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Additionally, companies in every industry are 
transforming themselves not only through 
mergers, acquisitions, and alliances, but also 
with strategies made possible by technology – 
virtualization, outsourcing, and others.6 

THE SHRINKING WORLD
Global competition is increasing, especially as 
trade and economic barriers fall. Companies 
around the globe are looking to reduce costs and 
reach new markets. Technology has bridged the 
world and brought people closer together, fueling 
the exchange of information, ideas, capital, and 
goods and services.7 

Organizations, like their markets, are becoming 
more globalized. Today’s multinational 
corporations are leaving behind the idea of 
a “home country,” and are instead moving to 

more globalized operations.8 Now, instead 
of focusing exclusively on expatriates to 
run overseas operations, corporations are 
identifying and developing local leaders.9 
Additionally, corporations are more readily 
using short-term international assignments – 
typically less than one year – to curb costs. 
With shorter durations, companies can decrease 
relocation costs by reducing the number of 
assignees returning prior to completion of their 
international assignments and lowering property 
management spending.

THE PROFILE OF FUTURE WORKERS
The changing demographics of the workforce will 
create a culture shift in organizations throughout 
the world. The populations of developed nations, 
specifi cally the U.S., Australia, Japan, and many 
Western European countries, are aging.10 In the 

U.S. alone, beginning in 2012, nearly 10,000 
Americans will turn 65 years of age each day.11 

Along with the aging population, these nations 
are seeing a decrease in birth rates, which 
could eventually lead to labor shortages and an 
increase of workers from developing nations.12 

While the U.S. population is aging, many baby 
boomers will likely want to stay active or will be 
forced to work past retirement age due to heavy 
losses in pensions and 401(k)s from the recession in 
the late 2000s. Additionally, 30-percent of younger 
baby boomers (age 45 to 54) and 15-percent of 
older baby boomers (age 55 to 64) are under water 
on their mortgages.13 Therefore, this age group 
is anticipated to work past retirement age and is 
expected to compete with younger generations for 
part-time, consultancy, and temporary positions, 
too. All generations in the labor force will need to 
become more adaptive and collaborative.

The U.S. Offi ce of Occupational Statistics and 
Employment expects that by 2020, workers age 
55 and older will make up 24-percent of the labor 
force.14  Looking beyond 2015, as explained in 
Figure 3, this trend of older workers remaining 
in the workforce is projected to continue well 
into the 2050s. This of course means that every 
employer will face the challenge of merging each 
generation’s distinct characteristics and values 
into one cohesive workforce.  

FIGURE 3.
THE PROJECTED AGE DISTRIBUTION OF THE U.S. LABOR FORCE15
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Generation X, often defi ned as individuals 
born between 1965 and 1980,16 is 
characterized by their hard-working, 
active, and family-focused lifestyles. These 
individuals are more likely to sacrifi ce their 
earning potential and career opportunities for 
their families than their parents’ generation.17 
This commitment to family could play a direct 
role in employees’ willingness to relocate – 
domestically and internationally.

The fi rst truly global generation, Generation Y 
or the Millennial Generation makes up a third of 
the world’s population.18 This generation, which 
is comprised of individuals born after 1980,19 
will take the family-life balance a step further 
by doing more work from home than any other 

generation. Furthermore, the events marking their 
generation – 9/11, the global fi nancial crisis, 
and aging parents – will encourage them to 
demand more corporate social and environmental 
responsibility from the companies with which they 
work and do business.20 Regardless of what career 
path Generation Y selects, these individuals will 
demand respect and aim to change the world. 

The willingness of Generation Y to relocate will 
likely be split. Approximately, 23-percent of 
homeowners under age 30 are under water on 
their mortgages.21 These individuals, knowing 
that they would have to take a loss to sell their 
homes, would be less likely to relocate than 
individuals who are renting. However, many 
people in Generation Y are currently renters, 

and are seeing a perfect storm that will likely 
keep them renting far longer than previous 
generations:22  

> They’ve seen fi rsthand how the economic 
crisis has affected the generations before 
them – wiping out retirement savings and 
housing values.

> They’ve faced problems fi nding employment 
and have been forced to live with roommates, 
rent, or return home to their parents.

> They’re paying off student loans and credit 
card debts.  

> They enjoy urban lifestyles and do not want 
to live in the suburbs.

Age is not the only factor comprising the 
demographics of the future workforce. The 
number of minorities is expected to increase. 
With the infl ux of new cultures will come the 
need for companies to recognize and respect 
the differences of their employees. From 
offering new holidays or paid time off for 
religious reasons, to demonstrating intercultural 
competence, organizations will need to be 
fl exible if they intend to recruit and retain a 
world-class workforce of all ethnicities.23 

WORKERS’ CHANGING VALUES

Loyalty to companies in the future will not 
be as prominent as it once was. As workers 
change jobs frequently, pay will be linked to 
performance not seniority.24 Additionally, to 
retain talent, companies will need to tailor their 
benefi t packages to meet the diverse needs of 
their workforces.25 

The number of female workers has increased 
steadily, creating a more balanced workforce.26 
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However, this balance has divided care-giving 
roles and has placed additional emphasis on 
companies’ fl exibility and benefi ts for child, 
dependent, and elder care. 

Organizations will need to look to 
alternative means for fi nding the labor they 
need – from engaging transient talent, to 
continuing to employ baby boomers in part-
time or contingency positions, to offering 
telecommuting and virtual offi ces. Flexibility will 
no longer be an optional characteristic; it will 
instead be a necessity. Additionally, the typical 
approach of relocating talent to operations 
throughout the globe will wane as companies 
discover it is more cost-effective to hire top 
talent locally.28

As corporate downsizing forces workers to do 
more with less, businesses are fi nding long-
time employees hold critical knowledge that 

can keep an organization running effectively. 
Therefore, maintaining intellectual capital 
will become a top priority for businesses. 
Training and education will play a pivotal role 
in employee benefi ts, as well as help provide 
continuity plans and documentation that will 
enable the organization to avoid the risks 
related to employee turnover. Not only will this 
serve to enhance employees’ strengths, but it 
will also aid in knowledge-sharing and cross-
training throughout the organization. 

“At Graebel, we make education one of our top 
priorities,” said Bill Graebel, CEO. “In addition to 
our Graebel University programs, our seasoned 
employees are mentors and coaches. This helps 
ensure valuable knowledge will be transferred 

throughout our entire workforce, enabling us 
to deliver smooth operations and top-notch 
customer service worldwide.” 

THE CHANGING RELOCATION INDUSTRY

The most profound impact on the relocation 
industry has occurred in the last 10 years. 
Most recently, the worldwide economic crisis 
has forced many companies to cut relocation 
budgets, and many employees are reluctant 
to move.29 

Transfer activity has been on the decline since 
2006, and Worldwide Employee Relocation 
Council (ERC) is reporting that 70-percent of 
corporations have changed their relocation 
policies.30 This contraction in the industry places 
extra emphasis on smarter use of resources and 
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relationships. Organizations need a relocation 
partner that is adept at providing cost-effective, 
highly personalized services, while continuing 
to address their companies’ and their relocating 
employees’ evolving needs on a global scale. 

A recent survey by PricewaterhouseCoopers 
indicated 81-percent of global CEOs were 
confi dent that growth would occur in the next 12 
months.31 “While this news is optimistic, there 
is still a level of instability in the marketplace 
– and the relocation industry is no exception,” 
shared Graebel. “As the industry continues to 
experience decreased transfer volume, survival 

for undercapitalized relocation companies 
becomes increasingly diffi cult. To survive the 
industry and economic turmoil, relocation 
companies must hold costs steady, secure funds 
for reinvestment in technology, facilities, and 
equipment, and commit to recruiting and training 
a quality workforce.  When evaluating a new 
or incumbent relocation partner, corporations 
should carefully weigh these factors.”  

It’s now more important than ever for companies 
to align themselves with a relocation partner 
that recognizes the changes facing the 
relocation industry and the global workforce. 

By taking the time to understand the current 
and potential shifts in the global workforce, 
Graebel is able to offer the relocation 
solutions that address the needs of today’s 
employees and employers. As a wholly and 
privately owned organization that features 
an integrated, worldwide structure, Graebel 
is uniquely positioned to adjust to the 
changes that will affect the future of the 
global workforce. Its experienced relocation 
professionals look forward to continuing to 
provide the world-class service clients have 
come to depend on for the last 60 years. 

55

The information contained in this document represents the current view of Graebel Companies, Inc. on the issues discussed as of the date of publication. Because of changing market conditions, 
Graebel cannot guarantee the accuracy of any information presented after the date of publication. 

© 2010, Graebel Companies, Inc.  All rights reserved.  

Graebel World Headquarters  |   16346 Airport Circle   |   Aurora, CO 80011   |   800.723.6683   |   303.214.2156 (fax)   |   marcom@graebel.com   |   www.GRAEBEL.com   

TO LEARN MORE ABOUT TRENDS IN WORLDWIDE RELOCATION, CONTACT GRAEBEL:  

531 PricewaterhouseCoopers. “13th Annual Global CEO Survey.” January 2010. 32 Ed Frauenheim. “HR 2018: Future View – Top Predictions.” Workforce Magazine.

Future benefi t packages may take a 
menu-like approach and offer a better 
work-life balance. 

> Pet insurance

> Identity theft insurance

> Financial education programs

> Elder care

> Child and dependent care programs

> Wellness programs

> Convenience services
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