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GECs and Talent Retention: 
Enhancing the Employee Value 
Proposition

Beyond their administrative efficiency, GECs are increasingly 
being recognized as having the potential to be used as strategic 
enablers of talent retention. By aligning GEC strategies to talent 
objectives, GECs can contribute to an improved employee 
experience, enhanced benefits, and clearer career progression 
for expatriates. In an era where global talent mobility is both a 
competitive advantage and a challenge, organizations should 
review how GECs can be leveraged to attract, engage, and 
retain their international workforce effectively.

In some cases, traditional expatriate assignments involve involve 
complex contractual arrangements, resulting in changes in 
compensation and/or fragmented benefit structures, which 
can create concerns, inconsistencies and administrative 
complexities.

In fact, expatriates often face uncertainties regarding healthcare, 
retirement plans, and social security contributions, especially 
when moving between jurisdictions with vastly different policies. 
A well-designed GEC can centralize, standardize and equalize 
these benefits, ensuring a more consistent treatment regardless 
of nationality or assignment location, thereby delivering a fair 
and compensation package that reinforces employee loyalty. 
While a GEC does not necessarily eliminate the need for local 
contracts in host locations, they can deliver a consistent set of 
terms and conditions, reducing administrative complexity and 
fostering a sense of stability, continuity and trust. 

Career development is another key dimension in which GECs can add value, 
provided they are well-designed, and aligned with the organization’s talent 
strategies. By integrating international assignments into structured talent pipelines, 
companies can provide mobile employees with clear progression opportunities, 
increasing their motivation to stay and grow within the organization. Due to the 
aggregation and centralization of the assignee data and headcount, GECs are 
also well positioned to act as a launchpad for employees who are ready to 
embark on an international career, as well as a single point or monitoring and 
coordination for assignees who are approaching the end of their assignment. 
This visibility and central coordination enable HR and leadership teams to make 
informed decisions on talent deployment, succession planning, and workforce 
diversification.

Being a catalyst for international mobility, GECs also play a role in skills 
development by exposing employees to diverse markets, business practices, 
and leadership challenges. These experiences enhance an individual’s strategic 
thinking, cross-cultural competencies, and adaptability—qualities that are highly 
valuable in leadership roles. Organizations that leverage GECs effectively ensure 
that employees can translate their international experiences into meaningful 
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career advancements, making global mobility a compelling 
proposition rather than a temporary detour.

As global talent mobility continues to evolve, companies that 
embrace GECs as part of their talent strategy will be better 
equipped to attract, engage, and retain top talent, ensuring 
long-term business success in today’s interconnected world.

If you wish to discuss whether a GEC could potentially add value to your  
organization, or how to optimize the ROI of an existing GEC, please feel  
free to reach out to an ITX consultant for a free consultation.
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