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WELCOME TO AMERICA

Helping spouses of U.S.-bound expatriates can go
a long way toward ensuring the success of those
assignments, just as it can in foreign-bound situations.
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TAKING ACTION

Studies from Dave Ulrich and the RBL Institute show
HR professionals are honing their skills as change agents
to turn business trends into organizational actions.

Annual Top 100
Employer
Rankings

JANUARY/FEBRUARY 2012

HR LEADERS AT THE NATION’S
LARGEST COMPANIES ARE
TAKING STEPS TO MANAGE
WHAT HAS BEEN IDENTIFIED AS
ONE OF THE TOP RISKS FACING
BUSINESSES: A SHORTAGE OF
QUALIFIED TALENT.

PepsiCo’s Cynthia Trudell, executive vice president
and chief people officer, and David Henderson,
chief talent development officer, are working
to ensure their high-potentials can lead their
company into a new and different future.

The

Human Risk Factor
ARNOLD ADLER

BY A N D R E W R . M C I LVA I N E

W

hen you think about the human resource arena, the word
“risk” rarely, if ever, comes to mind. After all, risk typically
connotes dangers such as kidnappings, oil spills, cyber warfare
or theft. Recruiting, benefits administration and employee
development may be perceived as challenging, but hardly risky.
So it’s interesting that the 2011 Lloyd’s Risk Index, a poll of 500 C-suite and boardcontinued on page 14
level executives that was released in December by the
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its headquarters and a small budget
for spouse activities such as a free
“Surviving Culture Shock” workshop,
potluck picnics and eight other social
events throughout the year.
Likewise, the bank’s global-mobility
department, which falls under HR,
has since built a four-step program
for job-seeking spouses that is offered
six times a year, says le Grand, the
network’s past president. The general
program offers a job-search orientation
and follow-up programs covering
resume writing, interviewing and
networking.
“Global-mobility [departments]
should have in mind the well-being of
the family,” le Grand says, adding that
spouses who abandon a successful
career abroad often feel helpless,
useless and isolated in America, and
this can deliver a huge blow to their
self-confidence. “Teens are upset,
the children don’t adapt or refuse to
learn the language and spouses are so
isolated, they even refuse to unpack
the boxes. All of those things happen.”

Global Moves

Coming to America

Employers are finding assistance programs for
spouses of U.S.-bound expatriates can help
boost the successes of those assignments, too.
BY CAROL PATTON
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S

ix years ago, Maaike le Grand
started packing up her house.
While living in Amsterdam,
her husband had accepted a
new job at the World Bank,
a global financial institution
headquartered in Washington.
Le Grand, who spoke fluent
English, was excited about the
move to a new country. She
planned to continue her 27-year career
as a French teacher. With all her skills
and experience, what could go wrong?
Plenty. After she arrived, World
Bank invited her to a workshop where
facilitators helped participants develop
a resume, then handed them a binder
containing 2,000 addresses of jobrelated websites.
“You felt basically left out in the cold,”
she says. It wasn’t until one year later
that she was able to land a part-time job
teaching English at the International
Language Center. “Spouses have to know
that it takes a lot of work to get a job... . It
takes a lot of time to get a work permit,
from four months to a year, or even more,
in some cases.”

Hu m an R e so urce Exe cut iv e ®

Expatriates living and working
in the United States are often
accompanied by their spouses and
children, all hoping to acclimate to a
new culture and environment. But,
even for those who speak English,
the challenges of American life can
be daunting, even frightening. Similar
to spouses of overseas expats, the
questions loom: Where do I buy
groceries? How do I find a doctor or
get my medicine refilled? How do I get
around town? How do I make friends?
To help ease the transition, many
global employers offer relocation
services to the spouses and children
of their employees. In most cases,
the services are full blown. Some
companies pay for preschool tuition
while others offer driving lessons
for spouses, annual family trips back
home and English-language classes
for spouses and children. Just about
anything goes. The plan is to create
a happy and well-adjusted family,
which, in turn, produces a satisfied and
productive employee.
In le Grand’s case, she received
assistance from the World Bank Family
Network, a 40-year-old volunteer-driven
support network that helps about 500
families per year from different countries
adjust to life in the nation’s capital.
The World Bank provides the
network, she says, with an office at

According to the results of Mercer’s
2011 Worldwide Survey of International
Assignment Policies and Practices,
spousal-assistance programs can be
as different as the people they serve.
More than 1,000 global-mobilitycompensation professionals were
surveyed worldwide.
Consider that 38 percent of
respondents indicated they had
broadened the definition of spouse to
include long-term live-in partners of
the same or opposite sex. Although 77
percent of Japanese companies said
they still use the traditional definition
of husband or wife, 61 percent of
European companies apply the
expanded definition.
More findings:
participants offer a miscellaneous
family allowance, which is frequently
a one-time, lump-sum cash payment
averaging $6,088.
impose an age limit on dependent
children who can move with their
parent. Of those, 27 percent said the
limit is 18 years of age.
Almost 50 percent of European and
North American companies offer a
variety of assistance to help spouses
of expats on assignment while only
20 percent of Japanese companies do.
Popular forms of assistance include
language tuition (67 percent), cultural
orientation (61 percent), job-search
assistance (50 percent) and workpermit assistance (46 percent).
One of the reasons more companies
are offering such support has to do
with demographics, says Ed Hannibal,
leader of Mercer’s North American
mobility business in Chicago.
“Twenty years ago, there weren’t
as many working spouses in the
population the companies were moving
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that there are today or in the future,”
he says, predicting that the number of
boutique firms that provide relocation
services will grow because of this
increase in dual-income families.
Relocation-related online social
networking is likely to grow. Because
employees move to a variety of U.S.
cities, Hannibal says, some companies

are publishing monthly or quarterly
newsletters to connect expatriate
populations worldwide. Others, such
as the World Bank, are building and
managing dedicated intranet sites
where families can join global online
communities. In some cases, they
can post resumes; ask for job leads,
doctor or daycare referrals; share

family photos; highlight family-member
accomplishments; or mention their
hobbies and other extracurricular
activities.
Although companies are limited
in how much they can help spouses
gain immediate employment due
to immigration laws—obtaining a
green card for unskilled workers
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to our industry as the HR in
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can sometimes take more than five
years—some employers are helping
spouses remain current in their craft,
says Hannibal, by reimbursing their
college tuition or registration fees for
professional workshops or required
certification courses.
Meanwhile, companies need
to include spouses in employee
orientations and help them develop
realistic expectations about living and
working in the United States before
their suitcases are even packed.
“There’s always a challenge in
moving to a foreign country,” says
Hannibal. “It’s a fallacy to think
that moving to the United States is
going to be any easier than moving
[elsewhere].”
Spousal-assistance programs come
in many different forms. But they
typically share common denominators
such as cross-cultural training courses,
English lessons, or destination and
assimilation services that help families
with everything from finding housing
and doctors to obtaining driver’s
licenses.
Still, most programs offer more.
General Motors in Detroit, for
example, offers career-continuation
services, which reimburse spouses
$2,500 each year during the expatriate
assignment for activities such as
maintaining professional licenses or
certifications, says Linda Deskins,
senior HR manager for International
Assignment Services at GM.
Depending on the cost of a preschool,
GM also pays for most, if not all, of the
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“The No. 1 issue is
to be flexible with
your program. Do
it with the idea
that you’re helping
the spouse get
acclimated.
—LINDA DESKINS,
GENERAL MOTORS
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tuition for up to two years. And since
there’s limited public transportation
in Southeastern Michigan, spouses
can obtain cars through the GM lease
program after completing the company’s
safe-driving program.
However, the automaker’s program
helps fewer than 10 spouses a year,
representing less than 10 percent

of its spousal population, Deskins
says. She believes HR must develop
broad guidelines for expense
reimbursements. She recalls the
spouse of an expatriate from Germany,
who taught linguistics to children and
adults in Germany. While living in the
United States, she was reimbursed
for taking Spanish-language lessons,

claiming the lessons would help
advance her teaching career after she
returned to her native land.
“The No. 1 issue is to be flexible with
your program,” Deskins says, adding
that 95 percent of GM’s international
assignments are successful. “Do it with
the idea that you’re helping the spouse
get acclimated.”

INNOVATIVE
EDUCATION
AT ASHFORD

A MAJORITY OF OUR STUDENTS
ATTEND CLASS THROUGH
ASHFORD’S ONLINE PLATFORM,
SO WE CONTINUOUSLY STRIVE
TO FIND WAYS TO IMPROVE THE
STUDENT EXPERIENCE.
Ashford’s accessible learning platform can foster
greater efficiency in your workforce. To learn
about Ashford’s education partnership program,
which provides valuable benefits to you and
your employees, please contact us at
partners@ashford.edu or call 800.507.1655.

success.ashford.edu/employers
400 North Bluff Blvd., Clinton, IA 52732
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Tying Loose Ends

More than 15 years ago,
GlaxoSmithKline created the U.S.
and International Service Center,
which handles all of its domestic
relocations—inbound and outbound—
except to or from the United Kingdom,
which has its own support system,
says Gloria Wilson, manager of the
pharmaceutical company’s Center in
Philadelphia, which operates under
HR’s umbrella.
The Center offers a buddy system,
connecting spouses who recently
moved to the area with others who
have lived in the city for the past two
years. Spouses and their families can
also join different networks that are
run by volunteer employees, such as
the Asian Alliance Group, the African
American Alliance or the Domestic
Partner Alliance.
While most spouses are “just
awestruck” with the amount of
available resources and choices,
Wilson says, their biggest source of
dissatisfaction is their limited access to
the U.S. job market.
“[Spouses] come expecting to find
work almost immediately,” she says,
adding that employment-authorization
documents usually take between 45
and 90 days to process.
Still, the company’s expatriates have
a high success rate. Eighty percent of
the estimated 50 employees who move
to the United States each year stay for
five years or longer.
But moving to a new country isn’t
for everyone. Despite the Center’s
comprehensive assistance, she says,
some spouses have trouble adapting
to the U.S. culture, can’t find a job or

iPHONE® and ANDROID™ APPLICATIONS:
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and discussion forums on the go.
ELECTRONIC TEXTBOOKS:
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week undergraduate courses, digital
materials are available for instant download.
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Customizable and interactive rubrics are
aligned with learning outcomes and help
faculty members provide exceptional
feedback for students.

Android™ is a trademark of Google Inc.
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“Spouses have to
know that it takes
a lot of work to
get a job ... .”
—MAAIKE LE GRAND,
WORLD BANK FAMILY
NETWORK

become homesick. Others who come
from countries offering socialized
medicine are frustrated with the
American health system.
That’s partly why the company
plans on exploring various ways to help
spouses cope with personal issues.
“We call it a dip,” she says, explaining
that problems often arise six months
after a move, when spouses are no
longer occupied with all the details of
an international move, such as finding
housing or settling children in school.
“They were somebody in their country
and are dealing with a loss of identity.
Spouses realize they’re all alone and
need more support versus less.”
Each year, Nestle USA reimburses
a family’s expenses for one trip back
home. In that Glendale, Calif.-based
company, roughly 130 expatriates move
with their families to the United States
annually, says Norma Cuellar, manager
of international HR and corporate
relocation.
Yet only about 20 percent of
the spouses take advantage of the
company’s global expatriate mobility
program. Cuellar suspects the reason
for the low utilization rate is that many
are spouses of career expatriates and
have grown accustomed to living
abroad.
The program—which is designed to
help spouses over a three-year period,
the average length of an expatriate

FYI

On Course

U

niversity of California-Berkley now offers a 10-week course—
Creating a Fulfilling Life in America—that helps newcomers
develop a social network and address many issues, such as
isolation, stress and cultural differences, says Yvonne LeFort,
a career consultant and intercultural trainer who teaches the class.
LeFort’s students, who represent at least 15 different nationalities,
are spouses of visiting scholars or post-doctoral, research or graduate
students at the university.
While global companies typically provide a one- or two-day workshop
on American culture for the families of expatriates, she says, it’s not
nearly enough. She compares it to placing a Band-aid on someone who’s
just had a heart transplant.
“The happiness of a spouse is crucial to the success of an
international assignment,” LeFort says. “Spouses are part of the whole
picture … . If companies want to make sure their employee is happy,
spend energy on making sure the spouse and family are happy.”

assignment—has gone through several
changes over the past several years,
says Cuellar. Spouses can either
be reimbursed for expenses such
as resume writing or job-coaching
services or receive one lump sum
during the first year of the assignment
to help pay for college tuition. They’re
also granted more flexibility in
wrapping up their career or allowing
their children to finish school at home.
The whole family no longer has to
move at once, she says.
But one challenge Nestle didn’t
anticipate was how the family unit is
changing.

Vienna Tops in Quality of Life

I

f you enjoy “wiener schnitzel” and opera music along with the highest quality of
life available on the planet, then Vienna, Austria may be the city for you, according
to the most recent worldwide ranking of cities by its quality of life.
The Mercer 2011 Quality of Living Survey is designed to help governments
and multinational companies fairly compensate employees when placing them
on international assignments, and the report provides information and hardship
premium recommendations for 221 major cities around the world, using New York
as the base city. The survey’s highest-ranked U.S. cities for overall quality of living
are Honolulu and San Francisco. This year, the report also separately identifies
cities with the highest personal-safety ranking, based on internal stability, crime
level, law-enforcement effectiveness and the host country’s international relations.
Luxembourg tops this personal-safety ranking, followed by Bern, Switzerland;
Helsinki, Finland; and Zurich, Switzerland—all ranked at No. 2. Vienna ranks fifth,
while Geneva and Stockholm, Sweden both rank sixth.
Baghdad, Iraq (221) is the world’s least-safe city, according to the report.

Top Reasons for Moving

M

oving to be closer to work is the second-most-popular reason for
Americans to pick up and relocate, according to Atlas Van Lines, with
landing a new job or job transfer coming in fifth place.
Using the results from its most recent migration-patterns study,
combined with its American Housing Survey for the United States, the Evansville,
Ind.-based national moving company finds the No. 1 reason for Americans to move
is “to establish own household.” The need for a larger house or apartment comes in
third on the list, with the desire for a “better home” coming in fourth.
The company’s infographic, which can be found at http://www.atlasvanlines.
com/infographics/moving-patterns-reasons/, also shows regional differences in why
people are moving. For example, 11.4 percent of moves made in the South were
because of a new job or job transfer, compared to 9.6 percent in the West, 9 percent

“A lot of European couples are not
married,” says Cuellar, adding that the
Swiss-based global company exports
much of its talent from Europe to the
United States. “That’s something we’ve
had to adjust to. We’ve opened up our
benefits to domestic partners as well,
trying to keep up with the changing of
our workforce.”
The company also created a spousal
support network in Glendale and plans
to expand it nationwide. Spouses and
domestic partners meet monthly to
address their challenges or concerns and
obtain a wide variety of referrals, ranging
from pediatricians to hairdressers.

Cuellar, who has worked at Nestle
since the 1990s, recalls only a handful
of expatriate assignments that have
not been successful, mainly due to
relationship issues between employees
and their spouses or partners.
“If you marry your business needs
with the employee and [spouse’s]
needs, really give them the appropriate
support they need and anticipate what
that will be from prior experience,” she
says, “it makes for a good, successful
program.”
Send questions and comments about
this story to hreletters@lrp.com.

in the Midwest and 7.5 percent in the Northeast. “This information is of particular
interest to employers, realtors and human resource professionals as they make
business decisions,” says Jack Griffin, president and COO of Atlas World Group.

Cultural Training Available Online

E

xpatriates and their families now have online access to country-specific
information designed to prepare them to live and work effectively in a
foreign culture, thanks to the creation of a new division of RW3 Culture
Wizard, a New York-based e-learning and cultural training provider.
The new division, CulturalTraining.com, offers an interactive, self-directed and
multimedia-based course designed to help users learn critical information about
destination countries and gain business skills they will need to be more successful.
“All the research in the field indicates that failure to properly understand
the cultural issues of working with people from a different country is the
greatest contributor to expat-assignment failure,” says Michael Schell, CEO of
CulturalTraining.com. “This impacts the company’s cost and the expatriate’s
career, to say nothing of the family’s well-being.”

Leading Inhibitors to Employee Mobility

T

here are five distinct issues that are inhibiting companies from reaching
their employee-relocation and business objectives, including misalignment
of the mobility program with the company’s business goals, according to a
new report from Brookfield Global Relocation Services.
The Woodbridge, Ill.-based organization says its report, Overcoming Inhibitors
to International Employee Mobility, was compiled through in-depth interviews with
more than a dozen global mobility leaders in Europe and the United States, and
supplements its 2011 Global Relocation Trends Survey report.
Other inhibitors listed in the report include a need for unit and seniormanagement leaders to better understand the needs of their globally mobile
employees; bringing policy provisions more closely in line with the needs of
current assignees; a lack of commitment to compliance in key areas, such as
assignment-business justification, approval process and assignment authorization;
and getting regional buy-in to global programs.
“Our report not only reveals the five major inhibitors that are holding back
global mobility programs,” says Scott Sullivan, executive vice president of the
company, “but also identifies how companies have overcome these roadblocks
and conquered the challenges many international firms are facing.”
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