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Understanding the Experience of Distributed Global Team Members 

Diversity brings success to global teams, but it also brings complexities that companies cannot afford to ignore. 

In our second annual survey of employees who work for multinational companies and workgroups, we more 
than doubled the scope of our sample, inviting even more diversity into our own pool of respondents. 

In our 2019 Global Employee Survey report, we found 
overall good news for global employers, with optimism 
riding high on cross-border teams. We also cautioned 
against taking this positivity for granted, noting that 
employers have much room for improvement—particularly 
by sharpening their understanding and sensitivity to local 
culture in order to win and retain top talent.  

As we expanded our geographical scope this year, both 
of those trends continued. Once again, optimism is high, 
and companies should be encouraged by the enthusiasm 
workers are showing for their global employers and 
teams. However, our warnings remain just as stark. The 
employee experience when working on the periphery 
of a distributed team is simply not the same as that of 
employees in the heart of the home office, and companies 
who ignore these inherent disparities of experience do so 
at their own risk. 

Likewise, the experience of working for a diverse team 
is similarly fraught with increased complexities that 
employees themselves are acknowledging. 

INTRODUCTION

Companies who want to position themselves to reap the 
benefits of diversity—in both employee sentiment and 
competitive advantage—must also put resources toward 
managing the challenges posed by it. 

McKinsey has found that companies in the bottom quartile 
for both gender and ethnic/ cultural diversity are 29% less 
likely to achieve above-average profitability than other 
companies. Catalyst has compiled a body of academic 
and analyst research linking diversity to indicators of 
profitability which include:

Earnings 
Per Share

Market 
performance

Revenue 

Sales growth 

Countries for 2019 
Survey

New countries added 
for 2020 Survey
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Gartner also predicts that through 2022, “75% of 
organizations with frontline decision-making teams 
reflecting a diverse and inclusive culture will exceed 
their financial targets.” 

Hiring a diverse team of global employees is therefore 
a key to global business success. As researchers in one 
2018 study of 200 Norwegian firms observed: “Firms 
and managers [are placing] increasing emphasis on the 
need to recruit and take advantage of foreign workers.”

They are increasingly trying to make their internal 
employee skill structure match the external reality of 
globalized markets. Many find that foreign workers bring 
a valuable new perspective, not only due to knowledge 
of different cultures, religions and traditions, but also in 
terms of how to solve processes in-house. In the words 
of Apple’s former Vice-President of Human Resources. 

Kevin Sullivan: ‘When you are surrounded by sameness, you 
only get variations of the same’.”  Diversity is heterogeneity, 
and that creates a real advantage for global teams. 

However, those advantages come with baked-in challenges. 
The authors of that same Norwegian study caution: “[T]he 
impact of foreign workers should not be viewed through 
rose-tinted spectacles. Too much internal heterogeneity 
also has potential costs, for instance in terms of language 
barriers, conflicts, internal clashes and distrust.”

We certainly see both those advantages and challenges 
playing out in this year’s 2020 Global Employee Survey. 
Communications has emerged as one area of concern 
while cultural differences—particularly the need for outside 
assistance in managing them—has emerged as another.  

A third concern, which arises when introducing diversity 
into a company—particularly when that diversity is more 
intensely concentrated outside of the home office—is the 
possibility of creating a two-tiered employee experience. 
Our research shows that when global employees feel

disconnected from what is happening at headquarters, 
or feel their voices have no impact, they begin to detach 
across the board, with lower levels of trust, engagement 
and optimism—and a more negative view of the 
relationships between headquarters and satellite offices. 

Fairness matters at the home office, too. In 2016, 
according to SHRM, 65% of employees felt that the 
respectful treatment of all employees was a very 
important factor in their job satisfaction. Our own 
research reveals that workers in the home office are 
among those most supportive of their companies’ 
efforts to ensure cultural sensitivity to their peers. 

The solution to this challenge seems to lie in a 
commitment to managing a diverse employee experience 
not only at headquarters, but also among remote team 
members—and engaging with outside experts in local 
culture to ensure the needs of a more diverse employee 
population are met with equal accommodation. 

Globalization Partners offers just this kind of multi-cultural 
expertise to our clients—offering international employee 
of record services with localized expertise in recruitment, 
contracts, local laws and practices, compensation and 
benefits, payroll, tricky HR issues and more. Please reach 
out to us to talk about how we can help your organization 
grow in an inclusive and diverse way. 

Read on for our findings. 
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SUMMARY OF FINDINGS
Although we more than doubled the reach of 
this survey in 2020, we were encouraged by the 
consistency in our findings year over year. We 
continue to be impressed by the high levels of 
optimism and confidence global workers exhibit 
in their cross-border teams.  

However, some of the warnings in our 2019 report 
continue to hold true, and we advise global employers 
to examine the disparate experiences employees are 
having in headquarters versus those in remote 
offices or at home, and the follow-on impact that 
disconnect is having on important key performance 
indicators (KPIs). 

A major theme that arose from this year’s findings was 
around diversity—both the windfall it produces in 

terms of important outcomes, but also the challenges 
it presents for employees themselves, who would like 
their companies to focus on those issues with the help 
of outside expertise. In fact, the more diverse the team, 
and the closer the team works together, the more 
employees are likely to be looking for this sort of 
assistance.

When it comes to the issues facing global teams—both 
their challenges and the benefits that come with cross-
border cooperative work—we saw a lot of consistency with 
last year’s report. A shortage of talent is still looming, and 
communications are challenging, but overall, employees are 
seeing the benefits of working on international teams, and 
their optimism for the future is high. 

2020 /  Global Employee Survey Results
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KEY FINDINGS 

1

4

5

6

7
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3

More diverse cultures, and those 
that embrace multilingualism, are 
seeing better team results across 
the board. 90% of global employees 
describe their companies as diverse—
offering benefits of higher levels of 
happiness, inclusion, and trust. But 
diverse companies must be even more 
careful about cultural inclusion.

One third of employees are 
considering leaving their teams, 
with the top reason being 
unhappiness with compensation. 
Lower levels of trust and 
insufficient inclusion also correlate 
with turnover intent. 

Global teams are still struggling 
to make communications work 
for them. Communications 
channels are falling short for global 
teams. 46% of employees rely most 
frequently on email, but only 31% 
find it effective. 

Issues, benefits, and challenges 
stay steady for global teams. 
Teams remain challenged by 
communications, and the difficulty 
of sourcing candidates, but see real 
benefits in the global perspectives 
international teams can provide.

33% of employees do not feel 
listened to, and 3 in 10 say they 
don’t feel a sense of inclusion or 
belonging in their organization. 
Employees’ levels of inclusion 
and voice are affecting important 
outcomes such as engagement, trust, 
happiness, and turnover intent. 

Employees working at HQ have a 
better experience. While enthusiasm 
for global teams remains high, 
employees outside the home office 
are 2x as likely to say they are 
not happy at work.

Two thirds of companies are 
struggling to align with and be 
sensitive to local culture. 89% of 
employees believe their companies 
would benefit from assistance from 
outside experts.

7globalization-partners.com   
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FINDING #1
More diverse cultures, 
and those that embrace 
multilingualism, are seeing 
better team results.

8globalization-partners.com   
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An overwhelming number of this year’s global team 
respondents describe their companies as diverse—with 
nine out of 10 survey takers saying they believe their 
company employs a diverse workforce. [Figure 1]

Additionally, we found that people who work more 
frequently with team members located in other countries 
were more likely to say their companies were diverse. Of 
those who said their workplaces are diverse, a majority 
(45%) said they work with peers in other countries 
daily, where on non-diverse teams the majority (40%) 
said they work with team members only on a quarterly 
or annual basis. [Figure 3] This begs the question of 
whether the “non-diverse” global workplaces are truly 
not diverse, or if they simply appear to be less diverse 
due to a lack of cross-border exposure. 

That diversity is supported by a second question we 
posed, which asked how many languages are used to 
conduct business in their organizations. A full 85% of 
companies employ more than one language for business, 
and 48% use more than two. [Figure 2] 

Figure 1: 90% of employees on global teams say 
their companies employ a diverse workforce.

Yes
90%

No
10%

Q. Do you believe the company you work for employs 
a diverse workforce?

Figure 2: 71% of global companies speak 2-5 
languages for business.

Figure 3: Diverse work cultures tend to work 
more often across borders. 

Q. How often do you work directly with other team members 
located in another country? 
Q. Do you believe the company you work for employs a 
diverse workforce?

Diverse

Not Diverse

Rarely 
(quarterly 
or annually)

Often 
(weekly 
or monthly)

Every day
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When we compare the 10% of companies not flagged as diverse against the majority, some interesting trends 
developed. Outcomes across the board were better for the diverse companies.  Employees in non-diverse 
companies were more than 2.5x more likely to distrust senior leadership. While 22% of employees in non-
diverse companies said they do not trust all or most of their leadership, and 33% said they only “somewhat” trust 
leadership. Meanwhile, in diverse companies, 78% of respondents told us “yes”, they do trust leaders. [Figure 4]

Figure 4: Diverse work cultures have higher levels of trust. 

Q. Do you trust all or most of the leadership in your company? 
Q. Do you believe the company you work for employs a diverse workforce? 

Diverse

Not Diverse 45%

78% 14% 8%

33% 22%

Yes

Somewhat

No

These levels of trust may be in part due to how much employees feel their voices matter. In diverse companies, 
only 12% of respondents said they do not feel listened to—but in not-diverse companies that number leaps up 
more than 2.5x to 32%. [Figure 5] 

Figure 5: Employees feel more listened to in diverse work cultures.

Q. Do you feel like your voice is listened to in your company?
Q. Do you believe the company you work for employs a diverse workforce? 

Yes

Somewhat

No

Diverse

Not Diverse 67%

70% 18% 12%

31% 32%



2020 /  Global Employee Survey Results

globalization-partners.com   11

This trend spills over into the relationships among 
team members as well. A majority (62%) of employees 
in diverse companies reported a “great” relationship 
between people in headquarters and those in international 
offices. However, in non-diverse companies, that number 
was less than half (25%), and a majority told us those 
relationships were “just okay.” [Figure 7] 

Diverse cultures are also happier. 3x more employees 
in diverse companies reported feeling always happy 
at work (34% versus 11%). Employees at non-
diverse companies were 4x more likely to report never 
being happy at work (2% versus 8%).  While those 
numbers are small on global teams, they should not 
be ignored. Even a very few unhappy employees can 
disproportionately impact company culture. [Figure 6] 

Figure 6: Diverse cultures are happier. Figure 7: Diverse work cultures have better 
HQ-to-remote employee relationships.

Diverse 
Diverse 

Not-Diverse 
Not-Diverse 

Q. Are you happy at work? 

Q. Do you believe the company you work 
for employs a diverse workforce? 

Q. How would you describe relationships 
between people in the home office and 
international offices?

Do you believe the company you work for 
employs a diverse workforce? 

Yes, always34%

54%

11%

2%

Yes, frequently

No, not often

No, not at all

Yes, always11%

47%

33%

8%

Yes, frequently

No, not often

No, not at all

Terrible4%

Just ok34%

Great62%

Terrible12%

Just ok63%

Great25%
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How more diverse companies incorporate diversity into the daily workings of the business may also be part of their 
success—for example, by being inclusive of other languages. We found that workers whose companies used more 
than one language for work were 11-16% more likely to say they feel connected to their organizations. Likewise, those 
workers were 14-22% more likely to report that their voices matter in their organizations. It is interesting to note in 
both findings that there seems to be a sweet spot for companies who employ between 2 and 5 languages for business, 
and that the multiple language benefit tapers a bit for those using more than 5 languages. This may come as a result 
of communication barriers creating a sort of “Tower of Babel” effect, with a lower likelihood of employees speaking 
more than two or three languages fluently and a greater opportunity for communication barriers. One additional set 
of interesting findings to emerge from this data was around the need for more diverse organizations to be attentive to 
cultural differences. Employees who said they work for diverse companies were more likely (38% vs. 29%) to say they 
struggle often to align with and be sensitive about local cultures, where a majority of non-diverse companies (51%) said 
they struggle only sometimes. [Figure 8] 

Nine out of ten employees from diverse companies said they think their companies would benefit from regular assis-
tance from outside experts in local and regional culture, hiring, and accounting practices—and 31% said their com-
panies already engage with such experts. Even in non-diverse companies, 74% of those surveyed acknowledged the 
need for such experts. [Figure 9] For more on this, see Finding #2.

Figure 8: Diverse work cultures sometimes struggle to be culturally sensitive more than 
non-diverse work cultures. 

Figure 9: Employees in diverse work cultures are more likely to say they need help from outside experts. 

Q. Do you think your company 
would benefit from regular 
assistance from outside experts 
in local and regional culture, law, 
hiring and accounting practices? 

Q. Do you believe the company 
you work for employs a diverse 
workforce? 

Q. Does your company struggle to align with and 
be sensitive about local cultures? 

Q. Do you believe the company you work for 
employs a diverse workforce? 

Yes

Yes

No

No

Yes, and we 
already do

Yes, and we 
already do

60% 31% 10%

33% 41% 26%

Diverse 

Not-Diverse 

Diverse Not Diverse

Yes, we struggle often

We sometimes struggle

No, we never struggle
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FINDING #2
Two thirds of companies are 
struggling to align with and 
be sensitive to local culture.
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While diversity and global perspectives are among 
the clear benefits of global teams, bringing together 
a diverse workforce is not without its related challenges. 

This year we took a closer look at some of the 
struggles that come bundled with employing a diverse 
international team.  If your cross-border team is 
challenged by understanding and accommodating 
local cultures, you are not alone—50% of respondents 
told us their companies sometimes struggle to align 
with and be sensitive about local cultures. 

Another 33% of respondents said their companies 
“often” struggle with this. [Figure 10]

More than half (55%) of those who interact every day with 
global peers said they often experience struggles, while 
a majority (39%) of those who interact rarely with global 
peers said this is never a problem for them. [Figure 11] 

Employees on global teams overwhelmingly think it’s a 
great idea for companies to seek help from outside 
experts—89% said their companies would benefit from 
regular assistance from outside experts on local and 
regional culture, law, hiring, and accounting practices, 
and 32% said their companies already contract with 
these kinds of global experts and PEOs. [Figure 12]  

Figure 10: Two thirds of companies struggle 
at least sometimes with local culture.

Q. Does your 
company struggle 
to align with and be 
sensitive about local 
culture? 

Q. How often do you 
work directly with other 
team members located 
in another country? 

Q. Does your company struggle to align with and be sensitive
about local culture?

Figure 11: The more employees interact with 
international colleagues, the more they cite 
struggling with sensitivity to local culture. 

Figure 12: 89% of employees on global teams 
think their company can benefit from regular 
assistance from outside experts. 

Q. Do you think your company would benefit from 
regular assistance from outside experts in local and 
regional culture, law, hiring and accounting practices? 

No, never
11%

Yes and we already do 
32%

Yes
57%

No, never
16,7%

Yes, often
33,3%

Sometimes
50%

39% 32%

29%

39%

55%

32%

13%

37%

24%

33.3%

16.7%

50%

14globalization-partners.com   
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Employees working 
at HQ have a better 
employee experience.

FINDING #3

15globalization-partners.com   

2020 /  Global Employee Survey Results



2020 /  Global Employee Survey Results

globalization-partners.com   16

As with last year’s survey, this year’s findings again reveal 
that there is a significant disconnect between people 
working in headquarters (HQ) vs. those working in satellite 
offices or in the field/from home. In particular, the last 
group seem to suffer from the lowest levels of inclusion.  

When we asked global team members about relationships 
between employees working in the home office and those 
in international offices, results were mixed. While more 
than half indicated the relationship was “great” (58%), 
37% said it was “just okay”. Another 5% indicated the 
relationship was outright “terrible”. We asked a similar 
question to this last year, and the results appear to have 
grown more tepid now responses were collected from 
new countries and a broader data set—with an uptick 
from 1.6% to 5% in those characterizing the relationship 
as terrible. [Figure 13] 

When we break that data down by location, we can see 
a real disconnect between how people at HQ think of the 
relationship vs. those working outside HQ. 

People working remotely or at home were more than 2x 
as likely to say the relationship is “terrible” while 10%-
16% were more likely to say it was “just okay”. 
[Figure 14]

Figure 13: Room for improvement in relationships 
among global teams. 

Q. How would you describe relationships between 
people in the home office and international offices? 

Figure 14: Remote employees have a more 
pessimistic view of their relationship with HQ.

Q. Do you work at headquarters or in a satellite office? 

Q. How would you describe relationships between 
people in the home office and international offices?

Terrible
3%

Great
65%

Just ok
33%

Terrible
8%

Great
49%

Just ok
43%

Just ok
49%

Great
44%

Terrible
8%

Terrible5%

Just ok37%

Great58%
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Figure 15: Enthusiasm for working for a global team remains high.

2020 2019

Q. Do you like working for a multinational or global company? 

Yes
75%

Sometimes
22%

No
4%

Yes
72%

Sometimes
24%

No
4%

This represents an opportunity for companies to explore the different experiences employees might be having in
different locations, and their different perceptions of the strength of those relationships. Overall, enthusiasm for 
working on a global team remains high. In fact, the numbers were statistically nearly identical from last year to this year 
despite more than doubling the respondents and number of countries surveyed. This year, 75% of respondents said 
they like working for a multinational or global company (vs. 72% last year), 22% said they sometimes like it (vs. 24% 
last year), and only 4% said they don’t like it at all (same as last year). [Figure 15]

Some clues as to why this is the case might be seen in the employees’ responses to our question about voice. When 
we asked employees if they feel their voices are listened to, people who work in HQ were 15-16% more likely to say 
yes, where those who work at home or in the field were more than twice as likely to say no, their voices are not heard. 
[Figure 16] 

Figure 16: Employees outside of HQ are less likely to feel their voices are listened to.

Q. Do you feel like your 
voice is listened to in 
your company? 

Q. Do you work at 
headquarters or in a 
satellite office? 

No Somewhat Yes

73%
17%

10%

57%

25%

18%

58%

24%

18%
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Another outcome that suffers is overall happiness at work. 
Only 12% of workers at HQ admit to feeling unhappy 
at work (saying they are not often or not at all happy). 
That number rises to 20% for remote office workers, and 
doubles to 24% for those working in the field or at home. 
[Figure 18] 

The consequences of this correlation are very real. Our 
data shows that feelings of connectedness and share 
of voice spill over into employees’ self-reporting of 
engagement levels (typically very high). Only 23% of 
employees at HQ report less than full engagement, but 
that number rises to 37% for remote offices and 36% for 
people working at home or in the field. [Figure 17]. 

Figure 17: Employees at HQ are more likely to 
say they are engaged. 

No Sometimes Yes

Q. Do you consider yourself an 
engaged employee? (e.g. Do you go 
the extra mile for your work?) 

Q. Do you work at headquarters or 
in a satellite office?

2%

21%

32%

5% 6%

30%

64%

77%

62%

Figure 18: Employees in the field are 2x more 
likely to say they are not happy at work. 

Q. Are you happy at work? 

Q. Do you work at 
headquarters or in a 
satellite office?

No, not often 
or not at all

Yes, always 
or frequently

88%
12%

79%

20%

76%

24%
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33% of employees do not feel 
listened to, and 3 in 10 say 
they don’t feel a sense of 
inclusion or belonging in 
their organization.

FINDING #4
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Another major theme of our 2019 employee report 
focused on employees’ sense of belonging: we found 
that feelings of exclusion significantly erode excitement 
and optimism about working on a global team. This year, 
as we cast a wider net to include respondents from 
more countries, we also wanted to look deeper into 
the question of inclusion. 

A sense of belonging and share of voice impact employee 
engagement. Although the overall number of employees 
who report disengagement is low, among those who 
are not engaged, 32% say they don’t feel they belong 
anywhere in their organization. Among those who report 
high engagement, 80% say they feel they belong. 
[Figure 19] 

Employees who feel connected are also exponentially 
happier, with 39% reporting they are always happy and 
54% reporting they are frequently happy. Only 2% of 
employees who don’t feel connected said they are always 
happy, and 16% reported feeling frequently happy. Of 
those who reported feeling disconnected, more than 82% 
reported some degree of unhappiness. [Figure 21]. 

Employees who feel they belong are more likely to 
trust leadership, with 83% of those who report feeling 
connected to the whole organization saying they trust 
leaders. Alternately, only 22% of employees who feel 
disconnected report that they trust in leaders. [Figure 20]

Figure 19: If employees are engaged, they are 
more likely to report a sense of belonging.

Q. Do you consider yourself an engaged employee? 

Q. Do you trust all or 
most of the leadership
in your company? 

Q. Do you feel like 
you belong and are 
connected to people 
at work?

Yes, I feel connected.

I only feel connected to people in my country or on my team. 

No, I don’t feel connected.

Q. Do you feel like you belong and are connected to 
people at work?

Figure 20: Employees who feel they belong are 
more likely to trust leadership.

Yes

Sometimes

No

Yes Engaged

Sometimes
Engaged

Not
Engaged

80%
19%

1%

51%

46%
3%

14%
54%

32%

Feel They Belong

Don't Feel They Belong
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Figure 21: Employees who feel a sense of 
belonging at work are happier.  

Figure 22: Employees who don’t feel they 
belong are more likely to report planning 
to leave the company.  

Q. Are you happy at work? Q. Are you planning to leave your job in the next year?

Q. Do you feel like you belong and are connected 
to people at work?

No, not at all

No, not often

Yes, frequently

Yes, always

Those who said they don’t feel they belong were 
significantly more likely to say they were planning to 
leave their company in the new year. (24% vs. 13%). 
[Figure 22] 

When it comes to last year’s findings on the correlation 
between optimism and belonging, we found a similar 
picture emerging. 

However, for people who don’t feel connected, only 51% 
felt optimistic about their company’s future. Belonging, it 
would appear, matters very much.

How to impact employee belonging in your company 
might lie in how diverse the workplace is: we found that 
respondents who reported their workplace as diverse
also felt a stronger sense of belonging. [Figure 23]

No, definitely not Yes, definitely

It’s unlikely It’s likely

31%

16%

40%

33%

24%

27%

16%

13%

54%

39%

16%

2%

29%

53%

6% 1%

21globalization-partners.com   
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Giving workers a greater sense that they are being heard and that their voices matter also impacts employees’ sense 
of belonging. We found that 77% of employees who felt their voices were listened to felt connected to their coworkers, 
vs. only 7% of those who felt unheard. Likewise, 69% of employees who felt unheard also felt disconnected from the 
organization. [Figure 24]

Figure 23: Employees in diverse workplaces have a stronger sense of belonging. 

No

To people on my team only

To people in my country only

Yes

10%

2%

14%

75%
39%

23%

29%

9%

Q. Do you feel like you belong and are connected to 
people at work? 

Q. Do you believe the company you work for employs 
a diverse workforce? 

 Diverse  Not Diverse

Figure 24: Employees who feel listened to have a stronger sense of belonging. 

Q. Do you feel like you belong and are connected 
to people at work? 

Q. Do you feel like your voice is listened to 
in your company? 

No Somewhat

Yes

Yes To people in my 
country only

To people on my 
team only

No

7%

17%

77%

56%

28%

16%

40%

25%

35%

69%

16%

16%
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A third of employees are 
considering leaving their jobs, 
mainly due to their unhappiness 
with compensation.

FINDING #5

23globalization-partners.com   
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In 2019, our survey found turnover intent on global teams to be at 37%—with 15% of employees saying they were 
definitely leaving, and 22% saying they were likely to leave.

As we expanded the scope of our survey to include more of the world this year, we wanted to better understand what is 
driving turnover intentions on global teams. To build this understanding, when respondents indicated they were planning 
to leave their jobs in 2020, we asked them about the main driver for their departure. While the largest segment (30%) 
said they do not plan to leave their jobs, the reason the majority cited for leaving is because they are “unhappy with 
current pay or benefits” (24%).

This was followed by 15% of employees citing a “lack of development or growth opportunities” and 15% “feeling 
undervalued or unappreciated”. [Figure 25] 

Figure 25: Pay and benefits are top reason for turnover on global teams. 

Q. If you are planning on leaving your job in the next year, what is the main reason why you plan on leaving?

Poor or toxic company culture 5%

6%

6%

7%

8%

8%

9%

9%

15%

15%

24%

30%

10%

Feeling disconnected or like I don’t belong

Lack of trust, respect or autonomy

Poor leadership

Cultural differences

Feeling over-stressed or over-worked

Changes in personal life

Poor managment

Poor work-life balance

Feeling undervalued or unappreciated

Lack of development or growth opportunities

I have no plans to leave my job

While feelings of belonging scored fairly low on the list of top reasons employees leave their jobs, inclusion does 
seem to have a significant part to play in turnover. When we looked at employees’ self-reported levels of inclusion, 
those who felt disconnected were almost twice as likely (24%) to say they were definitely leaving their companies 
in 2020. [Figure 26] 
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Figure 26: Employees who don’t feel they belong are more likely to be leaving.

Figure 27: Employees who don’t trust leadership are more likely to be leaving. 

Figure 28: Employees who don’t feel they are listened to are more likely to be leaving. 

Q. Are you planning to leave your job in the 
next year? 

Q. Do you feel like you belong and are connected 
to people at work?

Q. Are you planning to leave your job in the next year? 

Q. Do you trust all or most of the leadership in your company? 

Q. Do you feel like your voice is listened to in your company? 

Q. Are you planning to leave your job in the next year? 

It’s likely

It’s unlikely

It’s likely

It’s unlikely

It’s likely

It’s unlikely

And finally, respondents who feel their voices are listened to in their organizations were again nearly 3x more likely to 
say they intend to stay at their companies (31%) vs. those who don’t feel their voices are listened to (11%). [Figure 28]

Trust and voice also seem to be impacting turnover similarly. When we looked at levels of trust for leadership, 
employees who said they trust leaders were 3x more likely to say they are staying at their companies, and half as likely 
to report they are leaving. [Figure 27] 
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FINDING #6
Global teams are still 
struggling to establish 
effective communication 
methods.
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In our 2019 report, we found that one of the biggest challenges facing global teams was around establishing 
effective communications. This year we asked respondents which communications channels global teams are using, 
and about their relative effectiveness.  

When we asked global team members to narrow down their most frequently used communications methods, 
email emerged as the top channel for international teams (46%), however, only 31% cited email as a top effective 
communication tool. In-person meetings (30%), telephone calls (30%), video communications (26%), and instant 
messaging (21%) rounded out the top five most commonly used favorites, but all of those channels fell slightly short 
on effectiveness, according to respondents. The only channel respondents found to be slightly more effective was 
in-person meetings and travel. (Figure 29) 

The use and efficacy of these communications channels is a topic which could use more detailed exploration—and 
one which we will likely explore further in future research. 

Used Effective

Figure 29: What types of communication are most effective on global teams?

Q. What types of communication are most frequently used on your global teams? 

Q. What types of communication do you think are most EFFECTIVE for your global teams? 
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Issues, benefits, and challenges 
for global teams stay steady 
year-to-year.

FINDING #7
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Figure 30: Top issues facing global teams reflect global war for talent. 

Q. Which issues have you experienced on your team?

Again, this year we asked employees across our survey set to tell us what they thought were the biggest issues, 
challenges, and benefits of global teams.

The top three issues seen on global teams remain steady from last year, and generally reflect the ongoing global war 
for talent. The data shows that the top issues were: difficulty sourcing candidates (26%), personnel and management 
issues (23%), and hiring and onboarding (20%).

A new addition to this year’s list, cultural conflicts within the team, was listed fourth (17%). [Figure 30]
Communication was again top of mind when respondents looked at the largest barriers facing global teams. Finding 
good communications methods (24%), scheduling/time zones (24%), and language barriers (21%) were again the 
top three issues. [Figure 31] 

When it comes to benefits of global teams in this year’s survey, global perspectives jumped to the top of the list 
(30%), followed by more creativity (28%), and access to talent anywhere (27%).  Last year’s top benefit, diversity, 
dropped to the fourth benefit on this year’s list (26%). [Figure 32]

Personnel and management issues
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due to cultural unfamiliarity

Legal actions
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Figure 31: Communications issues are the biggest challenges facing global teams. 

Q. What do you think are the biggest challenges of working for your global team? 
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Q. What do you think are the biggest benefits of working for your global team? 

Figure 32: Top of benefits of global teams. 
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Once again, we are happy to see high levels of optimism, engagement 
and happiness on global teams, and it is clear that the diversity that 
global teams provide is benefitting the employee experience overall. 

For international companies looking to make a greater impact, however, we can suggest two major areas of 
opportunity which emerged from this year’s report. 

Focus on understanding the employee 
experience outside headquarters. This 
report shows a significant disconnect for 
many workers outside headquarters—who 
statistically-speaking are more likely to be 
diverse in their makeup. If companies want to 
continue to earn their international employees’ 
enthusiasm, they would be smart to conduct 
internal research to understand their experience 
relative to those in the home office, and thereby 
find more meaningful ways to incorporate their 
voices and earn their trust. 

CONCLUSION

1 2Prepare your teams for the increased 
complexities of diversity. Ninety percent 
of survey respondents told us that their 
companies are diverse, but 2/3 of them say their 
companies are struggling with that diversity. 
Nine out of ten believe that their companies 
need regular assistance from outside experts 
on local and regional culture, law, hiring, and 
accounting practices—but only one in three 
are getting that assistance. If companies want 
to make diversity work for them, they should 
follow the advice of employees, and work with 
experts to prevent cultural conflicts and issues 
with local financial, legal, and cultural practices.   
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One of the clear data trends we see in both the 2019 
and 2020 survey data shows that the companies most 
likely to keep global teams happy are those who make 
the effort to accommodate diversity, understand local 
laws and practices, and keep remote workers feeling as 
connected and included as those at headquarters.   

As global teams grow, it will be more important than 
ever that companies understand and accommodate a 
diverse range of global team members in order to retain 
local talent and maintain their competitive advantage in 
the global marketplace.  

If you want to help your organization create a better 
employee experience for your global team members, 
with equitable and culturally-attuned financial, legal 
and HR advice, contact Globalization Partners. 

Our local expertise in more than 170 countries around 
the world helps your company reduce risk while 
enabling your workforce to thrive.
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METHODOLOGY

About the Survey

The Global Employee survey was conducted by 
Globalization Partners® from October 31-Nov 5, 2019. 
This is the second annual deployment of this survey.

The final sample of the survey was composed of 1,725 
randomly selected fully employed persons (aged 18 or 
older), balanced for gender and age, who are employed 
at organizations with a staff size of 1,000 or more 
employees. Respondents were randomly provided 
by independent market research firm SurveyMonkey, 
from our list of representative countries that included 
Australia, Brazil, Canada, Chile, China, France, Germany, 
India, Indonesia, Japan, Mexico, Poland, Singapore, 
South Korea, the United Kingdom, the United States and 
Vietnam. Surveys were deployed in English to Singapore, 
India, the U.S., the UK and Canada, in German to 
Germany, in French to France, in Portuguese to Brazil, in 
Spanish to Mexico and Chile, in Vietnamese to Vietnam,

in Polish to Poland, in Bahasa Indonesian to Indonesia, 
in Mandarin Chinese to China, and in Japanese to Japan.
The survey had a margin of error of +/- 2 percentage 
points at a 95% level of confidence. Margins of error for 
individual country results vary.  

About Globalization Partners 

Globalization Partners simplifies international business 
by enabling organizations to quickly expand into 
new countries without setting up branch offices or 
subsidiaries.  You find the talent, and we put your team 
member on our locally compliant payroll.   

Globalization Partners:  Succeed Faster.

2020 /  Global Employee Survey Results



2020 /  Global Employee Survey Results

globalization-partners.com   35

DEMOGRAPHIC SNAPSHOT 

Gender

Scope

Age

Location

Australia - 100 
Brazil- 103  
Canada - 100 
Chile - 100
China - 100 
France - 100 
Germany - 101 
India - 100
Indonesia - 100 
Japan - 100 
Mexico - 100 
Poland - 101
Singapore - 100 
South Korea - 101 
United Kingdom - 105
United States - 114 
Vietnam - 100

Do you work at headquarters or in a satellite 
office? SUMMARY sample size=1725

59%
Male

41%
Female

Age:
18-29

36%
Age:
30-44

44%

Age:
45-60

17%
Age:
>60

2%

10%

29%

62%

In headquarters In a remote/Satellite office 
in another region

In the field or away from 
the office + At home
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globalization-partners.com

North America: info@globalization-partners.com
Europe, Middle East and Africa: info-emea@globalization-partners.com

Asia-Pacific: info-apac@globalization-partners.com

GET IN TOUCH 
WITH US TODAY

https://www.globalization-partners.com/contact-us/

