
WIVES' PERCEPTIONS OF FAMILY NEEDS RELATED TO 

EMPLOYMENT RELOCATION 

A DISSERTATION 

SUBMITTED IN PARTIAL FULFILLMENT OF THE REQUIREMENTS 

FOR THE DEGREE OF DOCTOR OF PHILOSOPHY 

--- - ---

IN THE GRADUATE SCHOOL OF THE 

TEXAS WOMAN'S UNIVERSITY 

COLLEGE OF EDUCATION AND HUMAN ECOLOGY 

BY 

TERRI ANNE PRICE, B.S., M.H.R. 

DENTON, TEXAS 

DECEMBER 1999 

J 



TEXAS WOMAN'S UNIVERSITY 
DENTON,TEXAS 

tJ (Q ,L(_/7}it-t~ t 
DatJ 

To the Associate Vice President for Research and the Dean of the Graduate School: 

I am submitting herewith a dissertation written by Terri Anne Price entitled "Wives' 
Perceptions of Family Needs Related to Employment Relocation. " l have examined the 
final copy of this dissertation for form and content and recommend that it be accepted in 
partial fulfillment of the requirements for the degree of Doctor of Philosophy, with a 
major in Family Studies. 

We have read this dissertation 
and recommend its acceptance: 

Efr~u 
CJdn2~ 
~ j'- )1.~ 

/hepart ent Chair ~- / 
C/~. 7 I .. ")2 '/ ,. I · I , 

I / II/ { //~-~.. _I ,~ ...... ~-
Dean, College of~ducation 
and Human Ec~logy 

Glen Jellf~ngs, Major · rofes or 
i/ 

Accepted: 

Associate Vice President for 
Research and Dean of the 
Graduate School 



Copyright © Terri Anne Price, 2000 
All rights reserved. 

111 



DEDICATION 

For my husband, Jeff, who encouraged and supported me every step of the way. 

I am forever grateful to you for helping me to believe in myself enough to attempt and 

accomplish this task. 

lV 



ACKNOWLEDG:rvtENTS 

I would like to express my gratitude for the people who helped make this dissertation 
possible. 

To my husband, Jeff, for supporting me in every sense of the word. 

To my children, Dustin, Kimberly, and Jordan, thank you for your understanding 

and patience. 

To Dr. Glen Jennings for being so gracious as to become my Major Professor in 

the twelfth hour of my journey. I appreciate your willingness to guide me and see this 

process through to the end. 

To my committee members, Dr. Joyce Armstrong and Dr. JoAnn Englebrecht for 

your guidance and wisdom through this process. 

To Dr. June Impson and Dr. Gladys Hildreth for getting me started and keeping 

me on track. 

To my Heavenly Father whose words I held onto at the most trying of times. 

Be confident of this very thing, that He who began a good work in you 
will be faithful to complete it. Philippians I :6 

I can do everything through Him who gives me strength. Philippians 4:13 

V 



ABSTRACT 

WIVES ' PERCEPTIONS OF FAMILY NEEDS RELATED TO 

EMPLOYMENT RELOCATION 

Terri Anne Price 

Doctoral Dissertatio°' December 1999 

The purpose of this qualitative study, which was descriptive in method, was to 

explore the perceptions of20 wives whose husbands had relocated within the past 12 

months related to their employment. The researcher conducted in-depth interviews 

including six open-ended questions related to their most recent relocation experience. The 

focus of this study was to determine if employers are addressing the needs of relocating 

families as perceived by the wives. 

Data analysis was conducted by listening to the recorded interviews twice and 

transcribing on the third review. Comments were transferred onto note cards and a color 

coding scheme was developed to allow for grouping of categories. From the categories 

sixteen major themes arose. 

The participants discussed importance of establishing a sense of normalcy and 

routine as quickly as possible following the relocation. Many participants expressed a 

loss of identity and feelings of loneliness related to the move. A desire for making 

connections and building new relationships in the new community was discussed by the 
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majority of participants in this study. Concern for children's adjustment and relationship 

development was expressed by several of the participants whose children were still living 

in the home. Although these issues were discussed as primary concerns for the 

participants, many stated that they felt the move was best for their husbands' careers and, 

as a result, best for their families. Perceptions, values, and meanings applied to the issue 

of employment relocation greatly influenced the coping and adaptation processes of the 

participants in this study. 

This study supports the need for additional research to be conducted to determine 

if needs of relocating families are being met by employers. Future research should 

include conducting a similar study with male partners whose female partners had 

relocated with their employment. Additional research may include similar research with 

other ethnic and racial groups. Ethnicity and race may increase the accompanying 

stressors families experience when relocating. 
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CHAPTER I 

INTRODUCTION 

Global competition and the speed of change in the business community have 

contributed greatly to the mobility of the workforce. Companies relocate an average of 

261 current employees and 117 new hires annually (Employee Relocation Council 

[ERC], 1998). Employees in managerial positions and high-tech fields can expect to be 

transferred as often as five times in 10 years (Dennis & Herring, 1999). Average costs to 

relocate employees are $37,835 for homeowning new hires and up to $51 ,930 for 

homeowning transferees (ERC, 1998; Rasmusson, 1998). Employers prefer to transfer 

highly-trained and experienced workers because it is more cost efficient than training 

others to perform the same job. Relocation can be costly to employers when the 

employee ultimately leaves the company due to dissatisfaction with the move (Eby, 

DeMatteo, & Russell, 1997). 

A geographical move is a major life change event that can be a significant source 

of stress to employees and their families (Munton & Reynolds, 1995). Job relocation is 

considered a potentially stressful event with implications for family functioning 

(Voydanoff, 1995). Dependent upon the perspective of the person or persons moving, 

relocation can be viewed as either a positive or negative event (Eby & Allen, 1998; 

Martin, 1996; Olmstead, 1981; Wong, 1999). 
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Increased awareness of the inseparable relationship between employees' work and 

family roles has contributed to changes in corporate perceptions (Dennis & Herring, 

1999). Social scientists have concluded that the work-home or public-private distinction 

is not as clearly delineated as once thought (Lawson & Angle, 1998; Munton & Forster, 

1990). The work-home relationship should be thought of as circular rather than linear. It 

is not just the work environment that is likely to affect behavior at home, but also the 

home environment that can influence performance at work (Eby, DeMatteo, & Russell, 

1997; Voydanoff, 1980). 

Statement of the Problem 

A family is a unique system and each member affects the others when changes 

occur. Relocation stress can create complex problems for a family. Each family member 

may experience personal stress and simultaneously be subject to the stress of other family 

members (Dennis & Herring, 1999; Toliver, 1993). Not only may families influence the 

course of relocation, but also relocation can have a significant impact on the course of a 

marriage (Munton & Forster, 1990). Multiple moves for employees and their families are 

associated with stress-related disease, higher divorce rates, especially among high-tech 

and managerial-level employees, and higher incidence of impaired social relationships 

and destructive acting out among teenagers (Brett, 1982; Pollari & Bullock, 1989). 

Working spouses and adolescents are particularly vulnerable to the sense of loss that 

accompanies relocation, including loss of close contact with friends, relatives, and other 
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social networks (Anderson & Stark, 1985; Mart~ 1996). Job opportunities for the 

trailing spouse are of increasing concern and have often been cited as a main reason 

many candidates express reluctance or unwillingness to relocate (Dennis & Herring, 

1999; McCollum, 1990; Wong, 1999). As the population aged 65 and older increases, the 

number of "sandwiched generation" workers poses another concern for many families. 

Elder care information is another area in which corporations must consider providing 

assistance (American Management Association, 1999a). Because of the continuing 

mobility trend, children in America will be enrolled in an average of five different school 

systems from kindergarten through twelfth grade (Cornille, 1993). When considering 

approximately 55% of mothers of children under 6 are employed, locating reliable, 

affordable quality child care facilities is of great importance to many families (Bowman, 

1998; Stautberg, 1988). Over 40% of relocating families reported having experienced 

notable levels of stress (Munton & Reynolds, 1995). Because of these various needs, 

relocating families need assistance in managing and balancing the many tas~ required of 

them, both individually and collectively. 

Statement of Purpose 

Current emphasis in health care is on promoting wellness and well-being; 

therefore, prevention may become the focus of attention when assessing the effects of 

employment relocation on the employee and their family. Corporate relocation programs 

may play an important part by expanding their role and serve as a preventive measure for 
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relocated employees and their families. Providing services designed to address the 

specific needs of each relocating family could serve to improve employees' quality of 

work life and prove cost effective to companies (Anderson & Stark, 1988; Laabs, 1999). 

Companies that currently offer relocation assistance to their employees may be lacking in 

providing beneficial services in addition to those of a financial nature (Eby & Allen, 

1998). Although relocation assistance is provided by companies, little research has been 

conducted to determine if the services actually match family needs. By meeting the needs 

of the families experiencing geographic relocation, corporations may be able to minimize 

the stress accompanying the change. It was the intent of this research to investigate the 

families' needs as perceived by the wives of husbands who are relocating. 

Rationale for the Study 

The average cost of relocating a middle manager increased four times from the 

mid-1960s to the end of the 1980s (Hanks & Sussman, 1993). The current estimate for 

relocating an employee can cost as much as $50,000 (Rasmusson, 1998). Corporate 

relocation packages often include house-hunting trips, shipment of household goods, and 

temporary living expenses. Increased awareness of the nontangible needs of relocated 

families has created a demand for attention to the emotional and relational aspects related 

to the move. Relocation has become part of the larger value system which has reached 

into the family. Management decisions regarding employee relocation have been largely 

based on organizational needs, and the organizations have traditionally claimed little 



5 

responsibility for their effects on spouses and children (Orthner & Pittman, 1995). Study 

results suggest that organizational support for families increases the overall commitment 

of families to the organization. Support may include providing services including career 

assistance for spouse or partner, assistance in moving elderly parent~ and help in locating 

schools and day-care facilities (Sievers, 1998). Companies may benefit in turn by 

improved morale, employee job performance, and retention (Bowen, 1995). The 

corporate culture and philosophy mold the work environment and the work environment 

influences the outcomes of both home and work (Killman, Saxton, & Serp~ 1985; 

Lawson & Angle, 1998; Schein, 1985). Work and family life are inextricably 

intermingled to the point that stress or conflict in one arena affects functioning in the 

other. Providing valued assistance to relocating families may mediate the negative effects 

of accompanying stressors and ease the adjustment process. 

Research Questions 

This study explored the family needs as perceived by wives of employees who 

had experienced geographic relocation. The research questions and interview questions 

that guided the study are provided in Table 1. 
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Table 1 

Research and Interview Questions 

Research Questions Interview Questions 

What are the specific types of assistance 1. What has been most important to you 
needed by families to facilitate a successful about the move? 
move? 

2. What has been the most difficult aspect 
of the move? 

3. What was the most pleasant unexpected 
experience as a result of your move? 

How can employers address the families' 1. What useful information or help have 
needs in a mutually beneficial manner? you received from the company's 

relocation assistance program regarding 
your relocation? 

2. What services would you find helpful 
for your employer to provide related to 
your move? 

3. What financial assistance did your 
employer provide related to the move? 

Conceptual Framework 

Family stress is defined as an upset in the steady state of the family; it can include 

anything that may disturb the family, cause uneasiness, or exert pressure on the family 

system (Boss, 1987). Therefore, what may be perceived as a stressor for one individual or 
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one family system may not be perceived as a stressor for another. According to Hill 

( 1949), "the external realities of a situation as seen by other people and the conception of 

that same situation by the person who is participating in it may be two very different 

things" (p. 56). 

Social support and family systems resources are both considered to affect 

adaptation to stressful events, yet the effect is manifested in different ways. Family 

systems resources affect adaptation directly, and social support seems to have a 

mitigating influence on post-crisis strain (Lavee, McCubbin, & Patterson, 1985). Not all 

families perceive stress as a crisis. Factors that influence the stress process include 

individual strengths, family strengths, social support, and the meanings families give to 

particular stressful events (Boss, 1987). The end result of the stress process may be 

influenced by the family's external context, which conversely influences the internal 

context of the family. 

Qualitative variables including value orientation, coping, perception, and meaning 

are the major factors influencing this study. Boss (1987) stated that "family belief 

systems and value orientations influence how families perceive stressor events and how 

they cope with or solve problems, and thus, the levels of stress stimulated by stressor 

events are influenced" (p. 718). Family belief systems such as fatalism or mastery 

influence the ability to recover from a stressful event (Reiss, 1981 ). A belief system of 

fatalism may give a qualitative meaning to a stressor event that may be perceived as 

attributed to external and uncontrollable factors. A fatalistic belief system may interfere 



8 

with social change and may also block the coping process that can change the situation, 

use of resources, or even the perception of the event. According to Reiss (1981), 

believing that one has mastery over a situation encourages the process of activating 

coping behaviors and aids in changing the family's construction of reality. Ultimately this 

change of reality results in a change of problem-solving strategies. 

Family system resources and social support have a positive effect on the level of 

adaptation and sense of coherence for families facing a potentially stressful event (Lavee 

et al. , 1985). Social support plays a buffering role in stressful events. The family's 

coherence and meaning are influenced more by the external environment than the 

family's internal resources. The ability to perceive the overall situation as coherent is 

invaluable to the family's adaptation. 

Understanding the perceptions of the event, stressors, and needs of relocating 

families can facilitate effective provision of assistance by the employer. The perception 

of adequate social support by the relocating family will serve to mitigate the negative 

effects and accentuate positive effects (Boss, 1987). Changing the family's construction 

of reality will subsequently change the family's coping and problem-solving processes. 

One way to determine what is perceived as a stressor by an individual is to ask 

them. This project utilized the qualitative method in an attempt to arrive at a description 

of the perceptions that constituted stressors in relation to geographic relocation. The 

composite of assumptions surrounding stressors and meaning given to them was utilized 

to attempt to develop an understanding of needs as perceived by individuals and families. 



Operational Definitions 

Relocation stress is a term used to refer to all the normal feelings that can be 

triggered by a move. It is a recognized phenomenon that refers to all of the stressful 

emotions aroused in the employee and their family by the move (Gaylord & Symons, 

1986). 

Family stress is defined as "an upset in the steady state of the family; it can 

include anything that may disturb the family, cause uneasiness, or exert pressure on the 

family system." (Boss, p 695). 
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Relocation assistance programs are designed to provide services for employees 

dealing with geographic employment relocation. The services may be provided within the 

company or contracted to outside organizations. 

Family needs assessment includes gathering information from families who have 

experienced relocation based on their perception of services that would be beneficial in 

relation to making an easier transition. 

Geographic employment relocation requires the movement of the employee and 

family members to another community setting, at least 100 miles from the previous 

home; the employee simultaneously changes job and home location (Martin, 1995). 

De limitations 

This study was subject to the following delimitations: 

1. This study utilized a sample size of 20 participants. 



2. All participants were solicited from employers with a business facility in the 

Southwest. 

3. Data were obtained from individual interviews of women whose partners had 

been relocated because of their jobs within the past 12 months. 

Summary 

10 

Although much has been written about the effects of geographic relocation on 

individuals and families, little research has been conducted to determine if employers are 

addressing the needs as perceived by the relocating families to assist with the adjustment 

process. Meeting the needs of relocating families may service to lessen the related stress 

that often accompanies geographic relocation. Because people perceive stressors 

differently, the employer must determine what the needs are for each relocating family. 

This study explored the needs of families as perceived by relocating employees' wives 

who have relocated in the previous 12 months. A qualitative approach and resear.ch 

method was used for collection and analysis of data from audiotaped interviews. 



CHAPTER II 

REVIEW OF LITERATURE 

Relocation has become an important component of America's economic 

development. Major corporations relocate large numbers of employees and their families 

each year at considerable expense. The Employee Relocation Council (ERC) is often 

quoted as a source of statistical information regarding relocation. The ERC is located in 

Washington, D.C. , and was formed in 1964 to provide services to corporations to 

facilitate effective relocation of employees worldwide. Current membership includes 

approximately 1,200 representatives from corporations that relocate their employees, as 

well as nearly 11 ,000 individuals and companies from the relocation services industry. 

Related service representatives include real estate appraisers and brokers, area and 

personal counseling services, consulting services, home inspection companies, household 

goods movers, mortgage services, and national house-buying firms. 

Based on a 1997 survey of its corporate members, the ERC (1998) reported that 

companies relocate an average of 261 current employees and 117 new hires per company 

per year. The 1997 average costs to relocate a home-owning current employee and a 

ho me-owning new hire were $51 ,930 and $37,835, respectively. These figures reflect an 

8% increase in relocation costs for current employees and a 1 % increase for new hires 

11 
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over the previous year. Just over half of the respondents to this survey predicted that their 

organization's transfer activity would increase within the following year. 

Relocation Issues in the 1990s 

Although the promise of greater economic opportunity often accompanies 

geographic relocatio~ an increasing number of employees are choosing to forgo the 

offers made by their employers (Hanks & Sussman, 1993). Employees are refusing 

relocation at a rate over 40% (Schoeni, 1991 ). In the 1997 ERC survey, more than¾ of 

organizations (78%) reported for a third consecutive year that employee/family resistance 

to move ranked as the primary reason for reluctance to relocate. This finding reaffirms 

the increasing importance of family issues in today's relocation decision. 

Resistance to Relocation 

Although employment relocation is often related to improved financial and social 

status of employees and their families, factors suggest a negative impact may exist for 

some families (Anderson & Stark, 1988; Harvey & Wiese, 1998). Studies of relocating 

families reveal that most families experience similar stresses and concerns (Gaylord & 

Symons, 1986; Lavee, McCubbin, & Patterso~ 1985; Munton & Forster, 1990; Munton 

& Reynolds, 1995). Among the concerns are: (a) anxieties about establishing 

relationships in the new community, (b) finding satisfying employment for spouse, 

(c) temporary role restructuring and related performance pressure, and (d) loss of 

emotional support from valued relationships and objects. 
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Spouse's Career 

One of the primary factors to consider when deciding whether to relocate is the 

effect of the move on the spouse's career. Previously, the typical corporate employee 

relocation involved a male employee with a nonworking wife and their children (Hanks 

& Sussman, 1993). The assumption was that, when a husband received a promotion and 

transfer offer, his wife would follow with no reservations. Over the last decade an 

increase in dual career couples and a high level of commitment by women to their own 

career goals have impacted the employment relocation decision (Mont, 1990; Rives & 

West, 1993). The prevalence of dual-career couples raises some interesting questions 

about the relative roles of spouses' careers in decisions to relocate. The number of 

professional women in the workforce has increased to approximately one half of 

employed women (Hanks & Sussman, 1993 ). An estimated 84% of married couples are 

considered dual-career couples (Sunoo, 1999). 

Although an estimated 33,000 men per year follow their spouses (Fry~, 1991), the 

traditional relocation occurs as a result of the male's career progression. Empirical 

studies have shown that, when a family moves, the husband's earnings tend to increase 

but the wife's earnings most often decrease (Mont, 1990). Relocating to follow their 

spouses' career leads to discontinuous work histories among women (Harvey & Wiese, 

1998; Markham & Pleck, 1986). Discontinuous work histories due to following spouses 

is directly linked to reduced professional status and earnings (Eby, DeMatteo, & Russeli 

1997; Mont, 1990). 
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Bielby and Bielby ( 1992), studied the effect of geographic relocation among dual

earner couples and the factors regarding the decision to move. The authors were 

interested in exploring the circumstances under which family considerations would lead 

dual-earner couples to forgo a move that would lead to career advancement. Data were 

from the 1977 Quality of Employment Survey (QES), a representative multistage 

probability sample of subjects who were at least 16 years old, lived in households, and 

worked at least 20 hours per week. Analysis was based on a sample of 162 women and 

197 men, all of whom were married respondents in dual-earner families. Willingness to 

relocate was assessed in the QES by asking the following: "Suppose you were offered a 

job that is much better than your present one, but located in another community at least 

I 00 miles away. How willing would you be to move to the other community to take this 

job?" (p. 1249). A majority of the respondents, 57% of the males and 89% of the 

females, expressed at least some degree of reluctance to relocate for a better job. Women 

in dual-earner couples were substantially more likely than men to cite family 

considerations as a reason for their reservations about relocating for a better job. Over 

half of the women (57%) reported a reluctance to relocate because of family 

considerations, compared with just 16% of the men. The results also suggest gender 

differences in the effect of spouse's earnings is greatest among working husbands and 

wives who hold traditional gender-role beliefs. Dual-earner couples who reject traditional 

gender-role beliefs are more flexible toward viewing their own and their spouse's work 

roles more equally. The greater the potential for lost earnings for the wife caused by a 
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geographic relocation, the more likely the women were to express a reluctance to 

relocate. The findings from this study suggest that gender-role beliefs are a major factor 

in the decision-making process regarding relocation. 

When considering the effects of geographic relocation, family structures play a 

critical role in such events that fall within the family's domain of influence. Married men 

with employed wives may be less likely to relocate than those whose wives are not 

employed (Rives & West, 1993). Although wives may be actively involved in the 

decision-making process, research suggests that they often defer to their spouse 

concerning certain economic decisions (Mincer, 1978). 

Shihadeh ( 1991) hypothesized that both gender-role theory and human capital 

held by husbands and wives would be determinants in the geographic relocation decision 

based on the husbands' employment considerations. The total sample consisted of2,674 

families with children taken from the 1987 Alberta Bureau of Statistics in Canada 

Migrant Characteristics Survey. All participants must have made an interprovincial move 

either in or out of Alberta, between May and September 1987. The results showed that 

almost 3/4 of wives indicated that they were moving to follow their spouses. Although 

approximately 3/4 of wives were either employed or seeking a job before the move, less 

than 1/2 were employed after the move. Again the results support previous findings that 

women who follow their husbands in employment relocation appear to have reduced 

probability of obtaining post-move employment. The women with greater resources 

(higher education) actually experienced a drop in wage returns upon relocation. The 
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position of this article is that among married women, socialization, not the labor market, 

is the primary force defining family migration. 

Relocation Stress 

Job transfers, employment opportunities, and the promise of greater economic 

opportunity encourage families to relocate. Geographic relocation by a family may 

produce a degree of stress ranging from minor adjustment to major trauma for family 

members (Makowsky, Cook, Berger, & Powell, 1988). Personal well-being may be 

greatly influenced in relation to geographic relocation. Campbell ( 1981) defined personal 

well-being as a person's subjective perception of the quality oflife, measured by 

satisfaction or dissatisfaction in several domains, including personal strengths, standard 

of living, family life, marriage, work, social relationships, and friendships. 

Geographic relocation can be a fulfilling experience if all family members 

involved can maintain a positive outlook about the move (Frye, 1991; Smider, Essex, & 

Ryff, 1996). Change created by relocation can impact each member as well as the family 

system as a who le. Makowsky et al. ( 1988) found the family member most often charged 

with incorporating changes into the family environment is the wo~ within her roles as 

wife, mother and community liaison. Therefore, how she perceives and responds to 

relocation is an important factor of adjustment for the family because she is instrumental 

in setting the affective tone of the move (Jones, 1973). 

Research has shown that relocation was more stressful for wives than husbands 

(Ammons, Nelson, & Wodarsk~ 1982; Eby, DeMatteo & Russell, 1997). The purpose of 
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a study by Makowsky et al. ( 1988) was to explore the relationship between several 

factors influencing perceived stress and personal well-being among women who 

relocated with their family. The sample for the study consisted of 94 women, 4 7 of whom 

had indicated they were voluntary movers and 47 involuntary movers. The 14-item 

Perceived Stress Scale (PSS) was used to measure the degree to which situations or 

events that occurred during the last month in the respondent's life were appraised as 

stressful. Satisfaction with personal well-being was assessed by measuring six central 

domains of well-being; family life, relationship with spouse, relationship with children, 

social life, employment status, and the community, town, and city in which respondent 

lived. Perceived control was measured by responding to the question "How much control 

do you feel you have over your life?" Responses ranged from "have no control (1)" to 

"have complete control (5)" on a 5-point scale. Involuntary movers reported a lower 

amount of control than voluntary movers. Women with high school or trade school 

education levels felt a significantly lower degree of control than women with higher 

educational levels defined in this study. High levels of stress were associated with low 

levels of perceived control. Satisfaction with relationship with spouse was significantly 

related to willingness to move. Involuntary movers were significantly less satisfied with 

relationships than were voluntary movers. Those respondents who moved involuntarily 

had significantly lower levels of perceived control over their lives than those moving 

voluntarily. 
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Perceptions of control over relocation and other areas of life may be significantly 

related to stress levels and perceived personal well-being (Brett, 1982). The loss of 

friendships and social contacts in the former community resulting from a geographic 

move contributes to the sense of isolation expressed by those who have relocated. 

Women with lower levels of education may be more at risk regarding feelings of isolation 

and loneliness (Makowsky et. al, 1988). Such women may require additional support and 

information regarding resources available to them in their new location. Employers 

should be aware of the impact relocation may have on family members, especially 

spouses who may be at risk. 

Not only may families influence the course of relocation, but relocation can have 

a significant impact on the family and the course of a marriage (Dennis & Herring, 1999; 

Munton & Forster, 1990). Social scientists have concluded that the work-home or public

private distinction is not as clearly delineated as once thought (Munton & Forster, 1990; 

Pollari & Bullock, 1989). The work-home relationship should be thought of as circular 

rather than linear. It is not just the work environment that is likely to affect behavior at 

home, but also the home environment that can influence performance at work 

(Voydanoff, 1980; Wong, 1999). 

Coping with Change 

Job transfer has a direct impact on both domains of work and home (Milesk~ 

1998; Munton & Forster, 1990). It is a significant life event that requires adjustment by 

employees and their families. Moving away from friends and relations, children losing 
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social contacts~ and disruption caused to the family have all been identified as sources of 

worry by relocating employees (Munton, 1990). Evidence suggests that there are marked 

individual differences in adjustment to relocation. 

In a study designed to address the issue of predictive validity of the three

dimensional Circumplex Model and to examine the processes of adaptation in families 

faced with a tangible and relatively major disruption, Munton and Reynolds (1995) 

selected families experiencing a job transfer. The researchers hypothesized that families 

would adapt differently based on their family type. The Circumplex Model is based on 

two orthogonal dimensions-adaptation and cohesion. Cohesion refers to the extent of 

emotional bonding between family members. Adaptability is derived from the systems 

theory concepts of change, feedback, and stability. The measurements of both dimensions 

can range from families high on cohesion ( enmeshed families) to families low on 

cohesion (disengaged families), and families that balance change and stability. On the 

adaptability dimension are four family types. Chaotic families and rigid families occupy 

the extreme ends of the dimension. Structured and flexible families occupy the 

intermediate positions. The families were studied at three points in time. Using FACES 

III, 85 employees and their partners responded to all three questionnaires (Time 1, 2, and 

3) sent over an average period of 6 months. Time 1 questionnaire was sent as soon as · 

possible after the employee had been informed of an impending move. Time 2 

questionnaire was sent an average of 3 months after an employee and his or her partner 
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had moved into their new location. Time 3 questionnaires were mailed to respondents 3 

months after they had completed the second questionnaire. Although little support 

was found for the hypotheses presented by the researchers regarding family type and 

adjustment following relocation, a significant finding was that employees who report 

small changes in family type tend to adjust more quickly. This finding alone suggested 

assistance provided families before, during, and after geographic relocation could be 

instrumental in expediting adjustment. Employers who are willing to address issues 

related to making the relocation transition as seemless as possible for families may, in 

turn, benefit from the employees' productivity level. 

Multiple moves for employees and their families are associated with stress-related 

disease, higher divorce rates, especially among high-tech and managerial level 

employees, and higher incidence of impaired social relationships and destructive acting 

out among teenagers (Brett, 1981; Dennis & Herring, 1999). Changes in jobs and changes 

in living arrangements each figure highly as stressful life events. It is not surprising that, 

when these events coincide, individuals can experience high levels of stress. Munton 

(1990) found that over 50% ofrelocators and over 60% of their partners reported very 

high levels of stress, which persisted 6 months following the move. 

Children may experience relocation differently because they have little control 

over the event and often may have great misunderstandings (Pollari & Bullock, 1989). 

Moving has been identified as a potentially disruptive occurrence that can have adverse 

effects on children. Changing neighborhoods and friends may require coping skills that a 
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child may not have cultivated. Children have fewer resources available to them and need 

the social support of the family as well as contacts outside the family system (Cornille, 

1993). Communication and allowing children some level of control during the transition 

are important factors in the adjustment process. Parents must be aware of the special 

needs of their children during relocation even when they are experiencing problems 

related to the move themselves. 

Several potential reasons have been offered to suggest that those who relocate 

frequently experience fewer related adjustment problems. Fisher & Shaw ( 1994) 

hypothesized that individuals who moved more often would feel more confident and less 

stress about subsequent moves and would adjust more quickly. However, they were 

unable to find an overall relationship between number of prior moves and adjustment. 

Other cross-sectional studies have consistently failed to find a relationship between 

number of prior moves and aspects of psychological well-being (Brett, Stroh, & Reilly, 

1993; Noe, Steffy, & Barber; 1988). 

Martin ( 1995) explored the relationship between the number of prior moves, time 

living in an are~ and psychological reactions of employees undergoing job relocation. 

Psycho logical reactions were co Uected at two points in time, before and after relocation 

had occurred. The longitudinal design allowed the opportunity to assess the effects of 

prior moves and length of time in an area on the change in well-being following the 

move. The sample was comprised of a total of 51 employees, 24 males and 27 females, of 

a large British organization. The average age of participants was 36.6 years. The 
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relocation involved a group move from a southern to a northern city approximately 220 

miles away in Britain. The first questionnaire was completed approximately 6 weeks 

before the move and the second questionnaire was completed approximately 1 O weeks 

after the move. Measures included number of prior moves in the past ten years and length 

of time living in an area. The General Health Questionnaire (GHQ) was used to measure 

general mental well-being, and relocation stress was measured at each time of testing by 

asking respondents to rate on a 7-point scale how stressful they found the relocation 

process at present. The relationship between moves and time in an area were analyzed 

through partial correlations while controlling for three factors which have been 

implicated as causes of relocation stress: age, sex, and whether the relocator had a child 

(Munton & Forster, 1990). Sex and age were not significant predictors at Time 2, 

however having a child was associated with greater stress at Time 2. The study results 

support the view that the number of prior moves is related to well-being. Those who were 

less experienced in relocating expressed the most problems in relation to the move. Of 

most significance, it appears that the longer the relocator had lived in the area prior to the 

move, the greater was the increase in general stress, job-related anxiety and depression. 

Stress Theories 

A stressor can be defined as "a life event or transition impacting upon the family 

unit which produces, or has the potential of producing, change in the family social 

system" (McCubbin & Patterson, 1983, p. 8). Family stress can be defined as a state 
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which arises from an actual or perceived demand-capability imbalance in the family's 

functioning. It may be characterized by a multidimensional demand for adjustment or 

adaptive behavior (Klein, 1983 ). Geographic relocation can be viewed as positive or 

negative, dependent upon the perspective of the person or persons moving. Relocation is 

considered a life event stressor with potentially serious implications for family 

functioning (Olmstead, 1981; Piotrkowski, Rapoport, & Rapoport, 1987). 

Research has shown a significant relationship between increase in life event 

stressors and a decline in mental status and sense of well-being (Hausman & Reed, 1991 ). 

Lazarus (1966) determined that through the process of primary cognitive appraisal a 

stressor is determined to be either threatening or non-threatening. Once an event is 

considered to be a threat, coping processes are begun. Three determinants of threat 

appraisal outlined by Lazarus are: (a) the balance of power between the stress stimulus 

and resources for meeting the stimulus, (b) the imminence of the stressor, and (c) the 

ambiguity of cues to determine potential threat. Studies have examined the influence of 

life event stress, coping style, and social support on psychological impairment (Lavee, 

McCubbin, & Patterson, 1985; Martin, 1995). Results indicate that neither coping style 

nor social support taken separately was significantly related to psychological impairment. 

However, when life event stress was combined with poor coping style and poor social 

support incidence of psychological impairment increased. The central concept to Lazarus 

( 1966) theory is that the stressor itself is not as important as how it is perceived. The 
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response to stress is greatly influenced by the cognitive perception of available resources 

to deal with the stressor. 

Although perception is a difficult concept to measure, it is a very powerful factor 

in explaining family stress. Hill (1949) suggested that a stressor consists of life events or 

occurrences that are of sufficient magnitude to bring about change in the family system. 

A stressor event is defined as an event that is capable of causing change and stress but 

that does not necessarily do so every time. A stressor has the potential to cause stress, but 

it is not synonymous with the state of stress. Hill's ABC-X Model is a framework for 

family stress theory that focused on three variables: A, the provoking event or stressor; B, 

the resources or strengths the family has at the time of the event; and C, the meaning that 

the family (individually and collectively) attaches to the event. The result of these 

variables is X, the crisis. (Boss, 1987). 

Not all families react to stressors in the same manner. The outcome is influenced 

by other factors operating in the stress process. The meanings that families give to 

particular stressful events influences the external and internal contexts (Boss, 1987). 

Hill ( 1949) developed a list of ten items, which he labeled family resources that were 

used to mediate the stress families' experience. The list includes the following: (a) 

previous success in meeting family crisis; (b) non-materialistic goals predominate; ( c) 

flexibility and willingness to shift traditional roles of husband and wife or father and 

mother, if necessary; ( d) acceptance of responsibility by all family members in 

performing family duties; ( e) willingness to sacrifice personal interest to attain family 



25 

objectives; (f) pride in the family tree and ancestral traditions; (g) presence of strong 

patterns of emotional interdependence and unity; (h) high participation as a family in 

joint activities; (i) presence of egalitarian patterns of family control and decision-making; 

and (j) strong affectional ties between father-mother, father-children, mother-children, 

and children-children. 

Utilizing Hill's ABC-X framework as a basis, McCubbin and Patterson (1983) 

expanded the model to include four additional factors, which appeared to influence 

family adaptation. Results from a longitudinal study include the following factors: (a) the 

pile-up of additional stressors and strains; (b) family efforts to activate, acquire, and 

utilize new resources from within the family and from the community; ( c) modifications 

in the family definition of the situation with a different meaning attached to the family's 

predicament, and ( d) family coping strategies designed to bring about changes in family 

structure in an effort to achieve positive adaptation. McCubbin and Patterson suggested 

that families appear to go through three stages of adaptation: resistance, restructuring, and 

consolidation. When faced with a stressor event, the family attempts to make adjustments 

with minimal change or disruption of their established patterns of behavior and structure. 

The family may attempt to ignore the stressor in hope that it will go away. They may 

attempt to eliminate the stressor or redefine it in an effort to avoid modifications in the · 

family structure. Finally, the family chooses to absorb the demands created by the 

stressor and make the least amount of changes possible within the family system 
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Families eventually become aware that they need to make changes in their current 

structure to restore some functional stability and improve family satisfaction 

(Watzlawick, Weakland, & Fisch, 1974). A new definition of the situation becomes the 

basis for restructuring the family system and ultimately restoring organiz.ation and 

stability. Once the family has initiated the structural changes to the system, they must 

then implement the agreed-upon change. These changes will often require restructuring 

of those resources outside the family unit with which regular interaction occurs. 

The family's internal perception of a life event is what needs to be measured if we 

are to understand what a stressful event means to a family and how they cope with it 

(Boss, 1987). The meaning that life events hold for the family and the individuals within 

it determine how families cope with stress. 

Summary 

Employment relocation continues to be a major life event for many families. 

Studies have shown that stress accompanying geographic relocation can impact families 

in many ways (Anderson & Stark, 1988; Martin, 1995; Munton, 1990; Munton & 

Reynolds, 1995). Effect of the move on spouses' careers is a primary factor when 

considering relocation (Mont, 1990; Rives & West, 1993). No longer can employers 

assume that spouses, typically wives, will follow with no reservations. 

Relocation stress can effect an individual's sense of well-being, as well as impact 

the family's collective sense of well-being (Campbell, 1981; Makowsky et al., 1988). 
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Perceptions of control may be significantly related to stress levels and personal well

being (Brett, 1982). The meanings that families give to stressful events influences their 

coping strategies and abilities (Boss, 1987). Employers' emphasis in providing resources 

to meet the needs of relocating families will aid in the structure and perception of 

meanings associated with the geographic move, creating a more positive and beneficial 

experience for all involved. 



CHAPTERIIl 

METHODOLOGY 

The purpose of this study was to identify common themes associated with needs 

relevant to geographic relocation. The qualitative approach was used to explore the 

various needs perceived by families experiencing geographic relocation. Prior studies 

have taken a quantitative approach by focusing on the effects of relocation upon families. 

The purpose of this study was to discover whether needs as perceived by families 

experiencing geographic relocation are being met by the employers' relocation programs. 

The intent was to explore services that may be provided by companies to minimize the 

relocation stress experienced by the families and concurrently improve adjustment and 

productivity. 

The conceptual framework that guided this research was a composite of Hill's 

ABCX Model, Boss' family stress theory, and Laz.arus' theory of stress. The researcher 

used procedures that allowed participants to express their own perceptions. The research 

methodology was descriptive and reported themes that emerged from the data. 

Information was taken from the interviews and some of it will be reported verbatim. 

28 
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Participants 

The subjects of this research were 20 females with ages ranging between 23 to 

52 years old. The subjects were all married and their husbands had been relocated within 

the past 12 months due to their employment. 

A combination of convenience and snowball sampling methods (Babbie, 1998) 

were used to gain subjects. The researcher approached friends, acquaintances, and other 

people with whom she came into contact and explained the need for research participants. 

Some of the people agreed to participate and some had friends or acquaintances they 

thought may be eligible for the study and agreed to ask if they would allow the researcher 

to contact them to determine eligibility and willingness to participate. The researcher also 

sought participants by contacting a local realtor to ask for his assistance in approaching 

recent clients who met the criterion. The researcher contacted the president of a local 

newcomers' group and requested permission to speak at a meeting attended by 

approximately 150 members. Permission was granted the researcher to speak at a meeting 

at which a brief overview of the study was presented to the group followed by a request 

for participants. 

As interest was expressed in participating in the study, the researcher contacted 

each person and determined eligiblity by asking if they had relocated within the past 

12 months due to their partners' employment, and if they were married. If the 

participants were eligible, an appointment was made for an interview at a time convenient 

for them The interviews were conducted in a variety of settings, with 15 of the 
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participants choosing to meet in their home, 3 in a local coffee shop, and 2 in a restaurant. 

The majority of the the interviews were conducted in a one-on-one setting. At the request 

of 2 participants who currently worked at the same office we met at one of their 

apartments during their lunch break. Another participant currently resided in Atlanta, 

Georgia, and consented to a telephone interview utilizing a speaker phone to allow for 

audiorecording. 

Interview Procedures 

Each interview began with a review of the purpose of the study, assurance of 

confidentiality, and an explanation of how the data would be handled. Participants signed 

the Consent Form (Appendix A) and completed the Demographic Information of 

Participant sheet (Appendix B). Each participant was given a copy of the interview 

questions to read before beginning the audiorecorder. 

Semi-structured interviews were conducted using an Interview Guide (Appendix 

C) containining six open-ended interview questions. Permission was requested to start the 

audiorecorder. When permission was granted, the interview proceeded with the first 

question and continued to the following questions as the participant indicated they had 

nothing further to add. All interviews were conducted by asking the questions in the order 

listed on the Interview Guide, with the exception of2 participants who each requested to 

answer the questions in a different order. With this exception, each interview was 

conducted in as nearly identical a manner as possible. At the end of the prepared 
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questions, each participant was asked if they had anything further to add in relation to 

their relocation experience. Each interview was concluded when the subject indicated that 

they had no more to say about the topic. The interviews ranged in length from 45 minutes 

to I 1/2 hours. Occasional notes were made on the Interview Guides, but the audiotapes 

served as the primary record of the interviews (Creswell, 1994). 

Data Analysis 

The audiotape of each interview was listened to twice before transcription. The 

transcription was made during the third playing. A working copy was made of each 

transcript and the original transcripts were filed for safekeeping. 

Following the transcribing of each interview, the answer to the first question on 

the Interview Guide for each participant was read twice. The third time the transcribed 

interviews were read categories that arose were recorded on separate four inch by six inch 

note cards. The same process was conducted for each of the following five questions on 

the Interview Guide for each participant. A coding scheme for organizing the note cards 

was developed. After careful review of the note cards, it was determined that answers for 

each question could be placed under one of three categories. 

The first category was determined to be answers that were more personal in 

nature related to the thoughts and feelings of the participant and were designated with a 

pink sticker in the upper left-hand corner of the note card. The second category contained 

answers that pertained to relationships such as husband, child, extended family, friends, 
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and other acquaintances and were designated with an orange sticker. The third category 

consisted of answers that were employer-related and contained such references as 

services provided, services not provided, and services the participant wished were 

provided related to relocation. These answers in the employer category were designated 

with a green sticker in the upper left-hand corner of the note card. The note cards were 

read and consideration was given to the frequency with which similar content appeared in 

the data from different subjects, and the emphasis and meaning the subjects seemed to 

place on their comments. 

Protection of Human Subjects 

To insure protection of the individual's rights, approval from the Human Subjects 

Review Committee at Texas Woman' s University was obtained prior to data collection. 

Participants were informed verbally and in writing at the onset of the interview of the 

purpose of the study and were guaranteed the confidentiality of the information they gave 

and of their identities. Participants were informed that they could contact the researcher 

should they experience any emotional distress or discomfort due to participating in the 

study. Participants were given a telephone number to contact the researcher in the event 

that they had questions or concerns about the research. Participants were informed that 

they could contact the Texas Woman's University Office of Research and Grants 

Administration should they have concerns about the way the research is conducted. 
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Participants were informed that data collected would be used for research and that 

there are no direct benefits for participating in this study. Participants were informed that 

they had the right to participate or not and that no coercive measures would be used. 

Participants were informed that they could have discontinued participation at any time. 

Summary 

This research used semi-structured interviews with 20 women whose partners had 

been relocated due to their employment within the past 12 months. Each interview was 

audiotaped and subsequently transcribed verbatim. The data from the transcript were 

analyzed by color-coding the responses to questions according to three initial categories. 



CHAPTERIV 

RESULTS 

This chapter presents the results of a qualitative study designed to explore the 

needs perceived by employees and their families experiencing geographic relocation. A 

description of the sample of participants interviewed is provided in the first section. The 

second section presents the themes that emerged from the responses to the six interview 

questions and additional themes that emerged from the participants final expressed 

thoughts regarding their relocation experience. 

Sample Description 

The sample consisted of 20 women ranging in ages between 23 and 52 years, with 

a me~ medi~ and mode age of 3 7 years. All the women in the group reported that 

they were currently married and their husbands' jobs had been the reason for the family's 

relocation within the past 12 months. This move was the first for 4 of the participants, 

while another participant explained that this was the seventeenth time for her family to be 

relocated due to her husband's employment. The other participants indicated they had 

moved anywhere from once to five times prior to this relocation experience. 

Demographic data for this information are listed in Table 2. 

34 
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Table 2 

Age of Participants and Number of Prior Moves 

Category N 

Ages of Participant 

23 1 
32 2 
33 3 
34 2 
36 1 
37 4 
38 2 
39 1 
46 1 
47 1 
50 1 
52 1 

Number of Prior Moves 

0 4 
1 4 
2 3 
3 3 

4 2 
5 3 

17 1 

Participants indicated they knew about the relocation anywhere from 2 weeks to 

1 1 /2 years. The most common amount of time the participants knew about the move 
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beforehand was between 3 and 6 months. The participants also responded as to whether 

the move was closer to or away from extended family, with 12 families moving away 

from and 8 families moving closer to extended family. 

Table 3 

How Long Participants Knew About the Move Beforehand 

Category N 

Length of time 

2 weeks I 
1 month 1 
2 months 3 
3 months 5 
4 months I 
5 months 3 
6 months 4 
12 months 1 
18 months I 

Most of the participants reported having children still living at home, with ages of 

children ranging from 2 weeks to 20 years. The majority of the children still residing 

with the parents fell in the younger school children ages, ranging between 5 and 11 years 

of age. The remaining participants consisted of 3 without children and 3 who described 

themselves as ' empty nesters'. Data pertaining to children of participants are reported in 

Table 4 below. 
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Table 4 

Ages and Gender of Children 

Category N 

Ages of Children 

2 weeks - 2 years 4 
3 -5 years 7 
6 - 8 years 2 
9 - 11 years '- 7 
12 - 15 years 1 
16 - 28 years 11 

Gender of Children 

Male 18 
Female 14 

Salary ranges of the relocated employee fell between $40,000 to over $80,000 

annually, with 6 participants indicating a salary between $40,000 to $60,000, only 1 

participant indicating a salary between $60,000 to $80,000, and 13 reporting their 

partner' s annual income over $80,000. Salary data for participants' husbands is presented 

in Table 5. The participants were equally split in number when asked if the relocation 

was in conjunction with a lateral career move or an advancement. A total of 14 employers 

were represented in this study, including start-up companies with less than five 

employees, Fortune 100 companies with thousands of employees, midsize companies, 

and a high school. 



Table 5 

Salary of Relocated Employees 

Category N 

Salary Ranges 

$40,000 to $60,000 6 
$60,001 to $80,000 1 
$80,001 and over 13 

Participants were asked whether they felt the community support systems were 

more satisfactory in the previous location or the new location. The response from the 

participants indicated that 13 felt community support was more satisfactory at the new 

location and the remaining 7 felt the previous location provided more satisfactory 

community support. 
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The participants were almost evenly split when asked about previous employment 

and their level of satisfaction with their jobs. All but 1 of the 11 participants who were 

employed prior to the move indicated that she had been either satisfied or very satisfied 

with her previous job. Of the 11 who had been employed prior to the move, 1 was able to 

arrange a transfer with her employer from her previous location to a local office. The 

remaining 9 participants indicated they had not worked outside the home prior to the 

relocation. Table 6 below contains the information related to level of satisfaction with 

previous jobs for those participants who had been employed before the relocation. 



Table 6 

Level of Satisfaction With Previous Job 

Category N 

Level of Satisfaction 

Very Satisfied 3 
Satisfied 7 
Unsatisfied 1 
Not Applicable 9 

Theme Analysis 

Data for this research study were analyzed by examining 20 transcriptions for 

major themes. The results of the findings indicated 16 emerging themes. The research 

questions, interview questions, and themes are summarized and presented in Table 7. 

Table 7 

Research Questions, Interview Questions, and Themes 

Research Questions Interview Questions Themes 
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1. What are the specific 
types of assistance needed 
by families to facilitate a 
successful move? 

I. What has been most 
important to you about 
the move? 

Getting Settled and Establishing 
Family Routines in the New 
Location 

Best for Family and Husband's 
Career 

The Importance of Location 



Table 7 (continued) 

Research Questions 

2. How can employers 
address the families' 
needs in a mutually 
beneficial manner? 

Interview Questions 

2. What has been the most 
difficult aspect of the move? 

3. What was the most 
pleasant unexpected 
experience as a result 
of your move? 

l. What useful information 
or help have you received 
from the company's 
relocation assistance program 
regarding your relocation? 

2. What services would you 
find helpful for your 
employer to provide related 
to your move? 
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Themes 

Loneliness of Spouse After 
Relocation 

Concern for Children's 
Adjustment 

Loss ofldentity 

Building New Relationships 
and Networking in the 
Community 

Satisfaction With the 
Location of the Current 
Home 

Inclusive Relocation Services 
Financial Assistance 
Relocation Counselors 
Real Estate Agents 
Spousal Employment 

Information Packet Only 

No Services or Information 

Personal Contacts and 
Networking in the New 
Location 

Financial Assistance and 
Support for the Move 

A Menu of Choices of 
Relocation Services 



Table 7 (continued) 

Research Questions Interview Questions 

3. What financial assistance 
did your employer provide 
related to your move? 

What Was Most Important 
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Themes 

Comprehensive Financial 
Assistance Provided by 
Employers for Relocation 

House Hunting Trips 
Temporary Living 
Air Fare for Family 
Lump Sum Bonus 
Spousal Assistance 

Financial Assistance for 
Movement of Household 
Goods Only 

The first interview question asked the participants to discuss what they felt was 

most important about the move. The most common response appeared to be related to 

personal issues and feelings surrounding getting settled and back to a normal routine. 

Several others responded that the move was best for their family and their husband's 

career, however, some of the same participants indicated that the move was a 

disadvantage for their own careers. Although this was the first move without their 

children for 2 participants, only I participant answered that it was the most important 

thing about the move. Safe location and good location in conjunction with schools and 

business was expressed as most important by 2 participants. Only 1 participant responde~ 



42 

that having professional movers was most important about this move. Interestingly, this 

was the participant's first relocation out of the military. Her husband had been relocated 

five times with the military within 10 years and each time the family moved with him. 

Based on the largest number of responses from participants, three themes appeared: 

(a) getting settled and establishing family routines in the new location; (b) best for family 

and husband's career; and (c) the importance oflocation. 

Getting Settled and Establishing Family Routines 

Most of the participants indicated that getting settled in their new location and 

having a normal routine again was most important to them. The following quotations 

supporting the first subtheme are all responses to the first interview question. 

The most important thing about the move is probably getting everything 
settled, my children situated in schools. (Interview #3) 

The most important thing to me was that it be sort of as blind as possible. I 
needed to get settled, find day care quickly, and get everything as normal 
as possible because we were both going to have to start working right 
away. (Interview #4) 

I guess what's been most important to me is to get back to normal. I do 
most of the errands, so it's more work for me until I get things settled and 
back to nonnal. (Interview #5) 

I think keeping things as normal as possible and not having such a big 
transition even though you have to expect transition. (Interview #6) 

Ob wel~ I think the most important thing about when we move anywhere 
is to be settled as quickly as possible. I always give myself a week to find 
a house. I find that's important to us, to feel settled quickly. (Interview 

#15) 



The biggest thing was getting back to normal as quickly as we could. It's 
also important for the employee that they get things back to normal so 
they can concentrate on their job. Routine is very important to people. 
(Interview # 16) 

Getting settled. We got the boys' rooms done and settled first so that they 
would be able to adjust more quickly. (Interview #19) 

Probably getting everything settled, back to normal. I am in a sort of limbo 
for a while and I don't like that. (Interview #20) 

Best for Family and Husband's Career 
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The second most prevalent response to the first question concerned the 

participants' expressions of the move being best for the family and best for the husband's 

career. The majority of participants that said they felt the move was best for their 

husbands ' careers also stated that it was best for their families. The exception to this was 

apparent in the response of one participant (#8)who said that although it was best for her 

husband' s career, it was a disadvantage to her career. The following interview responses 

support the second theme. 

When I first looked at it I thought that was a really unusual question. But 
since I've thought about it what occurred to me was that it was the best 
thing for our family. It did make the most sense for my husband and for 
our family. With both our moves we've always considered whether the 
decision would be a good career choice for my husband, and it's good for 
our family. Tough in some ways though. That's the most important thing 
about this move is that it has taken our family, and my husband's career 
where he needs to go. (Interview #7) 

Well, I think it is because it was an advantage for my husband. I think he's 
very skillful... in [country] nobody is paying attention to the development 
of software. So for him it was a promotion in terms of future and possible 
development. But for me right now I think it is more of a disadvantage 
because I liked my job and I had to quit. (Interview #8) 



Probably the opportunity that my husband's been granted, as well as 
myself. I'm going to be able to be home with the kids. He's getting a 
chance to do the programming work that he loves to do. (Interview #9) 

I guess I felt like it was a good thing for my husband because he was ready 
for a change. Also the schools here are better than in [city]. It was a good 
move for the whole family, so that was important. (Interview #10) 

Probably that was the new opportunity for my husband and for me. It was 
a hard time in our country. Both from an economical perspective and a 
career perspective. That is probably the reason we decided to move, the 
opportunities, more opportunities for both of us. (Interview # 12) 

I guess what stands out first in my mind is it's a real good opportunity for 
my husband with his job, a great promotion. We turned down the offer 
once. He didn't ask enough questions the first time they approached him. 
But the second time they told him about the benefits and everything and 
we decided to make the change. (Interview #19) 

The Importance of Location 

Location was mentioned by 4 participants as being most important to them. 

However, the meaning applied to location appeared to differ based 

on the participants' previous and current experiences. Although 2 participants were 

repatriating to the United States, they had different answers as to why location was 

important. 

Coming back to the States, coming to [state]. For me it was getting back 
closer to my family, closer to my parents, my children, everybody. After 
five years in [country], the familiarity about things in generai and the 
choices, many things, I was ready to come home. After 5 years, I was 

ready. (Interview #2) 

Trying to find a safe place to live that's convenient, because I'm alone a 
lot. So I always have to be safe. Safety girl. So finding a place to live was 
most important. We are renting because I'm still unsure of the area. I 
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would have hated to have invested all the money in a place only to find 
out later it wasn't what we thought. We aren't familiar enough with (city] 
yet to choose an area. I don't feel like it's permanent either, so renting is a 
good option. So I guess finding a home that's a good place to live is my 
biggest concern over anything else. (Interview # 11) 

I think picking an area that fits your family, your lifestyle, like stay-at
home moms. Previously when I worked, living in a neighborhood with 
stay-at-home moms was hard, versus when I stayed home and lived in a 
neighborhhod where there were working moms. So I think it's important 
for people to kind of direct you and help you get into an area with those 
types of things that fit your lifestyle. (Interview # 17) 

I think anytime you move, the location of where you are going to be 
moving to is important. If it's a place that you are excited about then 
you're always mentally ready to go. So for us moving here to [city]was a 
good move, it was a good place to go. We're originally from [city], but 
we'd been to [city]many times on business trips and my husband was very 
familiar with the office here. And coming back from [country] this time 
made the location appealing, too. (Interview #18) 

Information Or Help Received From Employer 
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This interview question asked the participants to recount what useful infor~tion 

or helped they had received from the employers' relocation program. A variety of 

services were offered by some employers, however, several employers were seriously 

lacking or totally void of relocation services according to the participants. Several 

responses from the participants follow, beginning with services and information 

considered to be helpful and ending with those on the other end of the spectrum. The 

following themes arose for this question: (a) inclusive relocation services; (b) information 

packet only; and ( c) no relocation services or information. 
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Inclusive Relocation Services 

The participants that reported they felt the company offered a complete package 

of relocation services, there were a variety of services emphasized by different 

participants. Among the services the participants felt were valuable were spousal 

assistance programs for wive wanting to return to work, cultural training and repatriation 

classes for the 2 participants who were international movers, assistance with locating 

realtors, provision of relocation counselors, and financial assistance. The following 

excerpts were selected to illustrate the various services provided by employers' relocation 

programs and the importance that participants placed on services offered. 

They have programs, especially for wives that do work. They've got 
counselors that can help them get a job and things like that. They have 
information from all aspects, plus they set you up with a realtor that knows 
the needs, and gets you sort of plugged in. I mean they kind of show you 
the areas of the town and stuff like that. (Interview #I) 

They have a cultural training you could go through when we went from 
[city] to [country]. Then when we came back to the States, they offered a 
repatriation sort of course that helped you to adjust to being back in the 
States after being, for example, in Singapore for five years. I had heard of 
people having difficulty repatriating, but I didn't think I would go through 
that, but I did. (Interview #2) 

They sent us a packet of information about the Dallas area while we were 
still in [city]. It had all kinds of information about getting a drivers' 
license, where you had to go and all that kind of information. They also 
hooked us up with a realtor at both locations, to sell and to buy. (Interview 
#4) 

They gave us information about what we had to do. We also had an 
advisor assiged to us. She would assist us whenever we would need help 
or needed answers. (Interview #6) 



You're assigned like a relocation counselor, and someone that helps you 
out with selling the house, and you have a moving coordinator. Also, they 
had a program to assist spouses with finding jobs if you wanted that. I 
think over all they do a very nice job. If we didn't have the relocation 
program the move would have been a hundred times more difficult. 
(Interview #7) 

We were sent a package of documents about the insurance program, the 
schools, the taxes, how we can rent a flat, how we can rent a car. The 
information was sent to [country] so that we can read it there to figure out 
how it will go. So it was good. And when we came here we were met by 
the director of personnel. He's a great guy. So he helped us to find a car, 
to find a flat. He was just with us the whole day explaining how to do, 
what to do. He was very helpful. (Interview #8) 

I think if I had to pick one thing, well definitely financial is important. But 
other than that, I think the packing all your items and even unpacking 
them is very useful. They also assign a relocation contact, so that person is 
supposed to be your counselor through the whole time. (Interview #13) 

I think probably the fact that they help you find realtors. They gave us a 
couple of companies to choose from so you didn't have to do all that leg 
work in trying to find somebody to work with. And they really tried to 
focus it toward someone in our age group. So that helped. (Interview #17) 

The relocation company provides you with information about housing. 
They will even go through leases and contracts with you, find an 
apartment for you if you wanted that. We are under a very special 
relocation policy. It's for expatriates, people repatriating to their countries. 

(Interview # 18) 

Well, they have a moving company that they work with. So we didn't 
even have to get bids and do all that, which I've done in the past. They 
provided packing and even unpacking if you wanted it. They sent us an 
information packet about the area, too. (Interview # 19) 

We were sent an information packet about the area, schools, businesses, 
that sort of stuff. They handled all the move, packing, moving, and 
everything like that. (Interview #20) 
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Information Packet Only 

Some of the participants received packets from their husbands' employers 

containing a variety of information about the new location concerning schools, the cities, 

how to get drivers' licenses, and company benefits. 

I think we got stuff about the [city] location, about the company itself. I 
was encouraged with a lot of informatio°' like benefits, and lots of 
information about how people live here, what kind of houses they have, 
and cars. Lots of practical stuff. They also provided us with an 
approximate budget for an average family so we could plan. They told us 
we could use our driving licenses from [country], but that we would need 
to get new ones here. As far as driving was concerned, we were told you 
cannot do something in Texas unless you have a car. (Interview #12) 

Well, when we moved in the military you didn't get much relocation 
information except for stuff about the bases and that wasn't really very 
helpful to me because it dido 't really effect me as much as it did 
(husband's name]. But this company that hired my husband, they were 
great. I had done a lot of research on the Internet on my own before we 
crune, but they provided information if I asked. (Interview # 14) 

We received a huge package of information about the area, cities, schools, 
communities. The package was probably an inch thick. (Interview # 16) 

No Relocation Services or Information. 

Several participants discussed the lack of relocation services provided by their 

husbands' employers. Of the 6 participants that answered in this manner, 1 of them was 

an international relocation and was the first time the participant and her family had lived 

in the United States. 

None. Absolutely, positively none. It was the hardest move we've ever 
done and we've moved a lot. This has been a difficult move. (Interview , 
#3) 



If my husband's company had a relocation pro gr~ we never heard about 
it. (Interview #5) 

They didn't have anything. So, I pretty much did everything. (Interview 
#9) 

They offered to help us do anything they could. They really didn't do 
much, thoug~ to help us move. As far as the school system, you know 
that's the thing about education, they don't pay for moving people. 
(Interview # 10) 

Nothing. I was the move coordinator basically. I did everything. No, there 
was no help whatsoever. (Interview #11) 

There isn't a relocation program. It was different for us because we'd 
never lived in the States before. We kept asking questions by E-mail and 
they didn't even seem to understand the questions. Ifwe hadn't been 
experienced in moving I don't know what we would have done. I can't 
think of anything that they did. (Interview # 15) 
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Several companies offered services and information that the participants felt were 

useful. Many employers appeared to be lacking in the assistance they provide to 

relocating families in this study. An interesting note lies in comparison oflnterviews #3, 

#8, #9, #12, and #15. All of these participants spouses are employed by the same 

company, and Interviews #8, #12, and #15 were all international moves. Although two of 

the participants ( #8 and # 12) received information packets and one participant ( #8) 

expressed appreciation for the personal help received from the personnel director of the 

company, one participant felt that the employer did nothing to assist with the move. 
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Most Difficult Aspects Of The Move 

The third question asked participants' to relate what had been the most difficult aspect of 

the move. The overwhelming majority of responses from the participants were on a 

personal level, such as loss of identity, loneliness, and not feeling worthwhile. Although 

5 of the participants had been forced to resign from their previous jobs, only 2 

participants expressed having to leave their jobs as the most difficult aspect of the move. 

The participants also expressed concern for their children's difficulties in adjusting to the 

new environment, having to find new doctors, and not knowing anyone in the new area to 

refer them or answer questions when they arose. Some participants responded with a 

variety of answers about the most difficult aspect of the move, two of which could best 

be described as employer related. The responses from 2 participants stated that they felt 

the employer did little or nothing to support them during the relocation. Problems with 

medical insurance benefits and information not being transferred in a timely manner from 

the previous location to the new residence area was an issue discussed by 2 participants 

as the most difficult aspect of the move. Only 1 participant discussed the difficulties with 

moving company and having to deal with associated problems instead of the employer 

assisting in some manner. The following three themes emerged as the participants shared 

their perspectives about the most difficult aspect of the move: (a) loneliness of spouse 

after relocation; (b) concern for children's adjustment; and (c) loss of identity. 



Loneliness of Spouse After Relocation 

It's been hard because my husband's job is like a hundred times more 
demanding, so I've been alone a lot. You know, like going into stores or 
church and knowing you're not going to see anyone you know. It's like 
you want people to reach out to you. That's why I think it is so hard for 
people who move so much. You really do get lonely. (Interview #1) 

I guess in the beginning, a loneliness and being a little anxious about not 
knowing anyone. Once we moved out of the corporate apartment and into 
the community we met people and it finally became more comfortable. 
But at first, and for a while, I was lonely. (Interview #6) 

Leaving my friends. My family is in Louisiana, and we had been in 
Memphis for years. Our church was our family and I just had a hard time 
leaving them I'm lonely without them right now. (Interview #10) 

When serious things come up or what have you, you really feel the 
emptiness of not having a support system for you. You get used to making 
new friends over and over again each time you move. But when something 
difficult comes up it magnifies your isolation. So, I would say loneliness is 
the most difficult aspect to deal with. (Interview # 13) 

Finding a church home. The most difficult part was finding a church home 
and making new friends. That's been most difficult for me because even 
though I can talk to anybody off the street it's harder to make a close 
friend to talk with and be with on a day to day basis. I had a close friend in · 
Florida that I had to leave. That was difficult. (Interview #14) 

Concern for Children's Adjustment 

Although 14 of the participants had children living at home with them, only 3 

expressed a concern for the children's adjustment to the relocation as being the most 

difficult aspect of the move. Each of these participants expressed a desire for their 

children to develop new friendships and positive relationships in the new location. 

The most difficult thing throughout the move has been my daughter's 
transition. They say it's easier to move while the kids are young because 
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it doesn't affect them as much, but she just turned 5 last month. This has 
been so hard for her. There have been days where she cries to not go to 
her school and just wants to stay home with us. She still asks about her old 
house and friends. So that has been hard. (Interview #5) 

We have huge problems with our child right now. He doesn't want to stay 
here. He wants to go back. He's crying and he is saying that he belongs to 
[country]. That is very hard. I don't know what to do with him right now. I 
hope that he can make some friends soon. (Interview #8) 

The boys adjusting to things. I try to spend time with them and make sure 
they have friends. But it's only been a little over 2 weeks. (Interview #19) 

Loss of Identity 
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Although most of the participants discussed feeling lonely at some point in time 

throughout the relocation process, not all of them coupled this with a sense of lost 

personal identity. All of the participants that discussed loss of identity as being the most 

difficult aspect of the move had been employed prior to the relocation. 

Loss of identity, I think, in feeling worthwhile and feeling like I was 
needed. When I worked it was great because I felt like I was doing a 
service for families. And then coming back to the States, it was just a 
screeching halt. You know, nobody knew who I was. I was starting way 
over again. (Interview #2) 

It ' s a little strange for me because I've never, this is the first time I've not 
worked. I kind of lost my sense of identity for a while because my career 
has been such a big part of my life. I'm a guidance counselor and I loved 
my job. So, that was difficult. (Interview #7) 

Sometimes I felt like I was a part of my husband, like I didn't have an 
identity. I had to keep reminding myself why I was here, who I was. 

(Interview #20) 
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Pleasant Experiences Related To The Move 

The fourth interview question asked the participants to share the most pleasant 

unexpected experience as a result of the move. Several participants commented on 

making new friends and developing relationships in the new location. Some of the 

participants shared that the new location was a pleasant experience, but for a variety of 

reasons. Although it was not a predominant theme related to this question, 2 participants 

discussed the spiritual growth they felt they had experienced and how they had used the 

time of being alone to explore personal thoughts and feelings. Only 1 participant said that 

the support provided by her husband's new employer was the most pleasant experience 

related to the move. This was the first move for the family that was not a military move 

and she was very pleased with the service provided by the employer compared to the lack 

of service and support she felt the military had provided them each time they relocated. 

The major themes that emerged based on predominant ~wers to this question were: (a) 

building new relationships and networking in the community and (b) satisfaction with the 

location of the current home. 

Building New Relationships and Networking in the Community 

The most important would be the friendships that I've acquired, the people 
that I have met. A friend of mine that lived in [country] was from this area 
and had a good friend that lives just about 5 minutes away. So, that 
helped; at least I had one contact. She got me to go to the newcomers' 
group, because I don't honestly don't know ifl could have ever gone to 
that by myself. In some ways I'm outgoing, but in other ways I'm very 
reserved and shy. So, that was very pleasant, getting to know people in the 

newcomers' group. (Interview #2) 



Probably the people are a lot friendlier around here than in [city]. When 
we were there, the people really seemed to keep to themselves. Out here, 
neighbors immediately started introducing themselves. Our neighborhood 
here has block parties and everyone comes. I think there is a sense of 
community where we live. (Interview #5) 

I think meeting so many other nice people as a result of getting out and 
expanding our horizons and moving to a different part of the country. New 
York is very different from Georgia and Georgia is very different from 
Texas. Finding out that people are very nice no matter where we go has 
been good. (Interview #7) 

I think the most pleasant and unexpected experience was again the 
persomel director, because he was like a, I don't know, a godfather to us. 
He helped us a lot to drive around and look for a car and an apartment. 
(Interview #8) 

I'd say meeting the neighbors. Everybody is so friendly and so nice and 
willing to help. Most of my neighbors are in the same predicament we are. 
They all moved here from out of state pretty much. They moved away 
from friends and family and they don't have anybody here. So we just all 
help each other out. (Interview #9) 

I like my house, I like my neighborhood. Everybody has been really 
friendly. I was just very excited that everybody has been so friendly and 
nice to us. I've appreciated that. (Interview # 10) 

I think the most pleasant thing was that learning what good service means. 
It appears in many things, wherever you go, whatever you do, whatever 
you buy, everywhere is good service. In [country], salesmen are pretty 
rude to customers sometimes. People are friendly here. (Interview # 12) 

These are probably the nicest people we've probably ever been around in 
this area. We're also in a neighborhhod where lots of people have been 
relocated and they're more open to friends, so that's good. (Interview #13) 

It ' s not totally unexpected, but because we move so ofte~ I always look 
for groups of newcomers in areas. I found two groups, one an international 
group in [city] and another local in [city]. They are two very nice groups. 
It helps when you can connect with groups like that and they can share 
information. (Interview # 15) 
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When we moved here I got into the local newcomers' club. I've learned to 
play golf with some of them and I go antique shopping with another group 
of women in the newcomers' club. (Interview #16) 

The first thing that comes to mind is the neighbors have been very 
friendly, very nice. In fact, my neighbor next door brought over a pound 
cake the other day and apologized for not visiting sooner. We've only 
been here a little over two weeks, so I thought that was very nice. 
(Interview # 19) 

The people I've met since we moved here have been so nice and friendly. 
It ' s always hard to start over again. You're never sure how long it will 
take to make friends, so I've been pleased at how friendly people are. 
(Interview #20) 

Satisfaction with Location of the Current Home 
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Although all the participants had experienced a change of residence at least once 

if not more because of temporary living arrangements, 4 participants expressed their 

pleasure in their new or current homes. The participants were equally split in this section 

as either renters or home owners, yet all 4 participants were pleased with homes and the 

location of their neighborhoods and cities. 

Well, I guess the first thing that comes to my mind is we bought a house 
right across the street from some dear old friends. So they have been very 
helpful. And plus my husband's family lives here, and they have been 
really nice and helpful. (Interview #3) 

I got a new house! This time we are closer to my husband's family and 
being able to participate in family events that come up has been really 
nice. (Interview # 4) 

I actually like [city] better than I thought. I'd heard nothing but nasty 
things about it. But I like the house we're in, and I'm learning where 
everything is. So that's been a pleasant experience. (Interview #11) 



I think for us it was finding a house in a wonderful neighborhood with 
wonderful schools that we could afford in a rental area. We knew we 
wanted a house, not an apartment, and we do have pets. We also had to 
find a landlord who was at least a little bit flexible on the lease, because 
we know it's only temporary until the merger is settled. (Interview #18) 

What Services Would You Find Helpful 
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The fifth interview question provided the participants an opportunity to voice 

their opinions as to what services they felt employers should provide to relocating 

employees and their families. The group of participants, as a whole, expressed a wide 

variety of choices in a relocation package they would like to be able to have available to 

them. Financial assistance was the major service requested by the participants for 

employers to provide, especially if they had been provided little or no financial assistance 

in their previous move. Some of the participants stated that they had paid for all or most 

of their relocation expenses themselves and this had caused increased stress for the 

family. Many of the participants expressed a desire to have personal contacts either. with 

the company or community groups in order to establish relationships. Only I participant 

said she had had difficulties with the health insurance and obtaining the new medical 

cards. The major themes that emerged from the responses to this question were: (a) 

personal contacts and networking in the new location; (b) financial assistance and support 

for the move; and ( c) a menu of choices of relocation services. Some responses from 

participants illustrating the themes are provided in the following section. 



Personal Contacts and Networking in the New Location 

Many of the participants discussed the difficulties of not knowing anyone 

in the new location for a while after the move. Several suggestions were made 

regarding the employer providing assistance in helping the spouses and families 

by providing employee contacts within the company, such as a relocation 

counselor. Other suggestions regarding networking and personal contacts 

included employers' providing information and representatives from local groups, 

as well as co-worker spouse networks. 

Maybe a person that deals with all of the moving stuff. You would call 
this person, and they would take care of it. Someone you could contact 
with questions. You know, just a general relocation package in general. I 
mean they really don't have anything from what I can tell for their 
employees at any level. They also need a whole little department that 
helps with relocation. (Interview #3) 

I don't know if this could ever be done, but once we did move down here 
there was no one that I felt connected to. I had no personal relationship 
with the company, and I think maybe if there's someone that you could 
talk to and who sort of guide you a little bit when you do move down. 

(Interview #6) 

More support maybe for the spouse in getting connected in the community 
and sort of a network of people. Maybe an orientation to what the area is 
like, what to expect, what services are available in your area. I think that 
would be helpful. That's what was lacking for us in the move. (Interview 

#7) 

A relocation package would have been a big help. I also think the 
company should have like a party at their office or something so the 
spouses could meet everyone. That would be nice. I know my first few 
weeks here I was so depressed. It would also be nice if someone put 
together a list of all the welcome groups and stuff that are available here 
and have that for the people that have just relocated. (Interview 9) 
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I think they should have someone in the city that you're moving to to be a 
coordinator. It would be nice to have someone that specialized in 
relocation so you could go and they would provide you with a packet of 
informatio°' maybe showing you, for example, where the DPS is. Maybe 
provide a Mapsco or something like it. And then I would expect them to 
pay for the move. Financial help would be number 1, though, and then a 
coordinator. (Interview # 11) 

It would be nice if like a co-worker spouse could help by showing the new 
person around the area. Maybe you could meet with them for lunch or 
dinner. Another thing that's been hard has been moving to a new area and 
needing a person to put down as an emergency contact person in case my 
son gets sick at school and they couldn't reach me. If you had co-workers 
or their spouses who you could get acquainted with that would be willing 
to share that with you, that would be helpful. (Interview #16) 

You know, it would be nice if they assign account reps to everyone who 
moves. And maybe they could contact like the Chamber of Commerce or 
whoever and get all the things you need to do when you get to Texas. 
They should have a package for you that tell you where things are, the 
numbers to call, informational stuff. When we moved the first time, the 
company sent us a box of gourmet key lime cookies. That was nice. But 
the next time, I'd rather just have a Mapsco. Or, if you're moving into a 
home, a gift certificate to Home Depot would be nice. Just keep it 
functional. (Interview # 17) 

The only thing I can think of is contacts, assuming they have everybody's 
approval, contacts of people that live in the area that you've chosen to live 
in. That would be helpful if you could ask them questions like about 
pediatricians, and car repair and stuff like that. Also, just information in 
general about the area. (Interview # 19) 

Financial Assistance and Support for the Move 
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Many of the participants discussed financial assistance as being of primary 

importance in relation to their relocation process. The responses varied in the type of 

financial services participants would like available to them, dependent upon what level of 

financial services were provided to them presently. 



Probably the only thing that they could have done better themselves was 
tax related. At the end of the year, that was difficult to do when you were 
figuring your taxes and had income from two different states and the 
bonuses during the year. I think the company should prepare you for that. 
(Interview #5) 

Well they provided a ticket for my husband, but not for me or for the 
child. I think it was not right. It is expensive, around $900. I think they 
should always pay for that. Also I cannot work unless I have a working 
visa and I think companies should pay for that when they relocate a 
couple, a family. (Interview #8) 

I would have loved it if they would have paid for some of the move. 
That's the biggest hurdle, actually getting physically moved. So, it would 
be nice if something was provided for the move. (Interview # l 0) 

Well, the first thing which comes to my mind, again, is about money. The 
company, they paid for air tickets for my husband, but not for me. Also, 
I'm part of the family. They should pay for tickets and visas. I have to find 
an employer who will support me in the American Embassy, I believe. So, 
I think it would be good if the company paid for my visa so I will be able 
to work. (Interview #12) 

A Menu of Choices of Relocation Services 

Well, having worked for a relocation company, I see things that are 
helpful to people. I think it would be nice for the company to allow you a 
choice of services. The company was good in most respects, but help with 
adjusting to a new area would be nice. (Interview #2) 

Well the packing and moving would have been good. That's the main 
thing. And the typical stuff like from the Chamber of Commerce with all 
the major employers, the events, the demographics of the area, that's 
always good. Several things like that to choose from. (Interview #4) 

I like the services that they have but sometimes they feel rigid and stiff. It 
would be nice if you had a relocation representative that you felt was 
working for your best interest. Sometimes we noticed that we had very 
young and immature representatives handling things. Maybe there should 
be better screening of how they will effect the outcome. I think they really 
need to work on developing the people skills. (Interview # 13) 
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Very simply just put a package together. Just basic things, like if it's an 
international move, how do you get a social security number, how do you 
open a bank account, how do you get a credit rating, how do you get a 
driving license. You know, the basics. Nobody told us of any of those 
things and we weren't aware of those things until we got here. They could 
also ask people that they have moved, internationally and within the 
States, just ask them like you're asking what they could have done to help. 
The list will go on and on. But it's very simple really. (Interview #15) 

I think information about the area, like schools, businesses, shopping, 
things like that would be helpful in a package. Also, maybe help in 
meeting people, making connections. Like for example, information 
including names and phone numbers of local newcomers' groups. It would 
he nice to have that kind of information and help. (Interview #20) 

Financial Assistance Provided By Employer 
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In this final question the participants were asked to discuss what, if any, financial 

assistance the employer provided related to the move. A variety of financial assistance 

ranging from no financial support to comprehensive financial support was provided by 

the employers. Of the participants who felt the employers were financially support~ve of 

the relocation, 1 participant's husband received additional bonuses before, during and 

after the move. For 2 participants whose husbands were relocated by the same employer, 

the air fare for the husbands was provided with a small bonus for both employees. Yet 

the wives and a child were not provided air fare by the employer. Only I participant 

stated that they had no financial assistance provided by her husband's employer. Only 

two themes emerged from these responses: (a) comprehensive financial assistance 



provided by employers for relocation; and (b) financial assistance for movement of 

household goods only. 

Comprehensive Financial Assistance Provided by Employers for Relocation 
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A variety of financial services were provided by employers, including lump sum 

bonuses for selling your own home, air fare for all family members, house hunting trips, 

and temporary living expenses. Of the participants who said the employer provided 

extensive financial assistance, 2 participants stated that their husbands' employers 

provided a spousal employment assistance program. 

They now give you a lump sum check. They calculate the economy and 
everything where you are moving to, and figure in airline tickets, hotel 
expenses, and things like that and give it to you in a lump sum. They also 
pack and move everything. They will buy your house from you if you 
don't sell it, but they will give you a 3% incentive bonus if you sell it. 
They really covered everything financially that I can think of. (Interview 
#1) 

They paid for airfare, moving all our household belongings. They really 
paid for everything when we moved from [country]. They took care of our . 
dog, too. I can't think of anything that was out of our pocket. The 
company's philosophy is that it should not be a financial burden when a 
family has to move. (Interview #2) 

They provide a certain amount of money which they felt we could allocate 
toward the move. We felt it would go a long way and we thought we 
might even have some extra money at the end. But we ended up putting 
out some money ourselves. But it was our choice. We could have bought 
a house sooner as opposed to waiting for our house to be finished. So we 
stayed in the corporate apartment longer, which cost us a little bit of 
money. They also had somebody pack us, move everything and even 
unpack if you wanted. (Interview #6) 

They really do a very good job of that. We really have no complaints on 
the financial assistance. They paid for all the packing, moving goods, or 



storing if you needed it. Plus they give you an allowance. They kind of 
calculate what they think everything is going to cost and give you that 
amount to do with however you need to use it. From day 1 to your move 
in date, they provide you with financial assistance. That really does take a 
lot of stress off of you. (Interview #7) 

They give a lump sum that is calculated to include a house hunting trip 
and probably several nights stay somewhere. They paid for movers, 
storage for 3 months, which doesn't help if you 're building. They also 
provided a kind of job training for the spouse of a thousand dollars, 
whichever you choose. (Interview #13) 

They provided exactly what we asked for. They had up to $5,000 in the 
moving package, but we didn't need that much. They paid for everything 
with the move. We got exactly what we asked for and they didn't hesitate. 
This move has been very positive. The military doesn't cooperate quite as 
well. They didn' t give you enough financial assistance and the movers 
could not have cared less about your things. And when they destroy your 
things, they don' t give you replacement value. No, they give you 
depreciated value. So this move has been very positive financially. 
(Interview # 14) 

They paid for a trip for house hunting, food and hotel. The also paid for a 
rental car. They paid for all the moving, the packing, everything like that. 
They really paid for everything. (Interview # 16) 

They gave my husband three trips home during the interim when he had to 
move ahead ofus. They gave him money for temporary living and 
incidentals. They picked up closing costs on the sale of our house, and on 
the purchase of our new house. They also paid up to two points. They gave 
me like a lump sum interim living money. They paid for all our moving 
costs, packing, moving, everything. They also offer spouse benefits if you 
can prove that you worked full-time. They will pay the spouse 2 months 
salary, and they will give them career counseling. Actually the relocation 
package has gotten better. For example, when they send you out for your 
house hunting trips and things like that, they've started to compensate for 
child care. (Interview #17) 

Everything. Their general policy is you have 30 days to lease a vehicle 
when you come in. Also 30 days in temporary housing_. They also provide 
closing costs for your house and certain percentage pomts, dependmg 
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upon what's going on in your situation. Of course, they paid for all our 
belongings to be moved from [country] back to the States. Currently 
they're giving us $2,000 a month to cover our housing, because it's 
temporary with the merger going on. They didn't pay boarding expenses 
for our pets, but they do pay air fair and all for the pets. They paid for 
everything that we needed. (Interview # 18) 

They paid for packing and moving, house hunting trips, reimbursed us for 
meals, miles because we chose to drive instead of fly. I think they would 
have paid for our air fare if we had chose to fly. Of course, they put us up 
in a hote~ but you would expect that since it's a hotel business. They gave 
us a bonus, a month's salary bonus check. We've moved with other hotel 
chains that have not done the bonus check. They simply pack you up and 
move you and that's it. No house hunting trip. Nothing. So everything 
they did was great. (Interview #19) 

They paid for packing, moving everything, house hunting trips, really 
everything. I can't think ifthere was anything that we asked for that 
wasn't covered. It really helped to not have to worry about spending 
money during that time to cover our own expenses. (Interview #20) 

Financial Assistance for Movement of Household Goods Only 
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Several participants discussed what they felt was minimal financial provision by 

their husbands' employers. All 5 of the participants who were provided financial 

assistance for only the movement of household goods, stated that they were disappointed 

in the amount of money they had to pay out of their own funds for the relocation. 

All they paid for was the actual moving of our furniture. That's all, 
nothing else. It was very minimal. They didn't pay realtor fees or closing 
costs. They didn't pay anything we were used to getting. And what we got 
was a very small check, so we had to bargain shop for a moving company. 

(Interview # 3) 

They did pay the movers. We could have taken a flat fee and moved 
ourselves, or choose to have the movers paid, and we did that. But other 
than that, they didn't really do anything else. (Interview #4) 



We felt it was fairly basic. They would pay our moving expenses up to a 
certain amount and we asked whether that would be before or after taxes. 
Nobody seemed to know the answer. When we got here we discovered it 
would be before taxes. So we were quite considerably out of pocket, 
which we didn't expect to be. (Interview # 15) 

He paid the movers and that was it. I faxed him the bids and told him my 
preference and he paid them. Of course, now I know it was the wrong 
choice. (Interview #9) 

I don't know for sure, but I think they paid for our move down here. I'm 
hoping they paid for our relet fee on the house that we have here. That's 
about it. I packed everything. I did everything that needed to be done. 
(Interview # 11) 

Summary 
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This chapter summarized the findings of this particular study. The first part 

presented and discussed the demographic findings. The second part explored the analysis 

of the major themes that emerged from the interview transcripts. Qualitative analysis of 

the data revealed 16 themes which are summarized in Table 7 (p 39-71). 



CHAPTER V 

CONCLUSIONS AND RECOMMENDATIONS 

The preceding chapters of this study included an introduction to the study, a 

review of related literature, the methodology, and findings obtained from in-depth 

interviews. In this final chapter, the research investigation is summarized and the findings 

of the study discussed. Limitations, conclusions, implications, and recommendations, for 

further study also are presented. 

The purpose of this qualitative study, which was descriptive in method, was to 

explore the perceptions of20 wives regarding family needs for their most recent 

relocation experience related to their husbands' employment. Through the format of an 

interview consisting of six open-ended questions the participants were given the 

opportunity to discuss their thoughts, feelings, and suggestions regarding their relocation 

experience. With the exception of one interview which was conducted by utilizing a 

speaker phone to allow for audiotaping, the interviews included face-to-face encounters 

between the researcher and the subjects. The interviews were directed toward 

understanding perspectives of the lives, experiences, and situations expressed in the 

words of the subjects. By generating answers to the research questions, the study 

identified ·and compared common themes. Interviews ranged from 45 minutes to I 1/2 

hours in length. 
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Data gathering consisted of two steps. The first step was the gathering of relevant 

demographic data from the participants. The second step was the actual interview which 

generated the participants' audiotaped responses to the research question. Data analysis 

was an ongoing process. Emerging themes were identified during and after the 

interviews. The researcher was looking for common themes expressed by the majority of 

the subjects as to how they perceived their relocation experiences in relation to the 

interview questions (see Table 7). 

Discussion of Findings 

The data from the in-depth interviews were examined, and the analysis resulted in 

the formation of 16 major themes. Themes were organized in relation to the six interview 

questions. These themes served to demonstrate the opinions and effects that a common 

experience such as geographic relocation can have on individuals and families (Eby, 

DeMatteo, & Russell, 1997; Martin, 1996; Pollari & Bullock, 1989). 

A discussion of the findings of this study are first presented in relationship to the 

three conceptual framework theories of stress that guided this research project. The 

findings will be summarized regarding research questions and discussed in relationship to 

prior research. The order in which they will appear are as follows: (a) findings and theory 

and (b) findings of research. 
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Findings and Theory 

Any life event or transition that has the potential of producing change in the 

family social system can be defined as a stressor (McCubbin & Patterson, 1983 ). 

Geographic relocation has the potential for creating stress and may cause serious 

implications for family functioning. Many participants expressed a desire to keep things 

as normal as possible throughout the move and to quickly get settled and back into an 

everyday normal routine for themselves and for their families. Routine and normalcy are 

important in the adjustment of individuals and families going through any stressful event 

(Pollari & Bullock, 1989; Smider, Essex, & Ryff, 1996). 

Lazarus ( I 966) said that the stressor itself is not as important as how it is 

percieved. A stressor event is determined to be either threatening or non-threatening. The 

majority of the participants in this study expressed positive perspectives regarding their 

relocation experiences. Many participants stated that they felt the relocation was best for 

their husbands' careers and most often also was best for their families. In one instance a 

participant felt the move was best for her husband's career although she expressed 

concern over the detrimental effect it had on her own career and her young son's 

adjustment to an international move. If participants perceived the move as beneficial for 

one or all members of the family, the possible negative impact of the relocation was 

considered to be less of a threat. 

Cognitive perception of available resources to deal with a potential stressor is a 

primary influential factor. If family members experiencing geographic relocation 
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perceive they have social support by means of community and other resources, the ability 

to achieve positive adaptation is increased. Several participants in this study discussed the 

variety of services and support their husbands' employers provided in relation to the 

relocation. Financial assistance was a primary factor in the adaptation process for the 

family members following the move. Several participants stated that their husbands' 

employers had provided every necessary service throughout the relocation process. 

Hill' s ( 1949) ABC-X Model identifies the effect that family resources and the 

meaning the family attaches to a stressor event may cause in relation to relocation. This 

was the first move for only 4 of the participants. All other participants had experienced 

relocation previously, ranging from one other time to 17 times throughout their husbands' 

careers. The participants that had moved at least once before appeared to be confident in 

their ability to deal with the problems and difficulties that occurred as a result of the 

relocation because they had experience and because they placed value in the benefit the 

relocation would provide for their husbands' careers. 

Perception, meaning and value placed on an event greatly influence the potential 

for stress experienced by family members and the ability to adapt as necessary. 

Employers that are willing to ask questions regarding what employees and their families 

perceive as needs to be met related to employment relocation may assist the family in 

many ways. As family needs are met, potential stressors may be alleviated, encouraging 

the family in the adaptation process. 
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Findings of Research 

Typically it is the wive's career that suffers when the husband's career requires 

multiple moves (Eby, DeMatteo, & Russeli 1997; Harvey & Wiese, 1998; Herring & 

Dennis, 1999). International relocation for spouses offers an additional obstacle for dual

career couples as expressed by 2 of the wives in this study who followed their husbands 

to the Southwest for employment. Both wives were employed as analysts by two separate 

international corporations and did not have the opportunity to transfer to offices in this 

area. They indicated that they enjoyed working and regretted having to resign their 

positions, but felt the move was in the best interest of their husbands' careers. Their 

husbands were granted working visas by their employer, but the wives were not provided 

with working visas and are unable to work unless an employer is willing to represent 

them and pay for the visas. This obviously impacts their ability to progress in their 

careers and employers should be aware of the effect such moves have on the spouses 

(Gold, 1998; Sievers, 1998; Starkweather & Steinbacher, 1998). 

Many participants discussed the loss of identity and personal loneliness as a result 

of the move. Research has shown.that the spouse experiences more stress than the 

relocating employee (Dennis & Herring, 1999; Eby, DeMatteo, & Russell, 1997; Martin, 

1996). Whether it is a result of leaving their friends and family, interrupting their own 

careers, or the adjustment that accompanies making a new home for their families, 

spouses have needs that require attention. 
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Several participants expressed a desire to establish new relationships for 

themselves and for their children. A concern for their children in adjusting to the 

relocation was discussed by the majority of the participants with children still living at 

home. Several suggestions as to how the employer can alleviate the negative aspects of 

the relocation for the spouses were suggested in the interviews. Many of them expressed 

a desire to meet the wives of their husband's co-workers and suggested the employer 

arrange and sponsor informal functions where the newly relocated spouses can begin to 

establish some connection to the employer and others. Another suggestion was to provide 

the relocated spouses with information about local newcomers groups and possibly 

arrange for members of the groups to contact the spouse. 

Although the participants had suggestions for how the employer could assist in 

helping them establish new relationships and begin to feel connected to the new location, 

no suggestions were made concerning how to help their children during the transition. 

Moving can create a great deal of stress for a child and their environment is very 

influential in how they adjust (Mitchell, 1999; Pollari & Bullock, 1989). Parents must 

communicate with their children throughout the relocation process, realizing that children 

will most often take their cues from how the parents react to the event. Some 

communities and schools have collaborated and formed relocation support groups that 

focus on giving support to children as well as the parents (Pollari & Bullock, 1989). 

Informed employers may assist relocating families by forming an alliance with such 

support groups or by creating company-sponsored groups. 
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Several questions were directed to the participants regarding what services, if any, 

were offered related to the relocation. Participants also were asked to discuss their 

perception of the level and quality of services offered to the relocating families. The 

response ranged from no services at all to what was considered comprehensive services 

was revealed. 

An interesting note was in regard to 3 wives whose husbands were all new hires 

relocated from other countries by the same employer. Services from the employer for one 

participant included a packet of information about the area to which they were relocating, 

as well as air fare, a working visa for her husband, and a small lump sum relocation 

bonus. Another participant received the same provisions from the employer, plus the 

personnel director personally escorted their family as they looked for an apartment and 

car. With exception of the employer not paying for the spouses' airline tickets and 

working visas, both of these participants felt the relocation services were sufficient. The 

third participant did not receive the packet of information from the employer, was unable 

to get questions answered from the personnel department, but did receive a lump sum 

payment which was supposed to cover the shipment of their household goods from 

another country. The first 2 participants mentioned had no prior relocation experiences 

and both were relocating from the same country with their husbands. The third participant 

was the most experienced in relocation, having moved with her husband's employment 

17 times in his career. It appears that past experiences, internal and external resources 

factored into the perceptions of each of the participants. 



72 

Participants that reported adequate or greater financial assistance with the 

relocation discussed additional services more ofte~ while participants who were 

provided less than adequate to no financial assistance most often emphasized the 

financial need. Several participants suggested that employers should provide a menu of 

services and allow the employees and their families to choose what best meets their 

needs. This suggestion was, however, always second behind the desire for financial 

support for the relocation. 

Limitations 

This exploratory study of wives whose husbands had been relocated within the 

previous 12 months was an attempt to offer personal perceptions to current literature. 

The qualitative methodology prohibits generalizability to the larger population. The 

participants in this study may not be representative of the population because they had 

chosen to relocate and, by their own definition at the time of the interviews, successfully 

done so. The participants' husbands' in this study were primarily in the higher salary 

ranges and may not represent the larger population of people experiencing employment 

relocation. 

Recommendations for Future Research 

Future research could include conducting a similar study with husbands or male 

partners whose wives have been relocated with their employment. Research has shown 

that more husbands and male partners are relocating because of their wives or female 



partners than in previous years. Gender socialization and belief systems regarding male 

and female roles may cause very different dynamics to surface when males become the 

trailing spouse in employment relocations. 
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Conducting a similar study with other ethnic or racial groups may provide a 

variety of issues for employers to address. As more international moves occur, specific 

needs may require addressing for assisting families of one ethnic or racial group that may 

be relocating into areas that are predominantly of another ethnic or racial group. In 

addition, future research must include different socio-economic groups to ensure that 

relocation services are provided for employees that may not have as much leverage with 

employers. 

Summary 

A discussion of the findings of this study were presented in relationship to the 

conceptual framework involving the stress theories that guided this project, as well as in 

relationship to the literature that prompted the research and interview questions. The 

findings supported the stress theories and prior research regarding relocation for families. 

Included was a discussion of the major themes that emerged from the data analysis. 

Limitations of the research was presented and future research implications were 

suggested. 
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Appendix A 

Consent Form 



TEXAS WOMAN'S UNIVERSITY 
SUBJECT CONSENT TO PARTICIPATE IN RESEARCH 

Title of study: Perception of Family Needs Related to Employment Relocation 

Investigator: Terri Anne Price 972-434-2317 

Advisor: Glen Jennings, Ph.D. 940-898-2695 
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The study involves research of which the purpose is to assess the relocation needs as 
perceived by relocating employees and their families as compared to the services currently 
provided by employee relocation services within corporations. Although relocation 
assistance is provided by many companies, little research has been conducted to determine 
if the services actually match family needs. By meeting the needs of the families 
experiencing geographic relocation, corporations may be able to minimize the stress 
accompanying the change. 

Participants in this study will be interviewed and asked five open-ended questions 
regarding their relocation experience. Interviews will last approximately one hour. 
Audiotaping of the interview will be required to ensure capturing all information received 
from the participant and will be transcribed at a later date by the investigator. The 
investigator and her advisor will be the only people with access to the tapes. All audiotapes 
will be kept in a locked filing cabinet in the investigator's home office and will be erased 
approximately one year from the interview. 

Potential risks to participants involved in this research may include (I) being reminded. of 
painful or unpleasant experiences resulting from relocation, (2) concern that employers' 
may consider information provided by the participant as negative and repercussions may 
occur, or (3) loss of confidentiality in revealing information concerning what they 
considered inadequate services and assistance from their employer or their partner's 
employer provided them in relation to the relocation. To protect the rights of the 
participant the investigator ensures the participant that they have the option to stop the 
interview at any time, or they may refuse to answer any of the questions included in the 
interview. Complete anonymity is ensured at all times concerning any demographic 
information that may identify the participant. The demographic information will be 
available only to the investigator and the doctoral research committee members for this 

dissertation. 

Please initial 
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There are no direct benefits to the participant in this study. 

Participation is voluntary in this study and the participant may withdraw from the study at 
any time. The refusal to participate will involve no penalty or loss of benefits to which the 
subject is otherwise entitled. 

An offer has been made to answer all of the participant's questions and concerns and the 
participant has been given a copy of the dated and signed consent form. 

The researchers will try to prevent any problem that could happen because of this research. 
I should let the researchers know at once if there is a problem and they will help me. I 
understand, however, that TWU does not provide medical services or financial assistance 
for injuries that might happen because I am taking part in this research. 

Ifl have any questions about the research study I should ask the researchers: their phone 
numbers are at the top of this form. Ifl have questions about my rights as a subject or the 
way this study has been conducted, I may call Ms. Tracy Lindsay in the Office of Research 
& Grants Administration at 940-898-3377. 

Participant Date 

The above consent form was read, discussed, and signed in my presence. In my opinion, 
the person signing said consent form did so freely and with full knowledge and 
understanding of its contents. 

Investigator Date 

Please initial 



Appendix B 

Demographic Information of Participant 



Demographic Information of Participant 

Gender: Female ____ Male ----

Name: 

Age: 

Ages and gender of children: 

Salary of relocated employee: 

Number of children (if any): 

$25,000 to $40,000 

$40,001 to $60,000 

$60,001 to $80,000 

$80,001 and over 

Number of prior employment relocation experiences 

How long did you know about the move beforehand? 

Did you move away from_ or closer to_ extended family? 

Was this a lateral career move or advancement ? 
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When comparing community support systems, which do you find is more satisfactory? 

Previous location New location ---

If you were employed prior to the relocation, please rate your level of satisfaction with 
your previous job. 
(Circle one) 

l very satisfied 
2 satisfied 
3 unsatisfied 
4 very unsatisfied 
Not Applicable 
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Appendix C 

Interview Guide 
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Interview Guide 

Specifically, this study will explore the following interview questions with regard 

to the needs perceived by the employees and their families in relation to geographic 

employment relocation: 

1. What has been most important to you about the move? 

2. What useful information or help have you received from the company's employee 

relocation program regarding your relocation? 

3. What has been the most difficult aspect of the move? 

4. What was the most pleasant unexpected experience as a result of your move? 

5. What services would you find helpful for your employer to provide related to your 

move? 

6. What financial assistance did your employer provide related to the move? 




