the world’s 
largest companies, as well as smaller, 
high-growth ones. We have the largest of 
service providers, the smallest, and those 
in between, ranging from RMCs to real 
estate brokers to DSBs to technology firms. 
Amazingly, two-thirds of our board mem-
bers, including our chair-elect, are women, 
which reflects on the many strong female 
leaders within our community. 

I’m absolutely confident that we all 
well-positioned to provide the leadership 
and expertise necessary for our members to 
succeed and our industry to thrive.

ASHLI ALDRICH, CHAIR-ELECT
Global Program Manager, Netflix Inc.

In my role on the board, I will use my 
experience to help shape the products and 
services delivered by Worldwide ERC for 
my peers: corporate mobility professionals 
like you.

I will share insights and perspectives with 
the board on programs and products that 
will best serve the needs of mobility pro-
fessionals from a variety of industries, and 
thoughtfully consider the impact of those 
investments from that lens.

I’m excited to be the voice from the front 
lines of mobility work to share areas of 
opportunity and to help Worldwide ERC 
navigate an ever-evolving landscape.

MARK BURCHELL, VICE CHAIR, FINANCE
Chief Commercial Officer, Sterling Lexicon

In my role of vice chair of finance, I will 
focus on a few key areas. First, we’re going 
to make sure from a planning process that 
we are aligned strategically to the goals and 
objectives of the organization. We will also 
make sure we have the right budgeting pro-
cess in place to address all the key financial 
drivers of the organization. We will review 
the monthly financial statements with the 
Finance and Audit Committee and make 
sure we meet all the audit requirements for 
an organization. 

Kathy Connelly, Vice Chair, Talent

Ashli Aldrich, Chair-Elect

Mark Burchell, Treasurer

Anupam Singhal, Chair
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KATHY CONNELLY, VICE CHAIR, SERVICE 
PROVIDER MEMBERSHIP  
Chief Operating Officer, Berkshire Hathaway 
HomeServices Georgia Properties

As the 2023 vice chair for service provider 
membership, I will ensure we are meeting 
the needs of our service provider commu-
nity by giving them a voice at the table. 
I’m a long-term member of Worldwide 
ERC and of its board of directors and have 
found my membership invaluable through 
the years.

SIMON MASON, VICE CHAIR, CORPORATE 
MEMBERSHIP
Chief Operating Officer and Chief Revenue 
Officer, Writer Relocation

I’ll be using my extensive experience in 
the service provider space to ensure that 
we have maximum value for our corporate 
members. My career has led me to many 
engagements within household mobility, 
so I’ll be using my experience to better 
understand the unique needs and require-
ments of not just individual members, but 
industries overall to ensure that our board 
strategy is closely aligned and mapped to 
their priorities to ensure that we really hear 
the voice of the customer, and that it is 

communicated clearly and effectively within 
the board and within our strategy.

LYNN SHOTWELL
President and CEO, Worldwide ERC®

I lead the only association that brings the 
global workforce mobility industry together 
as one. As our organization begins another 
year, I will continue to use my background 
in association management and human 
resources to shape the future of Worldwide 
ERC by raising the visibility of the global 
mobility industry. We have insights on 
this new world of work, and we must 
ensure business leaders and policymakers 
hear them.  

MICHELLE MOORE
Chief Global Mobility Officer,  
NEI Global Relocation

My experience as the past vice chair for 
finance, along with my role as an RMC 
leader, will shape my vision for Worldwide 
ERC’s future by being an advocate for all 
aspects of the industry coming together to 
grow the opportunities for the organization 
and the various forms of knowledge, prod-
ucts, strategy, and networking value.

Throughout the years, we have a tremen-
dous opportunity to focus on sustainability 
and diversity, which is required for a group 
such as Worldwide ERC to thrive. We are 
seeking to support the diversity of expe-
rience, culture, thought backgrounds, and 
providing the organization a lens that can 
support inclusion and innovation to benefit 
the entire industry.

Lynn’s leadership, and having the support 
of an engaged board, along with receiving 
feedback from our members and poten-
tial members, is helping set the course for 
an exciting future for Worldwide ERC 
to remain sustainable and relevant in an 
ever-changing world.

Benny Tan

Lynn Shotwell

Michelle Moore

Simon Mason, Vice Chair, Talent

We have insights 
on this new world 

of work, and 
we must ensure 
business leaders 

and policymakers 
hear them. 

—LYNN SHOTWELL
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David Pascoe

Kelly West

Deb Convery

Eluned Wallace

BENNY TAN
Senior Vice President, APAC, APAC Altair 
Global Relocation

This year I will use my expertise to shape 
what Worldwide ERC offers to the mobil-
ity community in APAC by inserting the 
APAC voice and perspective in Worldwide 
ERC and representing the APAC mobility 
community on the board.

I also aim to bring Worldwide ERC 
closer to home by bringing the global per-
spective from Worldwide ERC and making 
it relevant and impactful for the APAC 
community. I believe this connection is vital 
for the success of all parties. 

As APAC continues to grow exponen-
tially, there is a heightened awareness of the 
uniqueness and challenges in telemobility, 
especially in this region. The stakeholders 
will benefit greatly in their respective fields 
to leveraging the advisory network and 
community with Worldwide ERC.

ELUNED WALLACE
Senior Manager, Global Mobility EMEA, 
The Walt Disney Company 

As I’m looking forward into 2023, I will 
be using my experience in the European 
corporate mobility community to help 
shape Worldwide ERC’s offerings for all 
our members to tackle key topics that are 
top of mind for us all, particularly those in 
the EMEA region.

In 2023, a couple of key topics for me are 
sustainability and examining how we can 
tread more lightly on the planet, diversity 
and ensuring that our program is open and 
accessible for all of our members in our 
community equally, and focusing on how 
we solve the challenges thrown us by the 
economic environment with high inflation-
ary pressures, the economic crises, and the 
conflicts around the world.

KELLY WEST
President, The MilesWest Group

My experience as both the former leader 
of an RMC and the current president of 
a small minority owned business will help 
shape the future of Worlwdie ERC by 
actively engaging under-represented con-
stituencies, be it small businesses or diverse 
backgrounds, to create innovation, diversity 
of thought, and new avenues of growth.

DEB CONVERY
Director, Global Mobility and 
Immigration, Stripe

My experience as a leader on other regional 
councils and involvement with other 
industry organizations will help inform 
how I share what Worldwide ERC offers 
the mobility community by sharing best 
practices from these organizations in terms 
of what has worked and been successful and 
what hasn’t worked, and also by being a liai-
son with these organizations so Worldwide 
ERC can lead in bringing together and 
leveraging the full potential of our broader 
mobility ecosystem. I also represent the cor-
porate perspective and want to be an active 
voice, speaking up on topics that matter to 
our corporate members.

DAVID PASCOE
Executive Sr. Vice President, Global Talent 
Mobility, EMEA and APAC, Cartus

With ESG priorities differing between 
regions, my experience can help Worldwide 
ERC lead the mobility profession on some 
of today’s most pressing challenges by 
helping us maintain perspective and not 
create one problem as we solve another. 
ESG priorities can be partially driven not 
only by local interest but also infrastructure 
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Shannon Brown, Ex-Officio

Tyler Reynolds, Ex-Officio

Tanya Mariottini

and capability, which may differ widely 
by region.

By remaining open to continued learning 
and diligent enough to look past the surface 
and consider the impact of our sustainable 
practices, we can influence our industry to 
develop in a way that seeks to reduce our 
impact rather than excusing it. On this 
basis, I believe we need to ensure we com-
ply with what we must do without losing 
perspective on what we could do.

While it is unlikely that a universal 
methodology, standard, or framework is 
forthcoming, a global perspective brings 
great value in understanding where the 
highest requirements are in any given 
region at a point in time.

TANYA MARIOTTINI
Director, Global Mobility, Twilio Inc.

This year I will use my connections to 
corporate mobility professionals across 
different industries and countries to help 

shape what Worldwide ERC provides 
our members. I look forward to learning 
how Worldwide ERC’s offerings can meet 
the evolving needs in our industry. I hope 
to cross paths with you at various events 
throughout the year, and reach out to me on 
LinkedIn if you have ideas or thoughts.

SHANNON BROWN, EX-OFFICIO
Director of Referral Engagement, @properties

I’m the 2023 chair of the Foundation for 
Workforce Mobility Board of Trustees. In 
2024, the Foundation will celebrate its 20th 
anniversary, while Worldwide ERC will 
celebrate its 60th. With that in mind, my 
vision for the Foundation’s next 20 years is 
to continue to help improve people’s lives, 
build their careers, and strengthen our 
relocation industry.

TYLER REYNOLDS, EX-OFFICIO
President, EQUUS Software LLC

Tyler Reynolds is a “get it done” type of 
person, which is precisely what he has 
been doing at Equus for over 18 years. 
After stints in banking and finance 
early in his career, Reynolds switched 
his focus to software and found Equus. 
He has been successful in many roles at 
the company, including software devel-
oper, project manager, business analyst, 
account executive, VP of operations, and 
chief sales officer. As Equus’ president, 
Reynolds is responsible for establish-
ing revenue targets, and developing and 
managing strategic sales plans to meet 
those goals. 

We can 
influence our 

industry to 
develop in a 

way that seeks 
to reduce 

our impact 
rather than 
excusing it.
—DAVID PASCOE
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Future 
Focus

With a new year comes new ambitions and a chance to refocus. So, we asked: From the perspective of a 
young professional,  what are you focusing on in 2023?

In 2022, I experienced 
a multitude of unex-
pected change in my 
career path. I have 
always been on the 
sales and account 
management side of 
mobility, working for 
either real estate 
brokerages or reloca-
tion management 

companies. Being laid off in June 2022 was a 
surprise that granted me the opportunity to 
explore the network I created over my years in 
sales. One conversation with a connection I had 
met at a regional relocation conference turned into 
various phone calls and interviews, then into an 
offer for a corporate mobility role. 

One of the biggest reasons I am excited for this 
position is the constant learning. This year I will be 
focusing on educating myself about the niches of 
mobility and relocation. Immigration is one that 
demands much of my attention. I went from being 
comfortable in what I knew to staying uncom-
fortable in what I don’t and growing with this 
new experience. 
ELIZABETH MARTIN 
Global Mobility Partner, ThermoFisher

2023 will be a year that 
I focus on unlearning a 
lot of the bad habits I 
formed during the 
pandemic. Today’s 
hyper-connectedness 
and sheer abundance of 
content is completely 
overwhelming. I have 
only recently taken the 
time to reflect and 

understand how much my attention span has 
suffered. I am gradually weaning myself off the 
obsession with my screen and dedicating time to 
using technology more purposefully in 2023. 

One way that I am holding myself accountable 
is by committing myself to an educational program 
studying management and leadership. Pairing a 
goal with an actionable item, like the accomplish-
ment of a certificate or degree, provides incentive 
but through small, incremental dedication like 
studying. In 2020, I used this tactic to pass the 
Illinois Broker Exam, and again in 2021 to acquire 
my CRP. This will also help me concentrate on 
time management skills, while learning new infor-
mation to further me professionally by methods 
that aren’t 15-second TikTok videos. 
MATT TOBEL, CRP
Relocation Account Executive, Huntington National Bank
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This year, I plan on taking charge of my growth in both 
areas and want to do so in exciting, new, and creative 

ways. At this point, I do not expect to be comfortable. The 
extreme changes have somewhat subsided and made 
room for me to step out of what I know and take risks.

In the past couple of 
years, a lot of time was 
spent finding ways to 
adapt to change and 
navigating the new 
“normal.” Change is 
often hard for many, 
including me. However, 
finding a positive lens 
to change can be full of 
great opportunities. 

This year, 2023, I am focusing on what serves me 
best: challenging myself and stepping out of my 
comfort zone.

There are a few too many outlets of social media 
these days, which can quickly bury someone in a 
rabbit hole. Learning to control where my energy 
and attention goes has greatly impacted me. I’ve 
developed a routine—working out in the morning, 
and reading at night—which has helped keep my 
mind in a great spot.

I find myself at my best when I am chal-
lenged by new initiatives and filling my plate 
to the point of no room. I have set expectations 
for myself high this year, serving as the Young 
Professionals chair, as well as serving as the 
Corporate Relocation Council of Chicago’s 
president. After a short amount of time, these two 
opportunities have pushed me out of my com-
fort zone and have led me to find confidence in 
ways I didn’t know existed. I look forward to the 
continuous challenge!
JENNIFER RODRIGUEZ, CRP, GMS
Business Development & Account Management, 
MiniMoves

In 2023, I am focusing 
on growth in creative 
ways. 2022 was the year 
of change, both 
professionally and 
through additions to 
my family. While I 
enjoyed the ride, it felt 
like just that at times: 
holding on and waiting 
for the next twist and 

turn, hoping it will be fun.
This year, I plan on taking charge of my growth 

in both areas and want to do so in exciting, new, 
and creative ways. At this point, I do not expect to 
be comfortable. The extreme changes have some-
what subsided and made room for me to step out 
of what I know and take risks. 

Some of my goals include increasing my 
network and professional skills all while having 
adventures and taking care of my family and 
health. I will have to be creative in how I structure 
my days if I am to accomplish all my objectives 
and I am looking forward to the challenge. 
ANCA MARITESCU
Business Development Manager, Worldwide ERC
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Public Policy

January not only ushered in a new year 
but also the beginning of a two-year 
effective period of the Prohibition on the 
Purchase of Residential Property by Non-

Canadians Act (the Act).
As of 1 January 1 2023, the Act bans essentially 

any non-Canadian from acquiring residential 
property anywhere within Canada through 31 
December 2024, with the exception of certain 
remote or low-populated areas and for temporary 
residents. Areas outside of a Census Metropolitan 
Area (CMA) (i.e., one or more municipalities with a 

total population of 100,000 based on data from the 
current census) fall within this exclusion. Temporary 
residents who have worked in Canada for three of 
the last four years and have filed Canadian tax returns 
are also exempt. Properties under contract but not yet 
closed on 1 January 2023 are excluded from this Act 
as well.

The Act was created to slow the historically 
high escalation rates in housing costs. Foreign 
investment was believed to have contributed to 
inflationary pressure, which made it difficult for 
Canadian citizens to experience the benefits of 

Prohibition on the Purchase 
of Residential Property by 
Non- Canadians Act: What to 
Expect in 2023 
BY CRAIG ANDERSON, CPA, SCRP, SGMS
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The Prohibition on the 
Purchase of Residential 

Property by Non-
Canadians Act was created 

to slow the historically 
high escalation rates in 

housing costs.

home ownership. The noble intent to keep housing 
affordable for their citizens garnered member sup-
port and endorsement across all party lines. 

The Act prohibits non-Canadians from 
purchasing property in Canada unless an exemp-
tion has been granted in the regulations, which 
establish the specific exceptions, definitions, and 
clarifications necessary to implement the Act. 
Such regulations (SOR/2022-250) were published 
21 December 2022 in the Canada Gazette, (Part II, 
Volume 156, Number 26). The regulations include 
instruction and comment on the following topics:
• Exceptions from the prohibition for certain 

groups of people.
• Clarifying the treatment of specific types of res-

idential properties such as recreational vehicles 
and vacant land.

• Defining the concepts of “purchase” and “con-
trol” in the Act, and thereby bringing clarity 
around certain circumstances in which the 
prohibition applies, specifically excluding prop-
erties acquire through life events such as divorce, 
succession after death, gifting, etc.

• Details around the process in which the court 
can force the sale of a property improperly 
acquired by a non-Canadian (person or corpora-
tion) during the term of the Act.

• Clarifying that the Act does not apply to 
circumstances conflicting with the rights of 
Indigenous people.
“Non-Canadians” include people without 

Canadian citizenship, as well as companies not 
incorporated under federal or provincial laws. 
This definition also applies to companies that are 
incorporated within Canada but not listed on a 
Canadian stock exchange and controlled by a com-
pany incorporated outside of Canada, or controlled 
by persons referenced elsewhere in the Act as 
non-Canadian.

The regulations define control of a corporation 
or entity as:
• Direct or indirect ownership of shares or own-

ership interests representing 3% or more of the 
value of equity in it, or carrying 3% or more of 
its voting rights; or

• Control in fact of the corporation or entity, 
whether through ownership, agreement, or 
otherwise.
As the Act stands, U.S. based relocation man-

agement companies (RMCs) that are deemed 

non-Canadian or lack Canadian control will not 
be able to provide guaranteed buyout (GBO) 
transactions within Canada, nor achieve the tax 
protected benefits of a buyer value option (BVO) 
program for Canadian homeowners being relo-
cated to the United States.

Employers will need to determine the impact 
on their executives moving into Canada who will 
not be able to buy a home if they lack Canadian 
citizenship. They must also consider the impact 
to their resident non-Canadian workforce already 
living within Canada in purchased residences. 
Such homeowners who may be ready to accept a 
relocation elsewhere in Canada could be barred 
from purchasing a new home in their destination 
city. The Act and regulations clarify exemptions 
awarded to temporary residents if they satisfy the 
following conditions:
• Students enrolled in a designated learning insti-

tution as defined in the Immigration and Refugee 
Protection Regulations.
 » They filed all required income tax returns for 

each of the five years preceding the year in 
which the purchase was made;

 » They were physically present in Canada 244 
days in each of the last five years preceding 
the purchase;

 » Purchase price does not exceed $500,000; and
 » They have not purchased more than one 

residential property.
• Temporary residents holding valid work permits 

meeting the following requirements:
 » They work in Canada for a minimum of three 

years within the four years of purchase if full-
time work;
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PUBLIC POLICY

 » They filed all required income tax returns 
for a minimum of three of the last four 
years; and

 » They have not purchased more than one 
residential property.

The area lacking with the Act and regulations 
is a clear understanding of how this legislation 
will be enforced. The offences within the Act 
have broad impact, and not only to non-Canadi-
ans trying to circumvent the law, but to anyone 
who participates in or facilitates a prohibited 
transaction. Anyone found guilty could face fines 
up to $10,000 and a court could order that the 
home improperly acquired be sold for no more 
than its original purchase price. Additionally, 
corporations, directors, office managers, or others 
who were authorized or participated in the viola-
tion may be held personally liable.

According to the Canadian Mortgage and 
Housing Corporation (CMHC) website, “as 

part of their professional duties, realtors, lawyers 
and notaries owe their clients an obligation to 
inform. The legislation does not rely on these 
professionals to enforce the prohibition. It 
nonetheless allows for penalties to be imposed 
on any party found guilty of knowingly assisting 
a non-Canadian in violating the prohibition.” 
It is the responsibility of the non-Canadian 
to demonstrate eligibility to the Canadian 
professional where it exists. The makers of the 
Act expect that all professionals (such as the 
real estate and legal communities) involved in 
the purchase of residential property to follow 
established “know your customer” protocols as 
the demonstration of eligibility. Such protocols 
should be consistent with standard industry 
standards and/or legislative requirements related 
to customer identification.

In the absence of achieving the tax benefits of 
a properly structured home sale program out of 
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In lieu of a GBO, find 
alternative methods 

to advance equity 
proceeds to current 

homeowners.

Canada, employers need to immediately assess 
their course of action. Possible considerations 
might include:
• Offer home sale support in the way of market-

ing assistance with direct reimbursement of tax 
protected home sale costs.

• If employer qualifies as a valid Canadian corpo-
ration, reflect their company as the purchaser of 
their employee’s home and as subsequent seller 
to the ultimate purchaser, following the estab-
lished framework of U.S. domestic relocations.
Other considerations for transfers within 

Canada might include:

//
//

//
//

//
//

//
//

//
//

//
//

//
//

//
//

//
//

//
//

Stand out in the field of 
global mobility as a 

leader and an expert!

GMS® candidates must complete three 
training modules on the essential 
components of global workforce mobility 
and intercultural management skills and pass 
a comprehensive online examination based 

on the materials presented in the courses.

Visit worldwideerc.org/gms-detail
for more information!

Become a
Global Mobility 
Specialist (GMS®)

• Consider replacing intra-Canada transfers with 
temporary or long-term assignments.

• In lieu of a GBO, find alternative methods to 
advance equity proceeds to current homeowners.

• When employees are barred from purchasing, 
increase the rental housing allowances for the 
next two years until the expiration of the Act 
to offset the lost appreciation a replacement 
property could bring.

• Offer property management for current Canadian 
homeowners so they do not lose appreciation 
on their current residence until they are free to 
reinvest their equity in a new property.
There is little doubt that the cost of mobility 

entering, exiting, or within Canada will increase 
client relocation spend as replacements for lost 
benefits are adopted. But time is of the essence, 
and the time is upon us to determine the response 
to upcoming relocations, current initiated moves, 
and addressing the needs of current non-Cana-
dian homeowners. 

Craig Anderson, CPA, SCRP, SGMS, is the vice 
president of AECC.
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Self-Initiated 
Short-Term 
Transfers
As remote work has continued to reshape the 
workforce and become a core competency of global 
mobility, a major new type of mobility program has 
emerged: the self-initiated short-term transfer.

Recent research by  
Worldwide ERC® has shown  

that a large majority 

Volumes and Cost

500

23%

$4,625

Number of employees expected to 
use these programs over the next 

12 months per organization: 

Percentage of employees expected 
to use these programs over the 

next 12 months per organization: 

Typical/median amount provided 
or reimbursed:

While volumes are high compared 
to traditional mobility programs, 

costs are much lower, with the 
median respondent indicating that 
a self-initiated short-term transfer 

will include $4,625 in benefits. 
Overall, this is a substantial cost 

for the employer, with the typical 
respondent spending $2,312,500 on 

these programs.

of organizations have created 
these programs or are considering 

creating them. 

In order to further explore these new programs, and 
how they fit into a broader mobility context, Worldwide 
ERC conducted a survey of 459 chief human resources 
officers and other senior leaders whose organizations 
currently have these programs. 

As this report will show, self-initiated short-term 
transfers are a major new source of mobility 
volumes and costs. These programs touch many 
areas of the organization and come with numerous 
standard mobility benefits to support the employee 
in their transfer.  

For the full study, visit worldwideerc.org/research. 

81%
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Benefits provided to employees  
using the program

Design

Benefits

There are real differences in the reasons 
organizations have been introducing self-initiated 
short-term transfer programs, with roughly equal 
proportions of respondents using these mainly for 
talent development or for employee experience. Of 
course, each of these is not mutually exclusive, and 
many organizations will promote these programs 
both for employee experience, as well as part of 

their talent development strategies.

Main reason organizations have created 
these programs:

Organizations continue to see the value in providing 
supporting benefits to employees using self-initiated 

short-term transfers, with a range of benefits 
being commonly provided, from tax advice to 

area orientations. 

Tax information/advice/support 46%

Work authorization information/
advice/support

61%

Language tools or training 53%

Cultural tools or training 44%

Living and lifestyle information 39%

Travel expenses (airfare, transit, etc.) 62%

Baggage/luggage fees 26%

Accommodation finding/assistance 50%

Area orientation 27%

52.1%

47.9%

To improve talent development 
and management by developing 

employee skills, promoting a global 
company culture, and increasing 

business unit exposure: 

To improve the employee 
experience and/or allow 

employees to have a more flexible 
work/life balance: 
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WAR FOR 
GLOBAL 
TALENT?

IS THERE STILL A 

For companies competing for 
top talent, the search is global, 
which will implicate cross-
border mobility and play a 
huge role in corporate success 
in 2023.
By Emily Lombardo
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The war for talent is hardly a 
new phenomenon. The term 
“global war for talent” was 
coined in 1997 by McKinsey 
& Company employee 
Steven Hankin and was 
popularized shortly thereafter 

by a 2001 book of the same name written by his 
colleagues Ed Michaels, Helen Handfield-Jones, 
and Beth Axelrod. The book, “The War for Talent,” 
argues that in order to find and keep top talent, 
leaders must undergo a new way of thinking 
about talent acquisition and management. By 
transforming the hiring process into an intentional 

strategy focused on both talent attraction and then 
talent retention, it would drive corporate business 
strategy and amplify value far more than thought 
at the time.

While the war for talent was dulled by the 
Great Recession in 2007-2008 due to layoffs add-
ing available candidates to the labor pool, corpora-
tions soon found themselves back in competition 
for talent. By 2016, “failure to attract and retain 
top talent” was the No. 1 issue in the Conference 
Board’s global CEO survey.

Then, in March 2020, the COVID-19 pandemic 
erupted around the world, forever changing how 
we work. From major supply chain shortages to 
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“The Great Resignation” when more than 4.3 
million Americans resigned from their jobs, the 
American workforce went through more unprece-
dented fluctuations. According to the U.S. Bureau 
of Labor Statistics, job vacancies almost doubled, 
from 6.2 million vacancies in March 2020 to 
11.549 million in March 2022.

Talent shortages weren’t limited to the U.S., 
either. In the U.K., a survey on salary and recruit-
ment trends for 2023 by Hays, a multinational 
British recruitment and human resources services 
organization, found that 93% of responders had 
difficulty finding the staff they needed in 2022. 
In Canada, 2021 Deloitte data showed the job 
vacancy rate increased to its highest level since 
2015. There was also a 30% and 54% increase in 
job vacancies in Israel and Australia, respectively, 
during COVID-19.

In the U.S., growth in the tech sector, first 
spurred by the rapid adoption of digital products 
in the early days of the pandemic to accommodate 
a new work-from-home culture, finally started 
to slow down starting in the last quarter of 2022. 
Major tech companies such as Intel, Amazon, and 
Meta announced hiring freezes and substantial 
layoffs in late 2022, with more layoffs by Google 
parent company Alphabet and Microsoft in early 

2023. Axios estimated that roughly 120,000 work-
ers were laid off from tech companies in 2022, 
and layoffs.fyi, an online layoff and salary tracker, 
reports an additional 101,617 tech employees from 
334 companies have been laid off as of this writing 
in 2023.

Why all the major layoffs? Tech leaders have 
mostly explained that they simply over-hired 
during the pandemic. Mark Zuckerberg, for 
example, in a message to Meta employees last 
November in which he announced 11,000 layoffs, 
said that he had expected pandemic-related 
growth to be a permanent change but “not only 
has online commerce returned to prior trends, but 
the macroeconomic downturn, increased competi-
tion, and ads signal loss have caused our revenue to 
be much lower than I’d expected.”

But is today’s global talent shortage just a symp-
tom of the COVID-19 pandemic?

Since early 2022, the talent shortage has also 
been exacerbated by war and stymied technolog-
ical growth. Russia invaded Ukraine in February 
2022, causing an international energy crisis and 
economic devastation. The International Labor 
Organization reported in May 2022 that 4.8 mil-
lion jobs had been lost as a result. Disruptions were 
also felt in neighboring countries’ labor markets. 
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On top of that, high inflation in the U.S. has led 
to rising prices, lower purchasing power, and, one 
would think, a greater demand for work.

So, with tech layoffs, an energy crisis in 
Europe, and high inflation rates, it’s worth ask-
ing: Is there actually still a global war for talent in 
early 2023?

The answer: a cautious “yes.”
Corporate leaders see the recent tech layoffs 

as a sign of poor management and over-hiring 
rather than a waning global talent war. In an 
interview with the Financial News, Charlie 
Jacobs, co-head of U.K. investment at JP Morgan, 
said that “Many organizations get recruitment 
wrong by reacting too quickly during tougher 
times given the time it takes to recruit good 
people again … The challenge of attracting talent 
doesn’t go away just because markets are tough.”

Indeed, the search for top talent doesn’t sud-
denly stop during tough times, which means, in 
short, that employers continue to compete for the 
best from all over the world.

What does this mean for global mobility? For 
companies competing for top talent, the search 
will be global, which will implicate cross-border 
mobility and play a huge role in corporate success 
in 2023.

How Does the Talent Shortage 
Affect Global Mobility?
Despite temporary issues for visa holders due to 
the recent mass layoffs, companies are focused 
on bringing in international talent more than 
ever. “We are seeing more companies open to 
sponsoring employment-based visa types than 
before, even allowing folks working on OPT 
to join with the option of sponsorship in the 
future,” says Kelli Duehning, partner at Barry 
Appleman & Leiden LLP’s San Francisco office. 
“We are also seeing more companies agree to 
pay for more immigration costs, like premium 
processing, dependent filings, multiple filings, 
as a way to recruit or retain employees.” In 
fact, businesses and governments alike have 
readjusted immigration policies to account for 
both travel-related changes brought on by the 
pandemic as well as the hybrid or fully remote 
work environments that were born out of the 
COVID-19 pandemic.

Investing in technology to create smoother 
relocation processes and attract and retain talent 
will be a top consideration for companies in 
2023. KPMG’s 2022 Global Tech Report found 
that of the 2,200 leaders surveyed, “almost all 
global tech leaders report that their digital 
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evolution had improved performance and profit-
ability over the last two years.”

More investments in technology mean better 
compliance standards, which Audrey Lustgarten, 
managing partner at WR Global, sees as the big-
gest trend for global mobility in 2023.

“As we move on from a pandemic-era cri-
sis mindset, we believe companies will start to 
reconsider their global mobility policies with a 
view toward establishing policies that balance 
business needs, employee demands, and compli-
ance requirements,” Lustgarten says. “This may 
involve allowing remote work within set param-
eters and locations or providing for workarounds 
where work in a desired country is not possible 
within existing immigration rules—for instance, 
substituting a virtual assignment, or sending an 
employee to a country in that has more flexible 
immigration rules.”

A Look at Business Immigration  
Trends in 2023
Some countries are betting on this trend: foreign 
talent that will arrive on their shores and help 
grow their economies. A prime example is Canada. 
In November 2022, the Canadian government 
announced plans to bring in just about 500,000 
immigrants a year by 2025, aiming for nearly 1.5 

million new residents over the next three years. 
In 2021, Canada accepted 405,000 permanent 
residents, the highest number in the country’s 
history. The Canadian legal system uses a point-
based system, giving preference to highly skilled 
applicants with graduate degrees, multilingual abil-
ities, and work experience to give out permanent 
residency visas.

As another example, in August 2022, the 
Netherlands announced that certain highly skilled 
migrants who entered the country after 22 July 
2022 were not required to have a residence permit 
in order to start working in the country.

And while the U.S. has not made major changes 
to the H-1B work visa program since its creation 
in 2004, U.S. businesses are still very much reliant 
on foreign talent, which Duehning says was appar-
ent in the 2022 business immigration trends.

“2022’s top business immigration trend was all 
about the issuance of employment-based green 
cards,” Duehning says. “With the additional 
140,000 numbers available that rolled over from 
FY2021, it was imperative that USCIS utilize each 
and every number to ensure none went unused as 
in previous years.”

Duehning doesn’t see this business immigration 
trend going away in 2023, either. “With business 
travel really getting back into full swing, wait times 
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nomad visas, which allow freelancers or remote 
workers to live and work in a country without 
applying for a traditional work visa and without 
being sponsored by or working for an employer in 
that country.

Digital nomad visas have yet to make a dent in 
corporate global mobility, however. “I am not hear-
ing many companies jump on the digital nomad 
visa excitement, as it may still put the company at 
risk for tax obligations and/or liabilities or other 
corporate liabilities,” Duehning says. “However, 
I do think there’s more to come on this as more 
countries add this feature or refine them to attract 
global nomads.”

Lustgarten agrees that the digital nomad visa 
could become more popular soon. “I think that 
digital nomad visas are here to stay and will 
become a permanent part of some companies’ 
global mobility strategies because they allow com-
panies to offer international remote work programs 
to attract and retain key talent while also remain-
ing compliant with immigration rules.”

Some companies, including Spotify and Airbnb, 
have started to adopt “work from anywhere” 
policies that may have an opportunity to leverage 
digital nomad visas. Spotify stipulates employees 
must work in countries where the company has an 
already established office, and Airbnb employees 
working remotely must leave the country they’re in 
90 days in order to avoid tax implications.

Lustgarten notes, however, that not all countries’ 
digital nomad visas are created equal, as some are 
“riddled with problems and compliance pitfalls.” 
With new and more refined digital nomad visa 
programs (combined with more lucrative tax-ex-
emption options) coming from Spain, Germany, 
Dubai, and Costa Rica, among others, and as more 
Americans consider working abroad, the digital 
nomad visa is likely to continue to be an inter-
esting talent strategy for organizations to deploy 
moving forward.

While digital nomad visas may still be on the 
horizon as a specific workplace benefit, it’s but 
a part of the broader movement toward “flexi-
ble work” that is, in many ways, being driven by 
employees who have nonetheless gained leverage 
in the current labor environment. Thus, when 
it comes to attracting and retaining talent, the 

for visas as U.S. consulates worldwide will be a 
big problem. The Department of State is going to 
need to prioritize getting visa issuance done in a 
timely manner.”

Despite the importance of the employ-
ment-based green card, it does seem like the U.S. 
is not prioritizing foreign talent as much as other 
countries. On 3 January 2023, USCIS proposed 
a fee hike for the employment-based H-1B visas 
and L-1 visas that is, on average, 40% higher than 
the current fees. Forbes reports that under this 
proposal, employers will be paying 70% more for 
beneficiaries on H-1B petitions, 201% more for 
employees on L-1 visas, and 129% more for indi-
viduals on O-1 visas. While this proposal is under 
fire by some immigration professionals, the fee 
increase, if enacted, could cripple efforts to bring in 
highly skilled foreign workers to the U.S.

If traditional immigration presents challenges, 
whether in the U.S. or elsewhere around the world, 
there’s a burgeoning visa option that may help 
with international hiring on a global scale: the 
digital nomad visa.

Could 2023 Be the Year of the 
Digital Nomad Visa?
Since the start of the COVID-19 pandemic, coun-
tries all over the world have started offering digital 

There’s a  
burgeoning visa 

option that may help 
with international 
hiring on a global 
scale: the digital 

nomad visa.
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workforce has spoken: remote, flexible, and mean-
ingful work is here to stay. The experience at work 
is everything.

Retaining Talent by Prioritizing the 
Employee Experience
In October 2022 at the CNBC Work Summit, 
Pricewaterhouse Coopers (PwC) U.S. Chairman 
Tim Ryan declared that the war for talent was 
over because “the talent won.” Ryan pointed out 
that the best and most innovative companies were 
giving their employees what they wanted: choice. 
“If we’re willing to redesign the way we do work, 
we can get the talent and get the work done and 
do it on our employees’ terms, which leads to 
better outcomes.”

Indeed, what employees expect from their work-
place has changed dramatically from generation 
to generation. A study released by the University 
of Cambridge Press that focused on how the 
COVID-19 pandemic changed psychological 
contracts within organizations showed just how 
much workers’ expectations of their employers and 
the nature of their work have shifted in the last 
six decades.

A psychological contract, different from a legal 
contract of employment, is defined by the lead-
ing HR organization the Chartered Institute of 
Personnel and Development as an “individuals’ 
expectations, beliefs, ambitions, and obligations, 
as perceived by the employer and the worker.” 
The psychological contract describes how both 
the employer and the employee understand their 
relationship, expectations, and commitments. For 
larger companies, this can be understood as a 
contract directed between the employee and their 
direct manager or the person who the employee 
perceives to be responsible for decisions that affect 
their own welfare and/or the future of the business.

A well-developed employee experience, one that 
affirms what workers expect in their psychological 
contract with their organizations, is invaluable in 
its ability to help organizations attract and retain 
their top talent. Research conducted by the Everest 
Group showed that 42% of multi-process human 
resources outsourcing (MPHRO) buyers cite 
“enhanced employee experience” as a key priority 
for the HR function and that a focus on employee 

skill training, education, and digital transformation 
will drive a 7-9% growth in the MPHRO market 
by 2026.

So, what are the new demands from top talent, 
and what should you focus on when creating an 
employee experience?

Employees value both flexibility and work 
autonomy today much more than in previous years. 
The COVID-19 pandemic ushered in a new era 
of remote work, and employees would prefer the 
new work-from-home culture to stick around long 
term. However, the idea of permanent full-time 
remote work is not as attractive as the idea of “flex-
ible work” to employers.

In the 2022 Worldwide ERC report of over 
500 CHROs and senior HR leaders, 45% of 
respondents said their workforce was hybrid, with 
most working from the office two days per week 
and working from home three days per week. 
Thirty-nine percent of respondents said that their 
workforce comes into the office every day, and just 
5% of their workforce work remotely.

How do workers feel about this arrangement? 
For employees, hybrid workplaces win over being 
fully remote as well. In the PwC Global Workforce 
Hopes and Fears Survey that surveyed 52,195 
workers based in 44 countries and territories, 55% 
of people said their jobs could be done remotely, 
and 63% of those respondents said they prefer a 
hybrid of remote and in-office work.

Thus, a workplace that allows its workers to 
set their own schedules, trusts them to complete 
their work, and creates a work schedule that 
makes sense for both management and its workers 
proves to be the employee experience most valued 
among workers.

Making a Difference at Work
Creating a valued employee experience can’t stop 
at flexible work, either. Workers are craving a 
workplace that not only understands a work-life 
balance but also gives them a sense of purpose.

Right now, U.S. workers are not engaged, with 
just one-third of Americans in a Gallup poll 
reporting that they feel invested in their work. And 
workers that feel unengaged tend to spell bad news 
for companies looking to retain top talent, because 
those same workers are more likely to change jobs, 
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One way to turn 
engagement levels 

around is by creating 
a work culture focused 

on inclusion and 
making a difference.

or if they stay, they have less incentive to add value 
wherever they work.

So, how do you create engagement?
One way to turn engagement levels around is by 

creating a work culture focused on inclusion and 
making a difference. Companies that take concrete 
steps to engage in environmental, social, gover-
nance (ESG) and diversity, equity, and inclusion 
(DEI) initiatives tend to attract and retain talent 
better than companies whose focus remains just on 
the work.

By 2029, 72% of the global workforce will be 
millennial and Gen Z workers, and, unlike pre-
vious generations, they expect their employers to 
act on environmental and social concerns. A Tallo 
poll found that “a staggering 99% reported that 
workplace DEI is important, with 87% responding 
that it is very important.” Another report released 
by Deloitte showed that two-thirds of millennial 
and Gen Z respondents left their jobs because 
it didn’t align with their values. On the other 
hand, employees who are satisfied with both their 
employer’s social and environmental impact as well 
as their efforts to create a diverse work culture are 
more likely to want to stay with that employer for 
more than five years.

Keeping concrete ESG targets as an organiza-
tion creates both meaningful work and a sense of 
motivation for its employees. On top of that, com-
munication with employees is key to the success of 
ESG strategies. By sharing meaningful data such 
as workplace-related improvements and specific 
certifications, employees can see ESG initiatives 

are company commitments, not just buzzwords. 
Being sustainable pays off for companies and for 
their workers, too. A recent Marsh McLennan 
study found that the companies with the high-
est ESG scores were also rated highest by their 
employees and prospective talent.

When it comes to DEI initiatives, the human 
resources department is key to sustaining an 
authentic and engaging workplace. Creating a 
purpose-driven benefits package can signal to 
employees that their company is offering the 
unspoken support and flexibility they are looking 
for. A purpose-driven benefits package can also 
symbolize the company’s commitment to DEI 
values by offering benefits such as gender-neutral 
parental leave, adoption or surrogacy assistance, or 
wellness offerings for mental and physical health 
to workers. Transparency and open communication 
around benefits with employees can build trust and 
help employees feel like their place in the company 
is valued.

What’s Next?
The global war for talent will likely not be over 
tomorrow, next year, or even in the next decade. 
Korn Ferry estimates that if the talent gap contin-
ues to grow unabated, by 2030 there will be 85.5 
million vacant jobs and unrealized annual revenues 
of $8.5 trillion. The costs for companies that don’t 
invest in their talent recruitment strategies will be 
pronounced and long-lasting. However, fortu-
nately, we know the strategies needed by compa-
nies both large and small to start creating a talent 
recruitment strategy that, like the original “War 
for Talent” book, will attract and retain top talent.

The strategy is two-pronged: invest in tech-
nology that improves mobility programs’ day-
to-day processes, including creative immigration 
strategies, and invest in company values, ethics, 
and flexibility to boost the employee experience. 
Companies with a strong employee experience that 
allows for flexible work options both domestically 
and internationally will go a long way. The future 
of work is here, and employees have spoken. Now 
companies just need to listen and act. 

Emily Lombardo is a freelance writer for 
Worldwide ERC.
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GOVERNMENT 
CONTRACTS PLAY
THE ROLE

IN RELOCATION
32



The United States federal government is renowned for 
being one of the world’s largest purchasers of goods 
and services, and it routinely secures essential goods 
and services through the use of contracts. During 
fiscal year 2021, the federal government invested a 
remarkable $637 billion in contracts.1

The biggest government contractors2 have become 
household names: Boeing received $23.8 billion in government con-
tracts last year, Pfizer received $14.1 billion, and Lockheed Martin 
Corp. topped the chart of largest contractors with $41.9 billion in 
government contracts in FY2021.

Despite the incredible size of these contracts, businesses of all 
sizes can qualify for and win government contracts. The U.S. Small 
Business Administration revealed that the federal government allo-
cated $8 billion in small business funding for FY2021.

Federal purchases—called procurement—can be a game-changer 
not only for small- to medium-sized businesses but also for the entire 
global mobility industry. In FY2021, the transportation and logistics 

The increasing presence of mobility 
businesses in the government contractor 
space is certain to impact the way the 
industry does business.

By Annie Erling Gofus
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services category of government contracts grew by 
2.86%,2 which adds up to an $814 million increase.

The increasing presence of mobility businesses 
in the government contractor space is certain to 
impact the way the industry does business. The 
competition for federal contracts can be fierce, 
but with the right plan in place, businesses of 
all sizes can effectively identify and acquire new 
government contracts. So, where does a small 
or medium business start when seeking out 
government contracts?

Qualifying for and Winning 
Government Contracts
The competition for federal contracts can be 
fierce, particularly among leading companies and 
industry giants who are frequently vying to win 
the biggest awards as prime contractors. With 
the correct plan in place, federal contractors of 
every size can effectively identify and acquire new 
government contracts.

Obtaining contracts from the government can 
be a complex and confusing process, as there are 

numerous regulations that dictate how federal 
agencies acquire goods and services. To success-
fully market their company to the government, 
business owners must understand the fundamen-
tals of how governmental entities purchase goods 
and services.

The first place to start is researching the Federal 
Acquisition Regulation (FAR). The FAR is the 
government’s special process for procuring goods 
and services; it’s a collection of rules that dictates 
how federal agencies make procurements, from 
office supplies to aircraft carriers. The FAR out-
lines precisely what contractors can and cannot do 
in their interactions with the federal government, 
which is crucial information for businesses seeking 
to participate in contracting activities.

The next step is for companies to register at 
SAM.gov for notifications of the latest pos-
sibilities in their industries. Registering with 
the System for Award Management (SAM) is 
necessary to transact business and receive con-
tracts from the United States government. To 
conduct any business with the federal government, 

1. https://www.gao.gov/blog/snapshot-government-wide-contracting-fy-2021-interactive-
dashboard#:~:text=In%20Fiscal%20Year%202021%2C%20the,2020%20after%20adjusting%20for%20inflation.

2. https://about.bgov.com/these-are-the-top-10-government-contractors
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to complete a specific project or provide the 
requested product.

• Invitation for bid (IFB): The IFB or ITB 
(invitation to bid) is meant for government 
procurements over $100,000 and involves a 
sealed solicitation with no negotiation between 
the contracting agency and vendor. This process 
is similar to a request for proposal.
Preparing a proposal and building lasting rela-

tionships with government partners are arguably 
the most important steps of this process, but 
identifying the right opportunities is vital. The 
best opportunities give businesses the chance to 
differentiate themselves and add value.

As the procurement arm of the federal govern-
ment, the U.S. General Services Administration 
(GSA) is critical in bridging private companies 
with federal agencies to meet their business 
requirements. GSA’s Federal Acquisition Service 
(FAS) provides government entities and the mili-
tary with a convenient solution to acquire profes-
sional services, equipment, supplies, telecommuni-
cations, and information technology from trusted 
commercial businesses.

Exploring GSA’s offerings and scrolling 
through SAM.gov are excellent places to start the 
contract search.

Government contracts can be crucial for small- 
and medium-sized businesses in the global mobil-
ity industry, as they can offer a substantial source 
of revenue and the potential for growth. With the 
increasing presence of mobility businesses in the 
government contracting space, these contracts are 
changing the way we do business.

In fact, a massive, multibillion-dollar govern-
ment contract recently made waves in the industry 
and has many mobility businesses wondering if—
and how—they can achieve something similar.

Large Government Contracts Are 
Changing the Mobility Industry
The Global Household Goods Contract (GHC) 
was specifically designed to simplify relocating 
household goods and is expected to be a game-
changer for military personnel and their families. 
The GHC has the potential to revolutionize the 
global mobility sector, and relocation companies 

a contractor must maintain an updated registra-
tion in SAM. Here are the details needed to start 
using SAM:
1. A DUNS number, legal business name, and 

physical address from the Dun & Bradstreet 
(D&B) record.

2. The taxpayer identification number (TIN) and 
the taxpayer name associated with the TIN.

3. To set up electronic funds transfers (EFTs), 
the prospective contractor will need their 
bank’s routing number, account number, and 
type of account.

SAM.gov offers an expansive collection of 
federal government solicitations, contract awards, 
subcontracting chances, surplus asset sales, and 
foreign business opportunities.

The government contracts listed at SAM.gov 
and elsewhere come in different forms. The federal 
government primarily issues three types of solicita-
tions for goods and services:
• Request for quotation (RFQ): For contracts that 

total less than $150,000, the RFQ is uncom-
plicated and seeks information like pricing or 
delivery times to aid in the planning process.

• Request for proposal (RFP): To be consid-
ered for larger acquisitions, applicants must 
include information regarding how they plan 

SAM.gov offers an 
expansive collection 

of federal government 
solicitations, contract 

awards, subcontracting 
chances, surplus asset 

sales, and foreign 
business opportunities.
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that collaborate with governmental organizations 
will benefit significantly.

The $6.2 billion contract was awarded to 
HomeSafe Alliance, a joint venture of KBR 
Services LLC and Tier One Relocation LLC. By 
selecting a single organization to manage military 
moves across the globe, service members and their 
families can look forward to an easier process 
from beginning to end, from scheduling the move 
all the way through to filing claims for any losses 
or damages.

The GHC would delegate the household goods 
moving process, providing comprehensive door-to-
door relocation transportation and storage services. 
The United States Transportation Command 
(TRANSCOM) would continue to oversee 
the program.

“Currently, over 900 entities can participate as 
direct contractors to [the Department of Defense 
(DOD)]. With the advent of GHC in 2023, only 
a single contractor, called HomeSafe Alliance, 
will be the Move Manager for approximately 
350,000 DOD shipments annually,” says Charles 
White, president of the International Association 
of Movers.

“If the contract extends through its base period 
of three years and up to five option years, its total 
value could reach approximately $20 billion,” 
White says “This stands to make HomeSafe the 
largest household goods entity in the world and 
could potentially have a ripple effect across all 
aspects of moving and mobility.”

The Department of Defense is making a 
concerted effort to remediate the extensive issues 
associated with military members’ household 
goods relocation by introducing this new contract. 
Numerous problems have impaired the customer 
experience, ranging from shipping and other 
delays to lost and damaged possessions, issues with 
filing claims, and beyond. After a grueling moving 
season for armed forces personnel and their fami-
lies in 2018, TRANSCOM initiated the creation 
of the GHC.

The major bottleneck for military moves has 
been the lack of resources: an inadequate number 
of skilled packers, loaders, trucks, and drivers to 
accomplish tasks in a timely manner. From May 
through August, military moves reach their pin-
nacle of activity; however, the remaining months 
witness a decrease in demand. By creating a net-
work of movers and relocation professionals across 
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the industry, HomeSafe Alliance hopes to provide 
specialized assistance for military moves.

“The reality is we need the entire moving indus-
try,” says Alan Thompson, CEO of HomeSafe 
Alliance, in an interview with Military Times.

“We’re hopeful that quality capacity can grow 
under the [global household goods contract] 
concept,” says Dan Bradley, director of govern-
ment and military relations for the International 
Association of Movers.

With this multibillion-dollar contract, 
HomeSafe plans to broaden the number of 
companies engaged in military relocations. The 
size and scope of the GHC have the potential to 
change the way relocation companies do business 
as they compete for HomeAlliance subcontracts 
and similar government contracts.

“The U.S. Department of Defense’s new Global 
Household Goods Contract is a game-changer 
for those that participate in the DOD household 
goods market,” White says.

Companies Large and Small Can Win 
Government Contracts
The U.S. government is one of the largest purchas-
ers of goods and services, and it invests billions 

of dollars in contracts each year. While large 
companies like Boeing and Lockheed Martin 
often receive the largest pieces of the pie, small 
and medium companies successfully identify and 
acquire new government contracts every year.

Indeed, small businesses play a crucial role in 
driving innovation and growth in the mobility 
industry. Government contracts provide a valuable 
opportunity for small businesses to expand their 
customer base, increase revenue and profits, and 
access new markets. By bidding on government 
contracts, businesses can showcase their capabil-
ities and expertise to a large and stable customer 
(i.e., the U.S. government), which can lead to long-
term partnerships and growth opportunities.

Thus, as the mobility industry continues to grow, 
the potential for businesses to benefit from federal 
contracts is sure to increase. The GHC is just one 
example of a government contract that is changing 
the mobility industry and paving the way for more 
mobility companies to tap into the government 
contract space. 

Annie Erling Gofus is a freelance writer for 
Worldwide ERC.
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With the start of the new year, two additional states—California and Washing-
ton—have enacted salary transparency laws.

By Sophia Goring-Piard, Clifford Chin, and Hannah Perry 

HOW STATE WAGE 
TRANSPARENCY LAWS MAY IMPACT  

GREEN CARD 
SPONSORSHIP 
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With the start of the new year, 
two additional states have 
enacted salary transparency 
laws that went into effect 
starting 1 January 2023, 
requiring employers to 
specifically provide salary 

ranges on job postings. California and Washington 
have enacted such wage transparency laws that 
went into effect 1 January 2023, joining Colorado, 
New Jersey, and jurisdictions within New York, 
including New York City and Westchester County. 
These new laws were enacted in response to calls 
from individuals advocating for fair treatment of 
similar educated and experienced employees to 
prevent gender and racial pay discrepancies. The 
purpose of enacting these salary transparency laws 
is to remove the secrecy behind job opportunities 
and level the salary playing field. These salary 
transparency laws could impact any employer 
with employees in these states who wish to 

sponsor their workers for green cards. Typically, 
the first step in the green card process is the 
Permanent Labor Certification Application, 
also called PERM (Program Electronic 
Review Management). 

The PERM application process is over-
seen by the U.S. Department of Labor (DOL) 
Employment and Training Administration (ETA). 
The PERM process requires a sponsoring company 
to test the job market with advertisements and job 
postings. Except for an internal posting notice and 
in-house media, the recruitment activities man-
dated by DOL for PERM only required the spon-
soring company to state the name of the employer, 
to provide a description of the vacancy specific 
enough to apprise U.S. workers of the job oppor-
tunity, to note the geographic area of employment 
with enough specificity to apprise applicants of 
any travel and apprise where the applicants will 
likely need to reside to perform the job, and to 
provide information on how to apply or submit 
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their resume. Salary information is not required 
to be posted on recruitment activities except for 
the physical notice of filing and in-house media; 
if the employer proactively chose to provide salary 
information, the company would need to make 
sure the posted range did not contain a wage rate 
lower than the DOL’s prevailing wage rate.

In California, starting 1 January, the current 
salary transparency law now requires any com-
pany with 15 or more employees to include salary 
ranges in all job postings. If the job candidate 
requests the salary range for the job opportunity, 
California’s law requires disclosing the salary range 
regardless of the number of employees. The impe-
tus for the California salary transparency law is to 
reduce and ultimately prevent gender and racial 
pay discrepancies. If a company or employer does 
not comply with the salary transparency law of 
posting a salary range after 1 January 2023, people 
can file a complaint with the California Labor 
Commissioner’s Office, which can impose pen-
alties of $100-$10,000 per violation. Companies 
that have not listed salary ranges in job postings 
will not be penalized for the first violation but 
have to remediate by adding the salary range.

The California salary transparency rule does 
not specifically say how wide the pay range can be 
without violating the law. Employee advocates and 
lawyers pointed to New York City’s law that went 
into effect earlier in 2022 where salary ranges noted 
gaps of $100,000 from the low end to the high 
end. California’s law is somewhat ambiguous and 
simply states the salary or hourly wage range must 

be what the employer “reasonably” expects to pay 
for the position. If the whole purpose of the salary 
transparency law is to provide transparency of wage 
gaps, the wage range being so wide this seems to 
defeat the purpose of requiring employers to note 
the wage range for the job opportunity.

The second component of the new salary 
transparency law in California is that companies 
with 100 or more employees have to report data 
on what employees are paid to the Civil Rights 
Department, broken down by pay, sex, race, and 
ethnicity. The initial version of the law would 
have made the company’s salary data public, but 
business groups pushed back because publishing 
the data would set up employers for unfounded 
criticism because the data could create a false 
impression of wage discrimination where none 
really exists. Two companies have already been hit 
with penalties for noncompliance of submitting 
salary data. The fines were not insubstantial, as 
they amounted to $23,500.

Washington’s salary transparency law, also 
effective 1 January 2023, provides that companies 
with 15 or more employees, one of whom is based 
in Washington, must post salary ranges for all job 
postings. Washington’s law states that a job posting 
must include the wage scale or salary range, plus 
a general description of all the benefits and other 
compensation for a specific available position to 
be offered to the hired applicant. Washington also 
clarified that the salary range must have a low and 
high number and not open-ended descriptions 
such as “$100,000 and higher.”
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For employers 
contemplating 

filing a PERM, we 
strongly recommend 

speaking with 
immigration counsel.

For Washington, if a company were to advertise 
in the PERM context, the posting must include a 
general description of all benefits, too. Washington’s 
guidance states that benefits include health insur-
ance, retirement benefits, and any other benefits 
typically reported for tax. This includes discretion-
ary bonuses, stock options, relocation, or other 
forms for compensation offered to the applicant 
including the salary. Washington further clarified 
that links can be provided in the job postings where 
the candidate or interested job applicant can click 
to get more details. This, however, does not excuse 
the company from providing general information 
on the benefits and also the wage range.

Penalties for noncompliance with the 
Washington salary transparency law include fines 
ranging from $500 for a first violation to $1,000 or 
10% of damages (whichever is greater) for a repeat 
violation. There are statutory damages that can be 
imposed up to the greater of actual damages or 
$5,000; interest of 1% per month on all compensa-
tion owed; and costs for attorneys’ fees.

Colorado’s salary transparency law was in effect 
as of 1 January 2021. This law required employers 
to disclose hourly or salary compensation or a 
range of hourly or salary compensation on all post-
ings. Similar to Washington’s law, Colorado’s salary 
transparency law required all postings to include a 
general description of all benefits and other com-
pensation, too. Colorado was one of the first states 
to require listing the salary range in job postings. 
The law requires all job postings include salary 
compensation information and a general descrip-
tion of benefits given. The Colorado Department 
of Labor and Employment (CDLE) has publicly 
acknowledged the difficulty in reconciling the state 
transparency law with the PERM regulations. 
Colorado has therefore stated it will not enforce 
the law, but it has not issued any written guidance 
to confirm its interpretation.

New York City’s salary transparency law was 
effective 1 November 2022. The law required 
employers with four or more employees, one of 
whom is in New York City, to disclose the mini-
mum and maximum annual salary or hourly wage 
in all job postings. The range may extend from the 
lowest to the highest annual salary or hourly wage. 
The city’s law requires any written description for 

an available job, including internal promotions and 
internal transfers, to publish the job salary range. 
New York City’s law states that the salary range 
must be set on good faith belief or what it will pay 
the eventual hire or successful applicant. The range 
does not have to reflect or include other forms of 
compensation such as bonuses, health insurance, or 
paid time off. First-time violators will typically not 
be penalized severely provided the alleged viola-
tion is cured within 30 days. Subsequent violations 
of the salary transparency law can rise to $250,000. 

For employers contemplating filing a PERM, we 
strongly recommend speaking with immigration 
counsel. Immigration counsel will need to discuss 
the process of testing the job market with your 
company’s employment counsel, especially if the 
company is testing the job market before obtaining 
the DOL prevailing wage. Job postings that were 
not posted with the prevailing wage will not com-
ply with the PERM regulations. Multiple postings 
with different salary ranges could optically raise 
questions that employment counsel would like 
to be made aware of before any questions are 
raised. PERM and salary transparency laws must 
be carefully considered by the company to ensure 
compliance with both the PERM regulations 
overseen by the DOL and the salary transparency 
laws overseen by each individual state.  

Sophia Goring-Piard is a partner in Fragomen’s San 
Francisco office. Clifford Chin is a senior associate in 
Fragomen’s San Francisco office. Hannah Perry is a 
senior associate in Fragomen’s San Francisco office. 
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Designing a remote work 
program is complex, as there is 
inherent tension when enabling 

employee flexibility and 
mitigating compliance risk

By Amanda Paris and Lorraine E. Cohen

REMOTE WORK 
COMPLIANCE: 

A Potential 2023 
Global Mobility 

Priority
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to the employee) is not necessarily aligned with 
the organization’s compliance requirements (e.g., 
guardrails on where employees are allowed to 
work, for how long, and who is eligible to mit-
igate corporate and individual tax risks, as well 
as to meet payroll, benefits, and other employee 
regulatory requirements). It is not surprising that 
this tension between enabling employee flexibility 
and mitigating compliance risk is among the top 
challenges in standing up a remote work program. 

Resolving this tension between employee flex-
ibility and business compliance takes intentional 
planning. Plans that were in place to allow remote 
work temporarily during the pandemic will likely 
not suffice for the long term. Post-pandemic, we 
have seen signs that taxing authorities will become 
less lenient, resulting in the potential for tax audits. 
The implications of cross-border remote work 
could be material for organizations and employees 
if not addressed. 

What is your 
long-term plan 
for remote 
work?

First, we 
recognize that 
the definition 

of “remote work” varies by organization. It could 
mean working from home, working from another 
location temporarily, or working from another 
location permanently. 

Regardless of your definition for remote work, 
this question continues to usurp the talent indus-
try. And yet what it implies has evolved. 

You undoubtedly remember being on the cusp 
of our post-pandemic “return-to-normal,” when 
vaccines were released, more restaurants reopened, 
and travel excitedly resumed for business and for 
leisure. When we were on that cusp, the most 
prevalent question being asked was, “Will you 
enable remote work after the pandemic?” Many 
organizations have since answered “yes” to this 
question. In fact, in a recent Remote Work Survey 
conducted by Deloitte, 80% of organizations 
(globally, across industries) said they allow some 
level of remote work, with varying degrees of flexi-
bility and parameters.1

Organizations’ “yes” to offering remote work 
to employees in a post-pandemic world has been 
for various reasons, the most prevalent being to 
enhance employee experience, followed by the 
desire to draw from an extended talent pool, 
advance sustainability goals, and realize potential 
cost savings.2 

Designing a remote work program is, in part, 
complex because there is inherent tension when 
enabling employee flexibility and mitigating 
compliance risk. What is perceived as good for an 
employee (e.g., being able to work from a different 
location—to travel, experience new things, see 
loved ones—when it is most needed or convenient 

Regardless of 
your definition for 
remote work, this 

question continues 
to usurp the talent 
industry. And yet 

what it implies 
has evolved. 

1. 2022 Deloitte Global Remote Work Survey.
2. 2022 Deloitte Global Remote Work Survey. Survey participants were asked to select the most frequent 

reasons for implementing remote work. Results included: 84% said to enhance employee experience 
by providing greater flexibility; 59% said to draw from an expanded talent pool; 39% said to advance 
sustainability goals; 27% said for potential cost savings.
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Without appropriate planning, organizations 
may face the following tax risks, which are not 
inclusive of other compliance risks related to 
immigration or employment law:

1. Creating Permanent 
Establishment or Nexus
As context, organizations do not generally have 
entities in states or countries where they do not 
conduct business. This is because having an entity 
in a location means having to register, issue, and 
report on payroll in that location, plus file and pay 
corporate tax for that location. 

When permanent establishment (for cross-bor-
der international) or nexus (for cross-border 
state-to-state) is created, it means a business 
presence has been established in a location because 
employees have been working there for longer 
than the acceptable time frame or conducting 
certain types of business such as negotiating or 
signing contracts. The organization is then liable 
for corporate taxes and penalties for that location, 
and employees are liable for taxes and penalties on 
their personal income. 

If permanent establishment is created, it does 
not just impact the employee(s) who crossed the 

threshold for number of acceptable working 
days; it could impact others who temporarily 
work remotely or go on business trips in that 
location since the treaty that would have other-
wise applied is no longer valid. 

2. Incorrectly Reporting and 
Withholding Payroll
Organizations are required to report and 
withhold on payroll in the locations where 
employees are working and providing services. 
If an employer does not withhold for the correct 
jurisdiction (e.g., if they withhold where the 
employee is technically employed but not where 
the employee is physically working), then taxes 
will not be appropriately paid for that jurisdic-
tion by either the employer or the employee. 
While the employee is liable for paying their 
own income tax, if the employer does not report 
properly for that jurisdiction and the employee 
does not pay the taxes, the employer often 
becomes liable for both the outstanding cor-
porate tax and the employee’s personal income 
tax because the tax authorities will look to the 
employer for the taxes. (There is more to this, 
but that’s the gist.)
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3. Accidentally Incurring Double Taxation
Double taxation means an employee pays income 
taxes twice on the same income. While many 
jurisdictions have treaties or credits in place to 
avoid or minimize double taxation, the exceptions 
should be seriously considered before an employee 
works remotely. 

For example, New York is one of five states to 
currently follow the convenience of the employer 
doctrine. The convenience of the employer doc-
trine means that regardless of where the employee 
is working, they will be taxed by New York as 
though services were rendered in New York. If that 
employee is working in California, where employees 
are taxed on wages starting day one, the employee 
will be taxed on their income in both New York and 
California. As you can imagine, this can be quite 
costly and frustrating, especially to the employer or 
employee that did not realize double taxation exists.

Designing a Remote Work Program
The above gives you a flavor for the complexity of 
remote work compliance, though it is certainly not 
an exhaustive list. While this may seem daunting, 
it is not at all insurmountable. Remote work with-
out a plan is risky, but remote work with a plan 

is very possible. In fact, thanks to organizations’ 
mobility programs, the wheels required to put a 
compliant remote work program in place likely 
already exist; they just need to be put in motion 
and exercised in a new way. 

The other good news is that as remote work 
has evolved, strategies and technologies have been 
developed to meet organizational needs. Technology 
houses compliance logic that can assess and approve 
remote work for employees as it is requested, thus 
handling high volumes in a consistent manner. 

Organizations designing a remote work 
program should therefore build a roadmap that 
includes stakeholders to involve, decisions to make, 
technology to implement, etc. Being methodical 
with the cadence of steps and decision-making 
helps to make sure stakeholders are taken along 
for the journey and that the goals at hand can 
be accomplished. 

Organizations can consider the following 
actions when designing their remote work pro-
gram and building their roadmap.

1. Engage the right stakeholders.
Like other mobility move types or travel patterns, 
remote work requires the interplay of several 
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stakeholder groups: HR, immigration, mobility 
tax, corporate tax, legal and employment law, 
payroll, business partners, etc. Engage these stake-
holders early in planning to make sure both talent 
and compliance perspectives are captured and 
reconciled, and that they reflect the organization’s 
remote work philosophy.

In addition, decide early on who will own the 
remote work program and who will participate in 
its governance. For example, mobility might act as 
the center of excellence, engaging the appropriate 
stakeholders, documenting the policy, imple-
menting technologies, etc., while managers are 
responsible for approving remote work requests 
at a team level, and other stakeholders set the 
protocols for compliance and governance at an 
organizational level.

2. Assess risk and identify guardrails. 
Organizations can limit risk exposure by putting 
parameters around what is and is not permis-
sible in their remote work program. This gen-
erally includes immigration requirements (e.g., 
the employee must have the legal right to work 
in the remote work location), workday thresh-
olds (e.g., an employee cannot work more than 

a number of specified days remotely within a 
12-month period), and other eligibility criteria 
(e.g., the employee must be a full-time employee 
and receive approval from their manager to 
work remotely; the destination location must 
have a registered entity; the employee cannot 
work from a company office, sign contracts, 
or meet with customers, among other restric-
tions and requirements per the organization’s 
compliance requirements). 

3. Document your remote work 
parameters in a policy. 
Per the above, remote work policies largely 
focus on eligibility to participate in the program 
and guardrails to maintain compliance. Policies 
are created through stakeholder collaboration. 
Stakeholders agree on the potential risk they’re 
willing to undertake, the policy puts this into 
practice, and technology brings the policy to life 
by assessing case eligibility and risk based on the 
policy’s parameters. 

4. Track and manage your population. 
Remote work is an excellent use case for how 
employees engage with mobility via technology. 
Technology can help track and manage in what 
locations employees are located and for how long, 
can manage requests for remote work or new 
location, can help make decisions to understand 
the level of risk of the request, and provide analyt-
ics regarding the program to keep it evolving.

Technology also enables an organization 
to deliver program outcomes to stakeholders, 
enhancing reporting and visibility for the organi-
zation’s evolving goals. 

While each organization may have their own 
strategy for designing a remote work program 
for the long term, it can be possible to balance 
employee experience with compliance; simplicity 
with complex logic; human touch with technol-
ogy—all with the right amount of proactiveness, 
leadership, and planning.  

Amanda Paris is a senior manager in the Global 
Employer Services practice Deloitte Tax LLP. Lorraine 
Cohen is a partner in the Global Employment 
Services practice for Deloitte Tax LLP.

The wheels 
required to put a 
compliant remote 
work program in 

place likely already 
exist; they just need 
to be put in motion 
and exercised in a 

new way. 
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Real Estate Roundup

Adjustments in 
the 2023 Real 
Estate Market: 
The Good, the 
Bad, and the 
Not-So Ugly
From the first consultation with a transferring 
employee to the RMC and employer, we must 
deliver accurate and reliable information that 
tells the true story of today’s market.

BY MORENA COHAN, CRP, GMS, VISTA SOTHEBY’S 

INTERNATIONAL REALTY
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2023 real estate is shaping up to be the 
most “normal” market we’ve seen in several 
years. However, it feels strange and challenging 
because it’s been so long since we’ve experienced 
real balance.

Agents who entered the workforce in the last 
12 years or so haven’t dealt with declining values 
or extended days on market. Likewise, employers 
haven’t had to provide “loss-on-sale” programs to 
entice employees to relocate.

Emerging from the unprecedented frenzy of 
the pandemic (multiple offers, sales way over list 
price, limited days on market), we are faced with 
higher interest rates and a continuing shortage 
of available homes—both for sale and lease. As 
relocation professionals, we are dedicated to pro-
viding the highest level of service in the shortest 
period of time, regardless of market conditions. 

It’s time to set realistic expectations across 
the board. From the first consultation with a 
transferring employee (whether buying, selling, 
or renting) to the RMC and employer, we must 
deliver accurate and reliable information that 
tells the true story of today’s market. Add to the 
challenge the necessity to create a reset in the 
thought process of buyers and sellers who can’t 
rely on the most recent data to tell the true story 
of today’s market condition.

Sellers will need to understand that it now takes 
longer to sell and buyers have quickly become 
more selective about location, condition, and pric-
ing. Many markets are experiencing sales prices 
below list, with sellers on the hook for repairs 
or credits at closing, especially in the absence of 
multiple offers bidding up the price and curtail-
ing repair requests. Extended days on market is 
prompting some sellers to lower their price, but 
only after they have been exposed for a lengthy 
period, and this can cause a stigma. Setting the 
appropriate initial price is critical in the process. 
These new approaches must be discussed in the 
first stages of preparing for a relocation.

Buyers will quickly realize that there is still 
limited inventory. Inflated interest rates have 
negatively impacted their ability to qualify for a 
mortgage; however, this is partially offset by the 
fact that they won’t be competing in a multiple 
offer scenario. Agents must explore creative 
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REAL ESTATE ROUNDUP

financing, rent versus buy during initial move 
period, longer temp housing, possible extension 
of benefits, broader geographic areas, and modifi-
cations to selection criteria in order to cope.

Employers must entice transferees and new 
hires with enhanced benefits—longer temp 
housing/storage, possible extension of benefits, 
home-sale incentives, loss-on-sale for those mov-
ing again after buying in early COVID-19, plus 
challenges of commute, climate change, and pol-
itics that curtail some moves. Employers should 
offer a true rental-assistance program that will 
help to limit scams, shorten time, and provide an 
overview of the new area.

Agents must be able to counsel clients on 
today’s market condition, knowing the new rates 
and how to translate what that means to the 
buyer. They must understand the rental options 
and guide transferees to the best solutions for 
now and later. Buyers are now looking for work-
at-home space and home life amenities.

With a tight rental market, especially for 
short-term leases, agents must be savvy to all the 
available possibilities. As a cushion to transferees 
who are leery about a purchase in an unknown 
area, short-term leases, if available, would be a 
perfect solution. However, they are less common, 
and a 12-month lease runs the full course of an 
employee’s benefit term. Lease-break assistance 
may be needed if a suitable home is identified 
within the first 12 months.

Everyone needs a job and a place to live. Now 
more than ever, people are reevaluating the work/
lifestyle and community choice that impacts 
day-to-day living and the future. Technology 
has changed how we work—Zoom meetings, 

electronic information, and social media influ-
ence our choices.

The Good: Interest rates (which started to 
come down in November 2022) are predicted to 
settle under 6% through 2023. More inventory is 
expected—at more reasonable price points—and 
buyers will have less competition. We will not see 
a tsunami of foreclosures, as homeowners have 
unprecedented equity in existing homes. Employers 
are bringing the workforce back to the office.

The Bad: Misinformation and fear mongers 
continue to dominate the headlines. Social, 
economic, and political issues will continue to 
influence real estate sales. Pandemic interest rates 
will not return.

The Not-So Ugly: In a comparison of data from 
the last housing cycle to the current housing cycle, 
NAR (The Year Ahead – Real Estate Forecast 
Summit) cites numerous factors that indicate no 
housing price crash including: an increase in W-2 
employment of 23 million jobs, virtually no sub-
prime loans, minimal mortgage delinquency (3.6% 
versus 10.1%), almost no foreclosure activity (0.6% 
versus 4.6%), and a reduction in inventory to less 
than one-third the previous cycle.

These factors will contribute to homes holding 
value as the year progresses, with buyers having 
less to choose from.

There are so many new elements to consider. 
How do we continue to provide the best service 
and survive as our volume of business dwindles? 

We need smaller, highly trained relocation 
teams—the ultimate collection of specialized, 
core-group agents who will fine-tune their skills 
to meet these demands. Agent training must go 
further than the typical Relocation 101, includ-
ing updated corporate benefits policies, intimate 
knowledge of the local market, new financing 
options, enhanced marketing programs, and 
willingness to assist each other with information, 
coverage, and support. A return to a “destination 
services” mode of counseling would provide cus-
tomized, intimate solutions and process strategies 
for buyers and renters as they embark on one of 
life’s most exciting, challenging, and rewarding 
adventures. With the right team in place to guide 
this process, the end result can be as successful as 
it’s ever been. 

With a tight rental 
market, especially 

for short-term leases, 
agents must be savvy 

to all the available 
possibilities.
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Destination Profiles

Copenhagen, 
Denmark
BY BETHANY LARRAÑAGA

While maintaining its classic charm, historic Copenhagen 
is anything but a relic of the past. The capital city of Denmark 
has witnessed fierce sieges, royal living, and cultural reformations 
but has steadily embraced the future and all its technologies. 
Residents of Copenhagen enjoy the best digital quality of life in 
the world in a city committed to rapid development. 

With so much to offer, the demographic makeup of 
Copenhagen is unsurprisingly cosmopolitan—over 25% of the 
city’s population has a foreign background, and it’s easy to see 
why an increasing number of expats call this place home.

Spotlight
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Snapshots 

Toronto

Sydney
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DESTINATION PROFILES  •   COPENHAGEN

Doing Business in Copenhagen
Copenhagen serves as Denmark’s major economic 
and financial sector, as well as Scandinavia’s logistics 
capital. Denmark’s technology and software sector 
stands out in particular—the country is a global leader 
in e-government development, digitized economy, 
and environment-related technologies (cleantech). 
Food products and technology, finance, and trans-
port and logistics are just a few of the city’s other 
major markets.

With regard to business culture, Danes value 
teamwork and problem-solving. Professionals should 
approach business gatherings well-researched and 

ready to chime in. Meetings are often in the form of 
long discussions, and staff of all levels will be expected 
to contribute to the conversation.

When it comes to Copenhagen business attire, 
subtlety is key. Dress smartly, in dark or neutral colors 
for winter and pastels in warmer weather. Accessories 
should be simple and classic. With the long winter 
season, investing in a high-quality, stylish coat is 
recommended. Business introductions may happen in 
the fresh air or over a meal, so form and function are 
equally important.
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Family and Living
Though known to have a higher cost of living, Copenhagen 
is recognized as one of the world’s most livable cities, and 
its advanced city planning provides enrichment for all 
ages with numerous parks, museums, and events. Though 
more spacious housing within the city center can be scarce, 
family-sized homes are found more readily in the greater 
Copenhagen area. After settling in, be sure to register 
your place of residency with the Citizen Service Center 
(Borgerservice).

Denmark is known for its accessible childcare and 
education, with public daycare accepting infants as young 
as 9 months and beginning primary school enrollment at 
age 6. Tuition-free primary school, or folkeskole, is provided 
for students until the age of 16. Families of older students 
may choose from secondary schools focusing on academics, 
trades, or distinct areas of study. In addition to public educa-
tion, paid private and international schools are also available 
at all learning levels.

According to the Organisation for Economic 
Co-operation and Development (OECD), Denmark ranks 
only second globally for good work-life balance. New resi-
dents will quickly learn to embrace the concept of hygge—
the Danish practice of seeking and enjoying wellness, 
comfort, and contentment. 

Prepare to leave those car keys at home and buy a good 
bike helmet. Roughly 49% of all commuting in Copenhagen 
is by bicycle. Recognized as one of the most bike-friendly 
cities in the world, sprawling bike paths make accessing 
even the farthest reaches of the city possible. If biking isn’t 
your speed, Copenhagen’s public transit system runs at all 
hours, seven days a week.

Immigration 
and Permits
Compared to most countries, Denmark has a relatively 
straightforward work visa application process. While there 
are numerous requirements, Danish visa procedures are 
detailed and well-documented, so applicants will know 
exactly what is expected of them. 

Nordic citizens (i.e., nationals of Finland, Iceland, 
Norway, or Sweden) do not need work or residence 
permits to enter or stay in the country. Family members 
may also join them, as long as they are also residents 
of a Nordic country. Citizens of the EU and EEA do 
not require visas to live, work, or study in Denmark but 
must abide by immigration rules to take up employment 
or residence.

Other foreign nationals will need to obtain a visa to 
apply for work or residence in the country. Professionals 
relocating for a job offer will have smooth sailing, while 
application waitlists are longer for those hoping to find 
work after relocation. Fast-track scheme visas are avail-
able for employees with contract offers from a certified 
company in Denmark, which allow employers to handle 
the visa application process on behalf of the employee. 
Self-employed professionals are required to apply for a visa 
through their country of residence’s diplomatic mission.
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Unexpected 
Copenhagen
Dating back to the 11th century, 
Copenhagen is a royal city with a rich 
architectural history and is known as the 
“City of Spires” for its horizontal skyline—
pierced only by the towers of churches and 
castles. Copenhagen has been named the 
2023 UNESCO-UIA – World Capital of 
Architecture and is home to giants of the 
global architectural scene, including Bjarke 
Ingels Group (BIG), Henning Larsen 
Architects, and many others.

While taking in the beautiful cityscape, 
you’ll want to dive into Copenhagen’s inno-
vative food scene. The greater Copenhagen 
area boasts 15 Michelin starred restaurants 
and is home to internationally recognized 
New Nordic cuisine. You’ll find delicious 
food isn’t confined to the fine dining 
scene—Danish food experiences for every 
foodie, occasion, and price point can be 
found throughout the city.

DESTINATION PROFILES  •   COPENHAGEN
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Sydney, Australia
Sunny Sydney, Australia, continuously ranks among the 
most livable cities in the world, with beautiful beaches, lush 
forests, and an energetic arts scene. Business environments 
reflect the welcoming atmosphere—“Sydneysiders” value 
teamwork and don’t shy away from regular after-work 
happy hours.

Known as Australia’s financial center, Sydney is home to 
some of the largest businesses in the world. Work oppor-
tunities abound for expats seeking employment in the 
health care industry or financial and insurance services. 
Professionals with a specific field in mind may want to 
consider using one of the hundreds of recruitment agencies 
across the city.

Expats can expect to find a variety of living accommo-
dations, including high-rise city flats close to the Central 
Business District and larger family homes in the suburbs. 
Public transport is a breeze using an Opal card, which 
grants commuters easy access to buses, trains, ferries, and 
light rail. The city is widely accessible through public trans-
portation and walking paths, which many commuters opt 
for in lieu of the often overcrowded roadways.

Work visas can be obtained through an employer or by 
establishing a new business. Granted by the Australian 

Government Department of Home Affairs, visas are 
generally processed within 30 days and cost anywhere from 
AU$325-7,855, or US$220-5,310.

Toronto, Canada
Ranked among the top 10 most livable cities in the world 
of 2022, vibrant entertainment and culture scenes, inter-
national cuisine, and world leading businesses make up 
multicultural Toronto. Canada’s largest city is equally 
invested in residential quality of life and stimulating 
business development. 

Home to the second-largest financial center in North 
America, Toronto is a growing city with a competitive edge. 
Top sectors of the greater urban area include start-up devel-
opment, technology, finance, entertainment, and research. 
As Canada’s largest startup ecosystem, the city is one of the 
top destinations for professionals within the finance and 
technology markets.

Toronto welcomes tens of thousands of newcomers each 
year and has been ranked as one of the best cities in the 
world for expats. A multitude of co-working spaces can be 
found across the city with a wide range of amenities and 
price points, and commuting is made easy through a highly 
efficient public transport system. 

An ideal place to raise a family, Toronto offers high-qual-
ity public, private, and international schools. Abundant 
green spaces, enriching museums, and thrilling theme parks 
in and around the city make the perfect setting for family 
outings. Families with resident permits can also rest easy 
by taking advantage of Canada’s public health insurance 
and access a network of advanced health care specialists 
and facilities. 
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mhughes@arpinintl.com

+1 718 427 0438

BY KAREN BANNON, DIRECTOR OF GLOBAL MARKETING AND ESG &

JELENA STOJANOVIC, MARKETING COORDINATOR

www.arpinintl.com

Experience the power inside

Arpin Group, Inc.

99 James P. Murphy Hwy. 

West Warwick, RI 02893

MoveCENTRAL    simplifies the
relocation process from task lists to
tracking by automating many
moving-related activities in one
easy-to-use app. In today’s
technology-driven world,
MoveCENTRAL    provides users
with the tools to personalize their
moving experience. And thanks to
MoveCENTRAL   , customers feel in
control of their move, which can
enhance assignment satisfaction by
reducing stress and maximizing
productivity. 

SM

SM

SM

So, what’s our “secret sauce?” By
connecting our MoveCENTRAL   
 app with Arpin’s award-winning,
proprietary workflow management
system, STAR®, we offer users
access to a globally networked
system covering all aspects of
employee move management. As a
result, MoveCENTRAL    offers
secure, online access to all moving-
related information, on-demand,
24/7, in a zero-footprint
environment.

Get started today by contacting
Michael Hughes, VP of Global
Business Development.

SM

SM

MoveCENTRAL   makes international relocation easier by keeping 
customers informed and on-track throughout the moving process.

Advertorial
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obility 
atters

1
In northern India, 

the Hindu celebration 
of Holi is held during 
the last full moon of 
the lunar month of 

Phalguna and serves to 
honor good’s triumph 
over evil. The vibrant 
event is known as the 
festival of colors due 
to the neon powders 
(gulal) showered on 
revelers. Traditional 

music and sweet 
foods accompany this 

ancient tradition. 
Source:  

nationalgeographic.com

3
Even before the 
spring equinox, 

Bulgarians begin 
celebrating the 

anticipated arrival of 
springtime. Red and 

white twined bracelets 
called “martenitsi” 
are exchanged on 
1 March and worn 

until the first signs of 
spring begin to ap-

pear around the equi-
nox. The bracelets 
are tied to budding 

fruit trees, decorating 
blooming braches in 
green spaces across 

the country. 
Source: rd.com 

3

5
In early April, China 
celebrates the Qing-

ming festival, a time to 
take in the beauty of 
nature, fly lantern-lit 

kites, and, most 
notably, tend to the 

tombs of loved ones. 
Commonly known as 
“tomb sweeping day,” 
the most important 
custom of this cele-

bration involves paying 
respect to the dead 
by cleaning tombs 

and burning offerings 
of food, wine, and 

paper money. 
Source:  

travelchinaguide.com

5

2
Water splashes across 
the streets during the 

Buddhist New Year 
celebration of Songkran 
in Thailand. Occurring 
just after the spring 
equinox, celebrants 

welcome the new year 
by bathing Buddha 

images with water, then 
taking to the streets 

to merrily splash each 
other. Parents wet their 

children’s heads as a 
blessing, and people of 
all ages throw water at 
friends to bring them 

good fortune. 
Source: britannica.com

2

4

4
Dressed in white 

and red, with arms 
raised to the sky, 

visitors outside the 
ancient temples 
of Teotihuacan, 

Mexico, greet the 
spring equinox by 

welcoming the sun. 
Thousands of people 

gather around the 
pyramids of the Sun 
and Moon to receive 
blessings for the year 
and watch traditional 
dances and rituals of 

purification on the 
temple grounds. 

Source: metmexico.com 

Interesting, challenging, and surprising 
stats and finds around the globe
BY BETHANY LARRAÑAGA

With the end of winter comes warm weather and bright 
festivities. Learn how the return of spring is welcomed and 
celebrated around the world.
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where mobility meets agility

The name's the same, and so is the service we provide. 

It’s simply our brand that had some catching up to do!

cartussolutions@cartus.com  |  © 2023 Cartus Corporation

Visit the ALL NEW cartus.com



BAL.com

Scan to see how BAL can make your  
business immigration program exceptional.
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