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INTRODUCTION
The massive impact that COVID-19 has had on the ways we work and live is undeniable. Millions of
former in-office employees became fully remote seemingly overnight, dealing with the curveballs
and adjustments required of them and their companies to remain productive from home. For many,
working from home lasted a year or longer as a result of the enduring pandemic, allotting sufficient
time for remote work to become normal for both employees and companies alike. This coupled with
the rise in remote work prior to the start of the pandemic, has created a great deal of speculation
as to what the future of work will look like for most Americans moving forward in a post-pandemic
landscape. With many companies and employees finding remote work amenable to their lifestyles
and business operations, one must consider the impact this will have on recruiting, retention, and
employee relocation. With an increase in remote roles, it may be reasonable to assume that in
some ways the job market will become flatter with more employees available to fill roles at
companies located elsewhere.
As COVID-19’s grip on the world lengthened, we began seeing people opting to relocate out of
densely populated, expensive cities, newly able to keep their jobs via remote work and drastically
changing their and their family’s lifestyle by doing so. We also witnessed some companies doing the
same; with remote employees, pricey office leases in big cities no longer seemed worthwhile. As a
result, many firms have relocated to more affordable locations within the United States, with some
choosing to downsize their office space as well. With remote work being the reality for many more
employees than it was before we were curious to find out, in this new climate, how employee relocation can support recruitment efforts. With that in mind, northAmerican Van Lines® and Corporate
Mobility Today conducted a research study to determine the factors that an existing employee or
new hire may consider when presented with a job offer that requires them to relocate.

The goal of this research was to understand the various
benefits and drawbacks people weigh during a pandemic
when faced with the prospect of having to move to a new
area while delving into which factors prove most important
in their decision-making.
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DEMOGRAPHICS
To get an accurate picture of the attitudes people have when presented with a new job offer or
promotion that requires relocating to a new location, we felt it was important to include all possible
employment situations and job levels. Our research collected 477 responses in total. Respondents
spanned from entry-level employees to C-suite executives and included those who are presently
unemployed, employed part-time, and employed full time from every industry and across all states
in the U.S., excepting North Dakota and Wyoming.
Importantly, nearly 52% of our responses came from people who lived in the top 10 most populous
states (except Arizona which came in 9th in the number of responses). This suggests the data is
highly representative of the attitudes of most Americans.

n Of the 477 people who completed the survey, 64.4% were full-time
employees, 9.7% part-time employees, with the remaining 25.8%
stating they were unemployed at the time of the survey.

DEMOGRAPHICS
BREAKDOWN:
Employment

– It is important to keep in mind that during April 2020, the
unemployment rate in the U.S. due to the COVID-19 pandemic
was 14.7%, which was the highest unemployment rate since
World War II. As of January 2021, the unemployment rate in the
U.S. lowered to 6.3%.
n Of unemployed respondents, 58.2% were entry-level employees
which aligns with the fact that companies are more likely to furlough
or layoff employees with the least seniority first.
n Respondents who were employed part-time during the survey:
entry-level dropped to 47.8%.
n Respondents who were employed full time:
27.8% were entry-level employees.
n Respondents were representative of all job levels with slightly more
than half coming from the manager and entry-level positions. These
ratios are generally indicative of most firms, with a greater number
of employees in entry and management positions and fewer in
senior positions.
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INDUSTRY
When we break out our respondents by industry, we see a well-balanced pool with representation
across 35 industries.

What industry do you work in?

3.6% | Automotive
3.6% | Banking
3.2% | Business Services

4.8% | Construction
8.2% | Education

39.3% | All Others

8.4% | Healthcare
3.6% | Manufacturing
8.6% | Retail
16.6% | Other—Write In
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MOVING HISTORY AND MOVING ATTITUDES
OF RESPONDENTS
Next, we wanted to know the last time an employee moved for a job across all types, living
situations, and job levels. Since the time between moves would likely play a large role in how
respondents viewed the potential of needing to move again, this will be used as our baseline
to analyze the differences in demographics of all responses.

When was the last time you moved for a job?

18.8% | I have never

7.6% | Within the last 12 months

moved and I never will

14.4% | 2-3 years ago
26.4% | I have never

moved for a job but
I’m open to the idea

13.3% | 4-7 years ago
5.5% | 8-10 years ago
14.0% | 11 or more years ago

What was interesting to us was the sheer number of people who have moved for a job offer during
their career. More than half of all of our respondents (54.8%) stated that they have relocated for
a job. Also of note was the fact that 26.4% of those who have yet to move for a new career
opportunity, said that they were open to it should the opportunity present itself.
Only 18.8% of our respondent pool indicated that they have both never moved for a job and
never would move for a job in the future.
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MOVING HISTORY AND MOVING ATTITUDES:
RENTERS VS. HOMEOWNERS
RENTERS
When was the last time you moved for a job?

18.9% | I have never

7.5% | Within the last 12 months

moved and I never will

20.9% | 2-3 years ago
26.4% | I have never

moved for a job but
I’m open to the idea

11.4% | 4-7 years ago
9.5% | 11 or more years ago
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HOMEOWNERS
When was the last time you moved for a job?

18.8% | I have never

7.7% | Within the last 12 months

moved and I never will

9.6% | 2-3 years ago
26.5% | I have never

moved for a job but
I’m open to the idea

14.7% | 4-7 years ago

5.5% | 8-10 years ago
17.3% | 11 or more years ago

In comparing the moving history and attitudes regarding potential future moves for a new job, the
greatest differences between respondents who rented and those who owned their homes were
found in those whose last move was 11 or more years ago. 17.3% of respondents who own their
own homes had last moved 11 or more years ago, whereas only 9.5% of renting respondents
had last moved that distantly in the past. This aligns with the thinking that people who own their
homes tend to remain at the same address longer and that people who own homes are more
likely to have been in the workforce over a decade (necessitating a work-related move that
distantly in the past).
Interestingly, however, there were no significant differences in the number of respondents who
were decidedly willing or unwilling to move in the future for a potential job opportunity between
the two groups, indicating that selling one’s home to relocate for a new job may not be the
obstacle some may believe it to be.
Next, we wanted to understand what type of benefit the 54.8% of respondents who have moved
during their career received to finance their work-related relocation.
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RESPONDENTS’ HISTORICAL WORK-RELATED
MOVE BENEFITS
If you moved for a job, what type of benefit did you
receive if any?

13.8% | Lump-Sum Payment

42.4% | None

19.6% | Reimbursement
of Moving Expenses

24.1% | Full-Service Relocation Program

(Packing, Transportation, Loading/Unloading)

To our surprise, the second most popular benefit for respondents to have received (24.1%) was a
complete corporate relocation package. Only 13.8% of respondents stated that they had received
a lump sum benefit, the lowest number of the four options given. We found this data surprising
given the increase in the prevalence of lump sum benefits being offered by companies in recent
years. A 2018 study showed that 40% of companies utilize a lump sum for one or more
relocation-related benefit.
Reimbursement plans came in third with 19.6% of people stating they were reimbursed for their
work-related moving costs which made lump sum payments the least likely benefit offered to
our respondents.
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We wanted to breakdown these results over time to see if there is indeed a trend in the types of
relocation benefits being offered and accepted by comparing the above responses to the time
of a respondent’s last work-related move.
Again, we were surprised by just how little difference (i.e. 2-4%) there was in the type of relocation
program that was offered when looking at moves occurring in the past three years versus
programs offered for moves that were 4 and more years in the past.
However, when we compared people who moved in the last 12 months to people who moved
2 years ago or longer in the past, lump sum payments grew from 14.7% to 20.8%, a 41% increase
in commonality. This spike may be attributed to the pandemic as companies were forced to quickly
enact changes to their staffing due to the increase in employees working remotely.
When we examined responses by job level, we found that entry-level people made up more than
half (59.6%) of our respondents who indicated they relocated for a job that provided no relocation
benefit. This figure dwindled to 37.1% for managers and dropped by more than 50% for directors
(15.6%). Interestingly, having relocated for a job without any relocation benefit climbed back up for
senior vice presidents (38.9%) and again for C-suite executives (45.5%) and owners (45.8%). This
may be explained by the large variances of the size and types of compensation packages that are
offered company to company for these highly senior positions. It may also be that for these roles,
companies have included relocation into the employee’s overall compensation.
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LIVING SITUATION IMPACTS ON ATTITUDES
TOWARD MOVING
What best describes your current living situation?

20.9% | Married with Kids

32.1% | Married

34.2% | Single

12.7% | Single with Kids
To better understand why people held certain attitudes regarding potentially moving for a new job,
it was important to learn about each respondent’s living situation. This allowed us to examine how
those who are single may differ in their willingness to relocate and in their relocation history when
compared to those who are married with children.
The chart above shows the living situation for all respondents, both those who have moved for a
job in the past and those who have not.
Interestingly when we parsed the data by living situation, we were surprised by the lack of
differences exhibited between our respondents based on whether they were single or had a
family. We presumed that people who are married with kids would be less likely to move, but
to our surprise, there was only a .3% difference. Being married with children has very little impact
on whether a family would be willing to move for a job.
Nearly 2/3 of people (64.2%) surveyed said they would consider moving for a new job. In the
following section, we delve into what attributes make a person more or less likely to be open to
moving for a new career opportunity.
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MOVING HISTORY AND WILLINGNESS TO RELOCATE
FOR A NEW JOB
Would you consider moving to a new location for a job today?
No |

35.8%

Maybe |

26.3%

Yes |

37.9%
20

40

60

80

While we included “maybe” as a response, we see this as a sign of willingness, as “maybe”
is indicative of entertaining a possibility and should be viewed as open to considering
moving for the right role.
Here we see that nearly 65% of all respondents show a willingness to relocate for a new job.
When compared to people who have moved for a job in the past, that number increases from
64.2% to 69.3%. The data implies that people who have previously moved are nearly 8% more
likely to move again.
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When broken down by respondents’ level of employment, we found that those who were employed
full time during the time of the survey were the most likely to indicate a willingness to move for a
new job.
73.7% of full-time employees reported they would consider moving for a new job opportunity with
only 26.3% saying they wouldn’t consider moving.

FULL TIME EMPLOYEES
Would you consider moving for a new job?
No |

26.3%

Maybe |

29.6%

Yes |

44.1%
20

40

60

80

When we compare the responses for this question in respondents who were employed part-time
or unemployed at the time of the survey, the number of people who said they wouldn’t relocate
doubles to 53.6%. This is a surprising finding as we would have guessed that those who are
employed part-time or who are unemployed would have been more motivated to relocate for
a new role. This is not the case based on our findings.

PART TIME EMPLOYEES
Would you consider moving for a new job?
No |

53.6%

Maybe |

19.6%

Yes |

26.8%
20

40

12

60

80
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SENIORITY LEVEL & WILLINGNESS TO RELOCATE FOR A NEW JOB
We then examined how seniority and job level influenced the respondents’ willingness or unwillingness
to relocate for a new job opportunity. Entry-level respondents were fairly evenly distributed in terms of
their responses, with “Yes”, “No”, and “Maybe” all accounting for nearly 1/2 each of their answers.

ENTRY LEVEL EMPLOYEES
Would you consider moving for a new job?
No |

36.2%

Maybe |

28.8%

Yes |

35.0%
20

40

60

80

MANAGER & DIRECTOR LEVEL EMPLOYEES
Would you consider moving for a new job?
No |

30.3%

Maybe |

25.3%

Yes |

44.4%
20

40

60

80

When we looked into the next two levels of seniority, managers grouped with directors, we found
a greater willingness to relocate for a new job. In this cohort, “yes” responses to moving for a new
career opportunity jumped to 44.4%. This shows that when compared to entry-level employees,
managers and directors are significantly more open to relocating for a new role. This may be
because that at this more senior placement in one’s career, there are more strategically advancing
opportunities available to them to relocate for, perhaps making the potential options they are
considering more worthy of such an undertaking.
Of note as well is that when we looked at those respondents who were senior vice president level,
their answers were more in line with the ratios of those in the entry-level cohort, demonstrating a
fairly even distribution across all three possible responses.
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The most definitively open cohort to relocating for a new role were those respondents from the
c-suite. C-level executives had the greatest percentage of “yes” responses, considerably higher
“maybe” responses, and the fewest “no” responses of any of the job level cohorts.
This makes sense when you consider the average tenure of C-suite executives can be quite short,
with some studies suggesting that the average tenure of a CMO is 3.5 years vs. 6.9 years for CEOs.
Compensation packages tend to widely differ from company to company within the most senior
levels of management, with greater levels of variance than in less senior roles. Significant
compensation improvements offered by the new company may explain why some of our more
senior executive respondents would have been willing to forgo relocation benefits.

C-SUITE EMPLOYEES
Would you consider moving for a new job?
No |

13.3%

Maybe |

33.3%

Yes |

53.3%
20

40

60

80

We found business owners and partners were much less likely to relocate than any other job
level. This is not surprising when you consider that both partners and owners in a company are
more inextricably tied to their firms through ownership stakes, making the switching costs of
moving companies and locations significantly higher and more complex.

OWNERS & PARTNERS
Would you consider moving for a new job?
No |

57.4%

Maybe |

18.0%

Yes |

24.6%
20

40

14

60

80
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COVID-19 IMPACTS ON RELOCATION AND MOVING
It is crucial to discuss the impact that COVID-19 has had on the ways people work, shifting millions
of previously in-office staff to full-time remote workers seemingly overnight. At the outset of the
pandemic, the general understanding was that this would be a short-term change. However, it soon
proved to be enduring, lasting over a year for many. As a result, many companies are still grappling
with what their work mix (in-person, remote, or both) will look like both now and in the future. How
companies decide to move forward will vary depending on the industry, the feasibility of operating
with a remote workforce, employee preference, company culture, and many other factors. However,
it is worth noting that many big names in the corporate world have signaled that long-term remote
work will at least be a key part of their long-term plans, if not the only way their teams will work
moving forward.
For this study, we focused on the attitudes and willingness
of employees to relocate for work. As shared at the top of
this whitepaper, we conducted this research at nearly the
year mark of the pandemic. We were interested to see how,
and to what extent, COVID-19 had impacted their views on
relocating. Importantly, there are many different reasons
why the pandemic and its subsequent impacts may or may
not have made people more interested in moving. Certainly,
being able to work from virtually anywhere shifts the
paradigm for many in the remote workforce as to what
constitutes an ideal living location. We must also consider
the fact that before the pandemic, many people were tied
to large cities or metro areas to be close to their offices. If
remote work has proven to be their new future, it makes
sense that for some, the high cost of living and small living
spaces of the cities may not be the ideal location when
they are given the choice.
Beyond employees opting to move elsewhere and work
remotely, we must also discuss the very real phenomenon of companies doing or thinking of doing
the same. In many cases seen over the past year, companies too have decided that with remote
work on the table, they didn’t need to be located in expensive cities, holding expensive office spaces
and the subsequently massive overhead costs associated with headquartering in major cities. Not to
mention affording their employees (were they to return to in-person and need to relocate nearer the
new headquarters) a lower cost of living.
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As a result, since necessity is the mother of innovation, the pandemic has also created some
newer trends in the world of recruitment and relocation including that of delocation. Delocation
is a benefit that some companies offer to remote employees to strengthen their recruitment and
retention efforts. Most commonly it involves the company covering the moving expenses for
employees to move to more affordable living locations, often away from the company’s headquarters.
While this is a proven concept and select companies have been doing this for years, the pandemic
has created conditions for delocation to be utilized on a larger scale. Cities are now offering
relocation payments to remote workers in hopes of attracting highly educated, wealthier residents.
While these are trends to watch closely, we needed to find out how employees’ attitudes may have
been affected by the pandemic and whether or not the surge in remote work and the other impacts
of COVID-19 itself created shifts in their mindset about moving and relocation.

COVID-19 IMPACTS ON ATTITUDES TOWARDS MOVING
BY REGION
Based on our findings slightly more than 30% of the workforce has changed their mind about
moving as a direct result of the pandemic.

Has the COVID-19 pandemic changed your mind about the
idea of moving?

69.8%

30.2%

No

Yes
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WHAT MAKES RELOCATING FOR A JOB WORTHWHILE?
Beyond the impact of COVID-19, we wanted to get a better sense of why someone would move for
a new job. What benefits or reasons would make a recruit more likely to move? So we asked over
477 people to give us their top 5 reasons out of a list of 12 possible reasons that would make them
accept a job that required them to relocate.

•

It is no surprise that “More Money” was our top response with 79% of respondents selecting it.

•

Better Benefits came in second with 45.4% of respondents choosing it.

•

The third most popular was the Cost of Living with 43.9% of respondents marking it as a top factor.

•

Family ranked 4th with 41.4% and was closely followed by Lifestyle/Climate at 38.7%.

•

Better Career Advancement came in at 6th (36.8%) and Flexible Work Hours came in at
7th with 27.9%.

More Money |

79.0%

Better Career Advancement |

36.8%

Better Benefits |

45.4%

Better Culture |

21.2%

Family |

41.4%

Lifestyle/Climate |

38.7%

Cost of Living |

43.9%

Shorter Commute |

10.9%

Better Schools |

10.3%

Flexible Hours |

27.9%

Day Care |
Full Service Moving

2.9%

| 18.3%
20
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While the top five responses are easy to understand on their face, we wanted to dig deeper into
results to see if there were any differences when we looked into these rankings by the job level of
the respondents. Typically, job level is indicative of many other personal factors like age and salary
which may help us to understand what incentivizes employees at differing levels of seniority to
accept a new position that requires them to relocate.
We found that for director-level employees and business owners/partners, “family” moved up
in importance to second-most priority behind “more money”. It could be an issue of life stage in
this particular instance; many people at this point in their careers have both young children and
aging parents which could mean that the desire for proximity to their parents may become more
important. Our data showed that 78.9% of directors who are married with kids ranked family as the
second most important and the same was true for 60% of single directors with kids. Recruiters should
take this under consideration when a new hire is a director-level employee or business owner/partner.

DIRECTOR OR OWNER/PARTNER
Top 5 reasons you would consider moving from your current location
for a new job
More Money |
Better Career Advancement |
Better Benefits |
Better Culture |
Family |
Lifestyle/Climate |
Cost of Living |
Shorter Commute |
Better Schools |
Flexible Hours |
Day Care |
Full Service Moving

|
20

18

40

60

80
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When we looked at respondents who had senior and VP titles, we found that lifestyle/climate became
more important, moving up to second place, when compared to the entirety of all respondents’
rankings. This may be a result of age and financial means. Typically those in more senior positions
tend to be approaching retirement and also have achieved the higher end of their lifetime income
ascension, making enjoyable areas to live and relax more pertinent. For companies extending offers
for these senior roles, the climate and lifestyle offered by the location of the role itself may help them
to create a more enticing offer either by the location being ideal or by knowing enough to offer more
pay to this group (still the number one for this group) when it is not.

SENIOR/VP
Top 5 reasons you would consider moving from your current location
for a new job
More Money |
Better Career Advancement |
Better Benefits |
Better Culture |
Family |
Lifestyle/Climate |
Cost of Living |
Shorter Commute |
Better Schools |
Flexible Hours |
Day Care |
Full Service Moving

|
20

19

40

60

80
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REMOTE, IN-PERSON, OR BOTH?
WHAT DO EMPLOYEES PREFER?
Next, and perhaps most representative of how COVID-19 plays into the expectations and desires
of prospective employees, we asked them to rank the likelihood of accepting a new job depending
on the work mix required, whether the position allowed them to work remotely, work on-site, or
both. What employees prefer has been a matter of some debate, and while everyone’s working
preferences vary, we were able to glean at least the idea of what most people prefer.
Remote work won the overall popularity contest with 57.2% of our respondents demonstrating a
strong remote work preference by stating they were either “very likely” or “likely” to accept a fully
remote role.
Coming in second was the option to work a combination of on-site and remote at 54.2% with only
27.1% saying they would still be likely or very likely to accept a new job that required them to be
on-site full time.
This means that people are 111% more likely to accept a new position if they have the option
to work remotely either some or all of the time.

Please rank the likelihood of accepting a new job if the position
allowed you to...
Very
Unlikely

Unlikely

Neutral

Likely

Very
Likely

WORK REMOTELY (%)

11.3%

8.8%

22.7%

24.4%

32.8%

WORK ON-SITE (%)

13.0%

11.3%

36.6%

26.1%

13.0%

WORK BOTH:
Remotely and On-Site (%)

12.0%

5.7%

28.2%

31.1%

23.1%
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COVID-19 has impacted the attitudes of people working remotely. Perhaps now practiced in the
art of working remotely, more people find the flexibility and zero commute it offers preferable to
in-person.
Importantly, these results were consistent across all job levels except Senior and VP titles.
These professionals preferred onsite (57.7%) or both on-site and remotely (61.5%) versus
working remotely (53%). This may be attributed to age and generational differences as these
titles tend to be older individuals when compared to their less senior counterparts and perhaps
more invested and comfortable in the traditional way of working.

SENIOR/VP
Please rank the likelihood of accepting a new job if the position
allowed you to...
Very
Unlikely

Unlikely

Neutral

Likely

Very
Likely

WORK REMOTELY (%)

11.5%

0.0%

34.6%

19.2%

34.6%

WORK ON-SITE (%)

15.4%

7.7%

19.2%

42.3%

15.4%

WORK BOTH:
Remotely and On-Site (%)

15.4%

3.8%

19.2%

26.9%

34.6%
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HOW IMPORTANT ARE RELOCATION BENEFITS FOR
RECRUITMENT AND RETENTION?
Next, we wanted to understand the impact a relocation benefit would have on a person’s willingness
to accept a job offer that required them to move. We compared the three most common forms of
relocation benefits including reimbursement, lump sum, full-service moving benefits, as well as a no
compensation option (they would move at their own expense).
The chart below shows the average of all responses based on the type of relocation program offered.

How likely would you accept a job offer that required you to move if
offered one of the moving benefits below?
Very
Unlikely

Unlikely

Neutral

Likely

Very
Likely

NO COMPENSATION (%)

45.2%

17.4%

22.7%

10.3%

4.4%

REIMBURSEMENT (%):
You pay for the move & the
company reimburses you for all
approved expenses. However,
you have to pack & pay for the
move out of pocket.

15.4%

7.7%

19.2%

42.3%

15.4%

12.0%

8.0%

26.7%

35.9%

17.4%

9.0%

6.5%

17.2%

30.3%

37.0%

LUMP SUM (%):
You are given a one time payment
to manage the move yourself.

FULL SERVICE MOVING:
Includes Packing, Transportation,
Loading/Unloading.
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No compensation for a relocation is the least desirable option amongst all respondents with the
majority (62.6%) reporting they would be unlikely or very unlikely to accept that offer.
Nearly the exact opposite was true if the new hire was provided a full relocation package, with
67.3% stating they would be likely or very likely to accept the offer to relocate for the role.
When we compare homeowners to renters for each option, we saw only a 2% difference in
homeowners being less willing. This reinforces what we saw earlier, that homeownership proves
to be a lesser obstacle to relocation than one may presume. We also may be able to attribute this to
our current national real estate market where there is a general lack of inventory, low mortgage rates,
and high home prices, making the prospect of selling one’s home more appealing than in other
market scenarios.
Trying to understand the impact the type of relocation program you offer has on recruiting efforts,
we then broke each “likely” and “very likely” response down by job level (below).

Job Level

Program Type
None

Reimbursement

Lump Sum
Payment

Corporate
Relocation Program

9%

28.8%

49.7%

61.6%

Manager

16.4%

42.5%

58.2%

76.9%

Director

20.6%

44.4%

60.4%

77.7%

Senior/VP

11.5%

42.3%

53.8%

65.4%

C-Suite

26.7%

46.6%

66.6%

73.4%

Owner/Partner

19.7%

21.3%

42.6%

50.8%

Entry
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When we take the averages at each job level and compare the program types to the likelihood of
accepting a new job when offered a full-service corporate relocation program versus each other
program option, we get a clear view of preferences.

Program Type

Average Responses
by Compensation
Corporate Relocation Program
Comparative Success Rate

None

Reimbursement

Lump Sum
Payment

17%

37.7%

55.2%

298.0%

79.30%

22.4%

In doing the above head-to-head comparison we discover that a corporate relocation program is
298% more effective at recruiting talent when pitted against no program at all. The increasingly
utilized lump sum or reimbursement benefits also fail to come even within striking distance
of the appeal and subsequent recruitment efficacy of a full-service relocation program, with
corporate relocation programs winning 79.3% more efficacy than reimbursement and 22.4%
more attractive than lump sum payments. Important to note as well is that on average a lump
sum payment is 46.4% more effective than a reimbursement program, showing that the burden
on the employee to front the money for their relocation creates almost a nearly 50% difference
in the attractiveness of a job offer requiring relocation.
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SUMMARY
This research unpacks a lot of important data
to aid human resources professionals and
those involved in the relocation programs
and recruitment efforts of their companies
to create winning offers and employ
relocation strategies that meet the moment.
The input of our 477 diverse respondents
illustrates clear trends in terms of what
employees want from a new role, location,
relocation program, and way of working.
Very likely the timing of this research is what makes it unique, providing insight into how COVID-19
has shifted the thinking for many about what constitutes an ideal relocation, working arrangement,
and place to live. Despite its steep learning curve at the outset of the pandemic for some, remote
work is showing itself to be enduring. It offers companies ways to reduce their overhead, opens up
newer, more affordable places to live for employees (that were previously thought to be impractical),
and has shown people what a workday is like without a commute or uncomfortable shoes. Our
research herein shows that indeed, for the most part, people strongly favor remote work.
Companies are beginning to reevaluate whether operating in large, pricey cities is worthwhile. At
the same time, smaller cities across the country are starting to recruit remote workers with cash
incentives. It is at this crux that we must begin to consider the power of delocation as a tool for
companies to recruit and retain top talent while reducing their overhead costs and potentially
lowering recurring costs as they offer to move
talent to locations with lower costs of living.
Clearly, the research shows that money is important
to people. They want more but they also want lower
costs of living that allow them to keep more. Lifestyle,
climate, proximity to family, and other highly voted
factors are all location-dependent, making delocation
to anywhere talent wants to go satisfying of wants
and needs.
Importantly, we also find overlap when we look at
delocation and the strong efficacy of a full-service
corporate relocation program. If employees can
choose where they want to live and the company
not only sanctions the move but offers a full-service
relocation to get them there, it may be one of the
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most powerful ways to win and keep top talent in this increasingly flat, remote labor market.
Companies that already have a corporate relocation program and offer full-service moving
to their employees should reach out to their providers to see if their policy is inclusive of
delocating employees. As delocation remains a newer concept to many, professional relocation
providers should be able to offer your delocating employees the same services and pricing as
other work-related moves. Remote work means employees can work for more companies that
are located throughout the globe. This creates more opportunities, more choices, and more
competition for remote workers. Moving also seems to have come out on top in a post-pandemic
landscape with nearly 30% of the population coming out of 2020 with a greater willingness to
relocate than before. Surprisingly, we also discovered that homeowners show little to no
additional resistance to the idea of relocating for a job than their renting counterparts, which
may come as good news to recruiters, especially those seeking talent for above entry-level positions
who are most likely to own their own homes. Similarly, we discovered that those who are married
with children also exhibit very little additional resistance to relocating for the right job opportunity
despite the additional complexity of moving an entire household.
As we move forward in 2021 and into 2022, it will be interesting to see how the trends of remote
work and delocation play out and what potential impacts they will have on recruitment and
retention for companies. Moreover, watching to see how companies shift their strategies in terms
of downsizing, relocating, or simply eliminating office space and how that transforms the way they
relocate and recruit talent will be important. The bottom line takeaways here, at least for now, are that
people like the flexibility that remote work offers, money is still king, and if your company can move
top talent to their ideal location, it may just prove to be a way to save money, vastly improve the
happiness of your existing and potential employees, and ensure that your company has the top
talent it needs.

If you are interested in learning more about the benefits
of a corporate relocation program built for the needs of
your evolving company, including innovative products
and delocation services, contact Bobbi Maniglia at
Bobbi.Maniglia@northamerican.com.

26

