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The movement of talent across borders has become a critical
issue for corporate occupiers as widely adopted hybrid work

schedules have given office workers more mobility than ever.
A CBRE Consulting analysis led to four key takeaways, fueled
by a mix of economic, demographic and social factors:

1. Global talent migration is on the rise and shows no signs
of diminishing.

2. Germany, the UK, Canada and the U.S. continue to receive the
bulk of international migration.

3. Most international talent is moving to major cities, but domestic

migration within a country is more split between established and The CVGI’-GVOlVlIlg

emerging urban centers. movement of global
4. Younger workers tend to migrate most. They seek better career tale.nt is fueled by
prospects, lifestyles and labor market conditions/benefits. amix of economic,
demographic and
Key Talent Migration Drivers social factors amid an
The number of people who moved across international borders mtense competltlon
increased to 281 million in 2020 (3.6% of world population) from for ta]ent,

174 million in 2000 (2.8% of world population).? The World Economic
Forum projects approximately 4% of the world’s population will
move across borders by 2030, resulting in more global talent
mobility than ever before.

""International migrants” are defined in this context as individuals who have changed residence from their usual home country to an international country where
they are not nationals. Data sources include the United Nations, social media profiles and proprietary CBRE research. This data is tracked in 10-year intervals.
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FIGURE 1: Key Talent Migration Drivers

Workers, particularly the younger workforce, seek higher-cost labor markets and rapidly

expanding major cities for better career prospects and higher wages.
Economic, Business & R g may e < ¢

Lifestyle Opportunities
WAl Lifestyle and sociocultural considerations (e.g. quality of life, housing, travel, connectivity
and retirement planning) are also considerations.
Global Competition Concentration of leading universities, thriving high-tech industries and research centers in
for Talent & Skills larger cities increase global competition for skills.

L. Favorable labor market conditions such as higher incomes, flexible working hours, paid
Labor Market Conditions . . R
leave and employee benefits are factors that drive migration.
Demographic changes within a population can influence migration trends. These can be
changes in birth or death rate, average age, gender composition and more.
Demographic Drivers
Out-migration of highly skilled and educated professionals will continue from places like
Africa and India due to a large young population and their ”early demographic dividend.”2

Source: CBRE Labor & Location Analytics, Q4 2023.

Planned Migration Has Increased Globally

The number of people who are choosing to move internationally is at an all-time high and has increased in almost
all regions, according to CBRE’s Global Live-Work-Shop report. As employers develop location strategies, the
movement of talent must be a key consideration alongside macroeconomic considerations.

FIGURE 2: Pre- and Post-COVID Talent Movements Globally and by Region

(Percentage of people planning to relocate in the next two years)

e 620 10.5%
Global 61 9.5%
Europe 6.3% 9.5%
South America 91%
North America
Pacific 10.4%

m Post-COVID mPre-COVID

Source: CBRE Live-Work-Shop Report, 2022.
2 See page 5 for an explanation.
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Migration By Regions

International talent movement as measured solely on net inflow can be misleading because countries have
different propensities to absorb skilled workers based on national population size. Therefore, CBRE evaluated each
region based on international talent migration as a percentage of the total population. European countries such as
Germany and the U.K. and North American countries such as Canada and the U.S. receive the bulk of the talent

moving internationally.

FIGURE 3: Distribution of International Migrant Population by Income Group
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Source: CBRE Labor & Location Analytics, United Nations, Q4 2023.

FIGURE 4: Distribution (%) of International Migrant Population by Region
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Source: CBRE Labor & Location Analytics, United Nations, Q3 2023.
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Demographic Variation By Country

Countries that receive the most internationally relocating talent, such as those in Europe and North America,
have the highest “post-demographic dividend.”2 In contrast, countries that lose the most residents, particularly
young workers, due to migration are “early demographic dividend”* countries. “Early demographic dividend”
countries, such as China, India and the Philippines, receive the highest remittances, which are portions of
compensation that expatriate workers send back to family in their native countries. These remittances boost
the recipient countries through higher disposable incomes of receiving families, resulting in increased consumer
spending and investments in the economy.

CBRE identified the top countries for in-migration such as those in Europe and North America in each region
based on a combination of factors such as net talent inflows, both in absolute terms and as a percentage of total
population, and the movement of talent from mid- and high-income countries (Figure 5).

FIGURE 5: Remittances Received (USD billion) by Demographic Dividend
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Source: CBRE Labor & Location Analytics, World Bank, Q3 2023.

The movement of talent by region is nuanced. The U.S. and Canada attract talent from the Philippines, India and
China (Figure 6). The U.K. is a top destination for Indian talent, too, but also draws talent from continental Europe,
notably Poland and Romania, as well as Ireland. Switzerland primarily attracts talent from other developed countries.
In APAC, Australia draws talent from India, China, the Philippines and New Zealand, while Singapore attracts talent
from nearby countries such as Indonesia and Malaysia, as well as China and India.

3 The World Bank defines “post-demographic dividend” countries as mastly high-income countries where fertility is below replacement levels.
“The World Bank defines “early-demographic dividend” countries as mostly lower-middle-income countries where the working-age share of the population
is rising considerably.
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FIGURE 6: International Migration by Region
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Mexico (21.4%)

2 UK Poland (89%) | India (8.9%) Pakistan (5.7%)

3 Canada India (8.9%) China (8.7%) | Philippines (7.9%) UK (6.7%)

4 Australia UK (16.9%) China (8.6%) | New Zealand (8.1%) India (7.6%)

5 Singapore - China (18.9%) Indonesia (7.1%) India (6.4%) Pakistan (5.6%)
6 Switzerland |Germany (14.8%)| lItaly (11.2%) Portugal (9.1%) France (7.1%)

Source: CBRE Labor & Location Analytics, United Nations, Q3 2023.
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Attractiveness of Global Cities

Most internationally migrating talent settles in major cities, but fewer people who move within a country are drawn
to established urban centers. For example, Sydney, London and New York—which are each a top city in a different
global region—saw different domestic talent migration flows. Sydney had a net outflow, London had a net inflow
and New York had an even balance between domestic inflow and outflow (Figure 7).

FIGURE 7: Internal and External Talent Migration Movements Across Key Cities

INTERNAL AND EXTERNAL MIGRATION
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Source: CBRE Labor & Location Analytics, LinkedIn Talent Insights, Q3 2023.
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While many factors influence a city or region’s international talent attraction, Figure 8 shows the common reasons
that motivate skilled workers to choose where they work. When formulating workforce location strategies, employers
must weigh the most relevant criteria for the cities under consideration based on their unique business needs.

FIGURE 8: Key Criteria For City Selection
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Source: CBRE Labor & Location Analytics, 2024.
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The Big Picture

The right long-term workforce strategy requires deeply understanding location trends and employee expectations,
potentially necessitating organizational changes to increase the appeal to prospective talent. This may entail
developing a holistic plan to capture talent that is moving across international borders, particularly highly skilled
workers, that flows from a global, regional and in-country location strategy.

Migration also presents an opportunity for businesses to maximize the cost savings available by sourcing talent

in new markets. For example, a company can achieve the most cost savings by filling a financial analyst role in
low-to-moderate-cost APAC markets, followed by LATAM markets (Figure 9). As a result, employers can lower
their total labor and real estate costs while meeting their talent needs.

FIGURE 9: Financial Analyst Labor Cost Annual Average (USD)
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Source: CBRE Labor & Location Analytics, Q4 2023.
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