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Reports of growing numbers of new arrivals to the country continue to come in
from all of our various members and I am delighted that we, as an association, can
help so many globally mobile people settle in to their new home country and start
their adventure abroad.
Despite the continued pressure on costs, companies are still investing in their global work force and are looking set to continue doing so into the future, which means
we can look forward to welcoming even more expats to Belgium.  Steven Cryne,
CEO and President of CERC, shares his highlights from the many reports on global
mobility with us in this issue.
As promised, we’re delving into the millennial generation and the future of talent
mobility even further this issue.  We spoke to Walter Vermeeren of Altair Global
and Lisa Johnson from Crown Mobility on some of the findings in Crown’s whitepaper “Talent Mobility: the new normal” which shows that technology is playing
an increasingly important role in relocation.   We’ve also explored the millennial
perspective and find out more about some of their key drivers in the workplace.  
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www.illus.be
Lise Lotte ten Voorde
www.cultuurcocktail.eu

Subscribe to ReLocate, the quarterly
publication by vzw ABRA absl, online via:
www.abra-relocation.com

And finally, we have no less than three pages of Members’ News items this issue,
proving that summer has once again been anything but slow for the hardworking
members of ABRA!
We hope you enjoy this latest issue of ReLocate and look forward to seeing you at
our next member meeting,

nt
Isabele Prémo

For print and online advertising
opportunities and rates please contact:
relocate@abra-relocation.com
For further details on becoming a
member of ABRA, please contact:
admin@abra-relocation.com

WITH SPECIAL THANKS TO OUR SPONSORS FOR THEIR SUPPORT
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The Future of Talent Mobility
Trends and Best Practices Based on Cross-Industry Survey Research
In winter 2015 the Canadian Employee Relocation Council
(CERC) began a research project to explore the wide spectrum of survey research conducted on global employee
mobility. They conducted content analysis on 57 reports
published between 2011 and 2016 by a diverse group of
publishers. Stephen Cryne, President and CEO of CERC presented the results at the EuRA conference earlier this year,
as with so many voices - surveys, analysts, predictions - in
the industry, CERC wondered is there any consensus in the
literature? Extracts republished with permission of EuRA.
Increasing Mobility
There is a clear consensus that the volume of workers is
expected to keep climbing. A strong majority of employers
indicates the number of mobile employees in their organisations will increase or stay the same. As many as 89% of
organizations indicated they plan to increase their mobile
workers in the next two years according to PwC’s “Moving
People with Purpose - Modern Mobility Survey 2014”.  

Key Drivers

Talent Gaps
Talent gaps continue to be cited as the top motivator for
moving employees abroad with as many as one in three
(34%) employers cited as “having trouble filling key positions” (Moving People to Work).   The dynamics are also
changing. The profile of the Western senior executive being sent to explore foreign market opportunities is long
replaced with a more complex, horizontal portrait. “Talent
management has become a headache for CEOs, with only
30% saying that they have the talent they need to fulfil their
future growth ambitions” (Talent Mobility 2020).  
Expanded Reach
Employers also cite market expansion as a key driver for
sending employees abroad. While this was also true in the
past, the opportunities and barriers of market expansion
have evolved. The balance between developed and emerging markets is shifting; while Western economies continue
to send employees to emerging markets in droves, mobile
employees from emerging markets are going not only to
more developed countries but to other developing markets
too.

al mindset through international experience. They will have
to be comfortable leading colleagues, and pursuing market
opportunities, from very different corners of the world.  International experiences are seen as opportunities to build
intangible leadership skills.
Attract and Fulfil
A key evolution is that employees themselves are asking for
international assignments. It is not lost on the broader talent base that global experiences have become a stepping
stone to promotion and mandatory for senior leadership.  
While previous generations held mixed views regarding the
personal value of international work, millennials in particular are increasingly requesting these assignments. International posts, then, are a key tool in the global contest for
young talent.
“The millennial generation will make up 50% of the workforce in less than a decade and a recent study by PricewaterhouseCoopers (PwC) reports that of 4000 millennial generation survey participants, 80% state that they want to work
outside of their home country at some point during their
career. It will be seen as a rite of passage.”
Cost Pressures
Global economic confidence has hardly recovered from recent effects of the European debt crisis, let alone the global
economic crash of 2008-2009, and cost management continues to place pressure on mobility professionals. This pressure isn’t slowing mobility volumes or even shrinking budgets, but is driving managers to more clearly demonstrate
effective management and return on investment.
Compliance
Changing tax requirements and government regulations
are quickly becoming the top risk faced by global employers. Governments in every corner of the world are ramping
up pressure around enforcement of these regulations. As
compliance becomes increasingly complex and increasingly
important, employers appear to be increasing the levels of
outsourcing this work to external consultants. Despite this
rising need, many companies are facing avoidable penalties
for non-compliance.

“Nearly half of firms (45%) indicate some form of expansion
impacted their relocation volumes” (Corporate Relocation
Survey Results).  “[Mobility professionals] regard new market growth as the principal driver behind the growing need
for global mobility (60%)” (Strategic Global Mobility).

“Over-regulation is cited by 78% as a concern” (Global CEO
Survey).  “Some 40% of respondents reported that they did
not have a formal risk control framework to monitor payroll
tax and social security compliance, with 64% reporting they
incurred avoidable penalties for non-compliance in 2012”
(Global Mobility Effectiveness).

Leadership Development
Successful organisations are planning for their futures by
making sure their high-potential employees develop a glob-

Key Trends

Steven Cryne concludes that there are four important key
trends that can be taken from the various reports:  
RELOCATE
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A Bank
that knows
Expats have
families too

Just what
Brussels needs
Brussels welcomes new expats every day. They come from EU countries
and elsewhere to start businesses, work for multinationals or join European
institutions in the capital. To help them, KBC Brussels has created specific
services and hired customer service staff to take care of everything
- from mortgages and insurance to advice on how to make their lives
even more enjoyable in this unique city. At last, a bank that really
understands expats… just what Brussels needs.
www.kbcbrussels.be

#betterforbrussels
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(1) flexible program design as a result of a globalised talent
pool, shifting employee demographics and demands; (2) increasingly strategic role for mobility in the organisation; (3)
heightened focus and expertise in ROI and data analytics;
and (4) more collaboration between business and government on labour regulations.
1. Global Talent Pool and Option Diversity
We are likely to continue to see an increasing variety in the
types of assignments and policies, which is being driven by
a number of factors. Cost pressures are driving employers to
consider less expensive options for mobilising talent, ranging from short-term assignments and employing regional
staff to virtual teams and “local plus” packages. Technology
is making these different options easier to manage and demand from employees, especially millennials, is also driving
flexibility.
2. Integrating Talent Mobility in Organisational Strategy
As the value proposition of mobility shifts, so might its role
in the organisation. Mobility professionals and consultancies are all advocating for mobility to play a more strategic
role and to become embedded in a diverse range of activities, playing a broader role in human resources.
3. Proving Return on Investment Becomes Crucial
All surveys that asked about tracking, evaluating, and other
elements related to ROI clearly show organisations are not

excelling in this area. “95% of companies don’t measure international assignment ROI... respondents simply are not
sure how to do so” (Mindful Mobility).
“Three in four respondents expect to be measuring return on
investment from mobility in two years’ time, compared with
just 9% who do this today. Fewer say they can accurately
quantify the cost of their programme. Even by 2017, only
around half (49%) expect to be able to do this accurately”
(Moving People with Purpose).
4. Increased Government Collaboration
Employers have not been passive in response to heightened
pressure over government regulations and compliance requirements. Even when their governments do not see it,
employers know that mobile labour is a national economic
advantage. Developed countries with ageing populations
will become less dependent on domestic labour and employers - and associations - are helping them to recognise it.
“Indeed, 44% of CEOs plan to work with their governments
to develop a skilled and adaptable workforce over the next
three years. Twenty-seven percent want to collaborate with
government to create a more competitive and efficient tax
system.” (Global CEO Survey)
For the full presentation, please contact EuRA.

96% of families who
visit BSB choose
our school
“ The learning opportunities that BSB provide
for our children are unique. My children
settled in quickly and are very happy!”
Mrs Oki from Japan, who chose BSB
for her twins Aika and Kaito (Year 1)

According to a recent independent parent survey

*

Your
favourite
school
To find out why, visit
www.britishschool.be/whyBSB
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The Tech Shift
the changing face of relocation 				

by Lise Lotte ten Voorde

Whatever the cause, there is a palpable shift in the nature of how we do business. Blame it on the millennials if
you wish, but when even our 98-year old grandfather can
Skype us to his heart’s content, we have to wonder: is this
dependence on technology exclusive to this generation or
merely a sign of changing times? We asked several relocators about their experiences and how they are coping with
the changing face of business.

can provide their services to early career employees seeking international experiences.   Discovering which technology lends itself to developing apps and updated services fast
enough is a big one, especially as many destination service
providers have to operate within a limited budget and timeframe.

Generational Differences

Walter Vermeeren, Senior Vice President EMEA of Altair
Global, agrees that the difference in demands is mainly a
result of changing times. “Our environment is continually
evolving and as a consequence the people living in that environment change. There’s a difference in the type of requests
we are seeing and to stand out as a DSP in a society driven
by technology you have to adapt, no matter what age group
you’re dealing with.”

Lisa Johnson, Consulting Services Global Practice Leader of
Crown World Mobility says: “The differences for this generation seems to fall into two big categories. First, there are a
number of studies that show millennials worldwide expect to
gain some international experience during their careers, as
well as expecting career progress to happen with a shorter
timeline than in the past.
The second big difference has to do with how information is
communicated and the options that are open to millennials.
There is a need to provide information and communicate using apps, texts and emails rather than through policy documents, face to face meetings or phone calls. Technology and
how information is received is one of the biggest shifts in any
industry and, of course, also impacts Mobility.”
Lisa Johnson finds that the most recurrent questions faced
by relocators today are around low cost ways in which they

AUGUST 2016

The New Normal

Although many millennials will have travelled or studied
abroad before embarking on their professional careers, they
often lack a deeper understanding Walter Vermeeren feels.
“They are the younger transferees, frequently single and in
most cases they won’t have children. This is very different
compared to the typical expat we saw 20 years ago. Millennials are generally very confident. Most of them will have
enjoyed a student life without too many financial problems,
be it in Europe, Asia or the USA. I certainly wouldn’t want to
call them spoiled but it is fair to say that this is a generation
that takes a lot for granted. Essentially, we’re looking at a
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group of independent workers who don’t necessarily expect
relocation support but who simply assume that everything
they do will go smoothly. And this means that the customer
has changed drastically for relocation providers.”
Lisa Johnson elaborates: “We find that a lot of our early career employees have never moved before. They have no idea
about all the things they don’t know. Ironically enough companies offer them cash options and DIY move solutions. But
few employees are experts at moving, which means we need
to offer a lot of practical advice and support. How much will
it cost? Is immigration compliance important? Can I live anywhere I want without being concerned about safety? Why
shouldn’t I negotiate my own lease?”
Corrective actions are not unfamiliar Walter Vermeeren tells
us. “A lease agreement signed without DSP support is a typical example of this. We all know what can go wrong: from
dodgy contracts, overpaying for a property or landlords who
refuse to take care of essential repairs, by bypassing professional support, millennials can be left disappointed from the
moment they arrive in their new home country. Situations
like these usually mean the relocation service provider has
to step in and fix things after the fact. Equally, it’s not much
fun for the millennial who has to ask for emergency support.
All this can also end up costing the employer a much higher
service fee than anticipated.”
Lisa Johnson agrees: “The emergence of technology designed to support low cost moves is creating a shift in services. Yes, you can move more cheaply and find your own
apartment quite easily, but you have to factor in human support in order to advise the millennial employee on the more
practical side of things.”

Troubleshooting the Gap
Even so, we are dealing with actual physical human beings
and a gap between brain and technology, let alone the detailed and specialist knowledge on vital components to a
move abroad, such as immigration. This means that problem solving will probably continue to form a substantial part
of the job. Adjusting your services and communication to
the specific needs of your clients will surely help to minimize
the number of hours spent troubleshooting.
Ensuring a smooth relocation for your clients will (for a part)
hinge on how you deliver your services to the client.  “With
millennials you are best off offering a list of services from
which they can choose, with a few mandatory services on
the list. And the service list cannot be changed for a financial
benefit if they don’t use it,” says Walter Vermeeren. “Start
compiling your list by talking to millennials and finding out
what it is that they really expect. DSP’s should work with
their customers to develop this itemised service list. Try to
be as pro-active as you can be, think about what you can
provide and what the customer might want you to provide.
And communication really works best using modern technology. Keep it fast, short and simple!”
“Use apps, timelines, texts and infographics instead of the

typical HR policy document,” Lisa Johnson adds. “Information across the board is being produced and shared in new
ways. Uber is a great example of getting what you need
when you need it, just as airbnb is. I believe we’ll see a general shift where for example housing options are presented
in a way not dissimilar to the airbnb model. And it’s not just
the millennials who see the benefits of these technological
changes; society at large is coming to rely quite heavily on
these visually pleasing and easy to use applications, whatever their form or function. At the same time, technology
is shifting faster than guidelines and security measures, so
there are some very realistic concerns around these ‘uber
mobility’ solutions that will need to be addressed.”

Future Visions
When asked how he sees the future of relocation services,
Walter Vermeeren tells us that “The millennials will grow
older, which means we’ll likely find that expectations and
services required will level out somewhat. But don’t forget
that the next generation is hot on their heels: the Z-generation or i-Generation, the digital natives. They’ll expect even
more online and highly personalised services through all
the media they use (TV, Smartphone, PC, Smartwatch and
other things to come, 24/7!). This is a generation that likes
to share goods and so co-housing will become more of an
option, and a service where DSP’s can add value. This Z-generation was not financially pampered and is growing up in a
very uncertain environment. They will be looking for more
certainty, which is where DSP’s come in by once again providing guaranteed services and support.”
Lisa Johnson has a more philosophical approach to the future of relocation services:  “Every company is aware of the
fact that the majority of employees today are millennials
and that they are driving certain shifts around career paths
and experiences. They want work to be meaningful, have
time for activities outside of work or want to be sure they
can work for a company that does meaningful things. We
will all benefit from these attitudes.”
LLV
Technology Musts
Computers, tablets, gaming consoles and smartphones are
firmly embedded in our everyday lives. White papers by
Crown Relocations, Xonex and Living Abroad teach us that:
1 - one of the greatest values of relocation technology is its
ability to deliver pre-assignment resources to candidates
through multiple platforms;
2 - tools should be streamlined, allow 24/7 access, reduce
disruption, and offset problems in the new location. All of
these features add up to faster assimilation into a new location, with less employee and family stress;
3 - relocation technology should be easy to use, must be fully
functional on mobile platforms, giving an assignee greater
convenience, connectivity and control of their relocation process.
RELOCATE
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The Millennial Workplace
opportunity to progress and aligning values			
With millennials generally getting a bad rap and preconceptions abounding on how the “entitled generation”
views both the workplace and the world at large, it would
be easy to dismiss them offhand as serious prospects for
employment. Deloitte’s 2016 Millennial Survey tells us
that 44% of millennials already have one foot out of the
door and are planning on leaving their organisation in the
next two years: a statistic that will surely have most employers close to tears with frustration. But what does being a millennial in the workplace actually mean? What is
it that we are doing so very differently than our parents
before us that is making us the topic of the decade?
Millennials are the generation born roughly between 1980
and the late 1990’s. There are a lot of us (yes, I confess) and
according to PwC we will represent 50% of the global workforce by 2020. Most articles on my generation will tell you
that we’re lazy, in need of constant feedback, that we have
trouble concentrating, take everything for granted and that
we make a point of enjoying our work at all costs or we’ll be
out the door before you can say ‘millennial’. On the upside
we’re also considered to be optimistic, tolerant, confident
and flexible, so at least there’s that. So what’s the millennial
take on these, often rather damning, reports?

Don’t Call Me a Millennial
Although especially the younger millennials are struggling
to find their way into a greatly changed marketplace, that
doesn’t mean they don’t want to work. Yes, it’s easy to live
with your parents and depend on welfare, but that’s certainly not true for all of us, says journalist Victoria Dawson Hoff
in her Elle-article ‘Please do not call me a millennial’. She
notes that strewing labels such as ‘lazy’ around just doesn’t
seem fair when balancing on the tightrope between new
and old media, resulting in a remarkable mix of opportunities and challenges.
Regarding the pursuit of job satisfaction she says: “God forbid we actually like what we do. On the contrary, I’ve found
that choosing a career that I absolutely love is the key to
hard work, because I’m that much more motivated each day.
And you know what? I worked really damn hard to get that
job, and even though I lived and breathed it, I was all too
aware that it still might not be enough to seal the deal.”

Opportunity to Progress
Millennial Filipe Fraga was born in Portugal in 1981, now
lives in Antwerp, Belgium and works (mainly) in the Netherlands. He’s familiar with the name his generation has but
can’t say he encountered any problems related to his age
when he decided to relocate in 2007.
AUGUST 2016

by Lise Lotte ten Voorde

In most markets, work-life balance comes before career progression
when evaluating job opportunities.
Figure: relative degree of importance (excluding salary).
Good work-life balance

16.8

Opportunities to progress/be leaders

13.4

Flexibility i.e., remote working, flexible hours

11.0

Sense of meaning from my work

9.3

Professional development training programs

8.3

The impact it has on society

6.8

The quality of its products/services

6.4

Strong sense of purpose

6.2

Opportunities for international travel

5.9

Fast growing/dynamic

4.4

A leading company that people admire

4.3

Invests in and uses the latest technology
The reputation of its leaders

4.1
3.1

“I decided to look for a job outside of Portugal because, one,
I wanted to work in and around innovation with impact. I
have a technical background and a strong interest in business, economics and society, while genuinely multi-disciplinary innovation wasn’t something you could find in Portugal
back then,” Filipe tells us. “The second reason is that I wanted to experience a truly international, multilingual context.
Lisbon wasn’t really an international working environment
back then, whilst this was something I was curious about. So
I had to look elsewhere for more diversity in my professional
and personal development. Somewhat ironically, nowadays
Lisbon leads on both fronts!”
Any difficulties Filipe faced after first setting foot on Dutch
soil, such as inquisitive - even pushy - housing companies, he
attributes to the uncertainty of his professional future more
than his age per se.
Career wise he does have some experiences that fit into
the millennial profile: “My employer was surprised by two
things back then. The first was my drive to achieve business
results, something they hadn’t expected considering my age
and cultural background. Thinking of ‘stereotypes’, I have to
admit they were partly right. The other thing came at a later
stage, namely my desire to change position and move up after only one year with the company. They understood and
recognised my potential, but decided a year was too soon.
Six months later we were going through the options and another six months later I made the transfer to a field and function I had no previous experience in. In hindsight I realise it
went pretty fast and that I was taken seriously despite being
a twenty-something. At the time it felt like slow progress,
but I don’t think that was fair of me. Today I’m grateful the
opportunities came so quickly.”
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Personal values have the greatest influence on
Millennials’ decision-making.
Figure: percentage who said factor is
“very influential” when making decisions at work.

Figures:
Deloitte 2016 Millennial Survey
Reports:
2016 Millennial Survey - Deloitte
Reshaping the Workplace - PwC
> hyperlinks to reports in place in the digital edition

“That being said, I have now found myself in situations
where I feel ready to grow into a director or board level executive, but I often observe that everyone ‘above me’ is at
least five to ten years older, so right now it feels like it may
never happen,” Filipe laughs.  “The expectation that your life
has to be diverse and dynamic in every aspect does fit the
millennial description, but then again, it might just be my
character.”
With 63% of millennials believing their leadership skills are
not being fully developed it would seem Filipe lucked out
with his employer. The same Deloitte report states that the
ability to progress and take on a leadership role is one of the
most important drivers when evaluating job opportunities.
Lisa Johnson, Consulting Services Global Practice Leader of
Crown World Mobility, agrees to some extent: “The new assumption is that a career might need to progress laterally,
not vertically, and moving around the company might be
one solution.”
As a senior manager Filipe does recognise some of the typical millennial traits, especially with employees born in or
after the late 80’s. “They all have the open-mindness and
drive to try out a variety of fields and roles, but sometimes
lack the perseverance to push through when encountering
resistance. The question you have to ask yourself is will they
consistently deliver on their responsibilities, or blame their
manager/job/employer for losing (their) interest? This can
vary hugely from person to person I find.”

The Values Generation
So it seems there is some truth to be found in the stereotypes, but this applies to all generations that are defined by
periods of societal, economical and technological change.
Plus: weren’t those changes fostered by our parents and
their peers? Was it not they who told us the pursuit of happiness and work-life balance are paramount? Instilled us
with strong values and told us to adhere to these?
It seems that millennials’ personal values have the greatest
influence on decision making with 44% turning down a job
because of an organisation’s values, 49% choosing not to undertake a work task because it goes against their personal
values and 56% ruling out ever working for a particular or-

ganisation because of its values.  
Success to this generation is about more than the bottom
line. According to Deloitte they will measure organisations
against longevity (24%), reputation (27%), turnover (29%),
customer satisfaction (55%), employee satisfaction (62%),
product and service quality (63%) and believe that business
needs to have a positive impact on wider society. These values do not change as the millennial progresses professionally, so it is worth ensuring your organisation has strong values
that your employees can align themselves with.  

Bridging the Gap
Every generation tends to complain about those before and
after them. So the question becomes how to bridge this
generational gap within the workplace. When asked for his
opinion, Filipe replies: “I’ve learned to assemble teams with
both younger and older employees. Millennials are said to
be especially good at idea generation, lacking the patience
for painstaking execution. Yet all generations have individuals who are good at either ideas or execution, so it’s important to offer each individual the possibility to develop along
the lines best suited to them personally. Myself, I do have a
tendency to do several things at the same time and the urge
to change often. With younger people that’s even stronger.
While this has risks and needs to be balanced out, I believe
it has a positive influence on interactions with colleagues,
clients, technology, ideas. This diversity breeds strong innovation ecosystems.”
As for a future proof solution, Filipe doesn’t have the answer. “It might be symptomatic for the future of the job market, you can’t plan it in a ‘rigid’ way any more. The ‘problem’
has many nuances, many dimensions, it’s not just a question
of generation. You have to combine insights to reach meaningful and flexible/resilient courses of action.”
Or as Victoria Dawson Hoff puts it: “I love knowing that so
many people my age are making waves and doing what they
want - the world is our oyster! - I personally think it’s just a
sign of the times, not a sign of the people.”
LLV
RELOCATE

Temporary
housing made easy

BBF, NUMER ONE
IN AFFORDABLE
AND COMFORTABLE
SERVICED
APARTMENTS.

SERVICED APARTMENTS

Book your apartment at

www.bbf.be

BBF Serviced Apartments has been providing serviced and residential apartments since 1992.
With more than 1600 flats in different top locations in Brussels and Budapest, we are able to offer flexible and
affordable mid to long term rental packages for expats and business travelers. Our multilingual team is always
dedicated to find the ideal solution for your stay and will assist you during your booking until the end of the
lease. Recently BBF was accredited with the ASAP Quality Label which certifies compliance with the,
guidelines in the serviced apartment industry.
Combined with our expertise and affordable rates this is your guarantee for a hassle free and excellent stay.

NEWS FROM OUR MEMBERS - new appointments
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ABC Relocation appoints Relocation Director
New Principal appointed at BSB
The British School of Brussels (BSB) is delighted to announce
its new Principal Ms Melanie Warnes. As announced in
November 2015, her appointment followed a rigorous
international search and selection process. Melanie was
CEO and Executive Head of the Castle School Education Trust
in Bristol, UK. The Castle School Education Trust comprises
four secondary schools and three primary school with 5,000
students.
“I am delighted that Melanie is the new Principal of BSB.
She will bring vision, passion and considerable experience
to the role having successfully led a number of schools in
the UK. Melanie offers a new and unique perspective to the
leadership of BSB,” said Ian Backhouse, Chair of the Board
of Governors.
		

www.britishschool.be

ABC Relocation has appointed Wendy Simpson as Relocation
Director and she also joins Kathryn Andrews and John
Blakeway on their main Board.
Wendy started working in the relocation industry in 2010
and has worked with ABC for several years as a private
consultant.  Originally from the UK, she has lived in Belgium
for over twenty six years and has also been an ExPat in the
USA.   In addition to her mother tongue of English, she is
fluent in both French and Flemish and both of her children
have been educated in the Belgian schooling system.
John welcomed Wendy stating “We are delighted to have
Wendy as part of our Management Team.  Her enthusiasm,
experience of life as an ExPat and her knowledge of both
Belgium and the rental market will be great assets to our
Company.”
			

•

www.abcrelocation.com

•

New Head of Secondary at ISF Waterloo
ISF Waterloo International School is
pleased to announce the appointment
of a new Head of Secondary for the
school year 2016-17: Mr Matt Fron.
Mr Fron is a dynamic and innovative
American teacher with over 15 years
of experience in both American
and International systems.   He is
specialised in teaching English and
has several years of experience in various leadership
roles. He has taught in Los Angeles, at the Bangkok Patana
School, Jakarta International School and at the American
International School of Johannesburg.  
Welcome Mr Fron!
			

www.isfwaterloo.org

•

Two New Team Members at HRDynamics
HRDynamics is proud to announce that two further members
of staff have recently started: Inge Van Ammel and Hennene
El Jarraz.  Both ladies were specifically hired with the aim of
further developing the offering for companies with foreign
employees.  
“From now on applications for work permits and tax
calculations will be expedited even faster and smoother,”
Karine Vandenplas tells us.   “By upping our efficiency we
can translate this into even sharper rates and shorter
deadlines.   Thanks to Inge and Hennene we are able to
further strengthen our position in this unique niche of the
expat market.”
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www.hrdynamics.be
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Premier Suites Celebrates

Cross Cultural Seminar on Iran

“We are celebrating our 1st birthday as PREMIER SUITES
and would like to invite ABRA members and readers of
ReLocate for a visit and drink at our property to celebrate
our anniversary this September,” says Sales Manager Wendy
Croes.  
Date:
September 29th, 2016
Time: 4pm - 7pm
Location: Premier Suites Brussels Lounge
Boulevard A. Reyers 136, 1030 Brussels

CERAN would like to invite business owners, decision makers and business development managers to their upcoming
cross cultural seminar on Iran. Do you consider Iran as a
market to approach and develop?  Get ready with our cross
cultural seminar on Iran on October 19th.

Please confirm your attendance to
sales.brussels@premiersuites.eu before September 20th.
			

www.premiersuites.eu

•
KBC wants to make things Better for Brussels
Welcome to Better for Brussels! Do you have any ideas for
improving mobility, housing or entrepreneurship in Brussels?
If you do, share them with us. We will invest up to €30,000 in
the idea with the most likes, and together with our Brussels
partners, make sure that it will be put into practice. Because
without your help, it’s impossible to change things.

During this training, our expert will help you to:
-understand the economic and social contexts of the Iranian
market;
-identify and explore business opportunities;
-discover the Iranian cultural codes to adapt your approach;
-increase your efficiency in your business relationships with
Iranian clients, partners,…
Date & Time:         19 October 2016, from 2pm to 5pm
Venue:   CERAN Brusssels, (Rue Ravenstein – Bruxelles)
Price:                     €300 (ex VAT) per person
For more information, please contact: +32 87 79 11 22 or
customer@ceran.com
			
www.ceran.com

•

You are the heart which makes Brussels beat.  Find out more
by visiting us online:
		
www.betterfor.brussels

•

BBF adds another property to its portfolio
BBF is proud to open its newest property, the Westpark Residence, in Brussels’ west end. Located in Anderlecht - better
known for its football club - the stylish architecture and high
spec finish make Westpark the place to be for those who
want to live in quality surroundings.
Renovations at Arrass Antwerp
Arrass Hotel*** & Business Flats is proud to announce
that the last floor, their 6th floor with Grand apartments,
has been renovated.   “This means that all of our rooms
and apartments are renovated and ready to welcome our
beloved guests,” says Filip Goorden, Sales Manager. “We’re
ready for the future where service for our partners and
guests is key. Furthermore we are very glad to announce that
we will soon be bringing you a new loyalty program for our
guests and bookers.  We are looking forward to welcoming
you and your guests again soon at Arass Hotel*** & Business
Flats Antwerp.”
			

AUGUST 2016

www.arasshotel.com

Offering serviced and residential apartments, Westpark
promises easy access to the ring road and the business parks
nearby. The Residence is situated in a splendid area, with
both large, green parks and convenient shopping centers.
A brilliant destination for your temporary stay in Brussels.  
For more information call +32 (0)2 705 05 21 or send an
email to cityflats@bbf.be
			
www.bbf.be
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Address Change for Art Of Living
ES Mol invites you to a Mini-Europe
During their autumn open day on Saturday October 15th,
the European School in Mol would like to invite you to join
them on a trip around the world. Children from over 50
nationalities are taught at ES Mol and over 20 languages are
spoken around the school.  So for their open day the school
is inviting you to come and taste all this cultural richness.  
Teachers, students and parents from over 30 countries will
be bringing food and drinks for this family event.
It is the perfect opportunity to come and visit our
kindergarten, primary and secondary classes and find out
more about our language divisions,” says Erica Di Maccio
“Have a wander around the gym and swimming pool, nose
around the library or simply enjoy a colourful autumn walk
around our schools gardens.  Of course we’re also available
to parents who would like to know more about the European
Baccalaureate or would like to make an appointment with
one of our advisors.”
			

www.esmol.be

•

“After 25 years in the business it was
high time for a new location,” says Marc
Van Zuylen about Art Of Living’s move
to a brand new office this June. Bigger,
brighter, adapted to 2.0 technology and
definitely more functional, the new offices are located at:
Chaussée de Louvain 431 H – 1380 Lasne
Their website, email address, phone number (and individual
lines) remain unchanged Marc assures us. “And we definitely hope to welcome you in our new premises in the near
future.”  
			

www.artofliving.be

•
Record Scores for IB Diploma at BSB
BSB is once again delighted with this summer’s examination
results at Post-16 in A Level, BTEC and IB. These superb
results, across the range of ability, have translated into
brilliant university places worldwide on a huge variety of
competitive courses.
‘All of our IB students took the full Diploma with everyone
attaining 26 points or more, with an average IB Diploma
point score of 36 (compared to a world IB average of 30
points). Over a third of students successfully took on the
challenge of the Bilingual Diploma,’ said Kim Burgess.

New Scholarship Program and Language Choices at AIS
Antwerp International School is excited to be able to offer
a new SCHOLARSHIP PROGRAM and LANGUAGE choices.
AIS Seeks Talent is an initiative that will enable talented and
dedicated students from Antwerp’s local and international
communities to benefit from our intercultural, holistic
education, even if their families cannot raise the usual
school fees.
AIS Speaks 5 Languages. A new language structure has
come into effect that reinforces our strongly-held belief in
sound language education from a very early age.  We aim
for bilingualism in Primary School (starting in PreSchool)
and trilingualism in Secondary School. As a standard we
offer English, Dutch and German at mother tongue level in
Primary School. French is added in Secondary School. Other
mother tongue language classes are on request. Check the
AIS website for more info or call 03 543 93 00.
www.ais-antwerp.be/admissions/ais-seeks-talentscholarship-program
www.ais-antwerp.be/learning/languages

•

• 57% of our candidates obtained 36 points or more
(compared with a world IB average around 22% last year).
• More than one in four students – 30% - achieved the
Diploma with 40 points or more (against an IB world average
of 7% last year).
• 100% pass rate for the third year running (IB world average
pass rate 2015 was 79%).
• These levels represent our best IB Diploma results to date.
Principal, Melanie Warnes added:
‘I’m delighted that yet again BSB students have achieved
so highly across the whole spectrum of subjects at IB, BTEC
and A Level. These results mean that BSB students can take
advantage of opportunities at the highest level worldwide. I
am thrilled for them all.’
Sue Munday, Acting Head of Senior Section said:
‘I am absolutely delighted for our students who have worked
so hard to achieve their best and these results will take them
onto the the next exciting stage of their lives. Well done,
everyone.’
			

www.britishschool.be

•
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ABRA Member Meeting - Tuesday 15th March, 2016
The Tuesday 15 March meeting was held at Bogaerts International School,  5 Square Argenteuil, 1410 Waterloo. Director DavidIan Bogaerts introduced the school and its educational programme to the many ABRA members who attended.  The guest
presentation was given by Lieselot Declercq and Marlies Van Assche of D-Teach on the concepts behind e-learning and the
options available to both digitial natives and adults.  D-Teach offers a complete educational solution for companies that have
expatriates on assignment around the world, as well as their children.  Put names to faces by visiting our online photo album.

AUGUST 2016
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RELOCATE

Have you just moved, or are you about to move, to Belgium ?
In that case expert advice and support can be useful.
That is precisely what ING can offer you for all your
banking and insurance needs, even before you arrive.
With ING you can benefit from a contact who speaks

your language and a dedicated Call Centre. What
better welcome could you wish for? Have a try by
calling one of our staff on + 32 (0)2 464 66 64 or by
surfing to ing.be/expat
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