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Certificate in Global Mobility And Expatriate Management

Global Mobility Fundamentals

Global Mobility Fundamentals is a crucial aspect of managing international assignments and expatriate
employees effectively. In the Certificate in Global Mobility and Expatriate Management course, learners will
dive deep into the key terms and vocabulary essential for understanding and mastering this field.

1. **Global Mobility:** Global Mobility refers to the movement of employees across borders for work-
related purposes. This can include short-term assignments, long-term assignments, permanent transfers,
and business trips.

2. **Expatriate:** An expatriate is an individual who lives and works in a country other than their home
country. Expatriates are often sent on international assignments by their employers.

3. **Immigration:** Immigration involves the process of individuals moving into a new country for the
purpose of taking up residence. It includes obtaining the necessary visas, work permits, and other legal
documentation.

4. **Emigration:** Emigration is the act of leaving one's own country to reside in another. It involves the
process of obtaining the necessary documentation to exit the country legally.

5. **Visa:** A visa is an official document issued by a country's government that allows an individual to
enter, stay, or leave that country for a specified period. There are different types of visas, such as work visas,
business visas, and tourist visas.

6. **Work Permit:** A work permit is a document that allows a foreign national to work legally in a specific
country for a designated period. It is usually tied to a specific job or employer.

7. **Assignment Letter:** An assignment letter is a formal document provided to an employee who is being
sent on an international assignment. It outlines the terms and conditions of the assignment, including
duration, compensation, and responsibilities.

8. **Tax Equalization:** Tax equalization is a process used by employers to ensure that employees on
international assignments do not pay more or less tax than they would have paid if they had stayed in their
home country. This is done by calculating the hypothetical tax that the employee would have paid in their
home country and then equalizing the actual tax paid.

9. **Cost of Living Allowance (COLA):** A cost of living allowance is a monetary benefit provided to
expatriate employees to compensate for differences in the cost of living between their home country and
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the host country. It helps ensure that employees can maintain their standard of living while on assignment.

10. **Home Leave:** Home leave is a period of time granted to expatriate employees to return to their
home country for a visit. It is typically provided once or twice a year and is intended to help employees stay
connected with their families and culture.

11. **Repatriation:** Repatriation is the process of bringing an expatriate employee back to their home
country after the completion of an international assignment. It involves reintegrating the employee into the
home office and ensuring a smooth transition.

12. **Cross-Cultural Training:** Cross-cultural training is a program designed to help expatriate employees
adapt to the cultural differences they will encounter in their host country. It covers topics such as
communication styles, business etiquette, and social norms.

13. **Global Talent Management:** Global talent management is the process of attracting, developing, and
retaining employees with the skills and competencies needed to succeed in a globalized business
environment. It involves identifying high-potential employees and providing them with opportunities for
growth and development.

14. **Dual-Career Couples:** Dual-career couples are couples where both partners have careers and are
pursuing professional opportunities. Managing dual-career couples on international assignments can
present challenges, as both partners may need to find suitable employment in the host country.

15. **Compliance:** Compliance refers to adhering to the laws, regulations, and policies of both the home
and host countries when managing international assignments. It is essential to ensure that the company
and employees are operating within legal boundaries.

16. **Global Mobility Policy:** A global mobility policy is a set of guidelines and procedures established by
an organization to govern the management of international assignments. It outlines the company's
approach to compensation, benefits, relocation, and other aspects of global mobility.

17. **Assignment Failure:** Assignment failure occurs when an international assignment does not meet its
objectives or is terminated prematurely. This can be due to various factors, such as cultural differences,
family issues, or job dissatisfaction.

18. **Host Country:** The host country is the country where an expatriate employee is sent to work on an
international assignment. It is essential for expatriates to familiarize themselves with the host country's
culture, language, and business practices.

19. **Home Country:** The home country is the country where an expatriate employee is originally from. It
is important for expatriates to maintain ties with their home country while on assignment to facilitate a
smooth repatriation process.
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20. **Mobility Vendor:** A mobility vendor is a third-party service provider that offers relocation and global
mobility services to organizations. These services can include visa and immigration support, household
goods shipping, and cultural training.

21. **Assignment Benefits:** Assignment benefits are the perks and allowances provided to expatriate
employees during their international assignment. These benefits can include housing allowances, language
training, relocation assistance, and tax equalization.

22. **Global Assignment Manager:** A global assignment manager is a professional responsible for
overseeing and managing international assignments within an organization. They coordinate all aspects of
the assignment, from visa processing to repatriation.

23. **Global Mobility Team:** A global mobility team is a group of professionals within an organization
responsible for managing international assignments and expatriate employees. The team may include HR
specialists, tax advisors, immigration experts, and relocation coordinators.

24. **Host Country Nationals (HCNs):** Host country nationals are individuals who are citizens of the host
country where an international assignment takes place. Employing HCNs can help organizations navigate
local laws and customs more effectively.

25. **Home-Based Compensation:** Home-based compensation is a method of paying expatriate
employees based on the salary and benefits they would receive if they were working in their home country.
This approach helps maintain equity and consistency across the organization.

26. **Foreign Service Premium:** A foreign service premium is an additional payment provided to expatriate
employees to compensate for the challenges and hardships of living and working in a foreign country. It is
intended to incentivize employees to take on international assignments.

27. **Global Workforce:** A global workforce consists of employees from different countries who work
together in a multinational organization. Managing a global workforce requires understanding and
accommodating diverse cultural backgrounds and work styles.

28. **Inpatriation:** Inpatriation is the process of bringing foreign employees to work in the home country
of the organization. It is a way to transfer knowledge and skills from international offices to headquarters.

29. **International Assignment Policy:** An international assignment policy is a document that outlines the
terms and conditions of international assignments within an organization. It covers aspects such as
compensation, benefits, relocation support, and repatriation.

30. **Mobility Taxation:** Mobility taxation refers to the complex tax implications of international
assignments. It involves understanding tax laws in multiple countries, calculating tax liabilities, and ensuring
compliance with reporting requirements.
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31. **Pre-Assignment Training:** Pre-assignment training is a program designed to prepare expatriate
employees for their international assignment. It can cover topics such as cultural awareness, language skills,
and job responsibilities.

32. **Social Security:** Social security refers to the system of government programs that provide financial
assistance to individuals in need. Expatriate employees may need to navigate social security arrangements
in both their home and host countries.

33. **Third-Country Nationals (TCNs):** Third-country nationals are individuals who are citizens of a country
other than the home or host country where an international assignment takes place. Hiring TCNs can
provide organizations with a diverse talent pool and global perspective.

34. **Virtual Assignments:** Virtual assignments are international assignments where the employee remains
in their home country but works remotely for a foreign office. This can help organizations leverage global
talent without the need for physical relocation.

35. **Assignment Cost:** Assignment cost refers to the total expenses associated with an international
assignment, including salary, benefits, relocation, housing, and tax equalization. Managing assignment costs
effectively is crucial for ensuring a return on investment.

36. **Cultural Intelligence:** Cultural intelligence is the ability to understand and navigate cultural
differences effectively. Expatriate employees with high cultural intelligence can adapt quickly to new
environments and build strong relationships with colleagues and clients.

37. **Global Mobility Trends:** Global mobility trends refer to the evolving practices and strategies in
managing international assignments. These trends may include increased use of technology, greater focus
on diversity and inclusion, and the rise of short-term assignments.

38. **International Compensation:** International compensation is the package of salary, benefits, and
allowances provided to expatriate employees during their international assignment. It is designed to ensure
that employees are fairly compensated for their work and living expenses.

39. **Mobility Management Software:** Mobility management software is a digital tool used to streamline
and automate various aspects of global mobility management. It can help track assignments, manage
compliance, and provide real-time data and analytics.

40. **Onboarding:** Onboarding is the process of integrating new employees into the organization and
familiarizing them with the company culture, policies, and procedures. Effective onboarding is essential for
expatriate employees to succeed in their international assignments.

41. **Risk Management:** Risk management involves identifying, assessing, and mitigating potential risks
associated with international assignments. These risks can include political instability, security threats, health
emergencies, and natural disasters.
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42. **Short-Term Assignment:** A short-term assignment is an international assignment that typically lasts
between three to 12 months. It is often used for specific projects, training, or temporary staffing needs.

43. **Succession Planning:** Succession planning is the process of identifying and developing future leaders
within an organization. It is crucial for ensuring continuity and stability, especially in global organizations
with diverse talent pools.

44. **Tax Gross-Up:** Tax gross-up is a method used by employers to cover the additional taxes incurred by
employees on international assignments. It involves increasing the employee's salary to offset the tax
liability.

45. **Work-Life Balance:** Work-life balance refers to the equilibrium between work responsibilities and
personal life. Maintaining work-life balance is essential for expatriate employees to avoid burnout and
sustain their well-being during international assignments.

46. **Global Compliance:** Global compliance involves ensuring that an organization's policies and
practices comply with the laws and regulations of all countries where it operates. This includes employment
laws, tax regulations, data privacy laws, and international trade agreements.

47. **Global Talent Mobility:** Global talent mobility is the strategic management of talent across borders to
meet the needs of a global organization. It involves identifying, developing, and deploying talent where it is
most needed to drive business success.

48. **International HR:** International HR is the branch of human resources that focuses on managing
employees across borders. It involves understanding and addressing the unique challenges of global
mobility, cultural diversity, and international labor laws.

49. **Mobility Policy Benchmarking:** Mobility policy benchmarking involves comparing an organization's
global mobility policies and practices against industry standards and best practices. This helps identify areas
for improvement and ensure competitiveness in talent management.

50. **Remote Work:** Remote work is a flexible work arrangement where employees can work from
locations outside the traditional office setting. Remote work can be a valuable option for expatriate
employees who wish to maintain connections with their home country while on assignment.

In conclusion, mastering the key terms and vocabulary of Global Mobility Fundamentals is essential for
professionals in the field of global mobility and expatriate management. By understanding these concepts
and applying them effectively, organizations can optimize the success of international assignments, support
the well-being of expatriate employees, and drive business growth in a globalized world.
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