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White Paper# 1: Gaining the Competitive Edge in Recruiting
Introduction
Economy is in the dumps. You have cut costs by lowering your organizational headcount. By some reports the productivity of our organizations is the highest in history. But, hey you have a talent problem. This problem is going to, in the near term, come up to bite the business world in the behind. Surveys have continuously shown that as the economy improves as much as 75% of your human capital assets are planning on jumping off the ship called your organization. So let me pose this question to you – What are you doing to replace them? How are you staying competitive in the marketplace with the talent acquisition programs that you have in place? Most organizations are not prepared for such a mass exodus.

The goal of this white paper, the first in a series of white papers from Daniel Bloom & Associates, Inc., is to discuss a tool that you have in your recruiting toolbox which receives too little attention as a way for you to remain competitive in the marketplace. We are talking about the introduction of corporate mobility services to your benefit package.
Have any of these scenarios happened to your organization recently?

· Have you found the perfect candidate for the organization only to have them decline the offer?

· Have you found the perfect candidate and had them start and then decide that they could not continue to work for the organization?

· Have you found the perfect candidate only to be told that they could not dispose of their old home to join your organization?

Each and every one of these scenarios happens every day across the country. Each and every one of these scenarios can be assisted by offering your human capital assets the access to corporate mobility services delivered in house or through an outside source.
Basic Principles

Before we begin our look at the role of corporate mobility within your recruitment efforts, there are some basic principles that we need to understand.

1. Corporate mobility is a compensation issue – corporate mobility services are part of your compensation plan. It involves costs which are taxable to the employee and can have a major impact on the engagement level of your human capital.
2. Corporate mobility is an integral part of recruitment – As a line manager or a human resource professional you have one goal and only one goal. You are charged with ensuring that each and every workforce decision you make enhances the goals and culture of your organization. You want to attract the right person for the right job at the right time in the right place. This may mean that they are not in your backyard.
Evolution of Corporate Mobility Policies
Before we make the argument to you about the use of corporate mobility services we need to step back and look at the lifecycle of the corporate mobility services in existence today. Each stage has had its unique impact on your organization.
STAGE #1: LUMP SUM PAYMENT
Shortly after the close of World War II and with the passage of the GI Bill, companies began to assist their employees to become mobile by providing them with a lump sum amount to cover the costs of the move. Considering that in 1964, it cost corporations $3200 per transferee to fund the corporate mobility this was a natural progression. The basic formula for calculating this lump sum payment was to use a percentage of the salary paid to the employee on an annual basis.
STAGE #2: DIRECT REIMBURSEMENT
As the real estate markets became more complex and prices began to rise, employees were asking for more assistance from their employers with corporate mobility assistance. The result was that corporations said, “We won’t buy your home, however we will assist with the costs.” The companies then began to cover some of the typical seller’s closing costs such as the broker’s commission and title costs.

STAGE #3:  GUARANTEE AGAINST LOSS
As we reached the late 1970’s and early 1980’s, the employee was faced with a real estate market in which the mortgage interest rates started to climb dramatically upward. The result was that the real estate values began to drop. Now when employees were being asked to relocate they were refusing due to the losses they were incurring on their homes. The response from the corporate community was that we will continue to offer the direct reimbursement program (Stage 2) but we will add a new twist. Based on an appraisal of the property, the corporation guaranteed that if the home sold for less than the appraised amount, the corporation would reimburse the employee for the difference. This is not the same as a loss on sale program in which the corporation took the purchase price plus capital improvements minus depreciation and then reimbursed the employee for the difference between value and sales price. The key here is that in no situation did the employer actually buy the home.
STAGE #4: IN-HOUSE PROGRAM 
As job markets began to heat up, corporations were looking for a recruiting tool that could be used to compete with the “big boys.” The solution was to set up internal real estate departments who entered into purchase agreements with their employees to buy the homes based on two appraisals. The two appraisals are averaged and the result is the corporate offer for the home.
STAGE #5: THIRD PARTY PROGRAM

As we entered the late 1980’s and early 1990’s the corporations found themselves in a position of having to re-engineer themselves in order to stay competitive. The result was that non-critical functions of the human resource departments were outsourced to vendors who specialized in certain areas. Corporate mobility was one of those areas. There are now approximately 42 different firms, which deal in the purchase of the employee’s homes.
STAGE #6: LUMP SUM PROGRAM 
As the end of the century arrived and costs were continuing to escalate ($57,000 in 2000 compared to $3200 in 1964), the attractiveness of the lump sum payment program returned. With the reduced headcount, the lump sum payment program required neither itemization of expenses nor documentation of how the money was spent. The employee received the funds and could spend them any way he or she desired. Lump sum payments were used either for pre-move expenses or for miscellaneous expenses after the move.

Corporate mobility Program Strengths

Here are fifteen top strengths that you should be striving to have present in your operation.  

STRENGTH #1: FORMAL CORPORATE MOBILITY POLICY

You have gone out and found that perfect candidate and during the interview process, he or she turns to the hiring manager and asks whether you have corporate mobility benefits as part of your hiring benefits. The time used to be that if you answered yes, that was the end of the question. Today, the candidate is going to ask you for exact details of what you are offering. THIS IS NOT THE TIME TO WING IT!!!!! Your policy is going to be dictated by your internal corporate culture. The culture will establish how much you will provide that candidate in the way of corporate mobility benefits. Regardless of the type of cultural environment you are situated in, it is critical that the corporate mobility program be detailed in a formal written policy. This provides candidates and managers alike with clear guidance as to what you will cover and whether exceptions to policy will be allowed.

STRENGTH #2 – COMPETITIVE CORPORATE MOBILITY POLICY COMPONENTS

From talking with applicants and conversations with your peers through networking on or off line, you need to get on where your company holds up within your industry and geographically. Remember earlier when we stated that the candidate is going to ask exactly what corporate mobility benefits you are going to provide? In today’s tight labor market, the candidates are then taking your responses and benchmarking the policy components against the other employers with whom they are interviewing. You make the decision, either be sure that you know how competitive your policies are or risk losing those ideal candidates you are trying to attract to your workforce.

STRENGTH #3 – CORPORATE MOBILITY EXPERIENCE

You have begun the process of selecting the candidates for interviews. One of the keys to selecting candidates is how much experience do they have in relation to the job specifications. The same concept applies to your experience level in corporate mobility. How long can you tread water? Corporate mobility is not an area where you can try to bluff your way through. Find out if there is an affiliate of the Employee Relocation Council (http://www.erc.org) in your area. Get involved. Learn as much as you can about the industry and the changes that occur almost daily. Like the rest of the business world, corporate mobility has seen its share of mergers and acquisitions. The more you become involved in the industry, the more assistance you can be to the corporation as corporate mobility issues rear their head. Do not go into the corporate mobility industry with the idea that things will remain essentially as they were yesterday. They will not. Learn to deal with a world in which if it is logical the industry does not do it.

STRENGTH #4 – FINANCIAL RESOURCES

Hey, we can sympathize with you. Corporate mobility is not cheap. The Employee Relocation Council’s latest figure states that for a full-blown corporate mobility program the cost is approaching $91,000 beyond the salary. Make sure that all the hiring managers are on the same page with the recruiting staff on what benefits will be provided.

STRENGTH #5 – CORPORATE REPUTATION

Back before the rise in the Internet, if you upset a candidate for your position, the immediate circle of friends would be the only ones who know if you treat the prospective poorly. Now with the Internet, the whole world will know how you treat your employees. The better your reputation the easier it will be for you to recruit the talent you need for those critical job openings.

STRENGTH #6 – INDUSTRY POSITIONING

In the same regard as your reputation with candidates is important, where your corporation is in respect to the other corporations within your industry. When someone thinks of your industry, where are you positioned? If you are not at or close to the top of your industry, it will become difficult to be competitive in the marketplace. 

STRENGTH #7 – FUNCTIONAL AREA STRATEGIES

Exceptions to policy equates to higher costs. Want to raise your recruiting costs. Let the hiring manager operate as a rogue in a china cabinet. It is critical that the hiring manager, the financial area and human resources work together as a total team. No one member of the process should be allowed to work outside of the team environment.

STRENGTH #8 – VENDOR OPERATIONS

No one expects that human resources or the hiring manager can do everything. There are going to be areas that it becomes the best direction to contract for outside services from vendors who are performing these tasks on a daily basis. The downside to this process is that you need to select vendors based on their ability to keep costs in check, not see how high they can run the bill for your employees. The vendor must be willing to work within the parameters of the corporate culture of your organization. Their operations must work toward keeping the costs as value-added in nature as possible. You want the biggest bang for the buck.

STRENGTH #9 – POLICY CREATION

You have interviewed the employees who are leaving your employment. You have inquired why candidates have been turning you down for employment. Now what? You must be in a position where you can take the information from these interviews and use that data to bring your policies up to date with the demands of the marketplace.  

STRENGTH #10 – MANAGEMENT SUPPORT
The only way that your corporate mobility program can be of any success is for management to fully support the provision of corporate mobility benefits. It is critical that everyone is on the same page.

CASE STUDY – An independent subsidiary of a global corporation had a problem. They had recently hired a new employee who developed a problem. He had a home to sell which suddenly was confronted with the market being determined by the father of a neighbor who told his son go out and sell your home for whatever you can get and I will give you the difference back (a loss on sale program). Obviously, this dropped the bottom out of the market. The employee went to the company and asked for corporate mobility assistance. Human Resources went to the President of the division and explained the problem. They then asked for permission to provide the assistance that was requested. The CEO’s response was that they did not provide corporate mobility assistance to him, so why should they assist this employee. The company lost the critical employee.

STRENGTH #11 – CORPORATE CULTURE

What is your goal for providing assistance is to the employee? Your corporate culture will determine the outcome. Some corporations want to make the employee “whole.” Whatever the transferee needs, the transferee gets. Think of the classic song phrase “Whatever Lola wants, Lola gets.”
STRENGTH #12 – DECISION PROCESS
Along with the corporate culture comes the method in which the corporation makes decisions. Some of the corporations leave decisions to the department where the employee will be working. Other corporations make the management decision that all decisions about policy issues will be made at corporate headquarters. Ideally the best method is to allow the decisions to be made where they have the most impact- at the division level.
STRENGTH #13 – MANAGEMENT INFORMATION 

Recruiting and corporate mobility are critical operations within the corporate infrastructure. Management needs to have a handle on where each transferee is in the process. The information required includes where in the process each transferee is and how much this corporate mobility is costing the corporation. Seven different individuals need to be kept in the loop:

• The Chief Executive Officer


• The Chief Financial Officer


• The Hiring Manager


• The Human Resources Director


• The Division Vice President


• The Traffic Manager

STRENGTH # 14 – POLICY COMMUNICATION

Every have one of your manager’s promise a transferee something only to find out that your corporation does not provide that benefit. Policies must be clearly written and explained to employees and managers alike. Everyone must be on the same page.

STRENGTH # 15 – TRANSFEREE PERCEPTION

Perception is reality. If you don’t believe me, just ask one of your employees. How productive are they when they feel that certain policies are against them. Employees who feel they are well taken care of will result in reduced recruiting costs in the long run.

Program Weaknesses

The program weaknesses represent in many cases the mirror of the points discussed in Section II. There are thirteen potential weaknesses apparent from the corporate perspective.
WEAKNESS #1 - NO POLICY
The purpose of this White Paper is to show you the reader how to Gain the Competitive Edge in your recruiting efforts through the use of cost-effective corporate mobility benefit. When you provide corporate mobility benefits on an ad hoc basis the direct result is an increase in costs. This comes from the hiring manager giving his/ her new hires an open door for benefits. 

CASE STUDY – Had a client who had just acquired an outside corporation with a product line, which was complementary to their product line. One of the department managers was a friend with the employees being relocated. He gave them the go ahead to move anything they wanted to resulting in some larger household goods invoices.
WEAKNESS #2 – NO MANAGERIAL COMMITMENT
Managers must understand why corporate mobility benefits are critical to your recruiting efforts. Corporate mobility benefits are a cost of doing business especially as we go global with our business efforts. Without corporate mobility benefits you will not be able to attract the talent you are seeking on a daily basis.
WEAKNESS #3 – LOSING KEY CANDIDATES
You have a critical need for a key employee. You have interviewed a number of high quality candidates. You make offers and a high percentage of them result in turned down offers. Why? Part of the problem may be due to the extent of your corporate mobility program components. The package needs to be perceived in a wider view than just household goods and the final trip.
WEAKNESS #4 – POOR POLICY TRACK RECORD
You have done all the focus groups in the world. You have read all the latest journals regarding corporate mobility. You have identified the components that are missing from your policy. How long does it take to implement these new policies? Is time of the essence or is it when you get to it.
WEAKNESS #5– OLDIE BUT GOODIE
When was the last time you reviewed your policies? You have been working for the corporation for almost a decade and the policies are still the ones that were in place when you arrived. It is impossible to remain competitive for talent when your benefit package represents your candidate’s parents or even their grandparents in vintage.
WEAKNESS #6 – KEY POLICY COMPONENTS
We discussed earlier that your policies would be benchmarked against other corporate packages. Your focused interviews should be done in such a way as to identify the corporate mobility components that the talent is demanding but you are missing.

WEAKNESSES #7 – NARROW SCOPE
Managers need to look at the larger picture of corporate mobility. This includes the needs of the family and the employee, not just an easy approach to the process.
WEAKNESS #8– CORPORATE MOBILITY COST COMPARISONS
By looking at various cost surveys such as the BNA Survey you should be able identify where your costs rank within your industry and within business as a whole. The Employee Corporate mobility Council also runs an annual survey of transfer costs. Still looking for that big bang for the buck? Check periodically whether the corporate mobility benefits you have in place are bringing value to all involved.
WEAKNESS #9 – WEAK IN THE EMPLOYMENT MARKET
Are you having trouble attracting the talent you need? Are you having a large number of new hires leave after a short period of time? These factors can lead to the corporation receiving a bad rap within the peer market of the positions you are trying to fill.
WEAKNESS #10 – VENDOR SPENDING
In section II above we discussed the benefit of working with vendors who understand how to maintain a value-added basis to their services. The opposite end of the spectrum is covered here. These vendors do not approach a project with a full view of the bottom line. Whatever the transferee wants regardless of whether it is covered by the policy.
WEAKNESS #11– LACKS OF FUNDS
Corporate mobility is expensive. Many startup firms believe that if they give the transferee a set amount and then welcome them to the company it will suffice. Corporate mobility and recruiting go hand in hand. The costs involved far exceed the amounts usually offered in similar situations.
WEAKNESS #12 – UNABLE TO FILL TALENT NEEDS
CORPORATE MOBILITY IS A RECRUITING TOOL!! Corporate mobility benefits are used as a benchmark by applicants when they compare offers. With over 900,000 open IT positions in spite of the economy, corporate mobility does count for something. We know that you face a dilemma surrounding the dichotomy between filling openings and controlling costs at the same time. There is a way to meet both criteria, which will be discussed in later sections of this paper.
WEAKNESS #13 – LOSING EMPLOYEES ONCE THEY JOIN THE FIRM
You are doing all the right things, including conducting exit interviews with each departing employee. But are you asking the right questions? Do you ask questions which will find out the real reason they are leaving the firm? The number one reason an employee leaves after the move is because the relatives cannot or will not adapt to the new environment.
Program Opportunities

We are all familiar with the Chinese symbol of the circle, which is half white and half black. They refer that is represents that for every negative there is a positive. For every Ying there is a Yang. Corporate mobility is no different. For every weakness we discussed above there is a corresponding opportunity as demonstrated below:
OPPORTUNITY #1 – CONTROLLED COSTS
Your outside vendors are chosen based on capabilities, not on a due date. The goal is set up a structured process for choosing your vendors, which is designed to shorten the corporate mobility process.
OPPORTUNITY #2 – BANG FOR THE BUCK
The company you work for has begun to look at “zero-based” corporate mobility management. If the reason for a corporate mobility is not a business necessity than it is not undertaken. If there is a more efficient way to deliver the service, it is done. The goal is to get the most for your buck.
OPPORTUNITY #3 – THE COMPETITION
Times are tight. Corporations still operate under the concept that the way to profitability is to reduce head count. Another tactic is that as you let people go, you lower the benefit levels for the rest of the staff.  Remember, corporate mobility is a cost of doing business. By maintaining your corporate mobility benefits or even increasing them you will have the competitive edge in the recruiting process.
OPPORTUNITY #4 – RECRUITING BENEFITS
Tied into Opportunity #3, as you begin to offer a more comprehensive array of corporate mobility benefits, the ability to recruit the talent you need is enhanced. If your abilities to recruit new talent increases then you will be able to enhance the recruiting efforts.
OPPORTUNITY #5 – MORE PRODUCTIVE EMPLOYEES
No one would deny that happy employees are more productive employees. Corporate mobility is a stress causing agenda. Studies have shown that next to Death of a Spouse and divorce, this is the most stressful event in one’s life. Alleviate the problems and the stress is reduced. Reduce the stress and you have more productive employees.
OPPORTUNITY #6 – EMLOYEE NEEDS
Your reputation in the marketplace is based on the word of your employees. Help them to meet their needs and the better reputation you will have in the marketplace. The better your reputation in the marketplace, the more you will be recognized as a leader in helping employees with the work/life issues prevalent in today’s workplace.
OPPORTUNITY #7 – INCREASED RETENTION
Guess what? You have moved an employee from a comfort zone to a new environment. Based on your corporate mobility package you have assisted the employee and the family, get settled happily. DIRECT RESULT IS EMPLOYEES STAY LONGER
OPPORTUNITY #8 – REDUCED TURNOVER
Remember our opening comment to this section. That for every Ying there is a Yang. Well if you create happy employees who stay longer with your company that means less time that you have to spend recruiting. Direct Result is that with higher retention, the turnover rate becomes less. This represents a direct example of the ROI of the policies of the corporation and HR being beneficial to the corporate bottom-line.

OPPORTUNITY #9 – MANAGED BENEFITS
Look at your policy delivery systems. Look for new ways to delivery based on dollars saved. Manage policy components based on the greatest good for the employee for the best value added dollar to the corporation.
Program Threats

The world changes. The workplace changes. The needs of the employee change. All of these situations create a series of threats to the process. Keep them in mind. Realize that they are present and deal with them and you will remain competitive in the workplace.
THREAT #1 – GLOBAL MARKETPLACE

The time when a corporation could operate within a narrow market is rapidly disappearing. Many corporations are reporting that they have been forced to think globally in order for their businesses to grow. The downside of this expansion is that the costs to relocate someone internationally are dramatically higher. Compare $57,000 for a domestic move compared to over $1,000,000 for an international move.
THREAT #2 – CHANGING EMPLOYEE NEEDS
Dr. Richard Florida of Carnegie Mellon University asks corporations “What is Your Gay Index?” More and more candidates are asking corporations whether they provide benefits to domestic partners. Candidates are asking corporations about assisting with relocating their avocations besides their vocations. Are you prepared to restructure your corporate mobility policies to meet the demands of the new marketplace? 
THREAT #3 – TECHNOLOGY CHANGES
Could technology put you out of business tomorrow? Could a competitor put into a place a technological advancement, which could move you from the top 3 to the bottom of the pack? It is critical that you stay on top of the advances within your industry and have contingency programs in place to counter them.
THREAT #4 – ECONOMIC IMPACTS
You have this great business plan, which will take your business to the next plateau. Suddenly the economy takes a plunge. What does this do to your corporate mobility program? If you are still in a hiring mode, then corporate mobility cannot be pushed aside in good times or bad times. Make sure you are getting the most for your buck in either time situation.
THREAT #5 – DEMOGRAPHIC CHANGES
Read the census figures. Watch the trends. The makeup of the marketplace is changing. Each of the new groups coming into the market place has its own unique perspective on work/life issues. Have you taken these concerns into consideration when developing new policies? Are your managers on the same page with Human Resources on the impact of these changes on their operations?
THREAT #6 – ESCALATING COSTS
We stated earlier in this paper that costs have risen 694% since 1964. There is no indication that the increases are going to slow down. The cost of your program is your responsibility. Be sure that you are looking at the full cost impact of the policies on the corporate return on investment in the hiring process.
THREAT #7 – EMPLOYEE DEMANDS
Threat number two discussed the impact of changing needs of your employees. This threat is from a different end of the spectrum. You have found the perfect candidate and in offer negotiations he/she requests additional benefits.
CASE STUDY - A company in Austin, Texas interviewed a candidate for a position they had open. After reviewing all the interviewed individuals, management and human resources felt that this individual was the best one for the position. After considering the offer the candidate stated that he loved the position, loved the company. However before he could accept the position the corporation had to move his brother and his roommate. Not only did they do so, they hired both of them.
THREAT #8 – CHANGING LEGAL WORLD
Like every other part of our lives, human resources and corporate mobility are affected by the changing legal environment.

More and more homes are reporting problems with mold. This creates new demands on the disclosure of defects in real estate transactions. Congress re-writes the Tax Code and it changes the landscape of corporate mobility benefits. The legal arena must be reviewed constantly to ensure that your policies are not adding burdens on your employees.
THREAT #9 – TAXABILITY

Congress passes new tax legislation, which changes the landscape of the way benefits are treated. How does your program become affected? Current IRS Code states that “anything paid to or on behalf of the employee for corporate mobility expenses is taxable income.” But, at the same time the expenses for moving the household goods and the costs of the final trip to the location is totally deductible. How do you treat the tax impact? Do you leave the employee on his/her own or due you provide tax liability assistance?
THREAT #10 – CHANGES IN OWNERSHIP
You have worked for years with the same vendor and developed that learning relationship with them. You understand their operations and they understand your corporate culture. You arrive at work one morning to find out that overnight they have been sold to another company. What is the impact of the sale? Is the new operating philosophy in line with yours or do you need to start the process of finding a new vendor? You almost need to hire a full time staff person to keep a scorecard as to who owns who. 
THREAT #11 – MANAGEMENT PHILOSOPHY
Your company has just hired a new Chief Financial Officer or Chief Executive Officer. Their style of business is going to be different than their predecessor. This change can lead to a change in the way benefits are delivered. How does this affect the efforts to maintain your competitive edge in recruiting? As Human Resource professionals you must make the case for the return on investment of maintaining the status quo on the benefit levels.
THREAT #12 – EMPLOYEE WINDFALLS
Depending on the way your policy components are worded you may actually be creating a windfall for the transferee. Are you trying to make the employee whole or making him come out like a bandit? You compensate the transferee for more than his actual costs. You allow exceptions to the rules just to appease the transferee. The direct result is that you increase your costs.
THREAT #13 – LEAD TIMES
One of the real dangers to your competitive edge is the changing in lead times that you have to notify the vendors that services are needed. Your goal is cost containment and yet you allow management to tell you that lead-time has just gone from two weeks to four days. When you shorten the lead time for delivery of services your costs may very well increase accordingly based on the need to realign resources to meet your new deadline.
THREAT #14 – MANAGEMENT CUT COSTS
Every business is faced with a two-sided dilemma. One on side is that in order to recruit the talent they need, they need to increase benefits. The other side of the dilemma says that in order to remain competitive financially, you need to reduce benefits. YOU CAN’T HAVE YOUR CAKE AND EAT IT TOO!
THREAT #15 – DEPENDENT PROBLEMS
The final threat can be the one that can cause the most problems. The number one reason that a corporate mobility fails is the inability of the family members to adjust to the new location.

Spouse hates the area = failed corporate mobility = higher costs
Corporate Mobility Strategies

So, we have looked at the picture of where corporate mobility is today in the marketplace and the problems that it might incur in the future. How do we stay on top of the pack? By exercising some very simple strategies for the corporate mobility program. They are designed to meet the four mandates of NetSpeed Consulting. Each of the strategies is focused, fast, flexible and fun.
NUMBER #1 – MANAGED LUMP SUM
Take the funds that you would use for lump sum payments and put a portion of those funds into a corporate mobility Visa debit card. The transferee can use the card anywhere where Visa is accepted. You as a corporation will receive a report at the end showing what was spent where. The employee has no requirement for expense tracking and once the card’s credit line is exhausted the card is done unless you want to provide more funds. When the corporate mobility is over, the employee is only taxed on the funds actually spent rather than the whole amount.
NUMBER #2 – PRE-PURCHASE APPRAISALS
Require that all transferees get a pre-purchase appraisal before purchasing that new home. This allows you to protect the employee from overpaying for the home. It also allows you to control your costs by stating in the policy that if they purchase a home in excess of the appraisal amount, they will not be eligible for corporate mobility benefits the next time they are transferred.
NUMBER #3 – ADDING PROFIT TO CORPORATE RETURN ON INVESTMENT
Profit is defined as adding one more dollar to the corporation from savings in expenses. By managing costs human resources can add that profit to the ROI. What the company does with that profit is their responsibility.
NUMBER #4 – FAMILY PICTURE
Look at the profile of your relocating family and provide custom services, which meet those needs. For example if the family has elder care requirements, assist them with making contact with the elder care community in the new location.
NUMBER #5 – TECHNOLOGY HERE WE COME
Put technology to use. Develop systems, which will allow the transferee to take responsibility for their corporate mobility twenty-four hours a day, seven days a week.

Use the technology to allow the transferee to contact your vendor partners by e-mail from a site that is personalized for their needs.
CASE STUDY – Part of the program developed and offered by The IMPACT Group of St Louis is a website which is totally personalized for the transferee’s needs. It provides access to descriptions of the corporate mobility policy along with e-mail links to the corporate mobility department, the mover, and the mortgage company. It also provides access to the sources for services for their personal needs.

As an organization we know that the war for talent is going to increase as we return to better times economically. It is your decision as to whether you are going to remain a viable choice for these candidates by working with their total needs to get them productive in the shortest period of time or are you going to flounder in the workplace waters while the big fish get away to an organization who understands these needs. It is your choice and solely your choice whether you offer corporate mobility services to be in the same pond.
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