
U.S. stop required. 
“The U.S. used to be the hub,” Lee says. “Now we are

seeing a lot of inter-regional moves that bypass the U.S.
People go from Asia to Europe, Europe to the Middle East.
There is a tremendous amount of international movement.”

This growing flow of skilled workers and managers
across borders leads to an increasingly multinational em-
ployee base. And that has complicated the task for compa-
nies in getting international assignees prepared for work in
their new host countries. Cultural training programs have
sprung up the past few years around the globe that offer in-
struction and counseling aimed at helping relocated work-
ers adjust to and understand their new surroundings. 

Sullivan says the value that companies place on cultural
training is reflected in GMAC surveys, in which about eight
of 10 companies said they consider cultural training very
important for international relocations. But Sullivan says
there is a disconnect between what companies say and what
they do on this front, with only about one in four compa-
nies making cultural training mandatory for international
assignments. 

Part of the reason, Sullivan says, is the increasing
amount of world travel workers have done. A company
might take an employee based in Japan who has traveled to
China and relocate that person to Shanghai, then let the
person skip cultural training. Bad move, Sullivan says. “It is
one thing to visit Shanghai and another to live there,” he
says.

Prudential’s Lee says companies often fail to properly
screen employees to determine whether they are the right
fit for an international assignment. Prudential offers a test-
ing program to its clients that helps assess the international
adaptability of candidates, he says. “When you are moving

someone across the world, and they are ill prepared or un-
suited for that type of assignment, you have just wasted a
tremendous amount of money,” Lee says.

Prudential’s online assessment program lets a company
measure how well an employee is likely to adapt to a foreign
assignment. The test can be used to structure cultural train-
ing programs best suited to the needs of individual employ-
ees and their families. 

Brenda Bellon, who heads the Prudential relocation cul-
ture training group, says more companies are using the as-
sessment tests and are following up with training. Some
companies are even using assessment tests to screen em-
ployees who might be candidates for overseas assignments
in the future. 

DOMESTIC ISSUES

While international relocation is on the rise, it still rep-
resents a small part of the relocation volume for U.S. com-
panies. Most human resources managers in the U.S. today
spend considerably more time on domestic housing issues
than international concerns. And much of that time re-
volves around trying to manage home-sales issues facing
employees tapped for relocation.

The biggest problem facing many companies comes
from employees who bought homes during the recent boom
period and suddenly find that their homes are worth less
than they paid. Dealing with those situations has required
considerable creativity in the relocation process. 

The most generous relocation packages, usually reserved
for top executives, contain loss-on-sale clauses under which
a company will help make up for any loss an employee real-
izes through the sale of an existing home. Those programs
are usually capped and rarely go above $50,000. But tales
of companies spending much higher amounts to consum-
mate a relocation are becoming more common. 

In some cases where it is crucial to move the employee,
a company will simply pay a bonus to help cover the loss
rather than make the payment part of the relocation
process. Those bonus payments are often hard to track be-
cause they frequently come from division or regional man-
agers rather than through HR divisions. 

Some of these bonuses to induce transfers are coming
with extra strings attached. For example, signing bonuses to
encourage new employees to join a company and relocate
are being drafted with longer payback clauses. The bonuses
may be higher than in previous years to compensate for a
real estate situation, but instead of having to stay with the
new company for 12 months to keep the entire bonus, em-
ployees now frequently must stay 24 months.

The use of bonuses is just one of a number of policy is-
sues confronting companies today as they grapple with the
impact of the housing slump on relocation. To control costs,
companies are instituting more rigorous appraisal standards
to make sure true market values are understood. To expe-
dite sales, companies are demanding better marketing of
homes, including stipulations that offering prices stick close
to appraisals. Buyer value option programs, in which em-
ployees get to market homes themselves to try to get a bet-
ter price, are being reined in. Employees are getting less
time to try to sell homes themselves under that option.
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SPOUSAL ISSUES IN RELOCATION
Less than half of the companies surveyed said they offer assistance to an employee’s spouse
or partner in finding employment in a new location. At those offering assistance, it most often
takes the form of help in networking, followed by résumé assistance and outplacement or ca-
reer services aid. Most companies said that a spouse’s employment status is not a factor in the
relocation, while nearly 40 percent said it comes into play. 

HOW DOES YOUR COMPANY ASSIST
AN EMPLOYEE’S SPOUSE OR PARTNER IN
FINDING EMPLOYMENT IN THE NEW
LOCATION?
(Of those indicating they provide assistance)

DOES YOUR COMPANY ASSIST AN
EMPLOYEE’S SPOUSE OR PARTNER IN
FINDING EMPLOYMENT IN THE NEW
LOCATION?
(Of total sample)

Source: Atlas World Group’s 41st Annual Corporate Relocation Survey

HOW FREQUENTLY IS AN EMPLOYEE’S
RELOCATION AFFECTED BY THE EMPLOY-
MENT STATUS OF THAT EMPLOYEE’S
SPOUSE/PARTNER?
(Of total sample)

Provide networking assistance 61%

Provide résumé
preparation assistance 38

Pay for outplacement/career
services from an outside firm 30

Provide interviewing
skill training 22

Find employment
within company 18

Find employment
outside company 16

Pay job finder’s fee 7

Pay spouse’s full or 
partial salary until hired 2

Other 10

33%

48%

14% 6%

Almost always

Frequently

Seldom

Never

Companies
answering “yes”

42%

Total greater than 100% because of rounding.
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