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A familiar story: A company invests thousands of 
dollars—sometimes hundreds of thousands—to 
relocate a key employee. The company provides an 
onboarding program to ensure that the employee 
feels connected, comfortable, and engaged in their 
new role. Within one year of accepting the position, 
the employee resigns to head back “home.”

If you are in the mobility industry, you have seen or 
experienced this frustrating scenario. The first year in 
a new job and a new city can feel exciting, yet daunt-
ing and uncomfortable, for many relocated employ-
ees. The employee may enjoy their new job but resign 
because they or their family are unable to acclimate 
to their new community. It is a scenario in which the 
employee and the company are both disappointed. 

The company has lost not only a valuable 
employee, but also a significant amount of time, 
energy, and financial resources. A 2012 study by the 
Center for American Progress found that “very highly 
paid jobs and those at the senior or executive levels 
tend to have disproportionately high turnover costs 
as a percentage of salary (up to 213 percent).” This 
means that the cost to replace a CEO with a salary of 
$100,000 could be as high as $213,000!

So, at what point and why do employees typically 
resign after a relocation? And what can you and your 
employee do to avoid a failed relocation? 

According to a 2014 Entelo study regarding when 
employees are likely to leave their job, “the highest-  
probability month occurs right at month 12.” Margy 
Judd, president of Executive Arrangements, says, 
“A key issue in failed relocations at the one-year 
mark is that attention is often paid to only the 
‘professional’ and not the ‘person.’ Most relocated 
employees bring with them a family, personal inter-
ests, unique needs, and a plethora of other details 
requiring attention. People need to be in the right 

neighborhood with the right connections to feel that 
relocation was the right choice.” 

There are many ways to prevent the heartache and 
hassle of failed employee relocations. On the follow-
ing pages is a top-10 list of best practices that can 
help to ensure relocation success. The advice is based 
upon conversations with mobility industry insiders, 
relocation experts, and people who have happily and 
successfully relocated.

1.
MAKE A GOOD FIRST IMPRESSION.
It may sound cliché, but first impres-
sions matter. Anthony Bartlett, founder 
and president of the custom relocation 

firm St. Louis Transplants, says, “You can’t unring 
a bell! Sometimes a relocation will not ‘stick’ if we 
connect with an employee and their family too late in 
the process. Companies must pre-emptively set the 
stage for a happy and healthy relocation.” According 
to a 2007 corporate transferee satisfaction study by 
J.D. Power and Associates, a transferee’s relocation 
experience may affect their attitude and satisfaction 
regarding their employer. If the employee has an 
unfavorable relocation experience, they may become 
disenchanted with both their new community and 
their new employer. Set your company and your 
employee up for success with a carefully customized 
relocation experience.

2.
SUPPORT THE EMPLOYEE AND 
THEIR FAMILY.
While this might seem to be common 
sense, many companies neglect to offer 

relocation support services to the employee’s family. 
“Most employees relocate with [an accompanying] 
spouse, children, and sometimes parents,” Judd 
says. “Companies typically focus on the employee’s 
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comfort level in their new role while ignoring the 
employee’s family … where the real retention risk lies.” 

For example, Washington, D.C.–based relocation 
firm Chasing Dragons recently provided support 
for an employee who was relocating with her young 
family and elderly parent. The employee’s relocation 
anxiety stemmed from moving her mother away from 
a vibrant knitting community that kept her active and 
engaged. Chasing Dragons addressed the concern 
by scheduling an introduction with the “yarnistas” 
at a local fiber store and showcasing the vibrant new 
community her mother could enjoy. Chasing Dragons 
addressed the needs of the employee and her family 
and ensured relocation success. 

3.
BE FLEXIBLE. 
A study published by the Joseph 
Rowntree Foundation found that “the 
diversity of family circumstances and of 

individual preferences means that relocation policies 
ideally need to be both flexible to meet individu-
als’ circumstances and at the same time equitable 
and transparent.” Each relocation strategy must be 
developed on a case-by-case basis to increase your 
company’s return on investment and your employ-
ee’s general satisfaction with the relocation. 

4.
PROVIDE NEIGHBORHOOD 
GUIDANCE. 
If you want a relocated employee to 
thrive in their new community and job, 

proactively help them find the right neighborhood 
to suit their lifestyle. If a stellar recruit is telling you 
during the interview process that they are nervous 
about finding the right neighborhood, do not just 
hire them and hand them a check to cover moving 
expenses; work with them to narrow the field based 
upon their interests and lifestyle preferences, or 
provide them with access to a firm that specializes 
in making neighborhood connections. 

Many failed relocations occur because the 
employee bought a house in a lovely neighborhood 
near their new office; however, the neighborhood was 
the wrong fit for their family. Bartlett says, “The right 
neighborhood is so crucial for retention. The environ-
ment must be relevant to the lifestyle of the employee 

and their family. You must show that the decision- 
maker’s ideal world can be achieved in the new 
neighborhood. Keep in mind that the decision-maker 
could be the employee, the spouse, or the kids!”

5.
GIVE A BOOK.
Simple yet effective! Consider provid-
ing a copy of This Is Where You Belong: 
Finding Home Wherever You Are by 

Melody Warnick to your employee. This book is a 
must-read for anyone in the mobility industry or any-
one who has relocated. It offers practical suggestions 
on how to fall in love with a new city. The advice 
is simple and doable. Simple steps such as walking 
more, eating local, exploring nature, and volunteering 
can expedite the “at-home” feeling. Also, provide 
your employee a book about the history of their new 
community and the address of a great local bookstore 
or library for them to visit.

6.
PROVIDE A PEER.
Offer a mentoring program so that the 
employee has a peer within the company 
who will serve not only as a guide to 

your company’s culture but also as someone who will 
listen and advise the employee regarding the many 
challenges that they and their family will face as they 
acclimate to their new home. Most employees feel more 
comfortable engaging in personal conversations with a 
peer rather than with an “HR official.” Make sure that 
the assigned peer encourages the relocated employee 
to take advantage of the support services provided by 
your company. Sometimes employees need a gentle 
reminder to use the resources available to them.

7.
BUILD A COMMUNITY.
Help relocated employees and families 
find a social circle in their new com-
munity. Bartlett says he has seen time 

and again that relocated families fare better when 
they form strong bonds with people in their new 
community. According to the long-running “Harvard 
Study on Adult Development,” health and happiness 
require strong bonds and relationships with other 
people and with community. People who do not have 
a sense of belonging and connection to people in a 

“A key issue in failed relocations at 
the one-year mark is that attention  
is often paid to only the ‘professional’ 
and not the ‘person.’” 

— MARGY JUDD
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new environment are lonely and easily tempted to 
return “home.” 

Caroline Weingart, an expert in post-relocation ser-
vices, says, “Building a community will shorten the 
acclimation period for an employee and their family. 
Help introduce them to people outside of the office. A 
reliable social network can become an indispensable 
go-to resource for everything from shops to doctors to 
youth sports programs. Employees and families with 
roots in their community are a lesser flight risk.” 

Introduce your new employee to one person out-
side of the office with some common interests. Here is 
an example of the effectiveness of a thoughtful intro-
duction. A few years ago, Executive Arrangements 
was assisting a pregnant woman relocating for her 
husband’s job. They asked one community member to 
invite her to a baby shower. The woman walked into 
the party not knowing one person and left with a play 
group that has been meeting weekly for four years. 

8.
OFFER VOLUNTEER OPPORTUNITIES.
Volunteering together creates unity 
among employees and creates an 
investment in a relocated employee’s 

new community. Either offer corporate volun-
teer programs or work with a relocation firm that 
includes volunteer opportunities in their acclimation 
programs. Chasing Dragons brings its community 
of transferees and their families together several 
times a year for iconic Washington, D.C., service 
opportunities. The opportunities range from placing 
holiday wreaths at more than 245,000 headstones 
at Arlington National Cemetery to meeting Honor 
Flights for military veterans at Ronald Reagan 
Washington National Airport. Rewarding invitations 
provide additional connections and friendships in an 
employee’s new community.

9.
TOUCH BASE FREQUENTLY AND 
SPECIFICALLY.
Simply asking your employee once a 
month how they are settling into their 

new community and how their family is doing 
is a tremendous—and easy—way to gauge how 
well the relocation is going so that you adjust your 
support plan for the employee as needed. Asking 

specific questions is also more helpful than a generic, 
“How’s everything going?” Ask whether their child 
is enjoying their new soccer program. Ask whether 
they were able to find a great breakfast spot in their 
neighborhood. Ask questions that truly engage them 
in a conversation. 

10.
AUGMENT YOUR COMPANY’S 
TALENT RETENTION PROGRAM.
If your relocation and retention services 
are unable to handle the workload 

associated with a successful relocation, augment your 
efforts. Boutique acclimation firms with deep subject 
matter expertise in one geographic area are trending 
as companies around the globe compete to attract top 
talent. Hyperlocal relocation firms focus on lifestyle 
opportunities, acclimation, and personal connections 
for both the employee and their family. They help 
newcomers find the neighborhood that is the best fit 
for them, connect them to the people and resources 
they need to feel at home, and provide personal intro-
ductions to social circles, clubs, volunteer opportuni-
ties, and more. 

CONNECTIONS AND PURPOSE
There are many ways that a company can empower a 
relocated employee to find connections and purpose 
in their new community. When the desire to embrace 
the adventure is coupled with company support, 
these employees can adapt and enjoy their new home 
while excelling in their new job. M

Sarah Pynes Guyuron is an experienced freelance 
writer and project manager who is currently providing 
e-communications, content generation, marketing, and 
social media support for Executive Arrangements Inc. She 
can be reached at +1 216 231 9311 or sarahguyuron@
executivearrangements.com. 

Keep the conversations going on this and other 
topics by participating in our online Community. 
Sign in at community.worldwideerc.org/login with 
your Worldwide ERC® username and password.
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