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Russ Haynie, Prudential Relocation
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Source: “Earthquake Rattles Southern California”, New York Times, July 30, 2008



“When it started, I felt the shaking under my feet. I thought I 
was going to die. But my teacher told us to calm down.”

Jessica Chang, 12, Chino Hills, CA

Source: “Earthquake Rattles Southern California”, New York Times, July 30, 2008



“…I thought it was a Tyrannosaurus Rex walking.”

Jayden Chang, 5, Chino Hills, CA

Source: “Earthquake Rattles Southern California”, New York Times, July 30, 2008



“This is moderate. Which means it was strong enough to be 
felt, but wasn’t even powerful enough to knock 

everything off your desk.”

Erik Pounders, a geologist with the United States 
Geological Survey in Pasadena

Source: “Earthquake Rattles Southern California”, New York Times, July 30, 2008
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• Background on the U.S. housing/ lending crises

• The impact on U.S. relocation policies & processes

• Lessons learned about effective strategies for resiliency

• Assessment of the U.S. experience & lessons for Canada

• A guide for domestic program soul searching 
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• Subprime lending crisis

• Rise in foreclosure rates

• General economic malaise

• Rising inventories

• Slower times to sell

• Falling prices

• Rising unemployment, inflation and rates

• Election year uncertainty
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The depth and 
duration of 
depreciation 
has a direct 
impact on 
relocating 
homeowners
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Slower average times to sell leads to…

• Higher inventory exposure

• Increased exception requests

• Increased reluctance to relocate

• Issues with losses on sale, negative equity

• Relocation discussions shift from conference room to 
boardroom



Source: Prudential Relocation’s August 2007 Survey of Top Volume Homesale Accounts
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• Pressure to manage program costs

• Pressure to attract and retain talent

• Pressure to maintain employee satisfaction

• Pressure to operate within tax/ regulatory constraints



Source: Prudential Relocation’s August 2007 Survey of Top Volume Homesale Accounts



Source: Prudential Relocation’s August 2007 Survey of Top Volume Homesale Accounts
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• Movement on homesale policies has been in two almos t 
equal directions

• Delayed appraisal programs are being re-assessed

• Many companies are considering adopting, or 
broadening their use of, Buyer Value Option (BVO) 
programs

• A clear majority of surveyed companies are feeling the 
impact of the current market; many have mobilized, a 
few may be paralyzed
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• Tiered policies

• Centralized program administration

• All-weather provisions

• Shared responsibility

• Flexible provisions
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• Allows company to apply competitive/ appropriate levels 
of assistance across multiple job grades

• Allows company to shift volume between tiers in 
response to market conditions

• Allows business unit discretion in application of benefits

• Allows company to communicate benefits in a focused/ 
customized fashion
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• Enables company to recognize and respond to trends early

• Leverages whole company volume toward effective 
purchasing

• Serves as a resident expert for program trends and advice

• All of the above enables a nimble response to market 
volatility
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• Homesale provisions with an eye toward aggressive 
strategies in all markets

• Defined thresholds that kick-in additional support, 
revised caps or limits

• Provisions that address the traditional drivers of 
reluctance to relocate (not just those driven by near term 
issues)
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• Revisit any lingering “keep the employee whole”
philosophy

• Enable employee risk-assessment (prior to move 
acceptance)

• Reward employees who agree to limit risk

• Meet employees more than half way (when strategic to 
do so)

• Hold all parties accountable to measurable results
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• Support employee lifestyle change decisions that may 
accompany relocation

• Allow reasonable give and take between separate 
provisions

• Empower service providers with reasonable approval 
authority

• Track exceptions and design provisions to address the 
“well worn paths”
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• Markets appear to be cooling vs. crashing

• Mortgage reforms limiting long-term risk

• Employment/ growth trends are solid

• Subprime exposure very limited (financial institution vs. 
homeowner concern)

• Home price depreciation is emerging but slight

• U.S. style speculation/ hyper-inflation not of concern 



7���	�����	�����	8���	%���

Sources: CMHC, Canadian Real Estate Association (CREA), MLS®
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• Risk intolerance has a price (e.g.: no guaranteed o ffer = 
less satisfied homeowners)

• Companies engaged in consistent policy review out-
perform others

• Mandating use of pre-registered networks of supplie r 
partners yields positive results

• Companies with marginal program performance miss 
marks on policy fundamentals

• Not all companies make big changes. Not all compani es 
may need to
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• Define sacred cultural touchstones

• Prioritize, prioritize, prioritize

• Conduct a provision litmus test to determine the stay vs. go 

• Consider permanent relocation alternatives

• Consider change in light of downstream impacts 
(productivity, failed relocations, missed targets)
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• Does policy compliment current company culture? (cultures 
evolve)

• Has the nature of relocation changed? (e.g.: lateral vs. 
promotional, new market growth vs. existing market growth)

• Is policy too paternalistic? 

• Is policy responsive to employee demographics

• Does policy address the soft issues
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• Choose battles (consult stakeholders to determine 
priorities)

• Go for quick fixes to establish momentum (early success 
can buy more time)

• Divide enormous tasks into manageable parts 

• Pair program enhancements with savings opportunities 
(enhancements may be more difficult to sell later)
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• Competitive

• Culturally complimentary (remember touchstones)

• Legacy benefit vs. “nice-to-have”

• High vs. low cost

• High vs. low impact

• High vs. low usage

• Impact on drivers for reluctance to relocate

• Impact on recruiting and retention
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• Short-term domestic assignments

• Invest in local talent recruiting/ development

• Guarantee return move benefits 

• Commuter policy options
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Employee productivity

• Validates cost of homesale assistance in particular

• Can significantly outweigh near-term relocation budget 
concerns 

Remember that benefits work together 

(saving a line item cost can actually increase overall costs)



“This … reminds us yet once again that … we have to be 
prepared for everything and anything”

Governor Arnold Schwarzenegger, Los Angeles, CA

Source: “Earthquake Rattles Southern California”, New York Times, July 30, 2008
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