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How to deliver value for the business?

Added Value

The smiling curve of the mobility function

Global talent brokering
Analytics/KPI

Compliance

Resilience/generating
long-term value
Employee experience

Package calculation

Relocation administration
Tasks
What type of tasks take up the majority of your time?

Zooming in on possible approaches in Africa
•

An Africa multinational company is setting up a data
analytics hub in Ghana and is looking for a diverse team to
join in.

•

They want to ensure that they are able to attract talent
across the continent and have made the positions available
on their internal labour market portal – anyone with the
right skills can apply

•

Local plus
$54K

Their internal add is very appealing:
Are you passionate about experiencing different cultures and be part of
something new?
Then you are the right person to join our new analytics team in Ghana
that is going to help our business achieve new heights!!
What we offer:
• A dynamic and diverse team
• An agile environment
• Opportunities to develop and grow
• A fair and equitable package

•

$64K

Regional hub - Ghana
Data analytics team

3 applicants got selected and the talent management lead
asked the mobility lead to prepare the packages, in line with
the company mobility policy

Source: Mercer Comptryx, Mercer Total Remuneration Surveys

$26K
$132K

$107K
$162K

$48K

Zooming in on possible approaches in Africa

• With skills being the new currency, are our common
paradigms in terms of defining pay adequate for the
future of work?
• Should we not explore alternative types of assignments
and be more flexible?

• What is our employee value proposition for these
employees? How are we going to meet the promise of
development and growth?
Should mobility only be involved at the end of this
process?

$10K
$162K
$20K
$2K
$8K
$24K

A sense of direction
Evolution of the mobility function

1990

2000

2010

Expatriate
management

Policy
approach

Conventional
wisdom

Mobility
approach

Long term assignments
predominantly from HQ

“Expatriates are costly but
necessary. They will eventually be
replaced with local talent”

Part of the HR team managing
transactional relocation
processes

2020+

Distributed global
workforce

Multiple duration based policies
with multiple home and host
locations

“We need alternative to the
traditional long term assignment.
We need more short-term
assignments and localize more
assignees”

Dedicated global Mobility teams

Policies segmented according to
business purpose and ROI

Integrating all forms of talent
mobility including remote
working/ moving jobs to people

“How to become more strategic?
We need a more segmented
approach and re-allocate budget
to business critical moves”

“How to retain some of the agility
born out of the crisis? We need a
more resilient and agile model”

Mobility teams coordinating their
actions with talent management
and other parts of HR

Agile cross-functional teams,
talent mobility expertise

www.slido.com
#Code: AfricaMobility

Q: What should mobility professionals be
focusing on in the near future?
Responses:
Employee well-being, employee
experience, risk management, virtual
mobility, remote working, simplified
package calculations, virtual type of work.

What are the new realities?
Organizations increasingly have to manage a distributed global workforce on an on-going basis, a
workforce that is dispersed geographically, could be working from home, an office, a co-working space,
and will have different contractual statuses

Traditional
Expatriates vs locals (assignments and transfers)

New reality
A mix of assignees, locally hired foreigners, third country/virtual
assignees and locals with international responsibilities, working
together

Managing individual moves

Managing an international talent network through talent brokering

Rigid policies, large volumes of exceptions

Flexible policies, enhanced personalization

Operational focus, manual or excel based tracking

Agile processes, digitization and focus on Employee Experience

Mobility teams collaborating with career management,
benefits teams, risk, compliance, and other HR teams

Multidisciplinary teams, data savvy, flash teams managing specific
employees and projects

Pandemic accelerated changes in mobility

New skills are required to
meet business demand
Flexibility | Adaptability |
Resilience

Skill set

65%

Operating model

Move customized system to
standard HR system

Mobility technology

Analytic driven
Affinity to technology
Stronger focus on total rewards

Closer connection to HR & business
Efficiency based operating models
Serving broad scope of workforce

Data, analytics, automation
Employee feedback and insights
Employee self-service
Customer experience

Source: Benchmarking HR Digital Report 2019

Crisis management
Consultative engagement with
business
Collaboration with tax and legal
(virtual assignments)
Compliance (immigration)
Mental health knowledge

Technology savvy
Source: Mercer Global Mobility
Digital Focus Group 2020

Why do we need to race to reskill?

The world is facing a reskilling
emergency.
More than 1 billion jobs,
almost one-third of all jobs
worldwide, are likely to be
transformed by technology in
the next decade.
The Future of Jobs Report 2020,
World Economic Forum

A new world and social order demands a new set of skills
What are the big bets for the future

41%

38%

38%

37%

36%

Transforming talent
practices

Improving how we
leverage the broader
talent ecosystem

Restructuring HR to
align more with the
business

Developing an
integrated people
strategy

Lorem sum dolor sit
Investing in future
learning and workforce
reskilling
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Investment consideration
Re-skilling the Mobility function

What does it take to get there?

1.

Develop new competencies like metrics and analytics,
storytelling, design thinking

2.

Foster a consultative mindset focused on internal consulting
and talent brokering

3.

Focus on delivering emphatic solutions that improve
employee experience and well-being

4.

Foster agile cross-functional teams to support the operating
model of the mobility function

5.

Use technology and analytics to drive more meaningful
outcomes for the function
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Should we not explore alternative
types of assignments and be
more flexible?

With skills being the new
currency, are our common
paradigms in terms of defining
pay adequate for the future of
work?

What is our employee value proposition
for these employees? How are we going
to meet the promise of development and
growth?

Should mobility only be
involved at the end?
16
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The economic recovery is impacting talent mobility
Fragmenting EU
politics and
nationalism

US slow
response,
biggest
outbreak

Overcapacity risk

Oil price
slump and
conflict
multiplier

Unprecedented joint
debt issuance
Smaller
stimulus in
Asia

Fragile
macro
shattered
Africa has the
weakest recovery

Asia dealing with
pandemic well
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Zimbabwe*

Zambia

Uganda

Tanzania

South Africa

Senegal

Rwanda

Nigeria
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Real GDP
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Angola

2021 Africa economic overview
Inflation
136%
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Source: Economist Intelligence Unit 2020
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How challenging has it been for you to keep up
with changes and movements in cost and
exchange rates?
• Not challenging
• Somehow challenging
• Very challenging

Cost of Living

Price movement – Cost of Living
6 months movement

Housing rent movement
Year on year change
Luanda
Angola

37.25%

Yaoundé
Cameroon

Douala
Cameroon

Abuja
Nigeria

Kampala
Uganda

JHB
South Africa

-1%

-3%
-4%

-6%
13.50%

11.50%
8.75%

7.75%
-10%
-11%

Khartoum
Sudan

Lusaka
Zambia

Luanda
Angola

Kinshasa
DRC

Harare
Zimbabwe
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Africa overview
Exchange Rates - Africa YTD Performance vs USD
Angola

Botswana
Burundi

Cape Verde
Côte d'Ivoire
Dem. Rep. of the Congo
Ethiopia
Gabon
Ghana
Guinea
Kenya
Lesotho
Liberia
Madagascar
Malawi
Mauritius
Mozambique
Namibia
Nigeria
Rwanda
Sierra Leone
South Africa

128%
700%

South Sudan*
Sudan*
Swaziland
Tanzania

-15%
Source: Reuters, Oanda

-10%

-5%

0%

5%

10%

15%

20%

25%

30%

35%

*South Sudan = 128% and Sudan = 700%
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Foreign exchange impact year to date
Exchange rate variations of African currencies against USD

Country

Currency

Jan-21

Oct-21

% Change of USD

Zambia

ZMW

21.09

16.34

-22.50%

Mozambique

MZN

74.60

63.79

-14.49%

Angola

AOA

655.42

618.73

-5.60%

Uganda

UGX

3 664.60

3 530.67

-3.65%

Lesotho

LSL

14.88

14.56

-2.11%

Mauritius

MUR

39.60

42.56

7.48%

Nigeria

NGN

381.54

411.47

7.84%

Ethiopia

ETB

38.59

46.02

19.25%

South Sudan

SSP

177.12

404.01

128.10%

Sudan

SDG

55.25

442.08

700.06%
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Quality of
Living

Quality of Living: Africa

Khartoum,
Sudan
Omar al-Bashir’s
dictatorships ended in
2019, but changes in
human rights and
personal freedoms
have been already
noticed. Limitations on
personal freedom
score as well as Media
and Censorship score
have gone up this
year.

Bangui, Central
Africa Republic

Maputo,
Mozambique

Lusaka, Zambia

Region has been hit
by the worst flooding
in two decades.
Record of natural
disasters score
dropped.

Due to increased
terror activity in
northern Mozambique,
internal stability
score was lowered.

Due to frequent
interruptions in
electricity supply,
electricity score went
down.
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Highest
Cost of Living and
Highest Quality of
Living

Lowest
Cost of Living and
Highest Quality of
Living

How do cost and
quality of living
relate across
selected cities
worldwide?

Quality of living index¹

Auckland MunichVienna
Zurich
Vancouver
Copenhag…
Sydney
Amsterdam
Stockholm
Paris
Singapore
London
Lisbon
Dublin
New York City, NY
San
Barcelona
Rome
Francisco…
Tokyo
Prague
Chicago,…
Lower cost with higher quality is
Budapest
an advantage for Johannesburg
Montevideo
Hong Kong
to attract
talent
Warsaw
Dubai
Seoul
Athens
Santiago

Buenos Aires
Tunis

Johannesburg

Doha
Nouméa

Rio de Janeiro

Istanbul
Bogota

Casablanca

Mexico City
Hanoi

La Paz

Shanghai

Bangkok

Mumbai
Dakar
Accra

Riyadh
African cities require higher cost
of living and quality of living
allowances and makes them less
attractive for assignments

New Delhi
Cairo

Almaty

Tel…

Nairobi

Beirut

Abidjan
Yaoundé

Luanda

Lagos
Bamako
Port-au-Prince

Lowest
Cost of Living and
Lowest Quality of
Living

Highest
Cost of Living and
Lowest Quality of
Living

Cost of living index²

Port Louis

Johannesburg

Africa
How do cost and
quality of living
relate across
selected cities in
the region?

Quality of living index¹

Tunis

Windhoek

Victoria

Casablanca

Dakar
Cairo
Algiers

Accra

Libreville

Nairobi
Luanda

Yaoundé

Abidjan

Harare
Bamako

Lagos

Kinshasa

Bangui

Cost of living index²

Challenging location from
both cost and quality
perspective

N'Djamena

skills and immigration:

challenges &
opportunities in
Africa
14 October 2021

Lunga Mani
Practice Leader: SSA,
Fragomen

Global competition
for talent

Visa options to
attract and retain
talent

Emphasis on academic
qualifications and
experience not
consistently shared
across the SSA

Emerging trends
of protecting
local labour
market

No benefits to keep the
skill in country
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Gaps in Sub–Saharan African
immigration systems


Lack of sharing of best practices with countries that modernised their
immigration system.



Absence of visas designed for companies with offices in a country but
employees providing a service for another region.



Absence of purposeful immigration routes to meet company needs.



Lack of research initiative for objective analysis of the Covid-19 impact
on businesses and to future-proof institutions against these impacts.
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Opportunities in Sub–Saharan
African immigration systems


Expedited visa processing



Development of trusted employer visa options for employers who are
reputed to be law abiding



Trusted traveller program for express processing of individuals at ports
of entry



Adoption of intra-company transfer visa options



Reductions of qualifying time for permanent residency
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Poll in progress
Do you believe that the current permit/visa options cater for
movement of skills needed by your organisation?

Yes/No?

Do you think that the immigration process and visa/permit
types can be greatly improved if governments in the SSA
shared best practices?

Yes/No?
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Upcoming developments: critical
skills list in South Africa


Three countries in the Sub-Saharan Africa offer a critical skills visa –
Nigeria, Rwanda and South Africa.



The critical skills list in Rwanda and Nigeria is reviewed regularly.



First critical skills list in South Africa was published in 2014.



Draft list was issued for comment in February 2021.



The final draft was issued for comment in September 2021.
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Facts to determine the proposed
critical skills list


Acute shortage of the skill needed to boost economic growth



Importance to the South African strategic priorities



Require a high level of skill or advanced qualification



Long lead time to develop supply
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Biggest Losers
consideration
Trades
•
•
•
•
•

Carpenter
Joiner
Weapon System Mechanic
Armature Winder
Pipe Fitter

Academics and Researchers
•
•
•

Natural and Applied Sciences
Space Science and Technology
Galaxy Structure and Dynamics

Business Economics and
Management Studies
•
•
•
•
•
•
•

Accounting
Sales and Marketing Manager
Communication Strategist
Company Secretary
Regulatory Affairs Officer
Fraud Examiner
Communication Strategist

Professionals and Associate
Professional
•
•
•

Surveyors
Technicians
Physicists
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Biggest Winners
consideration
Engineering Sector
•
•
•
•
•

Energy (Nuclear)
Chemical
Industrial and Production
Technologists
Physical and Engineering Science
Technicians

Information Communication
and Technology
•
•
•
•
•
•
•
•

Chief Information Officer
Information Systems Director
Information Technology Manager
Computers and Quality Assurance
Analyst
Information Services Manager
Computer Network Technician
Software Developer
Programmer Analyst
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Poll in progress
Would your organisation benefit if the current critical skills list
was to be implemented as is?

Yes/No?
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