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Different strokes
for different folks:
Customizing relocation
for different generations

BY PAUL FRANCIS

‘ ‘ t takes different

strokes to move the

Iworld ” says the

classic TV theme

song, and apparently the same

applies to today’s mobile work-
force.

Traditionally, most reloca-
tion policies were developed
with a reward-based focus and
largely balanced on the candi-
date’s status, tender and posi-
tion in the company. As the em-
ployer-worker relationship
shifts from a hierarchical cul-
ture to a more transactional re-
lationship, today’s workforce
looks for policies that are di-
rected towards their individual
circumstances.

Whereas a relocation policy
was seen as a way to provide
“perks” and incentive to relo-
cate, it is now recognized as an
important aspect of return on
investment, productivity and
the success of an organization’s
larger mandate. For companies

to remain successful, they will
want to consider moving away
from the reward-based policy
and adopt a more “genera-
tional” approach.

The standard one-size-fits-
all reward-based policy can fail
to consider the real impact of
generational tendencies when a
candidate is considering a
transfer. Policy terms such as
“new hire,” “mid-management”
or “executive” assume that
everyone in these categories is
in the same age bracket with
very similar needs, but this just
isn’t the case when one consid-
ers the generational-intermin-
gling of today’s workforce.

Employees under 40 years of
age will represent a significant
portion of Canada’s workforce
by 2010 with a fair portion of
them in the middle and execu-
tive management of business.
This shift will impact how poli-
cies (including relocation) and
the terms of reference compa-
nies use to classify their em-
ployees are applied.

So how do the generations
differ when it comes to reloca-
tion drivers?

Under 30 years of age

The focus of the under-30
generation is “What will this
give me?”

They are generally very con-
fident in their ability to be mo-
bile, and will seek out opportu-
nities.

The relocation candidate’s
top considerations are:
«experience and challenge;
scareer advancement; and
spersonal growth.

Support needs include home
or rental search. Most times in
this category, HR professionals
are proposing the relocation to
a candidate with fewer family
responsibilities and a need for
quicker personal gratification.

A typical scenario plays out
as follows: John is a 27-year-old
IT manager who has been of-
fered relocation from Toronto
to Vancouver to manage a criti-
cal project for up to two years.

He is single and looks forward
to the challenges and added re-
sponsibility. His needs are
geared towards access to infor-
mation on his own terms and
support for living costs and a
progressive lifestyle at the new
location. John is an example of
a management employee who
does not fit the traditional
framework of relocation policy.

His questions include:

“Is this going to be good for
my career?”

“Is my lifestyle supported in
the new location?”

“How will this affect my so-
cial life and friendships?”

How to relocate the age
group: An IT company had pro-
ject work that entailed bringing
20 employees from varying lo-
cations to Toronto for six to
eight months. They were part of
the under-30 group. We sug-
gested that rather than placing
them each in temporary hous-
ing, a choice would suit this
group better. They tend to be
self-directed and expect their
offerings to be customized to
their personal and lifestyle
needs. Choices were estab-
lished within the company’s
budget, presented to the candi-
dates, and represented a vari-
ety of lifestyle options: down-
town versus uptown, gym
versus social, transit versus dri-
ving. The “soft” budget dollars
were then geared to settling-in
services.

See Next Page
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30 to 50 years of age

This generation’s focus is
“What will this mean for me
and my family?”

Although they are generally
less confident in their ability to
be mobile, they are hesitant to
lose the opportunity.

A typical candidate’s top
considerations include:
tools to engage the family;
srelevance to ongoing career di-
rection; and
*spousal and family support.

Support needs include home
purchase, spousal career, and
school search and education as-
sistance. Most times in this cat-
egory, HR professionals are
proposing the relocation to a
candidate with complex family
considerations and a need to
balance career growth.

A typical scenario plays out
as follows: Marie is a 10-year
employee who is relocating to a
new branch on the other side of
the province as part of a corpo-
rate restructuring. This move
means a lot of change for Marie,
her working spouse David and
her two teenage children.
David’s career tracking to the
new location and retaining the
children’s advanced school cur-
riculum are both critical as-
pects to the success of this relo-
cation. Marie is an example of
the most common relocation de-
mographic, and yet traditional
relocation policies don’t sup-
port her needs.

Her questions include:

“I know this is good for me,
but what about the rest of my
household?”

“What reason can I give the
girls for leaving their friends
and school?”

“How quickly will David pick
up his own career at the new lo-
cation?”

How to relocate the age
group: A manufacturing compa-
ny was relocating from north-
ern Ontario to the Niagara area
in the south. Its relocation can-
didates fell into the 30- to 50-
year-old bracket, with varying,
and often complex, family dy-
namics. We were approached to
do a large group presentation.
An all-encompassing group
presentation would not be ef-
fective for this group. Instead, it
was decided to have three full
days of “on location” coun-
selling to allow individual meet-
ings with candidates. Most im-
portantly, the candidates were
encouraged to invite their
spouses. Support was then cus-
tomized for spousal job assis-
tance, education and school as-
sistance, and with a better
provision for daycare costs re-
quired during the house-hunt-
ing process. New location mate-
rials were developed for a
family lifestyle.

Over 50 years of age

This generation’s focus is
“Where will this leave me?”

They are hesitant in ability
and desire to be mobile, and are
seeking to retain vested career
paths.

A typical candidate’s top

considerations include:

*tools to engage a trailing
spouse;

«support while rounding out ca-
reer; and

esynchronizing to longer-term
personal goals.

The candidate’s support
needs may include home
search, repatriation, and elder
care and retirement considera-
tions. Most times in this catego-
ry, HR professionals are
proposing the relocation to a
candidate with less complex
family considerations (although
elder care can complicate this),
and a need to balance projected
personal goals.

A typical scenario plays out
as follows: Andrew is a 57-year-
old “new hire”, a career mar-
keting manager hired by a
pharmaceutical firm to spear-
head a new executive division.
He’s relocating from Calgary to
the United Kingdom for up to
five years. The company is very
confident in Andrew’s fit for the
role and has pledged to support
him accordingly. With kids al-
ready married or in college, his
main concerns include elder
care for an aging parent, a
pending retirement during or
immediately after completion of
the mandate and critical sup-
port for repatriation. Andrew is
an example of an emerging de-
mographic as baby boomers ap-
proach retirement. Needed sup-
port is still lacking from most
traditional relocation policies.

His questions include:

“What would I do with my
parents? They depend on me.”

“What about our plans to
buy a home in Kelowna for re-
tirement?”

“Will I receive support to re-
turn home when it’s time?”

How to relocate the age
group: Most of the employees at
a mining engineering firm,
which was closing its offices in
Ontario and moving to Vancou-
ver, were over 50 years old.
They had never relocated be-
fore but were globally savvy as
a result of longer careers.
There was no need for an over-
ly formal presentation. These
candidates were quick decision-
makers, with fewer family re-
sponsibilities to consider and
established financial security.
The new location materials
were tailored to reflect their
lifestyle options. The “soft” bud-
get dollars went to elder care
and spousal job assistance.

If companies consider a gen-
erational, demographic view-
point when developing and de-
livering policy they will be in a
better position for recruitment,
retention, productivity and suc-
cessful employee transfers. A
tailored approach can be vital
when initially approaching em-
ployees to consider relocation.
With group moves in particular,
it can be a compound problem
when individual needs are not
met or at least identified.

Paul Francis is vice-president
of Toronto-based relocation firm
NuPAD Solutions Canada. For
more information contact (416)
847-3360 or paul@nupad.ca or
visit www.nupad.ca.
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