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About the Vialto Partners Global Mobility 
Policies and Practices Survey
At Vialto Partners, we’re connecting with our clients to better 
understand their current program needs and requirements. 

We want to get the latest market perspective on the new work 
environment journey and how companies are managing their remote 
work arrangements and overall remote work environment. 

This latest survey will focus on operations and implementation.

The New Work Journey Survey was live from September 6 to 26, 2022. 
We received responses from over 800 participants across the globe.
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800
Responses

40
Countries

7
Regions

Respondent Location

Corporate Tax Employment Tax Finance Global Mobility (Immigration, Relocation, Tax) Human Resources Legal Other Payroll

4% 3% 4% 35% 42% 7% 6%

Respondent Function

9
Industries

a aa
 

Financial Services

Tech, Media and Telecom

Consumer Goods and Services

Industrial Products and Services

Professional Services

Health Industries

Energy, Utilities and Mining

Government and Public Sector

22%

19%

17%

16%

9%

9%

7%

1%

https://www.bing.com/maps?cp=18.689599064266943~15.708533719966017&lvl=1&style=c&FORM=BMLOGO
https://www.openstreetmap.org/copyright


Work Arrangement Options

Hybrid

In-person

Temporary Remote

Permamently Remote

Virtual assignments

Other

84%

39%

27%

24%

10%

5%

Support employee requests

Retain talent

Enhance the employee experience

Attract key talent

Other

65%

62%

60%

54%

10%

The New Work Environment

We have enabled the following work arrangements 
for our employees...

Primary Drivers
We have enabled alternative work arrangements to...

Companies are also re-
evaluating their real estate 
objectives. Due to a lack of 
office workspace and as a 
means to decrease real estate 
costs some organizations have 
enabled alternative work 
arrangements, while providing 
flexibility and improving work-
life balance.

Based on respondents who answered 
"Other" on enabling alternative work 
arrangements.
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Day Thresholds

Up to 30 days

Up to 20 days

Case by case

Up to 60 days

Other

Up to 14 days

Up to 90 days

Up to 10 days

Up to 180 days

Up to 7 days

31%

15%

14%

11%

10%

5%

5%

4%

2%

2%

...and have the following guidelines...

Temporary International Remote Work

...and have the approval requirements.

Manager
approval

HR
approval

EE
required to

sign an
agreement

Other Approval
needed
only for

exceptions
(outside of
program

rules)

None

88%

54%

22% 22%

10%
1%

Employees are allowed to 
temporarily work in an 
international location up to...

Internal Guidelines for Day Threshold

Employee's
role can be

done
remotely

Employee
must have
the right to
work in the

location

Employee
must not

trigger any
corporate

tax
obligations
in country

Employee
must not

trigger any
payroll

obligations
in country

Employee
must not

trigger any
social

security
obligations
in country

Employee
must not

trigger any
personal

income tax
obligations
in country

Company
must have
a corporate

entity
presence in
the location

Other None

80% 77%
69%

58% 55%

35%
28%

10% 5%
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57% of companies surveyed 
have a temporary remote work 
program of up to 30 days, with 
the majority falling into the 21 to 
30 day category (31%).

The internal guardrails in place for temporary internal remote work arrangements 
based on the number of days an employee can work in the location is...

Number of days are
the same globally

based on our
internal guardrails /

policy

Number of days are
determined based

on location

Number of days vary
between domestic
and international
work locations

Number of days vary
based on

employee's role

None

58%

28%
25%

19%

5%



Proof of Valid Visa

Exception Requests

a

HR approval

Corporate tax approval

Other

VP approval

C suite approval

None, no exceptions allowed

57%

46%

24%

22%

19%

14%

Immigration Support

Not required Required before we
approve the request

Other

53%

39%

9%

Temporary International Remote Work 

No support provided Case by Case Immigration support
provided (all costs
covered for work

permits/visas including
nomad visas)

Approve immigration
provider support with

employee bearing
associated costs

Immigration support
only for application of
nomad visa or where
company sponsorship

is not required

76%

11% 9%
3% 1%

The following are additional approvals 
required for exception requests outside 
the standard policy...

Is your organization providing any immigration support 
to facilitate temporary international remote work?
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All
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With the same
location

requirements and
day threshold as
other employees

On a case by
case basis, with
further review

required

With different
location

requirements and
day thresholds as
other employees.

No, senior
executives are
not allowed to

take part in
temporary remote

work
arrangements.

62%

17% 11% 10%

Senior Executives
Before approving an employee's temporary work request, 
submitting proof of a valid remote work visa is...

Our organization allows senior executives to take part in 
international remote work arrangements...



Tracking Remote Work Scope of Tracking Tool

International Cross
Border Tracking (tracking

location between
different countries)

U.S. Domestic Tracking
(tracking location

between U.S. states)

Other Same Country Cross
Border Tracking (tracking
location within the same

country only)

82%

24%
14% 12%

Temporary Remote Work: 
International and Domestic
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We are tracking temporary international remote work using...

Internal/Vendor tool or HRIS

None

No tool in place currently but we are planning to

45%

33%

22%

Companies with a location tracking tool in place are tracking...

Access to Work Space

No

Case by Case

Yes

57%

32%

10%

Internal tool

HRIS

Vendor tool

63%

30%

14%

Breakdown of Internal / Vendor Tool and HRIS responses...

For remote work employees with no access to an office site, are 
alternative work spaces (e.g. WeWork space, etc.) available...



U.S. States Requiring Additional Guardrails

We do not have different
requirements between

different states

California New York Hawaii New Jersey

75%

10% 9%
3% 3%

US Domestic State to State 
Remote Work Trends

Is your organization allocating and reporting income 
earned in another state?

The following U.S. states are considered higher risk for remote work and companies 
have additional internal requirements for approval... 

No Yes Case by Case

37% 37%

26%
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Is your organization allocating and reporting income 
earned in another state?

Allocation of Income - Hybrid Arrangements

Unsure,
reviewing on a
case by case

basis.

No, and have no
plans to.

Yes Not yet, but we
plan to in the

future.

43%

27%

20%

10%

Method of Allocating Wages

Each state's payroll &
withholding reporting

requirements

No set guidelines -
reviewed case by case

Our company's specified
internal guidelines - with
different day thresholds

for different states

Our company's specified
internatl guidelines - with
the same day threshilds

for different states

41%
35%

18%

6%

For companies that allocate income earned in another state while on temporary 
remote work arrangements, the method of allocation is based on...

Allocation of Income - Temporary Remote



2 to 3 days per week

Flexible - varies between teams

3 to 4 days per week

0 to 1 days per week

57%

18%

16%

10%

Our company defines hybrid work arrangements as...

The schedule is determined by...

Manager and Employee

Other

Manager

Employee

70%

12%

11%

7%

Flexible Schedule

Fixed Schedule

Other

76%

17%

7%

Is the schedule fixed or flexible?

Are there core days that the employee is required 
to be in the office?

No

Yes

68%

32%

Are there core hours that the employee is required 
to be in the office?

No

Yes

52%

48%

Hybrid Work Arrangements
Headquarter region

All
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Industry Sector

All
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Function

All
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Employees are required to be in the office (for day to day work activities only, 
excludes training and on-site team building activities)...

Hybrid Arrangements

The day requirements 
are flexible, generally 
defined by business 
or project teams.

Working in the same
country and in the
state/region as the

work office

Cross border across
different states and

countries

Undefined across our
organization

Cross border within
the same country

only, including across
US states

Cross border across
different countries

only

55%

18% 13% 8% 4%



For organizations that provide a stipend for 
employees on a hybrid work arrangement, 
we reimburse for:

Hybrid Work Arrangements

Our organization is providing the following benefits for employees 
on a hybrid work arrangement:
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How are you tracking employees in a hybrid and / permanent remote 
work arrangement?

a

We require our
employees to

request for
approval before

any hybrid/
permanent

remote working
arrangement.

We are not
tracking this at

the moment and
have no plans

to.

We are tracking
this via a tool
that we have
developed
internally.

Other We require our
employees to

self-report their
location in our
HRIS system.

We are not
tracking this at
the moment -

and have plans
to implement a
process to be
able to track in

the future.

We encourage -
but not require -

employees to
self-report their
location in our
HRIS system.

We are actively
looking for a tool
that can help us

track these
cases.

44%

23%
16% 13% 12% 10% 5% 4%

Internet and utility expenses

Fixed monthly amount

Internet expenses only

Utility expenses only

59%

20%

20%

2%

None We are
providing

access to a
one time
stipend

and/or office
supply

package.

We are
reimbursing

travel
expenses for
employees to

go to the
office

We are
requiring
regularly

scheduled
on-site team

building
activities.

We are
providing an

on-going
stipend for
employee
expenses.

We have
implemented
a mentorship
program for

career
development

and
employee

engagement.

Case by case We are
providing a
one-time

stipend that
employees

can use
without any
restrictions.

We are
providing

subsidized
child care
options for

our
employees.

Other

44%

18% 16%
13% 10%

7%
4% 4% 2% 2%



None We are providing
access to a one

time stipend
and/or office

supply package.

We are requiring
regularly

scheduled on-site
team building

activities.

We are providing
an on-going
stipend for
employee
expenses.

We have
implemented a

mentorship
program for

career
development and

employee
engagement.

We are providing
a one-time
stipend that

employees can
use without any

restrictions.

We are providing
subsidized child
care options for
our employees.

Case by case

65%

17% 13% 10% 6% 4% 3% 1%

No, employees will
retain their home

based pay.

No, we are still
deciding if we should

implement in the
future.

No, we are not
allowing employees
to permanently work

remotely.

Yes, we are
adjusting their pay

based on their
remote work

location.

Not yet, but are
planning to

implement in the
near future.

41%

22% 21%

13%

3%

Our organization is providing the following benefits for employees 
on a permanent remote work arrangement:

Permanent Remote

Is your company making any compensation adjustments for 
permanent remote work arrangements?

The guidelines in place for permanent remote work 
arrangements are...

Employee’s
role can be

done remotely

Employees
must have the
right to work in

the location

Company must
have a legal

presence in the
location

Employee
required to sign
agreement with

company
confirming the

permanent
remote work
arrangement

Company is
sponsoring

and/or paying
for the required

work
permits/visas -

if needed

Other None

85%

70%

53%
40% 37%

12% 7%

Headquarter region

All
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Internet and utility expenses

Fixed Amount Provided

Internet expenses only

50%

28%

22%

For companies that provide a stipend for 
employees on a permanent remote work 
arrangement, they provide:



We are not aware of
what a PEO/EOR is

We are not currently
using PEOs/EORs
but are intrigued to
learn more about

them

We are not currently
using PEOs/EORs
and have made a

conscious decision
that they are not

right for our
organization

We are actively
using PEOs/EORs
to employ some of

our people

Other We are not currently
using PEOs/EORs

to employ our
people, but

anticipate doing so
in the future

39%

22%
16%

11%
7% 5%

We are not allowing
remote work where we

do not have a legal
entity

We are keeping them in
their home country

employment

We would set up a new
legal entity in this

location

We employ them under
a Professional

Employer Organization
(PEO)

We set up and employ
them under a Global

Employment Company
(GEC)

43% 40%

8% 7% 3%

We have not
reviewed this

option and are
not considering

this option at this
time

No, we have not
yet reviewed this

option but are
open to reviewing
if it is right for us

No, we have
reviewed this

option and
determined that

this is not right for
us at this time

Other Yes, we are
considering

establishing a
GEC to enable

this

46%

24%

16%
9%

5%

Are you considering establishing a Global Employment 
Company (GEC) to enable work from anywhere?

Are senior executives allowed to take part in 
permanent remote work arrangements?  

Permanent Remote

To what extent is your organization using Professional Employer 
Organizations (PEOs) / Employer of Record (EOR) as a way to employ 
remote workers or other international talent?

If your company does not have a legal presence in the remote work 
location, please select how the employee will be employed while on a 
permanent remote work arrangement:

Headquarter region
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Yes

No

Other

55%

30%

15%



No Yes Other

82%

13%
5%

Are you considering / has your organization implemented 
a digital talent hub for your remote workers?

Quality of talent Employment costs Quantity of talent Ease of doing business Tax drivers (e.g. low corporate
income tax)

Real estate costs Availability of government
investments scheme or incentive

86%

67%

54%

46%

31%

22% 19%

Digital Talent Hub

The key factors that will drive your organization's decision on where to implement a talent hub:

Headquarter region

All
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All
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

Function

All







Which function currently owns (or would 
own) the global mobility function in your 
organization?

Corp HR - Total Reward

Corp HR and Operations

Corp HR - Talent

Corp HR and Corp Tax

Other

Operations

Business Unit

Finance

42%

26%

16%

10%

8%

5%

4%

3%

Which function owns (or would own) 
the business traveler program?

Global Mobility Function

Corp HR and Operations

Other

Finance

Business Unit

Operations

Corp HR - Total Reward

Corp HR - Talent

Corp HR and Corp Tax

25%

19%

17%

14%

10%

10%

10%

6%

5%

Which function owns (or would own) 
the remote work program?

Corp HR and Operations

Global Mobility Function

Corp HR - Total Reward

Corp HR - Talent

Other

Corp HR and Corp Tax

Business Unit

Operations

Finance

31%

30%

15%

14%

12%

8%

6%

3%

2%

Organizational Structure
Headquarter region
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Does your Global Mobility COE currently sit 
under a different function than the mobility 
service delivery team?

Any plans to change this model in the next 1-2 years?

Organizational Structure 

No

Other

Yes

81%

14%

5%

Headquarter region

All





Industry Sector

All





Function

All





No Yes Not applicable as
we have no

Global Mobility
COE

Other

64%

22%

10%
3%

How is the global mobility function / team support structured?

Centralized Function & Ownership
with mobility managers support
specific geographic locations,

excluding business travel (cross
border) and remote work

Centralized Function & Ownership
with mobility managers support

specific business units, including
business travel (cross border) and

remote work

Majority with no dedicated team Centralized Function & Ownership
with mobility managers support
specific geographic locations,

including business travel (cross
border) and remote work

Centralized Function & Ownership
with mobility managers support

specific business units, excluding
business travel (cross border) and

remote work

Decentralized Function & Ownership

22% 20% 18% 18%

12% 10%



Insourced

Insourced with vendor support

Insourced with Ops/Shared Services and vendor support

Insourced with Ops/Shared Services

Other

Outsourced/Managed Service

47%

25%

13%

9%

3%

3%

Yes

No

Other

52%

45%

3%

Do you have a different service delivery process for your remote 
work and business traveler program? 

Organizational Structure 

What is your service delivery model for assignment and 
transfer administration and / or operations?

Headquarter region

All





Industry Sector

All


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Function

All


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