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Integrating Diversity, Equity, and 
Inclusion (DEI) into GEC Strategies

Global Employment Companies (GECs) occupy a unique 
position in the architecture of global mobility, and when it comes 
to advancing Diversity, Equity, and Inclusion (DEI), they deserve 
special recognition. By design, GECs centralize management 
of employment contracts, payroll, benefits, immigration 
sponsorship, and compliance for assignees around the world. 
This centralized governance gives them both the responsibility 
and opportunity to embed DEI principles into every stage of the 
mobility lifecycle—transforming what can too easily become 
an exclusive perk for a select few into a structured engine of 
equitable talent development.

In many organizations, mobility programs have historically 
tended to favor homogenous talent pools. Employees chosen for 
international assignments often reflect long-standing networks, 
subconscious affinities, or traditional career tracks—patterns that 
can perpetuate gender, ethnic, or socio-economic imbalances. 
Because GECs consolidate assignment data across business 
units, countries, and job levels, they are ideally placed to 
identify these imbalances. A well-configured GEC can surface, 
for example, the percentage of women or underrepresented 
minorities in expatriate roles, highlight regions or functions where 
certain groups are excluded, and track the career outcomes 
of past assignees. Armed with this insight, mobility leaders and 
business sponsors can be held accountable to DEI targets, 
rather than defaulting to legacy nomination practices.

Beyond visibility, GECs can enforce fair and transparent 
selection processes. By integrating standardized nomination 
criteria into their platform, they ensure that every candidate 

is evaluated on consistent factors—such as impact potential, leadership 
readiness, and skill development objectives—rather than on informal referrals or 
subjective impressions. Automated workflows can trigger alerts when candidate 
pools lack sufficient diversity or when compensation proposals diverge from 
objective benchmarks, enabling early course correction. In addition, GEC-
mediated assignment offers can include clear, uniform messaging about 
support structures—mentoring networks, cultural training, family assistance—for 
candidates from non-traditional backgrounds who may otherwise feel reluctant 
to volunteer for an international move.

Equitable compensation and benefits further underscore why GECs merit a 
dedicated focus. It is all too common for global mobility allowances to be 
negotiated by managers with varying degrees of awareness or confidence, 
leading to disparities that disadvantage certain groups. Within a GEC framework, 
allowance calculations, tax equalization, housing stipends, and relocation 
budgets flow through a single engine that applies consistent formulas. This not 



ITX Insights - May 2025

www.itx-ge.com 2  |  ITX Insights

The role of cybersecurity in GEC Operations

only reduces the risk of unconscious bias in compensation but 
also builds trust, as employees see that their peers receive the 
same support for equivalent roles and locations regardless of 
gender, ethnicity, or tenure.

Perhaps most importantly, a GEC’s centralized model can 
catalyze long-term cultural change. Mobility is not a standalone 
program but an integral component of talent development. 
When DEI analytics, standardized selection, and equitable 
compensation are embedded in the GEC’s core processes, 
global assignments become accessible to a broader and 
more diverse cohort of high-potential employees. Over time, 
this broadens leadership pipelines, enriches decision-making 
with diverse perspectives, and demonstrates an organization’s 
commitment to inclusion at every level.

In practice, organizations that have leveraged GECs for DEI see 
measurable outcomes. They report increases in the proportion of 
women in leadership rotations, higher satisfaction scores among 
assignees from underrepresented groups, and a notable uptick 
in internal mobility applications from diverse talent pools. By 
contrast, organizations without a centralized GEC often struggle 
to track and manage DEI outcomes, relegating diversity goals 
to aspirational statements rather than operational realities.

In summary, GECs deserve special mention when discussing DEI 
in global mobility because their central governance, unified 
data, and standardized processes create an environment where 
inclusion can be actively designed, monitored, and sustained. 
Rather than allowing mobility to mirror existing inequities, 
savvy organizations leverage their GEC to turn international 
assignments into powerful accelerators of equity—ensuring that 
global opportunities propel all employees forward, not just a 
privileged few.


